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ARTICLE |

ASSOCIATION RECOGNITION

A. ASSOCIATION RECOGNITION

The Liberty Center Local Board of Education {hereinafter referred to as the Board) recognizes the
Liberty Center Classroom Teachers Association OEA/NEA (hereinafter referred to as the
Association} as the sole and exclusive representative for all professional staff members employed by
the Board in the employee bargaining unit as set forth in section B herein.

B. BARGAINING UNIT

The term "professional staff member" of the employee bargaining unit covered by this negotiated
agreement is defined as all certificated/licensed personnel employed by the Board whether on leave,
on per diem basis, or otherwise employed, or to be employed, tutors and/or part-time
certified/licensed personnel regularly employed for the full school year. Substitutes employed for 60
or more days in the same assignment shall be considered to be members of the bargaining unit.
However personnel on an administrative or supervisory contract and teachers employed by the
county but assigned to Liberty Center shall not be considered to be members of the bargaining unit.
In addition, except where salaries, fringe benefits, and working conditions may be determined by the
conditions and provisions set forth in this Agreement for positions that may otherwise be held by the
members of the bargaining unit, casual day to day or periodically employed, or certified/licensed
personnel employed for supplemental/extracurricular positions only shall not be considered to be a
part of the bargaining unit. The provisions above shall not be construed to prevent the Association
from bargaining for salaries, fringe benefits, and other working conditions of non-bargaining unit
employees whose job functions have a direct or indirect impact on bargaining unit working conditions
or whose jobs may be filled by members of the bargaining unit.

C. ASSOCIATION/ADMINISTRATOR REPRESENTATION AT CONFERENCES

In the interest of mutual courtesy, either party shall notify the other party if it intends to have
representation at an administrator/femployee conference. Said notice shall be provided by the end of
the day prior to this conference, except in emergency situations. If said notice is given, the receiving
party shall also be entitled to representation without giving notice to the other party.

D. PRIVILEGES OF SUBSTITUTE TEACHERS, AND/OR PART-TIME CERTIFIED/LICENSED
PERSONNEL EMPLOYED FOR THE FULL SCHOOL YEAR

Part-time certified/licensed personne! regularly employed for the full school year on a one-half (1/2)
day or more basis will be entitied to leaves of absences, any of the fringe benefits, or any other rights
and privileges accorded fulltime staff prorated to the amount of their service. A part-time employee
shall be defined as any bargaining unit member employed for a one-half (1/2) day or more on a
regular basis.



ARTICLEII
NEGOTIATIONS PROCEDURES
A. SCOPE OF NEGOTIATIONS

The Board of Education and the Association shall enter into negotiations with the purpose of
achieving a signed agreement covering matters pertaining to wages, hours, terms, and work
conditions of employment and the continuation, modification, or deletion of an existing provision of
this collective bargaining Agreement.

B. PHILOSOPHY OF NEGOTIATIONS

LCCTA and the Board believe that teamwork and positive collaboration are the best hope for building
constructive relationships through the honesty and openness through IBB or traditional bargaining. It
is through collaborative team structures that we wiil maintain and improve all aspects of our school
district, provide quality programs and services for our children, and improve student achievement.

In a climate of trust, openness, and honesty, the LCCTA and the Board have committed to Interest
Based Bargaining (IBB) fraining for the negotiating teams. At the conclusion of the training, a mutual
decision will be made whether to proceed with IBB or traditional bargaining. All IBB ground rules will
be reached through mutual agreement. At any point during negotiations if traditional bargaining is
selected, the traditional bargaining procedures are detailed in the remainder of this article.

C. WHILE NEGOTIATIONS ARE IN PROCESS

1. Both parties agree to conduct negotiations in good faith. "Good Faith" requires that the
LCCTA and the Board be willing to react to each other's proposals and/or offer counter
proposals. f a proposal is unacceptable to one of the parties, that party is obligated to give
its reasons and/or offer counter proposals. "Good Faith" means the obligation of the
representative of the Board and the LCCTA to meet at reasonable times to deal with each
other openly and fairly in an effort to reach an agreement on those matters being negotiated.
The obligation to meet for the purpose of professional negotiations does not compel sither
party to agree on each and every proposal or make a concession on each and every
proposal. The parties recognize that the Association and Board retain the right to final
ratification.

2. Recording: No electronic recording devices shall be permitted in any negotiating session
including caucuses.

3. [nformation: The Board and the LCCTA agree to supply available information that is
specifically requested and routinely prepared. Except for costs of documents routinely
prepared, actual costs of reproduction may be assessed to the requesting party.

D. NEGOTIATING PERIOD

The length of the negotiating period shall be at least forty-five (45) work days commencing with the
initial agenda setting session, unless a shorter period is mutually agreed to. "Days” as used in this
procedure shall be any day Monday through Friday exclusive of negotiated or school observed
holidays. During the summer recess "days" shall be taken to mean any day Monday through Friday
exclusive of federally observed holidays, leave days, or vacation days of any party employed on a
12-month contract.

Negotiations shall be initiated during the month of March prior to the expiration date of this
Agreement.
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The negotiating period shall not extend beyond June 15 of any calendar year, unless the extension is
mutually agreed to by the Association and the Board.

DIRECTING REQUESTS

Requests from the Association shall be made directly to the Superintendent or his/her designee.
Requests from the Board of Education or its designee shall be made to the President of the
Association. A mutually convenient time for a meeting date shall be set within twenty (20) school
days of the date of the request.

COMPOSITION OF NEGOTIATING TEAMS

The Association and the Board shall select without restriction those individuals who shall comprise
their respective negotiating teams. Each team shall have no more than five (5) members. While no
final agreement shall be executed without ratification by the LCCTA and the Board, the parties will
mutually pledge that their representatives will be clothed with all necessary power and authority to
make proposals, consider proposals, and to make concessions in the course of negotiations. All
negotiations shall be conducted exclusively between the teams, and in executive session. In
addition to said teams, each party shall be authorized to admit up to two (2) observers to each
meeting. Such observers shall be without the right to speak or communicate to either party during
the negotiating sessions, and are subject to the same conditions as team members.

. NEGOTIATING SESSION

The exchange of a complete list of proposals will occur at the initial meeting. The exchange shall
also include a sufficient number of completed proposals so as to permit the parties to begin
bargaining. Following the initial meeting, only counter proposals to the original proposals submitted
at the initial meeting shall be offered by either party. A mutually agreeable time, date, and place of
each subsequent session will be established prior to the conclusion of each session, except where
impasse has been declared or a final agreement has been reached.

. OFFICIAL MINUTES

Minutes may be kept by both the Board and the Association. Said minutes may be exchanged by
either party if requested.

CAUCUS

Upon request of either party, the negotiating session shall be recessed to permit the requesting party
to caucus for a period of time not to exceed thirty (30) minutes unless extended by mutual
agreement.

REQUESTS FOR ASSISTANCE

The participants may call upon competent professional and lay representatives to consider the
matter under discussion, and to make suggestions and have the right to utilize the services of
consultants.

DISTRICT INSURANCE COMMITTEE

The District Insurance Committee will be designed to represent all district employee groups. The
LCCTA will have proportionate representation on the committee. They will annually review the plan
and report to the employee groups and the Board of Education. This committee is to be used as an
expert resource and may make recommendations to the bargaining teams.
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L. NEWS RELEASE

While negotiations are in progress, any release prepared for news media must be approved by both
parties.

M. AGREEMENT

As tentative agreement is reached on each item during the negotiating period, the agreement shall
be reduced to writing, and may be initialed by each team.

If agreement is reached on matters being negotiated, the tentative agreements reached between the
negotiating teams shall be reduced to writing and submitted to the Association for its consideration.
if ratified, such written agreement shall be submitted to the Board of Education for its consideration.
Upon receipt of the ratified agreement, the Board of Education shall take action as soon as possible
but not later than the next regular or special meeting of the Board of Education.

N. FINAL AGREEMENT

Upon ratification by both the Association and the Board of Education, five {5) copies of the total
Agreement shall be signed by the President, Superintendent and Treasurer of the Board of
Education and the President, Treasurer, and Chief Negotiator of the Association. Each party shall
retain two (2) signed copies of the final Agreement. One (1) copy will be submitted to the State
Employment Relations Board, herein referred to as SERB, pursuant to its rules and regulations.

As soon as practicable, but not later than forty-five (45) calendar days after ratification, the
agreement shall be made available in PDF format and emailed to al LCCTA members,
administrators, and board.

O. DISAGREEMENT

The impasse resolution procedures herein shall supersede the dispute settlement and procedures
set forth under ORC 4117.14,

If the parties have negotiated for a period of at least sixty (60) calendar days and no agreement has
been reached, either party may declare an impasse and submit the unresolved issues to the
impasse procedure contained herein. Upon declaration of impasse either party may contact the
Federal Mediation & Conciliation Service and request the services of 2 mediator.

Both parties hereby agree to give, upon request, such information as the mediator deems necessary.

Except by mutual consent, the selection and mediation process shall not extend for more than thirty
(30) calendar days from the date of declaration of impasse. The parties shall be permitted to
postpone or extend the mediation process by not more than fiteen (15) days and shall not extend
beyond the expiration of this Agreement except by written agreement of the parties prior to such
expiration. All such extensions shall be for a specified period of time.

The Association may exercise its right under 4117.14(d) (2), O.R.C. It is understood that this
represents a MAD resolution procedure and supersedes the statutory impasse provisions.



ARTICLE 1lI
GRIEVANCE PROCEDURE

A. DEFINITIONS

A "Grievance” is defined as a claim by a staff member, group of staff members, or Association
(hereinafter called the grievant) that there has been a violation, misinterpretation or misapplication of
any provision of this Agreement.

An aggrieved party may be an individuat or the Liberty Center Classroom Teachers Association in a
class action grievance or a grievance affecting Association rights.

"Days" as used in this procedure shall be calendar days, exclusive of negotiated or school observed
holidays. In the event the day on which any form in the grievance procedure must be filed falls on a
weekend that is not a negotiated or school observed holiday, that form shall be filed on the next
teacher work day. Grievances will be processed during the scheduled district summer break when
all parties are available to meet.

"Representation or representative” as provided for in and throughout this procedure shall be: any
member of the Association or its affiliates chosen by the aggrieved, legal counsel of the aggrieved, or
any other person of the aggrieved's choosing, except that the aggrieved may not be represented by
an officer or employee of any teachers’ organization other than the recognized Association.

B. GENERAL PROVISIONS

The time limits provided for in this Article shall be strictly observed but may be extended by written
agreement of the parties.

The grievant may have a local Association member present at the informal level meeting.

The grievant may be represented at all formal stages of the grievance procedure by any person of
his/fher own choosing so long as such representation is consistent with the representation provisions
above. Any member of the bargaining unit will have the right to present grievances and have them
resolved, without the intervention of the Association, as long as the resolution is not inconsistent with
the terms of this agreement and as long as the Association has the opportunity to be present at any
meeting or hearing where a resolution is reached.

The president of the Association or his/her designee and the grievant shall receive prior notice of
each meeting held on Levels | through IV to resolve a formally filed grievance.

Nothing contained herein shall limit or otherwise exclude any grievant from seeking redress from any
government agency, regulatory body, or any court of law with jurisdiction over this school district.

No reprisal of any kind shall be taken by or against any participant in the grievance procedure by
reason of participation or use of this grievance procedure.

A copy of all grievances and administrative responses shall not be filed in the personnel file of a
teacher, but may be maintained in a separate grievance file. If a grievance appears to arise from the
actions of an authority higher than the immediate supervisor andfor affects a group of members of
the Association, it may, if mutually agreed upon by the Superintendent and the grievant (or the
grievant's representative), be submitted at Level Il described herein.

Formal hearings of meetings held under the grievance procedure shall be conducted at a time and
place which will afford a fair and reasonable opportunity for all persons, including witnesses, entitled
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to be present to attend. Such meetings or hearings shall have provision for: (@} initial presentation of
the grievant's case, (b) explanation of the administration's position, (c) final summaries, if applicable,
and with either party having the right, at its option, to waive any or all of the foregoing (a), (b), or (c).
Formal hearings held under the Level IV procedure shall be structured so that due process is
accorded to both sides.

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

Suspension of procesging a grievance at any level by the aggrieved party shall indicate the
grievance has been resolved at that level.

The Board, the administration, and the Association wili cooperate with the investigation of any
grievance and further, the parties will furnish each other such information as is requested and
available for the processing of any grievance. Should the administration determine that the
investigation and/or processing of any grievance requires that a staff member and/or an Association
representative be released from his regular assignment, he/she shall be released without loss of pay
or benefits,

INFORMAL PROCEDURE

In the event that the grievant believes there is a basis for a grievance, he/she shall first discuss the
alleged grievance with the immediate administrator who has the authority to bring about a resolution
of the alleged problem. The aggrieved party and/or administrator may have local Association
representation at this meeting. An informal level grievance slip will be signed and dated by both
parties at the conclusion of the meeting. (Informal grievance form attached.)

FORMAL

If a grievance is not resolved informally, said grievance may be processed in keeping with the
following:

LEVEL |

The grievance is o be reduced to writing, including the alleged violation and relief sought. The specific
section of this Agreement alleged to have been violated must be set forth in the grievance. Failure to do
so shall render the grievance null and void. The grievance is fo be submitted to the principal within thirty-
five (35) days of the act or condition giving rise to the grievance. Within ten (10) days of the submission
of the written grievance, the principal will meet with the grievant to discuss the stated grievance. The
aggrieved party and/or the principal may have representation at this meeting. Within five (5) days of said
meeting, the principal will provide a written response to the aggrieved. The Association and the
Superintendent {or the Superintendent's designee) shall both be provided a copy of the disposition of the
grievance by the principal. If the aggrieved is not satisfied with the written response, the aggrieved may
submit the grievance to the Superintendent or his/her designee at Level Il within ten (10) days of the
recelpt of the principal's response.

The failure of the principal to respond to the grievance within fifteen (15) days of its receipt will result in
the grievance automatically being advanced to the next level as if timely appealed.

LEVEL Ii

Within ten (10) days of the receipt of the written grievance by the Superintendent or his/her designee, the
Superintendent (or his/her designee) will meet with the grievant to discuss the stated grievance. The
aggrieved party and/or the Superintendent may have representation at this meeting. Within five (5) days
of said meeting, the Superintendent or his/her designee will provide a written response to the aggrieved.
The Association and the principal shall be provided copies of the disposition of the grievance by the
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Superintendent or histher designee. If the aggrieved is not satisfied with the written response, the
aggrieved may submit the grievance to Levet lil by filing a request with the Superintendent within ten (10}
days of the receipt of the Level |l response.

The failure of the Superintendent to respond to the grievance within the fifteen (15) days of its
advancement from Level | will result in a finding for the grievant. Failure of the grieved to proceed within
the ten (10) days shall mean the grievance has been resolved by the disposition in Level I.

LEVEL H

If the Association is not satisfied with the disposition of the grievance by the Superintendent, the
grievance may be referred to mediation (FMCS) by mutual agreement.

If unresolved at mediation the grievance may be referred to binding arbitration.
LEVEL IV

If the grievance is not resolved through mediation the Association may submit the grievance to binding
arbitration by filing a request for arbitration with the Treasurer of the Board and the Superintendent. The
demand for arbitration and the request for an arbitrator shall be submitted to the American Arbitration
Association in accordance with the American Arbitration Association:

1) the American Arbitration Association rules for voluntary labor arbitration or

2) the American Arbitration Association rules for expedited labor arbitration shall likewise govern
the arbitration proceeding. Both parties may be represented at the arbitration hearing.

The jurisdiction and authority of the arbitrator and his/her opinion and award shall be limited to the
interpretation of the written provisions of this Agreement. The arbitrator shall have no power to alter, add
to, or subtract from or in any way modify the terms and conditions of this Agreement. Claims not raised
at previous levels of the grievance procedure may not be raised at arbitration unless claims are disclosed
seven (7) days prior to the hearing. A court of competent jurisdiction shall be the appropriate forum for
the resolution of disputes over whether or not any written provisions of said Agreement and Board policy,
rules, regulations, practices and/or procedures affecting members of the bargaining unit are contrary to
law.

in any arbitration proceeding where a question concerning the arbitrator's jurisdiction over the grievance
is raised, the arbitrator shall make a separate decision on the question of this jurisdiction. In his/her
decision, the arbitrator shall first rule upon the jurisdictional issues and, if he/she determines that he/she
has no jurisdiction, he/she shall make no decision or recommendation concerning the merits of the
grievance. Nothing contained herein shall prohibit the arbitrator from taking all evidence of the
jurisdictional issued and the merits of the grievance in a single hearing.

The arbitrator will render his/her decision in writing within thirty (30) days, or such additional time as the
parties may in writing agree, after any grievance has been submitted to him/her. His/her decision, when
so rendered as required by law, will be binding upon both parties.

The cost of arbitration and the services of the American Arbitration Association shall be borne by the
losing party of the arbitration hearing. The arbitrator's decision must clearly indicate the losing party in
the decision.

{Level I, 11, lIl, IV forms attached.)



ARTICLE IV

ASSOCIATION AND TEACHER RIGHTS
USE OF SCHOOL BUILDINGS
The Association will have the right to use school buildings for union activities without cost during non-
working hours for staff members, providing that custodians are on duty, and pursuant to the Board's
policy concerning the use of school buildings.
USE OF SCHOOL EQUIPMENT
The Association will have permission to use individual school equipment, as needed for union activities,

pursuant to the Board policy, when such equipment is not otherwise in use. Supplies in connection with
such equipment used will be furmished by or paid for by the Association.

. DISSEMINATION OF INFORMATION

The Association or its representatives shall have the right to:

1. Place notices, circulars, and other material in all bargaining unit members' mailboxes. A copy of all
such materials will be given to the Superintendent or his/her designee and the building principal at
the time of distribution. Teacher mailboxes, email, and inter-school mail services will be used to
distribute LCCTA information.

2. Use in each building a reasonable amount of space on existing bulletin boards located in each of the
staff lounge areas.

3. Make brief Association announcements at the end of faculty meetings with prior approval of the
building administrator in charge and have meeting announcements presented over the public
address system.

4. The LCCTA President and/or designee shall have the opportunity to visit all school areas and send
email for LCCTA business during the school day, if mutually agreed upon by the LCCTA President
and Superintendent.

LABOR MANAGEMENT COMMITTEE

The Labor Management Committee will meet at the request of the Superintendent or LCCTA President
to discuss issues that may arise. The meeting dates and agendas will be set by the Superintendent and
LCCTA President. The Labor Management Committee shall consist of the LCCTA Executive Committee
and administrators unless changed by mutual agreement. The Association will choose its members in
accordance with Association guidelines.

PAYROLL DEDUCTION
The following payroll deductions will be provided at no cost to the professicnal staff member:

1. United Teaching Profession dues -- Staff members may, at any time until September 30, sign and
deiiver to the Board an authorization form requesting membership dues and assessments of the
recognized Association and its affiliates. Such authorization shall continue in effect until such time
that said staff member gives written notice to the Treasurer of the Board fo discontinue such
deductions or employment with the Beard terminates.



Such deductions will be made in 16 equal amounts for all those individuals so authorizing beginning
with the first pay check in October and ending in May. All money so deducted shall be remitted
monthly to the Treasurer of the Association.

The Treasurer of the Association shall provide the Treasurer of the Board of Education with the
amounts of dues and assessments for each ensuing school year not later than September the 15th.

Should any staff member submit written notice to the Treasurer of the Board to discontinue such
deductions, the Board Treasurer shall, within two (2) school days of the receipt of such written notice,
provide the Association Treasurer the names of said staff members making such request.

F. BOARD MEETINGS

1. Meeting Notice and Agenda--The President of the Association will be given notice and supplied with
all board agendas and teacher related addendum, (excluding employment attachments), of all
regular and special Board meetings at the same time they are made available to the Board.

2. Association Participation--A representative of the Association shall be permitted to address or
otherwise engage in discussion with the Board during the Board meeting in the same fashion as
accorded to members of the general public. The Association may also request to be placed on the
agenda by submitting @ written request to the Superintendent five (5) days in advance of the
meeting. Such request must indicate the item(s) to be discussed.

G. ASSOCIATION LEAVE

The Board shall authorize up to a maximum of three (3) total days of absence without loss of pay per
school year to professional staff members elected to represent the Association or chosen to serve on
programs or in an official representative capacity at Association meetings, conferences, conventions or
functions. One (1) day will be used as a "lobby day” with approval of the Superintendent. Such leave
may not be used for meetings, conferences, or conventions of any other teacher organizations. Except
in cases of emergency, an advance request for use of this leave must be submitted by the President of
the Assaciation to the Superintendent or his/her designee at least two (2) weeks in advance.

H. RIGHTS UNDER THE LAW

Nothing contained herein will be construed to restrict or deny any rights professional staff members may
have under the law.

. NO REPRISAL CLAUSE

There will be no reprisals or penalties of any kind taken against or levied upon any professional staff
member by reason of his/her membership in the Association or participation in any legal activities.



ARTICLE V

EMPLOYMENT PRACTICES

A. NOTICE OF VACANCY

The intent of this section is to provide an orderly process through which a certificated employee of the
Liberty Center Local Schools will be able to leam of vacancies in the system for which he/she may wish
to apply. Nothing agreed to hersin shall diminish in any way the Board's authority to employ staff
members as directed by the legislature in ORC 3319.07, or 3319.08 except as otherwise agreed to in this
section of the negotiated Agreement. Nothing agreed to herein shall be construed to limit the
Superintendent's authority to assign staff pursuant to ORC 3319.01.

1.

All vacancies will be posted via school email to all staff members, including newly created positions
during the summer when school is not in session. The Board shall not take formal action in filling
said vacancies for five (5) calendar days after the date of the email. It shall be the obligation of the
professional staff individual to make known to the person listed on the posting in writing their desire
for a vacancy upon being made aware of such vacancy within five (5) calendar days of the original
posting date. For any vacancy notice posted in June, July, and August the Board shall not take
formal action in filling said vacancy for three (3) calendar days after the date of the email. For any
vacancy in June, July and August, the Association shall be notified through a phone message of said
vacancy. Such notice will include the following:

Position(s) available

Deadline for application

Effective starting date

Certification and job description
Any additional pertinent information

oo o

Current bargaining unit members who have expressed interest according to Article V A 1 shall be
considered first for vacancies.

