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I. RECOGNITION 

A. Bargaining Agent 

The Buckeye Local School District Board of Education, (hereinafter "Board") 
recognizes the Buckeye Education Association, an affiliate of the Ohio Education 
Association (OEA)/National Education Association (NEA), (hereinafter 
"Association") as the sole and exclusive bargaining agent for the bargaining unit 
as defined herein. 

B. Bargaining Unit 

The bargaining unit shall include all nurses and classroom teachers, special 
teachers (art, remedial reading, music, physical education, etc.), project directors, 
department heads, school counselors, librarians, intervention specialists, and 
other non-administrative certificated employees of the Board who do not have 
evaluative authority with respect to hiring and firing of instructional staff. Members 
of the bargaining unit hereinafter will be called teachers. 

C. Excluded from the Bargaining Unit  

The bargaining unit shall not include any personnel employed or to be employed 
as management-level personnel such as Superintendent, Assistant 
Superintendent, principal, assistant principal, confidential employees, and 
supervisors as defined in Section 4117.01 of Revised Code or casual employees. 

D. Hourly Tutors 

The bargaining unit shall include hourly tutors. Hourly tutors shall have all rights 
granted other bargaining unit members under this Agreement; except hourly tutors 
are paid an hourly rate of .0007 of the B.A. base, do not accrue seniority, and are 
employed only under one-year limited contracts that may be non-renewed without 
compliance with O.R.C. 3319.11 and 3319.111. The number of hours per day and 
days per week to be worked by hourly tutors are assigned by the building principal, 
as needed. Tutor positions are excluded from the reduction in force procedures 
set forth in Article XII and will be posted only for informational purposes in 
accordance with Article VI. Tutors shall not be regularly assigned duties normally 
assigned to classroom teachers and will not be used to replace a classroom 
teacher. The Administration will make reasonable efforts to notify tutors in advance 
of known student absences. All tutors, including home tutors, shall be paid an 
hourly rate of .0007 of the BA Base. 
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II. NEGOTIATIONS PROCEDURES 

A. Notice of Negotiations  

Negotiations for a successor agreement may be initiated by either party by giving 
written notice to the other party of an intent to renegotiate this Agreement no later 
than April 1 of the year in which this Agreement expires. 

B. Negotiations  

1. Negotiations Meeting Period 

The first negotiation session will be held no later than April 30 of the year in 
which this Agreement expires. 

2. Scope of Negotiations 

At the initial negotiations session both teams shall mutually exchange 
proposals of all items pertaining to wages, hours, or terms and other 
conditions of employment and the continuation, modification or deletion of 
any existing provisions of this Agreement to be considered during 
negotiations. The proposed items will serve as the agenda, and no new 
items can be submitted by either side except by mutual agreement. 

3. Negotiating Teams 

The Board and the BEA shall be represented at all meetings by a team of 
negotiators not to exceed five (5) members each. All negotiations shall be 
conducted exclusively between said teams. In addition to said teams, each 
party shall be authorized to admit any number of observers to each meeting. 
Such persons shall be without the right to speak or to otherwise comment 
to either party unless requested to do so by the negotiating team they 
support. 

4. Proposals 

Members of the respective negotiations teams have the power and authority 
to negotiate, that is to make proposals, consider proposals, and make 
concessions in the course of discussion. 

5. Tentative Agreements 

During the course of negotiations, items tentatively agreed to shall be reduced 
in writing and initialed by the chief negotiator of each negotiations team and 
set aside. Initialed items of agreement shall not be submitted as unresolved 
issues at any impasse or dispute settlement procedures. 

6. Information 

Prior to and during the period of the negotiations meeting the Board and BEA 
agree to provide each to the other, upon written request and within a 
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reasonable time period, essential information available concerning financial 
resources of the district and such other information as will assist the respective 
negotiations teams in developing intelligent, accurate, and constructive 
programs that will be in the best interest of all parties concerned with a quality 
educational program. 

7. Consultants 

The parties may call upon professional and lay consultants to assist in all 
negotiations. During all negotiating meetings between the parties, such 
consultants may attend only as observers without the right to speak or to 
otherwise comment to either party unless requested to do so by the 
negotiating team they support or by members of the team. The expense of 
such consultants shall be borne by the party requesting them. 

8. Recess 

Either team may declare a recess when it appears that meaningful progress 
cannot be attained. A recess can only commence after mutual agreement for 
the time and place for the continuation of the negotiations has been 
determined and item agreement has been followed. 

9. Caucus 

Either team may call for a caucus at any time. A caucus shall not be for 
longer than thirty (30) minutes unless an extension is mutually agreeable to 
both teams. 

10. News Releases 

While negotiations are in process, news releases shall be made only with 
mutual agreement of the negotiations teams. Said releases shall be in writing 
and each team shall have a copy of the statement prior to release. 

11. Progress Reports 

Progress reports may be made to the represented bodies by either 
negotiations team at the discretion of the team. 

C. Agreement 

1. Ratification 

When agreement is reached on the items being negotiated, a final written copy 
shall be submitted to both parties for ratification, first to the BEA then to the 
Board. 
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2. Copies of the Agreement 
 
a. The final written copy will contain the following: (1) terms of the 

Agreement; and (2) effective date of the Agreement. 
 

b. When approved by both parties, it shall be signed by their respective 
Presidents and shall be entered into the official minutes of the Board. 
Thereupon, the items agreed to shall constitute revisions of school 
policies. When applicable, provisions will be reflected in the 
individual contract or statement of conditions of service as submitted 
to employees. 

D. Alternate Dispute Resolution Procedure/Impasse  

If agreement on a successor contract is not reached within thirty (30) days prior to 
the expiration of the contract, either party may notify the Federal Mediation and 
Conciliation Service (FMCS) that the issues in dispute are being submitted to 
mediation and requesting a mediator to assist in negotiations. The first mediation 
session shall begin within ten (10) days after notification and the appointment of 
the mediator from FMCS. The parties may agree to mutually extend the time 
period. The parties shall continue mediation until the expiration of this Agreement. 
Upon mutual agreement, the parties may extend mediation in an attempt to resolve 
issues. The Association retains the right to strike in accordance with O.R.C. 
4117.14(D) (2) upon the expiration of this Agreement. 

E. Alternate Negotiations Procedure 

The parties will meet no later than December 1 prior to the expiration of the 
Agreement to discuss whether an alternate negotiations procedure (e.g. interest 
based bargaining) will be used instead of the traditional procedure described 
above. Should the parties agree to an alternate negotiation procedure, ground 
rules will be established and Sections B.1, B.2, B.3, B.8 and B.9 reflected above 
shall be waived. 

 

III. MANAGEMENT RIGHTS 

The Board hereby retains and reserves unto itself, without limitation, all powers, rights, 
authority, duties and responsibilities conferred upon and vested in it by the laws and 
Constitution of the State of Ohio and of the United States, including, but not limited to, the 
rights identified in Section 4117.08(C) of the Revised Code which is specifically 
incorporated herein by reference. The exercise of the foregoing adoption of policies, rules 
and regulations and practices in furtherance thereof, and the sole and exclusive exercise 
of judgment and discretion in connection therewith shall be limited only by the specific 
and express terms of this Agreement. 
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IV. NON-DISCRIMINATION 

The Board shall not unlawfully discriminate with regard to disability, race, color, national 
origin, sex, sexual orientation, religion, age, or genetic make-up. Nor shall the Board 
discriminate against any employees because of membership in the Association or 
participation in Association activities. 

 

V. CHANNELS OF COMMUNICATION/PERSONNEL FILE 

A. Channels of Communication 

The Buckeye Board of Education and the Buckeye Education Association 
recognize the need for effective communication between the parties as outlined 
below. The procedure shall not be construed to take the place of, nor used to 
circumvent the contractual grievance procedure. 

1. Effective flow of two-way communications are to be accomplished by the 
following channels: 

a. Share and explore concerns with the building principal. If this avenue 
is unsatisfactory or is not feasible, then 

b. Share and explore any concern with the BEA if not previously 
accomplished. Request a joint meeting with BEA, teacher or 
teachers concerned and Superintendent to further explore any 
unresolved areas. 

c. If above procedures have been followed and areas of concern 
remain, a formal communication may be brought to the attention of 
the Board of Education, as the policy-making body. 

2. Casual conversations concerning topics or issues not subject to 
negotiations and/or which fall outside the scope of the Agreement, the 
formal and informal process of negotiations, and official conversations 
between BEA leadership and the Superintendent are not subject to this 
communications flow chart. 

3. In addition, this flow of communications may not be used to restrict or in any 
way minimize the citizenship rights of an employee. 

B. Personnel Files 

1. A personnel folder for each teacher will be accurately maintained in the 
central office. 

2. In addition to the application for employment and references, personnel 
folders will contain records and information relative to compensation, payroll 
deductions, evaluations, and such information as may be required by the 
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state or federal government or which is significant to the performance of the 
duties and responsibilities identified in the applicable job description. Such 
materials may include written statements entered by either the 
Administration or the teacher into the personnel file such as special awards, 
honors, or recognitions. All documents included in a teacher's file shall be 
dated and identifiable as to source and a copy shall be given to the teacher 
upon placement in the personnel file. Undated materials shall be date-
stamped prior to inclusion in the file. A teacher may request and shall 
receive one (1) copy of any item in his/her file, exclusive of confidential 
letters of recommendation. 

3. Public access to personnel files will be consistent with state law. When a 
person files a request to review a file of an employee, the employee whose 
file is being reviewed shall be notified, within three (3) business days (i) who 
reviewed the file (ii) if copies of documents are made, (iii) a list of the 
documents that were copied. The Superintendent will take the necessary 
steps to redact information that is not "public" including but not limited to 
social security number, address, telephone numbers, health related 
information, criminal background check results and any other information 
deemed confidential under state or federal law. 

4. Teachers will have the right, upon twenty-four (24) hour prior notice, to 
review the contents of their personnel file. Such requests will be made to 
the Superintendent and scheduled for the earliest convenient time for the 
parties involved. 

5. No new material shall be placed in the teacher’s personnel file without prior 
knowledge to the teacher. 

6. Teachers may make written objections to any information contained in the 
file. Any written objection must be signed by the teacher and will become a 
part of the teachers personnel file. Anonymous material or material from an 
unidentifiable source will not be placed in a teacher's file. Teachers shall be 
permitted to request the Superintendent remove any item which has been 
in the file at least three (3) years. The Superintendent shall review the 
request and advise the teacher if he/she agrees to remove the item(s) within 
five (5) days. If the request is denied the Superintendent shall provide the 
reasons for the denial which shall not be arbitrary or capricious. No review 
of the file by an outside person shall be permitted until the Superintendent 
responds to the removal request. The materials removed will remain a 
public record but will be maintained in a separate "archive" file. 

7. Building principals shall be permitted to maintain a working file for each 
teacher. Teachers shall have the right to review the building principal's file 
and respond in writing to any document contained therein. Said response 
shall be attached to the document in the principal's file. 
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VI. TRANSFER AND ASSIGNMENT 

A. Notification of Vacancies 

1. A vacancy shall be defined as either a position to replace a teacher on leave 
of absence which is expected to last a full school year or longer or a 
teaching position or extracurricular position which is either newly created or 
which will be unfilled by the incumbent teacher (which shall not include long-
term substitutes) for the following school year because of death, transfer, 
retirement, resignation, termination or non-renewal and which the Board 
intends to fill. A "vacancy" does not include changes in grade levels within 
a building that do not require additional staff. In the event a vacancy is 
created due to a leave of absence which is expected to last one (1) or more 
school years, the position may be filled by a substitute teacher. However, 
should that substitute teacher fill the position more than sixty (60) 
consecutive days, that substitute will be given a limited teacher contract 
which may be non-renewed without compliance with O.R.C. 3319.11 and 
3319.111. In the event the leave of absence is expected to carry over into 
the following school year, that position will be posted in accordance with the 
procedures set forth in Subsection 2. Administrative positions will be posted 
as a matter of information, although they do not fall within the terms of this 
Agreement. Likewise, tutor vacancies (those other than home tutors and 
which trigger the need for hiring/assigning another employee) will be posted 
as a matter of information. 

2. No vacancy will be filled until the following procedures are followed: 

a. The Superintendent shall notify the staff of vacancies by the following 
methods: 

i. By building principal written notices during the school year; 
 

ii. By posting on the central office bulletin board during the summer 
months and on the District's webpage. Teachers will also receive 
notice via email on their school account and via an automated 
call to the teacher's designated summer phone number with the 
vacancies deemed posted at noon on each Monday; 
 

iii. Copies of vacancy lists will be sent to the building 
representatives and the President at all times; and 
 

iv. At the time an extracurricular position is posted, the 
qualifications for that position shall be posted as well. 

b. From September 1 to July 31, a teacher has seven (7) days to apply 
for the position after posting. Applications shall be in writing (which 
includes email or facsimile) and should be confirmed by the teacher 
with a phone call. 
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c. Except during the month of August, no vacancy will be filled until 
seven (7) days from the date the notice is posted. 

3. Home tutor positions will only be posted as a matter of information after 
exhaustion of the following steps: 

a. Student's classroom teacher is unavailable. 

b. Classroom teachers within student's building who are certified in the 
subject/grade level are unavailable. 

c. The tutors in the student's building are unavailable. 

B. Survey 

On or before May 10 teachers may voluntarily submit a form to their principal of 
their desire with regard to assignment within their building or for an assignment 
change (grade level, subject, building, etc.). Teachers shall be permitted to submit 
updates as desired. The Association shall develop the form which will be made 
available in the office of each building. The Association President shall receive a 
copy of all survey forms. Preferences indicated on the form will be considered in 
making changes in assignments. 
 

C. Basis of Selection 

1. Teachers shall be placed in their field of certification. When a teacher holds 
two (2) or more certifications, consideration will be given to place the 
teacher in his/her preferred certification as stated in the survey outlined in 
Section B of this article. 
 

2. No reassignment of staff from his/her current teaching assignment as 
established in Section E of this Article will be made to fill a vacancy nor 
outside applicants hired, before the vacancy is posted and all teachers who 
have indicated a desire for such assignment in response to the posting have 
been considered for the vacancy. 
 

3. Teachers under regular contract will be given first consideration over 
applicants outside the system when filling a vacancy. 
 

4. Previously employed hourly tutors that hold proper certification and make a 
written application will be granted an interview for positions that are 
available to candidates outside the district. The granting of an interview 
does not guarantee that the hourly tutor will be awarded the position. 
 

5. In the event the Superintendent determines that two (2) or more applicants 
hold the proper certification/licensure for the position; hold similar grade level/ 
content area concentration; and the staffing and curriculum needs of the 
District will be satisfied, the most senior of such teachers will be 
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recommended for the vacancy. Seniority is defined here and throughout the 
Agreement as the number of continuous years of service in the District. 

D. Involuntary Transfer 

1. Movement from one school to another (except in situations where the 
movement is caused by the closing of a building) is considered a transfer, 
but movement within a school is not considered a transfer. 
 

2. Prior to an involuntary transfer, the Board will seek volunteers from among 
those teachers who have submitted requests for change of assignment or 
building in accordance paragraph B, of this Article, if such voluntary transfer 
fulfills the needs of the District. Should there be more than one (1) volunteer 
the most senior applicant shall be chosen. 
 

3. The reasons for involuntary transfer shall not be discriminatory, arbitrary or 
capricious. 
 

4. A teacher who is involuntarily transferred shall have the option to request 
and receive written reasons for the involuntary transfer. 
 

5. The Superintendent, upon a request, shall discuss the involuntary transfer 
with the teacher involved. 
 

6. If the teacher being transferred is not satisfied with the result of the 
conference with the Superintendent, the teacher may request a meeting 
with representatives of the Association and the Superintendent. 
 

7. A teacher who is involuntarily transferred will not be subject to another 
involuntary transfer for a period of three (3) years without cause. 
 

8. No teacher with twenty (20) or more years of service will be involuntarily 
transferred unless no other options exist to utilize current staff with less 
seniority than the teacher. The Superintendent shall, upon request, provide 
the Association with specific documentation to verify the lack of other 
options. The Association shall retain the right to file a grievance if it does 
not agree with the Superintendent. 
 

9. Any teacher required to relocate to a different building during the school 
year shall be paid a stipend of one hundred-fifty dollars ($150). 

E. Assignments  

1. Elementary teachers will receive written notification no  
later than the last day of each school year stating their tentative grade level 
and building assignment. 
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2. Secondary teachers will receive written notification no later than the last day 
of each school year stating the tentative teaching assignment (building, 
certification areas) tentative number and type of preparations and tentative 
schedule. 

 
3. If there are any changes in the teacher's tentative assignment, the teacher 

will be notified in writing within five (5) days of the administrative decision to 
change the schedule. 

F. Supplemental Contracts  

With the exception of supplemental contracts issued prior to August 16, 2008, all 
supplemental positions filled with non-bargaining unit members will be posted 
annually. The Superintendent reserves the right to recommend to the Board the 
applicant deemed most qualified by the Superintendent to fill the supplemental 
duties. 

 

VII. TEACHING CONTRACTS 

A. Limited Contracts 

1. Limited contract teachers shall be issued a one-year limited contract. 

 
a. Nothing in this section is intended to alter the Board's right to non-

renew a limited teacher's contract in accordance with ORC 3319.11. 

2. Notice 

Notice of intent not to renew a contract shall be given in writing not later 
than June 1. 

3. Conference 

A teacher, upon receipt of notice of intent not to renew a contract, shall have 
five (5) school days to request, in writing, a meeting with the Superintendent 
to discuss the reasons for the recommendation. 

a. Such meeting shall be arranged by the Superintendent within seven 
(7) school days of receipt of the written notice. 
 

b. The meeting shall be limited to the teacher, his/her representative 
(who may be the UniServ Consultant), and the Superintendent and 
his/her representative. 
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4. Superintendent's Recommendation 

The recommendation made to the Board of Education by the 
Superintendent will be in accordance with the Ohio Revised Code Section 
3319.11. 

B. Notice of Eligibility for Continuing Contracts 

A teacher who is or will become eligible prior to June 1 of the current school year 
for continuing contract consideration must notify the Superintendent in writing on 
or before September 1. A teacher who does not notify the Superintendent on or 
before September 1 will not be eligible for continuing contract consideration until 
April of the following year.  Limited Contract teachers will receive a written reminder 
of this notice requirement ten (10) days before September 1 along with the 
application form which shall include information of the process, procedure, and 
requirements needed to apply.  This provision is in addition to Ohio Revised Code 
Section 3319.11(B). 

C. Extended Time 

Teachers on extended time shall be paid at their per diem rate as follows, 
depending on the number of extended days approved by the Superintendent: 

Band Director     up to 20 days 

Middle School Associate Band Director  up to 20 days 

High School Chorus Director   up to 10 days 

Middle School Chorus Director      up to 5 days 

Elementary Music Director    up to 6 days (per Building) 

Teachers who receive extended time under this provision will prepare a calendar 
prior to the end of the school year but no later than May 5th for which to work the 
prescribed number of days in the upcoming year.  This calendar shall be created 
jointly by the building Administrator and the appropriate Director, and a copy 
provided to the payroll department.  No reasonable days shall be denied; however, 
in order to be paid for an extended day, the teacher must actually work the day – 
e.g., a sick day does not “cover” an extended day. Any change from the approved 
calendar will need to be approved by an Administrator. 

 

VIII. LEAVES OF ABSENCE 

A. Sick Leave 

1. To protect teachers against economic hardships, provisions should exist 
which permit employees to be fit both mentally and physically, including paid 
sick leave. 
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2. Procedure 

Whenever a teacher is unable to report for duty, he/she shall complete the 
absence form via the District’s electronic/online reporting system by 5:00 a.m. 
for the middle and high school and 6:00 a.m. for elementary or as soon as the 
teacher becomes aware he/she will not be able to report for duty. If the teacher 
is aware of the need for a substitute the day before, completion of the online 
absence form at that time will be appreciated as this gives more time to 
arrange for a substitute. If the teacher anticipates he/she will be unable to 
return to work for several days, that information can be shared and the teacher 
shall indicate the type of absence on the online form for each of those days.  
The teacher will only have substitute coverage for the specific days the 
teacher reports off sick.  Otherwise, it is assumed the teacher will report for 
work the next workday. If a teacher becomes ill on the job, he/she should 
notify the principal in advance of leaving his/her job, so there will be time to 
obtain a substitute. 

A teacher reporting off after the above-stated times/cut-off shall call their 
building principal. 

3. Reasons 

Teachers shall be entitled to fifteen (15) days sick leave with pay, for each 
year under contract, which shall be credited at the rate of one and one-
fourth (1-1/4) days per month. Teachers, upon approval of the responsible 
administrative officer of the School District, may use sick leave for absence 
due to personal illness, injury, exposure to contagious disease, disability 
from pregnancy, childbirth and adoption, and absence due to illness or 
death in the employee's immediate family. Sick leave days shall be used in 
half-day or full-day increments. 

4. Immediate Family 

Immediate family for purposes of illness shall include father, mother, sister, 
brother, husband, wife, child, parent-in-law, daughter-in-law, son-in-law, 
grandparent, grandchild or any member of the household who has stood in 
the same family relationship with the employee as any of these. From the 
standpoint of death, in addition to the preceding: in-laws, aunts, uncles, 
nieces, nephews, grandchildren, or any member of the household who has 
stood in the same family relationship as these will be approved. 

5. Accumulation 

The maximum accumulation of sick leave will be three hundred-twenty five 
(325) days. 
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6. Advancement of Sick Leave Days 

Each beginning teacher or each full-time certified employee, who has 
exhausted his/her sick leave, shall be advanced ten (10) days. Sick leave 
earned during the year shall reduce the number of days advanced by one 
and one-fourth (1-1/4) days for each completed month of service. In no 
instance may an employee be advanced more than he/she can legally earn 
for that year. Upon termination of employment or request for a leave of 
absence, sick leave days advanced but not earned will result in a payroll 
deduction. 

7. Notice 

A statement of accumulated sick leave for all teachers will be contained in 
each paycheck. 

8. Forms 

The Board shall require a teacher to complete the online absence form to 
justify the use of sick leave. If medical attention is required, the employee's 
statement shall list the name and address of the attending physician and 
the dates when he/she was consulted. For disability from pregnancy, 
childbirth and adoption, the teacher shall also submit the information 
required by paragraph E., 6. of this Article. 

9. Falsification of Statement 

Falsification of a statement is grounds for suspension or termination of 
employment under Section 3319.16 of the Ohio Revised Code. 

10. Reasons for Use of Sick Leave 

When a teacher has used five (5) cumulative sick leave days in a school 
year the administrator may inquire of the teacher the reasons for the use of 
the leave and may require medical certification to justify the use of 
subsequent leave. This discussion may occur each time in which a teacher 
has used another five (5) cumulative sick leave days in the same school 
year. 

