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PREAMBLE

This Master Agreement, made and entered into by and between the Board of Education of the
Brunswick City School District (hereinafter referred to as the “Board”) and the Brunswick Education
Association/NEOEA/OEA/NEA (hereinafter referred to as the “Association”) sets forth all agreements of
the parties, constitutes a binding agreement between the parties and supersedes all prior written and
oral understandings.

I ARTICLE1. RECOGNITION

1.01 TERM OF RECOGNITION

1.011 Recognition Defined

The Board hereby recognizes the Association as the sole and exclusive bargaining
representative for the bargaining unit defined below. This recognition shall be for the purpose
of bargaining about salaries, fringe benefits, and conditions of employment.

1.012 Bargaining Unit Defined

The bargaining unit represented by the Association shall consist of all classroom teachers,
technology integration specialists, instructional coaches, school psychologists, guidance
counselors, reading specialists, speech & hearing therapists, occupational and physical
therapists, intervention specialists, school nurse and media specialists (librarians) employed by
the Board on a full-time or regular part-time [anyone employed at fifty percent (50%) of a
comparable full-time teacher’s pay] basis.

1.013 Bargaining Unit Member Defined

A bargaining unit member shall be someone employed in a position as described in Subsection
1.012, above, and shall not have the authority and/or responsibility to hire, transfer, assign,
promote, take disciplinary action against or evaluate (unless identified as a PAR consultant) a
bargaining unit member, nor shall he/she be required to make a recommendation on the above.

1.014 Members Assigned to Auxiliary Positions

A. Effective for bargaining unit members initially employed for auxiliary service positions for
the 2016-17 year, it is agreed that such positions are subject to changes in such
assignments and compensation in accordance with and as the needs of the unit/school
so dictate. If the unit/school eliminates the position, the affected bargaining unit member
shall have no bumping rights as afforded under Article 9.
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B. If a bargaining unit member (initially hired for the 2016-17 year) subsequently is placed in
a non-auxiliary service position, his/her years of service shall be credited for purposes of
seniority.

1.02 CHANGE IN RECOGNITION
Change in recognition shall be in accordance with the provisions of Ohio Revised Code Chapter 4117.

I ARTICLE 2. BOARD RIGHTS AND RESPONSIBILITIES

The Board hereby retains and reserves unto itself all powers, rights, authority, duties and
responsibilities conferred upon and vested in it by the laws and the Constitutions of the State of Ohio
and of the United States limited only by the specific and express terms of this Agreement.

I ARTICLE 3. NEGOTIATIONS PROCEDURE

3.01 GOOD FAITH BARGAINING

3.011 Fair and Open Dealings

The representatives of the Board and the Association are obligated to deal openly and fairly
with each other on all matters and to conduct such bargaining in good faith.

3.012 Consideration of Issues

The representatives of the Board and the Association shall consider all issues of bargaining
submitted in the bargaining process and shall refrain from unexplained changes in position and
from raising new and additional issues calculated to avoid the reaching of an agreement. This
does not, however, compel either party to agree to a proposal or require the making of a
concession.

3.013 Written Proposals
All proposals and counter proposals shall be submitted in writing.

3.02 TIMETABLE FOR NEGOTIATIONS

3.021 Opening Negotiations

A letter written to open negotiations may be delivered by either party within 180 days of the
date this Agreement expires. The letter from the Association shall be addressed to the
Superintendent. The letter from the Board shall be addressed to the Association President.
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3.022Initial Meeting

A. A meeting date shall be set no later than fifteen (15) days after receipt of such letter,
unless the representatives of the Board and the Association agree to a later date.

B. At this initial meeting, all proposals will be presented in writing. A listing of items is not
acceptable for purposes of this Section. No new proposals may be added after the
initial meeting without the mutual consent of the parties.

C. Any item contained in the current Agreement not submitted for negotiation at the initial
meeting shall become a part of the successor Master Agreement.

3.023 Mediation

If agreement is not reached within thirty (30) days after the initial meeting provided for in
Subsection 3.022, above, either party may request that the Federal Mediation and Conciliation
Service provide a mediator to assist the parties.

3.03 NEGOTIATION MEETINGS

3.031 Time of Meetings

The negotiating teams shall meet at reasonable times for the purpose of effecting a free and
open exchange of facts, opinions, proposals, and counterproposals in a sincere effort to reach
mutual understanding and agreement on issues of bargaining submitted for negotiations.

3.032 Frequency of Meetings

Negotiation meetings shall be scheduled at the request of either party and, until negotiations
are concluded, either party may require at each meeting a decision on the date, time and place
of a subsequent meeting.

3.033 Attendance at Meetings

The Board and the Association shall each be represented at all negotiating meetings by a team
of negotiators, not to exceed six (6) in number. While no final agreement shall be executed
without ratification by the members of the Association and the Board, the parties mutually
pledge that their negotiating representatives shall be granted all necessary power to make and
consider proposals in the course of negotiations. Each team may have observers present at any
negotiation session by mutual agreement.

3.034 Caucuses During Meetings

Upon the request of the representatives of either party, the negotiating meeting shall be
recessed to permit the requesting party to caucus.

3.04 EXCHANGE OF INFORMATION

Upon request, the parties will exchange information pertinent to issues under negotiation,
where such information is normally maintained.
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3.05 PROGRESS REPORTS

3.051 Reports To Constituents

Interim reports or progress reports may be made to Association members by its representatives
and to the Board and Administration by the Superintendent.

3.052 Reports To Public and/or News Media

Periodic progress reports may be issued during negotiations to the public and/or news media
provided that any such release shall have the prior approval of both parties.

3.06 AGREEMENT

3.061 Tentative Agreement

Tentative agreement on negotiation items shall be reduced to writing and initialed by a
representative of each party, but such initialing shall not be construed as final agreement. Either
party may revise an initialed agreement until all items have been agreed to by the
representative negotiating teams.

3.062Final Tentative Agreement

A. When final tentative agreement is reached on a new Master Agreement, it shall be
reduced to writing.

B. The Association shall consider ratification of the new Master Agreement prior to any
Board action.

C. Upon ratification by the Association membership, the new Master Agreement shall be
submitted to the Board for its consideration and action.

D. The Board shall act within ten (10) calendar days of the Association’s ratification vote,
unless an extension is mutually agreed upon.

E. When ratified by both parties, the Master Agreement shall be signed by the designed
representatives of each party and shall become a part of the official Board minutes.

3.07 EXCLUSIVITY OF PROCEDURE

The negotiations procedure set forth in this Article supersedes and takes precedence over any
inconsistent time limits/procedure set forth in Ohio Revised Code Section 4117.14. Mediation, as
set forth in Subsection 3.023, above, constitutes the parties mutually agreed upon, exclusive
dispute settlement procedure and shall operate in lieu of the procedures in Ohio Revised Code
Chapter 4117. In the event mediation does not result in an agreement by the expiration date of
this Contract, Ohio Revised Code Section 411714(D) (2) will apply.
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ARTICLE 4. GRIEVANCE PROCEDURE

4.01

4.02

4.03

DEFINITION OF TERMS

4.011 A "grievance"

Any alleged violation of this Agreement or any dispute with respect to its meaning or application
and shall be subject to the procedures set forth herein.

4.012 A "grievant"
Shall mean the person(s) making the claim.

PURPOSE

4.021 Resolution At Lowest Level

The purpose of this procedure is to secure at the lowest possible administrative level equitable
solution(s) to a grievance(s).

4.022 Bypassing Immediate Supervisor

If a grievant is informed at Level | or Level Il that the grievance is beyond the authority of the
Immediate Supervisor to resolve, the grievant may proceed immediately to Level lll.

4.023 Disciplinary Actions
Only disciplinary actions beyond a verbal/oral reprimand may be grieved through Level IV
(arbitration) under this procedure.

RIGHTS OF INDIVIDUAL

4.031 Representation
A grievant may, at his/her option, have an Association representative present at all levels of the
grievance procedure.

4.032 Confidentiality

A. The fact that a bargaining unit member files a grievance shall not be used in any written
recommendation from the Personnel Office.

B. All documents, communications and records dealing with the processing of a grievance

will be filed in a separate grievance file and will not be kept in the personnel file of an
individual participating in the grievance.
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4.04

4.05

C. The Board and the Association agree that the proceedings at each level of the procedure
will be kept as informal and confidential as may be appropriate.

RIGHTS OF ASSOCIATION
4.041 Notice of Hearings

A. The Association President shall be provided a copy of any written grievance prior to its
disposition.

B. The Association President shall receive prior notice of each hearing held to resolve a
grievance.

4.042 Notice of Decisions

A. Decisions rendered at each level of the grievance procedure after Level | will be in
writing, on Appendix A, setting forth the decision and reason(s) therefore, and will be
transmitted to the Association President, Labor Relations Consultant, and grievant within
the time limits specified.

B. The resolution of a grievance where the Association does not represent the grievant
shall not have any precedential value in other grievances.

4.043 Association Grievances
A grievance affecting the rights of the Association may be filed by the Association.

4.044 Consolidated Grievances

Where different grievants have filed separate grievances involving the same factual
circumstances, such grievances shall be consolidated, at the request of the Association or the
Board. The consolidated grievances may then be processed by the Association as a single
grievance on behalf of said members.

TIME LIMITS

4.051 Maximum Limits

The number of days indicated at each step is considered a maximum. The time limits specified,
however, may be extended by written agreement of the parties. “Days” shall be defined as
school days.

4.052 Date of Filing Grievance

If a written request to discuss a possible grievance is not filed within twenty-five (25) days after
the occurrence of the act or condition giving rise to the grievance, the grievance shall be
considered waived.
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4.06

4.07

4.053 Tolling of Days

If the administrator with whom the grievance is raised cannot identify the member's Immediate
Supervisor, the time period for filing a written grievance will be tolled from the date the
grievance is first raised until the Immediate Supervisor is identified.

4.054 Failure To Appeal

The failure to appeal a decision at any step of the procedure within the time limits specified
shall cause the grievance to be deemed resolved on the basis of the disposition at that step.

4,055 Failure of Administrator To Respond

The failure of an administrator to respond at any step of the procedure within the time limits
specified shall permit the grievant to proceed to the next step of the procedure.

HEARINGS

In the event a hearing related to a grievance is held during the normal working hours of
bargaining unit members, the grievant, one (1) Association representative, and all bargaining
unit members who are subpoenaed as witnesses shall be granted release time without loss of
pay or benefits.

GRIEVANCE PROCEDURE

4.071 Level I: _Initial Discussion

A bargaining unit member with a grievance shall first discuss it with his/her Immediate
Supervisor with the objective of resolving the matter. The Level | discussion must be held
within the twenty-five (25) day time limit specified in Subsection 4.052, above. The grievant/or
representative is encouraged to make known the initiation of a possible grievance.

4.072 Level ll: Supervisor

If the grievant is not satisfied with the result of Level |, he/she may file a written grievance, on
the form attached hereto as Appendix A, with his/her Immediate Supervisor within seven (7)
days following the meeting provided for in Subsection 4.071, above. Within seven (7) days after
receipt of the written grievance, the Immediate Supervisor will render a written decision within
five (5) days.

4.073 Level lll: _Superintendent

Within ten (10) days after the Level Il decision is received, the grievant may file a written appeal
with the Superintendent. Within seven (7) days after receipt of a grievant's appeal, the
Superintendent will meet with the grievant and will render a written decision within seven (7)
days after such meeting.
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4.074 Level IV: Arbitration

A. Within fifteen (15) days after receipt of the Level lll decision, the Association may file a
demand for arbitration with the Superintendent.

B. The Arbitrator will be selected pursuant to the Voluntary Labor Arbitration Rules of the
American Arbitration Association (AAA).

C. The arbitration step of the grievance procedure shall be conducted pursuant to the
Voluntary Labor Arbitration Rules of the AAA.

D. The Association shall initially pay the full amount of the AAA’s initial fee. The total cost of
the arbitration (which shall include the fees and expenses of the arbitrator and of the
AAA, including the amount of the initial fee) shall be shared. The losing party shall pay
two-thirds (2/3) of the cost, the winning party shall pay one-third (1/3) of the cost.

E. The decision of the arbitrator shall be final and binding on the parties. The arbitrator
shall not have the power to add to, subtract from, or modify any of the terms of the
Agreement.

I ARTICLE 5. SALARIES

5.01 SALARY SCHEDULE
5.011 Base Salary
August 1, 2022 (3.0%)
August 1, 2023 (2.75%)
August 1, 2024 (2.25%)

(Set forth in Appendix C)

5.012 Compensation

A. A bargaining unit member shall be compensated at the rate determined by his/her
proper placement on the salary schedule (Appendix C).

B. A bargaining unit member who works more than the one hundred eighty-four (184)

days provided in Section 10.01, herein, as extended time on a continuing or limited
teaching contract shall be compensated at his/her per diem rate.
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C. STRS "Pick-Up"

a. For purposes of this Agreement, total annual salary or salary per pay period for
each bargaining unit member shall be any salary otherwise payable under this
Agreement, which shall be the member's contracted annual salary determined
from the current salary schedule and the current supplemental salary index. The
total annual salary or salary per pay period of each member shall be payable by
the Board in two (2) parts: 1) deferred salary and 2) cash salary. A member's
deferred salary shall be equal to that percentage of said member's total annual
salary or salary per pay period which is required from time to time by the Ohio
State Teachers Retirement System (STRS) to be paid as an employee contribution
by said member and shall be paid by the Board to STRS on behalf of said member
as a "pick-up" of STRS employee contribution otherwise payable by said member.
A member's cash salary shall be equal to said member's total annual salary or
salary per pay period less the amount of the “pick-up” for said member and shall
be payable, subject to applicable payroll deductions, to said member. The
Board's total combined expenditures for members' total annual salaries or
salaries per pay period otherwise payable under this Agreement, as amended
(including “pick-up” amounts) and its employer contributions to STRS shall not be
greater than the amounts it would have paid for those items had this provision not
been in effect.

b. The Board shall compute and remit its employer contributions to STRS based
upon total annual salary or salary per pay period, including the "pick-up." The
Board shall report for Federal and Ohio income tax purposes as a member's gross
income said member's total annual salary or salary per pay period, less the
amount of the "pick- up." The Board shall report for Municipal income tax
purposes as a member's gross income said member’s total annual salary or salary
per pay period, including the amount of the “pick-up.” The Board shall compute
income tax withholding based upon gross income as reported to the respective
taxing authorities.

c. The deferred salary and cash salary under the portion determined from the
current salary schedule shall be combined as the member's total contracted
annual salary for the purpose of computing the daily rate of pay.

5.013 Placement on the Salary Schedule

A. A newly employed bargaining unit member may be credited with all years of teaching
experience up to a maximum of ten (10) years.

a. Military experience and prior substitute teaching experience [of one hundred
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twenty (120) or more days in any one (1) school system] shall be considered in
determining prior teaching experience.

B. A bargaining unit member with previous teaching experience in the District, who has left
the District and who has been engaged in teaching shall, upon return to the District, be
given full credit for prior teaching experience credited at the time of initial employment
and teaching experience in the District. In addition, a bargaining unit member who left
the bargaining unit as a result of:

a. Reduction In Force -- shall be credited, upon recall, with teaching experience
gained during his/her absence from the District; or

b. Reasons other than Reduction In Force -- may be credited with teaching
experience gained during his/her absence from the District.

C. A bargaining unit member with previous teaching experience in the District who has
been engaged in teaching shall, upon return to the District, be restored to the next
position on the salary schedule above that at which he/she left, provided such individual
served at least one hundred twenty (120) days in the last school year during which he/she
was previously employed in the District.

D. Returning teacher(s) as per conditions of Paragraph C, above, shall be restored to their
previous contract status.

E. A bargaining unit member shall be placed on the proper column of the salary schedule
as determined by his/her academic training. In order to qualify for horizontal movement,
a bargaining unit member must have accumulated appropriate credit in semester hours
after the date of his/her degree. It is recommended all courses be pre-approved due to
the risk of the course being denied. The accumulated hours must be earned in courses
meeting the criteria defined as High Quality in the Ohio Professional Development
Standards as determined by any of the following:

a. Courses in the teaching field of the individual;

Courses in a college or department of education;

c. Courses which can be applied to meeting the qualifications leading to additional
certification; or

d. Courses related to subjects for which the member is certified.

e. CEU credit approved by the LPDC. CEU’s will be equivalent to a semester hour of
college credit on a 3:1ratio. Accumulation of such can begin after a Master's
Degree is earned. Accumulation of post-Master's credit toward movement from
one (1) level of the salary schedule to another shall be no more than fifty percent
(50%) CEU credit and fifty percent (50%) semester hours.

o

F. Credit hours not meeting these criteria must be approved by the Superintendent.
Bargaining unit members may request the Superintendent to determine acceptability of
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credit hours prior to the member beginning said courses. A lack of a written
determination shall indicate acceptability.

G. Credit shall not be recognized for courses or degrees from professional schools such as
medicine, law, etc., or to qualify for a different profession, such as real estate sales,
unless they meet one of the above criteria.

5.014 Advancement On the Salary Schedule

A. After initial placement on the salary schedule, a bargaining unit member will be advanced
one (1) step on the salary schedule for each work year in which he/she rendered service
and/or is on paid leave for a total of at least one hundred twenty (120) days.

B. Application for salary adjustments must be made in writing, twice during the school year
(by September 15 and by January 15). Copies of teaching certificates must be on file
with the Personnel Office by October 15. Satisfactory evidence of all credit must be on
file with the Personnel Office by September 15 and complete transcripts of such credit
shall be placed on file with the Personnel Office as soon as they are available.

5.02 PAYROLL PRACTICES

5.021 Pay Periods

A bargaining unit member shall be paid in twenty-four (24) equal biweekly installments from the
appropriate salary schedule(s) (Appendix B).

5.022 Method of Payment

A. BEA bargaining unit members shall be paid in twenty-four (24) equal installments from
the appropriate teacher salary schedule(s) (Appendix B). A bargaining unit member shall
receive his/her pay by direct deposit to his/her financial institution.

B. Each bargaining unit member shall receive a pay stub sent electronically.
C. Payday shall be on the fifteenth (15th) day and the last day of each month for all

employees. If the payday falls on a holiday or weekend, all employees shall be paid on
the workday prior to the holiday or weekend.

5.023 Payday Falling On Day School Is Closed

A. In the event the scheduled payday falls on a day during the work year that school is
closed, the paycheck shall be issued on the last workday before the closing.

B. In the event that payday falls on a non-banking day, the bargaining unit member's pay
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shall be available on the last banking day preceding the scheduled payday. Pay stubs
shall be sent one (1) day prior to the scheduled payday.

5.024 Payment for Supplemental Duties

A.

Individuals who fulfill the duties of any position listed on the supplemental schedule shall
be issued a contract prior to the commencement of the activity and shall be paid the
appropriate compensation.

A bargaining unit member who contracted to perform a year long supplemental duty shall
be paid for his/her services in two (2) equal installments if requested by the bargaining
unit member. Such request should go to the immediate supervisor.

a. At an established midpoint of the season it will be the sole responsibility of the
head varsity coach to request a %2 (.5) payment for all athletic seasonal
supplementals of his/her staff.

b. Failure to apply/complete required form by the established date will result in a one
time supplemental payment as referred to in C and D of Article 5.024.

Said payment shall be made no later than the second pay date following the validation
by the Immediate Supervisor of the completion of the supplemental duty. It shall be the
responsibility of the supplemental contract holder to notify the Immediate Supervisor of
the completion of the supplemental duty. Notification shall be made in writing. Validation
shall be made within two (2) weeks of notification.

Payment for a supplemental duty shall be made in a check which is separate from the
bargaining unit member's salary provided by Section 5.01, above, and shall, for purposes
of withholding taxes and retirement contribution, be treated as a separate one time
earnings.

5.025 Lump Sum Payment During Work Year

In the event the individual contract is terminated by either party during the work year, the total
sum due the bargaining unit member, as of the date of termination, shall be paid at the next
scheduled payday following the close of the payroll period during which the last day of service
occurred.

5.026 Lump Sum Payment At End of Work Year

In the event the individual contract is terminated or not renewed by either party at the end of
the work year, the bargaining unit member may choose to have the total sum due paid at the
next scheduled payday following the close of the payroll period during which the last day of
service occurred.
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5.03

5.04

SUPPLEMENTAL SALARY INDEX

5.031 Supplemental Salary Index

A bargaining unit member(s) assigned supplemental duties, listed in Appendix D, shall be
properly placed on the Supplemental Salary Index (Appendix D). The supplemental salary shall
be increased the same percentage as the teacher salary schedule.

5.032 Placement On the Supplemental Salary Index

Supplemental contracts shall not be held by more than three (3) people unless approved by the
Administration. Supplemental contract positions, listed in Appendix D, shall be paid in
accordance therewith with the bargaining unit member's placement on the Supplemental Salary
Index being based on years of qualified experience. The Board will grant experience credit
outside the Brunswick City Schools subject to receipt of official documentation from previous
school district(s). “Years of qualified experience” shall mean the following:

A. For coaches in the varsity rank: Any year(s) of experience coaching in the varsity, junior
varsity, and 9th grade rank in the same sport beginning with the 2022-2023 school year.

B. For coaches in Seventh (7th), Eighth (8th) and Ninth (9th) Grades: Any year(s) of
experience coaching in the Seventh (7th), Eighth (8th) or Ninth (9th) Grade or above in
the same sport.

C. Non-coaching positions: Any year(s) of experience in the same position.

5.033 Voluntary Participation In Supplemental Duties

Participation of a bargaining unit member in supplemental duties will be strictly voluntary.

5.034 Requirement of a Pupil Activity Permit for Athletics and Clubs that Involve
Physical Activity

Bargaining unit members must have on file with the Ohio Department of Education AND the
District a valid Pupil Activity Permit (PAP) in order to engage in supplemental contract duties and
no pay may be made to any member in the absence of a valid PAP.

SUBSTITUTION IN EXCESS OF STANDARD DAY

5.041 Rate of Compensation

A bargaining unit member who performs duties in excess of the standard day by substituting for
an individual who is absent shall be compensated based upon the District average teacher
salary in effect as of September 1 of each school year. Those teachers who perform such duties
will receive compensation for the full period/unit in which they are substituting. Minimally, that
teacher will be compensated for forty (40) minutes of substitution.
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5.042 Voluntary Participation

Each work year a roster will be made of all bargaining unit members who are willing to contract
to perform duties as a substitute in excess of the standard day. After bargaining unit members
on the roster who are available for the needed time have been requested to perform duties, the
Board may assign any member to perform such duties. The number of "assigned" substitutions
will not exceed two (2) in a school year.

5.05 SEVERANCE PAY

5.051 Right To Severance Pay

A. A bargaining unit member with five (5) or more years of teaching service in the Brunswick

City School District, upon resignation from the Brunswick City School District and
retirement from active teaching service, shall be entitled to a severance pay benefit.

In the event of death, severance pay payable under this Section shall be paid to such
bargaining unit member's designated or nominated beneficiary as prevails with respect
to STRS.

5.052 Calculation of Severance Pay

A. Severance pay will be based upon the daily rate of pay as determined from the

B.

individual's teaching contract, exclusive of all supplemental contracts and allowances,
last in effect prior to the termination of employment.

A severance pay benefit will be given for one-fourth (1/4) of the first one hundred sixty
(160) days of accumulated sick days, all of the next twenty-five (25) days, and one-fourth
(1/4) of all remaining accumulated sick days.

5.053 Method of Payment

A. A bargaining unit member may elect to receive his/her lump sum payment at the time

C.

he/she qualifies for such payment.

(OR)
A bargaining unit member may elect to receive his/her severance pay benefit at the time
of the first (1st) pay date in January of the calendar year following qualification for such
benefit.

(OR)
A bargaining unit member may elect to receive his/her severance pay benefit over
a three (3) calendar year period following qualification for such benefit. Three (3) equal
installments will be paid the first pay date in January of each of the three (3) years. All
distributions in this section and section (B.) may be considered taxable in year one of the
distribution according to Internal Revenue Code.
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D. Upon written request from the retiring bargaining unit member, the Treasurer will issue a
check for the amount as determined by the employee. This optional distribution from
the individual’s severance shall be paid directly to a tax sheltered plan (403B or 457) of
the individual’s choosing. A bargaining unit member exercising this option may choose
to have his/her retirement account credited according to options in Subsection 5.053 A,
B, and C.

5.054 Restrictions

Payment for Sick Leave on this basis shall be considered to eliminate all Sick Leave credit
accrued by the teacher at the time of receipt of the severance benefit.

5.055 Retirement Announcement Incentive

Bargaining unit members whose notice of resignation for retirement purposes is submitted and
approved by the Board of Education at or prior to the regularly scheduled February meeting will
be paid a one-time incentive stipend of $500.00. Such retirement must be effective at the close
of the bargaining unit member’s contract year. Payment will be made on the first pay day in
March.

5.056 Deferred 403(b) Annuity Plan
A. Valic 403(b) Plan

a. Notwithstanding anything in this Agreement or Board policy to the contrary, the
Board shall adopt the “Valic Tax Deferred 403(b) Annuity Plan for Government
Employees” Document (the “Valic 403(b) Plan”) with terms that comply with the
requirements of this Paragraph 2.

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

1. Participation in the Valic 403(b) Plan shall be mandatory for any teacher actively
employed on or after September 1, 2014, who would be entitled to severance pay
under Article 5 and/or retirement incentive pay under Article 5, who is or will be
age 55 years or older in the calendar year in which the teacher retires, or, in the
case of a retired/rehired teacher, resigns.

i.

2. If a retiring teacher is a participant in the Valic 403(b) Plan, an employer
contribution shall be made on his/her behalf under the Valic 403(b) Plan in an
amount equal to the total amount of the Participant’s severance pay in accordance
with Article 5 Section 5.05 and any retirement incentive pay in accordance with
Article 5.

i.

3. The required contribution to the 403(b) Plan shall be made within the timeframe

described in Article 5 Section 5.05 regarding the payment of severance pay and
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shall be made within the timeframe described in Article 5 regarding the payment
of retirement incentive pay; provided, however, that if the amount payable to the
Valic 403(b) Plan in the calendar year of retirement would exceed the maximum
amount that is permitted under the applicable federal income tax law for that year,
the remaining amount shall be contributed to the Valic 403(b) Plan after the first
payroll date in January of the next calendar year.

i.

4. A teacher who is a participant in the Valic 403(b) Plan shall complete a Valic 403(b)
enrollment package prior to retirement; and unless and until a teacher does so, no
contribution of severance pay and/or retirement incentive pay shall be made to
the Valic 403(b) Plan on behalf of the teacher.

i.

5. If ateacher is entitled to have a contribution paid to the Valic 403(b) Plan and dies
prior to such contribution being paid to the Valic 403(b) Plan, the contribution shall
be paid to a Beneficiary of the teacher in accordance with the terms of the Valic
403(b) Plan. In the event no beneficiary was designated by the employee, the
Severance Plan will be paid to the deceased’s estate.

i.
6. The Plan year of the Valic 403(b) Plan shall be the calendar year.
i.

7. After adoption of the Valic 403(b) Plan, any administrative fees shall be borne by

the Valic 403(b) Plan Participants.

c. Any teacher who is entitled to severance pay and/or retirement incentive pay who
is not an eligible participant in the Valic 403(b) Plan will continue to be eligible for
any and all severance payments and/or retirement incentive payments in
accordance with Article 5, Sections 5.05 and 5.055. The teacher may elect to
defer such payments to a tax-sheltered annuity that is tax qualified under Internal
Revenue Code Section 403(b) (a "TSA”) or Code Section 457(b) as permitted by
law and Board policy.

i.

d. All contributions to the Valic 403(b) Plan, all deferrals to a TSA and/or 457(b), 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 BEA guarantees any tax
results associated with the Valic 403(b) Plan, deferrals to a TSA or check
payments made to a teacher.

i.

e. Inthe event a teacher is ineligible to participate in the 403(b) Plan and dies, the

Severance Pay shall be paid to the employee’s estate.

5.06 MOTOR VEHICLE ALLOWANCE REIMBURSEMENT
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5.07

5.08

5.061 Right To Reimbursement

A bargaining unit member who is required to use his/her own motor vehicle in the performance
of his/her duties, including a member who is assigned to more than one (1) school during a
workday, shall be reimbursed for all such use.

5.062 Rate of Reimbursement

The rate of reimbursement for the use of a bargaining unit member's motor vehicle shall be the
"Standard Mileage Rate" as established by the IRS.

5.063 Method of Payment

Vouchers for mileage reimbursement shall be allowed to accumulate until said reimbursement
equals Fifty Dollars ($50.00) or more. Mileage reimbursements will not be issued for amounts
less than $50 except in the case of final vouchers. Final vouchers for school year must be
submitted for payment prior to June 15th regardless of amount. Upon receipt of the voucher by
the Supervisor, it shall be transmitted to the Treasurer within five (5) days. Payment shall be
made within thirty (30) days of the filing of the voucher with the Treasurer's Office.

5.064 Restrictions

For purposes of mileage reimbursement for a bargaining unit member assigned to more than
one (1) school, a schedule of mileage shall be established by the Board, subject to approval by
the Association, for distances between schools.

CURRICULUM REVIEW

Members of the Curriculum Review Committees, as approved by the Board of Education, shall
be given a stipend of Twenty-five Dollars ($25.00) per hour for participation in meetings
or subgroup activities pre-approved and conducted under the guidelines of the Curriculum
Office. Participation in curriculum review shall be voluntary.

TUITION REIMBURSEMENT

The Board will reimburse a bargaining unit member’s tuition cost up to a maximum lifetime
amount of $5,000 or $2,500 per year with the balance available in full for the third year, when
the following criteria are met:

A. The applicant is working to obtain his/her first (1st) Master’s Degree or HQT for his/her
current teaching assignment.

B. The courses taken are required elements of a Master’s program in education or relevant
academic discipline related to teaching from an accredited university.
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C. Pre-approval of the courses to be reimbursed is obtained from the Assistant
Superintendent, Personnel. Pre-approval means prior to the start of class.

