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ARTICLE I 

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/employee 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 personnel regularly employed for the full school year on a one-half (1/2) 
day or more basis will be entitled 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. 
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ARTICLE II 

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 

LCCT A 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 will 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 LCCT A and the Board have committed to Interest 
Based Bargaining (IBB) training for the negotiating teams. At the conclusion of the training, a mutual 
decision will be made whether to proceed with IB8 or traditional bargaining. All 188 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 
LCCT A and the Board be willing to react to each other's proposals and/or offer counter 
proposals. If 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 either 
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. Information: 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 ofany calendar year, unless the extension is 
mutually agreed to by the Association and the Board. 

E. 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. 

F. 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. 

G. 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. 

H. OFFICIAL MINUTES 

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

I. 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. 

J. 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. 

K. DISTRICT INSURANCE COMMITTEE 

The District Insurance Committee will be designed to represent all district employee groups. The 
LCCT A 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 all LCCTA members, 
administrators, and board. 

0 . 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 a 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 fifteen (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. 
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ARTICLE Ill 

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 individual 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/her 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 I 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 and/or 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 II 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: (a) 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 processing 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 will 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. 

C. 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.) 

D. FORMAL 

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

LEVELi 

The grievance is to 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 to 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 II within ten (10) days of the 
receipt 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 his/her designee. If the aggrieved is not satisfied with the written response, the 
aggrieved may submit the grievance to Level Ill by filing a request with the Superintendent within ten (10) 
days of the receipt of the Level II response. 

The failure of the Superintendent to respond to the grievance within the fifteen (15) days of its 
advancement from Level I will result in a finding for the grievant. Failure of the grieved to proceed within 
the ten (1 O) days shall mean the grievance has been resolved by the disposition in Level I. 

LEVEL Ill 

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, Ill, IV forms attached.) 
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ARTICLE IV 

ASSOCIATION AND TEACHER RIGHTS 

A. 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 ofschool buildings. 

B. 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 furnished by or paid for by the Association. 

C. 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 LCCT A 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 LCCT A 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. 

D. 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. 

E. PAYROLL DEDUCTION 

The following payroll deductions will be provided at no cost to the professional staff member: 

1. United Teaching Profession dues -- Staff members may, at any time until September 30, sign and 
deliver 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 to discontinue such 
deductions or employment with the Board terminates. 
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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 a 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 Association 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. 

I. 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. 
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ARTICLEV 

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 learn of vacancies in the system for which he/she may wish 
to apply. Nothing agreed to herein 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 tnake 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 ofsaid 
vacancy. Such notice will include the following: 

a. Position(s) available 
b. Deadline for application 
c. Effective starting date 
d. Certification and job description 
e. Any additional pertinent information 

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

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

a. An employee's leaving employment as a result ofa termination, resignation, or death. 
b. An employee's non-renewal for just cause. 
c. An employee's transfer to another bargaining unit position. 
d. An employee's assuming a non-bargaining unit position. 
e. An employee's leave of absence. 
f . The creation of a new bargaining unit position. 

4. 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. 

5. 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 
appficant, 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. 

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

a. A transfer request shall be put in writing and submitted to the office of the Superintendent by 
March 30th 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 or 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. 

2. 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 transfer. The involved staff member may request representation of 
his/her choosing for the meeting. 

3. 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. 

2. 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 DL T 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. 

11 



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 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: 

a. The improvement of the quality of classroom instruction. 
b. The provision for a means of professional growth. 
c. The provision for a sequential procedure for evaluation. 
d. The assessment of the performance of teachers for the purposes of recommending contract 

renewals, certificate/license renewals, the granting of continuing contracts, the issuance of 
contracts of lesser duration, non-renewal, or dismissal. 

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. 

• 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. 

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. 

c. 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 confl ict. 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 all staff members. Freedom of individual expression 
which exhibits the basic objectives of a democratic society will be encouraged. Each staff member 
must be mindful that his/her 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 contracts. 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. 

2. Head Coaching Evaluation Process 

The evaluator will meet with the head coach within ten (1 O) 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) 
induding 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 his/her choosing for any conference with the 
evaluator. 

3. It is agreed that the LCCT A 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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F. 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 personnel 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: 
1. Application for employment, including those nonconfidential1 references. 
2. Copy of the latest contract, properly signed and/or salary notice2. 
3. Health history card, if any. 
4. Ohio teaching certificate. 
5. Transcript of college credits showing the official record of the degree granted, original or certified 

copy. 
6. Record of military service, if any. 
7. Other documentation which has been properly placed in the file. 

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 
his/her 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 entry, 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 ofemployment 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 ofeach 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. An improvement plan in accordance with this agreement has been given. 
b. The Superintendent shall notify the staff member in writing of his/her intended recommendation 

fifteen (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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c. If requested, any staff member so notified shall be entitled to a conference with the 
Superintendent and Building Principal and afforded the opportunity to discuss and to respond to 
the reasons and/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. 

3. Staff members new to the system with previous teaching experience outside the district may be 
offered the initial contract 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. 

4. 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 enrollment 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 leave 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 certiflcation/licensure and present teaching assignment(s) and 
supplemental assignment(s), rf 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 is 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 
certffication/licensure 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 notice of the intent to recommend 
the suspension and/or renewal-suspension of contracts to all staff members so affected and shall 
also give the complete list of affected individuals to the Association at the eartiest practicable time, 
but not later than fifteen (15) calendar days prior to Board 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 notffication of suspension or renewal suspension. 

Each staff member so notified shall, upon request, be entitled 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. 

5. Employee Rights While on Reduction 

The above section shall not diminish or void any right or privileges 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 to 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 
earned 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. 

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

c. 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. 

d. 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. 

e. 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. 

f. 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 recall. 

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 twelve (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 fist 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. 

I. 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. 1st offense - Verbal warning with written documentation (of date and topic only) 
b. 2nd offense - Written warning 
c. 3rd offense - 1 to 3 day suspension with or without pay 
d. 4th 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 all 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. 

20 



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 his/her position with regard to the consideration of the non­
renewal. 

c. 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 contract. 

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) school 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 his/her 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. 

J. 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 ofdiscrimination. 
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 he/she files a grievance; assists or 
participates in an investigation, proceeding or hearing regarding the charge ofdiscrimination of an 
individual; or because he/she has opposed language or conduct that violates this policy. 
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ARTICLE VI 

LEAVES OF ABSENCE (PAID AND UNPAID) 

A. SICK LEA VE 

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. 

2. 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. 

3. Each newly hired certified/licensed staff member who has no accumulated sick leave, or any 
certified/licensed staff member who has exhausted his/her 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. 

4. Any professional staff member having terminated employment with the Board will 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. 

5. 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. 

6. 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. 

7. 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. 

8. 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. 

9. 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 illness, injury or death in the employee's immediate family. 

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

For purposes of injury or illness, one's immediate family will be interpreted as spouse, child, 
father, mother, father-in-law, mother-in-law, 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-in-law, 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. 

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

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

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

13. 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. 

B. SICK LEAVE BANK 

B1. 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. 

a. 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 enrollment period 
shall have thirty (30) working days from their employment date to enroll under this provision. 

b. 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. 

c. 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 ofowed days. 

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

d. 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 
enrollment 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. 

e. 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. 

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

g. 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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h. The sick leave bank may not award more than forty-five (45) days to each employee per contract 
year (Sept. 1 -Aug. 30). 

i. 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. 

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

B2. Administration of the Sick Leave Bank and Procedures: 

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

b. The Association shall establish criteria for a committee and the appointment of committee members. 

c. 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. 

d. 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 will 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. 

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

f. 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. Attend 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 
to catastrophic reasons requiring additional time. 

g. 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. 

h. 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. 

i. 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 ofany changes. 

C. PERSONAUEMERGENCYLEAVE 

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. 

2. In order to make use of a leave day or of a portion of such day, the staff member will submit to 
his/her 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. 

3. 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. tn case(s} of unanticipated personal 
emergency, the building principal or his/her designee shall be contacted as soon as possible. 

4. 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. 

5. 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. 

6. If an employee does not use any of his/her personal days or any deduct days in a school year, 
he/she 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 certified/licensed 
staff members to advance professionally. 

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. Athletic 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. 

3. 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 his/her 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 visitations 
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, and/or the school system 

Reimbursement: 

The following reimbursement provisions shall be in effect for staff member requested professional 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 trip 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. 

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

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

4. 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. 
c. Necessary lodging. 

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

E. LEGAL LEA VE 

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). 

F. ASSAULT LEA VE 

A staff member assaulted while in the course of his/her employment and physically disabled from such 
assault, 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 leave. Falsification of any of the employee's 
statement or the physician's statement shall be grounds for suspension or termination ofemployment 
under 3319.16 Ohio Revised Code. 

28 



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 30th 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. Illness 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 notice 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/or basis will not be 
debatable or grievable. 
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ARTICLE VII 

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 regardless of training level with each year consisting of at 
least one hundred twenty (120) days under a teacher's contract. 

2. 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 regardless of 
training level with each year consisting of at least one hundred twenty (120) days under a teacher's 
contract. 

3. 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. 

4. 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 ofeight (8) continuous months or more in the armed forces shall be counted as 
a full year. 

5. Supplemental Contracts 

Ifany 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 disease, 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 School Athletic Association (OHSM), payment 
ofsupplemental 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 indude work done on an activity prior to the OHSM "Coaching Begins" 
calendar. 
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b. In case of a mandated interruption of the school/learning 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. 

c. 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 supplemental will not be paid. 

d. The expectation is that in order for staff to be paid 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 OHSM 
calendar ("Coaching Begins" and "Season Ends" dates as published by OHSM), which will be 
modified in the event that OHSM adjusts the season calendar. Academic activity start dates 
will be based on the student calendar. 

e. 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. 

2. 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. If the 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. 

3. A member whose initial teaching license was issued after January 1, 2011 becomes eligible for 
continuing contract upon satisfaction 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. 

b. The teacher has held an Educator license for at least seven {7} years. 

c. 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 precluded 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 shalt 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. 

E. 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 retroactive to 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. 

F. 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. 

G. 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) 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. 

2. The District Leadership Team shall consist of ten ( 1 O) 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 DL T 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 (DL T) 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 Ohio 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 indude 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. 