B. Sick Leave Pool 

1. If a teacher is currently incapacitated due to an accident, catastrophic 
illness, or long-term illness of the teacher, his/her spouse or minor child, 
and has exhausted all of his/her accumulated and advanced sick leave, and 
all accumulated personal leave, the teacher may apply to use the sick leave 
pool (Appendix J). Illness for this section is defined as a situation where it 
is anticipated the teacher will be absent at least twenty (20) working days. 
Upon approval of the request, the BEA President will notify the membership, 
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seeking donated days. Teachers may donate up to ten (10) days (Appendix 
K) of their accumulated sick leave to the absent teacher. 

2. No teacher may receive more than an aggregate of sixty (60) donated sick 
leave days in any one school year. 

3. The BEA President will communicate to the Treasurer the name(s) of the 
donating teacher(s) and the number of days to be deducted from the 
donating teacher(s) sick leave balance and will provide the completed Sick 
Leave Donation Forms (Appendix K). In the event more days are donated 
than can be used (i.e. the receiving teacher returns to work earlier than 
anticipated), the BEA President will communicate to the Treasurer the 
names of the donating teacher(s) who will be credited with sick leave and 
the number of days to be credited. 

4. Donated sick leave shall be added to the accumulated sick leave of the 
absent teacher and deducted from the donating teacher(s). 

5. A teacher who meets the criteria set forth in paragraph (a) above, but who 
has been approved for other paid benefits such as STRS retirement 
(disability or regular), will not be eligible to use the Sick Leave Pool. 

6. The Superintendent will require a doctors certificate verifying eligibility. If 
the Superintendent and BEA President are not in agreement as to whether 
the teacher applying for days from the sick leave pool meets the eligibility 
requirements, either the Superintendent or BEA President may decide that 
the specific situation will be decided by the Sick Leave Pool Committee. The 
Sick Leave Pool Committee is comprised of two (2) administrators 
appointed by the Superintendent and three (3) teachers appointed by the 
BEA President. The decision of this Committee is made by majority vote 
and cannot be appealed or grieved. 

C. Personal Leave 

1. Maximum Days 

Personal leave shall not be deducted from sick leave accumulation and no 
salary deduction shall be made. 

Each bargaining unit member shall be granted at the start of each school year 
three (3) personal leave days to be taken at such time as the teacher desires 
provided that except for those emergency situations which preclude the 
making of prior arrangements, such days off shall be scheduled at least twenty-
four (24) hours in advance. Personal days shall be used in half-day or full-day 
increments. 
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2. Application 

Applicant must complete the online form indicating that personal leave is 
requested. 

Other 

The Superintendent may grant additional personal leave day(s) for other 
valid reasons, and/or in emergency situations, when personal leave days' 
entitlement has been exhausted. 

3. Personal Leave Use 

In the event an employee wants to use one (1) personal day to extend a 
scheduled school break (Thanksgiving, Winter, and Spring break) the 
employee will be charged for two (2) personal days. No personal day may 
be used during the first five (5) days or last ten (10) students contact days 
in the school year without prior approval from the Superintendent. Abuse of 
these provisions will constitute grounds for disciplinary action. 

4. Up to one (1) unused personal day will be carried over to the next school 
year. All other unused personal leave days will be converted to sick leave 
days at the end of each school year. 

D. Sabbatical Leave 

1. Procedure 

a. Application 

Upon written application made not later than February 1 of any 
school year, and with the approval of the Superintendent of Schools 
and the Board of Education, not more than two percent (2%) of the 
professional staff shall be granted sabbatical leaves for the following 
school year. 

b. Screening Committee 

All applications for sabbatical leaves will be reviewed for 
recommendation to the Superintendent and Board by a committee 
consisting of three (3) representatives of the Board and three (3) 
representatives of the Association. 

c. Qualifications 

The committee shall consider, among other qualifications, the 
following: 

i. The proposed program of the applicant as related to 
professional graduate study. 
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ii. The value of the proposed program to the Buckeye Local 
School District, its pupils, and the individual applicant. 

d. Approval, Compensation, and Replacement 

Teachers approved for a sabbatical leave will be notified of their 
approval by March 1 or as soon thereafter as possible. Once 
approved, the teacher will be required to take sabbatical unless the 
request is withdrawn on or before June 1 or unless the teacher 
presents documentation to the Superintendent of the loss of 
expected financial assistance or significant loss of income which 
would negatively impact on the teacher's ability to take this 
sabbatical leave. Teachers on a sabbatical leave shall be entitled to a 
salary equal to the difference between the teacher's regular contract salary 
in effect at the time the sabbatical leave is approved and the salary of the 
replacement teacher hired for period of absence not to exceed Step 5 on 
the B.A. column. Replacement teacher must be certified by administration 
as available before leave is approved. Teachers on sabbatical will be 
advised of their options with regard to STRS contributions for the period of 
the leave. 

e. Contract 

A teacher on sabbatical leave will be given an employment contract 
for the year of leave. 

f. Requirements 
 
i. In order to be eligible for a sabbatical leave, a teacher must 

have been employed in the Buckeye Local School District for 
at least five (5) years. 
 

ii. Teachers requesting such leaves must accompany their 
applications with a detailed plan for the use of their sabbatical 
leaves. Within sixty (60) days after the expiration of his/her 
leave, a teacher will make a written report to the 
Superintendent of Schools detailing the use which was made 
of his/her leave. The teacher will present to the 
Superintendent a transcript from the university or college 
attended. 
 

iii. As a condition of being granted a sabbatical leave, a teacher 
must agree to teach in the Buckeye Local School District for a 
period of one (1) school year upon returning from leave. 
Failure to do so will require the teacher to refund to the Board 
all payments received from the Board during the leave period, 
including salary and insurance premiums paid on the 
employee's behalf. 
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g. Benefits 

i. Teachers on sabbatical leave shall be given full credit on the 
salary schedule for the period of leave. 
 

ii. Teachers shall receive all benefits of Board paid insurances, 
etc., for the period of leave. 

h. All such sabbatical leaves shall be granted in conformity with the 
provisions of Section 3319.131 of the Ohio Revised Code. 

E. Family Medical Leave Act (“FMLA”) 

1. Upon the terms and conditions of this provision, each employee is entitled 
to up to twelve (12) weeks of unpaid leave in any twelve (12) month period. 
For purposes of this Section, "12-month period" is defined as the "the 12-
month period measured forward from the date the employee's first FMLA 
leave begins" (i.e., the leave year is specific to each employee). An 
employee is permitted to take this leave for the following reasons:  

 
a. (#1) The birth of a child or to care for a newborn child within one (1) 

year of the birth;  
 
b. (#2) The placement of a child with the employee by way of adopted 

or foster care and to care for the adopted child or foster child within 
one (1) year of the child's placement;  

 
c. (#3) Care for a seriously ill child, parent or spouse with a serious 

health condition; 
 
d. (#4) Employee's own serious medical condition that makes the 

employee unable to perform the essential functions of his or her job;  
 
e. (#5) Any qualifying exigency arising out of the fact that the 

employee's spouse, son, daughter, or parent is a covered military 
member on “covered active duty;” or 

 

Twenty-six (26) workweeks of leave during a single 12-month period 
to care for a covered servicemember with a serious injury or illness 
if the eligible employee is the service member’s spouse son, 
daughter parent or next of kin (military caregiver leave).  

 
2. Serious Health Condition is defined as an illness, injury, impairment, or 

physical or mental condition that involves inpatient care in a hospital, 
hospice, or residential medical care facility, or continuing treatment by a 
health care provider.  
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3. Only employees who have worked at least 12 months for the Board, and at 
least one thousand two hundred fifty (1,250) hours for the Board during the  
twelve (12)-month period prior to the start of leave are eligible for family and 
medical leave. 

 
4. Any employee who uses sick leave for eight (8) or more consecutive 

working days and the days qualify for FMLA, the employee will automatically 
be placed on Family Medical Leave which will run concurrently with sick 
leave and will begin retroactive to the first day of the absence. The 
employee will still be required to have the proper paperwork completed for 
FMLA verification. 

 
5. If the reason(s) for FMLA leave qualify for sick leave, employees will be 

required to use their sick leave concurrent with FMLA leave. 
 
6. Intermittent Leave: 

 
a. Leave for either reason #1 or #2 may not be taken intermittently or 

on a reduced leave schedule, unless the employee and the Board 
agree otherwise, and must conclude within twelve (12) months after 
the birth or placement.  

 
b. Leave may be taken intermittently or on a reduced leave schedule 

when medically necessary. When leave is needed for planned 
medical treatment, the employee must make a reasonable effort to 
schedule treatment so as not to unduly disrupt the employer's 
operation. 

 
c. If an employee requests leave under either reason #3 or #4 based 

on planned medical treatment and the employee would be on leave 
for greater than twenty percent (20%) of the total number of working 
days in the period in which the leave would extend, the employee 
must elect either to: 

 
i. Take continuous leave for the entire treatment period; or  
 
ii. Transfer temporarily to an available alternative position 

offered by the Board for which the employee is qualified, and 
that has equivalent pay and benefits and better 
accommodates the recurring periods of leave than the 
employee's regular teaching position. 

 
d. The term "reduced leave schedule" is defined as a leave schedule 

that reduces the usual number of hours per workweek, or hours per 
workday, of an employee. 
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7. Employee's Duties:  
 

a. Notice 
 

The employee must provide the Board with not less than thirty (30) 
days' notice, before the date the leave is to begin, unless the leave 
is not foreseeable.  

b. Certification  

The employee must provide, in a timely manner, certification issued 
by the health care provider of the eligible employee or of the son, 
daughter, spouse or parent of the employee, as appropriate. The 
certificate must state:  

 
i. The date on which the serious health condition commenced;  
 
ii. The probable duration of the condition;  
 
iii. The appropriate medical facts within the knowledge of the 

health care provider regarding the condition;  
 
iv. For leave under reason #3, a statement that the employee is 

needed to care for the son, daughter, spouse or parent and 
an estimate of the amount of time that such employee is 
needed to care for the son, daughter, spouse, or parent;  

 
v. For leave under reason #4, a statement that the employee is 

unable to perform the essential functions of his/her position; 
and  

 
vi. In the case of certification for intermittent leave for planned 

medical treatment, the dates on which such treatment is 
expected to be given and the duration of such treatment.  

 
c. Subsequent Recertification: An eligible employee must obtain 

subsequent recertification after 6 weeks if requested by the Board.  
 
d. If an employee takes leave under reason #4, the employee must 

present to the Board, prior to resuming work, certification from the 
employee's health care provider stating that the employee is able to 
resume his/her duties/fit duty certification.  
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8. Board's Duties:  
 
a. Maintenance of health benefits: The Board will maintain the 

employee's coverage under its Board provided insurance, if 
applicable, during the leave as if the employee continued to work 
instead of taking leave.  

 
b. Restoration of Position -- On return from leave, the Board will:  

 
i. Restore the employee to the position s/he held when the leave 

commenced if available; or  
 
ii. Restore the employee to an equivalent position with 

equivalent employment benefits, pay, and other terms and 
conditions of employment.  

 
c. No loss of benefits: The employee will not lose any employment 

benefits accrued prior to the date on which the leave commenced. 
The term "employment benefits" includes all benefits provided or 
made available to the employee by the Board, including group life 
insurance, health insurance, and sick leave.  

 
d. An employee is not entitled to the accrual of any seniority or sick 

leave during any period of unpaid leave. 

 
9. A teacher who exhausts the sick leave days warranted under this 

agreement and has obtained family medical leave shall be entitled to have 
the Board pay the employer cost of the premiums for the fringe benefit 
insurance subject to the following: 

 
a. A teacher having five (5) years of continuous service with the Board 

shall be entitled to thirty (30) days’ coverage. 

b. A teacher having ten (10) years of continuous service with the Board 
will have sixty (60) days’ coverage. 

c. A teacher having fifteen (15) years or more of continuous service 
with the Board will have ninety (90) days’ coverage. 

F. Assault Leave 

Pursuant to and in accordance with Section 3319.143, Ohio Revised Code, assault 
leave shall be granted to a member of the bargaining unit who is absent from 
his/her assigned duties because of injury resulting from an assault. Said leave shall 
not be charged against sick leave earned or earnable under Section 3319.141, 
Ohio Revised Code, or leave granted under rules adopted by the Buckeye Local 
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Board of Education pursuant to Section 3319.08, Ohio Revised Code. Said 
member shall be granted the aforementioned assault leave and shall be 
maintained on full pay status, including fringe benefits, during such absence. 

A member of the bargaining unit shall be granted assault leave according to the 
following rules: 

1. The absence resulted from a school related incident which must have 
occurred during the course of employment with the Buckeye Local Board of 
Education during the contractual year or when on assignment for the Board. 
 

2. Upon notice to the principal or immediate supervisor that an assault upon a 
member has been committed, any member having information relating to 
such assault shall, as soon as possible, prepare a written statement 
embracing all facts within the member's knowledge regarding said assault, 
sign said statement, and present it to the building principal or immediate 
superior. 
 

3. If the employee received medical attention and/or is absent from his/her 
assigned duties more than five (5) working days, a certificate from a licensed 
physician stating the nature of the disability and its duration may be required 
before assault leave payment is made. 
 

4. A member of the bargaining unit shall not qualify for payment of used 
assault leave until the Assault Leave Form has been submitted. 
 

5. Payment for assault leave shall be at the assaulted members rate of pay in 
effect at the time of the assault or at the rate for which the member becomes 
eligible in accordance with the Ohio Revised Code. Pay would include 
supplementary contract amounts. 
 

6. Payment shall be discontinued when the member elects to retire, or after 
one hundred eighty-five (185) working days, whichever occurs first. 
 

7. If Workers' Compensation is awarded for disability for said injury, then the 
amount awarded will be deducted from said teachers full salary. 

8. Falsification of either a signed statement or a physician's certification is reason 
for suspension or termination of employment under Section 3319.16 Ohio 
Revised Code. 

G. Professional Leave 

1. Requests for professional leave will be considered for approval which 
include program formats which clearly show that it will benefit the teacher 
or the local school program(s). Evidence to this effect must be provided by 
the applicant at the time when request for approval to attend the meeting is 
submitted. Upon presentation of such evidence, request may be granted. 
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2. Each request for professional leave must be submitted to the building 
principal and receive approval from the Superintendent. The request, 
indicating approval or disapproval, will be returned to the teacher within ten 
(10) days of submission, if possible. 

3. Whenever possible, requests should be submitted to the Superintendent's 
office at least three (3) weeks in advance of the professional leave if the 
teacher intends to be reimbursed for approved costs associated with the 
professional leave. 

H. Payroll Deduct Days 

1. The Board of Education, through its Superintendent, retains the sole 
discretion to approve or deny requests for "payroll deduct days." Requests 
will not be unreasonably denied. 

2. If the request is approved by the Superintendent, the teacher will not receive 
a letter in her/his personnel file. Only the teacher's per diem pay will be 
deducted for each day approved. 

3. If the request is denied by the Superintendent and the teacher takes a 
payroll deduct day(s), the teacher may be subject to discipline in 
accordance with Article X. G. of the Master Agreement. The teacher 
reserves the right to pursue a grievance over the disciplinary action per 
Article XIII. B. a. of the Master Agreement. 

4. If the request is denied, the Superintendent will verbally explain the reason 
for the denial to the teacher. 

I. Jury Duty 

Jury duty pay shall not be deducted from the teacher's salary and the teacher will 
not be charged for personal leave. 

J. Leave Pursuant to Summons or Subpoena 

Any teacher who is summoned or subpoenaed for a job-related legal matter shall 
be granted leave with no loss of pay for days missed by reason of the summons 
or subpoena. A summons or subpoena issued because of a custody dispute 
involving a student is considered to be job-related. 

Any teacher who is summoned or subpoenaed for a non-job related matter shall 
be allowed to use personal leave or take an unpaid day at the discretion of the 
teacher without further penalty. 

K. Bereavement Leave 

In the event a death occurs in the teachers immediate family and the teacher has 
exhausted available sick and personal leave, he/she will be granted up to two days 
of paid leave upon request. Immediate family is defined under Section A.4. 
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IX. ASSOCIATION RIGHTS 

A. BEA General Meetings 

Buckeye Education Association members shall be granted dismissal for three (3) 
General Assembly Meetings per year at the end of the student day, following the 
last bus departure. The principal of each school is to be notified by Buckeye 
Education Association one (1) week in advance of each of the three (3) scheduled 
meetings. Officers/Executive Council members shall be granted such dismissal for 
up to ten (10) Executive Council meetings per school year with the approval of the 
building principal provided the meeting is scheduled after the teacher workday. 
The officers/Executive Council members will provide their building principal with 
reasonable notice of the scheduled Executive Council meetings. The BEA shall be 
granted thirty (30) minutes during the opening general session (A.M. portion) on 
the first teacher workday to meet with its members. 

B. Association Meetings 

1. The Superintendent will approve requests to participate in Association 
meetings not to exceed twelve (12) days in each school year covered by 
this agreement in order that Association officers or members may attend 
Association meetings or participate in Association business. The 
Association will pay the substitute cost for the eleventh (11th) and the 
twelfth (12th) day. 

2. The only cost to the Board of Education for such days shall be the substitute 
teacher's compensation. Teachers on such leave shall incur no loss of 
salary. 

C. Exclusive Rights 

The Board shall grant the BEA such exclusive rights necessary to provide for 
proper representation of the instructional staff, including: (a) Board agenda - two 
(2) copies and two (2) copies of the minutes of each Board of Education official 
meeting for each school with one (1) copy going to the BEA building 
representative; (b) use of the bulletin boards in teachers' lounges and exclusive 
organizational right to install organizational bulletin boards therein; (c) payroll 
deductions for membership dues and FCPE contribution for members starting with 
the second pay in September and ending with the last pay in June; (d) 
organizational announcements in faculty meetings, reasonable use of public 
address system for announcements to be made by the principal or authorized 
personnel, and faculty bulletins to instructional staff as is in keeping with normal 
school communication procedure; (e) five (5) minutes time as arranged beforehand 
at all general instructional staff meetings or building level meetings, shall be made 
available for BEA announcements; (f) use of telephone during lunch period, after 
school, during planning period, and other times; (g) use of building for BEA building 
meetings or Executive Council meetings in that building before or after the 
scheduled employee workday, provided the custodian is normally on duty for the 
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period of time requested; (h) limited and reasonable use of school facilities; (I) 
interschool and intra-school mail services as available. 

D. Job Descriptions 

The BEA shall be notified of changes in job descriptions for teachers and 
extracurricular positions and provided the opportunity for input with a meeting with 
the Superintendent and other decision-making parties prior to Board adoption. 

E. Nonpayment of Dues  

Bargaining unit members who have not had their monthly payroll deduction of dues 
deducted for any reason, shall have the missing dues taken equally out of 
subsequent pays until such time as the unpaid dues are caught up. The Buckeye 
Treasurer and the BEA Treasurer shall consult one another to confirm the 
bargaining unit member has not paid the dues for the month(s) in question. 

 

X. EMPLOYMENT PRACTICES AND CONDITIONS 

A. Employee Workday 

The regular employee workday shall be no longer than eight (8) continuous hours, 
including a duty-free lunch period. The length of the duty-free lunch period shall be 
no less than: 

Kindergarten through twelfth grade - 30 minutes. 

With the exception of parent-teacher conferences, any work performed outside the 
workday or work year that is not expressly set forth in this Agreement shall be 
voluntary. Parent-teacher conferences may extend the hours worked in a regular 
workday; however, the teachers will be given corresponding release time as 
scheduled in accordance with section C.4. below. 

No teacher shall be expected to start on elementary time and end on secondary 
time (or vice versa) or work a schedule that extends the workday unless the 
teacher requests that schedule, without additional pay. 

B. Leaving the Building 

Leaving the building at the duty-free lunch period and at other times during the 
school day. 

1. Duty-Free Lunch Period 

Teachers who have a desire to leave the building during their duty-free 
lunch period as scheduled by the building principal shall check out/in on the 
form located in the principal's office, giving the teacher's name, time leaving 
the building, and time re-entering the building. 
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2. Permission to Leave the Building during the Scheduled Workday 

Teachers who have a need to leave the school building during any other 
time during the school day due to unforeseen circumstances that cannot be 
addressed outside of the workday shall discuss this need with the principal 
or designee. If, in his/her judgment, the principal or designee believes the 
circumstances require the teacher to leave and arrangements can be made 
without conflict with other activities or needs, the principal or designee will, 
whenever possible, cooperate. 

C. School Calendar 

1. The school year for teachers will consist of one hundred eighty-five (185) 
days as follows: 

178  Days of Instruction 

2  Parent-Teacher Conference Days 

3  Teacher Professional Days 

2  Teacher Report Days 

185  Salary Based Days 

2. A minimum of two (2) days per school year shall be scheduled for the 
purposes of parent-teacher conferences. The first and second such days 
shall be during the first semester of the school year and the third and fourth 
such days shall be during the second semester. 

Intervention Specialists will be required to attend Parent-Teacher 
Conference days. Each Intervention Specialist will be given four (4) half 
days to be chosen at their discretion for IEP preparation and planning. 
Intervention Specialists must remain in the building during their scheduled half day. 

3. During parent-teacher conferences, any teacher with school age children 
will be given the opportunity to attend a parent-teacher conference in 
another building or school district. If a bargaining unit member misses 
conference time, the parents must be notified and the parent-teacher 
conferences will be made up. 

 
4. A proposed calendar for a given school year will be shared with the BEA for 

input prior to final Board approval. While the Board will consider the 
Association's input, concerns and suggestions for scheduling of days of 
instruction, conference days, professional days, report days, and 
calamity/make up days, the final schedule will be determined by the Board 
of Education. 

5. The Teacher Professional Days indicated above shall be  
scheduled at the conclusion of each of the 1st, 2nd, and 3rd nine week grading 
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periods. The days shall be designated as one-half (1/2) for professional 
development and one-half teacher (1/2) for the sole use of teachers to 
complete record keeping and preparation. 

D. Annuities Enrollment 

Contracts between employees and the Buckeye Local Schools to reduce the 
employee's basic salary and pay a like amount to a tax sheltered annuity each 
month for the purchase of a non-forfeitable annuity shall be permitted at any time 
as permitted by the annuity provider. 