D. Verification of payment is provided.

E. Verification of completion of coursework with a “B” or better grade (report card or
transcript).

Reimbursement will be issued after the start of school for the year following the school
year in which the coursework was completed if the bargaining unit member is still
employed with the Brunswick City Schools.

If the member severs his/her employment within four (4) years of receiving the tuition
reimbursement, the Board shall recoup from the member’s pay, the amount expended on
behalf of the member under this provision.

5.09 NATIONAL BOARD CERTIFICATION

Bargaining unit members who have attained a National Board Certificate shall receive a
one-time stipend of $1,000.

5.10 MASTER TEACHER STIPEND

Bargaining unit members who have attained the Master Teacher designation shall receive a
one-time stipend of $500.

ARTICLE 6. INSURANCE

Note: Starting October 1, 2017, we will only have one plan (Plus). All changes in Insurance will
begin January 1, 2017, other than those that are stated otherwise.

6.01 GENERAL PROVISIONS

6.011 Right To Insurance Benefits

In addition to the salary paid to a full-time bargaining unit member pursuant to Article 5, his/her
compensation shall include the insurance benefits as provided herein.

6.0111 Spousal Insurance Provision

A. A bargaining unit member may choose to be covered under Section 6.0111B. If
selected, the bargaining unit member will remain under the working spousal
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provision unless the spouse’s coverage materially changes (i.e. increase in
premiums). In that event, the employee can opt out of the spousal insurance
coverage during the next open enroliment period. Bargaining unit members who
opt out of the spousal insurance coverage and who participate in the Super Med
Plus Plan will pay (no caps):

Effective October 1, 2018, the Board will assume 84% of the cost of Medical
Insurance Coverage and each full-time teacher enrolled in the Board’s insurance
plan will pay 16% of their medical insurance plan with a max of $310 per month.

Effective January 1, 2024 the provision for bargaining unit members to opt out of
spousal insurance coverage will cease and all bargaining unit members will be
required to be covered under the provisions of Section 6.0111B.

. If an employee's spouse is eligible to participate, as a current employee or retiree
in group health insurance and/or prescription drug insurance sponsored by his/her
employer or any public retirement plan, the spouse must enroll in such employer
(or public retirement plan) sponsored group insurance coverage(s).

This requirement does not apply to any spouse who works less than 30 hours per
week AND is required to pay more than 50% of the single premium to participate
in his/her employer's group health insurance coverage and/or prescription drug
insurance coverage.

The Board shall reimburse the employee up to $125.00 per month for the cost of
medical premiums for the employee’s spouse who must obtain medical insurance
with his/her employer.

Upon the spouse's enrollment in any such employer (or public retirement plan)
sponsored group insurance coverage, that coverage will become the primary
payer of benefits and the coverage sponsored by the Board of Education will
become the secondary payer of benefits.

Any spouse who fails to enroll in any group insurance coverage sponsored by
his/her employer or any public retirement plan, as required by this Section, shall
be ineligible for benefits under such group insurance coverage sponsored by the
Board of Education.

Every employee whose spouse participates in the Board of Education's group
health insurance coverage and/or prescription drug insurance coverage shall
complete and submit to the Board of Education, upon request, a written
certification verifying whether his/her spouse is eligible to participate in group
health insurance coverage and/or prescription drug insurance coverage
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sponsored by the spouse's employer or any public retirement plan. If any
employee fails to complete and submit the certification form by the required date,
such employee's spouse will be removed immediately from all health and
prescription drug insurance coverages sponsored by the Board of Education.
Additional documentation may be required.

If you submit false information or fail to timely advise the Plan of a change in your
spouse's eligibility for employer (or public retirement plan) sponsored group health
insurance and/or prescription drug insurance, and such false information or such
failure by you results in the Plan providing benefits to which your spouse is not
entitled, you will be personally liable to the Plan for reimbursement of benefits and
expenses, including attorneys' fees and costs, incurred by the Plan. Any amount
to be reimbursed by you may be deducted from the benefits to which you would
otherwise be entitled. In addition, your spouse will be terminated immediately
from group health insurance and/or prescription drug insurance coverage under
the Plan. If you submit false information, you may be subject to disciplinary action
by your school district, up to and including termination of employment.

6.012 Copy of Certificate of Insurance

A. The Board shall provide to the Association one (1) copy of each signed Contract and Certificate
of Insurance entered into between the Board and the insurance company(ies) which shall
provide the benefits specified in this contract.

B. Copies of contracts and certificates of insurance subsequently entered into by the Board shall
be provided within one (1) month after they are received by the Board.

6.013 Distribution of Explanation of Coverage(s)

A. As amendments and/or changes in insurance coverage(s) or carriers are made, the Board and
the Association shall notify the carrier that each bargaining unit member will receive a written
description, prepared by the carrier, of such amendment and/or change. This written notice shall
be made within thirty (30) days of the amendment and/or change and shall request that the
description shall be provided to the bargaining unit member within sixty (60) days after receipt
of the notice.

B. A bargaining unit member shall, at the time of the signing of his/her teaching contract, receive a
written description of all insurance coverage(s) in effect at that time.

6.02 MEDICAL INSURANCE PROGRAM
(Comprehensive Major Medical, Prescription Drugs and Dental Insurance)
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6.021 Right To Coverage

. The Board shall purchase from a carrier licensed by the State of Ohio, basic hospitalization and
surgical insurance, major medical insurance, prescription drugs and dental insurance coverage
which meets or exceeds the specifications set forth in this Article (Comprehensive Major
Medical, Section 6.024; Prescription Drugs, Section 6.025; Dental Insurance, Section 6.026) for
each bargaining unit member, now or hereinafter employed, and his/her family. Any bargaining
unit member hired after May 1, 2005 shall be eligible for BOE insurance and benefits based
upon the number of hours worked per teacher day, five days per week or the equivalent as set
forth below, subject to the monthly premium payments set forth in 6.0111 A (if applicable) or
6.022 A or B.

. During the term of this Contract, the Board shall purchase insurance which includes a hospital
network to meet the requirements of Subsection 6.024 (Comprehensive Major Medical), below.
Hospitals and doctors shall remain the same or better as in effect under this Plan. There is a
possibility that individual doctors and service providers may leave the plan.

. The Board shall establish an insurance committee to examine the District’s current health
benefit program, its cost implications and possible alternatives. The committee will be
composed of four (4) members appointed by the President of the Association and four (4)
members appointed by the Superintendent. The Association agrees that representatives of
other employee groups (maximum of 4) may be invited to participate on the committee. The
committee will meet by mutual agreement during the school day at least twice per year. The
committee will submit meeting minutes including any recommendations concerning insurance
programs to the Board and the Association.

. A bargaining unit member may reinstate coverage during the annual open enroliment period.
Applications are due prior to the coverage start date of October 1.

. A bargaining unit member may elect to buy-out of the medical insurance program. The Board
will pay Two Hundred Dollars ($200.00) per month to each bargaining unit member who
buys-out of the program provided he/she certifies that they have other health insurance.
Effective October 1, 2012, married couples employed by Brunswick City School District shall be
eligible for either single insurance coverage or one (1) family insurance plan and shall not be
eligible for the insurance buy-out incentives.

A bargaining unit member shall have the right to reenter the District's insurance program in the
event of loss of dependent status, change of marital status, or termination of spouse's
employment, or in the event of a qualifying event as specified under COBRA or as defined by
the carrier.

. In addition to the above, a bargaining unit member may reinstate coverage on October 1st of
any given year.
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6.022 Method of Payment of Coverage

. On October 1, 2021, the cost of Medical Insurance Coverage for each full-time teacher enrolled
in the Board’s insurance plan is $113.34 per month for single and $241.22 per month for family
coverage.

Effective October 1, 2022, the Board will assume 85% of the cost of Medical Insurance
Coverage and each full-time teacher enrolled in the Board’s insurance plan will pay 15% of their
medical insurance plan. The maximum monthly employee contribution will be $134 monthly for
single and $288 monthly for family.

Effective October 1, 2023, the Board will assume 85% of the cost of Medical Insurance
Coverage and each full-time teacher enrolled in the Board’s insurance plan will pay 15% of their
medical insurance plan. The maximum monthly employee contribution will be $145 monthly for
single and $311 monthly for family.

Effective October 1, 2024, the Board will assume 85% of the cost of Medical Insurance
Coverage and each full-time teacher enrolled in the Board’s insurance plan will pay 15% of their
medical insurance plan. The maximum monthly employee contribution will be $156 monthly for
single and $336 monthly for family.

. Medical Insurance Coverage includes medical, prescription/drug, dental, and vision.
. All insurance premiums will be made in twenty-four equal installments.

. Notwithstanding the above, any bargaining unit member hired after May 1, 2005 and who works
at least four (4) but less than six (6) hours per day will pay fifty percent (50%) of the applicable
premium.

6.023 Right To Change Coverage Status

A bargaining unit member may change the coverage status (single or family) effective the first
(1st) of any month, subject to the rules and regulations of the carrier.

6.024 Comprehensive Major Medical, Wellness, Prescription Drugs, Dental and

Vision Coverage
Specifications (*See Appendix G for changes effective January 1, 2023. Full a full detailed
schedule of benefits, employees should consult the District website)

Wellness
Routine pap test / Routine mammogram / Routine prostate cancer
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A $125.00 wellness incentive will be paid for participation in a Health Screening or Annual
Physical. Verification will be required to be submitted to the Business office not later than each
June 1in order that the incentive be paid in the second pay in June. No incentive shall be
rendered for payment if verification is not received within dates required. (Example: Health
Screening/Physicals received and verified between June and the following May will be paid in
the subsequent June.)

6.025 Prescription Drugs
The prescription drug coverage shall be:
Effective October 1, 2022 prescription drug coverage shall be:

$10 Generic
$15 Formulary Brand
$25 Non-Formulary Brand

$20 Generic Mail Order (90-day supply)
$30 Formulary Brand Mail Order (90-day supply)
$50 Non-Formulary Brand Mail Order (90-day supply)

On the fourth refill of any prescription, a mail-order 90-day supply is mandatory.
Prescription drug coverage includes oral contraceptives with or without medical necessity.

6.026 Dental Insurance
Class | -- Preventive & Diagnostic

Routine Oral Exams — once every six (6) months
Teeth Cleaning -- once every six (6) months

Fluoride Treatments -- once every twelve (12) months
Emergency pain treatments

Space maintainers

Diagnostic X-Rays

Tests & lab exams

Class Il -- Basic Restorative

Fillings -- amalgams, silicate, acrylic

Root canal therapy

Treatment of gum diseases

Repair of bridgework and dentures

Extractions and oral surgery

General anesthesia -- only if medically necessary
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6.03

Class Il -- Major Restorative

Inlays, inlays, gold fillings or crown restorations
Initial installation of fixed bridgework

Installation of partial or full, removable dentures
Replacement of existing bridgework or dentures

Class IV -- Orthodontia

Full-banded orthodontia treatment

Appliances for tooth guidance

Appliances to control harmful habits

Retention appliances — not in connection
with full-banded treatment

Calendar year maximum of $2,000 for Classes |, Il, and lIl.

Class | 100%
Class I 80%
Class llI 70%
Class IV 50% (Lifetime maximum, $1,750)

Calendar Year Deductible: None

TERM LIFE INSURANCE

6.031 Right To Coverage

The Board shall purchase from a carrier licensed by the State of Ohio, group term life insurance
coverage which meets or exceeds the specifications set forth in Section 6.034, below, for each
bargaining unit member now or hereafter employed.

6.032 Method of Payment of Coverage
The full cost of such insurance and any increases thereof shall be paid by the Board.

Right To Purch Additional ver

The Board shall allow individual bargaining unit members to purchase additional amounts of
coverage through payroll deduction subject to the rules and regulations imposed by the carrier.

6.034 Specifications

The face value of the term life insurance coverage shall be one and one-half (1-1/2) times the
employee's salary plus an equal amount of accidental death and dismemberment coverage.
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After the bargaining unit member’s 49th birthday, he/she shall have a one-time option to
decrease his/her term life insurance from one and one-half times the employee’s salary to the
minimum of $50,000 in term life insurance.

Due to restrictions imposed by the life insurance carrier, employees are subject to the rules,

regulations and limitations of the carrier, thus the maximum coverage provided by the group life
policy could be reduced. Employees are encouraged to read the policy to familiarize th

6.04 VISION CARE

6.041 Specifications

This VSP Program, as outlined below, provides an eye examination, lenses, and a frame once
every calendar year.

V'SP Participating Non-Participating Provider Doctor
Reimbursement BenefitsSchedule
(Copays apply to charges)

Examination

Examination for

glasses
Covered in full after $ 35.00
$5.00 copayment*

Examination for

contact lenses
Covered in full (excluding $ 35.00
evaluation/fitting charges)
after $5.00 copayment*

Lenses

Single Vision Lenses $ 25.00
Bifocal Lenses Covered in full $ 40.00
Trifocal Lenses after $20.00 $ 55.00
Lenticular Lenses copayment* $80.00
Frame Covered in full** $ 45.00

after $20.00 copayment*

*There is only one (1) $5.00 copayment for the exam, and only one (1) $20.00 copayment for lenses
and/or frame.
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** Within Plan limitations. If you select a frame that costs more than your Plan allowance, there will be
an additional charge you will pay out-of-pocket. When you visit the VSP participating doctor, ask
him/her which frames are covered in full. The allowance designated by the Brunswick City School
District covers the majority of frames on the market and ensures a good choice.

Contact Lenses (In place of spectacle lenses and frames)

Medically Necessary Covered in full after $ 210.00
$20.00 copayment*
Elective $105.00 $105.00

Lens Options
The Plan is designed to cover your visual needs rather than elective materials. There will be extra
costs involved if you select materials or services which are elective in nature, such as:

e Blended or Progressive Lenses

e Special Edging

e Special Lens Materials

e Oversize Lenses

Plan Discounts

Patients may now obtain additional pairs of prescription glasses at a 20% discount off usual and
customary charges. In addition, the Plan now offers a 15% discount on contact lens professional
services. These discounts are available for 12 months following the patient’s last covered eye
examination from the VSP participating doctor who provided the examination.

6.05 WORKERS’ COMPENSATION

6.051 Coverage

All employees covered under this Agreement are protected under the Ohio Workers’
Compensation Act in cases of injury or death incurred in the course of or arising out of their
employment.

6.052 Reporting

An injury incurred while performing assigned responsibilities shall be reported to the injured
employee’s Supervisor/designee and an application for benefits may be filed with the Bureau of
Workers’ Compensation. The Administration shall assist an employee in filing a Workers’
Compensation claim. An injured employee shall have the option of applying for Workers’
Compensation or using accrued Sick Leave.
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ARTICLE 7. LEAVE PROVISIONS

7.01 SICK LEAVE

7.011 Accumulation

A. A bargaining unit member shall earn and accumulate Sick Leave credit in accordance
with Ohio Revised Code Section 3319.141. The maximum number of days allowed to
accumulate shall be unlimited.

B. Sick Leave for a bargaining unit member employed for less than one hundred eighty-four
(184) days per year and/or less than a full day shall be credited and deducted at the
proportionate rate equal to his/her rate of compensation.

7.012 Notification of Accumulated Credit

A bargaining unit member will receive notification of his/her accumulated Sick Leave once
monthly with his/her paycheck.

7.013 Advance of Sick Leave Days

A bargaining unit member in his/her first (1st) year of teaching may be advanced ten (10) days of
Sick Leave as provided for in Ohio Revised Code Section 3319.08. These ten (10) days, or any
portion thereof, may be used in case said bargaining unit member is unable to work because of
any of the prescribed reasons for the use of Sick Leave, after the beginning of his/her
employment but before he/she has accumulated that amount of Sick Leave as provided for in
Ohio Revised Code Section 3319.141. In the event a bargaining unit member who has been
advanced Sick Leave under this Section leaves paid employment status with the Board prior to
having earned the Sick Leave previously advanced, such bargaining unit member shall
reimburse the Board for unearned Sick Leave paid under this Section. The Association shall be
held harmless in any litigation resulting from action(s) taken under the provisions of this Section.
Nothing herein shall be considered to create an expectation that unpaid leave will be granted to
any bargaining unit member who has exhausted all sick leave and advancements nor is the
Board in any way limited from docking any such employee’s pay and/or in taking appropriate
disciplinary action for any unauthorized absence without approved leave. Bargaining unit
members who have exhausted sick and other authorized leave must seek an unpaid leave from
the Board pursuant to Ohio Revised Code Section 331913 to preserve a right to return to
employment.

7.014 Use of Sick Leave

Sick Leave with pay may be used for absence due to personal illness, iliness or disability
due to pregnancy, injury, exposure to contagious diseases which could be communicated to
others, and for absence due to illness, injury, or death in the bargaining unit member’s
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immediate family. Sick leave can be used in Y4, V2 or full-day increments.

7.015 Immediate Family Defined

For purposes of this Agreement, “immediate family” is defined as:
Grandparents;

Brother;

Sister;

Brother-in-law;

Sister-in-law;

Daughter-in-law;

Son-in-law;

Legal guardian/ward;

Father;

Father-in-law;

Mother;

Mother-in-law;

Spouse;

Child;

Grandchild;

Stepchild;

Upon approval of the Superintendent and/or the Director of Personnel,
anyone who clearly stands in the same relationship with the bargaining unit
member as any of those specified.

OPOZIrA-~"IOMMUODpP

7.016 Return from Extended Sick Leave

A bargaining unit member returning after a full year’s use of sick leave shall be placed in a
comparable position to the one held at the time the leave commenced, if possible.

7.02 PERSONAL LEAVE

7.021 Right To Personal Leave

A. A bargaining unit member shall be granted three (3) non-cumulative days of Personal
Leave per year. Personal Days shall be prorated based upon the number of days
employed per year.

B. Personal leave is to be used for personal matters.
C. Three (3) or more consecutive work days must be discussed with the Superintendent or

Director of Personnel prior to submission for use of personal leave. BEA will be notified of
these meetings.
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7.022 Personal Leave

A. A bargaining unit member’s unused personal leave (up to one day) will automatically be
rolled over as personal leave. All other unused personal leave will be converted to sick
leave at the end of each school year.

B. Personal leave may be used in Y4, %2 or full-day increments only.

7.03 ASSAULT LEAVE

7.031 Right To Assault Leave

A bargaining unit member who is absent from work due to a physical disability resulting from an
assault, which occurred in the course of Board employment while performing assigned regular
or supplemental duties pursuant to a contract, shall be eligible to receive Assault Leave.

7.032 Notice For Assault Leave

A bargaining unit member desiring said Assault Leave shall file a notice with the
Superintendent, which indicates the nature of the injury, the date of its occurrence, the name(s)
of the individual(s), if known, causing the assault, the facts surrounding the assault, and a
statement that the bargaining unit member has filed juvenile or criminal charges against the
person(s) making the assault, if known.

7.033 Rights While On Leave

Leave granted under this Section shall not be charged against Sick Leave earned or earnable
under Ohio Revised Code Section 3319.141 or leave granted under any other Section of this
Agreement. The bargaining unit member(s) using Assault Leave as per this Section 7.03 shall
receive full pay and benefits as if they were actively employed.

7.034 Length of Leave

Assault Leave may be used for the period of disability, not to exceed the remainder of the
school year or one hundred twenty (120) workdays, whichever is greater.

7.035 Restrictions

A. If medical attention is required, the bargaining unit member shall supply a certificate from
a licensed physician.

B. The Board may require a medical examination, at Board expense, of a bargaining unit
member requesting Assault Leave.
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7.04

7.036 Court Appearance

A bargaining unit member required to appear in Court as a result of having filed charges under
Subsection 7.032, above, shall be entitled to Assault Leave, in addition to those days specified
in Subsection 7.034, above, for each day such appearance is required.

PROFESSIONAL LEAVE

7.041 Eligibility For Professional Leave

A. Written applications for Professional Leave must be submitted to the bargaining unit
member's Building Principal or Immediate Supervisor who may forward the application to
the building’s Professional Development Committee for initial approval.

B. It is necessary for the Superintendent to approve, in advance, the attendance of a
bargaining unit member at professional meetings. If the Superintendent does not
approve a request for attendance at a professional meeting, he/she shall so notify the
bargaining unit member involved stating his/her reason(s) for the denial.

7.042 Rights While On Leave

The Board shall pay the bargaining unit member's full salary during the time he/she attends the
approved professional meeting. In addition, funds for conference expense purposes are
budgeted based on the number of professional staff in a building. With Board approval, mileage
is paid in accordance with the reimbursement procedure. Upon receipt of the reimbursement
claim by the Building Principal or Immediate Supervisor, it shall be transmitted to the Treasurer’s
Office within five (5) days. Payment shall be made within two (2) pay periods following
submission to the Treasurer of the reimbursement.

7.043 Restrictions

Prior to the Building Principal forwarding the Professional Leave Application to the
Superintendent for approval, the Building Principal and bargaining unit member will discuss the
Administration’s expectations with regard to the form or format of the written and/or oral report
which will be provided by the teacher within twenty (20) days of the teacher’s return from the
professional meeting.

7.044 Nonscheduled Days

Bargaining unit members participating in approved professional development activities
conducted during the summer recess or nonscheduled days shall be compensated at Ninety
Dollars ($90.00) per diem or Fifteen Dollars ($15.00) per hour.

7.045 Inservice Presenters

Any bargaining unit member who is approved to give a formal presentation for District
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7.06

professional development at regularly scheduled inservice days, before/after the student day, or
on non-scheduled days will receive One Hundred Eighty Dollars ($180.00) per day or Thirty
Dollars ($30.00) per hour.

JURY LEAVE

7.051 Right To Leave

A bargaining unit member required by law to report for jury duty shall be entitled to Jury Leave
for each day of such duty.

7.052 Rights While On Leave

A bargaining unit member using Jury Leave shall be compensated at his/her regular rate for the
duration of such leave.

7.053 Restrictions

Any compensation received by the bargaining unit member for such duty shall be used to pay
for appropriate expenses including, but not limited to, parking, transportation and meals.

PARENTAL LEAVE
Effective with leaves scheduled to begin on or after August 1, 2022:

7.061 Length of Leave

A. All or any portion of the absence by a bargaining unit member because of 1) the
employee or spouse’s pregnancy; (2) the employee or spouse’s medical disability
connected with or resulting from pregnancy and/or (3) the employee’s provision of child
care may, at the employee’s option, be charged to accumulated Sick Leave. Such use
shall be defined as Parental Leave. Immediately following the birth of the child, a
maximum of forty-five (45) days of accrued sick leave may be used. After this time,
additional sick leave may be used if the employee provides medical documentation
verifying the need for additional sick leave. FMLA will run concurrently for the sixty (60)
days with sick leave.

B. In addition, a Parental Leave of Absence shall not exceed the remainder of the school
year in which it begins and the succeeding year. The first twelve (12) weeks of such

parental leave will be under FMLA.

C. During applicable FMLA leave periods the Board will maintain the medical coverage
under the group health plan in accordance with section 710 of this agreement.

D. Use of sick leave for parental leave can be continued beyond forty-five (45) days with
proper medical documentation of need on the part of the parent or child.
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7.062 Eligibility For Leave

All or any portion of a Parental Leave of Absence will be granted to a bargaining unit member
for the purpose of child bearing and/or child rearing as set forth below:

A. A bargaining unit member who is pregnant will be entitled, upon request, to a Parental
Leave to begin at any time between commencement of her pregnancy and one (1) year
after a child is born to her. Said bargaining unit member will notify the Superintendent, in
writing, of her desire to take such leave and, except in cases of emergency, shall give
such notice at least thirty (30) days prior to the date on which her leave is to begin. She
will include with such notice either a physician's statement certifying her pregnancy or a
copy of the birth certificate of her child, whichever is applicable. A bargaining unit
member who is pregnant will continue in active employment as late into her pregnhancy
as she desires, provided she is able to properly perform her required duties.

B. A bargaining unit member who becomes a parent shall be entitled, upon request, to
Parental Leave beginning with the birth of their child.

C. A bargaining unit member adopting a child will be entitled, upon request, to a Parental
Leave to commence at any time during the first year after receiving de facto custody of
said child, or prior to receiving such custody, if necessary, in order to fulfill the
requirements for adoption.

7.063 Right To Return From Leave

A. A bargaining unit member who is granted a Parental Leave of absence may be returned
to duty at other than the beginning of a new school year only at the discretion of the
Board and Administration.

B. A bargaining unit member returning from a Parental Leave shall be placed in a
comparable position to the one held at the time the leave commenced, if possible.

7.064 Leave Near End of Semester

A. If an employee begins any FMLA Leave more than five (5) weeks prior to the end of a
semester, the Board may require the employee to continue taking leave until the end of
the semester if:

a. The leave is of at least three (3) weeks duration; and
b. The return to employment would occur during the three (3) week period before

the end of the semester.

B. If an employee begins FMLA Leave for purposes of the birth or placement of a child or in
order to care for a spouse, child or parent during the period that commences five (5)
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7.07

weeks prior to the end of the semester, the Board may require the employee to continue
taking FMLA Leave until the end of the semester, if:

a. The FMLA Leave is of greater than two (2) weeks duration; and
b. The return to employment would occur during the two (2) week period before the
end of the semester.

C. If an employee begins FMLA Leave because of the birth or placement of a child or in
order to care for a spouse, child or parent during the period that commences three (3)
weeks prior to the end of the semester and the duration of the leave is greater than five
(5) working days, the Board may require the employee to continue to take leave until the
end of the semester.

7.065 Insurance Coverages While On Leave

Insurance coverage(s) shall be continued for a bargaining unit member on unpaid Parental
Leave, who at the beginning of each month makes payment of the premium(s) for such
coverage(s) to the Treasurer’s Office.

SABBATICAL LEAVE

7.071 Right To Leave

Any bargaining unit member who has been employed five (5) years or more in the Brunswick
City Schools may be entitled to Sabbatical Leave.

7.072 Length of Leave

Upon written request, to the Superintendent, a bargaining unit member may be granted a leave
of absence for up to one (1) school year to further the professional studies of the individual
member. The written request shall include a description of the proposed program that the
member will follow.

7.073 Rights While On Leave

The bargaining unit member on leave shall be granted the difference between the salary
schedule amount due to him/her and the salary paid to the replacement for his/her position. The
member on leave shall have the right to purchase insurance benefits by paying the appropriate
monthly premium, in advance, to the Treasurer's Office.

7.074 Return From Leave

Upon return from leave, the bargaining unit member shall be reinstated to the same or
comparable position held prior to the commencement of the leave. Upon completion of the
proposed program, a bargaining unit member shall be granted one (1) year of credit on the
salary schedule for salary purposes.
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7.075 Obligations of Member

While on Sabbatical Leave, the bargaining unit member may be required to submit periodic
interim reports of his/her status. The member may be required, as a condition of receiving the
Sabbatical Leave, to return to employment with the Board for a period not to exceed one (1)
year. If the member is physically able to return to employment and if the Board is able to offer
the member a comparable position and if the individual fails to return to employment for that
initial year with the Board, the individual shall reimburse the Board for all salary paid to him/her
by the Board while on such leave.

OTHER UNPAID LEAVES

7.081 Short Term Unpaid Leave

A. A member may elect to accumulate unused Personal Leave days to be used in
accordance with this Section. Unused Personal Leave days that are not "banked" at the
end of the school year will convert to Sick Leave per Subsection 7.022B above. This
option includes banked days that have previously accumulated.

B. Notwithstanding the leaves provided in other sections of this Article, the Superintendent
will grant unpaid leave up to the amount accumulated in Subsection 7.081A.1.

C. Members must apply in writing for unpaid leave stating the reason for the request and
the dates requested.

D. Notwithstanding the leaves provided in other sections of this Article, the Board may grant
unpaid leaves pursuant to applicable provisions of the Ohio Revised Code.

7.082 Unpaid Leaves of Absence

Bargaining unit members who have exhausted sick and all other authorized leave must seek an
unpaid leave from the Board.

7.083 Right To Return From Leave

A. A bargaining unit member who is granted an unpaid leave of absence may be returned

to duty at other than the beginning of a new school year only at the discretion of the
Board.

B. A bargaining unit member returning from an unpaid leave shall be placed in a
comparable position to the one held at the time the leave commenced, if possible.

C. Bargaining unit members taking unpaid leaves of less than ten (10) school days shall
return to the same position he/she left with no loss of Board paid benefits.
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7.084 Rights While On Unpaid Leave

A. A bargaining unit member who completed at least one hundred twenty (120) days of
teaching and/or paid leave(s) in the school year in which unpaid leave began shall, upon
his/her return, retain all seniority in the District and be placed on the salary schedule on
the step above that at which he/she left.

B. Insurance coverage(s) shall be continued for a bargaining unit member on unpaid leave
who, at the beginning of each month, makes payment of the premium(s) for such
coverage(s) to the Treasurer’s Office.

RELEASE TIME FOR THE BEA PRESIDENT

The Association President, upon request of the Association by May 15, shall be granted paid
release time for the subsequent year. The release time shall be no more than one-half (1/2) of
the day. The specific individual and the amount of release time shall not be changed during the
school year. The Association President shall be given full experience credit on the salary
schedule for the period of such release time and will retain the rights of a full-time bargaining
unit member.

The cost for part-time release will be determined at an hourly rate. The cost will be jointly
shared by the Board at 0.50 and the BEA at 0.50. The amount will be based on the BA-O
teaching salary.

FAMILY AND MEDICAL LEAVE

Teachers are entitled to leave as provided in the Family and Medical Leave Act (FMLA) and its
associated regulations, as amended. For purposes of this section, “12-month period” is defined
as July 1to June 30.

ATTENDANCE INCENTIVE

Any bargaining unit member will be provided a merit incentive for attendance based on the
following:

No use of personal leave, sick leave, FMLA, assignment to home or unpaid leave shall be
compensated as outlined below:

August $20

September, October $40 each month
November, December $50 each month
January, February $40 each month
March and April $60 each month
May $100

Max Total $500
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B. Payment of the attendance incentive shall be made to eligible members in the second (2nd) pay
in June.