H. 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. 

I. 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 to be paid by the district through 
payroll. 

J. 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, all calculations must be signed by the employee and insurance company representative. 
Companies are to provide such forms. 

d. Cancer Insurance 
e. United Way 
f. Political contributions of not less than $1.00 per pay period 
g. Savings Bonds 
h. Ohio Tuition Trust Authority 
i. LCSEF - (Liberty Center Schools Educational Foundation) 
j. Purchase STRS service credit 
k. 457 Deferred Compensation Plan 

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 attention (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 SURGICAUMAJOR MEDICAL 

The Board shall provide health insurance coverage for each certificated/licensed employee now or 
hereafter employed and his/her dependents. Such coverage will be the choice of the employee among 
any plans offered by the Northern Buckeye Health Plan (NBHP). An open enrollment period will be held 
annually and the employee will have the opportunity to enroll in either plan each year. The open 
enrollment 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 plan. The Board will contribute towards a Health 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 will 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. 

M. 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 ofJune 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. 

N. VISION INSURANCE 

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

0. SECTION 125 CAFETERIA PLAN 

The Board of Education will put into place a benefit plan as provided under section 125 of the Internal 
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 ofany such change. 

P. LIFE INSURANCE BENEFITS 

The Board shall 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. 

Q. 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. 

b. The individual 
employment. 

must be eligible for disability or service retirement as of the last date of 

c. 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. 

d. 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(8) 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(8) or 457 Deferred 
Comp plan that is an approved provider for the district. 

e. 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. 

2. 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 fifty-seven and one-half (57.5) days of 
accrued but unused sick leave. 

b. 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. 

c. Receipt of the payment for the accrued but unused sick leave as outlined above when an 
employee retires under the designation of retirement shall eliminate 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 
1st 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 a 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 later then 
March 1st of the first year in which he/she 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(8) 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 his/her 
instructional responsibilities at an accredited college or university shall be reimbursed to a maximum of 
$125.00 per quarter hour and/or $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 
until 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 

38 



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. 

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

3. 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. 

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

5. The current deferred taxation of the "pick-up" is determined solely by the I.RS. 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 l.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. 

4. 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 Canter 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 1.190 1.230 

1 $41,846 $43,241 $43,838 $47,824 $49,418 $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 $47,824 $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 $50,016 $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 $54,399 $55,794 $56,392 $60,377 $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 $64,761 $66,355 $67,949 
1.475 1.510 1.525 1.625 1.665 1.705 

10 $61,174 $62,569 $63,167 $67,152 $68,746 $70,341 
1.535 1.570 1.585 1.685 1.725 1.765 

11 $63,566 $64,960 $65,558 $69,543 $71,138 $72,732 
1.595 1.630 1.645 1.745 1.785 1.825 

12 $66,355 $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 $73,927 $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 
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 

2022-2023 
2.5% Base Increase 

Year 135-149 MA+15 MA+30 
Exp. BA Hrs. 150 Hrs. MA Hrs. Hrs. 

0 $40,849 $42,279 $42,891 $46,976 $48,610 $50,244 

1.000 1.035 1.050 1.150 1.190 1.230 

1 $42,891 $44,321 $44,934 $49,019 $50,653 $52,287 

1.050 1.085 1.100 1.200 1.240 1.280 

2 $44,934 $46,364 $46,976 $51,061 $52,695 $54,329 

1.100 1.135 1.150 1.250 1.290 1.330 

3 $46,976 $48,406 $49,019 $53,104 $54,738 $56,372 

1.150 1.185 1.200 1.300 1.340 1.380 

4 $49,019 $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 $55,555 $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 $65,154 

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 $64,133 $64,746 $68,831 $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 $72,303 $72,915 $77,000 $78,634 $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+lS MA+30 
Exp. BA Hrs. 150 Hrs. MA Hrs. Hrs. 

0 $41,870 $43,335 $43,964 $48,151 $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 $48,151 $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 $54,431 $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 $54,850 $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 $69,086 
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 $66,783 $68,248 $68,876 $73,063 $74,738 $76,413 
1.595 1.630 1.645 1.745 1.785 1.825 

12 $69,714 $71,179 $71,807 $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 $82,275 $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 

I. COACHING CATEGORIES 

A. Football, Boys' and Girls' Basketball, Wrestling - Category I 
B. Volleyball - Category II 
C. Boys' and Girls' Track, Baseball, Softball, Soccer - Category Ill 
D. Cross Country, Golf, Bowling - Category IV 

Years Experience 0-2 3-5 6-8 9-11 12-14 14+ 

I. BASKETBALL (Boys and Girls) 

Head Coach 
Assistants 
Freshman 
Junior High 

17 
11 
9 
8 

18 
12 
10 
9 

19 
13 
11 
10 

20 
14 
12 
11 

21 
15 
13 
12 

22 
16 
14 
13 

FOOTBALL 

Head Coach 
Assistants 
Freshman 
Junior High 

17 
11 
9 
8 

18 
12 
10 
9 

19 
13 
11 
10 

20 
14 
12 
11 

21 
15 
13 
12 

22 
16 
14 
13 

WRESTLING 

Head Coach 
Assistants 
Junior High 

17 
11 
8 

18 
12 
9 

19 
13 
10 

20 
14 
11 

21 
15 
12 

22 
16 
13 

Years Experiences 0-2 3-5 6-8 9-11 12-14 14+ 

II. VOLLEYBALL 

Head Coach 
Assistant 
Freshman 
Junior High 

16 
8 
8 
7 

17 
11 
9 
8 

18 
12 
10 
9 

19 
13 
11 
10 

20 
14 
12 
11 

21 
15 
13 
12 

111. SOFTBALUBASEBALL 

Head Coach 
Assistant 

15 
9 

16 
10 

17 
11 

18 
12 

19 
13 

20 
14 

TRACK (Boys and Girls) 

Head Coach 
Assistant 
Junior High 

15 
9 
7 

16 
10 
8 

17 
11 
9 

18 
12 
10 

19 
13 
11 

20 
14 
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 15 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 6 

WEIGHT ROOM COORDINATOR 2.75% 3.00% 3.25% 3.50% 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 0-2 yrs 3-5 yrs 6-8 yrs 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 5.00% 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 ofAmerica 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 2.75% 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 O Teachers 2.75% 3.00% 3.25% 3.50% 3.75% 4 .00% 

District Mentor Coordinator l-3 Teachers 5.35% 5.60% 5.85% 6.10% 6.35% 6.60% 

Vocal Music Director 5.00% 5.25% 5.50% 5.75% 6.00% 6.25% 

Archery Club 5.50% 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% 6.25% 6.50% 6.75% 7.00% 7.25% 

Pit Band Director 6.00% 6.25% 6.50% 6.75% 7.00% 7.25% 

Asst. Musical Director 7.00% 7.25% 7.50% 7.75% 8.00% 8.25% 

Asst. Band Director 7.00% 7.25% 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 ofBands 11.50% 12.50% 13.50% 14.50% 15.50% 16.50% 
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Article VII I 

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

a. up to 178 student contact days 

b. Two (2) teacher workdays-one (1) workday at the beginning of the school year, and one (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. 

c. 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. 

d. 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 morning 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 tor 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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D. TEACHER WORK DAYS 

On the first teacher work day no more than two (2J 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. 

E. 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 appointments 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 Joss 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. 

F. GRADE PREPARATIQN 

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. 

G. 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. 

H. 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. 

I. 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. ln 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 counselors will only be used as the last alternative. 

J. 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 permitted 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 he/she 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. 

K. DUTY FREE LUNCH PERIOD 

Each staff member employed by the Board ot Education of a scnool district shall 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 to leaving. 

L. 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 school 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). 

0. 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 Enrollment 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 submitted the appropriate application will have 
priority over all new open enrollment students. 

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

OTHER PROVISIONS 

A. 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 transfer 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, pupil/teacher 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. 

B. NOSTRIKE 

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. 

C. 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. 

D. 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 change 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 negotiations 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. 

E. 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. 

F. DURATION OF AGREEMENT 

This Agreement shall be effective as of Septemoer 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 before 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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ARTICLEX 

FAIR SHARE FEE 

A. 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. 

B. 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. 

C. 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. 

D. 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. 

E. 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. 

F 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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NEGOTIATED AGREEMENT 

Signature Page 

Liberty Center Classroom Teachers' Liberty Center Board of Education 
Association 

~ f-27-,;,/ 
~ DatePresident Date 

~lliduwud ~ &.mib-\n~e1b.3b 
Treasurer D te Trea urer • te 

C/2.,t? q/ulu 
Superintendent Date 

J 
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Informal Grievance Discussion Report Date: ___________ 

Brief Description af Issue Discussed as Possible Grievance: 

Signature ofGrievant Date Signed 

Signature ofAdministrator Date Signed 
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LIBERTY CENTER LOCAL SCHOOL DISTRICT GRIEVANCE REPORT FORM: LEVEL I Number ______ 

Confirmation of Filing Date: 
Assoc. Pres. 

