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COLLECTIVE BARGAINING AGREEMENT 

between 

Bowling Green Board of Education 
and 

Bowling Green Education Association, Inc. 

Effective from July 1, 2014 to June 30, 2017 

SECTION 1 - PROFESSIONAL NEGOTIATIONS AGREEMENT 

Section 1.1 - Recngnition 

The Bowling Green Board of Education, hereinafter "Employer" or "Board," recognizes the 
Bowling Green Education Association OEA/NEA Local, hereinafter the "Association," as the 
sole and exclusive bargaining representative, for the purposes of and as defined in Chapter 
4117 Ohio Revised Code, for all certificated/licensed professional, non-supervisory, 
personnel on the teachers' salary schedule-both area teachers, program specialists, 
guidance counselors, library/media specialists, school nurses, vocational coordinators, 
department heads, athletic directors who are also classroom teachers, tutors, and 
psychologists. Board employed substitutes are not considered under the representation of 
the Bowling Green Education Association. 

The Association recognizes that the Superintendent. Executive Directors, Principals, 
Administrators, casual day-to-day substitutes and other personnel as defined in Chapter 
4117 Ohio Revised Code are excluded from the bargaining unit Listing positions in this 
Agreement does not constitute a guarantee that such positions will be continued; nor does 
failure to list a position constitute agreement that a newly created position will not be placed 
In the bargaining unit. If new positions are created, the parties will discuss whether they 
are to be included or excluded. If there is no agreement, a unit clarification petition may be 
filed with S.E.R.B., whose decision shall be final and binding on both parties. 

Section 1.2 - Election 

Elections to determine the exclusive bargaining unit representative shall be held in 
accordance with Section 4117.07 of the Ohio Revised Code. 

Section 1.3 - Agency Shop (Fair Share Fee) 

Each employee, not enrolling as a member, oovered by this agreement shall be required as 
a condition of employment to pay the Association a Fair Share Fee equal to the dues of the 
United Education Profession. The United Education Profession includes the NEA, OEA, 
NWOEA, and BGEA. However, all those employees covered by this agreement and who 
are not dues paying members of the Association, shall be assessed the Fair Share Fee. 
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The Association shall notify <ill non-members of their obligation to pay service fees and 
such notifications will include the procedures for payroll deductions and direct cash 
payments. The Association must provide a procedure for non-members to recover any 
portion of the annual tees which is expended for activities or causes of a political nature or 
involving controversial issues of public importance only incidentally related to wages, hours. 
and conditions of employment. 

The Board will provide a payroll deduction for professional dues upon receipt of a list 
submitted by the Association each school year. Deductions shall be made in twenty-two 
(22) equal installments effective October 1st Staff members choosing to be fee payers 
shall have the deduction of the fees to begin in equal installments with the first pay period 
that follows January 15 each year for the balance of the contract year. The Association and 
its membership shall hold the Board harmless for any unauthorized deductions. 

The Board agrees to furnish the Association with a name list and amount of fees/dues 
deducted. The Board also agrees to promptly transmit all amounts deducted to the 
Association. 

Upon timely demand, non-members may appeal to the Association the payment of the Fair 
Share Fee pursuant to the internal rebate procedures adopted by the Association, or such 
non-members may submit such appeals as provided by law. 

The Association agrees to notify all non-members of their right to become members of the 
Association during the month of September. 

Never1heless, the amount to be deducted from the pay of all non-Association members 
shall be the full dues of the United Education Profession, unless the Association notifies the 
Treasurer of the Board to !he contrary, and such deductions shall continue through the 
remaining number of payroll periods tor the balance of the contract year that follow the 
January 15 date noted above. 

The above Fair Share Fee provision shall be an exclusive right of the Association not 
granted to any other employee organization seeking to represent certificated staff members 
in the bargaining unit represented by the Association. 

The Association shall indemnify and save the Board hannless against any liability that may 
arise out of, or by reason of, any action taken by the Board for the purpose of complying 
with the provisions of the Agency Shop provision. In the event that the Board is held to be 
responsible for the repayment of monies paid to the Association, the Association shall 
reimburse to the Board, or designated employee, the amount of monies actually received 
by the Association from the Board and/or designated employees involved. 
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Section 1.4 • Collection of Dues 

The Board will arrange for payroll deductions of the Association dues in equal installments 
every pay period beginning October 1 and finishing with the final contract period. 

In the event an Association member's contractual relationship with the Board terminates 
during the school year, the Board 1s not further obligated to serve as a collection agency for 
the Association for that member. 

The Board of Education will allow for continuing membership in the Association. Therefore, 
once a member authorizes continuing deduction by the Treasurer, said deductions will 
continue until (a) employment has been terminated, or (b) only if the employee requests in 
writing prior to October 1st of the new academic year that the deduction be terminated. 

The Board authonzes the Treasurer to collect EPAC donations if an employee so desires. 

The Association and the United Teaching Profession shall indemnify and hold the Board 
harmless from any or all claims, demands, or suits or any other action arising from the 
collection of dues contained herein. 
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SECTION 2 ·NEGOTIATION PROCEDURE 

Section 2.1 - Scope of Bargaining 

Negotiable matters shall be matters with respect to wages, hours, terms, and conditions of 
employment and the continuation, modification, or deletion of any existing provision of a 
collective bargaining agreement. 

Section 2.2 - Negotiations Process 

A. Requests for Negotiations 

If either of the parties desires to negotiate changes in subjects of negotiations, it shall 
notify the other party in writing not earlier than 150 days nor later than 120 days prior to 
the expiration of the contract. Notification in writing from the Association shall be served 
on the Superintendent and from the Board shall be addressed to the President of the 
Association. A copy of said notificatlon. along with a copy of the existing collective 
bargaining agreement shall be sent to the State Employment Relations Board and shall 
constitute the notice required by 4117.14 (B)(1)(a}. 

Within fifteen (15) school days after reoe1pt of such notice, an initial meeting will be held 
for the purpose of beginning negotiations and establishing a date for the next session. 
The parties may mutually agree to extend this 15-day time Hmit one time by up to 15 
days. 

B. Representatives 

Representatives of the Board shall meet with designated representatives of the 
Association to negotiate in good faith. Representatives shall be limited to five for each 
party. Neither party in any negotiations shall have any control over the selection of the 
negotiating or bargaining representatives of the other party. While no final agreement 
shall be executed without ratification by both parties, the parties mutually pledge that 
their representatives will be clothed with all necessary power and authority to make 
proposals, consider proposals, and make concessions in the course of negotiations. 

C. Information 

The Board and Superintendent agree to furnish the Association's negotiations 
committee, upon request and in reasonable time both prior to and during negotiations, 
all publicly available information concerning financial resources of the district and such 
other relevant information which the Board regularly compiles as will assist the 
Association in developing intelligent, accurate. and constructive proposals on behalf of 
the teachers. 

During negotiations the Association will provide such information of which they have 
ownership, in total or 1s of the public domain, to the Board as necessary and available to 
assist in evaluation of the feasibil ity of the Association's proposals. 
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D. Negotiations Meetings 

Initial proposals in writing shall be exchanged at the first meeting. There shall be 
sufficient copies for each team member provided. Each team shall have the opportunity 
to review proposals submitted and ask clarification questions as necessary. Thereafter, 
no additional proposals shall be added to the areas subject to negotiations unless by 
mutual agreement. 

E. Ground Rules 

Ground rules, dates of future negotiations, quorum, facilities and negotiation resource 
issues shall be established. The Board and the Association agree to enter into two 
consecutive days of concentrated bargaining which will be mutually agreed upon by 
both parties. The following rules will apply to the two concentrated days of bargaining: 

1. Bargaining starting and ending times will be as mutually agreed. 
2. Each party must come to the bargaining table with complete authority to 

bargain and reach tentative agreement. 
3. Each party understands that the concept of the concentrated bargaining is to 

make a good faith effort to complete bargaining during the agreed upon two­
day concentrated sessions. 

4. If a tentative agreement is not reached on all issues at the end of the two-day 
concentrated sessions, the parties could mutually agree to schedule additional 
sessions or either party may declare an impasse and proceed to follow 
Section 2.4 - Disagreement of the Master Agreement. 

F. Recesses 

The chairman of either group may recess his/her group for independent caucus at any 
time. Caucuses shall be of reasonable length. 

G. Item Agreement 

As items receive tentative agreement they shall be reduced to writing and initialed by 
each party. 

Section 2.3 - Agreement 

When negotiations result in an agreement, the outcome shall be reduced to writing and 
submitted to the Association and Board for formal approval. Following ratification, the 
agreement shall then be signed by the parties. The resulting Agreement shall be 
binding on both parties, and where necessary, the provisions shall be reflected in 
individual contractual terms. 

Section 2_4 • Disagreement 

A If at any time after thirty (30) calendar days from the first meeting of the parties following 
the written notice served pursuant to Section 4117.14 (B)(1)(a), the parties are unable 
to reach an agreement. either party may declare an impasse. Upon the declaration of 
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impasse, a fact finding panel shall be appointed by the parties consisting of a 
representative of the Board, a representative of the Associstion and a third member 
selected by them. If they are unable to select the third member within five (5) school 
days, the third member shall be selected from a list of nine (9) qualified Ohio residents 
provided by the American Arbitration Association, and selected from such list pursuant 
to the rules of the American Arbitration Association. The fact finding panel, acting by a 
majority of its members, shall under such rules as it may establish, issue findings of fact 
and recommendations on unresolved issues to the Board and the Association. Such 
recommendations may be accepted or rejected according to the procedures in Ohio 
Revised Code Section 4117.14 (C)(6). It is the parties' intent that this mutually agreed 
upon dispute settlement procedure shall supersede the procedures contained in Section 
4117.14 of the Ohio Revised Code. Thereafter, the Association shall have the right 
established by Ohio Revised Code Section 4117.14(0)(2). 

B. The parties may participate in mediation under the direction of the Federal Mediatior1 
and Conciliation Services until the fact finding panel's scheduled meeting dste or an 
agreement has been reached. 

C. The Association may exercise its right to strike upon expiration of the contract and 
completion of impasse procedures by serving the Board and the State Employment 
Relations Board with notice of its intent to do so ten (10) calendar days prior to such 
action. Such notice must specify the day and times on which the strike is to begin, and 
must otherwise comply with Section 4117 of the ORC. 

D. The costs of the third member of the fact finding panel shall be borne equally by the 
Association and the Board. 

Section 2.5 - General 

A. As soon as possible, but not later than forty-five (45) calendar days after ratification, the 
Agreement shall be printed with a Table of Contents including all appendices by the 
Association and distributed to all certificated personnel. New bargaining unit members 
hired during the term of the Contract shall be provided a copy at the time of 
employment. The Board shall be provided twenty-five (25) additional copies for their 
use. 

B. The cost of preparstion and reproduction of the final contract document will be the 
responsibility of the Association. 

C. Members of the Negotiations Team shall be allowed to appear before any formal 
mediation or impasse panel hearing and allowed those days necessary without 
forfeiture of personal business days or salary. 
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SECTION 3 - LEAVES 

Section 3.1 • Leave of Absence 

A leave of absence without pay for not more than two (2) years may be granted by the 
Board at its discretion to members of the teaching staff. The Board shall grant such leave 
where illness or other disability is the reason for the request. Applicants desiring such 
leave shall present in writing their applications showing clearly the reason for and the 
purpose of the leave to the Superintendent of Schools. The Superintendent is to report 
these requests together with his/her recommendations to the Board at its next regular 
meeting. A teacher who is on continuing contract and is granted a leave of absence shall 
not forteit his or her continuing contract status: 

A. Under this subsection, a teacher may request a leave of absence for any of the 
following reasons: 

1. Personal illness or disability 
2. Maternity, paternity, and/or adoption of a minor child 
3. Receipt of honorary fellowship or grant for advanced study 
4. Self-financed graduate study 
5. Illness or disability of a member of the immediate family 
6. Professional growth in the nature of a sabbatical experience. 

B. An application for leave of absence shall include the beginning and ending dates of the 
leave, the reason for the leave, statement of intent to return and the signature of the 
applicant. Except in cases of urgent necessity, applications must be received by the 
Superintendent thirty (30) days prior to the beginning date of the leave. On the date the 
employee begins the leave of absence, or sixty (60) days prior to the end of the leave, 
whichever occurs later, the employee on leave shall be notified of the termination date 
of such leave. For the purpose of this section, notification by certified mail to the 
employee's leist known address shall be satisfactory service. Failure of the employee to 
notify the Superintendent not less than thirty (30) days prior to such termination date of 
his/her intent to return to active service shall be deemed a constructive resignation and 
all rights and p1ivileges of employment shall be thereby extinguished. Where the 
employee's leave expires at the beginning of the academic year, the employee must 
notify the Superintendent not later than July 10 following the sixty (60} day notice from 
the Board. The ending dates of leaves of absence shall coincide with the end of a 
grading period, unless otherwise authorized by the Superintendent. 

C. Involuntary Leave of Absence Without Pay 

Involuntary leave of absence without pay shall be governed by ORC 3319.13. In the 
event the Board deems the use of involuntary leave of absence for medical/mental 
health is necessary and the bargaining unit member contests the need, the bargaining 
unit member need not supply physician documentation to suppot1 the need for said 
leave to utilize sick leave and healthcare benefits. 

D. When returning from a leave of absence, assignment will be made by the 
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Superintendent of Schools. Before making the assignment, the Superintendent shall 
give consideration to the returning employee's placement request. 

Section 3.2 ·Pregnancy/Adoption Related Disability Leave 

A Accumulated sick leave may be used by any female teacher for reasons of pregnancy. 
Upon application, sick leave shall be granted for a total of 42 consecutive days for 
prenatal care and postnatal recuperation. Upon the written statements of the attending 
physician to the Superintendent that such teacher is unable to perform her assigned 
duties, the period of sick leave for pregnancy related disability purposes shall be 
modified as determined by the attending physician. 

B. Sick leave as authorized under this section shall not exceed that number of 
accumulated and unused leave days to the credit of the teacher and earned during the 
period of such leave. 

C. Any teacher whose accumulated sick leave days are insufficient to cover the period of 
leave es set forth in Subsection "P\' above, shall be granted an interim pregnancy 
related disability leave without pay for the period of six weeks from date of delivery as 
determined by the attending physician. Upon the written statements of the attending 
physician to the Superintendent that such teacher is unable to perform her assigned 
duties, the period of interim pregnancy related disability leave without pay shall be 
modified as determined by the attending physician. 

D. Accumulated sick leave to a total of fifteen (15) days shall be permitted for paternal 
responsibilities related to pre and postnatal care. Additional paternal prenatal/postnatal 
leave shall be allotted as necessery in accordance with the Family Medical Leave Act 
and Section 3 8 of this Agreement. 

E. Accumulated sick leave may be used by any bargaining unit member for reasons of 
adoption. Upon application, sick leave shall be granted for a total of 42 consecutive 
days. 

Section 3.3 • Military Leave 

Military leave shall be governed by Section 3319.14 and 5923.05 Ohio Revised Code, and 
applicable federal statutes. 

Section 3.4 • Jury Duty 

Pennission to be absent from school for jury duty shall be granted by the Superintendent or 
his/her designee upon written notice of the employee receiving a summons and/or being 
selected for jury duty. Notification should include the dates, time and court where duty is to 
be served. 
The full pay of the employee shall be allowed for such service provided the check received 
by the employee for jury service is endorsed payable to the Bowling Green City Board of 
Education. Mileage and/or other expenses reimbursed to the employee by the Clerk of 
Courts shall be returned to the employee. The employee is required to call in his/her 
absence for a substitute when he/she is to serve on jury duty. Time taken off for jury duty 
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shall not be charged against sick leave accumulation. Payment of employees' wages will 
be made only when an employee presents certification from the court that the employee 
served or was required to be present at the courthouse or other location designated by the 
Clerk of Courts for possible selection. 

Section 3.5 - Personal Business Leave 

A. Each full-time teacher will be allowed two (2) restricted days of absence during each 
school year without loss of salary to transact personal business which cannot be 
conducted outside the normal work day, and one (1) unrestricted day of absence. Such 
days of absence shall not be deducted from the teacher's sick leave days. 

If the schools are closed by the Superintendent or his/her designee because of a 
calamity day, an employee who has been granted an approved personal leave day for 
that date will not have that day charged as a personal leave day. 

B. The restricted personal business leave days shall not be granted for such purposes 
as: 
1. Shopping 
2. Gainful employment 
3. Seeking employment 
4. Recreational purposes 
5. Extensions of holidays and/or vacations, i.e., the day before or after a holiday or 

vacation unless waived by the Superintendent for good cause communicated in 
writing. 

6. Accompanying spouse on business trip. 
7. Extensions of approved leaves unless waived by the Superintendent for good 

cause communicated In writing. 
8. During the time an employee is on an extended leave of absence approved in 

advance. 

C. The unrestricted day cannot be used to extend a holiday and/or vacations or during the 
time an employee is on an extended leave of absence that has been approved in 
advance. 

D. The number of certificated/licensed staff who may take either a restricted or an 
unrestricted personal day in April and May is capped at 50 substitute teachers per 
month. The days will be approved on a first submitted-first approved basis. Sick leave 
days, Professional leave days, and Association leave days shall not count in the 
calculation of this restriction. Members, whose requested personal days exceed the 
monthly maximum, must be notified per paragraph D of Section 3.5 of U1e Master 
Agreement or the leave day will be granted automatically. If the personal leave 
maximum is obtained for a month, a personal business leave day may still be granted in 
emergency situations with the Superintendent's approval. 

E. Request for either a restricted or an unrestricted personal business leave, with the 
exception of emergencies, shall be submitted at least seven (7) working days prior to 
the date of absence. Emergencies will need to be submitted through the 
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Superintendent. Signed requests shalt be returned to the employee within seven (7) 
working days or approval is automatically granted. 

F. Part-time employees shall be granted proportionate amounts of personal business 
leave. 

G. Employees are strongly advised not to use Absence Without Pay days except in true 
emergency situations and can do so only with the approval of the Superintendent or 
his/her designee. 

Section 3.6 - Sick Leave 

A. Each full-time employee shall be entitled to sick leave credit of one and one-fourth (1 
1/4) work days with pay, per month, for a total of fifteen (15) days per year, of which five 
may be for serious illness or death in the immediate family. Regular part-time 
employees will accrue sick leave on a proportionate basis based on their teaching 
schedule. Upon application of the employee and for good cause shown, the 
Superintendent shall authorize the use of such additional sick days as may be required 
for illness or death in the immediate family not to exceed that number of accumulated 
and unused sick leave to the credit of the employee. Sick days must be used on days 
the employee is absent while attending the ftmeral of an immediate family member. 

B. The total unused portion of the annual sick leave allowance shall be permitted to 
accumulate without limit. 

C. Sick leave accumulated prior to a leave of absence shall be credited upon return. 

1. The same monthly accrtial of one and one-fourth (1 1/4) days per month shall 
continue during the use of sick leave, provided the employee has not been officially 
separated from the payroll. 

2. If, while the employee is in an approved sick leave period, a calamity day is declared 
in the district, the employee's sick leave account shall not be charged for the 
calamity day. 

D. Any teacher who at the beginning of the fast duty day for teachers has no accumulation 
of sick leave shall be entitled to an advancement of five (5) days of sick leave. This 
advance is to be charged against the sick leave the employee subsequently 
accumulates. 

E. The use of sick leave for more than five (5) consecutive days (required teacher work 
days) shall require the filing of a physician's statement documenting the need for sick 
leave and indicating any recommended additional sick leave with the Treasurer of the 
Board of Education. (The physician's statement should be attached to the absence and 
substitute report.) 

F. Teachers returning to duty from sick leave after thirty (30) consecutive working days 
durlt1g the same duty year in which the sick leave was initially granted shall be returned 
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to the same assignment unless such assignments would significantly disrupt the 
academic achievement of the students within the class or classes Said teacher will 
have the option to return to their original position at the beginning of the next semester 
subject to the provisions of this Master Agreement under Voluntary Transfer and 
Assignment. 

G. Teachers returning to duty from sick leave after thirty (30) consecutive working days 
absence shall submit a signed statement from their physician that they are able to 
resume their duties. 

H. Immediate family shall be designated as husband, wife, children, parents, brother, 
sister. grandparents, grandchildren, mother-in-law, father-in-law, brother-in-law, sister­
in-law. 

I. In the event of the serious illness or death of a person living in the same household as 
the employee or a person outside the immediate family who has the same relationships 
as though a member of the immediate family, reach full-time employee may use up to 
five (5) days sick leave per year. 

J. Two (2) days may be granted for funerals in case of death of other family members or 
close friends. These days will be chargeable to sick leave 

Section 3.7 ·Assault Leave 

Any member of the bargaining unit employed by the Board assaulted by a student currently 
enrolled in the district or assaulted by any person except an employee of the Board while in 
the course of such teacher's employment, and such teacher is temporarily disabled by any 
injury resulting from such assault, shall remain on the payroll as a regular employee and 
shall receive all benefits as if on sick leave on such terms and conditions as hereinafter 
provided. For the first seven (7) days that the eligible employee, as hereinafter defined, is 
forced to miss because of his/her work related injury which Worke1's Compensation does 
not cover, the Board will continue the employee's salary without charge to his/her sick leave 
chargeable as assault leave. To be eligible for assault leave, the certificated employee 
shall apply for and be granted Workers' Compensation. If Workers' Compensation benefits 
are paid, the Board shall pay to such employee the difference between the benefits 
re<:eived from Workers' Compensation and the employee's regular salary. For those days 
that compensation is made to the injured employee by the Bureau of Workers' 
Compensation, there shall be no deduction from !he accumulated sick leave of the 
employee. Assault leave as provided herein shall not exceed more than thirty (30) days, 
and shall terminate at such time Workers' Compensation benefits are terminated, 
whichever first occurs. 

Except as otherwise approved by the Superintendent, any teacher receiving assault leave 
shall file a complaint with the appropriate law enforcement agency against the assailant. 

The Board shall pay, not to exceed $250.00, for damages sustained to the personal 
property of a member of the bargaining unit directly arising out of an assault as defined 
herein provided such employee has applied for and been refused reimbursement under 
any existing insurance coverage and has been unsuccessful in the recovery of such 
damages in any legal proceeding in which he/she has a claim. 
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Section 3.8 - Family and Medical Leave Act 

Nothing contair1ed in this Agreement shall prevent the Board from complying with the 
requirements of federal or state laws pertaining to handicap or disability or dealing with 
family or medical leaves of absence. The Board will use the concept of "rolling twelve" (i.e. 
twelve months from the date of last usage) to establish the twelve (12} month period in 
which leaves may be taken under the Family and Medical Leave Act of 1993, and the use 
of paid leave as part of a family and medical leave. The parties recognize that the special 
rules regarding employees of schools under the Family and Medical Leave Act shall be 
applicable. At the employee's discretion, paid or unpaid leave may be utilized in 
accordance with FMLA leave. Any dispute concerning FMLA leave shall be resolved solely 
through use of Section 7. Grievance Procedures (including final and binding arbitration). 

Section 3.9 - Association Leave Pool 

An Association Leave pool will be established with ten (10) association leave days available 
each academic year. These leave days will be granted for Association members to attend 
the Spring Assembly and/or attend arbitration hearings, President's meetings or 
Treasurer's workshops. The days will be calculated as the sick and personal days are 
currently, with respect to an employee being charged with (1/2) one-half or (1) full day 
absence. The use of association leave shall not be construed as an absence nor reduce 
any other leave or benefit afforded to all certificated/licensed staff members. Further, any 
expenses associated with attending the Spring Assembly, President's meeting or 
Treasurer's workshop shall not be the responsibility of the District. 
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SECTION 4 - TEACHING CONDITIONS 

Se<:tion 4.1 -Assignment of Teachers {Including Transfers and Promotions) 

The purpose of a negotiated policy in this area should be: 

A. To provide a qualified and competent teacher for children and youth in each subject and 
class. 

B. To provide ar1 orderly and efficient method for transfers and promotions of personnel. 

C. To respect the rights and responsibilities of Board, Superintendent, Principals, and 
teachers in these matters. 

Section 4.2 - Contracts 

A. The contract status of the teachers in the Bowling Green City Schools shall be: 

1. All personnel will receive one-year limited contracts, until eligible for a continuing 
contract. 

2. Consideration for a continuing contract is based upon three years of service in the 
district and proper certification/licensure notwithstanding any contrary practice. 
Newly hired teachers who had attained a continuing contract with another district will 
be considered for a continuing contract after two (2) years of service in Bowling 
Green City Schools. Other teachers will be eligible for a continuing contract after 
they have met the qualifications set forth in Section 3319.08 of the Ohio Revised 
Code and have taught in the District for at least three (3} years within the last fwe (5) 
years. A continuing contr<1ct is contingent upon principal or supervisor/administrator 
recommendation. 

