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A.

ARTICLE | — RECOGNITION AND NEGOTIATIONS PROCEDURE

Recognition

The Southern Local School District Board of Education, hereinafter “Employer” or
“District”, hereby recognizes the Southern Local Teachers’ Association OEA/NEA
Local, hereinafter the “Association/Union”, as sole and exclusive bargaining
representative for the purposes of Collective Bargaining as defined in Chapter
4117 of the Ohio Revised Code. The bargaining unit shall include both full and
part-time whether under contract, either verbal or written, on leave, or on a per
diem, hourly or class rate basis, employed or to be employed by the District
performing or to perform any work currently being performed by bargaining unit
members or any similar work including by way of illustration only but no limitation,
classroom teachers (K-12, adult, special, vocational, and full-time substitutes
continuously employed in one (1) assignment for more than sixty (60) consecutive
workdays), guidance counselors, librarians, media and program specialists, school
social workers, attendance officers, school nurses, coordinators, department
heads, athletic directors, visiting teachers, advising or critic teachers, tutors,
mentors, and head teachers. The Union recognizes that the Superintendent,
Assistant Superintendent, Principals, and other Administrative personnel and
casual substitutes are excluded from the bargaining unit.

All work currently performed by bargaining unit members, as well as future work of
a similar nature, shall be deemed bargaining unit work.

Equal Rights Clause

The Employer agrees not to discriminate against any employee based upon race,
color, religion creed. national origin, sex, age, marital status, sexual orientation,
gender identity and gender expression, disability, veteran status or political or
union affiliation and to have due regard for employees' privacy and constitutional
rights as citizens

Ensure that all personnel actions such as compensation, benefits, transfers
terminations, layoffs, return from layoff, reduction in force (RIF), education, tuition
assistance will be administered without regard to race, color, religion, creed,
national origin, sex, age, marital status, sexual orientation, gender identity and
gender expression, disability, veteran status or political or union affiliation and to
have due regard for employees' privacy and constitutional rights as citizens.

Teachers will be entitled to full right of citizenship, and no religious or political
activities of any teacher, or the lack thereof, will be grounds for any discipline or
discrimination with respect to the employment of such teacher providing said
activities are not violative of law.



C.

Negotiations Procedure

1.

Request for Negotiations

a. Negotiations may be initiated by either party ninety (90) days prior to
expiration of this Agreement by sending to the other party a written
request for negotiations.

b. A request from the Association should be sent to the President of the
Board. A request from the Board should be sent to the President of
the Association.

C. Within one (1) week of the request, a mutually convenient meeting
date shall be arranged. At the initial session, the parties shall
exchange their detailed written proposals. No new items shall be
submitted thereafter except upon mutual agreement of the teams.

Negotiation Meetings

The parties shall meet at reasonable times within the negotiations period
for the purpose of effecting an exchange of facts, opinions, proposals and
counterproposals in a sincere effort to reach mutual understanding and
agreement on all appropriate matters submitted for negotiations. All parties
are obliged to deal openly and fairly with each other on all matters and to
conduct such negotiations in good faith but such obligation does not compel
either party to agree to a proposal. Such meetings shall not be conducted
during the regular school day, unless called by the Board. Such meetings
as may be called during the regular school day will have the staff
participants excused from regular duties without loss of pay to attend such
meetings. No sessions shall be scheduled for the two (2) weeks prior to the
end of the school year.

Neqotiating Teams

Negotiations shall be conducted in executive session by teams representing
the respective parties, each team to consist of no more than five (5)
persons, inclusive of lay or professional consultants. The selection of the
team shall be at the sole discretion of each party.

Scope of Bargaining

Negotiable matters shall be salaries, fringe benefits, and terms and
conditions of employment of members of the bargaining unit and the
continuation, modification, or deletion of an existing provision of a collective
bargaining agreement.



Exchange of Information

Upon reasonable advance request, the Board will provide the Association,
at no cost, with all available public information in such form as it exists to
subjects of negotiations.

Caucus

Upon request of either party, a negotiation meeting shall be recessed to
permit the requesting party a period of time, not to exceed thirty (30)
minutes, to caucus, unless extended time is mutually agreed upon.

Agreement

When tentative agreement is reached on all items subject to negotiations,
the proposed agreement shall be reduced to writing and shall be first
submitted to the Association for ratification. Upon delivery to the President
of the Board of written verification by the President of the Association that
the Association has properly ratified the agreement, it shall be submitted to
the Board for its approval.

Dispute Resolution Procedure

In the event agreement is not reached after sixty (60) days from the filing of
the Notice to Negotiate, either party shall have the right to request the
assistance of a Mediator from the Federal Mediation and Conciliation
Service (FMCS) and such request shall be deemed a joint request.

In the event that the services of a mediator are called upon, the mediation
process shall last for a minimum of thirty (30) days or until the expiration
date of the Contract, whichever is less, then the Association shall have the
right to proceed in accordance with Section 4117.14(D)(2) and Section
4117.18(c) of the Ohio Revised Code.

General Principles

a. Good faith involves coming to the negotiating table with the intention
of negotiating, not of dogmatically pursuing preconceived stands.
Good faith requires that the Association and the Board be willing to
react to each other’s proposals. If a proposal is unacceptable to one
of the parties, that party is obligated to give its reasons and offer
counterproposals. Good faith requires both parties to recognize
negotiations as a shared process. Neither side is sent to the
bargaining table with a “take it or leave it” ultimatum.

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

3



10.

In-Term Bargaining

If during the life of the Contract, bargaining is necessary due to impact,
severability or a specified reopener provision in the Contract, said
bargaining shall be in keeping with the bargaining procedures set forth in
ORC 4117.

ARTICLE Il — GRIEVANCE PROCEDURE

Definitions

1.

2.

A grievance is defined as a claim involving the alleged violation,
misrepresentation, or misapplication of a written provision of the Master
Agreement entered into between the Board and the Association.

A grievant shall mean a member of the bargaining unit or the Association.

Rights of the Grievant and the Association

1.

A grievant shall be accompanied at all formal and informal steps of the
grievance procedure by a representative of the Association.

The purpose of these procedures is to secure at the lowest level
administrator having authority to resolve the grievance equitable solutions
to grievances. All parties agree that grievances will be kept as confidential
as is appropriate and processed as expeditiously as possible.

No grievance shall be adjusted without prior notification to the Association
and opportunity for an Association representative to be present nor shall
any adjustment of a grievance be inconsistent with the terms of this
Agreement.

No teacher may be represented by a teacher organization other than the
Association in any grievance procedure initiated pursuant to this procedure.
No teacher shall be denied the right to OEA legal advice and/or counsel in
any of the levels listed before.

If, in the judgment of the Association, a grievance affects a group or class
of teachers, the Association may submit such grievance in writing to the
Superintendent directly and the processing of such grievance shall be
commenced at Step Two of the formal grievance procedure.

A financial grievance as defined in Section D shall be filed with the
Superintendent at Step Two. In the event the Treasurer does not have the
authority to remedy the grievance, the grievance shall be filed within ten
(10) days at the appropriate step.

A teacher engaged during the school day on behalf of the Association with
any representative of the Board in any professional grievance, including

4



10.

arbitration, shall be released from regular duties without loss of salary.

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

There shall be no reprisals taken against any individual involved in the
processing of a grievance.

All grievances shall be processed using the Grievance Report Forms
attached as Appendix A.

Time Limits

1.

The number of days indicated at each step in the procedure shall be the
maximum. The time limits may be extended for just cause by mutual
agreement of the parties. Absence of a party-in-interest will constitute just
cause for an automatic five (5) day extension.

A grievance shall be filed within thirty (30) days of the act or the grievant's
awareness of the act on which the grievance is based.

If a decision on a grievance is not appealed within the time limits specified
at any step of the procedure, the grievance shall be deemed settled on the
basis of the disposition at that step and further appeal shall be barred.

Failure at any step of these procedures to communicate the decision on a
grievance within the specified time limits shall deem the grievance granted.

All notices of hearings, dispositions of grievances, written grievances, and
appeals shall be in writing and hand delivered or mailed to the grievant,
Association President, and Board Representative.

Every reasonable effort will be made to process grievances to a satisfactory
conclusion by the end of the school year.

Hearings held under this procedure shall be conducted at a time and place
which will afford a fair and reasonable opportunity for all persons entitled to
be present to attend.

During the adopted school year, “days” shall mean school days. During the
summer vacation, such “days” shall mean weekdays (Monday through
Friday) excluding legal holidays. The day a notice is received shall not be
counted in the calculation of the number of days required for a response.

Grievance Procedure

1.

Informal Procedure

a. A bargaining unit member who feels he/she has a grievance shall

5



first meet informally with the principal or immediate supervisor in an
effort to resolve the problem.

A bargaining unit member who feels he/she has a grievance most
appropriately handled by the Treasurer shall first meet informally with
the Superintendent in an effort to resolve the problem. This Section
applies to:

Q) Regular salary

(2)  Supplemental salary

(3) Severance pay

(4) Mileage reimbursement

(5)  Tuition reimbursement

(6) Conference and/or planning period pay

(7)  Total number of unused accumulated sick leave.

2. Formal Procedure

a.

Step One — If the grievance is not resolved at the informal step, the
grievant may submit a formal written grievance to his/her immediate
supervisor. Within five (5) days of receipt of the formal written
grievance, the immediate supervisor shall meet with the grievant if
either party deems necessary, and then write a disposition of the
grievance with a copy to the grievant, and the Association, and the
Superintendent within five (5) additional days.

Step Two — If the grievant is not satisfied with the disposition of the
grievance in Step I, the grievant may submit the grievance in writing
to the Superintendent/designee within ten (10) days of receipt of its
disposition at Step | level. Within five (5) days of receipt of the
Grievance Form, the Superintendent/designee shall meet with the
grievant and then write a disposition of the grievance with a copy to
the grievant and to the immediate Supervisor within five (5) additional
days of the meeting.

Step Three — If the grievant is not satisfied with the disposition by
the Superintendent, then the grievant may submit the grievance in
writing to the President of the Board within ten (10) days after
receiving in writing the disposition by the Superintendent. The Board
will meet with the grievant for the purpose of reviewing such
grievance. The meeting shall be held in executive session unless
otherwise provided by law. Such meeting shall be held at the next



regular meeting of the Board or the following regular Board meeting
if the grievance is not received within five (5) days of the next regular
Board meeting. The disposition of the grievance shall be decided by
the Board and given to the grievant within five (5) days following the
meeting with the grievant.

Step Four — If the grievance is not resolved to the grievant or
Union’s satisfaction at Step Three of the grievance process, the
Union, within five (5) working days of receipt of the Board’s answer
at Step Three, shall appeal the grievance to mediation by requesting
the Federal Mediation and Conciliation Service to appoint a mediator
to conduct a grievance mediation session. The session shall be
mutually scheduled between the Union and the Board. The mediator
shall attempt to resolve the dispute and may make recommendations
to the parties regarding the settlement of the dispute. The
recommendation(s) of the mediator are not final or binding nor may
they be relied upon at Step Five (arbitration) and any settlements of
the grievance at this step shall be based on mutual agreement of the
parties. If a mutual agreement is not reached during mediation, the
Union may appeal the grievance to Step Five (arbitration) of the
grievance procedure.

Step Five — If the grievance is not resolved through mediation, the
grievant (through the Association) may request a hearing before an
arbitrator by completing Grievance Report Form.

1. The grievant’s request for arbitration shall be made in writing
within ten (10) days following mediation. The grievant's
request for arbitration shall be by certified mail with return
receipt requested to the President of the Board. Within five (5)
days following receipt by the President of the grievant’s
request for arbitration, the Board or its designated
representative and the grievant or his/her representative must
mutually petition the Federal Mediation and Conciliation
Service (FMCS) to provide a list of arbitrators. The arbitrator
shall be selected by the alternate strike method with each
party having the right to request a second list.

2. Once the arbitrator has been selected, he/she shall proceed
with the arbitration on the grievance in accordance with the
Voluntary Labor Arbitration Rules of the FMCS. The arbitrator
shall have the authority to consider only a single grievance or
several grievances involving a common question of
interpretation or application, if agreed by the parties.

3. The arbitrator shall hold the necessary hearings and issue the
decision within such time as may be agreed upon. The



decision shall be in writing and a copy sent to the Association
Representative and Board Representative. The decision of
the arbitrator shall be binding on the Board, the Association,
and the grievant.

4, The arbitrator shall not have the authority to add to, subtract
from, modify, change, or alter any of the provisions of this
collective bargaining Agreement. Nor add to, detract from, or
modify the language therein in arriving at a determination of
any issue.

5. The costs and expenses of the arbitrator and FMCS shall be
shared equally by the Board and the Association.

Miscellaneous

1. Nothing contained in this procedure shall be construed as limiting the
individual right of a teacher having a complaint or problem to discuss the
matter informally with members of the Administration through normal
channels of communication.

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

3. The Association shall have the exclusive right to determine whether to
proceed to the arbitration step of the procedure.

ARTICLE Ill — COMPENSATION

Salary See Salary Schedule attached. Appendix B and C changed accordingly.

1. Effective with the beginning of the 2020-2021 contract year, the base salary
shall increase by five percent (5%).

2. Effective with the beginning of the 2021-2022 contract year, the base salary
shall increase by one percent (1%).

3. Effective with the beginning of the 2022-2023 contract year, the base salary
shall increase by three percent (3%).

Salary Adjustment

When a teacher completes additional training which would qualify the teacher for
a higher salary qualification, the salary shall be adjusted and reflected in the next
pay following presentation of a certified transcript or letter of credit from the college
(university) registrar or the course instructor. If a letter of credit is submitted, it must
be followed as soon as possible by a certified transcript.

Any Master’s level course that has been completed by the member that did not
count directly towards the Master’s Degree shall count towards the M+15 column
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regardless if the course(s) were completed before or after the completion of the
Master’s Degree.

Experience Credit

All employees, except retirees described in the next paragraph, who are eligible
for membership in the bargaining unit, shall at their initial employment be given
experience credit, earned in the field of teaching, up to and including ten (10) years.

All employees shall advance one (1) step on the salary schedule for each year of
experience credit they earn in the District.

Effective with the beginning of the 2014-2015 contract year, a longevity step will
be added at Step 20 with a percentage increase equal to one thousand dollars
($1,000.00).

The current longevity payment of $1,000 will remain in effect for the 20-21
contract year. In all future years the longevity payment will be added to the
step up bonus and the total payments will change to $3,000 for years 20-24
and $4,750 for years 25-30.

Pay Days

Members of the bargaining unit will be compensated over the course of the year
by electronic direct deposit on alternate Fridays. If a payday falls on a holiday, unit
members will be paid on the preceding Thursday. If a bargaining unit member is
on an approved leave on a Friday, direct deposit slips, if available, may be picked
up after 2:00 PM on Thursday. When twenty-seven (27) pays occur in a fiscal year,
the gross yearly salary shall be divided by twenty-seven (27).

Mileage

The Board shall pay the Internal Revenue Service rate per mile for authorized
automobile expenses. The outgoing and returning mileage shall be calculated to
and from Southern Local School District's K-12 Building. Mileage reimbursement
claims should be submitted monthly on forms provided by the Board.

Supplemental Salaries

Supplemental salaries shall be paid in accordance with the supplemental salary
schedule in Appendix D.

Severance Pay

1. Certificated employees of the Southern Local Board of Education who make
formal application for and who qualify for retirement benefits from the Ohio
STRS and who submit to the Board their written resignation for retirement



purposes shall be eligible for severance pay.

The amount of severance pay shall be determined by multiplying the daily
rate of the staff member’s salary at the time of separation from the Southern
Local School District by one-third (V) of the unused accumulated sick leave,
up to three hundred (300) days.

Severance pay shall be based upon the daily rate of pay as determined from
the staff member's contract in effect at the time of separation of
employment.

Payment of severance pay on the basis set forth above shall be considered
to eliminate all sick leave credit accrued by the staff member.

Failure to apply for severance pay within one hundred twenty (120) days
from separation from the Southern Local Schools shall constitute a waiver
of any and all claims to severance pay.

Tuition Stipend

1.

Effective July 1 and January 1 of each school year this Agreement is in
effect, the Board shall appropriate by those dates, nine thousand dollars
($9,000.00) each semester to provide tuition reimbursement to teachers for
earned college credit. The Board shall pay each certificated employee,
upon completion of work and in compliance with the procedure below three
hundred dollars ($300.00) per semester hour or one hundred fifty dollars
($150.00) per quarter hour or the actual tuition cost, whichever is less.

Any appropriated monies not used for tuition reimbursement for the first
semester shall be carried over to the second semester in a school year.
Any appropriated monies left over at the end of the school year shall not be
carried over to the next school year, up to a maximum of fifty thousand
dollars ($50,000.00).

a. Each class (course) submitted for approval must be submitted on a
separate form (i.e., one application form for each course). If a
complete description of the course is not provided which includes
dates, course numbers, etc., tuition reimbursement will be refused.

b. Application forms will be submitted for approval no earlier than four
(4) weeks prior to the first day of class.

C. If a bargaining unit member must withdraw from an approved course,
he/she must resubmit for a substitute course if applicable.
Bargaining unit members who resubmit courses shall move to the
bottom of the list.

d. If a course gets canceled for reasons beyond the bargaining unit
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member’'s control, he/she must resubmit for a substitute course if
applicable. Bargaining unit members who resubmit courses shall
move to the bottom of the list.

2. All courses taken under this policy shall be approved by the Superintendent
on a form supplied by the District prior to the course. Each form will specify
the exact time and date submitted.

3. Approval shall be granted when the hours taken are within the curriculum
of the Southern Local School District, administration, guidance, and to
maintain or upgrade certification.

4, The maximum number of hours credit a teacher may use under this policy
shall be twenty-one (21) semester hours or twenty-eight (28) quarter hours
in any three (3) year period.

5. Available moneys shall be provided to pay tuition reimbursement on a first-
to-apply basis.

6. Compensation for approved courses will be paid the pay period following
receipt of an official transcript and payment receipt from the college or
university where the courses are taken.

7. All graduate studies taken by certified employees who are reimbursed by
another agency will not be eligible for this stipend for those same hours of
credit.

8. Within a reasonable period of time following the receipt of a written request

from Association officials, the Board will forward a list to the Association of
individuals taking approved courses subject to the terms of this section each
February and October.

STRS Board Pick-Up

STRS-Board “Pick-Up” shall be implemented and effective beginning with the first
pay period of the 1984-85 school year for teachers. This change in procedure will
be of no cost to the Board and is solely for the purpose of reducing current tax for
members of the bargaining unit and will remain in effect so long as present tax
laws are in effect. Teachers are individually responsible for reviewing the
relationship between this Article and their other tax deferral arrangements, if any.

Payment Errors

Errors in pay will be corrected within two (2) workdays from the date the error is
reported, in writing, to the Treasurer of the Board. Sometimes situations may arise
when corrections cannot be made within two (2) days; however, making
corrections shall not exceed five (5) workdays. This section applies to: (1) regular
salary; (2) supplemental salary; (3) severance pay; (4) mileage reimbursement; (5)
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tuition; and (6) conference and/or planning period pay.

Annual Attendance Incentive Attendance Incentive

A certified employee in the Southern Local School District shall be granted an
attendance incentive stipend as follows:

1. Attendance Incentive shall be calculated on a quarterly basis beginning with
calendar year in January in the following manner:
a) 15t Quarter — January February March
b) 2"d Quarter — April May June
C) 34 Quarter — July August September
d) 4™ Quarter — October November December

2. Each employee who misses one (1) day of work or less per quarter shall
receive Two Hundred ($200) Dollars per quarter for Quarters 1, 2, and 4
and One Hundred ($100) Dollars for Quarter 3.

