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AGREEMENT

Pursuant to the provisions of Chapter 150E of the General Laws of Massachusetts, this CONTRACT is made and
entered into this 1st day of September, 2022 by the BELMONT SCHOOL COMMITTEE (hereinafter referred to as
the "Committee") and the BELMONT EDUCATION ASSOCIATION (hereinafter referred to as the "Association").

ARTICLE ONE - PREAMBLE

Recognizing that our prime purpose is to provide education of the highest possible quality for the children of
BELMONT, and that good morale within the teaching staff of BELMONT is essential to the achievement of that
purpose, we, the undersigned parties to this Contract, declare that:

(a) Fulfillment of these respective responsibilities can be facilitated and supported by consultation and free exchange
of views and information between the Committee, the Superintendent, and the teaching staff in the formulation and
application of policies relating to wages, hours, and other conditions of employment for the teaching staff, and so:

(b) To give effect to these declarations, the following principles and procedures are hereby adopted.

ARTICLE TWO - SCOPE

For the purpose of collective bargaining with respect to wages, hours, other conditions of employment, the negotiation
of collective bargaining, and any questions arising there under, the Committee recognizes the Association as the
exclusive bargaining agent and representative of all contractual instructional personnel, nurses, physical therapists,
occupational therapists, community service coordinator, elementary science coordinator, including long-term
substitutes as defined below (all hereinafter referred to as teachers) excluding all principals, assistant principals,
coordinators, directors, department chairpersons, master teachers, non-instructional personnel, tutors, professional
aides and those employed for less than sixty (60) school days. Also excepted is every employee who on the effective
date of this Contract or thereafter shall be designated by the Committee as a representative of the Committee for the
purpose of such bargaining. For the purpose of this Contract, a long-term substitute is defined as a person who is
employed to fill the position of a teacher who it is known is absent or on leave for more than sixty (60) school days.
A long-term substitute will be informed of his or her status at the time of hire. The only provisions of the Contract
that shall not apply to those teachers in this category are Articles 7,9,17 and 23.. Notwithstanding the foregoing, long-
term substitutes shall be entitled to the benefits of Article Seven at the commencement of a second consecutive year
of employment.

ARTICLE THREE - RIGHTS AND RESPONSIBILITIES

3.1 Both parties recognize that under the laws of the Commonwealth of Massachusetts the School Committee has the
exclusive right, responsibility and final authority for establishing the policies for the control, direction and
management of the Belmont Public Schools; it is the responsibility of the Superintendent to implement and administer
these policies and the teachers to work to the best of their ability to carry them out.

3.2 It is agreed that the only limitation placed upon the School Committee in its right, responsibility and authority to
establish policies is in reference to those which concern wages, hours and conditions of employment and have been
bargained for and are included herein.

3.3 Both parties agree that it is their responsibility to abide by the terms of the Contract for its duration.

ARTICLE FOUR - NO STRIKE PROVISION

The Association and its members agree that they will not cause, or sanction, or take part in any strike, walkout,
slowdown, or work stoppage.



ARTICLE FIVE - GRIEVANCE PROCEDURE

5.1 Definition

A grievance is defined as a dispute involving the alleged violation or application or the interpretation of a specified
provision of the Contract.

5.2 Time Limits:

All time limits herein shall consist of calendar days exclusive of days when the students are not in regularly scheduled

classes. In the event a grievance is filed on or after June 1, which, if left unresolved to the beginning of the following
school year could result in irreparable harm to a party in interest, the time limits set forth herein will be reduced so
that the grievance procedure may be exhausted prior to the end of the school year or as soon thereafter as practical.
The time limits shall be reduced according to the following manner:

Level 1 shall be bypassed and the grievance shall be brought directly to Level 2. The Superintendent shall respond
within five (5) days of the time the written grievance is presented to him/her. At Level 3, each party shall not have
more than seven (7) days to act. The time limits indicated hereunder shall be considered maximum unless extended
by mutual agreement in writing,.

Failure of the Committee or its designee to respond at any level within the stated time limits shall entitle the
Association to process the grievance at the next level.

5.3 Grievances shall be processed as follows:

(a) Level One: A teacher with a grievance will present it to his or her Principal either directly or through the
Association within fourteen (14) days of the occurrence of the event upon which the grievance is based. If the
grievance affects more than one person, the Association may file the grievance. In the event that the teacher is not
directly responsible to an individual Principal, then the teacher will present it to the immediate supervisor. The
Principal or supervisor shall give an answer within seven (7) days.

(b) Level Two: If the grievance is not resolved to the satisfaction of the grievant or the Association, the teacher or
the Association may, within ten (10) days of the Level One answer, present the grievance in writing to the
Superintendent. Within seven days after receiving the grievance, the Superintendent or designee shall meet with the
employee and the Association representatives in an attempt to resolve the grievance. The Superintendent or designee
shall respond to the grievance in writing within seven (7) days of said meeting.

(c) Level Three: If the grievance is not resolved to the satisfaction of the grievant or the Association, the teacher or
the Association may, within ten (10) days of the Level Two answer, present the grievance in writing to the School
Committee. The School Committee will hear the grievance at the next regularly scheduled meeting provided that the
request has been submitted prior to the closing of the agenda. The School Committee may call a special meeting to
hear the grievance. The School Committee shall make every effort to decide the grievance at the same meeting it is
heard. Failing to do so, it shall be decided within ten (10) days or at the next regularly scheduled meeting, whichever
is sooner. Any grievance filed at Level Three by June 15 will be heard at Level Three on or before June 30.

(d) Level Four: If the grievance is not resolved to the satisfaction of the Association, the Association may, within
ten (10) days of the Level Three answer submit the grievance to arbitration by giving notice to the School
Committee.

5.4 Arbitration:

(a) In the event either party elects to submit a grievance to arbitration, the arbitrator shall be selected according to and
governed by the following procedure: The arbitrator is to be mutually selected by the Committee and the Association.
If the Committee and the Association cannot agree within seven (7) school days after written notice specified above
of the intention to arbitrate, then the party demanding arbitration shall within seven (7) school days thereafter request



the American Arbitration Association to provide a panel of arbitrators. Said arbitrator is then to be selected under the
provisions of the Voluntary Arbitration Rules from such panel.

(b) The fees of the American Arbitration Association and of the arbitrator and the expenses of any required hearings
shall be shared equally by the Committee and the Association, but each party shall bear the expenses of its
representatives, participants, and for the preparation and representation of its own case.

(c) The arbitrator's award shall be in writing and shall set forth the findings of fact with reasoning and conclusions.
The arbitrator shall have no power to add to, subtract from or modify any of the terms of this Agreement, and in
reaching the decision shall interpret the Agreement in accordance with the commonly accepted meaning of words
used herein. Subject to the foregoing, the decision of the arbitrator shall be submitted to the School Committee and
the Association and shall be final and binding upon the Committee and the Association.

(d) Notwithstanding anything to the contrary, no dispute or controversy shall be subject for arbitration unless it
involves the interpretation or application of a specific provision of this Agreement. The parties may, by mutual
agreement, submit more than one pending grievance to the same arbitrator.

5.5 General Provisions:

(a) Before a grievance is presented by a teacher at Level Two, the teacher shall discuss the grievance with the
Professional Rights and Responsibilities Committee of the Association.

(b) The Association shall have the right to use in its presentation at any level of this grievance procedure any
representative or representatives of its own choosing.

(c) The School Committee acknowledges the right of the Association to participate in the processing of a grievance at
any level. The grievant may not elect to have anyone other than the exclusive bargaining representative present or to
represent him/her during the grievance/arbitration procedure without the express written consent of the Association.

(d) Provided that parties to the Contract agree, Level One and/or Level Two of the Grievance Procedure may be by-
passed and the grievance brought directly to Level Three.

(e) The School Committee, the Administration, and the Association will cooperate with each other in their
investigation of any grievance and further will furnish each other with such information as is necessary for the
processing of any grievance.

(f) All documents, communications and records dealing with the processing of a grievance will be filed separately
from the personnel files of the participants.

(g) If a grievance affects a group of teachers and more than one Principal is involved, the Association may submit
such a grievance in writing to the Superintendent, and the processing of such grievances will be commenced at Level
Two. In such a case the time limits for initial filing set forth as in Level One must be followed. The Association may
process such grievance through all levels of the Grievance Procedure even though the aggrieved person does not wish
to do so.

(h) Except as provided in RIF Article 27.7 the decision to dismiss or not rehire a teacher with professional status or
without professional status or the procedure followed in accomplishing this, is not subject to arbitration under any
provision of this Contract.

(1) If a grievance involves compensation then the Association can bypass Level 1 and proceed to Level 2

ARTICLE SIX - SICK LEAVE

6.1 Teachers shall receive fifteen (15) days sick leave per school year with unlimited accumulation. Sick Leave days
may be used for absence due to illness of a member of the teacher’s immediate family or household. These days would
be taken out of the teacher’s fifteen (15) personal sick days.
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6.2 A medical certificate, stating the nature of the illness, that the illness prevented reporting for work, and that the
teacher is capable of resuming the responsibilities of the teacher’s position, may be required after an absence exceeding
five (5) consecutive school days or ten (10) intermittent school days due to personal illness.

6.3 Teachers new to the system will, upon being hired, receive sick leave credit as provided in this Article pro-rated
from the day they are, by contract, to report for work within the school system. Full credit will be given if their
contract calls for them to report on the first teacher work day.

6.4 Teachers shall be entitled to any and all unpaid leave provided for by the Family and Medical Leave Act provided
that the individual is eligible under that statute.

ARTICLE SEVEN - SICK LEAVE BANK

7.1 A sick leave bank, for use by eligible teachers covered by this Contract who have exhausted their own sick leave
and who have serious illness, has been established.

7.2 Teachers new to the system shall contribute one (1) day of sick leave to the Bank in the first year of employment.

7.3 The initial grant of sick leave by the Sick Leave Bank Committee to an eligible teacher shall not exceed thirty (30)
days.

7.4 Upon completion of the thirty (30) day period, the period of entitlement may be extended by the Sick Leave Bank
Committee upon the demonstration of need by the applicant.

7.5 The Sick Leave Bank shall be administered by a Sick Leave Bank Committee consisting of six (6) members.
Three (3) members shall be designated by the Committee to serve at its discretion and three (3) members shall be
designated by the Association. Sick Leave Bank Committee shall determine the eligibility for use of the Bank and
the amount of leave to be granted. The following criteria shall be used by the Committee in administering the Bank
and in determining eligibility and amount of leave:

(a) Adequate medical evidence of serious illness.

(b) Prior utilization of all eligible sick leave.

(c) Length of service in the Belmont School System.

(d) Propriety of use of previous sick leave.
7.6 If the Sick Leave Bank is exhausted, it shall be renewed by the contribution of one additional day of sick leave
by each teacher covered by this Contract. Each additional day will be deducted from the teachers' annual fifteen (15)
days of sick leave. The Sick Leave Bank Committee shall determine the time when it becomes necessary to replenish

the Bank.

7.7 The decision of the Sick Leave Bank Committee, with respect to eligibility and entitlement, shall be final and
binding and not subject to appeal.

7.8 Upon retirement, members of the unit may elect to contribute one (1) of their unused sick days to the Bank.

7.9 The Sick Leave Bank referred to above is a consolidated bank consisting of contributions from both Unit A and
Unit B members and is designed for the benefit of both Unit A and Unit B members.

ARTICLE EIGHT - EXCUSED LEAVE



8.1 Annually, teachers shall exercise their professional discretion in taking up to four (4) days excused leave with pay
for those obligations of a personal nature that cannot be met outside those normal school hours during which the
employee has professional responsibilities, but in no event will such days be used for personal recreation or outside
occupation. Members may carry over one (1) unused Excused Day in the subsequent school year, not to exceed five
(5) days total.

8.2 Educator new to the system will, upon being hired, receive excused leave credit as provided in this Article prorated
from the day they are, by contract, to report for work within the school system. Full credit will be given if their contract
calls for them to report on the first educator work day. The prorated days shall be rounded up to the nearest half-day.

8.3 Whenever practicable, notice must be submitted in writing to the Superintendent or the Superintendent’s designee
at least seventy-two (72) hours before the absence is to occur. A two-week notice is required if the excused leave is
attached to a holiday weekend or vacation week.

8.4 Approval must be obtained from the Superintendent to take an excused leave attached to a vacation week.

8.5 Given that teachers at the high school write college recommendations, teachers that write fifteen (15) or more
recommendations are entitled to a professional day per year to write said recommendations with the prior scheduling
approval of the building principal.

ARTICLE NINE - LEAVES
9.1 Parental/Adoption Leave (see Appendix E: BPS Parental Leave Policy)

(a) Notice of Pregnancy. The teacher shall notify the Superintendent in writing near the beginning of the seventh
month of her pregnancy of her pending leave. Such notice will contain the approximate date on which the teacher
intends to commence extended leave under this Article.

(b) Statutory Leave. Upon receipt of at least two (2) week's written notice of anticipated date of departure and
intention to return, the Superintendent shall grant a leave of absence for up to twelve (12) weeks in accordance with
the provisions of the Family and Medical Leave Act or up to eight (8) weeks in accordance with the provisions of the
Massachusetts Parental Leave Act (MPLA) (General Laws Chapter 149, Section 105D). A teacher is entitled to return
from this leave any time before the expiration of twelve (12) weeks (FMLA) or eight (8) weeks (MLPA) on five (5)
days notice and provided a physician’s statement of good health is submitted.

(c) Notice of Return. The date of the anticipated return will be established with the Superintendent at the time the
leave commences. At the time of return a physician’s statement of good health must be presented upon request

(d) Termination of Pregnancy. In the event of a termination of pregnancy, the teacher may make written application
for reinstatement prior to the previously established date for the termination of the leave. Such application shall be
accompanied by a physician's statement of good health.

Any authorized, unpaid extended leave does not constitute a break in service. While on any authorized, unpaid
extended leave, the staff member does not accrue seniority. (Except for Military leaves and leaves for teacher
exchange)

A staff member on any authorized extended leave is subject to the Reduction in Force provisions of the collective
bargaining agreement as if actively employed.

9.2 Extended Leaves without Pay

(a) Extended Parenthood Leave. In the event any teacher who has completed three (3) full years of service in the
Belmont School System desires a leave without pay longer than twelve (12) weeks provided by FMLA or the eight
(8) weeks provided by MPLA (General Laws Chapter 149, Section 105D), then at the option of the teacher, such leave
will expire on the September 1 following the birth of a child or the subsequent September 1. In no event may such
leave be combined with any other leave so that the total consecutive unpaid leave time exceeds (2) years. This
procedure will be followed for a teacher whose spouse gives birth, or for a teacher who adopts or fosters a child.
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A member returning from extended leave under the provisions of this Section will be placed on the next step of the
salary schedule if actively employed by the Belmont School System for at least ninety (90) school days in the school
year in which the leave commenced.

(b) Career Leave. A leave of absence to explore other career possibilities will be available to teachers with
professional status. Application should be filed as soon as practical during the school year preceding the year in which
the leave is to be effective and must be filed by June 1. No leave already granted may be withdrawn after May 1 if the
replacement for the teacher on leave has been accepted by the Superintendent, or if a Letter of Intent has been issued
in the event the Superintendent has not appointed a replacement. All leaves will be for a term of one year or two years
commencing September 1. A teacher is entitled to the two-year leave so long as the teacher requests the leave at the
outset of the leave and the teacher can show at the time of application that said leave will benefit the district.

A teacher on such leave will be subject to the Reduction In Force provisions of the collective bargaining agreement
as if actively employed. An individual who returns from such leave may not reapply for another career leave until that
individual has completed five additional years in the Belmont School System.

(c) Exchange Teacher. A leave of absence for up to two years may be granted (with the approval of the
Superintendent) to a teacher with professional status who serves as an exchange teacher (either nationally or
internationally) and is a full-time participant in the program. Requests for leave shall be made by April 1 of the school
year previous to the school year for which the leave of absence is requested. Leaves will be granted by the
Superintendent for one or two full school years with the return to service coinciding with the beginning of the school
year. The exchange year(s) will count toward seniority for the Belmont teacher. A returning teacher shall be granted
the salary credit they would have attained had they remained in the school system.

(d) Community Service Program Leave. A teacher may request a leave of absence to participate in a community
service program under the same conditions as stated in Section 9.2c.

(e) Military Leave. A leave of absence will be granted to any teacher who is inducted into any branch of the armed
forces of the United States. Upon return from such leave, within the time required by law, the teacher shall be placed
on the salary schedule at the level which they would have achieved had they remained actively employed in the system
during the period of absence up to a maximum of two (2) years. Benefits under Federal or State law shall not be
diminished by this Section.

(f) Family Illness Leave. A leave of absence without increment may be granted to a teacher with professional status
for up to one year for caring for a sick member of the teacher's immediate family. Additional leave may be granted at
the discretion of the Superintendent. A teacher may return from such leave at the beginning of the school year or at
the end of the leave period originally granted unless it is feasible to return the faculty member to an assignment at a
different time without educational upset.

(g) Other Leaves. Other leaves of absences without pay and/or increment may be granted by the Superintendent.

All benefits to which a teacher is entitled at the time the leave of absence commences, including unused accumulated
sick leave, shall be restored upon return from such leave. It is recognized that no specific position can be held open
during such leaves, but in all instances every effort will be made to assign a teacher to a substantially equivalent

position as is then available to the one held at the time the leave commenced.

To the extent permitted by the Town’s insurance policy or practice, the teacher may have the option to remain in the
health and life insurance programs by payment of the required premium.

9.3 Leaves With Pay
While on a leave a teacher will be considered actively employed in the school system, and all rights and benefits to

which a teacher is entitled shall be credited and available to the teacher. To the extent permitted by law, the teacher
shall have the option to remain in the fringe benefit program such as health/life insurance by contributing the amount

11



the teacher would have been required to contribute if actively employed, and the Town shall contribute the amount it
would have normally contributed.

Upon return from such leave, the teacher shall be restored to the position that the teacher held at the time the leave
commenced. If the position has been abolished, the teacher shall be assigned to a substantially equivalent position. If
a reduction in force has taken place in accordance with the terms of this Agreement, the teacher on leave shall be
subject to such terms as if actively employed. This provision shall not prevent a teacher from accepting a more
favorable position in the school system if offered by the Superintendent or the Superintendent's designee.

9.4 Notice of Intention to Return (Leaves With or With Out Pay)

Between February 1 and February 15 of the calendar year in which a leave of absence is to expire, the Superintendent
or designee will notify each teacher on leave by certified mail to the last address on record in the Superintendent's
office of the teacher’s obligation to notify the School Department of their intention to return. Thereafter, the teacher
must notify the Superintendent, in writing, by March 1 or within ten (10) days of proof of delivery, whichever is later,
of the teacher's intention to return in September. Failure to provide such notice to the Superintendent shall be deemed
a resignation from the school system.

ARTICLE TEN - BEREAVEMENT LEAVE

10.1 In the event of a death in the immediate family of a teacher as defined below, the Superintendent will grant the
teacher up to a maximum of five (5) consecutive funeral leave days, provided that payment will be made only for
those days upon which the teacher has professional responsibilities, and shall not apply to Saturdays and Sundays.

10.2 "Immediate family" is defined as the teacher's spouse, domestic partner, child, parent or sibling.

10.3 Three (3) consecutive days in accordance with the terms of Section 1 above shall be granted in case of the death
of the teacher's grandparent, parent-in-law, son in-law, daughter-in-law, grandchild, or member of the teacher's
immediate household or the spouse or child of a sibling.

10.4 In accordance with the provisions of Section 1 above, one (1) day of leave will be allowed to attend the funeral
service or other obligations in the case of the death of a relative or close friend not otherwise included in this Article.

ARTICLE ELEVEN - STAFF DEVELOPMENT

11.1 The Belmont Education Association and the Belmont School Committee agree that the strength of the school
system depends upon the opportunities teachers have for continued professional development. Therefore, in addition
to standard in-service training and those opportunities detailed in Articles 9, 21, and 23 of this Contract, the
Association and the Committee also agree that teachers should be encouraged to pursue individual study that will
enhance their ability to contribute to the school system. Resources permitting, such study may be undertaken through
a school year sabbatical leave, or teacher exchange as specified below.

In order to be awarded Professional Teacher Status (PTS), every new educator will successfully complete the “IDEAS”
anti-racist coursework (or equivalent) before they complete their third year of employment.

11.2 School Year Sabbatical Leave

(a) The intent of a sabbatical leave is to allow the teacher professional growth which the teacher could not normally
attain while meeting their full-time responsibilities to the Belmont Public Schools.