3. New teachers will be given credit for salary schedule purposes, for each year of 
teaching service in other public school districts, and in chartered, nonpublic schools 
located in Ohio, and up to five (5) years military service not to exceed a combined 
maximum total of ten (10) years. Similar credit shall be given for clinical service or 
university teaching of the type which meets the criteria of STRS or equivalent 
retirement criteria. If a new teacher is given leaching or military service credit for 
salary schedule purposes, of which he/she disagrees, then the teacher m<iy appeal 
and seek reevaluation of the credit given. Such appeal must be made within thirty 
(30) days of the hiring of the new teacher, and must be in writing and contain 
documentation concerning prior work experience. Final decision of appeal shall be 
made by Superintendent 

4. New teachers shall be notified in writing at contract issuance if they are leave 
replacements. 
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5. Part-time certificated/licensed personnel working less than 120 days per school year 
who have no break in service will be granted one year of credit for salary schedule 
purposes upon completing 120 days over a period of more than one school year. 

B. When a teacher signs a contract, the contract shall list basic teaching assignment. A 
supplemental (one-year limited) contract shall be issued for additional services 
compensated by !he Board 

C. Bargaining unit members will be provided with a salary notice before August 1st. Grade 
level assignment at the elementary level and specific subject are<1s at the secondary 
level will remain the same as the previous ye;;ir unless the teacher is nottfied before 
August 1st. The only exceptions for a change of position after July 31st are: 1) 
unexpected significant changes in enrollment at a school; 2) sudden unplanned 
personnel changes (death, emergency or sick leave or unexpected resignation or 
retirement): 3) cornpiiance with the Ohio Department of Education mandates. 

Section 4.3 - Notification of Vacancy 

A. Whenever a vacancy in a bargaining unit position shall exist in the school district, which 
the Superintendent intends to fill, the Superintendent or designee shall publicize the 
same by e-mailing a written notice of such a vacancy to the President or a designated 
substitute for the President of the Association and to each building staff list serve. This 
notice shall set forth a description of and qualifications for the vacancy, including duties, 
salary and procedure for application. No vacancy shall be filled until qualified personnel 
have had five (5} calendar days from the date of the posting to make application for 
such vacancy, except that vacancies occurring between July 11 and the first day of the 
school year shall not be subject to this five-day posting period. 

B. Any teacher may apply for such vacancy at the Central Administration Office or via the 
District's website. In filling such vacancy, the Superintendent agrees to give 
consideration to the professional background and attainments of all applicants and the 
length of service to the Bowling Green City Schools. 

Section 4.4 - Transfers 

A. Definition section: 

1. A transfer shall be defined as a change in assignment by an employee from one 
basic teaching assignment to another. 

2. A voluntary transfer shall be defined as an employee initiated reassignment. 

3. An involuntary transfer shall be defined as an employer initiated reassignment of an 
employee. 

4. Assignment shall be defined for elementary teachers: the building, grade level. and 
specialization area to which a teacher has been assigned. 
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B. Voluntary Transfers and Assignments: 

1. No later than March 1, the Superintendent should furnish a list of known vacancies 
for the next school year to building principals and the Association president or 
secretary. 

2. Teachers who desire a transfer should file a written request not later than March 15 
each year and such request will be valid through the first semester of the next 
school year. 

3. A standardized procedure for interviewing and notifying applicants for transfer shall 
be established by the Superintendent. 

4. Applicants for transfer within the system shall be granted an interview with the 
principal(s) of the building(s) to which the applicant has requested to be transferred 
and other District employees deemed appropriate by the Superintendent. Such 
interview shall be held between March 15 and the last day of the school year. Such 
consideration shall be given to applicants before new teachers are hired. 

5. Requests may be made for position, grade level{s). and/or building. 

6. The Superintendent retains the right to assign staff based on the needs of the 
district. The Superintendent will consider the certificationllicensure, qualifications, 
and evaluations, and seniority of applicants in approving transfer requests, as well 
as the overall needs of the district. With all other qualifications being equal, the most 
senior applicant shall receive the requested assignment unless provided a written 
statement of explanation for the denial of the request from the Superintendent. 

7. A teacher who makes a voluntary transfer may not again seek a voluntary tr;;insfer 
for a period of three (3) years, unless extenuating circumstances approved by the 
Superintendent are present. 

C. Involuntary Transfers - Reassignment 

1. Any member of the bargaining unit who is being involuntarily reassigned shall be 
notified of such reassignment on or before the last duty day for teachers of the 
preceding school year. Within fifteen (15) days of such notice, any teacher 
involuntarily reassigned shall be granted a conference with the Superintendent and 
building administrator who shall state the reasons for such reassignment in writing. 
At such conference, the teacher may be represented by one association 
representative of his/her choice. The conference shall take place within fifteen (15) 
days of the written request for such conference. 

2. The written statement of reasons for such transfer as set forth in paragraph 1 above 
shall be signed by the teacher to acknowledge receipt of said reasons but shall not 
be interpreted as agreement with reasons. Refusal of any teacher to acknowledge 
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receipt of such reasons shall be noted in writing and shall not preclude the 
consummation of such reassignment. 

3. The Superintendent shall have the authority granted by law to involuntarily reassign 
any teacher if the reassignment of such teacher is in the best interest of Bowling 
Green City School District, provided that written notice is given with reasons and the 
opportunity for a conference as set forth in paragraph 1 above. This procedure will 
also be used if the transfer occurs during the school year to replace personnel who, 
regardless of reason, become unavailable to complete that assignment. Any 
teacher involuntarily reassigned after July 10 shall, upon written application to the 
Board, be released from the terms and conditions of such teacher's employment 
contract without penalty to the teacher's credentials 

4. No teacher shall be reassigned to any position for which he/she is not 
certified/licensed or cannot become certified/licensed without additional training. 

5. The employee's overall system-wide seniority as provided by this Master Agreement 
shall remain with him/her regardless of the assignment. 

6. When a school is closed permanently or an involuntary transfer has resulted 
because of change in enrollment or territorial changes affecting the district, teachers 
in that school who are not placed in a vacancy which they have requested, shall be 
placed after the Superintendent has considered the employee's 
certification/licensure, qualifications, and evaluations, as well as other factors which 
wou Id <iffect the appropriateness of the placement in assigning teachers affected. 

7. An involuntary transfer can only be imposed once every three years. 

8. Bargaining unit members who are involuntarily transferred under the provisions of 
this Section will be provided an appropriation equal to Two Thousand Dollars 
($2,000.00) during the first year of the reassignment to purchase supplemental and 
suppo11 materials related to their new position. which purchases must be approved 
by the Executive Director ofTe01ching and Learning and/or the Executive Director of 
Pupil Services. This appropriation will apply to only the portion of the schedule that 
represents a change in subject assignment or grade level or both. Supplemental 
and support materials must be purchased by February 1 of the academic year in 
which the transfer occurred. 

9. The provisions set forth above do not apply when an entire building is moved to 
another building. 
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D. Closing a Building 

1. Employees covered by this Agreement shall be paid $30.00 per hour for a 
maximum of five (5) hours beyond the nonnal contracted time for packing supplies 
and materials that need to be moved. Timesheets must be approved by the building 
administrator from the site which items are moved. 

2. The Board will provide boxes and materials needed for the packing of the items to 
be moved. 

3. The Board will be responsible for the actual moving of items to the assigned location 
in the new building. 

4. Items that are personal belongings of the teacher being used in his or her classroom 
shall be moved by the teacher. 

5. Items that are personal cun-icular belongings of the teacher being used in his or her 
classroom shall be moved by the Board. 

Section 4.5 - Fair Dismissal Policy 

A Any teacher employed under a limited contract whom the Superintendent intends not to 
recommend for re-employment shall be so notified by the Superintendent in writing on 
or before April 30. 

B. The teacher may request a conference with the Superintendent/designee provided such 
request is in writing and received within two (2) teacher working days of receipt of the 
notice as provided in Subsection A above. If the request is timely, the teacher shall be 
granted an opportunity for a conference with the SuperintendenUdesignee regarding the 
reasons for the recommendation not to re-employ. The teacher shall have the right to 
be represented by a person of his/her choice. Board action on an individual teaching 
contract shall not occur prior to the regularly scheduled May Board 
meeting. 

C. A teacher having completed, on or before the next July 1st, four (4) or more years of 
continuous, current service in the Bowling Green City School District shall be granted, 
upon request, a review by the Board prior to the time action is taken upon the 
Superintendent's recommendation of non-reemployment. Such review shall be in 
executive session at which time the teacher shall be granted an opportunity to show 
cause why the contract shotdd be renewed. Nothing herein shall be construed as an 
assumption by the Board of the burden of establishing the grounds for the non-renewal 
of the contract. 

D. In the review, said teacher may be represented by a representative designated by the 
Association. This representative may be accompanied by a UniServ representative 
andfor Association attorney. 
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E. Request for review as specified in paragraph D above shall be made in writing to the 
Superintendent of Schools. 

TIMELINE: 

PARAGRAPH 

B 

c 

c 

F 

ACTION 

Superintendenfs Notification 

Teacher Request for Conference 

Conference with Superintendent/ 
Designee 

Request for review with Board 

DEADLINE 

April 30 

2 teacher work days of 
Superintendent's notice in B 

5 teacher work days of request 
for conference in C 

2 teacher work days of 
Conference with Superintendent/ 
Designee 

G. Failure to follow the procedure as set forth herein shall not void an otherwise proper 
procedure for the non-renewal of teacher contracts as prescribed by law. 

H. It is agreed that this Fair Dismissal Policy supersedes the provisions of Section 3319.11 
of the Ohio Revised Code. 

Section 4.6 - Reduction in Force 

A. \/I/hen necessary, the Board shall, upon recommendation of the Superintendent 
suspend the contracts of teachers, but such suspensions shall be limited to the 
following reasons: 

1. Decline in student enrollment. 
2. Return to duty of regular teachers after leaves of absence. 
3. Suspension of schools. 
4. Territorial changes affecting the district. 
5. Financial Reasons. 

If the Board plans to implement a RIF due to Financial Reasons, Associe1tion 
President and up to four (4) additional Association Members can meet with two (2) 
members of the Board, the Treasurer, and the Superintendent to discuss the 
proposed reduction and make suggestions to the Board for proposed reduction. 
The final decision shall be made by the Board. 

B. If staff reduction is deemed necessary for e1ny of the above reasons, the reduction shall 
be made in each teaching field affected as follows: 

1. Suspension of contracts shall occur among teachers on limited contract first based 
on the lowest evaluation rating within the teaching field affected. 

2. If the suspension of contracts is necessary for any continuing contract teacher, this 
shall be based on the lowest evaluation rating within the teaching field affected. 
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3. Seniority will not be the basis for a decision except where teachers' evaluations are 
comparable. 

4. If a teacher has been required to obtain a temporary certificate/license to meet the 
requirements of the current teaching assignment and also holds provisional, resident 
educator or higher certification in other teaching fields, the teacher shall be placed 
with the appropriate contract status group according to seniority. 

C. Seniority shall be defined as continuous employment of a teacher beginning with the 
date the Board takes action to hire the teacher. In the event two or more teachers are 
hired in the same meeting and a reduction in force is contemplated that would result in 
the suspension of teaching contracts of some of those teachers, a lottery will be 
conducte<l to determine the seniority of the teachers hired on that date, the process for 
which shall be jointly detennined by the District Administration and the Association 

Continuous employment shall include all time on sick leave, all time on Board approve<l 
paid or unpaid 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 
teacher is reinstated. 

D. Seniority shall be lost when a teacher resigns, retires, is non-renewed or terminated. 
Teachers whose contracts have been suspended shall have rights to recall as follows: 

1. First recall shall be of teachers on continuing contract in reverse order of layoff 
within the teacher's preferred area of certification first, then by other areas of 
certification. 

2. If vacancies cannot be fille<l by teachers on continuing contract, then limite<l contract 
teachers in reverse order of layoff within the teacher's preferred area of 
certification/licensure first. then by other areas of certification/licensure. 

3. Seniority will not be the basis for a decision except where teacher's evaluations are 
comparable. 

4. Teacher eligibility for recall shall be maintained for three (3) years from the effective 
date of suspension. Thereafter, an employee on layoff shall lose his/her right to 
recall. 

5. If a vacancy occurs and a teacher otherwise eligible for recall cannot accept the 
assignment because helshe cannot be released from a contract of employment, 
such teacher shall not lose hislher recall rights as provided herein, but such teacher 
may not assert a claim to such position when the obligations of the employment 
contract are remove<l. 

6. If a vacancy occurs for which a teacher holds a valid teaching certificate/license and 
such teacher refused to accept such assignments for reasons other than that set 
forth in subsection D-5 above, then such teacher is deeme<l to have waived all rights 
of recall. 
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E. When staff reduction is necessary, the Superintendent shall give written notice of the 
intent to recommend the suspension of contracts to the Association ninety (90) days 
prior to the date on which the contract suspensions become effective and to all teachers 
so affected sixty (60) days prior to the date on which the contract suspensions become 
effective. 

The Association. the Superintendent and/or his/her designee shall confer on the 
reasons for such redt1ction within fifteen ( 15) days of receipt of notice of the 
Superintendent's intent to recommend such reduction to the Board. 

F. A seniority list shall be prepared and maintained ranking all continuing contracts in the 
district by seniority, giving areas of certification and present teaching assignments: then 
all limited contracts in the district by seniority, giving areas of certification, and present 
teaching and building assignment. The Association President shall receive ten copies 
of this list. This list shall be posted by November 1 of each year. If an item on the list is 
not protested in writing to the Superintendent by December 15, it shall be final until the 
next list is posted. 

Section 4.7 - Bowling Green Teacher Evaluation 

The language provided below applies only to those teachers who are subject to the 
Ohio Teacher Evaluation System (OTES) per the requirements of sections 3319.111 
and 3319.112 of the Ohio Revised Code (see Application language below). The 
evaluation of other personnel sha II continue to follow the current procedure that shall 
remain in the bargaining agreement. 

4. 7. 1 Definitions 

A Evaluation Factors: The multiple measures that are required by law to be used in the 
teacher evaluation procedure. The two factors, which are weighted equally, are 
student growth measures at fifty (50) percent and teacher performance at fifty (50) 
percent. 

B Student Growth Measure (SGM): Tool or assessment that is used to measure, or 
determine. student academic growth. As an evaluation factor, the SGM dimension is 
based on value-added scores, assessments from ODE's list of assessments for 
teachers where value-added scores are not available, and from local measures of 
student gmwth based on student learning objectives (SLOs). SGM results are 
reported as: above expected levels of student growth, expected levels of student 
growth, below expected levels of student growth. 
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Student Growth Measures wifl be used as part of the evaluation process in the fol/owing 
manner: 

Teacher Categories Value Vendor Shared Total-
(Year(s)) Added Assessment SL Os Attribution Musfbe 50% 

A1 50% 0% 0% 0% 50% 

A2 10%-50% 0% 0%-40% 0% 50% 

B 0% 10%-50% 0%-40% 0% 50% 

c 0% 0% 50% 0% 50% 

The category that will be applicable to each teacher will be determined by administration 
using the following guidelines: 

A 1 - Teacher instructs value added S\lbjects exclusively. 

l<2 - Teacher instructs value added subjects, but not exciusively; percentages are proportionate to 111e 
teacher's schedule. 

B - Approved ve11dor assessment and teacher level data is available; percentages are proportionate to 
the teacher's schedule. 

C - No teacher value added or teacher-level vendor assessment is available. 

C. Teacher Perfoimance: The assessment of a teacher's performance, resulting in a 
performance rating. As an evaluation factor, the teacher performance dimension is 
based on direct observations and walkthroughs that are performed by a credentialed 
evaluator. Teacher performance results are reported as a teacher performance 
rating th<lt may be coded as "1" indicating lowest performance to "4" indicating 
highest performance. 

D. Evaluation Rating: The final, summative evaluation level that is assigned to a 
teacher based on evaluations that are conducted pursl•amt to the terms of this 
agreement. The evaluation rating is assigned at the conclusion of the evaluation 
cycle when the teacher performance rating is combined with the results of student 
growth measures where fifty (50) percent of the evaluation rating is based on 
student growth measures as provided for in this agreement and fifty (50} percent of 
the evaluation rating is based on a teacher performance rating as provided for in this 
agreement. Each completed evaluation will result in the assignment of a teacher to 
one of the following evaluation ratings: Accomplished, Skilled, Developing or 
Ineffective. 
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E. Evaluation Cycle: The period of time for the completion of the evaluation procedure. 
The evaluation cycle is completed when student growth measures resulting from 
assessments that were administered in the previous school year (unless such dala 
is available sooner) are combined with the performance ratings for the current 
school year to assign an evaluation rating. 

F. Evaluation Instrument: The process and forms are located in Appendix A in this 
agreement. 

G. Student Learning Objective (SLO): A measurable. long-term academic growth 
target that a teacher sets at the beginning of the year for all students or for subgroups 
of students over a given interval of instruction based upon baseline data gathered at 
the beginning of the course. 

H. Teacher(s) of Record: 
1. ls/Are responsible for assigning the grade/mark to the student, and 
2. ls/Are required to have the proper credentials to teach the particular subject 

for which he/she has been designated "teacher(s)of record(s)". 

I. Shared Attribution: The practice of sharing student(s) achievement scores amongst 
a collaborative group of appropriately licensed educators who consistently meet, 
plan and provide instruction and/or intervention for a student or defined group of 
students on a specific topic and/or grade level. 

4.7.2 Purpose 

A The purposes of teacher evaluation are: 

1 To serve as a tool to advance the professional development of teachers. 

2 To inform instruction. 

3 To assist teachers and administrators in identifying and developing best 
educational practices in order to provide the greatest opportunity for student 
learning and achievement. 

4.7.3 Application 

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

1 Teachers working under a license or permanent certificate issued under sections 
3319.22, 3319.26, 3319.222 or 3319.226 of the Ohio Revised Code who spend at 
least fifty (50) percent of their time providing student instruction. 
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4.7.4 Evaluators 

A. An evaluator must be a credentialed contracted employee of the district which would 
include the building administrators and the central administrative staff. 

B. It will be a mutual goal that the teacher's immediate supervisor be the primary 
evaluator. If the teacher reaches the accomplished rating, they may select their own 
evall1ator from a list of district approved evaluators. 

4.7.5 Evaluation Committee 

A The Association and the Board agree to establish a standing joint Evaluation 
Development Committee for the purpose of establishing the procedure and process, 
includit1g the evaluation instrument, for the evaluation of teachers in the District and 
to regularly review the effectiveness of the procedure and process, including the 
evaluation instrument. for the evaluation of teachers in the District. 

B. Committee Composition 

·1 The committee shall be comprised of five (5) Association members appointed by 
the Association president and five (5) members appointed by the Board or its 
designee. In addition, each party may appoint up to one ad hoc non-voting 
member to assist a11dfor attend committee meetings. 

2 Association committee members may serve staggered terms of not more than 
three (3) years and shall be representative of elementary, middle school, 
secondary, and specialty areas (e.g .• music, art, special education) and programs 
(e.g., career tech) within the District 

3 Members of the committee will receive training in all aspects of OTES, the state 
adopted evaluation framework, and the standards for the teaching profession prior 
to beginning their work 

C. Compensation 

1 Any committee work performed outside of the contractual work day will be paid at 
the Master Agreement prescribed rate. 

D. Secretarial Support 

1 The District will provide secretarial support and assistance to the committee. 
Responsibilities will include note takirlg, copying, committee notification, 
communications, distribution of materials, and other duties as needed. 
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E. Committee Authority 

1 The committee is responsible for jointly developing, reviewing and recommending 
the procedure and process, including the evaluation instrument, for teacher 
evaluation. 

2 If either party wishes to consider any ch~inge or rev1s1on to the evaluation 
procedure or process. including the evaluation instrument, during the term of this 
agreement, it will discuss the matter with the committee. If the discussion results 
in a recommendation by the committee to change or revise the evaluation 
procedure or process, including the evaluation instrument, during the term of the 
agreement, then said, recommendation shall be referred to the Board and the 
Association for ratification 

4.7.6 Notification 

A Not later than September 30 of each year, or in the case of a new teacher, within 
thirty (30) days of the first day worked, each teacher shall be notffied in writing of 
the name and position of his or her evaluator with the understanding that if 
changes need to be made, the affected employee will be notified in a timely 
manner. 

4.7.7 Training 

A Evaluators 

1. Each evaluator must successfully complete state-mandated evaluator 
credentialing training and is required to pass a credentialing assessment. 

4.7.8 Schedule for Evaluation 

A The evaluation shall be completed not rater than the first day of May, and the 
teacher being evaluated shall receive a written report of the results of this 
evaluation, including the assigned evaluation rating, not later than the tenth day of 
May. 

B If the Board has entered into a limited contract or extended limited contract with a 
teacher pursuant to section 3319.11 of the Ohio Revised Code, the Board shall 
perform a minimum of three formal observations during the evaluation cycle in any 
school year in which the Board may wish to declare its intention not to re-employ 
a teacher pursuant to ORC 3319.11 (8), (C)(3), (0), or (E) , 

4.7.9 Criteria for Performance Assessment 

A A teacher's performance shall be assessed based on the standards for the 
teaching profession and the criteria set forth in the evaluation instrument, 
Appendix A in this agreement 
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B No teacher shall be evaluated on his or her work performance except based on 
the observations of the teacher by the teacher's assigned evaluator and the 
walkthroughs that are set forth in this agreement. 

· C All monitoring or observation of the worl< performance of a teacher shall be 
conducted openly. 

4.7.10 Observations 

A Schedule of Observations 

1 A minimum of two (2) formal observations shall be conducted to support each 
performance assessment. A formal observation shall last a minimum of thilty (30) 
minutes. There should be a minimum of at least fifteen work days between formal 
observations with the understanding that if an employee needs three (3) 
evaluations the third evaluation will be exempt from this provision. 

2 If the evaluator is unable to make a scheduled formal observation, the evaluator 
must schedule a conference with the teacher whose class was missed within five 
(5) school days to determine how the formal observation will be re-scheduled. The 
re-scheduled date will take place with an effort made to minimize the observation 
paperwork that will be required to complete the observation. 

B Observation Conference 

1 All formal observations shall be preceded by a conference between the evaluator 
and the teacher in order for the teacher to explain plans and objectives for the 
work situation to be observed. 

2 A post-obse1vation conference shall be held after each formal observation, unless 
the teacher waives that right via electronic mail. 

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

4.7.11 Walkthroughs 

A. A walkthrough is an informal observation that focuses on one or more of the 
following components: 

1 Evidence of planning; 
2 Lesson delivery; 
3 Differentiation; 
4 Resources; 
5 Classroom environment; 
6 Student engagement; and, 
7 Assessment. 
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B. The walkthrough shall be at least three (3) consecutive minutes, but not more 
than ten (10) consecutive minutes in duration. 

C. The teacher shall be provided a copy of the walkthrough form. 

D. No fewer than two (2) walkthroughs shall be included in each evaluation cycle. 

4.7.12 Finalization of Evaluation 

A Written Report 
1 Before the evaluation cycle is final, and not later than May 10, a copy of the formal 

written evaluation report shall be given to the teacher and a conference shall be 
hefd between the teacher and the evaluator. 

B Completion of Evaluation Cycle 
1 The summative evaluation of a teacher shall be based upon student growth 

measures resulting from assessments that were administered in the previous 
school year (unless data is available sooner) and performance that is assessed 
during the walkthroughs and formal observations that are conducted for the 
current school year. The evaluation shall acknowledge the performance strengths 
of the teacher evaluated as well as performance deficiencies,. The teacher's 
signature should not be construed as evidence that the teacher agrees with the 
contents of the evaluation report. The evaluation report shall be completed by 
May 10, signed by both parties, and sent to the superintendent. 

2 The Board shall evaluate each teacher assigned an evaluation rating of 
Accomplished on the teacher's most recent evaluation conducted under this 
article once every two school years. In that case, the biennial evaluation shall be 
completed by the first day of May of the applicable school year, and the teacher 
shalf receive a written report of the results of the evaluation by the tenth day of 
May of that school year. 

c Response to Evaluation 
1 The teacher shall have the right to make a written response to the evaluation and 

to have it attached to the evaluation report to be placed in the teacher's personnel 
file. A copy shall be provided to the teacher. 