3. A new employee shall be eligible for the incentive beginning with the first
full Quarter after the employee’s start date.

4, The incentive shall be paid in the employee’s regular paycheck by the
second pay of the new Quarter.

Prorated Pay of New Teachers

In the event that a newly hired member of the bargaining unit has not initially
worked a full pay period prior to the end of the first pay period of the school year,
his/her daily rate of pay shall be calculated by taking the individual’'s annual
contractual salary and dividing it by one hundred eighty-three (183). Then the daily
rate of pay shall be multiplied by the actual number of days worked during that
period.

Subsequent to their first pay period, newly hired members of the bargaining unit
will be paid twenty-five bi-weekly pays the remainder of their annual contractual
salary, which shall be calculated by subtracting the actual number of days worked
in the first pay period from one hundred eighty-three (183) and then multiplying the
difference from the subtraction by the member’s daily rate of pay.

Intervention Teaching Compensation

Bargaining unit members are not required to perform intervention teaching or
administrative duties related to intervention teaching. In the event a bargaining
unit member does agree to perform such intervention work, he/she shall be
compensated at the rate of twenty-seven dollars ($27.00) per hour or any part
thereof on a prorated basis.
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N. Work Outside the Work Day

Work outside the normal contracted workday, if approved by the Superintendent
shall be paid at twenty-seven dollars ($27.00) per or any part thereof on a prorated

basis.

0. Meetings outside the Work Day

TBT or BLT meetings held outside the contracted work day shall be paid at twenty-
seven dollars ($27.00) or any part thereof on a prorated basis.

ARTICLE IV — INSURANCE PROVISIONS

Healthcare insurance will become compliant with the Affordable Care Act.

A. Hospitalization and Major Medical

1.

The Board shall purchase from a carrier or self-insured plan licensed by the
State of Ohio, a PPO hospital-surgical insurance coverage (UCR) for each
certificated employee now or hereafter employed and his/her family which
meets or exceeds the specifications below.

The health insurance plan will be a Qualified High Deductible Plan and
Health Savings Account (HSA) with the deductible being three thousand
dollars ($3,000.00) for single coverage and five thousand dollars
($5,000.00) for family coverage. Such HSA will be subject to IRS rules and
regulations.

The Board shall pay ninety percent (90%) of the cost of such insurance and
employees will pay ten percent (10%) of the costs of this insurance, with a
cap of Thirty dollars ($30.00) per month for family coverage and fifteen
dollars ($15.00) per month for single coverage.

The Board will make the following annual contributions to the HSA on behalf
of each employee for the duration of this contract: one thousand six hundred
dollars ($1,600.00) single plan and two thousand seven hundred dollars
($2,700.00) family plan. The payment shall be made in two (2) equal
installments of eight hundred dollars ($800.00) for single and one thousand
three hundred fifty dollars ($1,350.00) for family in October and March
beginning in October 2017.

Me Too Clause: Should the Board negotiate an agreement with the
classified staff or administrators that reflect lower deductibles, lower
monthly payments or higher payments into HSA, this negotiated agreement
will automatically be adjusted to reflect the greater benefit. Should the Board
elect to reimburse administrators or waive expenses regarding the
insurance plan, the Board shall provide equal to or better benefits to
members.
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a. The Board shall provide only one (1) PPO, Dental Prescription and
Vision, or two (2) single policies for married couples, if both are
employed by the District.

The premium amounts set forth in paragraph 1 of this Article are subject to
the provisions in Article IV (F) — Insurance Evaluation Committee, and

Article 111 (A)- Salary.

Benefits
Benefits Effective January 1, 2018
Network Out of Network
Waiting Period and Eligibility Immediate Immediate
Dependents covered To age 26 To age 26
. o $3,000 single; $6,000 single;
Deductible (no cross application) $5.000 Family $10,000 Family
- 100% after the $12,000 single;
Out-of-Pocket Limits deductible $24,000 Family
Lifetime Benefits Unlimited Unlimited
Coinsurance Levels 100% after the 50% after ded.,
deductible subject to OOPL
Pre-Admission Notification Yes Yes
Innatient 100% after the 50% after ded.,
P deductible subject to OOPL
. 100% after the 50% after ded.,
Impatient Mental Nervous/Sub. Abuse deductible subject to OOPL
Surge 100% after the 50% after ded.,
gery deductible subject to OOPL
Suraical Assistant 100% after the 50% after ded.,
9 deductible subject to OOPL
Emeraency Room Visit 100% after the 50% after ded.,
gency deductible subject to OOPL
. , . 100% after the 50% after ded.,
Physician Office Visit deductible subject to OOPL
- . - 100% after the 50% after ded.,
Specialist Office Visit deductible subject to OOPL
. . 100% after the 50% after ded.,
Diagnostic Lab & X-ray deductible subject to OOPL
Radiothera 100% after the 50% after ded.,
by deductible subject to OOPL
Speech Thera 100% after the 50% after ded.,
P by deductible subject to OOPL
. . 100% after the 50% after ded.,
Outpatient Physical Therapy deductible subject to OOPL
. . 100% after the 50% after ded.,
Outpatient Inhalation Therapy deductible subject to OOPL
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Chemothera 100% after the 50% after ded.,
by deductible subject to OOPL
Outpatient Cardiac 100% after the 50% after ded.,
P deductible subject to OOPL
4, Any teacher, whether new or currently employed, but not covered by

hospitalization insurance, may apply anytime but has a waiting period
required by the carrier that is not to exceed thirty (30) days. For those that
choose this insurance coverage, the Board shall provide full twelve (12)
month coverage commencing with the first day of school (or September 1,
whichever is first) and ending twelve (12) months later (or August 31,
whichever is last). This insurance shall continue in effect during absences
of illness as specified in the Ohio Revised Code for which the employee
may use sick leave. Upon separation from employment the employee shall
have the right to assume such coverage at his/her expense. Employees
who, after thirty (30) years of experience, choose to retire from the teaching
profession, may, if they choose to remain a part of the group insurance plan
by remitting the premiums to the Treasurer of the Board of Education. Such
remittance shall not be required more than thirty (30) days in advance.

Life Insurance

The Board shall pay one hundred percent (100%) of a fifty thousand dollar
($50,000) term life insurance policy for all employees.

Prescription Drug

Employees shall pay five dollars ($5.00) per month and the Board shall pay one
hundred percent (100%) of the remaining cost of a prescription drug policy for all
employees.

Prescription drugs will be subject to the annual deductible. Once the annual
deductible is met, prescription drugs will be covered in full (100%) for the
remainder of the calendar year.

The prescription premium amounts set forth above are subject to the provisions in
Article IV (F) — Insurance Evaluation Committee, and Article Il (A) — Salary.

Dental Insurance

The Board shall purchase through a carrier licensed by the State of Ohio, dental
insurance coverage which meets or exceeds the specifications below for each
member of the bargaining unit, now or hereafter employed and his/her eligible
dependent(s). The Board shall pay one hundred percent (100%) of the premium
cost of such a plan. The effective date of coverage shall be the first day of the
1981-82 school year.
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Specifications:

Maximum Benefits Per Person:

Class I, I, or Hl....uueoiiiiieiiiiiiiiceee e Unlimited

Class V... $1,000 per person
Deductible-Individual...............cccoeeiinnnnnn $25.00 per Calendar Year
Deductible-Family ..........ccccovviieiinnennn, $50.00 per Calendar Year

Benefits Paid:

Class I, Preventive & DiagnosticC............cccc...... No Deductible: 100% of
reasonable & customary
charges

Routine Oral Exams - One every six (6) months
Teeth Cleaning - One every six (6) months
Fluoride Treatments - One every twelve (12) months
Emergency Pain Treatments
Space Maintainers
Diagnostic X-Rays
Tests and Lab Exams
Class II, Basic Restorative............cccccoeeeeeneeennn. 80% of the reasonable &
customary charges
Fillings - Amalgams, Silicate, Acrylic
Root Canal Therapy
Treatment of Gum Disease
Repair of Bridgework & Dentures
Extractions and Oral Surgery
General Anesthesia - only if medically necessary
Class lll, Major Restorative............ccoeeevvvvvnnnnnn.. 80% of the reasonable &
customary charges
Inlays, Onlays, Gold Fillings, or Crown Restorations
Initial Installation of Fixed Bridgework
Installation of Partial or Full, Removable Dentures
Replacement of Existing Bridgework or Dentures
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Class 1V, Orthodontia............cccoeeeeeeiiiieeiiiiinnn. 80% of the reasonable &

customary fee charged by
a dentist, not subject to
deductible, for the
following:

Full Banded Orthodontic Treatment

Appliances for Tooth Guidance

Appliances for to Control Harmful Habits

Retention Appliances (not in connection with full banded treatment)

Maximum per person - $1,000.00

Vision Insurance

The Board agrees to Plan D Vision Insurance for exams, lenses, and frames every
twelve (12) months. Full coverage for necessary contact lenses; eighty dollars
($80.00) cosmetic contact lens allowance. Plan D calls for a five dollar ($5.00)
deductible for examination and ten dollar ($10.00) deductible for materials.

EXAM e $50.00
SiNGIE ViISION LENSES .....vvvvviiiiiiiiiiiiiiiiiiiiiseesseasssssssssssssssssssssssessssssreenrrrrrnn. $45.00
BIfOCAI LENSES ...t $60.00
THOCAI LENSES ...t $70.00
LentiCular LENSES ......coooiiiiiiieiiee e $100.00
FIAIMES .ot e e e s $45.00
Necessary CoNtact LENSES......ccoooi it $180.00
CoSMEtIC CONLACT LENSES........iiiiiiiiiiie e $80.00

Insurance Evaluation Committee

The Association and the Board shall maintain a committee of up to four (4)
members each to study and evaluate different group plans available for
hospitalization, major medical, term life, dental, vision, and prescription drug
coverage and wellness initiatives. The purpose of the committee is to recommend,
by December 31 of any contract year or a later date agreed to by the
Superintendent and SLTA President, such plans to cover District employees that
will be effective on a date agreed to by the parties. The discussions shall include
the possibility of an FSA/8125 Plan. The Board and Association will consider the
recommendations of this committee. The parties will invite OAPSE to participate
on the committee and appoint three (3) members and one (1) representative of
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that Local’'s choosing. The committee shall meet at least every other month. The
Treasurer and SLTA President’s designee shall be a part of the Committee and
must be present at all meetings.

The committee shall seek training for its members through FMCS. If necessary,
the Board shall provide release time for committee members to attend such
training.

Insurance Provisions

All bargaining unit members will receive copies of insurance policies and complete
plan descriptions for each of the insurance coverages provided. New employees
shall receive these no later than thirty (30) days after being employed by the Board.

ARTICLE V— LEAVE PROVISIONS

Sick Leave

1. All full-time employees of the Board of Education are granted sick leave at
the rate of one and one-fourth (1¥) days for each month of service. A total
of fifteen (15) days per year (September 1 - August 31).

2. Sick leave is accumulative to a maximum of three hundred (300) days.

3. a. Sick leave may be used for illness, injury, pregnancy, exposure to
contagious disease, and for illness or death in the employee’s
immediate family.

b. Immediate family is interpreted to include father, mother, brother,
sister, husband, wife, children, grandchildren, stepchildren,
grandparents, parent-in-law, son-in-law, daughter-in-law or any other
person who assumes a similar relationship to the employee. Any
elderly relative, foster child or dependent person living in the
employee’s household shall be considered a member of the
immediate family.

4, An employee who transfers from one public agency in Ohio to another
public agency shall be permitted to transfer his/her accumulated sick leave.

5. Unused accumulated sick leave shall be reported to the employees by the
Treasurer every two (2) weeks on their paychecks.

6. If a new employee is absent for reasons covered by sick leave before
he/she has had sufficient time to accumulate sick leave balance in order to
avoid salary deductions, the following policy will prevail:

a. A deficit of not more than five (5) days.
b. No debit will be for a period extending beyond August 31.
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C. If an employee’s employment is terminated while he/she still has a
debit sick leave, a deduction will be made from his/her final check to
balance his/her sick leave account.

7. Sick leave can be used in half or whole days.

8. A doctor’'s note is required after three (3) consecutive sick days. The
doctor’'s note shall be given to the Treasurer for purposes of HIPPA
compliance.

9. Bereavement Leave

Members of the bargaining unit shall be entitled to bereavement leave. The
leave is intended for use upon death of non-family members with close ties
to the bargaining unit member. Said leave shall be limited to one (1) day per
incident, not to exceed two (2) days per year. Days are to be charged
against sick leave. Additional leave may be granted and charged against
sick leave.

Personal Leave

Each member of the bargaining unit shall have three (3) personal leave days per
school year with pay. Except in cases of emergency, notification for personal leave
shall be submitted three (3) days in advance of anticipated absence. Personal
leave shall be restricted to the use of no more than two (2) teachers during the first
five (5) or last five (5) days of the student school year per day, or on the day
preceding or the day following a holiday or vacation, unless the restriction is waived
by the Superintendent on a first-come, first-served basis. No more than five (5)
teachers working in grades K-12 may be on personal leave per day on all other
days of the year, unless the restriction is waived by the Superintendent on a first-
come, first-served basis. Any unused personal leave shall be converted to sick
leave up to the maximum accumulation set forth in Article V (A). Use of personal
leave days will not count toward sick leave incentive.

Medical Leave

Medical leave shall be granted, upon request, to any employee, subsequent to the
use of sick leave, for serious illness of the employee or for serious illness of the
family (spouse/significant other, parent, child, or live-in relative) of the employee.
Such leave shall be without pay and shall not exceed one (1) full year. Each
employee shall be carried on the payroll records and shall receive all Board-paid
fringe benefits for up to six (6) months after the beginning of his/her medical leave.
After six (6) months, the employee shall be permitted to continue his/her insurance
benefits by delivering a check for the full amount of the cost of benefits to the
Treasurer’s office five (5) work days before the Board is required to send payment
to the insurance representative. An employee on medical leave may be required
to recertify the need for medical leave at six (6) month intervals. An employee
returning from medical leave shall provide a fit to return to work letter from the
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employee’s treating physician (if requested by the Superintendent).

Assault Leave

1.

Up to one hundred (100) days of assault leave shall be granted to an
employee who is absent due to physical assault on the employee resulting
from an assault which occurs as a result of the teacher’'s employment with
the Board. The employee shall receive full pay and fringe benefits while on
leave. Leave granted under this policy shall not be charged against sick
leave. Any employee absent due to assault shall be obligated to provide the
Board a physician’s statement relative to the employee’s physical or mental
ability to return to work.

Should an assault occur, the employee affected shall file with the Ohio
Bureau of Workers Compensation. Any lost wages received from the
Bureau will be deducted from what the Board is obligated to pay such
employee.

Any employee assaulted shall file a report with local law enforcement
authorities and shall cooperate with any investigation.

Sabbatical Leave

Sabbatical leave for each employee shall be recommended by the Superintendent
and such recommendation may be approved by the Board provided the following
requirements have been satisfied by each employee:

1.

Sabbatical leave may be approved only for those employees who have
taught in the Southern Local School District for five (5) or more years.
Subsequent sabbatical leave may be granted after a minimum of five (5)
years of additional teaching in the Southern Local Schools.

Sabbatical leave for professional self-improvement shall be granted for a
specific period requested by the employee for not more than twelve (12)
calendar months.

A planned program for the sabbatical leave must be approved by the
Superintendent prior to making a recommendation to the Board.

Each employee shall receive the difference of their annual salary and the
salary of the substitute hired to replace the member of the bargaining unit
on leave. The employee on sabbatical leave shall receive all other fringe
benefits as they would have received if they had remained in their full-time
teaching position.

It is understood that the employee has a professional obligation to return to
employment in the Southern Local School District upon the expiration of the
leave. If the employee fails to return, he/she shall reimburse the Southern
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Local School District for all expenses of the sabbatical leave within twenty-
four (24) months of his/her scheduled return.

F. Pregnancy Leave

1.

1.

Right to Leave

An employee who becomes pregnant shall have the right to an unpaid leave
of absence to begin at any point during the pregnancy.

Application for Pregnancy Leave

Application for pregnancy leave should, when possible, be filed at least
thirty (30) days prior to the beginning date of the leave. Such application
may be amended as to the anticipated beginning and termination dates, at
any time, whether before or after the commencement of the leave, based
upon changes in the employee’s condition, by the filing of an amended
application and a statement of the employee’s attending physician. Such
application for amendments of leave shall be approved by the
Superintendent.

Time of Leave

Pregnancy leave may begin at any point of the pregnancy and continue
through the disability connected with delivery. Pregnancy leave may be
followed by parental leave.

Rights on Leave

Employees on pregnancy leave shall: (1) be recognized as full-time
employees and treated as such for all fringe benefit purposes, for up to one
(1) year; (2) employees shall have the option of converting to sick leave.

Reinstatement Rights

An employee shall return immediately following the expiration of the leave
and shall be reinstated to the same position, salary steps and range to that
held prior to the leave unless leave extends beyond one (1) calendar year.

Parental Leave

An employee who becomes the parent of a newborn or an adopted child or
the parent of a minor child who develops a severe health problem or is
placed with a foster child, shall have the right to an unpaid leave of absence
for a period not to exceed one (1) year from the date of birth or termination
of pregnancy leave, adoption, or the date of the beginning of the severe
health problem. The member may opt to use sick leave in lieu of unpaid
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leave until sick leave has been exhausted.

Application for Parental Leave

Application for parental leave shall be filed at least thirty (30) days prior to
the anticipated beginning date of the leave. In the case of early delivery,
foster placement or adoption, the thirty (30) days rule shall be omitted, but
the employee must notify the Superintendent at the earliest opportunity of
the intent to take personal leave.

Time of Leave

Parental leave shall be for a period of up to one (1) year as defined on the
leave application and may be extended for up to an additional one (1) year
on the approval of the Superintendent.

Rights While on Leave

Employees on parental leave shall: (a) be recognized as full-time
employees and treated as such for all fringe benefit purposes; for up to one
(1) year unless such year is an extension of a pregnancy leave of one (1)
year; (b) employees shall have the option of converting to sick leave.

Professional Leave

Reimbursement for attendance at professional meetings in performing Board
authorized business will be governed by the procedure outlined below:

1.

A written request must be made to the Board through the office of the
Superintendent at least one (1) week in advance of the monthly Board
meeting.

Upon return, an expense form available in the Superintendent’s office is to
be submitted including the following reimbursable items:

a. Round trip auto mileage at the negotiated rate specified in Article IlI
- Section E - Mileage;

b. Meals and lodging receipts;

C. Meeting registration fee receipts;

d. Other expenses may be listed, but will only be paid upon Board
approval.
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Leave of Absence for Professional or Other Purposes

Upon the written request of a member of the bargaining unit, the Board of
Education may grant a leave of absence for a period of not more than two (2)
consecutive school years for professional or other purposes. Upon subsequent
request, such leave may be renewed by the Board. Such leave is without pay and
fringe benefits.

Association Leave

Duly authorized delegates or elected officers shall be permitted to attend meetings
of the Ohio Education Association, the National Education Association, or the East
Central Ohio Education Association without loss of pay. Such approval shall be
given to delegates, officers or designees provided the total number of workdays
does not exceed ten (10) over the course of the school year. Additional days may
be granted under this section at the discretion of the Superintendent.

Jury Duty/Court Leave

1. An employee who is summoned for jury duty or who is appearing before a
court or an agency as a witness or party in a civil proceeding shall be
granted all necessary leave. If the party is appearing before a court or an
agency as a witness in a criminal proceeding, the Superintendent may grant
such leave at his/her discretion.

2. The employee’s compensation for jury duty leave shall be with pay,
provided the employee endorses the check received for juror services to the
Southern Local School District.