(b) Only teachers with professional status with seven (7) consecutive years of service in Belmont shall be eligible for
a sabbatical leave under the terms of Chapter 71, Section 41 A of the General Laws of Massachusetts.

(c) A teacher who has received a sabbatical leave shall not be eligible for another until he or she has completed seven
(7) additional years of service in the Belmont Public Schools.
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(d) Each sabbatical will be for a term of either 1/2 school year or one full school year at the rate of 2/3 of the salary
the teacher is receiving at the time the leave begins. Upon return, the teacher shall receive the same salary and other
benefits as would have been received had the teacher not been on leave.

(e) The intent to apply for sabbatical leave shall be filed by February 1. By March 1, a specific application with the
program and/or expected university (if applicable) will be submitted to the Superintendent. The final decision by the
School Committee will be made by the first meeting in April.

(f) Before accepting such sabbatical leave, the teacher shall enter into a written agreement in accordance with the
terms of General Laws Chapter 71, Section 41A, to return to the active service of the Belmont School Department for
a period of at least twice the length of such leave. A teacher who does not fulfill the agreement shall have agreed in
writing to pay the Town the proportionate amount of such salary received by the Sabbatical Leave provided that the
teacher may be released from such payment if the teacher’s failure to serve twice the length of the leave is due to
disability, death, or if the teacher is discharged from their position by the School Committee.

A teacher will also submit a written report to the Superintendent concerning activities during the Sabbatical Leave.

11.3 Tuition Reimbursement

The intent of this section is to allow and encourage teacher professional growth while meeting his or her
responsibilities to the Belmont Public Schools. The Committee agrees to budget and expend up to:

$65,000 (which includes full tuition reimbursement for courses highly recommended by the District) in each year of
the contract, which will be used to reimburse teachers who take graduate level courses from accredited degree granting
institutions. The following guidelines must be followed:

(a) The course work must have the prior approval of the Superintendent or the Superintendent’s designee.

(b) Teachers must present evidence of payment and receipt of credit for qualifying courses on a form provided by the
School Department.

(c) Effective September 1, 2021, the maximum amount of tuition reimbursement will be $900.

The amount per individual is in addition to tuition reimbursement for courses highly recommended by the District.
Unit members will notify of intent to file by May 15%.

(d) Reimbursement for courses highly recommended by the District will occur twice a year, in December and June.

All other reimbursement shall be made once during each fiscal year.

(e) From the maximum amount reserved for tuition reimbursement for each year, claims for tuition reimbursement
for courses highly recommended by the District shall be paid first.

(f) Should claims for tuition reimbursement for other courses exceed the balance remaining after application of (e)
in any given fiscal year, each teacher will receive a prorated amount of their claim.

(g) Content of all course work shall be within the parameters of the requirements for state certification.
11.4 Teacher Exchange

The School District will participate in a staff exchange program with those school districts in the United States and
those foreign countries with similar educational standards.

The purpose of the exchange program is to provide Belmont teachers with a new and different professional experience.

(a) To be considered for the program, a staff member must:
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(1) have completed five (5) years of service in Belmont and have served five (5) years since any previous
leave;

(2) make application prior to February 1 of the year preceding the exchange year;
(3) be recommended by their building Principal.

(b) Final approval of an exchange will be granted by the Superintendent of Schools. Approval will be based on the
interest of a Belmont teacher who meets the qualifications prescribed above, the effect of the exchange on the district,
and the acceptance of an exchange teacher as a replacement.
(c) Exchange teachers who will be coming to Belmont will be accepted on the basis of:

(1) academic background and strength of subject knowledge;

(2) demonstrated success as a classroom teacher;

(3) recommendation of the home Principal and the Superintendent of Schools;

(4) ability to fulfill the assignment of the teacher leaving Belmont.
(d) Teachers who apply to come to Belmont under the exchange program will go through a comparable selection
process that Belmont follows in hiring any new member of the staff. Exceptions may be made by the Administration

for the interview process.

(e) Belmont staff members who participate in an exchange will be under contract with the exchange district except
for salary and benefits.

(f) The teacher coming to Belmont will be under contract with Belmont except for salary and benefits.
(g) The exchange year will count toward seniority for the Belmont teacher.

(h) Final disposition of the application will take place only if both participating school systems accept the respective
applicants. Failure by either school system to do so will terminate the proposal.

ARTICLE TWELVE - AUTHORIZED ABSENCE

No salary deductions shall be made for absences for attendance at conferences and meetings as a representative of the
Belmont Public Schools and for other absences authorized by the Superintendent or designee.

ARTICLE THIRTEEN - SUBSTITUTE PLANS

(a) Inan event that an educator has a planned, short term absence and the Superintendent or the Superintendent’s
designee has determined that a substitute will be requested, the educator is required to leave detailed lesson
plans and instructions for the substitute.

(b) Educators requesting a leave under the FMLA, MPLA, or extended parental leave are required to meet with
the Principal and/or Assistant Principal, or Director to discuss an outline of curriculum to be completed during
the educator’s absence.

ARTICLE FOURTEEN - SCHOOL YEAR
14.1 The school year calendar for students will consist of 180 student days plus five allowed for emergency
cancellation of school; the minimum required by the Commonwealth of Massachusetts, Department of Education.

Students will not be required to attend more than 180 school days. The last day of school shall be a half day for
students.

14



14.2 Following the dismissal of students on the final day, teachers will be expected to meet with their supervisors for
close out purposes. Principals might also use this time for a final faculty meeting.

14.3 Each year at least fourteen (14) days prior to the adoption of the School Calendar for the following school year,
the President of the Association will be given a copy of the proposed calendar. If the Association does not agree with
the proposed calendar, it may submit recommended changes to the Superintendent who will consider the
recommendations prior to submitting the proposed calendar to the Committee.

14.4 Except as noted in paragraph 14.5 below, the teacher's normal work year will consist of the required number of
student days plus the following:

(a) One "orientation" day at the start of the school year.

(b) Teachers will meet in Professional Learning Teams, once per month, September to May, for 1 hour and 5
minutes (Article 4, MOA June 2011)

(c) System-wide and/or building level half-day work shops may be scheduled by the Superintendent or
designee within the Massachusetts Department of Education regulations for school day and school year. Such
workshops will be scheduled on a regular school calendar day after the students have been dismissed at noon
and shall adjourn no later than 5:00 p.m.

(d) The structure of school year vacations shall remain in place except for changes necessitated by an energy
crises or a comparable emergency. Any grievance arising from the application of this provision may be
submitted by the Association directly to arbitration.

14.5 Teachers new to the system may be required to report to their new assignment two week days prior to the start of
the normal teacher work year. A teacher transferred from one building to another shall meet with the Principal about
the teacher’s new assignment and orientation to building procedures prior to the beginning of the school year.

ARTICLE FIFTEEN - WORK DAY

15.1 The work day for educators shall not be more than seven (7) continuous hours, including lunch and other non-
class time, and will begin fifteen (15) minutes before the established starting times for students and will end fifteen
(15) minutes after the established dismissal time for students (except on Fridays or the day before any non-work day
when the work day will end immediately after the afternoon dismissal time). However, at the Middle and High School
each teacher shall schedule a thirty (30) minute student help period immediately before (i.e. from approximately 7:00
AM until 7:30 AM at the High School, and 7:25 AM until 7:55 AM at the Middle School)) or after (i.e. from 2:00 PM
to 2:30 PM or 2:30 PM to 3:00 PM at the High School and from 2:25 PM to 2:55 PM at the Middle School) that
teacher’s scheduled work day one day a week, excluding Fridays or the day before a non-work day.

15.2 In the event that a change in the currently established hours becomes necessary or desirable in the best interest of
the students, the Committee agrees that any change will be undertaken only after prior consultation with representatives
of the Association.
15.3 The Superintendent will provide a teacher-in-charge at each of the four elementary schools.
15.4 No Unit A member will be responsible in any one school year for both: (1) recess duty and (2) bus duty and
before school duty. It is expected that classroom teachers will be in their classrooms, responsible for student
supervision, for no more than five (5) minutes prior to the official start of the school day.

ARTICLE SIXTEEN - TEACHER ASSIGNMENT
16.1 The District will employ only those teachers who hold preliminary or permanent licenses issued by the

Commonwealth of Massachusetts, Department of Education. This section does not affect the right of the
Superintendent to obtain waivers from the Department of Education.
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16.2  Except in cases of emergency applicable under Department of Education regulations, teachers shall not be
assigned outside their areas of licensure as established by the Massachusetts Department of Education.

16.3 Teachers shall be placed on the salary schedule in accordance with their training level and comparable teaching
experience. The Superintendent may in their judgment grant credit for other relevant experience.

ARTICLE SEVENTEEN - TEACHER TRANSFER

The Committee and the Association recognize that some transfer of teachers from one assignment to another may be
necessary. They also recognize that excessive transfer of teachers is disruptive to the education process. Therefore,
they agree as follows:

17.1 Teachers desiring a change in assignment, either temporary or permanent, shall submit a written request to the
Superintendent. Requests for transfer shall include the reason for such a change, and must be submitted between
September 1 and May 1 of each school year in order to be considered for the next school year. For positions posted
after May 1, incumbent teachers shall be allowed to apply for a voluntary transfer in a reasonable time. The desires of
the individual teachers will receive fullest consideration, but the professional requirements of the school system will
be the deciding factor on which the Superintendent will make a determination. Notwithstanding this Article, any
teacher who is transferred because of the elimination of the teacher's position or a particular service shall have
preference to return to that position or service if it is reinstituted within three years.

17.2 When a change in the number of teachers in a school is necessary, the Superintendent will so indicate and will
seek volunteers. Teachers volunteering will be given preference providing they meet the qualifications of the new
position.

17.3 When involuntary transfers are necessary, a teacher's seniority, areas of competence, major and minor field of
study, quality of teaching performance and recommendations of Principals involved shall be considered in determining
which teacher is to be transferred. An involuntary transfer will be made only after a meeting between the teacher
involved and the Superintendent, or designee, at which time the teacher will be notified of the reasons of transfer. A
teacher will have a right to respond in writing to involuntary transfer assignments. Such response will be included in
the personnel file of the teacher, if so requested.

17.4 Notice of transfer will be given in writing to teachers as soon as practical and under normal circumstances not
later than the close of the school year.

17.5 When a teacher is assigned or transferred to teach one or more classes in a discipline (as defined in RIF Article
27) which the teacher has not taught within the previous four years in Belmont, the following shall apply:

(a) The most senior volunteer will be assigned.
(b) Inthe absence of volunteers, such assignment or transfer shall be made in the inverse order of the teacher's seniority.

(c) Except in emergencies, the teacher will be notified in writing by June 15th of the preceding year. If the teacher is
not notified in writing by August 15th, a staff Development Grant of at least 25 hours at the summer curriculum rate
will be offered to the teacher. Grants may be approved for study programs, research, curriculum development and those
activities deemed appropriate by the Committee. Time limit deadlines shall be prior to the beginning of the school year
or two weeks from notification, whichever is later.

ARTICLE EIGHTEEN - VACANCIES

18.1 All professional staff vacancies, extra-compensatory position openings, and promotional positions shall be
transmitted via e-mail to all staff (including the President of the Association) as soon as the positions become available
for notification of vacancy. The essential job information shall be included with each such vacancy notice and no new
notice will be issued unless a vacancy materializes which is not covered by the previous notice. A promotional
position is one that carries a salary higher than a regular teacher's salary.

16



18.2 A teacher filling a position which is vacated during the school year will be considered to have a long term
substitute status and that position will be advertised as a vacant position following the completion of the school year
in which the long term substitute is hired.

18.3 When a vacancy occurs in a Unit B or higher administrative position, and a search or screening committee is
established by the Superintendent or the School Committee, then at least one member of said committee will be
appointed by the Association.

ARTICLE NINETEEN - CLASS SIZE AND ASSIGNMENT
19.1 In the best interests of the educational needs of students, the Committee and the Association agree as follows:

(a) The Committee’s Guidelines on class size shall be incorporated into this agreement, provided that disputes
pertaining to the Guidelines shall not be subject to the grievance and arbitration provisions of the Contract and the
Committee may, at its sole discretion, alter such Guidelines as it deems appropriate.

(b) In order to facilitate programs which can respond to the needs of students assigned to the various levels and
groupings being used at the Middle School and High School, teachers and administrators working together through
the Principal's Advisory Council at the Middle School and Faculty Senate at the High School shall attempt to resolve
situations concerning equity of teaching and duty assignments for all staff. Whenever practicable, duty assignments
shall be rotated on an annual basis.

(c) Special Education Placement Guidelines: The Belmont Education Association and the School Committee have
an interest in appropriate classroom placement of children with special needs and, therefore, have developed the
following guidelines:

* Teachers receiving special needs students into their classrooms should be provided with the specifics about
the students at the earliest possible time.

» Assignment of special needs students should be available before the end of the previous school year,
whenever possible.

* A teacher’s complete class list should be available during July, whenever possible.

* Teachers can request training (and in some instances may be asked to attend training) to meet a particular
student’s educational needs. When such training is required by the student’s educational plan, or when the
teacher’s request for training has been approved by the Superintendent, the School Department will pay for
such training.

* Placement decisions are governed by many factors and sometimes have to change. Placement changes may
result in situations where advance notice is not possible.

In any event, placement decisions of the Superintendent and/or the Superintendent’s designee are final and binding.
19.2 Whenever it is administratively possible and economically feasible:

(a) The maximum pupil load for High School teachers in the major academic areas (i.c., English, World Languages,
Mathematics, Science, and Social Studies) shall be 125 students per teacher. This shall not circumscribe the
scheduling of classes for cooperative or other types of large or small group instruction.

(b) Excluding band, chorus, orchestra and ensemble groups, maximum class sizes at the Middle School will be as
follows: 24 for laboratory courses, 30 for Physical Education, and 25 for all other courses not limited by state and/or
safety regulations. When no other alternative exists, to ensure flexibility in programming, and to accommodate the

needs of all students, non-laboratory class enrollments may be increased to a maximum of 30.

(c) Reasonable efforts will be made to equitably distribute caseloads for other specialists and caseload educators (e.g.
ELL teachers, Special Education teacher, guidance counselors).
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19.3 Teachers will be granted preparation time, free from student assignment, in the following manner:

(a) Atthe elementary level, in cases where no follow-up instruction is required, the classroom teacher will be granted
a preparation period when a teaching specialist has a class under their supervision. When follow-up is appropriate,
the classroom teacher and the specialist will determine how much of the period the teacher's attendance is necessary.
In cases of dispute between the classroom teacher and the specialist, the Principal retains final authority.

Elementary teachers, grades K-4, will be guaranteed 30 minutes of continuous preparation time each day to be used
at the teacher’s discretion provided that it can be accomplished without increasing the staffing level. It is not the
intention of the School Committee to reduce the number of minutes of prep time.

All elementary specialists will have their classes blocked by grade level whenever the Principal determines that it is
possible to do so. When it is not possible, the Principal will meet with the staff member to address the scheduling
problem.

An effort will be made to schedule elementary specialists so that they have adequate time for preparation between
classes to plan and carry out the instructional program. Whenever possible, for teachers who travel between buildings
during the school day, a minimum of 1/2 hour shall be scheduled and allowed for travel and set-up.

(b) The Superintendent or designee will meet with the President of the Association to review specialists’ schedules
before the scheduling of specialists is finalized. Any problem(s) will be worked out between the parties before the
finalized schedules are provided to the specialists.

(c) At the High School all teachers will be guaranteed a minimum of one (1) preparation period per day (2 mods =52
minutes). At the Middle School all teachers will be granted a minimum of one (1) preparation period per day of at
least fifty (50) minutes.

(d) All teachers will have a duty-free lunch recess.

(e) Every reasonable effort will be made to secure a substitute teacher from the first day of the regularly assigned
teacher’s absence. No teacher will be responsible for lunch duty more than twice per six day cycle.

(f) Each elementary and middle school shall provide no less than ten (10) hours of support per week, per building,
coordinated by the building Principal or the Principal’s designee. These hours are meant to support but not replace
educators in the classroom.

19.4 High School Schedule:

(a) On the basis of a seven-period day, High School teachers working in the major academic areas will be assigned no
more than thirty (30) periods per week, of which not more than twenty-five (25) shall be teaching periods.

(b) On the basis of a 15-module day, the High School Schedule academic year is as follows:

1) Teachers will be available to be scheduled between the hours of 7:35 AM to 2:25 PM. Teachers are scheduled
45 modules of teaching per week. Teachers have 9 mods per class and five classes per week.

2) As determined by each department, every teacher will be scheduled for one mod (26 minutes) per week of
structured learning oversight. Each department will determine the activities of teachers and an appropriate mix
of those.

3) No duty time except for:
a. Administrative Homeroom - This schedule does not include a dedicated homeroom period. The principal
can schedule administrative homeroom when necessary to conduct the business of the school (e.g.
distribution of student course descriptions, sign-up, etc.).
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b. Administrative Emergencies - When extraordinary events at the High School require teacher assistance in
duties to effectively run the building, teachers will be assigned and assist in such duties.

4) If any teacher is scheduled for both A and O periods on a given day, that teacher will not be required to arrive
at school 15 minutes before the start of school nor leave 15 minutes after the end of school that day.

5) Teaching modules will be 26 minutes long. Short blocks run 52 minutes. Long blocks run 78 minutes.
Longer blocks for teachers will occur 1 per class one per week for 5 sections.

19.5 Classroom Use: Teachers will have first preference in using their classrooms after school hours. In the event
that there is a request for the use of classrooms by after school groups, principals will confer with the teacher(s) before
assigning rooms. In any event, classroom use will be alternated so that no one teacher is unfairly affected, and no
group will be able to use any classroom for fifteen (15) minutes after the dismissal time for students.

19.6 Up to two (2) days weekly of substitute coverage will be provided at each of the elementary schools and at the
middle school primarily to alleviate incursions by meetings into the preparation time of teachers.

19.7 Middle School Community Block/School Schedule: A Community Block shall be added to the schedule each
full day Wednesday. The CMS joint labor management committee shall mutually agree on the length of the
community block annually.

1. The teaching blocks shall be reduced on these Wednesdays.
2. Upon mutual agreement among the CMS joint labor management parties, the Wednesday Community Block
schedule may be modified.

ARTICLE TWENTY - MEETING SCHEDULES

20.1 Teachers may be required to remain after the end of the regular work day without additional compensation to
attend staff meetings.

The Committee and the Association recognize that the goals for student achievement of the ERA of 1993 and the
system goals of the Belmont Public Schools Strategic Plan present us with significant challenges. We recognize that
meeting of staff in various groupings: by building, by department, by grade level and district wide, are necessary for
collaboration, professional development, curriculum development and alignment and information sharing to support
the teaching and learning to which the parties are all committed.

The parties further recognize that all meetings should be as efficient and productive as possible and should provide,
where possible, for the accumulation of PDP’s for teachers’ recertification, consistent with the DOE requirements.

In the effort to increase the productivity and efficiency of meetings, the parties support the following:

(a) Every meeting will have an agenda which shall be distributed at least one school day before the scheduled
meeting.

(b) Teachers are encouraged to submit agenda items and ideas for meetings to the administrator chairing the meeting
as part of the planning process for meetings.

(¢) Memos and e-mail should be used to the greatest extent possible for routine business and communication.

(d) Meetings start fifteen (15) minutes after the dismissal of students. Meetings should start on time and all
participants should come prepared for the meetings(s).

(e) The schedule of meetings for the year will be given to all staff at the start of the school year. It is expected that
all staff will respect the schedule and make every effort to avoid conflicts.

19



(f) During the school year, teachers agree to make themselves available for eleven (11) hours of meeting time for
legally mandated student meetings before and/or after school to discuss the needs of their students, subject to the
schedules and convenience of all meeting participants.

(g) Meetings will be scheduled as follows:
1. Every Wednesday during the school year, the calendar will be scheduled with either an early release or
a one-hour early dismissal at the elementary schools and middle school. (Achieved through the addition
of ten (10) minutes to the end of the school day on Monday, Tuesday, Thursday and Friday)

2. Meetings on the 1-hour early dismissal Wednesdays will last for sixty-five (65) minutes.

3. Recognizing that the number of meetings vary from year to year based on the calendar, number of
meeting days in a given year, meetings will include:

Meeting Type Elementary Middle High
Building Meetings 15 13 14
Department Meetings 0 7 9
Curriculum Meeting 7 3 3
Common Planning Time 4 4 4
(Educators)

Educator generated agenda 3 3 3
Early Release for Parent 6 6 2
Conferences

Half Day for PD 2 2 3

4. A schedule of meetings will be shared with teachers by the first day of school, and will be included in
the Staff Development Handbook posted on the BPS web site.
5. Two (2) additional meetings may be called by the Superintendent, if needed, of one hour duration.