4.7.13 Professional Development 

A Professional growth and improvement plans shall be developed as follows: 

1 Teachers with above expected levels of student growth will develop a professional 
growth plan and may choose their credentialed evaluators from a list of district 
approved evaluators for the evaluation cycle as set forth in this agreement. 
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2 Teachers with expected levels of student growth will develop a professional 
growth plan collaboratively with the credentialed evaluators and will have input on 
their credentialed evaluators for the evaluation cycle as set forth in this 
agreement. 

3 Teachers with below expected levels of student growth will develop an 
improvement plan with their credentialed evaluators. The Administration will 
assign the credentialed evaluator for the evaluation cycle. 

B Professional growth and improvement plans for a school year shall be developed not 
later than September 15 and shall describe the specific perfo1T11ance expectations, 
resources and assistance to be provided. 

C 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 as 
deemed appropriate by the administration. 

4.7.14 Improvement Plans 

A An improvement plan is a program for a teacher whose student growth measure 
dimension of the evaluation is below the expected level of student growth. 

For the purposes of this agreement, improvement plans shall be based on the overall 
student growth measure levels as applicable to the evaluation tool, and not for other 
individual subjects or classes taught. 

B The professional improvement plan shall include: 
1 Specific perfo1T11ance standards and, 
2 Timelines for its completion. 
3. The District will assign a mentor coach from a list of Association members who 

volunteer to serve as a mentor coach and agree to assist the teacher in the 
professional improvement plan. 

4.7.15 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. Section 4.5 of the Master Agreement shall be followed if fair dismissal is necessary. 

4.7.16 Personnel Action Requirements 

A. Teacher performance on the Teacher Performance on Standards portion of the 
evaluation shall be used in decisions regarding retention, promotion, removal of any 
teacher for two years until June 30, 2015 After June 30, 2015, the whole evaluation 
shall be used in such decisions. 
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B. All teachers rated accomplished, skilled and developing will be considered 
"comparable" in their evaluations through June 30, 2015 for purposes of Reduction 
in Force. This will allow time to fully implement the new evaluation system and to 
collect appropriate student growth data. After June 30, 2015, only those evaluations 
within the same rating category will be considered comparable to each other. 

C. In the event that a teacher is involunt<1ry transferred the teacher perform<1nce on the 
Teacher Performance on Standards portion of the evaluation shall be used in 
decisions regarding retention, promotion, removal of the teacher. 

D. If the standards based evaluation procedure enacted by HB 153 is repealed, the 
evaluation system procedures set forth in the 2012-2013 Master Agreement shall 
apply to the extent permitted by the law. 

Evaluation Procedure in 2012-2013 Master Agreement 

The guidelines in Appendix B are for the evaluation of certificated/licensed staff to whom 
the foregoing provisions of Section 4.7 and Appendix A do not apply. 

Section 4.8 - Professionalism 

A A specific effort will be made by the Association to insure that the membership living in 
the district is registered to vote and encouraged to vote. Members shall be encouraged 
to support a levy proposed by the Board of Education and endorsed by the Association, 
and discouraged from working to defeat the levy. 

B. Wherein the Association has knowledge of their own people presenting less than a 
good professional image to the school community, the Association should be willing to 
apply counseling and peer pressure to bring about professional self-improvement. 
Specifically, the Association will exert its influence in the following areas 

1. Encourage staff members to observe high standards of dress, manner and conduct. 

2. Stress the importance of requesting leave of absence only for legitimate reasons 
and with proper advanced notice. 

3. Stress the importance of teachers completing the school year as a professional 
obligation to children 

4. Stress the importance of teachers contributing positively to the systems' public 
relations program and refraining from activities which would reflect negatively upon 
the school's staff or program. 

C. The Association will accept input from Administration on allegations. 

D. In the event the Board makes a report of an act that is unbecoming to the teaching 
profession or a disqualifying criminal offense or other criminal offense applicable to 
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teachers to the Superintendent of Public Instruction, the Superintendent shall notify the 
affected member within five (5) working days of the report that such a report has been 
made. 

Section 4.9 • Personnel File 

A. Each teacher shall have the opportunity, upon request, and after arranging a suitable 
appointment during regular business hours of the central office or at such other times as 
may be mutually agreed upon, to review the contents of his/her personnel file in the 
presence of an administrator. Upon the request of the staff member, an Association 
representative may accompany the member. The teacher shall be permitted to attach 
to any item a written rebuttal or such other comments as hefshe may deem adviscble. 

B. The teacher shall be notified in writing of the intent of placement in the personnel file of 
any document not listed below. The teacher will have five working days to request a 
conference prior to official placement. For the purpose of this section, posting by 
certified mail or personal delivery from the Superintendent andfdesignee shall constitute 
notice to said teacher. Such notice shall not be required when such document is 
presented by the employee for filing, or for any of the following documents: 

1. Employment and supplemental contracts 
2. Salary notices 
3. Ohio teaching certificates/licenses 
4. Letters of commendation 
5. College transcripts 
6. Military records 
7. Medical records 
8. Evcluation documents (Documents in the file will be the final summative document). 

C. Failure to give notice as required by Subsection B above shall not be asserted by any 
employee after one hundred (100) work days from the date of such filing. 

D. The Board will notify a teacher if another bargaining unit member requests to review 
his/her personnel file. 

Section 4.10- Teacher Facilities 

Physical Facilities Goals: 

A. The Board and Association recognize the availability of optimum school facilities for 
both student and teacher is desirable to insure the high quality of education that is the 
goal of both the Association and the Board. They recognize further that facilities should 
be designed to meet the needs of the educational program. To achieve this end, the 
advice of teachers will be sought before teaching facilities are constructed or 
remodeled. 

B. Each school should have the following facilities: 
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1. Space in each classroom in which teachers may safely store instructional materials 
and supplies. 

2. A teacher work area containing adequate equipment and supplies to aid in the 
preparation of instructional materials. 

3. An appropriately furnished area to be used as a faculty lounge. 

4. Well-lighted, ventilated, clean teachers' restrooms, adequate for the number of 
teachers. 

5. A comfortably heated building throughout each school day. 

6. All teachers will have either a locking file drawer or cabinet available in their room. 

7. Certificated/licensed teachers will be provided with classroom keys/working locks in 
order to comply with Administration procedures on school safety. 

C. Parking facilities should be ample and adequate for the staff assigned to each building. 

Section 4.11 - Teacher Load 

A. Both parties agree to a uniform length of the service day at seven (7) hours and forty 
(40} minutes. Standard hours are: Secondary (HS and MS) - 740 a.rn.-3:20 p.m. and 
Elementary - 8:15 a.m.-3:55 p.m. Immediate supervisors can authorize flexible 
scheduling at the request of the individual teacher. 

In cases where school opening time is delayed because of adverse weather conditions, 
teachersfstaff members shall report no later the number of hours of the delay and may 
depart at the normal departure time. 

Principals, with input from central administration, will develop time schedules and 
furnish a copy to the Superintendent of Schools. This will take into account planning 
time and reasonable travel time bet\o\leen buildings as set forth in Subsection G-1,c. 

Bargaining unit members' assignment and workload shall be detennined by the 
Administration within the parameters stated in this Article. Bargaining unit members 
may provide input to the building principal regarding assignment of class schedules not 
later than May 1. Notification of tentative teaching assignments will be given to each 
teacher by July 15 of each year. 

The building principal shall be responsible for enforcement of the teacher time on the 
job. The principal shall have authority to make an individual exception for cause when 
the request is submitted in writing for prior approval. 

B. Every effort will be made to hire a substitute for special area teachers in the event of the 
absence of such teachers who work with an entire class at one time in the areas of art, 
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vocal music, special education, and physical education. Said teachers shall provide 
adequate lesson plans in the event of their absence so that substitutes may continue 
classes as planned. 

C. The Board or its agent shall provide a uniform handbook/policy book for procedure to be 
followed for substitutes and presented to them upon hiring. A copy shall be provided to 
each Association building representative. 

D. Certificated/Licensed staff may be assigned to one evening activity per semester 
without any additional cost to the Board. 

E. Additionally assigned participation in scheduled activities for which attendance is 
mandatory beyond the uniform length of service day (as defined In Section 4.11-A) shall 
be compensated at thirty dollars ($30.00) per hour. 

F. All regular teachers will have a duty. free lunch period each wor1<day of thirty (30) 
minutes. The Board agrees to hire monitors, wherever practicable. to provide 
assistance to elementary teachers during lunch recess, allowing fifteen (15) minutes of 
additional planning time. In the event monitors are not available. the fifteen (15) minute 
additional planning time will be waived. 

G. On the first teacher work day of school in the assigned building, the principal shall 
distribute to each teacher a yearly schedule of building staff meetings. Staff meetings 
will normally not last more than forty-five ( 45) minutes after the st.art of the meeting. No 
more than two staff meetings per month will be scheduled. Staff meetings wilt begin no 
earlier than 7:40 am in the secondary and middle school and no earlier than 8:15 am in 
the elementary schools. Staff meetings will end by 3:20 pm in the secondary and 
middle school and by 3:55 pm in the elementary schools. In case of an emergency, the 
principal or administration may call an unscheduled staff meeting that exceeds these 
parameters. 

H. Class Size and Load: The following parameters shaU be met unless the Board of 
Education must enact a Reduction in Force. 

1. Elementary Class Size (K-5 ) 

Grade Level 

ergarten Half-Day Kind 
FU.JI-Day Kinde 
Grades 1,2,3 
Grades4,5 

rgarten 

~ ..... 
Stu~ents per Class. .... 

. ··-
20 ·-
24 .. 
24 
27 

31 

Classroom Aide 

21 -W> .. 
25 2s· 

···- ·--
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2. High School and Middle School class Size (6-12) 

a. The average number of students shall not exceed 30 per period as determined by 
the number of students enrolled divided by the total number of periods, with the 
exception of 2.b. 

b. Laboratory classes shall be limited to 24 students per class period; Physical 
Education shall be limited to 40 students per class period. 

c. Band, e1rt, choir, study hall, librarian, guidance counselors, and cafeteria supervision 
shall be exempt from being figured into class size. 

3. Teacher Load Parameters 

a Each regular teacher shall have eight (8) hours within each contract week to 
prepare lessons, hold conferences, and other duties not strictly considered 
teaching, unless the district enacts a Reduction in Force due to financial reasons 
within this bargaining unit. 

b. Secondary (9-12) certificated/licensed staff shall not be assigned more than three (3) 
subjects nor more than a total of three (3) teaching preparations at any one time. 
The parties have a mutual goal to set the secondary teaching load structure as five 
(5) instructional periods, one (1) duty period, and one (1) preparatory period. If this 
goal cannot be met, the affected certificated/licensed staff will have the right to an 
individual conference with the principal to discuss options or suggestions to meet the 
goal. .The employee is entitled to an Association representative at the conference, 
upon the employee's request. The building principal retains the authority to make 
the final decision. 

c. In any semester in which a high school teacher is assigned two or more different 
Advanced Placement or approved Dual Enrollment courses, that bargaining unit 
member will receive two (2) planning/conference periods per day. 

d. No new curriculum shall be implemented until such time as adequate support 
material is available to each staff member affected. 

I. Teachers may voluntarily participate in out-of class activities for which no additional 
compensation is paid. This includes preparation for and supervision of out-of-class 
activities and events. Teachers are highly encour<iged to attend the commencement of 
BGHS. Teachers will be provided a special seating arrangement for the event. 

J. Teachers assigned special reimbursable duties will be compensated with released time 
and/or included on the supplementary salary schedule. 

K. Reasonable efforts shall be taken to avoid scheduling of unnecessary committee 
meetings during the summer break. The Board agrees to pay thirty dollars ($30.00) per 
hour for summer work as is authorized in advance by the Superintendent or his/her 
designee. 

L Teachers who work less than full time will be compensated at the rate provided in 
paragraph E above when required to attend in-service outside their normal duty hours, 
unless their normal duty hours are shortened on such days. 
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M. Part-time kindergarten teachers required to conduct preschool obseNations or attend 
pre-kindergarten assessments outside their normal working hours shall be paid 
according to their per diem rate. 

N. Mutual consent shall be required for participation in district wide pilot programs. District 
wide pilot programs shall be for a duration of one academic year unless an extension is 
mutually agreed upon. At the conclusion of the pilot program, it may be adopted distlict­
wide by the parties' mutual consent. 

0. The Board will provide up to five (5) days of extended service time for the elementary 
library media specialists on an as needed basis as determined by the 
Superintendent/designee and the appropriate library media specialist 

Section 4.12 - Covering Classes for Absent Teachers 

It is understood that the District will make concerted efforts to obtain substitute teachers. If 
a substitute cannot be found, teachers shall be reimbursed for time spent covering a class 
for a colleague. To be eligible for reimbursement, a teacher must be assigned to cover the 
class during the teacher's regulaliy scheduled non-teaching time, or if the teacher is 
required by administration to combine their class with another class where a substitute is 
needed. 

Teachers will be assigned to cover a colleague's class in accordance with the following: 

A. Absence due to personal or family illness. (Appropriate form must be completed.) 

B. Absence because of emergency personal business. (Appropriate form must be 
completed.) 

C. Absence where no substitute is available. 

D. Other circumstances at the principal's discretion. 

All requests for reimbursement under this provision must be approved by the building 
principal or designee. 

At the High School or Middle School, a teacher shall be paid at the rate of $30.00 for each 
period spent covering a teacher's class. 

At the elementary level, a teacher shall be reimbursed at the rate of $30.00 for every fifty 
minutes spent coveling another teacher's class. Reimbursement for less than fifty minutes 
will be prorated. A maximum of $30.00 will be reimbursed for a single special, i.e., Art. 

Section 4.13 "Communication Committee 

The Communication Committee is composed of Association president, vice-president, and 
representatives from all buildings and special areas and the Superintendent of Schools 
(and such other necessary administrative personnel). The purpose of this group is to 
maintain open lines of communication between staff and Superintendent of schools, but 
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shall not be used to circumvent the negotiations process set forth in this Master Agreement. 
Any questions or issues that could be addressed by administrators other than the 
Superintendent must be presented to the appropriate administrator(s) prior to being 
submitted to the Superintendent in a Communication Committee meeting. Meetings shall 
be held monthly during the course of the school year unless mutually suspended by the 
Association president and the Superintendent. Questions or issues to be discussed during 
Communication Committee meetings shall be submitted to the Superintendent at least five 
(5) workdays prior to the meeting. 

Section 4.14 - School Calendar 

The Board shall establish the school calendar based upon the recommendation of the 
Superintendent. The Superintendent shall consider Association recommendations. 

A There shall be no more than one hundred eighty-four ( 184) paid contractual days in the 
basic teacher contract year. 

1. For Elementary schools the calendar shall consist of 178 student days and two (2) 
days for parent-teacher conferences. For Secondary schools the calendar shall 
consist of 179 student days with one (1) day for professional development training. 

2. There will be an additional four (4) work days for certificated staff that shall be as 
follows: 

a. One (1) professional development day 011 the opening day of school for all 
certificated/licensed staff. 

b. One (1) day - the day following the opening day of school for work in buildings 
and building meeting. 

c. One (1) day - at the end of the first semester. This day will float as scheduled 
after the last exam day at the high school. When an exam day is cancelled due 
to a calamity, the work day will be scheduled either the day after the exam days 
are rescheduled or the day after exams were cancelled by the Superintendent. 

d. One (1) day - at the completion of the school year. 
e. In the 2014-2015 school year, additional late a11ival in-service training shall be 

conducted for two (2} hours each session on up to four ( 4) instructional days 
each school year. These in..service trainings should relate to staff development 
regarding issues that deal with teacher professional development. A letter of 
concurrence attached to this agreement is regarding the continuation of these 
Professional Development opportunities. 

3. The certificated/licensed staff opening day will take place no earlier than the second 
Monday of August. The last day of school before the Winter break will be no later 
than December 21 and the first day of school after the break will be no earlier than 
January 3. 

The Spring break shall be five (5) days in length. 

The Friday preceding Easter, school will not be scheduled. 
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Fall Parent Teacher Conference dates for the Bowling Green City Schools will be 
the evening before the general election date in November and the morning of the 
election day in November. 

4. Given the above parameters, a calendar committee will be established to develop a 
school calendar, and recommend it for approval to both parties. The committee will 
consist of three (3} members of appointed by the Association and three (3) members 
appointed by the Superintendent. The committee shall develop its proposal(s) no 
later than January 15 of each year. 

5. Conference times will be uniform for the entire district. For evening 
Conferences, the limes will be set from 4:00 p.m. to 7:30 p.m. and for 
the morning conferences the times will be set for 8:15 a.m. to 12 Noon. 

B. Once a calendar has been adopted, it shall be changed only upon notice to the 
Association and the opportunity for the Association to give its views and opinions 
concerning such amendments. 

C. If the District chooses to employ the provisions of ORC 3313.482 regarding adding 
additional hours to the school day, any additional hours added to the school day to 
make up for school closure after the allotted number of calamity days set forth in the 
ORC (3313.48 and 3317.01} which result in the increase of hours beyond the contract 
day of seven (7) hours and forty (40) minutes will be mutually agreed upon by 
representatives of the Bowling Green Education Association, Inc. and the Bowling 
Green Board of Education in a meeting held prior to the addition of the hours to the 
calendar. 

Section 4.15- Calamity Days 

Teachers need not report on calamity days. 

In the event that more than five (5) calamity days have been taken before February 1 of a 
given year, the right to use the President's Day holiday is reserved to be an approved 
make-up day upon consultation with a representative of the Association. In the event that 
more than five (5) calamity days have been taken before March 1 of a given year, the right 
to use the Fridiiy before Easter, and the Memo1ial Day holiday are reserved to be approved 
make-up days upon consultation with a representative of the Association. 

Section 4.16 - In-service Programs 

A. Building staff members and their immediiite administrator(s) will collaborate to plan 
highly qualified professional development activities that are aligned with the district and 
building goals on an as-needed basis. Teacher assistants will be used when these 
activities are planned during the school day. If an activity is planned outside the school 
day, participation will be voluntiiry. Participants will be reimbursed at thi1ty ($30.00) 
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dollars per hour. 

B. In addition to any other provision of this contract, all teachers shall participate in in­
service training, research and evaluation as required by the State Department of 
Education. All teachers shall attain and maintain a Highly-Qualified Professional 
Development (HQPD) status as defined by the No Child Left Behind Act. 

C. An employee may submit a request for Professional Leave not less than fourteen (14) 
working days prior to the convention. conference, or coaches' clinic that is requested to 
attend. Signed requests shall be returned to the employee within five (5) working days 
or approval is automatically granted. When it is evident that attendance at conventions, 
conferences, or coaches' clinics will contribute to the effectiveness of the instructional 
program, approval and compensation may be granted through the building Principal and 
Superintendent with reasonable limitations as to time and number of individuals 
involved. Compensation, either full or partial, may be granted at the discretion of the 
Superintendent as agreed prior to the time of leave. Final approval of Professional 
Leave requests shall be at the discretion of the Superintendent. 

Section 4.17 - Student Teacher Objectives 

Prior to March 1st of each year, the Association may, at its option, submit to the 
Superintendent written comments and suggestions on the terms and conditions of any 
contract to be entered into between the Board of Education and the Bowling Green State 
University for the following school year concerning student teacher obse1vations. The 
Board shall give full consideration to the comments and suggestions of the Association. 

A representative of the Association shall be included in the procedural discussion 
concerning the terms and conditions of the contract to be established between the Bowling 
Green City Board of Education and Bowling Green State University. 

Section 4.18 - Educational Support Services 

A If a teacher is asked to provide special health needs for a pupil or pupils and accepts 
that responsibility, the board agrees to provide training to carry out that responsibility. 

B. The parties recognize and agree that steps to provide a student with disabilities a free 
appropriate public education will be taken in accordance with the requirements of 
federal and state law. 

C. Any teacher currently teaching a student on an 1.E.P. may initiate the review process. 

0. Any teacher currently teaching a student on an IE P. shall be afforded the opportunity 
to attend IEP team meetings. 

E. The District will provide the requisite training/in-service to all teachers with included 
students to help meet the needs of such students. Such teachers will be required to 
attend training/in-service in order to meet the educational needs of the included 
student(s) and will be p;;iid in accordance with this Agreement. For teachers in need of 
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the requisite training such training will be provided within sixty (60) calendar days of the 
placement of the student with the l.E.P. The District shall supply appropriate and 
required resources, as outlined in the student's l.E.P., necessary to meet the needs of 
included students 

Section 4.19 - Local Professional Development Committee (LPDC) 

The Bowling Green LPDC will consist of nine members: five teachers and four 
administrators. Secretarial support for the LPDC will be paid for and provided by the 
District including, but not limited to: 

• managing certificated/licensed professional development staff files 
• managing paper, duplication 
• managing database and word processing 
• recording meeting minutes 
• filing professional development plans 
• responding to general inquiries 
• providing general office suppliesfforms. 

The Association LPDC committee members, excepting the chair, will be reimbursed at a 
rate of sixteen dollars an hour, up to a maximum of ninety hours per school year. The chair 
will be reimbursed a supplemental as per Appendix G of this Master Agreement. 

Certificated/Licensed staff members will be responsible for keeping their personal records 
up-to-date as they pertain to certification/license renewal. 

At such time as licensure replaces certification, references to certification in this Agreement 
will include license when appropriate. 

Section 4.20 Resident Educator Program 

A. Philosoghy 
The Bowling Green City Schools believe that it is the district's responsibility to provide a 
system of support for teachers new to the school district. The program that has been 
developed for this purpose is aligned with Ohio's Teacher Education and Licensure 
Standards as well as the state mandated Ohio Resident Educator Program. 

B. Purpose of the Program 
The purpose of the Resident Educator Program is to assist the eligible Resident Educators, 
as defined by the Ohio Department of Education, to have a deeper understanding of 
teaching and leaming as a reciprocal, collaborative, and ongoing joumey. There is a 
transformation in the Resident Educators as they now embrace and accept the challenges 
and responsibilities of teacher leadership within and beyond the Resident Educator 
Program. 
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C. Who Will Be Mentored? 
All teachers who are defined as Resident Educators according to the Ohio Department of 
Education will be assigned a mentor. 

D. Selection of Mentors 
A mentor must be a teacher who has a continuing contract with the district. 

A mentor must have had strong positive evaluations of his/her own classroom performance. 

A mentor must have or be willing to attend any training sessions deemed necessary by the 
Ohio Department of Education to be a certified mentor. 

All mentors must have the final approval of their building principal prior to becoming a 
mentor. 

Mentors will be selected by the Executive Director of Teaching and Leaming and/or 
building principals with the consultation of the Association President. 

E. With How Many People will A Mentor Work? 
It is our belief that one mentor would work with one Resident Educator. Only in the case of 
extreme need will mentors be even considered for working with two mentees. In these 
situations, mentors will be sought from other buildings if necessary before assigning any 
mentor two mentees. 

F. The Mentoring Program 
The Resident Educator Program for Bowling Green City Schools will consist of at least five 
meetings between August and the end of the school year. All meetings except the first one 
will be held after school and address topics as they relate to successful completion of the 
Resident Educator Program .. 

Mentees will be paid $15 per hour for their attendance at these Resident Educator formal 
meetings. Mentors wi!I receive a supplemental contract which reflects the level of support 
required by each year of the Resident Educator Program as follows: 

Year 1 - .0400 of B.A. step 0 
Year 2 - .0400 of B.A. step 0 
Year 3 - .0300 of B.A. step 0 
Year 4 - .0200 of B.A. step 0 

G. Evaluation Of The Program 
The Executive Director of Teaching and Learning will be responsible for monitoring the 
Resident Educator Program. The program will be evaluated infonnally and formally 
throughoutthe year. 

H. Expectations for Classroom Observations 
It will be expected that the mentors will observe the Resident Educator at least three times 
over the course of the year. The purpose of these observations is to provide modeling of 
various techniques/strategies and critique the Resident Educator. All notes and 
observations are confidential between the mentor and the Resident Educator. 

38 



No mentor teacher shall participate in any informal or formal evaluation of a Resident 
Educator. nor make, nor be requested or directed to make any recommendation regarding 
the continued employment of a Resident Educator. 

I. Reassigning of Mentors 

If either the mentor or Resident Educator becomes concerned that the mentoring 
relationship ls not functioning satisfactorily, either person may ask the building principal to 
inteivene during the first six weeks of the school year. The building principal shall meet 
with the Resident Educator and the mentor to discuss such concerns, and shall attempt to 
resolve such concerns. If those efforts are unsuccessful by the conclusion of the first nine 
weeks of the school year, the Resident Educator shall be assigned a new mentor. The 
former mentor shall have his/her compensation terminated, and the new mentor shall 
receive a pro-rated share of the applicable supplemental salary. 

