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I. RECOGNITION 

A. ASSOCIATION RECOGNITION  

The Cardinal Board of Education, hereinafter the "Board," hereby recognizes the 
Cardinal Education Association, hereinafter the “CEA” or "Association," as the 
sole and exclusive bargaining representative for the purpose of collective 
bargaining as defined in Section 4117.01 (G) of the Ohio Revised Code.  

B. BARGAINING UNIT MEMBER  

1. Members of the CEA bargaining unit, hereinafter "MBUs," shall mean only 
certificated/licensed personnel under regular teaching contracts employed 
by the Board with the exception of substitutes, tutors (as defined in Board 
of Education policy), or other casual employees.  Persons employed as 
substitutes with an assignment to one specific teaching position for a 
period of sixty (60) days or longer in a single school year shall no longer 
be considered as substitute teachers for the purpose of this Collective 
Bargaining Agreement, hereinafter “CBA.”  

2. The Association shall not include any personnel employed as 
management level personnel, i.e., those individuals who have the right to 
hire, fire, discipline, evaluate, and/or recommend or participate in such 
actions, and all other confidential employees, including the Athletic 
Director, if an administrator.  

 

II. NEGOTIATIONS PROCEDURE  

A. SCOPE OF NEGOTIATIONS  

The Board will meet with the Association for the purpose of arriving at an 
agreement on proposals concerning all matters with respect to wages, hours, 
terms and conditions of employment, and the continuation, modification, or 
deletion of an existing provision of the CBA.  

B. MEETINGS AND PROCEDURE  

1. Requests for Negotiations – If either party desires to open negotiations for 
a successor CBA, it shall so notify the other party in writing not sooner 
than one hundred eighty (180) calendar days, and not later than one 
hundred twenty (120) calendar days prior to the expiration date of this 
CBA.  Notification in writing from the Association shall be served on the 
Superintendent, and from the Board shall be served on the Association 
President.  The party giving notice shall also serve a copy of the written 
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notice, together with a copy of this CBA, on the State Employment 
Relations Board.  

2. The parties shall simultaneously submit in writing their proposals within 
twenty (20) calendar days of the receipt of the written Notice to Negotiate.  
After the initial submission of proposals, additional items shall not be 
submitted by either party unless mutually agreed otherwise.  Within fifteen 
(15) days after the parties submit their initial proposals, an initial meeting 
to negotiate shall occur.  The traditional exchange of initial proposals may 
be replaced by any form of Interest-Based Bargaining only if both parties 
agree in writing to such a method.  

3. At the time the initial request for negotiations is made and the items for 
discussion are mutually exchanged, a meeting place shall be determined 
and a timetable set up for future meetings.  

4. Either team may call for a caucus at any time during a bargaining session.  
Normally a caucus shall not last more than thirty (30) minutes.  

5. Negotiation teams shall be limited to a maximum of seven (7) members, 
which shall include any consultants and/or alternates.  

6. The teams may mutually agree to invite other professional consultants to a 
specific bargaining session to provide information to both teams.  

7. All bargaining sessions shall be closed to the general public.  

C. AGREEMENT (T.A.)  

1. When a tentative agreement is reached between both negotiation teams, 
the Association shall present the tentative agreement to the membership 
for ratification or rejection.  

2. After the Association ratifies the tentative agreement, the Board will 
consider the tentative agreement.  The motion to adopt the tentative 
agreement will be written into the Board’s minutes.  

3. After the Association ratifies and the Board adopts the tentative 
agreement, the Association President and the Board President shall sign 
four copies of the CBA and each party will receive two (2) copies.  

D. DISPUTE SETTLEMENT PROCEDURE  

1. The parties agree to discuss all issues in good faith in an effort to resolve 
them within sixty (60) days of the onset of the first bargaining session.  
Either party may submit, at any time after fifty (50) days prior to the 
expiration date of this CBA, all unsettled issues in dispute to mediation 
with the Federal Mediation and Conciliation Service (FMCS).  

2. The parties agree that the aforementioned mediation process will 
constitute their exclusive mutual alternative dispute settlement procedure 
and shall last a minimum of twenty-one (21) days from date of assignment 
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of mediator or until settlement is reached, whichever comes first.  The 
Board acknowledges the Association's right to strike under Section 
4117.14 (D)(2).  

3. It is the intent of both parties that efforts to negotiate may continue during 
the ten (10) day period following the Board’s receipt of the Association’s 
notice to strike 

III. GRIEVANCE PROCEDURE  

A. DEFINITIONS  

1. Contract Items – A "grievance" is a claim based upon violation, 
misinterpretation or misapplication of a specific provision(s) of this CBA.  A 
grievance in this category may be processed, if necessary, through Step 
IV.  

2. An "aggrieved person" is the person or persons making the claim.  A 
grievant may be a MBU, group of MBUs, or the CEA.  

3. A "party in interest" is the person or persons making the claim or any 
person who might be required to take action or against whom action might 
be taken in order to resolve the claim.  

4. Days as used in this procedure shall be "school days."  Days used in this 
procedure shall be school days except where the time limits extend 
beyond the last teacher work day. After the last teacher work day, days 
will be defined as calendar days.  

5. Representative or representatives shall be any MBU chosen by the 
aggrieved or any other person of the aggrieved’s choosing.  

B. PURPOSE  

1. The purpose of this procedure is to secure, at the lowest possible 
administrative level, equitable solutions of the problems that may from 
time to time arise concerning provisions of the CBA.  Both parties agree 
that these proceedings will be kept as informal and confidential as may be 
appropriate and legal at any level of the procedure.  

2. Nothing contained herein will be construed as limiting the right of an 
aggrieved person and a party of interest from discussing the matter 
informally and to have the grievance resolved without intervention by the 
Association, provided that the resolution is not inconsistent with the terms 
of the CBA and that the Association has been given an opportunity to be 
present at such resolution and to state its views.  
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C. PROCEDURE  

Since it is important that grievances be processed as rapidly as possible, the 
time table specified at each level should be considered as a maximum and every 
effort should be made to expedite the process.  The grievance procedure must 
be commenced within twenty (20) days of an incident or within twenty (20) days 
after the MBU becomes aware of an incident. The time limits specified may, 
however, be extended by mutual agreement.  

1. Informal Step – If a grievant believes there is a basis for a grievance, the 
grievant may first discuss the matter with an immediate supervisor in an 
effort to resolve the problem informally.   

2. Step I – If the grievance is not resolved within five (5) days of such 
informal meeting, the aggrieved may present a formal claim to his/her/their 
immediate supervisor by submitting a completed Grievance Report Form.  
Within five (5) days of receipt of the grievance, the immediate supervisor 
shall meet with the aggrieved and the aggrieved's representative(s), if 
elected by the aggrieved, at a mutually agreeable time in an effort to 
resolve the matter.  The immediate supervisor shall indicate his/her 
disposition of the grievance within five (5) days after such meeting by 
completing the report form and returning it to the aggrieved and the 
bargaining agent.  If such disposition is not timely filed, the grievance shall 
go to Step Il.  

3. Step II – If, after receiving an answer at Step I (or if no decision is 
rendered), the aggrieved person remains aggrieved, the grievance shall 
be submitted to the Superintendent for a Step II decision in the matter.  
Such request must occur within five (5) days following the receipt of the 
answer at Step I.  The Superintendent shall meet with the aggrieved 
person and a representative of the aggrieved's choice at a mutually 
agreeable time within five (5) days following the receipt of the written 
grievance.  Within ten (10) days of receipt of the written grievance, the 
Superintendent shall forward a copy of the Step II decision to the grievant.  
A copy of the Step Il decision will be forwarded to the principal or 
administrator involved at Step I.  

4. Step III – If, after receiving an answer at Step II (or no decision is 
rendered), the MBU remains aggrieved, the aggrieved and/or the 
Association shall, in writing, request a Step III hearing with the Board of 
Education.  Such request must be made within five (5) days following 
receipt of the Step II decision.  Copies of the grievance and Step II 
decision will be sent to all Board members.  The Board will arrange a 
discussion to be held in executive session, if requested by the aggrieved 
and the topic of the grievance is an appropriate one for executive session, 
to be held within ten (10) days or at the next Board meeting following 
receipt of the discussion request, whichever is longer.  If the topic of the 
grievance is not appropriate for executive session, the Board will notify the 
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Association President at least five (5) days before the meeting and the 
Association President will have the discretion to elect to advance the 
grievance directly to Step IV. The aggrieved may be accompanied at the 
discussion by representatives of the Association, legal counsel, and 
witnesses.  The Board's written decision shall be transmitted to the 
grievant and the Association within five (5) days following the discussion.  
Any official action taken by the Board will refer to the grievance by topic 
only.  

5. Step IV – If, after receiving an answer at Step III (or if no decision is 
rendered), the grievant is not satisfied with the disposition, the grievant or 
the Association may submit the grievance to arbitration within thirty (30) 
days of the receipt of the answer from Step Ill. The arbitrator will be 
selected from a panel provided by the American Arbitration Association (or 
another source if mutually agreed to by the parties’ representatives). The 
arbitrator shall conduct a hearing in accordance with the rules of the 
American Arbitration Association and render a decision following the 
hearing. The arbitrator shall have no power to alter, add to, delete from, or 
modify any of the terms of this CBA. Both parties agree that the award of 
the arbitrator will be final and binding on all parties. The fees and 
expenses of the arbitrator shall be paid by the party that does not prevail 
in the arbitration.  The arbitrator shall identify the prevailing party as part of 
his/her decision, and, if the decision is “split,” the arbitrator shall allocate 
his/her fees and expenses as a part of his/her decision.  Additional 
expenses shall be paid by the party that incurs them.  

D. RIGHTS OF THE GRIEVANT  

1. A grievant may appear on his/her/their own behalf or may be represented 
at any and all steps of the Grievance Procedure by the bargaining agent, 
or by counsel, or by any other person of the aggrieved's choice, except 
that the aggrieved may not be represented by an officer or employee of 
any teachers' organization other than the recognized bargaining agent.  

2. A grievant shall have the right to present a claim in accordance with the 
procedure described herein, free from interference, coercion, restraint, 
discrimination, or reprisal.  

3. If a grievance appears to arise from the actions of an authority higher than 
the immediate supervisor and/or affects a group of members, it may be 
initially submitted at Step II described herein.  

4. Any grievance may be dealt with by the grievant seeking redress with the 
immediate supervisor; however, this informal procedure does not preclude 
the filing of a grievance at any appropriate formal level.  

5. The grievant, grievant's witness(es), and the Association President or 
designee shall have the right to attend Step l, II, Ill, or IV level 
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meetings/hearings without loss of pay,  or having to use any accrued 
leaves of absence. 

IV. Discipline 

A. Discipline Proceedings 

A bargaining unit member shall have the right to be represented by the 
Association at conferences or meetings with any administrator in which the 
bargaining unit member believes may result in discipline or may affect a 
continuation of his/her employment or contract status.  Should a meeting become 
disciplinary in nature, a member may request adjournment until appropriate 
representation is available.  It is not the intent of the parties that this provision will 
prohibit the removal from the classroom of a member in extraordinary 
circumstances, provided, however, that a disciplinary conference with a 
representative present shall be held within two (2) workdays of such removal. 

B. Standards for Discipline 

No bargaining unit member shall be disciplined by the Board or any of its agents 
in an arbitrary and capricious manner or without just cause. 

C. Progressive Discipline 

Disciplinary action shall consist of five (5) steps.  It is understood that such action 
shall be commensurate with the severity of the bargaining unit member’s offense, 
may be initiated at any level, and may include the repetition of a step without 
progressing to the next step. 

1. Step One: Verbal warning(s) 

2. Step Two: Written warning(s) - will incorporate comments relative to the 
verbal warnings in substantiation of previous problems.  Said written 
warning(s) will not be placed in the bargaining unit member’s personnel 
file. 

3. Step Three: Written reprimand(s) - will incorporate comments relative to 
the written warning(s) in substantiation of previous problems. 

4. Step Four:  Suspension(s), with or without pay. 

5. Step Five: Termination. 

V. MBUS’ RIGHTS AND RESPONSIBILITIES  

A. CURRICULUM  

With respect to participation in curriculum and other committees in which MBUs 
are involved, MBUs shall not be requested to serve on more than two (2) 
committees in any three (3) consecutive years.   
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MULTI-YEAR CONTRACTS  

1. The Board may provide multi-year contracts to MBUs who have taught 
three (3) or more consecutive years in the Cardinal Local School District 
but who do not meet the requirements for a professional educator, senior 
professional educator, or lead professional educator license.  

2. Any MBU currently employed under a multi-year contract who becomes 
eligible for a continuing contract shall be considered for said contract at 
the May Board meeting following the MBU requesting such consideration.  

B. TEACHER TENURE  

Only MBUs employed half-time or more by the Board shall be eligible to be 
considered for a continuing contract.  To be eligible to be considered for a 
continuing contract, a MBU must have taught three (3) continuous years at the 
Cardinal Local Schools and hold a valid professional teaching certificate/license, 
and such application for professional teaching certificate/license is on file with the 
local superintendent by April 30.  In addition, the MBU must notify the 
Superintendent of his/her eligibility to be considered for a continuing contract by 
the November 15 preceding the May in which the Board would consider the 
matter.  

C. PROFESSIONAL DEVELOPMENT PLANNING COMMITTEE  

The parties affirm the importance of professional development programs to the 
professional growth of the District’s teaching staff.  A Professional Development 
Planning Committee (“PDPC”) shall be created that is composed of the 
Superintendent and up two (2) administrators appointed by the Superintendent 
and a minimum of four (4) persons appointed by the Association President.  The 
Superintendent/designee and the Association President/designee shall serve as 
the co-chairpersons of the PDPC.  Annually, the PDPC is responsible for 
planning relevant professional development program(s) to improve student 
performance.  Programs will be designed to meet LPDC standards for 
appropriate contact hours of professional development.  Other school 
improvement committees shall collaborate with the PDPC to ensure alignment of 
K-12 professional development.  

D. NON-RENEWAL OF CONTRACTS  

A MBU whose limited contract for regular teaching duties is expiring shall be 
deemed reemployed for the successive school year unless:  

1. The Superintendent notifies the MBU in writing by May 10 of his/her intent 
to recommend to the Board that the MBU be non-renewed;  

2. The Superintendent provides the MBU with a written statement of the 
reasons that led to his/her decision to recommend nonrenewal and
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provides the MBU with an opportunity to meet with him/her by May 15 to 
discuss the reasons;  

3. The Board adopts a resolution in public session stating its intention not to 
renew the employment of that MBU; and  

4. The Superintendent mails written notice of the non-renewal by certified 
mail, return receipt requested, to the MBU at the address appearing for 
that MBU on the Board Treasurer's records.  It is the responsibility of each 
MBU to keep a current address on file with the Board Treasurer and to 
make any necessary changes therein.  Timely mailing of the notice of 
nonrenewal no later than June 1 shall be the Board's only obligation in 
serving such notice.  

The parties affirm that paragraphs 1 – 4 above expressly supersede and replace 
the corresponding provisions of Ohio Revised Code Section 3319.11.  

Within five (5) calendar days after receipt of the Board’s written notice of 
nonrenewal, the MBU may file with the Board Treasurer a written demand for a 
hearing before the Board pursuant to divisions (G)(4) to (6) of Ohio Revised 
Code Section 3319.11.  The Board will conduct the hearing in accordance with 
O.R.C. 3319.11(G)(4)-(6).  

A MBU may appeal a Board order affirming the nonrenewal to the Geauga 
County Court of Common Pleas under O.R.C. 3319.11(G)(7).  The parties affirm 
that the evaluation procedures identified within this CBA, including the Board-
adopted Standards-Based Teacher Evaluation policy, shall be those required to 
be followed by the administration and subject to review by the Court.  

E. RESIDENT EDUCATOR PROGRAM  

1. Purpose:  The Resident Educator Program (“REP”) is designed for 
beginning teachers and provides them with the coaching, mentoring and 
guidance that is critical to improving their skills and knowledge and 
enhancing student achievement.  The Board will administer and fund the 
REP.  The REP is a four (4) year program.  Successful completion of the 
REP is required for a teacher to advance to a five (5) year professional 
educator license.  

2. Lead Mentor:  A Lead Mentor will oversee the REP and may mentor a 
Resident Educator.  

a. A Lead Mentor should have National Board, Master Teacher or  

b. Lead Teacher designation, if possible.   

c. MBUs who want to be considered for the position of Lead Mentor 
must submit an application to the Superintendent by April 1 for the 
next school year.  

d. Duties of Lead Mentor:  
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i. Chair Resident Educator Committee.  

ii. Assign Mentors in conjunction with the Resident Educator 
Committee from the previous school year.  

iii. Coordinate the REP.   

iv. Schedule and preside over meetings.  

v. Keep Superintendent and/or designee informed of all 
activities involving the REP.  

vi. Monitor the Resident Educator and Mentor’s interactions and 
offer support and assistance as needed.  

e. The Lead Mentor shall be paid a stipend of 7% of the BA base.  

3. Resident Educator Committee  

a. The Resident Educator Committee shall be comprised of the Lead 
Mentor, at least one administrator, and Mentors assigned to 
Resident Educators for the current school year.  

b. The Resident Educator Committee shall determine when, where, 
and the number of meetings necessary to fulfill its purpose.  

4. Mentor:  The Lead Mentor shall assign Mentor Teachers (“Mentors”) after 
soliciting interest among qualified MBUs.  

a. Qualifications:  

i. Mentors must have continuing contract status and a 
minimum of five (5) consecutive years of teaching 
experience in the District.  Preference will be given to those 
with Master Teacher, National Board Certification, or Lead 
Teacher designation.  

ii. Mentors must be trained to serve as a Mentor through the 
Ohio Department of Education’s Instructional Mentoring 
Program.  

iii. Mentors must hold a valid teaching certificate/license and 
should be assigned to Resident Educators with the same 
area of certification/license.  

iv. Mentors must demonstrate the ability to work cooperatively 
and effectively with the professional staff members and have 
extensive knowledge of a variety of classroom management 
and instructional techniques.  

b. Responsibilities:  

i. Carry out the REP (as developed by ODE) in conjunction 
with the Resident Educator.  
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ii. Consult with and otherwise assist the assigned Resident 
Educator on a regular basis within the instructional day.  

iii. Use the REP formative assessment tools (collaborative log, 
Ohio Standards for the Teaching Professional reflection tool, 
goal setting agreement) and protocols to support the 
Resident Educator.  

iv. Attend regional mentor network meetings.  

v. The Mentor shall not have a role in the Resident Educator’s 
formal evaluation.  Rather, the Mentor serves as an 
instructional mentor and is responsible for supporting the 
Resident Educator’s growth through the use of formative 
assessment tools.  

c. Release Time:  

i. Each Mentor shall be granted release time (at least the 
equivalent of two (2) days annually) for direct mentoring 
activities.  Release time shall be separate from any other 
release time covered under this Agreement and shall be 
coordinated by the Superintendent/designee.  

ii. Each Mentor shall be granted release time to attend 
committee meetings, necessary training, and to perform the 
required Committee work.  

iii. Coverage needs brought on by exceptional circumstances 
will be provided by alternate methods to be determined 
jointly by the Superintendent/designee and the Mentor.  

d. Restrictions:  

Any or all materials jointly developed by the Resident Educator and 
the assigned Mentor shall not be utilized as a remediation program.  

e. Compensation:  

i. In addition to the mutually agreed upon released time, each 
Mentor shall receive a supplemental contract for each 
assigned Resident Educator.  The stipend is paid in May of 
that school year.  

ii. The Board will pay all training fees required for Mentors to 
receive the mandatory ODE-state mentor training.  

iii. Mentors shall receive a stipend of four percent (4%) of the 
BA base.  