712 DONATION OF SICK LEAVE

A. If anindividual is currently absent due to an officially documented catastrophic or long term
illness or accident of the individual or any member of his/her immediate family as defined in
7.015 of this Agreement, and he/she has exhausted all of his/her accumulated leave (sick and
personal), he/she may request up to forty-five (45) days of donated sick leave to be used either
consecutively or intermittently.

B. Donated sick leave shall be added to the accumulated sick leave of the absent individual and
deducted from the donating individual.

C. Upon request for sick days donation, the Superintendent shall meet with the Association
President to discuss eligibility of the claim on the individual’s behalf, and if the request is to be
approved, the process by which the donation of sick leave will take place. The Superintendent
retains sole and final authority to deny a request for donated days.

D. Only the Association President or designee shall solicit sick leave donations from bargaining
unit members on forms developed by the Association. The Association shall inform the Board of
the need to donate sick leave to a bargaining unit member. The Board shall confirm to the
Association, the bargaining unit member's eligibility to donate sick leave. (The Association will
provide a master list to the Board; the Board will then confirm the eligibility of each member and
return the authenticated list to the Association. The Association will notify their members of the
acceptance of the sick leave donation and subsequent deduction from their accrued sick leave
balance.)

ARTICLE 8. ASSIGNMENT AND TRANSFER

8.01 ASSIGNMENT

8.011 Assignment Defined

A. The assignment of a bargaining unit member employed at the Elementary level shall
include the grade level and building(s) to which the individual is assigned.

B. The assignment of a bargaining unit member employed at the Middle School shall
include the grade(s), subject(s), level(s), course(s) and building(s) to which the individual is

assigned.

C. The assignment of a bargaining unit member employed at the High School shall include
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the grade(s), subject(s), level(s), course(s) and building(s) to which the individual is
assigned.

The assignment of a bargaining unit member employed in a position requiring
performance of duties in more than one (1) building shall include their specific title, area
of responsibility, the building(s) and supervisor to which the individual is assigned.

Except for supervision assignments, no bargaining unit member shall be given a full-time
teaching assignment outside his/her area(s) of certification.

8.012 Notice of Assignment

A.

The Superintendent will give notice of assignment to a newly appointed bargaining unit
member as soon as practical.

All other bargaining unit members, exclusive of those who will be on leave of absence,
will be given written notice of their specific assignment anticipated for the forthcoming
year by not later than May 30. Notification of High School assignments shall be given not
later than three (3) weeks after the last workday as indicated on the school calendar for
all teachers.

During the school year, teachers being considered for a change in assignment shall be
notified by and have the opportunity to discuss with the building principal or immediate
supervisor the possible change in assignment and the reasons for the change. In the
case of high school assignments, after the close of the school year, an attempt will be
made to contact the teacher before the assignment is finalized.

Factors to be considered in the reassignment of staff may include but are not limited to
areas of certification, HQT status, teaching experience, levels of performance, training,
program needs, and length of service in the district and/or building.

In the event of an anticipated change in grade level, subject assignment or
building assignment after the initial assignment is received, the bargaining unit member
affected will be promptly sent written notification. Upon request, said member may have
the change in assignment reviewed in a conference with the Superintendent. The
bargaining unit member may be accompanied at such conference by an Association
representative.

Every effort will be made to avoid teachers being transferred two years in a row.

Teaching assignments shall be made consistent with Ohio law.

Whenever a teacher initiates or requests a change in assignment for the next school
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year, the change will be considered a voluntary transfer.

8.02 INVOLUNTARY TRANSFER

8.021 Involuntary Transfer Defined

An “involuntary transfer” shall be defined as an unrequested change of assignment.

8.022Involuntary Transfer Procedure

A

Upon effectuating the involuntary transfer of a bargaining unit member, the
Superintendent will contact the affected bargaining unit member in writing to give
him/her an opportunity for a conference to discuss the reasons for the involuntary
transfer. The bargaining unit member may be accompanied at such conference by an
Association representative.

Upon request, the bargaining unit member will be given the written reason(s) for the
involuntary transfer.

Factors to be considered in an involuntary transfer include areas of certification, HQT
status, teaching experience, levels of performance, training, program needs, and length
of service in the District and/or building.

No bargaining unit member will be transferred arbitrarily, capriciously or without a rational
basis in fact.

A teacher newly identified for intervention cannot be involuntarily transferred in the same
year they are placed in the PAR Program or as long as they remain in the program.

Every effort will be made to avoid teachers being transferred two years in a row.

Any teacher who is involuntarily transferred to a position which involves a change in
grade levels (between primary and intermediate levels or between elementary and
secondary levels) or a change in curricular areas, will receive a reimbursement of up to
$200 for the purchase of materials and supplies for the new assignment. An art, music,
or physical education teacher will only receive the $200 reimbursement if the involuntary
transfer moves him/her to a level of students (elementary, middle school or high school)
which he/she was not instructing during the preceding school year.

Any teacher who is required to relocate to a new building due to the closing of a building
or the moving of an entire program, where released time is not provided, will receive a
$200.00 moving supplemental. This supplemental is for packing, unpacking, and room
preparation. Redistricting, which results in students moving from one building to another,
causing the relocation of the teachers to another building, with the curricular program
continuing at both buildings, would not qualify for payment under this provision.
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I.  Any bargaining unit member who is being involuntarily transferred will be  notified of
the transfer prior to his/her current position being posted.

8.023 Right To Resign

A bargaining unit member being involuntarily transferred may choose to resign and seek
employment elsewhere. If the bargaining unit member makes such a decision and gives the
Board at least two (2) weeks’ notice, the Board shall hold said individual harmless of Ohio
Revised Code Section 3319.15.

8.03 VACANCY

8.031 Vacancy Defined

A. Unless the provisions of Article IX (Reduction in Force) are implemented, a vacancy in a
bargaining unit position shall exist when:

a.

R N

A bargaining unit member dies;

A bargaining unit member resigns;

A bargaining unit member retires;

A bargaining unit member has his/her limited teaching contract non-renewed,;

A bargaining unit member has his/her teaching contract terminated;

A bargaining unit member is transferred;

A bargaining unit member is promoted;

A new position is created within the bargaining unit; and

A bargaining unit member is on a long term leave (a minimum of one (1) full school
year). Each long term leave shall create a minimum of one (1) vacancy. Any open
position(s) created by the filling of said vacancy(ies) may be filled by a qualified
substitute.

B. Any vacancy which occurs on or after July 10 which the Board intends to fill may be filled
by a one-year limited contract that automatically expires upon completion of the one-year
term without any further action by the board. If filled for the subsequent year, the
position will be posted no later than May 15 of the school year for the following year.

8.032 Posting a Vacancy

A. All posted vacancies in existing and new licensed positions will be emailed to all certified
staff and accessed through the Brunswick City Schools website.

B. Said notice of vacancy shall specify the position, by assignment that is vacant, the rate of
compensation and qualifications of the position. Qualifications shall include
certification/licensure and such other requirements as set forth in the notice of vacancy.
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8.033 Length of Posting

A. A bargaining unit member desiring to be reassigned for such vacancy shall file an
electronic application within the time specified in the notice.

B. The time limit to apply for a vacancy shall not be less than five (5) days unless the
vacancy occurs less than three (3) weeks prior to the first day of the work year and the
posting shall be for three (3) days.

8.04 VOLUNTARY TRANSFER

8.041 Voluntary Transfer Defined
A “voluntary transfer” shall be defined as a voluntary change in assignment.

8.042 Requests For Transfer

A. Individuals wishing to transfer within their building for the subsequent school year will
notify the Principal by the first day of the second semester, electronically.

B. When vacancies (including Supplemental positions) occur for which the bargaining unit
member has expressed an interest, the following will occur:
a. The first interview will be scheduled by the Administration within fourteen (14) days
of the posting deadline.
The member shall be given an interview.
The interview may be conducted in person or by phone.
At the conclusion of the scheduled interviews, the position may be filled.
When the membership on the interview team remains constant for multiple open
positions, bargaining unit members shall be granted one (1) interview for all such
positions.
C. Bargaining unit members not selected for a vacancy shall receive an individual written
notice prior to the announcement of a filled position.

®aono

D. In filling vacancies, factors to be considered include the necessary certification, prior
experience, competency, building and program needs.

E. If the request of a bargaining unit member for a transfer is denied, upon his/her request,
the Superintendent and/or Building Principal will meet with the bargaining unit member
to explain why he/she was not assigned to the vacancy. The bargaining unit member
may be accompanied at such meeting by an Association representative.
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8.05

A

8.06

TRANSFERS AND HIGHLY QUALIFIED TEACHER (HQT) STATUS

Whenever a teacher is transferred to a position which results in a change in the teacher’'s HQT
status, where HQT is required, the Board of Education shall reimburse the teacher for approved
expenses incurred to become HQT, including Praxis Il. Such expenses will be reimbursed in
addition to the provisions for tuition reimbursement 5.08, provided HQT is attained within two
years of the transfer, except for extenuating circumstances which are approved by the
Superintendent or designee.

Any teacher who is involuntarily transferred to a position during their last four (4) years prior to
retirement will not be obligated to reimburse the Board of Education for approved
reimbursement paid to become HQT.

COLLEGE CREDIT PLUS PROGRAM

College Credit Plus is a program in which college ready students, grades 7-12 may enroll in a
college; and, upon successful completion of the college-level course, receives
transcripted credit from the college, which is reflected on the student’s official college record.
To be qualified to teach a college credit plus course, a bargaining unit member must be an
adjunct professor at a college or university.

A. To be qualified to teach a College Credit Plus course, a bargaining unit member  must
be an adjunct professor at a college or university.

B. Any evaluation done by the Higher Education institution of a bargaining unit
member teaching a College Credit Plus class will not have that evaluation impact the
teacher’s individual OTES evaluation.

C. Any teacher who teaches a course that qualifies for College Credit Plus shall be
afforded an in-service day to visit the participating institution of higher education to
engage in planning with cooperating college instructor. The teacher shall be paid the
non-instructional work rate if it falls outside of the scheduled workday/work year, plus
mileage.

D. No existing bargaining unit member shall have his or her contract suspended as a

result of the district’s participation in College Credit Plus of those CCP courses that
are taught in-district.
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I ARTICLE 9. REDUCTION IN FORCE

9.017 REDUCTION IN FORCE

For the reasons set forth in Subsection 9.022, below, the Board may make a reasonable Reduction In
Force. No Reduction In Force shall result in class sizes below that required by Section 10.04, herein.

9.02 RIF DEFINED

9.021 “Reduction In Force (RIF)”

Shall mean the suspension of teacher contracts after attrition (e.g., not replacing teachers who
resign, retire, or are otherwise not returning to the District) and as a result of the elimination of
bargaining unit positions in whole or in part in keeping with the provisions of law and this Article.
The provisions of this Article do not apply to supplemental contracts as set forth in Subsection
5.085, herein.

9.022 Reasons For RIF

A RIF may be for the following reasons and in keeping with the related provisions set forth in
this Article:

A. Decreased enrollment of pupils;

B. Return of a bargaining unit member from leave of absence to a bargaining unit position
or return from part-time job share to full-time status having held full-time status prior to
the job share and no vacancies exist in a position for which the bargaining unit member
is qualified.

C. Suspension of schools or territorial changes affecting the District;

D. Loss of funding for position(s) for special programs or grants, provided that the position(s)
had not been in place prior to the funding from the special program or grant.

E. District finances.

9.03 IMPLEMENTATION

9.031 Reasons A and C in 9.022

If the Board determines a RIF situation may exist in the coming school year for reasons “A” and
“C” in Subsection 9.022, above, the Association and affected bargaining unit members shall be
notified in writing not later than May 15 in the year prior to the year the RIF is to be considered.
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9.032 Reasons B and D in 9.022

If the Board determines a RIF situation may exist in the coming school year for reasons “B” and
“D” in Subsection 9.022, above, the Association and affected bargaining unit members shall be
notified in writing not later than June 15 in the year prior to the year the RIF is to be considered.

9.033 RIF Notification

Such notification shall include reasons for the RIF, the positions to be eliminated, the names of
the affected bargaining unit members, and the date of implementing the RIF.

9.034 Required RIF Meeting

Within ten (10) days of receipt of said notification, representatives of the Board and the
Association shall meet to review the proposed RIF.

9.035 RIF Reasons and Number of Positions

If the parties agree to the reasons, number of positions, affected bargaining unit members and
the effective date, RIF notification and implementation will be in keeping with further provisions
of this Article.

9.036 Implementation

A. When the Board determines a RIF situation to exist under reason E in subsection
9.022 above, a team comprised of the Superintendent and one (1) other
administrator, the Brunswick Education Association (BEA) President and one (1)
member selected by the BEA President, and the Brunswick Educational Support
Personnel Association (BESPA) President (if requested by the BEA President),
and one (1) other member selected by the BESPA President, will meet to discuss
the necessity and review reasons for a possible RIF along with possible alternate
plans of resolution and other cost saving measures.

B. Notification of RIF for financial reasons will be sent to the BEA President no later
than May 15th in the year prior to the year the RIF is to be considered.

C. Retention of bargaining unit members and recall of eligible teachers whose
contracts have been suspended pursuant to a reduction in force will not be based
upon seniority, except in circumstances when choosing between teachers with
comparable evaluations. The application of the term “comparable” as applied to
teacher evaluations, shall occur in accordance with Article 9.036 D.

D. Comparable evaluations of teachers will be based upon teacher performance evaluation

ratings with teachers placed in one of three (3) categories: (1) Accomplished and Skilled,
(2) Developing, and (3) Ineffective.
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9.037 RIF Arbitration

If the parties do not agree with the affected bargaining unit members, either party may demand
the matter be submitted to arbitration in keeping with the following:

A.

The parties agree to an arbitrator within five (5) days of the RIF meeting review or either
party may demand through the American Arbitration Association an arbitrator using the
expedited rules.

. The arbitrator shall be available and hold a hearing between fifteen (15) and thirty (30)

days of appointment and shall render a decision to the parties within fifteen (15) days of
the hearing.

9.04 EFFECTIVE DATE OF RIF

The effective date of any RIF shall be the first day of the effected bargaining unit member's contract for
the succeeding school year.

9.05 BARGAINING UNIT RIF LIST

9.051 The RIF list shall include the following:

OO WP

mm

Name of bargaining unit member;

Limited or continuing contract;

Date of initial employment;

Subject area(s) of certification, for bargaining unit positions, on file with the employer as
of the preceding January 1;

Current position;

Employment status (full-time, regular part-time, hourly, etc.).

9.052 If reductions are necessary

Limited contract teachers shall first be reduced in the affected teaching fields
(certification/licensure) utilizing the following order:

A.
B.

Comparable evaluations.

When evaluations are comparable, seniority in the District shall prevail, with the contract
of the least senior limited contract teacher in the affected teaching field the first to be
suspended.

9.053 When RIF exceed the number of Limited Contracts

Should the necessary reduction of staff required exceed the number of limited contract teachers
in the affected field, continuing contract teachers shall be reduced in the affected teaching
fields (certification/licensure) utilizing the following order:
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Comparable evaluations.

When evaluations are comparable, seniority in the District shall prevail, with the contract
of the least senior continuing contract teacher in the affected teaching field the first to be
suspended.

w >

9.054 When choosing among teachers with comparable evaluations

When choosing among teachers with comparable evaluations, if the position of a teacher in one
"teaching field affected" is eliminated due to reduction in force, and the teacher in that position
is also certified/licensed in another teaching field or fields, the teacher may move to the
seniority list of any other area of his/her certification/licensure as long as the teacher reduced is
displacing a teacher with a comparable evaluation. The least senior teacher in that area of
certification/licensure shall then be the teacher whose contract is suspended.

If the teacher in this second area of certification/licensure is also certified/licensed in another
teaching field, that teacher shall then have the same option stated above. The process shall
continue until all available bumping rights are exhausted.

9.055 If the full-time position of a teacher is eliminated due to RIF

If the full-time position of a teacher is eliminated due to RIF, and a part-time position in that same
teaching field is available, the teacher whose full-time position is eliminated may elect to accept
the part-time position. In that event, such teacher is not placed on the recall list. However, in
the event a full-time position subsequently becomes available in that teacher's area of
certification/licensure, the teacher who had accepted the part-time position shall have the right
to transfer into the then available full-time position unless there is a more senior teacher, in the
affected field, on the recall list so long as the decision to fill the full-time position is made as
between teachers with comparable evaluations. Under these circumstances, if the recall list
contains a teacher more senior in the affected field than the part-time teacher, the most senior
of the two shall receive the full-time position. The other teacher in that teaching field shall be
offered the part-time position.

9.056 If the full-time position of a teacher is suspended in part due to a RIF

If the full-time position of a teacher is suspended in part due to a RIF, the teacher whose
full-time position is suspended in part may elect to reject the part-time position and be placed
on the recall list. In the event a full-time position subsequently becomes available in that
teacher's area of certification/licensure, the teacher who had rejected the part-time position
shall have the right to transfer into the then available full-time position unless there is a more
senior teacher, in the affected field, on the recall list, when selecting among teachers with
comparable evaluations. If the recall list contains a teacher more senior in the affected field
than the teacher whose position was suspended in part, the most senior of the two shall receive
the full-time position, when choosing between teachers with comparable evaluations.
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9.06

NON-OTES MEMBERS

For bargaining unit members not subject to the Board’s standards-based evaluation policy (hon-OTES
teachers), the following will apply:

9.07

9.061 Certification/licensure and system-wide seniority
Certification/licensure and system-wide seniority shall be the exclusive criteria of any layoff.

9.062 Bumping rights

Unit members who are subject to being laid off have the right to bump unit members with less
seniority in other teaching areas subject to the following stipulations:
A. The unit member who bumps must be properly certificated/licensed in the teaching area
which he/she intends to bump into.
B. The unit member who bumps must bump the least senior unit member in the teaching
area which he/she intends to bump into.

RIF NOTIFICATION

A bargaining unit member whose teaching contract is to be suspended by reason of a
Reduction In Force shall be notified in writing at least fifteen (15) days prior to the date of Board
action implementing such suspension. Said notice will state the action is a suspension of the
individual contract, reason for the RIF, effective date of the suspension and will include a
description of layoff and recall rights of the bargaining unit member.

9.08 RIGHTS WHILE ON SUSPENSION

9.081 Right To Substitute
A. A bargaining unit member whose teaching contract has been suspended by reason of a
Reduction In Force will be placed on the substitute rolls of the District. Except in
instances where a specific request is made for a particular substitute teacher, the Board
will attempt to call first for casual substitution those bargaining unit members who have a
right to an offer of reinstatement.

B. A bargaining unit member whose teaching contract has been suspended by reason of a
Reduction In Force and who is certified for the position will be given preference in
long-term substitute assignments.

C. The refusal of a bargaining unit member, whose teaching contract has been
suspended by reason of a Reduction In Force, to accept an offer to substitute or
accept an offer to a part-time position shall not waive his/ her recall rights under Section
9.09, below, nor his/her right to preference in future assignments as a substitute.

9.082 Right To Insurance Benefits

A. Insurance coverage(s) shall be continued for a bargaining unit member whose teaching
contract has been suspended by reason of Reduction In Force upon his/her payment of
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the premium(s) in accordance with the procedure established by the Treasurer.

B. Said premium(s) will be payable at the beginning of each month at the Treasurer’s Office.
9.09 OFFERS OF REINSTATEMENT

9.091 Reinstatement Defined

A. A bargaining unit member whose continuing teaching contract is suspended shall have
the right to an offer of reinstatement in any teaching field in which such member is
certified/licensed prior to any offer of reinstatement to a similarly certificated/licensed
bargaining unit member with a suspended limited teaching contract.

B. A bargaining unit member whose limited teaching contract has been suspended will be
offered reinstatement should an opening occur in a teaching field for which he/she is
certificated/licensed, if such opening occurs in the course of the school year during
which the suspension of the limited teaching contract of the member became effective or
in the two (2) successive school years. After all bargaining unit members who have been
reduced in a teaching field have been reinstated pursuant to this Section, any reduced
bargaining unit member who is certified/licensed in a teaching field in which an opening
occurs in the course of the school year during which the suspension of the limited
teaching contract became effective or during two (2) successive school years, such
member shall be given first consideration for such position.

9.092 Right To Reinstatement

A. To be eligible for an offer of reinstatement, the bargaining member must keep the Board
informed of his/her current address and telephone number.

B. However, should the Board decide to nonrenew a suspended limited teaching contract of
a bargaining unit member for reasons other than the Reduction In Force, such member
will lose all reinstatement rights at the expiration of such contract. The notice of
intent to recommend nonrenewal shall notify such member that he/she will lose all recall
rights.

9.093 Reinstatement Procedure

Offers of reinstatement shall be made in order of seniority of those teachers with comparable
evaluations in each area of teaching contract status.

9.094 Notice of Reinstatement

A notice of offer of reinstatement shall be made by certified United States Mail, return receipt
requested.
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9.095 Waiver of Reinstatement Rights

Rejection of an offer of reinstatement to a full-time position, failure to accept such an offer within
two (2) weeks of its receipt, or the return of the offer by the Postal Department because of an
incorrect address, or the failure of the bargaining unit member to pick it up, shall result in a
waiver of all rights under this Article.

9.10 RESTORATION OF BENEFITS AND LIMITED TEACHING CONTRACT

94101 Benefits

All benefits to which a bargaining unit member was entitled at the time of the suspension of
his/her teaching contract, will be restored to him/her upon his/her reinstatement. He/She will be
placed on the proper step of the salary schedule for his/her current position according to his/her
experience and education. A bargaining unit member will not receive increment credit for a
time spent on suspension, except as provided in Subsection 5.012B, herein.

9.102 Limited Teaching Contract

A. Where a bargaining unit member has had a multi-year limited teaching contract
suspended prior to its expiration and he/she is reinstated prior to the expiration of such
contract, he/she shall hold a limited teaching contract for the remainder of the term of
that contract.

B. Where a bargaining unit member is suspended at the expiration of a limited teaching
contract, or where such contract expires during a suspension and the bargaining unit
member is subsequently reinstated, such reinstatement shall be on the basis of a limited
teaching contract for one year. Thereafter, the bargaining unit member will return to the
contract schedule in Subsection 14.012, herein.

911 PRECEDENCE CLAUSE

Notwithstanding any other provision of this Agreement, no vacancy or new position in the
bargaining unit will be filled by the Board, until the procedure set forth in this Article has been
complied with.

912 MISCELLANEOUS

A. No new hire shall be employed for a bargaining unit position until after all laid-off
bargaining unit members on the recall list who are certificated for such position have
been offered such position.

B. If the Board determines a RIF situation may exist in the coming school year, every
reasonable effort will be made to reassign existing bargaining unit members to minimize
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the impact of the RIF; however nothing in this Section shall violate member(s) rights
under Article 8.

C. No non-bargaining unit member shall be assigned to fill a bargaining unit position until
after all laid-off bargaining unit members on the recall list who are certificated for such
position have been offered such position.

D. No subcontracting of RIF positions will occur until after all laid-off bargaining unit
members on the recall list who are certificated for such position have been offered such
position.

913 END OF A RIF SITUATION

A RIF situation will end when all bargaining unit members laid off are returned to active
employment, or no names remain on the recall list referred to above.

914 INTERPRETATION
This Article is to be interpreted consistent with O.R.C. 3319.17.

ARTICLE 10. WORK YEAR AND WORKDAY

10.01 WORK YEAR

10.011 Length of Work Year

The regular work year for a bargaining unit member shall not exceed a total of one hundred
eighty-four (184) days. The work year for bargaining unit members will be divided as follows:

A. Not to exceed one hundred eighty (180) days for instruction, which shall include one and
a half (1'2) days in which classes (Grades Pre K-12) are dismissed, for the purpose of
individual parent conferences.

B. Two days of professional inservice for bargaining unit members configured the following
way: one half (Y2) day inservice, one half (/2) day teacher work day spread out with two
(2) days first semester, and two (2) days second semester.

C. NEOEA Day shall not be a scheduled workday for a bargaining unit member unless an

NEOEA Day inservice activity is scheduled by the Board. In such instances, the
bargaining unit member shall have the option to select which activity he/she attends.
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D. One (1) day at the beginning of the year dedicated to District and/or Building Meetings.
One (1) day at the beginning of the year dedicated to student information and safety. One
(1) workday, without students and meetings, at the beginning of the school year, to be
used as a teacher workday. A bargaining unit member may choose to work one (1)
additional full workday, within ten (10) weekdays prior to the beginning of the teacher
work year shall be paid a $300.00 stipend to be paid by September 30th of each year.
Any BEA member who has Extended Days is not entitled to the stipend.

E. One-half (1/2) workday, without students, at the end of the first semester;

F. One half (2) workday, without students, at the end of the school year for the preparation
of reports;

G. The Board shall not schedule, as a regular workday, any of the following days:

Wednesday before Thanksgiving
Thanksgiving Day; or
Christmas Day.

a. New Year's Day;

b. Martin Luther King Day;
C. Presidents' Day;

d. Good Friday;

e. Memorial Day;

f. Labor Day;

g.

h.

i.

H. Newly hired bargaining unit members will have up to two (2) additional days at the
beginning of the school year for orientation and/or inservice for the Resident
Educator/Mentor Program and/or district programs (need for district programs to be
determined by district administration based on number and type of new certified staff).
Participants will be paid the District inservice rate of pay for up to two (2) days.

10.012 Makeup Days
A. As part of the school calendar, the Board shall include make-up days in order of priority.

B. If, after the Board has adopted the school calendar for any given school year, it is
necessary for the Board to revise the calendar, Association representatives will be given
an opportunity for input as to the calendar revision.

10.013 Reduction In Length of Work Year
If, during this contract, the work year is reduced below one hundred eighty-four (184) days, there
will be no reduction in the annual salary as shown in Appendix B.
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10.014 School Calendar

The Board shall adopt the district calendar subject to input from the Brunswick Education
Association.

10.02 WORKDAY

10.021 Length of Workday
A. The workday for each bargaining unit member shall be seven and one-half (7-1/2) hours
devoted to in-class instruction, student conferences, lesson preparation, parent
conferences, curriculum development, student supervision, collaborative teaming, and
performance of other functions as defined in the job description for teachers.

B. The nature and responsibility of a bargaining unit member's assignments require a
certain portion of preparatory work to be performed at home.

C. Bargaining unit members are required to attend one (1) Open House held within the
school year. Open House held prior to the first workday of the school year will require
100% agreement/consent of all voting bargaining unit members assigned to the specific
building (building assignment). A closed ballot process will be initiated and the vote tally
will be overseen/observed by a BEA representative and the building principal. This ballot
process requires no less than 100% agreement. The BEA representative will notify the
BEA President of the ballot and the results. The ballot process for the following year will
take place prior to the end of the current school year. Once the date is set it will apply for
all building employees for the subsequent school year. Employees assigned to the
building after the Open House date is set may make alternate arrangements with the
building principal. Title 1 teachers are not required to attend Open House, since they are
required to provide two (2) family engagement nights. Should federal law requirements
change, the Association and the Administration shall meet to determine the Open House
expectations of Title 1 teachers.

D. Any bargaining unit member who does not attend Open House will be deducted
one-quarter (4) personal day unless other arrangements have been approved by the
building principal.

E. Open Houses cannot exceed one hundred and twenty (120) minutes.

10.022 Duty Free Lunch Period

Included in the workday of a bargaining unit member shall be a duty free lunch of at least thirty
(30) consecutive minutes.
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10.023 Preparation Time

A bargaining unit member who has a classroom teaching assignment shall have preparation
time during which he/she will not be assigned duties other than planning, lesson
preparation, or conference duties. This time shall be during regular student school hours and
shall, as a minimum, be as follows:

A.

B.

C.

D.

Elementary School/Pre-School: An average of two hundred (200) minutes per five (5) day
week.

Middle School: One (1) regular class period per day; and

High School: One (1) regular class period per day.

No bargaining unit member shall have less than two hundred (200) minutes, within the
student day, per five (5) day week.

Within the minimum two hundred (200) minutes, preparation time for all bargaining unit
members shall be in blocks of no less than twenty (20) minute periods.

The Director of the Performing Arts Center shall have one (1) period of release time per
day to fulfill his/her duties.

10.024 Scheduled Duties

A

The workday of a bargaining unit member employed as a High School teacher shall not
exceed three hundred seventy (370) minutes per day for classroom instruction and
supervision.

The workday of a bargaining unit member employed as a Middle School teacher shall not
exceed three hundred seventy (370) minutes per day for classroom instruction, team
planning and supervision. This time must include a structured team planning period in
addition to an individual planning period for those assigned to a team.

The workday of a bargaining unit member employed at the Elementary level shall not
exceed three hundred seventy (370) minutes classroom instruction, supervision, and
preparation time (as in Subsection 10.023A). In the event of alteration in the
transportation schedule, this maximum may be exceeded. It is understood that such
instances shall be occasional exceptions to the normal workday schedule.

10.025 Number of Preparations

A.

A bargaining unit member assigned to the High School shall be assigned no more than
three (3) class preparations or two (2) different subject preparations during any given
grading period, if possible. If it becomes necessary to assign more than three (3)
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different class preparations or two (2) subject preparations or more than five (5) classes
during a grading period to a bargaining unit member, that member will not be given an
assignment of non-instructional duties.

B. A bargaining unit member assigned to the Middle School shall be assigned no more than
three (3) different class preparations during any given grading period. If it becomes
necessary to assign more than three (3) different class preparations, that member will not
be given an assignment of non-instructional duties.

C. When student enrollment necessitates six (6) instructional periods per teacher,
bargaining unit members will not be required to carry six (6) periods of instruction for a
period exceeding two (2) consecutive years (starting with the 2004-2005 school year).

D. The bargaining unit member opting to volunteer for a 6th period of instruction will be
given first consideration by the building administrator and if assigned it will not be
counted as one of the consecutive years.