20.2 Agenda for all meetings will be delivered to participants by the close of the school day prior to the date of the
meeting. The omission of items from the agenda shall not preclude their being discussed.

20.3 Teachers will participate after the time of dismissal of pupils in a reasonable number of professional meetings,
conferences and consulting sessions having to do with the professional commitments and responsibilities relating to
their building units and the system itself.

20.4 Parent-teacher conferences will be held during early-release days at the elementary, middle and high school
levels. The High School administration may schedule one night parent-teacher conference time per year, which would
then be followed the next day with a late arrival of equal time with breakfast offered to staff. The Parties shall form
a working group to explore remote options for parent teacher conferences and other evening meetings. The working
group shall forward a recommendation to the School Committee and the Belmont Education Association no later than
June 1, 2023.

ARTICLE TWENTY-ONE - PROFESSIONAL DEVELOPMENT

21.1 Professional Development Time shall be planned cooperatively between the administrator and staff members in
each school. This is not intended to preclude individual teachers and groups of teachers from planning and attending
alternative professional development activities which have been approved by the building administrator or immediate
supervisor. Elementary students shall be released at least three (3) hours early on eight (8) afternoons per year so that
teachers may participate in activities such as workshops, group planning and coordination, diagnosing student
problems, doing tutorial work, committee meetings with parents or professional activities. The first of these
elementary release days shall coincide with the first day of school for grades 1-4. Reference: meeting schedule
Calendar addendum see MOA Section 4 June 2011

20



21.2 At the Middle School, six (6) release days will be provided. The first of these release days shall coincide with
the first day of school. The decision about the length (one-half or a full day) and schedule for the first day of school
for fifth grade students will be made mutually by the administration and the fifth grade teachers after reviewing and
evaluating the effectiveness of the previous year’s schedule. Reference: meeting schedule Calendar addendum see
MOA Section 4 June 2011

21.3. At the High School, four (4) release days will be provided. The first of these release days shall coincide with the
first day of school, with the exception of grade 9. Reference: meeting schedule Calendar addendum see MOA Section
4 June 2011

21.4 Curriculum Day

(a) There shall be a total of one half day “curriculum day” working day to be planned by the Assistant Superintendent
and Directors. The “curriculum day” half day will be an early release day for students.

(b) PLTs may be made up of building based staff or staff from across the district.

(c) Educators are strongly encouraged to utilize the goals of the PLT as either their individual professional practice or
student learning goal, or both.

(d) Educators, who are utilizing their PLT goal(s) as either their professional practice or student learning goal, or both,
will determine the topic and goals of their PLT in consultation with the Building Principal or the Principal’s designee,
in accordance with Appendix F — Educator Evaluation Handbook.

(e) All educators, regardless of whether or not they are combining their goals, will determine the topic and goals of
their PLT, and will notify their Building Principal and Assistant Superintendent of Curriculum and Instruction, or their
designees, after the first PLT meeting.

(f) PLTs may be facilitated by an individual member or through shared facilitation. Decisions regarding facilitation
will be at the will of the PLT member.

(g) All PLTs will share their learnings at the share-out meeting in the spring. Educators and Principals will work
together to plan and organize this meeting in each building share-out meeting. PLTs with staff from across the district
shall participate in one building share-out meeting.” The specific building will be decided on by members of the PLT
and Principals of the various buildings will be informed of the PLT’s decision.

(h) Educators shall not be required to submit any work products, document artifacts, or evidence resulting from PLT,
unless the PLT is also a professional practice or student learning goal; in which case, educators shall follow the
requirements set forth in Appendix F Handbook for Evaluation.

(1) The District shall not be responsible for the retention of work products, documents, artifacts, or evidence resulting
from the PLT. Educators shall be solely responsible for the retention of such documents as may be required by DESE
for the purposes of certification/recertification.

21.5 From time to time, the Committee will consider the need for additional professional development time based
upon the recommendation of the Superintendent.

21.6 Applications for re-certification (license) will be made by teachers to the Department of Education. Teachers will
be reimbursed $100 for the recertification fee upon submission of proof of payment and a Form 19 to the
Superintendent’s Office. If multiple certificates are required by the Belmont Public Schools, then the committee will
pay for more than one certification up to a maximum of $125 reimbursement for these costs. The Superintendent will
make the determination whether multiple certificates are required.

21.7 Staff Development Council:
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(a) The goal of the Staff Development Council is to provide teachers with a variety of opportunities in the areas of
curriculum application and professional development.

(b) The Council shall keep teachers informed of, and assure equitable access to, professional development
opportunities. To that end, a professional development information page shall be established on the Belmont Public
Schools’ website. This page will provide as complete a list of system-wide professional development opportunities
and such other opportunities as can be compiled cooperatively by the Association and Administration. The Staff
Development Council shall develop its program with a focus on creating a “no cost” method for staff to get recertified.

(c) The Council shall be chaired by the Assistant Superintendent for Curriculum and Instruction and shall include
elected teacher representatives: One (1) teacher from each elementary school; two (2) from the Middle School; two
(2) from the High School; one (1) specialist; and one (1) Special Education teacher. The Superintendent or designee
may appoint five (5) other members of the Council. The co-chair shall be a teacher and shall be elected by the members
of the Council.

(d) The Staff Development Council will meet at least four (4) times throughout the school year and is responsible for
planning staff development programs for the system. Members of the Council will gather information from their
respective schools and/or staff they represent about the professional development needs of the staff and will encourage
teacher representation and involvement in the decision making process regarding professional development. In
addition, the Council will identify topics for professional development that are consistent with system goals, identify
possible presenters for programs, act as a liaison between the presenter and the Council, and review evaluations of the
program.

(e) The Staff Development Council shall report its recommendations to the Superintendent, with notice of same to the
President of the Association.

ARTICLE TWENTY- TWO - NEW INITIATIVES

Initiatives in curriculum and instruction are essential to a self renewing and high performing school system. Well
designed curriculum addresses the needs and demands of a changing student body, new technology, advancing theories
and practices in pedagogy, system-wide goals, and statutory mandates. The change process needs to be conducted in
an orderly and participatory manner.

For successful implementation, curriculum revisions at the district level should be determined cooperatively by
teachers, parents, and administrators through system-wide curriculum steering committees. All curriculum revisions
should be consistent with the system-wide schedule for curriculum development and coordination.

Each Curriculum Steering Committee will be co-chaired by the Coordinator/Director and an Elementary Teacher. The
Elementary co-chair will be chosen by the members of each Steering Committee. Membership on the Steering
Committees is open to volunteers and broad representation is valued. All Elementary co-chairs will meet with the
Coordinators and Directors and the Assistant Superintendent for Curriculum and Instruction a minimum of once every
semester.

All final decisions on curriculum matters rest solely and exclusively with the School Committee and these final
decisions are not subject to grievance and arbitration.

Statutory mandates may require immediate action or may result in the abridgment of the usual standards for
implementation and the system-wide curriculum review cycle. When this is necessary, the needs will be explained to

all concerned parties.

Within funding constraints, reasonable attempts will be made to provide appropriate funding, materials, and training
necessary to implement a given program.

Staff who pilot materials and programs will participate in the evaluation of those materials and programs. Evaluation
reports will be shared with the Steering Committee Chair, members of the Steering Committee, and teachers
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responsible for the learning area affected. The Steering Committee will allow for at least ten (10) school days to
receive and review teacher reactions to evaluation data prior to finalizing the recommendation to the School
Committee regarding the adoption of materials and/or programs. Evaluation data will be made available to all
interested parties. In addition, once programs have been adopted, evaluation in a variety of forms will continue to
determine the effectiveness of such programs.

ARTICLE TWENTY-THREE - CURRICULUM WORK

23.1 Recognizing that the teacher's first responsibility is to teach, major curriculum revision consisting primarily of
research, production of curriculum documents, and the analysis of instructional materials, will be conducted during
the summer months by Belmont teachers on a selective-elective basis. The Superintendent shall post notification of
availability of summer curriculum work by March 1. Teachers shall have the opportunity to submit proposals for
summer curriculum work until April 1. Final decision on all proposals will rest with the Superintendent or the
Superintendent’s designee in the best interests of the School District. Teachers will be notified of the disposition of
their application and proposed program by May 1. The hourly rate will be $40.00.

23.2 In the event the Superintendent identifies a need to conduct major curriculum development work during the
school year, he or she shall post notification of availability of curriculum work. Educators shall have the opportunity
to apply to be considered for this work. The rate for all curriculum work completed outside the regular work day will
be $40.00 per hour.

23.3 The Superintendent may choose, to grant in-district credits for district-driven initiatives to educators on a
selective-elective basis.

23.4 The district shall post the opportunities for work described in 23.3 and 23.4 along with the expected hourly rate
of pay or credits earned.

ARTICLE TWENTY-FOUR - EVALUATION

24.1 A document entitled, “A Handbook for Evaluation of Unit A Personnel in Belmont” (Appendix F) which
describes the process for evaluation of Unit A Personnel is part of this contractual agreement.

24.2 An official observation of the work performance of teachers on which formal evaluations are to be filed with the
Superintendent will be conducted openly and with full knowledge of the teacher. Teachers will be given copies of
evaluation reports prepared by their evaluators as required by the General Laws and will have the right to discuss such
reports with their evaluators. There shall be no routine formal observations of teachers during the first and last eight
(8) days of the school year unless the Principal gives written intent to make such observations or unless the following
conditions exist:

(a) The teacher has been recommended with reservation.
(b) The teacher is new to the system or to the building.
(c) The teacher demonstrated obvious unacceptable behavior.

24.3 No teacher with professional status will be disciplined, or formally reprimanded, reduced in rank or
compensation, or deprived of any professional advantage without just cause provided that a teacher with professional
status who desires to dispute a dismissal shall pursue their rights under Chapter 71 of the Massachusetts General Laws.

24.4 An ongoing Committee consisting of four members appointed by the Belmont Education Association and four
members appointed by the Belmont School Committee has been established for purposes of reviewing and updating
the evaluation instrument currently in effect. Recommendations for change shall be agreed to in writing by a majority
of the Standing Committee provided there is an affirmative vote of at least two representatives of each party and shall
be submitted jointly to the School Committee for action. The current evaluation instrument will only be changed by
this process.
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24.5 The Belmont Education Association and the Belmont School Committee agree that changes in Section 24.4 will
be made pursuant to the Contract. These changes would be subject to ratification by both the Committee and the
Association. Changes pursuant to the Education Reform Act of 1993, Chapter 71, §38 will be handled pursuant to the
law.

ARTICLE TWENTY-FIVE - PERSONNEL RECORD

25.1 There shall be only one official file for each teacher and this shall be maintained in the office of the
Superintendent.

25.2 Any complaint regarding a teacher which becomes a matter of record shall be called to the teacher's attention by
the Principal within five (5) school days, exclusive of any days on which the teacher or the Principal may be absent.

25.3 No material derogatory to a teacher's conduct, service, character or personality shall be placed in the file unless
the teacher has had an opportunity to read the material. The teacher shall acknowledge that they have read such
material by affixing the teacher’s signature on the actual copy to be filed. Such signature does not of itself indicate
agreement with the contents.

25.4 The teacher shall have the right to answer any material filed and the answer shall be attached to the file copy. No
material of anonymous authorship will be placed in a teacher's file.

25.5 As per provisions of the General Laws, Chapter 71, Section 42C, within a reasonable time after the request is
presented by the teacher, the teacher shall be given access to the file, while in the presence of the Superintendent or
designee, and, if the teacher desires, a representative of the Association.

25.6 Upon receipt of a written request, the teacher shall be furnished a reproduction of any material in the teacher’s
file, with the exception of confidential material solicited by the school system from other employers or from colleges
or private placement bureaus.

ARTICLE TWENTY-SIX - PERSONNEL FORMS

All new personnel forms adopted by the School Department will be forwarded to the President of the Association at
least thirty (30) days in advance of their utilization.

ARTICLE TWENTY-SEVEN - REDUCTION IN FORCE

27.1 If the School Committee determines, pursuant to its legal rights and responsibilities consistent with the General
Laws of the Commonwealth, the Regulations of the Department of Education, and this Contract, to make decisions
that a reduction in the number of teachers employed is necessary or that a particular type of teaching service should
be discontinued, the following policy for reduction of personnel will be used.

(a) Inasmuch as possible, normal attrition will be used whereby teachers who retire or resign will not be replaced if
there are fully qualified teachers available who are capable to fill the position and who would otherwise be subject to
layoff.

(b) Teachers who are not under regular contract or who are on temporary status (e.g., teachers filling in for leaves of
absence or long-term substitutes) will be laid off first, provided there are fully qualified teachers available who are
capable of performing all the duties of the teachers to be laid off under this Section.

(¢) In case of a further reduction in teaching staff, a teacher with professional status shall not be dismissed if there is
a teacher without professional status employed whose position the teacher with professional status is qualified to fill.
For purposes of this Article, an employee whose position may not still be eligible for professional status under the
laws of the Commonwealth of Massachusetts (e.g. guidance) shall be considered to have professional status if the
employee has served in this position for three or more years.
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(d) If the Superintendent determines that further reductions in staff are necessary which affect teachers with
professional status, the Superintendent shall retain, consistent with the requirements of all relevant laws, those teachers
whom it determines are most qualified. If the Superintendent determines that qualifications within the disciplines set
forth below are approximately equal, then the teachers with the most seniority shall be retained. The teacher's
placement on the salary schedule shall not be a consideration in determining who shall be laid off.

(e) If ateacher is assigned to more than one discipline simultaneously, the teacher will be carried on the seniority list
of each discipline in which the teacher is assigned. If a teacher subsequently leaves a discipline in which that teacher
was assigned, the teacher will be retained on the seniority list of the previous discipline for a period of five (5) years.

(f) In the event a position in Unit B is discontinued and the employer does not offer the displaced member another
Unit B position, a displaced Unit B member will have the following rights to a Unit A position, provided the
Superintendent has determined the member is qualified and the position meets the needs of the District.

i. A Unit B member who had worked in the Belmont School System in a Unit A position for at least three years
shall be entitled to be transferred to a Unit A position that is vacant or held by a teacher without professional
status.

ii. A Unit B member who had not worked in a Unit A position for at least three years but has worked in a Unit
B position for at least three years shall be entitled to be transferred to a Unit A position that is vacant.

iii. A Unit B member who has not worked in a Unit A position for at least three years but has worked in a Unit
B position for at least three years that includes teaching one course shall be entitled to be transferred to a
Unit A position that is vacant or held by a teacher without professional status.

iv.  Any Unit B member with such transfer rights but where no such appropriate position exists shall be placed
at the bottom of the Unit A recall list for consideration for a position later for which the member is qualified
to fill.

v.  Nothing in this section shall obligate the Committee to fill or create any position.

If an individual moves from Unit B to Unit A, the individual will carry all their accumulated sick leave
benefits to the new unit.

Accumulated Excused Leave will be paid out according to Article 24 of the Unit B Contract and will not be
carried forward to the Unit A position.

27.2 For purposes of this Article "disciplines" shall be as follows: (1) Elementary Grades K-4 and Grades 5 and 6 in
Middle School; (2) English; (3) Foreign Languages within the certification; (4) Mathematics; (5) Science within the
certification; (6) Social Studies; (7) English Language Learners; (8) Nurses; (9) Technology/Engineering ; (10) Art;
(11) Music; (12) Physical Education; (13) Guidance; (14) Psychologist; (15) Reading; (16) Special Education; (17)
Speech & Language Pathologist; (18) Library/Media Specialist; (19) Health Education; (20) Theater Arts ; (21) )
School Social Worker

For purposes of the Article, total continuous time in the professional employ of the Belmont Public Schools in years
and days as of the beginning of the current work year shall be used to compute an employee's length of service and
seniority. Continuous service during an entire school year shall be treated as one year, regardless of the number of
actual teacher days in that school year. Service during a portion of a school year shall be measured in teacher work
days, provided the accumulation of 180 work days shall be counted as one year for purposes of seniority.

EXAMPLE: A .5 teacher for a full year would be credited with 90 days; a .6 teacher for a full year would be credited
with 108 days.

Prior to school year 1994-1995, teachers less than one-half time did not accrue seniority.
Any authorized, unpaid extended leave does not constitute a break in service. While on any authorized, unpaid
extended leave, the staff member does not accrue seniority. Seniority is not broken during the recall period but does

not accumulate during such time. Seniority will not be considered broken if a riffed person is rehired after the recall
period, unless that person had refused a job offer during the recall period. Part-time employment at less than a full
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day shall be added to determine the equivalent numbers of full-time days or months. Part-time work will be credited
with pro-rata seniority and salary.

A list specifying the seniority and professional status of each member of the bargaining unit will be prepared by the
Superintendent or the Superintendent’s designee and forwarded to the President of the Association within forty (40)
days following the execution of this Contract. If there are no objections to the list raised within forty (40) days after
receipt by the President, the list will be deemed final and binding. In the event there are questions or objections raised,
these will be examined by a representative of the Belmont Education Association and a representative of the Central
Administration. If no agreement can be reached, the matter may be submitted to expedited arbitration for final and
binding resolution. Thereafter an updated seniority list shall be supplied by the Superintendent or the Superintendent’s
designee annually by November 15. If there are no objections to the list raised within forty (40) days after receipt by
the President of the Association, the list will be deemed final and binding for that school year.

In cases where two or more employees commence work on the same day, the date of appointment by the
Superintendent shall establish their relative seniority status. In the event such employees are appointed on the same
date, they shall draw lots by November 1 to establish their relative seniority status.

27.3 Except in unforeseen circumstances, teachers with professional status who are affected by reductions in staff
shall normally be notified by April 15 of the school year preceding that school year in which the reduction is to be
effected, but in no event later than May 15.

In the event of a decision to reduce the force during the school year, staff members being laid off will be given a
minimum of sixty (60) calendar days' written notice prior to the effective date of the layoff. While it is recognized that
only teachers with professional status are covered by the provisions of this Article, in view of the fact that a reduction
in force may affect a teacher without professional status during a school year or after a person without professional
status has been reappointed for the following school year, it is agreed that in such cases the teacher without professional
status shall be given a minimum of thirty (30) calendar days' written notice prior to the effective date of the layoff.

The Association shall be provided with copies of all layoff notices.

27.4 Teachers with professional status who are on layoff shall for eighteen (18) months after the effective date of the
layoff retain first preference to recall rights in the inverse order of layoff to positions from which they were laid off
or open positions for which they satisfy the qualifications for new hires in the Belmont School System.

The only benefits accorded to teachers who have been laid off and who are on the recall list, will be those specified in
this Article. All other benefits gained by teachers as a result of this or successive collective bargaining agreements
will be received only by those teachers actively employed.

Teachers who are recalled, shall be credited with all benefits provided for in this Contract and accrued up to the time
of layoff.

Teachers on the recall list shall be entitled to membership in any group, health or life insurance coverage in existence
at the time of the effective date of the layoff, provided, however, that the teacher pays the entire cost of the insurance
pursuant to the requirements of the insurance carrier and there shall be no contribution required by the Committee or
the Town for such teachers' insurance.

During the recall period, teachers who have been laid off shall be given first preference on the substitute list, if they
so desire, within their discipline or areas of qualification, at the rate of pay applicable to substitutes.

Teachers laid off during the school year will, upon return, be placed on the next step of the Salary Schedule if they
had served for a minimum of ninety (90) days combined during the year of the layoff and during the recall period.

27.5 For openings occurring during the school year, recall notices shall be sent via certified mail to the teacher's last
address of record at the time of layoff at least twenty-one (21) days in advance of the effective date of return. For
openings effective at the start of the school year, recall notices shall be sent as soon as possible. If a teacher fails to
notify the School Department within seven (7) days of proof of receipt of a recall notice of the teacher’s intention to
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accept recall, said teacher shall forfeit all rights to such position. A teacher who accepts recall and fails to return on
the return day, shall forfeit all rights and benefits provided in this Article unless such failure is caused by illness or
other emergency. A teacher who has been laid off and accepts or declines recall to a part-time position does not
prejudice their right to be recalled to a full-time position.

27.6 A teacher with professional status who received eighteen (18) months recall rights, waives and is not entitled to
a dismissal hearing pursuant to Chapter 71, Section 42 or 42A of the General Laws of Massachusetts.