Restriction

Any employee on medical, assault or pregnancy leave shall not hold outside
employment while on such leave without the prior written consent of the
Superintendent.

ARTICLE VI — TEACHERS LIMITED CONTRACT

Certified employees of the Southern Local School District who do not qualify for a
continuing contract shall receive limited contracts in the following order:

1st year - limited contract for one (1) year;
2nd year - limited contract for one (1) year;
3rd year & thereafter - limited contract for three (3) years.

A teacher becoming eligible for a continuing contract during the term of a limited
contract, shall be considered for continuing contract status in April of the first year
of eligibility.

The teacher must notify the Superintendent in writing by March 1 of the first year
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that the teacher is eligible for a continuing contract. Failure to notify the
Superintendent by such time shall result in the employee not being considered for
a continuing contract until April of the following school year, unless this
requirement is waived by the Board.

ARTICLE VII —NONRENEWAL

A full written record of evaluation of a teacher’'s professional service shall be
maintained in accordance with the Evaluation Procedure prior to any action of
dismissal (copies of such information shall be made available by the Administrator
to said teacher upon written request).

Prior warning shall be made in writing to the teacher by the Administrator before
recommending nonrenewal of contract to the Board.

Specific reasons in writing with notification of the Superintendent’s intent to
recommend nonrenewal of contract shall be given to any teacher who is to be
recommended for nonrenewal.

It is the intention of the parties that ORC 3319.11 and 3319.111 will apply for non-
renewals.

ARTICLE VIl — PROFESSIONAL PERSONNEL RECORD FILE

There will be established and maintained one (1) official file on teaching staff
members which will be maintained in the central office.

Any teacher shall have the opportunity to read any material which may be
considered critical of his/her conduct, service, character, or personality before it is
placed in his/her personnel file. A teacher shall acknowledge that he/she has read
the material by affixing his/her signature to the copy to be filed. His/her signature
shall not indicate agreement with the content of the material, but indicates only that
the material has been inspected by the teacher. He/she shall also have the
opportunity to reply to such critical material in a written statement to be attached
to the file copy. Upon the teacher’s request, written reprimands and/or critical
letters or those of a disciplinary nature will be removed from the teacher’s
personnel file providing that five (5) years have elapsed after the effective date of
the document, providing there are no intervening reprimands or critical or
disciplinary letters during the five (5) year period, or unless prohibited by law.

Teachers shall be informed of any complaint by a parent and/or student which is
directed toward them that could become a matter of record.

Anonymous letters or materials shall not be placed in the teacher’s file nor shall
they be made a matter of record. However, anonymous materials may be
investigated and remain a part of the file as required by law. That being said,
anonymous material shall not interfere with a teacher’s right to know and confront
his/her accuser. Each teacher shall have the right, upon request, to review the
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contents of his/her own personnel file. A representative of the Association may, at
the teacher’s request, accompany the said member in such a review.

Material will be removed from his/her file when a teacher claims that it is inaccurate
or unfair as sustained by the grievance procedure. A teacher shall be entitled to a
copy at his/her expense of any material in his/her file.

Personnel record files shall include some or all of the following:

1. Application for employment, including references (references are
confidential and not available to teachers).

2. Copy of the latest contract and/or salary notice.

3. Teaching certificate (copy).

4. Official transcript of college credits.
5. Record of military service.

6. Evaluation forms.

7. Letters of reprimand.

ARTICLE IX — REDUCTION IN FORCE

Reasons for RIF

Any reduction of staff because of decreased enrollment of pupils, return to duty of
regular teachers after leaves of absences, financial reasons, or by reasons of
suspension of schools or territorial changes affecting the District, abolishment of
positions, or due to there being no vacant position for teachers who were once
administrators in the District, or any other reasons authorized by ORC 3319.17
shall first be made through attrition resulting from resignation, retirement, and
transfers. The Board of Education may then suspend contracts to complete the
reduction plan.

Notification of RIF

1. The Board will notify the Association in writing of an impending RIF not less
than thirty (30) days prior to Board action to implement the RIF. This notice
will include:

a. The reasons for the RIF;
b. The specific position(s) being reduced;
C. The number of employees affected;
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d. The name(s) of the employees to be affected,;
e. The date of Board action on the RIF;
f. The effective date of the RIF;

Upon receipt of the notification, the Association may request a meeting with
the Superintendent or his/her designee(s) to review the proposed RIF. A
meeting shall be scheduled within ten (10) days of the request. If the RIF is
for financial reasons, a detailed report on the financial affairs of the District
will be provided to the Association President.

An employee to be laid-off due to a RIF will be notified in writing not less
than ten (10) working days prior to Board action to implement the RIF. This
notice will include:

a. The reasons for the RIF; reasons shall not be arbitrary or capricious.
b. The date of Board action on the RIF.
C. The effective date of the RIF.

Disagreements regarding RIF procedures shall be resolved through the
grievance procedure and shall be initiated at Step IIl.

No reduction in force for the following school year shall be implemented
after April 30. Further, this shall be the only time RIF shall be implemented.

No reduction in force shall be accomplished through the nonrenewal or
termination of the contract of any bargaining unit member. However, the
Board may nonrenew or terminate a teacher pursuant to ORC 3319.11 and
3319.16 respectively while a reduction in force is in process. The Board
shall decide whether or not to replace a teacher who has been nonrenewed
or terminated.

Seniority

1.

Every teacher’'s name shall appear in order of seniority on a list for his/her
areas of certification. Those teachers who have more than one (1) area of
certification shall have their name on several different lists. This list shall be
maintained and updated on an annual basis and provided to the
Association. Changes to the list will be provided to the Association no later
than September 30 of each year.

Seniority is based on the length of continuous service in the bargaining unit,
which is not affected by authorized leaves of absence. For purposes of RIF
seniority, a teacher becoming eligible for a continuing contract during the
term of a limited contract, shall be considered as if they had a continuing
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contract as soon as they meet all of the requirements. Teachers with
continuing contracts shall be deemed senior to all teachers on limited
contracts. Seniority of teachers who resign and are subsequently
reemployed shall begin at the date of reemployment.

Where two (2) or more teachers have joined the system at the same time,
their names are arranged on the seniority lists based on the school board
meeting at which they were hired. Those teachers employed on the same
date shall use the date on their application form for seniority purposes. If
two (2) or more teachers employed on the same date have the same
application date, then the order in which their names appear in the Board
minutes shall be used to break the tie.

Procedure

If it is deemed necessary by the Board to reduce staff, the Board shall proceed to
suspend contracts for teachers who have been evaluated in accordance with the
evaluation procedure of this agreement. Suspension of contracts shall be
recommended by Certification/Licensure area and an order shall be based on the
following:

1.

First, the Board shall accomplish any necessary reductions in staff through
attrition (i.e. retirement, voluntary resignation, etc.), before any suspension
of contracts.

Second, should it be necessary to suspend contracts to achieve the
necessary reduction in staff, limited contract teachers shall be reduced first
utilizing the following order:

a. Certification/Licensure within the affected teaching field
b. Comparable evaluations as defined in this Agreement
C. When evaluations are comparable, seniority in the District shall

prevail, with the contract of the least senior limited contract teacher
in the affected teaching field the first to be suspended.

Third, should the necessary reduction of staff exceed the number of limited
contract teachers in the affected field, only then shall continuing contract
teachers be reduced by utilizing the following order:

a. Certification/licensure within the affected teaching field
b. Comparable evaluations as defined in this Agreement
C. When evaluations are comparable, seniority in the District shall

prevail, with the contract of the least senior continuing contract
teacher in the affected teaching field the first to be suspended.
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4. Using the exclusive criteria in this provision, the District will establish the
order in which members' contracts are suspended and will recall members
in reverse order

Comparable Evaluations

Teachers rated accomplished, skilled and developing shall be deemed
comparable. Teachers rated ineffective shall be deemed comparable.

Displacement Rights

1. Each continuing contract teacher involved in a staff reduction shall have
priority over limited contract teachers and may displace a teacher based
upon continuing contract status first, evaluation status second and their
seniority when evaluation status is comparable.

2. A bargaining unit member with a continuing contract who holds more than
one certification and whose position is affected by a RIF may displace a
teacher in any field in which he/she is certified based upon continuing
contract status first, evaluation status second and their seniority when
evaluation status is comparable.

Recall

1. Names of teachers whose contracts are suspended due to a RIF shall be
placed on a RIF list based upon continuing contract status, certification,
evaluation status and seniority when evaluation status is comparable.

2. If an opening occurs, the Board shall send a certified letter to all teachers
certified for the position to their last known address to advise them of such
position. It is the teacher’s responsibility to keep the Board informed of
his/her whereabouts. The teacher shall notify within five (5) days from the
date the letter is received to indicate his/her availability for such position.

3. Members with continuing contracts shall be recalled in preference to
members with limited contracts, regardless of seniority. Teachers whose
continuing contracts are suspended shall have the right of restoration to
continuing service status by the board if and when teaching positions
become vacant or are created for which any of such teachers are or
become qualified. Seniority shall not form the basis for rehiring a teacher,
except when making a decision between teachers who have comparable
evaluations.

4, Teachers whose limited contracts are suspended shall have the right to
restoration by the board if and when teaching positions become vacant or
are created for which any such teachers are or become qualified. Seniority
shall not form the basis for rehiring a teacher, except when making a
decision between teachers who have comparable evaluations.
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Recalled teachers shall be restored by the Board at the same seniority,
salary and fringe benefits as he/she would have received if a reduction had
not taken place; provided, however, such teacher shall not be granted
service credit for salary purposes for such time such teacher’s contract was
suspended.

When a limited contract teacher’s contract is suspended because of
reduction in force, the teacher’s name will remain on the RIF list for a period
of twenty-four (24) months. The twenty-four (24) months shall be from
September 1 to September 1. The names of teachers who possess a
continuing contract will remain on the RIF list indefinitely. The list must be
available to the Association at all times.

During the applicable period of recall as specified in G.6. above, if a
bargaining unit member voluntarily resigns, retires under an Ohio State
Retirement System, refuses recall, or fails to respond to notification of recall
by the Board, he/she shall forfeit all rights to recall provided under the
Agreement.

Refusal of recall by a bargaining unit member shall not be cause for
forfeiture of recall rights when such refusal is due to verifiable medical
reasons, or is due to the fact that the position of recall does not pay what
the position previously held by the employee would have.

No new teachers may be hired by the school system for any position as long
as there is a teacher certificated for the position on the RIF list.

Employee Rights on Recall

1.

The employer shall recognize additional certification that is earned and
reported while an employee is on layoff status.

An employee who is awaiting recall will receive priority for long-term
substitute assignments.

Refusal of substitute work by an employee who is awaiting recall will not
affect his/her recall rights.

General Provisions

1.

Reasons for all suspension of contracts as a result of a reduction in force
shall not be arbitrary, capricious or discriminatory.

The procedure for the reduction in force shall be subject to the grievance
procedure.

ARTICLE X — RESIGNATION

A teacher may terminate his/her contract with the Board by resignation at the close
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of any school year prior to July 11 or at any time by mutual consent of the teacher
and the Board.

Requests for release from contract after July 10 of any given year will not be
honored by the Board unless a satisfactory replacement can be secured prior to
the release from the contract.

ARTICLE XI — SCHOOL YEAR AND CALENDAR

The school calendar shall consist of one hundred eighty (180) days for students in
class. Two (2) of the one hundred eighty (180) days shall be used for parent-
teacher conferences. The parent-teacher conference may consist of two (2) full
days. The total number of days in the calendar shall be one hundred eighty-three
(183). Three of the one hundred eighty-four (183) days shall be professional
development days.

While maintaining the same calendar length, school days will be converted from
days to hours pursuant to ORC 3313.48. The Board will not unilaterally increase
the hours in the school day. Itis recognized that the one hundred eighty-three (183)
day school year is in excess of the minimum contact hours mandated by the State
of Ohio. Therefore, the first seven (7) calamity days shall not be made up. There
will be no decrease in hours for hourly classified employees as a result of this
change. The Board will not manipulate the workday to increase teacher-student
contact time.

A representative of the Association shall serve on a joint committee to develop a
school calendar. The committee recommendation shall be presented to the Board
for consideration. If the Board rejects the recommendation, it will be sent back to
the committee with recommendations. The committee shall meet, consider the
Board’'s recommendation(s) and submit a new recommendation which shall be
presented to the Board for consideration. This process shall repeat until the
calendar is approved by the Board. The joint committee will be composed of an
equal number of representatives (appointed by their respective groups) from the
following groups: SLTA, OAPSE, and the Administration. Within a thirty (30) day
period of time following approval by the Board, a copy of the calendar will be
furnished to each bargaining unit member.

Parent-Teacher Conferences

Parent-teacher conference days may be scheduled on one (1) evening at the close
of the regular school day and shall run continuously for six (6) hours, except that
all teachers will be allowed a forty-five (45) minute break for dinner.

or

Parent-teacher conferences may be scheduled over two (2) evenings at the close
of the regular school day and shall each day run continuously for two (2) hours and
forty (40) minutes. The compensatory day will be determined by the calendar
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committee and will be a non-work day for all teachers.

In-Service time shall be eighteen (18) hours per year. Six (6) hours shall be
scheduled for the first day for teachers; six (6) hours shall be scheduled for the last
day for teachers. A maximum of six (6) hours of in-service shall be obtained and
credited during the school year. Bargaining unit members, with approval of the
principal or the Superintendent, may attend an activity appearing on a list pre-
approved by the Superintendent. Camp Fitch during the school year shall receive
three (3) hours of in-service credit. The building principal or the Superintendent
may pre-approve additional in-service hours, upon a teacher’s request, for
exchange of the last day’s required hours. Alterations for the in-service time may
be approved by the Superintendent and the Association President.

Teachers will not be required to report to work when the district has delayed or
cancelled classes for students, due to disease, epidemic, hazardous weather
conditions, law enforcement emergencies, inoperability of school buses or other
equipment needed to operate the school system, damage to a school building or
other property, or other temporary circumstances that renders the school facility
unfit for instructional use (calamity days). It is recognized that the one hundred
eighty-three (183) day school year is in excess of the minimum contact hours
mandated by the State of Ohio. Therefore, the first seven (7) calamity days shall
not be made up.

The first seven (7) calamity days may be counted as work days, thereafter, the
parties agree that any lost instructional time due to calamity days will be made up
whenever scheduling permits. The Superintendent will consult with the Calendar
Committee before making any changes.

ARTICLE Xl — SCHOOL DAY

The work day for members of the bargaining unit shall be as follows:

7-12 - Seven (7) hours inclusive of lunch and planning period.
K-6 - Six (6) hours and fifty-five (55) minutes inclusive of lunch and planning
periods.

The Board may establish time before the start of school and after the end of school
for student arrival and dismissal. Such time must be within the seven (7) hour day
for 7-12 and (6) hours and fifty-five (55) minutes for K-6.

A bargaining unit member’'s workday will be continuous from the time they are
required to report to work.

Stipends for teachers who are assigned duties before and after school will receive

nine hundred dollars ($900.00) before school and nine hundred dollars ($900.00)
after school.
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E. A good faith effort will be made to limit the number of preparations per teacher at
the secondary level.

ARTICLE XllIl — PLANNING TIME

A. Each teacher will have no less than two hundred (200) minutes planning time per
five (5) day week, or the equivalent in weeks having fewer days.

B. Planning time shall be during the school day while students are present.

C. The Board retains the right to schedule planning time in accordance with the
provisions established herein.

D. Those teachers who would normally have a planning period during a two (2) hour
delay shall not have a planning period that day, unless it is part of a shortened
period schedule.

ARTICLE XIV — CONFERENCE AND/OR PLANNING PERIOD PAY

A. When a teacher is absent from his/her assigned duties, the administration shall
make every effort to secure an approved substitute teacher to carry on these duties
of the regular absent teacher. If an approved substitute is not available, a teacher
is not required to substitute during his/her conference and/or planning period or
assume any duties of an absent member of the bargaining unit while he/she has a
teaching assignment. Upon request of the building principal, teachers who have a
study hall for that particular class period shall be required to assume the duties of
no more than one (1) absent bargaining unit member.

B. The Board shall pay each member of the bargaining unit twenty-five dollars
($25.00) for voluntary substitution per period.

ARTICLE XV — ELEMENTARY ART, MUSIC, AND PHYSICAL EDUCATION

A. The Board of Education shall employ sufficient qualified personnel so that each
elementary student shall have at least one (1) class period per week of music, art
and physical education under the instruction of these specialists.

B. The regular classroom teacher shall be given planning time, free from other
assigned activities, while his/her class is under the supervision of the specialist.

ARTICLE XVI — BUILDING MEETINGS

Building meetings shall take place no earlier than forty-five (45) minutes before or no later
than ten (10) minutes after school hours. Attendance at building meetings is mandatory
unless on an approved leave or permission not to attend has been granted prior to the
meeting. Meeting time preference shall be determined by majority vote of the teachers in
the building during the first building meeting of the school year. Building meetings shall
not occur more than once per month, and shall not last longer than forty-five (45) minutes.
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Such meetings, except for emergency meetings, shall provide twenty-four (24) hours’
notice to all employees affected. The Association shall have the right to address
employees at the conclusion of a building meeting.

ARTICLE XVII — NOTICE FOR SCHOOL AND TIME FOR REPORTING ON
DELAYED OPENINGS

A. A decision by the Superintendent of Schools to close the entire system or a
particular building by reason of a health hazard, extreme weather, utility shortage,
mechanical failures or for other proper and lawful reasons shall be communicated
promptly to the local news media for priority dissemination to students and staff
members. Staff members shall not be required to report for duty when the system
or a particular building is closed as stated above unless necessary pursuant to
order of the Governor, Department of Health or Department of Education, except
for snow/calamity days.

B. The decision of the Superintendent to delay the commencement of the school day
for either the entire system or a particular building due to any of the aforementioned
reasons likewise shall be communicated promptly to the local news media for
priority dissemination to students and staff.

C. Teachers affected by the notice of a delayed starting time will report to their
buildings twenty (20) minutes prior to the delayed opening of school.

ARTICLE XVIIIl — ASSIGNMENTS, VACANCIES AND TRANSFERS

A. Assignments

1. A written notice of the grade level or subject area assignment will be
authorized by the Superintendent and will be given to the professional staff
members prior to July 24.

2. Any changes in assignment necessary following subject notification shall be
worked out mutually with the professional staff member.

B. Vacancies

1. The Superintendent shall prepare a list of all vacancies as soon as they
become known. A copy of this list shall be sent to each school and posted
on the professional staff member’s bulletin board and posted on school
emalil for five (5) working days. If a vacancy occurs after the last teacher
day in the school year and prior to the first teacher day in the following
school year, jobs will be posted to each bargaining unit members school
email. The list shall include the following information:

a. Position(s) available.

b. Qualifications for the job.
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C. Deadline for application.
d. Effective starting date.
e. Any additional pertinent information.

Applications will be accepted from all current employees before applications
will be accepted from persons not employed in the District.

Only applications from current employees who have been in the bargaining
unit for at least two (2) years are required to be considered by the
Superintendent and a new application is necessary for each position
posted. However, the Superintendent is permitted to consider applicants
who have been in the bargaining unit for less than two (2) years, at his/her
discretion. The most senior employee requesting the transfer, who meets
the stated position certification, license, and/or reasonable qualifications,
shall be transferred to the position. No vacancy shall be filled through any
other means if an employee meeting the stated qualification has made a
voluntary transfer request. In addition, a teacher must serve in a position
until the completion of the school year for which he/she changed positions.
Application must be submitted to the central office by 4:00 p.m. within five
(5) working days of the original posting date, if the vacancy occurs during
the school year of after July 10™. If the vacancy occurs after the last teacher
day of the school year and prior to July 10™", the application must be
submitted to the central office by 4:00 p.m. within ten (10) working days of
the original posting date.