5. Resident Educator:  

a. Each Resident Educator shall be provided with the following:  
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i. Assistance in acquiring knowledge of the school curriculum, 
responsibilities for implementing that curriculum, and the 
instructional resources available for such implementation.  

ii. Assistance with the management tasks identified as 
especially difficult for beginning teachers.  

iii. Assistance in the improvement of instructional skills and 
classroom management; and  

iv. The opportunity to consult/observe other teachers both 
within and outside of the District.  

b. The Resident Educator shall be provided release time not to 
exceed two (2) days per year for the purpose of observing classes, 
meetings with his/her Mentor, attending recommended workshops, 
assessment preparation, etc.  The days may be used in quarter 
(1/4) day increments and shall be coordinated by the Building 
Principal/Immediate Supervisor.  

c. The Resident Educator is not required to complete an IPDP or 
utilize the LPDC process.  

6. Protections:  

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

b. No Resident Educator shall be required to remain in a REP after 
obtaining a professional educator license.  

c. If the District fails to comply with the State-mandates for 
implementing a REP, affected MBUs who participate in the REP 
shall not be disciplined and/or adversely affected due to the 
action(s) and/or inaction(s) of the District.  

d. Communications between a Mentor and his/her assigned Resident 
Educator shall be considered confidential to the extent permitted by 
law.  Any violation of this tenet by the Mentor shall constitute 
grounds for immediate removal from his/her role as mentor teacher.  

e. At any time, either the Mentor or the Resident Educator may 
request that a new mentor teacher be assigned.  If either individual 
makes such a request, no specifics shall be given as to the 
exercise of the option and no prejudice or evaluation is to be given 
such change.  

f. All members of the Resident Educator Committee, Mentors and 
Resident Educators shall keep confidential all discussions, actions, 
materials and other information to the extent permitted by law.  
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g. No Mentor shall participate in any informal or formal evaluation of a 
Resident Educator, nor make or be requested or directed to make, 
any recommendation regarding the continued employment of 
his/her assigned Resident Educator.  

h. A Mentor’s participation in the REP shall not be evaluated by the 
administration or taken into consideration as a part of teacher’s 
regular evaluation.  

i. Resident Educators are entitled to the same rights and privileges as 
other MBUs.  

j. Formative assessment evidence is the property of the Resident 
Educator, and he/she reserves the right to share or not share it with 
the administration.  Regardless, it will not be collected by the 
Building Principal or other District personnel, and it will not be 
utilized for the teacher’s evaluation or as a basis for employment 
decisions.  

7. Program Review / Revisions:  

Mentors and their assigned Resident Educators may meet as a group 
prior to the end of each school year to assess and evaluate the REP.  
Recommendations may be submitted in the form of a written report to the 
Association and the Superintendent not later than June 1.  

8. Records:  

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

F. MEDICAL PROCEDURES  

MBUs are not expected to dispense regular medication.  A MBU may hold and 
dispense emergency medication where there is a physician's written approval.  
MBUs will not be requested or required to perform non-emergency medical 
procedures or custodial care (e.g., changing diapers).  

G. ASSOCIATION / MANAGEMENT COMMITTEE  

In an effort to solve problems before they become formal grievances, the Board 
and the Association agree to establish a formal committee consisting of 
representatives of both the Association and the Board. 

Vision Statement for Collaboration and Building a Positive Culture 

It is the intent of the CEA and District Administration to work collaboratively in 
open communication to provide solutions to the concerns and issues brought to 
the Association/Management committee. In an effort to build a positive culture, 
both groups believe that it is important to promote the following attributes in all 
staff: 
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Accountability 

Collaboration 

Honesty 

Integrity 

Open Communication 

Professionalism 

Respect 

Teamwork 

Transparency 

Trust 

The function of the Association/Management Committee shall be to confer on all 
matters of mutual concern, to keep both parties to this CBA informed of changes 
and developments caused by conditions other than those covered by this CBA, 
and to confer over potential problems (e.g., class size, etc.) in an effort to keep 
such matters from becoming major in scope.  

The Association representatives shall be no more than six (6) MBUs.  The Board 
representatives shall be no more than six (6) in number. One meeting per year 
will be held in January on an annual basis.  

Additional meetings shall be limited to no more than once per month unless 
mutually agreed upon.  The party requesting the convening of the committee 
shall submit a list of agenda items.  

Nothing contained in this provision shall limit either party from maintaining a 
course of administrative action or the Association from processing a formal 
grievance.  

H. PERSONAL COMPLAINTS  

A personal complaint is a claim based upon an event or condition affecting the 
welfare and/or terms and conditions of employment of a teacher or group of 
teachers and not related to alleged violations of the CBA.  A personal complaint 
may be processed, if necessary, through Step III of the grievance procedure in 
Article Ill, Section C.  

 

I. EMERGENCY ASSIGNMENTS  

1. Whenever a MBU is absent for one (1) full school day or more, the Board 
will attempt to secure a properly certificated/licensed substitute.  

2. In the event a properly certificated/licensed substitute cannot be obtained, 
the following shall apply:  
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a. Elementary School – Students may be divided between other 
classes, preferably in that grade level, or assigned to a MBU(s) 
volunteering to accept them.  Each MBU receiving students shall be 
paid an amount per day equal to one-half of substitute pay.  

b. Middle School and High School – A MBU may be requested to take 
the class of the absent MBU.  Such requests shall be equitably 
distributed among MBUs who do not have assigned student contact 
time.  If substitutes are not available, a teacher may be directed to 
take the added assignment.  MBUs will receive one-sixth (1/6) of 
the amount paid daily to a substitute per class period for this duty.  

c. Study Halls/Library – MBUs who receive an extra regularly 
scheduled class of students in study hall or the library shall receive 
the same additional pay per class as provided for in paragraph (b) 
above.  

Twice annually, in December and June, the Board will pay MBUs for all duties 
served under this provision.  A form will be provided to each MBU by the 
immediate supervisor for each applicable class so covered.  Records shall be 
kept by the home school and turned in at the Board office prior to the pay period 
affected.  

There will be no compensation paid for a cooperative arrangement between two 
(2) MBUs to fill in for each other.  

VI. PERSONNEL FILES  

A. LOCATION  

The Board shall maintain an Employee Kiosk (for attendance and payroll) and, at 
the Board Office, an official personnel file for each MBU.  

B. CONTENT  

Effective August 1, 2002, all negative items placed in the file shall be dated and 
signed and identified as to source.  A copy shall be sent to the MBU before being 
placed in the file with the exception of those items filed at the direction of the 
MBU.  Parental complaints will not be a part of an MBU’s permanent personnel 
file unless substantiated following an investigation and discipline is imposed.  
After five years, a MBU may petition the Superintendent to remove a written 
reprimand, if the conduct referred to in the written reprimand has not been 
repeated during the five year period and the removal of the document is not 
prohibited by state law.  
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C. EXAMINATION  

Each MBU has the right to examine his/her file during regular office hours.  The 
MBU may be accompanied by a representative.  A designee from the central 
office must be present when a file is examined.  

D. COMMENTS  

The MBU has the right to attach written comments to any item in the file.  

E. REMOVAL  

The file shall not be removed from the Board Office by the MBU.  

F. COPIES  

A copy of each item in a MBU’s file shall be provided, at no cost, to the MBU 
requesting the material.  

G. REVIEW OF PERSONNEL FILE  

If a MBU’s personnel file is reviewed by anyone, excluding Administration and 
Board office personnel, a notation will be made on a log attached to the file, 
which will specify the date the review occurred and identify (if known) the person 
who reviewed the file.  This will also apply to members of the LPDC and 
individual members of the Board of Education.  Before a personnel file is 
reviewed by someone other than a Board member or School District employee, a 
reasonable effort will be made to notify the MBU, and the MBU (or his/her 
designee) will be provided an opportunity to be present during the review, 
provided any delay related to compliance with this provision will not cause the 
Board to violate Ohio’s public records laws.  If a MBU (or his/her designee) is not 
present during the review, the Administration will notify the MBU of which 
documents were inspected and/or copied, to the extent known.   

The Superintendent shall designate an individual to be present on the Board’s 
behalf when a personnel file is being reviewed.  

H. ANONYMOUS CORRESPONDENCE  

No anonymous correspondence or communication will be placed in a MBU’s 
personnel file.  

VII. TEACHER YEAR  

A. WORK YEAR  

The school year will be 184 days, which will consist of:  

1. Days of Instruction (178 – 180);  
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2. Up to two (2) In-Service Days or the equivalent, with one (1) of the days 
occurring on NEOEA Day. NEOEA Day is included in the 184 day teacher 
work year. MBU’s may attend NEOEA Day professional development 
offerings, with administrative approval, if aligned with district goals. 
Building directed PD will be provided in the district for those teachers not 
attending an approved NEOEA Day activity. District/Building based 
activities will be provided at the discretion of the administration. 

3. Up to two (2) Parent-Teachers Conference Days;  

4. One (1) Orientation Day (half shall be used for teacher preparation); and  

5. One (1) Record Day, which will occur the first weekday after the last day 
of the second semester.  

6. Early release days for students (two [2] hours) at the end of the first, 
second and third quarters for Record Day responsibilities.  MBUs must 
submit grades no later than the end of the fifth student day of the next 
quarter. In the 2016-2017 school year Jan. 3, 2017 will serve as the end of 
the 2nd grading period. This day is designated for teachers to complete 
required/mandated work. In all subsequent school year calendars, 1 full 
day without students will replace the current early release day at the end 
of the first semester. The work year will total 184  days for MBU’s with an 
end date no later than May 31. 

Professional Development In-services: 

Up to four (4) professional development in-services shall occur each year on 
student half (1/2) days.  In-services shall not extend beyond the seven-and-one-
half (7 ½) hour workday. 

B. MBU WORK DAY  

1. The MBU workday shall be seven hours and thirty minutes, inclusive of a 
30-minute uninterrupted lunch.  No workday will start before 7:00 a.m. or 
end later than 4:00 p.m. All teachers across the district will report based 
on their assigned buildings’ start and stop times. Staggered starts within a 
building are not permitted.  

2. There will be at least a ten (10) minute difference between the start and 
end of the regularly scheduled student day and the MBU workday for each 
building, and MBUs will not be regularly assigned any student supervisory 
duties during these periods.  

C. COPY OF CALENDAR  

A copy of the school calendar will be sent to each MBU within four (4) weeks of 
its official adoption by the Board.  
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VIII. CONDITIONS OF EMPLOYMENT  

A. STAFF ASSIGNMENT  

MBUs are subject to assignment each year by the Superintendent and will be 
notified of any change by July 1.  Only in emergency situations will assignments 
be changed after this date.  Emergencies shall include such things as inability to 
find a suitable replacement, significant changes in enrollment, and an anticipated 
loss of revenue.  When such an emergency arises, all MBUs who may be 
affected will be notified.  When the new assignments have been made, the MBUs 
involved will be immediately notified.  Recommendations from principals 
concerning assignments will be given consideration.  

B. MOVING  

MBUs who are moving from building to building or classroom to classroom, 
whether by voluntary or involuntary transfer or by closing of a building, shall have 
furniture, equipment, and packed items moved by the Cardinal Local School 
District.  MBUs shall be paid a stipend of one hundred fifty dollars ($150.00) 
when they move more than one time in a three (3) year period.   

C. TRANSFERS  

1. Voluntary Transfers  

a. Requests by a MBU for transfer to a different class, building, or 
position in which he/she is interested shall be made in writing to the 
Superintendent on an annual basis.  The Superintendent will notify 
the MBU of having received the request.  If the MBU does not 
receive notification within five (5) days, he/she should call the 
Board office to confirm the request was received.  

b. The application shall set forth the reasons for the request, and the 
school, grade, or position sought.  

c. The Superintendent will inform the MBU by letter if the position 
he/she desires is not granted.  

d. The Board will maintain a "Request of Transfer" file.  Requests for 
voluntary transfer will be kept on file for a period of one year from 
May 1st through April 30th.  

2. Involuntary Transfers - Process  

If the MBU objects to an involuntary transfer, the matter, upon request, will 
be discussed in a meeting with the Superintendent and/or his/her 
designee, the MBU, and the MBU's representative.  

3. Definitions 
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For purposes of this article, "transfer" means reassigning a MBU to a 
different department, grade level, or subject at the secondary level; to a 
different grade at the elementary level; or to a different building.  

A "vacancy" is created when there is: 1) the death of a MBU; 2) a 
retirement; 3) the creation of a new position; 4) an extended leave of 
absence; 5) a termination or non-renewal; 6) a transfer; or 7) a promotion; 
and the Board determines to retain the position.  

4. Statement of Reasons for Transfer 

In cases involving an involuntary transfer, the Superintendent will cite 
educational reasons, enrollment changes, or financial reasons leading to 
the decision to make the transfer.  This written notice will be issued to the 
affected employee before the date of the transfer.  

In cases involving a voluntary transfer, the Superintendent will give written 
notice to all individuals denied a request for transfer citing educational 
reasons, enrollment changes, or financial reasons leading to the decision.  

Where educational reasons, enrollment changes, or financial reasons can 
be addressed as determined by the Superintendent by more than one 
employee requesting the voluntary transfer, seniority at Cardinal Local 
School District will be considered.  

D. POSTING  

All vacancies for certificated/licensed positions will be posted on the bulletin 
board in each building’s office, and on the District’s web site and/or distributed 
through the District’s Alert System.  During the summer months, a notice of each 
new vacancy will be posted on the District’s web site and distributed through the 
District’s Alert System, and a timely notification to check the District’s web site 
included on the e-mail pay stub.  During the last two weeks prior to the opening 
of school, notice by direct contact shall be made with staff having indicated an 
interest in the vacancy area.  The posting period will be ten (10) working days.  
Postings will state the minimum qualifications and indicate that the vacancy is 
"anticipated" if Board action is pending.  

E. POSTING - EXTENDED EDUCATIONAL PROGRAMS  

All vacancies for extended program staffing (programs outside of regular student 
hours and school days) will be posted in the same manner as outlined in Article 
VII, D.  Posted positions will be filled with the following priority: 1) MBUs serving 
in the last session of the respective extended program; 2) MBUs by seniority; 3) 
Principal recommendation when 1 and 2 are equal.  

F. NOTIFICATION OF ASSIGNMENT  

By the final workday of a school year, the building principal or other administrator 
will give written notification of each MBU's tentative building assignment and 
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grade level or subject area assignment for the next school year.  At the middle 
school and high school this shall include a tentative list of courses to be taught.  

G. CLASS SIZE  

1. Maximum Class Size – The administration will continue to make 
reasonable efforts to ensure that the maximum class size will not exceed 
twenty-two (22) students in kindergarten and twenty-eight (28) students in 
grades 1 through 5, and one hundred sixty-two (162) students daily in 
grades 6 through 12.  Exceptions to the above maximums are study halls, 
music, physical education, and elementary art.  

2. Compensation for Exceeding Limits – A teacher will be paid one hundred 
fifty dollars ($150.00) per student per semester when the class size in 
academic class exceeds the maximums set forth above.  The payment will 
be made when the teacher's class enrollment during a semester exceeds 
the above limits for thirty (30) consecutive days.  With respect to 
elementary art, music and physical education classes that have more than 
thirty (30) students, extra pay shall be calculated and paid as follows:  the 
teacher shall receive $0.28 per student for each week during a semester 
when there are more than 30 students in his/her class.  For example, if a 
teacher had 15 students over the 30 limit (across all of his/her classes), 
he/she would receive an extra pay stipend at the end of the semester of 
$75.60 (i.e., $0.28 x 18 weeks x 15 students).  

3. Students with Modifications - In the event that an intervention specialist is 
unable to complete modifications to curriculum, instruction, and/or 
assessment, then students that typically receive these modifications based 
on district documentation will count as 1.5 students in the regular education 
setting. 

H. EMPLOYING RETIRED MBUs  

A MBU retired under STRS (“reemployed teacher”) may be employed / 
reemployed under the following conditions:  

1. The Board of Education may employ retired MBUs when it is in the 
operational interests of the District.  When a MBU retires from the District, 
there is no expectation of reemployment.  Any decision to re-hire a MBU is 
solely the decision of the Board as recommended by the Superintendent.  
A reemployed teacher who previously worked for the Board does not need 
to be interviewed by the Board for any vacant position for which he/she 
may apply.  A reemployed teacher is not guaranteed a particular 
assignment upon reemployment.  Reemployed teachers will be assigned 
to positions that are within their certification/licensure area(s) and are 
eligible for transfers pursuant to this CBA.    

2. The Board will place the re-employed retired MBU at Step 1.  Reemployed 
teachers will be given full credit for their academic training level.    A 
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reemployed teacher will move up the salary schedule one step for each 
year he/she is employed post-retirement.  The Board may require the 
reemployed teacher to execute a waiver of his/her prior teaching 
experience and acknowledge his/her agreement to accept placement at 
Step 1 on the salary schedule.  This provision and such salary and 
individual employment contract with the reemployed teacher expressly 
supersedes Ohio Revised Code Sections 3317.13 and 3317.14, and all 
other applicable laws.  

3. Reemployed teachers are not eligible for continuing contracts; rather, they 
will be awarded one-year contracts that will automatically expire at the end 
of each school year without requirement for further Board action (i.e., the 
Board does not have to non-renew them) and without notice of 
nonrenewal and without compliance with the evaluation procedures set 
forth in state law and/or this CBA.  For purposes of reemployed teachers, 
the parties expressly agree that this provision supersedes and replaces 
Ohio Revised Code Sections 3319.11, 3319.111 and 3319.112, and may 
differ from the rights of other MBUs contained in this CBA.  A performance 
observation and evaluation will be conducted for reemployed teachers at 
least once every three (3) years.  

4. Reemployed teachers shall be eligible for medical, dental, prescription and 
life insurance coverage the same as other MBUs.  

5. Reemployed teachers may not accrue additional STRS credit as a result 
of their service following reemployment.  Instead, the Board and the 
reemployed teacher shall make contributions to STRS that will fund a 
single life annuity with a reserve based on the reemployed teacher’s 
accumulated contributions during his/her period of service as a regular 
teacher following reemployment.  For additional information concerning 
the annuity, see O.R.C. 3307.35.  

6. Seniority for reemployed teachers will return to zero (0) years and remain 
at zero (0) years for the reemployed teacher’s entire “post-retirement” 
tenure.  In the event of a reduction in force, the reemployed teacher will 
not have any of the bumping rights set forth in this CBA.  

7. Reemployed teachers are not eligible for severance pay for accumulated 
sick leave and may not participate in any future retirement incentive 
programs.  

8. Reemployed teachers will be eligible to accumulate sick leave.  Sick leave 
shall commence at zero (0) days for reemployed teachers.  Reemployed 
teachers will earn 1 ¼ days of sick leave per month for the duration of 
their reemployment.  Reemployed teachers may request an advance of up 
to five (5) days of sick leave, if necessary.  The reemployed teacher must 
reimburse the Board for any advanced sick leave that is not earned at the 
time the reemployed teacher separates from his/her employment with the 
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Board.  The parties expressly agree that this provision supersedes and 
replaces O.R.C. 3319.141.  

