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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 - Recognition

The Bewling 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, {utors, and
psychologists. Board employed substitutes are not considerad 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 consfitule 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 Chio Revised Code.

Section 1.3 - Agency Shop (Fair Share Fee)

Each employee, not enrolling as a member, coverad by this agreement shall be required as
a condition of employment to pay the Association a Fair Share Fee equal (o the dues cf 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 shali notify all non-members of their obligation to pay service fees and
such netifications will include the procedures for payroll deductions and direct cash
payments, The Association must provide a procedure for non-members to recover any
poriion of the annual fees which is expended for activities or causes of a political nature or
invalving 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 fumish 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.

Nevertheless, 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 the contrary, and such deductions shall continue through the
remaining number of payroll pericds for 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 hanmless 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 fo be
responsible for the repayment of monies paid to the Association, the Association shail
reimburse {o the Board, or designated employee, the amount of monies actually received
by the Association from the Board and/or designated employees involved.



Section 1.4 - Collection of Dues

The Board will arange for payroll deductions of the Association dues in equal instaliments
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 is not further obligated fo serve as a collection agency for
the Association for that member.

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

The Boeard authorizes the Treasurer to collect EPAC donations if an employee so desires
The Association and the United Teaching Profession shall indemnify and hold the Board

hamlass from any or all claims, demands, or suits or any other action arising from the
collection of dues coniained herein.



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, medification, or deletion of any existing provision of a
collective bargaining agreemeant.

Section 2.2 - Negotiations Process
A Requesis for Negotiations

If either of the parties desires to negoliale changes in subjects of negotiations, it shall
notify the other parly in writing not earlier than 150 days nor later than 120 days prior to
the expiration of the contract. Netification in writing frorm 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 notification, 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 411714 (B){1)(a).

Within fifteen {15) schoo! days after receipt 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 imit one time by up to 15
days.

B. Representatives

Representatives of the Board shall meet with designated representatives of the
Associafion to negotliate in goed faith. Representaiives shall be limited to five for each
party. Neither parly in any negotiations shall have any control over the selection of the
negotiating or bargaining representatives of the other party. While ne 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 Beard and Superintendent agree to fumish the Association's negotiations
committee, upon request and in reasonabile time both prior to and during negetiations,
all publicly available information concemning financial resources of the district and such
other relevant information which the Board regularly compiles as will assist the
Association in developing inteligent, accurate, and constructive propesals on behalf of
the teachers.

During negotiations the Association will provide such information of which they have
ownership, in total or is of the public domain, to the Board as necessary and available to
assist in evaluation of the feasibility of the Association's proposals.



D. Negotiations Meetings

Initial propesals in writing shall be exchanged at the first meeting. There shall be
sufficient copies for each team member provided. Each feam shall have the opportunity
to review proposals submitied 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
conseculive days of concentrated bargaining which will be mutually agreed upon by
both parties. The following rules will apply fo the two concentrated days of bargaining.

1. Bargaining starting and ending times will be as mutually agreed.

2. Each party must come lo the bargaining table with complete authority to
bargain and reach tentative agreement.

3. Each party understands that the concept of the concentrated bargaining is fo
make a good faith effort to complete bargaining durning 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
concenirated sessions, the parties could mutually agree to schedule additional
sessions or either parly 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 shail be of reasonable length.

G. Item Agreement

As items receive teniafive 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
submitied to the Association and Board for formal approval. Following ratification, the
agreement shall then be signed by the parties. The resulting Agreement shall be
hinding 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 nofice 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 Association 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) gualified Ohio residents
provided by the American Arbitration Association, and selected from such list pursuant
to the rules of the American Arbifration 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 Ohic Revised Code. Thereafter, the Association shall have the right
established by Ohic Revised Code Section 4117 14(D)2).

The parties may paricipate in mediation under the direction of the Federal Mediation
and Conciliation Services uniil the fact finding panel's scheduled meeting date or an
agreement has been reached.

The Association may exercise its right to sirike 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 Sectiont 4117 of the ORC.

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 possibie, 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 cerfificated personnel. New bargaining unit members
hired during the term of the Confract shall be provided a copy at the time of
employment. The Board shall be provided twenrty-five (25) additional copies for their
use.

The cost of preparation and reproduction of the final contract document will he the
responsibility of the Association.

Members of the MNegotiations 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.



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 desining 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 hisfher recommendations to the Board at its next regular
meeting. A teacher who is on continuing confract and is granted a leave of absence shall
not forfeit his or her continuing coniract status:

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

1. Personal iliness or disability

2. Maternity, paternity, and/or adoption of a minar child

3. Receipt of honorary fellowship or grant for advanced study
4 Selffinanced graduate study

5. lliness 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, siaterment of intent to return and the signature of the
applicant. Except in cases of urgent necessiy, applications must be received by the
Superintendent thirty (30} days prior to the beginning daie 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, nofification by ceriified mail to the
employee's last known address shall be satisfactory service. Fallure of the employee o
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 privileges of employment shall be thereby extinguished. Where the
employee's ieave 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 ahsence 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 govemed by ORC 3318.13. 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 support the need for said
leave to utilize sick leave and healthcare beneiits.

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 ceonsecutive days for
prenatal care and postnatal recuperation. Upon the written staterments 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 disahbility pumposes shall be
modified as determined by the attending physician.

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

C. Any teacher whose accumulated sick leave days are insufficient to cover the period of
leave as set forth in Subsection “A” 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 peried 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 patemal
responsibilities related to pre and postnatal care. Additional paternal prenatal{postnatal
leave shall be allotted as necessary in accerdance 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 3313.14 and 5823.05 Ohic Revised Code, and
applicable federal statutes.

Section 3.4 - Jury Duty

Pemission to be absent from schoal for jury duty shall be granted by the Superintendent or
histher designee upon written notice of the employee receiving a summons andfor being
selected for jury duty. Notification should include the dates, time and court where duty is to
he 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 hisfher
absence for a subsiitute when hefshe is fo 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 al the courthouse or other location designated by the
Clerk of Courts for possible selection.

Section 3.5 - Personal Business Leave

A. Each full-iime 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 granied for such purposes
as:

1. Shopping

2. Gainful employment

3. Seeking employment

4. Recreational purposes

5. Extensions of holidays andfor vacations, i.e., the day before or after a holiday or
vacation unless waived by the Superintendent for good cause communicated in
writing.

8. Accompanying spouse on business trip.

7. Extensions of approved leaves unless waived by the Superintendent for good
cause communicated inwriting.

8. During the time an employee is on an exiended leave of absence approved in
advance.

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

D. The number of cetificated/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 reguested personal days exceed the
monthly maximum, must be notified per paragraph D of Section 3.5 of the Master
Agreement or the leave day will be granied automatically. If the personal leave
maximum is oblained for a manth, a personal business leave day may still be granted in
emergency situations with the Superintendent's approval.

E. Request for either a restricied or an unrestricted personal business leave, with the
exception of emergencies, shall be submitted at least seven (7) working days prior o
the date of absence. Emergencies will need to be submitted through the

9



E.

superintendent.  Signed requests shaill be retumed to the employee within seven (7)

working days or approval is automatically granted.

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 fuldime 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 senous illness or death in the immediate family. Regular part-time
employees will accrue sick leave on a proporfionate 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 funeral of an immediate family member.

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

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

1. The same monthly accrual 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 s In an approved sick |eave period, a calamity day is declared
in the district, the employee's sick leave account shall not be charged for the
calamity day.

Any teacher who at the beginning of the first dufy 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 subseguently
accumulates.

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.)

Teachers returning to duty from sick leave after thirty (30) consecutive working days
during the same duty year in which the sick leave was initially granted shall be returned
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fo 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 retum to their original position at the beginning of the next semesier
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 werking days
absence shall submit a signed statement from their physician that they are able fo
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.

. 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 fulltime employee may use up fo
five [5) days sick leave per vear.

J. Two (2) days may be granted for funerals in case of death of other family members or
close frishds. 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 perscen 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 empioyee 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 1o miss because of histher work related injury which Worker's Compensation does
not cover, the Board will continue the employee’s salary without charge to hisfher sick leave
chargeable as assault leave. To be eligible for assault leave, the cerfificated employee
shall apply for and be granted YWorkers' Compensation. If Workers' Compensation benefits
are paid, the Board shali pay fo such employee the difference between the benefits
received from Yorkers' Compensation and the empioyee’s regutar salary. For those days
that compensation is made io the mjured employee by the Bureau of Workers'
Compensation, there shall be no deduction from the accumulated sick leave of the
employee. Assault leave as provided herein shall not exceed more than thirty (30} days,
and shall terminate at such fime Workers' Compensation benefits are ferminated,
whichever first cccurs.

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

The Board shall pay, not to exceed $25000, for damages sustained to the personal
property of a member of the bargaining unit directly ansing 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 hafshe has a claim.
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Section 3.8 - Family and Medical Leave Act

Nething contained 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" (ie.
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 1983, and the use
of paid lzave as par 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 Asscciation members to attend
the Spring Assembly andfor atiend 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 certificatedlicensed staff members. Further, any
gxpenses associated with attending the Spring Assembly, President's mesting or
Treasurer's workshop shall not be the responsibility of the District.
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SECTION 4 - TEACHING CONDITIONS

Section 4.1 - Assignment of Teachers {Including Transfers and Promotions)

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

A

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

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

To respect the rights and responsibilities of Board, Superintendent, Principals, and
teachers in thess 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.

. Consideration for a continuing contract is based upon three years of service in the

district and proper certification/ficensure 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 five (3)
years. A continuing contract is contingent upon principal or supervisor/administrator
recommendation.

. New teachers will be given credit for salary schedule purposes, for each year of

teaching service in other public school distncts, and in charfered, nonpublic schools
located in Ohio, and up to five (5) years military service not to exceed a combinad
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
refirement criteria. If a new teacher is given feaching or milifary service credit for
salary schedule purposes, of which hefshe disagrees, then the teacher may appeal
and seek reevaluation of the credit given. Such appeal must be made within thirty
(30} days of the hiring of the new feacher, and must be in writing and contain
documentation concerning prior work experience. Final decision of appeal shall be
made by Superintendent.

. New teachers shall be notified in writing at contract issuance if they are leave

replacemeants.
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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.

. ¥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 the Board.

. Bargamning unit members wil be provided with a salary nofice before August 1st. Grade
level assignment at the elementary level and specific subject areas at the secondary
level will remain the same as the previcus year unless the teacher is notified before
August 1st. The only exceptions for a change of position after July 31st arer 1)
unexpected significant changes in enrollment at a school, 2) sudden unplanned
personnel changes (death, emergency or sick [eave or unexpected resignation or
retirement); 3) compliance with the Ohio Departrment 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 untii 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 pericd.

B. Any teacher may apply for such vacancy at the Central Administration Office or via the
District's website. In filing such vacancy, the Superintendent agrees to give
consideration to the professional background and attainments of all applicants and the
length of service {o 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 emplayee from one
basic teaching assignment to another,

2. Avoluntary transfer shall be defined as an employee initiated reassignment.

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

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. Volunfary 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 Associalion president or
secretary.

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

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

Applicants for transfer within the sysfem shall be granted an interview with the
principal(s} of the building{s) fc which the applicant has requested to be transferred
and other District employees deemed appropriate by the Supernintendent. Such
inferview shalt 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.

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

The Superintendent refains the right to assign staff based on the needs of the
district. The Superintendent will consider the cerificationf/licensure, qualifications,
and evaluations, and senicrity 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.

A teacher who makes a voluntary transfer may not again seek a voluntary transfer
for a period of three (3) yvears, 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 duly day for teachers of the
preceding school year. Within fifteen (15) days of such notice, any ieacher
involuntarily reassigned shali be granted a conference with the Superintendent and
building administraior who shall state the reasons for such reassignment in writing.
Af such conference, the teacher may be representad by one association
representative of hisfher choice. The conference shall take place within fifieen (15)
days of the written request for such conference.

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.

. The Superintendent shall have the authority granted by law to involuntarily reassign
any teacher if the reassignment of such feacher 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 sat forth in paragraph 1 above. This procedure will
alse be used if the transfer occurs during the school year to replace personnel wha,
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.

. No teacher shall be reassigned to any position for which hefshe s not
cerified/licensed or cannot become certified/licensed without additional training.

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

. When a school is closed permanently or an involuntary transfer has resulted
because of change in enroliment or territorial changes affecting the district, teachers
in that schoaol who are not placed in a vacancy which they have requesied, shail be
placed after the Superintendent has considered the employee's
certificationficensure, qualifications, and evaluations, as well as other factors which
woulld affect the appropriateness of the placement in assigning teachers affected.

. Aninvoluntary transfer can only be imposed once every three years.

. 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
support materials related to their new posttion, which purchases must be approved
by the Executive Director of Teaching and Learning andfor 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 hoth. Supplemental
and support materials must be purchased by February 1 of the academic year in
wiich the transfer occurred.

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

1. Employees covered by this Agreement shall be paid $30.00 per hour for a
maximum of five (5} hours beyond the nomal 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 matenals 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. ltems that are personal belongings of the teacher being used in his or her classroom
shall be moved by the teacher.

5. ltems that are personal curricular 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 nofified by the Superintendent in writing on
or before April 30.