The Board shall provide access to Internal Revenue Code ("IRC") Section 403(b) 
annuity contract or custodial account providers without limiting the employee's 
rights to hardship withdrawals, loans and other contractual provisions that are 
permitted under IRC Section 403(b) contracts, provided that the IRC Section 
403(b) providers otherwise comply with the requirements of the Section 403(b) 
Plan of the School District, including, without limitation, (i) the execution of a Plan 
Provider Agreement that will, among other things, obligate the provider to comply 
in operation with the requirements of IRC Section 403(b) and to indemnify the 
Board for non-compliance with applicable law, and (ii) having at least five 
employees agree to make salary deferrals to the provider as an initial condition of 
becoming a Plan Provider. The Section 403(b) Plan of the School District shall 
permit employees to elect to treat all or part of their contributions to a Section 
403(b) annuity contract or custodial account providers as "ROTH" contributions. 

E. Substitutes 

Anytime a class needs coverage the building administrator will start by utilizing 
casual substitutes within the building during their unassigned (conference and 
preparation periods) before any permanent teacher is assigned. At no time shall a 
special education teacher be pulled from their case load or other regular teaching 
responsibilities to cover a class. 

1. Period substitutes as provided in paragraphs 4 and 5 below shall not be 
used in either a long-term substitute position or to relieve split-grade 
classes. 
 

2. Should a regular elementary classroom teacher be assigned by the principal 
to instruct additional classes or be assigned students from another regular 
teacher's class for supervisory or instructional purposes beyond his/her 
regular assignment, he/she shall be compensated at the rate of 1/3 the 
substitute rate for forty-five (45) minutes to three hours or 2/3 the substitute 
rate class coverage for any time beyond three hours. The maximum a 
teacher can receive under this section is 2/3 of the substitute rate class 
coverage. 
 

3. Substitute teachers will be provided for elementary teachers of art, music, 
physical education, and special education when available. Upon prior 
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request by the classroom teacher, substitute aides will be provided for those 
aides assigned one-on-one with a specific student responsibility when 
available. 
 

4. When a regular classroom teacher substitutes for an art, music, physical 
education teacher, or another regular classroom elementary teacher, or 
when an art, music, physical education, teacher substitutes for a regular 
classroom elementary teacher, he/she shall be paid for substituting at the 
"secondary planning period" rate for such assignments of greater than 
twenty-five (25) minutes and at one-half (1/2) the "secondary planning 
period" rate for assignments of twenty-five (25) or fewer minutes. 
 

5. Secondary Period Substitution 

Every effort shall be made to find a regular substitute for a teacher who is 
absent. However, all secondary teachers may sign a supplementary 
contract to substitute during planning periods. Teachers in the middle and 
high schools may volunteer to cover various classes when a regular 
substitute is not available. The amount per period will be at the current 
"secondary planning period" rate as defined in this Agreement. 
Assignments shall be made in the following order of preference: (1) 
substitutes or volunteers; (2) persons who hold contracts; (3) persons who 
do not hold contracts who have not volunteered (on a rotating basis); and 
(4) bargaining unit members without regular planning period on emergency 
basis only (e.g., school counselors, nurses, specialists). 

6. Upon return from an absence requiring a substitute teacher, the teacher will 
complete a substitute teacher checklist form. (A substitute is defined as an 
employee outside of the bargaining unit, for the purposes of this checklist.) 

The checklist is to be mutually developed and agreed upon. 

7. Planning Periods 

Planning periods are to be teacher directed at all times and are not to be 
used for mandatory professional development of any kind. Any teacher who 
is required to use planning and conference time within the student day for 
proctoring state mandated assessments will receive compensation for that 
period in accordance with Article XIV, Section I. 

F. Payday 

1. All teachers shall have their paychecks delivered via direct deposit. 
Teachers may designate up to (3) different accounts for disbursement of 
funds. When a payday falls on a legal holiday, checks will be direct 
deposited on the last business day prior to the legal holiday. 
 



33 
 

2. Teachers shall have the option of twenty-one (21) or twenty-six (26) pay 
periods. The selection of a twenty-one (21) pay period will not affect 
teachers' insurance coverage. A teacher will automatically be on the 
previous year's pay period schedule unless the teacher notifies the 
Treasurer of a desire to change on or before the first day of the school year. 

G. Just Cause 

No bargaining unit member shall be non-renewed, terminated or adversely 
evaluated without just cause. Adverse evaluation shall be defined as an evaluation 
that results in a final evaluation rating of "ineffective". 

H. Progressive Discipline  

Teachers may be disciplined for just cause, and the discipline will be progressive 
in nature. The Superintendent may initiate action on any step in the procedure and 
the principal may initiate action on step 1 or step 2 in the procedure, depending 
upon the number of incidents, the teacher's past and present performance, and 
the seriousness of the offense. A written reprimand by the principal will be 
submitted to the Superintendent for his/her initials before placing in the personnel 
file. The Superintendent may determine that the letter does not warrant placing in 
the file. 

Step 1  Oral Reprimand 

Step 2  Written Reprimand 

Step 3  Suspension With or Without Pay 

Step 4  Termination for Just Cause 

Any such discipline will be subject to the grievance procedure. 

I. School Make-Up Days  

In setting the school calendar, a minimum of the instructional hourly equivalent of 
five (5) school make-up days will be incorporated into the school calendar in the 
event there is a need to make up time as a result of calamity days. The makeup 
hours will be scheduled with input from the Association, with the final determination 
being made by the Board of Education. At the Superintendent's discretion, 
teachers may be required to report to work on a calamity day which, district-wide, 
is non-hazardous. The staff and administrators in each building will develop 
professional development activities for these hours, which may include time for 
planning and record keeping appropriate to the building prior to October 1 for each 
year. The District may utilize up to three (3) “Distance Learning” days in which 
teachers will perform either synchronous or asynchronous lessons as determined 
by the individual teacher and be available to answer student questions during the 
regular school hours. Teachers shall only make up school days when and if the 
students are required to make up hours per the Superintendent. 
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J. Payroll Deductions  

Payroll deductions shall include but are not limited to: 

FCPE   Credit Union   Cancer Insurance 

CDC   SIRS Credit Buy-Back Tax-Sheltered Annuities 

United Way  Dues/Fair Share Fee U.S. Saving Bonds 

Life Insurance Aflac    125 Flexible Spending Accounts 

Payroll deductions for tax sheltered annuities are contingent upon the teacher 
signing an agreement to hold the Treasurer and Board harmless for any liability, 
costs or penalties assessed by the Internal Revenue Service due to such 
deductions, provided the deductions are made correctly. 

The Board is responsible for any liability, costs or penalties assessed to an 
employee by the IRS because of incorrect deductions from the employee's pay. 

K. Class Size 

1. Ratio-District Wide 

The ratio of certificated staff to pupils on a district-wide basis shall be at 
least one full-time equivalent certificated staff member per twenty-five (25) 
pupils in average daily membership. Said ratio shall be calculated in 
accordance with Sections 3317.02 and 3317.023 of the Revised Code. 

2. Secondary 

The total load of each regular classroom secondary teacher (grades 6-12) 
shall not exceed an average of thirty (30) students per class, excluding 
study hall, physical education, instrumental or vocal music, or lunchroom 
supervision. 

3. Elementary Class Size 
 
a. Grades K-2 shall not exceed an average of twenty-five (25) pupils 

per each individual homeroom teacher. 
 

b. Grades 3-4 shall not exceed an average of twenty-five (25) pupils 
per each individual homeroom teacher. 
 

c. Grade 5 shall not exceed an average of twenty-five (25) pupils per 
each individual homeroom teacher. 
 

d. The "averages" as noted in 3. a-c shall be calculated by adding the 
number of individual homeroom teachers in each set of grade 
groupings, (i.e., K-2, 3-4, 5), and dividing them into the total number 
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of pupils in all grades within the grade groupings. The variation 
between individual homerooms in a building in each grade level shall 
not exceed four (4) students. 
 

e. State-Funded Units Class Size 

State-funded units (i.e., vocational programs, special education) 
shall not exceed maximum class size established by the State 
Department of Education or this Agreement. 

f. Traveling Teacher Case Load 

Efforts shall be made to have teachers who teach in more than one 
building travel to another building only once per school day. 

g. Special Education Case Load 

The case load ratio for intervention specialists shall be in accordance 
with the Operating Standards for Ohio's Schools Serving Children 
with Disabilities, as well as with any federal and state rules for the 
education of students with disabilities. 

h. Student Enrollment 

Teachers will notify building administrators of overloads by the 15th 
working day of each semester. The building administrator will then 
have fifteen (15) working days to correct the overload. If the overload 
is not corrected within this thirty (30) working day period, the teacher 
shall be compensated in accordance with Section j. below. 

L. Overload Compensation 

An overload shall exist when a class size exceeds the average limit as set forth in 
Sections K.2. and K.3. of this Article. 

1. Overload Compensation 

Compensation for overload payments in grades K-5 shall be paid two 
hundred dollars ($200) for each additional student over the appropriate 
grade level limit per semester.   

Special teachers shall be paid according to the above formula with the 
monies divided equally between the affected special teachers. 

M. Gifted Training 

For all teachers, the cost of any course work required by the state to service gifted 
students shall be borne by the District and done during professional development 
days. 
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N. Schedule 

1. Elementary Schedule 

a. Each elementary teacher K-5 shall have two hundred (200) minutes 
per week of planning time which shall be scheduled during the 
student day. The Board shall provide each elementary teach with an 
additional thirty (30) minutes of planning time for every five (5) 
instructional workdays. Teachers cannot be required to perform non-
instructional duties during this planning time. 

b. Special teachers (art, music, physical education) shall be permitted 
five (5) minutes between each class. 

c. Teachers shall not be required to attend more than two (2) morning 
professional development meetings per full school week. Every effort 
will be made to ensure that no more than one (1) additional morning 
per full school week will be used for IEP/ETR/IAT or other legally 
required meetings. 

2. Secondary 

a. All secondary teachers shall have at least forty (40) consecutive, 
uninterrupted minutes of time, within the student day, for duty free 
planning. 

b. Teachers shall not be required to attend more than two (2) morning 
professional development meetings per full school week. Every effort 
will be made to ensure that no more than one (1) additional morning 
per full school week will be used for IEP/ETR/IAT or other legally 
required meetings. 

c. Reasonable efforts shall be made to limit the number of a middle 
school or high school teacher's class preparations to three (3) at any 
one time and to distribute equitably among middle and high school 
teachers from school year to school year their total number of class 
assignments and preparations. Teachers may volunteer to have 
more than three (3) preps as long as it is mutually agreed upon by 
the administration and teacher. 

d. Test Proctoring 

Every effort will be made to rotate among teachers test proctoring for 
all state standardized tests. 
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O. Association Representation 

Upon request, a teacher may have Association representation at: 

1. A meeting with the administration where the meeting is for the purpose of 
investigating and/or addressing conduct that is anticipated to lead to 
discipline; or 
 

2. A meeting with two (2) or more administrators where the meeting does not 
relate to a specific student concern (e.g., IEP, 504, IAT or student discipline 
meetings). 

The teacher will be given prior verbal notice of the purpose of these meetings. 

P. Professional Attire 

Teachers are expected to dress in professional attire, defined generally by 
accepted "business casual" standards, commensurate with the 
activity/environment in which they are involved. Dress down days for each school 
will be determined by the building leadership team. 

Q. Labor/Management Committee 

1. A joint Labor/Management Committee will be maintained to deal with issues 
concerning the Board of Education and the Association. The Committee will 
be structured as follows: 

a. the Superintendent and the Association President 

b. additional and equal (3 each) representation as appointed by the 
Superintendent and the Association President. 

2. The Labor/Management Committee will meet regularly, with a minimum of 
four (4) meetings per year, for the purpose of presenting, discussing, 
clarifying, and/or resolving issues of mutual concern. 

3. The function and operation of the Labor/Management Committee will be 
outlined within the rules established by the Committee. 

R. Employee Classroom Support Fund 

An Employee Classroom Support Fund with individual teacher accounts will be 
created. It will be funded by the teacher’s participation in after hour school 
sponsored events such as, but not limited to, Open House, Christmas/Spring 
Programs, dances, clubs without a paid stipend, and Family Nights or any other 
event approved by the building Principal. The Fund will be for instructional use 
only. 

The maximum amount for each account will be two hundred-twenty-five dollars 
($225.00). An account for a teacher will be opened in the amount of seventy-five 
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dollars ($75.00) upon participation in their first event. A teacher must attend two 
(2) other events during the same school year to receive an additional one 
hundred-fifty dollars ($150.00). 

Allocation will be made to the fund on a building basis. The principal will disburse 
the funds to individual teachers. A maximum of two hundred-twenty-five dollars 
($225.00) can be carried over into the next school year. Payments for attendance 
at events occurring on or after April 1st shall be credited to the following school 
year’s balance. 

S. Teacher on Special Assignment (TOSA)  

If the administration determines a TOSA is necessary for a given school year, the 
position will be posted pursuant to Article VI. Any teacher who fills the position of 
TOSA will not have duties related to the supervision or evaluation of any bargaining 
unit member. 

T. Special Education Committee  

The Board and Association shall develop a joint committee on Special Education 
issues. The Association shall be represented by one (1), BEA appointed 
Intervention Specialist per school building. The Board shall be represented by the 
Special Education Director, one (1) building administrator, and the Superintendent 
or his/her designee. The committee shall meet at least four (4) times per year for 
the purpose of reviewing the effectiveness of the Special Education program, to 
develop recommendations on changes to the program and to address concerns of 
the Special Education staff. 

U. Advanced Placement 

Any advanced placement or CCP teacher will be granted one (1) release day per 
advanced placement or CCP course for the purpose of planning and preparation 
of the advanced placement or CCP course. All days must be approved by the 
building administrator. 

V. College Credit Plus (CCP) 

Prior to the establishment of a CCP course, a committee will be created, consisting 
of the high school principal, affected teachers, and BEA president, in order to 
determine policies and procedures regarding the implementation of said course. 

W. Traveling Teachers 

Teachers required to travel between buildings shall receive fifteen (15) minutes for 
travel. 
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X. Resident Educator Summative Assessment (RESA) 

The BEA President will meet with mentors in the district to document concerns with 
the current mentorship program. The list of concerns will be given to the 
Superintendent to address with the Educational Service Center. 

RESA educators will receive two (2) days release time in RESA years not covered 
by the mentorship program for the purposes of completing RESA requirements. 

Y. Educational Environment 

1. The Board and association will work collaboratively in building-level PBIS 
teams to implement state-mandated PBIS. Building-level teams shall use 
the Tier Fidelity Checklist as a guide in reviewing the District’s progress on 
applying PBIS, as well as make recommendations regarding addressing 
negative student behavior(s) that align to the PBIS model for the purpose 
of improving academic and social outcomes and increasing learning for all 
students, and creating an educational environment conducive to learning. 

 
2. The teachers and the principal(s) of each school will communicate and 

cooperate with each other in a prompt and professional manner to maintain 
the effectiveness of school discipline through the PBIS model. 

 

XI. SENIORITY 

A. Seniority Defined 

1. Seniority shall be determined by the length of continuous service in the 
Buckeye School System in any area a teacher is certified. Among those with 
the same length of continuous service, seniority shall be determined by: 

a. The date of the Board meeting at which the teacher was hired, and 
then by, 

b. The date on which the teacher submitted a completed job 
application, and then by, 

c. Total teaching experience, and then by, 

d. A draw of numbers with the person holding number one (1) as the 
most senior. 

2. Length of continuous service will not be interrupted or affected by 
authorized leaves of absence. The continuous service of a teacher who 
has returned to employment following resignation or other termination of 
employment will be measured from the date of return. 

3. For purposes of the RIF program, teachers with continuing contract status 
shall have greater seniority than limited contract teachers. Preference will be 
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granted to teachers on continuing contracts. The board shall not give 
preference to any teacher based on seniority, except when making a decision 
between teachers who have comparable evaluations. 

B. Posting of Seniority List  

The seniority list shall be posted annually in each building/work site. The seniority 
list shall indicate, by area of certification, the seniority standing and contract status 
of each employee. The list shall be provided to the BEA President on or before the 
date of posting. 

C. Correction of Inaccuracies 

Each employee whose name appears on the seniority list for the first time will have 
the right to challenge his/her seniority standing. Once the dispute has been 
resolved, the employee will be precluded from further challenging his/her seniority 
standing. At any time, teachers may challenge the areas of certification listed on 
the seniority list or typographical errors. Any dispute under this paragraph will be 
subject to the grievance procedure. 

D. Loss of Seniority 

Seniority shall be lost when an employee retires or resigns; is discharged for 
cause; or otherwise leaves the employment of the Board, including exhaustion of 
recall rights as provided in Article XII, Reduction in Force. A bargaining unit 
member who accepts a non-bargaining unit position shall have his/her seniority 
frozen until such time as the employee reenters the bargaining unit. 

E. Certification 

Any teacher hired on or before August 15, 1995 who wishes to drop areas of 
certification must provide written notice of that intent on or before October 1 of the 
school year proceeding the school year during which the change will take effect. 

Any teacher hired on or after August 16, 1995 cannot drop areas of certification 
without prior Board approval. 

 

XII. REDUCTION IN FORCE 

A. Reasons 

A reduction in force (RIF) shall be deemed necessary only for the reasons defined 
in O.R.C. 3319.17. This Article shall not apply to teachers employed as substitutes. 

Reduction in force for "financial problems" may be effective after the beginning of 
the school year only if the District will have an operating deficit at the end of that 
school year. 
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B. Attrition 

The number of persons affected by a reduction in force will be kept to a minimum 
by not employing replacements in so far as practicable for employees who retire 
or resign or whose limited contracts are not renewed. 

C. Reduction Other than by Attrition  

To the extent that reductions are not achieved through attrition or non-renewal of 
limited contracts, reductions shall be achieved by the suspension of teaching 
contracts in accordance with O.R.C. 3319.17 and this Agreement. Within each 
area of certification/licensure affected, any reduction in force not achieved by 
attrition will be accomplished by first, suspending the teaching contract of teachers 
with limited teaching contracts and second, by suspending continuing teaching 
contracts. The Board shall not give preference to any teacher based on seniority 
except when making a decision between teachers who have comparable 
evaluations. For purposes of reduction in force decisions made prior to June 15, 
2014, all teachers will be deemed "comparable". 

Reduction in force decisions made on/after June 15, 2014, will look at comparable 
evaluations within the specific overall evaluation category received by the affected 
teacher (i.e., limited contract teachers in the affected area of licensure who received 
an overall rating of ineffective will be laid off before a limited contract teacher with an 
overall rating of developing, and within the category of ineffective, the most junior 
teachers will be laid off before the more senior). 

D. Procedures 

1. Notification of Association 

When a reduction in force is to be implemented, the BEA President shall 
receive, in writing, at least fourteen (14) calendar days prior to the Board 
action approving a reduction in force: 

a. A list of the positions in each teaching field affected by the reduction 
in teachers; and, 

b. The seniority lists for all teachers as outlined in Article XI, Seniority. 

Note: Tutor positions and individuals employed as tutors will not be 
included on the lists referenced in Subparagraphs (a) and (b) 
above and are not subject to this reduction in force procedure. 

c. The proposed time schedule; and 

d. The reasons for the proposed action. 

2. After receiving written notice of the anticipated Board action on reduction in 
force, the BEA President may request a meeting with the Superintendent to 
discuss the impacted position, the individuals directly affected by the 
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proposed reduction in force and any anticipated involuntary transfers that 
may occur as a result of the reduction in force in accordance with Article XII 
D. 6 below. 

3. Notification of Teachers 

Any teacher whose contract is ultimately affected by a reduction in force, 
following any reassignments or involuntary transfers per Article XII D. 4 shall 
be notified of such action at least forty (40) days prior to the effective date 
of the reduction in force. 

4. Non-renewal Versus Suspension of Contract 

A limited contract teacher who was not otherwise being considered for non-
renewal and who is a subject of a reduction in force will have his/her contract 
suspended instead of non-renewed. Notwithstanding this provision, nothing 
in this article shall abridge the Board's right to non-renew the limited contract 
of a teacher as provided under O.R.C. 3319.11. 

5. Re-employment of Teachers from the RIF List 

a. A teacher whose name appears on the RIF List shall be offered 
reemployment when a position becomes available for which he/she 
is certified/licensed. The RIF List shall contain the years of 
continuous service in the District and subjects certified/licensed to 
teach. Teachers shall be returned to active employment to fill 
vacancies for which they are certified/licensed with preference given 
to teachers with continuing contracts. In recalling teachers, the Board 
will not give preference to any teacher based on seniority except 
when making a decision between teachers who have comparable 
evaluations. For purposes of recall all teachers will be deemed 
"comparable", if they were RIF'd prior to June 15, 2014, for the 
remainder of their time on the recall list. Individuals laid off on/after 
June 15, 2014, will be recalled based upon comparable evaluations 
within the specific overall evaluation category received by the 
affected teacher (i.e., limited contract teachers in the affected area 
of licensure who received an overall evaluation of developing will be 
recalled before a limited contract teacher with an overall rating of 
ineffective, and within the category of ineffective, the most senior 
teacher will be recalled before more junior teachers). 

b. When a vacancy or an opening resulting from a leave of absence 
which will last to the end of the school year occurs in the District, the 
Board shall notify all teachers certified/licensed for the position by 
certified mail to their last known address. It is the teachers 
responsibility to keep the Board informed of his/her whereabouts. 
The teacher shall respond to the Board in writing within fifteen (15) 
days from the date of delivery of the Board's letter. The Board shall 
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reinstate that teacher indicating availability and desire for such 
position who has the greatest seniority. 

c. No teachers new to the District will be employed until all teachers on 
the RIF List eligible for any position by certification have been offered 
a contract for the position in accordance with the provisions of this 
policy. 

d. Teachers whose contracts are suspended in accordance with this 
Article shall remain on the RIF List for up to three (3) school years, 
beginning from the effective date of the contract suspension, or until 
the teacher waives recall rights in writing, resigns, or accepts 
employment in another school district. Teachers whose continuing 
contracts are suspended in accordance with this Article shall be 
placed on the RIF List effective with the effective date of the contract 
suspension and shall remain on the RIF List until the teacher waives 
recall rights in writing, resigns, retires, accepts employment in 
another school district or fails to respond to an inquiry of interest in 
writing by April 1. Prior to March 1 of each year the Board shall send 
an inquiry of interest by certified mail, return receipt requested, to 
each continuing contract teacher on the recall list to determine 
continued interest in remaining on the recall list. The letter shall state 
that if a response is not received by the Board by April 1, the teacher 
will be removed from the recall list. The teacher must respond to the 
inquiry of interest by April 1 in order to remain eligible for recall. 

e. Upon recall, all rights related to salary, sick leave, fringe benefits, 
and seniority shall be fully restored. 

f. Where the group insurance policies permit, a teacher on the recall 
list may continue to participate in those benefits which are provided 
to teachers in active employment provided the teacher pays the 
group rates for such benefits. 

g. Teachers on the RIF List will be given priority consideration as 
substitute teachers in the District. 

h. Acceptance or rejection of a position other than a regular full time 
teaching position shall not, of itself, constitute a waiver of these recall 
rights. 

i. The Board will not contest unemployment compensation requests by 
a teacher whose contract is suspended due to a reduction in force. 