Name of Grievant Date Filed with Principal 
Principal 

Article and Section of Date of Alleged 
Alleged Violation,______ Violation_____________________ 

Statement of Grievance:._______________________________ 

Relief Sought: ___________________________________ 

Signature of Grievant(s), _________________________ 

Date Signed.______________________ 

Disposition by Principal,________________________________ 

Signature of Principal 

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

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. 
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LIBERTY CENTER LOCAL SCHOOL DISTRICT GRIEVANCE REPORT FORM: LEVEL II Number_____ 

Name of Grievant Date Filed wi
Principal 

th 

Confirmation of Filing Date: 
Assoc. Pres. 
Principal 

Article and Section of 
Alleged Violation.______ 

Date of Alleged 
Violation·-------------------

Statement of 
Grievance:.___________________________________ 

Relief Sought:.__________________________________ 

Signature of Grievant(s),_________________________ 

Date Signed ______________________ 

Disposition by Principal _______________________________ 

Signature of Principal Date Signed 

□ Principal's Copy Ifany space provided is insufficient, 
□ Superintendent's Copy addenda may be affixed to this report. 
□ 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 Ill Number _____ 

Name of Grievant Date Referred 
To Mediation 

Confirmation of Filing Date: 
Assoc. Pres. 
Superintendent ________ 

Article and Section of 
Alleged Violation ______ 

Date of Alleged 
Violation___________________ 

Statement of Grievance: ______________________________ 

Relief Sought: __________________________________ 

Signature of Grievant(s) _________________________ 

Date Signed______________________ 

Disposition by Superintendent'-------------------------------

Signature of Superintendent 

□ Superintendent's Copy 
□ Superintendent's Copy 
□ Association's Copy 

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. 
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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.______________________ 

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

If any space provided is insufficient, 
addenda may be affixed to this report. 
Grievance number, date, and signature 
should be placed on any addenda. 
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APPENDIX A 
LIBERTYCENTER 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 
B Teacher Performance Evaluation Rubric 
C OTES Professional Growth Plan 
D OTES Improvement Plan 
E OTES Informal Observation Form 
F OTES Walk-Through Form 
G OSCES School Counselor Evaluation Rubric 
H OSCES Professional Growth Plan 
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I OSCES Improvement Plan 
J Coach Evaluation 

Optional Support Resources 
K Self-Assessment Tool 
L Final Holistic Rating Full Evaluation 
M Final Holistic Rating Carry Forward 
N Parent Contact Chart 
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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 upon 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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B. Evaluation Framework: The document created and approved by the Ohio State Standards Board in accordance with section 3319.111 (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. 

C. 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. 

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

E. 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. 

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

G. Evaluation Rating: The final, summative evaluation level that is assigned to a teacher based on the holistic review of all Evaluation Factors, 
observed during the Evaluation Cycle. 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. 

H. 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. 

I. 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. 

J. 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. 

K. 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. 

L. Teacher(s) ofRecord: 

1. ls/Are responsible for assigning the grade to the student 
2. ls/Are required to have the proper credentials to teach the particular subject for which he/she has been designated Mteacher(s)of record(s)" 
3. ls/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) 

M. 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. 

N. 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. 

0. 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 no more than ten (10) documented 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. 

P. Professional Growth Plan: A written plan, self-directed or jointly developed between the teacher and evaluator, designed for the sole purpose of 
continuing teacher growth focused on areas identified in the teacher's observations and/or evaluation. The approved form for the Professional 
Growth Plan is 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 rating, in 
the year in which an evaluation rating is required by this contract or Ohio Rev. Code. 

3. ~VALUATORS 

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

B. The evaluator shall not be a bargaining unit member. The supervisor must be employed under a full-time 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. 

C. ln 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. 

D. 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. 

E. 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. 

F. 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). 

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

B. 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. 

C. 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. 

D. 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. 

E. 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. 

F. 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 8 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 OTES observation rating, he/she 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. If a 
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 performance. 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 "Accomplishedn 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. A teacher 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 illness 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 30th 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. 

66 



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. A teacher in their first year ofemployment with the District shall not be placed on an Improvement plan. 

D. The Improvement plan shall include: 

1. Specific, measurable instructional practices to be observed; 
2. Specific, evidence-based resources, and assistance to be provided; 
3. Clearly articulated timelines for the completion of the plan; and 
4. Final determination of an improvement plan shall occur one year from the date that it was implemented. 
5. Monetary, time, material, and human resources sufficient to realize the expectations set forth in the plan; and, 
6. Shall utilize the form found in Appendix D of this Agreement, 
7. An Improvement plan will have no more than two (2) achievable goals per Evaluation Cycle. 

8. MENTOR TEACHER FOR TEACHERS ON AN IMPROVEMENT PLAN 

A. The District 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. All information 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. At any 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. 

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

C. 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. 

B. Committee agendas will be developed jointly by the co-chairpersons of the committee. 

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

D. 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. 

E. Members of the committee will receive training 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. 

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

G. 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. 

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

I. 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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J. Members of the committee shall receive release time for committee work and training as deemed necessary by the committee. 

K. 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. 

L. 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 financial 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. 

M. 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. 

N. Association committee co-chair will be paid an annual stipend of $350. Committee members will be paid an annual stipend of $250. 

70 



APPENDIXB 

Ohlo Teacher Evalvotion Srst•m .\o\!it,c•ssmr.~t o t T ~.1c:1cr ~"!fl";'o , m n11c~ 

Teacher Performance Evaluation Rubric 
The T~cher P'Grfom,111,ce Evaluatlott Ruffffe ft. to~ G«.orod ~:V-. Thb meor.n 8\IOO.!alot'\l .~1000000~hblvd pt"(lVkmaUte best OW!mf; cfescriplfan c;f the teaetuw. 
TIie fating Pl00e\SS 13 fo c=ul'Ol'l GOl'llpf:,tion ofcac!A 30-minutoo~end r::,:Jt~m:e. To cld3'm71e ~ IUtJno ro,ea:h 30-mlnutoOil&~lon. ttto QViWtitDt i$ to 
eonstdor evldet1ce gathefed <Mina the ~l'ICS'. ob!lmvatlon, ~m::eand c1~remnwatlititrot.,;ha., If~o. Note> In.rt wh3n completing ttw~nee 
rutiric, ewlWltera are mi! ~ toQetm>r~¢11 a'.J ind'.catt:ra fercai;h c:b~rvat:oncycfa. Uktw.itlf:t, ~91;; IM'I/, but 019rwt ~ ulred to. btlng adttltlcnd piec:tic1 
O\iidenco to ~,-,,soil~- Tooprof051J1Qn!Jli1;m s.edkmo1U'lon.ibrtc mav uao 8'/kt.:)nco ~ loctod duflng tlwpre-«1t1f0~ uncipint.-nf~r~as~I n 
infol'mGfion frcm tileP~Grov.1ha;-.d/Mlft141~1'1'ent Pltln, fl~-

.. •-\'_........ ~- '~ •... 
-

:•i""'.:.~~ :_ ...... :.: _:-· ...·~, .'' ... ,....·_--: ... ...~' .,..: ~~ . 

( 

• I -. = 
J!offlalrii Coinec,~ta 

• I 
- - - ----,--- - - --

'n - -Sf~!/$1 j ·6-~ed~:o D ~!n l 
-

"'FOCUS FOR UseofHtgh- Tho ~ does not Titzi t~r tl$.~-S. CM The~ti1~rough!y7.rtd The teacher ttmrcughCy antt 
U:ARNING Quality USO h1~i'ltyswdoffl sourc.;,ofhfal\.quality Q1'.l:!'f'eClty analyze~ pattems eot~lyenatyzes fremfs and 

(Standard 1: StudentData data to devetap ~ent~amandattomptsto iii at le,;i~ two sourtos of patt$M$ ln at le&&t two 
Students, measurable and anaGyze pattetns to devel11p higlMp:IIHy s~ntd&ta to sour~ of~lt)lh-quautystuoont 

Stamford 2: aoml'»'lt 1.1 ~cmtally fflea®tablG lllnd <fevetop ffie.J$1.111'8~ an<V data t() dewlop tnC&SUfllb~ 
E1emGnt 1.2 approp1\':etG ~!fontCont.nt. doVOlopmGntslly aPFJOp:riat& <fevef<tf;ment311y :ind dovelopmen1a&ly
Elomont1.3 gtowltlgoal{s}.StamMnt 3: GMfoll'lt gJOWthgou(s). Tho . q.,pro~r&lte 'SMSent growth appropriate student growth
Some::tt.3-.3A8....ment. ana~ti mmyoo incnmP:o!o goeit(a) ~mt mcmltora gc»lt(s)and monitors ii~ent 

Stand.ant 4: er ina=urate. ftl®ntpt0Sff)S3 toward mogvtiss toward goal{s). 
c.oa s 

Thtttoach0r pf.ans for tile' iPossfbte Sou~$ facilitation ordavelopmentaay!ofEtfldtl11C9: appropriate student cfata
pre-conferom;o, ~ lemton and~stoattifac!s. t;iasJ:.t In 6tUd~nt goersott&,gpDltfo/los, 

t.nd progress monttoring. anr,fysm ofstudttnf 
data, Evidence Oielc. o, tas: ~ to Cltek or tai, ~,.. t~ e11tf!1 C1,ct 0" tap h~;;to e;;j":;rtelrt" _ Click "'" ~af) he«' to errterle$son pfatt.s, eriter text, htllt, t~l\tstrJt:hmt IJU!"WJ'S, Connections The teacher pf!Hi$ Tho tsa.lher ¢ans fef1$ans The'teacher plans lessons l1U1mm:hcr ¢ans mcssons thlltcommon 

to prior and fQ~thQt b"\at attempt to meJ<o that lnte~any make clear intentfcmaOy make clear andO&Mssmc:mts future ..amlng domcnstratono connccfloni.Wi!h Stl.ldent &ndcotter$nt oonnGC«oos ~rent COMeetlOn>S YMh 
cmtncc=tions to ~ pnnr Isam mgorfutUro 'Mth studentprv. re&mtn; 3Wdtmt prtor and future 

Bemerit1.2 prkn" Je~ingorMuttt teamtng. These ccnnoctions and futull'oteaming and loam!'ng and i ncludes 
Element2.1 leamjng. amnot clear. includes stromgms that strolcglos that commumcate 
Bement2.2- ~muntaste flte ttro connecilonSl to sttrdents • 
eeme.it2.4 0M11d~Mto stt:dents. am<mg lesson contMt. other 
Bernent2.5 df&dplln8$ andtor re9l-wotid 

cxparloncos. Ths teaehor 
plans tcssons1h&t use the 
Inputandcontrlooticns of ' 
fam!Jfs$, co.'le uesandfor 
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I~ 
lu:ccmf!li5hf.ld ··1· 

Evidu ec 1a,c1c «>r-iai t1ere to 
entertext. 

I 
ConncctkmG 
totMato 
staffldQfda endJ 
dtatr-ict 
pfforltloa 

I
I 

EJomgnt2.3 
Elamoot4.1 
Bement4,7 

EYldoneo 

K OWi.EDGEOF PllltU\ffl9 
s."rVDE.NT$ fn~n ·t.,~ 

(Standanf 1: Ilicwhofa 
stucter.tt.1 ehltd 

1Stanchml 4: 
tn. •... ~... e. ement1.2 
s-c:f'!l!t.J;. . _et1UM11t 1•.; 

FlNALMerdl2.7, 2020 

Thot~ 
m~ s•~ ~ 
i'lOt roYCl'QnfQ Ohfl>•a 
~~-

f Clic.k or tap ,ereto 
enterteitt. 