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
nofice as provided in Subsection A above. If the request is timely, the teacher shall be
granted an opportunity for a conference with the Supernintendent/designee 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 cheice. Board action on an individual teaching
contract shall not occur prior to the regularly scheduled May Board

meeting.

A teacher having completed, on or before the next July 1st, four (4) or more years of
continucus, 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 recormmendation 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 should 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.

in the review, said teacher may be represented by a representative designated by the

Asscciation. This representative may be accompanied by a UniServy representative
and/or Association aitorney.
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E. Request for review as specified in paragraph D above shall be made in writing to the
Superintendent of Schools.

TIMELIMNE:
PARAGRAPH ACTION DEADLINE
B Supenntendent’s Motification April 30
C Teacher Reguest for Conference 2 teacher wark days of
Superintendent's notice in B
C Conference with Superintendantf & teacher wornk days of request
Designes for conference in G
F RFequest for review with Board 2 teachar work days of
Conference with Superintendent!
Desighes

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

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

Section 4.6 - Reduction in Force

A When necessary, the Board shall upon recommendation of the Superintendent
suspend the confracts of teachers, but such suspensions shall be limited to the
following reasons.

e s

Decline in student enrollment.

Return to duty of regular teachers after leaves of absence.

Suspensian of schools.

Territorial changes affecting the district.

Financial Reasons.

If the Board plans to implement a RIF due to Financial Reasons, Association
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 any of the above reasons, the reduction shall
be made in each teaching field affected as follows:

1.

suspension of confracts shall ccocur among teachers on limited contract first based
on the lowest evaluation rating within the teaching field affected.

If the suspension of contracts is necessary for any continuing contract teacher, this
shall he 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 reguired to obtain a temporary certificate/license 0 meet the
reguirements 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 contemplaied that would result in
the suspension of teaching contracts of some of those teachers, a lottery will be
conducted to determine the seniority of the teachers hired on that date, the process for
which shall be jointly determined by the District Administration and the Association.

Continuous employiment shall include all time on sick leave, all time on Board approved
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 righis tc recall as follows:

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

2. If vacancies cannot be filled by teachers on continuing contract, then limited contract
teachers in reverse order of layoff within the teacher's preferred area of
certificationflicensure first, then by other areas of cerdification/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 ctherwise eligible for recall cannot accept the
assignment because hefshe cannot be released from a contract of amployment,
such teacher shall not lose hisfher recall rights as provided herein, but such teacher
may not assert a claim to such position when the obligations of the employment
contract are removed.

6. If a vacancy occurs for which a teacher holds a valid teaching certificateflicense and
such teacher refused to accept such assignments for reasons other than that set
forth in subsection D-5 above, then such teacher is deemed io 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 (20) days
prior to the date on which the contract suspensions become effective and te all teachers
s0 affected sixly (60} days prier to the date on which the contract suspensions become
effective.

The Asscciation, the Superintendent andfor histher designee shall confer on the
reasons for such reduction within fifteen (15) days of receipt of nolice 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 seniorty, giving areas of cerfification, 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
Chio 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 shall continue to follow the current procedure that shall
remain in the bargaining agreement.

4.7.1 Definitions

A Evaluation Facters: The multiple measuras that are reguired by law te be used in the
teacher evaluation procedurs. The two factors, which are weightaed equally, are
student growth measures at fifty (50) percent and feacher performance at fifty {50)
percent.

B Student Growth Measure (SGM): Tool or assassment that is used to measurs, 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 avatlable, and from local measures of
student growth based on student learning objectives (5L0s). 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 will be used as part of the evaluation process in the following
manner:

Teacher Cafegories | Value Vendor Shared Total—
(Year(s)) Added Assessment S1L.Os | Attribution |Must be  50%
Al 50% 0% 0% 0% 50%
A2 10%-50% D% 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:

A1 - Teacher instructs value added subjects exclusively.

A2 - Teacher instructs value added subjects, but not exclusively, percentages are proportionate to the
teacher's schedule.

B - Approved vendor assessment and tescher level data is available, percentages are proportionate to
the teacher's schedule.

- Mo teacher value added or teacher-level vendor assessment is available.

C. Teacher Performance: The assessment of a teacher's performance, resulting in a
performance rating. As an evaluation facter, the teacher performance dimension is
hased on direct ohservations and walkthroughs that are performed by a credentialed
evaluator. Teacher performance resulis are reporied as a teacher performance
rating that may be coded as "1" indicating lowest performance to “4" indicating
highest performance.

D. Ewaluation Rating: The final, summative evaluation level that is assigned to a
teacher based on evaluations that are conducted pursuant 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 perffermance 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 data
is available sooner) are combined with the performance ratings for the current
school year to assign an evaluation rating.

F. Ewvaluation Instrument. The process and forms are located in Appendix A in this
agresment,

G. Student Learning Objective {SLOY: 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 basetine data gathered at
the beginning of the course.

H. Teacher(s) of Record:
1. IsfAre responsible for assigning the grade/mark to the student, and

2. IstAre required to have the proper credentials to teach the particular subject
for which hefshe has been designated “teacher{s)of record(s)".

I. Sharad Aftribution: The practice of sharing student(s) achievement scores amongst
a collaborative group of appropriately licensed educators who consistently meet,
plan and provide instruction andfor infervention for a student or defined group of
students on a specific topic andfor 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 oppertunity for student
learning and achievement.

4.7.3 Application

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

1 Teachers working under a license or permanent certificate issued under sections

3319.22, 3319.26, 3319.222 or 3318 226 of the Chio Revised Code who spend at
least fifty (50) percent of their time previding 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.

It wil 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
evaluaior from a list of district approved evaluators.

4 7.5 Evaluation Committee

A

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

Committee Composition

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

Compensation

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

[}, Secretarial Support

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

1

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

If either party wishes to consider any change or revision to the evaluation
procedure or process, including the evaluation instrument, during the term of this
agreement, it will discuss the matter with the committes. 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 o the Board and the
Association for ratification.

4.7.6 Notification

A

Mot 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 notified 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 ih 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 later 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
fMay.

if the Board has entered into a limited contract or extended limited contract with a
teacher pursuant to section 3319.11 of the Ohioc Revised Code, the Board shall
perform a minimum of three formal ohservations during the evaluation cycle in any
school year in which the Board may wish to declare its intention not fo re-employ
a teacher pursuant fo ORC 3318.11 (B), (CY3), (D), or (E) -«

4 7.9 Criteria for Parformance Assessment

A

A feacher's performance shall be assessed based on the standards for the
teaching profession and the criteria set forth in the evaluation instrument,
Appendix A inthis agreement.
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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.

All monitaring or cbservation of the work performance of a teacher shall be
conducted openly.

4 710 Observations

A Schedule of Observations

i

A minimum of two (2) formal observations shall be conducted to support each
performance assessment. A formal observation shail last a minimum of thirty {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.

If the evaluator is unable to make a scheduled formal chservation, 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
ra-scheduled date will take place with an effort made te minimize the observation
paperwork that will be reguired fo complete the observation.

B Observation Conference

1

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

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

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

4.7.11 Walkibroughs

A,

=1 Mo P o

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

Evidence of planning,
Lesson delivery;
Differentiation;

Resources;

Classroom envirgnment;
Student engagement; and,
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 farmal
written evaluation report shall be given o the teacher and a conference shall be
heid 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 resuiting from assessments that were administered in the previous
school year {unless data is avafable sooner) and performance that is assessed
during the walkthroughs and formal observations that are conducted for the
current schoaol year. The evaluation shall acknowledge the performance strengths
of the teacher evaluated as well as performance deficiencies- The teacher's
sighature should not be construed as evidence that the teacher agrees with the
contents of the evaiuation 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 scheool year, and the teacher
shall receive a written report of the results of the evaluation by the tenth day of
May of that school year.

G Eesponse to Evaluation
1 The teacher shall have the right {0 make a written response to the evaluation and
to have it attached te the evaluation report to be placed in the teacher's personnel
file. & copy shall be provided to the teacher.
47.13 Professional Development
& 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 expecied 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 expecied levels of student growth will develop an
improverment 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 performance expeactations,
resources and assistance to be provided.

C The Board shall provide for professional developrment and for the allocation of
financial resources to accelerate and continue teacher growth and improvement and
to provide support to poorly performing teachers as sef forih 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 agreament, improvement plans shalt be based on the overall
student growth measure levels as applicable fo the evaluation fool, and not for ather
individual subjects or classes taught.

B The professional improvement plan shall include:
1 Specific performance 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 dunng 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
evaluaticn 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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E. All teachers rated accomplished, skilled and developing will be considered
‘comparablg” in their evaluations through June 30, 2015 for purposes of Reduction
in Force. This will altow 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 involuntary transferred the teacher performance on the
Teacher Performance on Standards pordion of the evaluation shall be used in
degisions 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 cedificated/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 in 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 o 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 Asscciation should be willing to
apply counseling and peer pressure to bring about professional sel-improvement.
Specifically, the Assaciation 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 Associaticn will accept input from Administration on allegations.
[}, 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
appeintment during regular business hours of the central office or at such other times as
may be mutually agreed upon, to raview 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 advisable.

The teacher shail be notified in writing of the intent of placement In the personnel file of
any docurment 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 and/designes 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 documenits:

Employment and supplemental coniracts

Salary notices

Ohio teaching certificates/licenses

Letiers of commendation

Caoliege transcripts

Miltary records

Medical records

Evaluation documents (Documents in the file will be the final summative document).

00 N hon e b

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

The Board will naotify a teacher if another bargaining unit member requests to review
histher 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 facilties are constructed or
remodeled.

Each schoal 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 contalning 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. Certificatedfiicensed teachers will be provided with classroom keysfworking locks in
order to comply with Administration procedures on school safety.

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

Section 4.11 - Teacher Load

A. Both paries agree to a uniform length of the service day at seven (7) hours and forty
{40} minutes. Standard hours are: Secondary (HS and M3} - 7:40 a.m.-3:20 p.m. and
Elementary - 8:15 am.-3:586 p.m. Ilmmediate 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
fumish a copy to the Superintendent of Schools. This will take into account planning
time and reasonable travel time between buildings as set forth in Subsection G-1,¢.

Bargaining unit members’ assignment and workload shall be determined by the
Administratiocn within the parameters sfaied in this Arficle. 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 gach year.

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

B. Every effort will be made {o hire a substitute for special area feachers 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.

. The Board or its agent shall provide a uniform handbookipalicy book for procedure to be
followed for subsiitutes and presented to them upon hinng. A copy shall be provided fo
each Association building representative.

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

. 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.

. All regular teachers will have a duty-free lunch peried each workday of thirly (30)
minutes. The Board agrees fo hire menitors, wherever practicable, to provide
assistance to elementary teachers during lunch recess, allowing fifieen {15} minutes of
additional planning fime. In the event monitors are not available, the fifleen (15) minute
additional planning fime will be waived,

. On the first teacher work day of schoel 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 start of the meeting. No
more than two staff meetings per month will be scheduled. Staff meetings will begin no
earlier than 7:40 am in the secondary and middle schocl and no eardier than 8:15 am in
the elementary schocls, 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.

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

1. Elementary Class Size (K-5)

Grade Level Students per Class | Classroom Aide

| Half-Day Kindergarten ] 20 21
Full-Day Kindergarten . 24 25
Grades 123 24 —25 |
Giades 4.5 57 28 1
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2. Hiagh Schonl and Middle School class Size (5-12)

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

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

c. Band, ar, choir, study hall, librarian, guidance counselors, and cafetaeria supervision
shall be exempt from being figured into class siza.

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 ahe time.
The patties have a mutual goal to set the secondary teaching load structure as five
(5) instructional periods, one {1} duty period, and one (1) preparatory pericd. If this
goal cannot be met, the affected cerificated/licensed staff will have the right fo 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 conferance,
upen the employee's request.  The building principal retains the authority to make
the final decision.

¢. In any semester in which a high school teacher is assigned two or more different
Advanced Placement or approved Dual Enroliment 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.

|. 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 encouraged to atlend the commencement of
BGHS. Teachers will be provided a special seating arrangement for the svent.

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

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 histher
designee,

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

M. Mutual consent shall be required for patticipation 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 adopied district-
wide by the parties' mutual consent.

Q. 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 conceried efforis to obtain subsiifute 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 1o cover the
class during the teacher's regulady scheduled non-eaching time, or if the teacher is
required by administration to combine their class with another class where a substitute is
heeded.

Teachers will be assigned fo cover a colleague’s class in accordance with the following:
A, Absence due to perscnal or family iliness. {Appropriate form must be complated.)

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

C. Absence where no substitute is available.
D. Cther circumstances at the principal's discretion.

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

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 covering 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 composad of Association president, vice-president, and

representatives from all huildings and special areas and the Superintendent of Schools

{and such cther 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 presenied to the appropnate administrator{s) prior to bemg
submitted to the Superintendent in a Communication Committee meeting. Meetings shall
he 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 te the Superintendent at least five
(o) workdays prior to the meefing.

Section 4.14 - School Calendar

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

A There shall be no more than one hundred eighty-four {184} paid contractual days in the
basic teacher coniract 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 178 student days with one {1) day for professional development training.

2. There will be an additional four {4} work days for cerlificated staff that shall be as
follows:

a.

b.

Onz (1) professional development day on the opening day of school for all
certificated/licensed staff.