A vacancy shall be defined as any position in the bargaining unit resulting from:

An employee's leaving employment as a result of a termination, resignation, or death.
An employee's non-renewal for just cause.

An employee's transfer to another bargaining unit position.

An employee’s assuming a non-bargaining unit position.

An employsee's lsave of absence.

The creation of a new bargaining unit position.

000 oW

In filling such vacancies, if all other factors are equal, as determined by the Board and/or
Superintendent, length of service in the Liberty Center Local School District will be the deciding
factor.

Within fourteen (14) calendar days after the Board's selection of an applicant, any Liberty Center
staff applicant who was not selected for the position may request a conference with the
Superintendent in order to discuss the reason(s) as to why he/she was not selected for said position.
Such individual may be accompanied by a person of the applicant's selection. Upon request of the
applicant, the reason(s) as set forth in the conference will be reduced to writing and given to said
applicant within ten (10) school days following the conference.
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B. VOLUNTARY TRANSFER

Staff members may request and the Board may grant a change of assignment in accordance with the
following procedures:

1.

Change of assignment request shall refer to (1) change in building, (2) change of year/level, (3)
change of subject.

Transfer requests may be initiated by staff members using the following guidelines:

a. A fransfer request shall be put in writing and submitted to the office of the Superintendent by
March 30t prior to the school year or within five (5) days after vacancy posting.

b. No transfer shall be made during implementation of a RIF that will cause the lay-off of a more
senior employee.

C. INVOLUNTARY TRANSFER/REASSIGNMENT

1.

Reasonable effort shall be made to avoid involuntary transfers by fully utilizing the voluntary transfer
procedure. When an involuntary transfer/reassignment needs to be made, seniority in the district
shall be one factor considered. If a staff member is to be involuntarily transferred ot reassigned, that
staff member will be given a two (2) week notification. If the Administrator directs an involuntary
transfer in the building, subject or grade level, notification with written reasons shall be given to the
involved staff member.

Staff members being involuntarily transferred will be assigned only to a position for which they are
certified. In discussing an involuntary transfer, there will be a meeting (within three (3) days of a
written request) of the staff member(s) involved and the Superintendent or his/her designee to
explain the reasons for the fransfer. The involved staff member may request representation of
his/her choosing for the meeting.

When personnel must be transferred as a result of changes in student enrollment at that particular
grade level or class, a list of necessary changes shall be posted and the association president
provided a copy of such transfer(s). The notification shall be made by May 15 of each school year.

By May 15, all staff members shall be given their tentative teaching assignments for the next school
year. If a change in assignment is necessary after May 15, the Administration shall immediately
notify the affected staff member(s). Final teaching assignments shall be emailed to all staff members
no later than two (2) weeks prior to the start of the school year, except in the case of extenuating
circumstances.

D. COMMITTEE STRUCTURE AND COMPENSATION

1.

The Building Leadership Teams shall consist of four (4) to seven (7) members. The BLT chair shall
be elected by the Association. In consultant with the BLT chair, the supervisor/principal will select
the other members of the BLT, with the supervisor/principal having the final say.

The District Leadership Team shall consist of ten (10) Association members plus the Superintendent
and/or his/her designees. The Association President shall be a fixed member of the DLT, along with
three (3) Association members representing the following grade bands: Begindergarten-4, 5-8, and
9-12. Three DLT co-chairs shall be elected by the Association, with one (1) chair per grade band.
Each grade band will be represented by the Association elected DLT co-chair, the respective BLT
chair, and one additional member.
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3. The Building Leadership Team (BLT) and the District Leadership Team (DLT) shall be responsible
for the planning and scheduling of all in-service programs. Staff members shali be provided with
the topic of the in-service three (3) days prior to the in-service.

4. The Positive Behavioral Interventions and Supports Committee shall consist of four (4) to seven (7)
members. The chair shall be elected by the Association. In consultation with PBIS chair, the
supervisorfprincipal will select the other members of the PBIS Committee, with the
supervisor/principal having the final say.

5. The Local Professional Development Committee (LPDC) shall be formed for the Liberty Center
Local School District in compliance with the appropriate provisions of the Ohio Revised Code. The
rights, benefits and privileges granted by Senate Bill 230 shall be in effect.

The Local Professional Development Committee shall have a district level scope. It shall consist of
three (3) teachers and two (2) administrators for a total of five (5) members. The exclusive
bargaining representative (LCCTA) shall have discretion in choosing the three (3) teacher members
to serve on the LPDC. In the case of administrator plan review, the committee shall be made up of a
majority of administrators. The Superintendent will designate the two (2) administrative personnel to
serve on the LPDC. LPDC members will serve for a three (3) year term provided they remain
employed by the Board. Teaching vacancies shall be filled by designation of the exclusive
bargaining representative (LCCTA). The Superintendent shall appoint members to fill administrative
vacancies.

Meetings shall be scheduled at least quarterly. Additional meetings may be scheduled as decided
by a majority of the members. All meetings shall take place outside normal student instructional
hours at the convenience of committee members. The members shall be paid a stipend of $250
and $25 per hour for work performed outside their contractual working hours. The committee will
promulgate by-laws, procedures and policies to be recommended for adoption by the Board of
Education. Such procedures must include an appeals process and process for the conduct of
elections.

The committee's responsibilities shall include, but not be limited to, approval of Individual
Professional Development Plans for certified employees, development and approval of all district or
building professional development activities, approval of C.E.U.s, coursework, workshops, in-
service, or any other activity that could be used for professional growth credit.

6. The Technology Committee shall consist of four {4) to seven (7) members. The Technology
Committee chair shall be elected by the Association. In consultation with the Technology Committee
chair, the supervisor/principal will select the other members of the Technology Committee, with the
supervisor/principal having the final say.

7. General committee members shall receive an annual stipend of $250 and $25 per hour of
documented committee work outside of contractual hours. Committee chair persons and/or co-
chairs shall receive an annual stipend of $350 and $25 per hour of documented committee work
outside of contractual hours.

E. OBSERVATION AND EVALUATION
It is the responsibility of the Liberty Center Board of Education and the Liberty Center Classroom
Teachers’ Association to create an atmosphere favorable for all teachers and administrators to perform

their duties in such a manner as to better meet the educational needs of the students. The Board and
the Association believe this goal can be fostered by an effective evaluation program.
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This evaluation program is designed to provide staff members an early indication of areas for growth;
specific, reasonable, mutually developed, written recommendations for improvement; and ample
opportunity for continued professional growth. In those situations in which a staff member's performance
is completely satisfactory, the procedure provides the assurance of a job well done which the staff
member deserves to receive from his/her administrator. Evaluation shall be a continuous and
cooperative enterprise between teachers and administrators.

Teacher performance in the workplace shall be evaluated for the following purposes:

The improvement of the quality of classroom instruction.

The provision for a means of professional growth.

The provision for a sequential procedure for evaluation.

The assessment of the performance of teachers for the purposes of recommending contract
renewals, certificateflicense renewals, the granting of continuing confracts, the issuance of
contracis of lesser duration, non-renewal, or dismissal.

oo oo

All bargaining unit members meeting the statutory definition of teacher pursuant of the O.R.C. shall be
evaluated in accordance with this Article, and the Evaluation Procedure Reference Tool entered into by
the parties.

Bargaining unit members who do not meet the statutory definition of teacher shall be evaluated according
to this article and relevant components found within the Evaluation Procedure Reference Tool. Those
members shall be observed and evaluated using the same timelines and frequency for statutorily defined
teachers as set forth herein.

A Teacher Evaluation Committee shall be created consisting of representatives from Administration and
the Association. At a minimum, the committee shall convene at the end of each year to review the
evaluation procedure and make recommendation to the Board of Education and LCCTA members.
These recommendations are subject to ratification by both parties prior to implementation.

Liberty Center's Evaluation Committee will have a committee structure of:

« Five (5) LCCTA members, one (1) must be an educator from each building (3 total), a special
educator, and a Fine Arts educator.

e The President or his/her designee who can make decisions for the bargaining unit must be one
of the five (5) members.

« Three (3) Administrators, one (1) must be the Superintendent or histher designee who can make
decisions for the Administrative Team.

a. The committee will function on a consensus basis and will take the committee recommendations
to their constituents to ratify.

b. Duties of the Liberty Center Evaluation Committee will be to review the policies, procedures,
processes, forms, definitions, and determination of High Quality Student Data (HQSD) to be part
of the Liberty Center Evaluation Process.

¢. LCCTA Members will be paid in accordance with Article V Section D.5.

d. The committee will continue to review the Revised Evaluation Procedure Reference Tool.

It is agreed that any complaints regarding violations of either this Article, or procedures in the Evaluation
Procedure Reference Tool shall be subject solely to the grievance procedure contained in this agreement
with which this provision is in conflict. This section is not intended to supersede the teacher’s right to
written notice of nonrenewal, his/her right to a statement of circumstances, his/her right to a hearing
before the Board of Education, or the right to appeal the matter to court.
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1.

Academic Freedom

Academic freedom shall be guaranteed to ali staff members. Freedom of individual expression
which exhibits the basic objectives of a demaocratic society will be encouraged. Each staff member
must be mindful that histher presentation(s) be open-minded, fair, responsible, and respectful of
differing opinions of others.

The staff member, as a recognized professional, shall have the right and responsibility to choose
those instructional methods he or she deem to be appropriate and effective with a given group of
students provided that such instructional methods are within the constraints of operations of the
building. Choice of methods shall not be considered an appropriate area for criticism in an
evaluation unless the evaluator can reasonably document the ineffectiveness, detrimental effect(s),
disruption to other classes or building operations, or that the method(s) are outside the constraints of
the curriculum.

Furthermore, unless it can be documented that a staff member's choice of instructional methods can
be shown to be ineffective and generally detrimental to the classroom instruction, or detrimental to
other classes and/or students, or disruptive of the educational process in the building, or inimical to
the social, moral, and ethical development of students, criticisms of such teaching methods shall not
be a factor in any recommendation for non-renewals or lesser confracts. Such documentation shall
not be based on standardized tests or on other accountability measures which do not take into
account the teaching conditions, the background and ability level of the students.

No staff member shall be criticized or otherwise threatened in the evaluation procedure on the basis
of that staff member's expression of dissent in regard to the evaluator's academic, administrative or
professional decisions, provided the staff member's dissent has been expressed in an ethical and
professional manner. Likewise, an evaluator shall have the right to express dissent regarding the
staff member's professional and academic decisions provided the dissent is expressed in an ethical
and professional manner.

Head Coaching Evaiuation Process

The evaluator will meet with the head coach within ten (10) workdays following the completion of the
awards program and shall note in writing any deficiencies.

Should a head coach receive a deficiency(s) on the evaluation instrument (located in Appendix J)
including a casual observation, he/she will be given specific, reasonable, written recommendations
for improving the noted deficiencies in a conference with the evaluator.

The head coach receiving written recommendations and the evaluator shall meet for one (1)
additional conference within twenty (20) days to discuss the head coach progress in improving the
noted deficiencies. At the request of either party, progress conferences may be held within the first
ten (10) days the following school year.

The head coach will have the right to representation of histher choosing for any conference with the
evaluator.

It is agreed that the LCCTA and Board of Education will abide by the O.R.C. 3319.113 for the
completion of School Counselor Evaluations and will use the prescribed rubric as provided by the
Ohio Department of Education as indicated in Appendix G. Changes and amendments as stipulated
by legislation or the ODE to this School Counselor Evaluation process can be accomplished through
dialogue with the Teachers Evaluation Committee.
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PROFESSIONAL PERSONNEL RECORDS

A personnel file for each bargaining unit member shall be maintained in the Superintendent's office. This
file shall be considered confidential and the only official file.

Individual staff members will have access to their personne! files upon request. Requests of staff
members to have access to their personnel files shall be handled by the administrator responsible for the
specific file to which access is requested.

Those authorized for access to personnel files of staff members shall be limited to the Superintendent,
Treasurer, and supervising building principal(s) and counsel of the Board of Education.

All materials placed in the personnel file of the professional staff member shall include the following:

1. The date the item was placed in the file.
2. Initials or signature of the staff member in whose file the entry is being made and the initials
or signature of the administrator placing information in the file.

These personnel records shall include:

Application for employment, including those nonconfidential' references.

Copy of the latest contract, properly signed and/or salary notice?.

Health history card, if any.

Ohio teaching certificate.

Transcript of college credits showing the official record of the degree granted, original or certified
copy.

Record of military service, if any.

Other documentation which has been properly placed in the file.

il ok b
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A staff member shall be notified by the administration of the placement in the file of any material which
may be considered critical or complimentary of the conduct, performance, character or personality of the
staff member. If a parental and/or student complaint is to become a matter of record for placement in the
member's personnel file, the member shall be given a copy of such material at the time it is placed in
hisfher file. In addition, such staff member will have the opportunity to appeal the placement of any such
material placed in the personnel file. The staff member shall acknowledge that he/she has read the
material by affixing his/her signature to the copy to be filed. If the staff member refuses to sign, such
refusal shall be noted on the material and it may be filed. Signature of a staff member shall not indicate
agreement with the content of the material, but indicates only that the material has been inspected by the
staff member. The staff member shall also have the opportunity to reply to such critical material in a
written statement to be entered in the personnel file. Such reply must be presented to the building
principal, who shall affix his/her signature thereto, acknowledging that the building principal has read the
reply. Such signature shall not indicate agreement by the principal with the content of the reply.

Anonymous letters or materials shall not be placed in a professional staff member's file, nor shall they be
made a matter of record with regard to the affected staff member.

A staff member shall be entitled to a copy, at no expense to the staff member, of any material in his/her
personnel file.

1

Confidential information for which the employee has specifically signed a waiver may
not be revealed.

2 Such documents for all staff may be stored collectively in the same file.
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A staff member may periodically review his/her personnel! file and shall be entitled to a copy of any
material in that file. A third party selected by the staff member at the option of the staff member may be
present during such review. A representative of the administration, at the option of the administration,
may also be present during such review. When a building principal leaves the employment of the school
district all personnel files that he or she maintained shall be purged.

At no time nor under any circumstances will the confidential files of any staff member be opened to the
public.

Any materials entered into a staff member's file may be grieved as to the accuracy, relevance, timeliness,
or completeness of such material. If it is found to lack in any of the aforementioned, it shall be removed
from the staff member's file. However, pursuant to the provision above, no grievance may be filed
without first having exhausted the local file examination procedures as provided by ORC 1347.

Information in the personnel file may be removed upon mutual agreement of the staff member and the
administrator making the enfry, or the Superintendent. The staff member may submit letters of merit
which may be placed in his/her personnel file.

The provisions of this section of the contract shall not be construed to limit the rights accorded to a staff
member pursuant to ORC 1347.

G. SEQUENCE OF LIMITED TEACHING CONTRACTS

1. Upon initial employment of a staff member in the Liberty Center Local School District, the limited
contract of employment shall be for a term of one (1) school year.

Succeeding limited contracts shall be as follows, assuming the staff member is renewed at the
conclusion of each contract:

a. Second contract -1 year
b. Third contract - 2 years
c. Fourth contract and thereafter - 3 years

Those staff members currently employed on limited contracts of more than three (3) years duration
shall continue to be offered contracts of equal duration except as provided in division (2) below or in
the event they become eligible for a continuing contract. Upon receipt of requirements for a
continuing contract, the staff member may, with recommendation of the Superintendent, receive a
continuing contract when other contracts are considered.

All eligible staff members shall be offered a multi-year contract as listed above unless offered a
contract of lesser duration under Subsection 2 or non-renewed pursuant to the fair dismissal
provisions of this Agreement.

2. Upon the recommendation of the Superintendent, the Board may grant a contract of lesser duration
than prescribed by the normal sequence above on the following conditions:

a. Animprovement plan in accordance with this agreement has been given.

b. The Superintendent shall notify the staff member in writing of his/her intended recommendation
fiteen (15) calendar days prior to the Board's action on said contract. Such notice shall contain
written reasons directed at professional improvement of the staff member and/or the basis for
the Superintendent's recommendation. Such written reasons and/or basis shall be the sole and
complete basis for the recommendation. All such reasons and/or basis for the recommendation
shall be supported by data or by written comments.
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¢. If requested, any staff member so notified shall be entiled to a conference with the
Superintendent and Building Principal and afforded the opportunity to discuss and to respond to
the reasons andf/or basis listed in said notification. Any such staff member shall have the
opportunity to be accompanied and represented by a representative of his/her choice at said
conference. The conference, if requested, shall be held within ten (10) school days of the
request for same.

d. The Board shall notify such staff member on or before the 30th of April of its action upon the
Superintendent's recommendation.

Staff members new to the system with previous teaching experience outside the district may be
offered the initial confract of up to two (2) years duration upon recommendation of the
Superintendent. Subsequent contract offers to such staff members shall follow the contract
sequence noted above.

The contract of a long term substitute will come to an end upon the return of the bargaining unit
member whose position was vacated, or the end of the school year, whichever occurs first, and the
long-term substitute shall have no right to employment in any succeeding year unless offered a
contract by the Board of Education. Specific Board of Education action to non-renew such
employment contracts and written notice of non-renewal shall not be required.

H. REDUCTION IN FORCE/LAYOFF AND RECALL

1.

Reasons for Reductions

To the extent that reductions are not achieved through attrition or the non-renewal of limited
contracts for reasons other than reduction in force, and when by reason of decreased enroliment of
pupils, return to duty of regular staff members after leaves of absence, by reason of suspension of
schools territorial changes affecting the district or lack of essential financial resources, or the Board
of Education decides that it will be necessary to reduce the number of staff members, it may make a
reasonable reduction in accordance with the provisions below.

Suspension of teaching contracts pursuant to the provisions below for purposes of staff reduction
due to lack of essential financial resources shall occur only in the period between the end of one
school year and the start of the succeeding school year.

2. Suspension - Renewal Suspension

a. All evaluations are comparable for the purposes of this Article only.

b. If staff reduction is deemed necessary for any of the above reasons and all other provisions of
this section have been fulfilled, then the reduction shall be made as follows:

- Renewing expiring limited contract, then suspending such contracts; and/or
- Suspending existing limited contracts, and/or
Suspending continuing contract.

3. Those contracts to be suspended and/or renewed-then-suspended will be selected as follows:

a. Seniority

All members of the bargaining unit will be placed on a seniority list for each teaching field for
which they are properly certificated. Staff members serving under continuing contracts will be
placed at the top of the list, in descending order of seniority. Staff members serving under
limited contracts will be placed on the list under continuing contract staff members, also in
descending order of seniority.
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Seniority will be defined as the length of continuous service as certificated/licensed employee
under regular contract in this district beginning with the first date the staff member reported for
duties.

Continuous service employment shall include all time on sick leave, all time on Board approved
leave of absence, all time on military ieave of absence, all time on disability retirement to a
maximum of five {5} years, and all time during suspension if the staff member is reinstated.
Except for absence due to sick leave, or other paid leaves of absence, Board approved unpaid
leaves of absence will not interrupt seniority, but the time spent on such a leave shall not count
toward seniority.

If two (2) or more staff members have the same length of continuous service, seniority will be
determined by:

the date of the board meeting at which the staff member was hired, and then by;
the date the staff member signed his/her initial employment contract in the district, and then;
any remaining ties will be broken by lot.

Seniority shall be lost when a staff member resigns or retires. Disputes over a staff member(s)
seniority shall be subject to the provisions of the grievance procedure. An updated seniority list
will be available upon request. In addition to seniority and contract status, the list will give each
staff member(s) areas of certification/licensure and present teaching assignment(s) and
supplemental assignment(s), if any.

b. Least Senior Reduced

Reductions in a teaching field will be made by selecting the lowest person on the seniority list for
that area of certification/licensure who s currently assigned to a position in that teaching field. A
staff member so affected may elect to displace a staff member who holds a lower position on a
seniority list for another area of certification/licensure provided such staff member has:

(1) Taught for at least 120 days of full-time employment in the area of certification/licensure in
which the displacement will occur during the four (4) years preceding the reduction, or

(2) Taken academic coursework-either a 2-semester hour college course or its equivalent, or
earned its equivalent of six (6) units of continuing education (CEU's)-- in the area of
certificationflicensure which the displacement will occur during the last four (4) years
preceding the reduction. The staff member shall receive prior approval by the
superintendent that the coursework/continuing education he/she wishes to take meets the
requirements of this provision. Any such election to displace another staff member must be
made within ten (10) days of the time the staff member is notified he/she will be affected.

4. Notice of Intent to Reduce Staff/Conference/Hearing

When staff reduction is necessary, the Superintendent shall give nofice of the intent to recornmend
the suspension and/or renewal-suspension of contracts to all staff members so affected and shall
also give the compilete list of affected individuals to the Association at the earliest practicable time,
but not later than fifteen (15) calendar days prior to Beard action to reduce staff, whichever comes
first. The Association and each staff member whose contract is to be suspended (or renewed-
suspended) under provisions of this section shall receive a copy of the entire seniority list at the time
of notification of suspension or renewal suspension.

Each staff member so notified shall, upon request, be entiled to a conference with the
Superintendent or his/her designated representative as to the reasons for such reduction. Such
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conference will be scheduled within five (5) school days of receipt of notice of the Superintendent's
intent to recommend such reduction to the Board.

Employee Rights While on Reduction

The above section shall not diminish or void any right or privieges provided the Board or staff
members in any state or federal law except as expressly and specifically set forth herein.

Staff members on the recall list will have the following rights:

a.

Staff member(s) on reduction are fo be recalled in the order of seniority and tenure status when
vacancies become available for which they are or have become qualified under the provisions
specified herein.