~ n 
in~, ;tumokcs 
fiO ciw~m3e Md 
D'8 tnllt,or !s rd 
famltl&f ~ h ~ t 

~nces•.~ 
cf~~ 

f_crther ~k:malsto 
undefffilnd ea:h atudent'e 
p,tcr llft~ ge whlle 
auppcrffnf; lh~ stu.dant'u: 
daVcto~ 

Click or tap here toenter lClickor taphere to entertext. 
teJ<t. 
Clidt or tap here to enter 

text. 
Th9 tt..~~ s JMilruotionat 
p:an ~~ow a 
~mfr.a SiaMliirdii, but 
fJOli~ e.ad·MtM~ ckt not 
a1fen ~~ ft38ds. 
$Cheat .-ind d!sblctptkmtloa 
ortho 8tanderd6. 

IClidc or taphereto enter -
text. 

Too~aln~nat 
plan ~am~mat 
cettfl<:~ \C 5Wftnt 
e~C0$, QUflure, 
davGtopmomal 

f char&~ orwdent 
i t.e ounds. 

n,e t~Gt's fnwu~TM t&ach«'s lne~ 
ptsn incoq)offlt®~. p:ca lnezfl?::talali 
~~cnm &fid ~ ilG3C3ClffiOlll.i amt 

M~~. lncluGlhtg4lVa!iable~.rootw1ne 
~~. toot ~ iijn Wlliliavai'ldlte tedl~. b'islt 

i\!:lgn\,;iti\ student f1QE!d$, Gtutfoot n-~. ochool and 
echoolancl clattlct plk»1tles. dlstm-1prtoritfe$. ~nel Ohlo's 
&nd ONo's LeaMin; l aamfni! Stande,rds, 

1Standillds. 
' Tho ~rpe~tea In 
6tud)in8ande~ett.1e\fn9 
naim.c"\Ces in «int811t it,tld!cr 
~ 
district CUfftcmum. 

IClick or tr.~ ,.ereto enter IClickor tap here to enter text. 
text. 

TM t>attdleft {nstructlo"al ' he>teQ.dror'Q{nswclcool --f 
pliin ffil~ c:mmadlcma to pl'.Ql'I ntftaQs COMblrJnt I 
81.!<lGl".t~ QJICfi, cnn~ a to student 
culture a.,ddev~men~ •~p~rt~s.culture and I 
ch~eristlcs. 1klse may de'IO!cpmental eh~r~~ , 

inctudtJprior r~ me. The8omay rnctudo prior I
attilltl~ am needs, ' " 9!'!!oot ~1>111\lee1 m~._ _ 
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c~ 
. . _ ~~~ - 0 ~ . ~ _ S«.i~ •~Y9!ffli)ltohc~ 
CollabontlOn Etcmoot 1.S 7_· char~rlst lcs or tslents.backgroun:.rs, ~klrs, needs, l'ndMt:ua& tatC1;1~. 

oncl Etcmcmt 4.2 ~nus. tanpageprofi@noyand . baekgrcni:mfs, ski:ts, 1&ngue.(l1Q 
communtcation) ecemem4.4 imt'Jros1s. s;mflokmey and mterests. The 

eterncnt fM !nr.;~~,,.n ~r&ws u~n 
Pos-sible Saun:es • fnput from aeh1X>I 

ofEv/d$nce: profcsswncts amt outsJc!e 
IM?t.t,$1$ of$1.udimt resOQ.lrces. , 

data, Evidence Click or ,.,.,, ttereto C!Jr:k or taph.?1e toenter 01~k <'r t.ap oorr: to eot~, Ctld, or 1:.Jp -w.reo t:0 en~c•• te.t 
pre-ccnfen:n.r;e, e ntt"r text. t~ltt teltt 
amfacts, stut!ent 

-~ Oll'i.A!0~I ~ ·- =----~~~~...~et:~·~" -=--~­
Th3 temh.t"lir f:neo!l~illtty Toe t~eir~ c ons~ent The teactter is-consist:lnt and • 
commurru:a~ ~:zm~ and e ff~.JC In l!lffectlve In comrnunimting 
,;oat!.. expectatiorm for ccmrmrrucatng :0ppropooto, d~fferent!a:ed leamin-tpgoafs 
mnttnyand mod• of ffiNKfHJaSri, d!ffer.zntlatcd (siucS\ as ~ eds based, int~ t 
e,cemptary pertcrtnaru:e to fea.mintJgoals, e)(~ns baood. sm::mgth b8$ed), 

ext 
use ofdiffc.mnti~ lcarrnng ~xMt¢ mypufomr~noo to m~eb ofexe."'nplary
gnals. studoot:s. pernmnatt~ to swdtmts 

through llu:.1~tl~$ eommunicati!<m 
techm~ues. 

TIie teai:lter cfemanshtGs The taa1:hor cansistGnily The teafflet con$lstent.ly 
some content krm!Ai~by domamtratf.l~ ccmtoo4 ® rru:rnstrat&s coartent 
u-.;t\g llmltM ~~­ i<nm.-Aedgo byusfng kllovAa~by u$ln9 oontent­
Gpeeffie. d9"'8Zopmentally ~ . dovol~pmon11:lliy 

,wt•Ga1119ua-;o and 
ccmtem-~. 
de~et,me.nt«11y ~propriate lan9ua90 and 

timqtc c1 C1ltlk:1\t-Gpoclfic 8J)p!'Of,f'".iimO !Qngutl90 s.nd contettit•~C. straitest~ to 
. Students c:miren~a~ strategies Emgage, students. Tho 

. domorwtrate riWe f.o engq o sO.lderrt.li. te.:ehcr'e eommmttcauon 
enga~ ment in th& tHoon. T~tcamc::r's stimec:¢os nnd qu.e$1fanlng 

c::cmmtinccaton strategfes techniqussc ngago st~nt$ in 
artd questt<mlng technl~ues 1-Jghzr.f~el and crezitlve 
CMdt for n.inth:nrte.Rdmg U\lnklng and stimufate stllldent• 
and Ql't!Xrura;e hlglhcr-f~ ~di-nt lnteractlCM. 
thlnktng. 

( 

SUl'Vfl; 

LESSON 
DELIVERY 
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Contont, 

Standan13: 

Stancfafd 4: 
lnstruc:Gon, 
Standards: 

Leaming 
Environment. 
Standard 6: 

Collaboration 
anct 

CommunicGtion) 

Possible &un:es 
of Evftlenc6: 

pre-confen,r.w, 
pos~nce. 

fortnel 
cbse-rvatw11. 

classroomWalk• 
throughsAnlormaJ 

obstmlations. 
pe&rteview 

il Communl• 
cattonwlth 
students 

j Etement2.2 
~ ._._..11"'1iw'I\•••

Ietcment4.6IBements.1 
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lommclmlH, eWdfflt 
,1111rlg. 

Tetdw gives oppottu.iltiss : 
farstudent ehol¢0 about 
s1udert IG~lngpall$ot 

,~1D«i~ 

ThGre m-eff.w opportunltiet 
for atudefflchoice sbout 
~valt.feeme<l et'ld how 

r 
I 

U:SSCN 
DEUVER.Y 
(CQFJtlm/ed) 

Evldonce 

MonilOftnf!I 
$t~nt 
UM'.omamDne 

EtemcntS,2 
eiomont S.3 

E¥fdcnw 

Student-­
centarod 
Jeamtne 

9eJM-nt3.5 
aement4.5 
Ete:nent 4.8 
Eli::ment S.3 
Element 5.4 

Oickor tap a.ere to 
entertext. 
TheleachGI 
~ tor .mdi.i 
5\u®ntcont\t3km eJ\d 

.~~ 

-Click or tap ,ereto 
enterte>Ct. 
l {fflfflint) ta ew~ 
~ t dlro~. 
SMm?ib ffll ~ 
pal'IWpwtlng blt&3!nlng 
tctivftin, 

F~to stud1;inf.s ill 
• ggneral.~tz.1Gt 
llmltod07ld MOYnot G.l\ue.yi:s 

. su,,port ,hldent 1eam1nc. 

I 
clickorteo here toenter 
text. 
TM wli!chsr moonsiitenlly 
mont.tlt$a iflcouectty 
~ re-~G ~d~ QQnt\JGlon 
aoo ~cs~a. 

------- -- ------- -
Click ortap here to enter 
text. 
t erunfng i8~i'yteacher 
dlfecl1ed. studQilts 
pa~ m~ei claea 
k¾:.mlftl 

l!dl 
teQl':ner gl -

'• es 
·~iowppcrt 

thaltteemlng. 

Clicic ottiJP here to amer ~. 
Too teooher ~ i teally 
mooff0ra and~3 
commCJn awdent~n 
aidmlsconoop3!.nsby 
~GnfRUmtomlaUon In 
n ttipb fo®BiW • 
~1'19 COl'lk.int ~ tw Of 
• sell$ ~a. 

Oick ot tap ,-eretoenter 
text. 
l.eaming is Ill ~-,oe 
k::>t\-.een teP~~ 

1tru;ton~ d 8tuc1Ult• 
dkectxtfnterr.ictlM as 
studenls ap¢y thefr 
~ Gdg-B and 811 
deVelC91Mntalty 
~ate. The t-eacher 
effe~iyeombmh 
cct1abct'8livc and whole 

i ih.cd 
The t~titstvesswcwmu 
&Ul>~twa. $1l~Cend timely 
~Ilkt'J SllJ)pOrt indMd1 

ii student~. The teccller 
give$students oppGrtunmes to 
,mg~ In sdf..as.&es$fflenl. . 
pl'O'Ykll)~ck to erich ottter l 
and~on their c·wn 
~8flddullt00900. 

Olcl< or taphere t., entertext. 

The li!lod'IIV consfGteritly 
morutom, ackkos"3, articulates 
and sntlcfp~ lndMduat 
S\.'uds:it comusion « 
ffl~lll bypr~ntll\g 
lnfom1~ Inmultlpl0 fonn.ett 
imd o!1.1rlf)'tng oontcnt as ite or 
she aee,~ dlaQengea. 