A copy of the written application initialed by the Administration, shall serve
as written confirmation of the application.

If the Superintendent is not in receipt of any application within the specific
time or in the event none of the applicants are considered qualified, he/she
may then accept applications from outside the school system.

When a request to fill a vacancy is not approved, the Superintendent shall
notify the professional staff member in writing, stating the reasons why the
request was not approved. Notice shall be given to the professional staff
member not later than fifteen (15) days after the decision to fill the position
was made.

Involuntary Transfer/Reassignment

1.

A conference shall be held between the professional staff member and the
building principal explaining the reasons a transfer of the individual is being
considered. The professional staff member shall be given a written
statement of these reasons at this time.

Professional staff members being transferred as a result of principal initiated
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requests or administrative initiated requests shall be informed by July 24
and if suitable openings exist, the professional staff members shall be
reassigned by the opening of school.

3. Professional staff members subject to involuntary transfer shall be offered
a choice of available assignments for which they may qualify at the time any
transfer is being considered, if one exists.

4, An involuntary transfer shall only be for good and just cause, namely to
meet the educational needs of the District.

5. No employee shall be involuntarily transferred in an arbitrary or capricious
manner or for disciplinary reasons.

Miscellaneous

1. No transfer shall be implemented during a period of Reduction in Force that
will negatively cause the layoff of a more senior employee.

2. No transfer shall be implemented during a period of Reduction in Force that
will negatively impact the recall of an employee on layoff.

Supplemental Position Assignments

Supplemental duties shall be defined as those duties which are performed during
time in excess of the work day, work week, work year, or in addition to the
employee's regular duties. Employees performing supplemental duties shall be
issued written, individual, limited contracts that include:

duration of supplemental contract

. title of supplement position

. amount of supplemental compensation or hourly rate by payment method
. supplemental job description

1. An employee may not hold supplemental positions if the schedules for the

supplemental positions directly conflict, or would not permit the employee
to perform his/her duties in supplemental positions adequately unless
approved by the Superintendent.

2. An employee who is also employed under a supplemental contract as the
Athletic Director may not also hold a supplemental position on the
Supplemental Salary Schedule unless approved by the Superintendent.

3. Vacancies of supplemental contract positions shall be posted annually. All
gualifications for the supplemental position shall appear on the posting
notice. Bargaining unit members who meet stated qualifications on the job
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listing shall be granted the position according to seniority. Posting and filling
of supplemental positions shall be in accordance with Section B of this
Article.

The Superintendent shall provide to the bargaining unit member written
notice of its intent to non-renew the employee's supplemental contract five
(5) days prior to the Board's action to non-renew the contract. Failure of the
Board to provide timely notice of intent to non-renew or to act in a timely
manner on the non-renewal on a supplementary contract shall result in the
automatic renewal of the contract. After a one (1)-year probationary period,
no supplemental contract shall be non-renewed without just cause. Non-
bargaining unit members holding a supplemental position shall have those
positions non-renewed annually and posted.

4. An employee will be paid at the first step of the supplemental salary
schedule, if he/she has never held that position before.

5. Step credit will be given to a supplemental position, if an employee has held
a supplemental position with identical step percentages (i.e., freshman
class to sophomore class).

6. An employee's performance in a supplemental position shall not have an
adverse impact on the employee's performance evaluation in his/her regular
position.

F. Job Descriptions

Job descriptions will be reviewed every three (3) years by a Job Description
Committee consisting of three (3) members of the administration appointed by the
superintendent and three (3) members of the Association appointed by the SLTA
president. At least one (1) of the Association members will be licensed in the
discipline being reviewed.

Any revision to job descriptions must be ratified by both the Board and the
Association.

ARTICLE XIX — NON-TEACHING DUTIES

Monitoring and supervising study halls, supervising recess(es), supervising the
lunchrooms, supervising loading and unloading of school buses, and supervising
hallways shall be rotated annually for members of the bargaining unit (contingent upon
individual work load and District operational needs) in each building where any or all of
the above-mentioned duties are by necessity to be performed by teachers. The
Administration shall, during the term of this Agreement, endeavor to alleviate the
assigning of non-teaching duties to members of the bargaining unit.
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ARTICLE XX — TEACHER EVALUATION

For OTES teachers, the District will utilize the Board's standards-based teacher
evaluation system set forth in Appendix G. All procedural matters contained within the
System shall be considered grievable under the grievance procedure contained within
this contract and in accordance with the provisions of the Article. Any revisions to the
Board's standards-based teacher evaluation system must be bargained prior to
implementation in accordance with law.

The parties agree that the current language and practice set forth in Appendix G will
remain in place until such time as OTES 2 guidelines are received from the Ohio
Department of Education and the Committee established in paragraph H of this section
has a chance to meet. Once approved by the Board and Association the changes will
become part of Appendix G. The committee will follow all timelines and requirements set
forth by ODE.

For non-OTES members the following evaluation procedure in A-F shall apply:

A. Purposes

1. To improve instruction.

2. To help the teacher to achieve greater effectiveness in teaching.

3. To provide definite written records of a teacher’s performance to be used:
a. As evidence of a teacher’s performance.
b. In advancement of position and awarding of continued employment.
C. As reference material for recommendation to other systems.
d. To serve as written documentation in cases of non-renewal.

B. Open Appraisal

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

2. Newly hired personnel, during the first month of school, shall be advised by
the building principal as to the evaluation procedure.

3. Each member of the bargaining unit shall receive notice of the week the
observation shall occur in the week prior to the observation.

C. Fair Consideration of Work Efforts

1. No teacher shall be evaluated on his/her classroom performance except
after fair and reasonable observations of his/her classroom work. Each
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evaluation shall consist of a minimum of two (2) thirty (30) minute
observations.

2. All observations shall be followed within five (5) school days by a
conference between the principal and the teacher in order for questions
arising from the observation to be discussed.

3. The principal shall write a report on all such observations.

4, All evaluations shall be in writing on the forms attached as Appendices E
and F of this Agreement.

5. Teachers shall be given, within five (5) school days, a copy of any class visit
report, evaluation report, or recorded observation prepared by their
principals.

6. All evaluations shall acknowledge strengths as well as weaknesses.

7. All evaluations shall be signed by the evaluator and by the person evaluated
and kept on file. The signature of the person evaluated shall not indicate
agreement with the content of the evaluation but only that the evaluation
has been inspected by him/her.

8. The person evaluated shall be given the opportunity to rebut the evaluation
in writing.

Representation

If a teacher is to be disciplined or reprimanded by the Board or its agents, he/she
shall have the right to representation in any meeting with the Board or its agents.

Correcting Deficiencies

The written observation and/or evaluation shall include specific recommendations
regarding any improvements needed in the teacher’s performance and the means
by which the teacher may obtain assistance in making such improvements.

Frequency of Evaluation

1.

First, second, and third year teachers should be evaluated a minimum of
once per semester. The first evaluation shall be completed no later than
January 25 and the second no later than April 1.

Teachers with more than three (3) years in the District should be evaluated
a minimum of once every (2) school years. The principal may choose not to
evaluate a teacher with a continuing contract and with at least twenty (20)
years of service in the District.

Teachers with more than three (3) years in the District who are due for
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contract consideration shall be evaluated a minimum of once per semester.

4, Should any teacher request an evaluation, the person to whom the request
is made will make such evaluation within ten (10) school days.

5. No observation shall occur in the first or last week of the school year, nor
shall observations be made the day preceding or following a Board
recognized holiday.

It is the intention of the parties that this procedure for non-OTES members
supersedes ORC 3319.11 and 3319.111.

The Board and the Association shall establish a committee of four (4) persons each
to recommend observation and summative evaluation instruments to be agreed to
by the Board and the Association. The four (4) members from the Association shall
be appointed by the Association President upon approval of the Association’s
Executive Committee and the four (4) members from the Board shall be appointed
by the Superintendent. The committee shall meet annually and as necessary to
address issues pertaining to teacher evaluations and shall make
recommendations to the parties. Upon approval by the Board and the Association,
changes shall be included in this Master Agreement as in Appendices G & H
respectively.

Any video surveillance shall be used for security purposes only.

ARTICLE XXI —JUST CAUSE

Employee termination shall be pursuant to ORC 3319.16. No employee shall be
disciplined without “just cause” and in compliance with applicable provisions of this
Contract. Discipline shall not be applied in an arbitrary and capricious manner.

Bargaining unit members who violate the written rules, policies and regulations set
forth by the Board of Education and the administration may be subject to
progressive discipline. The purpose of this progressive discipline is to secure, at
the lowest possible level solutions to problems which may arise during the school
year affecting employees' classroom performance and/or compliance with district
rules, regulations, policies, or directives in an effective and confidential manner.

1. Verbal Warning

Verbal warnings should be discussed in private between the parties
involved. Whenever an administrator intends to issue a verbal warning,
he/she will inform the employee that the first step of the disciplinary
procedure is being initiated. A verbal warning will remain in the employee’s
personnel file for one (1) calendar year.

2. Written Reprimand
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Within three (3) work days of the event, the administrator shall meet with
the employee to discuss the reprimand. A written reprimand will remain in
the employee’s personnel file for two (2) calendar years.

3. Suspension

a.

The Superintendent may suspend an employee without pay for up to
three (3) work days.

In the case of suspension without pay the Superintendent will provide
a Loudermill letter detailing the reason(s) for the discipline to the
employee prior to suspension. After the Loudermill meeting, if the
Superintendent determines suspension of three (3) days or less is
appropriate, the Superintendent shall provide a written notice
including the reason(s) and effective date(s) of suspension.

In situations where serious misconduct is alleged (example: sexual
assault) an employee may be suspended with pay during an
investigation and any suspension (pre or post investigation) may be
for more than three (3) days.

If requested in writing within three (3) work days of receipt of the
notification, the employee will be granted a hearing before the Board
in executive session no later than the next regularly scheduled
meeting. The employee may be accompanied by a representative
and will be given the opportunity to explain why suspension is not
warranted. Within five (5) contract days following the hearing, the
Board shall provide a written notice, including the reason(s) and the
effective date(s) of the suspension if it decides suspension is
warranted.

Fringe benefits shall remain in effect during the time of any
suspension.

If any grievance is filed because of a suspension without pay, the
grievance may be subject to expedited arbitration by the Association.
When circumstances require, nothing herein shall preclude the
Superintendent from suspending a Bargaining Unit member with

pay.

Consultation with a teacher by an Administrator for alleged violation of Board rules
or regulations or regarding the professional performance or conduct of said
teacher, shall upon request of the teacher, be in the presence of an Association
representative and the Administrator making the charge or imposing the
disciplinary action.
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ARTICLE XXl — INDIVIDUAL CONTRACT SPECIFICATIONS

All teachers employed by the Board shall be issued written contracts in accordance
with the Ohio Revised Code.

Each individual teaching contract shall include the following:

1. Name of employee.
2. Name of the school district and Board of Education.
3. Type of contract, limited or continuing. If limited, the number of years the

contract is to be in effect.
4. Annual compensation to be paid for the first year of the contract.

5. Basis of determining compensation (i.e., amount of training and years of
experience credited to the teacher).

6. Provision for signatures and dates of signature of the teacher and the
President and Treasurer of the Board, and the date on which the Board
approved the contract.

7. Any provisions called for by the terms of this Agreement.

ARTICLE XXllIl — ACADEMIC FREEDOM

The private life of a teacher is not within the appropriate concern or attention of the
Board except as it may directly prevent the teacher from properly performing
his/her assigned functions during the workday.

The Board shall protect teachers from any censorship or restraint that interferes
with their obligation to pursue truth in fulfilling their classroom duties, it also expects
that controversial issues will be presented in a fair and unbiased manner, and that
the maturity and intellectual grasp of students will be taken into account.

ARTICLE XXIV — PERSONAL PROPERTY PROTECTION

The Board shall reimburse employees the cost of replacing or repairing clothing or
personal property of the employee while acting in the proper discharge of duties.
Reimbursement shall be made for documented losses incurred as a result of vandalism,
burglary, assault, or school disturbance as documented in the police report. If the
personal property is covered by insurance, the Board will only pay the insurance
deductible, provided the employee submits a claim to his/her insurance carrier. If the
personal property is not covered by insurance, the Board will only pay a maximum of five
hundred dollars ($500) per incident.
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ARTICLE XXV — PROHIBITION AGAINST PUBLIC CRITICISM

Any criticism of an employee by a supervisor, administrator, or other agent of the
employer shall be made in confidence and never in the presence of pupils, parents of
pupils, other employees, or at public gatherings. All critiques made shall be made
confidential.

ARTICLE XXVI — CURRICULUM IMPROVEMENT COUNCIL

The Southern Local Board of Education, the Administration, and the Southern Local
Education Association shall support the Curriculum Improvement Council. The committee
shall have no official function other than to provide closer communication. The purpose
of the Curriculum Improvement Council, hereinafter called the CIC, shall be to provide a
liaison between the Superintendent and the staff members for sharing of professional and
curricular concerns.

A. Membership in the Curriculum Improvement Council

1. The Southern Local Teachers’ Association shall appoint two (2) members
from the elementary and one (1) member each of the Southern Local Junior
High and Southern Local High School for a total of four (4).

2. The Superintendent shall appoint four (4) members.

3. The Council shall select a chairperson from the members of the Council.
B. Function of the Council

1. To study, research, and evaluate areas of curriculum and instruction such

as course offerings, special services such as guidance services, library
services, health services, etc.; courses of study; textbook selection; CBE;
Intervention; auxiliary academic programs such as spelling bees, academic
competition, homework policies, grading policies, etc.

2. To make recommendations to the District's professional grade level/
departmental/special area curriculum-related committees for further in-
depth study and/or consideration.

3. To identify and study areas where teachers are having problems in
implementing present standards and proposing strategies in implementing
new standards.

4, To recommend to the District In-service Committee priority needs for
planning teacher in-service and staff development programs relating to the
identified problem areas.

C. Meetings
1. CIC shall hold one (1) meeting per grading period with any additional
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meetings to be scheduled by CIC when necessary.
2. Meetings shall be open to all certificated staff.

3. Southern Local Board of Education, Southern Local Administrators, and
Southern Local certificated staff shall receive copies of all written
recommendations made by CIC.

D. In-service Credit

In-service credit shall only be given to members of the Curriculum Improvement
Council and to those who have been approved for in-service credit in advance by
the Superintendent.

ARTICLE XXVII — MERGER/CONSOLIDATION

The Association shall be notified in advance of merger and/or consolidation plans the
Board may explore with other districts. The Association shall be kept informed by the
Administration and meet with the Administration if merger and/or consolidation options
are pursued.

ARTICLE XXVIIIl — REQUIRED MEETINGS OR HEARINGS

Whenever any employee is required to meet with any employer representative concerning
any matter which could adversely affect the employee’s status, the employee shall be
given reasonable, prior, written notice of the time and nature of the meeting and shall be
entitled to have present an Association representative.

ARTICLE XXIX — ASSOCIATION RIGHTS

The Association shall have the exclusive organizational rights listed in this Article, not
excluding or negating other rights detailed elsewhere in the Master Agreement.

A. Information Concerning Board Meetings

Prior to each regular or special Board meeting, the Board shall provide the
Association with a copy of: (1) the Board agenda; (2) the approved minutes of the
prior regular meeting and of any special meeting within the prior thirty (30) days;
and (3) the final budget and appropriations resolution.

B. Notice of Board Meetings

The Board shall give the Association reasonable advance notice of all regular and
special Board meetings.

C. Board Meeting Participation

The Board shall allow an Association representative a reasonable period of time,
not to exceed thirty (30) minutes, to speak during the time reserved for public
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discussion at regular Board meetings.

Directory Information

By December 15t of each school year the Board shall provide the Association with
a list of the names, addresses, telephone numbers, and building assignments of
all bargaining unit employees.

Intra-District Mail

The Association shall have access to employee mailboxes and other facilities
where mail is received and the use of the Board’s intra-district mail services.

Use of Bulletin Boards

The Association may use designated space on bulletin boards in school offices
and teachers’ lounges for Association-related communication and notices.

Teacher Orientation

The Board shall allow an Association representative to address new teachers for
a reasonable period of time not to exceed twenty (20) minutes during orientation
meetings. The address shall be for the exclusive purpose of soliciting membership
and explaining services offered by the Association.

Use of School Buildings

1. The Association shall have the right to use school buildings for Association
meetings.
2. The Association will give the building principal reasonable advance notice

of its desire to use a particular building for a meeting so that provisions may
be made for appropriate custodial or security service. The Association will
schedule its meetings to avoid conflict with school activities or previously
scheduled meetings or events. Security and/or custodial costs beyond
normal work hours shall be borne by the Association.

Use of School Equipment

1. The Association may use school computer equipment and peripheral
devices, facsimile machines, telephones, typewriters, copying machines,
and audio-visual equipment provided that they are not being used or are not
required for any school business or activity.

2. The Association shall provide the supplies or reimburse the Board for any
supplies and shall promptly pay for all long-distance calls attributable to the
Association’s long-distance calls.
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Transaction of Association Business

1. Duly authorized representatives of the Association and its affiliates may
transact Association business on school property at any time before, after,
or during the regular school day; provided, however, that no such business
shall be transacted on any class time, nor shall such Association business
in any way interfere with scheduled student-teacher, parent-teacher, or
administrator-teacher conferences or other school functions or activities.

2. All visitors, including Association representatives, must report to the
building office during teaching hours before transacting such business and
sign in.

Released Time for Association President

Any Association officer may use his/her daily planning period for Association
business as long as the business does not conflict with normal school operations.

Payroll Deductions for Association Dues and Political Contributions

1. Dues

A teacher may have dues of the National Education Association, the Ohio
Education Association, the Eastern Central Ohio Education Association,
and the Southern Local Teachers Association deducted from his/her pay in
accordance with the following provisions:

a. A teacher must authorize the deduction of such dues in writing. Such
authorization must be received by the Treasurer on or about October
1. The authorization is continuous annually unless revoked by the
teacher giving written notice to the Treasurer between August 15 and
October 1 of any year.

b. The deductions shall be made in twenty (20) equal installments
beginning with the first pay in October and ending in July. The
Treasurer shall monthly transmit to the Association Treasurer
amounts so deducted.

C. A teacher who leaves the employ of the Board during the year and
prior to deduction of annual dues shall have the total amount of dues
yet collectible deducted from the final paycheck. The Association
shall hold the Board harmless and defend it against any claim by
teachers based on such deduction.

2. Political Contributions

a. The Treasurer of the Board shall deduct from the wages and salaries
of teachers such amounts for political organizations and parties and
for nonpartisan issues as the teacher by written authorization may
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demand and shall transmit any amount so deducted as the
authorization shall direct.

b. Any such authorization shall be on a form which is separate from any
form used to apply for or authorize membership in or authorize
payment of dues or fees to any organization.

C. The Treasurer shall deduct from the amount to be transmitted a
uniform amount determined by the Board to be necessary to defray
the actual cost of making such deduction.

ARTICLE XXX — ASSOCIATION FINANCIAL SECURITY

Recognition Exclusivity

The School Board recognizes the Association as the exclusive bargaining unit for
the members of the bargaining unit described below. Exclusive recognition means
that the Board will not deal with any other organization, or any individual, in a
manner or for a purpose inconsistent with the terms of this Agreement.

Association Financial Security

This section is null and void as a matter of law based on the Supreme Court
decision in Janus v. AFSCME, Council 31, 585 U.S. (2018), and will not be
implemented, but is preserved should the law change in future years.

1.