Section 4.21 - Complaints Against Certificated/Licensed Staff Members 

Complaints against certificated/licensed staff members shall be handled using the following 
procedure: 

A. When complaints against a teacher are received by an administrator or Board 
representative, the complaint will be referred to the building administrator of the teacher 
within flfteen (15) regular school days. The building administrator will make the 
determination if further action is required. If additional action is required, the building 
administralor shall attempt informal resolution through discussions with the teacher and 
the complainant. 

Supplemental contract employees will be subject to this complaint procedure. 

B. If the complainant is dissatisfied with the attempted infonnal resolution, the building 
administrator shall determine whether the complaint should be processed further. If so, 
the complainant (If she/he desires) or, altematively, the building administrator shall 
document the complaint, oollect documentation provided by the complainant, or any), 
and provide a copy to the teacher. After a copy is provided to the teacher, a meeting 
concerning the complaint will be scheduled within thirty (30) regular school days. Those 
in attendance at such meeting shall be the complainant, the teacher, an association 
representative (if desired by the teacher), the building administrator and any separate 
legal representative requested by the complainant, teacher. or Superintendent. Any 
others in attendance al the meeting shall be at the building administrator's or 
Superintendent's discretion. 

C. Complaints not resolved through a meeting of the parties discussed in paragraph B 
above wlll be referred to the Superintendent for resolution. The teacher, complainant 
and building administrator shall be given the opportunity to submil position statements 
and/or recommendations to the Superintendent The Superinlendent may participate in 
this complaint procedure al any level she/he deems appropriate. 
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D. Any complaint resulting in disciplinary action against a teacher shall be subject to the 
contractual grievance procedure. 

Section 4.22 - Progressive Discipline Procedures 

A. Employee Discipline Procedure 

1. The purpose of a Progressive Discipline plan is to facilitate the discipline practices of 
the District To this end, the procedure outlined will secure at the lowest possible 
level, solutions to problems which may arise during the school year affecting an 
employee's classroom performance or compliance with District rules, regulations, 
policies or directives in an effective and confidential manner, to correct and 
document employee performance problems, and to administer employee discipline 
In an appropriate manner thereby contributing to employee morale by treating all 
certificated staff fairly. 

2. An employee may be disciplined for just cause. 

3. Discipline will be imposed in the following progression: 

a. Conference 
Before imposing a suspension or termination of an employee, the Superintendent or 
his/her designee shall hold a conference with the employee to give an opportunity to 
learn the reasons for the intended disciplinary action and to explain his/her behavior. 
The employee has the right lo be accompanied by a union representative. The 
conference will be scheduled as promptly as possible. The Superintendent or 
designee may impose reasonable rules for the conference and the conduct of the 
participants. 

If the Superintendent or designee detennines that the employee's continued 
employment prior to the conference poses a danger to persons or property or a 
threat of dlsrupting operations, he/she may relieve the employee of duty with pay 
pending the conference to determine final disciplinary action. 

b. Penalties 
1. The first instance of misconduct by an employee shall result In a private oral 

reprimand from his/her supervisor. Documentation of this oral reprimand will be 
placed in the employee's personnel file. 

2. Further misconduct shall result in a written reprimand (Within three(3) calendar 
years of oral reprimand) The written reprimand will be signed by both the 
employee and supervisor and placed in the employee's personnel file. 

3. Further misconduct shall result m suspension without pay Imposed by the 
Superintendent or des19nee. (Within three (3) calendar years of the written 
reprimand}. The Superintendent or designee may impose a suspension for up to 
thirty (30) days without pay. Documentation of such suspensions shall be placed 
in the employee's personnel file. 
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4. Further misconduct thereafter shall result in termination, using the above 
mentioned process as documentation of due process. The recommendation for 
tennination of an employee shall be considered and voted upon by the Board of 
Education. 

c. Discipline will normally be progressive, but may vary from the aforementioned 
procedures based upon the severity of the violation. Therefore, discipline may begin 
at any step of the disciplinary procedure which is appropriate to the severity of the 
infraction. 

d. Fringe benefits shall remain in effect during the time of any suspension with pay 
under this article. 

e. If a grievance is filed because of a disciplinary suspension with or without pay, the 
grievance may be initiated at Step Two, Section 7.4 (B). 

f. Employee signatures only indicate receipt of disciplinary notice, not that they agree 
or disagree. 

SECTION 5 - FRINGE BENEFITS 

Section 5.1 - Reimbursement for Academic Achievement 

A. Tuition reimbursement is not to exceed level of income derived from the Bowling Green 
State University Contract with Bowling Green City School District. Any unexpended 
appropriation for tuition reimbursement will be carried forward for not more than one 
year with the carryover to be used first. 

The Board will reimburse any faculty member university credit taken during a contract 
year provided that the courses taken are pe1tinent to the individual's teaching 
assignment and a C or better/pass is earned in the course. Hours per teacher are to be 
capped at ten ( 10) semester or fifteen ( 15) quarter hours per contract year. 

1. The percentage of reimbursement per semester hour will be calculated as follows: 
Total revenue received from the Bowling Green State University contract will be 
divided by the sum of the tuition expenses for approved hours for all district 
employees. The employee's expense will be multiplied by this ratio to detennine 
the amount of reimbursement. 

For the purpose of establishing a window for reimbursement. the year will begin on 
May 1 and close on April 30 of the next year. 

All receipts and grade slips for course reimbursement during this window must be 
submitted to the Human Resource Administrator by July 1. For receipts and grade 
slips received after July 1. reimbursement will be made in the following year. 
Reimbursement will occur no later than July 31. 

Course reimbursement shall be limited to an amount no greater than the actual 
instruction<1I fee cost of course work taken. 
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2. The total hourly instructional fee charge shall be the basis tor reimbursement for 
University or College attendance based upon the hourly charge per semester hour. 

3. There will be application forms available al the central administration 

4. This benefit will not be given to a person for the summer following an academic 
year if that person is not returning the following school year. No reimbursement will 
be made for classes taken during an academic year if the employee is not returning 
as an employee of the District the following contract year. If the employee resigns, 
retires, or otherwise voluntarily separates from service the year after being 
reimbursed, the employee shall return the amount reimbursed to the District. 

5. Teachers will become eligible for this benefit after receiving their second contract 
and after completing at least one full semester of service. 

6. Those persons who are entitled to academic reimbursement and who subsequently 
take a leave of absence will be entitled to their reimbursement upon return to the 
school system after such leave. 

7. Reimbursement will be made for only one course per semester to a maximum of 
four (4) semester hours. This limitation applies only during the fall, winter, or spring 
quarters. Reimbursement shall also include a maximum of four one-credit hour 
workshops. 

8. Certificated/Licensed personnel working a fraction of full time will be reimbursed a 
fraction of full time. For example, a certificated person working fifty percent (50%) 
of full time will be reimbursed at fifty percent (50%) of each hour successfully taken 
up to the maximum hours allowed in paragraph A above. A fraction of any hour 
will be rounded to the nearest whole hour. 

9. Certificated/Licensed personnel not receiving prior approval from the 
Superintendent or his/her designee for course work will not receive reimbursement. 
If approval is denied, this denial must be communicated to the teacher within ten 
( 10) working days of the date of receipt of the request. 

10. Certificated/Licensed personnel, having submitted an itemized bill and university 
grade slip, will meet criteria for reimbursement of their instructional fee and will 
have their reimbursement payment processed by July 31 of the current fiscal year. 
An official transcript shall be subsequently delivered Advancement on the salary 
schedule requires filing an official transcript. 

11. Reimbursement for academic achievement will become void if no contract exists 
between Bowling Green State University and Bowling Green City Schools. 
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Section 5.2 - Hospitalization 

A The Board will offer a PPO plan with the following monthly employee premium rates. 
Employee premium contribution shall be: 

Family Rate: $223.00 
Single Rate: $84.00 

8. The Board agrees to increase the lifetime cap for coverage to $2,000,000. 

C. The maximum benefit perlod deductible (single/family) shall be $200/$300 in network 
and $400/$500 out of network. 

Effective 1/1/15: It becomes $250 single/$500 family in network and $750 
single/$1500 family out of network. 

Effective 1/1/16: it becomes $500 single/$1000 family in networ1< and $1500 
single/$3000 family out of network. 

D. The maximum coinsurance out-of-pocket expense (single/family) under the PPO plan 
shall be $400/per member in network and $500/$600 out of network. 

Effective 7/1/14: it becomes $400 slngle/$500 family in network and $500 
single/$600 family out of network. 

Effective 1/1/15: it becomes $500 single/$1000 family in network and $1500 
single/$3000 family out of network. 

Effective 111/16: it becomes $1000 slngle/$2000 family in network and $3000 
single/$6000 family out of network 

E. The employee co-pay under the drug card program, and the mail order program, shall 
be: 

Retail (30-Day Supply): 
$10 generic 
$20 formulary 
$30 dispense as written (non-fonnulary} 

Mail Order (90-Day Supply): 
$20 generic 
$40 formulary 
$60 dispense as written (non-formulary) 

F. The in-network physician office visit co-pay shall be $20.00. 

G. As an option within the Wood County Schools Health Insurance Consortium plan, 
employees shall be offered on a voluntary basis the opportunity to enroll in the High 
Deductible Health Plan (HDHP} with a Health Savings Account (HSA). The employee's 
share of the discounted premium associated with this plan will be12% of the monthly 
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premium for single or family coverage. In addition, the Board of Education wifl 
conbibute $1 ,000 to the employee's HSA account in the first year of participation and 
$750 in the second year of participation. 

Deductibles tor the HDHP HSA shall be: 

Single $1,250 in network I $2,500 out of network 
Family $2,500 in network I $5,000 out of network 

Employees who enroll in the HDHP HSA shall be permitted to (re)enroll into the Super 
Med Plus PPO plan dunng any open enrollment period, and there shall be no exclusion 
of preexisting medical conditions. 

H. Employees shall also be permitted to participate in any minimum value plan offered by 
the Board of Education. The employee's share of the monthly premium for this 
coverage shall be 10% for single or family coverage. 

Section 5.3 - Dental Insurance 

For the duration of this agreement. bargaining unit members will pay $10.00 per month for 
a family plan and $8.00 per month for a singte plan. This coverage shall be for all 
certrricated/licensed employees who teach at least fifty percent (50%) or more of the school 
week. 

Section 5.4 - Retiring and Resigning Employees 

Retiring and resigning employees shall not have increases agreed upon by the Master 
Contract applied toward their July and August premiums for hospitalization or dental 
insurance in the year of resignation or retirement. 

Section 5.5 ·Life Insurance 

The Board shall provide each bargaining unit member with $50,000 of group life insurance 
at no cost to the employee. 

Section 5.6 - Section 125 

The benefits provided to employees by Section 125 of the Internal Revenue Code of 1986 
shall be made available to any bargaining unit member so requesting that their benefit 
erections be nontaxable. An amount not to exceed fifty percent (50%) of salary may be set 
aside by the employee for the selection of benefits, under Section 125 of the Internal 
Revenue Code, which may include bul not limited to the nontaxable benefits of major 
medical, disability, cancer, dental, non-reimbursed medical, and dependent care. This ptan 
shall be administered by the employer with an Insurance provider as the enrolter 
and record keeper of the plan. The insurance provider shall provide the school district a 
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hold harmless and a record keeping agreement that will further hold the employer risk-free 
under the IRS provisions regulating non-reimbursed medical payment. 

Neither the employer nor the employee shall incur any fees for the setup, enrollment and 
administrative services provided. 

Section 5.7 - Pay Periods 

A. The faculty of Bowling Green City Schools will be paid twenty-six (26) pays per calendar 
year. 

B. Pay stubs shall be available electronically on payday. Employees are required to have 
their. paychecks direct deposited at their bank. 

C .. Payroll deductions: 

1. All deductions from pay will be equalized over twenty-four (24) pay periods. The 
remaining two pay periods will have no member authorized deductions, i.e., just 
deductions for taxes will be taken out of these two pay periods. 

2. Pay periods will be alternating Fridays. 

Section 5.8 - Tuition Waiver 

The nonresident dependent children of certificated/licensed staff members shall be afforded 
tuition free enrollment in !he Bowling Green City School District subject to space availability 
and the rules and regulations of open enrollment. Assignment of student(s) to a building 
and class shall be at the Superintendent's discretion. 

Section 5.9 - Insurance Waiver 

1. Beginning with the 2002-03 school year, any certificated/licensed staff member who 
watves the right to health insurance for a benefit year (September 1 through August 31) 
will receive a lump sum payment on the second pay period following the completion of 
that benefit year that shall be equal to, for those on single coverage, 34% of the Board's 
share of the single coverage PPO annual premium, and for those on family coverage, 
34% of the Board's share of the family coverage PPO annual premium. 

When both spouses are employed by the District and are enrolled in the District's health 
insurance plan, neither spouse is entitled to receive the insurance waiver payment set 
forth in this Section. 

2. In the event of a change in the need for coverage due to a major life event causing the 
cessation of the teacher's alternate source of coverage during the waiver year (death of 
spouse, divorce, dissolution, loss of spouse's employment, etc.), the teacher may 
reinstate coverage effective the first day of the following month without having to meet 
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any pre-existing condition requirement provided the proper application card has been 
completed and submitted to the Treasurer. Such entry into the insurance program will 
preclude the bargaining unit member from receiving the healthcare insurance waiver 
payment in lieu of coverage as indicated during the waiver year. 

3 Should a certificated/licensed staff member elect to participate in the program, the 
certificated staff member must submit a written notification of waiver and verification of 
alternative coverage to the Treasurer by September 30, of each year for the duration of 
this agreement. 

Section 5.10 - Health Care Optimization 

In the event of dual coverage, the Board shall, through their insurers, coordinate the 
healthcare benefits of a covered employee or dependent to achieve the optimal care with 
the ieast out of pocket cost to the empfoyee through the application of the "birthday rule." 

Section 5.11 • Criminal Background Checks. 

The Board shall conduct criminal background checks required by state law for teachers, 
and the Board shall charge teachers an amount equal to the FBI and BCI charge for 
furnishing such reports, which charge is $46.00 and shall rem<iin <it no more th<in that 
amount for the life of the agreement. 

SECTION S - RETIREMENT/RESIGNATION 

Section 6.1 - Retirement/Severance Pay 

A Upon retirement of a member of the bargaining unit, the Board shall pay a sum equal to 
the employee's daily rate of pay excluding supplemental salary, times one-fourth (1/4) of 
the employee's accumulated but unused sick leave to a maximum of fifty-five (55) days 
beginning with the 2014-2015 school year. Those employees who retire under this 
section shall be required to serve no less than ten (10) years in the Bowling Green City 
School District to be eligible for such payment. Further, if a certificated/licensed 
employee informs the Superintendent in writing of the intent to retire at the end of a 
school year prior to March 1 of said year, that teacher will be entitled to an additional 
$1 ,500 in severance pay. 

B. For the purpose of Section A above, retirement shall mean disability or service 
retirement in the State Retirement Service. 

C. Prior to this payment, the Treasurer of the Board of Education must have evidence in 
his/her possession that the ce1tificated employee is in fact in a status of retirement from 
the teaching profession in Ohio. This evidence shall be written notification supplied by 
the State Teacher's Retirement System of Ohio. 
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D. Only those members of the Bowling Green City School District certificated/licensed staff 
whose effective date of retirement with the State Teacher's Retirement System of Ohio 
is no later than ninety (90) calendar days after the last paid day of service wlth the 
Bowling Green City Schools, shall be eligible to be paid for such accrued but unused 
sick leave credit. 

E. Payment under Subsection A shall be made only once to any employee and such 
payment shall be considered to eliminate all sick. I.eave accrued by the employee at the 
time of payment. 

F. All teaching staff resignations or retirements shall have definite effective date of end of 
service. No last day of school or end of school year term will be accepted. 

G. Death of an employee of the Board does not deny said employee of his/her rights to 
severance benefits. 

H. Payment of retirement/severance pay will be made within sixty (60) calendar days of the 
employer's receipt of notification from STRS as set forth in (C) above. 

Section 6.2 - STRS Pickup 

The Board shall designate each employee's mandatory contributions to the State Teacher's 
Retirement System of Ohio, made after the effective date hereof, for the 1985-86 and 
subsequent school years, as picked up by the Board as contemplated by Internal Revenue 
Service Revenue Rulings 77-462 and 81-36, although they shall continue to be designated 
as employee contributions as pennitted by the Attorney General Opinion 82-097, in order 
that the amount of the employee's income reported by the Board as subject to federal and 
Ohio income tax shall be the employee's total gross income reduced by the then-current 
percentage amount of the employee's mandatory State Teacher's Retirement contribution 
which has been designated as picked up by the Board, shall be Included in computing final 
average salary, provided that no employee's total salary is increased by such pick up, nor is 
the Board's total contribution to the State Teacher's Retirement Syst:em of Ohio increased 
thereby 
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Section 7 - GRIEVANCE PROCEDURES 

Section 7.1 - Definitions 

A. Grievance: A claim by a member or group of members of the bargaining unit involving 
an alleged misinterpretation, violation, or misapplication of any of the proVJsions of the 
negotiated agreement entered into between the Board of Education and the 
Association. 

B. A grievant shall mean an employee or group of employees within the bargaining unit 
alleging that some violation, misinterpretation, or misapplication of this Agreement has 
actually occurred. A grievance alleged to be a group grievance shall have arisen out of 
similar circumstances affectmg each member of said group. 

C. Association shalr mean the Bowling Green Education Association. 

D. Board shall mean the Board of Education of the Bowling Green City School District. 

Section 7.2 - Purposes!Princfples 

A. The purpose of this procedure is to secure, at the lowest possible administrative level, 
equitable solutions to the problems which may affect the welfare or worl<ing conditions 
of members of the bargaining unit 

B. Both parties agree that these proceedings shall be kept as informal and confidential as 
may be appropriate at any level of the procedure 

C. Nothing contained herein shall be construed as limiting the right of any teacher having a 
problem to discuss the matter informally with an appropriate member of the 
administration or with a designated representative of the Association. 

D. Any member of the bargainrng unit shall have the right to present a grievance to such 
person and only through such channels as are designated for that purpose. 

E. A grievanl shall not be denied his/her legal rights under the law. provided, however, 
upon the filing of a complaint by the grievant or on the grievant's behalf in any court of 
competent Jurisdiction demanding relief upon a matter which is the subject of a pending 
grievance, such filing shall be deemed a waiver of the rights granted herein and the 
grievance shall be dismissed. 

F. No reprisal of any kind shall be taken against any person participating in the grievance 
procedure by reason of such participation. 

G. Decisions rendered at all levels of the formal grievance procedure shall be in writing, 
setting forth the decisions and the reasons thereof. 
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H. Forms for filing and processing grievances shall be prepared by the central office and 
made available through building principals, the Association and school representatives. 

Section 7 .3 - Informal Procedures 

A. The grievant should first discuss the matter with his/her principal or administrator or 
supervisor to whom he/she is directly responsible in an effot1 to resolve the problem 
informally. 

B. If the grievant is not satisfied with the disposition of the matter, he/she shall have the 
right to have a representative of his/her choice to assist him/her in further efforts to 
resolve the problem infonnally with the principal or other appropriate administrator or 
supervisor. 

Section 7.4 - Formal Grievance Procedures 

A. Step One - Fo1Tnal 

If the informal discussion does not resolve the grievance to the satisfaction of the 
employee, such employee shall have the right to lodge a written grievance on grievance 
form {Appendix C) with such employee's building piincipal (or supervisor. If such 
g1ievance is not lodged within thirty (30) calendar days following the act or omission 
which gave rise to the grievance, the grievance shall no longer exist. Where continued 
acts or omissions have been perpetrate<:! on an individual or a group, such grievance 
shall be filed within thirty (30) calendar days from the most recent act or omission. The 
written grievance shall be on a standard form supplied by the Board and shall contain a 
concise statement of the facts upon which the grievance is based, and a reference to 
the specific provision of this Agreement allegedly violated, misinterpreted, or 
misapplied. A copy of such grievance shall be filed with the Superintendent. Upon 
written request, a hearing shall be conducted by the principal or his/her designated 
representative within ten (10) working days after the receipt of such request. The 
aggrieved employee shall be advised, in writing, of the time, place, and date of such 
hearing and afforded representation rights at each formal step. 

The building principal, supervisor or his/her designated representative shall take action 
on the written grievance within ten (10) working days after the receipt of said grievance, 
or, if a hearing is requeste<:I, within ten (10) working days after the conclusion of said 
hearing. If no action is taken within this time, the grievance shall be advanced to step 
two. The action taken and the reasons for the action shall be reduce<:! to writing and 
copies sent to the employee, the Superintendent. and Treasurer of the Board and the 
President of the Association. 
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B. Step Two - Formal 

If the action taken by the building principal, supeivisor or his/her designated 
representative does not resolve the grievance to the satisfaction of the employee, such 
employee may appear in writing to the Superintendent within ten (10} working days from 
the receipt of the written notice of the principal's or his/her designated representative's 
action on said grievance. Upon request, a hearing shall be conducted by the 
Superintendent or his/her designated representative within ten (10) working days after 
receipt of the request. While no formal agreement shall be executed without the 
approval of the BGEA and the Board, the parties mutually pledge that their 
representatives will be clothed with all necessary power and authority to make 
proposals, consider proposals, and make concessions in the course of the hearing(s}. 
The aggrieved employee shall be advised in writing of the time, place, and date of such 
hearing. 

The Superintendent or his/her designated representative shall take action on the appeal 
of the grievance within ten ( 1 O} working days after receipt of the appeal, or, if a hearing 
is requested, within ten (10} working days after the conclusion of such hearing. The 
action taken and the reasons for the action shall be reduced to writing and copies sent 
to the employee, the building principal, the Treasurer of the Board and the president of 
the Association. If no action is taken within this lime, the grievance shall be advanced 
to step three. 

C. Step Three - Formal 

If the Association and aggrieved person are not satisfied with disposition of Step Two, 
the Association may request that the issue be sl1bmitted to arbitration within fourteen 
(14) working days after receipt of the written notice of the action taken by the 
Superintendent or his/her designee. 

The arbitrator shall be appointed by the Board and the grievant, or their designated 
representatives, from a list of seven names submitted by the Federal Mediation and 
Conciliation Service. If the parties cannot agree on the selection of an arbitrator, the 
Federal Mediation and Conciliation Service shall submit a second list of seven names 
from which the parties will alternately strike names from the list until only one name 
remains, who shall be arbitrator. 

The arbitrator shall have no power to alter, add to, or subtract from the terms of the 
Master Agreement, board policy, administrative rules or regulations, public laws, and 
statutes and shall be prohibited from making any decision contrary to law. The 
arbitrator shall issue his/her disposition of the grievance, in writing, within ten (10) 
working days after hearings or in accordance with arbitration rules. If the grievant 
prevails, s/he shall be made whole within thirty (30) working days after the disposition 
has been received from the arbitrator. The arbitrator shall make his/her report to the 
aggrieved, the Superintendent, the Treasurer of the Board. and the president of the 
Association. 
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The decision of the Arbitrator shall be final and binding on the Association, the 
Superintendent of Schools, the Board, the grievant and all members of the bargaining 
unit. 

The cost of the arbitrator shall be divided equally between the pa1ties. 

'Working days" are days when the Central Office is open for business. 
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Section 8 - SALARY 

Section 8.1 - Hourly Rate Compensation 

The Board agrees to pay the certificated employees the hourly equivalent of the B.A. base, 
Column 0 for services that are to be compensated per hour of performance This is to 
include tutorial services. 

Section 8.2 - Mileage Rate Compensation 

The Board agrees that the mileage rate shall be at the rate per mile approved by the 
Internal Revenue Service for mileage that is driven for an official school function. 

Section 8.3 - Salary Schedule 

A. Schedule 
• Salary levels for teachers new to the District are located in Appendix D, ie. D-1 

(2014-15), D-2 (2015-16) and D-3 (2016-17) 
• Appendix D-4, D-5, and 0-6 are provided for reference to teachers hired prior 

to the 2014-2015 school year. 

Effective July 1, 2013: 

• No employee will be eligible lo move into the 150 Hours Column. Those 
employees who are already in the column will remain in the column until eligible 
for education advancement to another column. 

• "Spec./MA+45" becomes "Spec. Degree" Column. 

• "MA+60/Spec.+15/PhD" becomes "PhD/EdD" Column. 

• All employees in the "Spec./MA+45" and "MA+60/Spec.+15/PhD" Columns as of 
June 1, 2013 are grandfathered in said columns. 

• Any coursework that begins after June 1 , 2013 will not count toward the Spec or 
PhD/EdD columns unless a Specialist degree or PhD/EdD are obtained. 