6. Involuntary Transfers Resulting From Reduction in Staff 

When it is necessary to transfer remaining teachers after a reduction in 
force, and only with respect to such transfers, the following procedures shall 
apply: 
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a. Any teacher required to move from building to building shall be 
considered as an involuntary transfer. 

b. Before any teacher is involuntarily transferred, the Superintendent 
shall make available to every affected teacher a list of all positions to 
be filled by involuntary transfer. Any teacher to be involuntarily 
transferred may, within fourteen (14) days after the list is made 
available, express his/her preference for a position. Any other 
qualified teacher may also submit an application for transfer to any 
such positions within fourteen (14) days. The Superintendent shall 
consider teacher preferences and seniority but shall retain the final 
authority to transfer teachers in accordance with Ohio Revised Code 
3319.01. 

c. Should the position from which a person is involuntarily transferred 
be recreated or vacated within three (3) school years of the transfer, 
the individual shall be given the right of first refusal prior to the 
position being posted or otherwise filled. Should the individual who 
was transferred bid out of the position from which he/she was 
involuntarily transferred, he/she will lose the right of return to the 
former position. 

7. State and Federal Law 

Exceptions to preference for retention or recall based on seniority may be 
made when necessary to do so in order to comply with state and federal 
laws regarding employment. 

8. Grievance Procedure 

Only the procedure by which reduction in force is carried out shall be subject 
to the arbitration provision of this Agreement. Thus, for example, the 
reasons for RIF as determined by the Board are not subject to the arbitration 
provision of this Agreement. 

 

XIII. GRIEVANCE PROCEDURE 

A. Statement of Policy 

In order to provide the best possible educational climate and program for the 
Buckeye Local School District, and to establish harmonious effective relationships 
among those working toward this goal, the purpose of grievance procedures is to 
resolve satisfactorily personnel differences which would tend to unsettle or 
undermine the effective functioning of the school system. These procedures are 
based on sound, comprehensive and generally available personnel practices. 
Employees of the Buckeye Local School District are guaranteed the right to be 
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heard, and to present their grievances in accordance with this plan with freedom 
from reprisal or discrimination. Decisions shall be rendered fairly and promptly. 

A grievance shall not be used for the purpose of changing a provision of the 
negotiated Agreement. 

B. Definitions 

1. Grievance 

A grievance is defined as a written claim filed by an employee(s) or the BEA 
alleging that there has been a violation, misapplication, or misinterpretation 
of a term, condition, or provision of this Agreement. 

2. Party of Interest 

"Party of Interest" shall mean the person or persons making the claim, 
including their designated representative as provided for herein, and any 
person or persons who might be required to take action or against whom 
action might be taken in order to resolve the grievance. 

3. Grievant 

The term grievant shall include any certificated, non-supervisory personnel 
in the Buckeye Local School District. 

4. Days 

Days shall mean actual working school days, or during the summer, the five 
working days excluding holidays. 

5. Non-contractual Issues 

Issues involving any alleged violation, misinterpretation, or application of 
individual contracts, written board policy, written administrative procedures, 
will not be considered grievable and will, instead, be addressed by the 
Buckeye Board/BEA Labor/Management Committee. All parties will be 
permitted representation. Discussions and resolution will be held 
confidential by all parties. 

C. Rights of the Grievant and the Association  

1. A grievant shall be present at all grievance hearings and may only be 
represented by the Association. At all levels other than the arbitration level 
the grievant may have up to two (2) representatives of the BEA and/or OEA 
accompany him/her. The number of representatives allowed at arbitration 
shall be determined by the parties and/or arbitrator. 

2. The grievant and the Association shall receive notice of each meeting held 
to resolve the grievance and shall be given a copy of the recommended 
disposition of such grievance at each step. Such written notice and 
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disposition shall be made at the same time and in the same manner as such 
notice or disposition is required to be sent to the parties concerned. 

3. The fact that an employee files a grievance shall not be recorded in his/her 
personnel file or in any file used in the transfer, assignment, or promotion 
process; nor shall such fact be used in any recommendation for other 
employment; nor shall the grievant, the Association or its officers be placed 
in jeopardy or be the subject for reprisal or discrimination for having followed 
this grievance procedure. 

If a grievance appears to arise from the actions of an authority higher than the 
principal of a school and affects a group or class of teachers, or is concerned with 
a system-wide policy, it may be submitted as Step II described below. 

The purpose of these procedures is to secure, at the lowest possible administrative 
level, equitable solutions to grievances. All parties agree that proceedings shall be 
kept confidential. 

D. Time Limits 

1. The number of days at each step is considered a maximum unless: 

a. The time limits are extended, in writing, by mutual agreement. 

b. Illness or unusual circumstances prevent meeting the time 
requirements of the Informal procedure, Step I, or Step II. 

2. If an employee does not file a grievance in writing within thirty (30) days 
after he/she knew or should have known of the act or condition on which 
the grievance is based, then the grievance shall be waived. 

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

4. Failure at any step of these procedures to communicate the decision on a 
grievance within the specified time limits shall permit the grievant to proceed 
to the next step. 

5. In the event a grievance is filed at such a time that it cannot be processed 
through all the steps in this grievance procedure by the end of the school 
year or is filed during the summer, the grievance shall continue on the time 
limits specified. 

6. No grievance may be heard when classes are in session; however, any 
grievance submitted to arbitration pursuant to Step Ill shall be heard at a 
time and location subject to the arbitrator's approval. 

7. All communications on grievances shall be hand delivered with initials of the 
recipient and date recorded thereon, or sent by certified mail. 
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E. Grievance Procedure 

1. Informal Procedure 

If a teacher believes there is basis for a grievance, he/she shall first discuss 
the matter with his/her principal in an effort to resolve the problem 
informally. The teacher has the right to be accompanied by the Association 
building representative. 

Grievances may be adjusted informally provided the adjustment is not 
inconsistent with the policies and procedures of the Board. 

If the grievance is not resolved within five (5) days of such informal meeting, 
he/she may present his/her formal claim by submitting Step I - Complaint 
by the Aggrieved in triplicate, which is set forth in the Appendix. Copies of 
this form showing the date of occurrence and a statement of the nature of 
the grievance will be given by the teacher to the Association building 
representative and to the principal. Before proceeding to Step I, the 
grievance must have the approval of an appropriate review committee of 
the Association. 

Step I 

Within five (5) days of receipt of the Grievance Report Form, the principal 
shall meet with the teacher and his/her Association representative in an 
effort to further resolve the grievance. The principal shall indicate his/her 
disposition of the grievance within five (5) school days after such meeting 
by completing Step I - Decision of the Principal and returning to the teacher, 
the Association representative, and the Superintendent. 

If the teacher is not satisfied with the disposition of the grievance in Step I, 
or if no disposition has been made within the above time limits, the grievant 
and the Association shall complete the lower portion of the Step I - Decision 
of the Principal and submit that form within ten (10) school days to the 
Superintendent, the principal, and the Association representative. 

Step II 

Within five (5) school days of receipt, the Superintendent and/or his/her 
designated representative shall meet with the grievant and his/her 
Association representative. The designee of the Superintendent shall not 
be the principal involved in Step I. Within five (5) school days of this meeting, 
the Superintendent shall indicate in writing his disposition of the grievance 
by completing his/her portion of Step II and forwarding it to the teacher, the 
Association, and the principal. 

If the grievant is not satisfied with the disposition made by the 
Superintendent, or if no disposition has been made within the above stated 
time limits, then the grievant and the Association shall complete the lower 
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portion of Step II - Decision of the Superintendent or Designee within ten 
(10) days and submit the grievance to arbitration, by filing a copy with the 
Treasurer along with Step I - Complaint of the Aggrieved and Decision of 
the Principal. Notification of such appeal shall also be given by the grievant 
to the Superintendent, the principal, and the Association. 

Step III 

If the grievance is not settled at Step 2, the parties may mutually agree to 
submit the matter to grievance mediation through the Federal Mediation and 
Conciliation Service (FMCS).  Such agreement must be made within ten 
(10) days of the written decision at Step 2 and, if the parties determine to 
proceed to mediation, the parties will mutually notify FMCS to schedule the 
mediation. 

Step IV 

If grievance mediation is not chosen, within ten (10) school days, an 
Association representative shall appeal to the American Arbitration 
Association (AAA) for a list of seven (7) arbitrators. The arbitrator selection 
and all other procedures shall conform to the AAA Voluntary Rules of 
Arbitration. 

The arbitrator shall be without power or authority to add to, subtract from, 
disregard, alter or modify any of the terms, conditions, or provisions of this 
Agreement. He/she shall have no power to establish or change negotiated 
salary schedules. In the event a grievance is appealed to an arbitrator on 
which he/she determines that he/she does not have the authority to rule, it 
shall be referred back to the parties of interest, but such decision shall not 
interfere with a teachers or the BEA's right to pursue this matter in court. An 
arbitrator's decision shall be limited to the finding of fact on the meaning and 
interpretation of the language of this Agreement, along with the grievance 
cited and the dispositions rendered in the various steps. (This sentence in 
no way limits what may or may not be presented by either party at an 
arbitration hearing.) 

The costs for the services of the arbitrator, including his/her per diem 
expense, if any, and actual and necessary travel time and subsistence 
expenses, shall be borne equally by the Association and the Board. 

 

XIV. SALARY SCHEDULE AND OTHER PAY REGULATIONS 

A. Salary 

The salary schedules shall be in effect in accordance with the Appendices attached 
hereto. [Increase the base salary 2% effective July 1, 2021, 2% effective July 1, 
2022, and 2% effective July 1, 2023.] 
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B. Salary Index 

A salary schedule index shall be in effect in accordance with the Appendix attached 
hereto. 

C. College Credits  

1. Certified transcripts must be submitted to the Office of the Local 
Superintendent no later than October 1 in order to move on the salary 
schedule effective with the first day of the first semester and no later than 
March 1 in order to move on the salary schedule effective with the first day 
of the second semester. If the certified transcript is submitted after these 
dates, salary schedule placement will change effective with the first day of 
the next succeeding semester. 

2. Teachers are required to inform the local Superintendent in writing at the 
time of registration in additional college course work to assist the Board of 
Education in budget, salary and appropriate planning. 

D. Training Interpretation 

1. Bachelors degree column is for teachers who have been awarded a 
Bachelor's degree by an accredited degree granting college or university. 

2. Five (5) year column is for teachers who hold a Bachelors degree and a 
total of one hundred fifty (150) S.H. of accredited college credit but not a 
master's degree. Teachers in this classification who also qualify for the 
Bachelor's plus ten (10) S.H. or plus twenty (20) S.H. columns will be placed 
in the professional training column for which they qualify. 

3. Bachelors plus ten (10) column is a professional training column and is for 
teachers who have taken ten (10) semester hours of accredited graduate 
college credit in addition to receiving the Bachelors degree. 

4. Bachelors plus twenty (20) S.H. column is a professional training column 
and is for teachers who have taken twenty (20) S.H. of accredited graduate 
college credit in addition to receiving the Bachelors degree. 

5. Master's degree column is for teachers who have been awarded a Masters 
degree by an accredited graduate degree granting college or university in a 
teaching field or directly related to the field of education. 

6. Master's degree plus ten (10) S.H. column is a professional training column 
and is for those teachers who have taken ten (10) S.H. of accredited 
graduate college credit in addition to being awarded the Master's degree. 
The credit must be in a teaching field or directly related to the field of 
education. 

7. Master's degree plus twenty (20) S.H. column is a professional training 
column and is for those teachers who have taken twenty (20) S.H. of 
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accredited graduate college credit in addition to being awarded the Master's 
degree. The credit must be in a teaching field or directly related to the field 
of education. 

8. Master's degree plus thirty (30) S.H. column is a professional training 
column and is for teachers who have taken thirty (30) S.H. of accredited 
graduate college credit in addition to being awarded the Masters degree. 
The credit must be in a teaching field or directly related to the field of 
education. 

9. Graduate Credit 

There shall be awarded to each teacher credit for all graduate hours taken 
on the salary schedule, regardless of sequence. No graduate hour(s) can 
be counted both as part of and in addition to the masters degree. 

E. Service and Experience Interpretation 

1. Teachers under contract for the effective date of this teachers salary 
schedule will be granted full credit for prior experience as defined by Section 
3317.13 of the Ohio Revised Code. 

2. Placement upon initial employment after January 1, 1968, shall recognize 
full credit for each year of actual teaching and/or military experience as 
defined in Section 3317.13 and 3317.14 of the Ohio Revised Code to a total 
of five (5) years' experience. 

3. All or part of teaching experience beyond five (5) years may be granted by 
the local Superintendent based upon his/her evaluation of its contribution to 
the position and educational program "provided no teacher received less 
than the amount to be paid pursuant to Section 3317.13 of the Revised 
Code." 

4. In order to be eligible for recommendation for a continuing contract, a 
teacher must utilize the following process: 

a. Provide written notification to the Superintendent of intent to obtain 
continuing contract status. The notification must be received by 
September 15 of the year for which the teacher wishes to be 
evaluated for continuing contract consideration; 

 
b. Provide a copy of the teacher's professional educator license by 

September 1 of the school year immediately subsequent to Board 
action on the continuing contract;  

 
c. Show evidence, by September 1 of the year immediately subsequent 

to the Board action on the continuing contract, of thirty (30) semester 
hours in the field of licensure or an area related to the teaching field 
in third or fourth year undergraduate or graduate course work since 
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the issuance of the initial Ohio professional license or Resident 
Educator license.  If the teacher held a master’s degree at issuance 
of the initial license, show evidence of six (6) additional semester 
hours of graduate course work in the field of licensure or an area 
related to the teaching field.  

 
d. If otherwise eligible for continuing contract, satisfactorily complete a 

three-year probationary period. 
 

e. Satisfactorily complete one year as a teacher in the Buckeye Local 
School District if continuing contract status has already been 
obtained in another Ohio public school district. 

F. Nurses 

1. The Superintendent shall take no action to reduce the number of current 
licensed school nurses.  If reduced, reduction shall occur only through 
attrition; however, the District shall employ, at a minimum, one licensed 
school nurse pursuant to state law.  Nothing in this section shall prevent the 
Board from hiring qualified medical personnel outside the bargaining unit or 
contract for such medical service(s).  For example, the District has the right 
to hire health aides, LPNs, etc. 

2. The school nurses shall be placed on the teachers' certificated salary 
schedule as per training and years of experience. Credit for training must 
be related to graduate level courses that relate to nursing or the field of 
education. For school nurses with five (5) or more years experience in the 
public schools or private experience described below, the school nurse shall 
be minimally placed on the certificated salary schedule at an appropriate 
level reflecting five (5) years of experience. The Superintendent may 
exercise discretion to grant additional years of experience, up to a maximum 
of ten (10) years on the salary schedule. Years of experience may include 
experience in the private sector related to direct patient care (not 
administrative experience). 

3. The provision above shall not be applied retroactively. No school nurse is 
entitled to reimbursement for non-school nursing that was not credited for 
any school year prior to the 2001-2002 school year. However, salary 
placement adjustments will be made effective with the 2001-2002 school 
year for nurses employed before July 1, 2001. Nothing in this provision shall 
be contrary to law or guidelines of the State Department of Education. 

4. The school nurses shall be on a one hundred eighty-five (185) days work 
schedule. Extra days to be approved by the Superintendent and shall be 
paid at the rate of one-one hundred eighty-fifth (1/185) of the annual salary 
per day. Prior written approval beyond the one hundred eighty-five (185) 
day year must be received from the Superintendent. 
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5. Nurses shall not be required to attend parent — teacher conferences. 

6. Nurses will begin the school year two (2) days prior to teachers' first day. 
These days will be used to prepare the clinic for the beginning of the year. 

G. Severance Pay 

An employee who has had ten (10) or more years of Buckeye Local School service 
and retires under a state retirement system (e.g. STRS), or dies, shall receive 
severance pay that is equal to the value of twenty-five percent (25%) of his/her 
accumulated but unused sick leave capped at seventy-seven and a half (77.5) 
days. 

If the retiring employee is on less than full-time schedule at the time of retirement 
the calculation of the days due is to be based on the average workday during the 
year immediately preceding the effective date of retirement. If the retiring employee 
has been on an unpaid leave of absence, the per diem rate for purposes of 
calculating severance pay shall be based on the last year of active employment. 

The calculation of severance pay shall be made on the basis of each eligible 
teacher’s regular daily base rate of compensation at the time of retirement. 
Excluded from such calculations shall be annual differentials, shift differentials, all 
premium payments, regularly scheduled overtime, and all other forms of additional 
or supplemental compensation. 

The receipt of severance pay shall eliminate and forever cancel all future claims to 
all sick leave accumulated but unused by the teacher at the time of retirement. 

The payment of severance pay shall be made only once to any teacher. Such 
payment shall be made within 30 days of the effective date of the teacher's 
retirement under a state retirement system. For teachers who are not subject to 
the mandatory deferral of severance pay in Paragraph H, below, severance pay 
may be deferred to an annuity contract or custodial account that is tax-qualified 
under Section 403(b) of the Internal Revenue Code if it is permissible to do so 
under applicable law and the terms of the School District's Section 403(b) Plan. 

Severance pay will be paid to the spouse or estate of the teacher in the event of 
that teacher's death. 

H. Deferral of Severance Pay 

1. Notwithstanding anything in this Agreement or Board policy to the contrary, 
in accordance with the terms of this Agreement and any related provisions 
of a plan document adopted by the Board to comply with the requirements 
of Section 403(b) of the Internal Revenue Code (the "IRC"), certain retiring 
employees shall have the total amount that otherwise would be payable to 
the Participant as severance pay under Article XIV, Paragraph G 
("Severance Pay") mandatorily paid into an annuity contract or custodial 
account that is designed to meet the tax-qualification requirements of IRC 
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Section 403(b) (a "TSA"). For purposes of this Agreement, this 
arrangement is referred to as the "403(b) Plan". The provisions of this 
Agreement are effective for all employees whose retirement effective dates 
are after the date of this Agreement. 

2. The terms of the 403(b) Plan shall include the following: 

a. Participation in the 403(b) Plan shall be mandatory for any teacher 
who is entitled to Severance Pay and retires after the calendar year 
the teacher attains age 54. 

b. If a retiring teacher is a participant in the 403(b) Plan, an employer 
contribution shall be made on his/her behalf under the 403(b) Plan 
in an amount equal to the total amount that otherwise would be 
payable to the Participant as Severance Pay. 

c. Except as provided below, the required contribution to the 403(b) 
Plan shall be made within the timeframe described in Article XIV, 
Paragraph G. regarding the payment of severance pay. 

d. In the calendar year of retirement, or in any other calendar year, the 
total amount of Severance Pay that may be paid to a TSA under the 
403(b) Plan shall not exceed the maximum contribution amount 
allowable under the federal income tax law for TSAs that are 
intended to be tax qualified under IRC Section 403(b). If the amount 
payable to the 403(b) Plan in any calendar year would exceed the 
maximum amount that is permitted under the applicable federal 
income tax law for that year, the excess amount shall be contributed 
to the 403(b) Plan after the first payroll date in January of the next 
calendar year. This process shall be repeated for up to five calendar 
years following the year of retirement, in each such year not to 
exceed the maximum amount permitted under the applicable federal 
income tax law for that year; and if there are still any remaining 
excess amounts in the fifth calendar year after retirement, the 
remaining excess shall be paid in cash to the retired member. 

e. Unless the retired member otherwise elects, as is provided below, 
the TSA that shall be used for the 403(b) Plan shall be the group 
annuity contract of AIG VALIC that was originally proposed for use 
with the 403(b) Plan using the "Bence!'" Plan document. 403(b) Plan 
participants shall be required to complete AIG VALIC enrollment 
forms; and unless and until a member does so, no contribution of 
Severance Pay shall be made to under the 403(b) Plan on behalf of 
the member. A participant in the 403(b) Plan may elect to designate 
another TSA provider who is to receive the employer contribution 
under the 403(b) Plan; provided, however, that any such provider 
must be on the approved list of TSA providers that is in effect at that 
time of the required contribution under the 403(b) Plan; and the 
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Board shall continue to have authority to continue to approve or 
disapprove of TSA contract providers. 

f. If a teacher retires, is entitled to have a contribution paid to the 403(b) 
Plan, and dies prior to such contribution being paid to the 403(b) 
Plan, the contribution shall be paid to the TSA provider contract and 
then paid by the plan to a Beneficiary of the teacher in accordance 
with the terms of the TSA provider contract. 

3. If a teacher is entitled to Severance Pay and is not an eligible participant in 
the 403(b) Plan, that teacher (i) will continue to be eligible for any and all 
severance payments payable in accordance with Article XIV, Paragraph G. 
of this Agreement. The teacher may elect to defer such payments to a "TSA" 
as permitted by law and Board policy. 

4. All contributions to the 403(b) Plan, all deferrals to a TSA, and all check 
payments to teachers, shall be subject to reduction for any tax withholding 
or other withholding that the Treasurer, in his/her sole discretion, 
determines is required by law. Neither the Board nor the B.E.A. guarantee 
any tax results associated with the 403(b) Plan, deferrals to a TSA, or check 
payments made to a teacher. 

I. Substitute Pay for Planning Period  

Substitute pay for planning periods for teachers shall be in the amount of: 

$28.00 per period 

J. Bargaining Unit Adult Education and Summer School Teachers 

Pay for members of the bargaining unit who act as adult education and summer 
school teachers shall be in the amount of: 

$21.74 per hour 

K. Industrial Arts Maintenance 

$24.64 per hour 

The time must be approved in advance by the building principal. 

L. Work Done Outside of Teacher Day 

In consultation/collaboration with bargaining unit members, the parties will 
determine work to be completed or attendance at any, and/or professional 
development that occurs outside of the teacher’s contracted day, which shall be 
paid in the amount of:  

$24.04 per hour 
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M. Elementary Technology Resource Person 

Each elementary building will have access to a technology resource person. The 
technology resource person will be given release time, as deemed necessary by 
the Superintendent and Technology Coordinator, to assist teachers in the use of 
technology to enhance curriculum. Compensation will be in accordance with 
Appendix B. 

N. Mileage Reimbursement 

Teachers required to travel by the District will be reimbursed at the prevailing IRS 
rate. 

O. Extracurricular and Special Fee Pay Schedule  

1. For the purposes of movement on the Extracurricular pay schedule, only 
years of experience under contract in the particular sport or activity shall be 
counted. The Superintendent's approval shall be required for: (1) years of 
experience in the same sport or activity in a school district other than 
Buckeye, (2) experience in the same sport or activity not under contract, (3) 
previous experience in the same activity when more than two calendar 
years have lapsed between resigning a position and accepting a position in 
the same sport or activity. In no event shall experience in one sport or 
activity be counted toward placement on the salary schedule in another 
sport or activity. The Extracurricular pay schedule is indexed to the B.A. 
base salary. 