Cilek or tap here toenter text, 

Leaming is p;imadly G~­
dk~mtllflu~-~ In the 
rtACI offaclift8tofOOCO\lf89mG 
shldtnt3 to app y lhei1 
knGwladg3 ml!sttll$ es 
devolOJlftUmml)y appmpnate. 

. Tootooc:nereneo~'f'llaet
!-Students to persistin Ula 
- feamlng tasks. The tead'lar 

effectfwlyeombln8$ 
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Cit( l: or ;in• Mr" tu ••titef 0 1::k or \V~JI ,e-. tr. f'rtt.-r ltittt 
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·-c:-c;:-.-...___ -~ 
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l!lffetoott~ 
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ienter !ext. 

• Dfie! ---· 
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0000l'.m[te~ eimimntkltoo 
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~ext 
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l - ·-~ ~ 

~o PfOO"'~ 
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cbl!lElfflOJ\l. 
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t~wtteX'--

Tt.:r.e 1s Gems ew!'eMe of 
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The tl,.tr.tiu lntene!:Qnally cr.;1at~a 
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APPENDIX C 

A F1'tefooai<Mol ~ Pi1Jn (PGP) d'l°"'"d ~fllb, 0 d."uf' 51;,t ofar;Akm(a) fn10 te~r'G il'ldMcwo~-w P,offflllonal ~ . Too 011"'-ld tab i;ih~kf 00 .¢Cf 
to both theOhle> Sta,\n"'atdS for tho i~~ F«s:'~<m(ORC) 331El.(S1 CM Oh:ds ProfcSGbWllawtopment S~ardlO (ORC) 3319.075. The PGP shcm!:I 
~u,o~lc.nssot flll OAC 330144,,(16 {AJ •• .p'ld'offf~ dliW~~Jdfood to noworet'Ph~d lcrn:w~ In tho Cf.ls.M:'!Cffl t.ttltl~ mlatod to 
studcr,t aeNeusment. The taacMr auumea prof<leslcWJ~~Myfar Uta plan's 1m~e~ in CCRjt,lndionvmh tihe id-~~ pport f.rom tttw 
emproyfttgd~(tr~ ORC 3319.112 (A)(9)(10)), Aecord~y. thof)J.lfl Is~'bylitQ moot rcoon~ ~ 119!.lon e~~alfQftGI Wffl1 ~ny ttiSfflet or buildling 
~pmun~er ESEN'":::SSA. 

Tttne,los: ftn an evD&titm ~~ yw:r, ih& POP plan ffiill co do~~\."liltliQII ten (10) ~ of the ~f~ from th!!! flrat fi:;umal ob-~tlon, Durfl\9 a11 
off.q-de ~ar. O\oPGP pion atwll h:!l ~volofl~bySeJtelnber3~ dJ the ochoo1 y.,ar, or as~Yegroe-d u,on byUwl~Stande~..tor. 

Tea~erName; Evai!IW.'i.Or Mamo: SQCf--Dirodsd Jmtlly-0 ~ E~htabGuided 
(AC!:Ompli!Md) ($kllled) (Dcvol~rta) 

~nationalAfft, stmcfarct o t Element: 
Thi tc;:ic'nof ma>i; ~!!f9,11c or two am'!(~). ~ w t!&l ira~~ -• c:cimt;~ ~~ .~ ~ . when gllcablo. ----- -~-___ .------=____ ___ 

i 

___ " _} 

t>119nq1iz;ttl;f!.1J!l&f.f);..lfl1biti!rutlPlgn.pRng (]~S1'.11Ji2~$la,i,.-.t.9m,,~j,mJ.,,.,ejia~ ~Pt)Jf ,A!".r.rnr.!ll!!!f'IM J 

Foctm forLc3,nfn9 Lesson Dctl"Ycty ~ 

StanttaN t-~ Sta~ 2 4 Content 

Stat'lfhlr"d 2 • Cottklnl SbtSml3-~ 

stanu:.11'tl s - A:..~~~:tc:ri\t Sf.~4- IMfrue.tlon 

St~ndtm:f 4- ffraifnd(m Sfamiw 5-~Smf.mnmcnt 
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APPENDIXD 

Ohio Teacher EvaluationSystOm 

Improvement Plan 

Teti:Mr (if r.fltle'l e'I/ S!.lt :1ect: 
~:.ime: 

______________ D*oflf¢flro~ t flfan~nc.•1Smool i,-e<Jr: lM fffl~ 

Writt.m.impnr~ementplam;afll to bct~ p~ fn thfl tt~ u .as~"'Wfl ~,.ethtfflor ha. ; ftnd sumrneti>xi ratl,:zof 18..">ff-«dmt, Th• IK'rpl>lieof theimpro¥eimmt 
pl:.nk to4dentlfyspecificdaflciattlesin1>-ffli>nnaert eand fo~ETgrowth throv,ah proffflimm~ ment .ind tarpt~ support. IfcorrectlW!amonnre-not m11do 
1;•.ithll\ tho~~$pedtled in the lmllfel/ernei.tptan, " iuommendatlon ~\fbe made for~lsn,lssef or to CGnttnue enthepl!ffla>mlstent with tM Colloctl'llft 
~ 'cl3Aij~ t. 

lim~nt: Flnt\1 detettnl.natlcm fdonlmprov,;:lnfflt ~9balll o~ ur OMVlll:lrfn:l'M ~ rwto tllt!tit tslmph!mented. 

~UOAl; •mtil'G"ttillU'.1\t~At • lj,,~ •,pp,r,ll.,-:;.i· ,!(l:l r...l IINft:.;l.-.J..W.¾'11 ,:1; ;,~l\l ,:a (;,:;, lit-~i.J:J:) J :,J;t-,':tr.J.\iJ'.11' ,:1t' 11.'.'n,~ ,'"" 

, ~ r•'<'•f ,rr,,, ·,r/• ~.~~llti , , ;.j,:•,r.~,;!j;T,!~),,a!ll fl t lii,,J:'1., ~~•c'\J • ••'l•>' !H '!<tlf.,_l~ Jl,1 '!,~ ,'JI ('.,,a~, , •') 't ;_!, •!C;f;[ !,!,\~{',. :· 

' -----------------+ Qb,,- ,,,.., --~- ··-··---•--.-- ...;..... ------------------· c ~ ~= ---- . ~ - ___..-=--=-~=------- , 
Scdk!~t~!; ,,uid lcr.~~h 1f5t<it~~11u..rot.e L ~ ;111, ••:<::1:ai.;rd 1t:nt!,,, ; t" !ttt.r;-•~iw 1:;':-'fu ·•"""r;:.:.. 1w~k1:i'.i-t1J 1•.~,~t :~,tf,Jbi:i ,,1,;:•.•~•J::•~ l ~~~1 •:.Jd '!,.1!..."_·;•.t_. __________ 

f "'~""T• "1' p,r..- I tt..ti ,~;~ !t•t•? 

t__.=-•~w .- -.- ·-=--=--L__ ...____ ·- --·-- -· 
v -. ~ - - -

---------··--·• 

~,ti;i-,';"'-!,1., g ~t,:i;h :::~t.,'.ff«::r,x,t::.:,r, 
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APPENDIX E 

TeanrName: Gra<fe(s)ISUbject Atea(e): Date: 

Evaluat« Name: "fime Wal~Beglns: Time Watldhrough Ends: 

ft){~d0 • ffll l'WC W ■ f~rdof a mt!klhrGua]l by~tuch r'J wwl>10f. 1'ha ~1ootor~• likely Ml 
oMC • 1 bled b;)IOW In any~wcmteil ati....'W'.ffl~n. nor· tiwan exoourm-& hto'! 

d:1 nbmal Gboerv~ ~ beuaod 111) 

CR m..-~~11'. 
O Commu 
ltchnlq • 

wcti fer u~ ~ ~ , l'ld tJncot1 tt *"'"'°vet 

l'.l ~ ~ ,.ul. 
I d among SUJ,~rti; 

=h G1Q ~t~o 
C;.;::_.:~ = - - ::Q·:;,:: =.:...------• ·::....-- ----- --+-0::.l;)gC:;,;.;;.= ~------4 
O r and ~wUconnectlonr O T • ~ mliUir:lki 

1th ~anb roamrn, ClfflltlJ;l ~~fit( : 

@fl 

0 T~ ~"c::mol'lltrai~ oo C Toocfw~ s ft-al'\UQtod IMl,udimwt~ 

UHi and 
con! ~l,l~q ~ to •n;tlP ~for~of&folfen~ 
~ c ~ lf'u : @ii : 

7 
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APPENDIXF 

Wafkthrougns Form, Ohfo Teacher Evaluation System 2.0 

Teacher Nl:me: 

Ewll.tator Ntiimt,: Time Wall.through Inds: 

c Teee1te1 ia ~ i lilemQM ~eettv-e 1:n O (",emmun!catoil-otrot~li3ll ti q~tiOO no 
~ mnun~tli;g tewm~tt9'-J 

ilPP' ' RO"®-b-aoo:f. d ttmmllatc.-d ·~ en • far tm"3fsf{'lm!/ng Old~r.::gu lto'fflrJ.1'Ve l 
9\if!>kllli . 