Effective for the academic year 2014-2015, existing employees who completed the 
requirements for educational advancement on or before October 1, 2013 will advance 
educationally on the 2013-2014 salary schedule. 

Effective for the academic year 2014-2015; existing employees with 5 years or less 
experience will have $500 added to their salary rate paid for the 2013-2014 academic 
year plus a 2.25% increase. Existing employees with 6 years or more experience will 
receive a flat 2.25% increase on their salary rate paid for the 2013-2014 academic year. 

Effective for the academic year 2015-2016, existing employees will receive a flat 2.25% 
increase on their salary rate paid for the 2014-2015 academic year. 
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Effective for the academic year 2015-2016, existing employees will receive a flat 2.25% 
increase on their salary rate paid for the 2015-2016 academic year. 

For all employees who complete the requirements for educational advancement after 
October 1, 2013: 

• Upon achieving 15 graduate hours beyond a Bachelor's degree, an employee's 
base salary will increase $250. 

• Upon aciiieving a Master's degree, an employee's base salary will be increased 
$2,000. 

• Upon achieving a master's degree plus 15 graduate hours, an employee's base 
salary wlll be increased $750. 

• Upon achieving a Master's degree plus 30 graduate hours, an employee's base 
salary will be increased $750. 

• Upon achieving a Specialist degree, an employee's base salary will be increased 
$1000. 

• Upon aciiieving a PhD/EdD, an employee's base salary will be increased $2000. 

B. Academic Credits/Coursework Defined 

Only graduate level academic credits, as defined herein, may be used for movement 
on the salary schedule. Graduate academic credit is defined as course work taken 
from an accredited university designated as academic credrt by said university and 
applicable toward a graduate degree The individual does not have lo be enrolled in 
the graduate program. Coursework must be pertinent to the employee's current 
classroom teaching assignment(s). Beyond MA+30, coursework including, but not 
limited to, seminars, workshops, professional development, and courses offered 
through clearinghouse companies will not be accepted for movement on the salary 
schedule unless approved by the Superintendent. 

Coursework must be approved in advance by the SuperintendenUdesignee using the 
Coursework Approval for Salary Advancement form (Appendix G). The form must be 
submitted to the Human Resources Administrator at least 30 days prior to the first 
day of class. 

Official transcripts must be submitted to the Human Resources Administrator by 
October 30 of each year. 

C. Movement on Scale Within Master's Columns 

Emp!oyees who have obtained a master's degree V'lill only be able to advance one (1) 
educational cclumn In a contract year. 
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Section 8.4 - Supplemental Contract Notification 

Supplemental contracts are for a one (1) year period and are for responsib1l1ties beyond a 
basic teaching contract. All supplemental contracts shall be deemed not renewed at the 
end of their tenns without further notice to the employee. A supplemental contract may be 
shared at the Board's discretion. 

The issuance of succeeding supplemental contracts shall be solely within the discretion of 
the Board, which may re-employ the incumbent in the position if ll is re-established for the 
following year without first posting the vacancy. Furthermore, an individual may request in 
writing that the Board make a decision on re-employment. The decision must be given to 
the employee in wnting within sixty (60) days of said request. If no notification is received 
by the employee within the sixty (60) days, the employee is automatically re-employed. 

Section 8.5 - Supplemental Contracti:s: Experience and Other Items 

A. An individual who is hired into the Bowling Green School District will be credited for up 
to five (5) years of previous experience in an equivalent supplemental position, 
provided that previous experience was in other public school distncts or in chartered, 
nonpublic schools. This does not apply to supplemental salary positions which have 
been compensated for fess than five (5) years. 

B. Supplemental staff members of the Bowling Green School District who move within an 
activity (e.g. Head Coach to Eighth Grade Coach) will be granted the years of 
experience earned at their previous level. 

C Sports medicine and CPR certification: The Board of Educalton shall provide and pay 
for an annual working session for all staff required to have certification in Sports 
Medicine and Cardiovascular Pulmonary Resuscitation. This session will be made 
available as early as possible to the first student day of the school year. 

Section 8.6 - Non-certificated - Supplemental 

Individuals hired to fill supplemental contracts who do not hold a valid Ohio teacher's 
certificate/license but who hold a minimum of a baccalaureate degree will receive a 
supplemental salary calculated by mulbplying the appropriate ratio times the base salary 
schedule of certificated personnel. 

Section 9 - ADDITIONAL ITEMS 

Section 9.1 - Maintenance of Standards 

During the duration of this Master Agreement, the Board shall maintain all terms. 
conditions, and benefits of employment which are the subject or any provisions of this 
Master Agreement at not less than the level in effect as of the effective date of this Master 
Agreement No eX1sting Board policies, instructions, or handbooks shall in any way limrt the 
rights granted teachers In this Master Agreement Any po1tion of the existing documents 
that is inconsistent with any lawful provision of this Master Agreement shall be ineffective. 
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During the time of this contract as set forth in the IMPLEMENTATION AND DURATION 
section, paragraph A., the Board and the Association are not obligated to bargain 
collectively on any subject matter unless both parties mutually agree to re-open said 
contract with respect to that subject or matter. If necessary to comply with requirements of 
state and federal legislation, regulation, or court decisions, the parties will meet and 
negotiate as required to comply with such legislation, regulation or court decision. 

Section 9.2 - Management Rights 

The Board hereby retains and reserves unto itself, without limitations, all the powers, rights, 
authority, duties, and responsibilities conferred upon and vested in it by the laws and the 
Constitution of the State of Ohio and of the United States, except as expressly limited by 
the terms of 1his contract. All management rights not specifically abridged by this 
agreement are retained by the Board. 

Section 9.3 - School Board Agenda 

The Association President shall receive an electronic copy af the Board agenda and 
addenda by e-mail no less than thirty (30) hours prior to such meeting. Each agenda shall 
include the normal attachments except attachments provided for the confidential 
infonnation of the Board. 

Section 9.4 - Academic Freedom 

The parties recognize and acknowledge the importance of academic freedom to all 
employees covered by this agreement in the study, investigation and presentation of the 
adopted courses of study circumscribed, however, by state and local policies, curriculum, 
instruction content, and methodology. 

Section 9.5 - Grade and Placement Policy 

Teachers shall have the right to award an evaluation grade to students and will be notified 
and consulted if the assigned grade is considered for change. Teachers will not be 
required to change student grades. Student grades will not be changed by principals 
without consulting the teacher. Promotion or retention of students wifl not require changing 
teacher grades by teachers. 

Section 9.6 - Subcontracting 

The employer agrees that no reduction in force shall occur within the bargaining unit as a 
result of subcontracting of work presently performed by members of the bargaining unit 
during the term of this contract. 
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Section 9.7 - lmplemantat.ion and Duration 

A. This Collective Bargaining Agreement will be effective from 12:01 a.m., July 1, 
2014, and will continue in full force and effect until midnight, June 30, 2017, and 
from year to year thereafter unless either the Board or the Association serves 
written notice on the other of Its Intention to amend or modify this Master 
Agreement not earlier than 150 days nor later than 120 days before the expiration 
of the Agreement. 

B. The Board shall not, during the period of this Master Agreenient, officially adopt or 
implement any condition of employrnent contrary to or inconsistent with any term 
or condition of said Master Agreement 

C. The policies enacted by this Master Agreement, when adopted by the Board, will 
supersede any rules, regulations, or practices of the Board which may be contrary 
to or inconsistent with terms of the Master Agreement 

Signed at Bowling Green, Ohio, this ;;i0f!· day of ;tJAj _, 2014. 

Bowling Green Education Association Bowling Cb1een Board of Education 
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DOWLP.iG GREf,'i CT rv SCUOOL DLSTJUCT Teacher Evaluation: Self Assessment (Optiolllll) A-1 
-

Self-Assessmen t Summarv T ... 01 
l>irections: Te•chers mould rec~rd evidence 10 indicate strength> and are<IS for growth for oach standard. ~xrnr -- -
Then, look acnis~ Hll c>t the ;tandards holistically aod idcnci fy .(}Y(l primities for rhe upcomi~g year. Note these D.tlc .. - ·-two priorities wilb check marks in the fur-righl col11mn. 

Stllndard Strengfus 
Artu(or ~rioriti•.$ (Clieck 
Growth 2\ . Kn<1',},JC'~ ,)fbt)w sludi:nlx le.'tm ~n<I (If smdcut dC\'t]Dpnleat 

Staodard I: • l.'nM1$UlJdf.ng of y,:Jr.ft' ~..id~nu ~.,, u1d ~ able to do 

• ll!iJ>-'lllli<>"' lb< all •l0<1m:\ 
S!Ddent> • Rc;pc<"I for Dil irudt:ll 

ldentifiati1:n. ~tnu:riOf\ m<I i.Dh"'MJ'ld.:io l'Of ~ ~atXno 
. 

• 
.. ·- . .. 

• Kn(')" 'h:dgc of conl,tnt 

St:Andard l: • Use of col'!tcnt- spec? fie in!:tnn.:lilmW 11c:mu:~ics to teach <'-On«p" and r;kjlJs 
• T<nowl::.ctg::. \)f sclloc-1 and distrk: cwi:Culum ruiorities f.nd Ohl1:1 aoa.<1CJ.\lle ~Otlt~n $1Mliliird.-< 

Cooteot • RclMiooshiy of knf}w}c:d.i;c: wichin the ~ist1lplinc t<> oth.u COJJl.enl mu.-i 
• Ccnu~tiro of oo:-.tcut oo Ii~ expetion~ .,mt ~re~ cipportuttitics 

- . 
• l::nnv;lo:Jg.:;:; of _,s3c3smcut ty-;>Ci 
• l.'f\" cif 't·aried di.agu~lic, fnnnu&.i\o ~d ,u,1\IMti\'C- 83~~ss~1~ 

Stsmlard J: • An aty.;h. cf dJu \i> mooiw. iCU:letn rr.oah:~ und m pron, dtffi::t~ia:t..l Md modify in."11Uci.k"IO 
As.sessmeot • C:xruumt"'tiM of ttSuk.s 

• l1"1Cllt)i(.f1 -0f st00:m slf..a,,~r& and ~'<d~ting 
' -

• Alii;n~ent !t' scltOol and distlk"t P1ionti.t:\ t."Tld On""' P."C11dc:n;ic -~ttcut sW>J&l'd5 . 
• Use of $Cude:nL intlITTf'l}ll.lQn IX' pleitt &nd liclh'Cf' ill.>Lruction 
• (;l)mTnUJ'lfoatiOU c-t_· clear 1.?asaitlg iOalS 

Staodard.4: • Apr.lii;w.i1m 1lfkno.,..·l:;dg~ Ctf !':ow £tudttl.U lettn1 11: lnsuu.;.:.lkmul design and dctl'\•tf) 
Jn~truction • OJ.ttb·,~nriatioa of instru;;tinn tn snppurt lcit:uing needs of all ~wUcnts 

• lY~ <.'f ticti\•fai~ to prowme ~eptnJc:ni;tf 11.nd pco~lcnt-soh'illg ' 
• l,.'s-: c'1'Vitl'ied c.esour;.:b> 111 supJlort let111\¢f ll~"s 

. -• ~u ~ ::q.urtlblic C!tm:lll!:JX of oil ituJii!:m., 
Standard 5! Crt.:.ti'>tt 4lf11suf::. &earning ;:11Va<JUUX.."'!I 

. 
• 

U:tralag • Use of s..orarcgks tc ~til"alt Sb:denL" 'I> \~f'.'C"~Y aa..d ~ rororuitJiUI'\' fo1 lcunjag 
Environmmt . Ct::dim of1ctll'Ding si.tuoo\m we 1nck.""tttt.lad and CQllabvcati\it \\'Od:: 

• f\.1.a.i.n:t~M(t an tn~·lrunh~:mt ~a\ ts conoueJv.; to lem:1j~ ft.•r aU sfnl'k::nts 

.. 
SW>dard 6: • Clo11r 11nd cft:Nth·c c0Jnn-u.1.<t?1.=a1.i\m 

Collabora1lon • Shu:od n:iipnnsibil~,; wHh pat'C1nsl..::atti,tiv~ to snppon studc.ut ka:~ 

& • Collllhorntion with e>tbel' teaclit:r'"• udministrl'\tors. $Chool a.ud dis.lrict ~h1lr : 

• CoJJub1lnsf.ion with lo.;aJ coJ.Wnw1icy 4.1encie.-: 
Communication 

t:ndc1stanJi11g ~,f :ind adh.:TtU-oc w pro!essi¢u'11 eltll\;,..., ;i11li:;i:J aaG l..:g~( codiM 
.. -. 

Stsodard7: • 1-'.'U~mctlt id COOtiuUC>tb: pwpn.~ul plcft:ssion..1l dl.!vekiptnenl 
Profemna•I • 'Outrt. '"$~as. &D ageat -0! cla1_gc,, ~ J'll»ID·c impecc on ~Q: qualify and Jrulicc'J 

latpoasibility 
: 

~;fnc\.~ 
•• a Growth 
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BOWLING GREEN CITY SCHOOL DISTRICT Rro~sion~:Goal Setting Toql A=2 

Pt IG IStt' TI ro ess1ona oa - ·e Jllfi 00 
l!•rt 1.1: Gonl-Sttting and Pl••ning. (to be.comp lend by the,\>achcr ood •~•luat.or~'>t tho b,oginn1ng oftb1' year) 

Dota Sources th•t Indicate Need !Or Action (froni Stand..-d (s} for Goal 1- circle all that apply: 
various sou~s as r~leva."'lt) 

l· Student< 5- Lwmng Enviroruneni I. 
)\'l\mC 

2. 
2· C<)ntent 6- CoHaboraci.on and Conununication 

3. 3. Assessment 
D•te 

' 
7- Prof~s~ion& re:>poruiibility and Gro,,·th 

I 4- In~uuct!on Evatuacor 
i 

Sll-IAR1 (specl!ic, measuroble, attain•ble, relevant, and time-bound) Coal J: 

Action ts1er>s Cot Go•ll I E_\ii:Jeoce_ Tu.dic.Ator.s Evtd.hce!Ariillu:u to Collea Timeline 

' 

' 
; 

i 
.Parrl..?-: Go~l,.Sorting ond Planning (to be.com·p)Cted bs tffuc•chor and ~Ya.luator atth .. Jieginn10g.ofthe·y.ear) 

. 

Dara Sources that lndicate ~eed for 1\ction (from various sources as relevant) Sta,dard (s) fur Goal 2- cin:Jc all that •pply: 
I. 1-

I 
Studmts 5- Learning Environm~nL 

! 2. 
! 2- Content 6- Collabo:ation nnd Comm1:nie<>lion 
. --

3. As!(es..~nlellt 

' 7- Professiont.l responsibility and Grov.th 

i 4- lnstruction 

SMAR1 (specific, measurable, attainable, rele••ant, artd ti:me-bound) Goal i: 

.A~fion..su;ps'for Goal L I .£Videocflndf~a10R; EvfdtncefA.rtiraeu to Coll•ct 'T'mtelhi'e.. 
I 

I 
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BOWUNG GREE:\ CITY SCHOOL DIS'l'lUCT 'l>.rofessional Goal Setting Tool A:3 
LopUOnaJ for'tontiuufng contr:actttachtrs. m1fndator)•; fOr all others) 

Professional Goal-Settin2 Tool (Part 2) 
Part2: Mia-Yearl'rouress Gheck-fGoalS'l and..2) 
Date of l\fid~Y ear Pro!!ress Check Conference: 

···- -· .... ·- -·-.. -· 
f' or teacher to .:omplete: Fur evaluator tv .:omplete: 
What has been your progress so fur - action steps, evidence collection'' I low successful ha.q the teacher heen to date at working towards tbc goal$? 
How b.as thi~ work impacu~d your lcachiilg and student learning? What support would be helpful for thh teacher to meet these goals'! 

i··~Yba.t are Y.Our next stee;<_? ______ .... ··-· 

Part3: End-oFY.ear Eva,luatiOQ and RCflection (Go~.ls 1 .a.nd 2) 
Date of End-of-Year Conference: -····· .. .. 
"For teachel' to complete: Fur evaluator to complete: 
\.vl1at h<tve you learned? Evaluation of final outcomes: How well did /eacher meet the goafs? 
What did you accomplish by worki.ll.g on thc~c goal8? Impact on student teaming: How did this work e.,(fecr srwkm learning? 
Will you continue to work on these goals'! How? ..... -......... -· -·. 

' 

! 

Teacher Signature--------------------- Date 
-------------~ 

flvaluato,. Signature---------- Date ______ _ 
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BOWLL\"G GREEN CITY SCHOOL DISTRICT JTofessional Goal-Setting Rubric A-4 
(o.ption•I ror co~1inuiog cootruU"'lclt•'1. mandatory for all others) 

Professional Goal-Setting Rubric 
lo OTES, the work that teachers put into the goal-setting process infonns the end-of-year summative rating of the teacher's effectiveness. Evaluators 
may want to use a rubric like the follov.illg to rate the teacher's perfol1Jlauce. Because teachers have engaged in the goal-setting process \\ith their 
evaluators, many potential problems \\ill ha\·e likely been resolved early in the process. By the end of the process, it is assumed that teachers will 
have set measurable, rigorous goals and taken clear steps to achieve theiu. 

Professional GoaJ-s~~ao Ratinir Rubric 
lileffective Develonimz Skilled Accomnlished 

• Data are not used t-0 identify • Data are reviewed, but the :• Data are reviewed for • ::vfu ltiple dara sources are 

NEEDS needs. needs of specific student strengths and weaknesses and reviewed in depth. 
ASSES$ll{EN"C/ • Goals are not tied to the groups are oot examined in for specific groups of • Goals target specific 

DATA.SOURCES standards. depth . studenrs. ' stru:Jdards. 
' 

• Goals are not ri&orous or • • Goals are tied generally to • Goa ls target specific 
measurable. stBndaroi;. ,;aandards. 

• Goals are not measurable. • Goal; are measurable. • Goal3 are measurable. • Goals are measurable . 
• Planned steps do not allow tor • Action steps link to the goal • Action steps are clearly linked • Action steps align "1th l'he 

mid-point progress chcc)<. but may not allow for regular to the goal and allow form id- goal and allow for regular 
• Planned steps do not reflect progre.s.s checks. point progress check. progress checks. 

good practices. • Planned steps reflect good • Planned steps re'flect good • Planned steps are strongly 
ACTll;>N STEl'.S/ • Teacher does not meet teaching practices. teach.ing practices. based in reliable and valid 
~:ENCE timelinc for action steps. 

' • Teacher may not meet •• Teacher meets timeline for 
' 

research-based practices. 
INDICATORS • Ko artifacts are collectl!{i to timeline for all action steps. action steps. • Teacher meets set timelines, 

demon.-irare progress. • Limited artifaet> are collected • Artifacts collected and may set additional steps 
to demonstrate progress. demonstrate progress to"'11rds at)(! timelines as a =ult of 

goals. progress checks. 
• Artifacts provide ;trong and 

thorough evidence. 
• Goals are not rigorous. • Goals are easily obtained; a.ot • Goals ore challenging. • Goals are rigorous; 
• Goals are not met. a stretch for teacher. • Goals are met or, if 1101, ach ievement is demanding . 

£VALUATION/ • Teach er cannot reflect • Teacher demonstrates limited teacher communicates • Goals are met or, if not, 
.REF,L&CTION thoughtfully on the proceis or reflection on learning . learning and ne:>tt steps. teacher can communicate 

convey learning. learning from goals and nex.t 
steps based on dam. 
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BOWLING GR.E.E..~ CITY SC8 00L DISTRJCT Teacher's Form - A-5 

Pre-Observation Planning and Lesson Refleetion Form CP•eel) 

Lesson - 4·.a.l Rdleclion - 4.a.3 
KNOWLEDGE Of STtJDl:NIS (51a11<l•1d l. S1oden1<) 

• What should the evaluator know about the ;tudent population? 

~ 
Q.. 

LESSO'< Q !l.L!V)!;JU' {S<llldm 2. C...kft/ SUl\lb:d •. iMN;;rlon) 

• How will Ille aoals for 1..-arniag be tollllllunicl!led. ro students? 

• W'hal lnsa'uctional Slratcgies and me1bods will be used ro engage students aTid pr~ 
indcpcudelll learning and problem solvloa? 

= u 
~ DlflltRt;!\TlATI0:-1 (Sl•n~ord l: SNdl!Jl!$ / Slftndl\rd 4: Tn,ITuCLion) 
~ • How will \he lMcructiooal stratc11ics &ddress all srudent;' learnin~ Meds? 

• How wlll the lesson ensage and challet11i1e smdent; of all levels1 
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BOWLT\"G GRF.F,:N CJTY SCHOOLDL5TRICT Teacher's Form - A-'~ 

Pre-Obscn•ation Planning and L·esson Reflection Form (pag•3l 

( Lesson - 4.a.1 Reflection - 4.a.3 
JIBSO"C"H.C.J;;S (Slln<Wd 2 C' .... 1cn1. i St...d«d 4: '1"""'1onJ 

• What J'Csourceslmarerlals will be used in instruction? ; 

= . . .. ... 
u CLASSROQ~ ,E~V !!~O;'lll\1111\T 

< (StM~atd 1: SludeuU / ~Wnduri.l 3: T.i:nlmin:; 'F:n-.· irr}n«.=n~) 

~ • How will tho environment support all students and srudent learning'/ 

~ • How will dilT•-r~,,t grouping strategies be used effectively? 

... . . 
ASSl::.SS:.'1£ NT Of STUDf.NT Lf..ARl'il''IG ~~t .. a•rd 3: 1\£.SCUJ»tnt) 

• How will you check for understanding during the lesson'/ 

. oo • What products or dernoumations will assess student learning i achievement of goals for 
00 instrnction? 