10.026 IEP/MFE/IAT Writing/Meetings

IEP/MFE/IAT meetings will be held within the teacher workday and according to length of
meetings as defined in 10.032, when possible. Teachers will be provided twenty-four (24) hour
notice of IEP/MFE/IAT meetings. When such meetings are held outside these parameters the
bargaining unit member shall be compensated at the rate of Forty Dollars ($40.00) per hour.

10.027 Special Education Annual IEP Plan Conferences and Co-Planning

A. Each special education teacher required to prepare a minimum of one (1) IEP plan shall
be given up to the equivalent of two (2) full days of preparation time per school year.
Teacher release restricted to building assignment.

B. An opportunity for co-planning (no less than a single 30 minute block per week), in
coordination with the building principal, will be provided when a co-teaching and/or
inclusion model is present. Every effort will be made to provide a common planning
period for a co-teaching environment during the student day.

10.028 Alternate Assessments

Each teacher required to prepare/produce more than one (1) alternate assessment will be
granted one-quarter (1/4) of a day of release time. Each assessment over one is equal to
one-quarter (1/4) day release time. A maximum of two (2) days per teacher of release time will
be granted. Teachers with the same building and teaching assignment will be given the same
release time for the specific purpose of completing alternate assessments.
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10.03 MEETINGS CALLED BY ADMINISTRATORS

10.031 Notice

No staff meetings shall be scheduled without at least three (3) days’ notice, except in cases of
emergency. Emergency is defined as an act or event that requires immediate corrective action,
compliance or reaction to protect the welfare of a stakeholder (student, parent, teacher, support
staff member, the District or public).

10.032 Length of Meeting

A bargaining unit member will not be required to remain longer than one (1) hour beyond his/her
normal scheduled departure time to attend a parent, staff, or other meeting called by
administrators, nor be required to arrive more than one-half (1/2) hour before their normal arrival
time.

10.033 Day Restrictions

Except in case of emergency (as defined in 10.031), no member shall be required to attend any
meeting or event after the end of the student day of the last workday of any workweek, or on
any day in which parent-teacher conferences are scheduled.

10.034 District-Wide Meetings

The district may hold mandatory meetings for proficiency, grade level or subject area issues to
accommodate program needs. Notice of such meetings will be published at least three (3)
weeks in advance and identified as “a district meeting with mandatory status”. No bargaining
unit member shall be required to attend more than three (3) of these meetings per year.
Meetings will be scheduled to begin so that all affected teachers may participate regardless of
their building’s dismissal times and will not last more than one hour in length. Bargaining unit
members who are directly responsible for supervision at a school-sponsored performance or
competition may be excused from the district meeting with pre-approval from the administrator
calling the meeting. The bargaining unit member may be required to attend a make-up meeting
or secure the shared materials through a means prescribed by the administrator. If a bargaining
unit member is in attendance at work that day and does not attend a required district-wide
meeting, his/her pay will be reduced by one (1) hour’s pay calculated at the per diem rate.

10.035 Scheduled Building Meetings

A. No more than four (4) building level meetings shall be required before or after the
teacher workday during a calendar month except for MFE, IEP, IAT or 504 meetings.
Bargaining unit members will not be required to attend more than one (1) MFE, IEP, IAT or
504 meeting before or after the workday on the same day.

Up to four building meetings per year may be used for the purpose of middle school
department coordination and professional learning community activities. Such meetings
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may be held at a common site. SACS must coordinate meeting schedules and agendas
with building principals and the education office.

B. Not including MFE, IEP, IAT, or 504 meetings, a teacher will not be required to attend
more than eight (8) building meetings per month within the teacher workday.

10.036 Restricted Scheduling of Meetings

A. No meetings shall be scheduled before or after the student school day two (2) school
days prior to and two (2) days after the last day of the grading period with the exceptions
below.

B. No meetings shall be scheduled on the 2nd Monday of each month with the exceptions
below:

i.  Meetings where bargaining unit members receive additional compensation.

ii. IEP/IAT/MFE meetings required to comply with mandatory special education
timelines.

iii. Except for emergencies, meetings routinely scheduled before or after the student
day, but cancelled per this provision will not be rescheduled during the student
school day.

10.04 CLASS SIZE

10.041 The ratio of teachers to pupils on a District-wide basis

The ratio of teachers to pupils on a District-wide basis shall be at least one (1) full-time
equivalent classroom teacher per twenty-four (24) pupils in average daily membership. Said
ratio shall be calculated in accordance with Ohio Revised Code Sections 3317.02 and 3317.023.

10.042 The ratio of teachers to pupils in Kindergarten through First Grade

The ratio of teachers to pupils in Kindergarten through First Grade on a District-wide basis shall
be at least one (1) full-time equivalent classroom teacher per twenty-two (22) pupils in average
daily membership. The ratio of teachers to pupils in Second Grade through Fourth Grade on a
District-wide basis shall be at least one (1) full-time equivalent classroom teacher per twenty-four
(24) pupils in average daily membership. Said ratios shall be calculated in accordance with Ohio
Revised Code Sections 3317.02 and 3317.023.

ARTICLE 11. INDIVIDUAL RIGHTS

11.01 DISCIPLINARY ACTION
11.011 Disciplinary Action Defined

A. Disciplinary action shall include verbal reprimands, written reprimands, suspension with or
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without pay, and termination. Verbal and written reprimands may be issued by the building or
central office administrators.

B. The grievance procedure may not be used to challenge a discharge where the bargaining unit
member elects to follow the statutory procedure to challenge a termination.

C. Prior to issuing reprimands, the Administration will thoroughly investigate alleged inappropriate
conduct or policy or law violation.

A. Pre-Discipline Notification
The administrator shall notify the employee of the concern(s) in writing/email at least
twenty-four (24) hours prior to the scheduled conference except for emergencies.

B. Conference
After the Board’s investigation of charges, the bargaining unit member shall be given the
opportunity to review the evidence, present evidence and respond during the
conference prior to the administrator formulating employee discipline.

C. Resolution
The bargaining unit member shall be informed of the administrator’s decision regarding
the concern(s). The bargaining unit member shall have the right to union representation
in all matters that may result in disciplinary action.

11.012 Just Cause
No disciplinary action against a bargaining unit member will be taken without just cause.

11.013 Verbal Reprimands/Warnings
Confirmation of verbal warnings will be provided in writing.

11.02 ACCESS TO PERSONNEL FILES

11.021 Right To Review

A. A bargaining unit member may review his/her personnel file within a reasonable, agreed
upon time, not to exceed one (1) week after filing a request to review such file. Such
request shall be in writing and shall be made to the Superintendent.

B. Inthe event any person, other than the employee's Supervisor or other Administrator,
seeks to review the personnel file of a bargaining unit member, the member and the
Association shall be notified at least five (5) days in advance of such review. Such notice
shall include the name of the person making the request, the date the request was made
and, if scheduled, the date and time of the review. The employee shall have the right to
be present at the time of the review and shall have the right to be accompanied by a
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representative of his/her choice.

11.022 Right To Have Representative Present

A bargaining unit member shall have the right to have an Association representative present
during all meetings related to his/her personnel file.

11.023 Right To Have Copy of Material In File

A. A bargaining unit member shall be given a copy of any material placed in his/her
personnel file after initial employment. If the member requests additional copies of such
material, he/she shall pay Five Cents ($.05) per page for copies beyond two (2).

B. No material derogatory to an individual's conduct, service, character, or personality will
be placed in his/her personnel file unless the bargaining unit member has had an
opportunity to review the material. The individual will acknowledge that he/she has had
the opportunity to review such material by affixing his/her signature to the copy to be
filed, with the express understanding that such signature in no way indicates
agreement with the contents thereof. The bargaining unit member will also have the
right to submit a written answer to such material and his/her answer will be attached to
the file copy. Should the bargaining unit member refuse to sign the file copy, such refusal
shall be noted and the material may then be placed in the file.

11.024 Right To Challenge Contents of File

After such review, a bargaining unit member shall have the right to indicate those items which,
in his/her opinion, lack the accuracy, relevance, timeliness, or completeness that is necessary to
assure fairness in any determination made with respect to him/her on the basis of the
information. The member shall further have the right to submit written and/or verbal evidence
to the Superintendent to substantiate his/her claim.

11.03 RIGHT TO REPRESENTATION

11.031 Representation At Conferences

A bargaining unit member, upon his/her request, has the right to be represented by the
Association at any conferences with a member of the Administration; provided, that the
representative selected by said member is sufficiently conveniently available as to not unduly
delay the disciplinary conference.

11.032 Removal From Classroom

It is not the intention of the parties that the foregoing provision will prohibit the Board from
removing a bargaining unit member from a classroom in extraordinary circumstances; provided,
that a disciplinary conference with a representative available, if requested, is arranged within a
reasonable time after the action is taken.
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11.04 COMPLAINTS BY PARENTS, STUDENTS, AND/OR EMPLOYEES

11.041 A complaint against or concern about a bargaining unit member

A complaint against or concern about a bargaining unit member cannot be referenced in an
evaluation or discipline unless all of the following conditions are met:

A. An administrative investigation substantiates the complaint or concern or reveals other
misconduct which the administrator wishes to address.

B. The member is made aware of the complaint or concern no later than ten (10) school
days after it is brought to the administrator.

C. The bargaining unit member is given the opportunity to respond to the complaint

Any complaints received will not be placed in a bargaining unit member’s personnel file unless
the complaint is sighed by the complaining party and the above conditions have been met.

11.042 If the complaint is used or referenced in the personnel file

If the complaint is used or referenced in the personnel file, the provisions of Article 11 pertaining
to personnel files shall be followed. Nothing contained in this Article prohibits the Board or
members of the administrative staff from maintaining working files, which are not to be used for
purposes of evaluation or discipline. The parties agree that the only files used for purposes of
evaluation and discipline will be those to which the right to be notified of a complaint and to
receive a copy apply.

11.05 PAYROLL DEDUCTIONS

In addition to those deductions required by law, upon proper authorization the following payroll
deductions shall be made and shall be forwarded in a prompt and timely manner to the proper
authorities. When there are no limitations or constraints imposed by third parties, the Treasurer
shall distribute payroll deductions to the receiving parties with the distribution of the payroll.
The parties may mutually agree to add to this list or subtract from this list of deductions at any
time during the term of the contract upon the signing of a Memorandum of Understanding.

A. Medina County Federal Credit Union: two (2) deductions per month;

B. Tax Sheltered Annuities: two (2) deductions per month;

C. Income Protection Insurance through Washington National Insurance Company: one (1)
deduction per month;

D. Association Dues: ten (10) equal deductions beginning with the first pay November;

E. Fund for Children in Public Education: a uniform system of deductions to be agreed
upon by the Association and the Board by the fifteenth of the month preceding the
month in which the deductions would begin; and

F. Additional life insurance deductions in compliance with the carrier's rules and
regulations.

G. Fair Share Fees: two (2) deductions per month for ten (10) equal installments beginning
within fifteen (15) days of the end of the rebate filing period as determined by the
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Association.

e

. Charities
Group Medical Insurance
Brunswick Education Association
IRS Section 125 Plan: The Board will add availability of an IRS Section 125 program to all

interested employees. The Board will pay for all initial startup expenses to initiate the
program. Monthly participation fees will be paid by the bargaining unit members using
the program.

L. Citizens for Excellence in Brunswick Schools

11.06 RECOVERY OF OVERPAYMENT

ment Ex ing Five Percent of Gr Pay For A Pay Peri

A. Where a check(s) to a bargaining unit member results in total overpayment in gross
wages which exceed five percent (5%) of the bargaining unit member's gross for a pay
period, such overpayment shall be recovered by reducing the gross biweekly salary in
equal amounts, for each remaining pay period for completion of salary payment for the
current school year, except:

A

B.

Full repayment to be made by the bargaining unit member upon termination of
employment, whether such termination is voluntary or involuntary;

Full repayment to be made by the bargaining unit member upon receiving any
unpaid leave of absence for more than one (1) month's duration; and

Full repayment to be made by the bargaining unit member if there is any finding
by the State Auditor's Office against the Board or any agent of the Board that the
agreed upon repayment plan is improper.

The bargaining unit member may agree to a shorter period of time for recovery of
the overpayment.

11.062 Overpayment of Less Than Five Percent of Gross Pay For A Pay Period

Where the total overpayment in gross wages is five percent (5%) or less of the bargaining unit
member's gross pay for a pay period, the full amount of overpayment shall be collected through
salary reduction at the earliest date.

11.07 PROTECTION OF PROPERTY

While not accepting the responsibility for items, the Board will work through the building
principal to provide a secure place for a bargaining unit member to place his/her personal
effects which are necessary in the performance of his/her duty.

11.08 NO REPRISAL
There will be no reprisal of any kind taken against a bargaining unit member by reason of
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his/her membership or non-membership in the Association or by reason of his/her participation
in any of its legal activities.

11.09 FACULTY PASSES

One (1) individual pass to each home athletic contest will be issued to a bargaining unit member
upon the agreement of said member to be available for supervisory duty upon request during
the course of the event for which the pass is issued. This pass shall not be transferable.

1110 THIRD PARTY BENEFICIARY

A bargaining unit member is a third party beneficiary of this Agreement and as such is entitled
to all benefits and rights provided herein and is obligated to perform all duties and obligations
provided herein.

1111 RIGHT TO PERSONAL PROTECTION

A. The Board shall comply with all applicable Federal and State health and safety laws and
regulations.

B. In the event a student physically assaults a bargaining unit member, subject to rights of due
process the student shall be removed immediately from the member’s classroom and shall be
suspended or expelled. Upon the student’s return from suspension or expulsion, the
Administration shall make all reasonable efforts to see that the student is not assigned to any
class conducted by the member the student assaulted, unless the bargaining unit member
agrees to the assignment.

C. Inthe event of repeated incidents of menacing by a student toward bargaining unit member
where no effective remediation has occurred, the member shall reserve the right to invoke the
procedure set forth in Section 11.11B.

ARTICLE12. EVALUATION

12.01 EVALUATION

12.011 Procedures for OTES Teachers

Standards Based Teacher Evaluation System For OTES teachers, the District will utilize the Board's
Standards-Based Teacher Evaluation System which has been mutually developed by the parties. All matters
contained within the System shall be considered grievable under the grievance procedure contained within this
contract

Any revisions to the Board's Standards-Based Teacher Evaluation System must be bargained prior to
implementation to the extent required by law.
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Evaluation Cycles
All OTES 2.0 Evaluations are based on your Overall Ratings.
Accomplished Rating (Every 3 years, if making progress on the PGP)*
A. Less- Frequent - Evaluation for Year 1 and Year 2:

a.

b.
C.
d

®

g.

Self- assessment (Recommended)

PGP

Pre-Conference

Focused Observation (Based on PGP, minimum of 30 minutes, must include beginning, middle
and end of instruction, completed by January 31)

Post-Conference (within 10 days of observation, with written feedback)

Walkthroughs (Focused, must be minimum of 10 minutes in length, feedback must be shared
within 5 days of walkthrough)

Rating carried forward in OhioES

B. On-Cycle or a Full Evaluation - Year 3:

i. Semester 1
1. Self-assessment (Recommended)
PGP

2

3. Pre-Conference (Questions and Discussion)

4. Holistic Observation (Minimum of 30 minutes, must include beginning, middle and
end of instruction)

5. Post-Conference (within 10 days of observation, with written feedback)

6. Walkthrough (1 Holistic - 1 Focused, must be minimum of 10 minutes in length,
feedback must be shared within 5 days of walkthrough)

ii. Semester 2:
1. Pre-Conference
2. Focused Observation (Based on PGP Goal or Area of Growth)
3. Post-Conference
4. Walkthrough (2 walkthroughs, must be minimum of 10 minutes in length, feedback

must be shared within 5 days of walkthrough)
5. Rating entered in OhioES

Skilled Rating (once every other years, if making progress on your PGP)*
C. Less- Frequent - Evaluation for Year 1:

a.

b.
C.
d

®

g.

Self- assessment (Recommended)

PGP

Pre-Conference

Focused Observation (Based on PGP, minimum of 30 minutes, must include beginning, middle
and end of instruction, completed by January 31)

Post-Conference (within 10 days of observation, with written feedback)

Walkthroughs (Focused, must be minimum of 10 minutes in length, feedback must be shared
within 5 days of walkthrough)

Rating carried forward in OhioES

D. On-Cycle or a Full Evaluation - Year 2:
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i Semester 1:

1.

2.
3.
4

5.
6.

Self-assessment (Recommended)

PGP

Pre-Conference (Questions and Discussion)

Holistic Observation (Minimum of 30 minutes, must include beginning, middle and
end of instruction)

Post-Conference (within 10 days of observation, with written feedback)
Walkthrough (1 Holistic - 1 Focused, must be minimum of 10 minutes in length,
feedback must be shared within 5 days of walkthrough)

ii. Semester 2:

1

2.
3.
4

5.

Pre-Conference

Focused Observation (Based on PGP Goal or Area of Growth)

Post-Conference

Walkthrough (2 walkthroughs, must be minimum of 10 minutes in length, feedback
must be shared within 5 days of walkthrough)

Rating entered in OhioES

Developing, Ineffective, or New Teacher (every year)
E. On-Cycle or a Full Evaluation
i. Semester1:

1.

Self-assessment (Recommended)

2. PGP

3. Pre-Conference (Questions and Discussion)

4. Holistic Observation (Minimum of 30 minutes, must include beginning, middle and
end of instruction)

5. Post-Conference (within 10 days of observation, with written feedback)

6. Walkthrough (1 Holistic - 1 Focused, must be minimum of 10 minutes in length,
feedback must be shared within 5 days of walkthrough)

ii. Semester 2:

1. Pre-Conference

2. Focused Observation (Based on PGP Goal or Area of Growth)

3. Post-Conference

4. Walkthrough (2 walkthroughs, must be minimum of 10 minutes in length, feedback
must be shared within 5 days of walkthrough)

5. Rating entered in OhioES

Full Evaluation REQUIRED for the following:
A. New Teacher to District
B. Contract Recommendation Year
C. Teacher returning to OhioES
D. Tenure Recommendations

**If you are in a less-frequent year, and you receive an On-cycle Evaluation due to a contract
recommendation for Tenure application year, the rating will be reported in OhioES. The rubric/evaluation
will be used for the contract recommendation and the cycle will start over.
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**RESA teachers, without a contract recommendation needed, will be EXEMPT from the evaluation
process during the year they complete their RESA assessment.

12.012 OTES Committee

The OTES Committee will continue to review the OTES process, monitor the evaluation process, provide
professional development and support, and make potential recommendations for changes.

Composition

The OTES Committee shall be comprised of six (6) representatives appointed by the BEA and six (6)
representatives appointed by the Superintendent/designee. The Committee will meet at least 3 times
throughout the school year to evaluate the OTES process, procedures and forms, and make appropriate
recommendations for the change of Board policy and contract language.

Operational Procedures

A. The Committee shall be chaired jointly by a bargaining unit Committee member and an
administrator.

B. The Committee will develop the ground rules by which the Committee will operate.

C. The Committee may establish subcommittees to assist with their work

D. whose members will be jointly appointed by the Committee co-chairs.

E. All decisions of the Committee and any subcommittees established by the Committee will be
achieved by consensus.

F. The Committee will establish by mutual agreement a meeting calendar, tasks for the committee

to complete, and timelines for the completion of specific tasks.

One (1) task of the Committee shall be to determine those conditions that would likely have an adverse
impact on the evaluation rubric.

The Committee will also work to align the non-OTES staff with the OTES framework. The Board will
provide necessary clerical support and assistance to the Committee.

Committee Authority

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

12.013 Procedure for Non-OTES

A. A written evaluation using observations, artifacts, inputs and conferences shall be made annually
for all non-OTES bargaining unit members in the following manner:

Annual evaluations to be based on the Final Summative Rating on the Rubric used:
a. Accomplished Rating: once every three (3) years;
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b. Skilled Rating: once every two (2) years;
c. Developing/Ineffective Rating: annually.

A written evaluation using observations, artifacts, inputs and conferences shall be made on a
bargaining unit member the year he/she becomes eligible for and provides timely notice of
eligibility for a continuing contract (tenure).

Evaluations shall be conducted by certified/licensed employees of the Board of Education that
have a role in supervision of the bargaining unit member in his/her performance of duties. When
input from administrators other than the evaluating administrator is provided, the input must be
based on direct observation and, if negative, the administrator(s) must have shared the
information with the bargaining unit member and must have submitted it in writing to the teacher
and evaluating administrator prior to its inclusion on an evaluation.

No bargaining unit member will be required to evaluate another bargaining unit member.

Notification of Evaluator:

A written notification for evaluation identifying the primary evaluator shall be
made no later than September 1st of the evaluation year. Bargaining unit
members whose notice of resignation/retirement is submitted by December 1st,
or bargaining unit members who are out on leave for 50% or more of the school
year, shall be exempt from the evaluation process.

A request for artifacts may be for no more than five (5) artifacts per standard identified on the
rubric. The request must allow the teacher a minimum of seven (7) days to provide the requested
items. During the evaluation process, the evaluator may request additional artifacts.

Feedback on observations may be verbal or written, should include suggestions for improvement
as appropriate, will document in writing any areas of concern, and should be shared as soon as
possible after the observation date.

Evaluations shall be done in writing and may include narrative comments on areas of strengths
and weaknesses, as well as suggestions for improvement. Such evaluations shall be recorded on
forms consistent throughout the district for similar categories of bargaining unit members.
Evaluations will be completed by May 1st and a copy of the evaluation will be shared with the
member by May 10th. Written notice of nonrenewal will be provided by June 1st.

A bargaining unit member shall sign a completed copy of his/her written evaluation. A copy of all

written evaluations shall become part of the personnel file of the bargaining unit member. Signing
acknowledges receipt of the evaluation and that the conference took place.
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J. All non-OTES staff will be responsible for either Professional Growth Plan or a Professional
Improvement Plan. All Plans are due to the evaluator no later than September 30th.

12.02 OPEN APPRAISAL

12.021 Knowledge of Observation

All monitoring or observation of a bargaining unit member shall be conducted openly and
with full knowledge of said bargaining unit member.

12.022 Electronic Equipment

Electronic equipment shall not be used in gathering data for evaluation without prior
written consent of the bargaining unit member.

12.03 CORRECTION OF DEFICIENCIES

A. A bargaining unit member whose last regular evaluation, as per Section
2.0M, above, indicates that the bargaining unit member is deficient (rated as ineffective on any
component of the rubric on the holistic observation) in any way in the area of classroom
performance shall be evaluated two (2) additional times during the school year, unless the regular
evaluation occurs after April 15th. These additional evaluations shall consist of a minimum of two
(2) observations each. All such observations shall be at least thirty (30) minutes in length.

B. At leasttwo (2) observations shall be preceded by a conference between the
evaluator and the bargaining unit member in order for the individual member to explain
his/her plans and objectives for the class to be observed.

C. All such observations shall be followed within ten (10) days by a conference
between the evaluator and the bargaining unit member. At this conference, the
evaluator shall provide the individual with specific, rational, written suggestions toward
improvement and shall jointly develop a definite assistance plan for improvement.

D. Deficiencies in classroom performance occurring in a regular evaluation
performed after April 15th may be addressed in the bargaining unit member’s individual
assistance plan for the following school year.

E. Deficiencies in areas not affecting classroom performance shall not be the sole
criteria for decisions concerning continued employment. This limitation does not apply to
proceedings for termination under Ohio Revised Code Section 3319.16.

F. The provisions of this Section 12.03 shall have been applied with a reasonable

time given for correction of deficiencies prior to any nonrenewal which must be based on
documentation of uncorrected deficiencies in the individual assistance plan.
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12.04 Effects of Procedures

These evaluation provisions will prevail over the statutory procedures and requirements of Ohio
Revised Code section 3319.111.

ARTICLE 13. WORKING CONDITIONS

13.01 SENIORITY

13.011 Seniority Defined

A. “Seniority,” as used in this Agreement, shall mean length of continuous service in the
District as determined from the most recent date of hire (effective starting date) into a
bargaining unit position.

B. For all members hired subsequent to January 1, 1988, the most recent date of hire shall
be defined as the member's actual first workday.

13.012 Continuous Service Defined

A. Seniority will not be broken by authorized leaves of absence or employment by the
Board in a position outside the bargaining unit, or as a result of a planned reduction from
which the employee is recalled, but such time will nhot be counted in computing seniority.
Additionally, seniority will not be broken when a bargaining unit member's contract is not
renewed at the end of one school year and the individual is then rehired for the
subsequent school year. When seniority is equal, the ties will be broken in accordance
with 13.013.

B. Seniority for Individual/Small Group Instructors shall not be broken if they are employed
in the District during a subsequent school year.

13.013 Breaking of Seniority Ties

A. When seniority is equal, the tie will be broken by placing the names of the bargaining unit
members with equal seniority in a container and the Superintendent shall draw one name
at a time. The first name drawn shall be considered the least senior; the second name
drawn shall be the next senior, etc., until all names are drawn.

B. A bargaining unit member involved in a seniority tie shall be given the opportunity to
attend the drawing. Said drawing shall be scheduled at such a time as to permit the
member's attendance or he/she shall be given released time to attend. A representative
of the Association shall be in attendance at such drawing.
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C. Once seniority has been determined by the tie breaking procedure, the order
determined shall remain in effect throughout the employee's unbroken relationship
with the District.

D. Re-employed retirees from STRS will remain at zero (0) year’s seniority.
Retired/re-employed individuals shall be issued a one (1) year limited term contract and
shall have no bumping rights.

13.02 ELEMENTARY GUIDANCE

13.021 Description of Program

There shall be an elementary guidance program in each school comprised of individual and
group services designed to give systematic aid to all pupils in achieving development in
educational, personal, social and health concerns. Out-of-school resources, in accordance with
established Board policy and procedures, shall be used to implement the guidance program.

13.022 Implementation of Program

The Principal and all of the bargaining unit members employed as elementary teachers shall be
involved in the guidance program. The Principal is responsible for coordinating the program.
Each bargaining unit member is directly involved in the implementation of guidance practices
and activities. Attention is directed to this aspect of the teaching act during orientation day and
recurring in the inservice study, planned by administrators and bargaining unit members.

13.03 INSTRUCTIONAL MATERIALS AND SUPPLIES

A bargaining unit member may consult with his/her Building Principal or Department Chairperson
regarding supply requests for the following school year. Departmental Chair-persons or other
designated bargaining unit members shall meet with the Building Principal to help develop the
proposed building supply budget. Budgetary matters (e.g., supplies), including the opportunity for
input, shall be developed/distributed to all bargaining unit members through the principal in
collaboration with the building leadership (grade bands, team leaders, and department heads) no later
than March 1.

A. Requisitions may be initiated by a bargaining unit member. All such requisitions are to be
processed through the Immediate Supervisor and bears said Supervisor's signature to
receive Central Office consideration.

B. When a requisition is submitted, item one should always be considered as top priority,
with other items following according to importance. Approval will be granted based on
monies available and priorities.

C. Supervisors will be notified of deletions and shall communicate such to the bargaining
unit member(s) involved. Any such deletions are not subject to a grievance under the
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grievance procedure.

13.04 TEACHER AIDES

13.041 Number of Educational Aides/Teacher
The Board agrees to maintain a minimal Educational Aides/Teacher program as follows:

A. Three (3), six (6) hour Educational Aides/Teacher each school day in each elementary
building; and

B. Six (6), six (6) hour Educational Aides/Teacher each school day in the Middle School.

C. The Board reserves the right to implement RIF when conditions identified and
established in 9.022 (E.) have been met.

13.042 Administration of Educational Aides/Teacher Program

The administration of the program is the responsibility of each Building Principal in cooperation
with the Superintendent. Where a procedural change concerning the administration of the
educational program has a direct effect on the building teacher staff, bargaining unit members
shall be consulted prior to formation of the procedure under consideration. Recommendation
for expansion of the program shall be by the Building Principals through the Administrative
Council, to the Superintendent.

13.043 Role of Educational Aides/Teacher

The role of the Educational Aides/Teacher shall be in support of the teacher which may include
duties such as: daily lunch, recess, attendance, and other non-teaching assignments. Specific
job duties shall be listed by the building administrator prior to the start of the school year with
teacher input. List of said duties shall be accessible to the building teachers.

13.05 SUBSTITUTE TEACHERS
Fully certificated/licensed substitutes will be employed for absent teachers and nurses at all levels.

13.06 LESSON PLANS

13.061 Curriculum Maps

Bargaining unit members may be required by building principals to develop, co-develop or
revise a curriculum map for any course/subject taught. All bargaining unit members will be
accountable for following an approved curriculum map for each course/subject taught. Maps will
be due by the end of the sixth week of school of each school year.

Maps will serve as overviews of instruction and pacing guides for the teachers whose names

they bear. Principals may request revisions with respect to the formats, guidelines and sample
maps provided in the district faculty guide or to building goals and district initiatives to improve
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student learning. Building and district goals and those maps for which a teacher is responsible
to develop or revise, will be assigned in writing within the first ten (10) school days of each
school year. Principals will provide feedback to assist teachers whose maps must be revised.
Maps may be developed or revised by individual teachers or in teams. In most cases, maps will
be revisions of existing maps. In no case will an individual teacher be required to develop or
revise more than two maps in any year. The exception is that Special Education and
Intervention teachers will prioritize key standards for individual students, via lesson plans and
records of student progress.

13.062 Less Than Two (2) Years of Experience

A bargaining unit member in the first two (2) years of service in the District shall file detailed
lesson plans with the Immediate Supervisor by the last school day of each week for the
following week.

13.063 More Than Two (2) Years of Experience

A bargaining unit member with more than two (2) years of service shall file outline lesson plans
on the same schedule as provided in Subsection 13.062, above.

13.064 Outline Plans Defined

Outline plans will provide adequate information for giving assignments to absent students
and/or directions to substitute teachers. These outline plans should include materials to be
used, i.e. films, video, supplemental materials, websites, etc.