9. Subject to these provisions, reemployed teachers are part of the 
bargaining unit.  The provisions of this CBA that are not applicable to 
reemployed teachers include:  salary schedule placement; severance pay; 
reduction in force; sick leave assistance/bank; and sabbatical leave.  Said 
provisions, unless implemented in violation of this Section, shall not be 
grievable or arbitrable under the Grievance Procedures set forth in this 
CBA, nor may they be challenged through any claim or action filed before 
the STRS or any other state or federal agency, or in any court of law.  

The parties expressly agree and fully intend this Article to supersede and take 
precedent over any inconsistent and/or contrary provisions of the Ohio Revised 
Code, the Ohio Administrative Code, and federal laws and regulations. 

 

IX. MBU EVALUATION PROCEDURE  

SECTION 1 – OTES MBUs  

Ohio Teacher Evaluation System (OTES) will go to the Association Management 
Committee subgroup. 

SECTION 2 – NON-OTES MBUs  

A. DEFINITIONS  

1. Evaluation – An evaluation is the formal written composite appraisal 
made by an administrator of the work performance of a MBU.  

2. Observation – An observation is a formal visitation in a MBU's 
classroom or job site by an administrator.  The administrator may use a 
video recorder to record the class session.  The resulting recording shall be 
given to the observed MBU immediately at the end of the observed class 
period.  By mutual agreement, the video recording will be used in the 
MBU/principal conference.  Upon viewing, the MBU will return the video 
recording to the administrator.  

3. Conference – A conference is a formal or informal meeting between a 
MBU and principal to discuss an observation and/or an evaluation.  

B. LIMITED / CONTINUING CONTRACT EVALUATION SCHEDULE  

All limited contract MBUs shall have at least one (1) observation and one (1) 
written evaluation and evaluation conference prior to May 1 of each school year.  
All continuing contract MBUs shall have no less than one (1) and no more than 
three (3) observations/evaluations within any three (3) year period.  If the 
Administration determines that, based on evaluations, a continuing contract MBU 
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needs assistance, the Administrator may put the MBU on an Intensive 
Assistance Plan (I.A.P.).  The I.A.P. will contain specific areas that need 
improvement, methods by which the MBU may improve, and the way in which it 
will be measured.  The MBU will receive the I.A.P. before the end of the school 
year and will have the right to suggest changes or additions or deletions to the 
I.A.P.  The MBU, for the following school year, will be observed/evaluated 
according to the schedule for a MBU new to the system (See Paragraph C, 
below).  

C. NEW MBUs  

MBUs new to the system shall have at least two (2) observations and two (2) 
written evaluations and two (2) evaluation conferences.  One (1) observation, 
written evaluation and conference is to be held prior to December 1.  The second 
observation, written evaluation and conference is to be held prior to May 1 of 
each school year.  

D. CONTINUING CONTRACT  

MBUs eligible for a continuing contract shall have at least two (2) observations 
and two (2) written evaluations and evaluation conferences.  The first shall be 
completed prior to December 1, and the other shall be completed prior to May 1.  
MBUs shall notify in writing their principals by November 15 of the school year in 
which they are eligible for and seeking to be considered for a continuing contract.  
This early notification allows the administrators to do the above-mentioned two 
(2) observations at the appropriate times.  

E. NON-RENEWAL OF CONTRACT  

If the administrator is concerned that weaknesses and/or shortcomings are of 
such a serious nature that they could lead to non-renewal of contract, the 
administrator shall advise the MBU by way of the first evaluation instrument of 
such concerns.  An additional evaluation shall be given no sooner than ten (10) 
school days or later than twenty (20) school days from the date of the first 
evaluation to determine if the weaknesses and/or shortcomings have been 
corrected.  The period of time may be extended in case of emergency.  In cases 
where a principal makes a recommendation for non-renewal of contract, an 
evaluator shall have completed at least three (3) formal evaluations and/or 
follow-up evaluations.  

F. EVALUATION REPORTS  

Evaluation reports and observation reports shall be written on the Board-
approved form. The forms and the MBU's job description will be mutually 
developed by the Association and Superintendent or designee.  MBUs will be 
provided with observation forms, evaluation forms, and job descriptions upon 
employment and whenever revised.  
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G. INFORMAL CONFERENCE  

All observations will be followed by an informal conference within five (5) school 
days of the observation in which the administrator and MBU discuss the 
observation.  Specific recommendations regarding any improvements needed in 
the performance of the MBU being evaluated will be written into the evaluation 
for any items marked "needs improvement."  

H. FORMAL EVALUATIONS  

All formal evaluations will be accompanied by a formal evaluation conference, in 
which the administrator discusses the evaluation with the MBU, and a written 
evaluation report will be given to the MBU.  

I. REBUTTAL / WRITTEN COMMENTS  

Space shall be provided on the evaluation form for MBU’s rebuttal and/or written 
comments.  A copy signed by both the MBU and principal shall be given to the 
MBU.  A MBU's signature does not necessarily signify agreement with the 
evaluation.  A principal's signature does not signify agreement with the rebuttal.  

J. MBU PERFORMANCE  

Improving MBU performance is the major goal of the MBU evaluation process.  

K. COMPLIANCE  

The Board shall evaluate in compliance with this evaluation procedure in any 
school year in which the Board may wish to declare its intention not to reemploy 
a MBU.  This evaluation procedure expressly supersedes and replaces the 
statutory evaluation process set forth in Ohio Revised Code Sections 3319.11 
and 3319.111.  

 

SECTION 3 – OTES AND NON-OTES MBUs  

If a MBU is absent on extended leave, which prevents the administration from 
completing the evaluation process described herein, the evaluation(s) for the 
MBU will be considered waived and the Board will issue the MBU a one-year 
limited contract, or a one-year extended limited contract if the employee was 
otherwise eligible for a continuing contract.  If the employee remains absent 
during the following school year, the Board may non-renew the employee without 
having to conduct the evaluations otherwise required by State law and this CBA. 

X. TEACHING CONDITIONS  

MBUs employed under regular teaching contracts to perform regular duties shall 
be governed by the following working conditions:  
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A. PLANNING PERIOD  

MBUs may use their planning period(s) for preparation, conferences, 
professional studies, and activities.  No students shall be assigned on a regular 
basis to a MBU during his/her preparation time.  

Elementary MBUs shall be scheduled for a minimum of forty (40) continuous 
minutes of planning time during each student day.  Each elementary MBU shall 
have a minimum of two hundred (200) minutes planning time per week, inclusive 
and exclusive of the student day.  

Middle school MBUs shall be scheduled for a minimum of forty (40) continuous 
minutes of planning time during each student day.  High school MBUs shall be 
scheduled for a minimum of forty-one (41) continuous minutes of planning time 
during each student day.  

B. EXTRA MEETINGS/DUTIES  

1. MBUs who are required to attend IEP, IAT and/or 504 meetings 
that occur outside the MBU workday will be compensated at the Extended 
Educational Program Service (“EEPS”) rate, rounded to the next quarter 
hour.  
2. MBUs who perform student supervisory duties as assigned by an 
administrator (e.g., detention duty, bus duty, etc.) before or after the MBU 
workday will be compensated at the EEPS rate, rounded to the next 
quarter hour.  
3. Staff Meetings and OIP (ie. DLT, BLT, TBT meetings, etc.) will only 
be scheduled during early release days, excluding records days. Staff 
Meetings may also serve as professional development time to be 
determined by the building administrator.  

C. DISCIPLINE OF PUPILS  

MBUs are responsible for assisting the administration in maintaining discipline of 
pupils.  

D. LUNCH  

Each MBU shall be guaranteed a thirty (30) minute non-interrupted duty-free 
lunch period each school day.  

E. DRUG FREE WORKPLACE  

Drug free workplace procedures as established by federal law will be followed in 
accordance with terms and conditions of this CBA. 
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XI. REDUCTION IN FORCE  

In the event that a reduction in the number of MBUs becomes necessary for the 
following school year due to: inadequate funds necessary to maintain the current level 
of staffing as indicated on the June 30th Five-Year Forecast line 1.070, "Total 
Revenues," projected for the year of the proposed reduction are less than the previous 
year; a loss of Title I revenue; and/or other reasons provided by statute (O.R.C. Section 
3319.17), a reduction in force (“RIF”) will occur in accordance with the provisions of 
O.R.C. Section 3319.17 and the non-conflicting provisions of this CBA.  

A. CONTRACT SUSPENSION  

In making the reduction, the Board shall suspend contracts based upon the 
Superintendent’s recommendation.  Those contracts to be suspended will be 
chosen by the following procedures:  

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

2. Seniority shall accrue at the same rate regardless of whether the MBU is 
working in a part-time or full-time position.  Seniority shall be determined 
by the length of continuous service as determined by the date of the Board 
meeting at which the MBU was hired, and then by:  

a. Total years of teaching experience at Cardinal; and then by  

b. Total years of teaching service credit.  

c. The date the teacher signed the letter of intent, then time stamp. 

A substitute who becomes a MBU during the school year because he/she served 
in a single teaching assignment for a period of more than 60 days in a single 
school year and ends the school year as a MBU, and then is hired by the Board 
for the following school year in a limited contract teaching position, shall have 
his/her seniority date commence when he/she originally became a MBU.  

3. Recommendations for reductions in a teaching field will be made by 
selecting the lowest person on the seniority list in the MBU’s area(s) of 
certification/licensure for all MBUs deemed comparable on their 
performance evaluations.  Prior to the action by the Board to suspend 
contracts, the following steps will be taken:  

a. At least forty-five (45) calendar days before the Board votes on the 
action, the Superintendent will meet with and notify the Association 
President of the Board’s intent to effect a reduction in force through 
suspension of contracts and explain the need for a RIF.  
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b. The Superintendent will provide to the Association a list of positions 
to be eliminated and a list of MBUs that will be affected by the RIF.  

c. The number of persons affected by a reduction in force will be kept 
to a minimum or avoided by not employing replacements insofar as 
practicable for employees who retire or resign, or whose limited 
contracts are not renewed.  However, attrition may not be sufficient 
to avoid a RIF in its entirety.  

d. At least forty (40) calendar days before the Board votes on the 
action, the Board shall notify all MBUs in writing of its intent to 
effect a reduction in force through suspension of contracts.  

e. A MBU whose contract is being suspended through a RIF will be 
given written notification at least thirty (30) days prior to the Board 
action in June.  The written notification shall state the reason(s) for 
the reduction and reason(s) for the selection of said teacher.  
Notification shall be given at the end of the student day.  The 
personnel records and all future references of those employees 
laid-off pursuant to this Article shall clearly indicate that such was 
due to a reduction-in-force and not due to unsatisfactory 
performance.  

4. When conducting a Reduction in Force, the Board may proceed to 
suspend contracts in accordance with the recommendations of the 
Superintendent.  In making his/her recommendations, the Superintendent 
must first reduce MBUs on limited contracts and then MBUs on continuing 
contracts.  

a. Limited contract MBUs shall be reduced first utilizing the following 
order:  

i. Certification/Licensure within the affected teaching field.  

ii. Comparable evaluations as defined below.  

iii. When evaluations are comparable, or if the RIF involves a 
non-OTES MBU, seniority in the District shall prevail, with 
the contract of the least senior limited contract MBU in the 
affected teaching field being the first to be suspended.  

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

i. Certification/Licensure within the affected teaching field.  

ii. Comparable evaluations as defined below.  

iii. When evaluations are comparable, or if the RIF involves a 
non-OTES MBU, seniority in the District shall prevail, with 
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the contract of the least senior continuing contract MBU in 
the affected teaching field being the first to be suspended.  

B. COMPARABLE EVALUATIONS  

Suspension of MBUs, and recall of eligible MBUs whose contracts have been 
suspended pursuant to a RIF, will not be based upon seniority, except in 
circumstances when choosing between OTES MBUs with “comparable 
evaluations” or non-OTES MBUs. The application of the term “comparable” as 
applied to teacher evaluations shall be based on the following:   

1. Comparable evaluation shall be defined as follows:  

a. All Ineffective OTES-rated MBUs will be considered “comparable” 
to each other.  

b. All Developing OTES-rated MBUs will be considered “comparable” 
to each other.  

c. All Skilled and Accomplished OTES-rated MBUs will be considered 
“comparable” to each other.   

2. In order to reduce the least senior MBUs within licensure/certification areas, 
involuntary transfer and/or bumping procedures must be used.  Bumping 
shall be defined as a MBU with more District seniority taking the position 
of a MBU with less District seniority.  A MBU may bump when s/he 
otherwise loses his/her position due to a reduction in force.  A MBU may 
only bump into areas in which s/he is licensed/certified.  

C. CONSOLIDATION OR MERGER 

Current MBUs, at the time of a consolidation or merger, for the purpose of a 
reduction in force, shall have greater seniority than the employees acquired by 
said consolidation or merger.  

The Association agrees to indemnify the Board for any cost or liability incurred as 
a result of the implementation and enforcement of this provision provided that:  

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

2. The Association reserves the right to designate counsel to represent and 
defend the Board;  

3. The Board agrees to (a) give full and complete cooperation and 
assistance to the Association and its counsel at all levels of the 
proceeding, (b) permit the Association or its affiliates to intervene as a 
party if it so desires, and/or (c) not oppose the Association or its affiliates' 
application to file briefs amicus curiae in the action;  
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4. The action brought against the Board must be a direct consequence of the 
Board's good faith compliance with the reduction in force provision of this 
CBA; however, there shall be no indemnification of the Board if the Board 
intentionally or willfully fails to apply (except due to court order) or 
misapplies said provision herein.  

D. RECALL  

MBUs whose limited contracts are suspended shall have their names placed on 
a recall list for up to thirty-six (36) months from the time of the reduction.  MBUs 
whose continuing contracts are suspended shall have their names placed on a 
recall list until they are recalled to a position.  MBUs on the recall list will have the 
following rights and protections:  

1. No new MBUs will be employed by the Board while there are MBUs on the 
recall list who are certificated/licensed for the position in question.  

2. A MBU on the recall list shall be offered a place on the substitute teacher 
list.   

3. A MBU whose name appears on the recall list shall be offered 
reemployment to a position for which he/she is certificated/licensed 
whenever a vacancy for a school semester or more occurs through 
retirement, resignation, death, termination of contract, creation of position, 
or Board-approved unpaid leave of absence.  

4. If a MBU on the recall list accepts employment for a full school year with 
another school district, the MBU shall notify the Superintendent 
immediately and will be removed from the recall list.  

5. A MBU removed from the recall list, except by recall to employment, must 
make application for employment in accordance with established 
procedure if he/she desires to be considered for future employment by the 
Board.  

6. A MBU on the recall list shall, upon accepting an offer of reemployment, 
return to the system with the same seniority, accumulation of sick leave 
and salary schedule placement as the MBU would have received in the 
year following the suspension of contract.  

7. The recall list shall be made available to each building principal and the 
Association President simultaneously and posted in each school building.  

8. Seniority shall not be a factor in recalling any MBUs unless the decision is 
between MBUs with comparable evaluations or non-OTES MBUs.  When 
selecting among MBUs with comparable evaluations, MBUs on the recall 
list will be recalled in order of seniority for vacancies in areas for which 
they are licensed/certificated.  MBUs on the recall list with continuing 
contracts shall be recalled before those with limited contracts.   
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9. If a vacancy occurs, the Board shall send certified mail of the offer of 
reemployment to the last address on file in the Board Treasurer's office.  If 
a MBU fails to accept the offer of reemployment within fifteen (15) 
calendar days or within five (5) calendar days if the offer is delivered within 
ten (10) days prior to the start of a school year or during a school year, 
from the date said offer is delivered at the address on file for the MBU, the 
MBU shall be considered to have rejected the offer and shall be removed 
from the recall list.  

10. A MBU whose contract is suspended shall be placed on a recall list stating 
years of continuous service in the District, subject(s) and/or grade levels 
certified/licensed to teach, and type of areas of eligibility on the recall list.  
Additional certificates/licenses must be filed in the Superintendent's office 
as acquired.  A teacher on the recall list shall be offered a contract for 
vacancies as they occur, for which he/she is certified/licensed.   

Acceptance or rejection of a lesser position offered by the District (i.e. less hours, 
non-teaching, any substitute position, etc.) will not result in the teacher being 
removed from the recall list.  

E. REPLACEMENTS  

The number of MBUs affected by a reduction in force will be kept to a minimum 
by not employing replacements for MBUs who resign or retire, as is possible.  

F. O.R.C. 3319.11 AND O.R.C. 3319.111  

Limited contract MBUs whose contracts are not renewed in accordance with the 
applicable provisions of this CBA shall not be placed on the recall list.  

XII. ASSOCIATION RIGHTS  

A. PAYROLL DEDUCTIONS  

1. The Board will provide MBUs with the following payroll deduction options:  

a. Geauga Credit Union  

b. Annuities (as per Board policy)  

c. Association Dues  

d. Disability insurance  

e. Cancer Insurance  

f. Additional Life Insurance with Board carrier  

g. Fund for Children and Public Education (FCPE)  

h. U.S. Savings Bonds (if available)  
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2. Authorization for payroll deductions will be made on proper Board-
approved forms as submitted.  

3. Such deductions:  

a. Annuities, Credit Union shall be made in equal amounts over 
twenty-four (24) pays.  

b. C.E.A. Dues, FCPE shall be made in equal amounts over twenty 
(20) pays.  

c. Disability, Cancer and Life insurance shall be made in equal 
amounts over twelve (12) pays.  

d. Fair Share Fee will be divided equally among remaining pays after 
it has been established.  

B. DIRECT DEPOSIT  

Automatic electronic deposit will be mandatory for all MBUs.  Funds shall be 
available by 8:00 a.m. on the pay date.  The Board will provide via e-mail a 
summary of each employee’s direct deposit.  If in the process the Board is in 
error, the Board will assume any bank-related charges; if the employee is in 
error, the employee will be responsible for any bank-related charges.  

C. MAIL   

The Association and any of its committees shall be entitled to use the intra- and 
inter-school mails and MBUs' mailboxes for reasonable distribution of Association 
and Board material.  

D. USE OF SCHOOL FACILITIES  

The Association and any of its committees shall be entitled to use school facilities 
and-equipment when such facilities and/or equipment shall be used for 
Association business only.  Supplies necessary for the use of the equipment 
shall be furnished or paid for by the Association.  When the custodian is on duty, 
the building may be utilized without cost to the Association.  

E. BULLETIN BOARDS  

The building principal shall designate bulletin board space in each building for the 
general use of the Association.  The bulletin board space shall be located in an 
area readily accessible to and normally frequented by MBUs.   

F. ORIENTATION OF NEW MBUs  

The Association President and the CEA executive committee will be provided 
with adequate time to meet with MBUs new to the system and to distribute 
information during either the morning or afternoon session of either the first or 
second day of orientation activities when scheduled.  
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G. VISITATIONS  

The Association President (or designee) shall, with the building principal's 
approval, be allowed to visit schools to investigate working conditions, MBUs’ 
complaints, or problems during off-duty time in non-work areas.  Discussions will 
not occur in the classroom when students are present.  

H. INFORMATION  

The Board agrees to furnish, upon reasonable request, copies to the Association 
President of available information concerning the financial resources of the 
District, including but not limited to:  annual financial reports and audits; register 
of certificated/licensed personnel; amended certificate(s), SF-3, budgets, monthly 
financial statement, census, and membership data. Board agendas and 
approved minutes shall be sent to the Association President in the same manner 
they are provided the Board members.  