Within sixty (60) days after employment by the Board and as a condition of
employment, all members of the bargaining unit shall either be members of
the Association or share in the financial support of the Association by paying
to the Association an agency fee equivalent to, but not to exceed, the
amount of dues uniformly required of members of the Association subject
to a rebate right granted to nonmembers in accordance with current law.

The Association’s procedures regarding the collection of agency fees shall
be in accordance with all applicable State and Federal laws and the
Constitution of the United States and the State of Ohio.

The deduction of an agency fee by the Board from the payroll check of the
employee and its payment to the Association is automatic and does not
require written authorization of the employee. The deduction shall
commence January 15 and continue through the second (2nd) pay in June.

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:

a. The Board shall give a ten (10) day written notice of any claim made
or action filed against the employer by a nonmember for which
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indemnification may be claimed.

b. The Association reserves the right to designate counsel to represent
and defend the Board on matters pertaining to indemnification. The
Board agrees to give full and complete cooperation and assistance
to the Association-designated counsel on matters pertaining to
indemnification.

C. The Board shall have the right to retain additional counsel of its
choice to assist the Association’s counsel, provided that:

(1) The Board will pay the cost of such additional counsel, but
without any claim for indemnification for the cost of such
additional counsel.

(2) The Board-retained counsel is instructed by the Board to
consult with the Association-designated counsel on all issues
arising during the legal proceedings for which indemnification
is sought; and

(3) All decisions of the Association-designated counsel after
consultation with the Board-retained counsel shall be
dispositive of the issue except that in a settlement or proposed
settlement both the Association-designated counsel and the
Board-retained counsel shall concur on terms and conditions
of settlement.

d. The Board agrees to:

(1) Give full and complete cooperation and assistance to the
Association and its counsel at all levels of the proceeding;

(2) Permit the Association or its affiliates to intervene as a party
if it so desires; and/or

(3) To not oppose the Association or its affiliates application to
file brief amicus curiae in the action.

e. The Board acted in good faith compliance with the fair share fee
provision of this Agreement; 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.

ARTICLE XXXI — MAINTENANCE OF STANDARDS

A. For the duration of this contract, the Southern Local Board of Education shall
maintain all terms, conditions, and benefits of employment not less than the level
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in effect as of the effective date of this contract. Provided, however, during the time
the Southern Local School District is under the jurisdiction of the State Department
of Education, a reduction of any terms, conditions and benefits of employment are
directed by the State Department, such directive will supersede the above
paragraph.

The Board will meet immediately with the Association to outline the directive and
the manner in which it will be instituted.

ARTICLE XXXII — SEVERABILITY

This contract supersedes and prevails over all conflicting statutes of the State of
Ohio except as specifically set forth in Section 4117.10(A) of the Ohio Revised
Code unless otherwise prohibited by law.

If any provision and/or application of this Agreement is held to be unlawful by a
court of law having proper jurisdiction, or by a legislative act, then such provision
or application will not be deemed valid and subsisting, except to the extent
permitted by law; but all of the provisions or applications otherwise not affected will
continue in full force and effect. The parties shall meet within ten (10) days after a
final determination to negotiate the unlawful provision and bring it into compliance
with the law, unless the law allows for the current contracted provisions to be
grandfathered until the end of the current collective bargaining agreement. If the
parties fail to reach agreement over the affected provision, the parties shall utilize
the dispute resolution procedures specified in Article |1 (C) - Negotiations
Procedure.

ARTICLE XXXIIl — EFFECTS OF AGREEMENT

This Agreement represents the full understanding and commitment between the
parties and replaces all previous agreements relative to items contained herein.
This Agreement may be added to, deleted from, or otherwise changed by an
Agreement properly signed by each party.

Should there be any conflict between this Agreement and any past practice of the
parties, then the terms of this Agreement shall prevail.

The parties acknowledge that during the negotiations which resulted in this
Negotiated Agreement, each had the opportunity to make proposals and that the
understandings and agreements arrived at by the parties after the exercise of that
opportunity are set forth in this Negotiated Agreement.

ARTICLE XXXIV — PROFESSIONAL DRESS AND APPEARANCE

Southern Local Dress Code

As professionals in our schools, we realize and value the public’s perception of our roles
as mentors and models for students. Therefore, the following dress code will apply to all
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teachers, counselors and administrators throughout the school district. It is to be applied
for all the days students are present, and for parent-teacher conferences.

Acceptable Attire:
. Clothes that maintain a professional and appropriate appearance
. Clothes that are neat, clean, and in good repair.

Rules of Staff dress code

. No hats
. No showing of skin between shirts and pant/skirts
. No Spaghetti straps, or sleeveless garments less than 2 inches, unless

covered by a jacket or top
o No Graphic T-shirts (Except SL t-shirts)

Types of Clothing Not Permitted- Clothing that the employee would normally wear to the
beach, to workout, to do yard work, or similar activities will never be appropriate for work
and the professional setting. This includes, but is not limited to yoga pants, gym shorts,
jeans that are skin tight, ripped or ragged.

ARTICLE XXXV — ELEMENTARY STAFF RATIOS

A. The Association and Board agree that class size will generally be determined by
the following ratios:

Grades K-2: Twenty-seven (27) students to one (1) teacher
Grades 3-6: Thirty (30) students to one (1) teacher

There shall never be more students assigned to a classroom than there are desks
or workstations for the students

This school district has a philosophy of and shall make a good faith effort to
maintaining the lowest student/teacher ratio possible. The philosophy shall remain
in effect as stated for the term of this contract.

B. The Association and Board agree that they will meet during each school year in
October, January, and April to review any changes in enroliment and to discuss
any concerns relating to the staff/student ratios.

ARTICLE XXXVI — LOCAL PROFESSIONAL DEVELOPMENT COMMITTEE

A. The Local Professional Development Committee for the Southern Local School
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District will be composed of the following:

1. Two (2) administrators
2. Three (3) teachers from the bargaining unit
a. One (1) teacher from each level, Primary, Intermediate, and

Junior/Senior High School.

The length of the terms for bargaining unit members on the committee shall be as
follows:

1. Primary level — First term two (2) years; each term thereafter two (2) years.

2. Intermediate level — First term one (1) year; each term thereafter two (2)
years.

3. Junior/Senior High level — First term two (2) years; each term thereafter

two (2) years.

Administrative members of the LPDC shall be appointed by the Superintendent of
Schools for the Southern Local School District.

As specified by S.B. 230, teacher members and replacements shall be designated
by the exclusive representative of the bargaining unit.

Meeting dates, times and location shall be established by agreement of the
majority of the Southern Local LPDC. However, meetings shall not be held during
the school day. The chairperson can call for a meeting of the LPDC at any time
deemed necessary.

The initial meeting of each school year shall be called in August by the standing
Chairperson. At this meeting, the LPDC will elect its regular officers and any other
officers deemed necessary. Regular officers shall include a chairperson, serving a
two-year term, and a recording secretary, serving a one-year term.

The Chairperson of the LPDC shall be paid a stipend of one thousand dollars
($1,000.00) per year and each member of the LPDC shall be paid a stipend of
eight hundred twenty-five dollars ($825.00). These stipends shall be disbursed
twice yearly in a separate check payable in the first pay in December and in the
first pay in June.

The Southern Local LPDC shall be, by statute, the official licensure body for the
Southern Local School District.

Members serving on the committee may resign before the expiration of their term,
and in such case their stipend shall be prorated according to the months served
on the committee for that school year in which they resigned.
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ARTICLE XXXVII — ENTRY YEAR PROGRAM

Introduction

The Resident Educator Program for beginning teachers licensed after January 1,
2011 is for the purpose of providing educators with coaching, mentoring and
guidance that are critical to improving their skills and knowledge and student
achievement. The Resident Educator Program will be a Program administered and
funded by the Board. This program shall be separate from and shall not replace
the employee evaluation system.

Definitions

1.

Resident Educator Program

The four (4)-year program is designed to provide newly licensed Ohio
educators quality mentoring and guidance. Successful completion of the
residency program is required to advance to a five-year professional
educator license.

Resident Educator Program Coordinator (REPC)

Eligibility criteria for selection as REPC shall be the same as the Resident
Educator Mentor provided the REPC shall be required to have at least five
(5) years of teaching experience in the southern Local School District and
to have completed all other training required of Mentors prior to
consideration as the REPC.

All procedures within the Master Contract pertaining to the posting and filling
of vacancies shall be followed for the selection of the Resident Educator
Program Coordinator.

a. The REPC will be granted a one (1)-year supplemental contract and
will be paid one thousand five hundred dollars ($1,500.00) per school
year.

b. The REPC will not be assigned a duty and the Administration will
provide the REPC with one (1) period a day to enhance his/her ability
to perform the necessary functions of that position.

C. Other released time will be made available to the REPC as mutually
determined by the Superintendent/designee and the REPC.

Resident Educator Mentor

A resident Educator Mentor is a teacher trained and assigned to provide
professional support to a Resident Educator following the guidelines and
protocols of the Resident Educator Program.
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In addition to the mutually agreed upon released time, each Resident
Educator Mentor shall receive a supplemental contract and receive
a stipend of five hundred dollars ($500.00) to a Resident Educator.
In addition, the Board will pay all training fees required for Resident
Educator Mentors to receive the mandatory ODE Mentor Training.

Resident Educator Mentors may be assigned one (1) or more
Resident Educator as determined by the needs of the Program. A
stipend of two hundred fifty dollars ($250.00) will be given for each
additional Resident Educator assigned to a Resident Educator
Mentor.

4. Resident Educator

A Resident Educator is a teacher employed under a resident educator
license.

5. Formative Assessment

Formative Assessment is diagnostic and designed to yield information that
will help teachers identify specific area for skill enhancement. Formative
assessment consists of collaboration among professionals to provide
adequate feedback and assistance to support the growth of individual
professional development.

C. Resident Educator Mentors

1. Qualifications

a.

The Resident Educator Mentor must have five (5) years of teaching
experience, of which three (3) years have been in the District as a
classroom teacher and preferable at least (2) years in the level or
subject area assigned (i.e. elementary, middle school, special
education, etc.)

The Resident Educator Mentor must be trained to act as a mentor
through the current Ohio Department of Education Resident
Educator program, or agree to be trained in the year of assignment
as a Resident Educator Mentor. Resident Educator Mentors shall be
provided release time to attend said training. Should the training
occur during the summer, the Resident Educator mentor will be
compensated at their per diem rate.

The Resident Educator Mentor must hold a five (5)-year professional
license or two (2)-year provisional license that has been renewed two
(2) or more times (permanent certificate holders are included) and
may be assigned to Resident Educator with the same area of
certification/license.
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d. The Resident Educator Mentor must have demonstrated the ability
to work cooperatively and effectively with the professional staff
members and have extensive knowledge of and proven experience
in implementing a variety of classroom management and
instructional techniques.

Selection of the REPC and Resident Educator Mentor

1.

All procedures within the Master Contract pertaining to the posting and filling
of vacancies shall be followed for the selection of Resident Educator
Mentors.

Selection for these positions shall be made by the Superintendent utilizing
the ODE Guidelines for the selection of Mentors.

Should no Mentor be available in the area of certification/licensure of a
Resident Educator, the Superintendent may assign a mentor from within the
grade level or subject area most closely related to that of the Resident
Educator.

Responsibilities

1.

The Resident Educator Mentor shall carry out the Resident Educator
program in conjunction with the Resident Educator rules, regulations and
guidelines as developed by ODE.

The Resident Educator Mentor will use the Resident Educator Program and
formative Assessment tools and protocols to support the Resident
Educator.

The Resident Educator Mentor will be provided release time to observe
Resident Educator as least three (3) times per year.

The Resident Educator Mentor shall be given no less than one (1) class
period every three (3) weeks to meet and consult with their assigned
Resident Educator.

General

1.

Other than a notation to the effect that a teacher served as a Resident
Educator Mentor, the teacher's activities as a Resident Educator Mentor
shall not be a part of the staff member's evaluation. Serving as a Resident
Educator Mentor may be incorporated into the Mentor's Individual
Professional Development Plan and approved by the Local Professional
Development Committee as an activity that counts toward licensure
renewal.

No Resident Educator shall be required to remain in a resident educator
program after advancing to a professional educator license.
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10.

11.

12.

Neither the REPC nor any Resident Educator Mentor shall participate in the
District's evaluation of any Resident Educator. No information obtained in
the mentor/Resident Educator relationship shall serve as the basis for any
summative formal evaluation of the Resident Educator's performance.

Neither the REPC, nor any Mentor Teacher, shall be requested or directed
to make any recommendation regarding the continued employment of the
Resident Educator.

Neither the REPC, nor any Mentor Teacher, shall be requested or directed
to divulge information from the written documentation, or confidential
Mentor/Resident Educator, or REPC/Resident Educator discussions.

At any time, if either the building Principal or REPC determines that the
Resident Educator-Mentor situations not resolved satisfactorily, the issue
will be submitted to the Superintendent/designee and the SLTA President
and they shall have the authority to end the Mentor appointment. The
Mentor and the Resident Educator must operate in a trusting and
comfortable relationship; therefore, no specifics shall be given as to any
decisions made pursuant to this paragraph and no prejudice or evaluation
is to be reflected by any such decision. Any Resident Educator Mentor
whose position is ended and/or any mentor beginning an assignment after
the start of the year will be paid in proportion to time served in the role.

The REPC and all Resident Educator Mentor and Resident Educators shall
keep confidential all discussions, actions, materials, and other information
to the extent permitted by law.

Resident Educator Mentors shall communicate directly with the Resident
Educators and shall not discuss/report the performance and progress of the
Resident Educator with any administrator, assessor, or the teacher, with the
exception of the REPC

Resident educators will be provided release time to observe other teachers
at least two (2) times per school year.

The Resident Educator Mentor shall be held harmless in the event the
District does not comply with the Resident Educator Program

The Resident Educator Mentor shall be held harmless in the event the
Board non-renews the Resident Educator.

The Resident Educator Mentor shall be held harmless in the event that the
District does not comply with the Resident Educator Program.

ARTICLE XXXVIIl — MANAGEMENT RIGHTS

All matters pertaining to wages, hours, or terms and other conditions of employment and
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the continuation, modification, or deletion of an existing provision of a collective
bargaining agreement are subject to collective bargaining between the parties.

Unless the Board agrees otherwise in the specific and expressed terms of this
Agreement, the Board has the right and responsibility to: determine matters of inherent
managerial policy which include, but are not limited to, areas of discretion or policy such
as the functions and programs of the Board, standards of services, its overall budget,
utilization of technology, and organizational structure; direct, supervise, evaluate, or hire
employees; maintain and improve the efficiency and effectiveness of governmental
operations; determine the overall methods, process, means, or personnel by which
governmental operations are to be conducted; suspend, discipline, demote, or discharge
for just cause, or lay off, transfer, assign, schedule, promote, or retain employees;
determine the adequacy of the work force; determine the overall mission of the school
district as an educational unit; effectively manage the work force; take actions to carry out
the mission of the school district; the Board is not required to bargain on subjects reserved
as set forth above except as affect wages, hours, terms and conditions of employment,
and the continuation, modification, or deletion of existing provision of this Agreement.

ARTICLE XXXIX — EMPLOYMENT OF RETIRED TEACHERS

1. For purposes of this article, a retiree is an individual who has attained service
retirement status with the STRS and is otherwise qualified by certification/licensure
to be employed as a teacher in Ohio.

2. When the Superintendent determines that a vacancy exists, such vacancy will be
posted in accordance with Article XVIII. After the vacancy procedure has been
completed in accordance with the Master Agreement and no acceptable applicant
is available to be hired from inside the bargaining unit, then the Board may consider
and employ a retiree upon the recommendation of the Superintendent.

3. A retiree shall be paid at the BA/BS-0 step of the salary schedule regardless of
training and years of service, and so long as employed by the Board shall not
advance on the salary schedule based either on years of service or additional
training. This paragraph does not apply to those retirees employed by the Board
prior to August 31, 2020.

4, A retiree shall receive a one-year limited contract which shall expire automatically
at the end of the term. No notice or Board action is required. Continuation of
employment of a retiree through offering new one-year limited contracts which
automatically expires shall be at the election of the Board and upon the
recommendation of the Superintendent. A retiree is not eligible for a continuing
contract regardless of years of employment with the Board.

5. A retiree shall accumulate and may use sick leave in accordance with Article V.,
Section A. of this Agreement, but is not entitled to severance pay under Article Ill.,
Section G. of this Agreement or under law upon the conclusion of employment as
a retiree. A retiree shall also be entitled to personal leave under Article V.B.
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Retired teachers who are not eligible for Medicare and are rehired by the Board
may participate in the insurance coverage set forth in Article 1V of this Agreement.
Such teachers who are eligible shall enroll in Medicare.

A retiree shall not accumulate seniority in the bargaining unit, and has no right to
recall in the event of a reduction in force under Article 1X., Section G. of this
Agreement and/or ORC 3319.17.

A retiree is eligible for a supplemental contract only at the discretion of the
Superintendent and shall be paid as per the zero step of the supplemental salary
schedule. This paragraph does not apply to those retirees employed by the Board
prior to August 31, 2020.

The nonrenewal and evaluation procedure of ORC 3319.11 and 3319.111 do not
apply to a retiree who has been rehired.

ARTICLE XL — DURATION OF AGREEMENT

The Agreement shall remain in effect from September 1, 2020, until midnight,
August 31, 2023.