Cl ~rooehQr ~tOIG CIMS C ReuUtti!~,. p·lllOOdu~ and hn$1t~ ID\$ OGnmt'l!nt. 
efkctrm er.mt msiii!l'l'lb:e ~~•~ 

CJ R 0 FGL•cch IG G~~!Mtlt:O, GP'!dtie, tin~ c.tl ~ 

~i~ OOj)fWlwl 
QOO eao'i~I} l'ltOluefk)f ~ MfJ ~ Oll{J et.i.ltblts grudil;nt, fi!~ng 

inu 
tile um::ter ari 6Vi.tt6ffl 

0 Loor.oo mok de&t ancJ cooo 0 T~ .:r ootccts. Efw.:atopa End wos tnYllifia 
..~ " m ® 

itudent 
0 ltce 'id o Tea~uo&a @lffOfCM!otoo motr~ .iv. ~ 
UeG lSrtd 

QmlQn~-$J!Ctif1e w,g~g0enlii ~~ to t~e;e ;e:.owcuft}t stOUJ?S or$tm.:e~ 
GtudiitltS-

I' ............. 
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APPENDIXG 

Ohio School Counselor Evaluation System Anessment of School Counselor Perfonnance 

School Counselor Evaluation Rubric 
The School CounselorEvaluallon Rubric is Intended to be scored holistically. This means the evaluator will assess which level provides the best 
overalldescription of the school counselor. The evaluator Is to consfder evidence gathered during the pre-observation conference, the observation, 
the post-observation conference, and informal obsefvatlons of school counselor activities (If applicable) when completing the rubric. 

t~·C...•kiii1".i9choaf~ifseiirij ffrognu'ri-"-",~'sd\&ic:otnSito,s cofli!xilatl°'9fV envision a ptanfc,r aCQm~ 

adloat~pegra,n1tllllle~@~-'•~W..~~ ln .,..._.wtlhthe 8dlofltaplseno~
lneffeodw 

The school counselor 
cannot articulate 
components ofa 
comprehensive school 
counseling program. 

The school counselor does 
not collaborate with key 
stakeholders to set the 
goats, priorities and 
fmplementation strategies 
when a comprehensive 
school counseling program 
is being destgned. 

i 

~ 
The school counselor 
articulates all components of a 
comprehensive school 
counseling program. 

The school counselor 
colfaborates with key 
stakeholders on a limited basis 
to set goafs, priorities and 
lmplemantation strategies that 
partially align to the schoors 
goals and mission when a 
comprahenSiVe school 
counsefing program fs beJng 
designed. 

SkUted 
The school counselor 
artfcu1ates en components. of a 
comprehensive school 
counseling program. reflects 
on future program needs and 
works to design a plan of 
Implementation. 

The school counselor 
collaborates with key 
stakeholders to set the goats. 
priorities and implementation 
strategies that align to the 
school's goals and mission 
when a cornprehensive school 
counseDng program Is being 
designed. 

Accomplished 
The school counselor implements au 
component$ ofa comprehensive 
school counseling program and 
frequently reflects on future program 
development. 

The schooJ counselor coRaborates 
with key stakeholders to set the 
goals, priorities and implementation 
strategies that align to the school's 
goals and mission when a 
comprehensive school counsefing 
program is being designed and 
suggests enhancements and 
adjustments. forprogram based on 
needs and results. 

' The school counseror 
Identifies no resowees to 
Implement the program. 

The school counselor identifies 
resouRl&S needed to partlalfy 
Implement the program. 

The school counselor identifies 
resources to fully Implement 
the program. 

The school couns~lor utilizes 
resources to fully implement the 
program from an Innovative or 
diverse set of partners. 

Evidence 

0S/18/20I6 
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__ _ 

l Standiml Two: Direct Servi.ca fCK Acader,,k:c. Careitr ,~ Soclal1Emotf0t1~ Qevelopmant-~I couns.a\Q,$-~J) a cumcuJum, offer 
lniijvldual sfudenl plennlrJQ and dell1181 responswe •~ce-s..10 assls1 sltlde1It~3n ~,oping and applving lc~ge, skills and romds&tf. t ,i,~ 

~en,lcr career JJfld.S®lil/Ol'nQtioMI daveloPmBfll 
lneffediw - S~rltect 

The school counseror taeks 
' knowtedge of academic 
program and/ordoes not 
delwer counseling. actMties, 
andfore~iences that 
support students' academic 
progress and goals. 

i Tho school counselor does 
' not deliverdevelopmentaDy 
appropriate counseling, 
actiVities. and/or e~eriences 
!hat build students' 
awareness ofOhio-specific!conege, career and education 

- options and resources. 

The school counsetor does 
not deliver counseling, 
activities and/or experiences 
that promote student well• 
being. 

Ev'idence I 

Developi~i 
The school counseror uses 
knov,~ge of the academic 
program to plan and daliVflir 
counseling, activitie., and/or 
e~nt:m. that ~ur,port 
smdents· academic progress 
andgoafs. 

The school.counselor 
inconsistently ur ineffectively 
providas developmentally 
appropriate counseling, 
activities and/or experiences 
that build students' awareness 
of Ohj0,.specific college. career 
aoo education options and 
resources. 

The school counselor attempts 
to deriver counseling. acuvtties 
and/orexperiences that 
promote student well-being 
witb 5mited S(.lccess. 

I ----~· 

Tha $Choo!counselor plans and 
delive,,..s effectiv~ 
comprehensive oounselirg, 
activit,$ and/orexperiffN':«m w 
support students' academic 
progress o1nd goals and makes 
adjustments as needed. 

The sr.hool counselor plans and 
delivers effective 
comprehensive counseling, 
activities and/orexperienoos to 
supportstudents' awareness of 
Ohio-specitic r.cHege. career 
and education cptions and 
resources and makes 
adjustments as necood. 

The school counselor 
consl$tenlly delivers 
counselmg, acttvities. and/or 
experienoes that promote 
students' social/emotional 
deve1opment and well-being. 

l 

AccompHshed 
The school counselor plans and \ 
detivers effective comprehensive 
r..nunseling. activities andior 
experiences in collaboration with 
stakeholders to support stude"ts' 
academie progre$$ 3nd goals and 
makes adJustments as needed. 

Tha school coonsetor plans and 
delivers effective comprehensive 
cour1seling, activities and/or 
experiences to enhanc:e students' 
and parentsfguardians·awareness 
of Oh1u-specific college, career and 
educationoptions and resources 
and makes adjustments as needed. 

The school counselor plans and 
delivers effective comprehensive 
counseling, activities and/or 
experiences in collaboration with 
stakehc>lder& to promote students' 
social-emotionaldevelopment and 
well-being and makes adjustments 
as needed. 

0S/18/2016 
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j iblniittiitiiiii: trii1rici & ~~ Pi,ijMtr1t1iii in_d Referrals ..;. School cou~COiiaborate and consuttwtih sch9ol personne1, }'.',-~> _;: · ~~ : ,·1 
-~.comrnunit;,p&ttnir& and agenclestorganltJonB k)COORlinate supportforau students. : , . . . · -. --....·.·-.• ·._: . ,~- ;··; · •.- ;-

fneffectlve • Developing Skllled Accomplfslled 
The school counselor The school counselor provides The school counselor provides The school counselor provides 
provides no information to relevant infonnation upon relevant information on a relevant infonnation on a regular 
parents/guardians and request to parents/guardians regular basis through basis and initiates collaboration 
school personnel for and school personnel for collaboration with with parents/guardians and school 
students' academic, career students' academic, career and parents/guardians and school personnel for stuc:ttmts' academic. 
and social-emotional social-emotional development personnel for students' career and social-emotional 
development. academic, career and social- development. 

emotional development. 

Theschoolcounsetordoes The school counselor attempts The school counselor The school counselor coordinates 
not coordinate school and to coordinate school and coordinates school and school and community resources. 
community resources to community resources to community resources to and positively influences the types
support students and support students and promote support students and promote ofservices the partners provide to 
promote their success. their success, but has limited their success. • support students and promote their 

success. success. 

The school counselor does The sdlool counselor makes The school counselor makes The school counselor makes 
not make referrals on behalf referrals and connections on referrals and connections on referrals and connections on behalf 
of students to behalf of students to behalf of students to ofstudents to parents/guardians or 
parents/guardians or school parents/guardians or school parents/guardians or school school personnel to appropriate
personnel to appropriate personnel to appropriate personnel to appropriate mentors, professionals, agencies 
mentors, professfonals. 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 request. when appropriate. 

Evidence I -------·----·-..,-- - - --- -----.,-------r--·-·---·- •-·--··------1 

05/18/2016 
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,ISt,~*-"' Fpur: E~ut.flon •nd Oabl - $cllq_OI 00ll~'i8~ cp. llaboralwelr engage 1t1 .a,cyge pf COl'ltlnUQOS rm~tIIIITT9'Jiala IQldefl1 
,,1~ds. ·JMJI and ~nt .l)l'O;r8m.S. evaJ!JQfe Im~ and a4Jus accomwigly 
• 

Evidence 

Ineffective 
The school 
counsefor does not 
monitor student 
performance and 
progress. 

The school 
counselor does not 
monitor 
effectivenoss of the 
program. 

Developing 
Tha school counselor does limited 
monitoring of Individual al'ld group 
student performance and ?rogress 
data to ida~tifygaps and develops 
some appmpriat.e interventions to 
enhance or improve student 
success. 

The school counselor uses some 
data with minimal effectiveness to 
conduct program monitoring, 
assesses implementation and 
effectiveness. and makes 
adjustments for ;,rcgram 
improvement a~ordingfy. 

Sl!riUett 
The school counselor monitors 
!ndivlduar and groupstude?nt 
performance and progress data 
to tdentifygaps and develops 
appropriate interventions to 
enhance or improve student 
SU<",Ge$S. 

Too school counsalot effacttvely 
IJS$.'l data tn «-Anduct program 
monitoring.assesses 
implementation and 
offectiveness, and makes 
adjustments for program 
improvement accordingly. 

l l l 

Accomp!fshed 
The school counselor monitors 
individual and group student 
perform:1nce and progre--..s data to 
identify gaps and dovctops appropriate 
interven~ons to eohanco or improve 
studentsuccesa, and fosters student 
self-moriloring. 

The school counselor uses 
comprehensive data to oonduct 
rogular program monitoring. assesses 
implementation and eff~ctiveness, and 
collaborates with sblkeholders to make 
udjustmcnts for program improvement 
accordingJy. 

0S/18/2016 
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-.-••---. ···-- ---.~ --- ---~___ ~. ._mc:y-.Sdlaol Counselors lied id,ooJefforisand advocateforpolk:les and practJces that support an ;_ .._.·.,. 
~. ..re. tnchcJ~-•~ ~v,!ffel!mlnp emn:onment for ed studenti , ~- , • 
• • •• ,. , • • lneffectlva - • 

The school counselor 
does not attempt to 
estabtlsh professional 
relationships within the 
school through 
communication, teamwork 
and collaboration. • 

The school counselor 
does not advocate fornor 
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. 