27.7 Notwithstanding the provisions of Article 5, Section 5.5(h), the Association may challenge through grievance
and arbitration a question of whether the procedures have been followed in a reduction in force; but such arbitration
challenge will not include a challenge to the judgment of the Superintendent.

27.8 The parties agree to negotiate over the changes in the law regarding reduction in force to conclude by May 2016.
ARTICLE TWENTY-EIGHT - TEACHERS' CONTRACT SEVERANCE
Requests by teachers for release from a yearly or continuing contract status will become effective as follows:

(a) During the period from the close of school in June until October 1st such requests will become effective sixty (60)
days from the receipt of the request by the Superintendent or upon appointment of a replacement, whichever comes
first.

(b) During the period from October 1st to the close of school in June, such requests will become effective at a time
mutually agreed upon or upon appointment of a replacement.

ARTICLE TWENTY-NINE - VOUCHERS FOR TUITION CREDIT

The distribution of vouchers for tuition credit shall be the responsibility of the appropriate committee of the
Association, on which the Assistant Superintendent for Curriculum, Instruction, and Assessment may sit.

ARTICLE THIRTY — AGENCY FEE AND PAYROLL DEDUCTIONS

30.1 Effective September 1, 2001, any teacher employed by the Belmont School Committee shall be subject to an
agency service fee unless said teacher is or becomes a member of the Belmont Education Association. Pursuant to
MGL Chapter 150E, Sections 12, it shall be a condition of employment that on or after the thirtieth (30™) day of
employment in the bargaining unit or the effective date of this Agreement, whichever is later, each and every member
of the bargaining unit shall pay to the Association an agency fee, which shall be proportionally commensurate with
the costs defined by law and by the Massachusetts Labor Relations Commission’s regulations contained in 456 CMR
17:00: Agency Service Fee. The Agency Service Fee shall be deducted from each paycheck pursuant to payroll
authorization.

Collection of agency service fees, including the collection of delinquent fees shall be solely the responsibility of the
Association, and the Committee shall not be obligated to take any action in regard to the employment of such
delinquent employees. Teachers who fail to pay the fee shall not be subject to dismissal or suspension, but the
Association shall have standing to pursue any and all remedies it may have at law to collect such fee.

The Association agrees to set the amount of the agency service fee and to administer procedures relating to the fees in
accordance with all applicable laws and regulations.

30.2 The Association and Committee agree to the provisions of Section 17C of Chapter 180 of the General Laws of
Massachusetts. Upon submission of appropriately signed dues and credit union deduction cards, monthly deductions
from salary will be made for the Belmont Education Association, the Massachusetts Teachers Association, the
National Education Association and/or Century Bank - Educator's Division, and United Way as designated thereon.
Teachers are also entitled to have payroll deductions made to a Credit Union or a designated bank.
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30.3 The signed dues and credit union deduction authorization cards, which shall be distributed and collected by the
Association, must be received by the Superintendent before October 1st. Deduction shall continue to be made unless
the Superintendent is given sixty (60) days notice in writing that the teacher wishes to withdraw this authorization.

30.4 The Association shall indemnify and save the Committee and/or the Town harmless against all claims, demands,
suits, or other forms of liability, which may arise by reason of any action taken in making deductions and remitting
the same pursuant to this Article.

30.5 The Committee agrees to provide for payroll deduction of individual premium payment for disability insurance,
with premium costs to be paid by the employee. These vendors shall include the MTA and any other vendors as
identified by the Town.

ARTICLE THIRTY-ONE — INSURANCE AND ANNUITIES

31.1 Effective September 1, 2007, the Town of Belmont will pay 80% of the cost of the premium for the HMO health
insurance plan, and members of the bargaining unit will pay 20% of the cost.

Upon agreement by all town and school unions, the Town of Belmont will pay 75% of the cost of the premiums for
the PPO health insurance plan, and members of the bargaining unit will pay 25% of the cost.

Subject to agreement by school and town unions, the BEA agrees to the following plan design changes:

Office visit co-pay from $5.00 per office visit to $15.00 per office visit

Prescription Drug co-pay from $5/ $10/ $25 to $5/ $25/ $40

As long as the Town of Belmont agrees to pay one half (1/2) of the health and life insurance policies currently in
effect, the School Department will deduct the employee's share from payroll checks for participating members upon
receipt of the proper authorization. The School Committee agrees not to discourage the Association from working

toward an increase in the town's percentage of contribution for employee health and life insurance.

In the event the Town of Belmont modifies its insurance benefits, either as to coverage or percent of contribution,
similar arrangements for payroll deductions will be made available to all teachers.

31.2 Within its authority, the Committee will take whatever action is necessary so that insurance shall be continued
for unit members on leave.

31.3 In order to provide a non forfeitable tax sheltered annuity payable upon retirement or termination of employment,
a teacher may contract with the Committee, pursuant to Section 37B of Chapter 71 of the General Laws of
Massachusetts, for the purpose of such annuity as part of the teacher’s employment compensation. Such contract shall
specify the premiums to be paid toward the annuity and the benefits payable there under.

Teachers will be provided with the opportunity to change annuity carriers and the amount to be deducted, etc. once a
year either in December or March.

Changes in any tax sheltered annuities may be made at any time permitted by the annuity plan.
31.4 The Association shall indemnify and save the Committee harmless against any claim, demand, suit, or any other
form of liability that may arise out of or by reason of action taken or not taken by the Committee for purposes of

complying with this Article or in reliance of any authorization furnished to the Committee.

31.5 Salary deductions for a Belmont Education Association sponsored dental plan will be offered at no cost to the
school system.

ARTICLE THIRTY-TWO - ASSOCIATION SECURITY
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32.1 Within sixty (60) days of the execution of this Contract, the Committee will supply the Association with an
electronic copy of the Contract. One hundred (100) printed copies will be made available to the BEA.

32.2 The President of the Association will be sent a copy of the official agenda prior to each Committee meeting. Said
agenda will be e-mailed to the President on the same day that it is e-mailed or hand delivered to the members of the
School Committee.

32.3 The Committee will provide five (5) telephone lines at the High School in the departmental offices, three (3)
telephone lines at the Middle School and three (3) telephone lines at each elementary school for use by staff.

There will be a minimum number of handsets at each elementary building to achieve a ratio of at least one (1) handset
to six (6) staff members. Every effort will be made to place one (1) handset that offers privacy on each floor of each
elementary school. There will be a phone handset in the office of each counselor and school psychologist.

32.4 The Committee shall annually make available a total of twenty-five (25) work days per year for members of the
bargaining unit designated by the Association to attend MTA and other related conferences, meetings, and workshops.
No individual, except the President, Vice-President, or Grievance Chair may use more than three of said days in any
given school year. Seven of these twenty-five (25) days shall be used for delegates to the MTA Annual Convention
and/or the NEA Convention. In addition, these days can be used by those having business at arbitrations or hearings
of administrative agencies. This includes witnesses, officers and committee chairmen, but not observers.

32.5 The President of the Association, the Grievance Chairperson and up to seven members of the PR&R Committee
will be relieved of non-teaching duties which duties will be absorbed by other staff members. The Belmont School
Committee will compensate each of the seven members of the PR&R $450 in lieu of release time, a total of $3,150.

32.6 The Belmont Education Association President who has been assigned to the High School or Middle School will
be relieved of two teaching classes or, at the option of the President, a mutually agreed upon equivalent time. If the
President is assigned to the elementary school, the President shall be given a clerk aide for 15 hours per week and
shall be released from two hours of instructional time per day or an equivalent time per agreement of the parties. At
the Middle School, if it is not possible to locate a teacher to fill the 2/5 position, the parties will mutually agree on an
alternative such as the clerk aide described for the elementary level. To fund the expenses caused by this paragraph,
the Belmont Education Association will pay the cost of the replacement employee for the President to the extent the
employee is replacing the President’s workload but in any event not more than forty (40) percent of the President’s
salary.

32.7 The school department will make its best effort to provide office space in the school the BEA president teaches
in.

32.8 The Superintendent and or his or her designee shall provide the Association with notification on a monthly basis
of changes in the bargaining unit including resignations, retirements, new hires, transfers and promotions.

Within ten (10) days of each educator’s acceptance of employment, or change in job status (i.e. change in bargaining
unit, change in FTE, or change in job title) the Committee shall send to the Association the educator’s assignment
letter. Any separate letter confirming separation of employment will be shared with the Association within the same
period of time.

ARTICLE THIRTY-THREE
TEACHER PROTECTION AND INDEMNIFICATION

33.1 Within forty-eight (48) hours teachers will inform their Principal or immediate supervisor in writing of all cases
of assault or injury suffered by them in connection with their employment. Teachers may report cases of other abusive
conduct within the same 48 hours.

33.2 The Principal, a designee, or the immediate supervisor will investigate such report and notify the Superintendent

in writing. The Principal, a designee, or the immediate supervisor will promptly report the assault or injury to the
proper law enforcement authorities.
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33.3 The Superintendent will forward all reports to the School Committee who shall determine what action is to be
taken by the Committee. Nothing in this Section shall preclude the Principal or the Superintendent from taking such
action as they deem necessary within their statutory authority.

33.4 If the assault, injury or abusive conduct is in connection with the teacher's employment and is committed by a
person who is not a pupil, the Administration shall promptly report the incident to the proper law enforcement
authorities.

33.5 In the case of an assault by either a pupil or non-pupil on the teacher, in connection with the handling of the
incident by law enforcement authorities, such assistance shall include, but not be limited to, complying with any
request by the teacher for information in its possession relating to the incident or persons involved.

33.6 If the teacher fails to report within forty-eight (48) hours any cases of assault, injury or other abusive conduct
suffered by him/her in the scope of the teacher’s employment, they shall be deemed to have waived the protective
process as described in the first four sections of this Article, and the Committee or the Administration may take
whatever action is reasonable. The teacher does not waive any other rights.

33.7 In addition to the above indemnification, the Committee agrees to continue in effect for the term of this Contract,
if available on substantially equivalent terms, its optional insurance policy for teachers.

33.8 All teachers shall be covered by the provisions of the Worker's Compensation Law of the Commonwealth of
Massachusetts, Chapter 152, Section 69.

33.9 In addition thereto, the Committee shall grant personal injury leave not exceeding five (5) days without loss of
pay and not deducted from sick leave to a teacher because of a personal injury arising out of the course of employment,
including a teacher who is the physically injured victim of an assault during the course of employment where such
incident did not materially involve negligence or misconduct by the teacher.

33.10 In instances in which injuries covered by this Section incapacitate a teacher for more than seven (7) calendar
days, the teacher shall apply for Worker's Compensation benefits. In such instances, the Committee, to the extent
permitted by law and the contract, shall grant the injured teacher pro rata sick leave so that when added to the amount
of disability compensation under Worker's Compensation, the sick leave allowance will result in the payment to the
teacher of his or her full salary.

33.11 The Committee shall provide protection as required by the provisions of Chapter 258 of the General Laws of
the Commonwealth of Massachusetts.

ARTICLE THIRTY-FOUR - SALARY AND SALARY PAYMENT
34.1 Salary Schedules:

(a) For personnel employed as of the signing of this agreement, the salary schedule appended hereto as B-1 shall be
effective September 1, 2021.

34.2 Credit for Training and Experience:
(a) All teachers shall receive full credit for each year of full-time comparable teaching experience. For the purposes
of the Article, full-time teaching experience shall be defined as follows:

(1) Continuous full-time teaching in the same school system for only one-half or more of a school year shall

be equated to one full year of teaching.

(i) One full year of half-time or more teaching in the same school system shall be equated to one full year
of teaching.

(ii1) No credit shall be given for any fraction of a year less than one-half.
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(b) All teachers shall receive credit for up to two years spent in Vista, the Peace Corps or the Armed Forces. Such
credit shall be granted provided that the sequence of high school, college training, Peace Corps, Vista and Armed
Forces is not interrupted by permanent work experience outside the profession. The sequence need not be in the order
listed above.

(c) A new teacher holding two Masters Degrees, or a CAS, or a CAES, or a CAGS, will be placed on the appropriate
level according to the number of credits earned beyond the 1st Masters degree provided that the advanced degree is
relevant to the teacher’s assignment. The Superintendent’s decision in this regard is final. A Nurse who holds a
National Nursing Certification shall be paid a $1,000 stipend annually.

(d) Any disagreement between teachers and the District regarding pay for course work and degrees must be initiated
during the first year of employment or no further action will be taken.

34.3 Compensation for Professional Growth:

A document entitled “Compensation for Professional Growth Guidelines” which describes the process for salary
advancement for Unit A personnel is part of this contractual agreement and is incorporated as Appendix D.

34.4 Payment:

Teachers shall receive their first paycheck on the Wednesday of the first full week of classes and on every other
Wednesday thereafter in a sum equal to 1/26th of their annual salary. Not later than the last workday in June each
year, teachers shall receive a lump sum payment of the balance of their annual salary due for the fiscal year, except
that teachers who are not returning to Belmont for the following year will not receive their paycheck until the principal
certifies that all professional responsibilities have been fulfilled.

Athletic stipend payments are paid in two installments: during the first week of the season and during the last week
of the season.

Salary payments shall be made by direct deposit to a bank of the teacher's choice.

Payment of extra days of work (or deductions from pay) shall be at 1/181 of the yearly salary. No deductions will be
made from extra-compensatory stipends unless a substitute is hired or the program curtailed or disbanded.

34.5 Members of the bargaining unit who are employed less than full time will be paid on a prorated basis of the
appropriate step of the salary schedule. (e.g. three quarters time = .75 x appropriate step).

ARTICLE THIRTY-FIVE - EXTRA-COMPENSATORY ASSIGNMENTS

Extra-compensatory athletic duties and services shall be compensated in accordance with the salary schedule set forth
in Appendix C for the term of the Contract.

The enumeration of said positions or types of extra-curricular services or duties as set forth in that schedule does not
mean the Committee must continue those in existence. In the case of the creation of new positions, the Committee
will establish the initial salary which will be included in a job posting and in effect for the first year and which will be
subject to negotiations in successor contracts or succeeding years of this Contract if requested by the Association. In
establishing the initial salary, the Committee will, to the greatest extent possible, make use of the existing salary
categories included in Appendix C.

An appointment to the duties and positions listed in Appendix C is subject to annual reappointment by the
Superintendent. Teachers will normally be notified by June 1 but no later than July 30 whether or not they have been
reappointed for the next school year. Positions in the Belmont Summer and Evening Schools, coaching positions, and
other extra-compensatory positions, other qualifications being approximately equal, will be filled first by regular
appointed teachers in the Belmont School System. The decision of the Superintendent is not arbitrable.

ARTICLE THIRTY-SIX — LONGEVITY
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The salaries of the bargaining unit who have completed the required length of service in Belmont will be increased
as follows effective September 1, 2021:

15 Years $2,000
20 Years $2,300
25 Years $3,200
30 Years $3,400

ARTICLE THIRTY-SEVEN - SAVING CLAUSE

37.1 If any provision of this Contract shall be found to be contrary to law, then such provision shall not be applicable
or enforced except to the extent permitted by law. Substitute provisions, if any, shall thereafter be negotiated between
the parties hereto.

37.2 In the event that any provision of this Contract shall be found to be contrary to law, all other provisions of this
Contract shall remain in effect.

ARTICLE THIRTY-EIGHT - JURY DUTY

A teacher who serves on jury duty will be paid full salary for the time served. Per diem salary paid to the teacher for
the jury duty on school work days will be returned to the School Committee.

ARTICLE THIRTY-NINE - SCHOOL ENVIRONMENTAL PROBLEMS

39.1 Any staff member who has a complaint about the heating, ventilation, sanitation or other environmental problem
will report that problem to the Principal's office. The complaint will be investigated as soon as possible by the
appropriate custodian who will, if possible, rectify it immediately. If the complaint cannot be dealt with immediately,
the custodian will notify the Supervisor of Buildings and Grounds who will, with the agreement of the Superintendent
or designee, bring in appropriate help and materials to correct the problem. At each step of this procedure the
complainant will be notified by the building Principal as to what corrective action is being taken.

39.2 If the above procedure does not correct the problem, the Supervisor of Buildings and Grounds and/or the staff
member or designee will so notify the building Principal and the BEA building representative who will meet with the
Superintendent or designee and the complainant or designee within 48 hours after the complainant has notified the
building representative. Through the BEA building representative, the complainant will be notified of action taken as
a result of this meeting.

39.3 Grievances filed under this Article are not subject to arbitration.

ARTICLE FORTY — TUITION FREE ATTENDANCE OF NON-RESIDENT TEACHER’S
CHILDREN

Effective in the 2003-2004 school year, a teacher in the Belmont School System who is not a resident of the Town
will have the option, at no cost of having the teacher’s child( children) attend the Belmont Public Schools subject to
the following conditions:

(a) Space available basis, as determined by the Superintendent
(b) Limit of twenty-two (22) students per school year
(c) If more apply than there are spaces, there will be a lottery to choose students who may attend

Once a child is accepted, so long as the teacher is employed in the Belmont Public Schools, the child shall be allowed

to attend school through grade twelve (12) subject to the rules and regulations that apply to Belmont residents. In

addition, every reasonable effort will be made to place siblings in the same school if the parent so requests.
ARTICLE FORTY-ONE - MENTOR PROGRAM
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The Belmont Public Schools has established an orientation program for all teachers new to the school system and a
two year Mentor Program for beginning teachers. Year one of the Mentor Program supports educators in their first
year in Belmont through a 1:1 model — each new educator has a mentor to support him/her; year two supports educators
in their second year in Belmont through a cohort model — groups of year two educators meet with one Lead Mentor.

Teachers new to the school system who are not beginning teachers may, at the discretion of the Superintendent, be
allowed to, or required to, participate in the Mentor Program.

Teachers who serve as mentors have achieved professional status and agree to participate in training every year of
their involvement in the program. In the event that mentors are not assigned mentees for the following school year,
the mentors will be paid a stipend of $100 for their attendance at the annual training. Whenever possible, substitute
coverage for mentors and mentees will be provided by the Committee for mutual classroom visitations.

Teachers who wish to become mentors will apply using the established application form. Applicants who complete
the training will be added to the pool of mentor candidates. The Assistant Superintendent for Curriculum and
Instruction will provide a list of mentors chosen by the principals for the coming school year to the President of the
BEA at the end of the school year and again immediately after the mentor training is completed.

Year One Mentors will be paid an annual stipend of $875.
Year Two Lead Mentors will be paid a stipend of $875.

Mentors will receive 15 PDP’s each year to the extent permitted by the DOE requirement for individual professional
development plans.

The Year One Mentor Coordinator will be paid an annual stipend of $2,000
The Year Two Mentor Coordinator will be paid an annual stipend of $875

An employee who is a Peer Assistant for a colleague who has Professional Teacher Status and has been placed on an
Improvement Plan or a Directed Growth Plan shall be paid $875.

ARTICLE FORTY-TWO - DURATION

42.1 Subject only to the right to reopen in accordance with Article 37, this Contract shall be in effect from September
1, 2022, to and including August 31, 2025 and shall thereafter automatically renew itself for successive terms of one
year unless, by the October 15 next prior to the expiration of the contract year involved, either the Committee or the
Association shall have given the other written notice of its desire to modify or terminate this Contract.

Otherwise if either party gives notice of its desire to modify the agreement at the end of the three years by October 1
of the last contract year, then the first meeting will be scheduled for no later than December 15. The parties will have
a period of thirty calendar days from the date of the first negotiating session to offer proposals in writing for proper
consideration.

If, after giving any such notice and after a reasonable period of negotiating, the Committee and the Association shall
have failed to reach agreement by the following December 15, or the end of an agreed extension period, they may
jointly petition the state Board of Conciliation and Arbitration to initiate mediation in accordance with the provisions
of Chapter 150E of the General Laws of the Commonwealth of Massachusetts

In the event of an emergency so declared by the Committee, the Contract may be reopened for the purpose of
negotiating aspects of this Contract affected by such an emergency.

42.2 Any changes in this Contract agreed to by both parties will be reduced to writing, signed by both parties and
become new appendices which shall replace those previously in effect. They shall thereupon become a part of this

Contract.

42.3 The Association and the Committee agree that each has had the opportunity to bargain for any provision that they
wished in this Contract and each expressly waives the right to reopen the Contract for any further demands or
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proposals, except as provided in this Article. Each agrees that this Contract constitutes a complete agreement on all
matters and that if other proposals have been made or considered, they have been withdrawn in consideration of this
Contract.