~ 
00 
00 
~ 

I -
t>re-O:mfereoci.: lnitinls: 'I cacher ------ Ev.Uuid or _____ _ 

Post-Colllerence I nitlols: 'I' cacher _ ____ _ Ev1tluutor - ----- Date & Tiwc of Pre-Conference: --------------
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BOWLING GREEN CITY SCHOOL DISTRICT 

Formal Observation: Guidelines for Evaluato1·s 

Evaluators should bring the following to the formal observation: 

• The roost recent version of the teacher's Pre-Observation Planning and Lesson Reflection Form (with aoy revisions from the conference) 

• The Observation N(l.l'rative Form 
The evaluator should use the Observat:Um Narrative Form to record observable evidence a.round each element on the form. These notes should 
document what is observable in the classroom - what is seen, heard, or observed. These notes should not include an evaluation or analysis of what 
this evidence suggests about the teacher's practice. 
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lJO"VLTh"G GREEN CJTY SCHOOL DISTRICT 

Obser,ration Narrative Form 
OliRel'Vation: 

Teacher~~~~~~~~~~~~~~~~~~~~~~­

School 
~~~~~~~~~~~~~~~~~~~~~~~ 

Subject __ ~~-----------------
Grade __ _ 

1 

Evaluator' s Form-(Optional) A-6 

2 

Evaluato1· ___ --------------------

Date & Time of Pre-Conference 

Dute & Time of Observation 
---------------~ 

Date & Time of Post-Conference 
-------------~ 

DIRECTIONS: During the classroom observation, the evaluator records evidence for each of the following. 

Criteriafor Qb'sen'ation I PO:ssible Sources <ifEvideoce E'l•lilu.ator Ob'servations 
LESSON DELIVERY (Stanaora • ( ,c~son ohjcctlvc~ 
2: Coote:a.: StMdNd 4: Insccoc.tioa) communicated or posted 

• Communication of 
clear learning goals • I.::xp!icit reference to 

Use of activitiei; to 
objcctiv¢S 

• 
promote • C~lca.r prnccdurcs 
independence ;u1d 
prob km-solving • Clarity of objectives 

~ u • Use of content- • Student understanding of 

< Rpecific instrnctional oqjectives and ofh<>w f(> 

~ strategics to I.each participate 
E- concepts and skills 

• rvtcaningful US!,) of 

• Application of examples to support 
knowledge of how student learning 
8tudcnts Je.arn to 
irn;tru<.1ional design • Student behaviors and 
and delivery products that indic.ate 

engageroent 
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BOWLL\'G GRai~ CITY SCHOOLDISTIUCT Evaluator's Form - A-6 

Cri*eria for Obsel"V!ltio11 Possible Sources of EVidence Evaluator Observations 
J)TFFE@-'iI[A.IlQ~ (Stan6oro • 
1: S.Ludents :' St&odard 4: Tn~truc:tion.) 

Evidence of differentiati<>n I 

• I de ntifi C!'lti on, • Attempt 1o modify pace. 
instruction and conmit, produas for 
inrel"\·eotion for individuals or groupS 
special populaiioru .. All students appear 

• Differentiation of appropriately challenged 
instru.ction to support 
learning needs of all 
students 

' ; 

= RESOURCTS • Resources approptiate to u (St<ndor<l 2: Contcnt i St..nd.rd 4: students < 1n:;tructic.n) 

~ • Use of varied • Rescmr<:os aligned with 

resources to support objecnves 
leamer needs 
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BOWLING GR££..~ CITY SCHOOL Dl&TRJCT 

Crlterilt for Possible Sources of Evidence 
Observation 

CLA§SBOO:VJ • Sruri"etit~ an:: :.mg11~\J 

El\"VIRO~ .VIEl\"T 
(St'"odwrd l;~111demJ! '51aodord5· • Sn:Jt.kncs ate \\(lfi".ntg wulcpcxlcnlly 
~-m-vnct1~ 

• ll<e or SW>:<:gies lo • ~!ls ur~ 'MJft-i~ \n dit!Ct~ e,ret1p1, 
1no11vJ:tll" -Sl\ld~nts: to i.nd~nd~.nOy, a-, oa whole ell\..~ 

r:i::: \''4>rk productjvely 

u Md a.;;~nme • lrtVo)h·cmc:nt ,,r ~Htclcnts 

~ respou>ibili~. 

~ 
• Creation of learning 

sJu.u.tio:t' for 
Uiclc:pcmdcr.< Md 
co.1ah<ntii.-e wOO< 

• ~ ,e1n1.mrmcc of au 
i:nvfrur.!D.c:m that i~ 
canliuc:h•e t•> lenmm.g 

for an ""4'"'" .. 
ASSJ;;S~M£~T O.F • AssGssmcnt stratcgit~ 1\1 lsn :o 
STUDli:l:iT LBAR:'llJ\C ohj..?ctives 
(SU1n~d :i ~JC:'5lllC:'.t} 

• 1;St or ,...,;;xJ • , \~l!1l\S aUu't ror ciOZ)Ott~(ln of 

di•JO?OS!i.>, fonnarlvt leumi~ 
and ~1imm.ati ... e 
llS~C!jSDlCl~ts • .~.,cs;ment~ are vark:d 

• A..'ldysi::: of cl:n;i w • ~sc.ssnteno; <!l'e ~)'$1.Qmu(it~ 

00 rn(1ni1or ~lud-::::nt 
00 progr'!:::i~ and to plan, • .J\ss::ssment<: are .llpP'l'O'Ptialc to 

ei diffcrcntiat~ al\d "'""""·S>.oo:nt• 
tno.:h(v in!ceruc.OOU 

Ul • Understanding L< mono~ thn.'Ugb: 

< ~ ())ecklog wQrk 

~': Ask.U~g q1..:e$tionR 

C' \!crbal/non\•echril ~u;::::s 

0 f ::ttO.cl: 

Teacher's Siguaturc _ __ _ 

Evaluator's Sigunture --··------- ------- ------- _____ _ 

68 
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Evaltiator Observation~ 

Uate 

Date 
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BOWLING GREEN CITY SCHOOL DISTRICT E~alnator's Rubric - A-7 

Teacher Performance Evaluation Rubric 
The T~acher PerfarmanceEvalu.ation Rubric is int:ndcJ 1.0 b~ ~('red ho1i$Ciral1y. ·rti!. mean> th!rl evaluators '.t'i.11 ais~s. which level pro\idc~ the best ovvoll dcscrJprlon of th; teacher. The .scoring 
process~ expe=c to occur upon "":npktion ofOllth tl-.iny (30) mu:uteobset>"Otiooland rosc-confe:enoe. The evaluator is to consirler evidence ga1herod during the pre.,,~<erv.tion conference, me 
obsen..Ucn, tho post-obser,-ation coni~rt:nu. :tOd cles$rOM1 wal\:rluoou§hs (if applicobk).wben completing the perlOTmlll!u rubric, plell>c nv\C chat o"lllutl\01'$ ore :l-0'. expcete<l ~o galiler :-<•ider .. e: on 
all indiWOtS for each observadc-n cycle. Lik.C\,,isc, 0;11Chen Should 001 b.,, required m submit additional pieces of evidrocc to addrci! all indicaton. Tho profcs'stonalitm section of th.c n1bric a::ay us~ 
t'idonc: e<>Il~::d doriog. Iha pre-<>hsen-arlo:i and post..,v~uoo conf....nC<S 83 w: ll ;:s infonnation from the Professicoat Gro\\Th arulior Imp"''"'"""' Plan (!feppUeable). 

-Instructional Planninv 
Ineffective Develonin1> Skilled Accomnlisbed 

FOC!,!S FOR Tbt 1e:&elv-..rdof.J nocdemonw1n;act~ • 1b~wmmooJCtt~a foeU$ for Tbe- tudter lemo11.t1N..es 1 f(\CU.S t.2r The <eaci>tr e;i41>!lillcs ct.anea:mi and 

l -EARNl.NG focus for l!Ullelll mrnlns. Lom>ins S1Wl"'1l i..ming, dtielops "~ JtW1<nt Jounirtg, Wilh _,ial< QI ..... ,..,,. coal\•) lor i111d<nt !urning 

(St.tndard •: 
objocth·~' JTc WO e,;cnttt.l 'O &uade Je.;sco. ol>jt<tives tbat arc appropriate fix lcaroiog objective! WI t-r.clude that aligns v.1ch th~ O'h~ ~uni 

Initroctioa) plt11ning tnd ttt ""PP"'i>'i.lle for ell< stud.Cltl.$ and rcfmnc? the: Ohio m~r::tbk goal(s) (OT S!U<knt IC'.mnns rc(l.ecc.' ningc or $ludcnl ·~ needt. 
O:~'.!. """-''" .lo no< rtt...nce Ill< tlanda:rds \rot de oof in.clWo: mc:awn:•blc ulisn:d ~;th thf Ohio !lltanderd~ Tho The """b<-r elem '"""'1te• 1a....- ll\e 
Ohi.o nen.dtnds scul-s. ~ tttche: demontttat~! the lmpo:C!l.ll~~ or aoaJ(s) flt in:o Che broadv. ';!nit CCW'l..:. 

So;nces <J[E·.-idem~: . tbc goal and !n appropriucna! fo:r and a::llool goa13 for coc.t...""':nt kaming and 
Pre-Conf:xnc: nu dents. Udll.i. 

' 

:II 
Evidence .5 ! c ; c = s:: fhc ttueh.er d'oes not plan for !ht Th.; tc:a~er cxplain3 the ;haracttristic:;, The tcn.cher demonistrttes nn Tht tcach~r purpo~cr~uy pin."?$ 

1i a£st;£.Wen1 .;>f£tudcnt l~nrnin& or doos use~. und limitations of \•atious \1ade:uandin~ !hat assessment it a mean$ lS$eSsmeots and diffe<entit1tes 

"' not analyze studt1nt leu.rnir.3 dOia 10 die:g.nostic, for1nl\tive, a.~d summa.tivc of evaluating and supponing atudcne ftJ&cs,mcnt cboic~s to- match th~ fuil 
.S' 

ASSESS:\IENT 
infocn1 lo,~on plbnS. assetsmc.cats buc docs not con~i~tcntly Jen!~ing thr.::it:gh effeetiveJy '1.ng~ o~ ' tudont nc:eOs, nbilitics, nnd - iucorporatc this knowlcdg; into lc~sor- in~orporating diai.gn\l~ti;>, forml.)ti\·~. lc'lJ'nlng :>\ylosi inuorpcntting a runge of " f DATA The teac~et eoe' not us~ or only U!C:6 planning. and.tor :iumm9.tive ~S~!t~mer.u: int~ ApproprJAte di0enoslic, iont'.ative, a11d 

., (Sbi.ndard 3: AsstSuntur} one meas.ure ofstudtilt pcn'\>tmance. Jes~on i:-tMr:in!. $umn1adv9 ll.$Stssmencs inte> lesson 

.s 'The 1eazhet use!i mo:e than on~ measure plaas. Student tear.n.J..ug needs are 
Sources qf Evidence: of &nldent ~etfe>rman~e but de-es not 1be teacher cntpioys a varj~y of t'oi·waJ acc:un1;ely id~.o.tificd rhrc-ugh an ttna!yEis 

f>re-Confcxcncc approp1iucly '\'&l'y isscssm~nt and infonnal assvss1ucnc techniques to of rn.idc:nc dlta; the teacher uses 
i.pproftoh~s. or th~ teacher may haye ~olle~t eviden:;c of :;tud::n~• knowlC'dg<> Jl.!S)C~!lmcnt dtltlt W idcnfify lit;;dent 
di fticuhy nnal~·:.tin.e dua to effectively and sl.'.:Jls end Mal;•u; d.ua 10 'treni,ths a.od al"eB£ IC-I' stud~t 3<0\vl.b. 
infl'!rn'I in!ltl'ucUcnal p.~annjng !lid cffectiYeJy i.niorm iilstrutdon3l plan~;na 
deUvuv. anfl d~li\'CJ"\.'. 

l 

' 
E'lcidence 

i 
! 
' I 
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BO\VLIXG GREEN CITY SCHOOL DISTRICT Evaloat(ll"'s Ru.tiric - A-( 

lnsti'uctional P lannin~ 
Ineffective· Develonme: I Skilled .Acco.mnlished 

PRIOR CONTE:>IT The l~j,cl'ler's le~lio:: 6.:>e~ tio:it build on ot The ceacher Jnakes an atce1npt to c.::iaa.ect lh-.! teac.hec mekes clear ;::tld ~chece<tl Tl1t: leai.:fo:r •.!ses Un:: inpuL .and 
K~OWLEOG & I ccn1h!Cl lO S.lrn:!e:-,1..>' µ1jor k: • .:iwl~dge. C>t lhc lesson to ~ttJdcacs' prk11 kctt>\'\'kdge. ~cnnectio!!s. "'ith ;~udents' p1'iot C.:>l\t;ibuti..:>ns of families, ~ullc:<a!=tua:, and 

SEQVE~CE 
the r.,;achcr n1ay gi\·c an ~"'Plaa1t1don thnr lo prc\•ious lessons. or future lcartung bnt knowk:dg~ mtd futur~ J.;:.:uuing-bC>th. ; c1her pt.:>Jessicnals in underlitandin~ 
is iilogi~aJ or jni:,cc•~rat¢ 11s tc- how ~ho:= 1s nor c;.11np:ctcly :o.uccc:.~~ful. explicitly tn -;~11dcnt~ snd within th:: i cMb lcamc1'3 ~:jorknC1wJ"d2" and 

/CO:"l~ECTIOLXS ~1Jnt::111 CC\nnc:cls In 11re,•io11<; wid ful\Uc bssou. : supponing the~r dc:>t·c:lopmc:ni. n1: 
(Standard 1: $hu:h;nt11; l::runin.~. i 11:11.cht:r nnlkc:s mc:anincfnl and relc:v>Vlt. 
$tltn1.h1rd 2: <)intent; 1hl! teach~· plans a<ie sequ!nces i c~)nnecLinn~ ~etwc:en 1!s~o11 ~Oulenl anU 

Sbnd:.trd 4: ln11tructiun) illsu11~tion ;:o ill~lude th-.! i.mpe>1taat C>ther dis~iplic~es ~~d ceal-wt~rld 
~ont::111, C{1ncept'$, ~nd pl'(l~;,;:s ~~~ i11 I c:<pcd\!.Jlces wd c.eJee1s as t'.•ell as 

S~111'(.1• ~fEi•,·(/e,,oce.: ~ch(.\()I snd c~isi.ri:..'1. curri::uhtm pri<,\ri1rcs i prepares e>ppom1ni1i~s r;:,r studcn~ ro 
t'ro-C(lnicrcn:>:: u.rid in :-.hat:: stand>1;ds. I 

! llpply Jcaroing from diffcre!':c ~C>ntent 

I >i:c:a:i tn ~o1,.c: pn.\b:cms. ------· ... --
I 

I 
t:J) .e 

Evidence 

~ 
.. ---· ----·-· ---·-... ·-

Ibc tea.;b.;r dornonstrnt:s a faok: of Tho ioachcr de:r.c-1\stnw;s som~ ·rhe teavhvr <l"mons1f;iCs t·ami1ia1jty The r~tcl\e< demonst<<lres an 
rumi(i!lrih· willi l-l'.!dt::"ll .... ~u~kl!rou111.ls f&ntiliwity with sluJ~n1s· huckgrc~und wiLh ~lc!dt:•ll.£1 buck1t1"(.\lllld kn.;,1wl::dR~ vnder3ca:o.ding of th~ p\l1posc <lnd value 

c.:: and ha..., 11;adc lh> uUt:tt.pU.. 1.0 fi;·.d this J..11">wlc:dg1: unci C)'.pc:ri:mces unJ und ~icpc:ri:mcc~ mi~ cl::')~ribe~ multiple of lcami11z abouc srudcn!;:' background .. i11f"rmt1.ti1)<t . d!SCcibes one pr"ceLlure u.<;c:d tu ubtuin pro..:c:ducc:-. used Ii~ nbb1in this ~xp::ric:n~'$, domo!"l~Uatcs fai.uiliariiy 
c th~s jntO<matie>u. infoJ;hation. w:1h each s1udi:;r!:':I bu~kg1"(.,~1nd = The te<l~h~r·s pJan tor ilu~n1ctton de>:::s knowledge iand experiences, ~nu :.:: 
" l<NOWLF,OGR OF not dcm<.'11Str>1'~ >lll uncl~rslr.ndin;?: of Th~ tc11::hcr's lnst~ccional ~Jan dray,·3 'l'he tea~h~fs i.u.su11ctioa<ll plan d<aws descl'ibes lll\lhiple pcoceduces ~ed t::i 

E STt:DENTS l>l~dcul.f>' Ue11e!opcuenC. pn:~ed up01: u partial auuly:-.i~ of siuLl:mts' Ulllm un uccurutt: nnnlysis (.\fthc 3:1.ldcnif obt~.ln z.bls illfon:uatio::. 
., {St:.ind:Jrd 1: Stnd~nh) kt!<nif!g styles. and.:01 studcnr back dc·'l't:lopmcat, l..!3.di.ness fot Jeacn!a~. de•;elopmc11t, reudinc.'>s f1~r learning. 

,: grouuds...'prioT vxperienecs. pr·~feLTed Jcaruing styles. e>r bacl~g<-011nCs ~!eftl'l\!<l lea..?;in~ Myles, and Th! tc:~cht:r's unulysis of student chlUI I 
~nLI 11ric~r t:xp::ric:n~'$ snJ/cr lhc l>tan i3 bavk.g:C1uods and pdoJ cxpe1icu:::es. isn1d1?nt d~·~lopment, i>(l)dent lean,in.~ I 

~ -- .d inupr.rupriULd}'· uailorc:d C{l th:: sp~•fic a.ud pr~fCftcd ;(a<o.in& styles. "nU stu~e-nt ' • t'>UYO!.'fl •?/ .o:•,1; <rrff: I 
Analysis C>f·Stud~r.t Da.."'1 popu)atio;i ~)f SluUeuts in Ille: cta. ... sruo:.~. bacl<:grour.cls:'prior e:<perjc.ucesj : 

Ptc·CC'nl~J~ee 
I tl~t:urul:ly C\l:'!nt:Ct'$ lh:: cl>ib:I t() sp~ifi¢ ' 

' inslcu;;liunal strmegic~ >ind ph;n~. 

Th~ tea.cllcr pl<lns fo< ~ad C<ln a:ticulate 
specific scr~tcgk~s, .;ontent. and cleJivcry 
th~!l \•oi II meet the ~cc els c-f Jr:d;'iidual 

-·· :'~udent~~d .!.trour.'> >1f ~1:.;;ctc:n1:), 

Evidence 

... ·-.. ··· ··---
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BO~G G REEN CITY SCHOOL DISTRICT Evaluator's Rubric - A-7 

Instructioa and Assessment 
Ineffective l>evelopine: Skilled Accomolished 

.A.. tcavher'!:' !xplll:.1.WiQUt aro \lnolcar, ! Teacher explt11ttltlOl\s 1.to uccurale .:and Tet1\:h.!t explanations ti;r: c1eur and Teaoller explanations arc vlcar, QOhtT~L, 
in;;r;her~t. o; inaccur~. and urc , gencrAJ.ly c1¢ttr but the- tt!llcl\er may not accurate. 'l'hc tca-.:her u11es l'lnd pr.;cis~. Th: c-:tcher u$e$ \\'611·1.imed. 
senext:Jy inetTcciivc in buildln~ !ltudtut fu~ly ~larify lnfo""e.tion based on de\1:lopn\cnt..ll~· approp1iate scrate~i~J indl\'idul!.li7.ed, devel~pment31ly 
undcrstaT1ding. Th~ teaeher uses . ~t:!den"• que"lon& al>out content ~r rutd laJ:l.&uaac d~Jigncd to ai:tivcl;· a.ppropdate suatcgi\fJ and 11'.ng'U*gc 

LESSON langu~e Lhal fails te- e:-1JlgC' s:te.tdc::nt.s. is in.;m1ctjor1.1 'for learning aciivilies or ch~ encouraac indc:rtnd::nt, crew.i\'e. ~d dt$JIJ>Cd to J.CriYtJy ('TI\;-O\lrai;ti 

DEL!Y.§RX :~a?~ria!e to the con1c:n1., •nd/~r teacher may U$t ~ome l.sng,t\age that is criti~J thinkln;. tndcp:ndent, cr-...e,1.i\·~ a_")(! critic.t i 

{SU.hd1.rd 2: Co11tcott diu:curag:s ind;p;nd.::nt or tttlli\'e dc-·elopm•o1llly inaJ>lr.'OPriBt<. Joiding thinking, mcludic\g me approprittc Us.< 

SW.dud ~: lo""'c!So": d1inkinJ. to coafu.s.on or hm.t1uia dl$;u$$~. Tbt 1ea¢11er e.Ue:cth,'Cly addr:sKS or qutiti.003 and ~ion t(';bnique.i 

Sundrrd ' ' Collt l>ontlou 
oontns~ by rc:-cxpl&ining wpics when 

and Co nunu:idcatloa.) 'rlK leacl.icr ftils :.:o adru-;:;J$ >tu.den1 Tue ri: acftc: rc~c.-plti.n~ l~.c-.o when fil-:d and ensunn.g i:ndeatan6ing.. lhc l'hc Gcacher •cc-..!>--ateiy antie:tpues 
~ottf>J~i.ilct or inua:uio11 arid does oot us~ stud~t! show «1n(tnl~ but is not tc•ch:ir e~lO)'S effect~vt, pm;<1eo~;Jut wnfu.,-1mi by p-re.sentiag intOrmadon in ' 

SourctJJ d!'£'Jtdo.,,,c~: ~fiective qu<tsti.:ining tc:.:h111ctues "uring al't)·ay!I ablt IC> pr.:i-.·kJt :n effective qutnl()nin& tc:mniquct during multiple torm.ats aad clarifying cono:.t1t - f' o:mal Ob5C'l"'o'Uh0n the J.;1scD. The lesson ~ 4lmcst c:ntir~l» alh~mati.ve t:q>Ja.u.atlon. 'fhc teacher if\s.truc:clc-n. before srudcnu aJk ~ucs.tion$. The 
Ci C~rui;cornn \VlllJo:h.rou&J')s/ tcaober-dicccte:d, . attempts :o .:m.ploy purposeful teacher dev-elopi; high-level .. ~Ob~'Uion11 ,,.. 

' questioning tQchnique&. but cnay confu1t: The I Qti~on ix ii. baleace of teacher .. unde"'1Mdin~ tbtc.\lg~ etftcth·~ lJ'C$ of 5! ' sroCcnts with Ch~ phrasing 01 titnir.g of direti.td io.sr.rnction and !ttudcnt:-lcd vo.rieO Je\•els of qutst!ons. l1te lesson i11 
~ question$. Tht letl\>11 is primarily · l6arnina. crudtnt-ted, "''ith tbc t?ac!\cr in the role 
"' < tc:w.;.her-direc:ted. off.tciUtUOJ. 

"C 

; Evidence 
= "' ·.-: ; 

<> The tca::h!r doe1 no; attempt w malr:ie the The 1;achcr rcHoi on. ll iirtalc ~tr&C8Y or l'hc ~a-:~cr $u.pparts the J.eocni!\g needs.. ttc: tcat;her min.ch.es iLTateilts, 
i: lesson a.;;c!sibl:: WJd ehallt nsing !Or . alternate set or matcrtalt to lunkc che ~r studen11 1trough a "arkty of maled als, aad:or paciilg t<'.l studant! ' -"' DJFFEREl\J'JATlO:'ll most srudents, or attempts tit" J~ssoa t1ceos$!bl¢ to 1nost i;tudents stratcg(C$, mat~rtats, e.ndlor pw:in~ the.1, indivi.dulll nc.;d3. to mat<:; lellCn!ng = deve~o;:ime:'!t:ll~y iD:tpp'l'vp: i1ue. though SOTI}Q t1tude:nl!\ may not be able to 1nakc ll)ominJj: .1.tceisible and no:c:esdblc •nd i.:he.llengin& !er ell I'- (St>ndard I: ~Nd•~!>'' 

St:mJird 4: Iu.!lrtlellOO) •cce!':s :.:ectAin p&Cl8 ol'rhc losJOI\ and/or . chall<•t inll for the group. ~tudl!:nHi in the cl"ssto.;)r.t lilc teacher 
~ome .nay nO'I be ob.alle».god. ~eetively uses ~ndcpcadcnt, 

::·r:.~!('f,'l:!J. 1.1/ ,•; ·1::b•1c.: colJ1.borativc 11.nd wha>le-clas$ instru.:11lon 
?e<.Conf6'ent~ 10 EUpport individual lea.ming: g"ah t nd 

Fonn•I Ob<eNa1iOIJ provld;J varied option~ (Qt k.ow <c.~ents I 
~tU \1,'all.'tW'quiltS. .. 

lnformai Obscs-.>JIJ ... '9.:iU dcm~nd:e m~. 

Evidellct ! 

I I 
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B O\\'LING CREtN C ITY SCHOOL DISTIUCT Evaluator's Rubrk - A-7 

l ostruct:ion and Asse.ument 
Ineffective Develo1>i:ne Skilled Accomi>lisbed 

RES01!li~li~ lnnructiona.l matcdal nnd teiour~es u:-:~d 1'h:: v:;~chc1 uses approprfa.t~ ln~uuctlt>ll.&I materials !lTld reo;.;,lu:ccs ar.: lnSUllctjo;~al m:>Lc1ial:-c u.n(j rCSO\l~CS 41 C 

(Standard 2: <:unfrflt; fbr in:-tLTIJct:(,'11 ll~C n.:it t\\ICVM( tC> tite insL;uclicn11I mt.n:il'it'llS I<> suppon a iisncC: tQ tho ?:i.suuci:innal pu'l'u:-:~~ ~L,d aJign~d to C:;.s.uucLi~111d purpu!SC$, a1c 
S-raodnrd lf: loiilruction) ]CSSC>n C>t ate inappror.riutc ('Qr $ftldOl\tS. lea.ruing _goah, hut m1ty not l\\CCC art> timir11pri11.1c: for swdcncs' lcru-ni11~ \•t1.ricd and app1oprCatc co abiti t~· luvtl:-c <.'f 

ittdivkluril s:udtn1'11 li:wning ~tylcs/nood3 s1ylta and 11c:c:d:--. actively cngagiJ.lg .~tudtnts, .\l.nd ~~h·oly cng::1ge d1t1n iu 

Sr.-tlr:.'l!.t /'// .v,.,,11)'~11r,u: or activ-tly e11~oa,ti t hem in lc:tmi1\~. nudet\u., Ov..neri:hip \U~th~ir J~a:nfr:g. 

Pr>Cu:nferc:nt.!c .,·.:.1:i1111I 
f)bs~v~!~tl C.lo.i~n:om 

Walktll;oogbs.-'lt\foonAliOn 

- Ob£....~lliC'M ' 

EvideDce 

- · '1'1111li1mi;'1m11:1¥ p:>eithO:-J"l?!!Oll \••itl: s11idt:11~' ~r,.:i .... CLASSBQQM r:,cc.: i!t :iti~ .~ fl/) ~~i1lc11~ of~· J)O!t1h~ Tl~ort The tc«:l:.t1· i11 (1&ir in 1:1t'I tJt'i:.tt:-ut o: ... lld.!ot.:. a:1d ' !'he u•r.c.t.er hsJ po~it~\-c :'31>1'ml ..... ,,,, •~vtl~OU Qd 

e F..NVIRQ~]}ffi:.'II 
b~C>.!11111~ lt ;:d1!!r 111111 n1·Jtett. '!'X C)(1Jl)pl·::. ·~1:bbl i!ll;~1: :: ti;•~i<; :.'lpl>.."1'1 w:'.th thcru. F;:r 1lt"1n\11'4't\:b roepoc:t :brsne ~1:tcrt!\1 ;r. ::II >lcr:\oll!t:!l:!t :'O:ilp.:ct fT :'Incl i"lll:~~l i:a Qd;\•l:J.u.J 
11:<! ·_,~h:ir n•<W ~;ood d!mtp~iy co .:11a111~J\l.. lb ~ teael\oJ &ddi'OliCil !\n&.1811:!\• litudontt • .?or ..::<a:.r.plc, r..~ l.:11i:lc~ "lakel:> :ye •itl&::nu: ~:<1~1i:rn:~>. lllon;h:-s nn.;l opL'\!w. 'F'« ! 

8 (Stau~ard I: Snideai., •tudcn'.i; ~• is:iorc ~7-l<JOSli()n S M 00111111.:rll• <f.IC:UOllE OJ 001\)l.M;Ots h\i:. d.~t1• r;.•I inc1t111t' iibot:t ~··ohc< &1~ (;.,1,1ltts'.'I '~il~ ;~h~(.11<1l rtudcnts. ..,":'\l l•'1::l11>. ,he lc<1r:w re~:;cuds qni.::tl}', 

"' Shm<lard S: I .c1unJnc il::ir ~uall wol:·be i•ll. irn,i1~-i1il:<1'.ly, mi ~o~ln:.,·.:;I}· t.:~ ~:.1Cle :1: 'llt"'l'l:4ioc 
:I .Glvfr"c~rnCT1l; 5.buHttnd 6: Th:1'C c.: 11a ~~·i,I"'"~ 1~•ulin,11 'JCprClt'ed~!: :~-.;.1tlruc • ll!ld sir·::«dur:! n:11 ~l:'llln1lily1·•rout?bo-.:1 ordl:aaas . 

"' !lt:Jilt·ll!I :<t"l<:r• 1ru.'.loe.;1r <1b:J~~ wt.At: cl'..:)· sbor.JJ l>! 'kl\11'/r::li and f:'l'Ot'od.!ltel. c~ in •l:ao:, h1l: 1:,i:- lfl.e !::non. on.i 11r.adt..'ll!l ll!>~111:1r. ~appropri•~ ~ Co~!abo1Wou Mtld < <.:Ommu:.Jcat!on) •t.•i·~ <;rare i::1ic. l~~bec Of.}' U!,tjppfoptltti:I) ,,., ..... ;:t <:- J11:~t ~'Cb o( ."tAP¢11~bttt'1~ iur ile ~t ::ip:n.tior.. 'kt.1111i11cv :tr:i un:U~!ttibli!b..~ te.:i i>iC,,,.') 1t11d • 
-0 mtdc:Au v.il.cro it...~ •11 nct.-.;_.'X' :de. o(\J'w: d-.... ..,'Xllft \t1Mk!tt£ iottis:e~31:.ili'.y "'1he e\•c;.a 
c ~ce~ ef ."'_'\'ldr.l"llftCtl.' tnosCou ire .k:-3'.eic•: ""1:1'"'.lllif"'t~.i~ ~oft\cdwtooo. 
:: Prt-0.~ztu..c Jurmu.I i:wc:OC::W tiul.:: 1o4.. lA...~4pt~f ICO Tb: 1CX."lit.:llt.od:lS..,., bl\Vl't'C'2. ~ Ti.--nlt# "° dl:iaer:l Dd ~ ~'M~·· 

Ci Ol><<m~°" CIMSl"°"I 
~~.µ:dd)·~ttwir.l';SJ9••'"1~:v ~kl~-N,yloo:s.~ ":\otJs tt ~~«'-"tlicd ~ !'it.dSnr,. f~C.!~b..'l~:lr.:~:tl~~\' 

.:! \\'alllhn:'lll_~;,f lnforma.I 
-:!is~d iru.truc<..~ ... Ii.,,._ i• lftr. (WCC». {~,.f:Qlr ~l;o;),, ""P::a:f.t'.!. lcaroit~ SIMI t';'Ulii' arxi~t io!':t.'l:o!f.i..~l tii:-.: Vld ;;oCIUio..-a 

.... • •ind lndo-i't11W.tw01k~ .b®;er..dcl:\ «>l:)(lu'llli'.:.._.~. ;od ""'·~-~-ota.i 

.b 
o:.i~er\•u!.i•111"1 'i.ll~ 1~11a.:l1c.1 .. T~:r4 ii JiMCD~ :1.wln:irJU:..'I: :har 111~ l~-.:ber '.•:t>~OUlOI o-~101n~,,·~a~nn r.-v1n 10)uli 11,t ~1!',1>1ti-."l'lt 

::l:l,.,...S :Or tittle or n·:- :ouw1~rJoariM :>r \a:tiJt~' tlLd ro')1k-1 l1l I 1i11l6l}' :n:r111er. Tbc t.:ao."ltor ""SI'~' '" ru.·-. .. w1~· c:1r.>:r.Ullicai:ia1' ., ~~en: v.ilb tilrl.ilio". ~d ofrtl'll ll "l.ni(ltv o( vo'.Ol.10\:I' ·~.:pa1t1l1~i~iti'I :.i:.;,! ''M 1~11.t:t.~J' ~g;o~:.:t jn ~wa--v.::)', <;nt.o•~ 

..:: A::pr.::1wiA".c Mpt..:lwliuQ$ toe brbs\'i~ U.! :1di\•1lini J.\n !N:Ailies 1~ ~i:.r.r.•~ ;.brl::11 le;;m~. Oto'.>:.tllllicatian \,.·iii• fu1:1ilic:::> tt .. it re.;.WUJ.a aotJ'·~ 
2:t1~CHll101111 f~" :·;('lh..1'-iOC cite UOt (1.(ai)lUi:icd 0( ~,:.l::l>E>I•«!. l:>u< tOU\-' cx;:ocuii,~:1!\ :l1~ 1:m::l:i;1:- or Vt1hu1!W1, a.:<;:r.r,1uo1ty, rnd il.:tily ;.U11t..!.1 ~l · i ~\I 

:•:"<: :c;~.;: m d:'orr .. -: ll'h,:l:'Mri11,a <'>( do not r.dd:.:n th: .'lotii~ ,,,· in1li~idl111: i:tr.'1et.ti. A ole;.~l\~1'''' '""'""~Jl'll":tt f}'~ haJ bee•~ w:u<;h c;.'1!.tdb1tt¢ ".Cl sn~nt :i11:11i11M uncl 
b::b:i,·1~s occu;'5. 'r.ic t-:aohor r.t~1Jt.·1d, :u Ti.Jc ticac.lu::J j11ta1111i~1e•1ll ) r-1uo:K•n beb3.Y:or. in11,l.?111.irl.,;! tb1t ~ !ippropr:~:.: 31l:'. ff$~:1$iv.,i lO d~opcncct. 

r:l!3'td!~~i~ :1~11111n1m'JIM!; 't 
• 

1;L1riROC'r.J CIOd. U-•• iwi.:!."21 1•.ettl$ <>f lilUdel\".s. t'Jm 
;xpo((lli!llU t01 ~h.1c':.?11l h:huror .~ ~'~- A \!~1,;,~>'ln 1t1i1,~; >ys~.n b&.'\ !':ottt1 
M:mhcrlo; .>f !11;11,lc.111 ;;~i.w..;.,.,. ts. r~:m:. 4cttl-.i. ~ m.:1 ~"11:«:.l l"-11h el~ 
approp;...:.., tui ~If:"-":-'-~ ;.~arJ u~b:h! ~l';'WI"°'-

: 
flldj-.-.iblJ ~ ~' !.1.dn:. .n- JC.'1:'o:I) 
~~rab1~lk)·b"tllou 
b:t-~~<i6.". "!Mc t~r C$$ ce;carcll-~e.c.t 
l1t~l.t&.iw. ... IQo lessoa cfis."l..~::';.-.: '!Ohav .. -r.. ....t 
• t;1"1(1'1\l<: nosk:..-e ";clw-;•jol~. -

E'idence 
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B O\VLING GIU:E..'\" CITY SCHOOL DISTRICT Evaluator's Rubric- A-7 

Instruction and AssC!ISm ent 
Ineffective Develovinl!: Skilled Accomvlisbed 

1 oc t::1:ti<.- doe~ oot roea!rtdy me 1h~ '""ha' ~ tsmstDtfltS to meastn- Th: rca:.bcr m:o "*"$SlllG:lt data tot 1'fu: tcuclt.er utt1: t.1&e.atmetu dat.a '" 
.. ,_~$J:n'lenLS to tntaswe 1rudc~t m:!Sl:ry. siuJt:nl m~ce:ry~ !:lut may not d:it1iucntiatc idcniify •l!ld:nb" •l«"l!lh> and ooed:;, ""d idetlti(v &tudenn' Sftet!ith& and needs, and 

ln;Str'uClic.m ht11ed on this i!':tOt'mati.on modifi.:s and dlff.:rtutiMes in5Qu;tion modi fl-bl nna difrtttni.laus Uiitruction 
The teachtr rarely or ru;\•;r ch; :.:ks thi:: 1L1,):.xJCdlngl~· , eJlhaugh lho t..>:acher may not acccrdillg~~~ as well ru: cx&:D.inc! "lasn<lmi 
s;ud.:ncs· uudc.man.:Ur.g of contenL The The ttaoho:r Obccks for student bt nblt t~ ~ti¢i'Patt !eOl'llin& obsm.cies. ass.J61mco.t rtsu~m lQ r~·oal tt.:nds ~d 
1et1ch~ faitJ to make w.!ju.~tmenl.$ in und.:ntandloi and 111ak::.!I utu:mpL~ I.CJ e.~ius~ ~anmls in inc:i\'idunl ll:ld O'f'0\1P prog~$ 

' r~on.sc to :>tu~e:nt cotlfus:on. instruction w.:eOtdin~I)', but the!t The tcaolt~ d.t-:v~s for undmtanCing at and tr. anLicipe:te 16'1.rnin& ('bata:lu:. 
eidjustmecus 01ay ct111&0 son1c addttional lc(y momoniz. •nd muk01i ut.\iu~tmen1s tC> • 

Tbc: tcach:r p~r,;is1;;. in ~in.s- 6 pat1icll1ar oontu$lon. irurructlart (wllole·eltis' or ludh•idual I'hc ccacher OOTitinuolly cheuk~ tVr 
strategy fat rt$pOllding to studl)n£$j. The ccachor r:.sponds to stw!en! undi:n::uindir.~ Md rnekt' 4(ijusonen1i 
mt•und~IM:lings, even \\·h~ de:ta sugg¢$t The t.cucher ('Otheti Md uses stud.em data 1uitundontt\udinp by providing udditional according:ly {Vtl!olerclw or :n.dividn~ 
1hc Qp[ll'Oll.Ch is not su~ed.hig. IToin o few '4l\lt:ies to .::~oose app~cpriMc clarifio.a.tion. Stwi~t~). \\.'hen in expJanction ft rtOt 

ir.srrue-tlon81.nrucgictt fur group~ of ' etfcctively laadlng srndcnts tc> uudcmand 
' 

ASSE.SSMEliI QI Tb.e t~~hcr do:s: not pr~vid~ ~tuderns \Vith srud;.ais. T'hf te9Cl\e:r &a1btrs a..">d uses g.n1de.ut dlil:a the Xlntctu. the t~:her 1.dJusC$ quJc\:1y and c l'e<dback &bout dciT le&rnin&. from a vtiiriot)• of St3Ul.x!. to choose and . ~eam1ts:>ly v,ithin the lessnn ~.:5 US.~~ .. 
STUDENT 6 $tudcn"' ,,,.,.;,·• ~ cc lnnilod iropkmatl l\PP'OPri•1¢ lnst=.tiooal l al\em!li,·t- way t>l expWn tbc c.)ace;it ., LEARNil\<i l f etdbacl; aboll tb<u pef!Om\auoc froot lh< stra~ fo<S"'Upt ofsiuti:nl<. 

"' .. (Su:an<b:d 3: AAA'«""CI} ' """'"" By Uii:ig <UJdem dllft fi'am • Yari<I)' Of .. .. Tl><> _bee~"'-.. , sptCifjc, sow=. the u:acbor lll'PIOPfi•;I~ aiSllpis 
< 

~cfErnkr.<• 
&!'.d timdy fttdb;tc~ Ol llllllo:nl progr= lO ~DllCtioo&l :r.~s tncf mtkriub .nd 

-:::: ; srudcnu. &mil ic" Ind otllcr ¢>;JQI paces le~ 3'tti'Y"1ld ro ~ie:t tbt nte.c!s 
:I ~fcteno: for.nt\l i pcr:sonttci while '"'"lntaining of itv!ivldu~l srudtau ~ Y<'t!J as Che whole 
"' Observation 

= ~C..*nti1i.lity class. 
0 

'.::I Ttc t:.3.~f pJ'O\·i~os sub$Ul(ltl\'C, Sp:lui n~, 

"' :I &n(l tim<:ly ~Gb11ok t.O ,:tu.:l~nt~, ft.-nilie!l. 
l:j .and olh~ tchoo1 p~nrtd Y.11.iie 

"' roainWalilg co~th1ertt!alltJ'. ihc totehcr .s pto.vi<fcs tile \)~porrunlty for studciw ro ' 
?ngage in sci f-as,se:;smcnt wi'3 11hnw ; 

l!v.·~ne.'s o!theit OVtl'\ ;1.1et1.j:thS ood 
v.'e!knes£es. 1he t~aehcr u~ .fl\Ldcn1 
en es.smt?ll result£ 'tO reflect on l\b 01 he: 
O\\'lt ~eching and» monh.c>r ti:actiing 
Scrat;gi~ 11fld ~diU\•i\)l'$ in rtiDuon \0 
SUJdtnL sue:ce;s: 

~idence 
' i i ; 
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BOWLISG GRI:E::-< CITY SCHOOL DISI'RICT Evaluafor's Rubric·- A-7 

lnstrnc.Uon aua As.sessm~nt· 

l!tefl'ective Develonin1t Skilled I .Accomnlished 
Tbc tcacllc: iaili to comnn1rrict1tt clearly Th\'\ :tac?lcr uses a vatict}' of stratcgi~s to The tCtlch~J usc.s ctt'cctiv~ C.::l«WlUOicatiOll i :.1\-t teachec c.::i1rununica~e!. effective)}'· v.itli 

PROFF;SSIONA L ?>ith stuC~ts and rlltnil!cs C>r colls.boret.: c01Timunfoail:'. widt nudcnts 111ud Wnilics scrt«tgi~ v;itll sn1d~ and fuauilics: "1.ld stucle.uts. familles, anC: :x-Jie;tgues. nee 

RF-SPO'.'ISI RILITI F.S ::ti.:cti\:::ly wi~'l p1cfcs~iun~11 collt:&gUC"~. t'lf.cl colhll:l<.uict~ with coll~iu~. but these 'voJks ::;ftbc:th'\''1Y with oollct1gucs !ol ttac!'.icr ~oUttbocatcs: "'ith 00Ue3gues 10 

(StandaJd 6: t'oHaboratcon appn)3.~ht:s inay m1{ alwa~ tic: ~lpJ1!1}prilll:: ::ic~1ine pr{.!l)l;m~ <,1f pru~ic::;:, atudyzc improve p~nt1l m6 team practices by 

mu1 <..:cmwuWcati<m: 
The: t::i<~hc• fail:-( lo und:m:omd :tncl &)lloy, for a panicul>~ ~ittJuci\m <:•r ~c~it::\'C: th~ ~rodcm. .. -.ork:. ancl id~ci~' rargctOO ti'lcHirating j)rofcssiont\l diaiogut. pctf 

St11ndarcl 7: PrQ~sion~I ~f;Ulali>m.s, JlOl:..::t:s, Ul'ld Ul;J'l~:mlCRIS. inl~1dt:d ouk;.;Jn;::" o:ual.c:~~. ob~1vatio» and f\'>..'('ll>aek. peer ooaching 

Rcllrx.111sibiliL!' ;)nd ur.d olhc::- :;l1llcgi>1I l:::;.mi~~ acci\:iucs. 
The t~aohcr fails to d~C"usti:at~ C\'id~c~ Tu.:; ccac~cr UildCl'Stands aad ioll..:1~·s Tilc tct\clh!t co.ee~ etJlfoal aud p11)fellsi1>nal a C.111Y.·lh) {If"" nbilit>' C<.' i.xurirt::ly ')df-i.ssc~s discrict.1J\1\ icic~ a'lcl s.t:it_, and *ctorol ocsp('IJ.1.Sil>ilitic3 "'ith inocgrity tllld hM.::sty. Th.! ~ac~et ?l~eets e1hi;:;;:l m1d ;icof~~l'iioual .. performance aJld '" apprilpri.ately lde:ntifr cegul;)li\m~ at a 111i11imu1 h:wcl, Tht: tc~:;hcr mc,del::. i.ml UL}holcls di~trict c'3pons)~1!itics and helps ooi~cagucs access :.= 

S'Jll."CO:s of J::P:da.'1<:e. "' aJl:M lbr pr.:>~~s..siollaJ de\'efop:'i~c.ut. policies wed S!..atc und feJcn>I ~guluti<.111'$. and int::rpr~ ,,...,,sand poUcCcs aud 
i:: 
.2 .. P:-ofessio~al D!.,·e!.::ip1neat ~ ocachcr j.:icutifie£ stc-.!ngtbs and areas undastund 1heir lmpli~tion<:e m. the 

"' Plau or 1aup::c¥~cnr l'lan: fQr g:'C\"1h ro clC\'VlOl> and imJolCWCnl The teacher sets data-based sh..:lct· aad c1assrooin. 

,! J>rc-co11f~~cr.: wr~tcc! J;O>ll<:e f\ir protl:ssionai ~""11:1. Jong-tctm prof-ra3icual goaJs and takrs 

f l'\'5t-c()l'lfc:Tence~ ~~ion to 1u~ these gottls. I'be 1cacb..u se~ and reg\1~ady ut"difi~~ 
di:!ily inttTa~li>ln witt. i short-aucl Long-ti:nn prcfussio~al gotls ;:.. t':>ll1e;s based C"D. sctr':.asscs..s1ncnc aad ruialysis of 

. . - .. studCJ>t lcnmir!2: C\'idcncc . 
' i 
' Evidence i 
' 
I - --·· ... 
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BOWU\G GREEN CITY SCHOOL DISTRICT Final Summative Rati.ng A-8 

Final Summative Rating of Teacher Effectiveness 

P.ro:ficiency on Standards 50% lneff ective Oevoloping Skillod Accomplished 

Cumulative Performance Raring 
(Holistic Rating using Performance Rubric) j 

! 

, Areas of reinforcement f refinement: 

Student Growth Data 50% Belo" Expected Growth I Expected Growth I Above Expected Growth 

Student Gro\i\111 Measure of Effectiveness i 
Areas of reinforcement / refinement: 

Final S.umroative (Overall) Rnting .Ineffective. Developing Skllltd A~compllllhed 

' 

D Check here ifimprovement Plan has been recommended. 

TeacherSignarure _____________________ _ 

Evaluator Signature _____ ________________ _ Date --------------
The signatures above indicate that the teacher and evaluator have discussed the Surnmative Rating. 

Note: The teacher may provide additional information to tile evaluator Vf1thin I 0 working days of the receipt of tbis form, aod may request a second 
conference with the evaluator. Any additional information v,ill become part ofth.e summative record. Challenges may be made accorrling to the local 
contract agreement. 
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BO'WLING GREEN CITY SCHOOL DISTRICT Teacher's Form A-10 (Optional) 

Data Collection Tool (Ongoing): Professionalism-Professional DeYelopment (Standard 7) 
Use this tool to describe professional activities that contribute to professional development and/or positively impact the classroom, school, aodior 
students and the capacity of the organi2ation (building or district) to meet its goals. Attach additional pages of !he tool and artifactsfe\.idencc as 
relevant. Relevant evidence may include items such as: 

• Materials from workshops and seminars 
• Samples of materials from professional organi7.ations, conferences, and networks that demonstrate professional collaborations 
• Evidence of service on profC$sional committees 
• Examples of sharing whh other educators and administrators knowledge and infonnation in areas of expe11ise 

Professional Develonment 
Type of Activity 
(circle one) 

llldividual 

Collaborative (with 
other teachers/staff) 
Collaborative (with 
conununilV/Othcr) 

Individual 

CoUab<irative (with 
other teaohOlrslstaft) 
CollaO'or-atlve (with 
community) other) 

lndh-idual 

Collaborative (with 
r '..r~ffi other teache ~ 

Collaborative (with 
communitv/other 

! Focus of Acri~ity 
(circle one} 

1'eaehin" Qualitv 0 , 

School Improvement 

Student Achievement 

Teaching Quality 

School Improvement 

Student Achievement 

Teaching Quality 

School Improvement 

Student Achievement 

De<;cription of ... ctivity and Outcomes 

I 

TimelincforComnletion 

Mid-Year End-of· Y car 
' 

Teacher's Sigoarure _________________ _ Mld-Year Dare _ _ ______ End-of-Year Date ------

Evaluator's Signature---------------- Mid-Year Date ________ End-of-Year Date ------
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Bo\VLJll!G GREEK ClTY ScnooL DISTRicr Teacher Evaluation: Communication and Professionalism A-10 
<Optional) 

Form B: Communication and Professionalism 

Pa rt I : After completing the /Jald Collection Tool: Professionolism Pmfossional DevelopmenI aud the Da10 Cnlleclion Tool: Collnliorurion and 
Communicat!Ofl, us:c the information to com_plcte this summarive form am! make an assessment of the teachcr's skills and abilities in communication 
and prnfessiooalism (Standards 6 and 1). 

Teacher Name: Evaluator Name: 
~~~~~~~~~~~~~~~~~~~~ 