In the event that the Board and the Association fail to secure a successor

agreement prior to the expiration date of this Agreement the parties may mutually
agree in writing to extend this Agreement for any period of time.
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APPENDIX A
SOUTHERN LOCAL SCHOOL DISTRICT
TEACHERS GRIEVANCE REPORT FORM

GRIEVANCE #

Name of Grievant Date Filed:

Building: Assignment:

STATEMENT OF THE GRIEVANCE:

APPLICABLE PROVISIONS OF THE CONTRACT:

RELIEF SOUGHT:

SIGNATURE OF GRIEVANT

Date Received Signature
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APPENDIX B
SOUTHERN LOCAL TEACHERS’ SALARY SCHEDULE
Effective September 1, 2020 — Augqust 31, 2021

Base Salary $30,001

Southern Local Year 1 (FY21)
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Bachelors
1.00 $30,001
1.05 $31,501
1.10 $33,001
1.15 $34,501
1.20 $36,001
1.25 $37,501
1.30 $39,001
1.35 $40,501
1.40 $42,001
1.45 $43,501
1.50 $45,002
1.55 $46,502
1.60 $48,002
1.65 $49,502
1.65 $49,502
1.65 $49,502
1.65 $49,502
1.65 $49,502
1.65 $49,502
1.65 $49,502
1.69 $51,702
1.69 $51,702
1.69 $51,702
1.69 $51,702
1.69 $51,702
1.69 $51,702
1.69 $51,702
1.69 $51,702
1.69 $51,702
1.69 $51,702

1.69 $51,702

Bachelors +5

1.05
1.10
1.15
1.20
1.25
1.30
135
1.40
1.45
1.50
1.55
1.60
1.65
1.70
1.70
1.70
1.70
1.70
1.70
1.70
1.74
1.74
1.74
1.74
1.74
1.74
1.74
1.74
1.74
1.74
1.74

$31,501
$33,001
$34,501
$36,001
$37,501
$39,001
$40,501
$42,001
$43,501
$45,002
$46,502
$48,002
$49,502
$51,002
$51,002
$51,002
$51,002
$51,002
$51,002
$51,002
$53,202
$53,202
$53,202
$53,202
$53,202
$53,202
$53,202
$53,202
$53,202
$53,202
$53,202

Masters
1.15 $34,501
1.21 $36,301
1.27 $38,101
1.33 $39,901
1.39 $41,701
1.45 $43,501
1.51 $45,302
1.57 $47,102
1.63 $48,902
1.69 $50,702
1.75 $52,502
1.81 $54,302
1.87 $56,102
1.93 $57,902
1.93 $57,902
1.93 $57,902
1.93 $57,902
1.93 $57,902
1.93 $57,902
1.93 $57,902
1.97 $60,102
1.97 $60,102
1.97 $60,102
1.97 $60,102
1.97 $60,102
1.97 $60,102
1.97 $60,102
1.97 $60,102
1.97 $60,102
1.97 $60,102
1.97 $60,102

MA+15
1.21 $36,301
1.27 $38,101
1.33 $39,901
1.39 $41,701
1.45 $43,501
1.51 $45,302
1.57 $47,102
1.63 $48,902
1.69 $50,702
1.75 $52,502
1.81 $54,302
1.87 $56,102
1.93 $57,902
1.99 $59,702
1.99 $59,702
1.99 $59,702
1.99 $59,702
1.99 $59,702
1.99 $59,702
1.99 $59,702
2.03 $61,902
2.03 $61,902
2.03 $61,902
2.03 $61,902
2.03 $61,902
2.03 $61,902
2.03 $61,902
2.03 $61,902
2.03 $61,902
2.03 $61,902
2.03 $61,902
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SOUTHERN LOCAL TEACHERS’ SALARY SCHEDULE

Effective September 1, 2021— August 31, 2022

Base Salary $30,301

Southern Local Year 2 (FY22)

O 0O NGOV &~ WNPRFR O

W INNNNRNNRNNNNRRRRRRHRHRR R
O WO NOGOUBWNEROWOOOLONOGOUULRWNIERO

Bachelors
1.00 $30,301
1.05 $31,816
1.10 $33,331
1.15 $34,846
1.20 $36,361
1.25 $37,876
130 $39,391
1.35 $40,906
1.40 $42,421
1.45 $43,936
1.50 $45,452
1.55 $46,967
1.60 $48,482
1.65 $49,997
1.65 $49,997
1.65 $49,997
1.65 $49,997
1.65 $49,997
1.65 $49,997
1.65 $49,997
1.69 $54,209
1.69 $54,209
1.69 $54,209
1.69 $54,209
1.69 $54,209
1.69 $55,959
1.69 $55,959
1.69 $55,959
1.69 $55,959
1.69 $55,959
1.69 $55,959

Bachelors +5
1.05 $31,816
1.10 $33,331
1.15 $34,846
1.20 536,361
1.25 $37,876
1.30 $39,391
1.35 $40,906
140 542,421
1.45 $43,936
1.50 $45,452
1.55 $46,967
1.60 $48,482
1.65 $49,997
1.70 $51,512
1.70 $51,512
1.70 $51,512
1.70 $51,512
1.70 $51,512
1.70 $51,512
1.70 $51,512
1.74 $55,724
1.74 $55,724
1.74 $55,724
1.74 $55,724
1.74 $55,724
1.74 $57,474
1.74 $57,474
1.74 $57,474
1.74 $57,474
1.74 $57,474
1.74 $57,474

Masters
1.15 $34,846
1.21 536,664
1.27 538,482
1.33 $40,300
1.39 $42,118
1.45 $43,936
1.51 $45,755
1.57 $47,573
1.63 $49,391
1.69 $51,209
1.75 $53,027
1.81 $54,845
1.87 $56,663
1.93 $58,481
1.93 $58,481
1.93 $58,481
1.93 $58,481
1.93 $58,481
1.93 $58,481
1.93 $58,481
1.97 $62,693
1.97 $62,693
1.97 $62,693
1.97 $62,693
1.97 $62,693
1.97 $64,443
1.97 $64,443
1.97 $64,443
1.97 $64,443
1.97 $64,443
1.97 $64,443

MA+15
1.21 $36,664
1.27 $38,482
1.33 $40,300
1.39 542,118
1.45 $43,936
1.51 $45,755
1.57 $47,573
1.63 549,391
1.69 $51,209
1.75 $53,027
1.81 $54,845
1.87 $56,663
1.93 $58,481
1.99 $60,299
1.99 $60,299
1.99 $60,299
1.99 $60,299
1.99 $60,299
1.99 $60,299
1.99 $60,299
2.03 $64,511
2.03 $64,511
2.03 $64,511
2.03 $64,511
2.03 $64,511
2.03 $66,261
2.03 $66,261
2.03 $66,261
2.03 $66,261
2.03 $66,261
2.03 $66,261
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Step up Bonus

20-24
25-29

$3,000
$4,750



SOUTHERN LOCAL TEACHERS’ SALARY SCHEDULE

Effective September 1, 2022— August 31, 2023

Base Salary $31,210

Southern Local Year 3 (FY23)

O 0O NGOV &~ WNPRFR O

W INNNNRNNRNNNNRRRRRRHRHRR R
O WO NOGOUBWNEROWOOOLONOGOUULRWNIERO

1.00
1.05
1.10
1.15
1.20
1.25
1.30
1.35
1.40
1.45
1.50
1.55
1.60
1.65
1.65
1.65
1.65
1.65
1.65
1.65
1.69
1.69
1.69
1.69
1.69
1.69
1.69
1.69
1.69
1.69
1.69

Bachelors

$31,210
$32,771
$34,331
$35,892
$37,452
$39,013
$40,573
$42,134
$43,694
$45,255
$46,815
948,376
$49,936
$51,497
$51,497
$51,497
$51,497
$51,497
$51,497
$51,497
$55,744.97
$55,744.97
$55,744.97
$55,744.97
$55,744.97
$57,494.97
$57,494.97
$57,494.97
$57,494.97
$57,494.97
$57,494.97

Bachelors +5

1.05
1.10
1.15
1.20
1.25
1.30
1.35
1.40
1.45
1.50
1.55
1.60
1.65
1.70
1.70
1.70
1.70
1.70
1.70
1.70
1.74
1.74
1.74
1.74
1.74
1.74
1.74
1.74
1.74
1.74
1.74

$32,771
$34,331
$35,892
$37,452
$39,013
$40,573
$42,134
$43,694
$45,255
$46,815
$48,376
$49,936
$51,497
$53,057
$53,057
$53,057
$53,057
$53,057
$53,057
$53,057
$57,305
$57,305
$57,305
$57,305
$57,305
$59,055
$59,055
$59,055
$59,055
$59,055
$59,055

Masters

1.15
1.21
1.27
1.33
1.39
1.45
1.51
1.57
1.63
1.69
1.75
1.81
1.87
1.93
1.93
1.93
1.93
1.93
1.93
1.93
1.97
1.97
1.97
1.97
1.97
1.97
1.97
1.97
1.97
1.97
1.97

$35,892
$37,764
$39,637
$41,509
$43,382
$45,255
$47,127
$49,000
$50,872
$52,745
$54,618
$56,490
$58,363
$60,235
$60,235
$60,235
$60,235
$60,235
$60,235
$60,235
$64,484
$64,484
$64,484
$64,484
$64,484
$66,234
$66,234
$66,234
$66,234
$66,234
$66,234

MA+15

1.21
1.27
1.33
1.39
1.45
1.51
1.57
1.63
1.69
1.75
1.81
1.87
1.93
1.99
1.99
1.99
1.99
1.99
1.99
1.99
2.03
2.03
2.03
2.03
2.03
2.03
2.03
2.03
2.03
2.03
2.03

$37,764
$39,637
$41,509
$43,382
$45,255
$47,127
$49,000
$50,872
$52,745
$54,618
$56,490
$58,363
$60,235
$62,108
$62,108
$62,108
$62,108
$62,108
$62,108
$62,108
$66,356
$66,356
$66,356
$66,356
$66,356
$68,106
$68,106
$68,106
$68,106
$68,106
$68,106
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20-24
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$3,000
$4,750



APPENDIX C

SOUTHERN LOCAL TEACHERS’ SALARY INDEX

STEP BA BA +5 MA MA+15
0 1.000 1.050 1.150 1.210
1 1.050 1.100 1.210 1.270
2 1.100 1.150 1.270 1.330
3 1.150 1.200 1.330 1.390
4 1.200 1.250 1.390 1.450
5 1.250 1.300 1.450 1.510
6 1.300 1.350 1.510 1.570
7 1.350 1.400 1.570 1.630
8 1.400 1.450 1.630 1.690
9 1.450 1.500 1.690 1.750
10 1.500 1.550 1.750 1.810
11 1.550 1.600 1.810 1.870
12 1.600 1.650 1.870 1.930
13 1.650 1.700 1.930 1.990
20 1.690 1.740 1.970 2.030
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APPENDIX D
SOUTHERN LOCAL SCHOOL DISTRICT
SUPPLEMENTAL SALARY SCHEDULE

All supplemental contracts for extra-curricular activities are computed on a percentage of
the beginning teacher’s bachelor pay scale effective at the beginning of the school year.

The percentages are as follows:

A. ATHLETICS 1YR 2YR 3YR 4YR 5YR
Athletic Director - Sr High 18% 19% 20% 21% 22%
Athletic Director - Assistant 12% 13% 14% 14% 14%
Baseball (Boys Head) 10% 11% 12% 13% 14%
Baseball - Assistant 9% 10% 11% 12% 13%
Basketball (Boys Head) 15% 16% 17% 18% 19%
Basketball (Boys Reserve) 9% 10% 11% 12% 13%
Basketball (Boys Frosh) 7% 8% 9% 9% 9%
Basketball (Boys Junior High) 6% 7% 8% 8% 8%
Basketball (Girls Head) 15% 16% 17% 18% 19%
Basketball (Girls Reserve) 9% 10% 11% 12% 13%
Basketball (Girls Junior High) 6% 7% 8% 8% 8%
Cheerleader (Varsity) 10% 11% 12% 13% 14%
Cheerleader (Junior High) 6% 7% 8% 8% 8%
Cross Country (Head) 10% 11% 12% 13% 14%
Football (Head) 15% 16% 17% 18% 19%
Football (Assistant) 9% 10% 11% 12% 13%
Football (Junior High) 6% 7% 8% 8% 8%
Golf 10% 11% 12% 13% 14%
Softball (Girls Head) 10% 11% 12% 13% 14%
Softball (Girls Assistant) 9% 10% 11% 12% 13%
Track (Boys Head) 10% 11% 12% 13% 14%
Track (Boys Assistant) 9% 10% 11% 12% 13%
Track (Girls Head) 10% 11% 12% 13% 14%
Track (Girls Assistant) 9% 10% 11% 12% 13%
Track (Junior High) 6% 7% 8% 8% 8%
Volleyball (Frosh) 9% 9% 9% 9% 9%
Conditioning 35% 35% 35% 35% 3.5%
Volleyball (Girls Head) 15% 16% 17% 18% 19%
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Volleyball (Girls Reserve) 9% 10% 11% 12% 13%
Volleyball (Girls Jr. Hi) 6% 7% 8% 8% 8%
Jr. High Wrestling Coach 6% 7% 8% 9% 10%
Sr. High Head Wrestling Coach 15% 16% 17% 18% 19%
Sr. High Asst. Wrestling Coach 9% 10% 11% 12% 13%
NON-ATHLETIC

Freshman Class Sponsor 1% 3% 3% 3% 3%
Sophomore Class Sponsor 1% 3% 3% 3% 3%
Junior Class Sponsor 4% 6% 8% 8% 8%
Senior Class Sponsor 4% 6% 8% 8% 8%
Student Council Advisor 3% 3% 3% 3% 3%
Play Advisor 4% 4% 4% 4% 4%
Club Advisor 3% 3% 3% 3% 3%
Special Education 3% 3% 3% 3% 3%
Pep Band 2% 2% 2% 2% 2%
Yearbook Advisor (Junior/Sr High) 9% 9% 9% 9% 9%
OGT Intervention Coordinator 3% 3% 3% 3% 3%

Year-long activities will be paid in December and June in the first pay of the month.
Coaching salaries and Cheerleader Coach salaries will be paid upon completion
of the tournament season, providing that all equipment and uniforms have been
stored properly and a post-season conference has been held with the Athletic
Director or Head Coach or Principal.

Pay for conditioning shall be available for the head basketball, football, volleyball
and cross-country coaches provided they have contact with Southern Local
athletes on 15 separate occasions prior to their respective season. A day shall
constitute an occasion. A conditioning program must occur outside the dates
during which time a coach may schedule practice as established by the Ohio High
School Athletic Association. Examples of contact with Southern Local students
shall be limited to open gym, team camp, summer league, conditioning and
weightlifting. Pre-approval must be granted by the Athletic Director and Building
Principal prior to initiating a conditioning program. The Building Principal shall
establish guidelines to apply for pre-approval of a conditioning program.

Association members shall have the right to bid on Virtual Learning Academy
(VLA) opportunities as they become available. These VLA opportunities shall be
posted by the Superintendent, bid upon by, and awarded to association members
based on seniority and licensure area and be paid at two-hundred and forty dollars
($240.00) for thirty-six (36) lessons and one-hundred and twenty dollars ($120.00)
for eighteen (18) lessons.
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Association members shall have the right to bid on Utica Shale Academy (USA)
Virtual Learning Academy (VLA) opportunities as they become available. USA VLA
opportunities shall posted by the Superintendent, bid upon by, and awarded to
association members based on seniority and licensure area and be paid at the rate
determined by Utica Shale.
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APPENDIX E
SOUTHERN LOCAL SCHOOL DISTRICT
TEACHER OBSERVATION FORM

Teacher
Grade Level/Subject Area School Building
Evaluator Date

Appraisal Scale: S - Satisfactory

Defined as: Meets district expectations through competent,
satisfactory performance

NI - Needs Improvement

Defined as: An area needing improvement
NO - Not Observed
U - Unsatisfactory

Defined as: Does not meet District expectations by
demonstrating incompetent, unsatisfactory performance

l. Preparation and Planning

Defined as the following when applicable:

A. The teacher prepares for learning experiences from which
weekly plans develop.

B. The teacher maintains student records in a professional
manner.

Il. Pupil-Teacher Relationships
Defined as the following when applicable:

A. The teacher is fair and impatrtial; praise is used generously as
can be justified and criticism is constructive; individual
problems are dealt with privately; the confidence of students
is constantly maintained.

B. The teacher abstains from revealing confidential information
regarding pupils and their families.

1. Knowledge of the Subject Matter

Defined as the following when applicable:

A. The teacher demonstrates a high degree of knowledge,
understanding, and skill with respect to the subject matter
areas being taught.
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V. Classroom Management

Defined as the following when applicable:

A. The teacher creates a room atmosphere appropriate to the
current learning emphasis.

B. The teacher maintains control; handles own routine discipline
problems; is firm and consistent, but friendly; is self-confident in
the management of pupils.

C. The classroom situation indicates purposeful activities resulting
from teacher and planning control.

V. Techniques of Instruction
Defined as the following when applicable:

A. The teacher adapts materials and methods to the interests,
needs, and abilities of groups and individual pupils. Each pupil
is challenged, yet experiences frequent successes.

B. The teacher demonstrates a sequential development of
fundamental skills and stresses competency in skills in direct
relation to the adopted course of studies.

C. The teacher uses varied methods and techniques in teaching.

D. Class time is efficiently and productively planned and related to

Comments:

Commendations:

the class objective.

Teacher's Signature

Date Evaluator's Signature Date

The signature of the teacher does not indicate agreement with the evaluation but indicates
the teacher has received a copy and has had a post conference with the evaluator.
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APPENDIX F
SOUTHERN LOCAL SCHOOL DISTRICT
TEACHER SUMMATIVE EVALUATION FORM

Teacher
Grade Level/Subject Area School Building
Evaluator Date

Appraisal Scale: S - Satisfactory

Defined as: Meets district expectations through competent,
satisfactory performance

NI - Needs Improvement

Defined as: An area needing improvement
NO - Not Observed
U - Unsatisfactory

Defined as: Does not meet District expectations by
demonstrating incompetent, unsatisfactory performance

Preparation and Planning

Defined as the following when applicable:

A. The teacher prepares for learning experiences from which
weekly plans develop.

B. The teacher maintains student records in a professional
manner.

I. Pupil-Teacher Relationships

Defined as the following when applicable:

A. The teacher is fair and impartial; praise is used generously as
can be justified and criticism is constructive; individual
problems are dealt with privately; the confidence of students
is constantly maintained.

B. The teacher abstains from revealing confidential information
regarding pupil and their families.

1. Parent-Teacher Relationships

Defined as the following when applicable:

A. The teacher conducts contacts with parents in accordance with
school and professional policies.
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V. Knowledge of the Subject Matter

Defined as the following when applicable:

A. The teacher demonstrates a high degree of knowledge,
understanding, and skill with respect to the subject matter
areas being taught.

V. Classroom Management
Defined as the following when applicable:

A. The teacher creates a room atmosphere appropriate to the
current learning emphasis.

B. The teacher maintains control; handles own routine discipline
problems; is firm and consistent, but friendly; is self-confident in
the management of pupils.

C. The classroom situation indicates purposeful activities resulting
from teacher and planning control.

VI.  Techniques of Instruction
Defined as the following when applicable:

A. The teacher adapts materials and methods to the interests,
needs, and abilities of groups and individual pupils. Each pupil
is challenged, yet experiences frequent successes.

B. The teacher demonstrates a sequential development of
fundamental skills and stresses competency in skills in direct
relation to the adopted course of studies.

C. The teacher uses varied methods and techniques in teaching.

D. Class time is efficiently and productively planned and related to

Comments:

the class objective.

Teacher's Signature

Date Evaluator's Signature Date

The signature of the teacher does not indicate agreement with the evaluation but indicates
the teacher has received a copy and has had a post conference with the evaluator.
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APPENDIX G
SOUTHERN LOCAL SCHOOL DISTRICT
STANDARDS-BASED TEACHER EVALUATION SYSTEM

l. SCOPE AND PURPOSE

DEFINITIONS

A.

Credentialed Third Party Evaluator (CTPE): A person who is employed by an entity
other than the Board of Education and is contracted by the Board to conduct
evaluations, who holds a license designated for being a Superintendent, Assistant
Superintendent, Principal, Vocational Director, or Administrative Specialist in any
educational area issued under Ohio Rev. Code § 3319.22, and is properly credentialed
to be an evaluator.

Evaluation Cycle: The period from the establishment of a professional growth or
improvement plan through the issuance of an evaluation rating, in the year in which
an evaluation rating is required by this contract or Ohio Rev. Code.

Evaluation Factors: The walkthrough(s), observation(s), and other components
required by Ohio Rev. Code to be used in the teacher evaluation procedure

Evaluation Framework: The document created and approved by the ODE that
establishes the Standards-Based evaluation of teachers in accordance with Ohio Rev.
Code § 3319.111(A).

Evaluation Instruments: The forms used by the teacher’'s evaluator. The approved
evaluation instruments are attached to this Agreement as Appendix H.

Evaluation Procedure: The procedural requirements set forth in this Agreement which
conform with and provide specificity to the statutory obligations established by Ohio
Rev. Code § 3319.111 and § 3319.112.

Evaluation Rating: The final summative evaluation level that is assigned to a teacher
based on the holistic review of all evaluation factors, observed during the evaluation
cycle. The rating shall be “Accomplished”, “Skilled”, “Developing”, or “Ineffective”. The
final rating shall not be weighted in such a way that one (1) domain or component of
the evaluation system has a higher importance than another, except that any area
marked N/A shall not negatively impact the evaluation rating.

Evidence: Information collected by the evaluator and/or information provided to the
credentialed evaluator by the teacher, to support and inform the accurate reflection of
the evaluation factors. Examples include, but are not limited to, student information
affecting educational progress, student interest or learning style surveys, newsletters,
classroom rules, lesson plans, student portfolios, summative assessments, and
student work samples.

High Quality Student Data (HQSD): Quantitative information, derived from
instrument(s) rigorously reviewed and approved by locally determined education
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experts, which provides evidence of student learning that can be directly attributed to
the teacher being evaluated.