13.07 STUDENT DISCIPLINE

The building Discipline Guidelines with consequences will be shared annually with staff.
Administrators will work with teachers to implement these building guidelines. Once a teacher
involves the administration, the final disposition is the responsibility of the administrator in accordance
with the Board of Education approved Student Code of Conduct. The tone of discipline in the school
shall be positive and based upon the purposeful development of self-discipline as a function of the
learning process. Most discipline problems should be solved within the framework of the classroom.

13.071 Student Discipline Procedures

The basic responsibility for procedures for maintaining classroom discipline lies with the
teacher.

A. The teacher shall be prepared with several levels of disciplinary measures to remedy the
situation.

B. Corrective measures for behavioral problems shall relate to the severity or frequency of
the problem.

C. The teacher shall use the strongest consequences infrequently.
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. Immediate attention to discipline problems is most effective; the teacher must follow
through quickly with disciplinary action, which shall include documented attempts to
contact parents/guardians when appropriate.

. The teacher should consult with other teachers, counselors, and principals on common
behavioral problems.

When a Middle School/High School pupil has not responded satisfactorily to normal
classroom disciplinary procedures, the pupil is to be referred to the proper administrator.
When the teacher sends a written disciplinary referral, the administrator shall advise the
teacher in writing of the disposition of the referral within five normal work days. The
referral from the teacher will consist of a complete report of all related incidents, as well
as corrective measures taken.

. The interruption of a student’s education for a minor disciplinary reason is not
recommended. When the actions of a Middle School/High School student are clearly
disruptive to the educational process, exclusion from class may be necessary. If a
teacher requests an administrator to remove a student for a major disruption of the
educational process, the student will not be returned to the teacher’s class for the
remainder of the period.

13.072 Procedures: Assault/Property Damage by Students

All cases of assault and property damage by pupils against a staff member of the Brunswick City
Schools shall be considered for appropriate action.

All serious cases of verbal or written threat of physical harm to the teacher, teacher’s family
members or teacher’s property or physical assault against any Brunswick school employee
which takes place on school property or at school events shall be reported to the principal. The
assaulted person and the principal will discuss further action to be taken.

Similar threats which occur off school property will be reported to the local authorities. Every
effort shall be made by the administration to remove the student from the teacher’s class or
supervisory assignment.

13.08 SCHOOL DESIGN

Bargaining unit members will be given the opportunity for input in the drawing of educational
specifications and the review of plans in consultation with the Superintendent and architect, when a
new building is planned.

13.09 INSTRUCTIONAL FREEDOM/RESPONSIBILITY

The Board and the Association agree that instructional freedom and responsibility are essential to the
fulfillment of the purposes of the School District, and they acknowledge the fundamental need to
protect a bargaining unit member from unreasonable censorship or restraint which might interfere with
his/her obligation to pursue truth in the performance of his/her teaching functions. The classroom is
not a forum to advance an individual’s personal or political agenda.
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13.10 SMOKE-FREE WORKPLACE

13.101 Smoke free

All Brunswick City School property shall be designated smoke free, vape free, and any
tobacco-product free.

13.102 Smoking Cessation Program

The District insurance plan shall cover the employee cost of participation in any Smoking
Cessation Program that is approved by the District's insurance program.

13.11 DRUG-FREE SCHOOLS

A.

No member of the Brunswick Education Association of the Brunswick City School District
shall unlawfully manufacture, distribute, dispense, possess or use on or in the workplace
any narcotic drug, hallucinogenic drug, amphetamine, barbiturate, marijuana or any other
controlled substance as defined in Schedules | through V of Section 202 of the
Controlled Substances Act (21 U.S.C. 812) and as further defined by regulation at 21 C.R.F.
1300.11 through 1300.15.

Workplace includes any Brunswick City School District building or any school premises;
any school-owned vehicle or any other school-approved vehicle used to transport
students to and from school or school activities; off-school property during any school
sponsored or school-approved activity, event or function including but not limited to field
trips or athletic events, where students are under the jurisdiction of the Brunswick City
School District.

As a condition of employment, each employee shall notify his or her Supervisor of
his/her conviction of a criminal drug statute for a violation occurring in the
workplace as defined above. Such notification shall be provided no later than five (5)
days after conviction. The term "conviction" means a finding of guilt (including a plea of
Nolo Contendere) or imposition of sentence, or both, by any judicial body charged with
the responsibility to determine violations of the Federal or State criminal drug statutes.
The term "criminal drug statute" means a criminal statute involving the manufacture,
distribution, dispensation, use or possession of any controlled substance.

The Brunswick City School District is required to take appropriate personnel action
against an employee convicted under a criminal drug statute, within thirty (30) days after
receiving notice from an employee of such a conviction, the Act directs the School
District to take appropriate disciplinary action up to and including termination or to
require the employee to satisfactorily participate in a drug abuse assistance or
rehabilitation program approved by the Board of Education. Any personnel action taken
will be at the discretion of the Board.

As a condition of employment, each employee shall abide by the terms of the written
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statement.
F. Each employee shall be given a copy of this policy statement.

G. Sanctions against employees, including nonrenewal, suspension and termination, shall
be in accordance with the Negotiated Agreements between the Brunswick Board of
Education and the Brunswick Education Association and applicable State laws.

13.12 BUILDING SECURITY

A. The Board shall take precautions so that all bargaining unit members have the
opportunity to work in an environment in which reasonable and prudent measures have
been taken to ensure the safety of members while engaged in professional
responsibilities.

B. Toward this end, a Security Committee will be formed with representatives from each
building, the objective of which will be to collaboratively design building security plans.
Building security audits will be completed in each school building in the District. Results
of each audit will be examined/evaluated by the security committee and incorporated
into security plans where appropriate. Additionally, the Board will install a call button or
phone in each classroom or work site. This installation will be completed by September
1999.

13.13 ELECTRONIC GRADING SYSTEM AND PARENT COMMUNICATION

A teacher shall create a learning environment that allows for communication and engagement of
families. A bargaining unit member, who serves as teacher of record, will be required to post weekly
student progress in the electronic grading system. Parent communication is required between weeks
4 and 6 of the grading period when a student’s grade is averaging below 65%. Teachers will maintain
a log and/or email contact with parents of students receiving these grades. This log will include parent
responses to the notification.

Submission of Grades:
A. After the completion of the grading period, teachers shall be afforded two (2) workdays
to submit grades. Grades will be submitted by the end of the second workday.

B. Fourth Quarter Grades
a. All grades will be submitted by 8 a.m. on the Teacher Workday.

13.14 MOVING TO NEW BUILDING

A. Bargaining unit members moving to new buildings will be responsible for packing and
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unpacking of items to be moved.
B. Moving of all items will be the responsibility of persons outside the BEA bargaining unit.

13.15 JOB SHARING
13151 Purpose, Establishment and Continuation

There will be job sharing as to any position only as specifically agreed to in concept by the
building principal and approved by the Superintendent. Approval of a job sharing arrangement
for any one (1) year shall not constitute approval of such arrangement of the subsequent year.

Job sharing shall be utilized to allow bargaining unit members to continue working while
meeting other personal or professional commitments such as but not limited to child raising,
care of an elderly or ill family member, professional study directly related to the bargaining unit
member’s growth or advancement as an educator. (Hours of study must be in the teaching field
or an area of licensure of the individual or in a college or department of education or applicable
to meeting the qualifications leading to additional licensure. Study may not be in professional
schools such as medicine or law or to qualify for a different profession.)

Job sharing participants may not be alternately employed except as such work is directly related
to the individual’s employment with the Brunswick City School District (e.g.: substituting,
supplemental contracts, etc.) or to the individual’s pursuit of an advanced degree or additional
licensure (e.g.: a graduate assistantship).

There will be job sharing as to any position only as specifically proposed through the process
outlined in this Article and approved by the Superintendent. Approval of a job sharing
arrangement for any one (1) year shall not constitute approval of such arrangement for any
subsequent year.

13.152 Definition

Job sharing shall be defined as two (2) individuals sharing the same job such that each has
one-half (1/2) of the duties/responsibilities and one-half (1/2) of the salary/monetary benefits of
the job. Any such arrangement will result in the two individuals receiving salary and benefits
equal to those available to one (1) FTE. Thus, health, vision, and life insurances will be paid by
the district up to an amount equal to the Board’s share of one family plan, regardless of how the
benefits are assigned to the parties involved. Options include but are not limited to
arrangements in which

Each participant receives half of the Board’s share of a family plan at district expense, and each
pays the difference required to cover the remaining cost of their receiving a full plan.

One participant receives the Board’s share of a full family plan at district expense, and the other
waives out and receives no district insurance and no stipend for waiving out.
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Both participants waive out of district insurance coverage and each receives half of the total
stipend usually offered for doing so.

Each participant receives the Board’s share of a single plan at district expense. This option is
valid as long as the cost to the Board for two single plans is equal to or less than the cost
incurred for one family plan.

In cases where a job share partner is not part of the district insurance plan, coverage can only
be gained through a qualifying event (e.g.: loss of spouse, loss of spousal coverage, etc.) as
defined by COBRA or during open enroliment periods.

In the event that both sharing partners choose to opt out and receive the stipend, and one (1)
partner experiences a qualifying event, that partner is eligible for up to an amount equal to the
Board’s share of one family plan at district expense. The other partner is still eligible to receive
their share of the stipend as initially agreed upon for the remainder of the job sharing plan.

In the event that one of the job share partners (Partner A) opts out and Partner B has full family
coverage, if Partner A experiences a qualifying event, he or she has the option to purchase
insurance coverage at 100% of the Board’s share of one family plan. Partner B’s coverage and
cost will not be changed as a result of Partner A's qualifying event.

13153 Eligibility

A. Any member of the bargaining unit is eligible to write a job share proposal for the next
school year under the terms defined below.

B. A vacancy created by a job share proposal submitted by a single bargaining member will
be posted and filled in accordance with Article 8.03. A teacher from outside the
bargaining unit is eligible to be considered for a job sharing opportunity with a current
bargaining unit member only in the event that there are no qualified internal candidates
for the position. A bargaining unit member seeking a job share partner will be included
in the interview and selection process for that partner.

13154 Salary
A. Each person in the job sharing situation is to receive one-half (1/2) of the salary he/she
would have received if he/she had been employed full time in the position.

B. Advancement on the Salary Schedule shall be according to Article V, Section 5.01,
Subsection 5.015.

134155 Insurance Premiums/Benefits

Unless other arrangements are approved by the Superintendent per 13152 above, each person
shall be eligible for the insurance benefits defined in Article V, but each will be responsible for
payments of one-half (1/2) of the costs of the monthly insurance premiums for the insurance
benefits.
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13156 Reinstatement of Full Time Status

A. Any individual wishing to return to full time employment must notify the Superintendent

by the first day of the second semester.

A bargaining unit member returning to full time employment from job sharing shall be
placed in a comparable position to that held prior to or during the job share. A
bargaining unit member not employed with the district prior to the job share will be
placed in a comparable position whenever possible. Placement of any bargaining unit
member moving to full-time status from a job share will be done in accordance with
Article 8 and 9.022B.

13157 Written Job Sharing Plan

Any teachers interested in a job sharing will submit a written job sharing plan, showing in detail
all particulars with respect to the proposed job sharing arrangement including the duties and
responsibilities to be shared and the manner in which such duties and responsibilities are to be
shared., The job share proposal/schedule must be submitted on standardized district forms.

Job share proposals are to be submitted to the Personnel Office on or before April 1 of each
school year. The proposals will be read by the Assistant Superintendent (Personnel) and the
BEA President and recommended to the Superintendent for approval or returned to the
author(s) for revision.

13158 General Requirements for Job Share Arrangements

A. Both job share partners may be required by the building principal or a central office

B.

administrator to attend district, building, grade span, grade level, department, and staff
meetings as well as the professional development portions of in-service/early release
days at no additional cost to the district. Requests to attend meetings/staff development
outside the job share calendar will be limited to occasions when the teacher’s presence
is necessary for his/her professional development or for him/her to take part in IEP, IAT, or
other student-related meetings.

Job share partners are encouraged to substitute for one another. Absence outside the
schedule submitted with the job share proposal will count against the perfect attendance
incentive. (Each job share partner is eligible for only 50% of the value of the perfect
attendance incentive.) Absence outside the schedule submitted for the job share will be
handled in one of the following three ways as requested by the job share partners.

a. A job share teacher may substitute for his/her partner. After the substitution

occurs, the partners will adjust the remaining days of attendance so that neither
partner works more than the number of days originally scheduled in their job
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share calendar. In making this adjustment, the absence will not be deducted from
either partner’s sick or personal time. Absence related to making the adjustment
will count only against the perfect attendance incentive for the job share partner
who initiated the absence.

b. Job share partners may choose to substitute for one another for pay. In this case,
the absence will be deducted from sick or personal leave time for the partner who
originates the absence and will count against his/her perfect attendance incentive.
No adjustment will be made to the job share calendar. The partner who works as
the “substitute” will be paid in accordance with the district salary schedule for
substitute teachers.

c. Job share partners may opt not to substitute for each other and, instead, follow
the district procedure for obtaining a substitute for the period of the absence. In
this case, the absence will be deducted from sick or personal leave time for the
partner who originates the absence and will count against his/her perfect
attendance incentive. No adjustment will be made to the job share calendar.

. The job share calendar and division of instructional responsibilities shall reflect a pattern
of on-duty days/partial days and a division of duties for the partners that supports
continuity of instruction and allows for timely feedback, reteaching, intervention, and
enrichment for students. The calendar shall establish a pattern of attendance for job
share partners that is followed consistently throughout the school year (e.g.: a.m./p.m.,
MWF/TWTh, etc.). Interruption of the attendance pattern in the job share calendar will be
charged to sick or personal leave as appropriate. The annual job share calendar cannot
include variations from established patterns of attendance to allow for travel, vacation, or
attention to other personal needs, except for documented medical necessities and in the
case of coordinating with partners’ children’s school calendar(s).

. Job share partners will accumulate 2 year’s sick leave and personal leave.

In order for job share partners to earn a full year’s service requirement credit with STRS,
the job share arrangement must be a 50/50 split with each partner working one-half (1/2)
day every work day. Job share arrangements requiring the partners to work fewer than
one hundred twenty (120) days may result in less than a full year’s retirement service
credit as determined by STRS regulations. Job share partners will receive a full year’s
credit on the district seniority list.

Job share authors shall review the job share plan with the building principal in whose
building the job share is being proposed, seeking input and approval. Job share
proposals without the building principal’s signature indicating approval will not be
recommended to the Superintendent for implementation.

. Criteria for approval of job share proposals at the building level and at the

Superintendent’s level will include but are not limited to the following: adherence to the
guidelines set forth in this article, building and district staffing considerations including
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the number of job shares at a building or grade level, and the authors’ areas of
certification, HQT status, teaching experience, levels of performance, training, length of
service in the district and/or building.

H. Job share partners whose proposals are not approved may submit a written request for a
meeting with the building principal and/or superintendent who will then meet with the
bargaining unit member to explain why the job share proposal was not approved.

I.  Job share partners will be evaluated in accordance with Article 12 of this Agreement. Job
share plans will be evaluated with reference to student progress based on standardized
data, parent/student feedback, and the criteria established in this article.

13.16 EMPLOYMENT RIGHTS/RE-EMPLOYMENT

The Board is under no obligation to employ any retired teacher and the parties hereto explicitly agree
that there is no expectation of continued employment or re-employment when a teacher retires from
the Brunswick City Schools.

13161 Seniority

Seniority for retired teachers (including re-employed retired Brunswick teachers) will be zero
upon such employment and will remain at zero upon subsequent employment.

I ARTICLE 14. INDIVIDUAL CONTRACTS

14.01 TEACHING CONTRACT(S)

14.011 Employment By Contract

A. The Board shall enter into a written teaching contract for the employment and
reemployment of a bargaining unit member.
B. An individual teaching contract or salary notice will be issued annually to each bargaining
unit member and shall contain the following:
a. The number of workdays in the school year;
b. The annual salary rate as of the beginning of the school year.

14.012 Limited Teaching Contract

A. The first two (2) limited teaching contracts issued to a bargaining unit member shall be
for a term of one (1) year each.

B. After two (2) consecutive years in the Brunswick schools, a bargaining unit member with
successful teaching experience, holding provisional or higher certification, and
recommended for reemployment will be awarded a two (2) year limited teaching
contract.
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C. Thereafter, upon continued reemployment, three (3) year limited teaching contracts will
be awarded.

D. Should a Reduction In Force be implemented under Article 9, the provisions of
Subsection 14.012 A, B and C shall be inapplicable to an individual whose suspended
limited teaching contract is to be renewed.

14.013 Continuing Teaching Contracts

A. A bargaining unit member eligible to be considered for a continuing contract shall, upon
recommendation of the Superintendent and approval of the Board, be granted within
thirty (30) days, a continuing teaching contract, regardless of the length of time remaining
on the limited teaching contract.

B. A tenure-eligible bargaining unit member who does not receive written notification of
evaluation by December 15 must contact his/her building principal and the Assistant
Superintendent in writing no later than the last day of school prior to winter break to
confirm such eligibility. Failure to do so will result in delay of consideration for and
rewarding of tenure until the following school year. In the meantime, the teacher will
maintain his/her regular contract status per Subsection 14.012. Such teachers may be
issued a regular, non-probationary one-year limited contract to allow the Board an
adequate period of time to conduct an evaluation.

In such cases where deficiencies (U’s) are identified in an evaluation prior to April 1for a
tenure eligible teacher and the limited contract is up for renewal, a two year extended
limited contract will be issued. PAR Assistance in accordance with Article 16 will be
provided during the first year of said contract; an administrator will conduct the
evaluation in the second year of the contract.

C. Tenure-eligible bargaining unit members must have completed all course work, obtained
official transcripts, filed necessary license applications, and made all related payments
prior to April 1. Failure to do so may result in delay of consideration for tenure until the
following school year.

D. Teachers who give notice of eligibility for continuing contract consideration while
enrolled in any of the PAR components will be not eligible for tenure until the school year
in which they are released from that program. Such teachers, if at the end of a limited
contract, or who have only one year remaining on their contract, will be issued a one or
two-year extended limited contract to allow the Board two years for evaluation. PAR
assistance in accordance with Article 16 will be provided during the first year of said
period. An administrator will conduct the evaluation in the second year of that period.
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14.014 Supplemental Contracts

A. A supplemental contract shall be issued to a bargaining unit member who is to perform a
supplemental duty under Appendix C.

B. Such contract will be issued prior to the performance of such duty, except where the
Board has attempted to hire a bargaining unit member qualified for such vacant
supplemental duty and has been unable to do so prior to the commencement of the
performance of such duty.

C. The Board shall not employ a non-bargaining unit member to a supplemental contract
position unless there are no qualified, certificated bargaining unit members who have
applied for said position(s). The qualifications for the position shall be posted with the
vacancy.

D. Head Varsity Coaches fulfilling supplemental contracts will be evaluated within forty-five
(45) days after the completion of their season. This evaluation shall be given in writing at
a conference with the Athletic Director and/or the High School Principal.

E. Supplemental contracts shall automatically expire at the end of their one (1) year term and
shall not be subject to non-renewal procedures and requirements outlined in Section
14.02, below.

F. Supplemental contracts that are held by bargaining unit members are not required to be
posted each year. Such contracts will be posted if:

i.  The bargaining unit member who most recently held the contract no longer
wishes to hold such contract;
OR
ii.  The Principal or Administrator wishes to open the position for posting.

G. A committee comprised of four (4) bargaining unit members and four (4) administrators
shall develop revised job descriptions and an evaluation process consistent with the
District’s instructional philosophy and goals. Any changes to Article 14.014 resulting from
this process will be agreed to by all committee members and will be recorded in a
Memorandum of Understanding between the Brunswick Board of Education and the
Brunswick Education Association to be attached as an addendum to this negotiated
agreement by February 1, 2006.

14.015 Extended Contracts

All extended contracts are to be considered supplemental contracts and will be paid based on
the per diem rate of the bargaining unit member.
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14.02 NONRENEWAL OF LIMITED TEACHING CONTRACT

14.021 Notice of Intent To Recommend Nonrenewal

A bargaining unit member whose limited teaching contract is not recommended for renewal
shall be notified by the Superintendent on or before April 15 of the year of intended
recommendation for nonrenewal.

14.022 Right To Reason(s) For Recommendation of Nonrenewal

A. No bargaining unit member shall be non-renewed for arbitrary or capricious reasons or
without a rational basis in fact.

B. A bargaining unit member receiving notice of the Superintendent's intention not to
recommend the renewal of his/her limited teaching contract for the succeeding school
year may, within ten (10) days of receipt of such notice, request a meeting with the
Superintendent to receive the reason(s) for the intended recommendation. If requested,
such reason(s) shall be in writing. At such a meeting, the bargaining unit member may be
accompanied by a representative of the Association.

14.023 Rights Following Board Action To Nonrenew Subsequent To Superintendent's
Recommendation for Reemployment

A. No bargaining unit member shall be non-renewed for arbitrary or capricious reasons or
without a rational basis in fact.

B. A bargaining unit member whose limited teaching contract has been non-renewed by the
Board after said member was recommended for reemployment by the Superintendent
may request a meeting with the Board, in executive session, to discuss such nonrenewal.
The request will be made within ten (10) days of the Board's action and shall be
addressed to the Treasurer. The meeting will be held within two (2) weeks of receipt of
the request by the Treasurer. The bargaining unit member may be accompanied at such
a meeting by an Association representative.

14.024 Effects of Procedures for Nonrenewal of Limited Term Contracts

Any non-renewals under Article 14 will be governed strictly by these procedures which
supersede and prevail over Ohio Revised Code Sections 3319.11 and 3319.111. Only alleged
procedural violations under Article 14 may be grieved to binding arbitration. Otherwise, absent
procedural violations, the final determination to non-renew the teacher’s contract is not
grievable or subject to challenge. All notifications under Article 14 shall be in writing by certified
mail or hand delivery within two (2) days of Superintendent or Board action. (Nonrenewal
resulting from a teacher’s release from the PAR program under Article 16 will be governed
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exclusively by Article 16 and will not be subject to these procedures.)

14.03 TERMINATION OF TEACHING CONTRACT

Termination of a teaching contract shall be made according to the statutes of Ohio and not through the
grievance/arbitration provisions of this Master Agreement.

ARTICLE 15. ASSOCIATION RIGHTS

15.01 RIGHT TO PAYROLL DEDUCTION OF DUES

15.011_Authorization for Deduction

A. Upon the written authorization of a bargaining unit member, the Board shall cause to
have deducted from said individual's wages the prescribed amount of Association dues.

B. The enrollment period for such deductions shall be from September 1to October 20
each year. The Association will forward to the Treasurer all such authorizations at one
time by the October 20th date.

15.012 Length of Authorization

Authorization shall be on a continuing basis from year to year unless a request for withdrawal is
submitted, in writing, to the Treasurer.

15.013 Notification of Withdrawal of Authorization

A. Such deduction shall be irrevocable for periods of one (1) year except that authorization
may be withdrawn during the period beginning with the first day of school and ending
September 15.

B. Notification of desire to withdraw payroll deduction authorization shall be submitted,
in writing, by the bargaining unit member to the Treasurer during such period. The
bargaining unit member shall furnish the Association President with a copy of such
notification.

15.014 Schedule of Deductions

A. The deductions shall be made in ten (10) equal consecutive payments beginning with the
first pay in November.

B. The balance of the annual deduction shall be deducted from the final paycheck of a
bargaining unit member resigning his/her position, receiving a leave of absence, or
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having his/her employment terminated after October 20 of any school year during the
duration of this Agreement.

15.015 Transmittal of Deductions

Deductions so made shall be promptly forwarded to the Association Treasurer at his/her home
address.

15.02 RIGHT TO CONDUCT ASSOCIATION BUSINESS

15.021 Leave To Conduct Association Business

A. The Superintendent shall grant an accumulative total of up to forty (40) days paid leave
per school year, to be divided among Association members, selected by the Association,
to conduct Association business. An additional twenty-five (25) days shall be granted,
however, the Association shall reimburse the Board for the cost of substitutes employed
for absent members using any of these additional days. No member, with the exception
of Association officers, shall use more than five (5) days of leave under this Section
during any school year.

B. Whenever possible, the Association President shall notify the Superintendent at least
seven (7) days in advance of the date(s) such bargaining unit member(s) shall be absent.
These days shall be considered professional leave days for EMIS reporting purposes.

15.022 Leave To Participate In Negotiations

Whenever a negotiating meeting is scheduled between the representatives of the Board and
the Association during work hours, members of the Association's team will be excused from
duties without loss in pay or benefits to participate in such meeting and the Board will provide
substitutes in the classroom, if necessary.

15.023 Access To Buildings To Conduct Association Business

Association representatives will have access to all school buildings for meetings with bargaining
unit members, provided that the representative checks in with the Building Principal and that the
exercise of this right does not interfere with the educational program.

15.024 Early Dismissal To Attend Association Meetings

Upon prior notification to the Building Principal, duly-elected Association representatives and
officers shall be granted early dismissal after the instructional day has ended, if necessary,
without loss of pay to attend one (1) monthly Association meeting.

15.025 Meetings With Administrators
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A. Any meeting scheduled with an Association representative(s) by the Board or its
representative(s) during the school day may be attended by the Association
representative(s) without loss of pay.

B. Upon request, the Association officers may meet with the Superintendent at a mutually
convenient time.

15.026 Reimbursement of Stipends Paid to BEA Officers

The Association President, Vice President, Secretaries and Treasurer will be paid a stipend by
the Board as identified by the BEA. The Treasurer of the BEA will notify the Treasurer of the
District of the total stipend amount due to each officer by January 1, following the beginning of
the president’s term. The BEA shall reimburse the Board for the cost of the stipends, all
appropriate levels of taxation, and any applicable retirement costs in one lump sum payment.
The Treasurer of the District shall send a bill to the BEA identifying the specific charges related
to the payments by approximately February 1. The District will receive payment from the BEA
within 30 days of receipt of bill. Payment to each officer shall be made on March 15 in the form
of a separate payroll check.

15.03 RIGHT TO INFORMATION

15.031 Agenda and Minutes of Board Meetings

The complete Board agenda and financial report, as available, shall be made available to the
Association President on the District website, or similar online platform, prior to each Board
meeting. The official Board minutes shall be made available to the Association President on the
District website, or similar online platform.

15.032 Newly Employed Bargaining Unit Members

The Association will be provided the name and address of a new bargaining unit member after
the Board has acted upon his/her teaching contract.

15.033 Retiring Bargaining Unit Members
Upon request of the Association, the Board will provide a list of known retirees.

15.034 Board Policy
A copy of the current Board policy will be provided on the District’s website.

15.04 RIGHT TO USE SCHOOL BUILDINGS AND FACILITIES

15.041 Buildings

A. The Association will have the right to use school buildings without cost, at reasonable
times, for meetings.
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B. The Superintendent and the principal of the building used for meetings by the
Association, will be notified by the Association in advance of the time and place
of such meetings.

15.042 Mailboxes

A. The Association shall have use of staff mailboxes, e-mail, and building fax machines for
Association news material, and may designate the boxes of Association members.

B. The Association will have the right to use the inter-school mail system to communicate
with Association representatives.

C. The Association shall have the right to annually designate the boxes of faculty
representatives and officers in each building.

15.043 Bulletin Board
The Association shall have the use of bulletin board in staff lounges or workrooms.

15.05 FAIR SHARE FEE

15.051 Payroll Deduction of Fair Share Fee

The Board shall deduct from the pay of bargaining unit members who elect not to become or to
remain members of the Brunswick Education Association, a Fair Share Fee for the Association's
representation of such non-members during the term of this Contract. No nonmember filing a
timely demand shall be required to subsidize partisan political or ideological causes not
germane to the Association's work in the realm of collective bargaining.

15.052 Notification of the Amount of Fair Share Fee

Notice of the amount of the annual Fair Share Fee, which shall not be more than one hundred
percent (100%) of the unified dues of the Association, shall be transmitted by the Association to
the Board Treasurer on or about September 15 of each year during the term of this Contract for
the purpose of determining amounts to be payroll deducted, and the Board agrees to promptly
transmit all amounts deducted to the Association.

15.053 Schedule of Fair Share Fee Deductions

A. All Fair Share Fee Payers
Payroll deduction of such Fair Share Fees shall begin in accordance with Section 11.05G,
herein, except that no Fair Share Fee deductions shall be made for bargaining unit
members employed after October 31 until the second paycheck, which period shall be
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the required probationary period of newly employed bargaining unit members.

B. Termination of Membership During the Membership Year
The Board Treasurer shall, upon notification from the Association that a member has
terminated membership, commence the deduction of the Fair Share Fee with respect to
the former member, and the amount of the fee yet to be deducted shall be the annual
Fair Share Fee less the amount previously paid through payroll deduction.

C. The balance of the annual Fair Share Fee shall be deducted from the final paycheck of
the bargaining unit fee payor resigning his/her position, receiving a leave of absence or
having his/her employment terminated after January 1 of any school year during the
duration of this Agreement.

15.054 Transmittal of Deductions

The Board further agrees to accompany each such transmittal with a list of the names of the
bargaining unit members for whom all such Fair Share Fee deductions were made, the period
covered, and the amounts deducted for each.

15.055 Procedure For Rebate

The Association represents to the Board that an internal rebate procedure has been established
in accordance with Ohio Revised Code Section 4117.09(C) and that a procedure for challenging
the amount of the representation fee has been established and will be given to each bargaining
unit member who does not join the Association and that such procedure and notice shall be in
compliance with all applicable State and Federal laws and the Constitutions of the United States
and the State of Ohio.

15.056 Entitlement To Rebate

Upon timely demand, non-members may apply to the Association for an advance reduction/
rebate of the Fair Share Fee pursuant to the internal procedure adopted by the Association.

15.057 Indemnification of the Board

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

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

B. The Association shall reserve the right to designate counsel to represent and defend the
employer;

C. The Board agrees to: 1) give full and complete cooperation and assistance to the
Association and its counsel at all levels of the proceeding, 2) permit the Association or its
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affiliates to intervene as a party if it so desires, and/or 3) to not oppose the Association or
its affiliates' application to file briefs amicus curiae in the action;

D. The Board acted in good faith compliance with the Fair Share Fee provision of this
Agreement; however, there shall be no indemnification of the Board if the Board
intentionally or willfully fails to apply (except due to Court order) or misapplies such Fair
Share Fee provision herein.