The Association, will upon request, be provided with the names and addresses of 
all new MBUs by August 1 and all retiring MBUs as soon as such information is 
available, unless the retiring MBU requests such information be kept confidential. 

The Association shall receive by October 1 of each year a seniority roster of all 
MBUs.  This list shall include each MBU’s name, length of service in the District, 
current position, and all areas of certification/licensure. The list shall be arranged 
with continuing contracts listed first in order of District seniority with limited 
contracts following in like order.  The Association shall receive an updated listing 
as personnel are added or removed from the list.  

I. BOARD AGENDAS  

Agendas will be available electronically. 

J. COPIES OF THE CBA  

The board will make an electronic version of the CBA available to MBUs on 
a secure site. 

K. LOCAL PROFESSIONAL DEVELOPMENT COMMITTEE  

The Cardinal Local Professional Development Committee (“LPDC”) will operate 
in accordance with Ohio law and regulations of the Ohio Department of 
Education.  The Committee shall develop and appropriately revise "Standards 
and Bylaws" that shall not supersede the CBA and/or Board policy.  

The LPDC will consist of five (5) members.  Three (3) members will be assigned 
by the Association and two (2) members will be assigned by the Superintendent 
(at least one of whom must be a building principal).  The method of selection will 
be determined by each responsible party.   At the request of an administrator or 
the Board Treasurer, when an administrator’s Professional Development Plan is 
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being considered, two of the members assigned by the Association shall refrain 
from voting.  

Compensation – Members will receive an annual stipend of four hundred fifty 
dollars ($450.00) and the Recorder/Clerk will receive nine hundred dollars 
($900.00) annually.  A member will be paid twenty dollars ($20.00) per hour for 
each hour of LPDC service beyond twenty-six and one-half (26-1/2) hours in a 
school year.  A Recorder/Clerk will be paid for additional hours beyond fifty-three 
(53) hours in a given school year.  The annual budget for operation of the LPDC 
will be five thousand dollars ($5,000.00).  

L. NATIONAL BOARD/MASTER TEACHER 

MBUs who receive National Board Certification shall receive a one (1) time 
stipend of $1,000.00 in the year in which they receive the Certification.  MBUs 
who receive Master Teacher Designation shall receive a one (1) time stipend of 
$500 in the year in which they are granted such designation.  

 

 

XIII. LEAVES OF ABSENCE  

A. SICK LEAVE  

All MBUs under contractual status are granted one and one-half (1.50) days of 
sick leave per month.  Unused sick leave can accumulate without limit.  

According to the provisions of this contract, the following are acceptable uses of 
sick leave:  

1. Personal illness or injury.  

2. Illness, injury or death to an employee's immediate family member.  

3. Pregnancy of the employee including leave taken during the six (6) weeks 
following the birth of the child.  

Sick leave benefits cannot be used in cases where the MBU's absence is 
covered by other leaves of absence.  

"Immediate family" for illness is defined as anyone living under the roof of the 
MBU, and spouse, parent, and children if not under same roof.  

An MBU with perfect attendance (no sick or personal days used) will be paid 
$100.00 at the end of each quarter where they meet the perfect attendance 
criteria. 

B. FUNERAL LEAVE  

Up to three days are allowable for funeral leave in the event of the death of an 
immediate family member as defined in Article XII., A., parent substitute, legal 



XIII-38 

guardian, significant other (non-spouse), grandparent, grandchild, in-law, or 
sibling.  

Sick leave days may be used beyond the three (3) allowable funeral leave days 
in the case of an immediate family member as defined in Article XII., A.  

One (1) day of funeral leave which can be used in 0.25-day increments for the 
purpose of attending the funeral/services of extended family (ie. aunts, uncles, 
cousins). 

C. JURY DUTY LEAVE  

A MBU reports absence accordingly and shall retain all compensation and 
expenses received for serving as a juror. 

D. SUBPOENAED WITNESS LEAVE  

An employee absence card and a subpoenaed witness pay voucher must be 
turned in for the MBU to receive pay for days as a subpoenaed witness.  

E. PERSONAL LEAVE  

Personal leave shall be granted to all MBUs.  MBUs may take up to five (5)  days 
of personal leave each year in 0.25 day increments; two (2) of the five (5) days 
will be unrestricted. 

The three (3) restricted days of personal leave are not to be used for recreation, 
shopping trips, or vacation (except as authorized by the Superintendent for 
unique circumstances).  Personal leave may be used for personal business that 
cannot be conducted outside of regular work hours. In addition, restricted 
personal leave shall not be used on days immediately before or after a vacation 
or holiday nor during the first day or last day of the teacher year or students’ year 
with the exception of:  

1. Graduation of spouse and children/awards.   
2. Funerals not covered by funeral leave.  
3. Mandatory court appearances.  
4. Weddings.  
5. Other as approved by the superintendent. 

Unused personal days will convert to the MBU's sick leave account at the end of 
each school year.  

Any MBU planning to use personal leave should provide his/her immediate 
supervisor with one week's notice for regular usage of personal leave.  In 
emergency situations a call or email to the building administrator will initiate 
procedures. 
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F. ASSAULT LEAVE  

1. Assault leave will be granted to any MBU who is absent due to a physical 
disability resulting from an assault that occurs while the MBU is fulfilling 
the duties required in his/her contract with the Board.  The MBU will be 
maintained on full school pay status during the period of such disability, or 
a maximum of fifty (50) school days per incident.  The Superintendent may 
grant a maximum of three (3) school days for emotional distress per 
incident.  

2. Assault leave will not be charged against sick leave earned or earnable or 
other such leave.  

3. The Board requires a MBU requesting assault leave to return to the 
Superintendent a signed statement justifying the use of assault leave.  
The form for this statement will be made available from the secretary in 
the building where the MBU is assigned.  

4. An assaulted MBU will immediately apply for workers’ compensation and 
sign an agreement with the Board to allow compensation received for this 
absence to be paid to the Board.  

5. In case of physical disability when medical attention is required, a 
certificate from a licensed physician stating the nature of the disability and 
its duration shall be required before assault leave can be approved for 
payment.  Any excess cost of any medical examination shall be borne by 
the Board.  

6. In order to qualify for assault leave the assaulted MBU must file charges 
with the police, submit a detailed statement of the assault, and agree to be 
available to participate in any proceedings necessary for the Board to take 
appropriate action to discipline the assaulter.  

7. If a student(s) was responsible for the assault leave, upon request of the 
MBU, there shall be a meeting with the MBU, student(s), parents and 
principal before the MBU and student(s) resume activities in the 
classroom.  The purpose of the meeting shall be to emphasize to the 
student(s) the need for proper behavior in the class and in the school.  

G. PROFESSIONAL LEAVE  

A MBU may be granted up to five (5) days leave with pay for attendance at 
approved meetings or conferences for improving instructional abilities of the staff 
member.  Such leave may only be approved if there are sufficient funds to cover 
the costs associated with the leave in the applicable fund – curricular programs 
are funded through the District’s general professional development account, and 
extracurricular programs, including those related to athletics, are funded through 
the District’s athletic account. 
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Request – A request for professional leave to attend a conference or meeting 
shall be submitted in writing to the MBU's immediate supervisor who shall 
recommend approval or rejection of the request, and forward it to the 
Superintendent.  All requests for professional leave should be submitted four (4) 
weeks in advance when possible and at least one (1) week prior to the event.  
The Superintendent's decision shall be final.  A MBU shall not have professional 
leave deducted for attendance at a meeting at an administrator's request.  

H. SABBATICAL LEAVE  

MBUs may be granted an unpaid leave of absence for professional study or 
travel.  A program of study in a recognized college or university and/or travel 
itinerary shall be submitted to the Superintendent.  Upon recommendation of the 
Superintendent, the Board may grant the sabbatical leave.  All sabbatical leaves 
shall be without pay.  Such professional improvement may encompass one (1) 
full academic year.  While on sabbatical leave, a MBU can maintain insurance by 
paying the premium for such coverage.  To qualify, personnel must have 
completed five (5) years of service to the District.  

No more than three percent (3%) of the staff may be on sabbatical leave at one 
time.  MBUs returning from sabbatical leave shall be returned to the same 
seniority status held prior to such leave.  Persons replacing them shall have no 
claim to continued employment in the District upon return of the MBU on a 
sabbatical leave.  A MBU on sabbatical leave must notify the Superintendent in 
writing on or before April 1 of the year of the sabbatical of his/her intention to 
return or not return to his/her position.  This decision is binding on the MBU.  

I. PREGNANCY LEAVE  

1. Upon her request, any pregnant MBU may be granted an unpaid leave of 
absence for the remainder of the school year in which it is granted plus an 
additional school year if requested by the MBU.  Upon recommendation of 
the Superintendent and Board approval, the leave may be extended for 
one (1) additional year.  

2. The MBU will supply the Board, upon its request, a statement from her 
physician indicating that she can fulfill the contractual duties upon return.  

3. A MBU returning from such leave shall retain the same years of seniority 
as prior to the leave and shall be placed on the appropriate step of the 
salary schedule in keeping with other provisions of this CBA.  

4. Persons replacing the MBU shall have no claim to continued employment 
in the District upon return of the MBU on pregnancy leave.  A MBU on 
leave must notify the Superintendent in writing on or before April 1 of the 
year of the leave of her intention to return or not to return to her position.  
This decision is binding on the MBU.  
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5. While on such leave, a MBU can maintain insurance by paying the 
premium for such coverage.  

J. PARENTAL LEAVE  

1. A MBU who becomes the parent of a newborn or an adopted child may be 
granted an unpaid leave of absence for a period of one (1) year from the 
date of birth or the date of placement in the case of adoption.  

2. A MBU returning from such leave shall retain the same years of seniority 
as prior to the leave and shall be placed on the appropriate step of the 
salary schedule in keeping with other provisions of this CBA.  

3. Persons replacing the MBU shall have no claim to continued employment 
in the District upon return of the MBU on parental leave.  A MBU on leave 
must notify the Superintendent in writing on or before April 1 of the year of 
the leave of the intention to return or not to return to the position.  This 
decision is binding on the MBU.  

4. While on such leave, a MBU can maintain insurance by paying the 
premium for such coverage.  

5. Parental/Pregnancy 

A MBU may use 30 accumulated sick days from the birth of the baby plus 
up to 30 accumulated additional sick days for a total of 60 consecutively 
paid days. Days from the sick leave bank cannot be use for 
pregnancy/parental leave. 

K. ASSOCIATION LEAVE  

The Association is granted up to six (6) days of leave per school year for 
Association business. Four (4) additional days may be granted after discussion 
with administration and an additional three (3) days per year for the Association 
President.  The cost of the substitute for the President's leave will be reimbursed 
to the Board by the Association at the current substitute per diem pay rate.  
Association leave is to be used by officers, delegates, or appointees of the 
President.  The use of such leave is to be determined by the Association 
President.  For any use of Association Leave, the Association must notify the 
individual's immediate supervisor one (1) week or at least twenty-four (24) hours 
in advance.  

L. FAMILY AND MEDICAL LEAVE  

MBUs shall be entitled to leave as provided in the Family & Medical Leave Act of 
1993, as amended, and the regulations adopted by the U.S. Department of 
Labor.  For purposes of this section, "12 month period" is defined as "the 12 
month period measured forward from the date the MBU's first FMLA leave 
begins" (i.e., the leave year is specific to each MBU).  Eligible MBUs are entitled 
to 12/26 weeks of leave (as applicable to the type of leave) during the 12-month 
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period beginning on the first date FMLA leave is taken.  The next 12-month 
period would commence the first time FMLA leave is taken after completion of 
any previous 12-month period.  

M. SICK LEAVE ASSISTANCE  

In the event of a serious illness where an employee will exhaust sick leave in a 
given school year, other employees may donate up to three (3) sick leave days in 
whole day increments from their respective accumulated days to be made 
available to the employee affected by the illness.  The total number of days to be 
donated is limited to thirty (30) days per instance of need.  

 

XIV. INSURANCE AND OTHER PROGRAMS  

An insurance committee of up to five (5) CEA representatives appointed by the CEA 
President, and up to five (5) representatives appointed by the Superintendent will meet 
as needed to review changes and mandates that affect the hospitalization health 
insurance package.  Any recommendation for change must be ratified by both parties. 
Any possible change as agreed upon by both parties to the MBUs access to any carrier 
in this Article shall be done by the Administration providing written notification of such 
planned change to the affected MBUs at least thirty (30) calendar days prior to such 
change going into effect.  

A. INSURANCE  

1. Hospitalization:  The Board will provide single and family health insurance 
at the best policy rate available to the School District, as reviewed by the 
Insurance Committee and the Board.  

 The policy must be equal to or better than the policy below:  
Benefits  
  

In-Network  

Office Copay $20 per visit 

Other Copays $50 ER/$10 UC 

Deductible $1,000/2,000 

Coinsurance 90% 

Out-of-pocket Ind/Fam $1,000/$2,000 

Pharmacy G/F/B $10/20/30 
  

Out of Network  

Deductible $2,000/4,000 
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Coinsurance 70% 

Out-of-Pocket $2,000/4,000 
 

2. Dental:  The Board will provide single and family dental insurance.  

3. Premiums:  

MBUs will pay fifteen percent (15%) of the monthly premium, with a cap of 
$215 for family and $95 for a single, and the Board will pay the remaining 
monthly premium for the medical and prescription coverage. 

4. Life Insurance – The Board shall provide term life insurance coverage of 
forty thousand dollars ($40,000.00) per MBU and pay the full premium.  

Additional portable universal life insurance will be offered for MBUs and 
families at their cost as arranged by the group life insurance plan.  

5. Section 125 Plan  

a. The Board shall provide a Section 125 Plan that is designed to (a) 
allow MBUs who make employee contributions for health care 
coverage to elect to do so on a pre-tax basis, and (b) allow MBUs 
to elect to receive additional cash in lieu of Board paid health care 
coverage (as agreed to by the Board and the Association).  In 
accordance with the foregoing, the Payment in Lieu of Insurance 
Coverage provisions of this CBA (below) shall be made through the 
Section 125 Plan.  

b. The Section 125 Plan will be designed to meet the requirements of 
Internal Revenue Code (“IRC”) Section 125 and applicable 
regulations.  Accordingly, each MBU will have an opportunity on an 
annual basis to enroll in the Plan.  The election to participate must 
be submitted by the first week of June before the beginning of the 
plan year (July 1 through June 30 Each MBU hired after the 
beginning of the plan year may enroll in the Section 125 Plan within 
his/her first sixty (60) days of employment and during his/her first 
year of employment only, the Section 125 Plan year will begin the 
first of the month following the employee’s first sixty (60) days of 
employment and will end June 30 of that year.  The Section 125 
Plan may not be revoked during the current plan year unless there 
is a change in the MBU’s circumstances that, in accordance with 
IRC Section 125, permits the MBU to change his/her election under 
the plan (e.g., divorce, death of spouse, change in employment 
status including employment status affecting a spouse or 
dependent, birth or adoption of a child, a child losing eligibility for 
coverage, a court order requiring coverage, or other enrollment 
rights consistent with federal law).  Details of the Section 125 Plan 
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will be provided on an annual basis at the time of enrollment and 
will also be available through the Board Treasurer’s office.  

c. Plan Administrator  

The Board shall be the administrator of the Section 125 Plan, but 
may delegate administration to the Board Treasurer’s office and/or 
a third party administrator.  Any administrative costs associated 
with a third party administrator will be offset by a service fee of 
$1.00 per pay per participating teacher.  

6. Annually the Board will make available Hepatitis B vaccinations through 
the County Health Department or other provider of the Board's choice at a 
Geauga County location of the Board's choice. The cost of the vaccination 
will be paid by the Board.  

7. Payment in Lieu of Insurance Coverage  

a. A MBU may elect not to receive the hospitalization/medical 
insurance coverage provided in paragraph A(1) above and instead 
elect to receive additional compensation of $1,000 per year, (the 
year being July 1 through June 30), less applicable payroll 
deductions, to be paid with the first pay in September the following 
year.  Two married teachers in the system are not eligible for this 
opt out.  

b. In order to elect this option and receive this additional 
compensation, the MBU must, during the month of August in a 
given year, complete, sign and file with the Board Treasurer a form 
indicating his/her election.  Failure to submit the required form by 
the designated date shall result in a disqualification from payment 
in lieu of insurance as set forth herein.  Once this election is made, 
it shall remain in effect and the MBU shall not be entitled to receive 
the coverage that he/she elected not to receive for the duration of 
the one-year period.  In the event of a change in the MBU’s 
circumstances (i.e., family status) after this election has been 
made, the MBU must report the change to the Board within sixty 
(60) calendar days after the change occurred.  To the extent 
permitted by law, if the change is reported within the requisite 
period of time, the change will be effective as of the date of this 
change; provided, however, that the change in salary reductions 
will not be effective earlier than the first pay period after the MBU 
notifies the Board of the change in family status.  If the MBU does 
not notify the Board of the change in family status within such sixty 
(60) calendar days period, the MBU will not be able to change 
his/her election until the next open enrollment period.  There shall 
be no pre-existing condition exclusion for any MBU who re-enters 
the insurance program in paragraph A(1) above after originally 
electing not to participate in said program.  
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c. At the discretion of the Board, MBUs hired after the August election 
date may participate in this payment in lieu of insurance program 
on a prorated basis.  

d. If a MBU selects payment in lieu of insurance provided in 
paragraph (a) as set forth above, but leaves active pay status at 
any point prior to the end of the contract year, the MBU will be paid 
a pro-rated amount based upon the proportional amount of time 
he/she was in active pay status for the contract year.  

B. SEVERANCE PAY  

Upon a MBU retiring from the District and having also made application for 
retirement benefits through the State Teachers Retirement System (STRS), the 
MBU will submit in writing such intentions to the Board Treasurer.  

The MBU shall provide a written resignation and evidence of applying for State 
retirement at the termination of employment and when the MBU has received full 
compensation and all benefits due him/her from the Board with no further 
obligation on the part of the Board, the MBU shall receive severance pay as 
stipulated herein:  

1. Accumulated sick leave is to be used for calculating severance pay.  Only 
sick leave accumulated while employed in a public school system in Ohio 
will be considered for calculation purposes.  

2. When severance pay is issued, all accumulated sick leave is terminated 
and reduced to zero (0).  

3. A MBU shall only receive severance pay once, and shall be a MBU of the 
District immediately before retirement.  

4. Five (5) years of public school service is mandatory before a MBU is 
eligible for severance payment.  

5. The formula for the calculation for severance pay will be adjusted to the 
following: one-fourth (1/4) of the unused accumulated sick leave at the per 
diem rate during the final year of employment to a maximum of one 
hundred (100) days.  

6. Any MBU, eligible for retirement, who dies during the term of this CBA or 
prior to receiving severance pay will have said severance benefits paid to 
his/her estate.  

7. Early Retirement Bonus 

Any eligible MBU who notifies the superintendent in writing (paper/email) 
by the last day of the first semester that he/she is retiring that school year, 
will receive $1000.00 (separate check) retirement bonus payable the first 
payroll date in July. 
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C. MILEAGE REIMBURSEMENT  

The Board agrees to reimburse MBUs for travel at the current Internal Revenue 
Service amount per mile.  The MBU must submit a reimbursement form to the 
Board Treasurer to receive the reimbursement.  Forms are available at the 
central office.  

D. ECONOMIC CONDITIONS  

Should State of Ohio funding become so inadequate as to prohibit the Board 
from meeting either the terms and/or spirit of this Agreement, the Board agrees 
to confer with the Cardinal Education Association to try to mutually resolve the 
problem.  