2. Extended time shall be granted to the following positions for the time stated: 

School Counselor –    18 days for High School 

      15 days for Middle School 

      13 days for Elementary School 

Nurse(s) – 4 days 

Library/Media Specialist – 2 days.  

Teachers who receive extended days under this provision will prepare a 
calendar prior to the end of the school year for which to work the prescribed 
number of days in the upcoming year.  This calendar shall be created jointly 
by the building Administrator and the bargaining unit member, and a copy 
provided to the payroll department.  In order to be paid for an extended day, 
the teacher must actually work the day – e.g., a sick day does not “cover” an 
extended day. Any change from the approved calendar will need to be 
approved by an Administrator. 
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3. Payment Schedule for Extracurricular and Special Fee Assignments 

All fees of .025 or less will be paid the last pay in June of each year. At the 
teachers request, pay for assignments with a fee of more than .025 that last 
the entire school year, the fee will be divided over 20 pay periods. 
Assignments that are greater than .025 that last less than the entire year 
will be paid in two equal installments, one payment midway through the 
activity and the other at the completion of the job. Completion of the job 
shall be defined as completing all events and the end of the season/year 
report and inventory. 

An employee who is on extended leave may have their pay prorated based 
on attendance at the discretion of the Superintendent. 

P. Enrollment of Children of Teachers/Tutors 

Employees may enroll their children in the Buckeye Local School District under the 
Board's Inter-District Open Enrollment Policy which requires a parent to submit an 
application each year between April 1 and April 15. If the Board rescinds its Inter-
District Open Enrollment Policy, teachers/tutors employed on or before January 1, 
1998 may enroll their children in the Buckeye Local Schools on a tuition free basis. 

Q. National Certification Incentive 

1. Any teacher or librarian who becomes certified by the National Board for 
Professional Teaching Standards (NBPTS) will receive a one-time, lump-
sum payment of $1,500.00, subject to lawful withholdings, payable upon the 
first pay period following presentation of the certificate. 

2. Any counselor who becomes certified as a National Certified School 
Counselor (NCSC) by the National Board for Certified Counselors, Inc. 
(NBCC), or becomes certified pursuant to NBPTS counselor certification 
standards, will receive a one-time, lump-sum payment of $1,500.00, subject 
to lawful withholdings, payable upon the first pay period following 
presentation of the certificate. In situations where a counselor achieves both 
of the aforementioned certifications, only one incentive payment shall be 
made to the counselor. 

3. Any school nurse who (a) has a minimum of three years experience as a 
school nurse and (b) receives certification from the National Board for 
Certification of School Nurses, Inc. (NBSCN) will receive a one-time, lump-
sum payment of $750.00, subject to lawful withholdings, payable upon the 
first pay period following satisfaction of (a) and (b) above. Any school nurse 
who, in addition to achieving three (3) years of school nursing experience, 
also earns a Masters Degree in any of the following areas: Nursing, School 
Nurse Practitioner, Education-Community Health or related field approved 
by the Superintendent, will receive payment of an additional $750.00, 
subject to lawful withholdings, payable upon the first pay period following 
completion. 
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R. Section 125 Plan ("Cafeteria Plan") 

1. The Board shall maintain a "Cafeteria Plan" that is designed to (a) allow 
teachers who must make employee contributions for health care coverage 
to elect to do so on a pre-tax basis, and (b) allow teachers to elect to receive 
additional cash in lieu of Board paid health care coverage (as agreed to by 
the Board and the B.E.A.) and (c) allow teachers to elect to participate in 
the dependent care and medical care flexible spending accounts ("FSAs") 
described in Paragraphs 3 & 4 below. 

2. The Cafeteria Plan will be designated to meet the requirements of Internal 
Revenue Code ("IRC") Section 125 and applicable regulations. The Plan 
Year of the Cafeteria Plan shall be October 1 through the following 
September 30. Accordingly, each teacher will have an opportunity on an 
annual basis to enroll in the Cafeteria Plan. The open enrollment dates for 
pre-tax and after-tax deductions are from September 1st — 15th each year. 
The election to participate must be submitted on or before September 15th 
of each school year and may not be revoked during the current Plan Year, 
unless there is a change in the teacher's circumstances that, in accordance 
with IRC Section 125, permits the teacher to change his/her election under 
the plan (e.g., divorce, death of spouse, change in employment status 
including employment status affecting a spouse or dependent, birth or 
adoption of a child, a child losing eligibility for coverage, a court order 
requiring coverage, or other enrollment rights consistent with federal law). 
Details of the Cafeteria Plan will be provided on an annual basis at the time 
of enrollment and will also be available through the Board Treasurers Office. 

3. Dependent Care FSA 

a. Under the Cafeteria Plan, each teacher will be allowed to make a 
pre-tax "salary reduction" election up to the maximum amount 
allowable under IRC Section 129 (currently $5,000 per year), and 
receive a corresponding credit under a dependent care FSA. Under 
the dependent care FSA, reimbursement may be received for 
dependent care expenses described in IRC Section 129. 

b. The salary reduction and corresponding credits will be made and 
issued in eighteen (18) equal installments, beginning with the last 
pay in October. 

c. No teacher may be entitled to reimbursement from the dependent 
care account in excess of the amount credited to the account. 

4. Health Care FSA 

a. Under the Cafeteria Plan, each teacher will be allowed to make a 
separate pre-tax "salary reduction" election up to a maximum amount 
of $2,500 per year (exclusive of any teacher contributions for health 
coverage), and receive a corresponding credit under a health care 
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FSA. Under the health care FSA, reimbursement may be received 
for medical expenses (under IRC Section 213) that are not otherwise 
reimbursable by the health care plans of the Board or of another 
employer. 

b. The salary reduction shall be made in eighteen (18) equal 
installments beginning the last pay in October. 

c. Forfeiture of Unused Allocations 

To comply with the requirement of IRC Section 125, amounts 
remaining in either the dependent care or health care FSA at the end 
of each plan year, plus the applicable run-out period, will be forfeited. 
In the event a teacher separates from employment during a plan year 
with a remaining balance in the FSA account(s), the teacher may 
continue to receive reimbursements from the account(s) through the 
end of that plan year, plus the applicable run-out period. 

4. Plan Administrator 

The Board shall be the administrator of the Cafeteria Plan, but may delegate 
administration to the Board Treasurer's Office and/or a third party 
administrator. Any administrative costs associated with a third party 
administrator will be offset by the participating teacher. 

 

XV. FRINGE BENEFITS 

A. Health Benefit Plan 

1. Employees are covered under a PPO Health Benefit Plan. The bargaining 
unit members will pay a monthly premium equal to the total cost for medical, 
prescription, vision and single dental as follows: 

2021-2022 Plan Year – ten percent (10%) 
2022-2023 Plan year – eleven percent (11%) 
2023-2024 Plan Year – eleven percent (11%) 

The plan is provided by the Ashtabula County Schools Council of 
Governments ("ACSCOG"). 

2. Major provisions of the plan are included in Appendix A. 

3. This plan contains coordination of benefits and subrogation. 

4. A married employee may elect to enroll in either family or single contract for 
him/herself. 

5. Husband and wife employees of the Board of Education may elect to enroll 
in a family contract or two single plans. 
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6. An unmarried employee, with no dependents, is eligible to enroll in single 
coverage only. 

7. An unmarried employee, with dependents, is eligible to enroll in family 
coverage, providing he/she enrolls all eligible dependents. 

8. Transfer of existing coverage will be effective with the Buckeye Schools 
on the first working day. 

9. Participation in the hospitalization and surgical insurance plans is not 
automatic. All employees must make a formal request for enrollment on 
forms that are available at the Treasurers Office and may also need to 
complete and file election forms as required under the Cafeteria Plan. 

10. The following enrollment regulations apply: 

a. An employee not enrolled in the health program may enroll in the 
program at any time permitted under the terms of the Cafeteria 
Plan and rules of the carrier. 

b. New employees may enroll in the month of employment with an 
effective date being the first working day, subject to the rules of the 
Cafeteria Plan. 

c. After enrollment, insurance is continuous with employment unless 
voluntarily canceled by the employee in accordance with the terms 
of the Cafeteria Plan or termination of employment occurs. 
Employees will have one opportunity per year to enroll in or opt out 
of the various insurance programs, in accordance with the terms 
of the Cafeteria Plan. Any employee who has enrolled will not be 
able to change that enrollment option until the next scheduled 
enrollment period, unless permitted under the terms of the 
Cafeteria Plan. 

d. Covered employees and their qualified beneficiaries shall be 
granted full rights established by COBRA for any qualifying event. 
The cost of the continued group health coverage will be one 
hundred two percent (102%) of the applicable coverage and will be 
paid by the employee or qualified beneficiary. Payment shall be 
made in monthly installments, and the employee or qualified 
beneficiary shall have thirty (30) days from the first day of the 
period of coverage (each month) to make timely payments for the 
coverage. 

e. When an employee retires, the Board-paid insurance terminates 
on the first day of the designated month of retirement as 
determined by STRS. 
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f. Employees who have not resigned, but whose request to receive 
their entire pay in advance for the summer has been approved by 
the Superintendent, shall continue to receive Board-paid 
hospitalization for the summer months. 

g. Employees on a Board-approved medical leave of absence may 
elect to continue on the Buckeye Local Board of Education health 
insurance plan, at group rates, at their own expense for the length 
of the approved medical leave of absence. 

11. Employees who work less than a five-hour day shall have their insurance 
paid for by the Board of Education according to the following schedule 
subject to any monthly premium payments per Section A 1: 

1-2 hours Board pays: 25% 

2:01 - 4 hours Board pays: 50% 

4:01 - 4:59 hours Board pays: 75% 

5 plus hours Board pays: 100% 

 

Hours are calculated on the average weekly schedule. 

a. Every September as permanent hours are established, the above 
schedule will be applied for the year. If a supervisor makes an 
adjustment in an employee's work schedule that exceeds a period of 
one month during the year, a corresponding adjustment will be made 
according to the Board-paid schedule upon the approval of the 
Superintendent. 

b. During the summer months, when an employee who pays a portion 
of his/her premium, is not receiving a paycheck, the employee will be 
billed for his/her portion of premiums. 

12. Concerning any plan selected by employees that is more costly than the 
present plan, the difference between that plan and the Board-paid plan shall 
be paid by the employee. 

13. All employees are covered on a twelve-month basis unless termination of 
employment occurs. 

During the summer months when an employee who pays a portion of his/her 
premium is not receiving a paycheck, the employee will be billed for his/her 
portion of group employee benefits premiums. 

B. Dental/Vision 

1. The Board shall provide and pay a percentage of the premiums for a single 
group dental plan, which provides one hundred percent (100%) aid to 
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preventive and diagnostic dentistry, eighty percent (80%) basic restorative 
service, sixty percent (60%) major restorative services, $1,000 per person 
orthodontic sixty percent (60%) deductible, $1,500 calendar year maximum 
per person, $25 individual deductible, $50 family deductible. The plan is 
provided by ACSCOG. 

An employee enrolled in the family dental plan shall pay the difference 
between the single and family premium; however, no employee will be 
required to enroll in the family plan. 

Enrollment rights under the Dental Plan shall be subject to the rules of the 
Cafeteria Plan. 

2. The Board shall provide a vision care plan see Appendix. 

C. Group Term Life Insurance Policy Regulations 

1. The Buckeye Local Board of Education will provide teachers with a 
$35,000* Group Term Life Insurance Policy. Teachers will become eligible 
after a waiting period of three (3) months. 

2. In addition, an employee may purchase within thirty one (31) days of 
eligibility additional life and accidental insurance (AD&D) in $10,000 
increments for the employee up to a maximum of $300,000, in $5,000 
increments for a spouse up to a maximum of $150,000, and a flat $10,000 
life benefit only (no AD&D) for child(ren) at his/her own expense upon 
approval of the carrier. Payroll deductions will be available for this option. 
Employees who do not elect to purchase additional life insurance within 31 
days of eligibility may purchase additional life insurance subject to the 
evidence of insurability requirements of the group life insurance policy. 

3. In the event of death from any cause, the amount of life insurance shown in 
the Schedule of Benefits will be paid. Accidental Death and 
Dismemberment is a part of the policy. Arrangements may be made for the 
beneficiary to have the proceedings of the insurance paid in installments. 

4. The policy will include a conversion privilege, and upon termination of 
employment for any reason, coverage will continue for thirty-one (31) days. 
The employee may continue to carry his/her coverage on his/her own. No 
medical examination will be required. 

5. The individual employee has the right to name and change the beneficiary. 

6. Each teacher will receive an individual policy certificate and will have the 
right to examine the Master Contract held by the Board of Education. 

* $20,000 if less than four (4) hour employee. 
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D. Insurance Carrier 

The Board retains the right to change insurance carriers and coverage as long as 
and on the condition that (1) any such change is discussed with the Association 
prior to the modification or termination of existing insurance programs and (2) any 
new insurance program or plan is determined to be at least equal to the existing 
coverage or insurance plan in terms of benefits, coverage and entitlements. The 
name of all insurance carriers shall appear in the Agreement. 

E. Waiver of Insurance 

Any teacher who agrees to waive, in writing, all insurances under this Article for a 
period of one year will receive a lump sum payment of two thousand dollars 
($2,000.00),** which payment will be made on the first pay period following 
completion of that one (1) year waiver period. In the event ten (10) or more FTE 
teachers participate in the waiver of insurance, the lump sum payment will be two 
thousand five hundred dollars ($2,500.00) for each such one year waiver period. 
In the event fifteen (15) or more FTE teachers participate in the waiver of 
insurance, the lump sum will be three thousand dollars ($3,000) for each such one 
(1) year period. The one (1) year waiver period, elections to waive the insurances 
under this Article, and revocations of those elections to waive coverage shall be 
made solely in accordance with the terms of the Cafeteria Plan. 

If an employee rescinds a waiver of coverage before the end of the applicable 
waiver year, the coverage of the employee and his/her dependents that is available 
under the medical plan of the Board shall be determined solely in accordance with 
the terms and limitations of the medical plan. An employee who rescinds his/her 
waiver will receive no payment for the period of time in which the waiver was in 
effect. This waiver does not apply to any teacher whose spouse is employed by 
the Buckeye Local Schools. 

**Employees who work less than a five (5) hour day will receive a prorated lump 
sum payment in accordance with their insurance schedule. Effective with the 2013-
14 school year, tutors will receive a lump sum payment of three hundred dollars 
($300). 

 

XVI. EVALUATION 

I. 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. 
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B. Evaluation Cycle: The period of time for the completion of the evaluation 
procedure. The evaluation cycle is completed when performance assessments are 
conducted for the current school year and the teacher is assigned a final holistic 
rating. 

 
C. Evaluation Factors: The walkthrough(s), observation(s), and other components 

required by Ohio Rev. Code to be used in the teacher evaluation procedure and 
other information and/or documentation relevant to teacher performance pursuant 
to the standards of the profession. 

 
D. 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). 

 
E. Evaluation Instruments: The forms developed by ODE and used by the teacher’s 

evaluator. The approved evaluation instruments are attached to this Agreement as 
Appendix M.  

 
F. Evaluation Procedure: The procedural requirements set forth in this agreement 

and Board policy which conform with and provide specificity to the statutory 
obligations established by Ohio Rev. Code § 3319.111 and § 3319.112. 

 
G. 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”.  

 
H. 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, as well as formal observations, 
classroom walkthroughs, high quality student data and professional growth and/or 
improvement plan(s) and other information and/or documentation relevant to 
teacher performance pursuant to the standards of the profession. 

 
I. High Quality Student Data (HQSD): Data derived from instrument(s) rigorously 

reviewed and approved by locally determined education experts, which provides 
evidence of student learning that can be directly attributed to the teacher who is 
being evaluated. 

 
J. Improvement Plan: A detailed, written plan collaboratively developed between the 

teacher and by the 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 M. 
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K. The evaluator/Administrator has discretion to place a teacher on a District plan for 
improvement at any time based on any individual deficiency exhibited in the 
evaluation system by the teacher.  

 
L. 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). 

 
M. Ohio Teacher Evaluation System (OTES): The teacher evaluation system required 

by Ohio Rev. Code § 3319.111 and § 3319.112. 
 
N. Poorly Performing Teacher: Teachers identified through the evaluation process set 

forth in this policy who demonstrate an inability to meet the reasonable 
expectations of this standards-based evaluation system. 

 
O. 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 M. 

 
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 M of this Agreement 

 

II. PURPOSE 

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

 
1. Advance the professional learning and practice of teachers individually and 

collectively in the school District. 
 
2. Inform instruction. 
 
3. Assist teachers and administrators in identifying, implementing, and 

supporting best educational best practices that will provide the greatest 
opportunity for student learning and growth. 

 

III. APPLICATION 

A. The teacher evaluation procedure contained in this agreement applies to the 
following employees of the District: 
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1. Teachers working under a license issued under Ohio Rev. Code § 3319.22, 
§ 3319.26, § 3319.222, or § 3319.226 or a permit issued under 3319.301 
and who spend at least fifty percent (50%) of their time providing student 
instruction. 

 
2. 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. Was on leave for fifty percent (50%) or more of the school year; 
 
2. 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; 

 
C. The District may elect not to evaluate a teacher who is 

 
1. 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;  

 

IV. STANDING JOINT COMMITTEE FOR TEACHER EVALUATION 

 

The Association and Board agree to establish a standing joint Evaluation Committee for 
the purpose of recommending revisions to the standards-based teacher evaluation 
system, and its related procedures and processes for the evaluation of teachers in the 
District. 
 
A. Committee Composition 

 
1. The committee shall be comprised of four (4) Association members 

appointed by the Association President and four (4) members appointed by 
the Superintendent/designee. In addition, each party may appoint up to one 
ad hoc non-voting member to assist and/or attend committee meetings.  

 
2. 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. 
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3. 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 
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 with input from the Committee. 
 
5. All decisions of the committee shall be achieved by consensus. 
 
6. At the initial committee meeting, the committees shall develop the ground 

rules by which the committee shall operate. 
 
7. At each meeting, the committees shall select an individual to act as the 

official scribe for that meeting. All notes and official minutes, be stored and 
available to members of the committee, Association President, and District 
Superintendent electronically within five (5) days following each meeting of 
the committee. 

 
8. Members of the committee shall receive release time for committee work 

and training during the contractual workday or any committee work up to a 
maximum of the equivalent of three (3) workdays. Training and committee 
meetings held outside of the contractual workday shall be paid at class 
coverage 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.) 
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as it deems appropriate. The cost, if any, shall be borne by the Board of 
Education. 

 
C. 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, elements of the teacher evaluation procedure as included in 
this Agreement, 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 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 the BEA prior to submitting the recommendation to the 
Superintendent to submit to the Board. 

 

V. EVALUATORS 

 
QUALIFICATIONS AND ASSIGNMENT 
 
A. Each evaluator shall be an employee of the Buckeye Local 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., 
including an alternative license, and shall be credentialed at the time of any 
walkthrough, observation, or evaluation. The curriculum advisor may be allowed 
to evaluate a bargaining unit member if needed. 

 
B. A teacher’s evaluator (primary and secondary) 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.  In the 
event a primary evaluator is unavailable to conduct the evaluation, the secondary 
evaluator shall do so. 
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C. In assessing a teacher’s performance, evaluators shall not 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. 

 

VI. ORIENTATION AND PROFESSIONAL DEVELOPMENT 

 
PROFESSIONAL DEVELOPMENT 
 
A. The Board shall meet the requirements of Ohio Rev. Code § 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.  

 

B. Should there be any changes to the OTES procedure then the Board shall provide 
training on the components of changes to 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).  
 

C. Before the first day of instruction with students, teachers shall be provided with 
an in interactive training of the Ohio Teacher Evaluation System, including but not 
limited to the purpose, professional growth plans, improvement plans and the 
evaluation rubric and High Quality Student Data and other pertinent information 
in the evaluation system. 

 
FUNDING FOR ORIENTATION, PROFESSIONAL DEVELOPMENT AND TRAINING 
 

In accordance with the Ohio State Board of Education’s State-wide evaluation framework, 
the Board has adopted a specific plan for the allocation of financial resources to support 
the professional development of teachers.  

 

VII. EVALUATION STRUCTURE AND PROCEDURES 

 
SCHEDULE OF EVALUATION 
 
A. No teacher shall be subject to more than one (1) Evaluation Cycle per school year. 
 
B. 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. 
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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 M of this contract. 

 
B. 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, 
as well as other information and/or documentation relevant to teacher performance 
pursuant to the standards of the profession. 
 

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. As part of the evaluation cycle, all monitoring or observation of the work 

performance of a teacher shall be conducted openly and with full knowledge of the 
teacher with the exception of an unannounced holistic observation and 
walkthroughs consistent with this Agreement. 

 
E. 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.  Should 
emergency circumstances arise to the extent that remote or virtual performance 
assessments are necessary, the parties will meet to discuss how evaluations will 
be performed. 

 
F. The District will not use video/audio evidence submitted to the ODE by the 

Resident Educator as evidence to assess teaching performance. 
 
G. No teacher shall be required to complete a self-assessment (e.g. OTES Self-

Assessment Form).   
 

OBSERVATIONS 
 
A. Schedule of Observations  
 

1. The Board shall perform two (2) formal observations in a year in which the 
teacher is on an evaluation cycle. Each formal observation shall last a 
minimum of thirty (30) continuous minutes. The first formal observation shall 
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be completed no later than January 15th. The second formal observation 
shall be completed no later than May 1st. 

 
2. The Board shall perform a minimum of three (3) formal observations during 

the evaluation cycle in any school year in which the Board may wish to 
declare its intention not to re-employ a teacher under Ohio Rev. Code § 
3319.11. The observation schedule shall comply with (1) above. The third 
formal observation shall be completed no later than May 1st. 

 
3. One (1) formal observation and post-conference shall occur in a year in 

which a teacher is not on an evaluation cycle. 
 
4. 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, any leave of absence 
of more than three (3) days, or within the first two (2) weeks of school. 

 
5. Teachers shall not receive a formal observation on a day in which a holiday 

party is planned (Halloween, Valentine’s day, 100th day, etc.) 
 
6. A teacher may request a formal observation at any time in addition to those 

required by this procedure. 
 
7. The formal holistic observation shall be unannounced without a pre-

conference. The formal focused observation shall be announced with a pre-
conference held prior to the observation, so that the evaluator and the 
teacher may review the focus area together prior to the observation. 