Directions: f or each area below, St:lect }dee.ts or Does Not }d.eet. Teachers who do not meeL the eiq>ectations generally do so bcca\1.Se they have 
demonstrated a pattern of failure to communicate, collaborate, or meet the professional re~PQnsibilitics of the profession. 

Communication and l'rofessional Growth 

Communiciition: 
• Commun\cates to students, pare-ms and school staff using clear and con·ect spoken and written language 
• 1;ses strategies to commlui.icate io a rcspectl'uJ m~nner to smdenis and parents!caregi vers about stude1u learning and to 

,___en~<1ge srudcut's families as valued pan11en; 
Collaboration: 
• Collaborates wiih other teachcr.1, administrators, school and district staff 
• Collaborates y."ith local conunw'rity _and comm unity resoprccs and i:igencies 

0o .. No1 
:\ft ct 

P1·ofessional Growth: · 
• Engages in opportunities to impact teaching quality, school improvement and student achie..,.emcnt J 
• Works collahoraLively to determine and design profassional development opportunities rhal increase profe~ional skills and --'---~·1 .... 

knowledge _ 

Comm"nts/Evidence: 

Overall Recon1mendcd Rating (.Part 1): Meets Does Not Meet 
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Bow!L\'G GREEN CJTY SCHOOL DISTRICT 
Teacher Evaluation: Communication and Professionalism A-10 
(Optional) 

Communication and Professionalism (continned) 

Part 2: Effective teachers shNlld (l) have oo unexcused absences; (2) have no wiexcused late arrivals; (3) follow school and disirict policies; and 
(4) meet the standards of eihical behavior of the profession. If a pattern of failure is evidenced here, the teacher should be rated Does Not 1\1ee1. 

Professional.ism 

Distritt/Scbool Policies & Collective Bargaining Agreement: 
• l:nderstands and follov.'S federal/state regulations, district/school policies and collective bargaining agreements 

• Follo'-'<'S policies for absences 
• Follows school/district discipline procedures and policies for student referrals 
• Adheres to scheduled duty assic;oments e. ., is on-time for duties ro erlv su ervises studeots as assi ed) 

Ethical Behavior:"' (Sec ~ote Below on Ethics) 
• ~1eets respoosibilities with integrity, honesty, fairness and dignity 
• Upholds and foll0\\.1; professional ethics 111'\·S and policies (e.g., serves as a positive role model, maintains confidential 

information, maintains securitv of standardized tests, rts sus ted abuse . 