Cne {1} day - the day following the opening day of school for work in buildings
and building meeting.

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.
One (1) day - at the completion of the school year.

In the 2014-2015 school year, additicnal late arival in-service training shall be
conducted for two (2} hours each session onh 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 centinuation of these
Professicnal 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 befare 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 dafes 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 commitiee 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 appeinted 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 times will e sef 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 ke changed only upon hotice 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 fo 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 Friday before Easter, and the Memonal 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 immediate administrator{s} will collaborate to plan
highly qualified professional development activities that are aligned with the district and
building goals on an as-nestded 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 voluntary. Participants will be reimbursed at thirty ($30.00)
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dollars per hour.

B. In addition to any other provision of this contract, afl teachers shall paricipate in in-
service training, research and evaluation as required by the State Depariment of
Education. Al teachers shall attain and maintain a Highly-Qualified Frofessional
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. Signad 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 pricr 1o the time of leave. Final approval of Professional
Leave requests shall be at the discretion of the Superintendant.

Section 4.17 - Student Teacher Objectives

FPrior to March 1st of each year, the Association may, at its optioh, 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 Siate
University for the following school year conceming student teacher observations. 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 tenms and conditions of the contract to be established between the Bowling
Green City Board of Education and Bowling Green Siate 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 responsibiiity.

B. The parties recognize and agrees that steps to provide a student with disabilities a free
appropriate public education will be taken in accordance with the reguirements of
federal and state |aw.

. Any teacher currently teaching 8 student on an L E.P. may initiate the review process.

D. Any teacher currently teaching a student on an LE P. shall be afforded the opportunity
to attend |L.E P. team meetings.

E. The District will provide the requisite training/in-service to all teachers with included
students toc help meet the needs of such students. Such teachers will be required to
attend trainingfin-service in order to meet the educaticnal needs of the included
student(s} and will be paid 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 |LE.P. The District shall supply appropriate and
required resources, as cutlined in the student's | 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 minuies

filing professional development plans

responding to general inguiries

providing general office suppliesforms.

The Association LPDC committee members, excepting the chair, will be reimbursed at a
rate of sixteen dollars an hour, up o 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 perscnal records
up-io-date as they perain to cedification/license renewal.

At such time as licensure replaces certification, references 1o cerification in this Agreement
will include license when appropriate.

Secfion 4.20 Resident Educator Program

A. Philosophy
The Bowling Green City Schools believe that it is the districl’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 andg Licensure
Standards as well as the state mandated Obio Resident Educator Program.

B. Purpose of the Program

The purpose of the Resident Educator Program is fo assist the eligible Resident Educaiors,
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 responsibilties of teacher leadership within and beyond the Resident Educator
Frogram.
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C. Who Will Be Mentored?
Ali teachers who are defined as Resident Educators according to the Ohic Department of
Education will be assigned a mantor.

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 hisfher own classroom performance.

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

All mentars 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
huilding principals with the consultation of the Association Prasident.

E. With How Many People will A Mentor Work?

It is our belief that one mentor would work with one Resident Educater, 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 mantees.

F. The Mentoring Program
The Resident Educater Program for Bowling Green City Schools will consist of at least five
mestings 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 complsetion of the
Resident Educator Program..

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

Year1 - 0400 of B.A, step O
Year 2 - .0400 of B.A. step 0
Year3 - 0300 of B.A step O
Yeard - 0200 of BA step O

G. Evaluation Of The Program

The Executive Director of Teaching and Learning will be responsible for manitoring the
Fesident Educator Program.  The program will be evaluaied informally and formally
throughout the year.

H. Expectations for Classroom Ghservations

It will be expected that the mentors will cbserve the Resident Educator at least three times
aver the course of the year. The purpose of these cbservations is to provide modeling of
various techniquesfstrategies and critigue the Resident Educator.  All notes and
observations are confidential between the mentor and the Resident Educator.
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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.

l. Reassigning of Mentors

If either the mentor or Resident Educator becomes concemed that the mentoring
relaticnship is not functioning satisfactorily, either person may ask the building principal to
infervene during the first six weeks of the school year. The building principal shall meet
with the Resident Educator and the mentor to discuss such concems, and shall attempt to
resclve 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 menior shall have hisfher compensalion 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 handied using the following
procedure:

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

Supplemental contract employees will be subject to this complaint procedure.

B. i the complainant is dissatisfied with the attempted informal resolution, the building
administrator shall determine whether the complaint should be processed further. If so,
the complainant (it she/he desires} or, alternatively, the building administrator shall
document the complaint, collect documentation provided by the complainant, (if any),
and provide a copy o 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 Superintendenl. Any
others in aitendance al the mesating shall be at the building administrator's or
Superintendent's discretion.

. Complaints not resolved through a meeting of the parties discussed in paragraph B
above will be referred to the Superintendent for resclution. The teacher, complainant
and building administrator shall be given the oppoitunity to submit position statements
and/or recommendations fo the Superintendent. The Superintendent may participate in
this complaint procadure at any level she/he deems apprepriate.

39



O Any complaint resulting in disciplinary action against a teacher shall be subject to the
contraciual 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 confidenfial manner, to correct and
document employee performance problems, and to administer employee discipline
in an appropriate manner thereby contributing to employee morale by treating ail
cerlificated staff fairly.

An employee may be disciplined for just cause.
Discipline will be imposed in the following progression:

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
leam the reasons for the intended digciplinary action and to explain his/her behavior.
The employee has the right to 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 determines that the employee's continued
employment prior o the conference poses a danger to persons or propery or a
threat of disrupting operations, he/she may relieve the employee of duty with pay
pending the conference to determine final disciplinary action

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 parsonnel 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 resull in suspension without pay Imposed by the
Superintendent or designee. (Within three {3} calendar years of the written
reprimand). The Supenntendent or designes 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 docurmentation of due process. The recommendation for
termination of an employee shall be considered and voted upon by the Board of
Education.

¢. Discipline will nomally be progressive, but may vary from the afgrementioned

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.

. Fringe benefils shall remain in effeci during the time of any suspension with pay

under this article.

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).

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

SECTION § - 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 cne
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 periinent te the individual's teaching
assignment and a C or better/pass is eamed in the course. Hours per teacher are to be
capped at ten {10} semester or fifteen (15} quarter hours per contract year.

T

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 {uition expenses for approved hours for all district
employees. The employee's expense will be multipled by this ratio tc determine
the amount of reimbursement.

For the purpose of establishing a window for reimbursement, the year will begin on
May 1 and close on Apnl 30 of the nexti 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
instructional fee cost of course work taken.
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10.

1.

The total hourly instructional fee charge shall be the basis for reimbursement for
University or Cellege attendance based upon the hourly charge per semester hour.

There will be application forms available at the central administration.

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 wiil
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 ctherwise voluntarily separates from service the year after being
reimbursed, the employee shall return the amount reimbursed to the Distnct.

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

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

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
gquarters. Reimbursement shall also include a maximum of four one-credit hour
workshops.

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

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.

Certificated/Licensed persannel, 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. Advancerment on the salary
schedule requires filing an official franscript.

Eeimbursement for academic achisvement will become void If no contract exists
hetween Bowling Green State Univarsity 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

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

. The maximum benefit period deduciible (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 1/1/168: it becomes $500 single/§1000 family in network and $1500
single/$3000 family out of network.

. 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 3400 single/$500 family in network and $500
single/$600 family out of netwark.

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

Effective 1/1/16: it becomes $1000 single/$2000 family in network and $3000
single/$6000 family out of nefwork

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

Retail (30-Day Supply): Mail Crder (90-Day Supply):
$10 generic $20 genenc
$20 formulary $40 formulary

$30 dispense as written (non-formulary)  $60 dispense as writien (non-formulary)
The in-network physician office visit co-pay shall be $20.00.

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 Heatth 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. [n addition, the Board of Education will
confribute $1,000 to the empleoyee's HSA account in the first year of pariicipation and
£750 in the second year of participation.

Deduciibles for the HDHP HSA shall be:

Single $1,250 in network 7 $2 500 out of netwark
Family $2,500 in network / $5,000 out of network

Employees who enroll in the HDHP HSA shall be pemitted to (re)enrcll into the Super
Med Plus PPO plan during any cpen enrollment peried, 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 duraticn of this agreement, bargaining unit members will pay $10.00 per month for
a family plan and $8.00 per month for a single plan. This coverage shall be for all
certificated/licensad employees who teach al 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.

Secfion 5.5 - Life Insurance

The Beard shall provide each bargaining unit member with $50,000 of group life insurance
at no cost fo 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
elections 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 but nol limited to the nontaxable benefits of major
medical, disability, cancer, dental, non-reimbursed medical, and dependent care. This plan
shall be administered by the empioyer with an insurance provider as the enroller

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 nar the employee shall incur any fees for the setup, enrolliment and
administrative services provided.

Section 5.7 - Pay Periods

A The faculty of Bowling Green City Schools will be paid fwenty-six (26) pays per calendar
vear,

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

... Payrmoll 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, ie., just
deductions for taxes will be taken out of these two pay pencds.

2. Pay periods will be alternating Fridays.

Section 5.8 - Tuition Waiver

The nonresident dependent children of cerificated/licensed staff members shall be afforded
tuition free enroliment in the Bowling Green City Schocl District subject to space availability
and the rules and regulations of open enrollment. Assignment of studeni(s) {o 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
waives 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 reguirement provided the proper application card has been
completed and submitied to the Treasurer. Such entry into the insurance program will
preclude the bargaining unit member from receiving the healthcare insurance waiver
payment in ieu 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 svent 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 least out of pocket cost to the employee through the application of the "birthday rule "

Section 5.11 - Criminal Background Checks.

The Board shall conduct criminal background checks raquired 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 remain at no more than that
amount for the life of the agreement.

SECTION 6 - 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 employvees who retire under this
section shall be required to serve no less than ten (10) years in the Bowling Green City
School District to ke 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 pumpese of Section A above, ratirement shall mean disability or service
retirermnent in the State Retirement Service.

C. Prior to this payment, the Treasurer of the Board of Education must have evidence in
hisfher possession that the ceddificated employee is in fact in a status of retirement from
the teaching profession in Chio. This evidence shall be written netification supplied by
the State Teacher's Retirerment System of Ohio.
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D. Only those members of the Bowling Green City Schoaol District certificatedflicensed staif
whose effective dafe of retirement with the State Teacher's Retirement System of Chio
is no later than ninely (D0) calendar days after the last paid day of service with the
Bowling Green City Schools, shall be eligible to be paid for such acecrued but unused
sick leave credit.

E. Payment under Subsection A shall be made only cnce to any employee and such
payment shall be considered to eliminate all sick leave 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 temm will be accepted.

G. Death of an emgloyee of the Board does not deny said employee of hisfher 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 sef forth in {C) above.

Section 6.2 - STRS Pickup

The Board shall designate each employee’s mandatory contnibutions 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 81-38, although they shall continue to be designated
as employee contributions as permitted by the Attorney General Opinion 82-097, in order
that the amount of the employee's income reporied by the Board as subject to federal and
Ohie income tax shall be the employee’s fotal gross income reduced by the then-curent
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, noris
the Board's {olal contribution to the State Teacher's Retirement System of Chio increased

thereby
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Section 7 - GRIEVANCE PROCEDURES

Section 7.1 - Definitions

A. Gnievance: A claim by a member or group of members of the bargaming unit involving

an slieged misinterpretation, viclation, or misapplication of any of the provisions of the
negotiated agreement enlered into between the Board of Education and the
Association,

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 affecting each member of said group.

. Association shall mean the Bowling Green Education Association.

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

Section 7.2 - Purposes/Principles

A,

The purpose of this procedure is to secure, at the lowest possible administrative lavel,
equitable solutions to the problems which may affect the welfare or working conditions
of members of the bargaining unit.

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

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.

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

A grievant 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 junsdiction 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.

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

- Decisions rendered at all levels of the formal grievance procedure shall be in writing,

sefting forth the decisions and the reasons thereof.
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H.

Farms for filing and processing grnevances shall be prepared by the central office and
made available through building principals, the Associaticn 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 hefshe is directly responsgible in an effort o resolve the problem
infarmally.

If the grievant is not satisfied with the disposition of the matier, hefshe shall have the
right to have a representafive of his/her choice to assist him/her in further efforts to
resolve the problem informally with the principal or other appropriate administrator or
SUpervisor.

Section 7.4 - Formal Grievance Procedures

A. Step One - Formal

If the informal discussion does not resolve the grievance to the satisfaction of the
employee, such employee shall have the right to lodge a writien grievance on grievance
form {Appendix C) with such employee's building prncipal {or supervisor. I such
grievance 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 perpetraied on an individual or a group, such gnevance
shall be filed within thirty {30) calendar days from the most recent act or omission. The
wiitten 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
wiitten request, a hearing shall be conducted by the principal or hisfher 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 representaticn rights at each formal step.

The building principal, supervisor or hisfher designated representative shall take action
on the written grievance within ten (10) working days after the receipt of said grnevance,
or, if a hearing is requested, 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 aclion shall be reduced to writing and
copies sent to the employes, 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, supervisor or histher designated
representative does not resolve the grevance to the satisfacfion of the employee, such
employee may appeal 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, 2 hearing shall be conducted by the
Superintendent or hisfher designated representative within fen {10} working days after
receipt of the request. While no formal agreemeant 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 propesals, 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 hisfher designated representative shall take action on the appeal
of the grievance within ten (10} 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 reascns for the action shall be reduced te 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 time, the grievance shall be advanced
to step three.