 
B. Observation Conferences 

 
1. An Administrator shall make every effort to hold a pre-observation 

conference between the evaluator and the teacher not less than three (3) 
working days prior to each formal observation. At the pre-observation 
conference, the teacher may provide evidence for the work situation to be 
observed on the pre-observation form (Appendix M). Any completion of this 
form shall be considered voluntary. 

 
2. A post-observation conference shall be held after each formal observation. 

The administration shall make every effort to hold the post-observation 
conference not more than 5 working days following the formal observation. 
Teachers shall be given the opportunity to provide evidence, which must be 
utilized to inform the evaluator’s rating in all areas of the observation and 
shall include a discussion of the progress being made on the teacher’s 
professional growth or improvement plan.  
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WALKTHROUGHS 
 
A. 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 of student learning;  
8. Professional responsibilities  
9. Any other component of the Standards for Ohio Educators and rubrics 

approved for teacher evaluation. 
 

B. The walkthrough shall be at least 5 consecutive minutes, but not more than 10 
consecutive minutes in duration. 

 
C. The teacher shall be provided feedback through the OhioES. 
 
D. At the request of the teacher, a formal debriefing shall occur the walkthrough to 

discuss observations of the evaluator. 
 
E. No more than four (4) walkthroughs shall be conducted in each evaluation cycle.  
 
F. Walkthroughs shall not disrupt the learning environment in the classroom. 
 
G. Teachers 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 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. The Evaluation Committee shall provide a recommendation to the 

Superintendent 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. 
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C. Teachers must provide evidence to their evaluator which demonstrates that they 
have used high-quality student data in the following ways: 
 
1. Critically analyze and reflect upon results to support improvement and 

enhancement of student learning; 

 
2. Assess student learning needs and styles, including the strengths and 

weaknesses of an entire class as well as individual students in each class; 

 
3. Inform and adapt instruction to meet student needs; and 

 
4. Measure student learning achievement and growth, as well as progress 

toward achieving state and local standards. 

 
5. Professional responsibility and growth. 

 
D. As embedded in the rubric, assessing student performance on a test or tests shall 

be used for the purpose of analyzing patterns to measure targeted student 
learning, anticipate learning obstacles, modify instruction, and differentiate to meet 
the needs of groups of students.  
 

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 
 
A. 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. 

 
2. 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. 

 
3. Teachers whose evaluation rating is Developing shall develop a 

professional growth plan guided by their assigned evaluator, pursuant to the 
terms of this Agreement. 

 
4. Teachers whose evaluation rating is Ineffective will be placed on a 

professional improvement plan with their assigned evaluator, pursuant to 
the terms of this Agreement. 
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5. If a teacher and evaluator are unable to agree on the evaluator’s 
expectations for the improvement plan, the teacher may request that the 
Curriculum Director facilitate further discussion between the teacher and 
the evaluator toward development of the improvement plan. 

 
B. The Board shall provide professional development, the allocation of financial 

resources to accelerate teacher growth and improvement; and support to poorly 
performing teachers.  

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

an improvement plan. 
 

D. The improvement plan shall include as appropriate and applicable to the specific 
teacher: 

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

 
4. Shall utilize the form developed by ODE found in Appendix M of this 

Agreement. 
 
E. Teachers will be required to have no more than two goals that address an element 

of a standard of the Ohio Standards for the Teaching Profession and/or 

components of the observation domains. At least one (1) of the goals must address 

the teacher’s contribution to the achievement of a District goal and/or building level 

goal. 

 
MENTOR TEACHER FOR TEACHERS ON AN IMPROVEMENT PLAN 
 

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

B. Role of the Mentor Teacher 
 

1. The mentor teacher shall have a minimum of five (5) consecutive years of 
teaching experience in the District. 
 
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. 
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b. The mentor teacher shall hold a valid teaching certificate/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. Compensation 
 
a. Each mentor teacher shall receive a stipend of $1,000 dollars for 

each mentee. The stipend is to be paid on the first pay in May of that 
school year. 
 

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. 

 
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.  

 
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. 
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B. Completion of Evaluation Cycle 
 

1. The summative evaluation rating shall be based upon a preponderance of 
the evidence, assessed in a holistic manner, with in the current evaluation 
cycle, that is aligned to the Ohio Educator Standards.  
 

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

 
3. 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. A teacher’s failure or refusal to sign or otherwise “pin 
off” on his/her evaluation does not impact the final summative rating or 
completion of the evaluation cycle. 

 
4. The evaluation report shall be completed, signed by both parties, and filed 

with the Superintendent no later than May 10.  
 

5. Any continuing contract teacher who receives an evaluation rating of 
“skilled” shall not be subject to another evaluation cycle until the second 
school year following the rating in accordance with R.C. 3319.111 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. 

 
6. Any continuing contract teacher who receives an evaluation rating of 

“accomplished” shall not be subject to another evaluation cycle until the 
third school year following the rating in accordance with R.C. 3319.111, 
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. 

 
7. 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). 
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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 attached a written rebuttal to their 
evaluation. 

 
B. All procedural 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 
be in accordance with Article XIII. 

 
C. To the extent necessary, the Board’s evaluation policy shall align to the terms of 

this Agreement. 
 
D. If the Ohio General Assembly promulgates a law that invalidates portions of this 

evaluation procedure, or a Court of competent jurisdiction or the State Employee 
Relations Board (SERB) determines that a provision of this section is unlawful, the 
parties shall meet within 15 days to bargain over the impact of the changes to the 
extent the changes impact terms and conditions of employment. If the parties fail 
to reach agreement within thirty (30) days of the initial bargaining meeting, the 
parties shall utilize the Mediation Procedure found in Article XIII of this agreement. 
If the parties are unable to reach an agreement after thirty (30) days of the 
enactment of the Mediation Procedure, the parties may avail themselves of any 
other legal remedy.  

 

SCHOOL COUNSELOR EVALUATION SYSTEM  

School Counselors will be evaluated in accordance with the Ohio School Counselor 
Evaluation System (OSCES). 

 

XVII. OCCUPATIONAL SAFETY AND HEALTH 

A. Notice of Violation 

Before exercising his/her right under O.R.C. Section 4167.06, an employee must 
contact his/her principal or Superintendent and review all the existing facts. The 
employee may be temporarily reassigned without regard to other provisions of this 
Agreement. 

B. Nondiscrimination 

An employee who wishes to assert a claim of discrimination as defined in O.R.C. 
Section 4167.13 and who uses the grievance procedure of this Agreement to 
assert such a claim will be barred from asserting such a claim to the State 
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Employment Relations Board, filing a lawsuit, or pursuing other means of 
challenge. 

C. Internal Administrative Procedure 

The parties desire to deal with safety and health complaints, and to attempt to 
correct any safety or health violations, 

internally. Accordingly, neither the Association nor an employee may file a 
complaint alleging a health or safety violation with the Ohio Department of 
Industrial Relations pursuant to O.R.C. Section 4167.10 until the following process 
has been completely exhausted: 

1. An employee or representative shall immediately bring an alleged health or 
safety violation to the attention of the affected employee(s)' building 
principal who will consult with the Superintendent or designee. Within five 
(5) workdays, the Superintendent or designee will complete a preliminary 
investigation and provide the employee or representative with a written 
response. If the employee is not satisfied with the action taken and believes 
a violation exists, the employee may pursue the remedies available under 
O.R.C. Section 4167. 

2. If an employee believes an alleged health/safety violation presents an 
immediate risk of harm to the employee, he/she may request a temporary 
reassignment. If the Superintendent or designee, after an immediate 
investigation, does not believe the employee's health/safety is in jeopardy, 
the employee will be notified and will be expected to perform his/her job 
duties. If the employee disagrees with the determination, he/she may 
pursue the remedies available under O.R.C. Section 4167. 

 

XVIII. TEACHER EDUCATION, CERTIFICATION 
AND LICENSURE 

Local Professional Development Committees 

The Board and the BEA agree to participate in the LPDC available through the Ashtabula 
Education Service Center and to abide by the procedures developed and implemented 
by the County LPDC. 

 

XIX. DRUG AND ALCOHOL FREE WORK PLACE 

A. It is the policy of Buckeye Local Board of Education to maintain a drug and alcohol-
free work place in full compliance with all applicable federal, state and local laws. 

B. The Board may require an employee, or prospective employee, to be tested for 
drugs or alcohol for the following reasons or circumstances: 
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1. Post-offer, pre-employment testing 

2. Reasonable suspicion testing 

3. Post-accident testing 

4. Return to work assessment 

C. The Board and Association agree to abide by the following procedures and 
requirements as relates to the aforementioned drug or alcohol testing: 

1. Post-Offer, Pre-Employment Drug and Alcohol Testing 

As part of the Board's employment procedures, all applicants will be 
required to undergo a post-offer, pre-employment drug and alcohol test 
conducted by a contractor the Board designates. Employment depends 
upon satisfactory completion of the test (i.e. negative test results). 

2. Reasonable Suspicion Testing Reasonable suspicion testing will occur 
when management has reason to suspect that an employee may be in 
violation of this Policy. The suspicion will be documented in writing at the 
time the test is requested. A reasonable suspicion test occurs based on: 

a. Observed behavior, such as direct observation of drug/alcohol use 
or possession and/or physical symptoms of drug and/or alcohol use. 

b. A pattern of abnormal conduct or erratic behavior. 

c. Newly discovered evidence that the employee has tampered with a 
previous drug or alcohol test. 

The observation made must be by a trained supervisor. Reasonable 
suspicion testing does not require certainty, but mere "hunches" are not 
sufficient to justify testing. To prevent this, all managers/supervisors will be 
trained to recognize drug and alcohol-related signs and symptoms. Testing 
may be for drugs or alcohol or both. 

3. Post-Accident Testing 

Post-accident testing will be conducted whenever an accident, as is 
hereinafter defined, occurs. For the purpose of this type of testing, the Board 
considers an accident an unplanned, unexpected, or unintended event that 
occurs on Board property, during the conduct of business, or during working 
hours, or which involves a Board owned vehicle or vehicle which is used 
within the employee's scope of employment, and which results in any of the 
following: 

a. A fatality of anyone involved in the accident. 
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b. Bodily injury to the employee and/or another person that required off-
site medical attention away from the Board's place of employment. 

c. Vehicular damage in apparent excess of $2,000.00. 

d. Non-vehicular property damage in apparent excess of $2,000.00. 

When such an accident results in one of the situations described above, 
any employee who directly contributed to the accident will be tested for 
drugs or alcohol use or both. 

4. Follow-up Testing after Return-to-Duty Following a Positive Test Result 

This test occurs when an employee tested positive and utilizes the 
Rehabilitation Option described in this section of the Agreement. A negative 
"return-to-duty test" is required before the employee will be allowed to return 
to work. If the employee fails this test, such an event will constitute grounds 
for termination of employment. 

At no time shall the District undertake any random drug testing that is not required 
by Federal or State law. 

Any employee who is required to be tested outside of the regular workday shall be 
paid a minimum of one (1) hour or the actual time, whichever is greater. 

D. Rehabilitation Option 

In the event an employee tests positive for a controlled substance or alcohol, the 
employee may elect to resign or seek rehabilitation through an approved treatment 
program provided the employee is otherwise eligible for continuing employment. A 
Last Chance Agreement (Appendix N), which will include an understanding that 
the employee will cooperate in all recommended treatment(s) and abstain from the 
use of any mind altering substance and will be subject to random testing for the 12 
month period following completion of the rehabilitation option, must be signed by 
any employee electing this Rehabilitation Option. Rehabilitation undertaken 
voluntarily in lieu of discipline shall be entirely at the employee's expense and 
without pay, except as may be covered by applicable group health plan terms, sick 
leave policies, and other leaves of absence policies. If the employee’s conduct 
puts the health and/or safety of the students at risk during their duties as a district 
employee, the Superintendent may forgo the option of a Last Chance Agreement 
and instead issue discipline, up to and including suspension without pay and/or 
termination, depending on the severity of the offense. In the event the 
superintendent forgoes the option of a Last Chance Agreement, the provisions in 
Article X., Section H. shall apply. 
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XX. ACADEMIC FREEDOM 

A. A bargaining unit member seeks to educate a student in the democratic tradition, 
to foster recognition of individual freedom and social responsibility, to inspire 
meaningful awareness of and respect for the Constitution, the Bill of Rights, and 
the laws of the land, and to instill appreciation of the values of individual 
responsibility. It is recognized that these democratic values can be transmitted in 
an atmosphere which is free from censorship and artificial restraint upon free 
inquiry and learning, and which academic freedom for bargaining unit member and 
student is encouraged within course of study using research based curriculum and 
instruction in compliance with the Ohio State Academic Content Standards and 
College Board guidelines and course requirements. 

 

XXI EFFECTS OF THE AGREEMENT 

A. Term of Agreement 

This Master Agreement supersedes all Board policy, rules and regulations that are 
inconsistent with it. All prior Master Agreements between the Board and 
Association are null and void by this Agreement. 

B. Distribution and Printing of Agreement 

The negotiated Agreement shall be updated and codified each year by the parties. 
After the parties have mutually agreed to cost and content, the BEA shall make all 
necessary arrangements for printing. Copies shall be printed in reduced size and 
distributed to members of the bargaining unit, administrators, and Board members. 
Also, both the BEA and the Board will each receive twenty (20) additional copies. 
The cost of such printing will be shared equally by the Board and the BEA. 

C. Severability 

The parties hereby agree that this Agreement shall supersede all laws pertaining 
to wages, hours, and terms and conditions of employment to the full extent 
permitted by Chapter 4117 of the Ohio Revised Code. In the event a court of 
competent jurisdiction or the State Employment Relations Board, in a final, 
unappealed or unappealable judgment, finds that any provision of this Agreement 
is in conflict with and does not supersede, any provision of law, the parties shall 
renegotiate such provision. 

D. Duration 

This Agreement shall be for a period of three years with an effective date of July 
1, 2021 and an expiration date of midnight, June 30, 2024. 
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This Agreement is made and entered into by and between the Buckeye Education 
Association and the Buckeye Local Board of Education and is attested to by the 
representatives whose signatures appear below. 
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BUCKEYE LOCAL SCHOOLS  

Ashtabula, Ohio 44004 

EXTRACURRICULAR AND SPECIAL FEE ASSIGNMENTS 

Indexed to Teachers Salary Schedule, BA Column, 0 Years Experience 

  Years of Experience 

I II III 

(0-3) (4-6) (7 & over) 

ATHLETICS:    

HS Athletic Manager .13 .14 .15 

JH Athletic Manager .07 .08 .09 

Athletic Trainer .12 .13 .14 

Head Cross Country Boys/Girls combined .14 .15 .16 

Assistant Cross Country Boys/Girls .08 .09 .10 

Head Football .16 .17 .18 

Assistant Football (10) .10 .11 .12 

Head Golf (2) Boys/Girls .10 .11 .12 

Head Soccer (2) Boys/Girls .16 .17 .18 

Assistant Soccer (2) Boys/Girls .10 .11 .12 

Head Volleyball .16 .17 .18 

Assistant Volleyball (4) .10 .11 .12 

Head Basketball (2) Boys/Girls .16 .17 .18 

Assistant Basketball (8) 4 Boys/4 Girls .10 .11 .12 

Head Wrestling .16 .17 .18 

Assistant Wrestling (3) .10 .11 .12 

Head Baseball .14 .15 .16 

Assistant Baseball .09 .10 .11 

Head Softball .14 .15 .16 

Assistant Softball .09 .10 .11 

Head Tennis (2) Boys/Girls .14 .15 .16 

Assistant Tennis (2) Boys/Girls .04 .045 .050 



APPENDIX B 

86 
 

  
Years of Experience 

I II III 

(0-3) (4-6) (7 & over) Head Track (2) Boys/Girls   .14 .15 .16 

Assistant Track (6) 3 Boys/3 Girls .09 .10 .11 

Head Swim Coach (1) .10 .11 .12 

Weight Room Coach (1) .10 .11 .12 

CHEERLEADER ADVISORS:       

Varsity (2) 1 Fall, 1 Winter .10 .11 .12 

Assistant (2) Boys/Girls .08 .09 .10 

ADVISORS:       

Academic Challenge (when participating) .027 .027 .027 

National Honor Society .025 .025 .025 

Senior High Clubs .025 .025 .025 

Junior High Clubs .015 .015 .015 

Prom Advisor .025 .025 .025 

Class Advisors (1 advisor per class- 9, 10, 11 & 
12) 

.025 .025 .025 

Student Council Advisor  
Elementary (1 per building) 

.010 .010 .010 

Academic Team Advisor  
Elementary (1 per building) 

.010 .010 .010 

Student Council HS .027 .027 .027 

Student Council MS .025 .025 .025 

DRAMATICS:       

Fall Play Director .050 .055 .060 

Technical Director - Fall Play .020 .022 .024 

Spring Drama Director .050 .055 .060 

Spring Music Director .050 .055 .060 

Technical Director - Spring Play .020 .022 .024 

Public Speaking .045 .045 .045 

JOURNALISM:       

Yearbook .050 .055 .060 

Yearbook after school duties and photography .025 .026 .027 

Newspaper .035 .040 .045 

Yearbook - Elementary (1 per building) .010 .010 .010 
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Years of Experience 

I II III 

(0-3) (4-6) (7 & over) MUSIC:     

Involvement in each musical drama productions .010 .010 .010 

Marching Band Student Monitor .060 .065 .07 

ELECTRONICS:       

Audio Visual Services .045 .045 .045 

Public Address System       

Auditorium Lighting       

TECHNOLOGY/STEM: 

 

      

High School .080 .080 .080 

Jr. High .050 .050 .050 

Elementary (1 per building) .035 .035 .035 

Technology Resource (1 per elementary 
building) 

      

Kingsville .05 .06 .07 

Ridgeview .05 .06 .07 

Elementary Recreational Sports 

(based upon enrollment and at Board 
discretion) 

$500 per advisor, per activity   

IAT Chair Person (1 Per building) .03 .03 .03 
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BUCKEYE LOCAL SCHOOLS 
SALARY INDEX 

 

BA BA/150 BA+10 BA+20 MA MA+10 MA+20 MA+30 

0 1.000 1.040 1.060 1.080 1.180 1.220 1.260 1.300 

1 1.050 1.090 1.110 1.130 1.230 1.270 1.310 1.350 

2 1.100 1.140 1.160 1.180 1.280 1.320 1.360 1.400 

3 1.150 1.190 1.210 1.230 1.330 1.370 1.410 1.450 

4 1.200 1.240 1.260 1.280 1.380 1.420 1.460 1.500 

5 1.250 1.290 1.310 1.330 1.430 1.470 1.510 1.550 

6 1.300 1.340 1.360 1.380 1.480 1.520 1.560 1.600 

7 1.350 1.390 1.410 1.430 1.530 1.570 1.610 1.650 

8 1.400 1.440 1.460 1.480 1.580 1.620 1.660 1.700 

9 1.450 1.490 1.510 1.530 1.630 1.670 1.710 1.750 

10 1.500 1.540 1.560 1.580 1.680 1.720 1.760 1.800 

11 1.550 1.590 1.610 1.630 1.730 1.770 1.810 1.850 

12 1.600 1.640 1.660 1.680 1.780 1.820 1.860 1.900 

13 1.650 1.690 1.710 1.730 1.830 1.870 1.910 1.950 

14       1.780 1.880 1.920 1.960 2.000 

15       1.830 1.930 1.970 2.010 2.050 

17        1.955 1.995     2.035     2.075 

20            1.98     2.02     2.06     2.10 

25        2.005     2.045     2.085     2.125 
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BUCKEYE LOCAL SCHOOLS  

TEACHERS' SALARY SCHEDULE  

2021-2022 School Year 

EXP BA BA/150 BA+10 BA+20 MA MA+10 MA+20 MA+30 

0 35,023 36,424 37,124 37,825 41,327 42,728 44,129 45,530 

1 36,774 38,175 38,876 39,576 43,078 44,479 45,880 47,281 

2 38,525 39,926 40,627 41,327 44,829 46,230 47,631 49,032 

3 40,276 41,677 42,378 43,078 46,581 47,982 49,382 50,783 

4 42,028 43,429 44,129 44,829 48,332 49,733 51,134 52,535 

5 43,779 45,180 45,880 46,581 50,083 51,484 52,885 54,286 

6 45,530 46,931 47,631 48,332 51,834 53,235 54,636 56,037 

7 47,281 48,682 49,382 50,083 53,585 54,986 56,387 57,788 

8 49,032 50,433 51,134 51,834 55,336 56,737 58,138 59,539 

9 50,783 52,184 52,885 53,585 57,087 58,488 59,889 61,290 

10 52,535 53,935 54,636 55,336 58,839 60,240 61,640 63,041 

11 54,286 55,687 56,387 57,087 60,590 61,991 63,392 64,793 

12 56,037 57,438 58,138 58,839 62,341 63,742 65,143 66,544 

13 57,788 59,189 59,889 60,590 64,092 65,493 66,894 68,295 

14 57,788 59,189 59,889 62,341 65,843 67,244 68,645 70,046 

15 57,788 59,189 59,889 64,092 67,594 68,995 70,396 71,797 

16 57,788 59,189 59,889 64,092 67,594 68,995 70,396 71,797 

17 57,788 59,189 59,889 64,092 68,470 69,871 71,272 72,673 

18 57,788 59,189 59,889 64,092 68,470 69,871 71,272 72,673 

19 57,788 59,189 59,889 64,092 68,470 69,871 71,272 72,673 

20 57,788 59,189 59,889 64,092 69,346 70,746 72,147 73,548 

21 57,788 59,189 59,889 64,092 69,346 70,746 72,147 73,548 

22 57,788 59,189 59,889 64,092 69,346 70,746 72,147 73,548 

23 57,788 59,189 59,889 64,092 69,346 70,746 72,147 73,548 

24 57,788 59,189 59,889 64,092 69,346 70,746 72,147 73,548 

25 57,788 59,189 59,889 64,092 70,221 71,622 73,023 74,424 
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BUCKEYE LOCAL SCHOOLS  