Staff members on the recall list will be recalled in order of seniority for vacancies in areas for
which they are certificated/licensed provided they have either:

1. Taught in that area of certification/licensure for at least 120 days of full-time employment
during the four (4) years preceding the reduction, or

2. Taken academic coursework—either a 2-semester hour college course or its equivalent, or
eamned its equivalent of six (6) units of continuing education— in the area of
certification/licensure while on the recall list. The staff member on recall shall receive prior
approval by the Superintendent that the coursework/continuing education he/she wishes to
take meets the requirements of this provision.

The recall list for those staff members on limited coniracts shall be maintained for a period of
three (3) years.

While a reduction continues, no substitute staff member(s) or any other person new to the
system will be hired except where:

1. There are no staff member(s) on layoff qualified to fill a vacant position or who become
qualified by retraining, as specified above, or

2. All qualified staff member(s) on layoff decline the offer to fill the vacancy.

The Board shall not contract out, sublet or otherwise permit any work previously performed by
staff member(s) in the bargaining unit to be performed by individuals or entities who are not
members of the bargaining unit except where mutually agreed upon by the parties after due
notice and negotiation with the association.

Staff members whose contracts are suspended (or renewed - suspended) under the terms of
this section are to be considered as being reduced in force (on layoff) and awaiting recall and not
as being terminated with the system.

So long as any employee remains on layoff status, no current non-bargaining unit employee
shall be assigned to fill that specific bargaining unit position that has been reduced in force.

Qualifications (certification/licensure) for a bargaining unit position that has been reduced in force
shall not be changed so as to prevent the recall of a laid-off employee.

Reduced staff members may choose to continue participation in the group health and dental
insurance plans available to regular employees pursuant to Federal Cobra regulations. (Public
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law 99-272, title X). Continuation of life insurance coverage is available through conversion
privileges with the insurance carrier.

g. Acceptance of other full-time teaching employment with another school district shall extinguish
all right to recail.

h. Each affected staff member shall have the right to unemployment compensation benefits during
the layoff, within the regulations of the bureau of employment services.

6. Notification of Recall

It shall be the responsibility of each staff member to notify the Board of any change of address or
change in certification/licensure.

The Board shall give written notice of an offer of re-employment by sending a registered or certified
letter to the Association and to the most senior of those qualified staff members at their last known
address. Any senior eligible staff member that fails to accept the offer of re-employment in writing
within tweive (12) calendar days, excluding Sundays, and holidays, from the date said offer is mailed
to the last known address of the affected staff member shall be considered to have rejected said
offer, and shall be removed from the recall list.

7. Status Upon Recall
A staff member on the recall list will, upon acceptance of the notification to resume active
employment status, return to active employment status with the same seniority as he/she enjoyed at
the time of layoff. Such staff member shall be credited with additional sick leave, if any, and be
placed on the salary schedule in accordance with their respective training and experience at the time
of recall.

.  FAIR DISMISSAL

1. Progressive Discipline
No bargaining unit member shall be disciplined, suspended, or discharged without just cause.
The administration shall comply with the following progressive discipline procedure.
a. 1% offense — Verbal warning with written documentation (of date and topic only)
b. 2™ offense — Written warning
c. 34offense — 1 to 3 day suspension with or without pay
d. 4" offense — Possible termination of the Bargaining Unit Member
Certain severe circumstances may warrant deviation from this procedure. The sequence shall be
followed in order for the progressive discipline in ail other cases. The discipline shall only be
accumulative for same type, same offense.

2. Suspension Pending Termination

A staff member suspended without pay, pursuant to ORC Section 3319.16, shall be paid his full
salary for the period of suspension if, after the hearing, the decision of the referee is against
termination and the Board accepts such decision.
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3. Termination of Contract

The termination of a contract, during the term of such contract, shall be for those grounds as set forth
in ORC Section 3319.16. The procedures for termination of a contract shall be as described by
ORC. Section 3319.16.

4. Non-renewal of Limited Contract

a. The implementation of an improvement plan in accordance with this agreement shall not act as a
bar to the non-renewal of a staff member at the conclusion of his/her initial one year contract.

b. Should the limited contract of a staff member who will have not yet completed three (3} full,
consecutive and current years of teaching service in the district by the end of the current school
year be recommended by the Superintendent for non-renewal, written notice of same shall be
given to said staff member at least fifteen (15} calendar days prior to the Board's action on said
contract.

Any such staff member having received notice above may, within five (5) school days of the
receipt of such notice of the intent to non-renew, request a meeting with the Superintendent to
discuss the consideration of non-renewal. The requested meeting will be held within five (5)
school days from date of the submission of the request. The staff member will be provided with
the full opportunity to present hisfher position with regard to the consideration of the non-
renewal.

¢. Should the limited contract of a staff member who will have completed three (3) or more full
consecutive and current years of teaching service in the district by the end of the current school
year be recommended by the Superintendent for non-renewal, a written notice containing
reason(s) for said recommendation shall be given to said staff member at least fifteen (15)
calendar days prior to the Board's action on said coniract.

Any such staff member having received notice above may, within five (5) school days of the
receipt of the notice of the intent to non-renew, request a meeting with the Superintendent to
discuss the reasons and consideration of non-renewal. The requested meeting will be held
within five (5) schoot days from the date of the submission of the request. The staff member will
be provided with the full opportunity to present evidence, and to otherwise respond, explain
and/or rebut the basis for the consideration for non-renewal. Within five (5) days of the meeting
with the Superintendent, the staff member may file with the Treasurer of the Board of Education
a request for a hearing before the Board. Such hearing shall be held on or before the meeting
date in which action on said contract is due to be taken. The staff member may be represented
by any person of histher choice. The staff member and/or his representative will be provided
with the full opportunity to present evidence and to otherwise respond, explain and/or rebut the
basis for the consideration for non-renewal.

5. All supplemental contracts shall automatically expire on June 30th each year.
EMPLOYMENT PRACTICES — Nondiscrimination

The Board's policy of nondiscrimination extends to students, staff, job applicants, the general public and
individuals with whom it does business and applies to race, color, national origin, citizenship status,
religion, sex, economic status, age or disability.

The Board does not permit discriminatory practices and views harassment as a form of discrimination.
Harassment is defined as intimidation by threats of or actual physical violence; the creation, by whatever
means, of a climate of hostility or intimidation; or the use of language, conduct or symbols in such a
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manner as to be commonly understood to convey hatred, contempt or prejudice or to have the effect of
insulting or stigmatizing an individual.

Employees or students who engage in discrimination of another employee or student shall be subject to
disciplinary action.

Permission, consent or assumption of risk by an individual subjected to discrimination does not lessen
the prohibition contained in this policy.

No one shall retaliate against an employee or student because hefshe files a grievance; assists or

participates in an investigation, proceeding or hearing regarding the charge of discrimination of an
individual; or because hefshe has opposed language or conduct that violates this policy.
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ARTICLE VI

LEAVES OF ABSENCE (PAID AND UNPAID)

A. SICKLEAVE

1.

Each full-time professional staff member shall be entitled to fifteen (15) days sick leave with pay for
each school year under contract and shall accrue sick leave at the rate of one and one-fourth (1 1/4)
days for each calendar month under contract.

Sick leave will be cumulative to an amount of 230 days and may be transferred from one school
district to another in the State of Ohio. A certified record of unused sick leave must be presented to
the school before credit can be given.

Each newly hired certifiedlicensed staff member who has no accumulated sick leave, or any
certified/licensed staff member who has exhausted histher sick leave, will be advanced an
accumulation of sick leave of at least five (5) days. Each professional staff member under regular,
full-time contract but absent because of illness, will continue to accumulate sick leave at the rate of
one and one-fourth (1 1/4) days per month.

Any professional staff member having terminated employment with the Board wil have their
accumulated sick leave reinstated upon re~employment, provided such sick leave has not been used
in the employ of another Board of Education or other agency of the State of Ohio covered by such
provision,

A professional staff member re-employed by the Board who, since leaving the employ of the Board,
has been employed by other Boards of Education or by State, county, or municipal governments in
Ohio, will receive full credit up to two hundred thirty 230 days, for sick leave accumulated both in the
prior employ of the Board and while in the employ of other agencies of the State of Ohio as shown in
the records of the last employing agency.

Any professional staff member being employed by the Board, who, preceding this employment, has
been in the employ of another Board of Education, State, county, or municipal government in Ohio
will receive full credit up to two hundred thirty 230 days, for the sick leave accumulated in this
previous employment as shown in the records of the last employing organization.

Professional staff members absent when school is cancelled due to inclement weather or otherwise
not in session due to a holiday will not be charged with sick leave.

Professional staff members shall be responsible for notifying the appropriate authority of an
impending absence as soon as possible completing appropriate documentation so that appropriate
arrangements can be made to secure a substitute. Lesson plans from the teaching staff must be
available to the substitute. In the event the process changes, staff will be notified by administration.

Pursuant to ORC 3319.141, sick leave shall be granted for absence due to personal illness,
pregnancy, injury, exposure to contagious disease which could be communicated to others, and for
absence due to iliness, injury or death in the employee’s immediate family.

a. Injury and/or iliness in the immediate family:

For purposes of injury or ilness, one's immediate family will be interpreted as spouse, child,
father, mother, father-in-law, mother-inlaw, step parents, step children, grandchildren, and
significant other.
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b. Death in the family:

In the event of death in the immediate family, immediate family shall include spouse, father,
mother, child, brother, sister, father-indaw, mother-in-law, son-in-law, daughter-in-law, brother-in-
law, sister-in-law, grandchildren, grandparents, aunts and uncles, step children, step parents,
nieces, nephews, great-grandchildren, great-nieces, great-nephews, great-grandparents and
significant other.

Falsification of a sick leave statement Is grounds for suspension or termination, pursuant to ORC
3319.16.

Those employees who render part-time, seasonal, intermittent, per diem, or hourly service shall be
entitled to sick leave pursuant to ORC 3319.141.

Any staff member missing fifteen (15) days in a school year is required to furnish a doctor's note for
any absence thereafter.

An absence of less than one (1) hour of contracted time shall not be counted against attendance
unless a period substitute requests emergency substitute pay.

SICK LEAVE BANK

Only Bargaining Unit Members who conform to the following criteria and voluntarily contribute to the
sick leave bank will be eligible to derive benefits from the sick leave bank.

Bargaining Unit Members desiring membership in the sick leave bank shall enroll prior to September
30, beginning with the first student day. A Bargaining Unit Member hired after the enroliment period
shall have thirty (30) working days from their employment date to enroll under this provision.

If the Bargaining Unit Member drops from the sick leave bank during the open enrollment period, all
sick leave donated by the individual shall remain in the bank.

Bargaining Unit Members with less than three (3) years' experience in the District, who has no
accumulated sick leave, or less than fifteen {15) days, but desire to join the sick leave bank, shall not
be required to donate days to the bank until their accumulation exceeds fifteen (15) days. Once
accumulation reaches fifteen (15) days, the Bargaining Unit Member shall contribute the necessary
days to the bank in order to clear his/her deficit of owed days.

The term “owed days” is defined to mean the three (3) initial enrollment days to join the bank plus
any additional open enroliment required days that have not yet been donated.

Members of the bank shall contribute three (3) days to initially enroll. If the number of days in the
sick leave bank total fifty (50) or less days, the committee, at its discretion, may establish other open
enroliment periods during the school year. Each subsequent time additional days are requested by
the Sick Bank Committee they must be contributed/owed to stay in.

If Bargaining Unit Members who were eligible at the inception of the sick leave bank chooses to join
after the inception, they must make up all days, which they would have been accessed if they would
have joined when they were first eligible.

The sick leave bank shall not accumulate more than two hundred (200) days.

The Association shall hold harmless and indemnify the Board, for any claims made against the
Board, which are based upon aspects of the Sick Leave Bank’s operation, which are within the
exclusive control of the Association.
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The sick leave bank may not award more than forty-five (45) days to each employee per contract
year (Sept. 1 — Aug. 30).

If an employee with a sick leave balance leaves Liberty Center Schools with "owed days” to the sick
leave bank those days are returned to the sick leave bank prior to transferring their balance to the
next employer.

For the purposes of sick leave calculation, days granted by the sick leave bank will not be considered
as accumulated days.

Administration of the Sick Leave Bank and Procedures:

The sick leave bank is the sole and exclusive right of the committee to administer.

The Association shall establish criteria for a commitiee and the appointment of committee members.
The President of the Association or designee shall preside as chairperson over the committee
meetings and is responsible for calling meetings when necessary. The chairperson shall handle all
communication to the Board’s Treasurer in regard to sick leave day advancement to any applicant.
Members may make application to the Sick Leave Bank Committee by sending a letter to the
chairperson requesting the number of days needed and a signed doctor's statement or a letter
detailing the reason(s) why their absence from work wil run beyond their total number of

accumulated sick leave days. Members shall exhaust all paid leave plus three (3) deduct days to be
eligible for sick leave bank days. This request may be submitted by

the Bargaining Unit Member or by a person acting on behalf of the Bargaining Unit Member in the
event the member is unable to file the request.

The decision of the committee is final and binding on the applicant and thus is not subject to the
grievance procedure.

The request for sick leave day(s) from the bank shall be considered for catastrophic reasons related
to conditions due to the following:

1. Personal illness.
2. Aftend to illness in the immediate family as defined in contract in Article VI, Section A9(a), (b).
3. Death within the immediate family found in Article VI, Section A9(b}.

4. Persons in need of additional days due to the birth of a child or the adoption of a child and, due
fo catastrophic reasons requiring additional time.

Requests for day(s) from the sick leave bank can be made prior to the expiration of the Bargaining
Unit Member's accumulated sick leave days.

Should the Bargaining Unit Members return before the assigned day(s) have been used, the
remaining days shall be returned to the sick leave bank balance.

At the end of each year, the sick leave bank committee shall review the guidelines of the sick leave

bank and its use. If the committee feels changes need to be made, the chairperson will present
these concerns to the Association's Executive Committee. The Executive Committee will then
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discuss and vote on the proposals. Any changes will then be put into a Memorandum of
Understanding and Bargaining Unit Members will be notified of any changes.

C. PERSONAL/EMERGENCY LEAVE

1.

Each bargaining unit member shall be granted three (3) Unrestricted Personal/Emergency Leave
days per school year with no deduction in pay for personal or emergency situations, which cannot be
attended to outside school hours.

In order to make use of a leave day or of a portion of such day, the staff member will submit to
hisfher building principal written notice of his/her intention to be absent via email. The staff member
will indicate the date of the intended absence, whether the absence is to be for a full or a half day,
whether a substitute will be needed, and shall input the information in the electronic absence
management system.

The email shall be submitted to the building principal at least seventy-two (72) hours or three (3)
calendar days prior to the intended date of absence. In case(s) of unanticipated personal
emergency, the building principal or his/fher designee shall be contacted as soon as possible.

No leave day nor any portion thereof can be used on a teacher work day, a parent-teacher
conference day, or within the first five (5) or the last five (5) school days of the school year.
Personal/emergency leave may be granted on these days if written application is made to the
Superintendent (before the leave or within twenty-four (24) hours of return to duty) explaining that the
reason for the leave was emergency in nature, that the need for the leave was due to circumstances
beyond the control of the staff member, and that the reason for the leave could not be conducted on
another day. Such reasons may include, but not be limited to, funerals, personal or home
emergencies, or ceremonies involving the staff member's immediate family. Funerals should always
be given the utmost consideration.

Personal days may be wrapped around a holiday with prior notice. If the notice is three (3) weeks
prior to the holiday, the administration will locate a substitute. If three (3} weeks notice is not given,
the teacher will be responsible to locate a substitute.

Personal leaves will be granted on a first come basis with no more than three (3) elementary
teachers and a combination of four (4) middle school and/or high school teachers on any given day.
Exceptions may be granted for the same reasons and following the same guidelines as outlined in
Number 4 above.

if an employee does not use any of hisfher personal days or any deduct days in a school year,
hefshe will receive a stipend in the amount of $375. If an employee uses only one personal day or
one deduct day, he/she will receive a stipend of $250. If an employee uses two (2) personal days or
two (2) deduct days, he/she will receive a stipend of $125. Any personal day stipend will be paid at
the second pay in August of the contract year.

D. PROFESSIONAL LEAVE

Released time to attend approved professional meetings, conferences, athletic clinics, visitations, county
curriculum development sessions, etc., may be granted to provide the opportunity for certifiedflicensed
staff members to advance professionally.

Use:

1.

Professional staff members who attend such meetings or conferences shall be considered assigned
to duty with full payment of salary and benefits. Such approved leave will not be deducted from
accrued or earned sick leave or personal leave.
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2. Athietic clinics shall be defined as any opportunity that allows a staff member to grow in his/her

responsibilities as a coach, including, but not limited to, clinics, rules interpretation meetings, state
tournaments, etc.

Requests for professional leave shall be submitted in writing to Building Principal or Supervisor at
least three (3) days in advance and shall specify the purpose, duration, and estimated cost of such
leave. Approval to attend such a meeting shall be secured in advance from the Superintendent or
his/her designee. After attendance at any professional meeting where reimbursement as provided
herein will be applicable, the staff member will prepare a form requesting reimbursement.
Reimbursements will be granted when the staff member provides the Superintendent and Building
Principal with a written summary of the meeting. If requested by the Superintendent, the staff
member will also be present at the next regular meeting of the Board of Education to present a brief
summarization of the meeting.

4. Staff members will be limited to no more than five (5) school days of self-requested professional
leave per school year.
5. Upon approval of the Superintendent or histher designee, professional staff members may be
granted professional leave for the following reasons:
a. To attend professional conferences/seminars
b. To participate in curriculum development meetings
c. To conduct professional visiiations
d. To participate in a professional seminar
e. To attend athletic clinics, meetings, tournaments
f. To participate in other Board of Education approved activities that will promote the professional
growth of the teacher, coach, advisor, andfor the school system
Reimbursement:

The following reimbursement provisions shall be in effect for staff member requested professionai leave:

As supported by receipts, approved reimbursement will be paid (exclusive of substitutes) or the
necessary and reasonable expenses of:

1.

Transportation equivalent to the use of a privately owned automobile on a cents per mile basis to a
maximum of 400 miles round frip or exceptions as approved by Superintendent. The reimbursement
rate shall be the IRS designated rate per mile.

Trips reimbursed from athletic funds shall be reimbursed at 32 cents per mile to a maximum of 400
miles round trip or exceptions as approved by Superintendent.

Mileage for reimbursement shall be calculated from Liberty Center or the staff member's home
(whichever is less) to the actual site of the meeting, conference, clinic, etc.

All food receipts must be itemized. All food reimbursement will be for overnight trips only, per IRS
regulations.

Total district costs for any one teacher's self-requested professional leave during any one school
year shall not exceed $500.00.

Staff members shall not be reimbursed from professional development funds for attendance at any
athletic clinic. Likewise, reimbursement from athletic clinic funds shall not be deducted from the
$500.00 professional development allowance.
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5. Staff members receiving outside grant funds to attend professional meetings shall be able to use
both grant funds and professional development funds for reimbursement, provided that: 1) grant
funds are used first, and 2) total reimbursement from both sources does not exceed monies spent.
The staff member shall submit a copy of the grant check along with receipts for the professional
meeting in order to be reimbursed from professional development funds. Outside grant funds shall
not be deducted from the $500.00 professional development allowance.

6. College credit courses must meet the limitations of the Professional Development Program provision
in this Agreement.

The following provisions shall be in effect for district-requested professional leave:

1. Costs incurred for district-requested leave shall not count in the $500.00 maximum professional
leave benefit.

2. As supported by receipts, approved reimbursement will be paid for the necessary and reasonable
expenses of: '

a. Use of a privately-owned automobile calculated from Liberty Center or the staff member's home
{(whichever is less) on a cents per mile basis at the IRS designated rate per mile, or the least
expensive common carrier whose schedule provides such transportation in a timely manner.

b. All food receipts must be itemized.

¢. Necessary lodging.

3. Cost of substitute(s) shall be borne by the district.
LEGAL LEAVE

When a professional staff member is required and/or subpoenaed by a court, the Board will grant a leave
for legal purposes. Said leave shall not be deducted from any other type of leave. Pay for days of
absence on a school day due to legal leave shall be based upon the difference between the professional
staff member's regular compensation and the remuneration received for serving as a juror or witness (not
including meal and travel allowances or living expenses).

ASSAULT LEAVE

A staff member assaulted while in the course of his/her employment and physically disabled from such
assauit, shall remain on the payroll as a regular employee and shall receive all benefits as if on sick leave
for up to ten (10) days. To be eligible for assault leave, the certified employee shall:

a. Make a written statement concerning the assault on forms provided by the Board.

b. Provide a certificate from a licensed physician stating the nature and duration of the disability and the
necessity of absence from regular duties.

The days so used will not be deducted from sick ieave. Falsification of any of the employee's

statement or the physician's statement shall be grounds for suspension or termination of employment
under 3319.16 Chio Revised Code.
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G. LEAVE OF ABSENCE WITHOUT PAY

1.

General Provisions

Upon request of the teacher, the Board of Education may grant a leave of absence without pay for a
period of not more than two (2) consecutive school years for educational or professional or other
purposes, and shall grant said leave where illness, disability, or child care is the reason for the
request. Upon subsequent request, such leave may be renewed by the Board in its sole discretion.

The request shall state the reason for the required leave, the date the leave is to begin and the date
the leave is to end. The staff member on leave shall complete an intent form, as requested by the
Superintendent.

The granting of a leave of absence shall not be construed to extend a limited contract past its term or
prevent the non-renewal of a staff member's contract.

Persons returning from leaves of absence are subject to assignment by the Superintendent to a
position within their area of certification/licensure.

Early return - Any staff member on an approved leave of absence as set forth above may request an
early termination of the leave by submitting such request to the Superintendent. The staff member
must notify the Superintendent by March 30" in the last year of their leave of absence If they intend
to come back the following year.

2. A staff member will be granted a leave of absence for the following reasons:

a. lliness and/or disability - the employee shall be obligated to provide evidence of his/her illness or
disability and submit same along with any request for this form of leave of absence.

Such requests shall indicate the expected period of disability which shall be supported by the
evidence of the disability. If such evidence is in the form of a physician's statement, such
statement will indicate the period of expected disability.

b. Child Care Leave - A staff member who wishes to remain home with a newly born infant or
newly adopted child shall file a request for child care leave with the Superintendent ninety {90)
days prior to initiating said leave. Exception to the ninety (90) day nofice may occur for adoption
purposes.