. Step Three - Formal

If the Association and aggrieved person are not satisfied with disposition of Step Twao,
the Association may request that the issue be submitied to arbitration within fourteen
(14} working days after receipt of the wrtten notice of the action taken by the
Superiniendent or his/her designee.

The arbitrator shall he appointed by the Board and the grievant, or their designated
representatives, from a list of seven names submitted by the Federal Mediation and
Concihiation Sewvice. |f the parties cannot agree on the selection of an arbitrator, the
Federal Mediation and Conciliation Service shall submit a second [ist of seven names
from which the parties will altemately sfrike names from the list until only one name
remains, who shall be arbitrator.

The arbitrator shall have no power o 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 hisfher disposition of the grievance, in writing, within ten {10)
working days after hearings or in accordance with arbitration rules. If the grievant
prevails, sthe shall be made whoile within thirty (30) working days after the disposition
has been received from the arbitrator. The arbitrator shall make histher 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 arhitrator shall be divided equally between the parties.

"“Waorking days" are days when the Cerdral 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 perdormance. 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 Tor teachers new to the District are located in Appendix D, ie. -1
{2014-15), B-2 (2015-16) and D-3 (2016-17}
=  Appendix -4, D-5, and D-6 are provided for referance to teachers hired prior
to the 2014-2015 school year.

Effective July 1, 2013:

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

s “Spec./MA+45" becomes "Spac. Degree” Column.
»  "MA+E0/Spec.+15/PhD” becomes “PhD/EdD" Column.

s+ All employees in the "Spec /MA+45" and "MA+G0/Spec.+15/FPhD” Columns as of
June 1, 2013 are grandfathered in said columns.

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

Effective for the academic year 2014-2015, existing employees who completed the
reguirements for educaticnal 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 [ess
expertience 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 thelr salary rate paid for the 2015-2016 academic year.

For all employees who complete the requirements for educational advancement afier
October 1, 2013:
« Upon achieving 15 graduate hours heyond a Bachelor's degree, an employee’s
base salary will increase $250.

= Upcn achieving 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 will 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 achieving a PhD/EdD, an employee's base salary will be increased $2000

. Academic Credits/Coursewark 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 credit by said university and
applicable toward a graduate degree  The individual dces not have fo 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 appreved in advance by the Superintendent/designee using the
Coursework Approval for Satary Advancement form {(Appendix G). The form must be
submitted to the Human Resources Administrator at feast 30 days pror to the first
day of class.

Official transcripts must be submitted 1o the Human Resources Administrator by
October 30 of each year.

. Mavement on Scale Within Masier's Columns

Employees who have obtained a master's degree will only be able {o advance one (1)
educational column in a contract year.
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Section 8.4 - Supplemental Contract Notification

Supplemental contracts are for a one (1) year pericd and are for responsibilities beyond a
basic teaching confract. All supplemental contracts shall be deemed not renewed at the
end of their tenms without further notice {o 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 it is re-established for the
following year without first pesting the vacancy. Furthemrmore, an individual may request in
writing that the Board make a decision on re-employment  The decision must be given to
the employee in writing within sixty (60) days of said request. If no netification is received
by the employee within the sixty {80} days, the employee is automatically re-empioyed.

Section 8.5 — Supplemental Contracts: Experience and Other ltems

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

B. Supplemental staff members of the Bowling Green Schoo! District who move within an
activity {e.g. Head Coach to Eighth Grade Coach) will be granted the years of
experience earnad at their previous lavel

C. Sports medicine and CPR certification: The Board of Education shall provide and pay
for an annual working sessicn for all staff reguired fo 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 Chio teacher's
certificateflicense but who hold a minmum of a baccalaureate degree will receive a
supplemental salary calculated by multiplying 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 of any provisions of this
Master Agreement at not less than the level in effect as of the effective date of this Master
Agreement. No existing Board policies, instructions, or handbooks shall in any way limit the
rights granted teachers In this Master Agreement. Any portion 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 unfess both parties mutually agree fo re-open said
contract with respect to that subject or matter. If necessary to comply with requirements of
stale and federal legislation, regulation, or court decisions, the parfies 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, nghts,
authority, duiies, and responsibilities conferred upon and vested in i by the laws and the
Constitution of the State of Ohio and of the United States, except as expressly limited by
the ferms of this confract. 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 of the Board agenda and
addenda by e-mail no less than thirty (30} hours prior to such meeting. Each agenda shall
include the nommal attachments except attachments provided for the cenfidential

information 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, curnculum,
instruction content, and methodology.

Section 9.5 - Grade and Placement Policy

Teachers shall have the right to award an evaluaticn grade to students and wili 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 will not require changing
teacher grades by teachers.

Section 9.6 - Subcontracting

The employer agrees that no reduction in force shall ococur within the bargaining unit as a
result of subconfracting of work presently performed by members of the bargaining unit
during the term of this contract.
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Section 9.7 — Implemantation 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 thereafler 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 Agreement, officially adopt or
implement any condition of employment 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, wil
supersede any rules, regulations, or practices of the Board which may be contrary
lo or inconsistent with terms of the Master Agreement

Signed at Bowling Green, Ohio, this _ 0% dayof a3 2014

fhuﬂ.b» fﬁﬁsma T

Bowling Green Education Association Bowling Green Board of Education
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OTES Evaluation Documents
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BowLisG (GREEN C1TY SCuooL DISTRICT

Teacher Evaluation: Self Assessment (Optional) A-1

Self-Assessment Summary Tool

Dirgetions: Teuchers should record evidence to indicale strengths and areas for prowth for each stmdard,
Then, look acrose all of the standards helistically and identily fwo priovities for the upeaming vear. Note these

| two priorities with check rnarks in the far-right column.

Standard

‘Stren E& 5

Areas for Priarities (Check
Growth 3

» Koowledas of hiae students leam and of studeat devclapient
o |ndersianding of whar stidents know and ure shle o do
Standard 1: o Iligh expectation: for all stdents
Students s Hespoct for all sudcss
» Jdanlificetim, instroction god inETvonDon for special popdlations ;
o [nowledee al conlent
2 & Ugg of coment- specilic mstrucliomal vemiegles to wach conespos and skilly
‘Standard 2: ¢ Knowlsdes of schocl and distrie? cusaeulum pricrilis: end Chio asademle coatan slandards
Content » [eletionship of kueeledie wichin the disolpline to other contenl ansy
o Connseticn of sontent do 1k expeciences and cateer opportuitics
s Ennwledas of asscsement o0
e Lz of varied diaenochic, furmulive and sU0UNaive asscssman’s
Standsrd 3: = Anghysiz of data 0 moaite: sudent progress mnd L plan, diffevendiats, and modily instruciiom
Assessment ¢ Comumeisation 30 retulis
= Jnchrcion of sméont soifassceamant and pool-seitmg
* Aligmrent %0 sclioc] and distice prioeilies end Do seademic onteur standasds .
» LUsze of student informetion oo plain and deliver instruction
¢ Cpmminicanon o cleat leataing goaly
Standard 4: w Applicadon of knowledge of how students leam L iestruchiongl design and delivery
Instruction « [ifewe nriation of instructivn i soppert leasuing needs of all sudents
o [lae of gotivizizs 1o promare wdependence und peoblem-colviog
o Lee of wariad casourses: o support leantsT necds
o Zuwe ond squitghle oeatmene of all udenis |
Standard 5: o Creaubon of'n suls kesmime snvioamon)
Learning = Ulse of siramogics te cnetivate sludents w vk productivily and sssume respongbilite for leemizs
Environment # Croetion of iesming simarios tor mdependen] and collsbarative wodk
& Malienance an enviromment St is conducive fo learming for alf strdents
; . (:'.‘Innr and cifeetive commueicaium
g[?].ld"dﬂs' o Shured nesprmgibil iy with parciis/carsgivers 1 sopport student leasiing
o llh&ql‘_l 0 s Cnllahoration with ether taachers, administrarors, school and dislrct slull i
o Colluburubion with loza) communlity agenciss
Communication AR
= Understamding ol amid adherener 10 profesdivanl elhics, polivizs and logal codes ]
Standard 7: o FNeagTmOat i comtinuous, purprifil profossional development
Professional * Desite 10 sores 35 an a2eat of chunge, seeking positive Impsct on izaching quality and smidcs
Respoasibility i P
and Growth
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BowLING GREEN CITY SCHOOL DISTRICT Professional Goal Setting Tool A-2

Professional Goal-Setting Tool

Part 1.1: Gonal-Setting and Planning (to be completed by the teacher and evaluator-at the beginning of the year)

Data Sources thar Indicate Need for Action {fiom Standard {5 for Goal 1- circle all that apply:
TATIOUE ZoUrees as relevant) . . .
1 1-  S&mdents 8-  Lezroing Enviromument
Name
& 2-  Copntent £~ Collaborsrdon and Commuanicaton
. Ihak
: 8- Assezament i
_ 7-  Professionsl responsibility and Growth
| 4-  Insruction Evzluator
i |
SMART {specific, measurable, attainable, relevant, and time-bound) Goal 13
Action Steps for Goal 1 Evidence Indicators Evidence/Artifacts to Collect Timeling
]
i
Part 1.2: Goal-Serting and Planning (to be completed by the teacher and evaluator at the beginning of the year)
Trata Sources that Indicate Need for Action (from various sources as relevant) Standard (5) fior Goal 2- eircle all that apply:
L 1-  Stuedents 8- Learming Enviromment
it
2-  Content 8- Collaboruion end Commiicaion

2

A= AsSessment

Im=truction

.F.

Prefessionz] responsibility and Growth

SMART (specific, measurable, attainable, relevant, and time-boundy Goal 2:

Action Steps for Goal 1 | Evidence Indicators Evidence/Artifacts to Collect Timeline
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BOowLING GREEN CITY SCHOOL DIsricyT

Professional Goal Setting Tool A-3

{optional for continuing contract teachers, mandatory for all others)

Professional Gﬂal-Seﬁing Taol (Part 2)

| Part 2: Mid-Year Progress Check (Goals 1 and 2)

Date of Mid-Year Progress Check Conference:

For teacher to complete:
What has been your progress so far — action steps, evidence coilection?
Howe hias this work impacted your leachimg and stedent leaming?

For evaluator to complete:
llow successful has the teacher been to date at working towards the goals?
Whal supporl would be helplbul for this teacher to meet these goals?

Part 3: End-of-Year Evaluation and Reflection (Goals 1 and 2)

Date of End-of-Year Conference:

For teacher to complete:

Whal have you leamed?

What did vou accomplish by worldng on these goals?
Will vou continue to work on these goais? How?

" For evaluator to complete:

Evaluation of final muiteomes: Flow well did feacher meet the voals?
Impact on student leaming: Aow did this work effect studest learning?

Teacher Signamre

Drate

Nvaluater Signatur

Dale
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BowLING GREEN CITY SCHOOL DISTRICT

Professional Goal-Setting Rubric A-4

{optianal for continuing contract teachers, mandatory for all others)

Professional Goal-Setting Rubric
In OTES, the work that teachers put into the goal-setting process informs the end-of-vear summative rating of the teacher’s effectiveness. Evaluators
may want to use a rubric like the following fo rate the teacher’s performance. Becanse teachers have engaged in the goal-setting process with their
evaluators, many potential problems will have 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 them.

Professional Goal-Settine Rating Rubric

Ineffective Developing Skilled Accomplished
Data are not used to identify | e  Data are reviegwed, but the »  Data are reviewed for Multiple data sources are
NEEDS needs. needs of specific student strengths and weaknesses and reviewed in depth,
ASSESSMENT/ Cioals are not tied to the groups are not examined in for specific groups of (ioals target specific
DATA SOURCES standsrds. depth, studenis, standards,
Goals are not rigorous or - {Goals are tied generally to + (oals target specific
measurable. standards, standards.
Goals are not measurable. » (oals are measurable. ¢ (Goals are measurable. Goals are measurable.
Planned steps do not allow for | Action steps link to the goal  |e  Action steps are clearly linked Action steps align with the
mid-point progress check. but may not allow for regular to the goal and allow for mid- goal and allew for regular
Planned steps do not reflect progress checks, point progress check. progress checks.
gond practices. s  Planned steps reflect good o Planned steps reflect good Planned steps are strongly
ACTION STEPS/ Teacher does not mect teaching practices, teaching practices. based in reliable and valid
EVIDENCE timeline for action steps. » Teacher may not imeet e Teacher meets timeline for research-based practices.
INDICATORS No arifacts are collectedto ™ timeline for all action steps. action steps, Teacher meets set timelines,
demonsrare progress. = Limited artifacts are collected |e  Artifacts collected and may set additional steps
to demonstrare progress. demonstrate progress towards and timelines as a result of
goals. ¢ progress checks.
Artifacts provide srong and
thorough evidence.
Goals are not rigorous, ¢ Goals are easily obtained; not |e  Goals are challenging. Goals are rigorous;
(ioals are not met. a stretch for teacher, » (ioals are met or, if not, achievement is demanding,
EVALUATION/ Teacher carmot reflect ¢ Teacher demonstrates limited teaclier communicates (Foals are met or, if not,
REFLECTION thoughtfully on the process or reflection on learning. learning and next steps. teacher can communicate
convey learmning. leaming from goals and next
steps based on data.
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BOWLING GREEN CITY SCHOOL DISTRICT

Teacher’s Form - A-5

Pre-Observation Planning and Lesson Reflection Form (page2)

Lesson — 4.a.1

PLAN

KNOWLEDGE OF STUDENTS (Stadard |, Students)
» Yhat should the evaluator know about the student population?