ARTICLE FORTY-THREE — JOINT LABOR-MANAGEMENT COMMITTEE
The Association and Committee shall form a Joint Labor-Management Committee structure as follows:

43.1 District JLMC shall be formed to discuss and attempt to resolve district-wide issues and any building issues not
resolved by that building’s JLMC. The District JLMC:

a.  Will schedule at least six (6) meetings per year and as requested by either party

b. One week before each meeting, the parties will share agenda items

c. Shall be made up of the Superintendent, the Association President, and their designated members

d. School Committee chairperson and/or his or her designee shall be invited to attend two (2) meetings per year

43.2 Building-Based JLMC shall be formed to discuss and attempt to resolve building-based issues. The Building
JLMC:

There will be one (1) JLMC per building

Each JLMC will meet monthly and as requested by either party

Each JLMC will be made up of the building Principal and Association Building Representatives

Meeting will be open to all building employees

One week before each meeting, the parties will share agenda items

The Principal, in his or her role as a JLM Committee, will collaborate with the committee to include building
concerns in the creation of the agenda of the Building Meetings.

mo a0 o

ARTICLE FORTY- FOUR - ACADEMIC FREEDOM

The Committee and the Association recognize that teaching is a professional endeavor. Therefore, the Curriculum
Subcommittee of the School Committee will make every reasonable effort to include educator voice in the work of
the subcommittee.

ARTICLE FORTY- FIVE - DIVERSITY, HIRING, AND RETENTION

a. District-wide, building based, and new employee orientation shall include components on diversity and at
least one staff professional half day shall be devoted to diversity.

b. The district will continue to implement building-based Equity Teams and a District Equity Team that meet
at least once per month to discuss issues of equity, diversity and inclusion.

c. The district shall create a new Diversity Equity and Inclusion (DEI) Hiring and Retention Team, led by the
Director of DEI, who shall chair the Team and has final authority on recommendations to the Superintendent
of any matters addressed by the Team.

The district will provide an annual pool of $21,000 for stipends distributed to all BEA members of the
district Affinity Group, who elect to join the DEI Hiring and Retention Team as compensation for the
following types of activities when requested by the Director of DEI or designee:

e Liaison to and supporting the work of the BPS DEI Director

e  Consulting with the district-wide Equity Committee

e Networking and attending diversity job fairs and events to help attract candidates of color and

create a more diverse workforce

e Lead and support affinity groups for faculty and staff

e Participating in interview teams

e Drafting and annual report of the district’s diversity in hiring
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The parties shall endeavor to include no less than one member from each building and to include
participants from all BEA bargaining units. Each individual annual stipend shall not exceed $3,000. In the
event less than 7 individuals elect to join the DEI Hiring and Retention Team in a given year the district
shall not be obligated to expend the full $21,000. The work related to hiring activities included under this
stipend may occur over the summer.

With the exception of any claim regarding a stipend payment, grievances filed under this Article are not
subject to arbitration.

ARTICLE FORTY- SIX - WORKSITE RELOCATION

When a unit member is required by the Committee to move from one room/office to another or from one worksite to
another the member shall be notified of the move no later than the first Friday in June. In the event the move is
scheduled to occur after the school year has commenced, the member shall be provided no less than one month prior
notice, unless an emergency situation prevents such prior notification.

When a member moves from one school building to another, the following shall apply:

1.

The District shall provide all boxes and packing materials.

The Committee shall arrange for the member’s work materials to be moved; Members shall not be required
or expected to move boxes, furniture, or other equipment.

Each impacted member that works on packing or unpacking their own school materials outside of regular
work hours will be compensated at a $40 / hour rate up to a maximum of 2 days (14 hours) total, with the
member’s Principal’s prior written approval. Such payment shall be received within 30 calendar days
following the date the member submits to their Principal the number of hours worked. A Principal may not
withhold payment for such time when a member meets the conditions specified above in this Article.
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APPENDIX A - Side Letters of Agreement

C.

Class Size Guidelines (see document, page 117)
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APPENDIX B — PAY SCALE

Salary

2022-2023 (Effective 9/1/22)

2.5% Steps 1-14, additional 0.25% on Step 14

B B+15 M M+15 M+30 M+45 PHD

1 54,268 55,287 58,267 59,813 61,462 63,257 65,045
2| 56,847 57,896 61,052 62,630 64,346 66,203 68,061
3| 59,420 60,504 63,838 65,446 67,230 69,150 71,074
4| 61,996 63,108 66,621 68,267 70,109 72,097 74,092
5| 64,570 65,718 69,404 71,082 72,994 75,049 77,107
6| 67,145 68,321 72,190 73,903 75,878 77,997 80,123
7| 69,718 70,932 74,972 76,719 78,763 80,942 83,140
8| 72297 73,539 77,759 79,541 81,644 83,888 86,153
9| 74,869 76,147 80,541 82,357 84,526 86,838 89,170
10 | 77,445 78,753 83,327 85,177 87,411 89,784 92,183
11 83,028 84,410 86,114 87,994 90,293 92,731 95,201
12| 89,348 90,803 92,164 94,132 96,543 99,109 101,696
13| 89,632 91,084 99,239 101,289 103,812 106,508 109,211
14 | 96,074 97,855 106,603 109,003 111,895 114,968 118,046

2023-2024 (Effective 9/1/23)
2.5%

B B+15 M M+15 M+30 M+45 PHD

1| 55,624 56,669 59,723 61,308 62,998 64,838 66,671
2| 58,268 59,343 62,579 64,196 65,954 67,858 69,763
3| 60,905 62,016 65,434 67,082 68,911 70,879 72,851
4| 63,546 64,686 68,287 69,973 71,861 73,899 75,944
5| 66,184 67,361 71,139 72,859 74,819 76,925 79,035
6| 68,824 70,029 73,994 75,751 77,775 79,947 82,126
7| 71,461 72,705 76,847 78,637 80,732 82,965 85,218
8| 74,105 75,377 79,703 81,529 83,685 85,986 88,307
9| 76,741 78,050 82,555 84,416 86,639 89,009 91,399
10| 79,381 80,722 85,410 87,306 89,597 92,029 94,488
11| 85,104 86,520 88,267 90,194 92,550 95,049 97,581
12| 91,582 93,073 94,469 96,485 98,956 101,587 104,238
13| 91,872 93,361 101,720 103,821 106,407 109,170 111,942
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| 14| 98476 | 100,301 109,268 | 111,728 | 114,692 | 117,842 | 120,997
2024-2025 (Effective 9/1/24)
2.5%
B B+15 M M+15 M+30 M+45 PHD
1| 57015 58,086 61,216 62,841 64,573 66,459 68,338
2| 59,725 60,827 64,143 65,801 67,603 69,555 71,507
3| 62428 63,567 67,070 68,759 70,634 72,651 74,672
4| 65134 66,303 69,994 71,723 73,658 75,747 77,843
5| 67,839 69,045 72,918 74,680 76,690 78,848 81,011
6| 70,544 71,780 75,844 77,645 79,719 81,946 84,180
7| 73,247 74,523 78,768 80,603 82,750 85,039 87,349
8| 75,957 77,262 81,695 83,568 85,777 88,135 90,514
9| 78,659 80,001 84,619 86,526 88,805 91,235 93,684
10| 81,366 82,740 87,546 89,489 91,837 94,330 96,850
11| 87,231 88,683 90,473 92,449 94,864 97,426 100,020
12| 93,871 95,400 96,830 98,897 101,430 | 104,127 | 106,844
13| 94,169 95,695 104,263 | 106,417 | 109,067 | 111,900 | 114,740
14| 100,938 | 102,809 | 112,000 | 114522 | 117,560 | 120,788 | 124,022

Any unit member receiving a $300 stipend for holding two Masters, prior to September 2008, and not eligible to be

moved to M+45, will continue to receive that stipend until they have reached M+45.

The incumbent Head Librarian during the term of the agreement in force from September 1, 2011 to August 31, 2014
shall be grandfathered in her receipt of additional wages in the amount of $2000 per year for the duration of her time
employed in that position in the Belmont Public Schools. Upon the date of her departure from that position, that $2000

payment of additional wages shall not be paid to any other employee assuming the position of Head Librarian.

K-12 Performing Arts Teacher who are expected to lead more than FIVE (5) evening or weekend performances per
year will receive an additional stipend of $750.

Ratification bonus: A one-time, non-base-building payment of $500 for all Unit A members following ratification

(June 2022).
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APPENDIX C - Extra Compensation Assignments
(Effective September 1, 2022, all existing stipends will receive a one-time increase of 2.0%)

Stipend 2022-2025 Old Stipend Name
ATHLETIC STIPENDS - CHENERY MS
Basketball - MS (B) $2,501
Basketball - MS (G) $2,501
Cross Country - MS (Co-ed) $2,917
ATHLETIC STIPENDS - BELMONT HS
Administrative Asst. for
Athletic Events Business Manager $3,334 | Business and Finance
Seasonal Events Manager
Athletic Events Manager - Fall $4,168 | FALL
Seasonal Events Manager
Athletic Events Manager - Spring $4,168 | SPRING
Seasonal Events Manager
Athletic Events Manager - Winter $4,168 | WINTER
Athletic Trainer $27,507
Athletic Trainer Asst. $13,754
Baseball - Fresh (B) $3,751
Baseball - JV (B) 54,168
Baseball - V (B) $5,418
Basketball - Fresh (B) $3,751
Basketball - Fresh (G) $3,751
Basketball - JV (B) 54,168
Basketball - JV (G) 54,168
Basketball - V (B) $5,418
Basketball - V (G) $5,418
Cheerleading - JV Fall $3,334
Cheerleading - V Fall $3,751
Cheerleading - V Winter $3,751
Cross Country - V (B) $5,418
Cross Country - V (G) $5,418
Equipment Manager $5,001
Field Hockey - Fresh $3,751
Field Hockey - JV $4,168
Field Hockey - V $5,488
Field House/Weight Room Supervisor 54,168
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Football - Fresh

$4,585

Football - Fresh Asst. $4,168
Football - JV S5,276
Football - V $8,753
Football - V. Asst. $5,418
Football - V. Asst. 2 S5,418
Golf 54,168
Hockey - JV (B) 54,168
Hockey - JV (G) 54,168
Hockey - V (B) $5,418
Hockey - V (G) $6,760
Hockey - V Asst. (B) 54,168
Hockey - V Asst. (G) 54,168
Indoor Track - Asst. (B) $4,585
Indoor Track - Asst. (G) $4,585
Indoor Track - Asst. (G) $4,585
Indoor Track - V (B) $5,418
Indoor Track - V (G) $5,418
Lacrosse - JV (B) 54,168
Lacrosse - JV (G) 54,168
Lacrosse - V (B) $5,418
Lacrosse - V (G) $5,418
Outdoor Track - V (B) $5,418
Outdoor Track - V (G) $5,418
Outdoor Track - V Asst. (B) $4,585
Outdoor Track - V Asst. (G) $4,585
Outdoor Track - V Asst. (G) $4,585
Rugby - JV (B) 54,168
Rugby - JV (G) $4,168
Rugby - V (B) $5,834
Rugby - V (G) $5,834
Rugby - V Asst. (B) $4,585
Rugby - V Asst. (G) $4,585
Skiing (B) 54,168
Skiing (G) $4,168
Soccer - Fresh (B) $3,751
Soccer - Fresh (G) $3,751
Soccer - JV (B) $4,168
Soccer - JV (G) 54,168

40

Outdoor Track - JV (B)
Outdoor Track - JV (G)



Soccer - V (B)

$5,418

Soccer - V (G) $5,418
Softball - Fresh $3,751
Softball - JV $4,168
Softball - V $5,418
Strength and Conditioning Coach $9,169
Swimming - Asst (B) 54,168
Swimming - Asst. (G) 54,168
Swimming - V (B) $5,001
Swimming - V (G) $5,001
Tennis - V (B) $4,585
Tennis - V (G) $4,585
Volleyball - Fresh $3,751
Volleyball - JV $4,168
Volleyball - V $5,418
Wrestling - V $5,001
Wrestling - V Asst. $4,168 | Wrestling - IV
PERFORMING ARTS STIPENDS - CHENERY MS
Chamber Group $1,457 | Brass Ensemble
Chamber Group $1,457 | Flute Ensemble - MS
Chamber Music Coach -
Chamber Orchestra $2,084 | MS
Chamber Music Coach -
Chamber Singers $2,084 | MS
Chamber Music Coach -
Chenery Winds $2,084 | MS
Jazz Ensemble $3,334
School Choreographer
Musical Choreographer $3,960 | (Musical) - MS
Musical Director 7/8 $4,825 | Theater Director 7/8
Musical Technical Director 7/8 $2,084
Rehearsal Accompanist
Musical Vocal Director 7/8 $3,960 | (Musical)
Theatre Workshop
Theatre Director 5/6 $1,667 | Director 5/6
PERFORMING ARTS STIPENDS - BELMONT HS
A Capella Groups Director $3,091
Chamber Group $1,459
Costume Design Musical $2,084

41



Costume Design Play

$1,251

Jazz Choir Director $3,091
Jazz Ensemble Director $3,126
Jazz Workshop Director $3,091
Lighting Design Musical $1,667
Lighting Design Play $1,251
Madrigal Singers Director $3,091
Marching Band Asst Director $3,126
Marching Band Color Guard $1,876
Marching Band Director $5,001
Musical Orchestra Conductor $2,501
Musical Choreographer $3,960
Musical Rehearsal Accompanist $2,917
Musical Vocal Director $3,960
Technical Director Musical $2,709
Technical Director Play $2,084
Theater Asst. $2,084
Theater Asst. $2,084
Theatre Support Staff $2,084
Theatre Support Staff $2,084

Stage Band Director

Color Guard Advisor
Orchestra Conductor (Pit)

Rehearsal Accompanist - HS
Vocal Coach
Musical Set Design - HS

Broadway Night
Accompanist - HS
Broadway Night Assistant
Director- HS

Set Design Fall Play - HS
Set Designer/Children's
Theater

Set Design Musical - HS
Set Designer/Drama
Festival

NON-ATHLETIC/NON-PERFORMING ARTS STIPENDS - CHENERY MS

African-American Club Advisor $1,530
Cheetazine $1,354
Community Service Club Advisor $2,705
Courtyard Club Advisor $1,251
DC Program Coordinator $3,126
Five Minutes Ago Advisor $3,091
GSA Advisor $1,308
Math Team Advisor 5/6 $1,667
Math Team Advisor 7/8 $1,667
METCO After School Program Assistant $1,459
Morning Monitor $1,251
National History Day $1,042
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Science Olympiad Advisor

$1,667

Student Government Advisor 5/6 $3,126
Student Government Advisor 7/8 $3,126
Yearbook Assistant Editor $1,308
Yearbook Business Manager $1,308
Yearbook Editor $3,091

Editorial Advisor — MS

NON-ATHLETIC/NON-PERFORMING ARTS STIPENDS - BELMONT HS

Affinity Group Leader $893
African-American Club $1,530
AP Exam Coordinator $3,570
Armenian Club Advisor $625
Asian American Club Advisor $1,683
Belmontonian Club Advisor $1,876
Computer Club Advisor $1,308
Debate Club Advisor $1,308
Detention Monitor $2,536
Diversity Club Advisor $625
Freshman Class Advisor $1,308
Gay Straight Alliance Advisor $1,308
Highpoint Editor $1,857
Junior Class Advisor $1,857
Lead Guidance $3,060
Lead Special Ed $3,570
Math Team Advisor $1,876
Media Club Advisor $3,091
Mock Trial Club $1,308
National Honor Society Advisor $1,449
Robotics Club Coordinator $1,876
Science Club Advisor $1,308
Senior Class Advisor $1,876
Sophomore Class Advisor $1,308
Student Government Advisor $3,091

Black in Belmont

NON-ATHLETIC/NON-PERFORMING ARTS STIPENDS - ELEMENTARY

Elementary Teacher-In-Charge - Burbank $3,078
Elementary Teacher-In-Charge - Butler $3,078
Elementary Teacher-In-Charge - Wellington $3,078
Elementary Teacher-In-Charge - Winn Brook $3,078
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HOURLY AND NIGHTLY RATES

ELL Summer Intake and Screening $35.00
Extended Day Program/Tutors (per hour) $35.00
Extended Day Program Behavior Support

Teacher (per hour) $35.00
Faculty Supervision of School Events (per hour) $20.00
Overnight Stipend (per day)* $110.00

Anyone paid for a Appendix C position in 2017-2018 and whose stipend is scheduled to be
subsequently reduced shall be grandfathered at the 2017-2018 rate while they maintain that same
position.

* The Superintendent or the Superintendent’s designee shall determine which trips are eligible

for paid chaperones. This determination will be presented to unit members when a request for
chaperones is made.
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Faculty Supervision of School Events
Middle and High School

Faculty supervision at Middle School dances, spectator buses to school events outside school hours, and the
supervision and/or driving of students in rented cars to school events outside of school hours will be compensated at:

$20.00 per hour —2020-2021

The Principal or Head Master will use discretion in determining the amount of need and type of supervision
at these activities, based in part on the recommendation of the faculty advisor, who shall specify: type of supervision
(police, faculty, parents, etc.), duties of supervisor, and number needed. The principal will publish guidelines, subject
to the approval of the Superintendent, to aid the faculty advisor in their recommendation. These guidelines must
consider: building area involved, special equipment to be used, and the kind of event as well as the size and type of
attendance.

Faculty supervision at High School dances, drama, and musical performances, class fund-raising events,
club-sponsored events, spectator buses to school events outside of school hours, and the supervision and/or driving of
students in rented cars to school events outside of school hours will be compensated at:

$20.00 per hour — —2020-20212

The Principal or Head Master will use discretion in determining the amount of need and type of supervision
at these activities, based in part on the recommendation of the faculty advisor, who shall specify: type of supervision
(police, faculty, parents, etc.), duties of supervisor, and number needed. The Principal or Head Master will publish
guidelines, subject to the approval of the Superintendent, to aid the faculty advisor in their recommendation. These
guidelines must consider: building area involved, special equipment to be used, and the kind of event as well as the
size and type of attendance.
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APPENDIX D — Compensation for Professional Growth Guidelines

Introduction

The Belmont School Committee encourages and rewards the continued professional growth of teachers through salary
incentives. Teachers have the opportunity to increase their salaries by qualifying for a change in classification (B+15,
Masters, M+15, M+30, M+45, CAGS, Doctorate).

This manual is intended to provide an explanation of how to qualify for these salary increases and includes the
application form. The form may be copied as needed or can be obtained in the main office in each school. If you have
any questions, you can contact the Superintendent’s Office or the BEA President.

Changes In Classification

Part 1
Reclassification to the Masters, CAGS, and Doctorate Levels

How to Qualify

Changes in classification to a Master’s Degree, CAGS, or Doctoral levels will be made upon receipt of documentary
evidence (official transcript of completed work or a copy of the degree) from the college or university where the
degree was granted.

How to Apply

1. A letter stating that a teacher is enrolled in a Master’s, CAGS, or a Doctoral Program should be sent to the
Superintendent’s Office from the college or university at the time the teacher is accepted into the program.

2. As teachers complete course(s) they should submit evidence (transcript) of satisfactory completion for each
course(s) to the Superintendent’s Office so that they can be credited for hours beyond the Bachelor’s (B+15) or
Master’s Degree (M+15, M+30, M+45).

3. Upon completion of the degree program, teachers should submit an official transcript which indicates that the
course work has been completed or that the degree has been conferred. They must bring the degree/certificate into the
superintendent’s office as evidence of the completion of the degree or a letter from the university/college indicating
completion of the program and anticipated date when the degree will be conferred.

4. Verification of conferral of degree must be submitted to the Superintendent’s Office within six months of the

granting of the degree. Changes to a teacher’s classification and salary level will be implemented as appropriate
documentation is received.

5. Degree credit for placement on the Masters column will be granted based on total hours required by the granting
institution.

Part 2
Reclassification to the B+15, M+15, M+30, M+45 levels

How to Qualify

1. Teachers can advance to the B+15, M+15 M+30, and M+45 levels without being enrolled in a degree granting
program.
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2. All courses submitted to qualify for levels M+15, M+30, and M+45 shall be at the graduate level.
3. Credit will be given for passing a pass/fail course.

4. Teachers enrolled in a Master’s, CAGS, or Doctoral program, will be advanced on the salary scale to the B+15,
M+15, M+30, or M+45 levels when satisfactory evidence of completion of these credit hours is received.

5. Courses which have been completed for more than six months at the time of submitting will not be given credit
for advancement.