The Board shall grant an unpaid child care leave for the remainder of the school year in which
the leave is requested.

If the request is made and the leave begins at the beginning of the second semester or
thereafter, the leave shall be for the remainder of the school year in which the leave is requested
and/or for the following first semester of the next school year at the option of the staff member.

3. Other leaves of absence may be granted by the Board upon written request of a teacher.

a. Graduate Study - Such leave must be approved in advance by the Superintendent. Upon
acceptance of this leave the staff member agrees, if requested by the Board, to return to the
Liberty Center Local School District to teach for a period of at least one (1) school year.

Upon written request of the staff member, the Superintendent will provide a written explanation
and/or basis for any such leave which is not approved. Such explanation and/for basis will not be
debatable or grievable.
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ARTICLE VIl

PROFESSIONAL COMPENSATION AND PAYROLL PRACTICES

A. REGULAR SALARY SCHEDULE

The basic salaries of staff members covered by this contract shall be adjusted to reflect the rates set forth
herein. For the 2021-2022 school year, the Board will increase the base salary by 3.0%. For the 2022-
2023 school year, the Board will increase the base salary by 2.5%. For the 2023-2024 school year, the
Board will increase the base salary by 2.5%.

A Learning Recovery Stipend equal to 2.5% of employees 2021-2022 salary will be paid in November
2021. A Learning Recovery Stipend of $500 will be paid in November 2022, and a Learning Recovery
Stipend of $500 will be paid in November 2023.

B. SALARY SCHEDULE PLACEMENT

The maximum years of credit for experience outside the school system shall be ten (10). Years of
service for salary schedule placement purposes shall be credited according to the following:

1.

All years of teacher service in the district regardiess of training level with each year consisting of at
least one hundred twenty (120) days under a teacher's contract.

All years of teaching service in a chartered, non-public school located in Ohio as a teacher
certified/licensed pursuant to Section 3319.22 of the ORC, or in another public school regardiess of
training level with each year consisting of at least one hundred twenty (120) days under a teacher's
contract.

All years of teaching service in a chartered school or institution or a school or institution that
subsequently became chartered or a chartered special education program, or a special education
program that subsequently became chartered operated by the state as a teacher certified pursuant
to Section 3319.22 of the ORC regardless of training level with each year consisting of at least one
hundred twenty (120) days.

All years of active military service in the armed forces of the United States as defined in Section
3307.22 of the ORC to a maximum of five (5) years. For purposes of this calculation, a partial year of
active military service of eight (8) continuous months or more in the armed forces shall be counted as
afull year.

Supplemental Contracts

If any extracurricular season/activity is cancelled as a result of unforeseeable circumstances that are
outside of the Board's control, such as but not limited to a communicable diseass, or government
order, which cause the Board to cancel or reduce the length of the activity season, or if the season is
shortened or postponed by directive of the Ohio High Schooi Athletic Association (OHSAA), payment
of supplemental contracts shall be provided as follows:

a. Any affected supplemental for head coaches who oversee an athletic program for any sport at
any grade level will be paid in full. All other coaches, including Junior High, Freshman, and
Assistants who have been issued a supplemental contract and work during the preseason for an
athletic program will receive 33% of their supplemental pay in the event an extracurricular activity
is cancelled prior to the start of the season. For the purposes of this section, the word
‘preseason” will include work done on an activity prior to the OHSAA “Coaching Begins”
calendar.
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b.

In case of a mandated interruption of the schoollearning program, year-long supplementals,
such as but not limited to Yearbook, National Honor Society, Band, and Junior Class Advisor,
will be completed remotely when possible.

All other affected supplementals will be paid a prorated amount based on the percentage of the
season or supplemental work completed at the time of cancellation. If an extracurricular activity
is cancelled prior to the start of the season, but after the issuance of the supplemental contract,
and no work was started, then the supplementa! will not be paid.

The expectation is that in order for staff to be pald any portion of the contract, the supplemental
holder will maintain the program and complete assigned duties to the best of their ability under
the circumstances. The Superintendent or Athletic Director may ask supplemental holders to
provide documentation regarding the communication and work being performed before payment
is made. Payment will be issued in accordance with Board-adopted procedures and any
applicable language in the CBA. Athletic activity start dates will be based on the OHSAA
calendar (“Coaching Begins” and “Season Ends” dates as published by OHSAA), which will be
modified in the event that OHSAA adjusts the season calendar. Academic activity start dates
wili be based on the student calendar.

In case of a mandated interruption of the school/learning program, extended days worked either
in a school building or remotely will be paid in accordance with the CBA.

C. CONTINUING CONTRACTS

A teacher becomes eligible for a continuing contract as follows:

1.

A teacher is employed by the Board for a period of two (2) years and the teacher has previously
attained continuing contract status in another Ohio Public School District.

A teacher whose initial license was issued prior to January 1, 2011 becomes eligible upon
satisfaction of one of the following:

a.

Teacher has worked in the school district for three (3) of the last five (5) years, has Professional,
Permanent, or Life or Senior Professional, or Lead Professional license, and;

i. If the teacher held his/her master's degree at the time of the issuance of the initial license,
the teacher has started and completed six (6) semester hours or graduate coursework in the
areas of licensure or in an area related to the teaching field since the initial issuance of the
certificate or license; or

ii. Ifthe teacher did not hold a master's degree at the time of the initial license, the teacher has
started and completed thirty (30) semester hours of graduate coursework in the area of
licensure or in an area related to the teaching field since the initial issuance of the certificate
or license.

A member whose initial teaching license was issued after January 1, 2011 becomes eligible for
continuing contract upon safisfaction of the following:

a.

The teacher holds a Professional Educator license, Senior Professional Educator license, or
Lead Professional Educator license issued under section 3319.22 of the Revised Code.

The teacher has held an Educator license for at least seven (7) years.

The teacher has completed the applicable one of the following:
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i. If the teacher did not hold a master's degree at the time of initially receiving an Educator
license, thirty (30) semester hours of coursework in the area of licensure, as specified in
rules which the State Board shall adopt;

ii. If the teacher held a master's degree at the time of initially receiving an Educator license, six
(6) semester hours of graduate coursework in the area of licensure or in an area related to
the teaching field since the initial issuance of that license, as specified in rules which the
State Board shall adopt.

D. CERTIFIED/LICENSED STAFF SALARY SCHEDULES AND INITIAL PLACEMENT ON
SALARY SCHEDULE OF RETIREES

Upon hiring an individual to fill a teaching position, where that individual has previously retired from
Liberty Center or any other public-school district, the Superintendent shall have the sole discretion to
recommend to the Board of Education the years of service credit to be granted to that individual,
providing that a minimum of five (5) years of "actual teaching” and "military experience’, as defined by
ORC 3317.12(A), is given to that individual. The Superintendent shall not be precluded from
recommending more than ten (10) years of actual teaching experience. Placement on salary schedule
will be at the appropriate educational level attained. Retirement from district shall be considered a break
in employment for seniority purposes. Former employees of district will be preciuded from service credit
earned prior to retirement.

In determining the amount of service credit to be recommended for an initial placement on the teacher's
salary schedule, the Superintendent may consider the following criteria:

1. All years of service credit in the Liberty Center School District regardless of training level with each
year consisting of at least 120 days under a teacher's contract.

2. Years of teaching service in a charter, non-public school located in Ohio as a teacher certified
pursuant to Section 3319.22 of the Ohio Revised Code, or in another public school regardless of
training level with each year consisting at least 120 days under a teacher’s contract.

3. Years of teaching service in a chartered school or institution or school or institution that subsequently
became chartered or a chartered special education program, or a special education program, or a
special education program subdivision or other local government unit of the state as a teacher
certified pursuant to Section 3319.22 of the Ohio Revised Code regardless of training level with each
year consisting of at least 120 days.

4. Years of active military service in the Armed Forces of the United States as defined in Section
3307.22 of the Ohio Revised Code for a maximum of five (5) years. For the purpose of this
calculation, a partial year of active military service of eight (8} continuous months or more in the
Armed Forces shall be counted as a full year.

5. The Superintendent shall not be prohibited from granting service credit for teaching experience in
schools outside Ohio or outside the United States, or for prior work experience which is related to the
teaching profession. The Superintendent shall also have the discretion to grant a full-year's credit for
certain teaching service even though service may consist of less than 120 days.

Returning retirees hired by the Board shall be employed under one (1) year limited contracts. The Board
may evaluate returning retirees in accordance with the evaluation procedure contained in the collective
bargaining agreement between the Board and the Liberty Center Education Association. However, any
returning retiree hired is ineligible for continuing contract status and/or to receive a continuing
employment contract from the Board, and any right thereto is specifically waived by this provision.
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A returning retiree is eligible for insurance coverage per this agreement.

This provision is specifically intended to supersede the requirement of ORC 3319.11, ORC 3319.111,
ORC 3317.13, ORC 3317.14, Chapter 3307 of the Ohio Revised Code and any other conflicting
provision of the Ohio Revised Code.

PROFESSIONAL EXPERIENCE AND EDUCATIONAL ADVANCEMENT

All staff members qualifying for advanced placement on the salary schedule as a result of additional
course work will submit an official transcript or grade report and written request for advancement on the
salary scale to the Treasurer of the Board on or before September 30 of the school year for advancement
beginning with the first semester or not later than February 15 for advancement beginning with the
second semester.

All such advancements shall be refroactive fo the beginning of the appropriate semester. The first
payment for such advancement on the salary schedule shall begin not later than the close of the second
pay period following the deadline for the submission of official transcripts or grade records and except for
any retroactivity shall be uniformly and equally distributed among all subsequent pays for the remainder
of the school year.

DIRECT DEPOSIT

Except in special cases where the salary would not be sufficient to warrant payment in this manner, all
employees shall be paid in 26 pay periods, every two weeks on alternating Fridays, with salary payments
to be made two week in arrears. Payment will begin not later than the third Friday after the beginning of
the school year. There will not be more than 26 pay periods in a given calendar year. Salary checks will
be issued the Friday following the close of the two (2) week pay period or the day preceding a scheduled
bank holiday should the Friday fall during the aforementioned except when the pay day falls in the next
calendar/fiscal year.

The LCCTA membership will be paid through mandatory direct deposit. E-mail notification of direct
deposit will be mandatory for all members.

. EXTENDED TIME COMPENSATION

Certified/Licensed staff employed beyond the regular nine (9) month school year will be issued
supplemental contracts for extended time. Such employees will be paid at a daily rate based on the
employee's base salary (according to the current salary schedule).

COMMITTEE STRUCTURE AND COMPENSATION

1. The Building Leadership Team shall consist of four (4) fo seven (7) members. The BLT chair shall
be elected by the Association. In consultant with the BLT chair, the supervisor/principal will select
the other members of the BLT, with the supervisor/principal having the final say.

2. The District Leadership Team shall consist of ten (10) Association members plus the Superintendent
and/or his designees. The Association President shall be a fixed member of the DLT, along with
three (3) Association members representing the following grade bands: Begindergarrten-4, 5-8, and
9-12. Three DLT co-chairs shall be elected by the Association, with one (1) chair per grade band.
Each grade band will be represented by the Association elected DLT co-chair, the respective BLT
chair, and one additional member.
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3. The Building Leadership Team (BLT) and the District Leadership Team (DLT) shall be responsible
for the planning and scheduling of all in-service programs. Staff members shall be provided with the
topic of the in-service three (3) days prior to the in-service.

4. The Positive Behavioral Interventions and Supports Committee shall consist of four (4) to seven (7)
members. The chair shall be elected by the Association. In consultation with PBIS chair, the
supervisor/principal will select the other members of the PBIS Committee, with the
supervisor/principal having the final say.

5. The Local Professional Development Committee (LPDC) shall be formed for the Liberty Center
Local School District in compliance with the appropriate provisions of the Ohic Revised Code. The
rights, benefits and privileges granted by Senate Bill 230 shall be in effect.

The LPDC shall have a district level scope. It shall consist of three (3) teachers and two (2)
administrators for a total of five (5) members. The exclusive bargaining representative (LCCTA) shall
have discretion in choosing the three (3) teacher members to serve on the LPDC. In the case of
administrator plan review, the committee shall be made up of a majority of administrators. The
Superintendent will designate the two (2) administrative personnel to serve on the LPDC. LPDC
members will serve for a three (3) year term provided they remain employed by the Board. Teaching
vacancies shall be filled by designation of the exclusive bargaining representative (LCCTA). The
Superintendent shall appoint members to fill administrative vacancies.

Meetings shall be scheduled at least quarterly. Additional meetings may be scheduled as decided by a
majority of the members. All meetings shall take place outside normal student instructional hours at the
convenience of committee members. The members shall be paid a stipend of $250 and $25 per hour
for work performed outside their contractual working hours. The committee will promulgate by-laws,
procedures and policies to be recommended for adoption by the Board of Education. Such procedures
must include an appeals process and process for the conduct of elections.

The committee's responsibilities shall include, but not be limited to, approval of Individual Professional
Development Plans for certified employees, development and approval of all district or building
professional development activities, approval of C.E.U.s, coursework, workshops, in-service, or any
other activity that could be used for professional growth credit.

Compensation for Elementary Family Night
A stipend for Elementary Family Night will be paid to teachers at $25 per participant.

. OUTSIDE OF SCHOOL DAY COMPENSATION

Any staff member chosen to teach or supervise outside of the school day for purposes of, but not limited
to, homebound tutoring, academic tutoring, homework clinic, disciplinary classes, shall be compensated
at the rate of twenty-five ($25.00) per hour.

STUDENT TEACHER SUPERVISION HONORARIUM

The Board of Education agrees when one or more colleges or universities desire to place their students
in the classroom for the purpose of their participating in teacher education experiences, that
certificated/licensed personnel, who agree to serve as supervisors of teacher education experiences may
accept an honorarium or stipend from the college and/or university fo be paid by the district through
payroll.

ANNUAL SALARY NOTICES

The parties agree that annual salary notices pursuant to ORC 3319.12 will be provided in email form.
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K. OTHER PAYROLL DEDUCTIONS

The Board agrees to make the following deductions upon the yearly written request of the employee,
provided that no fewer than five (5) employees participate in any one plan. United Way and Ohio Tuition
Trust Authority shall be the only exceptions to the five (5) member stipulation.

a. Credit Union

b. Income Protection Insurance

c. Tax Sheltered Annuities - A calculation form indicating the maximum excludable allowance of the
employee's salary must be submitted in accordance with IRS code, Section 403. In the event that an
employee chooses a "special option”, a calculation form detailing the determination of the special
amount must be submitted. The responsibility for the proper calculation is that of the employee, and,
accordingly, al} calculations must be signed by the employee and insurance company representative.
Companies are to provide such forms.

Cancer Insurance

United Way

Political contributions of not less than $1.00 per pay period

Savings Bonds

Ohio Tuition Trust Authority

LCSEF - (Liberty Center Schools Educational Foundation)

Purchase STRS service credit

457 Deferred Compensation Plan

OB~ B

If for any reason the Board fails to make a deduction for any employee as above provided, it shall make
that deduction from the employee's next pay in which such deduction is normally deducted after the error
has been called to its aftention (in writing) by the employee.

Except for Association dues withholding as otherwise provided herein, said deduction(s) shall commence
with the first check of the next month following submission of the request and shall continue in equal
amounts for the remainder of the checks in the year.

L. HOSPITAL SURGICAL/MAJOR MEDICAL

The Board shall provide health insurance coverage for each certificated/licensed employee now or
hereafter employed and hisfher dependents. Such coverage will be the choice of the employee among
any plans offered by the Northern Buckeye Health Plan (NBHP). An open enroliment period will be held
annually and the employee will have the opportunity to enroll in either plan each year. The open
enroliment will be held in November and the plan will go into effect January 1 of each year and will
operate on a calendar year basis.

The employee will pay a portion of the premium each year. The premium portion paid by the employee
will be a pre-tax contribution. The Board will pay the premium for the cost of single coverage and family
coverage at a rate not greater than 90% and the employee will pay the balance. The employee share of
such premium cost will be uniformly and equally divided and withheld from each affected individual's
paycheck.

In the event the employee elects a HDHP, the Board will pay up to $1,160.00 of the monthly premium
and contribute to a Health Savings Account (HSA) in the amount of $1,500.00 for 2020-21 per family
plan. For a single plan, the Board will pay up to $438.00 per month of the monthly premium and
contribute to a Health Savings Account (HSA) in the amount of $1,000.00 for 2020-21. The contribution
will be made in quarterly installments beginning with the first pay in January.

For employees who are currently on the HDHP as of January 1, 2017, the Board will also pay up to
$1,160.00 of the monthly premium for family and up to $438.00 per month for single. Those employees
will receive $1,500.00 annual contributions to their health savings account per family plan and $1,000.00
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annual contributions per single plan for the duration of this contract. The contribution will be made in
quarterly installments beginning with the first pay in January.

Effective January 1, 2022, the Board will pay up to $1,500.00 of the monthly premium for the High
Deductible Health Plan (HDHP) per family plan and will pay up to $600.00 per monthly premium of the
HDHP per single pian. The Board will contribute towards a Heaith Savings Account (HSA) in the amount
of $1,600.00 per year for those enrolled in a family plan and $1,100.00 per year for those enrolled in a
single plan.

During the life of this agreement, members have the option of using Activate Clinics or the network
providers of the negotiated health care plan. At no time wili a member be required to use the Activate
Clinics in lieu of the network providers of the negotiated health insurance plan. This does not preclude
members from using out of network providers.

Full-time or part-time employees who are employed for less than 15 hours weekly shall not be eligible for
health insurance benefits.

. DENTAL INSURANCE

The Board shall provide employee and family dental insurance protection equal to or exceeding the
current breadth and level of benefits and coverage in effect as of June 1, 1998. Adult orthodontics will be
provided in the coverage. Dental plan shall be the premium plan.

The Board will pay eighty percent (80%) of the full cost of family coverage.

The employee's share of such premium cost will be uniformly and equally divided and withheld from each
affected individual's paycheck.

. VISION INSURANCE

The Board shall provide employee and family vision insurance. The Board will pay one hundred percent
(100%).

. SECTION 125 CAFETERIA PLAN

The Board of Education will put into place a benefit plan as provided under section 125 of the Intemal
Revenue Code (the Plan). The plan will include those benefits established in the negotiated agreement
and to the extent permissible under current regulations, provide for the tax shelter of any payments
required of bargaining unit members for the purchase of those benefits. Any such plan will be subject to
change in the event of a change in the applicable tax laws or regulations. The Association will be notified
prior to the implementation of any such change.

LIFE INSURANCE BENEFITS
The Board shait purchase from a carrier of its choice a group term life insurance policy in the amount of

$50,000 for each certificated/licensed employee, plus an equal amount of accidental death and
dismemberment coverage.

. CONTINUATION OF INSURANCE COVERAGE

The Board shall continue to carry on the payroll records all members of the bargaining unit whose sick
leave accumulation has expired and/or who are on an approved leave of absence, but the Board will not
pay any portion of the premium(s) due while the employee is under the provisions as stated above. The
employee may continue insurance coverage pursuant to Federal Cobra regulations (Public Law 99-272,
Title X).
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R. SEVERANCE PAY

Severance pay shall be a lump sum payment to eligible employees according to the following provisions:

1.

Eligibility

An employee's eligibility for severance pay shall be determined as of the final date of employment.
The following terms must be met:

a.

The individual must retire from employment with public schools in Ohio. The employee retires
under regulations adopted by either the Ohio teacher's retirement system or the Ohio school
employees’ retirement system.

The individual must be eligible for disability or service retirement as of the last date of
employment.

Within thirty (30) days of the last date of employment, the individual must substantiate
acceptance into one of the State retirement systems by having received and shown the first
retirement check or other verification of retirement to the Treasurer.

After presentation of such evidence, the severance pay check will be issued as follows: (1) one-
half (1/2) within 30 days following the date of the employee’s retirement, and (2) one-half (1/2)
during the first 30 days of the next following calendar year. The severance pay will be paid to an
IRS Section 403(B) Accumulated Leave Plan as adopted by the Board of Education.

For retirees under the age of 55, the severance pay will not qualify for the IRS Section 403(B)
Accumulated Leave Plan as adopted by the Board of Education. The severance pay will be paid
in cash unless the retiree directs the district office to pay the funds into a 403(B) or 457 Deferred
Comp plan that is an approved provider for the district.

Any employee who meets the service requirements of the above division and who dies while in
the employ of the school district, shall, on the day of death, be deemed to have terminated
employment by means other than retirement, and payment of all severance pay shall be made in
the manner prescribed in ORC 2113.04.

Benefit Calculation

The amount of the severance pay check due an employee shall be computed as follows:

a.

The employee's accrued but unused sick leave shall be multiplied by one-fourth, except that the
product thus obtained shall not exceed the value of fity-seven and one-half (57.5) days of
accrued but unused sick leave.

The product obtained in item one shall be multiplied by the per diem rate of pay appropriate for
that individual's placement on the salary schedule. The per diem rate of pay shall be computed
by dividing the employee's teaching salary by the number of days which that employee is
required to work under the terms of the contract in effect at the time of such retirement.

Receipt of the payment for the accrued but unused sick leave as outlined above when an

employee retires under the designation of retirement shall efiminate all sick leave credit accrued
by the employ.
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3. Early Announcement Retirement Incentive

Bargaining Unit Members who are qualified to retire and notify the Superintendent prior to February
1%t of each year will receive a $1,000 retirement incentive. This is paid to an IRS Section 403B
Accumulated Leave plan.

4. Service Retirement Recognition Stipend

Bargaining Unit Members who retire from Liberty Center Local Schools who are qualified for and
receive service retirement benefits from STRS will be eligible for 2 service recognition retirement
stipend. This stipend will be in the amount of $15,000. In order to qualify for the stipend, the
member must give notice of intent to retire to the Superintendent or his designee not iater then
March 1st of the first year in which hefshe is eligible to retire, and to retire at the end of that school
year. The end of school year includes any or all student days or make up days and teacher work
days for calamity reasons.