TEACH

LESSON DELIVERY (Standand 2: Content / Standasd 4. insgustion}

= How will the goals for learning be communicated w smdents?
What insoructional strategies and methods will be used to engage students and promote
independent learning and problem solving?

(Stuncard 1t Stodeocs ( Standard 4, Instruction])
s How will the Instructional strategies address all students’ learnmg needs?
s  How will the lesson engage and challenge students of all levels?
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Bowiing GREEN CITY SCHOOL DISTRICT Teacher’s Form - A-5

Pre-Observation Planning and Lesson Reflection Form (page 3

| Lesson — 4.a.1 Reflection — 4.a.3
| RESOL i (Standuerd 2: Conlent § Standard 4; nspustion]
=  Whart resources/rarerials will be used in metruciion?
U | CLASSROUM ENVIRONMENT
d (standazd 1t Swudends £ Stnduard 3: Tearming Fnvinmessng)
=2 Iy How will the enviranment support all students and student learning?
= »  How will dillerent grouping strategies be used effectivaly?
EARNING [Standard 3: Asscasient
»  How will vou check for understanding dusing the lesson?
= What products or demonstraticns will assess student leamning ¢ achievement of poals fur
v sl T
wn mstruction?
=
7 5}
Z
Pre-Conference Initials: Tcacher Evaluator Date & Tunc of Pre-Conference:
Post-Conference Imitials: 'Icacher Evaluator Date & Timc of Pre-Conference:
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BowLING GREEN CITY SCHOOL DISTRICT Evaluator’s Form - A-6

Formal Observation; Guidelines for Evaluators

Evaluators should bring the following to the formal observation:

s The most recent version of the teacher’s Pre-Observation Planning and Lesson Reflection Form (with any revisions from the conference)
¢ The Observation Narrative Form

The evaluator should use the Observation Narrative Forms to record observable evidence around 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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BOWLING GREEN CITY SCHOOL DISTRICT

Evaluator’s Form — (Optional) A-6

Observation Narrative Form

Teacher

School

Ohservation:

Subject

Grade

i

2

Evaluator

Date & Time of Pre-Conference

Date & Time of Observation

Date & Time of Post-Conference

DHMRECTIONS: During the classroom observation, the evaluator records evidence for each of the [bllowing,

Criteria for Observation

| Possible Sources of Evidence

Evaluator Observations

TEACH

LESSON DELIVERY istandard

2 Comtent f Mandaed 4 Instcoction)

Communication of
clear learning goals

Lize of activities to
promote
mdependence and
problent-solving

Use of contet-
apecific instructional
slralcges o leach
concepts and skills

Application of
koowled ze of how
atudents learn to
nstructional design
and delivery

[esson ohjeclives
communicated or posted

Lxplicit reference to
objectives

Cloar procedues
Clarity of abjectives

Sudent underatanding of
objectives and of how io
participate

hoaninglul wse of
exarnples to support
student lsarning

Smident belaviors and
products that indicara
EngageTIEnt
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BowLING GREEN CITY SCHOOL DISTRICT Evaluator’s Form - A-6
Criteria for Observation Possible Sources of Evidence Evaluator Observations
DIFFERENTIATION (Stinderd | ®  Evidence of differentiation
1; Swudents 7 Standacd & Inslruchon)
- ldﬂﬂﬁﬁ cation, - .-“ﬂtlﬂﬁ ic mﬂdlf}’ pace,
inmmiqu and content produces for
mrervention for individuals o groups

TEACH

special populations

= Dhifferentiation of
imatruetion to support
learning needs of all
students

= All students appsar
appropriately challenged

SO0
(Stenderd 2: Content £ Standurd 4:
Instnuetic)

¢ Lise of varied
TeS0uUrees to support
leamer needs

=  Resources appropriate to
students

»  Regources alignad with
ohjectives
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BOWLING GREEN CTTY SCHOOL DISTRICT

Evaluator’s Form - A-6

Criteria l_‘nr Bossibis Somroen it Evidtnce Evaluator Observations
Observation
CL | Students are snuzage:d
ENVIRONMENT
{Sandurd |; Swdents * Standard 5: Smdcnts are working, independently
Topvirunment)
» Lz ol sizateoics to Sunderss urs working in differem sroups,
mivale sudsats to ndependandy, 4 4 whrle clars
m wink productively
U and assinme Involvement oof dudents
_,Q résponsibilin
«  Creation of learning
=l aftwations for
E" indopendeni and
collaboranve work
»  Mainenimues of an
envirorment that is
condueive o learming
fior all sludents
ASSE NT OF Assesiment strategies allgh fo
51 VT LEARNING alvjectives
(Standurd 3: As3cI50C7T;
- Lise ol varizd Azzessonems allow [or demonsoeation of
dingnostic, formarive leurning
and summaies
HEHUSETICT S Aszessments are varied
- Anslvzis of data 1w AxSeIaments are Syslernsio
on e nilor ludent
{7 5] progress and to plan, ASSUSSIENLS are ARETOPTElC fo
= differenriate. and lesmondaiadenls
¥ 2] mindi [y IesiTuchion
on Undaanding is monitored throuch-
*ﬁ & Thecking work
o Asking (uestions
o Vorbalmonverhal cugy
0 Fredosck
Leacher's Signature Date
Lvaluator’s Signature Date
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BowLING GREEN CITY SCHOOL DISTRICT

Evaluator’s Rubric - A-7

Note: The tzachet and cvaluator will 3ign the Ohservation Nafrative Form 10 indicace that the l&sson has been reviewed and discussed, Dot (At he Teasher oeuessarily agiees with tis abservafion commenty on tes form,

Teacher Performance Evalnation Rubric
The Teacher Performance Eveluation Rubric is inlended 10 be sconed holistically. Ihiz means that evaluators will asscez which level provides the bost evered! description of the teacher, The scoring
process is expectad to gocur upon complodon of each thiny (30) mirule observation and post-conference. 'The evahuatar is to consider evidence gatherad during the pre=phservation conference, the
observation, the post-observalion conferance. and classroom walkthroughs (if applicsble) when compleimg the perlormencs rubric, please note that evaludiors are Aol expected 1o gaher svidencs on
all indiceaors for sach observation cvele. Likowise, weuchers should not be required t submit additional pieces of evidence to address all indicarors. The profossionalism scelion of the mubric may usc
evidercs collesiad duning the pre-oksarvation and post-observation conferences 43 well 25 information from the Professicnal Growth and'or Imprevement Plan (If spplicable).

Instructional Planning y
Ineffective Developing Skilled B Accomplished |
FOLC R The teacher does not demonsiiats aclear ° The wacher communicates a foeus for Thz weacher femonstrates & focus far The ceacher asiablishes challensing and
LEARNING fo-t;m {i:-r strdent arning. Leaming stud=nt leecming, develops ;em:nmg mﬂa_m }umng, with appeopeiate me&u!-nbl.: goalis) for stndzat [earming
(Standard 4 ubj:n:rc:s mre o gengral 1o guide Jesson  ohjectives that arc appropiatc for learming ohiectives that inclode that aligns with the Ohig standerds and
Tostroctiom plerming end erg mapprogeiate for the siudents and ceferencs the Ohlio megsurgble goal(s) for student learming ceflect & range of siudent l2armer neede.
stndenty, andiar Jo not refarence the standards bot do not inclede measurcuble | aligned with the Ohio standecds. The The tzacher demansgirales hivw the
= Ohio standasds graks ' wicher demonstrates the Imporanse of goaks) fit ins the broader anit. course
Sources of Bvidence: - the poal and 113 appropristenese for and esliool goals for corrent leaming and
Pre-Conforenes students. tkills.
E’ Fvidence
=
=
= =
B The tsusher does not plan for the Thea teagher cxplains the characteriatics, | The teacher demenytrites an The teacher purposefilly placs
= aszesement of etudent lsaming or does uaes, and Hmialions of variouws unindesstanding that assasament i1f @ means | ageedsments and differenciates
E net analves student lsarning dale 16 diggnoaric, formacive, and snmmative of cvaluming and supperting studens nasesamnent chojoes to mateh the fuil
= infarm lesson plang, A5seE8MCOts but docs not consistenely learning through effectively range of stugdent needs, abilities, and
ﬁ ASSESSMENT ingerporate this mowledgs into lesson ineprparating dingnastiv, formutive, leurning styley, insorperuting 4 rangs of
g DATA The teacher doms nOL WSS OF ARlV NEcs planning, andfar summative asssskments mie appropeiate diggnostic, Tortative, and
v - (Btandard 3: Assessment)  Ccoe measurs of student performance, leszon plancing. EUrMANYS aesedements into legsan
= The (easher used mave thin ons maasure plans. Smdent learning needs are
= Saurces of Evidence: of srodent pecformanze but does not The teasher empioys a varisty of fovmal aceuraiely identificd through an analveis
PR e s appropriarcly valy asscssment and informal assessment techniques to af student data; the teacher uses
approashss, ar the teacher may have enllect evidense of studsnis' knowledpe | uysessment dati to identify stedent
difficulty analvaing daa to effectively and elizlls and analyzes data o strangths and areas for student geowih,
infirm instructional plannine and effeciively inform instroctional plansing
delivars an4l dalivery.
Evidence !
i
|
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BOWLING GREEN CITY SCHOOL DISTRICT

Evaluator’s Rubric - A-7

Instructional Planning
Ineffective Developing Skilled | Accomplished
FRIOR CONTENT The ieacher's lesson does not build on o The eacher makes an atrempt to conoect | The teacher meles cizar tnd schecent The Ceaher wses the inpul and
KNOWLEDGE / comnest o sludenis’ prior knowladze. or  the legson to stadencs’ prior koowledze. aennestions with stndents' prioe ©contribulions of families, culleagues, and
- : the teachcr may give an sxplenaricn thar - | 1o previous [essons o futuee learnmg bot | knowledgs and foturs learning—hkoth cther protessicnals in understanding
SEQUENCE is iflogizal ot ingeoirate AT to how che g nnt conpletely sauceessful, exnlicitly tn yoodents and within the cach lcarmer's seioT knowlados and
ICONNECTIONS wontsnt connecls n presiows and ulore s, ; i

Instructional Planning

[Standard 1; Students:
Standard 22 {Juntent;
Standzrd 4= Tnutroetion

Sawree af Bvedsne
Pro=CanToren e

Jearming.

Evidenee

The teacher plans arid sequances
instruetion o alude e impertant
content, coneepty, snd processes in
achogl and digtms, eumisylum priorites
arid im slule slandards.

supporling their development, e
Ieucher makes meaningil and relevan,
connzcLiens belween 1esson conlent and
cibier dizciplices as:d ceal-werld
cxporicness and careers as well as
prepates cpportinitics £or students
apely loarning from difforene sontent
wreas tn golve prolliems,

KNOWLEDGE OF

STLUDENTS
{Standard T: Stodentyp

Sawroer of Evidenos:
B (]

Anglvsiz of Studant D
Pre-Centerence

‘The teasher demaonstrates o lack of
Farmilinrily with sirdeses hack grewnds
and hes rriade oo wllempls wa Gnd this
inlarmalion.

The teacher’s plan for mzimstion doos
not demongtrag: an understending of
slodenls’ development, prelerrad
Iearning styles. andror student back
Zrolndsprior sxperichecs,

Th teucher demonsiranes soms
Tamuiliarity wilh sludents” hackgreoand
krineledae und expenisnces and
deseribes one procadure wied o ubluin
thiz informaricn.

The tegsher's instnectional plan draws
upar: o parlial analesis of sludsnts”
development, readiness Toe learntag,
prztorred leacning stvles. or backgeonngs
wnd prieT sxperiencey andfor the pan i3
inapprupriately iloeed o the speeific
population of sludsnts o the classmooss.

The teachar demonstrates Yamiliarits
with stodenis! backemoynd knowlsdms
and expenisnoes and daseribes moltiple
provedures wied Le nhiain chiy
infousnation.

The teacher's ztmetional plan deaws
upom an sceutate analegiz of the smdents
development, readiness (ot learming
orelerred leasing sivles, and
Packprounds and prior cxporicnses.

Evidcnec

Thez reacher demaonsteates an
underzeanding of the purposc and valuc
at’ learning abous smdents’ background
sxperiencey, demanstrates familisrii
wiilh each siudemt’y backrognd
knanwledpe and expeniences, snd
describes muliiple peocedures uied 1
ohtzin this information.