TEACHERS' SALARY SCHEDULE  

2022-2023 School Year 

EXP BA BA/150 BA+10 BA+20 MA MA+10 MA+20 MA+30 

0 35,723 37,152 37,866 38,581 42,153 43,582 45,011 46,440 

1 37,509 38,938 39,653 40,367 43,939 45,368 46,797 48,226 

2 39,295 40,724 41,439 42,153 45,725 47,154 48,583 50,012 

3 41,081 42,510 43,225 43,939 47,512 48,941 50,369 51,798 

4 42,868 44,297 45,011 45,725 49,298 50,727 52,156 53,585 

5 44,654 46,083 46,797 47,512 51,084 52,513 53,942 55,371 

6 46,440 47,869 48,583 49,298 52,870 54,299 55,728 57,157 

7 48,226 49,655 50,369 51,084 54,656 56,085 57,514 58,943 

8 50,012 51,441 52,156 52,870 56,442 57,871 59,300 60,729 

9 51,798 53,227 53,942 54,656 58,228 59,657 61,086 62,515 

10 53,585 55,013 55,728 56,442 60,015 61,444 62,872 64,301 

11 55,371 56,800 57,514 58,228 61,801 63,230 64,659 66,088 

12 57,157 58,586 59,300 60,015 63,587 65,016 66,445 67,874 

13 58,943 60,372 61,086 61,801 65,373 66,802 68,231 69,660 

14 58,943 60,372 61,086 63,587 67,159 68,588 70,017 71,446 

15 58,943 60,372 61,086 65,373 68,945 70,374 71,803 73,232 

16 58,943 60,372 61,086 65,373 68,945 70,374 71,803 73,232 

17 58,943 60,372 61,086 65,373 69,838 71,267 72,696 74,125 

18 58,943 60,372 61,086 65,373 69,838 71,267 72,696 74,125 

19 58,943 60,372 61,086 65,373 69,838 71,267 72,696 74,125 

20 58,943 60,372 61,086 65,373 70,732 72,160 73,589 75,018 

21 58,943 60,372 61,086 65,373 70,732 72,160 73,589 75,018 

22 58,943 60,372 61,086 65,373 70,732 72,160 73,589 75,018 

23 58,943 60,372 61,086 65,373 70,732 72,160 73,589 75,018 

24 58,943 60,372 61,086 65,373 70,732 72,160 73,589 75,018 

25 58,943 60,372 61,086 65,373 71,625 73,054 74,482 75,911 
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BUCKEYE LOCAL SCHOOLS  

TEACHERS' SALARY SCHEDULE  

2023-2024 School Year 

EXP BA BA/150 BA+10 BA+20 MA MA+10 MA+20 MA+30 

0 36,437 37,894 38,623 39,352 42,996 44,453 45,911 47,368 

1 38,259 39,716 40,445 41,174 44,818 46,275 47,732 49,190 

2 40,081 41,538 42,267 42,996 46,639 48,097 49,554 51,012 

3 41,903 43,360 44,089 44,818 48,461 49,919 51,376 52,834 

4 43,724 45,182 45,911 46,639 50,283 51,741 53,198 54,656 

5 45,546 47,004 47,732 48,461 52,105 53,562 55,020 56,477 

6 47,368 48,826 49,554 50,283 53,927 55,384 56,842 58,299 

7 49,190 50,647 51,376 52,105 55,749 57,206 58,664 60,121 

8 51,012 52,469 53,198 53,927 57,570 59,028 60,485 61,943 

9 52,834 54,291 55,020 55,749 59,392 60,850 62,307 63,765 

10 54,656 56,113 56,842 57,570 61,214 62,672 64,129 65,587 

11 56,477 57,935 58,664 59,392 63,036 64,493 65,951 67,408 

12 58,299 59,757 60,485 61,214 64,858 66,315 67,773 69,230 

13 60,121 61,579 62,307 63,036 66,680 68,137 69,595 71,052 

14 60,121 61,579 62,307 64,858 68,502 69,959 71,417 72,874 

15 60,121 61,579 62,307 66,680 70,323 71,781 73,238 74,696 

16 60,121 61,579 62,307 66,680 70,323 71,781 73,238 74,696 

17 60,121 61,579 62,307 66,680 71,234 72,692 74,149 75,607 

18 60,121 61,579 62,307 66,680 71,234 72,692 74,149 75,607 

19 60,121 61,579 62,307 66,680 71,234 72,692 74,149 75,607 

20 60,121 61,579 62,307 66,680 72,145 73,603 75,060 76,518 

21 60,121 61,579 62,307 66,680 72,145 73,603 75,060 76,518 

22 60,121 61,579 62,307 66,680 72,145 73,603 75,060 76,518 

23 60,121 61,579 62,307 66,680 72,145 73,603 75,060 76,518 

24 60,121 61,579 62,307 66,680 72,145 73,603 75,060 76,518 

25 60,121 61,579 62,307 66,680 73,056 74,514 75,971 77,429 
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Ohio Teacher Evaluation System        Self-Assessment 

Self-Assessment Summary Tool  

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

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

in the far-right column. 

Standard Strengths Areas for Growth Priorities (Check 2) 

S
ta

n
d

a
rd

 1
: 

S
tu

d
e
n

ts
 

 

• 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 

                         

S
ta

n
d

a
rd

 2
: 

C
o
n

te
n
t 

 

• 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 

                  

S
ta

n
d

a
rd

 3
: 

A
s
s
e

s
s
m

e
n

t • 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 

                  

Name:       

Date:       
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Standard Strengths Areas for Growth Priorities (Check 2) 

S
ta

n
d

a
rd

 4
: 
 

In
s
tr

u
c
ti
o

n
 

 
• 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 

                  

S
ta

n
d

a
rd

 5
: 
L

e
a

rn
in

g
 

E
n

v
ir

o
n

m
e

n
t 

 

• 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 

                  

S
ta

n
d

a
rd

 
 

6
: 

C
o
lla

b
o

ra
ti
o

n
 

&
 

C
o
m

m
u

n
ic

a
ti
o

n
 

 

• 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 

                  

S
ta

n
d

a
rd

 
7

: 
 

P
ro

fe
s
s
io

n
a

l 

R
e
s
p

o
n
s
ib

ili
ty

 

a
n

d
 G

ro
w

th
 

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

• Engagement in continuous, purposeful professional development 

• Desire to serve as an agent of change, seeking positive impact on teaching quality and 
student achievement 
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Ohio Teacher Evaluation System        Assessment of Teacher Performance 

Teacher Performance Evaluation Rubric 

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

ORGANIZATIONAL AREA:  INSTRUCTIONAL PLANNING 

Domains Components     

  Ineffective Developing Skilled Accomplished 

FOCUS FOR 
LEARNING 

(Standard 1: 
Students, 

Standard 2: 
Content, 

Standard 3: 
Assessment, 
Standard 4: 
Instruction) 

 

Possible Sources 
of Evidence: 

pre-conference, 

artifacts, 

portfolios, 

Use of High-
Quality 
Student Data 

 

Element 1.1 

Element 1.2 

Element 1.3 

Element 3.3 

 

 

 

 

The teacher does not use 
high-quality student data 
to develop measurable 
and developmentally 
appropriate student 
growth goal(s). 

The teacher uses one source 
of high-quality student data 
and attempts to analyze 
patterns to develop 
measurable and 
developmentally appropriate 
student growth goal(s). The 
analysis may be incomplete 
or inaccurate.  

 

The teacher thoroughly and 
correctly analyzes patterns 
in at least two sources of 
high-quality student data to 
develop measurable and 
developmentally 
appropriate student growth 
goal(s) and monitors 
student progress toward 
goal(s). 

The teacher thoroughly and 
correctly analyzes trends and 
patterns in at least two sources 
of high-quality student data to 
develop measurable and 
developmentally appropriate 
student growth goal(s) and 
monitors student progress 
toward goal(s).  

 

The teacher plans for the 
facilitation of developmentally 
appropriate student data 
collection and strategies to 
assist in student goal setting 
and progress monitoring. 

Evidence Click or tap here to 
enter text. 

Click or tap here to enter 
text. 

Click or tap here to 
enter text. 

Click or tap here to enter 
text. 
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ORGANIZATIONAL AREA:  INSTRUCTIONAL PLANNING 

Domains Components     

  Ineffective Developing Skilled Accomplished 

analysis of student 
data,  

lesson plans, 

student surveys, 

common 
assessments 

 

Connections 
to prior and 
future learning 

 

Element 1.2 

Element 2.1 

Element 2.2 

Element 2.4 

Element 2.5 

The teacher plans 
lessons that demonstrate 
no connections to 
student prior learning or 
future learning.  

The teacher plans lessons 
that attempt to make 
connections with student 
prior learning or future 
learning. These connections 
are not clear. 

The teacher plans lessons 
that intentionally make clear 
and coherent connections 
with student prior learning 
and future learning and 
includes strategies that 
communicate the 
connections to students.  

 

 

The teacher plans lessons that 
intentionally make clear and 
coherent connections with 
student prior and future 
learning and includes 
strategies that communicate 
the connections to students - 
among lesson content, other 
disciplines and/or real-world 
experiences. The teacher plans 
lessons that use the input and 
contributions of families, 
colleagues and/or other 
professionals to understand 
each student’s prior knowledge 
while supporting the student’s 
development. 

 

Evidence Click or tap here to 
enter text. 

Click or tap here to enter 
text. 

Click or tap here to 
enter text. 

Click or tap here to enter 
text. 

Connections 
to state 
standards and 
district 
priorities 

 

Element 2.3 

Element 4.1 

Element 4.7 

The teacher’s 
instructional plan does 
not reference Ohio’s 
Learning Standards. 

The teacher’s instructional 
plan references Ohio’s 
Learning Standards, but 
goals and activities do not 
align with student needs, 
school and district priorities 
or the standards. 

 

The teacher’s instructional 
plan incorporates activities, 
assessments and 
resources, including 
available technology, that 
align with student needs, 
school and district priorities, 
and Ohio’s Learning 
Standards.  

 

 

The teacher’s instructional plan 
incorporates 
activities, assessments and 
resources, including available 
technology, that align with 
student needs, school and 
district priorities, and Ohio’s 
Learning Standards. 

 

The teacher participates in 
studying and evaluating 
advances in content and/or 
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ORGANIZATIONAL AREA:  INSTRUCTIONAL PLANNING 

Domains Components     

  Ineffective Developing Skilled Accomplished 

provides input on school and 
district curriculum.  

 

 Evidence Click or tap here to 
enter text. 

Click or tap here to enter 
text. 

Click or tap here to 
enter text. 

Click or tap here to enter 
text. 

KNOWLEDGE OF 
STUDENTS 

(Standard 1: 
Students, 

Standard 4:  
Instruction, 
Standard 6:  

Collaboration 
and 

Communication) 

Planning 
instruction for 
the whole 
child 

 

Element 1.2 

Element 1.4 

Element 1.5 

The teacher’s 
instructional plan makes 
no connections to and 
the teacher is not familiar 
with student 
experiences, culture, 
developmental 
characteristics or 
backgrounds. 

 

The teacher’s instructional 
plan makes minimal 
connections to student 
experiences, culture, 
developmental 
characteristics or student 
backgrounds. 

The teacher’s instructional 
plan reflects connections to 
student experiences, culture 
and developmental 
characteristics. These may 
include prior learning, 
abilities, strengths, needs, 
talents, backgrounds, skills, 
language proficiency and 
interests. 

The teacher’s instructional plan 
reflects consistent connections 
to student experiences, culture 
and developmental 
characteristics.  These may 
include prior learning, abilities, 
strengths, needs, individual 
talents, backgrounds, skills, 
language proficiency and 
interests. The instructional plan 
draws upon input from school 
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ORGANIZATIONAL AREA:  INSTRUCTIONAL PLANNING 

Domains Components     

  Ineffective Developing Skilled Accomplished 

 

Possible Sources 
of Evidence: 

analysis of student 

data,  

pre-conference, 

artifacts, student 
surveys 

Element 4.2 

Element 4.4 

Element 6.4 

 
professionals and outside 
resources.  

Evidence Click or tap here to 
enter text. 

Click or tap here to enter 
text. 

Click or tap here to 
enter text. 

Click or tap here to enter 
text. 

 

ORGANIZATIONAL AREA: INSTRUCTION AND ASSESSMENT 

Domains Components     

  Ineffective Developing Skilled Accomplished 

LESSON 
DELIVERY 

(Standard 2: 
Content,  

Standard 3: 
Assessment,  

Standard 4: 
Instruction,  

Standard 5:  
Learning 

Environment, 

Communi-
cation with 
students 

 

Element 2.2 

Element 4.3 

Element 4.6 

Element 6.1 

 

 

The teacher does not 
communicate learning 
goals and expectations 
for mastery and does not 
model exemplary 
performance to students. 
Students cannot discern 
learning goals. 
Differentiated learning 
goals are not used. 

 

 

The teacher does not 
demonstrate content 

The teacher inconsistently 
communicates learning 
goals, expectations for 
mastery and models of 
exemplary performance to 
students. There is limited use 
of differentiated learning 
goals. 

 

 

 

 

The teacher is consistent 
and effective in 
communicating appropriate, 
needs-based, differentiated 
learning goals, expectations 
for mastery and models of 
exemplary performance to 
students. 

 

 

 

 

The teacher is consistent and 
effective in communicating 
differentiated learning goals 
(such as needs based, interest 
based, strength based), 
expectations for mastery and 
models of exemplary 
performance to students 
through multiple communication 
techniques. 

 

 

The teacher consistently 
demonstrates content 
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ORGANIZATIONAL AREA: INSTRUCTION AND ASSESSMENT 

Domains Components     

  Ineffective Developing Skilled Accomplished 

Standard 6: 
Collaboration 

and 
Communication) 

 

Possible Sources 
of Evidence: 

pre-conference, 

post-conference, 

formal 
observation, 

classroom walk-

throughs/informal 
observations,  

peer review 

 

 

 

 

 

 

 

 

knowledge by using 
content-specific, 
developmentally 
appropriate language or 
content-specific 
strategies. There is no 
student engagement. 

 

 

 

 

 

 

The teacher does not 
give students feedback. 

 

The teacher demonstrates 
some content knowledge by 
using limited content-
specific, developmentally 
appropriate language and 
limited content-specific 
strategies. Students 
demonstrate little 
engagement in the lesson.  

 

 

 

 

 

 

Feedback to students is 
general, occasional or limited 
and may not always support 
student learning. 

 

The teacher consistently 
demonstrates content 
knowledge by using 
content-specific, 
developmentally 
appropriate language and 
content-specific strategies 
to engage students. 

The teacher’s 
communication strategies 
and questioning techniques 
check for understanding and 
encourage higher-level 
thinking. 

 

The teacher gives students 
substantive, specific and 
timely feedback to support 
their learning.  

knowledge by using content-
specific, developmentally 
appropriate language and 
content-specific strategies to 
engage students.  The teacher’s 
communication strategies and 
questioning techniques engage 
students in higher-level and 
creative thinking and stimulate 
student-to-student interactions. 

 

 

The teacher gives students 
substantive, specific and timely 
feedback to support individual 
student learning. The teacher 
gives students opportunities to 
engage in self-assessment, 
provide feedback to each other 
and reflect on their own 
strengths and challenges.  

 

Evidence Click or tap here to 
enter text. 

Click or tap here to enter 
text. 

Click or tap here to 
enter text. 

Click or tap here to enter 
text. 

Monitoring 
student 
understanding 

 

The teacher fails to 
monitor and address 
student confusion and 
misconceptions.  

The teacher inconsistently 
monitors or incorrectly 
addresses student confusion 
and misconceptions.  

The teacher consistently 
monitors and addresses 
common student confusion 
and misconceptions by 
presenting information in 
multiple formats and 

The teacher consistently 
monitors, addresses, articulates 
and anticipates individual 
student confusion or 
misconceptions by presenting 
information in multiple formats 
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ORGANIZATIONAL AREA: INSTRUCTION AND ASSESSMENT 

Domains Components     

  Ineffective Developing Skilled Accomplished 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

LESSON 
DELIVERY 

(continued) 

 

 

Element 3.2 

Element 3.3 

 

 

 

 

 

 

 

 

 

 

clarifying content as he or 
she sees challenges.  

and clarifying content as he or 
she sees challenges.  

 

Evidence Click or tap here to 
enter text. 

Click or tap here to enter 
text. 

Click or tap here to 
enter text. 

Click or tap here to enter 
text. 

Student-
centered 
learning 

  

Element 3.5 

Element 4.5 

Element 4.6 

Element 5.3 

Element 5.4 

 

 

Learning is entirely 
teacher directed. 
Students are not 
participating in learning 
activities. 

 

 

 

 

 

 

 

 

 

 

Learning is primarily teacher 
directed. Students participate 
in whole class learning 
activities.  

 

 

 

 

 

 

 

 

 

 

Learning is a balance 
between teacher-directed 
instruction and student-
directed interaction as 
students apply their 
knowledge and skills as 
developmentally 
appropriate. The teacher 
effectively combines 
collaborative and whole 
class learning opportunities 
to maximize student 
learning. 

 

Teacher gives opportunities 
for student choice about 
student learning paths or 
ways to demonstrate their 
learning. Teacher uses 
differentiated instructional 
strategies and resources for 
groups of students. 

Learning is primarily self-
directed with the teacher in the 
role of facilitator encouraging 
students to apply their 
knowledge and skills as 
developmentally appropriate. 
The teacher encourages 
students to persist in the 
learning tasks. The teacher 
effectively combines 
independent, collaborative and 
whole class learning 
opportunities to maximize 
student learning.  

 

Teacher routinely promotes 
opportunities for students to 
actively take part in developing 
goals toward mastery, and 
students are responsible for 
deciding how to demonstrate 
their learning. Instructional 
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ORGANIZATIONAL AREA: INSTRUCTION AND ASSESSMENT 

Domains Components     

  Ineffective Developing Skilled Accomplished 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

There are no 
opportunities for student 
choice about what will be 
learned and how learning 
will be demonstrated. 
There is no evidence of 
differentiated 
instructional strategies or 
resources. 

 

 

 

 

 

 

There are few opportunities 
for student choice about what 
will be learned and how 
learning will be 
demonstrated. The teacher 
uses limited differentiated 
instructional strategies or 
resources. 

 

 

 

 

  

 

 

strategies, pacing and 
resources are differentiated to 
make the lesson accessible and 
challenging for all students, 
while supporting the various 
learning needs of individual 
students.  

 

Evidence Click or tap here to 
enter text. 

Click or tap here to enter 
text. 

Click or tap here to 
enter text. 

Click or tap here to enter 
text. 

 

 



APPENDIX M-2 

FINAL March 27, 2020  

ORGANIZATIONAL AREA:  INSTRUCTION AND ASSESSMENT 

DOMAINS Components     

  Ineffective Developing Skilled Accomplished 

CLASSROOM 
ENVIRONMENT 

(Standard 1: 
Students, 

Standard 5: 
Learning 

Environment) 

 

Possible Sources 
of Evidence: 

pre-conference, 
post-conference, 

formal 
observation, 

classroom walk-
throughs/informal 

observations,  

peer review, 
student surveys 

 

 

 

 

 

Classroom 
routines and 
procedures 

 

Element 5.5 

 

The teacher has not 
established routines and 
procedures. Effective 
transitions are not 
evident, resulting in a 
significant loss of 
instructional time and 
frequent off-task 
behavior. 

The teacher establishes 
routines and procedures but 
uses them inconsistently. 
Transitions are sometimes 
ineffective, resulting in a loss 
of instructional time. Off-task 
behavior is sometimes 
evident. The teacher makes 
decisions about classroom 
operations. 

The teacher consistently 
uses routines, procedures 
and transitions that 
effectively maximize 
instructional time. On-task 
behavior is evident. 
Students assume 
appropriate levels of 
responsibility for effective 
operation of the classroom.  

 

The teacher and students have 
collaboratively established 
consistent use of routines, 
procedures and transitions that 
are effective in maximizing 
instructional time. On-task 
behavior is evident and ensured 
by students. Students initiate 
responsibility for effective 
operation of the classroom.  

Evidence Click or tap here to 
enter text. 

Click or tap here to enter 
text. 

Click or tap here to 
enter text. 

Click or tap here to enter 
text. 

Classroom 
climate and  

cultural 
competency 

 

Element 1.4 

Element 5.1 

Element 5.2 

 

 

 

 

There is no evidence of 
rapport or expectations 
for respectful, supportive 
and caring interactions 
with and among students 
and the teacher.  

 

There is no 
demonstration of regard 
for student perspectives, 
experiences and culture. 
The teacher does not 
address needs related to 
student sense of well-
being. 

 

 

There is some evidence of 
rapport and expectations for 
respectful, supportive and 
caring interactions with and 
among students and the 
teacher.  

 

 

 

There is inconsistent 
demonstration of regard for 
student perspectives, 
experiences and culture. 

The teacher is aware of 
needs related to student 

There is consistent 
evidence of rapport and 
expectations for respectful, 
supportive and caring 
interactions with and 
among students and the 
teacher.  

  

 

 

There is demonstration of 
regard for student 
perspectives, experiences 
and culture. The teacher 
models expectations and 
behaviors that create a 
positive climate of 

The teacher intentionally creates 
a classroom environment that 
shows consistent evidence of 
rapport and expectations for 
respectful, supportive and caring 
interactions with and among 
students and the teacher. 

 

 

There is demonstration of regard 
for student perspectives, 
experiences and culture. The 
teacher models expectations and 
behaviors that create a positive 
climate of openness, respect and 
care. The teacher anticipates and 
effectively addresses needs 
related to student sense of well-
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ORGANIZATIONAL AREA:  INSTRUCTION AND ASSESSMENT 

DOMAINS Components     

  Ineffective Developing Skilled Accomplished 

 

 

 

 

 

 

 

 

 

 

 

sense of well-being but does 
not address them effectively. 

 

 

openness, respect and 
care. The teacher 
anticipates and effectively 
addresses needs related to 
student sense of well-
being. 

 

being. The teacher seeks and is 
receptive to the thoughts and 
opinions of individual students 
and the class. When appropriate, 
the teacher includes other school 
professionals and/or community 
resources to ensure all students 
are recognized and valued.  

 

Evidence Click or tap here to 
enter text. 

Click or tap here to enter 
text. 

Click or tap here to 
enter text. 

Click or tap here to enter text. 

ASSESSMENT 
OF STUDENT 

LEARNING 

(Standard 1: 
Students, 

Standard 3: 
Assessment) 

 

Possible Sources 
of Evidence: 

pre-conference, 

Use of 
assessments 

 

Element 3.1 

Element 3.2 

Element 3.3 

Element 3.4 

 

The teacher does not use 
varied assessments.  

 

 

 

 

 

 

 

The teacher fails to 
analyze data and makes 

The teacher makes limited 
use of varied assessments. 

 

 

 

 

 

 

 

 

The teacher selects, 
develops and uses multiple 
assessments, including 
routine use of various 
diagnostic, formative and 
summative assessments.  

 

 

 

 

The teacher analyzes 
patterns to measure 
targeted student learning, 
anticipate learning 

The teacher intentionally and 
strategically selects, develops 
and uses multiple assessments, 
including routine use of various 
diagnostic, formative and 
summative assessments. The 
teacher offers differentiated 
assessment choices to meet the 
full range of student needs.  