15.06 LABOR/MANAGEMENT RELATIONS COMMITTEE

15.061 Purposes

In an effort to solve problems before they become formal grievances, the Administration agrees
to establish a Labor/Management Relations Committee consisting of representatives of both the
Association and the Administration. Its main functions shall be: to confer on all matters of
mutual concern; to keep both parties to this Contract informed of changes and developments
caused by conditions other than covered by this Contract; to keep the staff of all departments
working at peak efficiency; and to confer over potential problems in an effort to keep such
matters from becoming major in scope.

A. Allissues shall first be discussed at the building level with the building administrator.

B. Upon the request of either party, administrator or head building representative, will
schedule a meeting as needed to discuss building BEA issues collaboratively.

15.062 Composition

The Labor/Management Relations Committee shall consist of no more than four (4)
representatives from each party, unless the parties mutually agree that additional
representatives may attend a specified session.

15.063 Meeting Format

The meetings of the Labor/Management Relations Committee are intended to be informal in
nature. In an effort to maintain an atmosphere of free exchange of ideas and concerns, formal
minutes of meetings shall not be kept; however, any agreements reached shall be reduced to
writing. Each month, the Administration will provide a written response to issues raised by the
Association the preceding month, and the Association will provide written response to issues
raised by the Administration the preceding month.

15.064 Meeting Schedule

There shall be regularly scheduled meetings of the Labor/Management Relations Committee. In
addition, either party may request that the Labor/Management Relations Committee meet to
discuss matters of imminent concern. Meetings of the Labor/Management Relations Committee
shall be held from Monday through Friday between 8:00 a.m. and 5:00 p.m., unless a different
time is agreed to by the parties.
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ARTICLE 16. DISTRICT COMMITTEES & RESIDENT EDUCATOR

16.01 RESIDENT EDUCATOR

The Resident Educator Program for beginning teachers licensed after January 1, 2011, is for the
purpose of providing educators with coaching, mentoring and guidance that are critical to
improving their skills and knowledge and student achievement. The Resident Educator Program
will be a Program administered and funded by the Board.

This program shall be separate from and shall not replace the negotiated employee evaluation
system.

16.011 Definitions

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

B. Mentor
A Mentor is a teacher trained and assigned to provide professional support to a Resident
Educator following the guidelines and protocols of the Resident Educator Program.

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

D. Resident Educator Program Coordinator (REPC)
The Resident Educator Program Coordinator shall be appointed by the Superintendent to
coordinate the District's Resident Educator program. (Effective with the 2015-2016 school
year, the REPC will be a bargaining unit member).

16.012 Mentors/REPC

A. Qualifications

a. The REPC and/or Mentor Teacher must have a five-year Professional License or a
Permanent Certificate, five years of teaching experience; and recent classroom
experience within the last five years.

b. The REPC and/or Mentor Teacher must be trained to act as a mentor through the
Ohio Department of Education Instructional Mentoring program.

c. The REPC and/or Mentor Teacher must hold a valid teaching certificate/license
and may be assigned to Resident Educators with the same area of
certification/license.

d. The REPC and/or Mentor must have demonstrated the ability to work
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cooperatively and effectively with the professional staff members and have
extensive knowledge of and proven experience in implementing a variety of
classroom management and instructional techniques.
B. Selection of Mentor Teachers
Selection for Mentor Teacher positions shall be made by a recommendation by the
Building Principal based on an application and interview process and approval by the
Superintendent in consultation with the REPC. Should no Mentor be available in the area
of certification/licensure, the Superintendent may assign a Mentor from within the subject
area most closely related to that of the Resident Educator.

16.013 Compensation
In addition to mutually agreed upon and approved release time, the REPC and each Mentor

Teacher shall receive an annual supplemental stipend in the following amounts:
REPC — $4500
Mentor Teacher —  $1500

In addition, the Board will pay all training fees required for Mentor Teachers to receive the
mandatory ODE State mentor training.

16.014 General

A. Other than a notation to the effect that a teacher served as a Mentor Teacher, the
teacher's activities as a Mentor Teacher shall not be part of that staff member's
evaluation.

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

C. Neither the REPC nor any Mentor Teacher will participate in the District’s evaluation of
any Resident Educator.

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

E. Neither the REPC nor any Mentor Teacher will be requested or directed to divulge
information from the written documentation or confidential Mentor/Resident Educator
discussions. Any violation of this tenet by the Mentor Teacher shall constitute grounds
for immediate removal from his/her role as Mentor Teacher.

F. All members of the Committee, the REPC, Mentor Teachers, and Resident Educators shall
keep confidential all discussions, actions, materials and other information to the extent
permitted by law.
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G. Mentor Teachers shall communicate directly with the Resident Educators and shall not
discuss/report the performance and progress of the Resident Educator with any
administrator, assessor, or other teacher, with the exception of the REPC.

16.02 LOCAL PROFESSIONAL DEVELOPMENT COMMITTEES (LPDC)
16.021 Purpose and Authority

A. The purpose of the LPDC is limited to the review and approval of individual professional
development plans and professional development activities for recertification and
licensure as specified by Ohio Revised Code 3319.22 and OAC 3301-24.

B. The LPDC shall have no authority or affect to revise, delete, add to or modify any article
or section of this Negotiated Agreement. Actions of the LPDC are not to be contrary to
the Negotiated Agreement or law.

16.022 Selection of Committee Members

The Committee shall be comprised of seven (7) members as follows:
A. For Bargaining Unit Members
a. Four (4) teachers selected by the BEA;
b. Three (3) Administrators and/or other District employee appointed by the
Superintendent.
B. For Administrators
a. Four (4) Administrators and/or other District Employees appointed by the
Superintendent
b. Three (3) teachers selected by the BEA

16.023 Committee Structure

A. There shall be one (1) LPDC.
B. The scope of the LPDC shall be District.

16.024 LPDC Procedures

A. The Board shall determine the time, location, and humber of committee meetings.
B. Inthe event of an in-term vacancy or removal, the teacher member shall be replaced by
the Association.

16.025 Training and Compensation
A. The LPDC member shall be provided with on-going training as determined by the
committee with the approval of the Superintendent.
B. LPDC members shall be compensated according to the Supplemental Salary Index
indicated in Appendix C.
C. The LPDC member shall be provided release time for work pertaining to LPDC duties.
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16.026 Facility, EQquipment and Support Services

A. The LPDC shall be provided with adequate and secure space for the safe and secure
storage of records, files, IPDP's and any other work requiring storage and/or file space.
B. The LPDC shall be provided with secretarial support.

16.037 Terms of Office

A. The term of office for the LPDC member shall be two (2) years.

B. Nothing in the LPDC process shall have an adverse impact on the educator's
performance evaluation as established in the Collective Bargaining Agreement. Such
protection of performance evaluation extends even to the point of an LPDC member
being removed.

16.027 Employee Protection

A. Under no circumstances is the involvement in the activities of the LPDC process to be
used for employment decisions by the Board.

B. Nothing in the LPDC process shall have an adverse impact on the educator’s
performance evaluation as established in the Collective Bargaining Agreement. Such
protection of performance evaluation extends even to the point of an LPDC
member being removed.

16.028 LPDC Appeals Procedure

A. All appeals shall use the appeals procedure described in the existing District LPDC
resource guide.

B. The LPDC appeals procedure is not subject to the grievance/arbitration procedure
outlined in the Collective Bargaining Agreement.

C. The LPDC’s decision is appeasable to the State level (if a State level process is
developed) for those individuals who have been adversely impacted or disagree with the
decision of the LPDC.

NOTE: Issues for appeal are limited to procedural matters in the LPDC appeals process.

16.03 DISTRICT STAFF DEVELOPMENT COMMITTEE

16.031 Purpose and Authority

A. The purpose of the District Staff Development Committee is limited to the review and
approval of professional development offerings in the district on designated Professional
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Development days.

B. The District Staff Development Committee shall have no authority or effect to revise,
delete, add to, or modify any article or section of this Negotiated Agreement.

16.032 Selection of Committee Members

The Committee shall be comprised of eight (8) members as follows:
Four (4) teachers selected by the BEA;
Four (4) Administrators and/or other District employees appointed by the Superintendent.

16.033 District Staff Development Committee Procedures

The Committee shall agree upon the time and location of committee meetings.

The Committee shall meet a minimum of four (4) times a year.

In the event of an in-term vacancy or removal, the teacher member shall be replaced by
the Association.

D. District Staff Development Committee members shall be compensated according to the
Supplemental Salary Index indicated in Appendix D.

Owp

16.04 WORKING UNDER EXPIRED CERTIFICATES/LICENSES

A bargaining unit member whose IPDP is unable to provide a valid certificate/license by the beginning
of the school year will be without a valid license and may teach for 30 school days (in his/her assigned
position) with a valid substitute license. The teacher will be paid at the sub rate of pay and must self
pay for insurance from the district if they so choose. After 30 school days without a valid
certificate/license the employee will be referred to the Board of Education for action as it deems
appropriate.

ARTICLE 17. DISTRICT MASTER TEACHER COMMITTEE (DMTC)

17.01 PURPOSE AND AUTHORITY

A. The purpose of the DMTC is limited to the following specific duties:
a. Publicizing and communicating about the Master Teacher Program
b. Reviewing and approving applications for designation of eligible employees as
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Master Teachers in accordance with Ohio Revised Code 3319.61F. 5. And
3301.0714 B.2.d., and in accordance with the processes and procedures set forth
by the Ohio Department of Education Office of Educator Standards.

Facilitating the application process

Confirming the eligibility of applicants by verifying their years of experience and
type of licensure with the Personnel Office

Establishing requirements for the formatting, assembling and submitting of Master
Teacher applications

Establishing and carrying out an appeals process

Submitting the names of Master Teachers to the district EMIS coordinator as
required for timely ODE/EMIS reporting

Maintaining records including the annual EMIS Reporting Form, the Candidate’s
Score Report forms, and each candidates written narrative

Complying with Ohio’s Sunshine Laws and adhering to the Open Meetings Act
and Public Records Act including the preparation of minutes for and public notice
of meetings

Creating and maintaining a Brunswick City Schools Master Teacher Resource
Manual for reference by the DMTC and employees.

B. The DMTC shall have no authority or affect to revise, delete, add to or modify any article
or section of this Negotiated Agreement. Actions of the DMTC are not to be contrary to
the Negotiated Agreement or law.

C. There shall be one DMTC, the scope of which shall be the Brunswick City Schools.

17.02 SELECTION AND TERMS OF COMMITTEE MEMBERS
A. The committee shall be comprised of seven (7) members as follows:

a.

b.

Four (4) teachers selected by the BEA from the pool of teachers holding current
Master Teacher designations (requirements to be a M.T. effective Fall, 2010).
Three (3) administrators and/or other District employees appointed by the
Superintendent.

In the event of a mid-term vacancy, teacher members shall be replaced by BEA
appointment and administrative members shall be replaced by appointment by
the Superintendent.

B. The chairmanship of the committee shall rotate annually between the BEA and the
administration, except in years of co-chairs representing both organizations.

The term of office for a DMTC member shall be no more than two (2) years. If necessary
to assure consistency in the operation of the DMTC through the presence of experienced
members on the committee, members may be reappointed to no more than three
consecutive terms (for a total of no more than six consecutive years).

Nothing related to membership on the DMTC shall have an adverse impact on the
educator’s performance evaluation. Such protection extends even to the point of a
DMTC member being removed.

C.
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17.03 DISTRICT MASTER TEACHER COMMITTEE PROCEDURES

A. Meetings
a. The DMTC members shall determine and publish the times and locations of the
committee meetings annually.
b. The meetings shall include an organizational meeting to establish the calendar
and to elect a chairperson (or co-chairs as agreed upon).
c. The meetings will also provide for at least two reading dates on or about January
15 and April 1 for the purpose of reading and scoring Master Teacher applications.
B. Master Teacher Application Process
a. The application procedure will follow ODE guidelines as set forth by the Office of
Educator Standards.
b. All forms and processes published by ODE will be utilized.
C. Master Teacher Appeals Process
a. Employees who believe that the processes and procedures outlined in the ODE
Application for Master Teacher were not followed may appeal to the DMTC
following the procedures established by the Committee.
b. No appeals will be considered based on scoring of a candidate’s application.
c. The DMTC decision is not subject to the grievance/arbitration procedure outlined
in the Negotiated Agreement.

17.04 TRAINING AND COMPENSATION

A. DMTC members will be provided with training as determined by the committee and
approved by the Superintendent.

B. DMTC members shall be compensated according to the Supplemental Salary Index
indicated in Appendix C.

C. The DMTC will be provided with release time for work pertaining to DMTC duties.

17.05 FACILITY, EQUIPMENT, AND SUPPORT SERVICES

A. The DMTC shall be provided with adequate and secure space for the safe and secure
storage of records, files, etc.

B.

C. The DMTC shall be provided with secretarial support as needed.

17.06 EMPLOYEE PROTECTION

A. Involvement in either the activities of the DMTC or the Master Teacher application
process shall not be used for employment decisions by the Board.

B.
C. Nothing in the Master Teacher Process shall have an adverse impact on an educator’s
performance evaluation.
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I ARTICLE18. MISCELLANEOUS PROVISIONS

18.01 DEFINITION OF TERMS

18.011 Days Defined

When used in this Agreement, "days" shall mean when the Central Office of the Board is open,
unless otherwise defined in this contract.

18.012 Superintendent Defined

Unless otherwise indicated, the term "Superintendent," when used in this Agreement, is
understood to mean the Superintendent or designee.

18.013 Treasurer Defined

Unless otherwise indicated, the term "Treasurer," when used in this Agreement, is understood to
mean the Board Treasurer or designee.

18.02 NONDISCRIMINATION

No bargaining unit member shall be discriminated against by the Board or Association in violation of
any Federal or State law prohibiting employment discrimination based on race, color, religion, sex,
national origin, handicap, age or domicile.

18.03 IMPLEMENTATION

Upon adoption of this Agreement by the Board, the provisions thereof shall take precedence over any
prior Board policy, rules or regulations which may be inconsistent with this Agreement.

18.04 SEVERABILITY

A. If a provision of this Agreement, or the application of a provision of this Agreement, is
found to be contrary to law by a court of competent jurisdiction, then such provision of
the Agreement or its application shall be inoperative, but the remaining provisions
thereof shall remain in effect.

B. Upon request of either the Association or the Board, within ten (10) days after such
finding, the parties will meet solely for the purpose of negotiating the provision(s)
affected.

18.05 AGREEMENT REPRODUCTION

The Board will prepare copies of this Contract, at its expense, for distribution to each bargaining unit
member. The Association President will be provided with twenty (20) additional copies. Cost of
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reproduction, excluding secretarial costs, shall be shared equally between the parties. The
Association shall be provided the opportunity to “proof” the Contract before reproduction.

18.06 WAIVER OF NEGOTIATIONS DURING TERM OF AGREEMENT

The Board and the Association acknowledge that during negotiations resulting in this Agreement,
each party had the right and the opportunity to make demands and proposals with respect to
any matter and that this Agreement was arrived at by the parties after the exercise of that right and
opportunity. Any other negotiations, as deemed necessary by Ohio Revised Code Chapter 4117, shall
be handled in accordance with Revised Code Chapter 4117.

I ARTICLE 19. DURATION

This Agreement shall become effective upon ratification by the Association and adoption by the Board
August 1, 2022, and will continue in full force and effect until 12:00 midnight, July 31, 2025.
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Tina Kirkland, BEA President

Jen Koval, BEA Vice President

Dennis M. Boyd, BEA Recording Secretary

Jason A. Niedermeyer, Superintendent

Mark Pepera, Treasurer

Mary Weinhauer, Board of Education President
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APPENDIX C - SALARY SCHEDULES
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Teacher Salary Schedule Amounts

Brunswick City Schools

FY 2024 August 1, 2023

$ 41,899 Base i

Step No. Bachelor BA+15 BA+30 Master's MA+15 MA+30
0 41,899 43,994 46,089 47,765 49 860 51,955
1 43,994 46,089 47,765 49,860 51,955 54,050
2 46,089 47,765 49,860 51,955 54,050 55,726
3 47,765 49,860 51,955 54,050 55,726 57,821
4 49,860 51,955 54,050 55,726 57,821 59,916
5 51,955 54,050 55,726 57,821 59,916 62,011
6 54,050 55,726 57,821 59,916 62,011 63,686
7 55,726 57,821 59,916 62,011 63,686 65,781
8 57,821 59,916 62,011 63,686 65,781 67,876
9 59,916 62,011 63,686 65,781 67,876 69,971
10 62,011 63,686 65,781 69,552 71,228 73,323
11 63,686 65,781 67,876 71,228 73,323 75,418
12 64,105 67,876 69,971 73,323 75,418 72,513
13 64,524 68,295 71,647 75,418 77,513 79,608
14 67,457 68,714 72,066 77,513 79,608 81,284
156 67,457 69,652 72,485 77,932 81,284 83,379
16 67,457 69,971 73,742 78,351 83,379 85,474
17 67,457 70,390 74,161 79,189 83,798 87,569
18 67,457 72,485 74,580 79,608 84,217 89,245
19 67,457 72,485 77,094 80,027 85,474 89,664
20 67,457 72,485 77,094 80,865 85,893 90,083
21 67,457 72,485 77,094 82,960 86,312 91,340
22 67,457 72,485 77,094 85,055 87,150 91,759
23 67,457 72,485 77,094 87,150 89,245 92,178
24 67,457 72,485 77,094 89,245 91,340 93,016
25 67,457 72,485 77,094 89,245 91,340 95,111
26 67,457 72,485 77,094 89,245 91,340 95,111
27 67,457 72,485 77,094 89,245 91,340 95,111
28 67,457 72,485 77,094 89,245 91,340 95,111
29 67,457 72,485 77,094 89,245 91,340 95,111
30 67,457 72,485 77,094 89,245 91,340 95,111
31 67,457 72,485 77,094 89,245 91,340 97,206
32 67,457 72,485 77,094 89,245 91,340 97,206
33 67,457 72,485 77,094 89,245 91,340 87,206
34 67,457 72,485 77,094 89,245 91,340 97,206
35 67,457 72,485 77,094 89,245 91,340 97,206
36 67,457 72,485 77,094 89,245 91,340 97,206
37 67,457 72,485 77,094 89,245 91,340 97,206
38 67,457 72,485 77,094 89,245 91,340 97,206
39 67,457 72,485 77,094 89,245 91,340 97,206
40 67,457 72,485 77,094 89,245 91,340 97,206
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Brunswick City Schools
O/T & PIT Salary Schedule - FY 2024
August 1, 2023

$ 47,765 Base Level 3

StepNo. | Level1 | Level2 | Level3| Level4| Level5 |
0 38,212 42,989 47,765 50,153 52,542
1 40,123 45,138 50,153 52,542 54,452
2 42,033 47,287 52,542 54,452 56,840
3 43,562 49,007 54,452 56,840 59,229
4 45,472 51,156 56,840 59,229 61,617
5 47,383 53,306 59,229 61,617 63,527
& 49,293 55,455 61,617 63,527 65,916
7 50,822 57,175 63,527 65,916 68,304
8 52,733 59,324 65,916 68,304 70,692
E} 54,643 61,474 68,304 70,692 72,603
10 56,554 63,623 70,692 72,603 74,991
11 58,082 65,343 72,603 74,991 77,379
12 58,464 65,772 73,080 77,379 79,768
13 58,846 66,202 73,558 77,857 81,678
14 61,521 69,211 76,902 78,335 82,156
15 61,521 69,211 76,902 79,290 82,633
16 61,521 69,211 76,902 79,768 84,066
17 61,521 69,211 76,902 80,245 84,544
18 61,521 69,211 76,902 82,633 85,022
19 61,521 69,211 76,902 82,633 87,888
20 61,521 69,211 76,902 82,633 87,888
21 61,521 69,211 76,902 82,633 87,888
22 61,521 69,211 76,902 82,633 87,888
23 61,521 69,211 76,902 82,633 87,888
24 61,521 69,211 76,902 82,633 87,888
25 61,521 69,211 76,902 82,633 87,888
26 61,521 69,211 76,902 82,633 87,888
27 61,521 69,211 76,902 82,633 87,888
28 61,521 69,211 76,902 82,633 87,888
29 61,521 69,211 76,902 82,633 87,888
30 61,521 69,211 76,902 82,633 87,888
31 61,521 69,211 76,902 82,633 87,888
32 61,521 69,211 76,902 82,633 87,888
33 61,521 69,211 76,902 82,633 87,888
34 61,521 69,211 76,902 82,633 87,888
35 61,521 69,211 76,902 82,633 87,888
36 61,521 69,211 76,902 82,633 87,888
37 61,521 69,211 76,902 82,633 87,888
38 61,521 69,211 76,902 82,633 87,888
39 61,521 69,211 115 76,902 82,633 87,888
40 61,521 69,211 76,902 82,633 87,888




Brunswick City Schools
Teacher Salary Schedule Amounts

FY 2025 August 1, 2024

$ 42,842 Base B

Step No. Bachelor BA+15 BA+30 Master's MA+15 MA+30
0 42,842 44,984 47,126 48,840 50,982 53,124
1 44 984 47,126 48,840 50,982 53,124 55,266
2 47,126 48,840 50,982 53,124 55,266 56,980
3 48,840 50,982 53,124 55,266 56,980 59,122
4 50,982 53,124 55,266 56,980 59,122 61,264
5 53,124 55,266 56,980 59,122 61,264 63,406
6 55,266 56,980 59,122 61,264 63,406 65,120
Vi 56,980 59,122 61,264 63,406 65,120 67,262
8 59,122 61,264 63,406 65,120 67,262 69,404
9 61,264 63,406 65,120 67,262 69,404 71,546
10 63,406 65,120 67,262 71,118 72,831 74,974
11 65,120 67,262 69,404 72,831 74,974 77,116
12 65,548 69,404 71,546 74,974 77,116 79,258
13 65,977 69,832 73,260 77,116 79,258 81,400
14 68,976 70,261 73,688 79,258 81,400 83,113
15 68,976 71,118 74,117 79,686 83,113 85,256
16 68,976 71,546 75,402 80,115 85,256 87,398
17 68,976 71,975 75,830 80,971 85,684 89,540
18 68,976 74,117 76,259 81,400 86,112 91,253
19 68,976 74,117 78,829 81,828 87,398 91,682
20 68,976 74117 78,829 82,685 87,826 92,110
21 68,976 74,117 78,829 84,827 88,255 93,396
22 68,976 74,117 78,829 86,969 89,111 93,824
23 68,976 74,117 78,829 89,111 91,253 94,252
24 68,976 74,117 78,829 91,253 93,396 95,109
25 68,976 74,117 78,829 91,253 93,396 97,251
26 68,976 74,117 78,829 91,253 93,396 97,251
27 68,976 74,117 78,829 91,253 93,396 97,251
28 68,976 74,117 78,829 91,253 93,396 97,251
29 68,976 74,117 78,829 91,253 93,396 97,251
30 68,976 74,117 78,829 91,253 93,396 97,251
31 68,976 74,117 78,829 91,253 93,396 99,393
32 68,976 74,117 78,829 91,253 93,396 99,393
33 68,976 74,117 78,829 91,253 93,396 99,393
34 68,976 74,117 78,829 91,253 93,396 99,393
35 68,976 74,117 78,829 91,253 93,396 99,393
36 68,976 74,117 78,829 91,253 93,396 99,393
37 68,976 74,117 78,829 91,253 93,396 99,393
38 68,976 74 117 78,829 91,253 93,396 99,393
39 68,976 74,117 78,829 91,253 93,396 99,393
40 68,976 74,117 78,829 91,253 93,396 99,393
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Brunswick City Schools
OI/T & PIT Salary Schedule - FY 2025
August 1, 2024

$ 48,840 Base Level 3

StepNo. | Level1 | Level2 | Level3| Leveld| Level5
0 39,072 43,956 48,840 51,282 53,724
1 41,026 46,154 51,282 53,724 55,678
2 42,979 48,352 53,724 55,678 58,120
3 44 542 50,110 55,678 58,120 60,562
4 46,496 52,308 58,120 60,562 63,004
5 48,449 54,505 60,562 63,004 64,957
6 50,403 56,703 63,004 64,957 67,399
7 51,966 58,461 64,957 67,399 69,841
8 53,919 60,659 67,399 69,841 72,283
9 55,873 62,857 69,841 72,283 74,237
10 57,827 65,055 72,283 74,237 76,679
11 59,389 66,813 74,237 76,679 79,121
12 59,780 67,253 74,725 79,121 81,563
13 60,171 67,692 75,214 79,609 83,516
14 62,906 70,769 78,632 80,098 84,005
15 62,906 70,769 78,632 81,074 84,493
16 62,906 70,769 78,632 81,563 85,958
17 62,906 70,769 78,632 82,051 86,447
18 62,906 70,769 78,632 84,493 86,935
19 62,906 70,769 78,632 84,493 89,866
20 62,908 70,769 78,632 84,493 89,866
21 62,906 70,769 78,632 84,493 89,866
22 62,906 70,769 78,632 84,493 89,866
23 62,906 70,769 78,632 84,493 89,866
24 62,906 70,769 78,632 84,493 89,866
25 62,906 70,769 78,632 84,493 89,866
26 62,906 70,769 78,632 84,493 89,866
27 62,906 70,769 78,632 84,493 89,866
28 62,906 70,769 78,632 84,493 89,866
29 62,906 70,769 78,632 84,493 89,866
30 62,906 70,769 78,632 84,493 89,866
31 62,906 70,769 78,632 84,493 89,866
32 62,906 70,769 78,632 84,493 89,866
33 62,906 70,769 78,632 84,493 89,866
34 62,906 70,769 78,632 84,493 89,866
35 62,906 70,769 78,632 84,493 89,866
36 62,906 70,769 78,632 84,493 89,866
37 62,906 70,769 78,632 84,493 89,866
38 62,906 70,769 78,632 84,493 89,866
39 62,906 70,769| 17 78,632 84,493 89,866
40 62,906 70,769 78,632 84,493 89,866




APPENDIX D - SUPPLEMENTAL SALARY INDEX

A bargaining unit member assigned a supplemental duty by the Board of Education listed in this

Appendix shall be paid the percentage listed in the appropriate column, depending upon placement
under Section 5.032, on the base salary in effect at the beginning of the school year during which the
supplemental duty is to be performed. Credit for placement on this schedule, as defined in Section
5.032, shall include experience in a position regardless of whether or not that position has been a

previously paid or titled position. Any unpaid position where experience credit is given must be
approved by Brunswick City Schools. Individuals who fulfill the duties of any position listed on the

supplemental schedule shall be issued contracts prior and paid the appropriate compensation.