The teacher's analysis of student dats
Izmddent devalopment, stoden |eannng
and prefared learning steles. dul student |
backgrovnds/prior cxporiznses) !
uscunalely coznecty the data to speeifiz
inslewstivmal slratemies and plans,

The teasher plans for and can asticulale
gpevific smategizs, contont, and delivery
Lhat will meet the noods of 1ndividual
#ludents and grouns af sludenls,
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BOWLING GREEN CITY SCHOOL DISTRICT

Evaluator’s Rubric - A-7

Instruction and Assessment

Ineffective

Developing

Skilled

Accomplished

Instruction and Assessment

DELIVERY

A tegeher's sxplanaticas ars unelear,
incohersnt, o inascurats, mnd ure
penerelly ineffective in building sludent
nnderstanding. The teacher nscs
languaze thal lwls 10 engage sudents, i
Ioeppropriats 1o the sontent, end’or

Taacher explanationt arg aocurale and
ganerally cleer but the tensher masy not
fusly glarify informition based on
strdents’ questions alout content or
mannetions For leaming activities or the
teachor may gse seme langrace ther is
developmanially inappropriatc, Jeading

Teachar wxplanations arz clear and
accurale, 'The teacher uses
developmentully appropriate atrategiess
and language dezigned to actively
encourage indspendsnt, crealive, and
critizal thinking.

Teacher explanations are ¢lgar, voheranl,
and precise, The peecher uses wall-lmed,
individuslizad, develapmentally
appropeiate strategics and languegs
dezigncd 1o acavely eneouras
independsent, craetive, oyd critice]
thinking, including the appropriete vse

{Standzrd 2: Content; discouragss indspandsnt or creative
Smadsrd 4: Instrocton: thinking. to confusan of limiting dissussion. The tencher effectively sédrsscs af guésticns and discussion technigues
Standard 6: Colluboration confision by re-cxplaining topies when
and Communicating) The leacher T2il3 20 address studseni The reaches re-explains Lopics when askad and enpuning caderstanding. The The teacher scoiemaiehy anticipetes
sonTosion er Tmamation and does nat usz | studsors show confoguon, but is not teacher amployd effective, puraossful confusien by prezenting Informadon in
Sowrces of Evldancs, effactive questioning teehniques during alwayy able 1o provide an etfective gusstinning echaiques during mulliple formars and clarifying conesnt
0 F'-'_'m?;i]h 1?"-"""”'-'-““ the lassem, The lesson 18 almost cnrraly  aliemnative exalanation, The feacher mgEtuetion, before sudents ask guestions, The
g e ﬂﬂ’ teasher-direeted, . attempis to smploy purposalul : teacher develops high-level
questioning teehnigques, but may contuze  The lssson s a balence of teacher- understanding through effestive uacs of
arnéents with the phraging or dming of directed ingtiustion and smdens-led wargd levels of questions, |he issson iy
questipng. The ledaon is primarily learning. itudent=led, with the reacher in the role
teacher-directed af facilitaror.
Evidence

DIFFEREN 2
(Stendard 1: Studenty

The weachar doss nos attempt 1o make the
lessom agsessibls und challenging tor
mozt students, of aftelnpts ars
develoamenrally inapprapeiute,

The teacher reliey an u single strateoy or
alternate 520 of materials to make the
leszon acoassinls to mest students
though some students may not ba able to

The encagr supporls the Isacning needs
el studemits theough a varizty of
strategics, matscials, endfor paome thot
make lsprning aseezsible and

The feacher metches siratesies,
mateials, andsor pacing to stydsnts’
individual nezds, to maeks learning
ageessitle und challanging for all

Stamdard 4: Instruction) acoess cerlain parts of the leszon andfor | challenging for the group. students in the claszroat:. The teacher
some @ay not be ehallsngsd, efisotively vsce Independent,
Foarpey o irkdaiee sollaborative und whele-clags mstruation
%‘F&ﬁt 1o euppor individial learmng gaals end
Walstinoughs providss varied opticos for how stadents
Informa; Obseryal will dempnstrate masiery.
Evidence
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BowLING GREEN CI1TV SCHOOL DISTRICT

Evaluator’s Rubric

- A-7

Instruction and Assessment

Ineffective

Developing

Skilled

Accomplished

(Standard 2: Content;
Arandaed 48 Fostruciion)

Souraekof Svlddane!
Pra-Cunferenis Mol
Chsarvation Clagsruom

Walltirenghs/ Infiormation
Ohsoreations

Instrectiooal matceial and résources used
[z matmctson ase nat relevant 1o the
lesson or ace mappropriate for stidats,

Ths pescher uscy appropriae
istoustion gl matarials 16 suppe
learbing goals, bul may not meer
indivicial sudent’s lsaming stylesnasds
ar actively engogs them in leaming,

Instructional materials end resomeces ars
alignge oo the nstructicnal pumoses amd
are appriprine for smdenrs’ learning
syled and geeds, aetively cnoaging
students,

Instimetiosal matenial: and resouTecs ale
allgned 1o izstructicnel purposes, arc
varigd and approptiate to ability levels of
sudents, and astively cngage tem in
awenershin of thair Jaarning,

Evidence

CLASSROOM

Therz ia Tittie o it evirlenive of | pogIOvE rEgzan

Ths teeehr ie fatr 101 P reprrent of 20d:oc aad

Thie petictier lug poeitive ragrott witl: sinden’s ari

; The wroher hag pozitsez zappas] vl gudsote nad

"E F bcoesen M denchar grod pedesty, Foo exempls, 2atalilishas o biwie sapport with thon, Foo flevnyr srches Tegpect For and Jetorzs el deracustrarze meapcd fae aned ivleee st 1a {ad]vidas)
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E s Sar little or 12 comaGrleaticn o0 Tariles acd reslise Jo & tnely manner, Thiz taachon ahgiges i M- commwnication
enzurerien; wick tarailios, i | ﬂ'd. nl'!'lrﬂ A sty of Vot S potonities and he teucher apgasze in Wensway, Griging
& Azpeepriate expeulslivgs for bebavior 1z sl ey 1o fraflice o aepaoet studen leming, guryrunication winl Faoilics that reaults I active
Zapmeedabions Tor Sehavior ape wet ceavilshed or eshellizhed, bue goms cageetations me wnclys or volwntes, cornmoty, snd Gerile sarodialive
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ruigbehamias Jmappungmsalsy clossroom aod rdividuel reeds of sipden's. Cless
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Moeuiteriog of fsbew Seleavior = ronstszot. desigoesj, vrplemenned, and adyusesd wilh suidert
appropciets, e ellzstun. ol i 45 mppTopRiac: for she Satapom agl
il sooderw et Sandes @ acively
soeonrs e 0o ke véiponeaty boe for ol
bebawviad, The teacher racs mescanch-beend
Bmileg i o devsen diszresee sohanace. amd
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BOWLING GREEN CITY SCHOOL DISTRICT Evaluator’s Rubric - A-7
Instruction and Assessment |
Ineffective Developing Skilled - Accomplished |
The t2acher does nox roeninely osc The towcher unes essesemenis (o measnrs Thz tsazher uass atscasment data tod The tescher uiss dsszsment diwa 1o

EieIEMeniLE 10 measiie Inidcrt mastsry.

The teachar rarely or nowst chssks the
sindents understanding of content. The
teachar fails to make adjustments in

" regpanse to sludent confusicn.

Thie reachsr persisls in using ¢ particnlar
afratedy For responding to
myimderilandings, evan whan dets sggest
the pppronch is not mocceding.

The tzacher doss not provads Zludents with
feedback about ther learnins,

Suerszs of Evidencu
Pre-Corferense formal
Chzareation

Instruction and Assessment

student masiery. Sul may not diftzrentiatc
instroetion besad on chis ieformation

The teachar checks for student
imderetanding and makss sempls to adiust
ingtruation neeordinely, but thaee
ndjustments may canss some edditicnal
oonfuston,

The easher gathers and uses studant data
frown 6 [Ew g00rses 10 choose appropristc
inscructionsl stetcgcs for groups of
smudsats,

Stodents neotive occasional or limied

{ feedback abom their parformance from the
i tencher

idertify students’ strengths and seeds, pod
modifics and diffsrcuitiates instuction
pesurdimgly, although the teacker may aot
be able ta mmticipate leaming obstacies.

The teacher chizeks for understanding at
leey moments and mgkes sdjusdments 1o
inaustion {whole=clase o ldividual
studenes). The weaclier rssponds 1o student
mizundzrstandings by providing sdditional
clarifization,

The iencher gathers and wses stodent deta
from 2 varlety of sources 1o chioost and
maplament appropriats instructional
straiegicy for groups of studsnlc

The wacher provides substancive specific,
seil omely feedback of mudant propress o

; smdents, famiijes, and other schaol
¢ personiel while muintuining

confidsntiulite

ubeniify studenty’ sivengihis and needs, and
mdi fre e differenuiates indtniction
accerdingéy, as well as cxmnines classroom
ASECEIILEOT TEUTE 10 raveal trands mnd
pattsmms in mdividual and group peogress

and tr anticinels lsarming chatasles,

The oeacier comtingnlly chivks for

understanding and malees adiusoments
accordingzly {whcle-claes of individoal
studsmtsh, When en explanstion {5 not
effectively laading smdents 1o underniand
the sontent, the weacher adiuss quickly and
seamiessly within the lesson md ks en

i alemetive wiy 1 explain the concest,

By using sindent data from A varicre of
srsss. the wachar sppsoprintsly adopiz
instrocticnal aecthads and mates b and
Paces learmima activities 10 mest the needs
of mdividual soudents a3 we!l as che whoie
class.

The taacher provides substantive, speuific,
gnd timely feedbusk W0 studenls, families.
and gther schial pareannsl while
mainiaining confidentality, The toacher
prosvides the appartanity for studencs o
engege in self-aseessment und whive
wwarengss of their awa suengthys and
weaknesses, The tzacher vess sudent
szsgazment resulis wo refleet on his o1 her
owm reeching and to monktor eaching
stratcgies und hehwviarg n relaom lo
sindent Spctesy

Evidence
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BowinnG GREEN CITY SCHOOL DISTRICT

Evaluator’s Rubric - A-7

Instruction and Assessment’

Ineffective

Developing

Skilled

Accomplished

Professionalism

PROFESSIONAL
RESPONSIBILITIES

i=tandard 6: Coliaboration
and Comuamnicatian:
Stundard 7; Profisaional
Fesponsibiliny azd
Crueth’

Sowrcss of Bedance.
Professional Davelopient
Plan or Imprevamene Plan;

Pre-gonfarenee:
Post-confierence;

il Interaclhion with

wrlhess

The teaches ailz to commminicare clearly
with stndenits and familics o collghoratz
stfectivelhy wich professional colleaspes,

I'he tezsher fails wuncerstand and Sl
megrulations, olicies, mmd apresments.

The tegcher £3ils to demonstrats evidoncs
of am alility oo wsoarstshy self-agsess
peclorrmanee wid 1o appeoprialely identify
aleas for prodzezicnal deveiopoent.

The wacher vses A varicsy of swratcgzics to
commumicate witdh students and tamnilics
and collahorats with colleaguss, hut these
appmdches may il alwas be apprepnane
[T a panieular sitpadon or sohieve the
intemded oulsme,

The reacher onderstansds and follaws
digerict paiieies gnd state and federal
rezulatioms al a citimad level,

The reachor identifies steengths and aceas
for wrewth o devalap and onplomcm
Larmeted moaly for protissional mrowth,

The teacher nscs cffective cormusn ication
sratcgios with stndenes and funilies and
warks sffootivaly with sollcagucs to
sxaming prablems of prastics, anslvze
srudent sk, and idenoty argotad
sl

The teache: meers ehical and prolessienal
respopsilklitics with inregrite and honcsty
The teacher modeks snd gprholds divrics
policies und state und Federal regnulations,

The teasher 3c1s data-based short- and
long-teim prafessional goals and takocs
pution to meet these goals.

The teacher corumunicates elfectively wilh
students. families, and solieagues. The

. toachor collaborates with colleagues o

impmow: pereanal 2né toam pracdocs b

* tachimating protcasional diseeus. pesr

phsarvetion and fazdbask, poor coacling

+ aeed ofher sollesiygl |seming acoyitics.

The feacher meats ethicel ad prolzasional

raapansihiites and holps coficaoues accoss
and intarpret s and policics aud
understmd thesr impHeations m che
clasgracn.

The teacher sets and regulacly madifizs
shom-and leng-term profossional goals
lrazcd on eclttesscsament and analvsis of
sident icaming cvidence.

Evidence
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BOWLING GREEN CITY SCHOOL DISTRICT Final Summative Rating A-8

Final Summative Rating of Teacher Effectiveness

Proficiency on Standards 50% Ineffective Developing Skilled Accomplished

Cumulative Performance Rating
(Holistic Rating using Performance Rubric)

Areas of reinforcement 7 refinement;

Student Growth Data 50% Below Expected Growth Expected Growth Above Expected Growth

Student Growth Measure of Effectiveness

Areas of reinforcement | refinement:

Final Summative (Overall) Rating Ineffective Developing Skilled Accomplished

Check here if Improvement Plan has been recommended.

Teacher Signarure Date

Fvaluator Signature Date

The signatures above indicate that the teacher and evaluator have discussed the Summative Rating.