The service retirement recognition stipend will be paid to an IRS Section 403(B) Accumulated Leave
Plan as adopted by the Board of Education. The stipend will be paid in two (2) installments on the
same schedule as the severance pay {Art. VI, Section S, 1d).

For retirees under the age of 55, the service retirement recognition stipend may only be paid in cash
per IRS regulations.

S. PROFESSIONAL DEVELOPMENT PROGRAM

With the prior approval of the Superintendent, any staff member who enrolls in up to twelve (12)
semester hours or eighteen {18) quarter hours per contract year of course work related to hisfher
instructional responsibilities at an accredited college or university shall be reimbursed to a maximum of
$125.00 per quarter hour andfor $175.00 per semester hour from the Board for his/her tuition upon the
successful completion of such course work. In addition, a stipend of up to $50.00 per class will be
provided to cover the cost of books and other class materials. Such reimbursement will not be granted
untii the staff member provides the Superintendent with a written summary of the approved course, and
until the Treasurer is provided with a grade report or a transcript showing the course was completed and
a receipt documenting payment of the class and course materials including the amount and method of
payment (i.e. cancelled check, credit card receipt, etc.). Such reimbursement will also not be granted
unless the staff member receives a "B" or an equivalent passing grade (under a pass/fail system).

Applications for reimbursement should be submitted prior to enrollment in approved course work.

In exchange for tuition reimbursement, if either the Board or association member ends employment due
to resignation, retirement, nonrenewal or termination within one {1) calendar year after the date of
reimbursement, the member will reimburse the Board for 100% of the tuition and materials stipend that
was paid by the Board. All payments due and owing by the member to the Board shall be made within
thirty (30) days of departure. The Board reserves the right to use any lawful means to recover funds
owed.

T. STRS PICKUP

The Board of Education will "pick up" (assume and pay), utilizing the salary reduction method,
contributions to the State Teachers Retirement System paid on behalf of bargaining unit employees
under the following terms and conditions:

1. The amount to be picked-up and paid on behalf of each employee shall be the total bargaining unit
member contribution as required in Section 3307.51 of the Revised Code or any statutory increases
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therein, of the bargaining unit member's gross annual compensation, at no cost to the Board of
Education, and upon approval of the retirement system. The bargaining unit member's gross annual
compensation shall be reduced for the purposes of State and Federal tax only by an amount equal to
the amount picked-up and paid by the Board of Education.

The Board shall compute and remit all applicable contributions to the STRS based upon annual
salary andfor earned compensation which includes the amount of pick-up computed herein, but
assumes no further liability.

The pick-up percentage shall apply uniformly to all members of the bargaining unit as a condition of
employment. No bargaining unit member covered by this provision shall have the option to elect a
wage increase or other benefit in lieu of the employer pick-up.

The pick-up shall apply to all compensation including supplemental earnings.

The current deferred taxation of the "pick-up" is determined solely by the |.R.S. and any tax liability
becomes the full responsibility of the employee. The Board may refuse to "pick-up” as so directed by
the State Teachers Retirement System or the Internal Revenue Service or should the rules and
regulations of the 1.R.S., or STRS, change so as to render this procedure unworkable, the parties
agree to return, without penalty, to the former method of computing employee/employer contribu-
tions.

Payment for all paid leaves - sick leave, personal leave, severance, supplementals, including
unemployment and worker's compensation - shall be based on the employee's daily gross pay prior
to the reduction for "pick-up purposes” (e.g. gross pay divided by the number of days in a staff
member's contract).
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Liberty Center Local Schools

Certified Salary Schedule
2021-2022
3.00% Base Increase

Year 135-149 MA+15 MA+30
Exp. BA Hrs. 150 Hrs. MA Hrs, Hrs.
0 $39,853 $41,248 $41,846 $45,831 $47,425 $49,019
1.000 1.035 1.050 1.150 1.150 1.230

1 $41,846 543,241 $43,838 $47,824 549,418 $51,012
1.050 1.085 1.100 1.200 1.240 1.280

2 $43,838 $45,233 $45,831 $49,816 $51,410 $53,004
1.100 1.135 1.150 1.250 1.290 1.330

3 $45,831 $47,226 547,824 $51,809 $53,403 $54,997
1.150 1.185 1.200 1.300 1.340 1.380

4 $47,824 $49,218 $49,816 $53,802 $55,396 $56,990
1.200 1.235 1.250 1.350 1.390 1.430

5 550,016 $51,410 $52,008 $55,993 $57,588 $59,182
1.255 1.290 1.305 1.405 1.445 1.485

6 $52,207 $53,602 $54,200 $58,185 $59,780 $61,374
1.310 1.345 1.360 1.460 1.500 1.540

7 554,399 $55,794 $56,392 560,377 $61,971 $63,566
1.365 1.400 1.415 1.515 1.555 1.595

8 $56,591 $57,986 $58,584 $62,569 $64,163 $65,757
1.420 1.455 1.470 1.570 1.610 1.650

9 $58,783 $60,178 $60,776 564,761 566,355 $67,949
1.475 1.510 1.525 1.625 1.665 1.705

10 561,174 562,569 563,167 $67,152 $68,746 $70,341
1.535 1.570 1.585 1.685 1.725 1,765

11 $63,566 $64,960 565,558 569,543 $71,138 572,732
1,595 1.630 1.645 1.745 1.785 1.825

12 566,355 $67,750 $68,348 $72,333 $73,927 $75,521
1.665 1,700 1.715 1.815 1.855 1.895

13 $69,145 $70,540 $71,138 $75,123 $76,717 $78,311
1.735 1.770 1.785 1.885 1.925 1.965

14 $71,935 $73,330 573,927 $78,311 $79,905 $81,499
1.805 1.840 1.855 1.965 2.005 2.045

15-19 years $2,750.00
20-23 years $3,350.00
2426 years  $3,950.00
27-29 years $4,550.00
30+ years $5,300.00
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Liberty Center Local Schools

Certified Salary Schedule
2022-2023
2.5% Base Increase

Year 135-149 MA+15 MA+30
Exp. BA Hrs. 150 Hrs. MA Hrs. Hrs.
0 540,849 $42,279 $42,891 546,976 548,610 550,244
1.000 1.035 1.050 1.150 1.190 1.230

1 $42,891 544,321 $44,934 $49,019 $50,653 $52,287
1.050 1.085 1.100 1.200 1.240 1.280

2 $44,934 546,364 $46,976 $51,061 $52,695 $54,329
1.100 1.135 1.150 1.250 1.290 1.330

3 546,976 $48,406 $49,019 $53,104 $54,738 556,372
1.150 1.185 1.200 1.300 1.340 1.380

4 549,019 $50,449 $51,061 $55,146 $56,780 $58,414
1.200 1.235 1.250 1.350 1.390 1.430

5 $51,265 $52,695 $53,308 $57,393 $59,027 $60,661
1.255 1.290 1.305 1.405 1.445 1.485

6 $53,512 $54,942 555,555 $59,640 $61,274 $62,907
1.310 1.345 1.360 1.460 1.500 1.540

7 $55,759 $57,189 $57,801 $61,886 $63,520 565,154
1.365 1.400 1.415 1.515 1.555 1.595

8 $58,006 $59,435 $60,048 $64,133 $65,767 $67,401
1.420 1.455 1.470 1.570 1.610 1.650

9 $60,252 $61,682 $62,295 $66,380 $68,014 $69,648
1.475 1.510 1.525 1.625 1.665 1.705

10 $62,703 564,133 $64,746 568,831 $70,465 $72,098
1.535 1.570 1.585 1.685 1.725 1.765

11 $65,154 $66,584 $67,197 $71,282 §72,915 $74,549
1.595 1.630 1.645 1.745 1.785 1.825

12 $68,014 $69,443 $70,056 $74,141 §75,775 $77,409
1.665 1.700 1.715 1.815 1.855 1.895

13 $70,873 572,303 $72,915 $77,000 578,634 $80,268
1.735 1.770 1.785 1.885 1.925 1.965

14 $73,732 $75,162 §75,775 $80,268 $81,902 $83,536
1.805 1.840 1.855 1.965 2.005 2.045

15-19 years  $2,750.00
20-23 years $3,350.00
24-26 years $3,950.00
27-29 years $4,550.00
30+ years $5,300.00
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Liberty Center Local Schools

Certified Salary Schedule
2023-2024
2.50% Base Increase

Year 135-149 MA+15 MA+30
Exp. BA Hrs. 150 Hrs. MA Hrs. Hrs.
0 $41,870 $43,335 $43,964 548,151 $49,825 $51,500
1.000 1.035 1.050 1.150 1.190 1.230

1 $43,964 $45,429 $46,057 $50,244 $51,919 $53,594
1.050 1.085 1.100 1.200 1.240 1.280

2 $46,057 $47,522 648,151 $52,338 $54,012 $55,687
1.100 1.135 1.150 1.250 1.290 1.330

3 $48,151 $49,616 $50,244 554,431 $56,106 $57,781
1.150 1.185 1.200 1.300 1.340 1.380

4 $50,244 $51,709 $52,338 $56,525 $58,199 $59,874
1.200 1.235 1.250 1.350 1.390 1.430

5 $52,547 $54,012 $54,640 $58,827 $60,502 $62,177
1.255 1.290 1.305 1.405 1.445 1.485

6 554,850 $56,315 $56,943 $61,130 $62,805 $64,480
1.310 1.345 1.360 1.460 1.500 1.540

7 $57,153 $58,618 $59,246 $63,433 $65,108 $66,783
1.365 1.400 1.415 1.515 1.555 1.595

8 $59,455 $60,921 $61,549 $65,736 $67,411 569,086
1.420 1.455 1.470 1.570 1.610 1.650

9 $61,758 $63,224 $63,852 $68,039 $69,714 $71,388
1.475 1.510 1.525 1.625 1.665 1.705

10 $64,270 $65,736 $66,364 $70,551 §72,226 $73,901
1.535 1.570 1.585 1.685 1.725 1.765

11 566,783 568,248 568,876 §73,063 574,738 $76,413
1.595 1.630 1.645 1.745 1.785 1.825

12 $69,714 $71,179 571,807 $75,994 $77,669 $79,344
1.665 1.700 1.715 1.815 1.855 1.895

13 $72,644 $74,110 $74,738 $78,925 $80,600 $82,275
1.735 1.770 1.785 1.885 1.925 1.965

14 $75,575 $77,041 $77,669 582,275 $83,949 $85,624
1.805 1.840 1.855 1.965 2.005 2.045

15-19 years $2,750.00
20-23 years $3,350.00
24-26 years $3,950.00
27-29 years $4,550.00
30+ years $5,300.00
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Liberty Center Local Schools Certified Salary Schedule
SUPPLEMENTAL SALARIES
Schedule of Increments for Additional Assigned Duties

COACHING CATEGORIES

A. Football, Boys' and Girls' Basketball, Wrestling - Category |

B. Volleyball - Category Il

C. Boys' and Girls' Track, Baseball, Softball, Soccer - Category

D. Cross Country, Golf, Bowling - Category IV

Years Experience 0-2 3-5 6-8 811 1214 14+

|. BASKETBALL (Boys and Girls)

Head Coach 17 18 19 20 21 22
Assistants 11 12 13 14 15 16
Freshman 9 10 11 12 13 14
Junior High 8 9 10 11 12 13
FOOTBALL
Head Coach 17 18 19 20 21 22
Assistants 11 12 13 14 15 16
Freshman 9 10 11 12 13 14
Junior High 8 9 10 11 12 13
WRESTLING
Head Coach 17 18 19 20 21 22
Assistants 11 12 13 14 15 16
Junior High 8 9 10 1 12 13
Years Experiences 0-2 3-5 6-8 911 1214 14+
. VOLLEYBALL
Head Coach 16 17 18 19 20 21
Assistant 8 1M 12 13 14 15
Freshman 8 9 10 11 12 13
Junior High 7 8 9 10 11 12
lll. SOFTBALL/BASEBALL
Head Coach 15 16 17 18 19 20
Assistant 9 10 11 12 13 14
TRACK (Boys and Girls)
Head Coach 15 16 17 18 19 20
Assistant 9 10 11 12 13 14
Junior High 7 8 9 10 11 12
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SOCCER (Boys and Girls)

Head Coach 15 16 17 18 19 20
Assistant 9 10 11 12 13 14

IV. CROSS COUNTRY

Head Coach 12 13 14 156 16 17
Assistant 9 10 11 12 13 14
Junior High 6 7 8 9 10 11
GOLF
Head Coach 11 12 13 14 15 16
BOWLING
Head Coach 10 11 12 13 14 15
GAME MANAGER 20 21 22 23 24 25
CHEERLEADER ADVISORS
Football 6 11% for both
Basketball 7 11% for both
Freshman 5
Jr. High 7
WRESTLERETTES 8
WEIGHT ROOM COORDINATOR 2.75% 3.00% 3.25% 350% 3.75% 4.00%
OTHER COMMENTS:

A. No present coach should be paid a lower percentage than they are presently paid. All present
coaches are grandfathered in. Use both old/new schedules during transition.

B. Any coach moving down in a position of a particular sport will keep their years of experience on the
salary schedule.

C. Any coach moving up in a position of a particular sport will be paid at a rate no less than what they
were making previously.

D. Longevity Stipend - $1,000.00 for any head coach who has been in a paid position at Liberty Center

Schools for 18 years or more. $500.00 for any other coach who has been in a paid position at
Liberty Center Schools for 18 years or more.
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Schedule of Increments for Additional Assigned Duties
For the following assigned duties, the percentage supplemental will increase according to the scale with the number of
years’ experience in that position/activity provided the years of service have not been interrupted for more than three
years (e.g. junior class advisor that chooses to take a senior class advisor would maintain longevity).

9-11

Class Advisorships 0-2yrs 3-5yrs 6-8yrs yrs 12-14 yrs 14+ yrs
Senior Class 7.00% 7.25% 7.50% 7.75% 8.00% 8.25%
Junior Class 9.50% 9.75% 10.00% 10.25% 10.50%  10.75%
Sophomore Class 7.00% 7.25% 7.50% 7.75% 8.00% 8.25%
Freshman Class 500% 5.25% 5.50% 5.75% 6.00% 6.25%
Others

National Junior Honor Society 1.50% 1.75% 2.00% 2.25% 2.50% 2.75%
Spanish Club 1.50% 1.75% 2.00% 2.25% 2.50% 2.75%
Art Club 1.50% 1.75% 2.00% 2.25% 2.50% 2.75%
Jr. Great Books 1.50% 1.75% 2.00% 2.25% 2.50% 2.75%
Jr. Great Books 1.50% 1.75% 2.00% 2.25% 2.50% 2.75%
SADD 1.50% 1.75% 2.00% 2.25% 2.50% 2.75%
Elementary Musical 1.50% 1.75% 2.00% 2.25% 2.50% 2.75%
Elementary Art Show 1.50% 1.75% 2.00% 2.25% 2.50% 2.75%
Junior High Quiz Team 1.50% 1.75% 2.00% 2.25% 2.50% 2.75%
Future Business Leaders of America 1.50% 1.75% 2.00% 2.25% 2.50% 2.75%
Tiger Tales (with 1 instructional period) 1.50% 1.75% 2.00% 2.25% 2.50% 2.75%
National Honor Society 2.75% 3.00% 3.25% 3.50% 3.75% 4.00%
Student Council Junior High 2.75% 3.00% 3.25% 3.50% 3.75% 4.00%
Student Council-Elementary 275% 3.00% 3.25% 3.50% 3.75% 4.00%
District Mentors 2.75% 3.00% 3.25% 3.50% 3.75% 4.00%
District Mentor Coordinator 0 Teachers 2.75% 3.00% 3.25% 3.50% 3.75% 4.00%
District Mentor Coordinator 1-3 Teachers 535% 5.60% 5.85% 6.10% 6.35% 6.60%
Vocal Music Director 500% 5.25% 5.50% 5.75% 6.00% 6.25%
Archery Club 550% 5.75% 6.00% 6.25% 6.50% 6.75%
HS Quiz Team 6.00% 6.25% 6.50% 6.75% 7.00% 7.25%
Student Council-High School 6.00% 625% 6.50% 6.75% 7.00% 7.25%
Pit Band Director 6.00% 625% 6.50% 6.75% 7.00% 7.25%
Asst. Musical Director 7.00% 725% 7.50% 1.75% 8.00% 8.25%
Asst. Band Director 7.00% 725% 7.50% 7.75% 8.00% 8.25%
District Mentor Coordinator 4+Teachers 9.50% 9.75% 10.00% 10.25% 10.50% 10.75%
Yearbook 10.50% 10.75% 11.00% 11.25% 11.50%  11.75%
Musical Director 10.50% 10.75% 11.00% 11.25% 11.50% 11.75%
Director of Bands 11.50% 12.50% 13.50% 14.50% 15.50%  16.50%
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Article VIII

TEACHING CONDITIONS

A. SCHOOL CALENDAR

Prior to the circulation of alternate calendars, the Superintendent will obtain input from LCCTA
members.

The Superintendent will provide the Association with alternate calendars so that the Association may
indicate its preference. The Association will be given at least five {5) school days in which to circulate
such calendar options and otherwise assess the preference of the certified/licensed staff.

For the purposes of calamity days, any student instruction hours over 1001 will be used for calamity day
calculations.

B. SCHOOL YEAR

1. The work-year for staff members, unless on extended time contracts, shall not exceed one hundred
and eighty-four {184) days.

2. Included in the one hundred eighty-four (184) days shall be the following:

a.

b.

up to 178 student contact days

Two (2) teacher workdays-one (1)} workday at the beginning of the school year, and cne (1) at
the end of the school year. Any additional workdays shall be approved through the mutual
agreement of the Superintendent and the Association, which shall be deducted from student
contact days.

Two (2) days designated as Professional Development activities shall be planned by the District
Leadership Team (DLT). Any additional Professional Development days shall be approved
through the mutual agreement of the Superintendent and the Association, which shall be
deducted from student contact days.

Parent teacher conference days will be as follows: Two {2) concurrent days for a total of 7.5
hours. The first day will be in the evening following a school day and run from 3:30 p.m. to 7:30
p.m. The following day would be in the moming from 7:30 a.m. to 11:00 a.m. Teachers will
maintain a parent-contact log (found in Appendix N) where they will document an additional 7.5
hours of parent contact. Teachers will turn in their contact log to their building principal at the
end of the year check-out.

C. SCHOOL DAY

1. The school day for all full-time teaching employees shall be 7.5 hours (7:30 a.m. — 3:00 p.m.)
inclusive of a daily duty-free 30 minute lunch period for each teacher. Building staff meetings will
average no more than two (2) per month. Adjustment of an individual teacher’s day for scheduling
of a class on a flextime basis may be done with agreement between teacher and principal.
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. TEACHER WORK DAYS

On the first teacher work day no more than two (2) hours will be used for building staff meetings. The
rest of the time will be reserved to permit teacher preparation of classrooms and/or materials. The other
days will be for work/planning, grading, or other preparations; individual check-out meetings shall
include general meeting(s) of the faculty as designated by the principal.

NOTICE FOR SCHOOL CLOSING/DELAYS

A decision to close or delay a school day shall be communicated by the Superintendent to local news
media to announce. Unit members shall not be required to report for duty if their building is closed.

In the event that the board extends the school day after the calamity time bank has been used (pursuant
to board policy 8210), bargaining unit members having appecintments on said days who would otherwise
have to use sick leave or personal leave to maintain their scheduled appointments will be excused from
school early up to a maximum of one hour prior to the student dismissal time. Those bargaining unit
members needing the early dismissal shall not suffer any loss of pay nor be charged any use of leave.
Bargaining unit members who do not have scheduled appointments may leave after students are
dismissed.

In the event of school delays, extended days, or planned early dismissals, all high school class periods
shall meet a minimum of twenty (20) minutes, with student contact time equalized as much as possible.

All scheduled vacations on the school calendar shall remain in effect and make-up days shall be added
at the end of the school year.

GRADE PREPARATION

Prior to the date of grade submission for the first three (3} grading periods, the administration will
provide two (2) full teacher days to allow teachers time to prepare and submit grade averages.

. GRADING PERIODS

Grades will be issued at nine (9) week intervals to elementary, junior, and high school students. Interim
reports will be issued to all students who are achieving at a less than average or satisfactory level as
defined by the Board-adopted grading policy. Interim reports shall not be due on the first day following
Thanksgiving and spring vacations.

. CLASS SIZE

Class size shall be equalized as much as possible, with built in flexibility to take into consideration high
needs students, preps, and duties.

EMERGENCY PERIOD SUBSTITUTES

In the event regular substitutes are not hired, professional staff members may volunteer to serve as
period substitutes during their regularly scheduled preparation periods.

1. Requests for period substitutions shall be made as far ahead as possible.

2. Substitution shall be made within the professional staff member's department and/or grade level
when possible.
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3. Requests for period substitutes shall be distributed as equally as possible among professional staff
members desiring to substitute.

4. In the event no voluntary period substitutes are available, the principal may require a professional
staff member to serve as a period substitute so as to provide supervision of all classes.

5. Classroom teaching staff who volunteer or are required to substitute on an emergency period basis
as provided herein shall be compensated at a rate of $20.00 per class per period grades 5-12.

6. Elementary classroom teaching staff (K-4) who volunteer or are required to cover the students of
another teacher (in such cases where a substitute teacher is unavailable) shall receive the
substitute teachers’ rate of pay as adopted by the Liberty Center Local Board of Education. If more
than one teacher covers the class, the substitute pay shall be divided among those teachers
covering the class.

Substitutions will be made within the same grade level when possible. The building principal will
determine how the absent teacher's students will be covered for the day. The total amount paid to
substitutes for one day's teacher absence is the daily substitute rate.

7. Guidance counseiors will only be used as the last alternative.
DRESS AND GROOMING GUIDELINES
All employees shall dress in good taste to promote a professional image for the school.

1. Except for physical education classes, field trips and work days, staff will not be permitted to wear
shorts while performing their regular school duties during the school day.