J. Improvement Plan: A detailed, written plan collaboratively developed between the
teacher and evaluator, utilized solely when a teacher receives an evaluation rating of
Ineffective. The approved form for the improvement plan is attached to this Agreement
as Appendix H.

K. Ohio Evaluation System (OhioES): The electronic system used by the District to report
aggregate, summative teacher evaluation ratings to the Ohio Department of Education
(ODE).

L. Ohio Teacher Evaluation System (OTES): The teacher evaluation system required by
Ohio Rev. Code § 3319.111 and § 3319.112.

M. Poorly Performing Teacher: A teacher who receives an evaluation rating of Ineffective
for a period of no less than two (2) out of the last three (3) years under OTES 2.0.

N. Professional Growth Plan: A written plan, self-directed or jointly developed between
the teacher and evaluator, designed for the sole purpose of continuing teacher growth
focused on areas identified in the teacher's observations and/or evaluation. The
approved form for the professional growth plan is attached to this Agreement as
Appendix H.

0. Teacher of Record: A teacher who is:

. Responsible for assigning the grade to the student or is responsible for the
daily instruction of a specific student; and,

. Required to have the proper certification and/or licensure to teach the
subject/grade level for which he/she has been designated “teacher(s) of
record”; and,

. Responsible for at least fifty percent (50%) of a student’s scheduled and

attended instructional time within a given subject or course.

P. Teacher Performance: The assessment of a teacher, during the evaluation cycle,
which is based upon the educator professional standards, and reported using the
rubric contained in Appendix H of this Agreement.

PURPOSE

The purpose of teacher evaluation is to use fair, objective, and reasonable practices to:

A. Advance the professional learning and practice of teachers individually and collectively
in the District.

B. Inform instruction.

C. Assist teachers and administrators in identifying, implementing, and supporting best
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educational best practices that will provide the greatest opportunity for student
learning and growth.

APPLICATION

A. The teacher evaluation procedure contained in this Agreement applies to the following
employees of the District:

1.

Teachers working under a license issued under Ohio Rev. Code § 3319.22, §
3319.26, § 3319.222, or § 3319.226 and who spend at least fifty percent (50%)
of their time providing student instruction.

Teachers working under a professional or permanent certificate issued under
section Ohio Rev. Code § 3319.222, as it existed prior to September 2003, and
who spend at least fifty percent (50%) of their time providing student instruction.

B. The District shall not conduct an evaluation for any teacher who:

1.

2.

Was on leave for fifty percent (50%) or more of the school year;

Submitted notice of retirement, and such notice has been acted upon by the
Board of Education, on or before December 1 of the school year in which they
plan to retire;

Is participating in the teacher residency program established by Ohio Rev.
Code § 3319.223 so long as the teacher, for the first time, takes at least half of
the performance-based assessments prescribed by the State Board of
Education for resident educators;

Is a substitute teacher.

STANDING JOINT COMMITTEE FOR TEACHER EVALUATION

The Association and Board agree to establish a standing joint Evaluation Committee. This
committee will establish the policies, procedures, and processes, including the evaluation
instrument and determination of HQSD, for the evaluation of teachers in the District and to
regularly review the effectiveness of the aforementioned items.

A. Committee Composition

3.

Committee members shall be representative of elementary, middle school,
secondary, and specialty areas (i.e., music, art, special education) and
programs (i.e. career tech) within the District.

4. After the Association member’'s term, or removal therefrom, the Association
President shall appoint a successor.
B. Committee Operation
1. Members of the committee shall receive training in all aspects of OTES, the
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standards for the teaching profession, HQSD, and teacher of record prior to
service on the committee. The cost, if any, shall be borne by the Board of
Education.

2. The committee shall be chaired jointly by a committee member from the
Association and a committee member appointed by the
Superintendent/designee.

3. The committee shall establish, by mutual agreement, a meeting calendar, tasks
for the committee to complete, and timelines for the completion of specific
tasks. The calendar of committee meetings shall be published internally to all
bargaining unit members.

4, The committee agenda shall be developed jointly by the co-chairpersons of the
committee.

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

6. At each initial committee meeting, the committees shall develop the ground
rules by which the committee shall operate.

8. Members of the committee shall receive release time for committee work and
training during the contractual workday or any committee work. OR Training
and committee meetings held outside of the contractual workday shall be paid
at each employee’s per diem rate.

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

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

11. The committee shall be authorized to utilize a consultant(s) (e.g., educational
consultants, software consultants, credentialing trainers, etc.) as it deems
appropriate. The cost, if any, shall be borne by the Board of Education.

Committee Authority

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

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

3. The Board and the Association shall bargain, during regular contract

negotiations, all elements of the teacher evaluation procedure and these
negotiations shall be satisfactorily completed prior to the implementation of the
evaluation procedure or prior to any modification or amendment of same. Any
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agreement that is achieved through said negotiations shall be subject to
ratification by both parties.

4. If either party wishes to consider any change, deletion, or addition to the
evaluation procedure or process, including the evaluation instruments, during
the term of this Agreement, it shall discuss the matter with the committee. If the
discussion results in a recommendation by the committee to change or revise
the evaluation procedure or process, including the evaluation instrument then
said recommendation shall be subject to ratification by both parties.

Secretarial Support

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

Il. EVALUATORS

QUALIFICATIONS AND ASSIGNMENT

A.

Each evaluator shall be an employee of the Southern Local School District, employed
under a full-time contract pursuant to sections 3319.01 or 3319.02 of R.C., must hold
at least one (1) administrator certificate/license under section 3319.22 of R.C. and
shall be credentialed at the time of any walkthrough, observation, or evaluation.

A teacher’s evaluator shall be assigned, and the teacher shall be notified of the
assignment in writing, no later than September 15, or in the case of a new teacher,
within thirty (30) days of the first day employed.

Evaluator assignments shall be made pursuant to the following requirements:

1. For those teachers with an evaluation rating of Skilled, Developing, or
Ineffective on their most recent evaluation, the evaluator shall be the teacher’s
immediate administrator.

2. For those teachers with an evaluation rating of Accomplished on their most
recent evaluation, the teacher shall select their evaluator not later than
September 30 in the year of their evaluation cycle and notify the
Superintendent or his/her designee of said selection.

3. In the event a teacher performs work under more than one (1) administrator,
only one (1) administrator shall be designated as the evaluating administrator.

4, Should an unforeseen emergency arise; a new evaluator must be chosen in
consultation with the teacher.

5. Upon request of the teacher, the teacher shall be assigned a new evaluator if
documentation shows the evaluator has discriminated against the teacher,
made false claims against the teacher, or the evaluator received an Ineffective
rating on his/her most recent evaluation.
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In assessing a teacher’'s performance, evaluators shall not make judgments, or
otherwise discriminate, based on a teacher’s age, length of service, gender, gender
identity, gender expression, race, ethnicity, national origin, religion, sexual orientation,
marital status, military status, disability, union membership, or union activism.

Any administrator who violates any provision of this evaluation system more than two
(2) times in a three (3) year period shall be deemed unqualified to perform evaluations
under OTES until the administrator successfully passes the credentialing assessment
following his/her removal.

V. ORIENTATION AND PROFESSIONAL DEVELOPMENT

PROFESSIONAL DEVELOPMENT

A.

The Board shall meet the requirements of Ohio Rev. Code 8§ 3319.112(A)(8)(9) to
provide professional development and sufficient financial resources to support the
professional learning required by this Agreement. All professional development will
align with the Ohio Professional Development Standards.

No later than September 15 of each year, the Board shall provide training on the
components of the teacher evaluation procedure, including the calibration of
evaluation ratings, the evaluation Standards for Ohio Educators, rubrics, tools,
processes, methodology, and the use of High Quality Student Data (HQSD).

Evaluators

1. Before beginning the evaluation process for any bargaining unit member, the
assigned evaluator shall be required to have successfully completed the state-
mandated evaluator credentialing or re-credentialing training and have passed
said assessment.

2. The evaluators shall be given written instructions on the purpose, mechanics,
and dimensions of the evaluation procedures.

3. Written instructions for evaluators shall be supplemented by specific group
evaluation instrument training to familiarize evaluators with the process and
instrument to assess teacher performance.

4, Updates to written instructions and group professional development shall occur
on an annual basis.

5. Evaluators who fail to pass re-credentialing or recalibration will be prohibited
from evaluating teachers for the evaluation cycle. A list of these evaluators will
be provided to the Association President within ten (10) days of the District
becoming aware of the failure.

Teachers

1. Each teacher shall be given written instructions on the purpose, mechanics,
and dimensions of the evaluation procedure, including the teaching standards
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and rubrics on which the evaluation is based.

2. Written instructions shall be supplemented by specific group evaluation
instrument training to familiarize teachers on how the evaluation instrument is
designed and will be utilized.

3. Written instructions and group evaluation instrument training shall be
presented to the teachers not later than September 15, or in the case of a new
teacher, not later than thirty (30) days after initial employment with the District.

Joint Training on Evaluation Instrument

Before the beginning of each evaluation cycle, the Board shall provide joint training
for administrators and teachers which ensures functional awareness and
understanding of all standards and rubrics, processes, forms, and tools used in the
evaluation procedure.

FUNDING FOR ORIENTATION, PROFESSIONAL DEVELOPMENT AND TRAINING

A.

Teachers designated to an improvement plan. The evaluator and teacher shall jointly
identify training, classes, resources, etc.

All other teachers not identified above.

All requests for professional dollars shall be submitted to the District Treasurer,
including the cost of the professional development. If the request is denied, the District
Treasurer shall provide to the teacher, in writing, the reason for the denial within five
(5) working days. If the teacher believes the denial is arbitrary, capricious or
unreasonable, the employee may file a grievance, pursuant to Article Il of this
Contract.

V. EVALUATION STRUCTURE AND PROCEDURES

SCHEDULE OF EVALUATION

No teacher shall be subject to more than one (1) evaluation cycle per school year.

The evaluation cycle shall be completed no later than May 1 and the teacher shall
receive the final written report of the cycle, including the assigned evaluation rating,
not later than May 10.

CRITERIA FOR PERFORMANCE ASSESSMENT

A.

A teacher’s performance shall be based on the Ohio Educator Standards (or aligned
standards) and rubrics for teaching and the criteria set forth in the evaluation
instrument included as Appendix H of this Agreement.

Teacher performance shall be based on the evidence provided by the teacher and on
the formal observations and walkthroughs by the teacher’s assigned evaluator.
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C. A teacher may provide evidence to the credentialed evaluator to support and inform
an accurate reflection of the evaluation factors being evaluated. Examples include, but
are not limited to, student information affecting educational progress, student interest
or learning style surveys, newsletters, classroom rules, lesson plans, portfolios,
summative assessments, professional education organization work, education
awards, and student work samples. All evidence presented shall be included in the
report and will be considered in the evaluator’'s assessment of the teacher.

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

E. No misleading, inaccurate, untimely, undocumented, or unsubstantiated information
may become part of a teacher's performance assessment. All results and conclusions
of performance assessments shall be documented and supported by evidence
collected by the evaluator.

F. In implementing performance assessments, the District shall conduct all assessments
SO as to observe the legal and constitutional rights of teachers; and no teacher
performance information shall be collected by video or audio devices without the
express, written consent of the teacher being evaluated.

G. The District will not use video/audio evidence submitted to the ODE by the Resident
Educator as evidence to assess teaching performance.

H. No teacher shall be required to complete a self-assessment (e.g. OTES Self-
Assessment Form).

OBSERVATIONS

A. Schedule of Observations

1. One (1) formal observation shall occur in a year in which a teacher is not on an
evaluation cycle.

2. Teachers shall not receive a formal observation on a day before or after the
following: the administration of standardized testing, a holiday, any school
break of more than two (2) consecutive calendar days, or any leave of absence
of more than three (3) days.

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

4, All formal observations shall be announced.
B. Observation Conferences
1. A pre-observation conference shall occur between the evaluator and the

teacher not less than three (3) working days prior to each formal observation.
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At the pre-observation conference, the teacher shall provide evidence for the
work situation to be observed on the pre-observation form (Appendix H).

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

WALKTHROUGHS

A.

E.

F.

A walkthrough is a formative assessment process that focuses on one (1), but not
more than two (2), of the following components which results in brief written note(s) or
a summary:

1. Evidence of planning;

2. Lesson delivery;

3. Differentiation;

4. Resources;

5. Classroom environment;

6. Student engagement;

7. Assessment;

8. Any other component of the Standards for Ohio Educators and rubrics

approved for teacher evaluation.

The teacher shall receive electronic or written notification that identifies the focus,
date, and time of the walkthrough at least two (2) working days prior to each
walkthrough. If the teacher is on Board-approved leave during the time the evaluator
sends the notification, the walkthrough shall be rescheduled.

The teacher shall be provided a copy of the walkthrough form, including all scripted
and anecdotal documents relative to the walkthrough, no later than two (2) workdays
following the walkthrough.

At the request of the teacher, a formal debriefing shall occur no later than two (2)
workdays after the walkthrough to discuss observations of the evaluator.

Walkthroughs shall not disrupt the learning environment in the classroom.

Teacher’'s may request a walkthrough at any time.

HIGH QUALITY STUDENT DATA (HQSD)

A.

Each evaluation shall contain two (2) measures of high quality student data (HQSD).
When applicable to the grade level or subject area taught by the teacher being
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evaluated, HQSD shall include the value-added progress dimension as one (1) source

of HQSD.

B. When utilizing vendor assessments to construct HQSD, all related teaching, student,
and other educational materials shall be purchased, and all affected staff shall be
trained on utilization of the assessment program.

1. When utilizing a vendor assessment, the District shall assess the financial
impact on the budget and provide a copy to the Association President not less
than sixty (60) days prior to Board consideration.

2. The Evaluation Committee shall provide a recommendation to the
Superintendent and Association President on the use of a proposed vendor
assessment prior to submission to the Board of Education. The committee may
ask for the vendor to make a presentation to the committee.

3. All new vendor assessments shall be piloted for three (3) years prior to being
used as a source of HQSD, subject to the following;

a. Participation in the pilot is voluntary.

b. All teachers and credentialed evaluators will be trained on the vendor
assessment at the beginning of the pilot.

C. An assessment by the Evaluation Committee shall occur in May of each
school year.

d. The committee shall provide a recommendation whether to implement
the vendor assessment as a SGM to the Superintendent and
Association President by May 1 of the third year of the pilot.

C. HQSD shall be used as evidence in any component of the teacher’s evaluation related
to the following:

1. Knowledge of the students to whom the teacher provides instruction;

2. The teacher’s use of differentiated instruction practices;

3. Assessment of student learning;

4. The use of assessment data;

5. Professional responsibility and growth.

D. No evaluation factor shall be impacted by student performance on a test or tests.

E. HQSD shall not be aggregated to provide “shared attribution” among teachers in a

District, building, grade, content area, or other group.

PROFESSIONAL GROWTH AND IMPROVEMENT PLANS
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Professional growth and improvement plans shall be developed as follows:

1.

Teachers whose evaluation rating is Accomplished shall develop a self-
directed plan for continuing professional growth and may choose the
credentialed evaluator for their next evaluation cycle as set forth in this
Agreement.

Teachers whose evaluation rating is Skilled shall develop a professional growth
plan collaboratively with his/her credentialed evaluator and shall have input on
the selection of the credentialed evaluator for their next evaluation cycle as set
forth in this Agreement.

Teachers whose evaluation rating is Developing shall develop a professional
growth plan with their assigned evaluator, pursuant to the terms of this
Agreement.

Teachers whose evaluation rating is Ineffective shall develop a professional
improvement plan with their assigned evaluator, pursuant to the terms of this
Agreement.

If a teacher and evaluator are unable to agree on the evaluator’'s expectations
for the improvement plan, the teacher may request a teacher mentor/coach or
another mutually-agreed upon teacher of the District to facilitate further
discussion between the teacher and the evaluator toward development of the
improvement plan.

The Board shall provide professional development, mentoring/coaching, the allocation
of financial resources to accelerate teacher growth and improvement; and support to
poorly performing teachers.

A teacher in their first year of employment with the District shall not be placed on an
improvement plan.

The improvement plan shall include:

1.

2.

5.

Specific, measurable instructional practices to be observed;
Specific, evidence-based resources, and assistance to be provided;
Clearly articulated timelines for the completion of the plan; and

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

Shall utilize the form found in Appendix H of this Agreement.

Professional growth and improvement plans shall be aligned to the teacher’'s
evaluation and, if applicable, include one (1) component of the District’s or building
level improvement plan required under the “Elementary and Secondary Education Act
on 1965”, as amended.
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G. No improvement plan or professional growth plan will have more than two (2)
achievable goals per evaluation cycle.

MENTOR TEACHER FOR TEACHERS ON AN IMPROVEMENT PLAN

A. The District shall provide teachers on an improvement plan with a trained mentor
teacher who is not the credentialed evaluator. The mentor teacher shall be provided
release time to allow for consultations and/or observations with the teacher.

B. Role of the Mentor Teacher

a. The mentor teacher shall not have a formal evaluation role. The
mentor’s role is to support the growth of the teacher through formative
tools and practices.

b. The mentor teacher shall hold a valid teaching certificate/license and
shall be assigned to teachers with the same area of certification/license.

C. The mentor teacher shall have extensive knowledge of a variety of
classroom management and instructional techniques.

d. The mentor teacher shall have demonstrated the ability to work
cooperatively and effectively with the professional staff members.

2. Release Time/Compensation

a. Each mentor teacher shall be granted release time for mentoring
activities. Release time shall be separate from any other release time
covered under this Agreement and shall be coordinated by the building
administrator.

3. Protections

a. Other than a notation that a teacher provided additional service as a
mentor teacher, the teacher’s activities as a mentor teacher shall not be
part of his/her evaluation.

b. A mentor teacher shall not be requested or directed to make any
recommendation regarding the continued employment of the teacher
and/or advancement through the Resident Educator Program.

C. No mentor teacher shall be requested or directed to divulge information
from the written documentation or confidential mentor/mentee
discussions.

d. All interaction between the mentor teacher and the teacher shall be

regarded as confidential. Any violation of this tenet by the mentoring
teacher shall constitute grounds for immediate removal from the role as
mentor teacher and no information provided by the mentor shall be used
in the evaluation of the teacher.
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e. No data collected through the Ohio Resident Educator or Mentor
Program shall be used in the teacher performance evaluation rating or
for high-stake employment decisions.

f. If there are no volunteers from the bargaining unit who expresses
interest for the position of mentor, the Superintendent shall direct a
qualified bargaining unit member to the position for no more than one
(1) year as mentor. Involuntary assignment by the Superintendent shall
occur not more than once every three (3) years for a specific bargaining
unit member.

FINALIZATION OF EVALUATION

A.

Written Report

Before the evaluation cycle is final, and not later than May 10, a copy of the evaluation
report shall be given to the teacher and a conference shall be held between the
teacher and the evaluator.

The teacher shall have the right to make a written response and to have it attached
prior to it being placed in the teacher's personnel file. A copy, signed by both parties,
shall be provided to the teacher.

Completion of Evaluation Cycle

1.

The summative evaluation rating shall be based upon a preponderance of the
evidence, assessed in a holistic manner, that is aligned to the Ohio Educator
Standards. Only evidence gathered during the walkthroughs and formal
observations that are conducted for the current school year may be used.

The evaluation shall acknowledge, through the gathered evidence, the
performance strengths of the teacher evaluated as well as performance
deficiencies, if any.

The evaluator shall note evidence of all information used to support the
conclusions reached in the formal evaluation report.