E. PAYROLL SCHEDULE (ATTACHED)  

MBUs will be paid on a biweekly basis with the first pay of each school year 
being the second Friday of September.  No voluntary deductions will be taken out 
the third pay in the months in which there are three (3) pay periods.  

MBUs not eligible to receive an increase in compensation based on their Step on 
the Teacher Salary Schedule shall receive a one (1) time payment of $500 in the 
first 1st) pay of December of that school year in a separate check. 

As specified in Article XI, Paragraph B, the Board will send pay summaries to 
MBUs via e-mail.  

F. BOARD SHELTERING OF MBUs’ RETIREMENT CONTRIBUTION  

1. The Board shall implement the "pickup" of the teacher-required 
contribution to the State Teachers' Retirement System (STRS) and with 
the Board having agreed to do so, the Board Treasurer is hereby 
authorized, effective with the first payroll payment following the effective 
date of this CBA, to contribute to STRS, in addition to the Board's required 
employer contribution, an amount equal to each MBU’s contribution to 
STRS in lieu of payment by such MBU, and that such amount contributed 
by the Board on behalf of the MBU shall be treated as deferred salary paid 
by the Board to STRS from the contract salary otherwise payable to such 
MBU in cash.  

2. The Board Treasurer will prepare and distribute an addendum to each 
MBU’s contract that states:  (1) that the MBU’s contract salary is being 
restated as consisting of (a) a cash salary component, and (b) a "pick-up" 
component, which is equal to the amount of the employee contribution 
being "picked-up" by the Board on behalf of the MBU; (2) that the Board 
will contribute to STRS an amount equal to the MBU’s required 
contribution to STRS for the account of each MBU; and (3) that sick leave, 
severance, vacation, appropriate supplemental, and extended service pay 
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shall be calculated upon both the cash salary component and "pick-up" 
component of the MBU’s restated salary.  

3. The Board's total combined expenditures for MBUs’ total contract salaries 
payable pursuant hereto (including "pick-up" amounts) and its Board 
contributions to STRS shall not be greater than the amount it would have 
paid for those items had this Section not been in effect.  The Board shall 
compute and remit its employer contribution to STRS based upon total 
contract salary, including the "pick-up."  The Board shall report for Federal 
and Ohio income tax purposes as a MBU’s gross income said MBU’s total 
contract salary less the amount of the "pick-up."  The Board shall report 
for municipal income tax purposes as a MBU’s gross income said MBU’s 
total contract salary, including the amount of the "pick-up."  The Board 
shall compute income tax withholding based upon gross income as 
reported to the respective taxing authorities.  

4. This procedure is a salary reduction/salary restatement and not a 
purchase of employee retirement contribution by the Board.  

 

XV. FAIR SHARE FEE (WITH INDEMNIFICATION)  

A. The Board agrees to a fair share fee as a condition of employment.  An amount 
equal to the total dues of the Association shall be deducted upon receipt, by the Board 
Treasurer, of a signed payroll deduction form from the pay of all MBUs who elect not to 
become members of the Association or who elect not to remain members.  

B. The Board Treasurer shall, upon notification from the Association that a member 
has terminated membership and upon receipt of a signed payroll deduction form, 
commence the check-off of the fair share fee with respect to the former member, and 
the amount of the fee yet to be deducted shall be the fair share fee less the amount 
previously paid through payroll deduction.  

C. Payroll deduction of such fair share fees shall begin at the second payroll period 
in November, except that no deduction shall be made for a newly-hired MBU until the 
second paycheck for that individual, which period shall be a required probationary 
period for newly-employed MBUs.  

D. Dues rates and fair share fee rates shall be transmitted by the Association to the 
Board Treasurer for the purpose of determining amounts to be payroll deducted, and 
the Board agrees to promptly transmit all amounts deducted to the Association.  

E. The Board further agrees to accompany each initial transmittal with a list of the 
names of MBUs for whom all such deductions were made.  

F. Upon timely demand, non-members may appeal the amount of the fair share fee 
pursuant to the internal procedure adopted by the Association, or such nonmembers 
may submit such appeals to the State Employment Relations Board (SERB).  
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G. The amount to be deducted from the pay of all non-Association members shall 
be the total dues as paid by members of the Association, and such deductions shall 
continue through the remaining number of payroll periods over which Association 
membership dues are deducted.  

H. The Association agrees to indemnify the Board for any cost or liability incurred as 
a result of the implementation and enforcement of this provision provided that:  

1. The Board gives ten (10) days written notice of any claim made or action 
filed against the Board by a non-member for which indemnification may be 
claimed;  

2. The Association shall reserve the right to designate counsel to represent 
and defend the Board;  

3. The Board agrees to (a) give full and complete cooperation and 
assistance to the Association and its counsel at all levels of the 
proceeding, (b) permit the Association or its affiliates to intervene as a 
party if it so desires, and/or (c) not oppose the Association or its affiliates' 
application to file briefs amicus curiae in the action;  

4. The action brought against the Board must be a direct consequence of the 
Board's good faith compliance with the fair share bargaining fee provision 
of the CBA; however, there shall be no indemnification of the Board if the 
Board intentionally or willfully fails to apply (except due to court order) or 
misapplies such fair share fee provision herein.  

The above fair share fee provision shall be an exclusive right of the Association, 
which shall not be granted to any other employee organization seeking to 
represent employees in the bargaining unit represented by the Association.  

XVI. SALARY  

The salary schedule will be increased by zero percent (0%) for the 2016-2017, 2017-
2018, and 2018-2019 school years.  As such, the base shall remain at $33,291, 
Bachelor's Degree with no experience, as per attached index, for the duration of the 
CBA.    

This CBA will continue until the effective date of its successor CBA or August 31, 2019, 
whichever comes first except as provided above.  

NOTES:  

A MBU must be a highly qualified teacher at his/her position or is working toward 
completion of coursework, workshops, and/or seminars toward becoming HQT in 
his/her current position to advance on the salary schedule.  Course work taken for 
advancement on the salary schedule after September 1, 1993, must be at the graduate 
level and in a field related to education, unless the Superintendent authorizes 
undergraduate coursework necessary for the MBU to be HQT.  

Certified copies of transcripts of all credits and degrees must be on file in the 
Superintendent's office to qualify one's position on the salary schedule.  Adjustments 
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due to graduate course completion will be made prospectively in September and 
February of each year.  A MBU may only move once in any given school year.  

 

XVII. SUPPLEMENTAL CONTRACTS  

A. INTRODUCTION: 

Supplemental contracts assign specific duties, compensation, and duration.  
Upon completion of said duties, the contract will be paid in full.  In the case of 
those duties that extend throughout the school year, two payments shall be made 
– one the first pay in December and one at the completion of duties.  
Supplemental contracts are not contracts of employment, and, therefore, the 
automatic renewal provisions of O.R.C. 3319.11 do not apply (i.e., all 
supplemental contracts shall be automatically non-renewed at the conclusion of 
each school year without need for further notice from or action by the Board).  
Persons interested in holding a supplemental contract(s) must submit a letter of 
interest annually in May to the Superintendent for the following year.  

B. CO-CURRICULAR: 

The co-curricular positions and index as per the attached schedule.   *Camp 
positions will be posted only if there is a camp program.  

Provided there is sufficient student interest and the program exists, Student 
Clubs will be posted along with a planned schedule of events.  

Academic Challenge 0.020  

Annual Middle School 0.030  

Athletic Director – High School  0.210  

Athletic Director – Middle School   0.080  

Faculty Manager (Athletics) 0.120  

Athletic Strength Coordinator  0.040  

Annual Advisor  0.050  

AFS 0.020  

Building Technology Coordinator    0.06  

*Camp Nurse 0.020  

Chess Club 0.020  

Class Advisor – Senior  0.030  

Class Advisor – Junior  0.050  

Class Advisor – Sophomore 0.045  
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Class Advisor – Freshman 0.045  

Dramatics Production 0.040  

Dramatics Fall Production Asst. 
Director 

0.020  

Elementary Music Programs (1) 0.030  

Elementary Student Council 0.020  

Foreign Language Club 0.020  

F.T.A.  0.020  

Key Club – High School 0.020  

Key Club (Middle School Builder’s 
Club) 

0.020  

Mentor Teacher 0.040  

Musical Assistants (2) 0.040 

Musical Coordinator 0.040  

N.H.S.  0.020  

Newspaper – Middle School 0.030  

Power of the Pen 0.020  

Student Council Advisor – High 
School   

0.030  

Student Council Advisor – Middle 
School  

0.030  

Teacher Leader 0.030 

Teen Institute 0.020  

Varsity C/Spirit Club  0.020  

Saturday School $70.00/day  

Extended Service (LPDC, Curriculum) $20.00 per hour  

Extended Educational Program 
Service 

$24.00 per hour  

  
   Step 

0*  
Step 
1*  

Step 
2*  

Cardinaires 0.080   0.090   0.100  

Vocal Music 7-12 0.040   0.050   0.060  

Choral – Middle School 0.030   0.040   0.050  

Cardinaires Assistant 0.070   0.080   0.090  
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Dean of Students – High 
School 

0.140   0.160   0.180  

Flag Advisor 0.040   0.050   0.060  

Dance Line Instructor  0.040   0.050   0.060  

Marching Band/Concert Band 0.120   0.140   0.160  

Marching Band Assistant 0.040   0.050   0.060  

Band – Middle School 0.030   0.040   0.050  

Musical Director 0.070   0.080   0.090  

6th Grade Camp Director 0.060   0.070   0.080  

6th Grade Camp Counselor 0.040   0.050   0.060  

 

C. ATHLETICS: 

The athletic positions and index as per the attached schedule.  Provided there is 
a team, schedule of games, adequate facilities, and sufficient student interest to 
field a team.  

    Step 
0*  

Step 
1*  

Step 
2*  

Boys Basketball Head Varsity 0.130   0.150   0.170  

Boys Basketball Top Assistant (J.V.)  0.090   0.110   0.130  

Boys Basketball Varsity Assistant   0.070   0.090   0.110  

Boys Basketball Freshman 0.080   0.100   0.120  

Boys Basketball Middle School (2)  0.060   0.070   0.080  

Boys Basketball Scouting 0.015   0.020   0.025  

Boys Baseball Head 0.100   0.110   0.120  

Boys Baseball Assistant 0.070   0.080   0.090  

Boys Baseball Grade 9 0.060   0.070   0.080  

Cheerleader Advisor High School   0.080   0.090   0.100  

Cheerleader Advisor Middle School 0.050   0.060   0.070  

Cross Country Head 0.070   0.080   0.090  

Cross County Assistant 0.040   0.050   0.060  

Cross Country Middle School 0.030   0.040   0.050  

Football Coach Head  0.130   0.150   0.170  

Football Coach Top Assistant 0.110   0.130   0.150  

Football Coach High School 0.090   0.110   0.130  
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Assistant (2)  

Football Coach Middle School 0.080   0.100   0.110  

Football Scouting   0.015   0.020   0.025  

Football Assistant Grade 9 0.090   0.110   0.130  

Girls Basketball Head 0.130   0.150   0.170  

Girls Basketball Top Assistant 0.090   0.110   0.130  

Girls Basketball Varsity Assistant 0.070   0.090   0.110  

Girls Basketball Middle School (2) 0.060   0.070   0.080  

Girls Basketball Scouting 0.015   0.020   0.025  

Girls Basketball Freshman 0.080   0.100   0.120  

Girls Softball Head Coach 0.100   0.110   0.120  

Girls Softball Assistant Coach 0.070   0.080   0.090  

Girls Softball Coach Grade 9 0.060   0.070   0.080  

Girls Volleyball Head  0.130   0.150   0.170  

Girls Volleyball Assistant 0.090   0.110   0.130  

Girls Volleyball Grade 9 0.090   0.110   0.130  

Girls Volleyball Middle School (2) 0.060   0.070   0.080  

Golf Head Coach 0.060   0.070   0.080  

Golf Assistant 0.030   0.040   0.050  

Soccer Head Coach 0.100   0.110   0.120  

Soccer Assistant 0.060   0.070   0.080  

Track Head 0.110   0.130   0.150  

Track Assistant (3) 0.070   0.080   0.090  

Track Middle School (2) 0.040   0.050   0.060  

Wrestling Head Varsity 0.130   0.150   0.170  

Wrestling Assistant 0.090   0.110   0.130  

Wrestling Grade  0.070   0.080   0.090  

Wresting Middle School (1)   0.060   0.070   0.080  

 

D. OTHER CONTRACTS: 

All other supplemental contracts will be offered as long as there is adequate 
facilities and sufficient student interest.  
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E. MIDDLE SCHOOL MUSIC: 

Middle School Band and Choir MBUs will be compensated for outside programs 
as follows:  

$75 per evening concerts, with a limit of two per year.  

$125 for attendance at competition to a limit of four per year.  

The Extended Educational Service Program rate will be paid for time spent 
outside the student day in preparation for these events.    

The total payment for these programs may not exceed $1,000 for Band and 
$1,000 for Choir, per year.  

F. ELEMENTARY MUSIC: 

The elementary music MBU will be compensated for outside programs as 
follows: $75 per evening concerts, with a limit of six per year.  

The Extended Educational Service Program rate will be paid for MBUs who 
choose to supervise each event as requested by the music teacher.  The total 
cost of these programs will not exceed $1,000, per year.  

G. OVERNIGHT FIELD TRIPS: 

MBUs who serve as an advisor/chaperone on overnight co-curricular field trips 
will be paid a stipend of $200 per night.  

H. MISCELLANEOUS  

1. The base of the co-curricular salary schedule will be the same as the base 
of the teacher salary schedule.  

2. Qualification for experience credit will be based on the number of years 
that the MBU has performed the duty within the District in the same sport.  
Experience outside the District may receive consideration.    

3. As additional co-curricular duties are added, the compensation for such 
duties will be negotiated with the appropriate CEA representatives.  

4. Salary will be rounded to the nearest dollar.  

5. In any sport area where there are multiple coaching positions, such 
positions will be filled depending on number of student participants and 
schedule of games.  

6. A written notification will be presented to the MBU prior to Board action to 
hire a replacement when the employee has reapplied for a position served 
in the previous year.  

7. When a MBU is unable to complete the responsibilities in a given contract 
year and a replacement is needed, payment will be pro-rated for each 
individual as determined by the overall duties of the position.  
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8. MBUs on extended time shall be paid at their per diem rate:  

High School Counselor – 15 days  

Middle School Counselor – 10 days  

9. RE: Dean of Students, Athletic Director(s), Faculty Manager, and Saturday 
School. The Board may choose to assign the related duties of any of the 
positions to administrative personnel when a person serving in the position 
does not return due to retirement or other personal choice or if no qualified 
MBU applies.  Prior notice must be given to the Association.  

 

XVIII. MISCELLANEOUS  

A. ENTIRE CBA  

This CBA represents the entire agreement between the Board and the 
Association.  

The parties acknowledge that during the negotiations that resulted in this CBA, 
each had the unlimited right and opportunity to make demands and proposals on 
any subject within the scope of negotiations.  The understandings and 
agreements arrived at by the parties after the exercise of the right and 
opportunity constitutes the entire contract between them and settles all demands 
and issues on all matters within the scope of negotiations.  

All prior negotiated agreements not contained herein, and all prior practices, 
rules, or regulations not contained herein shall not be binding upon the parties to 
the CBA.  

B. NO STRIKE CLAUSE  

The Association and any and all MBUs shall not cause, engage in, or sanction 
any strike, slow-down, or any other such concerted action for the term of this 
CBA.  

C. PRESS RELEASE  

The initial release to the press of the provisions of this CBA will be made jointly 
by the head negotiators of the Cardinal Board of Education and the Cardinal 
Education Association.  

D. DURATION  

This CBA shall take effect the first workday of the 2016-2017 school year, except 
as otherwise provided, and shall remain in effect until the effective date of its 
successor CBA or August 31, 2019 6, whichever comes sooner.  



All prior negotiated agreements not contained herein, and all prior practices, 
ru les, or regulations not contained herein shall not be binding upon the parties to 
the CBA. 

B. NO STRIKE CLAUSE 

The Association and any and all MBUs shall not cause, engage in, or sanction 
any strike, slow-down, or any other such concerted action for the term of this 
CBA. 

C. PRESS RELEASE 

The initial release to the press of the provisions of this CBA will be made jointly 
by the head negotiators of the Cardinal Board of Education and the Cardinal 
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D. DURATION 

This CBA shall take effect the first workday of the 2016-201 ?=school year, except 
as otherwise provided, and shall remain in effect until the effective date of its 
successor CBA or August 31, 2019 G, whichever comes sooner. 

E. Every Student Succeeds Act (E~SA) 

Should Federal/State law require a change in the CBA, the parties will meet to 
jointly agree on the implemented changes. 

F. SIGNATURES 

In recognition, agreement, and witness to the terms and conditions of th is CBA, 
the following officials place their signatures. 

CARDINAL EDUCATION 
ASSOCIATION 

/G 

President Date 

.55 

CARDINAL BOARD OF 
EDUCA10N 

President S"-/ 9-/t'>ate 
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SALARY INDEX 

CARDINAL LOCAL SCHOOLS 
SALARY INDEX 

Step N.D. B.A. BA+15 BA+30 M.A. MA+15 MA+30 MA+45 

0 0.905 1.000 1.040 1.080 1.120 1.160 1.200 1.240 

1 0.938 1.040 1.084 1.128 1.172 1.216 1.260 1.300 

2 0.971 1.080 1.128 1.176 1.224 1.272 1.320 1.360 

3 1.004 1.120 1.172 1.224 1.276 1.328 1.380 1.420 

4 1.037 1.160 1.216 1.272 1.328 1.384 1.440 1.480 

5 1.070 1.200 1.260 1.320 1.380 1.440 1.500 1.540 

6 1.103 1.240 1.304 1.368 1.432 1.496 1.560 1.600 

7 1.136 1.280 1.348 1.416 1.484 1.552 1.620 1.660 

8 1.169 1.320 1.392 1.464 1.536 1.608 1.680 1.720 

9 1.202 1.360 1.436 1.512 1.588 1.664 1.740 1.780 

10 1.235 1.400 1.480 1.560 1.640 1.720 1.800 1.840 

11 1.268 1.440 1.524 1.608 1.692 1.776 1.860 1.900 

12 1.301 1.480 1.568 1.656 1.744 1.832 1.920 1.960 

13 1.334 1.520 1.612 1.704 1.796 1.888 1.980 2.020 

14 1.367 1.560 1.656 1.752 1.848 1.944 2.040 2.080 

15 1.400 1.600 1.700 1.800 1.900 2.000 2.100 2.140 

20 1.420 1.620 1.720 1.820 1.920 2.020 2.120 2.180 

25 1.460 1.660 1.760 1.860 1.960 2.060 2.160 2.220 
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SALARY SCHEDULE 

CARDINAL LOCAL SCHOOLS SALARY SCHEDULE 

2016 – 2017 / 2017 – 2018 / 2018 - 2019 
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Index 

I = 

BA 

Index 

II = 

BA+15 

Index 

III = 

BA+30 

Index 

IV = 

MA 

Index 

V = 

MA+15 

Index 

VI = 

MA+30 

Index 

VII = 

MA+45 

Index 

0 30,128 33,291 34,623 35,954 37,286 38,618 39,949 41,281 

1 31,227 34,623 36,087 37,552 39,017 40,482 41,947 43,278 

2 32,326 35,954 37,552 39,150 40,748 42,346 43,944 45,276 

3 33,424 37,286 39,017 40,748 42,479 44,210 45,942 47,273 

4 34,523 38,618 40,482 42,346 44,210 46,075 47,939 49,271 

5 35,621 39,949 41,947 43,944 45,942 47,939 49,937 51,268 

6 36,720 41,281 43,411 45,542 47,673 49,803 51,934 53,266 

7 37,819 42,612 44,876 47,140 49,404 51,668 53,931 55,263 

8 38,917 43,944 46,341 48,738 51,135 53,532 55,929 57,261 

9 40,016 45,276 47,806 50,336 52,866 55,396 57,926 59,258 

10 41,114 46,607 49,271 51,934 54,597 57,261 59,924 61,255 

11 42,213 47,939 50,735 53,532 56,328 59,125 61,921 63,253 

12 43,312 49,271 52,200 55,130 58,060 60,989 63,919 65,250 

13 44,410 50,602 53,665 56,728 59,791 62,853 65,916 67,248 

14 45,509 51,934 55,130 58,326 61,522 64,718 67,914 69,245 

15 46,607 53,266 56,595 59,924 63,253 66,582 69,911 71,243 

20 47,273 53,931 57,261 60,590 63,919 67,248 70,577 72,574 

25 48,605 55,263 58,592 61,921 65,250 68,579 71,909 73,906 
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A1. CLASSROOM TEACHER JOB DESCRIPTION 
CARDINAL LOCAL SCHOOL DISTRICT  

Job Description  
Classroom Teacher  

QUALIFICATIONS:  

As established by the Division of Teacher Education and Licensure, Ohio Department of Education, for 
the classroom assignment of the teacher.  