Theschoolcounsefor 
does not promote the 
program or the role of the 
sd1ool counselor in 
achieving the .school's 
mission and student 
success. 

OS/18/2016 

Oeveloplng 
The school counselor 
attempts to establish 
professional relationships 
within the school through 
communication, teamwork 
and collaboration with 
limited success. 

The school counselor 
attempts to respond to the 
needs ofdiverse 
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 ell 
$IUdents. 

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. 

• SkilllMI 
The school counselor 
establishes and maintains 
professional relationships 
within and outside of the 
school through 
communication, teamwork 
and collaboration. 

The school counselor 
effectively advocates for and 
responds to the needs of 
diverse populations. 
resutting in a positive impact 
on practices that promotes 
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 and advOcates 
for equity of opportunity for 
all 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 

-~-'.,:: , ·-~. ·... · · , ·::-. / :. :•, 
Accomplished 

The school counselor establishes and 
strengthens strategic: professional 
relationships within and outside of the 
school through communication. teamwork 
and conaboration. 

The school counselor effectively advocates 
for practices within and outside of the school 
community and proactivaly addresses the 
changing needs of diverse population& 
resulting in a positive impact that promotes 
an incfusive, responsive and safe school 
environment for its diverse members. 

The school counselor identifles community, 
environmental and instltufional factors that 
enhance or impede development and 
collaborates with stakeholders to advocate 
for programs. policies and practices that 
ensure equity of opportunity for all students. 

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

succe~-·-----------------------------' 
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[ Evidence J I --~•~~~-~~ ~~·___.___________.____ ______ _ ___, 

1: itanciar"Jsf~: P,ofe~I f!u~lbltlty, kno,i,ledge.,•nd G,~h- Stt,oal Cou~li,~--- i jrt~uf lh<r ~troi'!ltSlml. 

~ •ioaue'" oogolr,g P"Ofession~•-~ ili,d refine. lheit WQ,tl ltm)ugtl reflective blNll)'III'.$ 
Ineffective 

The sc;hcol counselordces 
notadhere to the American 
School Counselor 
Associaticn and other 
rclovant ethical standards 
for school counselors nor 
the relevant federal. state 
and !oeat CCJCfes and 
policies. 

The school coun.-.elnr d~ 
, not ~gage in self-reflection 
of practice, review data to 
set goals fur improvement 
or partic;ipate in profeS3ional 
leaming. 

IThe school counselor does 
not a~tend professional 
meetings nor holong to 
organizations at the local, 
state or national level. 

, ..-..-----...- •M•• • • ,,'....,._, _ _ f _ • ~ -iEvidence t ..._______ 

Developuag 
he schcul counselor has limited 
adherence to American School 
Counselor Assoc.mien and 
other relevant ethical standards 
for school eounselonJ aoo all 
relevant fad~al. stateand local 
codes and policies. 

Titff t,ct-.nol cntJnsetor 9ngages 
in limited self~reflection of 
practice. rovi.ews minimal data 
ineffectively to setgoals for 
improvement and pam.ipates 
in professioral learning to meet 
some goals, enhance skills and 
stay current on professional 
issues. 

The sct..ool counsetorattends 
professional meetings and/or 
belongs to ()f98nizations at the 
local, state or national ~vol. 

I~-----·-·-- --··- __ _____ 

Sklll•d 
The school counselor 
ac::heres to American School 
Counselor Associatio" and 
other relevant ethical 
standa'lds for school 
counselors and all relevant 
fcderat stata and local codes 
ard policies. 

Tho school counselor 
engages in thoughtful self­
re-llection of practice. reviev.m 
data to set goalsfor 
improvementond participates 
in professiona, learning to 
meet g.-,als, enhanc.e skills 
and stay current on 
professional issues. 

The school counselor actiVely 
participates in both 
professional meetings and 
organizations at the local, 
state ornational levels. 

Accomplished 
The school counsetor adheres to 
American School Counselor 
Association and other rele\tant ethical 
standards for school oounsclor1> and 
all ratevant federal. state and local 
codes and policies The counsefor 
also heips colleagues access and 
interpretcodes af'd policies and 
unccrstmd implirations. 

The school counsetor engages in 
thoughtful and ongoing self-reflection 
of practice: consic;tcnUy rov'cews data 
to set and momtc,r goals.for 
improvement. and pctfficipates in 
professional teaming lo meet goals, 
enhance ~kiR::. and stay cunent on 
professional issues, educating otheffl 
on learnings when appropriate. 

Theschool counselor coon:i.lnates, 
facilitates and/orprovides leadership 
in professionaJ meetings and 
organiz..tions at the- local, $\ateor 
national level. 

f _ --- -- - --- ----- - - --- - ,.••·---·--· 

OS!lS/2016 
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.. . countelons demonstrate an abllty to prodooa positive student outoomes using pre-detemifned metric8 •·" • 
Ineffective Developing Skilled Accomplished 

The school counselor does The school counselor collects The school counselor clearly The school counselor clearly 
not collect data nor data but cannot demonstrate demonstrates a positive change demonstrates a positive change In 
demonstrate a positive a positive change In students· In students' knowledge, behaVlor students' knowtedge, behavior or 
change In students' knowledge. behavior or skills. or skills within at least one skills within three student 
knowled e, behavior orskills. student domain. domains. 

Evidence 

- ·· ·-

05/18/2016 
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APPENDIX H 

Ohio School Counselor Evaluation System Professional Growth Plan 

Profea9lonal Growth Plan 

On an annual basis, a school COIA'IS8lorwll develop two goals for professional growth and development; one In relation to the sfx standard araas, and tho second 
In rel8tlon to the Melrlc ofStudent Outcomes area. ProfesslOnal development should be individualized to meet the needs of the school counselor and specfflcally 
n,1ate to the Identified areas of refinement as ldentiffed In ll8 school counselor's evaluation. The development of the plan can be Informed by self-assessment. 
previous evaluation results, or olher relevant dafa that wflasslat the school counselor In setting appropriate goals for professional growth. The evaluator should 
recommend profe891onal development opportunities and support the school counselor by proVidlng resources (e.g .. time, financial). 

Schoof Counselor Name: Evaluator Name: 0 Self-DIT9Cted O Q>IJaborative 

ChooaetheS llllt1n"'1 to the aoaf. These ant addressed by the eveluatoras 19 for th/a school counselor. 
1...,JCOmprehenstw School Counseling Program Plan !.JEvaluatlon and Data 
□Direct Services forAcademic, Career, and SoclallEmotlonal Development □Leadership and Advocacyc§ ilProfesslonal Resoonslbllltv. Knowledc e & Growth 

Goal statement Demonstrating Performance on 
F'ilndlrect S8rvk:es 

Action Steps & R880WC88 to Dates~ EYldencelndlcators(!) Ac:hleve Goal DiscussedStandards 

! 
Choose the domalntsJ aaaned to the Metric ofStudent Outcomes nr,a/. 
0 Academic O College/Career O Sociel/Emotional 

DatesGoal Statement Demonstrating Abllty to Produce Action Steps & Resources to Evidence IndicatorsPoeltlve Student Outcomes Achieve Goal Discussed8 
C) 

[ Comments: 

School Counsetor. ________Evaluator: ________Date: ________ 

05/l2/2016 
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_APPENDIX I 

Ohio School Counselor Evaluation System 

Improvement Plan 

Written 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. IfcorrectiY8 actions are not made within the time as specified in the Improvement plan, a recommendation may be made for 
dismissal or to continue on the pfan, 

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

Section 1: Improvement Statement - Ust specllcareas for improvement as related to the Ohio Standards for School Counselors. Attach 

rrnprcNWnen(__ - _ . Areaot Conoem -, Specific 'Stateme.ft:d lie C6ncem~ Ai'eaa of 
Plan ______ _________ ___ ~ __ Q.blelwd _ lMproyen)ent . --·---~ 

------------- -------~ -----·--- ----------------'-------------- ------------..., 
~~:Desired Le'flll_ of Perfomtance~ List~~~alsto Jr.np_~pe!_rformance. Indicate what 88E).9~!.~ _f!!!!..~~~ 

Goal(s) j Level of PcrtormMCP. • ~•arting IJ.Jtu I Ending Date 
-··--·--·--···~------ __________§~r:~~Y.:_!:?_escnbe Successful lmproveme~J'.!~9.~!~L .t-.... ..-----···-1----

05/12/2016 
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Ohio School Counselor Evaluation System lmprovt'lmont Pliln 

Improvement Plan (continued) 

Section 3: Specfflc Plan of Action-
. .~ !n detal specfflc plans ofaction that the school counselor must take to Improve his or her perfurmance. Indicate the SCU"CeS ofevidence 

that the evaluator wlR use to documentcompletion of the Improvement plan. 
Actions to be Taken Sources of Evidence that Wdl Be Examined 

Section 4: Assistance and Profesalonal Devalopmant 
Descnl>e In detaR specific su_~that wlll be provided as well as 1nlties for~sslonal develoi>menf. 

Date for this Improvement Plan to Be Evaluated: 

School Counselor's Signature:___________________ Date: 

Evaluators 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 wiR be evaluated at the end of the time specified in the plan and will result in one of the following actions: 

D Improvement demonstrated and professional standards met asatisfactory level of perfonnance. 
D Continue with the Improvement Plan for aspecified amount oftime. Date: 
0 Recommend dismissal. 

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

I have reviewed this evaluation and discussed itwith myevaluator. Mysignature indicates that I have been advised ofmyperformance status; it 
does not necessarily Imply that I agree with this evauation. 

School Counselor's Signabn:._____________ Date: __________ 

Evaluator's Signature:________________ Date: ___________ 

•The level of perfonnance varies depending on school counselor's years of experience. 

05/12/2016 
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APPENDIXJ 

Liberty Center Head Coach Evaluation 
Coach~.__________Sport:____________Year:___ 

r--- - ..-~ - • ••r -· ..._....----r-- .:__--·· -
fStandard l ; lelatiomhipt withSchoolAdmil'MUIIPOD B G s us NA 

1. Works cooperatively with Athletic Direct0rand other .Admin. 

2. Keept AD informed ofpotential problems. 
i----•· 

3. Ac.cepts and implements athletic department dec:uiom and 
policies. 
..-

4. h aware ofTide IXissues. 