2. Staff members shall dress neatly and maintain good personal hygiene.

3. Staff members will not be allowed to wear blue jeans while performing their regular school duties
during the school day. Blue jeans are permifted on teacher workdays and on field trips or any
unusual circumstances that have been pre-approved by the building principal. If it is deemed
appropriate by the Superintendent, then hefshe will issue a memo regarding the wearing of blue
jeans on an in-service day.

It is the responsibility of the entire staff to promote a good professional image during school hours and
at all school functions.

DUTY FREE LUNCH PERIOD

Each staff member employed by the Board of Education of a school district shalf be granted at least
thirty (30) minutes for lunch each school day, during which time he/she shall not be required to perform
any school activity.

Duties shall be assigned to the entire staff on a rotational basis in a fair and equitable manner. Staff
members who wish to leave the school during their 30-minute lunch period shall notify the principal or
duty personnel prior o leaving.

ASSOCIATION REPRESENTATION iN THE SELECTION OF ADMINISTRATIVE CANDIDATES
When a new administrator is being sought, the Association may be invited to appoint a representative

from the elementary staff, the junior high schoot staff, the high school staff, and its executive committee
to participate in the administrative selection process.
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M. BUILDING ACCESS

Building keys and/key cards will be made available to all teaching staff members. Each bargaining unit
member will be provided a set of keys and/or key card that will give them access to the building, their
classroom and a copier/printer. The staff member will pay to replace lost sets of keys at a cost of
$100.00 or a key card at a cost of $10.00.

N. EXTRA EDUCATIONAL SUPPLIES ALLOTMENT

The School Board agrees to appropriate $165 per teacher for educational supplies to be used with the
classroom. The educational supplies are to be purchased by the teacher with receipts presented to the
treasurer for reimbursement. The teachers’ appropriations are not to be used for classroom/food treats
and are in addition to normal educational supplies requisitioned through the building principal.
Reimbursement checks will be issued three (3) times a year (beginning of the year and at the end of
each semester).

O. ‘TUITION WAIVER

The Board of Education agrees to allow non-resident bargaining unit members who have submitted the
appropriate application, the right to have their children attend Liberty Center Schools tuition free.
Application must be submitted to the superintendent by May 1 of each year. Non-resident bargaining
unit members are asked to submit the Liberty Center Open Enroliment application to meet this
requirement. The application must comply with the district open enrollment regulations. The application
must also meet the following criteria:

1. Students will only be accepted if class size enrollment does not exceed accepted levels and
additional staff is not required.

2. Non-resident bargaining unit members who have submiited the appropriate application will have
priority over all new open enroliment students.

Staff members shall be notified in writing by July 30 of their acceptance or denial.
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ARTICLE IX
OTHER PROVISIONS
MANAGEMENT RIGHTS

The Association recognizes that the Board is the duly elected body charged by law with the authority
and responsibility to establish the educational and other policies of the Liberty Center Local School
District and is further charged by law with the authority and responsibility to establish the rules and
regulations by which the District shall be governed. Accordingly, subject only to the limitations
specifically set forth in this Agreement or as set forth by law, the Association recognizes that the Board
retains all of its statutory authority including but not limited to the authority and responsibility with
respect to 'the management, supervision and control of the Liberty Center Local School District,
including the right to employ, direct, assign, evaluate, terminate, non-renew, promote, demote, layoff
and fransfer employees; the right to establish and amend from time to time policies, rules and
regulations not inconsistent with the provisions of this Agreement which are to be applicable to and
observed by the employees; the right to determine, in accordance with law, the school calendar, the
hours of the school day, the beginning and end of the school day, class size, pupiliteacher ratio and
curriculum changes; and to determine all other matters and to exercise all other rights, with respect to
the control and administration of the school district which are reposed by law in the Board and at the
discretion of the Board.

NO STRIKE

Neither the Association, nor its agents, nor any bargaining unit member shall strike or engage in any
slowdown, withholding of services or concerted activities designed to interfere with the normal
operations of the school district during the term of this Agreement.

IN TERM BARGAINING

When in term bargaining is necessary pursuant to ORC 4117, the Association shall meet with the
Administration for the purpose of such required bargaining within two (2) work days of such request.

. AMENDMENT

This Agreement may be altered, deleted from, added to, or otherwise modified only through voluntary
mutual consent of both parties in a written, signed amendment to this Agreement except that either
party may, by request, open negotiations whenever there has been a charge that affects wages, hours,
or terms and conditions of employment. The submission of requests and subsequent negotiations for
amendments following mutual agreement to amend and/or requests to reopen as set forth above shall
be conducted in accordance with the negoftiations procedures herein except that request for
amendments and/or such reopening may be made at any time by either party. All such amendments
shall be considered finalized upon ratification by the Board and the Association.

SEVERABILITY

The terms of this Agreement shall not apply where inconsistent with constitutional, statutory, or other
legal provisions. If any provision of this Agreement is found to be contrary to law by the Supreme Court
of the United States, or by any court having jurisdiction over Liberty Center Local School District from
whose judgment or decree, no appeal has been taken within the time provided for doing so, such
provision shall be null and void. However, the remainder of the Agreement shall remain in full force and
effect. The parties of agreement shall meet within fifteen (15) school days to negotiate substitute
provisions provided, however, that said substitute provisions shall not limit or such negotiations do not
resolve the matter within twenty-one (21) school days thereafter, the normal impasse procedures will be
used. Upon agreement and ratification by the parties, substitute provisions shall be incorporated into
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this Agreement by written and signed amendments by the parties hereto. For such cases, all other
provisions of this Agreement shall remain in effect for the duration of the contract, except in those
sections where a shorter duration is specified.

DURATION OF AGREEMENT

This Agreement shall be effective as of September 1, 2021, and, except as may be amended or
modified pursuant to the provisions herein, shall remain in full force and effect through August 31, 2024.
On or befare April 1, prior to the expiration of this Agreement or specified provisions hereof, the parties
shall begin negotiations for a new Agreement.
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ARTICLE X

FAIR SHARE FEE

PAYROLL DEDUCTION OF FAIR SHARE FEE

The Board shall deduct from the pay of members of the bargaining unit who elect not to become or to
remain members of the Liberty Center Classroom Teachers' Association a fair share fee for the
Association's representation of such non-members during the term of this Contract.

&

NOTIFICATION OF THE AMOUNT OF FAIR SHARE FEE

Notice of the amount of the annual fair share fee shall be transmitted by the Association to the
Treasurer of the Board 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.

. SCHEDULE OF FAIR SHARE FEE DEDUCTIONS

1. All Fair Share Fee Payers

Payroll deduction of such fair share fees shall begin with the first payroll period following thirty (30)
days after receipt of the financial disclosure information by the fair share payer.

2. Termination of Membership During Membership Year

The Treasurer of the Board 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.

. 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.

PROCEDURE FOR REBATE

The Association represents to the Board that an internal rebate procedure has been established in
accordance with Section 4117.09 (C) of the Revised Code and that a procedure for challenging the
amount of the representation fee has been established and will be given to each member of the
bargaining unit 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.

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.
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Informal Grlevance Discussion Report Date:

Brief Description of lasue Discussed as Possible Griavance:

Signature of Grievant Date Signed

Signature of Adminisfrator Date Signed
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LIBERTY CENTER LOCAL SCHOOL DISTRICT GRIEVANCE REPORT FORM: LEVEL | Number

Name of Grievant

Article and Section of

Alleged Violation

Statement of Grievance:

Date Filed with
Principal

Date of Alleged
Violation

Confirmation of Filing Date:
Assoc. Pras.

Principal

Relief Sought;

Signature of Grievant(s)

Date Signed

Disposition by Principal

Signature of Principal

Principal's Copy
Superintendent's Copy
Association's Copy

000
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Date Signed

If any space provided is insufficient,
addenda may be affixed to this report.
Grievance number, date, and signature
should be placed on any addenda.



LIBERTY CENTER LOCAL SCHOOL DISTRICT GRIEVANCE REPORT FORM: LEVEL Il Number

Confirmation of Filing Date;
Assoc. Pres.

Name of Grievant

Article and Section of
Alleged Violation

Date Filed with Principal

Principal

Date of Alleged
Violation

Statement of
Grievance:

Relief Sought:

Signature of Grievant(s)

Date Signed

Disposition by Principal

Signature of Principal

0 Principal's Copy
a Superintendent's Copy
a Association's Copy

Date Signed

If any space provided is insufficient,
addenda may be affixed to this report.
Grievance number, date, and sighature
should be piaced on any addenda.
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LIBERTY CENTER LOCAL SCHOOL DISTRICT GRIEVANCE REPORT FORM: LEVEL Il Number,

Confirmation of Filing Date:

Assoc. Pres.
Name of Grievant Date Referred Superintendent
To Mediation
Article and Section of Date of Alleged
Alleged Violation Violation
Statement of Grievance:
Relief Sought:
Signature of Grievant(s)
Date Signed
Disposition by Superintendent
Signature of Superintendent Date Signed
O Superintendent’'s Copy if any space provided is insufficient,
O Superintendent's Copy addenda may be affixed to this report.
O Association's Copy Grievance number, date, and signature

should be placed on any addenda.
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LIBERTY CENTER LOCAL SCHOOL DISTRICT GRIEVANCE REPORT FORM: LEVEL IV Number

Confirmation of Filing Date:

Assoc. Pres.
Name of Grievant Date Referred Superintendent
To Arbitration Treasurer
Article and Section of Date of Alleged
Alleged Violation Violation
Statement of Grievance:
Relief Sought;
Signature of Grievant(s)
Date Signed
O Principal's Copy If any space provided is insufficient,
U Superintendent's Copy addenda may be affixed to this report.
O Association's Copy Grievance number, date, and signature

should be placed on any addenda.
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APPENDIX A
LIBERTY CENTER LOCAL SCHOOLS
EVALUATION PROCEDURE REFERENCE TOOL
2021-2022

Section1: Purpose and Application
Section 2: Definitions

Section 3: Evaluators

Section 4: Training

Section 5: Evaluation Process and Criteria
Section 6: Professional Development Plan
Section 7: Improvement Plan

Section 8: Mentor Teacher for Teachers on an Improvement Plan
Section 9: Professional Development

Section 10: Finalization of Report

Section 11: Due Process

Section 12: Personnel Action Requirements

Section 13: Teacher Evaluation Committee

Additional Appendices

Teacher Performance Evaluation Rubric
OTES Professional Growth Plan

OTES Improvement Plan

OTES Informal Observation Form

OTES Walk-Through Form

QOSCES School Counselor Evaluation Rubric
OSCES Professional Growth Plan

m

TOTMmMOO
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| OSCES Improvement Plan
J Coach Evaluation

Optional Support Resources
K Self-Assessment Tool
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1. PURPOSE AND APPLICATION

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

1. Advance the professional learning and practice of teachers individually and collectively in the school district.
2. Inform instruction.

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

B. The teacher evaluation procedure contained in this agreement applies to the following employees of the District who spend at least fifty percent
(50%) of their time providing student instruction:

1. Teachers working under a license issued under sections 3319.22, 3319.26, 3319.222 or 3319.226 of the Ohio Revised Code.

2. Teachers working under a permanent certificate issued under section 3319.222 of the Ohio Revised Code as it existed prior to September
2003.

3. Teachers working under a permanent certificate issued under section 3319.222 of the Ohio Revised Code as it existed prior to September
2006.

4. Teachers working under a permit issued under 3319.301 of the Ohio Revised Code who spend at least fifty (50) percent of their time providing
student instruction.

5. All other teachers not covered by 1-4 above will be evaluated using the Verification of Observation Form to document that the observation was
conducted. Continued dialogue and conversations will be revisited as new state guidelines are made available.

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

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

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

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

4, Is a substitute teacher.

2. DEFINITIONS

A. Ohio Teacher Evaluation System {(OTES): The teacher evaluation system that is codified under sections 3319.111 and 3319.112 of the Ohio
Revised Code. Ohio School Counselor's Evaluation System (OSCES) is the evaluation system that is codified under section 3313.113 of the Ohio
Revised Code. Teacher for the purpose of this Agreement will also include Counselor unless specifically stated otherwise.
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Evaluation Framework: The document created and approved by the Ohio State Standards Board in accordance with section 3319.11 1{A) of the
Ohio Revised Code that establishes the standards-based framework for the evaluation of teachers developed under section 3319.112 of the Ohio
Revised Code.

. Evaluation Procedure: The evaluation procedure will be the procedural requirements set forth in this agreement to provide specificity to the
statutory obligations established under sections 3319.111 and 3319.112 of the Ohio Revised Code and to conform to the framework for the
evaluation of teachers developed under section 3319.112 of the Ohio Revised Code.

. Evaluation Factors: The walkthrough(s), observations(s) and other components required by Ohio Revised Code 3319.112.

- Teacher Performance; The assessment of a teacher’s professional growth during the evaluation cycle is based upon the educator professional
standards and reported using the rubric contained in the evaluation procedure reference tool, found in Appendix B.

Evidence: Information collected by the evaluator and/for information provided to the credentialed evaluator by the teacher, to support and inform
the accurate reflection of the Evaluation Factors.

. Evaluation Rating: The final, summative evaluation level that is assigned to a teacher based on the holistic review of all Evaluation Factors,
observed during the Evaluation Cycle. Each completed evaluation will result in the assignment of a teacher to one of the following evaluation
ratings: Accomplished, Skilled, Developing or Ineffective. The final rating shall not be weighted in such a way that one domain or component of
the evaluation system has a higher importance than another, except that any area marked N/A shall not negatively impact the evaluation rating.

. Evaluation Procedure Reference Tool: The process and forms used by the teacher’s evaluator. The evaluation tools are located in the Evaluation
Procedure Reference Tool which is attached to this agreement.

High Quality Student Data {HQSD): Quantitative information derived from instruments(s) rigorously reviewed and approved by locally determined
education experts, which provides evidence of student learning that can be directly attributed to the teacher being evaluated. When applicable to
the grade level or subject area taught, High Quality Student Data (HQSD) shall include the value-added progress dimension and the teacher shall
use at least one other measure of HQSD to demonstrate student learning.

Ohio Teacher and Principal Evaluation Systems (OhioES): The method used by the District to electronically report to ODE aggregate final,
summative teacher evaluation ratings. The District shall report the number of teachers for whom an evaluation was conducted and the number of

teachers assigned to each evaluation rating.

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

Teacher(s) of Record:

1. Is/Are responsible for assigning the grade to the student
2. |s/Are required to have the proper credentials to teach the particular subject for which he/she has been designated “teacher(s)of record(s)"
3. Is/Are responsible for a significant portion of a student's instructional time within a given subject or course:
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a. Minimum of 51% co-teaching;
b. Minimum of 31% team teaching {classroom teacher{s)});
c. Minimum of 31% interventionist(s) (example: Title One and special education)

Linkage: The process of connecting the teacher (s) of record [based upon above definition] to a student's and/or defined group of students’
achievement scores.

Improvement Plan: A detailed, written plan developed by the evaluator with teacher input, utilized solely when a teacher receives an Evaluation
Rating of ineffective. The approved form for the Improvement Plan is attached to this agreement as Appendix D.

Walkthroughs: Will be utilized for OTES teachers. The walkthroughs shall be documented through the OTES/Evaluation Committee designed
walk through tool (Appendix F). There will be a minimum of two (2) but ne more than ten (10) decumented walkthroughs for OTES teachers. The

administrator will provide the member with feedback no later than seven (7) work days after the walk through. Nothing herein should be construed
to prohibit administration from informally observing teachers.

Professional Growth Plan: A written plan, seif-directed or jointly developed between the teacher and evaluator, designed for the sole purpose of
continuing teacher growth focused on areas identified in the teacher's observations and/or evaluation. The approved form for the Professional
Growth Plan is found in Appendix C.

Q. Evaluation Cycle: The period from the establishment of a professional growth or improvement plan through the issuance of an evaluation rafing, in

the year in which an evaluation rating is required by this contract or Ohio Rev. Code.

3. EVALUATORS

A.

B.

The positions considered for evaluating teachers will include the Building Principals and Pupil Personnel Director.

The evaluator shall not be a bargaining unit member. The supervisor must be employed under a fulltime contract pursuant to sections 3319.01 or
3319.02 of the Ohio Revised Code and must hold at least one (1) certificate/license named under division (E), (F), (H), {J), or (L} of section
3319.22 of the Ohio Revised Code and must be credentialed as stated in Ohio law.

In the event an employee performs work under the supervision of more than one credentialed principal, one principal shall be designated as the
credentialed evaluator and shall be designated within 10 days following the beginning of the school year.

All teachers will be notified of their credentialed evaluator within the first ten (10) work days of that school year. In the event a teacher is hired
after this time, the credentialed evaluator will be determined and the teacher will be informed within ten (10) work days of their start date.

In assessing a teacher's performance, evaluators will not make judgments, or otherwise discriminate, on the basis of a teacher’s age, gender

identification, race, ethnicity, national origin, religion, sexual orientation, marital status, military status, disability, union membership or union
activism.

Each evaluator must successfully complete state-mandated evaluator credentialing training and is required to pass a credentialing assessment as
well as use only the tools and forms included in this agreement during the evaluation process.
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G.

Upon request of the teacher, the teacher shall be assigned a new evaluator if documentation shows the evaluator has discriminated against the
teacher or made false claims against the teacher.

4. TRAINING

A

Written instruction and training on the teacher evaluation procedure will be provided annually for all teachers and shall include the purpose, tools,
processes, methodology, and use of high-quality student data (HQSD).

Updates to written instruction and evaluation procedures on the purpose, mechanics and dimensions of the evaluation procedure shall be
presented to the teachers not later than September 15 of each year, or in the case of a teacher hired after September 15 they will receive this
within 30 days of employment with the District. Any updates to the evaluation procedure will be brought to the committee’s attention, and upon
achieving consensus, to be ratified by the LCCTA and the School Board.

5. EVALUATION PROCESS AND CRITERIA

A.

B.

The current OTES rubric (Appendix B) will be used to determine teacher performance.

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

Each administrator will prepare a master schedule that details the weeks available for which teachers can sign up for first formal observation. This
calendar will be made available within the first week of school. Teachers must sign up by September 15, or a time will be assigned to them.

Each administrator will prepare a master schedule that details the weeks available for which teachers can sign up for second formal observation.
This calendar will be made available within the first week of January. Teachers must sign up by January 15, or a time will be assigned to them.

Changes to this master list shall be communicated to the affected teacher within three (3) days of such changes. There shall be no less than 25
working days between each observation.

All formal observations of the work performance of a teacher shall be conducted openly and with full knowledge of the affected teacher. The use
of eavesdropping, public address, audio systems, and similar surveillance devices will not be used to observe the work performance of a teacher.

Pre-observation conferences may be held at least one (1) work day before each formal observation. Any additional pre-observation conferences
may be by mutual agreement. A post observation conference may be held within ten (10) work days after each formal observation unless mutually
waived by the administrator and teacher. A post observation form may be provided to the teacher within ten (10) work days of the post observation
conference. If a teacher requests a Pre or Post Conference it shall be held.

All formal observations shall follow within five (5) school days of the pre-conference.
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G. The credentialed evaluating administrator shall perform two (2) observations in a year in which the teacher is on an evaluation cycle and use the
forms located in Appendix B to complete the observation, except for the following situation:

1. Teachers who received an “Ineffective” or “Developing” rating on their last formal OTES evaluation and may be-under consideration for non-
renewal, and with whom the board has entered into a limited contract or extended limited contract, shall be observed at least three (3) times
per evaluation. Being at the end of a limited or extended limited contract is not a reason in and of itself to be evaluated under this section.
The Association shall be told the names of the teachers under consideration for non-renewal within three (3) days of the beginning of each
semester.

H. For any year that a teacher is exempted (rated “Skilled” or "Accomplished”) because of their formal QTES observation rating, hefshe shall be
informally observed once by his/her evaluator and a post-conference will be held within ten (10) teacher work days of the evaluation. In such
cases the informal observation form (OTES Rubric) will act as the only documentation of the completed informal evaluation cycle. Ifa
deficiency(s) are identified during the observation, the evaluator will provide the teacher with a prescription for growth. The teacher and evaluator
will then continue a dialogue in addressing said deficiency(s).

This informal process is designed to improve teacher performanée. No forms, observation notes, or other documentation used in the informal
process shall be placed in the permanent file of any teacher or used to determine formal OTES evaluation ratings for any member of the
Association.

1. For teachers who were rated “Skilled" on their most recent formal evaluation who choose to be evaluated once every other year (as long as
progress is being made on the teacher's professional growth plan).

2. For teachers who were rated “Accomplished” on their most recent formal evaluation who choose to be evaluated once every three (3) years
(as long as progress is being made on the teacher's professional growth plan).

3. For any year that a teacher is exempt (rated “Skilled" or “Accomplished”) he/she shall be informally observed once by his/her evaluator and
one conference with a discussion of progress on the teacher's professional growth plan will be held. The only evaluation documentation that
shall be used will be the Informal Observation Form to document that the observation was conducted. (Appendix E)

I. Each observation shall be no less than 30 minutes in length to support the written evaluation. The observations shall be a minimum of 25 working
days apart, unless mutually agreed upon by both the teacher and evaluator.

J. Ateacher may request a formal observation from any credentialed evaluating administrator at any time in addition to those required by this
procedure,

K. Observations shall be conducted only on a day when normal classroom procedures can be expected-not on the day before or after a vacation or
the day after an iliness unless mutually agreed upon by the teacher and the evaluator.

L. Formal observations shall not disrupt and/or interrupt the learning environment in the classroom.
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M. Within ten (10) working days of the observation, a post-observation in-person conference may take place between the teacher and the
credentialed evaluating administrator at which time the administrator will review the observation and discuss the evaluation rubric. The
administrator will provide the teacher with a written copy of the teacher's rubric based on the observation.

N. The teacher shall have the right to provide additional evidence to supplement the observation.
0. In the event that any deficiencies are documented, the credentialed evaluating administrator will provide written recommendations to correct such
deficiencies. This is not to be considered an improvement plan. These written recommendations shall include suggestions for improvement(s) to

correct such deficiencies.