 

The teacher analyzes data trends 
and patterns to measure targeted 
student learning, anticipate 
learning obstacles, modify 
instruction and differentiate to 
meet individual student needs.  
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ORGANIZATIONAL AREA:  INSTRUCTION AND ASSESSMENT 

DOMAINS Components     

  Ineffective Developing Skilled Accomplished 

formal 
observation, 

classroom walk-
throughs/informal 

observations, 

assessments, 
student portfolios, 
post-conference 

little or no attempt to 
modify instruction to 
meet student needs. 

 

 

The teacher does not 
share evidence of 
student learning with 
students. 

The teacher attempts to 
analyze data and modify 
instruction, though the 
modifications do not meet 
student needs. 

 

 

 

The teacher shares evidence 
of student learning with 
students. 

obstacles, modify 
instruction and differentiate 
to meet the needs of 
groups of students.  

 

The teacher shares 
evidence of student 
learning with parents and 
students to plan instruction 
to meet student needs. 

 

 

The teacher shares evidence of 
student learning with colleagues, 
parents and students to 
collaboratively plan instruction to 
meet individual student needs. 

 

Evidence Click or tap here to 
enter text. 

Click or tap here to enter 
text. 

Click or tap here to 
enter text. 

Click or tap here to enter 
text. 

Evidence of 
student 
learning 

 

Element 1.3 

 

The teacher’s 
assessment data 
demonstrates no 
evidence of growth 
and/or achievement over 
time for most students. 

The teacher uses one source 
of high-quality student data to 
demonstrate clear evidence 
of appropriate growth and/or 
achievement over time for 
some students. 

 

The teacher uses at least 
two sources of high-quality 
student data to 
demonstrate growth and/or 
achievement over time, 
showing clear evidence of 
expected growth and/or 
achievement for most 
students.  

The teacher uses at least two 
sources of high-quality student 
data to demonstrate growth 
and/or achievement over time, 
showing clear evidence of above 
expected growth and/or 
achievement for most students.  

 

 

Evidence Click or tap here to 
enter text. 

Click or tap here to enter 
text. 

Click or tap here to 
enter text. 

Click or tap here to enter 
text. 
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ORGANIZATIONAL AREA:  PROFESSIONALISM 

Domains Components     

  Ineffective Developing Skilled Accomplished 

PROFESSIONAL 
RESPONSIBILITI

ES 

(Standard 6: 
Collaboration 

and 
Communication, 

Standard 7: 
Professional 

Responsibility 
and Growth) 

 

Possible Sources 

of Evidence: 

Professional 
Growth Plan or 
Improvement 

Plan, 

pre-conference, 

post-conference, 

artifacts, self-
assessment,  

peer review 

 

 

 

Communicatio
n and 
collaboration 
with families 

 

Element 6.1 

Element 6.2  

 

The teacher does not 
communicate with 
students and families.  

The teacher inconsistently or 
unsuccessfully uses 
communication and 
engagement strategies with 
students and families. These 
do not contribute adequately 
to student learning, well-
being and development. 

 

The teacher uses effective 
and appropriate 
communication and 
engagement strategies 
with students and families, 
resulting in partnerships 
that contribute to student 
learning, well-being and 
development. 

The teacher uses multiple 
effective and appropriate 
communication and engagement 
strategies with individual 
students and families. These 
ongoing strategies promote two-
way communication, active 
participation and partnerships 
that contribute to each student’s 
learning, well-being and 
development. 

 

Evidence Click or tap here to 
enter text. 

Click or tap here to enter 
text. 

Click or tap here to 
enter text. 

Click or tap here to enter 
text. 

Communicatio
n  and 
collaboration 
with 
colleagues 

 

Element 6.3 

The teacher does not 
communicate and/or 
collaborate with 
colleagues. 

The teacher inconsistently or 
unsuccessfully 
communicates and/or 
collaborates with colleagues, 
resulting in limited 
improvement of professional 
practice. 

The teacher effectively 
communicates and 
collaborates with 
colleagues to examine 
instructional practice and 
analyze patterns in student 
work and student data to 
identify and implement 
targeted strategies for 
improving professional 
practice. 

 

The teacher initiates effective 
communication and collaboration 
with colleagues outside the 
classroom, resulting in 
improvements in student 
learning, individual practice, 
school practice and/or the 
teaching profession. 

Evidence Click or tap here to 
enter text. 

Click or tap here to enter 
text. 

Click or tap here to 
enter text. 

Click or tap here to enter 
text. 

District 
policies and 
professional 

The teacher 
demonstrates a lack of 
understanding and 

The teacher demonstrates 
minimal understanding of 
district policies, state and 

The teacher demonstrates 
understanding by following 
district policies, state and 

The teacher demonstrates 
understanding by following 
district policies, state and federal 
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ORGANIZATIONAL AREA:  PROFESSIONALISM 

Domains Components     

  Ineffective Developing Skilled Accomplished 

 

 

 

 

 

 

 

 

 

 

 

responsibilitie
s 

 

Element 7.1 

regard for district 
policies, state and 
federal regulations, and 
the Licensure Code of 
Professional Conduct for 
Ohio Educators. 

 

 

 

 

 

federal regulations, and the 
Licensure Code of 
Professional Conduct for 
Ohio Educators. 

federal regulations, and the 
Licensure Code of 
Professional Conduct for 
Ohio Educators. 

regulations, and the Licensure 
Code of Professional Conduct for 
Ohio Educators. 

 

 

 

The teacher exemplifies effective 
leadership characteristics 
beyond the classroom. The 
teacher helps shape policy at the 
school, district or state level.  

Evidence Click or tap here to 
enter text. 

Click or tap here to enter 
text. 

Click or tap here to 
enter text. 

Click or tap here to enter 
text. 

Professional 
learning 

 

Element 7.2  

Element 7.3 

 

The teacher sets short-
term and long-term 
professional goals but 
fails to monitor progress 
or take action to meet the 
goals. 

 

The teacher sets and 
monitors short-term and 
long-term professional goals 
but fails to take appropriate 
action to meet the goals.  

The teacher sets short-
term and long-term 
professional goals and 
monitors progress in 
meeting them based on 
self-reflection and data 
analysis. The teacher takes 
appropriate action to meet 
the goals. 

The teacher consistently pursues 
best practices and sets, monitors 
and reflects on progress toward 
meeting short-term and long-term 
professional goals based on data 
analysis to improve student 
learning. The teacher takes 
appropriate action to meet the 
goals. The teacher collaborates 
with colleagues and others to 
share best practices. 

 

 Evidence Click or tap here to 
enter text. 

Click or tap here to enter 
text. 

Click or tap here to 
enter text. 

Click or tap here to enter 
text. 
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Using High-Quality Student Data to Inform Instruction and Enhance Practice  

 

Choosing and using high-quality student data (HQSD) to guide instructional decisions and meet student 
learning needs is key in making sound instructional decisions for students. The teacher evaluation will 
use at least two measures of district-determined high-quality student data to provide evidence of 
student learning attributable to the teacher being evaluated. When applicable to the grade level or 
subject area taught by a teacher, HQSD shall include the value-added progress dimension and the 
teacher shall use at least one other measure of HQSD to demonstrate student learning. HQSD may be 
used as evidence in any component of the evaluation where applicable.*  

It is recognized there are many types of data that can be used to support student learning, and the data 
include much more than just test scores. These types of data and their uses are important and should 
continue to be used to guide instruction and address the needs of the whole child but may not meet the 
definition of high-quality student data for the purpose of teacher evaluation.   

The high-quality student data instrument used must be rigorously reviewed by locally determined 
experts in the field of education to meet all of the following criteria: 

 

☐Align to learning standards 

☐Measure what is intended to be measured 

☐Be attributable to a specific teacher for course(s) and grade level(s) taught 

☐Demonstrate evidence of student learning (achievement and/or growth) 

☐Follow protocols for administration and scoring 

☐Provide trustworthy results 

☐Not offend or be driven by bias 

AND 

 

The teacher must use the data generated from the high-quality student data instrument by: 

 

☐Critically reflecting upon and analyzing available data, using the information as part of an ongoing cycle 

of support for student learning 

☐Considering student learning needs and styles, identifying the strengths and weaknesses of an entire 

class, as well as individual students 

☐Informing instruction and adapting instruction to meet student need based upon the information gained 

from the data analysis 

☐Measuring student learning (achievement and/or growth) and progress towards achieving state and local 

standards 

*LEGAL REFS. ORC 3319.111; 3319.112  
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High-Quality Student Data Verification Form 

Teacher Name:  Click or tap here to enter text.Evaluator Name:  Click or tap here to enter text.   

Content Area(s): Click or tap here to enter text.Grade Level(s): Click or tap here to enter text.   

List sources of High-Quality Student Data used to inform instruction. Value-added data must be used as one source 

if available.   

1. Click or tap here to enter text.   

 

2. Click or tap here to enter text.      

The high-quality student data instrument used must be rigorously reviewed by locally determined 
experts in the field of education to meet all of the following criteria: 

 
▪ Align to learning standards 
▪ Measure what is intended to be measured 
▪ Be attributable to a specific teacher for course(s) and grade level(s) taught 
▪ Demonstrate evidence of student learning (achievement and/or growth) 
▪ Follow protocols for administration and scoring 
▪ Provide trustworthy results 
▪ Not offend or be driven by bias 

 

AND 

The teacher must use the data generated from the high-quality student data instrument by: 

▪ Critically reflecting upon and analyzing available data, using the information as part of an ongoing cycle 
of support for student learning 

▪ Considering student learning needs and styles, identifying the strengths and weaknesses of an entire 
class as well as individual students 

▪ Informing instruction, adapting instruction to meet student need based upon the information gained 
from the data analysis 

▪ Measuring student learning (achievement and/or growth) and progress towards achieving state/local 
standards 

Comments: Click or tap here to enter text. 

 

Teacher Signature:        Date: Click or tap to enter a date. 

HQSD Approval Signature:     Date: Click or tap to enter a date.   
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Walkthroughs/Informal Observations: Overview and Resources 

Ohio Teacher Evaluation System 2.0 

Overview: Walkthroughs/Informal Observations: 

Observations of teaching provide important evidence when assessing a teacher’s performance and 
effectiveness. As an evaluator observes a teacher engaging students in learning, valuable evidence 
may be collected on multiple levels. While many of these interactions may take place in the 
classroom, a more formal instructional setting, it should be noted that evidence of teacher practice is 
visible in many settings. Some teacher behaviors are observable in the classroom while other 
evidence may be obtained from formal conferences, informal conversations, and evidence of practice, 
as well as input from colleagues, parents/guardians and students.  

As part of the observation process, ongoing communication and collaboration between evaluator and 
teacher help foster a productive professional relationship that is supportive and enhances a teacher’s 
professional growth and development.  

A walkthrough/informal observation is a 

• Tool to inform evaluation that provides the opportunity to gather evidence of instruction over a 
series of short classroom visits; 

• Method to allow evaluators opportunity to gather additional evidence on identified focus area(s) 
to enhance teacher practice; 

• Process for giving targeted evidence-based feedback to teachers; and 
• Means for evaluators to visit classrooms more frequently and more purposefully. 

 

As part of the teacher evaluation system, walkthroughs/informal observations should, whenever 
possible, be focused on gathering evidence related to the teacher’s identified focus area(s). However, 
evaluators are not limited to only collecting evidence on the identified focus area(s). Evaluators must 
ensure they have sufficient evidence to provide a Final Holistic Rating at the end of the evaluation cycle. 

 

Guidelines for Walkthroughs/Informal Observations 

 

Informally Observe Teachers 

Teachers who are fully evaluated will have a minimum of two walkthroughs. Walkthroughs are informal 
observations less than 30 minutes; these may be announced or unannounced.   

 

Informally Observe Often 

The evaluator’s presence in the classroom should send a positive message to teachers. Conducting 
walkthroughs consistently and frequently can have a positive impact on teacher practice and student 
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learning. Find time to observe teachers at varying times of the day because what occurs in the morning 
can be different from what occurs in the afternoon. 

 

Focusing on Identified Areas for Support 

Focus area(s) may be determined during the required conference following the first Formal Holistic 

Observation or during the previous year’s Final Summative Conference. The focus may be area(s) of 

relative strength and/or area(s) for improvement. Determination of focus area(s) should mirror the level 

of autonomy used to develop Professional Growth Plans: 

• Teachers rated Accomplished - Self-Directed by teacher 

• Teachers rated Skilled – Jointly determined by teacher and evaluator 

• Teachers rated Developing – Guided by evaluator 

• Teachers rated Ineffective – Determined by evaluator 

Evidence gathered during walkthroughs that occur after the Formal Holistic Observation should be 
focused on the teacher’s identified area(s) for support when applicable. Evaluators are not limited to 
collecting evidence on the identified focus area(s). Evaluators must ensure they have sufficient 
evidence to provide a Final Holistic Rating at the end of the evaluation cycle.  

Make Time to Follow Up 

Follow-up communication to walkthroughs 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 support teachers in enhancing their practice. If possible, 
evaluators should follow up with the teacher on either the same day or the next day. To impact practice, 
teachers should receive feedback in a timely manner. 

 

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 the teacher’s identified focus area(s).  

 

Types of Data  

Data collected as evidence of teacher practice may be quantitative, qualitative, or a combination of 
both. Quantitative data includes measures of values or counts expressed as numbers. For example, 
the evaluator could use a checklist to tally the types of questions asked (higher versus lower levels).  
The evaluator might also chart the number and types of assessments used. Qualitative data can include 
scripted notes detailing patterns of activities, feedback shared and events observed. In both cases, 
accuracy is essential to ensure the credibility of the process and the evaluator.   
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Walkthroughs/Informal Observations 

Ohio Teacher Evaluation System 2.0     

 

Walkthrough:  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 a walkthrough by the teacher’s evaluator. The evaluator will likely not observe 
all the teaching elements listed below in any one informal observation, nor is this an exhaustive list of evidence that may be 
observed. This record, along with records of additional informal observations, will be used to inform the holistic evaluation 
of the teacher. 

EVALUATOR OBSERVATIONS 

☐ Teacher is consistent and effective in communicating  

    appropriate, needs-based, differentiated learning goals 

☐  Communication strategies and questioning techniques  

      check for understanding and encourage higher-level  

      thinking 

☐  Instructional time is used effectively  ☐   Information is presented in multiple formats 

☐  Teacher combines collaborative and whole class  

     learning opportunities 

☐   Routines, procedures and transitions are consistent,  

       effective and maximize instructional time 

☐  Rapport and expectations for respectful, supportive  

     and caring interactions with and among students and  

     the teacher are evident 

☐  Feedback is substantive, specific, timely and supports  

     student learning 

☐  Lesson makes clear and coherent connections with  

     student prior learning and future learning 

☐  Teacher selects, develops and uses multiple  

     assessments   

      

☐  Teacher demonstrates content knowledge and uses  

     content-specific language and strategies to engage  

     students 

☐  Teacher uses differentiated instructional strategies and  

     resources for groups of students 

☐  Other:   ☐  Other: 



APPENDIX M-5 

 
 

 

 

Identified Focus Area(s) and Aligned Evidence, if Applicable: 

      

 

Evaluator Summary Comments: 

      

 

 

 

 

 

 

 

Evaluator Signature: __________________________    ☐  Photocopy to Teacher 
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Walkthroughs/Informal Observations 

Ohio Teacher Evaluation System 2.0     

 

Walkthrough:  Open-Ended Form 

 

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

 

Evaluator Name:        Time Walkthrough Begins:       Time Walkthrough Ends:       

 

OBSERVATIONS 

      

 

 

Evaluator Summary Comments: 

      

 

Evaluator Signature: ________________________________      ☐  Photocopy to Teacher
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Planning for the Post-Conference 

Ohio Teacher Evaluation System 2.0 

 

Post-Conference Planning  

 

The goal for the conference leader is to cognitively coach the teacher through the use of reflective 
questions.  

 

Considerations 

Before deciding which reflective questions are best matched to the educator’s performance and goals, 
consider the following: 

• What focus area(s) might be/were identified after the Formal Holistic Observation?  What 
evidence has been demonstrated to support growth in the focus area(s)? 

• What are the teacher’s goals on the Professional Growth Plan (PGP)?  Do the measurable 
indicators identified on the PGP demonstrate progress on the plan? 

• What does the teacher’s high-quality student data (HQSD) demonstrate about instruction and 
student learning? 

• How has the teacher provided evidence of use of the HQSD to impact student learning and 
teacher practice? 

• What further supports might this teacher need to enhance practice and demonstrate growth? 
 

Reflective Questions 

The number and type of focus area(s) (strength and/or area of growth) are determined locally. 

• Record 3 to 5 reflective questions aligned to the identified focus area(s) that would enhance a 
strength and/or support an area of growth. 

1.  

2.  

3.  

4.  

5. 
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Three Key Elements of the Instructional Post-Conference 

 

Conducting the Post-Conference 

 

1.  Introduction/Greeting/Establish Length 

• Review Conference Process 
• General Impression Question: “How do you think the lesson went?” 

 

2. Focus area(s) 

• Discuss identified focus area(s) 
• Ask self-reflection question/s 
• Provide evidence from notes 
• Share resources and supports  

 

3. Present evidence and rating connected to the rubric. 
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Professional Growth Plan 

The Professional Growth Plan helps the teacher identify areas of professional development that will enable the teacher to enhance practice. The teacher is 

accountable for implementing and completing the plan. The plan must align to any district and/or building improvement plan(s). The Professional Growth Plan is 

developed annually. It is to be reviewed regularly and updated as necessary based on collaborative conversations between the evaluator and the teacher. 

 

The Professional Growth Plan should reflect the evidence available and focus on the most recent evaluation and observations. The Professional Growth Plan should 

be individualized to the needs of the teacher. The school or district should provide for professional development opportunities and support the teacher by providing 

resources (e.g., time, financial). The Professional Growth Plan must be clear and comprehensive. It is aligned to the most recent evaluation results and proposes a 

sequence of appropriate activities leading to progress toward the goals.  

 

 

Teacher Name:          Evaluator Name:             Self-Directed   Jointly Developed     Evaluator Guided   

                                                                                                                                    (Accomplished)                        (Skilled)                     (Developing) 

Choose the Domain(s) aligned to the goal(s). 

Focus for Learning  

Knowledge of Students 

Lesson Delivery 

Classroom Environment 

Assessment of Student Learning 

Professional Responsibilities 

Goal Statement(s) Demonstrating 
Performance on Ohio Standards for the 

Teaching Profession 

Action Steps & Resources to Achieve 
Goal(s) 

Qualitative or Quantitative  

Measurable Indicators: 

Evidence Indicating Progress on the Goal(s) 

 

Dates Discussed 

      

 

            

 

      

Describe the alignment to district and/or building improvement plan(s):      
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Comments: 

      

 

 

Teacher’s Signature:         Date:       

 

 

Evaluator’s Signature:          Date:       

The evaluator’s signature on this form verifies the proper procedures as detailed in the local contract have been followed. 
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Final Holistic Rating of Teacher Effectiveness—Accomplished or Skilled Carry 
Forward 

Professional Growth Plan Goal(s) 
Alignment: 

Dates: 

Mark Domain Area(s): 

Focus for Learning 

Knowledge of Students 

Lesson Delivery 

Classroom Environment 

Assessment of Student Learning 

Professional Responsibilities 

 

Focus Area(s) Comments:        

Date of Observation:        

 

Date of Conference:        

 

Comments:        

Professional Growth Plan Goal(s): 
 

(Goal(s) prepopulate from previous entry) 

Progress on Professional Growth 
Plan Goal:   

 

Progress Made 

 

(By checking this box, the teacher will 
continue with rating as per schedule until 
time for a full evaluation cycle.) 

Insufficient Progress Made 

 

(By checking this box, the teacher will 
automatically be placed on a full evaluation 
cycle the following school year.) 

Evaluator Comments:        

Teacher Comments:        

Final Holistic (Overall) Rating: Pre-
Populated in OhioES Portal 

• Carry forward from 
previous rating 

I N E F F E C T I V E  D E V E L O P I N G  S K I L L E D  A C C O M P L I S H E D  

                        

 

End of Cycle (Full evaluation required in the next school year) 

 

Check here if Improvement Plan has been recommended. 

 

Teacher Signature                Date 
     ____________________  
 

Evaluator Signature                Date 
     _____________________ 



APPENDIX M-9 

 

Improvement Plan 

Teacher 
Name:   

 Grade Level/ Subject:  

 

School year: 

  

Building: 

  

Date of Improvement Plan 
Conference: 

 

 

A written Improvement Plan is to be developed when an educator has a Final Holistic Rating of Ineffective. However, 

districts have discretion to place any teacher on an Improvement Plan at any time based on deficiencies in any individual 

component of the evaluation system. The notice requirements for being placed on an Improvement Plan, the components 

of the plan and the implementation process for the plan may be subject to the terms of a collective bargaining agreement.  

 

The purpose of the Improvement Plan is to identify specific deficiencies in performance and foster growth through 

professional development and targeted support. If the teacher does not take corrective actions in the timeline specified in 

the Improvement Plan, the evaluator may recommend the teacher be dismissed or continue working under the plan.  

 

Section 1: Improvement Statement—List specific area(s) for improvement related to the Ohio Standards for the 
Teaching Profession. Attach documentation.   

Performance Standard(s) Addressed 
in this Plan 

Date(s) Improvement Area(s) or 
Concern(s) Observed 

Specific Statement of the Concern(s):  

Area(s) of Improvement  

 

 

  

 

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

List Goal Statement(s) Indicating 
Performance on Ohio Standards 

for the Teaching Profession 

Beginning 
Date 

Ending 
Date  

Level of Performance: 

Specifically Describe Successful Improvement 
Target(s) 

  

 

  

Section 3: Specific Plan of Action—Describe in detail specific actions the teacher must take to improve performance. 
Indicate the sources of evidence the evaluator will use to document the completion of the Improvement Plan. 

Actions to be Taken Qualitative or Quantitative Measurable Indicators:  Evidence 
Indicating Progress on the Goal(s) 
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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. 

 

 

 

Section 5: Alignment to District and/or Building Improvement Plan(s)— Describe the alignment to district and/or building 

improvement plan(s). 

 

 

 

Comments:  

 

 

Date for Improvement Plan to be evaluated:       

 

Teacher’s Signature:        _______  Date:   
    

 

Evaluator’s Signature:         _______  Date:   
    

The evaluator’s signature on this form verifies the proper procedures as detailed in the local contract have been followed.  
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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 
will be one of the following.   

 

□ Improvement is demonstrated and performance standards are met to a satisfactory level of performance.  

□ The Improvement Plan should continue for time specified:         
 . 

□ Dismissal is recommended.   

 

 

Comments: Provide justification for recommendation indicated above and attach evidence to support the recommended 
action. 

 

 

 

 

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

 

Teacher’s Signature:        Date:       

 

Evaluator’s Signature:         Date:       

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

 



 

 



 

 



 

 



 

 

 