5. New personnel must submit all transcripts of completed work within six (6) months of their appointment date.

How to Apply

1. As graduate courses are completed, teachers should submit an official transcript of grade(s) to the Superintendent.
Verification of completed course work must be submitted within six months of completion.

2. Course work equivalent to graduate level courses can be accepted only with prior approval of the Superintendent.
Requests for approval of equivalent course work, including course description and/or other relevant information,
should be submitted and approved by the Superintendent prior to submitting completed work for advancement on the
salary schedule.

Disputes

Teachers who dispute the procedures as stated within this document should refer their concerns in writing to the
Superintendent’s Office. The dispute will be reviewed in consultation between the Superintendent and the BEA
President and then the decision will be made by the Superintendent.

In-District Course Work

Expenses for three in-district courses highly recommended by the district, EMI, Understanding Teaching I, and
Understanding Teaching II, will be covered by the School Department. These expenses include the cost of the
program, books, and graduate credit costs for all participants. Admission to such courses will be on a space available
basis. Every effort will be made to schedule course availability in a manner that will meet the demand. Should the
district elect to change the courses that are highly recommended from those mentioned above, they will continue to
cover said costs.
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APPENDIX E — BPS Parental Leave Policy

Two laws govern parental leave in Massachusetts:
1. Massachusetts Maternity Leave Act (MMLA) State law
2. Family Medical Leave Act (FMLA) Federal Law

MMLA

The MMLA covers female employees who either give birth to, or adopt a child. Under this act,
employees are entitled to take up to eight weeks of leave. While this leave is unpaid, you may apply
accrued sick days to this leave. The eight weeks of leave begin at the birth of the baby, or placement
of the child. The leave is consecutive and does include any holidays/school vacation days that fall
during the leave. Example: if a teacher takes eight weeks of leave and February vacation week falls
during the eight weeks, that week is included in the eight weeks. The teacher cannot extend his/her
leave by an additional week. However, the teacher will only be “charged” for 7 weeks of sick days,
as the February vacation week is considered non-teaching time in the Unit A contract.

If the birth or adoption occurs during the summer vacation, the leave commences at the birth or
adoption of the child and impacts the school year only to the extent that the eight-week leave extends
into the school year. Example: The birth or adoption occurs on August 1st, the leave extends for
eight consecutive weeks, ending in September.

FMLA

The FMLA entitles eligible employees (male or female) to take up to 12 weeks of unpaid leave
during a 12 month period for (1) a serious health condition of the employee which renders him/her
unable to perform the functions of his/her job; (2) to care for certain family members (spouse, child,
parent) who have a serious health condition; or (3) to care for a newborn, adopted, or foster child.
Family members of an individual in the armed services may be eligible for additional leave under
certain circumstances. To be eligible for FMLA leave, you must have been employed for the
previous twelve months and worked at least 1,250 hours during the 12-month period prior to the
start of leave.

Although this leave is unpaid, you may apply accrued paid leave time to this leave. FMLA leave
and MMLA leave runs concurrently. FMLA leave does not include periods of time when employees
do not regularly work such as, for teachers, during winter break, school vacation weeks, or during
the summer between academic terms. Example: if a teacher takes 12 weeks of parental FMLA leave,
either maternity, or paternity, and February vacation occurs during the leave, that vacation week
does not count toward the employee’s eligible 12 weeks of FMLA leave. The Belmont Public
Schools reserves the right to require you to use accrued paid leave during your FMLA absence.
Special rules apply to employees taking leave in close proximity to the beginning or end of an

academic term. Please consult a Human Resources representative for more information.
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Note: If an employee takes 8 weeks of FMLA leave to care for a baby, he/she is still eligible to take
up to 4 additional weeks of FMLA leave during that 12 month period, for a separate purpose, €.g. to
care for a seriously ill parent.

If a married couple is employed by the district, they may take a combined 12 weeks of FMLA leave
to care for a newborn or adopted child. They are not eligible for 12 weeks each. Where the husband
and wife both use a portion of the total 12-week FMLA leave entitlement for either the birth or
adoption of a child the husband and wife would each be entitled to the difference between the amount
he or she has taken individually and 12 weeks for FMLA leave for other purposes. Example: if each
spouse took 6 weeks of leave to care for a healthy, newborn child, each could use an additional 6
weeks due to his or her own serious health condition or to care for a parent with a serious health
condition.

If leave is foreseeable, employees are expected to provide written notice of requested leave as early
as possible, and no later than 30 days, prior to the beginning of the requested leave. If 30 days notice
is not practicable, such as because of a lack of knowledge, a change in circumstances, or a medical

emergency, written notice must be given as soon as practicable. 111

Specific notice requirements apply to female employees who are members of Unit A and are pregnant
and planning a maternity leave. These employees should refer to the BEA Unit A contract for specific
information.

Medical certification is required for any FMLA leave, except for parental leave. Please note that
FMLA leave for non-parental leave purposes may be denied if appropriate medical certification is
not timely provided.

Insurance Benefits

Health insurance benefits are maintained throughout an MMLA and/or FMLA leave. During the
leave, the employee continues to pay the employee portion of the premiums, while the Belmont
Public Schools pays the employer portion of the premiums. In the event that the Belmont Public
Schools permits an employee to take an extended parental leave of absence (longer than 12 weeks)
the employee may maintain his/her insurance, however he/she is responsible for the entire cost of the
health insurance.

Extended Parental Leave

The BEA Unit A contract allows employees with professional status to take an extended parental
leave (unpaid), which is beyond the scope of this policy. Please refer to the Unit A contract for

specific information related to this topic.

49



APPENDIX F — Handbook for Evaluation

EDUCATOR EVALUATION PROCEDURE
OF UNIT A PERSONNEL

IN BELMONT

WITH FORMS, SMART GOALS AND RUBRICS

June 10, 2013
Amended November 20, 2015
Amended September 1, 2017
Amended September 1, 2020

Amended September 1, 2021
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)

2)

Purpose of Educator Evaluation

A)

B)

9

D)

The purpose of the Belmont Public Schools’ Educator Evaluation Procedure is to provide for the
continuous growth of staff and the continuous improvement in the quality of education for all
students. Evaluation of teacher performance is an essential component of an effective educational
program, as well as a requirement of the state law and regulations (MGL c. 71, s. 38; 603 CMR
35.00). We believe that professional growth and development, and the resulting improvement in
the quality of education, are best achieved by a cooperative process, characterized by mutual
respect, teamwork and trust. Teachers and administrators share responsibility in this evaluation
process.

The Educator Evaluation Procedure described here has been designed to:

1) Raise the quality of instruction and educational services to the children.
i1) Recognize, encourage and support growth and improvement in teaching.
iii) Define goals, identify, gather and use information as part of a process to improve

professional performance, and to assess total job effectiveness and make personnel
decisions.

This Handbook is part of the collective bargaining agreement between Unit A of the Belmont
Education Association and the Belmont School Committee. (See Article 24 of this contract.)

In the event of a conflict between this collective bargaining agreement and the governing laws and
regulations, the laws and regulations will prevail.

The regulatory purposes of evaluation are:

1) To promote student learning, growth, and achievement by providing Educators with
feedback for improvement, enhanced opportunities for professional growth, and clear
structures for accountability, 603 CMR 35.01(2)(a);

ii) To provide a record of facts and assessments for personnel decisions, 35.01(2)(b);

1ii) To ensure that every school committee has a system to enhance the professionalism and
accountability of educators and administrators that will enable them to assist all students
to perform at high levels, 35.01(3); and

iv) To assure effective teaching and administrative leadership, 35.01(3).

Educator Evaluation Procedures are not meant to be disciplinary in nature; neither do the Educator
Evaluation Procedures prevent the Committee from imposing discipline.

Any deadlines designated below that fall on a Saturday will be recognized on the following
Monday. Any deadlines designated below that fall on a Sunday will be recognized on the
following Tuesday.

Definitions (* indicates definition is generally based on 603 CMR 35.02)

A)

*Artifacts of Professional Practice: Products of an Educator’s work and student work samples
that demonstrate the Educator’s knowledge and skills with respect to specific performance
standards.
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B)

0

D)

E)

F)

G)

H)

)

Classroom teacher: Educators who teach preK-12 classes.

Categories of Evidence: Multiple measures of student learning, growth, and achievement,
evidence-based judgments based on observations, artifacts of professional practice, and additional
evidence relevant to one or more Standards of Effective Teaching Practice (603 CMR 35.03).

*District-determined Measures: Measures of student learning, growth and achievement related
to the Massachusetts Curriculum Frameworks, or other relevant frameworks, that are comparable
across grade or subject level district-wide. These measures may include, but shall not be limited
to: portfolios, approved commercial assessments and district-developed pre- and post- unit and
course assessments, and capstone projects.

*Educator(s): Inclusive term that applies to all Classroom Teachers and Specialized Instructional
Support Personnel, unless otherwise noted.

*Educator Plan: The growth or improvement actions identified as part of each Educator’s
evaluation. The type of plan is determined by the Educator’s career stage, overall performance
rating, and the rating of impact on student learning, growth and achievement. There shall be four
types of Educator Plans:

1) Developing Educator Plan shall mean a plan developed by the Educator and the
Evaluator for one school year or from the effective date of hire to the end of the school
year for an Educator without Professional Teacher Status (PTS) ); or, at the discretion of
an Evaluator, for an Educator with PTS in a new assignment. A new assignment shall be
defined as the first year working under a different educator’s license.

ii) Self-Directed Growth Plan shall mean a plan developed by the Educator for one or two
school years for Educators with PTS who are rated proficient or exemplary.

i) Directed Growth Plan shall mean a plan developed by the Educator and the Evaluator of
one school year for Educators with PTS who are rated needs improvement.

iv) Improvement Plan shall mean a plan developed by the Evaluator of at least 90 school
days and no more than-one school year for Educators with PTS who are rated
unsatisfactory with goals specific to improving the Educator’s unsatisfactory
performance.

*ESE: The Massachusetts Department of Elementary and Secondary Education

*Evaluation: The ongoing process of defining goals and identifying, gathering, and using
information as part of a process to improve professional performance (the “formative evaluation™)
and to assess total job effectiveness and make personnel decisions (the “summative evaluation™).

*Evaluator: Any person designated by a superintendent who has responsibility for observation
and evaluation. The superintendent is responsible for ensuring that all Evaluators have training in
the principles of supervision and evaluation. Evaluators shall be evaluated pursuant to 603 CMR
35.00 and such other standards as may be established. Each Educator will have one Evaluator at
any one time responsible for developing the Educator Plan, supervising the Educator’s progress,
evaluating the Educator’s progress toward attaining the Educator Plan goals, and determining
performance ratings and summative evaluation.

1) Teaching Staff Assigned to More Than One Building: Each Educator who is assigned
to more than one building will be evaluated by the appropriate administrator where the
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K)

L)

M)

N)

0)

P)

Q
R)

individual is assigned most of the time. The principal of each building in which the
Educator serves must review and sign the evaluation, and may add written comments. In
cases where there is no predominant assignment, the superintendent will determine who
the evaluator will be.

ii) Notification: The Educator shall be notified in writing of their Evaluator, if any, at the
outset of each new evaluation cycle. The Evaluator(s) may be changed upon notification
in writing to the Educator. The Association shall be notified of all assignments by
October 15, with updates as appropriate.

Evaluation Cycle: A five-component process that all Educators follow consisting of 1) Self-
Assessment; 2) Goal-setting and Educator Plan development; 3) Implementation of the Plan; 4)
Formative Evaluation; and 5) Summative Evaluation.

*Family: Includes students’ parents, legal guardians, foster parents, or primary caregivers.

*Formative Evaluation: An evaluation conducted at mid-cycle which is used to arrive at a rating
on progress towards attaining the goals set forth in the Educator Plan, performance on Standards
and Indicators of Effective Teaching Practice, or both.

*Goal: A specific, actionable, and measurable area of improvement as set forth in an Educator’s
plan, consistent with the SMART Goals framework. A goal may pertain to any or all of the
following: Educator practice in relation to Performance Standards, Educator practice in relation to
indicators, or specified improvement in student learning, growth and achievement. Goals may be
individual or team goals. “Team Goals” can be developed by grade-level or subject area teams,
departments, or other groups of Educators who have a common interest.

*Measurable: That which can be classified or estimated in relation to a scale, rubric, or standards.

Multiple Measures of Student Learning: Measures must include a combination of classroom,
school and district assessments, student growth percentiles on state assessments, if state
assessments are available, and student MEPA gain scores.

*Observation: A data gathering process that includes notes and judgments made during one or
more classroom or worksite visits(s) by the Evaluator and may include examination of artifacts of
practice including student work. An observation shall occur in person. All observations will be
done openly and with knowledge of the Educator. Classroom or worksite observations conducted
pursuant to this article must result in written feedback to the Educator. Normal supervisory
responsibilities of department, building and district administrators will also cause administrators to
drop in on classes and other activities in the worksite at various times as deemed necessary by the
administrator. Carrying out these supervisory responsibilities, when they do not result in targeted
and constructive feedback to the Educator, are not observations as defined in this Article. Upon
request of the educator, the educator and evaluator shall discuss any visit that had not previously
resulted in feedback.

Parties: The Association and the Committee are the parties to this agreement

*Performance Rating: Describes the Educator’s performance on each performance standard and
overall. There shall be four performance ratings:

Exemplary: the Educator’s performance consistently and significantly exceeds the
requirements of a standard or overall. The rating of exemplary on a standard indicates that
practice significantly exceeds proficient and could serve as a model of practice on that
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S)

T)

U)

V)

W)

standard district-wide. Effective September 1, 2021, Exemplary Ratings shall no longer be
awarded

Proficient: the Educator’s performance fully and consistently meets the requirements of a
standard or overall. Proficient practice is understood to be fully satisfactory.

Needs Improvement: the Educator’s performance on a standard or overall is below the
requirements of a standard or overall, but is not considered to be unsatisfactory at this time.
Improvement is necessary and expected.

Unsatisfactory: the Educator’s performance on a standard or overall has not significantly
improved following a rating of needs improvement, or the Educator’s performance is
consistently below the requirements of a standard or overall and is considered inadequate,
or both.

*Performance Standards: Locally developed standards and indicators pursuant to M.G.L. c. 71,
§ 38 and consistent with, and supplemental to 603 CMR 35.00. The parties may agree to limit
standards and indicators to those set forth in 603 CMR 35.03. See Rubrics.

*Professional Teacher Status: PTS is the status granted to an Educator pursuant to M.G.L. c. 71,
§ 41.

Rating of Educator Impact on Student Learning: A rating of high, moderate or low based on
trends and patterns on state assessments and district-determined measures. The parties will
negotiate the process for using state and district-determined measures to arrive at an Educator’s
rating of impact on student learning, growth and achievement, using guidance and model contract
language from ESE.

Rating of Overall Educator Performance: The Educator’s overall performance rating is based
on the Evaluator’s professional judgment and examination of evidence of the Educator’s
performance against the four Performance Standards and the Educator’s attainment of goals set
forth in the Educator Plan, as follows:

i) Standard 1: Curriculum, Planning and Assessment
ii) Standard 2: Teaching All Students

1ii) Standard 3: Family and Community Engagement
iv) Standard 4: Professional Culture

V) Attainment of Professional Practice Goal(s)

vi) Attainment of Student Learning Goal(s)

*Rubric: A scoring tool that describes characteristics of practice or artifacts at different levels of
performance. The rubrics for Standards and Indicators of Effective Teaching Practice are used to
rate Educators on Performance Standards, these rubrics consist of:

1) Standards: Describes broad categories of professional practice, including those required
in 603 CMR 35.03

ii) Indicators: Describes aspects of each standard, including those required in 603 CMR
35.03
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X)

Y)

Z)

AA)

iii) Elements: Defines the individual components under each indicator
iv) Descriptors: Describes practice at four levels of performance for each element

Specialized Instructional Support Personnel: Educators who teach or counsel individual or
small groups of students through consultation with the regular classroom teacher.

*Summative Evaluation: An evaluation used to arrive at a rating on each standard, an overall
rating, and as a basis to make personnel decisions. The summative evaluation includes the
Evaluator’s judgments of the Educator’s performance against Performance Standards and the
Educator’s attainment of goals set forth in the Educator’s Plan.

*Trends in student learning: At least three (3) consecutive years of data from the district-
determined measures and state assessments used in determining the Educator’s rating on impact
on student learning as high, moderate or low.

Worksite: Any location where an educator is carrying out their functions as an educator,
including in a school building and on sanctioned trips.

Evidence Used In Evaluation

The following categories of evidence shall be used in evaluating each Educator:

A)

B)

Multiple measures of student learning, growth, and achievement, when available, which shall
include:

1) Measures of student progress on classroom assessments that are aligned with the
Massachusetts Curriculum Frameworks or other relevant frameworks and are comparable
within grades or subjects in a school;

i) At least two district-determined measures of student learning related to the Massachusetts
Curriculum Frameworks or other relevant frameworks that are comparable across grades
and/or subjects district-wide. These measures may include: portfolios, approved
commercial assessments and district-developed pre and post unit and course assessments,
and capstone projects. One such measure shall be the MCAS Student Growth Percentile
(SGP) or Massachusetts English Proficiency Assessment gain scores, if applicable, in
which case at least three years of data is required.

iii) Measures of student progress and/or achievement toward student learning goals set
between the Educator and Evaluator for the school year or some other period of time
established in the Educator Plan.

iv) For Educators whose primary role is not as a classroom teacher, the appropriate measures
of the Educator’s contribution to student learning, growth, and-achievement set by the
district. The measures set by the district shall be based on the Educator’s role and
responsibility.

Evidence-based judgments based on observations and artifacts of practice including;

1) Unannounced observations.
ii) Announced observation(s).
iii) Examination of Educator work products and artifacts.
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4)

S)

6)

iv) Examination of student work samples.

C) Other Evidence relevant to one or more Performance Standards and Goals, including but not
limited to:

1) Evidence compiled and presented by the Educator, including: Evidence of fulfillment of
professional responsibilities and growth such as, but not limited to: self-assessments, peer
collaboration, professional development linked to goals in the Educator plans,
contributions to the school community and professional culture, and outreach to families;

ii) Evidence of progress towards professional practice goal(s);
iii) Evidence of progress toward student learning outcomes goal(s); and
iv) Student Feedback — see # 20;

V) Any other relevant evidence from any source that the Evaluator substantiates and shares
with the Educator. Other relevant evidence could include information provided by other
administrators such as the superintendent.

Rubric

The rubrics are a scoring tool used for the Educator’s self-assessment, the formative evaluation and the
summative evaluation. Those rubrics are attached to this agreement.

Evaluation Cycle: Training for new educators

A) Prior to the implementation of the evaluation process contained in this article for new educators,
the district shall arrange training that outlines the components of the evaluation process and
provides an explanation of the evaluation cycle. The district through the superintendent shall
determine the type and quality of training based on guidance provided by ESE.

B) By November 1% of the first year of employment, new Educators shall complete a professional
learning activity about self-assessment and goal-setting satisfactory to the superintendent or
principal. Any Educator hired after the November 1% date, and who has not previously completed
such an activity, shall complete such a professional learning activity about self-assessment and
goal-setting within one (1) month of the date of hire. The district through the superintendent shall
determine the type and quality of the learning activity based on guidance provided by ESE.

C) All mandatory training or learning activities shall occur during the contractual work day.

Evaluation Cycle: Annual Orientation

At the start of each school year, the superintendent, principal or designee shall conduct a meeting for
Educators and Evaluators focused substantially on educator evaluation. The superintendent, principal or
designee shall:

A) Provide an overview of the evaluation process, including goal setting and the educator plans.

B) Provide District and School goals and priorities, listings of professional development
opportunities, and data needed to complete the self-assessment and propose the goals.
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9

D)

E)

Provide all Educators with directions for obtaining a copy of the forms used by the district. These

shall be electronically provided and employees may print or copy them using district machines.

The faculty meeting may be digitally recorded to facilitate orientation of Educators hired after the
beginning of the school year, provided that an announcement is made at the beginning of the

meeting.

Provide a mechanism for Educators to collect and present artifacts, with both electronic and hard-
copy options, including but not limited to: folders, templates, lists, software.

Evaluation Cycle: Self-Assessment

A)

B)

Completing the Self-Assessment

)

The evaluation cycle begins with the Educator completing a self-assessment by October
15™ (or for an educator who started employment at a school after the beginning of the
year, within a month after starting employment or within two (2) weeks of receiving
Training for New Educators (Section 5), whichever is later). The teacher may choose to
submit a written self-assessment to the teacher’s Evaluator.