REPORTS TO/EVALUATED BY:  

Building Principal or designee.  

SUPERVISES:  

Teacher aide, student teacher, or volunteers as assigned by the building principal.  

JOB GOAL:  

To guide students in learning subject matter and/or skills as contained in the applicable Cardinal Local 
School District course(s) of study.  

PERFORMANCE RESPONSIBILITIES:  

Instructional Procedures  

The teacher:  

1. Effectively plans and implements lessons and activities that meet the individual needs, 
interests, and abilities of students.  

2. Has adequate knowledge of his/her subject matter and area, and adapts that knowledge to 
meet the needs, interests, and abilities of students assigned.  

3. Creates a classroom environment that is stimulating and conducive to learning.  

4. Encourages student creativity, motivates student interest and enthusiasm for the learning 
process, and provides direction for the students' development of good work-study habits.  

5. Employs Board-adopted curriculum as a basis for instruction.  

6. Guides the learning process towards the achievement of curriculum goals by establishing 
clear short and long-range written lesson plans.  

Management Skills  

The teacher:  

1. Is aware of Pupil Personnel programs and seeks the assistance of District specialists as 
needed.  

2. Prepares a folder for use by a substitute teacher that includes general information relevant to 
the teacher's schedule and classes, materials, seating charts, alternate lesson plans, 
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manuals, and such other additional information and materials that may be useful to the 
substitute teacher and/or required by the building principal.  

3. Takes all necessary reasonable precautions to protect students, equipment, materials, and 
facilities.  

4. Recognizes his/her responsibility for the supervision of students at all times of the school day.  

Pupil / Teacher Relationships  

The teacher:  

1. Develops, in accordance with District and building guidelines, reasonable rules of classroom 
behavior and procedure.  

2. Stresses positive rather than negative reinforcement whenever possible.  

3. Encourages in students a sense of responsibility and respect for persons and property.  

Teacher Relationships within the School Community  

The teacher:  

1. Strives to communicate positive aspects of the educational program to the public through 
involvement in the building Open House, school newsletters, forum/PTO meetings, and 
publications.  

2. Works cooperatively with parents and students to establish and maintain open lines of 
communication.  

3. Establishes and maintains cooperative relations with all staff members.   

Professional Characteristics   

The teacher:  

1. Upholds and enforces school rules, administrative guidelines, and regulations and Board 
policy; is supportive of them in public.  

2. Is punctual in reporting to work, classroom or supervisory assignments, and does not leave 
the school building prior to the end of the prescribed day without notifying the building 
principal.  

3. Assesses the accomplishments of students on a regular basis and provides progress reports 
as required.  

4. Assists in the selection of books, equipment, and other instructional materials.  

5. Plans and supervises purposeful assignments for teacher aides and/or volunteers and, 
cooperatively with the principal, evaluates their job performance.  

6. Provides materials, reports, surveys, lists, and inventories as needed and maintains accurate, 
complete records as required by law, Board policy, and administrative regulations.  

7. Attends staff, departmental, and committee meetings as required.  

8. Respects confidentiality of records.  

TERMS OF EMPLOYMENT:  
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Salary and work year as well as terms and conditions of employment shall be determined by the Cardinal 
Board of Education in accordance with the Ohio Revised Code and the current CBA.  

EVALUATION:  

Performance of this position will be evaluated as determined by the Cardinal Board of Education in 
accordance with the current CBA.  

 

Adopted:  August 26, 1999  
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A2. OBSERVATION FORM (Non-OTES Staff) 

CARDINAL LOCAL SCHOOL DISTRICT  
Teacher OBSERVATION Form (Non-OTES Staff)  

Teacher  _________________________________________  Date  _____________________________ 
Grade/Subject  ____________________________________  Building  ___________________________ 
Evaluation Scale:  
E = Excellent    G = Very Good    S = Satisfactory   NI = Needs Improvement  
I.  Instructional Procedures:  
E   G   S   NI  The teacher exhibits evidence of planning.  
E   G   S   NI  The teacher exhibits organization of instructional procedures.  
E   G   S   NI  The teacher provides for differences in capacities of pupils.  
E   G   S   NI  The teacher exhibits uses of resourceful techniques.  
E   G   S   NI  The teacher exhibits skill in presentation of lessons.  
E   G   S   NI  The teacher encourages student participation.  
E   G   S   NI  The teacher exhibits appropriate procedures to evaluate learning. 
E   G   S   NI  The teacher exhibits knowledge of subject matter.  

COMMENTS:  

 

II.   Management Skills:  
E   G   S   NI  The teacher exhibits organization of classroom.  
E   G   S   NI   The teacher exhibits organization of materials and supplies. 
E   G   S   NI   The teacher exhibits evidence of student record keeping.  
COMMENTS:  
 

ll.   Pupil/Teacher Relationships:  
E   G   S   NI The teacher helps students to develop and maintain good self-concepts.  
COMMENTS:  
SUMMARY COMMENTS:  
 

The signature of the teacher does not indicate approval of the ratings or comments, but rather that he/she 
received a copy of this form.  If the teacher wishes to add comments, the teacher may do so.  
TEACHER’S SIGNATURE  _____________________________ CONFERENCE DATE ___________ 
OBSERVER’S SIGNATURE                     
TEACHER’S COMMENTS:  
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A3. EVALUATION FORM (Non-OTES Staff) 

CARDINAL LOCAL SCHOOL DISTRICT   
Teacher EVALUATION Form (Non-OTES Staff)  

Teacher  _________________________________________________  Date    
Grade/Subject  ____________________________________________  Building  _____________ 
Evaluation Scale:  
E = Excellent    G = Very Good    S = Satisfactory   NI = Needs Improvement  
I. Instructional Procedures:  
E   G   S   NI  The teacher exhibits evidence of planning.  

E   G   S   NI  The teacher exhibits organization of instructional procedures.   

E   G   S   NI  The teacher provides for differences in capacities of pupils.  

E   G   S   NI  The teacher exhibits uses of resourceful techniques.  

E   G   S   NI  The teacher exhibits skill in presentation of lessons.  

E   G   S   NI  The teacher encourages student participation.  

E   G   S   NI  The teacher exhibits appropriate procedures to evaluate learning.  

E   G   S   NI  The teacher exhibits knowledge of subject matter.  

COMMENTS:  
 

 

II. Management Skills:  

E   G   S   NI  The teacher exhibits organization of classroom.  

E   G   S   NI  The teacher exhibits organization of materials and supplies. 

E   G   S   NI  The teacher exhibits evidence of student record keeping.  

COMMENTS:  
 

 

III. Pupil/Teacher Relationships:  

E   G   S   NI  The teacher helps students to develop and maintain good self-concepts.  

COMMENTS:  
  
IV. Teacher Relationships within the School Community:  

E   G   S   NI  The teacher exhibits positive pupil/teacher relationships.  

E   G   S   NI  The teacher exhibits positive parent/teacher relationships. 

E   G   S   NI  The teacher exhibits positive staff/teacher relationships.  
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COMMENTS:  
  

 

V. Professional Characteristics:  

E   G   S   NI  The teacher exhibits professional improvement.  

E   G   S   NI  The teacher follows building rules and Board policy.  

E   G   S   NI  The teacher maintains student discipline.  

E   G   S   NI  The teacher projects positive personal characteristics.  

COMMENTS:  
 

  
SUMMARY COMMENTS:  
 

 
The signature of the teacher does not indicate approval of the ratings or comments, but rather that he/she 
received a copy of this form.  If the teacher wishes to add comments, the teacher may do so.  
  
TEACHER’S SIGNATURE             ___________________   
  
CONFERENCE DATE        
  
OBSERVER’S SIGNATURE                     
  
TEACHER’S COMMENTS: 
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Ohio Teacher Evaluation System ~-::::;:; :->>··,::.::~:~/~:: ~~~~~S_pt-~nt: ()f T~a~h~r J>erf9:rma.nce · · · · ... · _________________________________ :.:.: .. : .. -·-··----:.:_;:.;.:: .. .:..~:;.::..:. .. _ ... -·:.•:, .. ~ .. :.:.~ .... :.:... ... ___ ,~:::: ..... ..: . .:. .. ::.: .......... ---····----·······--

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

IN~r~-~~~~:~:~·,~-~N.~1-~~: - .· •:::.: ::,~·,· ··':;''; .. ·: ..• _;;~:_.~·.:Jo~ff~~-~v~;[~~=··._,::·;~;:··':~"·.;;;!::·i::·.~\\;i.:_:: .. :.i:'..·.· ... Pev~i9PJ.oi:.~.-.. :;,;;,;,._ ,;,,~;;·:·,;,:r:: .. ·,;;;;;~::';~;;;:::···· ·.:;;~·~rotl~!eil~: · · ..... :::;:.,, ... :<" 
,,,. ... ··•·· .. :., ,. .. .• :w;; The teacher does not-demonstrate a clear The teacher communicates a focus for I The teacher demonstrates a focus for 

.... :< I ., .I'Odus F0.R.LEA~NIN.G' ·~::~; fo~us ~or student learning. Learning st~de~t learning, develops ~earning student learning, with appropriate 
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tan .a.r .. .: nstru 0 fl '· 1 • d · · t & th st d ts d f 'h oh· ta d d . ·. .. ~·- ,.. • . .-~~ . . · .· p anmng an are mappropna e oor e u en an re erence • e 10 s n ar s learning objectives that include 
,'., (!;;'- .,_,. . "· ·:<-... ~ .. ,. . · .. ·co· students, and/or do not reference the Ohio but do not include measureable goals, measurable goal(s) for student learning 

!!;;•· .. Sources o(Ewdence. . -· standards. 1- d 'th h Oh' st d c1s Th z .. ·· .• · ,.. . · · · a 1gne w• t e oo an a r . e :·:z ., .... ~ ere-~onfere~s~ . -- ~-: t eacher demonstrates the importance of 
:~~ ·- -- -~. the goal and its appropriateness for 

. .. 

····ACC9.!'1P..IIshe.d 
The teacher establishes challenging and 
measurable goal(s) for student learning 
that aligns with the Ohio standards and 
reflect a range of student learner needs . 
The teacher demonstrates how the goal{s) 
fit Into the broader unit, course, and 
school goals for content learning and skills. 
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.~: ~· . . . . , . . ~~ \;. •\ . ·,i'.. . .;/' 

.. ASSESSMEf\IT:OAJA 
~stan~~Fd. 3.J!:Asse,~;m;~rtl , .. . . :·~_;· r 

'~ ... 

The teacher does not plan for the 
assessment of student learning or does not 
analyze student learning data to Inform 
lesson plans. 

··~~ .. · Soi)rces_iif E"v.U:Jence: 
P.f.e,c~rterence":::~ ,., ,, 
·~.. '. -··; 

;, .. '1 The teacher does not use or only uses one 
:\- measure of student performance. 

... :; . 
... 

-~· ... 1::,;_-~:-.. --~~:_-:~ :~~~------· -"------·-------------··-
-~:·: 

·< ... :, 
.. .. ...... ,·li.vidence_,.. ... 

•. ~~ . 
.. ·~~ .· ..::-;>,J," 

.··-.. 
' ·.:~.:"'' . "':!.'. .: • • .• •: 

The teacher explains the characteristics, 
uses, and limitations of various diagnostic, 
formative, and summative assessments 
but does not consistently incorporate this 
knowledge into lesson planning, 

The teacher uses more than one measure 
of student performance but does not 
appropriately vary assessment approaches, 
or tl1e teacher may have difficulty 
analyzing data to effectively inform 

1 instr!J~_tional plannin~_a_~d deJiveE'l; __ __ 

App. 4-2 

The teacher demonstrates an 
understanding that assessment is a means 
of evaluating and supporting student 
learning through effectively incorporating 
diagnostic, formative, and/or summative 
assessments Into lesson planning. 

The teacher employs a variety of formal 
and Informal assessment techniques to 
collect evidence of students' knowledge 
and skills and analyzes data to effectively 
inform Instructional planning and delivery. 

!-------------·----------------

,. 

The teacher purposefully plans 
assessments and differentiates assessment 
choices to match the full range of student 
needs, abilltles, and learning styles, 
incorporating a range of appropriate 
diagnostic, formative, and summatlve 
assessments into lesson plans. 

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

I --:_: :.-_ :·:_. ·: .. ·· ·: : ~ : · _. • -• ·:·-_-. · ·: : ·: · ·· 1 -~-- ·:· -- --- ,,_,;.:,.,,::~jneff~~-;--=':·-:;::: :~---=:: .::~~:~.-- .1-• ·.-:~~,~~-:,_~-. .-.:~ --:-~~~o,~opingL,::-.:.>:~~:·>~:F' J. :~~;~.'~,_, __ , ___ ,_:_: :.· ., ~----'-Pro~~ -_ .. - . _ :- _ ---1 · Acwmp~shed 
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.:::.._. _ The teacher's lesson does not buifd on or The tea«:her mates a11 attempt to connect The teacher makes dear and coherent I The teamer uses tbe input and 
,~-~ .·. ',_' connect to student~ prtorknorrtlaige, or the lesson to students' J.'(iorlmowledge, tel connettiooswith students' prior 1 contriblllionsoffamiltes, colleagues, .and 

I 
. , . . __ . __ . the teacher may ~e an explanation that~ previous fessons or future itarning but is knowledge a11d future learning-both <1~r professionals in understandillg e.CJch 
-· · · '~ ~logiCJI or inacrurate as to how tile not canpfetely successful. expficilfy to students and •Nithin the lesson. reamers prior knowledge and supporting 

, .. . .. _,_ --~'- content connects to previous and future their development. T1K> teacher makes 
. ~~- .- ;,:_, · ... --·-·:,._·., ·- --~- -- - teaming. meaningfulandrelevantoormections 

• < • I · - . - .. :.'. --~-...... ·"·' ' 
. .PRIOR C<lNTENT :=·._ - between lesson conte11tand other 

.. _lNO~iEDGE '{SEQUEN.~,fi_ disciplines and rec ~world experiences and 
--:: . ·--·-.:~~:tONNECTrONs .,~j}';.-_: careers as weUas prepares opporttJnities 

~.: . ..· (;:i·f:: .. d_ ~- 1,5,.J-;-d· nf~ ..... · furstudentsto apply~ningfrom 
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f-~~ I . · Jire;Conferenee - -. -. !. '-' .. ,,.. ' . .· . 

t~ I . '" . . 
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~-~~-
·-:--.·'· 
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-~~-----· -~----. ·.- ~---':__'=-_:---~4------------·--------t----------------~--

I 
I .. 
I 

-· Evideilte· :-'"'· 

I 
. ··-:... ·-. .·.' .. c:·' 
. -.. . 
; .. ::_ -- _-,z:~ ::·.=·· .• - -- -----

·=---

- -~--

App. 4-2 

The teacher plans ;md sequences 
illstroctlon to include the important 
rorrtent concepts, and processes in school 
and district tantulum prionlies and in 
state standards. 

The teamer pf;ms and sequences 
instruction that reflects an underst;mdi~~g 
(){tile prerequisite relationships among 
the importmt content C!lllcepts, and 
processes in sdtool and district cunbllwn 
priorities and ill state standards as well as 
multiple palhways for learning depending 
on studatt needs. The teamer acrurately 
explains how the lesson fits within the 
structure of the discip6ne. · ·--------------+------ -·----
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.~·-· 

•J' 

' 

~- ····' . 

.:· .. : 

.. . ·"· ... ;; · The teamer demonstrates a lack of 
~· -

;-. . ... '· familiarity witfl students' backgrnunds and 
· · .... . ··' has made no attemptstD fmd 1his 

. .... .,.,, ."' . ·' ........ . - ~ 

KNOWlEb.G.~of.·sr.uotN~s::~· 

. . : '''' {iti~if1 ~nts~'~~~ltoe lN<he~> pOn for lnstru<lion does not 
· · .. • . ... · ::' · ..... . . demonstJate an understmdingof 

... ,,.-;;: -Sotr~§ .~l:.€~~e,n~~:~~~-·:-~:·.:. students' developmem, preferred ~~ing 
,·Aga~~s ofS,uden~:.Oa.~-::_;?: w,ies, and/or student backgrounds/prior 

-~~ P.re-Coi)~ere~~~- .. :.·. · ="'·: e-x~riences. 
·?.,'' .;·· ·(;;., . 

·~·::·~~\~~{ .. 

.... ,_ 

T~e teacfiler demonsltrates some 
familiarity wilb students' b-ackground 
knowledge and experienC€s and describes 
o11e procedure used to obtain this 
information. 

The teachers instructional plan draws 
upon <l partia~ analysis of students' 
development, readin~ for reaming. 
preferred l@aming styles, or backgrounds 
and prior experiences and/or the plan is 
iooppropriate1y tailored to the specffic 
population of students in the classroom. 

The teacher demonstrates familiarity witlh ·The teacher demonstrates an 
srudents' bactgrcund knowledge and understanding of t~e purpose and \'alue ol 
experiences and describes multiple le<lming about studemts' background 
procedures used to obtain this ell:periences, deroonstrates famifiarityvdt~ 
mforrnation. each student's background ~now.ledge arni 

expeik:nces, ami describes multiple 
procedures u~to obtain this 
infonnation. 

The teacher's rnstructfonal plan draVJS 
upon an awm~te ana lvsis. oftbe students' 
developmen~ rea(jiness for learning. 
preferred learning stytes, and biK:kgrounds 
and [Jrior experiences .. 

The teache~s aoolysis of student data 
(slllldent develcpment1 stooent learning 
and preferred learning style-s, ;md student 
ba~nds/ prior experieoces} accurately 
connects the data to specific instructional 
strategies and plans. 

The teacher plans for and can articulate 
specific strategies, conten~ and delivery 

., .... :· .. . ···- .... :;·.::.1 j !hat wiU meet the needs ofl111dividual 
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App. 4-2 
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lnst.ruction and Asiessment 
~--.-.-. 