Note: The teacher may provide additional information to the evaluator within 10 working days of the receipt of this form, and may request a second
conference with the evaluator. Any additional information will become part of the summative record. Challenges may be made according o the local

CcOonfract agreement,
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BowLING GREEN CITY SCHOOL DISTRICT Teacher’s Form A-10 (Optional)

Data Collection Tool (Ongoing): Professionalism—Professional Development (Standard 7)
Use this fool to describe professional acrivities that conuribute to professional development and/or positively impact the classroom. school, and/or
students and the capacity of the organization (building or district) to meet its goals. Aftach additional pages of the tool and antifacts‘evidence as
relevant. Relevant evidence may include items such as:

* Mawrials from workshops and seminars

« Samples of materials from professional organizations, conferences, and networks thar demonstrate professional cellaborations

s Evidence ol service on professional committees

s Examples of sharing with cther educators and admimistrators knowledge and information in areas of expertise

| Professional Development Timeline for Completion ]
T“?‘PE at Avhvity l Fc.ucus DL ApaNRy Description of Activity and Outcomes Mid-Year | End-of-Ycar
{circle one) {cirele one}
Individual Teaching Quality |
Collaborative (with
othar tesihesy/stat) School Improvement
Callaborgm'a {wiih  Student Achievement
community/other)
Individual Teaching Quality
Collaborative (with
other feachars/statd School Improvement
leﬁh“ﬁ'ﬂw pfen Student Achievemnent
community/other)
Individual Teaching Quality
Collaborative (with :
dthex teachiorgiiatt School Improvement
Collaborative (with T
caniimsityothar) | Student Achievement J
Teacher's Signature Mid-Year Date End-of-Year Date
Evaluator's Signature Mid-Year Date End-of-Year Date
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BOWLING GREEN CITY SCHOOL DISTRICT Teacher Evaluation: Communication and Professionalism A-10

(Optional)

Form B: Communication and Professionalism

Part 1: Afier completing the Dafa Collection Tool: Professionalism  Professional Development and the Data Collection Tool: Collaborarion and
Commumication, usc the information 10 compleie this summarive form and make an asscssment of the teacher’s skills and abilitics in communication

and professionalism (Standards 6 and 7).

Teacher Name: Evaluator Name:

Directions: For each arca below, select Meets or Does Not Meer. Leachers who do not meel the expectations generally do so because they have

demonstrated a paftern of fzilure to communicate, collaborate. or meet the professional responsibilitics of the profession.

Communication and Professional Growth

Does Not
Meet

Communication;

e Communicates to students, parents and school stall uging clear and correct spoken and wriltten language

o Dsey strategics to comnmunicate in a respect(ul manner to snudenis and parents/caregivers about student learning and 1o
engage student’s families as valued parters

Collaboration:
a (Collaborates with other teachers, adminisirators, school and district stafl
. o Collaborates with local eomumunity and community resources and agencies

Professional Growth:

e FEngages in opportunities to impact teaching quality, school improvement and student achievement

¢  Works collaboratively to determine and design professional development upportunitics that increase professional skills and
knowledge

Comments/Evidence:

Overall Recommended Rating (Part 1): Mcets Does Not Meet
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Teacher Evaluation: Communication and Professionalism A-10

BowLING GREEN CI1TY SCHOOL DISTRICT :
(Optional)

Communication and Professionalism (continued)

Part 2: Effective teachers should (1) have no unexcused absences; (2) have no unexcused late arrivals: (2) 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 Nor Meer.

Professionalism Meets Dm“ 1

District/Schoel Policies & Collective Bargaining Agreement:

e Understands and follows federal/state regulations. district/school policies and collective bargaining agresments
e Follows policies for absences
» Faollows school/district discipline procedures and policies for student referrals
s Adheres to scheduled duty assignments (e.p., is on-time for duties, properly supervises students as assigned)

Ethical Behavior:* (Sec Note Below on Ethies)

o Meets responsibilities with integrity, honesty, fairness and dignity

¢ Upholds and follows professional ethics laws and policies (e.g., serves as a positive role medel, maintains confidential
information, maintains security of standardized tests. reports suspected abuse).

* The section on Ethical Behavior 15 intended to be used as part of teachers’ regular/daily performance of duties as an Ohio educaics. K is pot intended to be used for conduct
infractions as outlined in Livensure Code af Professional Conduct for Ohio Eduacators, ORC 3312.3]. The Licensure Code of Professivnal Condict for Ohie Educatory served
aa the basis for decisions on issues pertaining to licensure thar are comsistent with applicable law, and provides a guide for conduct in situations that have professional implications
for all individuals leensed by the State Board of Education, such as teachers, pringipals, superintendents, and other persons serving schools (e.g,, sehoa! nurses, coaches, substitute
teachers), As education s a public trust, the Ohio Department of Education pursues allegations of unprofessional conduet,

Comments/Evidence:

Overall Recommended Rating (Part 2): Meets Does Not Meet
Teacher Signature Date

Evaluator Signature Date
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BowinGg GREEN CITY SCHOOL DISTRICT

Informal Walk Through Form A-11

Teacher Name Grade(s)/ Subject(s) Date:

Evaluator Name: Time Walk Through Begins Time Walk Through Ends

Directiona: This fimin serves as arecord of an informal wealle throgzh by the teacher's evaluator. The evaluator will likely not observe all the leuching elements listed in any one

intormal observation. This record along with records of additicnal informal observations will be used to inform the summative evaluation of the teacher.

| Evaluator Observations

Instruction is developmentally appropriate

Lcsson conlent is linked 1o pervious and fulure leaming

Learmng targets and goals arc clearly communicated to students

: Classroom learning environment is safe and conducive to learning

Varied instructional tools and strategies rellect student needs and
leaming targets

~Leacher provades students with timely responsive feedback

Camntent prescnted is accurate und grade appropriato

Instructional time 1s used effeetively

Teacher connects lesson to real-life applications

Routines support leurning goals and activities

Tnstructions and [esson activities are accessible and challenging for

Muliiple methods of asscssment of student learning are collected,

students Y documented and, utilized o gwde instruction ol
Studsnts take ownership of fearning ! Other
Evaluator Summary Comments:
| Recommendations for Focus of Informal Observations:
Evaluator Signature {Print or Digital
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Appendix B

Bowling Green 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 Formative Observation Sheet (Appendix B-2}

2. Bowling Green City Schools Summative Evaluation Sheet (Appendix B-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 andfor assistant
Superintendent may serve as secondary evaluators, if appropriate.

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 heme school principal with input from other principals.

Intradepartmental cbservations and private critigues may take place without formal
reporting, if so desired.

. Teachers should be obseived as follows:

e

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

2. Al comments and evaluation ratings made by evaluators on the Formative

Ohservation 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 performance 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 Summative Evaluation Sheets.
These are: (a) Productive Teaching Techniques: (b) Class Management; (c)
Interpersonal Relations; {d) Professional Growth Responsibilities.

It is specifically agread 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 Imied to
nohrenawal or termination.
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D. Teacher Evaluation Cycle to be followed during the course of the school year:

Individual Pre-Observation Conference {teacher and evaluator)
Formal Observation(s)

Feedback Conference(s) within ten {10} days of Formal Observation(s)
Formative Observations Sheet(s)

Summative Evaluation Sheet

Final Conference

Detemination of Professional Development Plan

SOy R

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 andf/or curriculum director.

F. Teachers may indicate at the bottom of the Formative and Summative sheet{s} If a
rebuttal or explanation will be attached on a separate sheet.
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Appendix B 2

Bowling Green City Schools
FORMATIVE OBSERVATION SHEET

{eacher School Period Grade andior Subject  Observer
i Appli FiLER provemnent & - Satjsfact

(M

Terformanes Ares 1 (Domain 4) Organizing Conteut Kuowledge for Student Learning

. s famitiar with relevant aspecis of student background and experiences

. Sets goals that reflect performance outcomes

Aricujates clear leaming goals

Includes performaese oweomes for distriet course of smdy in lesson plans

Demoustrares & iRdsrstnding betwesn comemt previously learned, curcest comsant,

and content 15 be lemnesd in the fomre

6. Creates or selects methods, activities, and materials tha! are xppropriste for fhe
students and aligned with the fzsson goabs

7. Cresies or selects appropriate lsaming stategios 10 mee? the diverse needs of sdents

Comments:

Lh o et B e

Performance Area 2 (Domain B) Creating an Hoviromnpeat for Smdent Learming
1, Creates o clitate that promotas faimess

2. Establishes and matntains rapport with stadents

3. Communicates chalienging lemming expectarions 16 cach studeit

4. Bstablishes and maintams consistent standards of classroor behavior

5. Mukes the phvsical environment safs and conducive 1o leming

Commens

Performauce Aren 3 (Pomain C) Tezching for Swudent Learning

1. Mukee learnine poals and mammnetional procedyres clear 1o smdents

2. Miskes coptent comprehensible to srudens

3. Focourages sndents 1o oxiend ther thinkag

4. Monios stadent undenstandime of conten! by & vacely of ovsans, provides fesdback o
sludents 1o assst leaming, and sdjnsts leaming activities as the sitation demeands

5. Uses ivstroctional time wisehy

Comoments:

Yorformance Aren 4 (Domain D) Teacher Professionalisin

1, Referts on the exient o which the learning, goals were el

2, Damonsieates 2 s=nee of sfficacy

3, Uses self-evaluation, peer impart, and supsrvisory feedimek to eontinuously grow
professionaily

4, Ruihds professucmat rlanonstps with collrunies to share teaching instohts and
to cocrdinate learning activines for smdants

5. Commundcaies with parents or grardians about student lsaming

6 Asmmes personal and profossional respumsibility

Crxmemerss

|11

|
(1]

I
b
i

e m—

(3] G-

INE
SHEE

e m——

< idinonsl Commenis By T=achen No Comments Commens Anached ou Sepavate Sheed

P Sieme] (indiearing aowledpe of repor Adrririseor

83



Appendix B 3

Bowiing Grsen City Schools
SUMMATIVE EVALUATION OF CERTIFICATED STAKF

[zacer Date Admintsmratar

*arfommance Area 1 - Organizing Content For Siudent Learing

Perfomrnancs Azes 2 - Creaong An Frvironment For Student Leaming

Pe-fomuance Arsa 3 - Teaching For Smdznt Leaming

Performance Ares 4 - Tencher Professionaisgn

Teacher Cormments:

Dane ; Sipned

{Fignatnss indicaies koowledge of report)

Adiminisirator
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Appendix B 4
BUHEHGGREWC:[TYS(EUDLS

| Name

IV, Positiemy V. Diate imilinily disctisped with principalismerviser B s

VI The spocific objective t e tarpatod (relaied 1o my formatve o vamon mm evaHianon docaments, whi relevant) i i

This oineiive pelates i winch gosl mea? {Circle) 1. orpanier content knowledpe for skedent kamimg 2. qretie & ernvimennent
for smdent leaming 5. teach for mudent leaming, 4. demonsinite professimsiliam

|
|
t
|

VI, S b b ke tos meluieve e obissve: VI Pai by which 11X Wavis) Dy which vl of success in meeeting the siop will vo
1 ke ey will he inenmed:
sl
A, A A
B B. B
o 2 C 2 =k
D D D
B oo ) E

B, (Ul e back of this sheet for additional seps wbe ke,

(X Procpalimendsn’s andofyear saminy of Gachar's |

e

______

the peal;

XL Sigramee of eacher

XL Sipnatre of principed mpervisor A A i

e

W1, Teacher's cnd-of-year surmirary of muccess toward meeting

[0 D gl




Appendix B 5
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APPENDIX C

BOWLING GREEN SCHOOL DISTRICT

GRIEVANCE REFORT FORM NUMBER

Grievant__
Assignment

Date of Grnevance

Specifled seclion, policy, rule ar regulation, law or statute viclated:

Statement of Grievance:

Suggesied Remady:

Date Filed: Signature:

Forwarded by,

Date:
Received b

Dale

Ciata ;. Signatura . Title

Farwarded by

Crata,
Received by

Crate:

Reqguired number of capies: (1) Grievant
(1) Involved Level of Administraticn
(1} Professional Rights and Responsibllities Committes

a0



Employees new to district for 2014-2015:

Bowling Green Cily Schools
CERTIFICATEDILICENSED

Appendix D-1

Entry Level Salaries
Emplovees New to District in 2014-2015

LEVEL 8s BS MA A MA Spec PHD/EDD
+15 +15 +30 Degree.
0 33500 34135 36680 38290 39980 41500 43100
7 34711 35492 38289 40064 41840 43615 45390
2 36044 36848 39897 41540 43783 45725 47668
3 37317 38205 41505 43615 45725 47836 49946
4 38590 39562 43113 46391 | 47668 49946 52224
5 308627 40918 44721 47166 49811 52057 54502
6 41138 42275 46328 48941 51554 54167 56780
7 42409 43632 47936 50717 53497 56277 59058
8 43682 44988 49544 52492 55440 58388 61336
9 44955 46345 51152 54268 57383 60498 63614
10 46228 47702 52760 56043 59326 62609 65892
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Employees new fo district for 2015-2016:

Bowling Green City Schaools
CERTIFICATED/LICENSED

Appendix D-2

Entry Level Salaties
Employees New to District in 2015-2016

LEVEL as B8s MA MA MA Spec PHD/EDD
+15 +15 +30 Degresa.
0 34086 34732 37323 38959 40595 42231 43867
1 35380 | 36113 | 38959 40765 42572 44378 46185
2 36875 37493 40595 | 42572 44549 46526 48503
3 37970 | 38874 | 42231 44378 46526 48673 50820
4 392686 40254 43867 | 46185 48503 50820 53138
5 40561 41634 45503 47991 50479 52968 55456
6 41856 43015 47139 | 49798 52456 55115 57774
7 43151 44395 48775 57604 54433 57262 60097
8 44446 45776 50411 53411 56410 59410 62409
9 45742 47156 52047 | 55217 58387 61557 64727
10 47037 | 48537 | 53683 | 57024 60384 63704 67045
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Appendix D-3

Bowling Green City Schools
CERTIFICATED/LICENSED
Entry Level Salaries
Employees Mew to District in 2016-20%7

Employees new to the district for 2016-2017:

LEVEL |BS BS MA MA MA Spec PHD/EDD
+15 +15 +30 Degree.
0 34631 | 35340 37976 | 39641 | 41305 | 42970 44635
1 35999 | 36745 39641 | 41479 | 43317 | 45155 46993
2 37317 | 38149 41305 | 43317 | 45328 | 47340 49351
3 38635 | 39554 42970 | 45155 | 47340 | 48525 51710
4 39953 | 40959 44635 | 46983 | 49351 51710 54068
5 41271 | 42363 46299 | 48831 51363 53895 56426
] 42589 | 43768 47964 | 50669 | 53374 156080 58785
7 43906 |45172 49629 | 52507 | 55386 | 58264 61143
8 45224 | 46577 |51294 | 54345 | 57397 | 60449 53501
) 46542 | 47981 52958 | 56184 | 59409 52634 65860
10 48860 |49386 54623 | 58022 | 61420 | 64819 68218
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STEP O

5TEP 1

STEP 2

5TEP 3

STEP 4

STEP 5

STEP &

STEP 7

STEP 8

STEP 9

STEP 10

STEP 11

STEP 12

STEP 13

STEP 14

STEP 15

STEP 18

STEP 20

STEP 23

STEP 27

BOWLING GREEN EDUCATION ASSOCIATION SALARY SCHEDULE
2013-2014

{Employees Grandfathered prior to July 1, 2013) Appendix D-4
Base %$233,036

Non-
Degree

28576
28732
30888
32048
33201

34357

36437
3TG23
38810

30995

BA

33035

34241

38547

66802

38057

38313

40668

41824

43079

44334

45590

46845

48100

483565

50611

21887

53122

BA+15

33664

35002

36340

J7E78

J8016

40353

415691

43029

44367

45705

47043

48387

457145

E1057

52395

33733

55071

150
Hrs

34281
38712
37132
38bE3
25874
41384
42815
44235
ABG5E
A7078
48457
48917
51338

52758

54175
55600
a7020

58441

94

MA

5174

377a0

38346

40932

42517

44103

45688

47273

48860

S48

62032

53617

Ba203

SE78E

BBATEH

BaLsh

51546

63132

84718

MA+15

37780

38511

A41262

43013

44764

48615

48266

20017

51767

93018

he2HY

8720

EB7T1

60522

62273

54024

BETTH

B7526

89276

Tazv

MA+30

3348

41262

431738

45084

47010

48526

SUB42

B27h3

S4673

oEeH1

58507

80423

62338

Ba4203

66171

Ba0ar

TOOO3

71819

Y3835

Taral

MATE0

MA+45 Spec.+15

Spec.

40932
43013
45034
47175
AQ257
51338
53419
5500
57a82
5e663
61744
83826
BRE0T
87083
Fa0&d
72151
74232
76313
78394

20478

FhDYEdD

42817

44764

47010

49257

21403

53750

53805

53242

4858

82730

54982

87228

88475

71721

73568

78214

TE461

go7ay

2953

g5200



BOWLING GREEN EDUCATION ASSOCIATION SALARY SCHEDULE
2013-2014

{All Non-Grandfathered Employees hired prior to 2014-15 academic year ) Appendix D-5
Base $33,035
MNan-
Degree BA BA+15 MA MA+15 MA+30 Spec.Deg PhDIEdD

STEP O 28576 33038 336684 35174 37760 36346 40832 42517
STERP 1 28732 34281 35002 37760 39511 41462 43013 447654
STEP 2 30808 35547 3340 303456 41282 43178 45084 47010
STEP 3 d2p4a5  aGeO2 J7678 40832 43013 45094 47175 48257
STEP 4 33201 28057 38018 42517 44764 47010 49257 51503
STEP 5 34357 38313 40363 44103 48510 48826 21338 53750
STEP 6 40568 41691 45680 48266  S0842 53419 5oE0G6
STEP 7 41824 43029 47275 BO0MV 52758 25500 58242
STEF 8 43079 44367 48880 51767 H46T5 7682 60489
STEFR 9 44334 45705 5H0446  B3518  oB5HE1 58663 B2735
STEP 10 45530 47043 52032 55263 58507 651744 864982
STEP 11 46845 48381 53817 57020 60423 63926 B7228
STEP 12 48100 49719 55202 58771 62339 G907 68475
STEP 13 66788 805622 64255 B7o88 71721
STEP 14 58375 62273 66171 Ta0G9 73863
STEP 15 64024 68087 721531 76214
STEP 18 36437 49356 H10b7 9BS60 63775 VOOO2 74232 TB461
STEP 20 37623 50611 52395 615486 B7b26 7181 78313 BOVGT
STEP 23 3sB10 51BGY 3733 B3122 BEZVG  T3B3D TE304 82863
STEP 27 3806 53122 se71 84718 V1027 FHYE2 S475 B5200
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CERTIFICATED/LICENSED SALARY SCHEDULE INDEX 201314

(All Non-Grandfathered Employees) Appendix B-6

MNon-
Degree BA BA+15 mMaA MA+15 WMA+30 Spec. PhD/EdD

STEFD 08650 1.0000 1.0790 1.0880 1.1430 11910 1.2380 126870
STEP1 05000 A.0G380 1.0595 1.1430 11550 1.2480 1.3020 1.35580
3TEF Z 09330 1.0760 11000 41810 12490 1.3070 1.3650 1.4230
STEP 3 04700 11140 1.4405 * 1.2380 13020 1.83650 1.4280 1.4910
STEP 4 1.0050 14520 11810 12870 1.35680 14230  1.4510 1.5580
STEP 5 1.0400 14800 12215 1.3350 14080 14810 1.5540 16270
STEP & 1.2280 1.26820 1.3830 14610 1.58280 1.8170 1.6550
STEPT 1.2660 1.3025 14310 1.5140 1.5%70 t1.8500 1.7830
STEFP S8 13040 1.3430 14730 18670 1.68650 1.7430 1.8310
STEP @ 1.3420  1.3835 1.5270 18200 1.7130 1.8060 1.8980
STEP 10 1.3800 1.4240 15750 16730 17710 1.8800  1.9670
ETEP 11 14180 14645 16230 17260 48290 19320 20350
STEP 12 14580  1.50580 1.68710 17790 18870 1.9980 21030
ETEP 13 17180 18320 1.5450 2.0580 L R
STEP 14 17670 1.885%0 20030 21210 22380
STEP 15 19380 20610 21840 23070

STEP 18 1.0750 1.4240 1.5455 1.8150 19810 21180 22470 23750
STEP 20 11100 15320 1.5380 1.8630 20440 21770 23140 24430
STEP 23 11460 1.570G 16265 19110 20870 22350 2.3730 28110

STEP 27 1.1800 16080 16870 13580 21800 22930 24360 25750
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Appendix E

Bowiing Green Cify Schools
SUPPLEMENTAL SALARY SCHEDULE

Index applies to the current B.A. 0 Starting Salary Peint:

$33,500, 2014-2015
$34,086, 2015-2016
$34,681, 2018-2017

Level Position Index of Enfry Level
SportfActivity BSI/0 Salary
HIGH SCHOOL i

Foothall Head Coach 0.2050
Asst. Coach 0.1300
gth Grade Coach 0.1050
Equipment Manager 0.0825
Baskethall Head Coach — Boys 0.2050
Asst. Coach - Boys 0.1300
gt Grade - Boys 0.1050
B Head Coach — Girls 0.2050
~ Asst. Coach - Gils 0.1300
gth Grade - Girls 0.1050
Basehall Head Coach 0.1650
- Asst. Coach 0.1150
B 9™ Grade Coach 0.1050

Softoall Head Coach 01850

Asst. Coach 01150 7

Soccer Head Coach - Boys 0.1650
Asst. Coach — Boys 0.1150
- Head Coach — Girls 0.1650
- Asst. Coach - Girls 0.1150
[ \olleyball "~ Head Coach 0.1650
I P L
gth Grade Coach 0.1050
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Level
Sport/Activity

Position

Index of Entry Level
BS/0 Salary

HIGH SCHOOL:

Wrestling Head Coach 0.1650
Asst. Coach 0.1150
9" Grade Coach 0.1050
Hockey - Head Coach 0.1650
S Asst. Coach 0.1150
Track Head Coach 0.1650
Asst. Coach 0.1150
Cross Country Head Coach 0.1300
Asst Coach 0.1050
Golf Head Coach - Boys 01150
Head Coach - Girls 0.1150
7 Tennis Head Coach - Boys 0.1150 |
" Head Coach - Girls 0.1150
Bowling Head Coach - Boys 0.0425
R Head Coach - Girls 0.0425
Swimming Head Coach | 0.1650
Asst. Coach 0.1150
Cheerleading Head Coach — Ali Seasons 01300
g'h Grade Coach — All Seasons I 0.1050
Darce Team Head Coach ! 0.0675
Weight Room Supervisor Fall (Aug, Sept., Oct) 0.0425
Winter (Nov., Dec., Jan.} 0.0425
Spring (Feb., Mar., Apr.)) 0.0425
Summer (May, June, July) 0.0425
Orchestra [ Director 0.0825
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Level Position Index of Entry Level
SportiActivity BS/0 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

B ) Director of Acting 0.0550

Director of Vocal Music 0.0550

Director of Instr. Music 0.0550

Choral Music Director 0.0825
Yearhook Advisor 0.0375 _

Quiz Bowl Advisor 0.0375

SAB Advisor 0.0375

Key Club Advisor 0.0375

Mode! United Nations Advisor 0.0825

 Prom Advisar 00225

* National Honor Scciety Advisor 0.0225

MIDDLE SCHOOL: '

All Sports " Athletic Director 0.200

Football 8t Grade Coach 0.0875

7t Grade Coach 0.0875

Volieyball 8t Grade Coach 0.0875

' 7% Grade Coach 0.0875

" Cross Country Coach 0.0875

[ Coach

0.0875




Level
Sport/Activity

Wrestling

Easketball

Position Index of Entry Level
B3/0 3alary
Coach 0.0875
Coach 0.0875
8" Grade Coach — Boys 0.0875
8% Grade Coach - Girls 0.0875
71 Grade Coach — Boys 0.0875

8" Grade Coach - Gitls - 0.0875
Track ~ Coach ) 0.0875
Coach 0.0875
Coach 0.0875
Coach 0.0875
Cheerleading Coach — All Seasons 0.0875
Yearbook Advisor (3.0300
Quiz Bowl Advisor 0.0325
instrumental Music Advisor 0.0675
Orchestra Advisor 0.0675
Choral Music Advisor 0.0875
ELEMENTARY: | |
Camp Counselor 0.0275
Safety Patrol ' Advisor 0.0375
'DISTRICT:
) Technology Representatives 01350
LPCC Chair 0.0475
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Supplemental Contracts Grandfather Clause:

Those individuals 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
pertinenl pay increases will be granted.
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Appendix F

CERTIFICATED f LICENSED STAFF
COURSE APPROVAL FCR SALARY ADVANCEMENT
iPlease cormplste this form before enrolling in course)

Ermployes Mame I - Sehaal
Smiployves # - 5 e SubjectGradn Level T
Today's Delo _
Hiurs of
! Academic
¢ Summor | Dale Crogit™
Fall or Corsa Courge in
Spring Beging | Mumber Course Tide Semaester  Marme of Accredited Gollege ar Unibersity
Hreurs

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. Enrolimant in a degree
program is not required. Applicant must provide decumentation that these requirements are being
met.

Superintendent Signature: _ Date:

Mfice Use Only

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

April 25, 2006

Mr. Jeff Nichols

Bowling Green Education Association
c/o Bowling Green City Schools

140 South Grove Street

Bowling Green, Chio 43402

Re: Professional Standards
Dear Jeff:

In the course of our receni negotiations concerning a new labor agreement,
there was discussion concerning Section 4.8, Professionalism, of the agresment. As
discussion proceeded, the Beoard of Education agreed fo withdraw ifs proposal on this
Section, subject to the understanding set forth in this lefter.

It is understood that the Association will redouble ifs efforts to encourage its
members to cbserve the professionalism siandards set forth in Section 4.8 More
particuiarty, 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 info the
crientation 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 Commitiee and other available forums to emphasize the importance
of having teachers chserve high standards of dress, manner and conduct and fo 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 Gresn
City School District

Hugh Caumartin, Superintendent

For the Bowling Green Education
Association

Jeff Nichols, President
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Letter of Cancurrence

The Board and the BGEA agree that they will evaluate the effeciiveness 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 subksequent school years.

- Mf/ﬂiwg Padsmani™ / ALM M] Gy
Fﬁﬁ@@q ]

F&t Board
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