Years in the Position or Comparable Position

ATHLETICS FALL Years01| 2,34 | 56 | 789 | 101 | 121304 | 15+

Cheerleading Advisor, Head Varsity 0.10 on 012 013 014 015 0.6
Cheerleading Advisor, Junior Varsity 0.09 01 on 012 013 014 015
Cheerleading Advisor, 9th Grade 0.08 0.09 01 on 012 013 014
Cheerleading Advisor, Middle School 0.05 0.06 0.07| 0.08 0.09 01 on
Cross Country, Head Varsity, Boys & Girls 0.6 017 018 0.19 0.2 0.21 0.22
Cross Country, Assistant Varsity 0125 0135] 0145 0155 0.165 0175 0185
Cross Country, Middle School, Boys 0.09 01 on 012 013 014 015
Cross Country, Middle School, Girls 0.09 01 on 012 013 014 015
Football, Head Varsity 0.20 0.21 0.22| 0.23 0.24 0.25 0.26
Football, Assistant Varsity 015 0.6 017 018 0.19 0.20 0.21
Football, Head 9th Grade 0125| 04135 0.145( 0155 0.165 0175| 0185
Football, 9th Grade 0.10 om 012 013 014 015 0.16
Football, 8th Grade 0.10 on 012 013 014 015 0.16
Football, 7th Grade 0.10 om 012 013 014 015 0.16
Golf, Head Varsity, Boys on 012 013 014 015 0.16 017
Golf, Junior Varsity, Boys 0.08 0.09 0.10 on 012 013 0.14
Golf, Head Varsity, Girls on 012 013 014 015 0.6 017
Golf, Junior Varsity, Girls 0.08 0.09 0.10 on 012 013 014
Soccer, Head Varsity, Boys 0.6 017 018 0.19 0.20 0.21 0.22
Soccer, Assistant Varsity, Boys 0.125 0135] 0145 0155 0.165 0175 0185
Soccer, Junior Varsity, Boys 0125 0135] 0145 0155 0.165 0175 04185
Soccer, 9th Grade, Boys 0.09 0.10 om 012 013 014 015
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Soccer, Head Varsity, Girls 0.16 0.17 0.8 0.19 0.20 0.21 0.22
Soccer, Assistant Varsity, Girls 0125 0135] 0145 0155 0.165 0175 04185
Soccer, Junior Varsity, Girls 0125| 0435 0.145( 0155 0.165 0175] 0185
Soccer, 9th Grade, Girls 0.09 010 on 012 013 0.14 015
Tennis, Head, Varsity, Girls on 012 013 014 015 0.6 017
Tennis, Junior Varsity, Girls 0.08 0.09 0.10 on 012 013 014
Volleyball, Head Varsity, Girls 0.16 017 018 019 0.20 0.1 0.22
Volleyball, Assistant Varsity, Girls 0125 0435| 04145 0155 0.165 0175] 04185
Volleyball, Junior Varsity, Girls 0125 0435 0145] 04155 0.165 0175] 0185
Volleyball, Grade 9, Girls 0.09 0.10 oM 012 013 014 015
Volleyball, Grade 8, Girls 0.09 010 on 012 013 014 015
Volleyball, Grade 7, Girls 0.09 0.10 on 012 013 014 015
Years

ATHLETICS WINTER 01 |234| 56 |789]| 1011 | 12,1314 | 15+

Basketball, Head Varsity Boys 018 019| 0.20 0.21 0.22 0.23 0.24
Basketball, Assistant Varsity Boys 013 014 015 0.16 017 0.8 019
Basketball, Junior Varsity Boys 013 014 015 0.6 017 018 0.19
Basketball, 9th Grade Boys 0.10 on 012 013 014 015 0.16
Basketball, 8th Grade Boys 0.10 on 012 013 014 015 0.6
Basketball 7th Grade Boys 0.10 on 012 013 014 015 0.16
Basketball, Head Varsity Girls 018 019 0.20 0.21 0.22 0.23 0.24
Basketball, Assistant Varsity Girls 013 014 015 0.16 0.17 0.8 0.19
Basketball, Junior Varsity Girls 013 014 015 0.16 017 018 0.19
Basketball, 9th Grade Girls 0.10 om 012 013 014 015 0.16
Basketball, 8th Grade Girls 0.10 onm 012 013 014 015 0.16
Basketball 7th Grade Girls 0.10 01 012 013 0.14 015 0.16
Bowling, Head Varsity, Boys on 012 013 014 015 0.16 017
Bowling, Head Varsity, Girls on 012 013 0.14 015 0.16 017
Bowling, Junior Varsity, Boys 0.08 0.09 0.10 on 012 013 014
Bowling, Junior Varsity, Girls 0.08 0.09 0.10 on 012 013 014
Cheerleading Advisor, Head Varsity 010 on 012 013 014 015 0.16
Cheerleading Advisor, Junior Varsity 0.09 01 on 0.12 013 014 015
Cheerleading Advisor, 9th Grade 0.08 0.09 01 on 012 013 014
Cheerleading Advisor, Middle School 0.05 0.06 0.07] 0.08 0.09 01 on
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Gymnastics, Head Varsity, Girls 0.16 0.17 0.8 0.19 0.2 0.21 0.22
Gymnastics, Assistant Varsity, Girls 0125 0435 0145] 04155 0.165 0175] 0185
Swimming, Head Varsity 0.16 017 018 019 0.20 0.21 0.22
Swimming, Assistant Varsity 0125| 04135 0.145( 0155 0.165 0175| 0185
Wrestling, Head Varsity, Boys 0.8 019 0.20 0.21 0.22 0.23 0.24
Wrestling, Assistant Varsity, Boys 013 014 015 0.16 017 018 0.19
Wrestling, Junior Varsity, Boys 013 014 015 0.16 017 0.8 0.19
Wrestling, Head Varsity, Girls 018 0.19 0.20 0.21 0.22 0.23 0.24
Wrestling, Assistant Varsity, Girls 013 014 015 0.6 017 018 0.19
Wrestling, Junior Varsity, Girls 013 014 015 016 017 018 019
Wrestling, Middle School 010 on 012 013 014 015 0.16
Years

ATHLETICS SPRING 01 (234 56 |789| 1011 | 121314 | 15+

Baseball, Head Varsity 0.16 017 018 019 0.20 0.21 0.22
Baseball, Assistant Varsity 0125| 04135 0.145( 0155 0.165 0175| 0185
Baseball, Junior Varsity 0125 0135] 0145 0155 0.165 0175 04185
Baseball, 9th Grade 0.09 0.10 oM 012 013 014 015
Lacrosse, Head Varsity, Boys 0.16 017 018 0.19 0.20 0.21 0.22
Lacrosse, Assistant Varsity, Boys 0125 0435| 0145 0155 017 0175] 04185
Lacrosse, Junior Varsity, Boys 0125 0135] 0145 0155 017 0175 04185
Lacrosse, 9th Grade, Boys 0.09 0.10 on 012 013 014 015
Lacrosse, Head Varsity, Girls 0.16 017 0.8 0.19 0.20 0.21 0.22
Lacrosse, Assistant Varsity, Girls 0125 0135] 0145 0155 017 0175 04185
Lacrosse, Junior Varsity, Girls 0125 0135] 0145 0155 017 0175 0185
Lacrosse, 9th Grade, Girls 0.09 0.10 on 012 013 014 015
Softball, Head Varsity 0.16 017 018 0.19 0.20 0.21 0.22
Softball, Assistant Varsity 0125| 0435 0.145( 0155 0.165 0175] 0.185
Softball, Junior Varsity 0125| 04135 0.145( 0155 0.165 0175| 0185
Softball, 9th Grade 0.09 010 on 012 013 014 015
Tennis, Head, Varsity, Boys on 012 013 014 015 0.6 017
Tennis, Junior Varsity, Boys 0.08 0.09 0.10 om 012 013 0.14
Track & Field, Head Varsity, Boys 0.16 017 0.8 0.19 0.20 0.21 0.22
Track & Field, Head Varsity, Girls 0.16 017 0.8 0.19 0.20 0.21 0.22
Track & Field, Assistant Varsity 0125| 0435 0.145( 0155 0.165 0175] 0185
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Track & Field, Middle School 0.09 010 on 012 013 0.14 015
Volleyball, Head Varsity, Boys 0.16 017 018 0.19 0.20 0.21 0.22
Volleyball, Assistant Varsity, Boys 0125 0435 04145 0155 0.165 0175 0.185
Volleyball, Junior Varsity, Boys 0125| 04135 0.145( 0155 0.165 0175| 0185
Volleyball, Grade 9, Boys 0.09 0.10 on 012 013 014 015
Years

ATHLETICS MULTI-SEASON o1 (234 56 |789 | 1011 | 121314 | 15+
Cheerleading Advisor, Sparkle (Fall/Winter) 0.09 0.10 on 012 013 014 015
Strength/Conditioning Coach: Fall .075| .0825 975 J105

Winter .075( .0825 975 105

Spring .075| .0825|.09.09| .975 JO5( 1125 1125( 12 12
Summer .075| .0825].09.09| .975 J05( 1125 1125( 12 12

ATHLETIC RENTAL

Stadium Site Manager/Rental Events

.0007 of base hourly rate

ATHLETIC EXTENDED SEASON

Varsity level coaches will receive an additional .01 per full week of an extended season due to the

state tournaments. Sports that are automatically entered into the state playoffs will not receive the

additional compensation until after their initial competition of the state playoffs has occurred. The

decision of who is eligible for this compensation will be made by the high school principal with head

coach input.

INTRAMURALS

Intramural Coordinator, High School 0.04 0.05 0.06 0.07 0.08 0.09 0.10

Intramural Coordinator, Middle School 0.04 0.05 0.06 0.07 0.08 0.09 0.10

Intramural Coordinator, Elementary 0.04 0.05 0.06 0.07 0.08 0.09 0.10
Years

FULL YEAR SUPPLEMENTALS 0/ 234 | 56 (789 | 1011 | 121314 | 15+

MUSIC - INSTRUMENTAL

Pep Band Director 0.03 0.04 0.05| 0.06 0.07 0.08 0.09

Pit Orchestra Director 0.03 0.04| 0.05| 0.06 0.07 0.08 0.09

Marching Band Director 0.20 0.21 0.22 0.23 0.24 0.25 0.26

Assistant Marching Band Director 015 0.6 0.17 018 0.19 0.20 0.21

Marching Band Instructor 0.07 0.08 0.09 0.10 on 012 013

Marching Percussion Director 015 0.16 017 018 019 0.20 0.21

Percussion Instructor 0.08 0.09 0.0 om 012 013 014

Color Guard Director 015 0.6 017 0.8 0.19 0.20 0.21
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Color Guard Instruction 0.08 0.09 0.10 omn 012 013 014
High School Concert Percussion

Instruction 0.08 0.09 0.10 on 012 013 014
Middle School Percussion Instructor 0.07 0.08 0.09 0.10 on 012 013
Middle School Color Guard Instructor 0.05 0.06 0.07] 0.08 0.09 0.0 oM
Middle School Jazz Band 0.05 0.06 0.07] 0.08 0.09 0.10 oM
MUSIC - VOCAL

Associated Music Functions, Vocal 0.20 0.21 0.22 0.23 0.24 0.25 0.26
Middle School Jazz Choir 0.05 0.06 0.07( 0.08 0.09 010 on
Vocal Music Choreographer, High School $30.00 per rehearsal, up to 50 rehearsals
Coordinators, Advisors, and Other

Positions

Club Advisor (K-12) 0.02 0.03 0.04| 0.05 0.06 0.07|] 0.08

Curriculum Related Field Trips Scheduled Outside the School Year will be paid a flat per diem rate of .0125 of

the base for each overnight stay

Elementary/Middle School Yearbook

Flat rate of 0.04

S.A.D.D. Advisor 0.03 0.04| 0.05| 0.06 0.07 0.08 0.09
Safety Patrol Advisor 0.03 0.04| 0.05| 0.06 0.07 0.08 0.09
Ski Club Coordinator 0.05 0.06 0.07] 0.08 0.09 0.10 oM
Student Government Middle School 0.03 0.04 0.05| 0.06 0.07 0.08 0.09
Student Government High School 0.04 0.05 0.06 0.07 0.08 0.09 010
Class Advisors High School 0.04 0.05 0.06 0.07 0.08 0.09 0.10
Link Crew Advisor 0.03 0.04| 0.05| 0.06 0.07 0.08 0.09
Academic Advisor 0.04 0.05 0.06| 0.07 0.08 0.09 0.10
VOFT Advisor 0.04 0.05 0.06| 0.07 0.08 0.09 0.10
SPEECH AND DRAMA

Choreographer, Musical 0.03 0.04 0.05] 0.06 0.07 0.08 0.09
Coordinator, Freshman One Acts 0.02 0.03 0.04 0.05 0.06 0.07 0.08
Director, Major Production 0.08 0.09 0.10 omn 012 013 014
Director, Musical 0.095( 0105| 0M5| 0125 0135 0145 0155
Director, Traveling Children’s

Production 0.06 0.07| 0.08] 0.09 0.10 om 012
Forensic Coach 0.07 0.08 0.09 0.10 oM 012 013
Musical Vocal Direct/Accompanist, High School 0.05 0.06 0.07] 0.08 0.09 0.10 on

PAC Director, High School

One period release time daily
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PAC Director, Middle School

$1500 per year

PAC Technician/Rental Events

.0007 of base hourly rate

Technical Director, Major Production 0.035| 0.045( 0.055| 0.065| 0.075 0.085| 0.095

Technical Director, Minor/Children’s Production 0.0135] 0.0145] 0.0155( 0.0165| 0.0175 0.0185| 0.0195

Technical Director, Musical 0.035| 0.045( 0.055| 0.065| 0.075 0.085| 0.095

Theatre Department

Coordinator/Director Major Production on 012 013 014 015 0.16 017
Years

TEACHER LEADERSHIP 0,1 234 | 56 |789| 1011 | 121314 | 15+

Afterschool Detention $15 per hour

Assistive Technology Team 0.02 0.03 0.04( 0.05 0.06 0.07 0.08

BLT Elementary & Middle School $1100 per year

Department Coordinator, High School

Guidance 012 013 014 015 0.16 017 018

Department Coordinator with Masters

3-10 teachers in department 0.06 0.07 0.08 0.09 012

11-15 teachers in department 0.07 0.08 0.09 0.10] 010 OM 011012 013

16+ teachers in department 0.08 0.09 0.10 on 012 013 014

Department Coordinator without Masters

3-10 teachers in department 0.05 0.06 0.07] 0.08

11-15 teachers in department 0.06 0.07 0.08 0.09 0.09 010 0111011012

16+ teachers in department 0.07 0.08 0.09 0.10] 010 OM 012 013

District Staff Development 0.03 0.04 0.05| 0.06 0.07 0.08 0.09

Resident Educator Mentor Coordinator

$4500 per year

Resident Educator Mentor

$1500 per resident educator

Speech Clinical Fellowship Participant Mentor

$1500 per participant

Extended Field Trips (per teacher)

Flat per diem paid at .01 of the base for each overnight stay.

IAT Coordinator 0.02 0.03 0.04| 0.05 0.06 0.07| 0.08
Local Professional Development Committee 0.03 0.04 0.05| 0.06 0.07 0.08 0.09
Middle School Team Leader 0.05 0.06 0.07( 0.08 0.09 0.10 0M
Facility Manager, High School Athletic 0.05 0.06 0.07 0.08 0.09 01 on
Facility Manager, Middle School Athletics 0.05 0.06 0.07 0.08 0.09 01 on
Parent-Teacher Organization Advisor 0.02 0.03 0.04 005 0.06 0.07 0.08
Vocational Coordinator, High School 0.08 0.09 010 on 012 013 014

District Master Teacher Committee

$100 for initial MT application. $50 for renewal MT application
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IAPPENDIX E - STANDARDS-BASED TEACHER EVALUATION POLICY

BRUNSWICK CITY SCHOOL DISTRICT BOARD OF EDUCATION
STANDARDS-BASED TEACHER EVALUATION POLICY

STANDARDS-BASED TEACHER EVALUATION

The Board of Education is responsible for a standards-based teacher evaluation policy which conforms
to the framework for evaluation of teachers as approved by the State Board of Education and aligns
with the "Standards for the Teaching Profession" as set forth in State law.

The Board adopts the Ohio Teacher Evaluation System ("OTES") model as approve
by the State Board of Education.

The Board believes in the importance of ongoing assessment and meaningful feedback as a powerful
vehicle to support improved teaching performance and student growth, as well as promotion and
retention decisions for teachers.

This policy shall be implemented as set forth herein and shall be included in the collective bargaining
agreement with the Brunswick Education Association, and in all extensions and renewals thereof.

This policy has been developed in consultation with teachers employed by the Board.

The Board authorizes the Superintendent to establish and maintain an ongoing OTES Committee with
continuing participation by District teachers represented by the BEA for the express purpose of
recommending necessary changes to the Board for the appropriate revision of the policy.

Definitions

"OTES" - Stands for the Ohio Teacher Evaluation System as adopted by the Ohio State Board of
Education in 2011, or as otherwise modified by the State Board of Education.

"Teacher" — For purposes of this policy, "teacher" means licensed instructors who spend at least fifty
percent (50%) of his/her time providing content-related student instruction and who is working under
one (1) of the following:

A license issued under R.C. 3319.22, 3319.26, 3319.222 or 3319.226; or

A permanent certificate issued under R.C. 3319.222 as it existed prior to September, 2003; or
A permanent certificate issued under R.C. 3319.222 as it existed prior to September, 2006; or
A permit issued under R.C. 3319.301.

CoOow>

Substitute teachers and teachers not meeting this definition are not subject to evaluation under this
policy. Full time bargaining unit members who do not meet the definition will be evaluated utilizing the
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evaluation procedures of the collective bargaining agreement in effect between the Board and the
BEA.

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

A. meets the eligibility requirements under R.C. 3319.111(D); and

B. holds a credential established by the Ohio Department of Education (ODE) for teacher
evaluation; and

C. has completed State-sponsored evaluation training and has passed an online credentialing
assessment.

The Board shall authorize the Superintendent/designee to approve and maintain a list of credentialed
evaluators as necessary to effectively implement this policy.

"Core Subject Area" — means reading and English language arts, mathematics, science, foreign
language, government, economics, fine arts, history and geography.

"eTPES" — is the Electronic Teacher and Principal Evaluation System (eTPES) is the electronic system
used by the District to report evaluation data to ODE.

"Evaluation Cycle" — is the period of time for the completion of the evaluation procedure. The
evaluation cycle is completed when student growth measures resulting from assessments that were
administered in the previous school year are combined with the teacher performance ratings resulting
from performance assessments that are conducted for the current school year to assign a summative
evaluation rating.

"Evaluation Factors" — refers to the multiple measures that are required by law to be used in the
teacher evaluation procedure. The two (2) factors, which are weighted equally, are student growth
measures at fifty percent (50%) and teacher performance at fifty percent (50%).

"Evaluation Framework" — means the document created and approved by the Ohio Department of
Education (ODE) in accordance with R.C. 3319.111(A) that establishes the standards-based framework for
the evaluation of teachers developed under R.C. 3319.112.

"Evaluation Instruments" — refers to the forms used by the teacher’s evaluator. Those forms,
developed by the ODE, are located in the Appendix to this policy.

"Evaluation Procedure" — the procedural requirements set forth in this policy are intended to provide
specificity to the statutory obligations established under R.C. 3319111 and R.C. 3319.112 and to conform

to the framework for the evaluation of teachers developed under R.C. 3319.112.

"Evaluation Rating" — means the final summative evaluation level that is assigned to a teacher
pursuant to terms of this policy. The evaluation rating is assigned at the conclusion of the evaluation
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cycle when the teacher performance rating is combined with the results of student growth measures
where fifty percent (50%) of the evaluation rating is based on student growth measures as provided for
in this policy and fifty percent (50%) the evaluation rating is based on a teacher performance rating as
provided for in this policy. Each completed evaluation will result in the assignment of one (1) of the
following evaluation ratings to Accomplished, Skilled, Developing, or Ineffective

"Student Growth" — means a unit of academic growth projected for a student over specified period of
time, and which has been established according to a set of procedures defined either by the
value-added data system provider employed by the State of Ohio or by the school district for approved
vendor assessments or locally developed student learning objectives (SLOs).

"Student Learning Objectives" ("SLOs") - include goals identified by a teacher or group of teachers
that identify expected learning outcomes or growth targets for a group of students over a period of
time.

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

"Value-Added" — refers to the EVAAS Value-Added methodology provided by SAS, Inc., which
provides a measure of student progress at the District and school level based on each student’s scores
on State-issued standardized assessments.

"Vendor Assessment" — student assessments approved by the Ohio Department of Education (ODE)
that measure mastery of the course content for the appropriate grade level, which may include
nationally normed standardized assessments, industry certification exams, or end-of-course
examinations for grade level and subjects for which the Value-Added measure does not apply.

"Teacher Performance" — is the assessment of a teacher’s performance, resulting in a performance
rating. As an evaluation factor, the teacher performance dimension is based on direct observations of
a teacher’s practice (including materials and other instructional artifacts) and walkthroughs that are
performed by a credentialed evaluator. Teacher performance results are reported as a teacher
performance rating that may be coded as "1" indicating lowest performance to "4" indicating highest
performance. (1= Ineffective, 2=Developing, 3=Skilled, 4=Accomplished)

"Teacher-Student Data Linkage" (TSDL) — refers to the process of connecting the teacher(s) of record
(based upon above definition) to a student and/or defined group of students’ achievement scores for
the purpose of attributing student growth to that teacher.

Standards-Based Teacher Evaluation

Teacher evaluations will utilize multiple factors, with the intent of providing meaningful feedback to
each teacher and assigning an effectiveness rating based in equal part upon teacher performance and
student growth.

Each teacher evaluation will result in an effectiveness rating of:
A. Accomplished;
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B. Skilled;
C. Developing; or
D. Ineffective

The specific standards and criteria for distinguishing between these ratings/levels of performance shall
be the same as those developed by the State Board of Education, which are incorporated herein by
reference.

The Brunswick City School District will utilize eTPES for reporting compliance with the Standards Based
Teacher Evaluation process. The Superintendent or Superintendent Designee shall annually cause to
be filed a report to the department of education the number of teachers for whom an evaluation was
conducted as well as the number of teachers assigned each rating as set forth above, aggregated by
teacher preparation programs from which and the years in which the teachers graduated. The Board
will utilize the ODE's guidelines for reporting this information.

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

The Board may elect not to evaluate a teacher who was on leave from the School District for fifty
percent (50%) or more of the school year and/or submitted notice of retirement that was accepted by

the Board no later than December 1st of the year the teacher was scheduled to be evaluated.

Assessment of Teacher Performance

Teacher performance will be evaluated during formal observations and periodic informal observations
also known as "classroom walkthroughs." Such performance, which will comprise fifty-percent (50%) of
a teacher’s effectiveness rating, will be assessed through a holistic process by trained and
credentialed evaluators based upon the following Ohio Standards for the Teaching Profession:

A. Understanding student learning and development and respecting the diversity of the students
they teach;

B. Understanding the content area for which they have instructional responsibility;

C. Understanding and using varied assessment to inform instruction, evaluate and ensure student
learning;

D. Planning and delivering effective instruction that advances individual student learning;

E. Creating learning environments that promote high levels of learning and student achievement;

F. Collaborating and communicating with students, parents, other educators, District administrators
and the community to support student learning; and

G. Assuming responsibility for professional growth, performance and involvement.

Formal Observation and Classroom Walkthrough Sequence
Procedure
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. A written evaluation using observations, artifacts, inputs (see paragraphs D & E below) and
conferences shall be made annually for all bargaining unit members in the following manner for
the 2014-2015 school year:

Annual evaluations to be based on the Final Summative Teacher Performance Rating.

a. Accomplished Rating: once every three (3) years*;
b. Skilled Rating: annually;
c. Developing/Ineffective Rating: annually.

*Unless otherwise required if SGM/VA does not remain “average or higher” during the most
recent school year. If SGM/VA data is “approaching average” or “least effective”, a full
evaluation will be required the subsequent year. The cycle of once every three (3) years starts
over if an evaluation is required.

. A written evaluation using observations, artifacts, inputs (see paragraphs D & E below) and
conferences shall be made on a bargaining unit member the year he/she becomes eligible for
and provides timely notice of eligibility for a continuing contract (tenure).

. Evaluations shall be conducted by credentialed employees of the Board of Education that have
a role in supervision of the bargaining unit member in his/her performance of duties. When
input from administrators other than the evaluating administrator is provided, the input must be
based on direct observation and, if negative, the administrator(s) must have shared the
information with the bargaining unit member and must have submitted it in writing to the
teacher and evaluating administrator prior to its inclusion on an evaluation.

. No bargaining unit member will be required to evaluate another bargaining unit member unless
he/she serves as a PAR consultant. Bargaining unit members in the roles of coordinators (for
example, high school department chairs, middle school subject areas-coordinators, team
leaders, elementary grade-span coordinators, prevention coordinators) may provide inputs to be
included in the evaluation process. The inputs need to be:

a. Within the scope of the bargaining unit members’ responsibilities.

b. Based on direct observation and/or supported by documentation. Administrators will
weigh the validity and value of all such inputs prior to referencing them in a formal
evaluation.

Notification of Evaluator

A written notification for evaluation identifying the primary evaluator shall be made no later than
September 1st of the evaluation year. The evaluator may change until September 30th, if the
previous year’s Value Added data comes back “least effective” or “approaching average”. (If a
new evaluator is assigned, all evaluation data collected by the previously assigned evaluator,
will be null and void, unless otherwise agreed upon by the bargaining unit member.) Bargaining
unit members whose notice of resignation is submitted by December 1st, or bargaining unit
members who are out on leave for 50% or more of the school year, shall be exempt from the
evaluation process.

128



F. Teacher Performance Evaluations (percentage that is consistent with Ohio Revised Code of Final
Summative Rating) The Final Summative Teacher Performance Rating will be 50% of the Final
Summative Rating of Teacher Effectiveness. The evaluation will be completed by May 1st and
each teacher will be provided a written report of the results of his/her evaluation on or before
May 10th.

G. Evaluation designation is determined based on the Final Summative Teacher Performance
Rating from the previous evaluation. For the 2014-2015 School year, evaluations will be
completed as follows:

All teachers will be responsible for either a Professional Growth Plan or a Professional
Improvement Plan. A Professional Improvement Plan must be completed by any teacher who
received an “Ineffective” in any area of the Teacher Performance Rubric or if Value-Added data
from the previous year is either “least effective” or “approaching average.” All plans are due to
the evaluator no later than October 15th.
a. Developing/Ineffective Final Summative Teacher Performance Rating or No
evaluation conducted in the 2013-2014 school year:

Evaluation will be considered a “Full Evaluation” consisting of the  following:

i. Two (2) formal observations each consisting of:

1. A preconference;

2. A minimum of thirty (30) minute observation to include beginning, middle
and end of instruction; and,

3. Post conference with written feedback will include areas of reinforcement,
areas of refinement, suggestions for improvement as appropriate, and will
document any areas of concern, within ten (10) days of each observation.

ii.  Administration may conduct additional unannounced formal observation:

1. If administration indicates an area of concern, after an initial formal
observation;

2. Not within seven (7) days of addressing the area of concern as documented
in a post conference;

3. If student safety is a concern, the unannounced formal observation may be
conducted within 7 days of addressing the area of concern with the
bargaining unit member.

iii.  Informal observations/walk-throughs:

1. A minimum of four (4);

2. A minimum of two (2) informal observations/walk-throughs per semester;

3. A minimum of (ten) 10 minutes in length; and,

4. Written feedback within (two) 2 days of informal observation/walk-through.

b. Skilled Final Summative Teacher Performance Rating:
Evaluation would be considered a “Modified Evaluation” consisting of the following:
i. One (1) formal observation, in the first semester, consisting of:
1. A preconference;
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2. A minimum of thirty (30) minute observation to include beginning, middle
and end of instruction; and,

3. Post conference with written feedback will include areas of reinforcement,
areas of refinement, suggestions for improvement as appropriate, and will
document any areas of concern, within ten (10) days of each observation.

ii. Informal observations/walk-throughs:

1. A minimum of two (2);

2. A minimum of one (1) informal observations/walk-throughs per semester;

3. A minimum of (ten) 10 minutes in length; and,

4. Written feedback within (two) 2 days of informal observation/walk-through.

iii.  Administration may conduct additional announced/unannounced formal
observation:

1. If administration indicates an area of concern, after an initial formal
observation;

2. Not within seven (7) days of addressing the area of concern as documented
in a post conference;

3. If student safety is a concern, the unannounced formal observation may be
conducted within 7 days of addressing the area of concern with the
bargaining unit member.

c. Accomplished Final Summative Teacher Performance Rating:

No formal evaluation. In any year in which a teacher who has not been formally
evaluated as a result of having previously received a rating of accomplished, a
credentialed evaluator shall conduct at least one (1) observation of the teacher and hold
at least one conference with the teacher.

i.  One (1) formal, unannounced observation consisting of:

1. A minimum of thirty (30) minute observation to include beginning, middle
and end of instruction; and,

2. Post conference with written feedback will include areas of reinforcement,
areas of refinement, suggestions for improvement as appropriate, and will
document any areas of concern, within ten (10) days of each observation.

H. Limited Contract Teachers
Bargaining Unit Members on a limited contract who are under consideration for
renewal/nonrenewal will be subject to a “Full Evaluation” that will include at least three (3)
formal observations in addition to periodic classroom walk-throughs, unless the Superintendent
waives the third observation.

I. Accomplished Rated Teacher
A teacher who has been granted a continuing contract by the Board of Education AND receives
a rating of “Accomplished” on his/her most recent evaluation, shall be evaluated once every
three (3) years, unless otherwise required if SGM/VA does not remain “average or higher”
during the most recent school year. If SGM/VA data is “approaching average” or “least
effective”, a full evaluation will be required the subsequent year. The cycle of once every three
(3) years starts over if an evaluation is required. Student growth measures will still be reported
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on an annual basis.

J. Arequest for artifacts may be for no more than five (5) artifacts per standard (Instructional
Planning, Instruction and Assessment and Professionalism). The request must allow the teacher
a minimum of seven (7) days to provide the requested items. During the evaluation process, the
administrator may request additional artifacts.

K. The Final Summative Rating of Teacher Effectiveness shall consist of the following:

a. Final Summative Teacher Performance Rating based on the Teacher Performance
Evaluation Rubric = 50% (The Teacher Performance Evaluation Rubric will include a rating
for each of the standards and include written documentation of evidence to support that
rating and will include the Final Summative Rating.)

b. Student Growth Measure = 50%

L. Any bargaining unit member receiving an “Ineffective” rating in one or more of the standards on
the Teacher Performance Evaluation Rubric will receive a “Full Evaluation.”

M. A bargaining unit member shall sign a completed copy of his/her written evaluation. A copy of
all written evaluations shall become part of the personnel file of the bargaining unit member.
Signing acknowledges receipt of the evaluation and that the conference took place.

N. The OTES Committee shall be comprised of six (6) representatives appointed by the BEA and
six (6) representatives appointed by the Superintendent/designee. The Committee will meet at
least 3 times throughout the school year to evaluate the OTES process, procedures and forms,
and make appropriate recommendations for the change of board policy and contract language.

Evaluations will be completed by May 1st and each teacher will be provided a written report of the
results of his/her evaluation by May 10th. Written notice of nonrenewal will be provided by June 1st.

In evaluating teacher performance in these areas, the Board shall utilize the measures set forth by the
Ohio Department of Education’s OTES "Teacher Performance Evaluation Rubric" for instructional
planning, instruction and assessment, and professionalism, set forth herein in the Appendix.

Assessment of Student Growth

In determining student growth measures, the Board adopts the Ohio Department of Education’s Ohio
Teacher Evaluation System (OTES), which calculates student growth by assessing achievement for an
individual student occurring between two (2) points in time. It is important to note that a student who
has forty-five (45) or more absences for the school year will not be included in the determination of
student academic growth.

In general, the Board will utilize the following categories to determine this aspect of a teacher’s
evaluation, depending upon the instructor involved:
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A1. Teachers instructing in value-added subjects exclusively';

A2. Teachers instructing in value-added courses, but not exclusivelyz;

OR
B. Teachers instructing in areas with Ohio Department of Education approved vendor
assessments with teacher-level data available; or

C. Teachers instructing in areas where no teacher-level value-added or approved vendor
assessment available.3

Where value-added methodologies exist for A1 and A2 teachers, the Board will utilize them in the
evaluation process, to the extent set forth in the Appendix of the "District Student Growth
Measurement Index." Teachers instructing in value-added courses, but not exclusively, will utilize
teacher value-added and locally determined measures proportionate to the teacher’s schedule.

When an approved Ohio Department of Education vendor assessment is utilized in the measurement
of student growth, it will be included in the evaluation process for B teachers to the extent set forth in
the Appendix of the "District Student Growth Measurement Index."