'· .• ,.1 
,l;' 

-.. ~ ; 

., i.~~sb~, DEi.iyERY .:: 
;\<{Standard l:.Conterit;-: ... 
:;§t~hdard 4:'1~5tnictio~;:;: 
~,tand~rd ·ttf,~911~~oratib~! 

.. --· anacommu~iciitl?pl · ·; 
~At 

• ~ .. v . ••r •• • • , .,, ' ; 

··':. 

:~our;~S. of ~~pe~~~; ·:··:;~ 
-Formai.Ob;s,ei'vation · .. · · ,,. 

Classroom Walkthr~ugl:i.~/p. 
1 nf0:rmaC6bseoiatioris , .. ~. 

~-~~~ .......... -·=. · ' .,;.~:: . 

-.!''' !(•."' 

-··· .... :::· ·-'~ ...• 1(\~ff~e:t!v~'· : · - :~ .. · ...• - .• ,.L;;,;,, ... ·,,;:;,;;,p~vili)pilji . : .. , . ,, 
A teacher's explanations are unclear, 
Incoherent, or Inaccurate, and are 
generally ineffective in building student 
understanding. The teacher uses language 
that falls to engage students, is 
Inappropriate to the content, and/or 
discourages Independent or creative 
thinking. 

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

Teacher explallatlons are ac<:urate and 
generally clear but the teacher may not 
fully clarify information based on students' 
questions about content or instwctions for 
learning activities or the teacher may use 
some language that is developmentally 
inappropriate, leading to confusion or · 
limiting discussion. 

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

.,. . . PtOt~i~.~t:;· .. ,:;~:~? · 
Teacher explanations are clear and 
accurate. l'he teacher- uses 
developmentally appropriate strategies 
and fanguage designed to actively 
encourage independent, creative, and 
critical thinking. 

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

A,.ccQmplished.:. . ·I 
Teacher P.xplanations are clear, coherent, 
and precise. The teacher uses well-timed, 
flldivldualized, developmentally 
appropriat e strategies and language 
designed to actively encourage 
independent, creative, and critical 
thinking, including the appropriate use of 
questions and discussion techniques . 

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

.:.:·:ffi .. r ·~:.· ____ ,,,, .. ~;_,; .... ~:· ,:::: .... , .. ·'; . -, .. --·····-· .. ! ..... - ..... ··--····· ··---··-··-··--······ ··-········· .. -·---··- --···- ··-·---~---·-· ..... ·-··----··--··-· ······-··-···--················--···-···-·l··--·--·--···- ·· .. ····--··-·-··-··-· --··--···---·-··-----··-+ ·-····· ··-··-··--·· - . -···---- ··--·-·--···- ··- ··-··-··-·- ·--
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Evidence ~ .... 

··-.. -~v~h:' 
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1.:·g:, ... .,·_· -.,-.,-, 0--Ff-:"'. ~'---E-N-... ""j:-~:--T--"'~:..' --.-. ~f-cT::::h,.-e-teacher does not attempt to make the The teacher relies on a single strategy Of The teacher supports the teaming needs of The teacher matches strategies, materials, 
'·,·~· · , .~~·: ... d .. ;,· · · J~'·"·l'(!:.····· lesson accessible and challenging for most alternate set of materials to make the s tudents through a varietv of strategies, and/oT pacing to students' individual 
· . :.~_,, -;--:' ·(~~~;~dar .:•1. ~!-1 nt1': . students, or attempts are developmentallv lesson accessible to most students thcugh materials, and/or pacing that make needs, to make learning accessible and 
' - · · :.Sti!ndar~CS 4: ht~tru~t!e~L . inappropriate. some students may net be able to access learning accessible and challenging for the challenging for all students in the 

.... .. . .''.':· · ', ... ··· ·::.'·'t: certain par ts of the lesson and/o·r some group.. classroom, The teacher effectively uses 
:~ouice.$ .of Ev~qence: may not be cttallenged. independent, collaborative and whofe-
:·"i>reoConfei~nct'f'~· -·<' :. class Instruction to support individual 

;·. ; Form~ I ObseNatiQn . . ··. learning goals and provides vaned options 
{jiJ'ssroo!n WaJkttiro!-lgh~/ for how students Will demonstrate 

.Jnfohnal Obseri/.ati~n~:};; mastery. 

,, ,: 

.: ... f ,· • 

,· -.... . :_: -::~f 

,_.E\Ii(:t~nce .. 

... i 
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Bl!li~llii\Miii1'1'.~11~-P'13X'.llli~L'f:JI1. ·- . . . . . _ -·· 

· ··· ·· .......... -_:::: : .. -.. ::·:·-: ... _ .. :-··: ·:·:-:_::_ 1 ~~ -=;:-~ ~.~:_.:)~~~iv-~;::~~~~.;;.:=_:_:·1-~~;;_;j::;:-.~~_-· .. ~,~~:Rtnt_::t:-: ... =~~:~·:;t:-.~-::''·_ :~, :-_·.:--~~ i'tor~t: -·:_·-~:: · ._ 
I ··. R_~~u~m.:·:~:~, ·lnstmrtiooal material> an~ re5oor<es used 'ille reacher us~s apJJIDJ~r.iare ins1111rMona~ Gns~rurtio~nl ~and ce5oorres ar~ 
i {Stanida~j;"fMieni;., ~ , for fmsGru.ctiorn a:re 0100. ~<mt to tile ma~rials tD sup,pc~Heami11g:goals, bert aligned to ~be inswdiooal purposes and 

. ~ - Stamd~ -4~=rhstrll!ctib;jt llo ... sson lllr are irtaJlllT~Il!(~te fur smdents.. rna•r llJllt tm.el!t fnd[l.iidual studenls' !eaming are ai]pro,priaO~fm· -SJ.wernts' learrmg 
,._ J ··:;-,, - -~-~-:.=~ · s1'1fes{needs oratftiv:el~ err~ 1fuenn in styles ~d oel!ds) a• £~J~gagjng 

, I ;:,~~tt~' ~ :I 
·· I --- :;: ~--- .-~. . -

- -- Formal •Dbs~'llitiol'l: · 
tl~s-~o~ w~~thr~u~~~-

:0"'- ·"' I ... :s: ,_._.,.-,-_ _ -~ 
· l~forn'laJ OhSEMitinnL_ 

f-.-..:·1 ~-':-~;:::: : --:·~:~:·~·-' .. ; : - - ·-+ 
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· ,. Ac«Jri.P lishe·d .. 
lnstn:Jdiooral materms and resources a~re 
a!fg!led lo fJ!rn-urtional-piiT~OS-es, aD"e 
'irJnfu,:l andl aJJI'.ftl¢d.tl'!: h1 abilit)' 9erels; of 
mufmt~ and acm-e}f em,ga_ge1berrn ill 
o-wne~Ship of llbeir ~~!ling. 
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Instruction and As5e$sment · 
. .. . . . .. · .. :·:~~===~:~-~·-:: ::: .·· ... :-..-.;~:-- --.-~. 

·• .. ~··t~ 
.. ~-·;·.~· ... ~~-~<.: ... 

~-·::,.'~ 

+~~~::~~ 
. -.. ·~::~ . ~:.":j=i<!-· .:;: .. (·: .:. 

::t .•. :.:,:.-. • 

4.~.~.~~::~~·-. ;! 

·:~:'o.·· 
• • ::~•· t'.•r 

·1•;. ·:::::·.: 
.:~ :•:. ... 

., .. . :.!.'':.: ·<~ ~~9~~-:-~.:~.::~~: 
· .. ,,,~;.ENVlRON.MENT ,,., 

··';.:.·,:: : .. ·.-··(~ta na~re:t::ii-stude~t.~t_,,!,: 
::f.!: :· · ._,, starid!tiCt 5: Learlj)~j-;,:·: .. 
' · ·- "<. ·j. • ••• •.. . •····• 
. ·::::t ·· ·:. Envlroninent;.Staf11::1ard:'B!!• 
::'ta:;, ·· ··· · c~ilaboratl~o::anH ·'"'---: 

\1) ·~. . ....... ,..... ..,~~:<' 

:::~~ - : . co·mm~rti.catlon) .. . ,,, 
:-=·o ; ;.-:::: . . -.o!~::r.:~. .~.>·::~~~~~~-
~--~<'' ._,_,::So. urce" ~if·c·Evidenr.P}i,:;~;: - . • . -v~• :-c~ ·· :;- · P.re~ci)~ter.eoce!1·' ::•·. ·-·. 
: ... o · ·· ~=:-:- = . ·:.~;: •t:'!· .... ·."5 -/'·Folmal Ol'iserv~ti!il.rc~:·'}~ 

.. ·:::· :: .. .. · : · .. · ··.· .... 
··'· ·''"''~rs.~·:'..tiieffei;t.iY.e:ff-••.,..:#1~· · :._,,;,,!J~:;:1>f>:~,:.l<,'-".;'·· ..... "".o~eiopm~'W'-'""· .. .,:•"'···~~"!" --::!t!i~ .. ~- ··(:~::· · Profic;iellt .. · •· .. M.;:-;; . 

There is little or no evidence of a positive The teacher is fair In t he t reatment of The teachEr has positive rapport w ith 
rapport between the teacher and students and establishes a basic rapport students and demonstrates respect for 
students. For e><ample, the teacher may with them. For example, the teacher and interest In all students. For example, 
respond disrespectfully to students or addresses students questions or the teacher makes eye contact and 
ignore their questions or comments. comments but does not Inquire about connects with Individual students. 

their overall well-being. 

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

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

The teacher creates a learning 
environmentthat aUows for little or no 
communication or engagement with 
families. 

Routines and procedures are in place, but 
the t eacher may Inappropriately prompt or 
direct students when they are unclear or 
idle. 

The teacher transltioru between learning 
activities, but occasionally loses some 
Instructional time in the process. 

The teacher welcomes communication 
from famiUes and replies in a t imely 
manner. 

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

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

The teacher engages in two-way 
communication and offers a variety of 
volunteer opportunities and activities for 
families to support student learning. '·'':::~ . Cll~ssiJ~~ .. Waikth.i:q~ghs/ : 

:';.i :., ... lnfc>f.\{i~i.Qbser~~#gn$ ::::,:. 
· .,_ ··:·'.!1: .: :. "·''I Expectations for behavior are not 

.. ·~:>.-;'· . :;· ... -=~·::::Xt~<~ esta~lis~ed or are ln~pproprlate and/or no 
... ,; momtonng of behaVIors occurs. The 

teacher responds to misbehavior 
inappropriately. 

: ~:-·. 

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

A classroom management system has been 
implemented that is appropriate and 
responsive to classroom and individual 
needs of students. Clear expectations for 
student behavior are evident . Monitoring 
of student behavior is consistent, 
appropriate, and effective. 

fl ~· 
:~- ~-)~~~/-

-~:·~·: ... 

-::-:.-=·· 

~ .. ' 

,. ~: 
. -~ 

~ -,,..-
,.-:·:~··.·l 

...... 1: .. : .. , 
' .. 

' ... :· 

·Accortipllshed 
The t eacher has positive rapport with 
students and demonstrates respect for 
and interest In individual students' 
experiences, thoughts and opinions. For 
example, the teacher responds quietly, 
individually, and sensitively to student 
confusion or distress. 

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

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

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

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

1 ,_ .. ·::~,:~- fvlde~~~.:.,. · .. >ii:: :~d ---------------------------------<------------------------------------·----------------------------

·~ "'-
:: :!:.~. •c.~:: •. ,'('~:u, .. ~ .. •• 

Instruction and .Assessm·ent .-:.-.: · 
' . .-·. :-:_:·-: . .: .. -:::: _: _ _. ... : ·.·.:.::·. ·. ·:· ............ . 

. .. :~ .. - ...... :··· . P;ss~~S.,fJIJ::Nt:oi=" ' ,.,., · 
. ;;!, .. :: , .. .,.STUDfNT:LEA~NI"'G·- ::: .. 

'·· 0 . . .. .• ,,. .. . ':'~>l1i.~-~ ., .. 
- (staHaafd 3: As.s~$sirleni) 

1 .. 1 ~~- ~ ~· - ·:-~:. ·" : : •. : : .:~--~--:~-· • 

:~·:::· Sour;~Nf.{vj_dence: 
·'·~ ·· P~ifContereoce ·· ·· ... 
.,:· .... ·~ <•·· . ~ '!.1,-f:.,~·;-· • 
· ·· ··· ··· formaGP~.Servat•o.!l 

.... . ·.·: ' ·.·· .:· .""'" 

·:;·);.·:::: jn~ffeciiv~? :. ;;.,:'',,!: .•. ·i;:, .,. . . .- .............. : .oev.!\ll9Pll;!i;::~\'\~;;,_, .... -..... ~:·'' -< .. · .... ~;:;,::1~" 'PrQ.fl~lent , . ·· .Accomplished .. ~ 
The teacher does not routinely use The teacher uses assessments to measure The teacher uses assessment data to The teacher uses assessment data to 
assessments to measure student mastery. student mastery, but may not differentiate Identify students' strengths and needs, identify students' strengths and needs, 

instruction based on this Information. and modifies and differentiates instruction and modifies and diffenmtlates Instruction 
accordingly, although the teacher may not accordingly, as well as examines classroom 

App. 4-2 

be able to anticipate learning obstacles. assessment results to reveal t rends and 
patterns in individual and group progress 
and t o anticipate learning obstacles . 
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u,_•~rvuo•""'~~u•c:•~" -- - __ _ _ . __ · ... _ __ .·· _ . ... ---
. · · ._. .. · .. _..:::._.·:· .-:.-::·_-::· · :: ::_:-.-: ·· · ·· · ··· ·::-: · ·· ..... , .:.~;:,:<tri~[ledlv~;~_,:~-_.,:L~ffi:~"·'.<: .:r~;;-·:-·~~!~><:·~ic?lilP.i''"·''~~;-····:·.·· ;J•'·''· . , ,F·· . ,- ·:""·~:. ··Profi~~ht ... ,,,.,, .. , . ,, -: ·. ·.· · . .- .. Accampl~hed . ., 

v • ·- l ClasS:rootil"Wa.lkthrougfiS/ .. The teacher rarely or n.e.ver checl<s the The teacher checks for student The teacher checks for understanding at The teacher continually checks for 
.1 ;·:;: lnforinal Ob~ervati8n~ .. •.·. students' understanding of content. The understanding and makes attempts to key r~oments and mal!es adjustments to understanding and makes adjustments 

.. " Post-Conferen~''· ... teacher fails to make adjus~ments in ad~ust instruction accordingly, but_ ~ese instructicn (whole-class or individual accordingly (whole-dass or i~ivi_dual 
··· . ·'>v. ·· , ..... x,• response to stl.ldent oonfus10n. adJustments may cause SOllie add ttlonal students).The teacher ~sponds to student students}. When an expfanatton 1s not 

·• .. . L> .. ·'' .·,.:• ··.' ·· ·· :~·-:. oonfttsion misunderstandings by providing additional effectively leading students to understand 
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·~~··· 
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[; __ 
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t , 
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. ~- ......... ,~ :··- " · -.:'. , .. ·· · clarification. the content, the teacher adjusts qulcktv 
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··~· 
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.. _.;: 

· . .".\.:·.:··.. .,_,.:· .• ._ · and seaml~ssly within the lesson and uses 
-· -::. .::~~,. · · · an alternative way to explain the concept 

-:"!' "' ... 
""~· 

·· •y The teacher persists in using a particular ·:""'~""' 

: ...... 

,.,.: ·-·· ,. strategyfor responding to 

... 
~-

:.~.: 
·'' 

~!:' 

.-;~ misunderstandings, even wllen data 
""' - suggest the approach is not succeeding. 

..... 
;.\.;: 

::."· ~-ij The teadJer does not provide students 
·· · · with feedback about their learning. 

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

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

,;.··. 

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

The teacner provides substantive. specific, 
and timely feedback of stud eot progress to 
students, families, and other scllool 
personnel while maintaining 
confidentiality. 

The teacher provides substJntive, specific, 
and tim ely feedback to st11dents, fa mifies, 
and other scl!ool personnel while 
maintaining confidentiality. The teacher 
provides the opportunity for students to 
engage in self-assessment and show 
awareness of their own strengths and 
weaknesses. Theteacher11sesswdent 
assessment results to refiect on his ()I" her 
01AIJl teaching and to monitor teadling 
strategies and behaviors in relation to 
student success. 
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erofessionaNsm ·· ..... _ _. .... · -.:".·.·.·: . .- ... ···· · ·:·:·.- -.::.-·:-: .. : .. :.-·:· ....... ·:.·.·_.._: .. ·: -·: . .-_. . ·-·· .. · .. _ _... ... .. . l 

· ...-:.·-:··-:·.:_:::-.. ·· · .. _:._·_ ._.·· · · · · · ·· ·~:- ··· _:=:_:: rne_Hemive :::f:· :::tl1 -:{'.'L ·~ • .:.~:- _oe~topint :::o=.=.'·;?_!.-; __ ~ ·-= .. ·-~ . .-: :: __ _. ..... Pmt~temr:· .. _·. 1··. A,aomp1ist.ea·· 

:·- t:~-- :lPROrEsstO~l . ,:-:S:: The readier fails to commllllGte de a~~ The teadler ~sa variety ofstrategies to lbe teadnY uses effectt.oe mmmunil:iloon I The teadoor ronmmnicates effecmelv 
, _ < REWONSIBJlrrJES · · :} with ~ooen~ ~md fam~ or collaborate rommmte wi~ students and tlmilies. strate~ \~h $l1Jd_ems aoo fam~s <md I with studen15, ratnilies, and_ colle4gues. 
J -·::·· · =.- :· ·:.:.;.,, ·;_ ... : effect1ueh·witb prof~al tll1ieagues.. aoo OJ~mate wit~ mfP-acues. bot tflese wo.rks eb.Jt.. with ooful41~ 1o The teadu!r colfabontes mtJ1 co!Ji!aclle) 

{Staitdar,d.6: c~ltdOh1tfDii 'Y ~ - • ~, .~ . b 
. ,..-. .::·· .. :~-- .... ,: ..... ,.-.. , •. ai)l)JQaches may 11Dt:always be a:~mnte problems of practu:e, a11~~e ,- ·J·:;~tt~=~~~~--_ =~::~:::~aoon ~ ::~7k,.and rdenti~targaed 

· ·:: Resppnsi~iiity,~riil , .,;· 
j - ... =:.;~ .,..:~~"·) /' ,_._ .. -.-: .. ; 

:1 .. 'lil_,!.IIJIMUI_I ·.-.:: 

!. . .. · · ... ' . · 7-.- . • -• .. ·I The IEacmer fails tn uiOO~rstand and folfklw 

1
'

_. ~ - ~- ·= .S~r~-~t£~-,i>· : . .J regufatirms, polities, and agreemen!s. : ·.~ :_ .... ~~:\ ;_: . ~;;. ~~~ : . . ··,..;_: ~~=·: .. ~~:-~:. 
:. ~~:·;,- Pr~~ssrQ~ar~~lop~enr:. . 
l:_;fi::.~! ·:P1i:~ .. ~-~m~oi~~~~t:~an; ~ 
~--·= . -~~-te;oonference· .:-~ . · 

·~ teachi!T 1JJlderst.anlis a~t-~ fo&wJs 
district pclicieund st~te a11d federal 
reg11fatioosat a minimal k!~rel. 