The evaluation report shall be signed by the evaluator and the teacher to verify
notification to the teacher that the evaluation shall be placed on file. The
teacher's signature shall not be construed as evidence that the teacher agrees
with the contents of the evaluation report. Electronic signatures (e.g. a ‘PIN’)
may be used.

The evaluation report shall be completed, signed by both parties, and filed with
the Superintendent no later than May 10.

Any teacher who receives an evaluation rating of “Skilled” shall not be subject
to another evaluation cycle until the second school year following the rating
unless itis determined, in writing and through a preponderance of the evidence
available to the evaluator, that the teacher is not making progress on their
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professional growth plan.

7. Any teacher who receives an evaluation rating of “Accomplished” shall not be
subject to another evaluation cycle until the third school year following the
rating, unless it is determined, in writing and through a preponderance of the
evidence available to the evaluator, that the teacher is not making progress on
their professional growth plan.

8. The Superintendent shall annually file a report to the ODE including only the
following information:

a. the number of teachers for whom an evaluation was conducted;

b. the number of teachers assigned each rating (Accomplished, Skilled,
Developing or Ineffective) aggregated by the institution where they
received their teaching degree and the year in which they graduated.

All other information and documents obtained through the evaluation process
shall be stored and maintained by the District.

9. Upon request, teachers shall be given copies of all information and documents
obtained through the evaluation process.

Ohio Evaluation System (OhioES)

The use of OhioES or any other teacher evaluation electronic reporting and/or storage
system shall be done in such a way as to comply with B. (8) above and with the
assurance that the name of, or any other personally identifiable information is
transmitted outside of the District.

DUE PROCESS

A.

Teachers who disagree with and provide evidence that identifies errors with, data
sources, data collection or calculation, performance ratings, and/or the summative
evaluation rating shall be permitted to request a different credentialed evaluator. Such
requests shall be documented and approved by the District.

A teacher shall be entitled to Association representation at any conference held during
this procedure. The evaluator shall notify the teacher of this right prior to scheduling
any conference regarding this evaluation process.

Failure by the District to adhere to any timeline or condition established in this
Agreement shall render the evaluation, including the summative rating, void. Such
errors shall automatically require re-employment of the teacher under the appropriate
contract which they are otherwise eligible to receive under the collective bargaining
agreement and/or Ohio law.

Any violation of either procedural or substantive due process shall automatically
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require re-employment of the teacher under appropriate contract which they are
otherwise eligible to receive under the collective bargaining agreement and/or Ohio
law.

E. All provisions of OTES shall be governed by this Agreement, in compliance with Ohio
Rev. Code, and shall be grievable under the applicable grievance provisions of this
Agreement. The timeline for initiating a grievance shall begin with the reporting of a
teacher’s evaluation rating at the end of her/his evaluation cycle.

F. The Board shall amend its evaluation policy to conform to the terms of this Agreement.

VI. PERSONNEL ACTION
REQUIREMENTS
The evaluation procedure contained in this Agreement shall not be used in any decision

concerning the retention, promotion, removal, reduction, or recall of any teacher until three
(3) evaluation cycles have been completed.
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APPENDIX H
SOUTHERN LOCAL SCHOOL DISTRICT
OTES EVALUATION FORMS
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Ohio Teacher Evaluation System

Assessment of Teacher Performance

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 occur upon completion of each thirty (30) minute observation and post-conference. The evaluator is to consider evidence
gathered during the pre-observation conference, the observation, the post-observation conference, and classroom walkthroughs (if applicable). When completing the
performance rubric, please note that evaluators are not expected to gather evidence on all indicators for each observation cycle. Likewise, teachers should not be required
to submit additional pieces of evidence to address all indicators. The professionalism section of the rubric may use evidence collected during the pre-observation and
post-observation conferences as well as information from the Professional Growth and/or Improvement Plan (if applicable).

Teacher Name:

Date:

INSTRUCTIONAL PLANNING

Ineffective

Developing

Skilled

Accomplished

FOCUS FOR LEARNING

(Standard 4: Instruction)

Sources of Evidence:

Pre-Conference

The teacher does not demonstrate a clear
focus for student learning. Learning
objectives are too general to guide lesson
planning and are inappropriate for the
students, and/or do not reference the Ohio
standards.

The teacher communicates a focus for
student learning, develops learning
objectives that are appropriate for
students and reference the Ohio standards
but do not include measurable goals.

The teacher demonstrates a focus for
student learning, with appropriate learning
objectives that include measurable goal(s)
for student learning aligned with the Ohio
standards. The teacher demonstrates the
the goal
appropriateness for students.

importance  of and its

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)
fitinto the broader unit, course, and school
goals for content learning and skills.

INSTRUCTIONAL PLANNING

Evidence
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INSTRUCTIONAL PLANNING

ASSESSMENT DATA

(Standard 3: Assessment)

Sources of Evidence:

Pre-Conference

Ineffective Developing Skilled Accomplished
The teacher does not plan for the | The teacher explains the characteristics, | The teacher demonstrates an | The teacher purposefully plans
assessment of student learning or does not | uses, and limitations of various diagnostic, | understanding that assessment is a means | assessments and differentiates

analyze student learning data to inform
lesson plans.

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

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 the teacher may have
difficulty analyzing data to effectively
inform instructional planning and delivery.

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.

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

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

Evidence
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INSTRUCTIONAL PLANNING

Ineffective

Developing

Skilled

Accomplished

INSTRUCTIONAL PLANNING

PRIOR CONTENT
KNOWLEDGE / SEQUENCE /
CONNECTIONS

(Standard 1: Students;
Standard 2: Content;
Standard 4: Instruction)

Sources of Evidence:

Pre-Conference

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

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

The teacher makes clear and coherent
connections  with students’ prior
knowledge and future learning—both
explicitly to students and within the lesson.

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

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

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

Evidence
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INSTRUCTIONAL PLANNING

INSTRUCTIONAL PLANNING

KNOWLEDGE OF STUDENTS

(Standard 1: Students)

Sources of Evidence:
Analysis of Student Data

Pre-Conference

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

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

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

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

The teacher demonstrates familiarity with

students’ background knowledge and
experiences and describes multiple
procedures used to obtain this
information.

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

The teacher demonstrates an
understanding of the purpose and value of
learning about students’ background

experiences, demonstrates familiarity with
each student’s background knowledge and

experiences, and describes multiple
procedures used to obtain this
information.

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

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

Evidence
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Instruction and Assessment

Ineffective

Developing

Accomplished

LESSON DELIVERY
(Standard 2: Content;
Standard 4: Instruction;

Standard 6: Collaboration
and Communication)

Sources of Evidence:
Formal Observation

Classroom Walkthroughs/
Informal Observations

INSTRUCTION AND ASSESSMENT

A teacher’s explanations are unclear,
incoherent, or inaccurate, and are
generally ineffective in building student
understanding. The teacher uses language

that fails to engage students, s
inappropriate to the content, and/or
discourages independent or creative

thinking.

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

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

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 lesson is primarily teacher-directed.

Skilled

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

The teacher effectively addresses

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

Teacher explanations are clear, coherent,
and precise. The teacher uses well-timed,
individualized, developmentally

appropriate strategies and language
designed to actively encourage
independent, creative, and critical

thinking, including the appropriate use of
questions and discussion techniques.

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

Evidence
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Instruction and Assessment

Ineffective

Developing

Skilled

Accomplished

DIFFERENTIATION

(Standard 1: Students;
Standard 4: Instruction)

Sources of Evidence:
Pre-Conference
Formal Observation

Classroom Walkthroughs/
Informal Observations

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

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

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

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

Evidence
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Instruction and Assessment

Ineffective

Developing

Skilled

Accomplished

RESOURCES

(Standard 2: Content;
Standard 4: Instruction)

Sources of Evidence:
Pre-Conference
Formal Observation

Classroom Walkthroughs/
Informal Observations

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

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

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

Instructional materials and resources are
aligned to instructional purposes, are
varied and appropriate to ability levels of
students, and actively engage them in
ownership of their learning.

Evidence
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Instruction and Assessment

Ineffective

Developing

Skilled

Accomplished

CLASSROOM
ENVIRONMENT

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

Sources of Evidence:

Pre-Conference

INSTRUCTION AND ASSESSMENT

Formal Observation

Classroom Walkthroughs/
Informal Observations

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

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

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

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

The teacher is fair in the treatment of
students and establishes a basic rapport
with them. For example, the teacher
addresses  students’  questions  or
comments but does not inquire about their
overall well-being.

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

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

The teacher welcomes communication
from families and replies in a timely
manner.
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The teacher has positive rapport with
students and demonstrates respect for
and interest in all students. For example,
the teacher makes eye contact and
connects with individual students.

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

Transitions are efficient and occur
smoothly. There is evidence of varied
learning situations (whole class,

cooperative learning, small group and
independent work).

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

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

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

Transitions are seamless as the teacher
effectively maximizes instructional time
and combines independent, collaborative,
and 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.




Instruction and Assessment

Ineffective

Developing

Skilled

Accomplished

Expectations for behavior are not
established or are inappropriate and/or no
monitoring of behaviors occurs. The
teacher responds to  misbehavior
inappropriately.

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

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.

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.

Evidence
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Instruction and Assessment

Ineffective

Developing

Skilled

Accomplished

ASSESSMENT OF
STUDENT LEARNING

(Standard 3: Assessment)

Sources of Evidence:
Pre-Conference
Formal Observation

Classroom Walkthroughs/
Informal Observations

INSTRUCTION AND ASSESSMENT

Post-Conference

The teacher does not routinely use
assessments to measure student mastery.

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

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

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

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

The teacher gathers and uses student data
from a few sources to choose appropriate
instructional strategies for groups of
students.
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The teacher uses assessment data to
identify students’ strengths and needs, and
modifies and differentiates instruction
accordingly, although the teacher may not
be able to anticipate learning obstacles.

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

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

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

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

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




Instruction and Assessment

Ineffective

Developing

Skilled

Accomplished

The teacher does not provide students
with feedback about their learning.

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

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

The teacher provides substantive, specific,
and timely feedback to students, families,
and other school personnel while
maintaining confidentiality. The teacher
provides the opportunity for students to
engage in self-assessment and show
awareness of their own strengths and
weaknesses. The teacher uses student
assessment results to reflect on his or her
own teaching and to monitor teaching
strategies and behaviors in relation to
student success.

Evidence
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Professionalism

Ineffective

Developing

Skilled

Accomplished

PROFESSIONALISM

PROFESSIONAL
RESPONSIBILITIES

(Standard 6: Collaboration
and Communication;
Standard 7: Professional
Responsibility and
Growth)

Sources of Evidence:
Professional Development
Plan or Improvement Plan;

Pre-conference;

Post-conference;

daily interaction with
others

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

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

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

The teacher uses a variety of strategies to
communicate with students and families
and collaborate with colleagues, but these
approaches may not always be
appropriate for a particular situation or
achieve the intended outcome.

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

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

The teacher uses effective communication
strategies with students and families and
works effectively with colleagues to
examine problems of practice, analyze
student work, and identify targeted
strategies.

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

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

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

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

The teacher sets and regularly modifies
short-and long-term professional goals
based on self-assessment and analysis of
student learning evidence.

Evidence
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Classroom Walkthroughs and Informal

hio Teacher Evaluati
Ohio Teacher Evaluation System Observations

Classroom Walkthroughs / Informal Observation

An informal observation/ classroom walkthrough is a:
e Tool to inform evaluation that provides the opportunity to gather evidence of instruction over a series of short classroom visits;

e Process for giving targeted evidenced-based feedback to teachers; and
e Means for principals to visit classrooms more frequently and more purposefully.

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

e  Formal observation;

e  “Gotcha” opportunity for supervisors or evaluators;

e Isolated event; or

e 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, Skilled or Accomplished.

Guidelines for Informal Classroom Observations

Informally Observe All Teachers

All teachers benefit from informal classroom observations. Informal observations should last from 15 to 20 minutes; therefore, conduct only as many
observations in a day as you can follow up with on either the same or next day. Teachers need and deserve some type of immediate feedback.

Informally Observe As Often As You Can
The principal’s presence in the classroom 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 Teacher Evaluation System Classroom Walkthroughs and Informal
Observations

Make Time to Follow Up

Follow-up communication to informal classroom observations is a critical component. Follow-up will often be in writing but the evaluator should extend to
the teacher an invitation to discuss any comments provided face-to-face. The evaluator may also offer resources to help teachers refine their practice.

Teacher Driven Observations

While it is recognized that evaluators have many demands on their time, encouraging teachers to identify instructional periods for the evaluator to observe
can be a means for the evaluator to collect evidence related to a specific focus the teacher and evaluator may be working on.

Types of Data

Data collected as evidence of teacher practice may be quantitative, qualitative, or a combination of both. Quantitative data includes frequencies,
distributions and other counts or tallies. For example the observer could use a checklist to tally how many questions were asked of children in the front row
or children who had their hands raised versus not. The evaluator might also chart the types of questions asked (higher versus lower levels). Qualitative data
can include scripted notes detailing patterns of activities, vocabulary used, and events observed. In both cases accuracy is essential to ensure the credibility

of the process and the evaluator.
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Classroom Walkthroughs and Informal

hio Teacher Evaluati
Ohio Teacher Evaluation System Observations

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.

EVALUATOR OBSERVATIONS
|:| Instruction is developmentally appropriate |:| Lesson content is linked to previous and future learning
|:| Learning outcomes and goals are clearly communicated to students |:| Classroom learning environment is safe and conducive to learning

|:| Varied instructional tools and strategies reflect student needs and |:|Teacher provides students with timely and responsive feedback
learning objectives

|:| Content presented is accurate and grade appropriate |:| Instructional time is used effectively

|:|Teacher connects lesson to real-life applications |:| Routines support learning goals and activities
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|:| Instruction and lesson activities are accessible and challenging for |:| Multiple methods of assessment of student learning are utilized to guide
students instruction

|:|Other: |:| Other:

Evaluator Summary Comments:

Recommendations for Focus of Informal Observations:

Evaluator Signature: |:| Photocopy to Teacher
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Classroom Walkthroughs and Informal

hio Teacher Evaluati
Ohio Teacher Evaluation System Observations

Informal Observation: Open-Ended Form

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

Evaluator Signature: |:| Photocopy to Teacher
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Ohio Teacher Evaluation System Final Summative Rating

Final Summative Rating of Teacher Effectiveness

Proficiency on Standards 50% INEFFECTIVE DEVELOPING SKILLED ACCOMPLISHED

Cumulative Performance Rating

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

LEAST APPROACHING ABOVE MosT
Student Growth Data 50% AVERAGE
EFFECTIVE AVERAGE AVERAGE EFFECTIVE
Student Growth Measure of Effectiveness
Areas of reinforcement/ refinement:
Final Summative (Overall) Rating INEFFECTIVE DEVELOPING SKILLED ACCOMPLISHED

Check 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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Ohio Teacher Evaluation System Improvement Plan

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 has a final summative rating of ineffective. However, districts have
discretion to place a teacher on an improvement plan at any time based on deficiencies in any individual component of the evaluation system. The purpose of
the improvement plan is to identify specific deficiencies in performance and foster growth through professional development and targeted support. If corrective
actions are not made within the time as specified in the improvement plan, a recommendation may be made for dismissal or to continue on the plan.

Section 1: Improvement Statement - List specific areas for improvement as related to the Ohio Standards for the Teaching Profession. Attach documentation.

Performance Standard(s) Addressed in this Plan Date(s) Improvement Area or Concern Specific Statement of the Concern: Areas of
Observed Improvement

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

Beginning Date Ending Date Level of Performance

Specifically Describe Successful Improvement Target(s)
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Ohio Teacher Evaluation System

Improvement Plan

Improvement Plan (continued)

Section 3: Specific Plan of Action

to document the completion of the improvement plan.

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

Actions to be Taken

Sources of Evidence that Will Be Examined
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Section 4: Assistance and Professional Development

Describe in detail specific supports that will be provided as well as opportunities for professional development.

Date for this Improvement Plan to Be Evaluated:

Teacher’s Signature: Date:

Evaluator’s Signature: Date:

The evaluator’s signature on this form verifies that the proper procedures as detailed in the local contract have been followed.
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Ohio Teacher Evaluation System Improvement Plan

Improvement Plan: Evaluation of Plan

Teacher Name: Grade Level/ Subject:

School year: Building: Date of Evaluation:

The improvement plan will be evaluated at the end of the time specified in the plan. Outcomes from the improvement plan demonstrate the following action
to be taken;

[ ] Improvement is demonstrated and performance standards are met to a satisfactory level of performance*

[ ] The Improvement Plan should continue for time specified:

[] bismissal is recommended.
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Comments: Provide justification for recommendation indicated above and attach evidence to support recommended course of action.

I have reviewed this evaluation and discussed it with my evaluator. My signature indicates that | have been advised of my performance status; it does not
necessarily imply that | agree with this evaluation.

Teacher’s Signature: Date:
Evaluator’s Signature: Date:

The evaluator’s signature on this form verifies that the proper procedures as detailed in the local contract have been followed.

*The acceptable level of performance varies depending on the teacher’s years of experience. Teachers in residency—specifically in Years 1 through 4—are
expected to perform at the Developing level or above. Experienced teachers—with five or more years of experience—are expected to meet the Skilled level or
above.
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Professional Growth Plan

Ohio Teacher Evaluation System

Professional Growth Plan

As a result of the evaluation process, teachers and evaluators should focus on accelerating and continuing teacher growth through professional development. Professional
development should be individualized to the needs of the teacher, and specifically relate to his/her areas of refinement as identified in the teachers’ evaluation. The evaluator

should recommend professional development opportunities, and support the teacher by providing resources (e.g., time, financial).

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
discussed

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

Goal 1: Student Achievement/Outcomes for Students

Goal Statement:
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Evidence Indicators:

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

Goal Statement:

Evidence Indicators:

Evaluator Signature Date Teacher Signature Date

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

Self-Assessment Summary Tool

Self-Assessment

Directions: Teachers should record evidence to indicate strengths and areas for growth for each standard. Then, look across Name:

all of the standards holistically and identify two priorities for the upcoming year. Note these two priorities with check marks Date:

in the far-right column.

Standard

Strengths

Areas for Growth

Priorities (Check 2)

Standard 1:

Students

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

High expectations for all students

Respect for all students

Identification, instruction and intervention for special populations

Standard 2:

Content

Knowledge of content

Use of content- specific instructional strategies to teach concepts and skills
Knowledge of school and district curriculum priorities and Ohio’s Learning Standards
Relationship of knowledge within the discipline to other content areas

Connection of content to life experiences and career opportunities

Standard 3:
Assessment

Knowledge of assessment types

Use of varied diagnostic, formative and summative assessments

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

Inclusion of student self-assessment and goal-setting

Standard 4:

Instruction

Alignment to school and district priorities and Ohio’s Learning Standards

Use of student information to plan and deliver instruction

Communication of clear learning goals

Application of knowledge of how students learn to instructional design and delivery
Differentiation of instruction to support learning needs of all students

Use of activities to promote independence and problem-solving

Use of varied resources to support learner needs
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Standard

Strengths

Areas for Growth

Priorities (Check 2)

Standard 5:

Learning
Environment

Fair and equitable treatment of all students

Creation of a safe learning environment

Use of strategies to motivate students to work productively and assume responsibility for learning
Creation of learning situations for independent and collaborative work

Maintenance of an environment that is conducive to learning for all students

Standard 6:

Collaboration &

Clear and effective communication

Shared responsibility with parents/caregivers to support student learning
Collaboration with other teachers, administrators, school and district staff
Collaboration with local community agencies

Standard 7:

Professional

Responsibility |[Communication

and Growth

o Understanding of and adherence to professional ethics, policies and legal codes

Engagement in continuous, purposeful professional development

o Desire to serve as an agent of change, seeking positive impact on teaching quality and student

achievement
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