The self-assessment includes:

(a) An analysis of evidence of student learning, growth and achievement for
students under the Educator’s responsibility.

(b) An assessment of practice against each of the four Performance Standards of
effective practice using the rubric.

(c) Proposed goals to pursue as described below:

(1st) At least one goal directly related to improving the Educator’s own
professional practice.

(2nd) At least one goal directed related to improving student learning.

Proposing the goals

)

iii)

Educators shall submit goals on the Educator SMART Goals and Plans Form. Educators
are encouraged to meet with teams to consider establishing team goals. Evaluators may
participate in such meetings.

For Educators in their first year of practice, the Evaluator will meet with each Educator
by October 15" (or within one month of the Educator’s first day of employment if the
Educator begins employment after September 15%) to assist the Educator in completing
the self-assessment and drafting the professional practice and student learning goals
which must include induction and mentoring activities.

Unless the Evaluator indicates that an Educator in their second or third years of practice
should continue to address induction and mentoring goals pursuant to 603 CMR 7.12, the
Educator may propose team goals.

For Educators with PTS and ratings of proficient or exemplary, the goals may be team
goals. In addition, these Educators may include individual professional practice goals that
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8)

9)

address enhancing skills that enable the Educator to share proficient practices with
colleagues or develop leadership skills.

V) For Educators with PTS and ratings of needs improvement or unsatisfactory, the
professional practice goal(s) must address specific standards and indicators identified for
improvement. In addition, the goals may address team goals.

Evaluation Cycle: Goal Setting and Development of the Educator Plan

A)

B)

0

D)

Every Educator has an Educator Plan that includes, but is not limited to, one goal related to the
improvement of practice; one goal for the improvement of student learning. The Plan also
outlines actions the Educator must take to attain the goals established in the Plan and benchmarks
to assess progress. Goals may be developed by individual Educators, by the Evaluator, or by
teams. See Sections 13-17 for more on Educator Plans

To determine the goals to be included in the Educator Plan, the Evaluator reviews the goals the
Educator has proposed, using evidence of Educator performance and impact on student learning,
growth and achievement based on the Educator’s self-assessment and other sources that Evaluator
shares with the Educator. If the Evaluator determines that the Educator’s goals shall be different
from those the Educator has proposed, the Evaluator shall meet with the Educator to explain the
difference. The process for determining the Educator’s impact on student learning, growth and
achievement will be determined pursuant to #19, below.

Educator Plan Development Meetings shall be conducted as follows:

i) Educators in the same school shall meet with the Evaluator in teams and/or individually
at the end of the previous evaluation cycle or by November 1% of the next academic year
to develop their Educator Plan. Educators shall not be expected to meet during the
summer hiatus.

i) For those Educators new to the school, the meeting with the Evaluator to establish the
Educator Plan must occur by November 1% or within six weeks of the start of their
assignment in that school

iii) The Evaluator shall meet individually with Educators with PTS and ratings of needs
improvement or unsatisfactory to develop professional practice goal(s) that must address
specific standards and indicators identified for improvement. In addition, the goals may
address shared grade level or subject matter goals.

The Evaluator completes the Educator Plan by November 15", The Educator shall sign the
Educator Plan within 5 school days of its receipt. The Educator may include a written response
within 10 school days, which shall be attached to the plan. The Educator’s signature does not
indicate agreement or disagreement with its contents. The Evaluator retains final authority over the
content of the Educator’s Plan.

If there is no agreement on the contents of the plan, the Educator and Association President may
submit the issue to the Superintendent for final approval.

Evaluation Cycle: Observation of Practice

Teachers will be observed a minimum number of times per educator plan cycle as follows:
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10)

Unannounced Announced
Educator Plan Observations Observations

Developing Educator Plan, year 1 4 1

Developing Educator Plan, years 2 and 3
Two-Year Self-Directed Growth Plan
One-Year Self-Directed Growth Plan
Directed Growth Plan

Improvement Plan of greater than 6 months
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Improvement Plan of six month or less

Upon request of the educator, the evaluator shall perform an additional observation, the details of which the
educator and evaluator shall discuss prior to the observation. The educator may withdraw the request.

Receiving more than the prescribed minimum number of observations should be viewed as routine and is
not indicative of performance issues unless noted in the written feedback.

Observations
A) General

i) The Evaluator’s first observation of the Educator shall take place between September 15
and November 30. Observations required by the Educator Plan shall be completed by
June 1st. The Evaluator may conduct additional observations after this date, provided
there is mutual agreement between the educator and evaluator.

ii) The Evaluator is not required nor expected to review all the indicators in a rubric during
an observation. The parties agree that individual teaching styles vary and not all of the
indicators on the rubric may be observed during any one class or lesson.

iii) The written feedback shall be delivered to the Educator in person, by email, placed in the
Educator’s mailbox or mailed to the Educator’s home on the Observation Report Form.
The Educator shall sign the Observation Report Form within 5 school days of its receipt.
The Educator’s signature does not indicate agreement or disagreement with its contents.
The Educator may include a written response within 10 school days, which shall be
attached to the report.

iv) Any observation or series of observations resulting in one or more standards judged to be
unsatisfactory or needs improvement (for an unannounced observation only, for the first
time) must:

(a) Be long enough to view the evidence in context.
(b) Describe the basis for the Evaluator’s judgment.

(c) Describe actions the Educator should take to improve their performance and
which standard(s) within the rubric the Educator is expected to provide evidence
for their next evaluation.

(d) Identify support and/or resources the Educator may use in their improvement.
(e) Be followed by a meeting between the Educator and Evaluator, if requested by
either one.
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B)

0

v)

€3] For unannounced observations, Be followed by at least one observation of at
least 30 minutes in duration within 20 school days but no sooner than the day
after the feedback has been provided.

All announced and unannounced observations must take place during one continuous
time period.

Unannounced Observations

)

ii)

Unannounced observations may be in the form of partial or full-period classroom or
worksite visitations.

The Educator will be provided with at least brief written feedback from the Evaluator
within five (5) school days of the observation.

Announced Observations

Announced observations shall be conducted for at least the entire lesson as described to the
evaluator/observer before the observation. Announced Observations shall be conducted according
to the following:

)

if)

iii)

The Evaluator and Educator shall select the date and time of the lesson or activity to be
observed and discuss any specific goal(s) for the observation.

Within 5 school days of the scheduled observation, upon request of either the Evaluator
or Educator, the Evaluator and Educator shall meet for a pre-observation conference. In
lieu of a meeting, the Educator may inform the Evaluator in writing of the nature of the
lesson, the student population served, and any other information that will assist the
Evaluator to assess performance

(a) The Educator shall provide the Evaluator a draft of the lesson, student
conference, IEP plan or activity. If the actual plan is different, the Educator will
provide the Evaluator with a copy prior to the observation.

(b) The Educator will be notified as soon as possible if the Evaluator will not be
able to attend the scheduled observation. The observation will be rescheduled in
collaboration with the Educator as soon as reasonably practical.

Within 5 school days of the observation, the Evaluator and Educator shall meet for a
post-observation conference. This timeframe may be extended due to unavailability on
the part of either the Evaluator or the Educator, but must occur within 10 school days of
the original observation.

The Evaluator shall provide the Educator with written feedback within 5 school days of
the post-observation conference.

11) Evaluation Cycle: Formative Evaluation

A)

Educators receive a Formative Evaluation report at mid-cycle. The Educator’s performance rating
for that year shall be assumed to be the same as the previous summative rating unless evidence

demonstrates a significant change in performance in which case the rating on the performance
standards may change, and the Evaluator may place the Educator on a different Educator plan,
appropriate to the new rating.
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0

D)

E)

F)

G)

H)

)

J)

The Formative Evaluation report provides written feedback and ratings to the Educator about their
progress towards attaining the goals set forth in the Educator Plan, performance on each
performance standard and overall, or both.

For an Educator on a self-directed growth plan, provided the Educator demonstrates proficiency as
noted in the observations, the Evaluator rates the Educator proficient for the standards and overall,
provides no written feedback on the standards, and provides written feedback about the Educator’s
progress towards attaining the goals.

Written feedback is only required for any Standard or Overall rating less than Proficient or any
Goal not met.

No less than two weeks before the due date for the Formative Evaluation report, which due date
shall be collaboratively agreed upon by the Educator and Evaluator, the Educator shall provide to
the Evaluator evidence of family outreach and engagement, fulfillment of professional
responsibility and growth, and progress on attaining professional practice and student learning
goals. The educator may also provide to the evaluator additional evidence of the educator’s
performance against the four Performance Standards.

For an Educator on a self-directed growth plan, following a Summative Evaluation report in which
an Educator earned a proficient rating on all standards and overall, the Educator does not need to
provide evidence related to the standards, but shall provide update/progress on goals.

The Educator is not required to provide to the Evaluator more than six (6) pieces of evidence
focusing on Standard III, Standard IV and Goals. If the Evaluator informs the Educator that the
evidence provided by the Educator is insufficient for a Proficient rating for any Standard or Goal,
the Evaluator shall explain in writing, what evidence would be sufficient for each such Standard or
Goal. The Educator shall then have two (2) weeks to provide such evidence.

The Evaluator shall complete the Formative Evaluation report and provide a copy to the Educator.
All Formative Evaluation reports must be signed by the Evaluator and delivered face-to-face, by
email or to the Educator’s school mailbox or home.

Upon the request of either the Evaluator or the Educator, the Evaluator and the Educator will meet
within five (5) school days before and/or after completion of the Formative Evaluation Report.

The Educator may reply in writing to the Formative Evaluation report within ten (10) school days
of receiving the report or the Formative Evaluation meeting(s), whichever is later. The Educator’s
reply shall be attached to the report.

The Educator shall sign the Formative Evaluation report within 5 school days of receiving the
report. The signature does not indicate agreement or disagreement with its contents.

As aresult of the Formative Evaluation report, the Evaluator may change the activities in the
Educator Plan.

If the rating in the Formative Evaluation report differs from the last summative rating the Educator
received, the Evaluator may place the Educator on a different Educator Plan, appropriate to the
new rating.

After the formative assessment and upon request of the educator, another trained supervisor,
chosen by mutual agreement between the educator and the Superintendent or the Superintendent’s
designee, and an Association representative, if requested by the Educator, shall be assigned to
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perform an observation to be used as evidence in the educator’s summative evaluation. Without
mutual agreement the Superintendent shall choose the supervisor; after which the educator may
withdraw the request. The observation shall be unannounced and least 30 minutes in duration, and
proceeded by a meeting between the educator and observing supervisor.
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12)

Evaluation Cycle: Summative Evaluation

A)

B)

0

D)

E)

F)

G)

H)

D)

Y]

K)

L)

The evaluation cycle concludes with a summative evaluation report. For Educators on a one or
two year Educator Plan, the summative report must be written and provided to the educator by
May 15th.

The Evaluator determines a rating on each standard and an overall rating based on the Evaluator’s
professional judgment, an examination of evidence against the Performance Standards and
evidence of the attainment of the Educator Plan goals.

The professional judgment of the evaluator shall determine the overall summative rating that the
Educator receives.

For an educator whose overall performance rating is exemplary or proficient and whose impact on
student learning is low, the evaluator’s supervisor shall discuss and review the rating with the
evaluator and the supervisor shall confirm or revise the educator’s rating.

The summative evaluation rating must be based on evidence from multiple categories of evidence.
MCAS Growth scores shall not be used for a summative evaluation rating.

To be rated proficient overall, the Educator shall, at a minimum, have been rated proficient on the
Curriculum, Planning and Assessment and the Teaching All Students Standards of Effective
Teaching Practice.

No less than two weeks before the due date for the Summative Evaluation report, which due date
shall be established by the Evaluator with written notice provided to the Educator, the Educator
will provide to the Evaluator evidence of family outreach and engagement, fulfillment of
professional responsibility and growth, and progress on attaining professional practice and student
learning goals. The educator may also provide to the evaluator additional evidence of the
educator’s performance against the four Performance Standards.

The Educator is not required to provide to the Evaluator more than six (6) pieces of evidence. If
the Evaluator informs the Educator that the Educator’s evidence is insufficient for a Proficient
rating for any Standard or Goal, the Evaluator shall explain in writing what evidence would be
sufficient for each such Standard or Goal. The Educator shall then have 10 calendar days to
provide such evidence.

The Summative Evaluation report should recognize areas of strength as well as identify
recommendations for professional growth.

The Evaluator shall deliver a signed copy of the Summative Evaluation report to the Educator
face-to-face, by email or to the Educator’s school mailbox or home no later than May 15%

The Evaluator shall meet with the Educator rated needs improvement or unsatisfactory to discuss
the summative evaluation. The meeting shall occur by June 1*

The Evaluator shall meet with the Educator rated proficient or exemplary to discuss the summative
evaluation, if either the Educator or the Evaluator requests such a meeting. The meeting shall
occur by June 10%

Upon mutual agreement, the Educator and the Evaluator may develop the Self-Directed Growth
Plan for the following two years during the meeting on the Summative Evaluation report.
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13)

14)

15)

M) The Educator shall sign the final Summative Evaluation report by June 15th. The signature does
not indicate agreement or disagreement with its contents.

N) The Educator shall have the right to respond in writing to the summative evaluation within 10
school days which shall become part of the final Summative Evaluation report.

0) A copy of the signed final Summative Evaluation report shall be filed in the Educator’s personnel
file, and all electronic materials shall be maintained by the District and made accessible by the
Educator.

Educator Plans — General

A) Educator Plans shall be designed to provide Educators with feedback for improvement,
professional growth, and leadership; and to ensure Educator effectiveness and overall system
accountability. The Plan must be aligned to the standards and indicators and be consistent with
district and school goals.

B) The Educator Plan shall include, but is not limited to:
1) At least one goal related to improvement of practice tied to one or more Performance
Standards;
ii) At least one goal for the improvement of the learning, growth and achievement of the

students under the Educator’s responsibility;

iii) An outline of actions the Educator must take to attain the goals and benchmarks to assess
progress. Actions must include specified professional development and learning activities
that the Educator will participate in as a means of obtaining the goals, as well as other
support that may be suggested by the Evaluator or provided by the school or district.
Examples may include but are not limited to coursework, self-study, action research,
curriculum development, study groups with peers, confidential peer observations, and
implementing new programs.

0} It is the Educator’s responsibility to attain the goals in the Plan.

Educator Plans: Developing Educator Plan
A) The Developing Educator Plan is for all Educators without PTS.

B) The Educator shall be evaluated at least annually.

Educator Plans: Self-Directed Growth Plan

A) A Two-year Self-Directed Growth Plan is for those Educators with PTS who have an overall
rating of proficient or exemplary, and whose impact on student learning is moderate or high. A
formative evaluation report is completed at the end of year 1 and a summative evaluation report at
the end of year 2.

B) A One-year Self-Directed Growth Plan is for those Educators with PTS who have an overall rating
of proficient or exemplary, and whose impact on student learning is low. In this case, the
Evaluator and Educator shall analyze the discrepancy between the summative evaluation rating
and the rating for impact on student learning to seek to determine the cause(s) of the discrepancy.
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16)

17)

Educator Plans: Directed Growth Plan

A)

B)

9

D)

E)

(i) A Directed Growth Plan is for those Educators with PTS whose overall rating is needs
improvement.

(i1) At the request of the educator who has PTS and is placed on a Directed Growth Plan, a mutually
agreed upon Peer Assistant may be appointed to provide the educator technical assistance,
information, and/or modeling of techniques, as required to meet the needs and goals specified in the
Directed Growth Plan.

The goals in the Plan must address areas identified as needing improvement as determined by the
Evaluator.

The Evaluator shall complete a summative evaluation for the Educator at the end of the period
determined by the Plan, but at least annually, and in no case later than May 15%.

For an Educator on a Directed Growth Plan whose overall performance rating is at least proficient,
the Evaluator will place the Educator on a Self-Directed Growth Plan for the next Evaluation
Cycle.

For an Educator on a Directed Growth Plan whose overall performance rating is not at least
proficient, the Evaluator will rate the Educator as unsatisfactory and will place the Educator on an
Improvement Plan for the next Evaluation Cycle.

Educator Plans: Improvement Plan

A)

B)

9

D)

E)

F)

G)

An Improvement Plan is for those Educators with PTS whose overall rating is unsatisfactory.

The parties agree that in order to provide students with the best instruction, it may be necessary
from time to time to place an Educator whose practice has been rated as unsatisfactory on an
Improvement Plan of no fewer than 90 school days and no more than one school year.

The Evaluator must complete a summative evaluation for the Educator at the end of the period
determined by the Evaluator for the Plan.

An Educator on an Improvement Plan shall be assigned an Evaluator who is responsible for
providing the Educator with guidance and assistance in accessing the resources and professional
development outlined in the Improvement Plan.

The Improvement Plan shall define the problem(s) of practice identified through the observations
and evaluation and detail the improvement goals to be met, the activities the Educator must take to
improve and the assistance to be provided to the Educator by the district.

The Improvement Plan process shall include:

Within ten school days of notification to the Educator that the Educator is being placed on an
Improvement Plan, the Evaluator shall schedule a meeting with the Educator to discuss the
Improvement Plan. The Evaluator will develop the Improvement Plan, which will include the
provision of specific assistance to the Educator. The evaluator shall suggest that the Educator
request that an Association Representative attend the meeting.

The Improvement Plan shall:
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1) Define the improvement goals directly related to the performance standard(s), and/or
student learning outcomes that must be improved,

ii) Describe the activities and work products the Educator must complete as a means of
improving performance;

iii) Describe the assistance and resources that the district will provide to the Educator;

iv) Articulate the measurable outcomes that will be accepted as evidence of improvement;

V) Detail the timeline for completion of each component of the Plan, including at a
minimum a mid-cycle formative evaluation report of the relevant standard(s) and
indicator(s);

vi) Identify the individuals assigned to assist the Educator which must include minimally the

Evaluator; and, at the request of the Educator, a mutually agreed upon Peer Assistant to
provide technical assistance, information, and/or modeling of techniques, as required to
meet the needs and goals specified in the Improvement Plan; and,

vii) Include the signatures of the Educator and Evaluator.

H) A copy of the signed Plan shall be provided to the Educator. The signature does not indicate
agreement or disagreement. For an Improvement Plan beginning at the start of a school year, the
Evaluator and Educator will meet to discuss the contents of the Improvement Plan by October 1.

)] Decision on the Educator’s status at the conclusion of the Improvement Plan.

i) All determinations below must be made no later than June 1. One of three decisions must
be made at the conclusion of the Improvement Plan:

(a) If the Evaluator determines that the Educator has improved their practice to the
level of proficiency, the Educator will be placed on a Self-Directed Growth
Plan.

(b) If the Evaluator determines that the Educator is making substantial progress
toward proficiency, the Evaluator shall place the Educator on a Directed Growth
Plan.

(c) If the Evaluator determines that the Educator is not making substantial progress
toward proficiency, the Evaluator may recommend to the superintendent that the
Educator be dismissed or put the Educator on another Improvement Plan.

18) Timelines (Dates in italics are provided as guidance)
A) Educators on One Year Plans
Activity: Completed By:
Superintendent, principal or designee meets with evaluators and educators to September 15

explain evaluation process

Evaluator meets with first-year educators to assist in self-assessment and goal October 15
setting process
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Educator submits self-assessment and proposed goals
Evaluator meets with Educators in teams or individually to establish Educator Plans | November 1
(Educator Plan may be established at Summative Evaluation Report meeting in
prior school year)
Evaluator authorizes Educator Plans November 15
Evaluator should complete first observation of each Educator November 30
Educator submits evidence on parent outreach, professional growth, progress on January 15*
goals (and other standards, if desired)
* or two weeks before Formative Evaluation Report date
Evaluator should complete mid-cycle Formative Evaluation Reports for Educators February 1
on one-year Educator Plans
Evaluator holds Formative Evaluation Meetings if requested by either Evaluator or | February 15
Educator
Educator submits evidence on parent outreach, professional growth, progress on May 1*
goals (and other standards, if desired)
*or two weeks prior to Summative Evaluation Report date established by evaluator
Evaluator completes Summative Evaluation Report May 15
Evaluator meets with Educators whose overall Summative Evaluation ratings are June 1
Needs Improvement or Unsatisfactory
Evaluator meets with Educators whose ratings are proficient or exemplary at June 10
request of Evaluator or Educator

B) Educators with PTS on Two Year Plans
Activity: Completed By:

Superintendent, principal or designee meets with evaluators and educators to
explain evaluation process

September 15 of year
1

Evaluator meets with first-year educators to assist in self-assessment and goal
setting process

Educator submits self-assessment and proposed goals

October 15 of year 1

Evaluator meets with Educators in teams or individually to establish Educator Plans
(Educator Plan may be established at Summative Evaluation Report meeting in
prior school year)

November 1 of year 1
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Evaluator authorizes Educator Plans

November 15 of year
1

Educator submits evidence on parent outreach, professional growth, progress on
goals (and other standards, if desired)

* or two weeks before Formative Evaluation Report date established by Evaluator

May 15 of year 1 *

Evaluator completes Formative Evaluation Report

June I of Year 1

Evaluator conducts Formative Evaluation Meeting, if any

June 10 of Year 1

Educator submits evidence on parent outreach, professional growth, progress on
goals (and other standards, if desired)

* or two weeks before Summative Evaluation Report date established by Evaluator

May 1 of year 2 *

Evaluator completes Summative Evaluation Report

May 15 of Year 2

Evaluator conducts Summative Evaluation Meeting, if any

June 10 of Year 2

O Educators on Plans of Less than One Year

The timeline for educators on Plans of less than one year will be established in the Educator Plan.