The teacher rnee15 et~kal a~ 
prof-es!iooa] re5DJOII9ib111ties W~~ integffiy 
311d holle:Sty. The t!!adter mo£21s and 
llpbo115 illstrlct policii!S aoo slate ami 
ruleral r~1.1laticms. 

-ut .. . }--f.·~>.,·L: .. · ·-. ..f:.:: r . . : : a~· .. · ·:::_ . ----~,o!,~~e~~nce~::: ·- . ·: The t~cOO' f311s to ~nronstra~ evfdm The teacher i:fentifie; strengths and :areas T~e teacher sets ~~-~ase~ sltort- cmd 
::. a:· ·.·. · d~llv mte·ractron With _;-.: of ;an abilhtyto accurately self-a~ for growth to develop ;md i•me11t · lo:n:g·term proress1om~l g~ls and tales. 
--~ _. .;· .. . .. ~-r atMfs.;_·;:'-'"::- J: ·· ._,, perfonanoe and to appropriatelv ide miry t~rgeted goa~ for profe5sioml gtovdfl. ;ar:ticuHo ~et these goals. 
·· '·· .. · ·-~-: -· ·i,-~ :---,: .arearfur professmal d~topmem. 

. .. ,.:..-: . 
.. ·, I . i'· __ , 
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-~=~.';·1' .. ..,.~-: .. ... ·:.'::.:_. -·-·:~·· --~·-.... 
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to ffllprOlfe perlonal arad toeam practices by 
facilitating proft!s&X!nal diaklgue, !)eer 
obse-mtiJoo aod feedba:d:1 peer wac11Jing 
~fld @tj)er cal~gial feamirlg acttiiiitie;. 

The~~r meets ethical a11d 
pmfessio113hespon6ibil~ies and ~eljJs 
ool le~gues~cces:s ilild interpret !a~ an~ 
polftiesi!nd understi!lld tfleirfmplitaOOr!s 
mille dassroooL 

The teadleT sets and regulariy modifies 
short-3nd lollg·WIIl profesiiollal goa~ 
ba5ed oosEif-assessmentand analysis of 
student learning ~~oct. 
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Ohio Teacher Evaluation System 

Self-Assessment Summary Tool . Name-------------
Directions: Teachers should record evidence to indicate strengths and areas for growth for each standard. Then, look across 
all of the standards holistically and identify 11!!!Q. priorities for the upcoming year. Note these two priorities with check marks Date 
in the far-right column 

-... . .,., ·· ·-" :c;: ··,· ,,;,. ;,,_ -'( · s~and.~rd -~.~ .. ,. ,;,····· · ···· ,,,~,;;.· · ·· .i't ,,i.'· ·• ·· ··· "1.. .,strengths··. ·Areas for Growth. Priorities {<;heck 2L 
. . • Knowledge of how students learn and of student development 
~ ~ • Understanding of what students know and are able to do 
{l ~ • High expectations for all students 
~ ~ • Respect for all students 
"' • Identification, Instruction and Intervention for special populations 

. . • Knowledge of content 
~ 1:: • Use of content- specific instructional strategies to teach concepts and skills 
~ ~ • Knowledge of school and district curriculum priorities and Ohio academic content standards 
lii 8 • Relationship of knowledge within the discipline to other content areas 
~ • Connection of content to life experiences and career opportunities 

. . .., • Knowledge of assessment types 
~ :i; • Use of varied diagnostic, formative and summatlve assessments 
~ ~ • Analysis of data to monitor student progress and to plan, differentiate, and modify Instruction 
.N ~ • Communication of results 
"' <( • Inclusion of student self-assessment and goal-setting 

• A~gnm~ntWKho~andd~trictprtoritlesandci~h~~~aLc_a_d~e~m-t_c_c_o~n~t-e_n_t_s_t_a_n_d~a~~~s~~~~~~~~~~~~~~~~~~~~~~~j-~~~~~~~~~~~~~~~~~~~~ 

• • c:: • Use of student information to plan and deliver lnstructron 
~ .Q • Communication of clear learning goals 
l6 g • Application of knowledge of how students learn to lnstructlon<JI design ;~nd delivery 

..., .... fl ~ • Differentiation of Instruction to support learning needs of all students 
"' - • Use of activities to promote Independence and problem-solving 

• Use of varied resources to support learner needs 
~-------+--------~---.r; 1: • Fair and equitable treatment of all students 

"E £f ill • Creation of a safe learning environment 
~ E g • Use of strateg ies to motivate students to work productively and assume responsibility for learning 
~ !J ·5; • Creation of learning situations for independent and collaborative work 
~ c: 
~ w • Main~nan~anen~ronmentilid~condudve~~ar~ngfurdsru~_n_ts~~~~~~~~~~~~+~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ 

,., g • Clear and effective communication 
o<:i .§ :g • Shared responsibility with parents/caregivers to support student learning 
..., ~ -E • Collaboration with other teachers, administrators, school and district staff 
~ ..8 E • Collaboration with local community agencies 
c: ..!!l E 28o 

~ • Understanding of and adherence to professional ethics, policies and legal codes 
,:.: ;;; ;: ..c: • Engagement in continuous, purposeful professional development 
"E .§ ~ ~ • Desire to serve as an agent of change, seeking positive impact on teaching quality and student 
-{g ID ~ {5 achievement 
~E~-g 
V) 0.. a: (tJ - -~ -~~- .. ~~-. -~~- ~~~ -~~~---- -- -·-
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0 hlo Teacher Evaluation System . :. ·· ·:· ::-::: :_:. O,~~~~~o-~::~~ik~~~~~~~~: ~:~d:·l~f~~~ai . · · · · : _: · 
-----------------------------:":.;.~,;;;;;:,~~:.;:~~{~;,;~_;:t;L.e,~~~,~~~,~~l'~,-~,~~~;:;:~LL.:~;:~::.~:;~:-~ ~;:·: .~--

Classroom Walkthroughs /Informal Observation 

An informal observation/ classroom walkthrough is a: 

• Tool to inform evaluation that provides the opportunity to gather evidence of instruction over a series of short classroom visits; 
• Process for giving targeted evidenced-based feedback to teachers; and 
• Means for principals to visit classrooms more frequently and more purposefully_ 

An informal observation/ classroom walkthrough is not a(n): 

• Formal observation; 

• "Gotcha" opportunity for supervisors or evaluators; 

• Isolated event; or 
• Shortcut to the observation protocol required as part of the teacher evaluation process. 

Classroom walkthroughs/Informal observations, as part of the teacher evaluation system, may be general in nature or focused on observing a specific aspect 
of teacher performance. Summary data collected through a series of walkthroughs along with evidence documented through formal observations will come 

together to inform the teachers' summative performance rating: ineffective, developing, proficient or accomplished. 

Guidelines for Informal Classroom Observations 

Informally Observe All Teachers 
All teachers benefit from informal classroom observations. Informal observations should last from 15 to20 minutes; therefore, conduct only as many 
observations in a day as you can follow up with on either the same or next day. Teacilers need and deserve some type of immediate feedback. 

Informally Observe As Often As You Can 
The principal's presence in the dassroom sends a positive message to teachers: the principal cares. Including informal classroom observation as a school­
wide initiative requires consistency and frequency. Find times in the day to observe teachers at varying times of the day: for most teachers, what occurs in 
the morning is much different than what occurs in the afternoon. 

Focusing on One or Two Areas 
Although there may be no predetermined focus established (because of no pre-conference), find a focus based on the instruction, events or discussions 
that are occurring in the classroom. A focus may also occur based upon past conferences and the need for follow up observations. 
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Ohio T eadter Evaluation System 

Make iiime to Fallow Up 

~:_--:_: __ :_::::~·:·::·--~~-W~~kthr~~~-~-nd l~fOtlltal- __ --__ -_ :·-_-_ · 

~ ;-it:i•/--':<o~~sj•-··•·•••·•:_·_,_··. :-•·-··-·•-· · · · 

Fnllow-wp, oornmUJnicati~n to in(iormal classr,oom observatfoo~ 1~a critical component. Follow-i~p will often be in writing but the evaluatorshourd exte.nd to 
the t~eaoher ~n invJta~on to d~rus~ any oomments pmided fate-to-fate. The ~valuator may also offer r~esoumes to help teacht!rs refine~ their practice. 

Teacher Ol:iven Observations 
While it ~ retognized toot fYa~uators ba~ many demands on their time, eooJura~ng teacllers to identi~ instructional periods for the evaluator to 
olm~nre can be a means for the eva1uator tommert €\lfdence relat€d to a specific fucus the teacher and evalnator may be working on. 

Types of Data 
Data oollectai as evidell!Ce of teacher pradite may be quantitative, qualitattvel or a combination of both. Quan1itaWe data include~ frequencies) 
~d~stributions aMid oilier mum~ or ~l~es. For example the ·oooemr could use a checKlist to tally how m~ny questrons were asked of chli!drem~ in the front 
row ~r ohildren'who had their hamd5 ra5ed versus mot The ~uator might a~o mart the types of questtons a~ked (h~ner ver5us lower lev-els). Qua6ta~v.e 
da1ta ~can indud~ sa~~ed notes detaimng patterns of actmities~ votabu~ry U5ed1 and evems obsen1€d. In both cases ao:uffiCJ' is essential to en>ure the 
~tredib~itv of the process and the evaluato~. 
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Ohio Teacher Evaluation System :-;> : .. ~•_/•:.-_Ciass~~~m::~~Udh~~-~gt\~:~:_,d l~f~r~-al :" ·. ;::-. 
·~~~~~~~~~~~~~~~~~~~-~~~~~~~~~~:-~~~~ : -~~ .. ~ ~~ ~--:~~~~~~~; ::~:' ~;~G~~~ -~~-~~-

Informal Observation: General Form 

Teacher Name: Grade(s)/Subject Area(s): _ _ Date: 

Evaluator Name: Time Walkthrough Begins: __ Time Walkthrough Ends:~ 

Directions: This form serves as a record of an Informal walkthrough by the teacher's evaluator. The evaluator will likely not observe all the teaching elements listed below in any 
one Informal observation. This record. along with records of additional Informal observations. will be used to inform the summative evaluation of the teacher 
. ·.: .. :::.-:.-;::.:.-: : .·.: .. ' .:. :=··.· . . :.:: .. ... ·.·:. ·.::: . :: ... .-: .. =_.::.::._-::_:·.::_:::·. :·:'.··:::.:::.-::_ .. ::,·.-·.: .:·:.:·. :::· _: . . ·. EVALUATOitOSSERVATIONS. ··;·::'::·::.·.: ·.:' ·.:-, :;..:.: ·:. : :.-: .· .. · · .,::.-:...- ·· . ...: ·.· : . ·:· ·· .-_· .. · .. . • ' " 

Instruction is developmentally appropriate D Lesson content is linked to previous and future learning 

Learning outcomes and goals are clearly communicated to students [ ] Classroom learning environment is safe and conducive to learning 

.___ Varied instructional tools and strategies ref lect student needs and 0Teacher provides students with timely and responsive feedback 
learning objectives _ 

Content presented is accurate and grade appropriate 0 Instructional time is used effectively 

D Teacher connects lesson to real-life applications D Routines support learning goals and activities 

D Instruction and lesson activities are accessible and challenging for D Multiple methods of assessment of student learning are utilized to guide 
students instruction 

Other : D Other: 

I Evalu.ato·r sumniiuy Comments: ... -:_ . ..... -:.-.-:. :. ·.... .. ·:. =::: .• .: . .: .. .. ·.: :. . .. ... . :·_-.:·: ... ·:.: . . . · ... . . :: 

Recomme_ndatfons for Focus oOnformal Observations: · .-· .. ·. . .. :·:.:: .. · 

Evaluator Signature: __ D Photocopy to Teacher 
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Ohio Teacher Evaluation System .: ·. ·:.: i.:: ·: .... q~~rQ:ol11. \V:ill~th.f9 !Jghs. ~n·~ lnfQ·r:mal · :.-. · 

--------------------------·~~~~~,~~=~~--~~~:~-~:~~:iL~~~~.~~-~~~~~:;~~~~:· ___ L~-~~~~~~-·----
Informal Observation: Open-Ended form 

Teacher Name: Grade(s)/Subject Area(s): Date: 

Evaluator Name: Time Walkthrough Begins: Time Walkthrough Ends: 

TIMES~::: :. : : o»sERVATIONS·::=.:>: 
- .- .-.-: 

:::-· ... . : • 
... 

Evaluator Summary CommentS:·· .· .. 

Evaluator Signature: 0 Photocopy to Teacher 
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Ohio Teacher Evaluation System ·· ·. P.Ian~i~g ftir.th·~ Post~Q.bsfi!n;~ti~ri .CQ~fer'Emce _______________________________ .:_:· ......... : ... ;:: ... ::.~~:-··-·~ ... :..::..:.:.....~.::..:.::..:.:._·.;_~: .... .........:: .... :.:.:.::.::............:::...:...: ..... .-: .. :~ ... ---·· 

Post Conference Planning 
The goal for the conference leader is to cognitively coach t he t eacher t hrough the use of reflective quest ions. 

Record 3 reflective questions you would ask the teacher aligned to t he area of reinfo rcement. 

1. 

2. 

3. 

Record 3 reflect ive questions you would ask t he t eacher aligned t o the area of refinement. 

1. 

2. 

3. 

Four Key Elements of the Instructional Post-Conference 
Conducting t he Post-Conference: To be discussed at Day 3 Training prior to conducting the post-conference 

1. Introduction/Greet ing/Establish Length 

Review Conference Process 

General Impression Question 

... "How do you think t he lesson went?" 

2. Reinforcing t he Teacher 

Identi fy an area of Reinforcement {ONLY one area) 

Ask Self-Analysis Question 

Provide evidence f rom notes 

3. Refining the Teacher's Skill: 
Identify an area of Refinement (ONLY one area) 

Ask Self-Analysis Question 

Provide evidence from notes 

Give a recommendation for future practice 

4. Present evidence and rating connected to t he rubric 
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Ohio Teacher Evaluation System Final S.ummative Rating 
······-···--···-·--·------~ .. ~·-·--·· ·· ·-·----····--········--···--·--···--·-··--··-·----.. ····-·-

Final Summative Rating of Teacher Effectiveness 

Ptof(~iei1(:V qn ~t<mc;lard~ : 5.0.%::. : ,·: . . : .: 
· · .· · · · ' . ' ···.· . . . . :: . . .. · ... · .. . .· . ll'UHHTIVE .. D EVELO!tl N !.1:_ : .Pf(OFJCIEN_T·. j . , AC:COM.PUSHE:o 

Cumulative Performance Rating 
(Holistic Rating using Performance RubriC) 

----~------------L-------------_J ____ __ 
Areas of reinforcement/ refinement: 

1 
~t~c;~~tit.~r9wth Q~t~ .. sO%/ .:· .... ~._::· ;·· _·::::. · .. ... >.:•· ::: -::.)-::./:::· -·.-... _ ;t~·~~:6~~~~T~;~~ ·:_;: :,.;-. E.>+~~!~o' :·~R-~~i:~:::;;..T-.:i.:-- :~~:~~l:-~~~cn:_·· · __ 
Student Growth Measure of Effectiveness 

·------------~--------------· Areas of reinforcement/ refinement: 

.Final S.umm~tiv_e. _(P'Ilerall) ~ating ·: . :• > :· · 
: : ··: .>~_.: · : . ·.. ·_:-:··· . . . 

. )NEFJ£C,~Jv.~ ._· , .:::::· D~,t.~t9'PIN(i j~: · P.A.PF_IC!.EIIH.: : .. j· Acco_MP.LIStiE:o 

.. 
· - ·· 

Ocheck here if Improvement Plan has been recommended. 

Teacher Signature __ Date __ 
Evaluator Signature__ Date 

The signatures above indicate that the teacher and evaluator have discussed the Summative Rating. 
Note: The teacher may provide additional information to the evaluator within 10 working days of the receipt of this form, and may request a 
second conference with the evaluator. Any additional information will become part of the summative record. Challenges may be made according 
to the local contract agreement: 
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Professional Growth Plan 
As a result of the evaluation process, teachers and evaluators should focus on accelerating and continuing teacher growth through professiona I development Professional development 
should be individualized to the needs of the teacher, and specifically relate to his/her areas of refinement as Identified in the teachers' evaluation. The evaluator should recommend 
professional development opportunities, and support the teacher by providing resources (e.g., time, financial). 

Self-Directed 

Collaborative 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 

diSOJSSed ~ppropriate to the needs of the teacher. 

GOtJI J: Student Achievement/Outcomes for Students 
Goal Statement: 

Evidence Indicators: 

Goal2: Teacher Performance on the Ohio Standards for the Teaching Profession 
Goal Statement: 

Evidence Indicators: 

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

Evaluator Signature Date Teacher Signature Date 

The sjgnatures above verify that the teacher and evaluator have discussed and agreed upon this Professional Growth Plan. 
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 Improvement Plan 

Teacher Name: Grade Level/ Subject: 

School year: Building; Date of Improvement Plan Conference: 

Written improvement plans are to be developed in the circumstances when an educator makes below expected academic growth with his/ her students AND/OR receives 
an overall ineffective rating or an ineffective rating on any of the components of the OTES system. The purpose of the improvement plan is to identify specific deficiencies in 
performance and foster growth through professional development and targeted support. If corrective actions are not made within the time as specified in the 
improvement plan, a recommendation may be made for dismissal or to continue on the plan . 

• ~~~~~ .. ~~;~~;ls)~,~~J~~~PJ;~ : F ···~~~~i~p;~4~i~~i4ri~:9~,·~ •••. ·s.~r~I~;;~~fi¥!~~~~"'A~ot•lm~.ent• •· 
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Improvement Plan (continued) 

Section 3: Specific Plan of Action 

Describe in detail specific plans of action that must be taken by the teacher to improve his/her performance. Indicate the sources of evidence that will be used to 
document the completion of the improvement plan. 

·~~tionstCI.~e.Ta_k.en :: '· ·.: . . - • ·' · .. · =::•sources ofEvidence that .Will ~e (xami_ned . •· • · : . -~ --·· . ·;.· .. · .. __ : ·· 

Section 4: Assistance and Professional Development 
l Describe in detail specific supports tilatWiiibe pr:Ovided as weilas opportuniiies forprofesslonaldeveloprnent. --. ---- ---- ----- --- - I 

Date for this Improvement Plan to Be Evaluated: 

Teacher'sSignature: _ _ Date: _ 

Evaluator's Signature: __ Date: _ 

The evaluator's signature on this form verifies that the proper procedures as detailed In the local contract have been followed. 
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Teacher Percentages 
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A4. GRIEVANCE FORM 

CARDINAL EDUCATION ASSOCIATION  
Grievance Form  

  
GRIEVANCE NO.  ________  GRIEVANT:         ____________ 
(To be completed by the administration)  
Date of Informal Discussion:             
Specific sections of the CBA that were allegedly violated, misapplied and/or misinterpreted:  
 
_________________________________________________________________ 
STATEMENT OF GRIEVANCE (Include factual background of and reasons for the grievance.  Use additional 
pages, if necessary.)  

 
 
 
 

RELIEF SOUGHT (Use additional pages, if necessary)  

 
 
 
 
    

 Grievant  Date Filed 

    

 Administrator  Date Received 
   

RESPONSE (Use additional pages, if necessary)   

   Date of Discussion 

    

    

    

 Administrator  Date of Response 

    

 Grievant  Date Received 

pc: Labor Relations Consultant   

CEA President   
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