5. Stresses importance ofeligibility and 1ehoJanhip.- -
6. Works With athlenc director when making decmons for 
scheduling. practlCe times, etc. 

-·· 
7. Follow• proper protocol when purchasing equipntent. 

----- - -

18taDdmd. 2: ~ and Pac:iBtim Mmnm1mc:e 
: 

E G s us NA 
I 

I 
1. Works withAD to provide preseason and post-season program 
needs. -
2. Maintauu exact and detailed inventory for wrlfimnsand 
equipment. 

3. Shows concern for and lltl'eeaes propercare ofequipment. 

4. Keepsstorage areas and equipment tidy and organized. 

-~- ~---
81111 ll1dlkCoa I I .Pai ,,,,.,, --- E i 

I 
G s 

~-~ 

: NALus 
1 . Conduces themselves tn an professional and ,ponaJDalllike 
manner atall times. 

2. Superviaes athletes at all times including ttaming room. locker 
room,, and prac:tiee area. 

3. Maintains current knowledge ofsports rules. 

4. Teaches the firndamentlll pbilomphy, skilJa. md knowledge 
P.SsentlaJ to the sporta. 
,_ -·- __._,... -
5. Maintains effective squad ducipline. 

. . -·· · 

6. Insdlls competitive spirit, mowsenthusiasm, and praisesstudent-
atbler.es for positive performanr<15 

7. Plans practicesby selectingappn,priate teaching aida/d?ills. 
--- -·-----

8. Works to develop asmtant coaches' abilities. 

9. Works tohelp players underst.and role on the team. 

·1 

i 

i 
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Liberty Center Head Coach Evaluation 
Coach:.__________ Sport:._____________ Year:.____ 

~~ ' 

Standud-4: hlat:iomhipe withPm:kipanta B G s cs : HA 
I 

1. Maintains rapport and works cooperatively with assistant coaches 
and sub-varsity coaches. 

---···- -·--· -----
2 References code ofconduct policies when dealing with parents 
and student-athletes. (Cham ofCommand, 24 Hom Rule) 

~---
3. Promotes positive relationships with student-athletes. 

----- . --
4 Works w-ell \Vlth outside media for preseason articles, <ie3Son 
results, and mtervtews --- ----
5. Supports athletic boosters by attending meetings and 
volunteering at fundraiser events. 

6 Maintaim appropriate sideline conduct t:owardb officials. 
·----

7. Promotes all sports in total athletic program and continually I 

works with athletes without interfering with other sports. I-
8. Uses all opportunioes to .u:tively sell the program to swdent body 
to matntam appropriate pamcipation. 

------------·-
SlI =r=·t~~~i. ~l~ll~~~ I E ~ G l i 1 YB I MA 

·-- . ~ • .=....·.- . ·--
1. Stresses the role ofathletic in the development oflifelong values. I 
Puts the students physical and emotional well-being before l 
winning. i-
2. Shows willingness to learn and ability to take constructive 
criticism. l 
3. Seeks opportunities to assume responsibility. :I ----~-, ______.._,. 

4. Sh.<1'.w l'<::!Rtll\Zt and mpport ofothercoaches and athlete:t. 
. 

! 
/ --~ 

5, Uses language conectly and effectively. 
j 

CODE: .l!=Exc:e!Jent; GcGood; S..Satisfacrory; US=UnsatisfactOly; NA=Non-applicahle 

Coach/AD Comments: 

STATIJS: __Continue Coaching __Probationary"' __Not Continue Coaching 
•IfProbaliollary, an actio11plan wiD be developed anclattachecl to thlt evalmdcm. • 

Coach's Signature.____________________ Date _______ 
Evaluator's Signature Date _______ 
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APPENDIXK 

OhioTeacher Evaluation System Se -A5se1ismrmt 

Self-Assessment SummaryTool 
Dlrectfons: Teachersshould record evidence to indicate strengths and areas for growth for each standard. Then, look across 
all of the standards holistlcallv and identify two priorities for the upcoming year. Note these two priorities with check marks 
In the far-right column..·- - ------

... fl 

..,] ..,QI 

!~ 
"' 

~ t:
l·i
j8 

ii 
I! 

,,i C

li
C: t:
51 .5 

.;; .. i 
1 -~ ~ 
-.:, ... 0 
c _! ~ J!.,, C 
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: i! E 
... 0 :,
-IJ .a E 
C "' E
~~.Ci 

....•• -:!!~!2i 
1! 5!-;;
"' ii
1l e C

&.l! XI 1l 
vt n.. ac nt 

Stnnnt11sStandard 
• Knowledge of how students leamand ofstudent development 
• Understanding ofwhat students know and are able to do 
• High expectationsfor all students 
• Respect for all students 
• Identification, Instruction and Interventionfoupeclal populations 

• Knowledge of content 
• Use ofcontent• specific Instructional strategies to teach concepts and skills 
• Knowledce ofschool and dlstrict curriculum priorities and Ohio's learning standards 
• Relationship of knowledge within thedlscipHne toother contentareas 
• Connection ofc:ontentto life experiences and career opportunities 

• KMWk!dge of a55e55ment types 
• Useofvaried diagnostic, formative and sumrnatlve assessments 
• Analysts otdata to monitorstudentprocrcss and to plan, differentiate, and modify lnstn,ctlon 
• Communication of l'l!SUlts 
• lncluslc,n ofstudentself-.ssessment and llQill-settlnu 
• Alignment toschool and district priorities .ind Ohio's: Leaming Standards 
• Useof student Information to plan and dellver lnstructlDn 
• Communication ofclearlearning goals 
• Application of knowledp ofhow student5 team to Instructional design and delivery 
• Dlfferentlatlc>n ofInstruction to support lea ming needsofall students 
• Useofactivities to promote Independence and problem-solvlng 
• Useof varied resources to support learner needs 

• Fairand equitable treatmentofanstudents 
• Creation ofa safe leamlng environment 
• Useofstrategles to motll/ate students to wort productively and assume responsibility for learning 
• Creation of learning situations for Independent and collaborative work 
• Maintenance ofan environment that Is condutlve to learning for all students 

• Clear and effective communication 
• Shared l'l!sponstblllty with p11rents/careglvers to supportstudent learning 
• Collaboration Withother teachers, administrators, school and district staff 
• Collaboration with local community agencies 

• Understanding ofandadherenceto professional ethics, policies and legal codes 
• Engagement In continuous, purposeful professional development 
• Desire to serve as an agent ofchange, seeking positive Impact on teaching quality and student 

achievement 
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APPENDIXL 

Final Holistic Rating of Teacher Effectiveness-Full Evaluation 
INl!l"PBOTIYI! Dl!Vf!LOPINCI 81ULLl!!D ACC OMPLf6Hl!D 

Fonnal Holistic Ob ..rVlllllan (followed by CDnfaranceJ 
LI u u LI 

Forma:I. Focused 0bsonmtfons 

~~rmng
Knowtedge or Studenls 

Deli'l&I}' B:::!m Envill0flmenl 
OAil•ssmentor Student Learning 
□Professional Responsibilities 

u LJ LJ w 

ProMNIOnal Growtb Plan (Ot'lmprOvlll'NlntPIM) uo.l(&}: 
(Goel prepopulalea from. Ifie elll'liar entry) 

Evalualot Comrnllffle,: 

THCl'IIN'Commants: ...."... ~ -~ - IN l!!PPIICTIYI! IHIVIILOPI-NCI SIULL ■ D ACGOMPLtaH■D 

OChedther& if tmprcwement Plan has been AICGfflfflended. 
Date _________ _____ 

Tac!NrSlgna1!11r'O 

Data_______ __________
l!nlualG1'9lglllllU,_ 
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APPENDIX M 

, EachChlld0\11~uturra 

Final Holiattc Rating of Teaeher Effactivenees--Accomplished or Skilled Carry Forward 
. .. 

Prar.ulanal Gtowth"'-"Gaal(•) AllgNMnt~ 

Malit Domain Area(s): 
□Focus IOrL.eaming 
□KnOIIAedge of SlUclel11$ 
□L.esaonD~ 
0 .0laacmam Emironmant 
□1!18-.-1 ,of 9141dent Laiam'ln.g 
□ProfMSkrnal Aeflpanslbli:llu 

Focus.,_._., Com-ants: 

DaliMc 

DIiie of Observation: 

DateofConf,eren.::e: 

co-ntsr. 

..,,,,_.ionat Growth Plani Goel(s}: (Gael(s) ptepopWllle from previous e hlr)') 

Progress o:n ProfesslOnal orowm Ptafl Goat. 

-~MW 

(1i)'l dleCOOntt, 1h19 bOle C!le tMd1er W~ iCOlttlflUe 
v.~ raUng u~~ unt1 lime for.a full 
ewu,.allon cyde.) 

U lnsUfficient ~fl£ li.4ace 

lBV Clledllno ttll$ bOX 11\e teacttet ~· 
autoolallcal!y ~ plel;:edon El full evaluatlen ~ 
lb& fallcwlftOschoolyfl8!') 

Evalunto~ Comment■: 

Taache, camments: 

Flnl.tMola.ate (0¥erall) Ratlfta: Pn-Populatlld 
lnOhloESPaltal 

• c.,, t'Clrward l'NIWpNMOU•,....,. 

t N:l!H 1.0-1'1¥ 1! Dl!Y9LOPtNIII SIII L L■lt Acco•fltU SHl!l' 

DEncl of<:yolc {Fwl eMlllmfcn roqulrccl inUte natcSCIIDCII ,ar) 

□Chackh41e lr l'mpralHIINlnt llifan hz1•11Nft-~ 

Taacher Sllgnatunl D-•----------­
E.-1ral:uatorSifnaluro Dm•-----------

Oh-: Daportment 
__ · 10 : a1 IE!:lucj:ldon 
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APPENDIXN 

PARENT CONTACT CHART 

Name_______________________Bullding _______________School Year ___ 

Date Person Contacted Student Name Summary of Conversation 
{Grades, behavior, etc.) 

Method of 
Contact 
{phone, email, 
conference, etc.) 

Duration of Contact 
(number of minutes) 
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