Does Not 
MHI 

•The section on Ethical Behavior is intended 10 be used as pan of teacher>' regularidaily perfonnance of duties as nn Ohio educator. It is nOt intended to be used for conduct 
infractions as outlined in Lke11.s11u Code of Prof e:ssiOtrltf Conduct/or Ohio £d11cotors, ORC 3319.31. The licen.sure Code of Pro.fessi/Jnal Conduct/or Ohio Educator~ serves 
as the basi~ for decisions on issues pertaining to Ii censure thar are consisrent with applicable law, and provides a guide for conduct in situations that have profe;sional implications 
for all individuals licensed by the S1aie Board ofEd11ca1ion, such as r.eachers, pril!Cipals, superintendents, and 01heq>ersons serving schools (e.g., school nurses, coaches, 111bstitu1e 
teacher&). As education is a public trusr, the Ohio Department of Education pursues allegation; of unprofessiona l conduct. 

ColllDlcnts/El'idence: 

Overall Recommend~d Roting (Pali 2): Meets Does :'<rot :Meet 

Evaluator Signature------- - - - --------- ---
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BO\\'TJ>G GREEN CITY SCHOOL DISTRICT Informal Walk Through Form A-ll 

Tencber Nnmc ---- -----------Crade(s)/ Subject(s) ___________ __ llatc; ---- --

Evaluator Name: Time \'Valk Through Begu1s Time Walk Through Ends _ ___ _ 

Direction~: Thi~ fonn ~~rves as a record of an infurmal wall< through by the teiteller's evalttaCtlr. The cya[wttur will likely not observe all th¢ ~eHcbing elements listed in any~"~ 

infum1al observatiou. 'Ihis record along with •1'C(>l'ds ofodditional informal observa1ions wiU be used to .inform d10 s11mmaLive evaluation of the teacher. 

E\•alu.ator Observations 
1 

Instruction is developmentally appropriate Lesson content is linked to per>·ious a11d fo1ure learning 

Learning tar~ets and goals arc clearly communicated to students ' Classroom learning en vironmen.t is safe and cooduci'Ve !o leamiog 

Varied iustructional tools and strategies rell~~.t stUdem needs and 
. 

Teacher provides stndeuts v.i.th timel)' respon5ive fredback 
1 lemrung targets .. 

Content presented is accurate and grnde appropriate lnstructional Lime is used effectively 
. .. 

I Teacher counects lesson to real-life applications Routines su11porl lemlling goals and activities 
. . . 

Instrucnons and lesson actlvmes are accessible an<l chal lengmg for :vtuluple methods of asscssmem o( :nudent learD.lllg are collected, 

·-
-

students --- --+-d-'o'--c-'-llJil""-'e""n""ted and. utilized lo auide instro~'"'t;;.;;io"'n'-------

81t1dents take ownershif:> of learning --------- - , Other .-1 
I EvaTuator Summary Comment5: I 

I Recommendations for Focus oflnformal Observations: 

Evaluator Signature _______________________ (Print or Oigitlll 
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Appendix B 

Bowling Gr~n City Schools 
EVALUATION PROCEDURES 

The following guidelines are to be followed on the evaluation of certificated/licensed staff 
to whom Section 4.7 and Appendix A do not apply: 

A. Forms to be used: 

1. Bowling Green City Schools Fonnative Observation Sheet (Appendix B-2} 
2. Bowling Green City Schools Summative Evaluation Sheet (Appendix 8-3) 
3. Bowling Green City Schools Professional Development Plan (Appendix B-4) 

B. Responsibilities 

1. Primary observations and evaluations are to be conducted by the principal, 
assistant principal and/or supervisor. Superintendent and/or assistant 
Superintendent may serve as secondary evaluators, if appropriate. 

2. In the case of special area teachers who service more than one building, the home 
school principal will serve as the primary evaluator. The summative evaluation is to 
be prepared by the home school principal with input from other principals. 

3. Intradepartmental observations and private critiques may take place without formal 
reporting, if so desired 

C. Teachers should be observed as follows: 

1. Teachers shall be observed at least two (2} times during the school year. 

2. All comments and evalliation ratings made by evaluators on the Formative 
Observation Sheet must relate to observed performances. Evaluation of a teacher 
is the sum total of observations including classroom performance and other 
observations relevant to job perfonnance which are summarized in the final annual 
report and recommendations of the evaluator. These observations shall directly 
relate to the categories listed on the Formative and Summalive Evaluation Sheets. 
These are: (a) Productive Teaching Techniques; (b) Class Management; (c) 
Interpersonal Relations; (d) Professional Growth Responsibilities. 

3. It is specifically agreed that student state-mandated test scores, including but not 
limited to the OGT and OAT, shall not be used as the determining factor in any 
adverse employment action against a teacher, including but not limited to 
nonrenewal or termination. · 
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D. Teacher Evaluation Cycle to be followed during the course of the school year 

1. Individual Pre-Observation Conference (teacher and evaluator) 
2. Formal Observation(s) 
3. Feedback Conference(s) within ten (10) days of Formal Observation(s) 
4. Formative O.bservations Sheet(s) 
5. Summative Evaluation Sheet 
6. Final Conference 
7. Determination of Professional Development Plan 

E. Four (4) copies of the Summative Evaluation Form are provided, one for the staff 
member, one for the principal/assistant principal, one for the Superintendent, and one 
for the assistant Superintendent/director of instruction and/or curriculum director. 

F. Teachers may indicate at the bottom of the Formative and Summative sheet(s} if a 
rebuttal or explar1ation will be attached on a separate sheet. 
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Appeendix B 2 
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Appendix B 3 

Bowiing Green Cily Sch<.lols 
ST.1Ml'1i\TlVEEVALUA'rlON OF CERTIFICATED STAFF 

Dote Admini8tr8t0t 

?crformance A.re& 1 - OtgaJli~,ing Content For S:;idem Leaming 
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(6i:;namreinliiC>l\1* knowl\<UJlC of rqion) 

Admini~rnror ___________ _ 
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APPENDIX C 

BOWLING GREEN SCHOOL DISTRICT 

GRIEVANCE REPORT FORM NUMBER 

Grtevant_ . _ 
Assignment 

Dale Of Grievance 

Specified seclion, poicy, rule or regulation, law or staMe violated· 

····-
$ tetemGnt of Grievance: 

·- .. 

Suggested Remedy: 

·-· .. 
-· 

Date Filed: Signature: 

ForwardP.d by: 
Date: 
Received by: 

°"'" 
--

Date_._,_ Sign11ture 

Forwarded hy: 
Dalo: ·-
Rocelvcd by. 
Date: ·-

Required number of copies: (1) Gtievant 
(1) Involved Levol of Administration 

(1) Professional Rights and R&sponstblllties Commillee 
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Ap pendlx D-1 

Bowling Green City Schools 
CERTIFICATED/LICENSED 

Entry Level Salaries 
Employees New to District In 2014-2015 

Employees new to district for 2014-2015: 

LEVEL BS BS MA MA MA 
+15 +15 +3() 

0 33500 34135 36680 38290 39900 

1 34711 35492 38289 40064 418'#) 

2 36044 36848 39897 41840 43783 

3 37317 38205 41505 43615 45725 

4 38590 39562 43113 46391 47668 

5 39863 40918 44121 47166 49611 

6 41136 42275 46328 48941 51554 

7 424tJ9 43632 47936 5()717 53497 

8 43682 44988 49544 52492 5544() 

9 44955 46345 51152 54268 57383 

10 46228 47702 52760 56043 59326 

91 

Spec PHDIEDD 
Degret1. 
41500 43100 

43615 45390 

45725 47668 

47836 49946 

49946 52224 

52057 54502 

54167 56780 

se2n 59058 

58388 61336 

60498 63614 

62609 65892 



Appendix D·2 

Bowling Green City Schools 
CERllFICATEDll.ICENSEO 

Entry Level Salarl~ 
Employees New to District in 2015·2016 

Employees new to district for 2015-2016: 

LEVEL BS BS MA MA MA 
+15 +15 +30 

0 34086 34732 37323 38959 40595 

1 35380 36113 38959 40765 42572 

2 36675 37493 40595 42572 44549 

3 37970 38874 42231 44378 46526 

4 39266 40254 43867 46185 48503 

5 40561 41634 45503 47991 50479 

6 41856 43015 47139 49798 52456 

7 43151 44395 48775 51604 54433 

8 44446 45776 50411 53411 56410 

9 45742 47156 52047 55217 58387 

10 47037 48537 53683 57024 60364 

92 

Spec PHDIEDD 
Degree. 
42231 43867 

44378 46185 

46526 48503 

48673 50820 

50820 53138 

52968 55456 

55115 57774 

57262 60091 

59410 62409 

61557 64727 

63704 67045 



Appendix 0-3 

Bowling Green City Schools 
CERTIFICATED/LICENSED 

Entry Level Salaries 
Employees New to District in 2016-2017 

Employees new to the district for 2016-2017: 

LEVEL BS BS MA MA MA 
+15 +15 +30 

0 34681 35340 37976 39641 41305 

1 35999 36745 39641 41479 43317 

2 37317 38149 41305 43317 45328 

3 38635 39554 42970 45155 47340 

4 39953 40959 44635 46993 49351 

5 41271 42363 46299 48831 51363 

6 42589 43768 47964 50669 53374 

7 43906 45172 49629 52507 55386 

8 45224 46577 51294 54345 57397 

9 46542 47981 52958 56184 59409 

10 48860 49386 54623 58022 61420 
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Spec PHDJEDD 
Dearee. 
42970 44635 

45155 46993 

47340 49351 

49525 51710 

51710 54068 

53895 56426 

56080 58785 

58264 61143 

60449 63501 

62634 65860 

64819 68218 



BOWLING GREEN EDUCATION ASSOCIATION SALARY SCHEDULE 
2013-2014 

(Employees Grandfathered prior to July 1, 2013) Appendix 0-4 
Base $33,036 

MA+60 
Non- 150 MA+45 Spec.+15 

Degree BA BA+15 Hrs MA MA+15 MA+30 Spec. PhD/EdO 

STEPO 28576 33036 33664 34291 36174 37760 39346 40932 42517 

STEP1 29732 34291 35002 35712 37760 39511 41262 43013 44764 

STEP2 30889 35547 36340 37132 39346 41262 43178 45094 47010 

STEP3 32045 36802 37678 38553 40932 43013 45094 47175 49257 

STEP4 33201 38057 39016 39974 42517 44764 47010 49257 51503 

STEPS 34357 39313 40353 41394 44103 46515 48926 51338 53750 

STEPS 40568 41691 42815 45689 48266 50842 53419 55996 

STEP7 41824 43029 44235 47275 50017 52758 55500 58242 

STEPS 43079 44367 45656 48860 51767 54675 57582 60489 

STEP9 44334 45705 47076 50446 53518 56591 59663 62735 

STEP10 45590 47043 48497 52032 55269 58507 61744 64982 

STEP11 46845 48381 49917 53617 57020 60423 63826 67228 

STEP12 48100 49719 51338 55203 58771 62339 65907 69475 

STEP13 52758 56789 60522 64255 67988 71721 

STEP 14 58375 62273 66171 70069 73968 

STEP15 64024 68087 72151 76214 

STEP18 36437 49356 51057 54179 59960 65775 70003 74232 78461 

STEP 20 37623 50611 52395 55600 61546 67526 71919 76313 80707 

STEP23 38810 51867 53733 57020 63132 69276 73835 78394 82953 

STEP 27 39996 53122 55071 58441 64718 71027 75752 80476 85200 
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BOWLING GREEN EDUCATION ASSOCIATION SALARY SCHEDULE 
2013-2014 

(All Non-Grandfathered Employees hired prior to 2014-15 academic year ) Appendix 0·5 
Base $33,036 

Non-
Degree BA BA+15 MA MA+15 MA+30 Spec.Deg PhD/EdO 

STEPO 28576 33036 33664 36174 37760 39346 40932 42517 

STEP1 29732 34291 35002 37760 39511 41262 43013 44764 

STEP2 30889 35547 36340 39346 41262 43178 45094 47010 

STEP3 32045 36802 37678 40932 43013 45094 47175 49257 

STEP4 33201 38057 39016 42517 44764 47010 49257 51503 

STEPS 34357 39313 40353 44103 46515 48926 51338 53750 

STEPG 40568 41691 45689 48266 50842 53419 55996 

STEP7 41824 43029 47275 50017 52758 55500 58242 

STEPS 43079 44367 48860 51767 54675 57582 60489 

STEPS 44334 45705 50446 53518 56591 59663 62735 

STEP10 45590 47043 52032 55269 58507 61744 64982 

STEP 11 46845 48381 53617 57020 60423 63826 67228 

STEP 12 48100 49719 55203 58771 62339 65907 69475 

STEP13 56789 60522 64255 67988 71721 

STEP14 58375 62273 66171 70069 73968 

STEP15 64024 68087 72151 76214 

STEP18 36437 49356 51057 59960 65775 70003 74232 78461 

STEP20 37623 50611 52395 61546 67526 71919 76313 80707 

STEP 23 38810 51867 53733 63132 69276 73835 78394 82953 

STEP27 39996 53122 55071 64718 71027 75752 80476 85200 
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CERTIFICATED/LICENSED SALARY SCHEDULE INDEX 2013-14 

(All Non-Grandfathered Employees) Appendix D-6 

Non-
Degree BA BA•1S MA MA•15 MA+30 Spec. PhD/EdD 

STEPO 0.8650 1.0000 1 0190 1.0950 11430 1.1910 1.2390 1.2870 

STEP1 09000 1.0380 1.0595 1.1430 1.1960 1.2490 1.3020 1.3550 

STEP2 0.9350 1.0760 1.1000 1.1910 12490 1.3070 1.3650 1.4230 

STEP3 09700 1.1140 1.1405 . 1.2390 1.3020 1.3650 1.4280 1.4910 

STEP4 1 0050 1.1520 1.1810 1.2870 1.3550 14230 1.4910 1.5590 

STEPS 1 0400 11900 1.2215 1.3350 1.4080 1.4810 1.5540 1.6270 

STEPS 1.2280 1.2620 1.3830 1.4610 15390 16170 1.6950 

STEP7 1.2660 1.3025 14310 1.5140 1.5970 1.6800 1.7630 

STEPS 1.3040 1.3430 1.4790 1.5670 1.6550 1 7430 1.8310 

STEP9 1.3420 1.3835 1 5270 16200 1.7130 1.8060 1.8990 

STEP 10 1.3800 1.4240 1.5750 1.6730 1.7710 1.8690 1.9670 

STEP 11 1.4180 1.4645 1.6230 1 7260 1.8290 1.9320 20350 

STEP12 1.4560 1.5050 1.6710 1.7790 'l.8870 1.9950 2 1030 

STEP13 1.7190 1.8320 19450 2.0560 2.1710 

STEP14 1.7670 1.8850 2 0030 2.1210 22390 

STEP15 1.9380 2.0610 2.1840 2.3070 

STEP18 1.0750 1.4940 1.5455 1.8150 1.9910 2.1190 2.2470 2.3750 

STEP 20 1.1100 1.5320 1.5860 1.8630 20440 2.1770 2.3100 2.4430 

STEP23 1.1450 1.5700 1.6265 1.9110 2.0970 2.2350 2.3730 2.5110 

STEP27 1.1800 1.6080 1.6670 1.9590 2.1500 2.2930 2.4360 2.5790 
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Appendix E 

Bowling Green City Schools 
SUPPLEMENTAL SALARY SCHEDULE 

Index applies to the current B.A. 0 Starting Salary Point 
$33,500, 2014-2015 
$34,086, 2015-2016 
$34,681, 2016-2017 

-----· ............ 
Level Position 
Sport/Activity 

HIGH SCHOOL 

Football Head Coach 

Asst. Coach 

9th Grade Coach 

Equipment Manager 

Basketball Head Coach - Boys 

Asst. Coach - Boys 
··-··. ··-· ..... ··-·······. 

gth Grade - Boys 
. . . ... ·-- -

Head Coach - Girls 
··········-

Asst. Coach - Girls 

9111 Grade - Girls 

Base bod I Head Coach 
........... _ 

Asst. Coach 
·- ····-··-

9th Grade Coach 
-····· .. - ••<>••••--«•• 

Softball Head Coach 

Asst. Coach 
. - ·--·-· 

Soccer Head Coach - Boys 
..... --

Asst. Coach - Boys 
~·-· . -··· -

Head Coach - Girls 
--··-··· • ••><••·-· 

Asst. Coach - Girls 
. -

Volleyball Head Coach 
........... ·-· . ············---- . ····-··· .. 

Asst. Coach 
.. .... ·-

91h Grade Coach 
.... 

97 

Index of Eotry Level 
BS/O Salary 

·-····-·---

0.2050 

0.1300 

0.1050 

0.0825 

0.2050 

0.1300 

0.1050 

0.2050 
·---

0.1300 

0.1050 

0.1650 

0.1150 

0.1050 
......... ·-·-·----·-· 

0.1650 
....... _ 

0.1150 

0.1650 

0.1150 

0.1650 

0.1150 

0.1650 
--·· ·--·····-·· 

0.1150 

0.1050 



Level 
.... ·-------·----------~ 

Position Index of Entry Level 
Sport/ Activity BSfO Salary 

-·------ ···------+------------+-------------< 
HIGH SCHOOL: 

Wrestling Head Coach 0. 1650 

Asst. Coach 0.1150 

9th Grade Coach 0. 1050 
····---·---------+--------

Hockey Head Coach 0. 1650 
.. ····· ·---1----~-~----__,1----~~~--

Asst. Coach 0.1150 

Track 

Cross Country 

----·-~~----·· . 
Golf 

--·------···· 

Tennis 

Bowling 

Head Coach 0. 1650 

Asst. Coach 0.1150 

Head Coach 0.1300 

Asst Coach 0.1050 

Head Coach - Boys 

Head Coach - Girls 

Head Coach - Boys 

0.1150 

0.1150 
o:f f 50 --·----

.... ··········--~-~~---+--~~~----1 
Head Coach - Girls 0.1150 

·--·-----------+----------! 
Head Coach - Boys 0.0425 

.. . - . -···-----~-~--~---+---~~~-----l 
Head Coach - Girls 0.0425 

!----~-~----+----~-~-··········· ................. . 
Swimming Head Coach 

Asst. Coach 

Cheerleading Head Coach - All Seasons 

9th Grade Coach - All Seasons i 
Dance T earn He<1d Coach : 

1--W-e-ig_h_t_R_o_o_m_S_u_p_e_rv-is_o_r-+---F-al-I -~~--u_-g-, -S-ep_(.Octf-~-~r- · -

Winter (Nov., Dec., Jan.) I 
1-----------+---S-pring (Feb., Mar., Apr.)) j 

1------------1--····--·-··· 
Summer (May, June, July) I 

I 

I 
1-------------····. 

Orchestra 
'----------· L... ••••••• - ••••• 

Director 
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0.1650 

0.1150 

0.1300 

0.1050 

0.0675 

0.0425 

0.0425 

0.0425 

0.0425 

0.0825 



-· - -·-· . 
Level Position Index of Entry Level 
SportJActivity BS/O Salary 

··- -·· ... 
Marching Band Director 0.2000 

···-··---·····- ... 
Asst Director 0.1250 

- . ·-·--
Instrumental Music Director 0.0825 

. ·-
Drama Director 0.0975 

.... ..... . --
Musical Director 0.0550 

. ··- -. ····-
Producer 0.0550 

~··· ·-- -···· . ·-
Director of Acting 0.0550 

.. . .. 
Director of Vocal Music 0.0550 

Director of Instr. Music 0.0550 
--· .. 

Choral Music Director 0.0825 
···-· ..... - .. 

Yearbook Advisor 0.0375 
...... . ·--

Quiz Bowl Advisor 0.0375 
-··· 

SAB Advisor 0.0375 
··- _ ..... .... 

Key Club Advisor 0.0375 
... . ·-

Model United Nations Advisor 0.0825 
.... ·-- . ··-

Prom Advisor 0.0225 
-··· ..... 

National Honor Society Advisor 0.0225 
·-- ·- . - -· 

. -- ..... _ 
MIDDLE SCHOOL: 

--· ···- -· .. 
All Sports Athletic Director 0.200 

...... 
gth Grade Coach Football 0.0875 

. ··- ...... 
Th Grade.Coach 

-· 
0.0875 

.. 
3th Grade Coach Volleyball 0.0875 

7th Grade Coach 
..... -

0.0875 
-· 

Cross Country Coach 
.... 

0.0875 
-··· - . ··-

Coach 0.0875 
.. -· 
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-- .. . .... __ 
Level Position Index of Entry Level 
Sport/ Activity BS/O Salary 

---·-· ....... 
Wrestling Coach 0.0875 

Coach 0.0875 

Basketball 81h Gracie coach - Boys 0.0875 
...... _ _,, ___ 8t11 Grade Coach - Girls 0.0875 

711' Grcde Coach - Boys 0.0875 
····--··-··-, 

I 
8'11 Grade Coach - Girls 

..... 
0.0875 ' 

--·- .. ... ,_ .. 
Track Coach 0.0875 

--···· ..... . ... -···· 
Coach 0.0875 ; 

' 

Coach 0.0875 
.. -··· --
Coach 0.0875 

... _, 
Cheerleading Coach - All Seasons 0.0875 

......... 
Yearbook Advisor 0.0300 

--····. 
Quiz Bowl Advisor 0.0325 

...... 
Instrumental Music Advisor 0.0675 

-- ..... 
Orchestra Advisor 0.0675 

... ····-··· 
Choral Music Advisor 0.0675 

.. -.. . " 

...... 
ELEMENT ARY: 

Camp Counselor 0.0275 
.. .................... 

Safety Patrol Advisor 0.0375 
... ............. __ -

DISTRICT: 
-· 

Technology Representatives 01350 

LPDC Chair 0.0475 
---·-

·-····· 
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Supplemental Contracts Grandfather Clause: 

Those indMduals hired under a supplemental for the 2013-2014 school year and 
returning in the following years who were paid a higher supplemental salary than 

Indicated in this chart will maintain their 2013-2014 supplemental pay rate until such a 
time as the above schedule pay rate reaches their existing pay rate At that time any 

pertinent pay increases will be granted. 
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Appendix F 

CERTIFICATED I LICENSED STAFF 
COURSE APPROVAL FOR SALARY ADVANCEMENT 

(Please complete this form before enrolling in course) 

EniploytleN~m•'-------- School-----------

~mployoo # __ _ SS~ SubjccVGrado L<ivel 

Tcday's Dmc 
·-·· ·-·· 

Hourso 
mic Acade 

S1.1mrnor Date Credit** 
F311 or Ccurse Course in 
Spring Beg'.11s Number Course li!le Semesl er Naioe <J Aocrcd~d ColhJga or University 

·-··· Pours 

··- -· 

! 
' I 

....... ' .... 

. ··-· - . 

·-

Describe how these courses are pertinent to your position: --------------

. --
•• Academic credit is defined as course work taken from an accredited university designated as 
academic credit by the university and applicable toward a graduate degree. Enrollment in 11 degree 
program is not required. Applicant must provide documentation that these requirements are being 
met. 

Suparintendenl Signature: --------- Date: _____ _ 
---------------------------------------~··-•w-w---~------------------------------------------------

0tfiC6 Use Only • 

(See Master Agreement for further details.) 
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Letter of Understanding 

Mr. Jeff Nichols 
Bowling Green Education Association 
clo Bowling Green City Schools 
140 South Grove Street 
Bowling Green, Ohio 43402 

Re: Professional Standards 

Dear Jeff: 

April 25, 2006 

In the course of our recent negotiations concerning a new labor agreement, 
there was discussion concerning Section 4.8, Professionalism, of the agreement. As 
discussion proceeded, the Board of Education agreed to withdraw its proposal on this 
Section, subject to the understanding set forth in this letter. 

It is understood that the Association will redouble its efforts to encourage its 
members to observe the professionalism standards set fmth in Section 4.8. More 
particularly, with respect to the issues of dress, manner and conduct, the Association and 
the Board will jointly commit to high standards and a recognition that teachers serve as 
important role models for their students. This message will be incorporated into the 
orientation program for the new teachers and the opening day program for all teachers. 
Following the opening of school, both the Board and the Association will continue through 
the Communications Committee and other available forums to emphasize the importance 
of having teachers observe high standards of dress, manner and conduct and to serve as 
positive role models for their students. 

If this letter accurately reflects our understandings on this issue, please signify your 
assent by affixing your signature on the line provided below. 

For the Bowling Green Education 
Association 

Jeff Nichols, President 

103 

For the Bowling Green 
City School District 

Hugh Caumartin, Superintendent 



Letter of Concurrence 

The Board and the BGEA agree that they will evaluate the effectiveness of the late 
arrival in-service training days, as set forth in Section 4.14(A)(2)(e), following their 
implementation in the 2014-2015 school year to determine whether the practice should 
continue in subsequent school years. 

( . 
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