P. If after a second formal observation, a teacher's performance is found deficient to the extent that adverse personnel action may result, a minimum
of one additional observation shall be conducted at least 25 working days after the previous observation, or by April 15th.

Q. The written summative evaluation is to be given to the teacher by May 10th. Teachers will be provided the evaluation report that is located in
Appendix L for full cycle or M for carry forward and have a conference with their credentialed evaluating administrator to discuss said report.

6. PROFESSIONAL GROWTH PLAN {PGP)

A. Professional growth plans shall be developed as follows:
1. Teachers whose evaluation rating is Accomplished shall develop a self-directed plan for continuing professional growth.
2. Teachers whose evaluation rating is Skilled shall develop a professional growth plan collaboratively with his/her credentialed evaluator.

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

4. In an evaluation cycle year, the PGP plan shall be developed within ten (10} days of the post-conference from the first formal observation.

5. During an off-cycle year, the PGP plan shall be developed by September 30™ of the school year, or as mutually agreed upon by the teacher
and evaluator,

6. A Professional Growth Plan will have no more than two (2) achievable goals per Evaluation Cycle.

B. The Self-Assessment Summary Tool may be used to help educators identify priority areas for the development of their professional growth plan.
This tool can be found in Appendix K.
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7. IMPROVEMENT PLANS

A. Improvement plans shall be developed as follows:

1. Teachers whose final summative rating is Ineffective shall develop a professional improvement plan with their credentialed evaluator, pursuant
to the terms of this agreement.

2. If a teacher and evaluator are unable to agree on the evaluator's expectations for the improvement plan, the teacher may request a teacher

mentor or another mutually agreed upon teacher of the District to facilitate further discussion between the teacher and the evaluator toward
development of the improvement plan.

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

C. Ateacher in their first year of employment with the District shall not be placed on an Improvement plan.

D. The Improvement plan shall include;

Specific, measurable instructional practices to be observed;

Specific, evidence-based resources, and assistance to be provided;

Clearly articulated timelines for the completion of the plan; and

Final determination of an improvement plan shall occur one year from the date that it was implemented.
Monetary, time, material, and human resources sufficient to realize the expectations set forth in the plan; and,
Shall utilize the form found in Appendix D of this Agreement,

An Improvement plan will have no more than two (2) achievable goals per Evaluation Cycle.

NoORWN =

8. MENTOR TEACHER FOR TEACHERS ON AN IMPROVEMENT PLAN

A. The Disfrict shall provide teachers under an improvement plan with a mentor teacher who is not the credentialed evaluator.

B. Role of the Mentor Teacher:

1. The mentor teacher does not have a formal evaluation role. The mentor teacher’s role is to support the growth of the educator.
2. Every effort will be made to match up the teacher on the improvement plan with a mentor that has the expertise in the identified area of
needed improvement, has a valid teaching license, and is currently under contract with Liberty Center Local Schools.

C. Release time- Each individual mentor shall be granted release time for direct mentoring activities. Release time shall be separate from any other
release time covered under this agreement and shall be coordinated by the building administrator upon approval by the Superintendent.
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D. Protections

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

2. A mentor teacher shall not be requested or directed to make any recommendation regarding the continued employment of the teacher.

3. Allinformation and interaction between the mentor teacher and the teacher shall be regarded as confidential and neither party shall be
requested or directed to divulge such information.

4. Atany time, the mentor teacher or the teacher may exercise the option to have a new mentor teacher assigned to the teacher.

9. PROFESSIONAL DEVELOPMENT

A. The Board shall provide for professional development and for the allocation of financial resources to accelerate and continue teacher growth and
improvement and to provide support to poorly performing teachers as set forth in this agreement.

10. FINALIZATION OF REPORT

A. The evaluation shall acknowledge the performance strengths of the teacher evaluated as well as performance deficiencies, if any. The evaluator
shall note all the data used to support the conclusions reached in the formal evaluation report.

B. The completed evaluation report shall be signed by the evaluator. The evaluation report will be presented to the teacher for signing as notification
that said report, and only this report, will be placed in the personnel file.

C. The teacher's signature cannot be construed as evidence that the teacher agrees with the contents of the evaluation report.
D. The evaluation report shall be completed by May 10, signed by both parties, and sent to the Superintendent.
E. The Board will provide ODE with the aggregate final, summative teacher evaluation ratings by way of OhioES. No other documents will be

uploaded to the system. The Board shall report the number of teachers for whom an evaluation was conducted and the number of teachers
assigned to each evaluation rating by the institution of graduation and the year of graduation only.

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

11. DUE PROCESS

A. A teacher shall be entitled to Union representation at any conference held during this procedure in which the teacher will be advised of an
impending adverse personnel action.

B. Teachers who disagree with the rating of performance and/or the summative, or overall, evaluation rating may be allowed to have a different
credentialed evaluating administrator the next school year.
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12. PERSONNEL ACTION REQUIREMENTS

A.

The evaluation procedure contained in this agreement shall not be used in any decision concerning the retention, promotion, removal, reduction or
recall of any teacher until three (3) years of data have been collected.

An evaluation cycle shall not be completed until the teacher has been provided a written report of the results of the evaluation.

In the event there is a significant (more than one class period) change in the teacher’s assignment initiated by the district or an involuntary
transfer, the teacher will receive at minimum a rating of “skilled” following the year of transfer or change.

13. TEACHER EVALUATION COMMITTEE

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

A,

The committee shall consist of the eight (8) members.

* Five (5) LCCTA members, one (1) must be an educator from each building (3 total), a special educator, and a Fine Arts educator.

» The President or his/her designee who can make decisions for the bargaining unit must be one of the five (5) members.

= Three (3) Administrators, one (1) must be the Superintendent or his’her designee who can make decisions for the Administrative Team.
Committee agendas will be developed jointly by the co-chairpersons of the committee.

The term of the office for Association committee members will be determined by the Association.

At the time that an Association or District committee member is no longer able to serve on the committee, the respective party will select a new
member to the committee.

Members of the committee will receive fraining in all aspects of OTES, the Standards for the Teaching Profession and HQSD, with ODE trained
trainers and any other trainings that become necessary for the committee.

The committee will establish, by mutual agreement, a meeting calendar.

The committee shall establish ground rules and duties for all committee members at the initial meeting, review them at each meeting, and update
them thereafter as needed.

All decisions of the committee will be achieved by a consensus.

The committee shall be authorized to utilize consultant(s) {(examples are, but not limited to; educational consultants, software consultants, etc.) as
deemed appropriate. The cost, if any, shall be approved by the Superintendent and borne by the Board.
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Members of the committee shall receive release time for committee work and training as deemed necessary by the committee.

. The district will provide secretarial support and assistance to the committee. Responsibilities may include data entry, note taking, copying,
committee notification, communications, and distribution of materials, preparation of forms/templates, and other duties as needed.

The committee will review the multiple elements of High Quality Student Data (HQSD), using the approved established guidelines.

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

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

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

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

3. The committee shall evaluate district-determined instruments submitted by the teachers/units for HQSD approval.

. Association committee members will be paid at a rate of $25 for each hour he/she attends committee meetings outside of the contractual work
day.

. Association committee co-chair will be paid an annual stipend of $350. Committee members will be paid an annual stipend of $250.
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Studente cannat discem | use of difforontiated fearning
teaming gosls. goals.
Differentisied lsaming
goals are not used,
The teacher does not The teacher demonstrates
demaonsirate content somie corient knowledge by
knowledygs By using using limBad confent-
content-spacife, speciic, devalopmeniglly
develapmeniaily aporopriste anguage amnd
appropriate language of | limiled contont-apecific
contenf.speific ! sirategies. Students
strategies. There iz no demonstste ite
studert angagement. angagement in the lssoon.

]

The teacher iz consistent

and affactive in

§ communicating approgriate,

negds-basad, differantiated

faarming goals, expastations

sxemplary pefformance to
studanis.

The teacher cons

demonstrates conten?

kmwladge By using
coment-speciie,

duvaingmantaliy
appropriste Bnguage and
conlont-gpeciic sirategies

1 ‘o engage studanis.

Theteacher's
eommunicat on stratenios
and quastioning techniques
check for understanding
and encourage Mgher-lovel
thinking.

s
' Tha teacher is consistant and
aeffective in communicating
differantiated leaming goals
{such as needs based, interest
basad, sttangth based),

madels of examplary
parformance to students
throug muitigle sommunication
technigues,

The teacher vonsistently
demaonsirates eontent
knowladgs by using content-
specifie, developmentally
appropriate language end
contant-suacilic stralegiss to
engage students. The
teaeher's communicalion
strategies and questoning
techniques engage students in
higherdovel and croative
thinking and stimuiate student-
to-student interactions.
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¥ T instes _ Developing Shiliad piished
The fancher-Josanot Feadbeok o students i The teacher gives sludemis | The teacher gives students
give students fredback. | gonarel, cocesionat or substontive, speciic and subsigntive, specific and imely
fmited and may not steays | Bmaly fesdback o support | feadback fo support individual
support student leaming. their lsaming. ! student laaring. The teacher
gives studanis opportunilies o
srgage in selfassasement,
orovide fesdback i each otiver
and raflect on their own
strangths snd challenges.
Bvidence Click or tap bere to Click or ten here to enter Chck or tap here to enter Click or tap here ta enter text.
entertext. text. text, B _

The tsacher fzdz o The tsacher inconsialently The teachar sonsistontly The tsachsr consistenily
student monitar and address maortitors of incomscily rmonitors and addraases moniions, addisssas, articulales
understanding | student confusion and addresses sludent sonfusion | commen student confusion | and anticipates ndividust

spisconceplions. and migeoncsptions, and mseonceptions by studant confusion of
Eiement 3.2 prssenting infornation n missonseptions by presanting
Elgment 3.3 snuttiphe formats and Information in multiple formats

closifving comtent sz he o | and ciarlfving content as he or

she sees chellenges, she tess challenges.
Evidence Click or tap ereto Click or tap here to enter Click or tap Pere 1o enter Click or tap here 10 enter text.

LESSCN
DELIVERY entertext. text, toxt.,
feontinued) Student- Learning is anirsly Leaming s primariy teacher | Loaming is & balance Leaming iz primarily sei-
coentencsd toacher divactad, direchnd, Students natwesn teschev-direciad diracted with the teacherin the
learring 't Swdente ars not parficinabe in whola olass mstrucion and stodent robe of factiiator encouraging
pariisipating inlemning | lsaming actvilies, directnd interantion as students (o apply their

Element 3.5 acliviies, studanis apply thelr imowledgs and sidls as
Eement 4.5 knowledge and skills as devalopraentally appropriate.
Efement 4.6 developrantally The [Bacher encourages
Elamaent 52 appropriate. The leacher sludaris to persist in the
Element 5.4 affeciivaly combinas bzarning tasks, The loacher

collaborsitee and whole effestively combines

elass lemming opportunities | indepandaent, collaboralive and

fn madmizs studant whole class leaming

lsaming. opportunities to madmize

gludent learming.

Taacher gives opparunitios

Thers are 193 Thare are few cpportunities | for shedent ¢holce about Teacher mutinely promotes

opportunites forstuden: | for student chaics about student lsaming paths or opportunitfes for studants 1o

chalos shout what will wihal will be leamed end how | ways br derronsirate thelr | actively teke part in developing

BhG | jjeamingwiibe | lsaming. Teachoruses | gosis lowsrd masterv,and |
FINEL Miarch 27, 2020 ® ! amrtm'nt &
Ohio | S

74



slraberas ard sesdurces for
grouns of sluderis.

desiding how o demanstrate
their lzomning, Insrustional
shraleging, pasing and
mEpursen ans difsrentiated to
ks the igsson disessible and
challanning for 0¥ students,
while suppodtioeg the various
foarming reeds of indvigual
studanis.,

STt
Evidence

Click oF tag wrelo
enter tent.

CHek @ tap rete o ontel
eyt

Clerk v 1aa hete to vater
towl

Clizk or 190 e i enter funt

The teacher anc studeris have |
(Standard §: procedures prosegures. Efaciive usas hent inconsizienty, and fransitiors hat consiztent uze of mutines,
Studerts, tranaitions o no Trangitions ane sometimes pstively mavimize pracedures dnd transiticns Shat
Stwndarg 5 Elemeni 5.5 evident, resulingin inslieckive, rosulting in e bss | msrogional bme Oretask | are effactive in maximizing
Learning sigrdicant lega of of nstrostional e, Offtask | behavier s avident, fnstroctional Ume, On-task
Environment) instruchianal tme andg bahavinr is stenelimes Shudenis assuma behavior is svident and ensured
Tregumnt offdask avident The teacker makes | appiopriate svels of by students. Sludents inliate
Fossible Sources kehavior, decisions absut clzzsrmom responsbility foreTeciive for effective
of Evidence: apesatians. apatation of tha sparation of the clessroom.
preconference, classraom.
pasi-ponferense, : ;
formal Exidence Click or tap wreto Clhitk or tap here bo entar Click or tae herc toenter | Click or tan here 10 2nter toxt
chservation, enter text, . lewt i
slasarocm walk-  Udisocronm There B naavidence 6f | Thate /5 SOMS SWNENGe oF | THefe & consstent The tsacher Intentionally craates
WoughsArformal | ciimate and rappont ar especiatons | rappodt snd expectations for | ovidence of 1aopantand | & classroom envirsament that
abservations, | oynurat for respectid, swoportive | eopecthe, supportive and | axpectations & respactl, | shows consistent evidence of
DOCHIGVISY, | competency | and carng ineroctions | caring interacions with and | supportive and caring rETpt ah epasiatiens for
Stdant surveys withy and oA Ao stadents and the ntesactions with and mspactiul, suppoTtive and catng
Elament 1.4 studerts and the trecher. armong students and the inferastions with and among
Element 5.1 teacher. teachar. students and the teacher,
Flement 8.2
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APPENDIX C

Professions! Growih Plen

A Frefesgional Growin Plan (PGP) should articulzin 2 car set of action(s) for @ toacher’s individialized professienal grawth, The annual plan should be aligned
1o hoth the Okie Standards for the Teaehing Profassion (QRC) 321851 and Ohio's Profossional Development Slandards (ORE) 2312.073 The PGP shouid
refloct the expestations set in OAC 3301-24-08 (A} .. profossional devwiapment should losd tn new or enhasced knowiedge in the cassroom and be wialed fo
sludont achiovarment The teachsr assumes profossions] razponsiuiity for the plan’s mplemanistion in congumetion with the identifiad support from their
amploying diztrst see ORGC 3319.912 (AREM 10 Accordingly, the plan s informed By the most recent avalvalon eycie and aligrs with sy disiticd or building
sempsirnd plon under ESEAESEA,

Timding: in an svaluation sytle year, the PGP plan shall be dovelopsd within ton (10} days of the post-cenfacance froms the first formal obsarvation,  Dhaing an
off-gycle year, the PGP plan shalt bo developed by Soplmbar 30th of the schoot yoar, or as mutuelly agreed upon by the teecher and evaiuator,

Teacher Nams: Evaivabor Mame: Sel-Direciod Jointy-Diraciod Ewvaluator Cuided
{hscamptizhed) (Skitlad) {Bevaloging)

mmmmmw«m 5
The teacher may identify one or two aresfs}. standardis] srlor slaments or & combination eect as focus wess, whensppllcable, |

atan

Fogus Tor Leaming Lesson Belivery

Standard 1 - Sulents Standard 2 Gontent |
Standard 2 < Content Standans 3~ Assessment
Slamimd 3 - Ausesinent Sfeedond 4 - Instruclion i
Stancfard 4 - Instruction Standard 5— Lesrning Envirsnment
Knowledge of Students Standand 8 - Collahoration ans Communication
Slandard 1 - Students Clasgrecm Envirormuent
Standard 4 - Content Staadand 1- Studenis
Stardard §.- Colishoration and Communisation Standard § - Lesring Emvironayen

Standend 6- Collabsration and Communication

Standard 7 — Professional Responsibility & Growl
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APPENDIX D

Ohio Teacher Evaluation System improvement Plan
improvement Plan
Teseler Grage hoeel? Sultiect:
Hame:
Sehonl year: AT (5 Biate of sprowement Plan Conferencs:

Weittan improvemant plans sre to be doveloped i the dreumstaness when an educator has o insl sumenative ratimg of ieetiestive. The purpnse of the improvement
plan s 10 identify specific deficientes in performance and foster growth through profussions] development sid targeted supgort, f corrective sctions are nat made
within the tionn as spacified v the Improvement plan, a recommandation may be made for disraissal o tO continge on the pin consistent with the Collective
Bamgainng Agreement,

Timoking: Firgl detenmination of anfmprovetrent lan dhall vopue on2 yasr from the date that it s implemented.

Seclien 1; imprevement Goemont - bigs oprnitic g G lprsesenne o relotes G the S8 Saaafrdy Ve i Yoty Oreiesast, Botoch Saozomierostion
Perforeripnn Steudandiel addiadinad in this Pon Drateld] Bopr sverment Araz o Coavsts Smarific Statemet of the Comeara: doeis of frapehismvont |
' -Dbyeived T 1
Geetinn 2; Goiired bovwl of Pedfomignge - it apofic meymitable ge s to dapeaur pecfzreanoe. Bbizate szt ndl b hoeaseed Tae selh gad —
L memnmeg Dawe Keatag Dot ' Lol of Pastormance ‘
‘{j,_ma_._w.....k,,,.,._ e " |1 gt ifieilly Deacribe Succecshal imprivemant Targetls) = ‘
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APPENDIX E

Infarmal Obscrvation Farm, Chie Teacher Evaluation Syster 2.8

Teacher Name: Grade{s)/Subject Area{s): Date:
Evalustor Neme: Time Walkthrough Begins: Time Walkthrough Ends:

Directions: Thiz form serves v v record of a wallthwough by the teacher’s svelustor. The gvaluator will Blely not
shsorve all tha teaching slemants kxstad below In sny one informal observation, nor is this an exhaustivy st of

avidence that may be observed. This record, along with records of sdcltonst informal observations, wili bo used &0
inforn v hiolistic evalustion of the teacher

: EVALLIATOR OBSERVATIONS e 1
[J Tescher is consistent and affoctiva in O Communicalion stratagles ang quastioning
commuscating tachniques
mgpmm. nesdn-based, difersniated barming %g for understanding and encouragh higherdovel
u T D
0 instrustional ime is used effsctivaly 2 infornation & presended in midiisle formals
. Otrnervations: Observstions:
0 Teacher combines colisbomtive and winie cluse 0 Roullnes. procsdures and transitions sre conalstent,
femrmiteg Dppporian s effectiu and mumimize inetrocionsd e
i Obgervations: ¥ E
7 Rapport snd expactations for respectiul, £ Fasedback is subeterdive, specific, faely o
supporive and caring intoractions with and among SUppOris
wudents end e teacher are avigant afudent leming
_Ubeervedions: Observations:
0 Lesson makas clesr and coharent connections £ Teacher selacis, devalops and uses mullipl
with assochmants
sludant prior loseaing and fulure lsaming Obeorvationg:
Observefions:
O Teacher demonsirates content knowiedgs and sﬁ‘rmummw instruciional strategies
uses
conient-apscific language end sirateghos o sngage resources for groups of studants
siidenis Olsservitions:
T Other: & Other:
1
Evsluator Slpriature: 0 Phototopy to Teachar
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APPENDIX F

Walkthroughs Form, Ohio Teacher Evaluation Systerm 2.0

Teacher Name: Gradeis)iSubject Areais): Date:
Evaluater Naine: Time Walkthrough Begins: Tirno Walkthrough Ends:

Birections: This foim somes 83 8 rooerd of o wakiwoush by the teacher's evaluator, The evalsior will ikaly naot
ohimene 2l 1he leaching elements lsted below in oy o wisnval observation, nor is this sn exhausiva fist of
evidense that mey be oheerved. This record, ammmusa!wummallnfmuom Wil ez wised 1o
hfountha hollstic evaludion of the leacher, s

o o i

~ £UALUATNR OBSERVATIONS
0 Teacher i consisient and effechive in o Cornnwmwategieimqmﬁmm
commaiTating technigues
appropiigie, necta-based, dfferentiotod leaming chieck for udecstanding snd encourage highnslovel
_fogis thinking

£1_lnstruptionat ime is used sifactively _ ©1_ Information i preseniad in mulipls foomats
9 Tegchar combines eolloboralve and whole olage | I Routites, prosodunss aid ransiions g consislant.

isating eaponunities effoctive and maximize instustonal me
L1 Rapport and expectations for mepestid, T3 Feodback Is sulstantive, spacilis, tmaly and

; SUPPONS

and caring Dleractions with and among students etudert aaming
and

{he (eacher are eviden
1 Lesson makes clear snd eohandivl connedions 11 Tescher selocls, develope and uses multiple
with SEEDERINR
. Budent prof lsarning apd futtre leaming
01 Teacher demonstrates eordont Eaowledge and Eﬂgmmummmmm strategies
HEEE

conlenl-spociic nguane and shalegies Lo ongage regouees for groups of shudents
0 Qther: T8 Giker

Evaluater Signature: £ Bhotosapy to Teacher
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Ohio School Counselor Evaluation System

APPENDIX G

Assessment of School Counselor Performance

School Counselor Evaluation Rubric
The School Counselor Evaluation Rubric is Intended to be scored helistically. This means the evaluator will assess which level provides the best
overall description of the school counselor. The evaluator is to consider evidence gathered during the pre-observation conference, the observation,
the post-observation conference, and informal observations of school counselor aclivities (if applicable) when compieting the rubric.