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

An SLO must be based upon the following criteria: Baseline and Trend Data, Student Population,
Interval of Instruction, Standards and Content, Assessment(s), Growth Targets, and Rationale for
Growth Targets. When new SLO’s are developed or revised, the process will include consultation with
teachers employed by the Board. The Board’s process for creating and revising SLO’s is set forth in
the Appendix of the "District OTES Student Growth Measures Manual."
Data from these approved measures of student growth will be scored on five (5) levels in accordance
with the Ohio Department of Education/OTES guidance and converted to a score in one (1) of three (3)
levels of student growth:

A. Above

B. Expected

C. Below
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Student Growth Measures (SGM)

When utilizing vendor assessments to construct SGMs, all related materials shall be purchased, and all
affected staff shall be trained on utilization and other considerations by September 30th. The SGM
Committee will review and provide feedback on the effectiveness of any vendor assessment and make
recommendations for addressing any issues relating to those assessments.

When utilizing SLOs to construct SGMs, the teacher shall submit the completed SLO template for
approval of the SLO based upon the timeline submitted by the Superintendent.

1. The Superintendent shall review all submitted SLOs based upon the submitted timeline.
2. Any SLO that is rejected by the Superintendent shall be returned to the teacher/group with
specific designation of deficiencies by the published timeline with five (5) days for the

resubmittal of the corrected SLO.

Teachers shall administer the final assessment to determine student growth as defined in the approved
SGMs.

High stakes employment decisions will not be materially informed by consideration of the student
growth portion of the teacher evaluation unless or until there has been a minimum of three
consecutive years of SGM data from the same grade level, subject matter, and/or age level (i.e., until
the beginning of the 2016-2017 school year).

The District may use shared attribution SGM scores as determined in consultation with the OTES
Committee.

Final Evaluation Procedures

Each teacher’s performance rating will be combined with the assessment of student growth measures
to produce the summative evaluation rating in accordance with the OTES guidelines developed by the
Ohio Department of Education.

Teachers shall sign a completed copy of his/her written evaluation. A copy of all written evaluations
shall become part of the personnel file of the teacher. Signing acknowledges receipt of the evaluation
and that the evaluation conference took place.

Response to Evaluation

The teacher shall have the right to make a written response to the evaluation and to have it attached to

the evaluation report to be placed in the teacher's personnel file.

Core Subject Teachers - Testing for Content Knowledge
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Beginning with the 2015-2016 school year, core subject area teachers must register for and complete
all written examinations of content knowledge selected by the Ohio Department of Education if the
teacher has received an effectiveness rating of "Ineffective” on his/her annual evaluation for two (2) of
the three (3) most recent school years.

If a teacher passes the examination set forth above and provides proof of that passage to the Board,
the teacher will be required, at the teacher's expense, to complete professional development that is
targeted to the deficiencies identified in the teacher's evaluations conducted under this policy.

The following may be grounds for termination of a teacher pursuant to R.C. 3319.16:

A. failing to complete all required written examinations under this section;

B. a failing score on a written examination(s) taken pursuant to this section;

C. arating of "ineffective" on the teacher’s next evaluation after passing all written examinations
pursuant to this section and after completion of the required professional development; or

D. failure of a teacher to complete the required professional development.

Any teacher passing the examination set forth above will not be required to take the examination again
for three (3) years, regardless of the teacher's evaluation ratings or the performance index score
ranking of the building in which the teacher teaches.

No teacher shall be responsible for the cost of taking an examination set forth above.
Board Professional Development Plan

In accordance with the Ohio State Board of Education’s Statewide evaluation framework, the Board has
adopted a specific plan for the allocation of financial resources to support the professional
development of teachers covered by this policy. The plan will be reviewed annually.

Retention and Promotion Decisions/Removal of Poorly Performing Teachers

It is the purpose of this Standards-Based Teacher Evaluation Policy to improve the quality of instruction,
enhance student learning and strengthen professional competence through meaningful feedback and
targeted professional development. In addition, the evaluations produced will serve to inform the
Board on employment decisions, i.e., retention, promotion of teachers, renewal of teaching contracts,
and the removal/nonrenewal of poorly performing teachers.

Definitions:

"Retention" - for purposes of this policy refers to employment decisions on the question of whether or
not to suspend a contract pursuant to a reduction in force, nonrenew a limited or extended limited
contract, or terminate employment for good and just cause. In the case of a reduction in force, seniority
will not be considered when making decisions on contract suspensions, except in the instance of
comparable evaluations. The decision to nonrenew or terminate the contract of a poorly performing
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teacher may be informed by the evaluation(s) conducted under this policy. However, decisions to
nonrenew or terminate a teaching contract are not limited by the existence of this policy.

"Promotion" - as used in this context is of limited utility given the fact that teachers covered by this
policy are not currently employed in any discernible hierarchy. Nevertheless, when making decisions
relative to such matters as determining department or grade level chairpersons, selections to curricular
or strategic planning bodies, or teaching assignments, the Board will consider teacher performance as
indicated by evaluations.

"Poorly Performing Teachers" - refers to teachers identified through the evaluation process set forth in
this policy who demonstrate an inability and/or unwillingness to meet the reasonable expectations of
this standards-based evaluation system.

"Comparable Evaluations" - For the transition period ending on July 31, 2016, comparable evaluations
of OTES teachers will be based solely upon teacher performance evaluation ratings with teachers
placed in one of two (2) categories: (1) Accomplished, Skilled and Developing and (2) Ineffective.

Removal of Poorly Performing Teachers

"Poorly Performing Teachers" refers to teachers identified through the evaluation process as well as
those Brunswick Education Association members who do not meet the definition of "teacher" set forth
in this policy who demonstrate an inability and/or unwillingness to meet the reasonable expectations of
a standards-based evaluation system.

Nothing in this policy will be deemed to prevent the Board from exercising its rights to non-renew,
terminate, or suspend a teaching contract as provided by law and the terms of the collective
bargaining agreement in effect between it and the Brunswick Education Association. The evaluation
system and procedures set forth in this policy shall not create an expectation of continued employment
for teachers on a limited contract that are evaluated under this policy. The Board reserves the right to
non-renew a teacher evaluated under this policy in accordance with R.C. 3319.11 notwithstanding the
teacher's summative rating.

R.C. 3319.02, 3319.11, 3319111, 3319112, 3319.22, 3319.222, 3319.226
R.C. 3319.26, 3319.58, 3333.0411
A.C. 3301-35-03(A
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APPENDIX F - PEER ASSISTANCE AND REVIEW (PAR) PROGRAM

PEER ASSISTANCE AND REVIEW (PAR) PROGRAM (In order to facilitate compliance with OTES and to
address other changes, prior to reinstatement, the parties agree that the PAR language will be
reviewed and changes agreed upon prior to implementation.)

16.015

The Association and the Board of Education believe that optimum student performance can be
achieved only if there is a qualified teacher in every classroom. The parties believe, further, that a peer
assistance and review (PAR) program, the primary goals of which are to provide help to teachers
entering the profession and to improve the performance of a veteran teacher who is not performing at
an acceptable level, can significantly contribute to the attainment of this objective.
A. PAR contains three (3) components: the Entry Year Program, the Intervention Program, and the
Self-Referral Program.
B. Program support will be furnished by the Board of Education. The PAR program may be
terminated any time by either the Board of Education or the BEA for the succeeding school year.
If the administration plans to reinstate the PAR program they will notify the BEA by May 1 of the
preceding school year.

16.016 Entry Year Program

A. The entry year teacher is a teacher in the first year (or second year in some limited instances) of
employment and all teachers newly hired into the Brunswick School District, regardless of years
of service. All entry year teachers must participate in the program. The PAR panel will have the
authority to exclude a teacher from the program because of special job-related considerations.

B. A consulting teacher will assume full responsibility for the evaluation of the entry year teacher
and make recommendations to the PAR panel for employment decisions. As part of the entry
year program, the consulting teacher will:

a. Meet with the entry year teacher to discuss the PAR program.

b. Act as a mentor to the entry year teacher, providing support, guidance, and formative
assistance.

c. Observe the participating teacher and assess teaching performance.

d. Communicate regularly with the building principal regarding the progress of the program
participant and to discuss reports.

C. The PAR panel will monitor the progress of each participant by reviewing status reports and
evaluations regularly submitted by PAR consultants according to a schedule developed annually
by the PAR Entry Year Coordinator and the Personnel Director.

D. Not later than six (6) weeks after initiation of the PAR program, the participant may request to
have a new consulting teacher which may be assigned at the discretion of the PAR panel. The
entry year teacher will be given notification of the deadline date in writing.

E. Employment recommendations (contract renewal, nhon-renewal or termination) for entry year
participants will be made by the PAR panel to the Superintendent. The recommendation will be
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F.

G.

H.

16.017

for one of the following:

a. Positive release — participant meets performance goals and is recommended for release
from the program and contract renewal.

b. Continuation in PAR — continue participation in program for up to one additional school
year as determined by the PAR consultant and the PAR panel in order to achieve goals
(with the exception of entry year teachers who, having attained tenure in another district,
become eligible to be considered for tenure at the end of their second year in the District
and will be evaluated by an administrator).

c. Termination/nonrenewal — participant does not meet goals. Consulting teacher
recommends termination or nonrenewal to PAR panel.

An entry year teacher shall be held harmless in the event that the employer fails to provide a
consulting teacher.

Entry year teachers assigned to the PAR program will retain all rights under the agreement and
under Ohio Revised Code.

The evaluation procedures set forth in Article 16 shall supersede and prevail over Ohio Revised
Code Section 3319.111. Any alleged violation of the procedural aspects related to Article 16 shall
be subject to binding arbitration pursuant to Article 4. Any recommendation by the PAR
program panel regarding termination or nonrenewal and any Board action on the
recommendation of the PAR program panel for termination or nonrenewal will not be subject to
challenge under either the grievance procedure contained in Article 4 or under Ohio Revised
Code Sections 3319.11, 3319111, or 3319.16 as the procedures afforded to PAR participants satisfy
the participants’ constitutional and statutory due process rights.

Intervention Program

The intervention program is designed to assist novice or experienced teachers who are having
difficulty. The teacher is placed in the program if he or she receives a score of unsatisfactory on
any category of the District applicable evaluation instrument. Once a teacher is approved for
intervention, he/she will not be involuntarily transferred into a new assignment. A PAR
consultant will be assigned to the individual.

A consulting teacher will assume full responsibility for the evaluation of the intervention teacher
and make recommendations to the PAR panel for employment decisions. The consulting
teacher will:

a. Meet with the building principal, prior to working with a teacher newly identified for
intervention, to discuss the case. The building principal will identify problems and offer
suggestions for improvement.

b. Meet with the participating teacher to discuss the PAR program intervention and goal
setting process.

c. Observe the participating teacher and assess teaching performance for the purpose of
determining performance goals.

d. Meet with the building principal and program participant to establish specific
performance goals necessary to raise the participant’s performance to an acceptable
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level. If specific subject or program-related concerns are involved, program consultants
and supervisors may also be included in this conference.
e. Frequently observe the participant, having both pre-observation and post-observation

conferences as often as practical to provide support, guidance, and formative assistance.
Subject area consultants and special program area supervisors may be included as
frequently as deemed necessary by the consulting teacher.

C. Continuously update the building principal regarding the progress of the program participant

and review reports.

D. Not later than six (6) weeks after initiation into the PAR program, the participant may request to
have a new consulting teacher which may be assigned at the discretion of the PAR panel. The
intervention teacher will be given notification of the deadline date in writing.

E. The PAR panel may call on building principals, PAR consultants, or other school system
personnel to participate in discussions regarding the progress and program status of participant.

The PAR panel will monitor the progress of each participant by reviewing status reports and
evaluations regularly submitted by PAR consultants. PAR consultants will share their
recommendations with intervention teachers prior to making that recommendation to the PAR
panel. When the panel receives a final status report from a consulting teacher stating that a PAR
program participant needs no further assistance or that further assistance will not be productive,
a written report of the participant’s performance status is completed and signed by all six panel
members. Subsequently, in cases where it is determined that further assistance will not be
productive, the PAR chairperson, BEA president/vice president, and the Personnel Director will
have a conference with the participant to review the report and receive his/her signature. The
intervention teacher shall be required to sign the final PAR panel report. Signing the report
does not necessarily mean agreement; rather that he/she has reviewed and received a copy of
the report. A signed copy of all such reports will be forwarded to the Personnel Director for
inclusion in the participants’ personnel files.

F. Employment recommendations for intervention participants will be made by the PAR panel to
the Superintendent. The recommendation will be for one of the following:

a. Positive release — participant meets performance goals and is recommended for release
from the program.

b. Continuation in PAR — continue participation in program in order to achieve goals (with
the exception of employees on extended limited contracts who will be evaluated by an
administrator for the next evaluation cycle).

c. Termination/nonrenewal — participant does not meet goals. Consulting teacher
recommends termination or nonrenewal to PAR panel.

G. Participation in the PAR program continues until the participant is released by the PAR panel.
For teachers who are not on extended limited contracts, such release may take place at any
time during but no later than two (2) years from his/her initial placement into PAR intervention. A
teacher on an extended limited contract must be released within one (1) year from initial
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placement. After a participant is released from the PAR program, he/she cannot be readmitted
to PAR for the same deficit areas.

H. Tenure Eligibility for Intervention Teachers
a. Inthe year in which a teacher receives an unsatisfactory rating in any performance area,
the teacher shall not be eligible for a continuing contract of employment. Teachers who
receive an unsatisfactory rating on their administrative performance evaluation will select
one (1) of the two (2) following options. Those having less than two years remaining on
their current contract will receive an extended limited contract of one or two years as
appropriate to facilitate the option of their choice.

i.  Participation in PAR intervention in accordance with the terms outlined in this
Article for one (1) year and be subject to administrative evaluations for a
subsequent year.

ii. Decline PAR intervention and be subject to administrative evaluation as set forth in
Section I. below.

b. First-year intervention teachers who become tenure-eligible and who receive a “U” on
any area of the PAR evaluation may be recommended by the PAR consultant for an
additional year of PAR intervention. If the additional year of intervention is granted by the
PAR panel, and the teacher is positively released at the end of that year, the teacher will
be subject to administrative evaluation for tenure the following year. An extended limited
contract of one or two years will be granted if necessary to facilitate this process. First or
second year intervention teachers may be terminated at the end of the year of
intervention based on unsatisfactory performance in a goal area.

I. The administrative evaluation procedure for a tenure-eligible teacher who has received an
unsatisfactory on his/her last regular evaluation will be as follows:

a. The teacher will receive a minimum of two (2) formal evaluations, the first to be
completed and shared with the teacher before the end of the first semester and the
second to be completed and shared with the teacher on or before March 15.

b. Each evaluation will include at least one (1) announced formal observation with a
pre-observation conference and at least one (1) unannounced formal observation, in
addition to any informal observations.

c. All formal observations will be followed by a conference between the evaluator and the
teacher within ten (10) days of the observation. During the post-observation
conferences, the evaluator will provide the teacher with specific written suggestions
toward improvement. There will be no plan of improvement other than the suggestions
for improvement.

d. The final evaluations will utilize the experienced teacher evaluation form.

To the extent that the specific terms of this portion of this Article are inconsistent with Article 12,
Article 14, or Article 16, the language herein governs these evaluation procedures and
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supercedes ORC 331911 and 3319.111. Section 12.03 of this Agreement will not be utilized so
long as the PAR program is implemented.

J. Teachers assigned to the PAR intervention program will retain all contractual and legal rights
except as set forth in paragraph (K) below.

K. The evaluation procedures set forth in Article 16 shall supersede and prevail over Ohio Revised
Code Section 3319.111. Any alleged violation of the procedural aspects related to Article 16 shall
be subject to binding arbitration pursuant to Article 4. Any recommendation by the PAR
program panel regarding termination or nonrenewal and any Board action on the
recommendation of the PAR program panel for termination or nonrenewal will not be subject to
challenge under either the grievance procedure contained in Article 4 or under Ohio Revised
Code Sections 3319.11, 3319111, or 3319.16 as the procedures afforded to PAR participants satisfy
the participants’ constitutional and statutory due process rights.

16.018 Self-Referral Program

A. The self-referral program is designed to assist teachers who feel they could benefit from the
assistance and resources of the PAR Program. A teacher desiring such assistance must submit
a request for self-referral to the BEA President/Vice President or the Personnel Director. This
written request must state the teacher’s reasons for requesting admittance to the program (e.g.,
new grade level or subject assignment, concern from the principal’s evaluation, concerns
regarding student achievement on local or state mandated assessments, etc.) and must be
submitted between May 15th and June 30th (except in cases of involuntary transfer in
assignment after June 30th).

B. The PAR Panel will review any self-referral requests. The determination to accept the
self-referral candidate into the program may be based on the individual’s situation and/or the
workload of the PAR consultants.

C. The PAR Panel will make a recommendation to the Superintendent on whether or not to accept
the referral candidate into the PAR Program. The Superintendent will make the final decision. If
accepted, the panel will notify the teacher and the building principal of the final decision and a
consultant will be assigned. At the point of acceptance into PAR the teacher’s participation in
the program is no longer voluntary. The building principal will remain the primary evaluator of
the self-referral teacher. Evaluation will be carried out in accordance with Article 12 of this
agreement. If the teacher’s self-referral request is denied, upon his/her request, the
Superintendent and the PAR Panel Chair or Co-Chair will meet with the teacher to explain why
he/she was not accepted.

D. As part of the Self-Referral Program, the consulting teacher will:

a. Complete a goal setting agreement in cooperation with the self-referral teacher.
b. Provide regular written documentation to the self-referral teacher and to the PAR Panel
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regarding the progress the teacher is making toward his/her assigned goals. The
self-referral teacher may choose to share this information with his/her principal.

c. Dialogue with the principal regarding the progress of the self-referral candidate. The
principal may offer suggestions regarding the specific identified goal areas. The principal
will not quote or reference information shared by the PAR consultant in the written
evaluation.

E. No later than six (6) weeks after the initiation into the PAR self-referral program, the participant
may request to have a new consulting teacher which may be assigned at the discretion of the
PAR Panel. The self-referral teacher will be given notification of the deadline date in writing.

F. If the self-referral teacher receives an unsatisfactory rating in any part of his/her formal
evaluation for the year, he/she will be placed in the PAR Program for the following year as an
intervention teacher.

G. The self-referral teacher will be released from the PAR Program at the end of the school year.
The PAR consultant’s final report on a self-referral teacher will include whether or not each goal
has been successfully met. The self-referral teacher will determine if the final report is to be
placed in his/her personnel file.

H. The contractual and legal rights of self-referral teachers will be honored.

I. Ateacher who becomes eligible for tenure while enrolled in the self-referral component of the
PAR program will not be considered for tenure during the year of PAR assistance. During the
subsequent year(s) he/she will follow one of the two (2) courses of action below:

a. Ifthe teacher receives a “U” in one or more areas of the evaluation completed by his/her
administrator during the PAR self-referral year, he/she is assigned to PAR intervention for
the next year, and the terms and conditions of 16.01 of this Agreement apply.

b. The teacher completes the year of self-referral assistance and undergoes administrative
evaluation for tenure in the next school year in accordance with Article 12 and Article 16
of this Agreement.

The teacher will receive a one-year extended limited contract, if necessary, to allow for
administrative evaluation in the year following assistance through PAR self-referral.

J. After release from any of the PAR Program components, teachers will not be permitted to apply
for self-referral for a period of one school year.

16.019 Peer Assistance & Review (PAR) Panel
A. The PAR panel is composed of three members appointed by the Brunswick Education
Association (including the president or vice president and two other teachers representing

elementary, middle, and high school) and three members appointed by the Superintendent
(including the Personnel Director and at least one principal).
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B. Chair will rotate annually between the two parties, with a panel year defined as August 1-July 31.

C. To meet, five sixths (5/6) of the members of the panel must be present.

D. The PAR panel will:

a.

—h

g.

Establish operational procedures, approve the development of necessary forms and
documents, and generally manage the PAR program. The panel will meet a minimum of
three (3) times a year. All changes to PAR language/procedures will come through the
PAR panel.

Select the PAR consultants based on criteria established in Section 16.016 A & B. These
teachers will be trained to offer peer assistance and inserviced in the specific details of
the PAR program.

Continuously monitor and evaluate the effectiveness of PAR consultants and will make
recommendations to the Director of Personnel regarding their continuation in the PAR
program.

Monitor the progress of each participant by reviewing status reports and evaluations
regularly submitted by PAR consultants.

Evaluate requests for self-referral.

Make employment recommendations based on PAR consultant’s report to
Superintendent.

Oversee training of PAR consultants.

16.0110 Peer Assistance and Review (PAR) Consultants

A. Consulting teachers will work with entry year, intervention, and self-referral teachers. The
selection criteria for consulting teachers will include the following:

a.

©oaoo

f.

Taught in Brunswick schools for a minimum of five years

Masters Degree

Demonstrated outstanding classroom teaching ability

Demonstrates skill in oral and written communication

Demonstrates cooperative and effective working relationships with other professionals
Demonstrates knowledge of classroom management and instructional techniques

B. To select consulting teachers, the PAR panel has developed an application form for the position
of PAR consulting teaching. The Director of Personnel will post the position in all buildings.
Applications will be accepted at any time and kept on file for future consideration based on the
expansion and/or needs of the program. In addition to submitting a properly completed
application form, each applicant is required to have the following documents submitted directly
to the Director of Personnel:

a.
b.
C.

A reference from his/her building principal or immediate supervisor
A reference from two peers from within the building the teacher is assigned to
A reference from a teacher in another district building or department

The president or vice-president of the BEA and the Director of Personnel will review the
applications and identify teachers for consideration by the PAR panel. The panel will select
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consulting teachers from this group of applicants.
C. Consulting teachers will:

a. Continue in current assignment as members of the consultant pool until the PAR panel
determines the need for a consulting teacher. Identification by the panel as a consulting
teacher is not a guarantee of active assignment.

b. If assigned, work full time as a consulting teacher until the panel determines the service

is no longer needed. Generally assignments will be for the school year and will not

continue more than three years.

Have a right to return to their previous teaching assignment.

Receive a supplemental contract for service as a consulting teacher at .15 of the base.

Receive compensation for training on non-scheduled days. (Master Contract 7.044)

Ratio of 1to 15 as a workload with intervention and self-referral participants counting as

1.5 each. (Alternate licensure candidates will count as .5 except during their first year and

during their Praxis assessment year, when they will count as 1.)

g. Perform all duties as outlined in Article 16 of the master agreement and in the PAR
manual.
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16.0111 Entry Year Coordinator

A. A coordinator shall be assigned to the PAR program and shall be granted ten (10) days of
extended time or ten (10) comp days at the District’s discretion.

B. The coordinator must come from the PAR pool or have previous experience in the program.

C. The coordinator’s position will be full time but may include mentoring up to seven individuals
with intervention teachers weighted as 1.5. If the coordinator mentors, he/she will receive a
stipend of one percent (1%) for each new teacher and one and one half percent (1.5%) for each
intervention participant they mentor. The coordinator cannot serve on the PAR panel if he/she
mentors, but will provide information to the panel. The coordinator may mentor more than three
(3) years.

D. To select the entry year coordinator, the position will be posted, interested candidates will
submit letters of intent to the Director of Personnel. The president or vice-president of the BEA
and the Director of Personnel will review the letters of intent and identify teachers for
consideration by the PAR panel. The panel will select an entry year coordinator from the group
of applicants.

E. The entry year coordinator will:
a. Prepare all orientation activities for new teachers including revising and updating the
entry year resource book

b. Organize and implement all entry year meetings and professional greenbook
opportunities
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Complete the paperwork for state funding

Transmit entry year teachers’ profiles to the state

Assist in assigning PAR consultants

Complete PAR panel timeline, meeting schedule, and informational link for PAR panel in
coordination with the panel chair

Organize orientation for Praxis lll for entry year teachers

Organize and implement training and additional professional development opportunities
for individuals in the PAR pool

i. Organize and implement additional professional development opportunities for PAR
consultants

-0 a0
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16.0112 PAR Guidelines/Program Evaluation/Changes

A. Guidelines and criteria governing the implementation and operation of the PAR program shall
be found in the Brunswick City School District’s Peer Assistance and Review Program document
entitled “PAR Manual.”

B. The PAR panel, prior to the end of the school year, will evaluate and assess the program. Any
recommendations or changes shall be submitted in the form of a written report to the BEA and
the Superintendent not later than May 15. Any changes in the program must be mutually agreed
to and reduced to writing by the parties to this contract and shall constitute an amendment of
the applicable provisions of this contract. (see 16.015 D.1.)

16.0113 Evaluation/Discipline of PAR Participants

A. The evaluation, and any related actions involving entry year and intervention teachers during
the period of assignment to the PAR program, shall be in accordance with the procedures
established by the PAR program rather than in accordance with the provisions contained in
Article 12. Such related actions shall include action by the Board based on recommendations by
the PAR program panel.

B. Teachers in the PAR program will be subject to administrative disciplinary action as described in
Article 11.01. Such action will be undertaken after conferencing with the PAR consultant and,
when possible, after attempting to resolve the problem first through the PAR process.

C. Where the Board of Education acts on the recommendations of the PAR program panel to
non-renew or terminate a PAR participant, such action will not be subject to challenge under the
grievance procedure in Article 4 or pursuant to Ohio Revised Code Sections 3319.11, 3319.111 or
3319.16. It is understood that the extensive procedures afforded to PAR participants satisfy the
participant’s constitutional and statutory due process rights.

16.0114 Provisions

The provisions set forth in Article 16 are intended to expressly supersede Ohio Revised Code Sections
3319.11, 3319111, and 3319.16.
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I APPENDIX G - EMPLOYEE BENEFITS

BRUNSWICK CITY SCHOOL SUMMARY OF INSURANCE PLAN

This is a summary listing of the Medical Insurance Program effective as of October 1,
2022 (Rx) or January 1, 2023 (Medical). Please note there may be benefit changes after
this date due to legal/compliance requirements so it is best to consult the complete
Schedule of Benefits located on the District’s website for the most current

plan design information.

Benefits (Effective 1-1-23) Network Non-Network Facility

Charges

January 1% through December
31st

Benefit Period

Dependent Age Limit

26; Removal upon Birthdate

Pre-Existing Condition Waiting Period None

Blood Pint Deductible 0 pints

Lifetime Maximum Unlimited

Benefit Period Deductible - Single / $250/ $500 $500 / $1,000

Family

Coinsurance 90% 70%

Coinsurance Out-of-Pocket Maximum $250/ $500 $500/ $1,000

(Excluding Deductible) - Single / Family

Maximum Out-of-Pocket Including $500 / $1,000 $1,000 /

Deductible - Single / Family $2,000

Physician/Office Services

Office Visit (lliness/Injury) $15 copay $15 copay, then 70%
after deductible

Office Visit (Specialty Care Provider) $20 copay $20 copay, then 70%
after deductible
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Urgent Care Office Visit

$35 copay

$35 copay, then 70%
afterdeductible

All Immunizations (Preventative) 100% 70% after deductible
Preventative Services

Office Visit / Routine Physical Exam 100% 70% after deductible
(Age 21 and older)

Well Child Care Services including 100% 70% after deductible
Exam and Immunizations (To age 21)

Well Child Care Laboratory Tests (To 100% 70% after deductible
age 21)

Routine Mammogram (One per benefit 100% 70% after deductible
period)

Routine Pap Test (One per benefit 100% 70% after deductible
period)

Routine Lab, X-rays and Medical Tests 100% 70% after deductible
(All ages)

Routine Colonoscopy and 100% 70% after deductible

Sigmoidoscopy Services (All ages)

Outpatient Services

Surgical Services

90% after deductible

70% after deductible

Diagnostic Services

90% after deductible

70% after deductible

Benefits

Network

Non-Network
Facility
Charges
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Physical Therapy, Occupational Therapy
and Chiropractic

Therapy - Facility and Professional
(Professional subject to medical review
after 20 visits per benefit period)

$15 copay

70% after deductible

Speech Therapy - Facility and
Professional (Professional subject to
medical review after 20 visits per
benefit period)

90% after deductible

70% after deductible

Cardiac Rehabilitation

90% after deductible

70% after deductible

Emergency use of an Emergency Room

$100 copay, then 100%

Non-Emergency use of an Emergency
Room

$100copay,
then 90%

$100copay,
then 70%

Inpatient Facility

Semi-Private Room and Board

90% afterdeductible

70% after deductible

Maternity

90% after deductible

70% after deductible

Skilled Nursing Facility

90% after deductible

70% after deductible

Additional Services

Ambulance

$25 copay

70% after deductible

Durable Medical Equipment including
Prosthetics Appliances and Orthotic
Devices

90% after deductible

70% after deductible

Home Healthcare

90% after deductible

70% after deductible

Hospice

90% after deductible

70% after deductible
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Organ Transplants 90% after deductible | 70% after deductible

Private Duty Nursing 90% after deductible | 70% after deductible

Mental Health and Substance Abuse — Federal Mental Health Parity

Inpatient Mental Health and Substance Benefits paid are based on
Abuse Services corresponding medical benefits

Outpatient Mental Health and Substance
Abuse Services

Prescription Drug (Effective 10-1-22)

Retail Program without Oral $10 Generic
Contraceptive Coverage (Additional $15 Formulary Brand
Covered Benefits: Anorexiants (Weight $25 Non Formulary Brand

Loss Medications); Exclusions:
Immunization Agents)- 34 Day

Supply
Mail Order Program 90 Day Supply. On $20 Generic
fourth refill of any Rx, a $30 Formulary Brand

Mail-order 90 supply for the price of two $50 Non Formulary Brand

months is mandatory

Non-Contracting and Facility Other Providers will pay the same as Non-Network.
Benefits will be determined based on Medical Mutual's medical and administrative policies and procedures.

This document is only a partial listing of benefits. This is not a contract of insurance. No person other than an
officer of Medical Mutual may agree, orally or in writing, to change the benefits listed here. The contract or
certification will contain the complete listing of covered services.

In certain instances, Medical Mutual's payment may not equal the percentage listed above. However,
the covered person's coinsurance will always be based on the lesser of the provider's billed charges or
Medical Mutual's negotiated rate with the provider.
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