Standard Ore. Comprenensive Bchodl Counseiing rarm Fier — Schoof counssiors colleboraiively STVsion & pian for @ comprahensive
sohoo! counseling program that is davelopmanil. orevenialive, mesponsve and in alignment with the #chool's goals end mission
ineffective Skiiled Accom
The school counseior The school counselor The school counselor The school counselor implements 21!
cannot ariiculate articulales all componentsof a  articulates all components of 2 components of a comprehensive
components of a comprehensive school comprehensive school school counseiing program and
comprehensive schaol counseding program. counseling program, reflects frequently refiects on future program
counseling program, on future program needsand  development.
works to design a plan of
implementation.
The school counseior does  The school counselor The school counseior The school counselor collaborates
not collaborale with key coliaborates with key collaborates with key with key stakeholders to set the
stakeholders to set the stakeholders on @ limited basis  stakeholders to set the goals, goals, priorities and implementation
goais, priorities and to set goals, priorities and priorities and implementation sirategies that align to the schoot's
implementation strategies  implementation strategies that  strategies that afign to the goals and mission when a
when a comprehensive partially align to the school's school’s goais and missian comprehensive scheol counseling
school counseling program  goals and mission when a when a comprehensive school  program is being designed and
is being designed. comprehensive school counseling program is being suggests enhancements and
counseling program is being designed, adjustments for program based on
designed. needs and results.

The school counsslor

The school counselor identifies

The school counselor identifies

The school counselor utilizes

idenfifies no resources fo resources needed to partially resources fo fully implement resources fo fully implament the
implement the program. implemsnt the program. the program. program from an innovative or
diverse set of partners.
Evidence
05/18/2016

86




Standard Two; Direct Services for Academic, Career and Social/Emotional Development - Schoal counsalors deveiop a curmculum, offer

individual student planning and deliver responsive sarvices 1o assis! sludants in devaloping and applying knowledge, skills and mindsets in
l ‘academic, careet and social/emational development,

1
|

ineffective Reveloping Slalled Accomplished
The school counsslor lasks  The schoof counselor uses The schao! counselor plans and  The school counselor plans and
knovidedge of acadenue knowdedge of the acaderic delivers effective defivers effective comprehensive
program and/or does not pragram to plan and deliver comprehensive counseling, tounseling, activitics andior
deliver counseling, activities,  counseling, aclivities andior activities and/or experiences {0 experiences in collaboration with
and/or experiences that experiances that support support studenis’ academic stakeholders to support students’
suppori siudents’ academic  sludents’ academic prograss  pragress and goals and makes  academic progress and goals and
progress and goals. and geals. adjustments as needed. makes adjustments as needed.
- The school counselor does  The school counselor The schoot counselor plans and  The schoot counselor plans and
- not deliver developmentally  inconsistently or inelfectively  dalivers effective delivers effective comprehensive
. appropriate counseling, providas deveiopmentaily comprehensive counseling, counseling, activities and/or
- activities, and/or experiences  appropriate counseling, activies and/or experiences o experiences to enhance students’
hat build students’ aclivities andfor experiences support students’ awareness of  and parentsiguardians’ awareness
awareness of Ohio-specific that build students’ awareness  Ohio-specitic ccllege, career of Ohio-specitic college, career and
college, career and education of Ohio-specific college, career  and education ¢ptions and education oplions and resources
- options and resources. and educalion oplions and resources and makes and makes adjustments as neaded.
resources. adjustments as necded.
The school counselordoes  The school counselor attempts  The school counselor The school counselor plans and
not deliver counseling, te deliver counseling, activities  consistently delivers delivers effeclive comprehensive
aclivities and/or experiences  and/or experiences that counseling, activities, and/or counseling, activities and/or
that promote student well- promote student well-being experiences that promote experiences in collaboration with
baing. with limited success. students’ social/emotional stakeholders to promote students'
development and well-being. social-emotional development and
well-being and makes adjustments
e » as needed.
Evidence % ‘
05/18/2016
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ineffective
The school counselor
provides no information to
parents/guardians and
school personnel for
students’ academic, career
and social-emotional
development.

The schoo! counselor does
not coordinate school and
community resources fo
support students and
promote their success.

Deveioping .

The school counselor provides  The school counselor provides

relevant information upon
request to parents/guardians
and school personnel for
students’ academic, career and
social-emational development.

The school counselor attempts
to coordinate school and
community resources to
support students and promote
their success, but has limited
SUCCEsS.

[ Standard Three: Indirect SeTvices: Mmhmwﬁm-Memxmmmmmwxdmukmmlm
parents/guardians, mﬂwmm sgenciesiorganizations (o coordinate support for all students. - -~

Skilted

relevant information on a
regular basis through
collaboration with
parents/guardians and school
personnel for students’
academic, career and social-
emotional development.

The schoat counselor
coordinates school and
community resources fo
support students and promote
their success,

Accompllshad :
The school counselor provides
rslevant information on a regular
basis and initiates colfaboration
with parents/guardians and school
personnetl for students’ academic,
career and social-emotional
development,

The school counselor coordinates
school and cormmunily resources,
and positively influences the types
of services the partners provide to
support students and promote theic
$LICCass.

88

The school counselor does The school counselor makes The school counselor makes The schooi counselor makes
not make roferrals on behalf  referrals and connections on reforrals and connections on referrals and connections on behalf
of students to behalf of students fo behalf of students to of students to parents/guardians or
parents/guardians or school  parenis/guardians or school parents/guardians or school school personnet to appropriate
personnel to appropriate personnel fo appropriate personnel to appropriate mentors, professionals, agencies
mentors, professionals, mentors, professionals, mentors, professionals, and services and follows up within
agencies and services. agencies and services only agencies and services. the guidelines of confidentiality
upon raquest, when appropriate.
Evidence T T—
05/18/2016



Standard Four: Evaluation and Data - WWWMMMEQME#WWMMEW%MW
| needs, ‘plan and implement programs, evaluate impact and adjust accordingly

ineffective Doveloping Skilled Accomplished
The schaol The school courselor does limited  The school counselor manitors The schoo! counselor monitors
counselor does not  monitering of individual and group  individual and group student individual and group sludent
monitor student student perlormance and progress  performance and progress data  performance and progress data to :
performance and  data to identiy gaps and develops o identify gaps and develops identify gaps and develops appropriate
| progress. some apprapriate inferventions to appropriate interventions fo interventions to cnhancg or mprove
enhance or imprave student enhance or improve student student sucoass, and fosters student
SUcCess. SHGGESS. seif-moritaring.
The school The school counselor uses some The school counselor effectively  The school counszior uses
counselor does not  data with minimal cffectiveness to uses data o conduct program comprehensive data to conduct
monitor canduct program monitoring, monitoring, assesses regutar pragram monitoring. assesses
effeclivencss of the assesses implementation and implementation and implementation and effectiveness, and |
program. effectiveness, and makes cifectiveness, and makes collaborates witl stakeholders to make |
adjustments for pregram adjustments for program adjustiments for program improvement |
improvement acsordingly. improvement accordingly. accordingly.
Evidence N
05/1872016
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ineffoctive
The school counselor
does not attempt to
astablish professional
relationships within the
school through
communication, teamwork
and collaborafion.

The school counselor
does not advocate for nor
responds to the needs of
diverse populations.

The school counselor is
unable to identify
community, environmental
and institutional factors
that enhance or impede
development and does
not advocate for equity of
opportunity for all
students.

The schooi counselor
does not promote the
program or the role of the
school counselor in
achieving the school's
mission and student
success.

Developing
The school counselor
atternpts to establish
professional relationships
within the schoa! through
communication, teamwork
and collaboration with
limited success.

The school counselor
attempts to respond to the
needs of diverse
populations and has
demonstrated progress in
promoting an inclusive,
responsive and safe
school environment for its
diverse members.

The school counselor
identifies community,
environmental and
institutional factors that
enhance or impede
development but does not
advocate for equity of
opportunity for all
students.

The school counselor
occasionally promotes the
program and is beginning
to articulate the role of the
school counselor in
achieving the school's
mission and student
suCCESS.

Standard Five: Leagership and Advocacy — mwmmmaMMfwmandeMsmdm
equitable, snfa {nduamm&powlwlnamlng anvronmient for all students o - :

Sh:l!ed
The school counselor
establishes and maintains
professional relationships
within and outside of the
school through
communication, teamwork
and collaboration.

The school counselor
affactively advocates for and
responds to the needs of
diverse populations,
resulting in a positive impact
on practices that promotes
an inclusive, responsive and
safe school environment for
its diverse members.

The school counsetor
identifies community,
environmental and
institutional factors that
enhance or impede
development and advocates
for equity of opportunity for
all students.

The school counselfor
effectively and consistently
promotes the program and
articulates the role of the
school counselor in
achieving the school's
mission and student
SUCCESS,

MGOmthad
The school counselor establishes and
sirengthens strategic professional
relationships within and outside of the
school through communication. teamwork
and collaboration.

The schoo! counselor effectively advocates
for practices within and outside of the scheol
community and proactively addresses the
changing needs of diverse populations
resulting in a positive impact that promotes
an inclusive, responsive and safe school
environment for its diverse members.

The s¢hool counselor identifies cormmunity,
environmental and institufional factors that
enhance or impede development and
collaborates with stakeholders to advocate
for programs, policies and practices that
ensure equity of opportunity for il students.

The school counselor effectively and
consistently promotes the program and
articulates the role of the school counselor in
achieving the school’s mission and student
success, and contributes to the
advancement of the school counseling
profession.

05/18/2016
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. Evidence |

w i ﬁngaii*g pro%ess:unﬂ teaming and mﬁn& {hair work through raflective nnnl-;m

Ineffective
The school counselor dees
not adhere to the American
School Counselor
Associaticn and other
relovant ethical standards
for school counselors nor
the refevant federal. state
and local codes and
policies.

- The school counselar dees
- not engage in self-reflection
- of practice, roview data o

set goals ‘or improvement
or parhcipate in professional
leaming.

The school counselfor does
not attend professional

- meetings nor belong to
. organizations at the local,
: state or national level.

0518016

Developing
ke school counselor has limited
adherence to American Schoot
Counselor Association and
other relevant othicat standards
for school counselors and alt
relovant federal, state and local
codes and policies.

The sckanl counselor 2ngages
in limited self-reflection of
practice, roviews minimal data
ineffectively to set goals for
mprovement and participates
in professioral tearning to meet
gome goals, enhance skills and
stay curent on professional
issues.

The school counselor attends
prefessional meelings andior
belongs to organizations at the
local, state or national leveil.

Skilled

The school counselor

acheres o American School
Counselor Association and

ofher relevant ethical
standards for school

counselors and all relevart
federal. stale 2nd local codes

ard policies.

The school counselor

ergages in thoughtfu: self-
reflection of praclice, reviews

data to set goals for

improvement and participates
in professionat lcarning to
mect goals, enhance skills

and stay current on
professional issues.

The school counsetor actively

participates in both

profassional meetings and
organizations at the local,

state or national levels.

91

Accomplished
The sthool counseloer adheres to
American School Counselor
Asseciation and other relevant cthical
standards for school counsclors and
all retevant federsl, stete and local
codes and podicies. The counselor
also helps colleagues access and
interpret codes ard policies and
uncerstand implications.

The school counselor engages in
thoughiful and ongoing seif-refiection
of practice: consistently roviews data
to set and monitor goals for
improvement; and participates in
professional [earning to mest goals,
ankance skills and stay curent on
professional issues, educating others
on learnings when appropriate.

The school counselor coordinates,
facilitates andfor provides leadership
in professional meetings and
organizations at the local, state or
national level.




M}“mum counBelors demonstrate an abilily to produce posiive student outcomes Using pre-detenined metics .
Ineffective

Developing Skilled Accomplished

The school counselor does The school counselor collects  The school counsslor clearly The school counselor clearly
not collect data nor data but cannot demonstrate  demonstrates a positive change  demonstrates a posilive change in
demonstrate a positive a positive change in students’  in students’ knowledge, behavior  students’ knowledge, behavior or
change in students' knowledge, behavior or skills,  or skilis within at least one skills within three student
knowledge, behavior or skills. student domain. domains.

Evidence '

05/18/2016
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APPENDIX H

Ohio School Counselor Evaluation System Professional Growth Plan

Professional Growth Plan

On an annual basis, a school counsslor will develop twa goals for professicnal growth and development; one in relation to the six standard areas, and the second
in relation to the Metric of Student Outcomes area, Profassional development should be individualized to meet the needs of the school counselor and specifically
relate to the Identified areas of refinement as Identified in the school counselor’s evaluation. The development of the plan can be informed by

previous evaluafion results, or other relevant data that will assist the school counselor in setting appropriate goals for professional growth. The evaluator should
recommaend professional development opportunities and support the school counsslor by providing resources (e.g., time, financial),

School Counselor Name: Evaluator Name: [ seif-Directed [J Collaborative

Choose the Standard(s) aligned to the goal. These are addressed by the evaluator as riate for this school counselor.
Comprehensive School Counseling Program Plan % iEvaIuation and Data
Leadership and Advocacy

2| [birect Services for Academic, Career, and Social/Emotional Development

<>l [Jindirect Services [JProfessional Responsibliity, Knowledge & Growth
Goal Statement Demonstrating Performance on Action Steps & Resources fo Dates

3 Stendards Achleve Goal Eyidents icoatons Discussed

Choose the domain(s) aligned to the Metric of Student Outcomes goal.

2| [] Academic [] College/Career [] Sociel/Emotional
| Geal Statement Demonstrating Abllity to Produce Action Steps & Resources to . Dates
g Positive Student Outcomes Achieve Goal Evidence Indicators N il
o e
Comments:

School Counsslor: Evaluator: Date:

05/12/2016
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_APPENDIX |

Ohio School Counselor Evaluation System

Improvement Plan

Wiritten improvement plans are to be developed when a school counselor receives an overall Ineffective rating. In addition, districts have discretion
to place a school counselor on an improvement plan at any time based on deficiencies in any individual component of the evaluation system. The
purpose of the improvement plan is to identify specific deficiencies in performance and foster growth through professional development and
targeted support. If corrective actions are not made within the time as specified in the impravement plan, a recommendation may be made for
dismissal or to continue on the plan,

School Caunselor Name: Date of Improvement Plan Conference:
School Year: Building:

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

Performance Standard(sy Addressed in this | Datefs) Improvement Area or Concern | Specific Staterent of the Goncern: Areas of

Section 2: Desired Level of Performance — List specific measurable goals to improve performance. indicate what each goal will measure,
Goalls) Level of Performance ; Starting Date: | Ending Date
Speciically Describe Successful Improvement Targelis) .

R

05/12/2016
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Ohio School Counselor Evaluation System

Improvement Plan (continued)

Section 3: Specific Plan of Action

.| Describe in detail specific plans of action that the school counselor must take to improve his or her performance. Indicate the sources of evidence
that the evaluator wik use to document completion of the improvement plan.

Actions to be Taken Sources of Evidence that Will Be Examined

Section 4: Assistance and Professional Development
Describe in detail specific supports that will be provided as well as opportunities for professional development.

Data for this Improvement Plan to Be Evaluated:

School Counselor's Signature: Date:
Evaluator's Signature: Date:
05/12/2016
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Ohio School Counselor Evaluation System

Improvement Plan: Evaluation of Plan

School Counselor Name: Date of Evaluation:
School Year: Building:

The improvement plan will be evaluated at the end of the time specified in the plan and will result in one of the following actions:
] Improvement demonstrated and professional standards met a satisfactory level of performance.

[ Continue with the Improvement Plan for a specified amount of ime,  Date:
[[] Recommend dismissal.

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

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

School Counselor’s Signature: Date:

Evaluator's Signature: Date:

* The level of performance varies depending on school counselor’s years of experience.

05/12/2016
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Liberty Center Head Coach Evaluation

Coach: Sport:

Year:

APPENDIX J

' Standard 1: Relationships with School Admisistration

1. Works cooperatively with Athiletic Director and other Admin.

2. Keeps AD informed of potential problems.

3. Accepu and implements athletic department decisions and
policies.

4. Iy aware of Title IX issues.

5. Stresses importance of eligibility and scholarship.

6. Wotks with athletc director when making decistons for
scheduling, practice times, etc.

7. Follows proper protocol when purchasing equipment.

= % Bty aud Gilities Matosanrs

| NA

1, Works with AD to provide preseason and post-season program
needs.

2. Maintains exact and detailed inventory for uniforms and
equipment.

3. Shows concern for and stresses proper care of equipment.

4. Keeps storage areas and equipment tidy and organized.

w&wm -

| NA

1. Condum:hemselvesinanpmfesmonalandspommanm;e
manner at all times,

2. Supervises athletes at gl times including training room, locker
rooms, and practice area.

3. Maintains current knowledge of sports rules.

4. Teaches the fundamental philosophy, skiils, and knowledge
euennalmthespom.

I O Wi P O

5. Maintains effective squad duc:phne

athletes for positive performances

6. Instills competitive spirit, shows enthusiasm, and praises student-

7. Plans practices by selecting appmprmne teaching aids/dxills.

8. Works to develop assistant coaches’ abilities.

9. Works to help players understand role on the team.
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Liberty Center Head Coach Evaluation

Coach: Sport:

Year:

Smnﬂnd%]ﬁekﬁnmlnpswmhl’nmmm

1. Maintains rapport and works cooperatively w:th assistant coaches
and sub-varsity coaches,

2 References code of conduct policies when dealing with parents
and student-athletes. {(Chain of Command, 24 Hour Rule)

3. Promotes positive relationships with student-athletes.

4 Warks well with outside media for preseason articles, season
results, and interviews.

5. Supports athletic boosters by attending meetings and
volunteering at fundraiser events.

6 Maintains appropriate sideline conduct towards officials.

7. Promotes all sports in total athletic program and continually
works with athletes without interfering with other sports.

8. Uses all opportunities to actively sell the program to student body
to mamiaan appropriate pamcipation.

z«%mﬂwﬂ 55 Blr: mﬁ mﬂli?mﬁﬁmmﬂ ﬁlém“

| 1. Stresses the role of athleuc in the development ofhfelong valuas

Puts the students physical and emotional well-being before

' 2. Shows willingness to learn and ability to take constructive

3 Seeks opportunities to assume responsibility.

o A kit s g e a—

f.-L. Stows pespect and support of other coaches and athletes.

%, Uses language correctly and effectively.

CODE: E«Fxcellent: G=Good; S=Satisfactory; US=Unsatisfactory; NA=Non-applicable

Coach/AD Comments:

STATUS: Continue Coaching Probationary” Not Continue Coaching
*If Probationsry, an action plan will be developed and attached to this evaluation.*

Coach’s Signature Date

Evaluator’s Signature Date
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Ohio Teacher Evaluation System

Self-Assessment Summary Tool

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

APPENDIX K

Name:
all of the standards holistically and identify two priorities for the upcoming year. Note these two priorities with check marks Date:
in the far-right column.
Standard Strengths Areas for Growth | Priorities (Check 2)

Standard 1:

Students

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

High expectations for all students

Respect for all students

Identification, Instruction and intervention for special populations

Standard 2:

Content

Knowledge of content

Use of content- specific instructional strategies to teach concepts and skills
Knowledge of school and district curricuium priorities and Ohle’s Learning Standards
Relationship of knowledge within the discipiine to ather content areas

Cannection of content to life experiences and career opportunities

Standard 3:

Assessment

Knowledge of assessment types

Use of varied diagnostic, formative and summative assessments

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

Inchssion of student self-assessment and goal-setting

Standard 4:

Instruction

Allgnment to school and district prioritles and Ohio’s Learning Standards

Use of student information to plan and deliver instruction

Communication of clear leaming goals

Application of know!edge of how students leam to instructional design and delivery
Differentiation of instruction to support [earning needs of all students

Use of activitles to promote independence and problem-solving

Use of varied resources to support learner needs

Standard 5:

Learning

Fair and equitable treatment of all students

Creatlon of a safe learning environment

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

Maintenance of an environment that 1s condutive to learning for all students

!Standard 6:

Collaboration &

Clear and effective communication

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

Standard 7:

Professional

Responsibility Communication | Environment

and Growth

Understanding of and adherence to professional ethics, policies and legal codes
Engagement In continucus, purposeful professional development

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

achlavement
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APPENDIX L

EachChildOuFuture

Final Holistic Rating of Teacher Effectiveness—Full Evaluation

IngrrecTIVE | DEVELOPING | SXILLED | ACCOMPLISHED
| I} I | | [

Formal Holistic Observation (followed by conference}
Formal Focused Observation Ll L [} |

CAseesament of Student Learning
[CIProfessional Responsibiiities

Professional Growth Plan (or Improvement Plan) Goal(s):
{Goal prepopulstes from the earlier entry)

Evaluator Comments:

Teacher Commente:
Final Holistic (Overall} Rating INEFFECTIVE | DEVELOFING | BRILLED | ACCOMPLIBRED

[[ICheck here if improvement Plan has been recommended.
Taacher Signature Date

Evaluator Signature Date

Oh s Department
lO at Educa_‘liop
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APPENDIX M

FHdachChildOurFature

Final Holistic Rating of Teacher Effectiveness-——Accomplished or Skilled Carry Forward

O Professinnal Responsiniiies
Focus Areais) Comments:

Professional Growth Plan Goalfs) Alignment: Dates:

Mark Domain Area(s): Date of Observetion:
CIFoous for Learming

Clrrowdedge of Sudents Date of Confersice:
Otesson

L] Cimstraom Environment Commenty:
CIAssesement of Sludent Leaming

Professional Growth Plan Goal{s):

{Gaal{s} prepopulate from previous enlry)

Progress on Professional Growth Plan Goal:

LProgrets Made

By chesking this box Ea acker Wil continue
will: rating es per schedule wntl e for 8 full

L linsutcient Progreve kMacie

By checking this box the teacher wilf
aulomaticaly be placed on a full evaluaiion oyde

In OhicES Portal
= Carry forwerd from previous rating

evaiuation cycle.} the fcliovwing school yesr |
Evalunter Commonta:
Teacher Cammants:
Finat Holistic (O murllli Rating: Pre-Popuiated IMEFRFEGTIVE DEVELOPING SRILLED ACCORPFLISHED

CIEnd of Cycie {Full evaluntion required in the next school year)
[CChack here if improvement Plan has boen recomnuended,

Taacher Signature

Evaluator Signature

Date

Deapartrment
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APPENDIX N

PARENT CONTACT CHART
Name Building School Year
Date | Person Contacted | Student Name Summary of Conversation Method of Duration of Contact
(Grades, behavior, etc.) Contact {number of minutes)
{phone, email,

conference, etc.)
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