19) Rating Impact on Student Learning

A) Basis of the Student Impact Rating

i. The following student performance measures shall be the basis for determining an
educator's impact on student learning, growth, and achievement.

(a) Statewide growth measure(s),
(1) Where available, statewide growth measures must be selected each year
as one of the measures used to determine the educator’s Student Impact
Rating.
2) Statewide growth measures include the MCAS Student Growth

Percentile, or its equivalent, and ACCESS for ELLs gain score.

(b) District-Determined Measures (DDMs) of student learning, growth, or

achievement.

ii. The Student Impact Rating for each educator will be based on the trends and patterns of
ratings of two measures each year over a three-year period.

B) Identifying and Selecting District-Determined Measures (DDMs)
i. The joint labor-management evaluation team (“team’) maintains a list of DDMs
il. The team shall annually review these DDMs by collecting feedback from educators and

evaluators regarding the quality (e.g., alignment to curriculum, utility) of the DDMs.
Where feedback suggests modifications to the DDMs or the need to create different
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iii.

iv.

DDMs, the team shall convene a cohort of educators to make recommendations to the

team.

DDM Selection Criteria

(a)

(b)
(©

(d

DDMs may consist of direct or indirect measures.

(1) A direct measure assesses student growth in a specific content area or
domain of social-emotional or behavioral learning over time.

(1) For all classroom educators, at least one measure in each year
that will be used to determine an educator’s Student Impact
Rating must be a direct measure.

(ii) Direct measures shall be criterion-referenced, such as, but not
limited to: formative, interim and unit pre- and post-
assessments in specific subjects, assessments of growth based
on performances and/or portfolios of student work judged
against common scoring rubrics, and mid-year and end-of-
course examinations.

2) Indirect measures do not measure student growth in a specific content
area or domain of social-emotional or behavioral learning but do
measure the consequences of that learning.

1) Indirect measures include, but are not limited to, changes in:
promotion and graduation rates, attendance and tardiness rates,
rigorous course-taking pattern rates, college course
matriculation and course remediation rates, discipline referral
and other behavior rates, and other measures of student
engagement and progress.

DDMs must be common across grade or subject level.

DDMs must include consistent, transparent scoring processes that establish clear
parameters for what constitutes igh, moderate, and low student growth. (see
B.iii below) If the actual scores are misaligned with the parameters that were
determined previously, the parameters will be recalibrated.

DDMs must be aligned to the Massachusetts Curriculum Frameworks,
Massachusetts Vocational Technical Education Frameworks, or other relevant
Frameworks.

Process for Selecting DDMs

(@)

(b)

(©)

The team shall identify the DDMs in the list, provided there are at least two
DDMs available per educator.

If the team cannot reach agreement on any DDM, it shall submit the issue to
negotiations between the parties.

If the parties cannot reach agreement within a reasonable period of time, either
party may file a petition for arbitration under G.L. c. 71, sec. 38.

69



9

D)

ii.

iil.

Determining a Student Impact Rating (SIR)

No later than November 1 of each year, each DDM will be reviewed by the educators and
administrators using it, and they will determine if any changes need to be made or if it
needs to be replaced. Any changes will be recommended to the team (B. ii).

Educators shall have an opportunity to review and confirm the roster of students whose
scores will be used in the determination of their impact on student growth for each DDM.

(a) For full-year or fall semester courses, the DDM results from students who are
not enrolled in the grade or course by October st or do not remain enrolled
through the final date the DDM is administered shall not be used in the
determination of an educator’s impact on student growth.

(b) For spring semester courses, the DDM results from students who are not
enrolled in the grade or course by the end of the fourth week of the semester or
do not remain enrolled through the final date the DDM is administered shall not
be used in the determination of an educator’s impact on student growth.

(c) DDM results from students who are not present for instruction or education
services for at least 90 percent of the allotted instructional or service time shall
not be used in the determination of an educator’s impact on student growth.

The evaluator shall use their professional judgment to determine whether an educator is
having a high, moderate, or low impact on student learning. The evaluator will consider
at least three years of data and will apply professional judgment to those determinations
in order to designate the educator's Student Impact Rating. The evaluator’s professional
judgment must account for contextual factors including, but not limited to, learning
challenges presented by the students and the learning environment.

(a) A rating of high indicates that the educator’s students demonstrated significantly
(50%) higher than one year's growth relative to academic peers in the grade or
subject.

(b) A rating of moderate indicates that the educator’s students demonstrated one

year's growth relative to academic peers in the grade or subject.

(c) A rating of low indicates that the educator’s students demonstrated significantly
(50%) lower than one year's growth relative to academic peers in the grade or
subject.

The evaluator shall meet with the educator rated low to discuss the Student Impact
Rating. The evaluator shall meet with the educator rated moderate or high to discuss the
Student Impact Rating, if either the educator or the evaluator requests such a meeting.

Intersection between the Summative Performance Rating and the Student Impact Rating.

An educator’s Summative Performance Rating is a rating of educator practice and
remains independent from the educator’s Student Impact Rating, which is a rating of
impact on student learning and growth.
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20)

21)

22)

il. Results from DDMs and the Student Impact Rating are used to inform the educator's
Self-Assessment, to develop the professional practice goal or the student learning goal
and the resulting Educator Plan.

iii. Educators with PTS whose overall Summative Performance Rating is exemplary or
proficient and whose Student Impact Rating is low shall be placed on a one-year self-
directed growth plan.

(a) In such cases, the evaluator’s supervisor shall discuss and review the Summative
Performance Rating with the evaluator and the supervisor shall confirm or revise
the educator’s rating. In cases where the superintendent serves as the evaluator,
the superintendent’s decision on the rating shall not be subject to review.

(b) The educator and the evaluator shall analyze the discrepancy between the
Summative Performance Rating and Student Impact Rating to seek to determine
the cause of the discrepancy.

(c) The Educator Plan may include a goal related to examining elements of practice
that may be contributing to low impact.

iv. Evaluators shall use evidence of educator performance and impact on student learning
and growth in the goal setting and educator plan development processes, based on the
educator’s self-assessment and other sources that the evaluator shares with the educator.

Using Student feedback in Educator Evaluation

The Educator shall establish an age-appropriate method for seeking student feedback prior to the end of the
current educator plan. The Educator will inform students that identifying themselves on the feedback
mechanism is optional. The feedback will be used only by the educator to inform the educator’s self-
assessment and goal setting for the subsequent educator plan.

Using Staff feedback in Administrator Evaluation

All Educators are ensured the opportunity to provide feedback on administrators in a manner that assures
the confidentiality of identity of the Educator unless the educator chooses to identify him- or herself.
Educators will have the opportunity to provide feedback to the Principal, Assistant Principal, and Director
or Assistant Director.

General Provisions

A) The following chart of responsibilities lists who may serve as evaluators of Educators: .
Educator Evaluator

High School

English English Director, Principal or Assistant Principal

Mathematics Mathematics Director, Principal or Assistant Principal

Science Director of Science and Technology, Principal or Assistant Principal

Technology/Engineering Director of Science and Technology, Principal or Assistant Principal

Social Studies Social Studies Director, Principal or Assistant Principal

Foreign Languages Foreign Language Director, Principal or Assistant Principal

Art and Music Director of Fine & Performing Arts, Principal or Assistant Principal
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Physical Education
Health

Librarian

Special Education
Guidance Counselor
Psychologist

Nurse

ELL

Middle School
Grade 5,

Grade 6,7, 8
Reading

Foreign Languages
Art and Music
Physical Education
Librarian

Special Education

Guidance Counselor

Psychologist

Technology/Engineering

Health

Nurse
ELL

Elementary Schools

Classroom

Art and Music
Physical Education
Librarian

Special Education

Guidance Counselor
Psychologist
Social Worker

Nurse
ELL

Pre-School

Director of Physical Education, Athletics, and Student Activities,
Principal or Assistant Principal

Principal, Assistant Principal, or Director of Physical Education, Athletics,
and Student Activities

Principal or Assistant Principal

Director of Student Services, Principal or Assistant Principal

Director of Student Services, Principal or Assistant Principal

Director of Student Services, Principal or Assistant Principal

Nurse Coordinator

ELL Director

Principal or Assistant Principal

Curriculum Director, Principal or Assistant Principal

English Director, Principal or Assistant Principal

Foreign Language Director, Principal or Assistant Principal

Director of Fine and Performing Arts, Principal or Assistant Principal
Director of Physical Education, Principal or Assistant Principal
Principal or Assistant Principal

Director or Assistant Director of Student Services, Principal or Assistant
Principal

Director or Assistant Director of Student Services, Principal or Assistant
Principal

Director or Assistant Director of Student Services, Principal or Assistant
Principal

Director of Science and Technology, Principal or Assistant Principal
Principal, Assistant Principal, or Director of Physical Education, Athletics,
and Student Activities

Nurse Coordinator

ELL Director

Principal or Assistant Principal

Director of Fine and Performing Arts, Principal or Assistant Principal
Director of Athletics, Principal or Assistant Principal

Principal or Assistant Principal

Director or Assistant Director of Student Services, Principal or Assistant
Principal

Director or Assistant Director of Student Services, Principal or Assistant
Principal

Director or Assistant Director of Student Services, Principal or Assistant
Principal

Director or Assistant Director of Student Services, Principal or Assistant
Principal

Nurse Coordinator

ELL Director
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Regular Educator Early Childhood Coordinator

Special Educator Director or Assistant Director of Student Services, Principal or Assistant
(including SLP) Principal
B) Evaluators shall not make negative comments about the Educator’s performance, or comments of

0

D)

E)

a negative evaluative nature, in the presence of students, parents or other staff, except in the
unusual circumstance where the Evaluator concludes that s/he must immediately and directly
intervene. Nothing in this paragraph is intended to limit an administrator’s ability to investigate a
complaint, or secure assistance to support an Educator.

The superintendent shall ensure that Evaluators have initial and ongoing training in supervision
and evaluation, including the regulations and standards and indicators of effective teaching
practice promulgated by ESE (35.03), and the evaluation Standards and Procedures established in
this Agreement.

Should there be a serious disagreement between the Educator and the Evaluator regarding an
overall summative performance rating of unsatisfactory, the Educator may meet with the
Evaluator’s supervisor to discuss the disagreement. Should the Educator request such a meeting,
the Evaluator’s supervisor must meet with the Educator. The Evaluator may attend any such
meeting at the discretion of the superintendent. An Association Representative shall attend any
such meeting at the discretion of the Educator.

Violations of this article are subject to the grievance and arbitration procedures.
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Educator SMART Goals and Plan Form

Name_ Type of Plan

Evaluator’s Name Dates of Plan

Did you solicit student feedback?
_ Yes
_ No, I did not work in Belmont last year.

Step #1: Use Student Learning Data To Identify Student Learning Goal Area(S)
Examine past student learning data (from state tests, common assessments, other quantitative and qualitative data) to
determine an area that you would like to address in order to improve student achievement.

List the focus area here:
Step #2: Use Your Self-Assessment (Performance Relative To The Rubric) To Identify Professional Practice
Goal Area(s)

Focus area for growth:

Step #3: Discuss With Colleagues

Meet with colleagues who have shared responsibility of students or common instructional responsibilities. Decide if
you will work on each goal as a team goal or individually.

Step #4: Draft The Student Learning Goal Statement

Goal statement:

This goal is [check one]:
_anindividual Student Learning Goal
~ aPLT Goal
If'this is a PLT Goal, attach the completed form to your PLT Charter and submit.
__another team Student Learning Goal

Step #5: Draft The Professional Practice Goal Statement

Goal statement:

This goal is [check one]:
___an individual Professional Practice Goal
___ateam Professional Practice Goal

74



Educator SMART Goals and Plan Form

page 2

Step #6: Add Key Actions, Benchmarks And Resources/Support
(Revise Goal Statements As Needed)

Key Actions: what will I/we do to achieve my/our goals?
Student Learning Goal Professional Practice Goal

Benchmarks: how will I/we know if I am on track to accomplish my/our goals?
Student Learning Goal Professional Practice Goal

Resources and Support: what will I/we need to help accomplish my/our goals?

Student [ earning Goal Professional Practice Goal
Educator's Signature Date
Evaluator's Signature Date

Educator Comments: (if desired)

75



Observation Form

NAME: AUTHOR:
JOB TITLE: DATE:
SCHOOL:
SUBJECT:
GRADE:

SHARE: hd |

Date and Time of the Observation

If this is an announced observation, check here, and list the dates of the pre- and post-observation
conferences below.

Announced

What portion of the class are you observing? (Check all that apply.)
N Beginning
" Middle

[ End

Length of Observation

Written Feedback from Evaluator

Educator Response (if desired):

Signature Instructions Once you sign this form, you can no longer edit your sections. Please follow this order
when signing:

-The EDUCATOR should sign this form first.

-The EVALUATOR should sign this form second.

Signature of Educator Sign

Signature of Evaluator Sign

Educator Collection of Evidence Form

Educator—Name/Title:
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Evaluator—Name/Title:

School(s):
Label Date Source of Evidence Indicators(s) Notes
Record e.g., parent conference, and/or Goals' (Optional) Explain why included,
date, observation Standard(s) and/or specifics on what the evidence shows,
duration if goal(s) to which context, efc.
applicable evidence is tied
ex. 1 11/8/11 unit plans, benchmark ILA, Student Goal #1 | unit plans modification reflect student

data

data at semester mid-point

Signature of Educator

Signature of Evaluator

Date

Date

! Per 603 CMR 35.07(1)(c)1, “Evidence compiled and presented by the educator includ[es]: 1. Evidence of fulfillment of professional

responsibilities and growth, such as: self-assessments; peer collaboration; professional development linked to goals and or educator plans;
contributions to the school community and professional culture; 2. Evidence of active outreach to and ongoing engagement with families.”
However, educator collection of evidence is not limited to these areas.
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Formative Evaluation Form

Classroom Teacher Rubric
Specialized Instructional Support Personnel Rubric

Educator: Evaluator:
Educator Plan: Educator Plan Dates:
School: Date:

Subject: [shared button]

Standard I: Curriculum, Planning, and Assessment

The educator promotes the learning and growth of all students by providing high-quality and coherent instruction,
designing and administering authentic and meaningful student assessments, analyzing student performance and
growth data, using this data to improve instruction, providing students with constructive feedback on an ongoing basis,
and continuously refining learning objectives.

Rating
[ Unsatisfactory [Needs Improvement [Proficient [JExemplary

Standard II: Teaching All Students
The educator promotes the learning and growth of all students through instructional practices that establish high
expectations, create a safe and effective classroom environment, and demonstrate cultural proficiency.

Rating
[ Unsatisfactory [Needs Improvement [Proficient [JExemplary

Standard III: Family and Community Engagement
The educator promotes the learning and growth of all students through effective partnerships with families,
caregivers, community members, and organizations.

Rating
[ Unsatisfactory [Needs Improvement [Proficient [Exemplary

Formative Evaluation Form page 2
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Standard IV: Professional Culture
The educator promotes the learning and growth of all students through ethical, culturally proficient, skilled, and
collaborative practice.

Rating
[ Unsatisfactory [Needs Improvement [Proficient [JExemplary

Progress on Attaining Professional Practice Goal
[!No Progress [/Progressing [JAchieved Goal [Exceeded Goal

Progress on Attaining Student Learning Goal
[!No Progress [/Progressing [JAchieved Goal [Exceeded Goal

Overall Performance

Rating
[ Unsatisfactory [Needs Improvement [Proficient [Exemplary

Educator Response (if desired):

Signature of Educator Date

Signature of Evaluator Date
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Summative Evaluation Form

Classroom Teacher Rubric
Specialized Instructional Support Personnel Rubric

Educator: Evaluator:
Educator Plan: Educator Plan Dates:
School: Date:

Subject: [shared button]

Standard I: Curriculum, Planning, and Assessment

The educator promotes the learning and growth of all students by providing high-quality and coherent instruction,
designing and administering authentic and meaningful student assessments, analyzing student performance and
growth data, using this data to improve instruction, providing students with constructive feedback on an ongoing basis,
and continuously refining learning objectives.

Rating
[ Unsatisfactory [Needs Improvement [Proficient [JExemplary

Standard II: Teaching All Students
The educator promotes the learning and growth of all students through instructional practices that establish high
expectations, create a safe and effective classroom environment, and demonstrate cultural proficiency.

Rating
[ Unsatisfactory [Needs Improvement [Proficient [JExemplary

Standard III: Family and Community Engagement
The educator promotes the learning and growth of all students through effective partnerships with families,
caregivers, community members, and organizations.

Rating
[ Unsatisfactory [Needs Improvement [Proficient [Exemplary

Summative Evaluation Form page 2
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Standard IV: Professional Culture
The educator promotes the learning and growth of all students through ethical, culturally proficient, skilled, and
collaborative practice.

Rating
[ Unsatisfactory [Needs Improvement [Proficient [JExemplary

Progress on Attaining Professional Practice Goal
[!No Progress [/Progressing [JAchieved Goal [Exceeded Goal

Progress on Attaining Student Learning Goal
[!No Progress [/Progressing [JAchieved Goal [Exceeded Goal

Overall Performance

Rating
[ Unsatisfactory [Needs Improvement [Proficient [Exemplary

Educator Response (if desired):

Signature of Educator Date

Signature of Evaluator Date
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Setting SMART Goals?

Good goals help educators, schools, and districts improve. That is why the educator evaluation regulations require
educators to develop goals that are specific, actionable, and measurable. They require, too, that goals be accompanied
by action plans with benchmarks to assess progress.

This “SMART” Goal framework is a useful tool that individuals and teams can use to craft effective goals and action
plans:

= Specific and Strategic

= Measurable

= Action Oriented

= Rigorous, Realistic, and Results-Focused (the 3 Rs)

= Timed and Tracked

Goals with an action plan and benchmarks that have these characteristics are “SMART.”

A practical example some of us have experienced in our personal lives can make clear how this SMART goal
framework can help turn hopes into actions that have results.

Sz e z®

First, an example of not being “SMART” with goals: / will lose weight and get in condition.
Getting SMARTer: Between March 15 and Memorial Day, I will lose 10 pounds and be able to run I mile nonstop.

The hope is now a goal, that meets most of the SMART Framework criteria:
It’s Specific and Strategic =10 pounds, 1 mile
It’s Measurable = pounds, miles
It’s Action-oriented = lose, run
It’s got the 3 Rs = weight loss and running distance
It’s Timed =10 weeks

SMART enough: To make the goal really “SMART,” though, we need to add an action plan and benchmarks. They make
sure the goal meets that final criteria, “Tracked.” They also strengthen the other criteria, especially when the
benchmarks include “process” benchmarks for tracking progress on the key actions and “outcome” benchmarks that
track early evidence of change and/or progress toward the ultimate goal.

2 The SMART goal concept was introduced by G.T. Doran, A. Miller and J. Cunningham in There’s a S.M.A.R.T. way to write management’s
goals and objectives , Management Review 70 (11), AMA Forum, pp. 35-36. What Makes a Goal “SMART”? also draws from the work of Ed
Costa, Superintendent of Schools in Lenox; John D’ Auria, Teachers 21; and Mike Gilbert, Northeast Field Director for MASC.
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Key Actions

® Reduce my daily calorie intake to fewer than 1,200 calories for each of 10 weeks.
=  Walk 15 minutes per day; increase my time by 5 minutes per week for the next 4 weeks.

®  Starting in week 5, run and walk in intervals for 30 minutes, increasing the proportion of time spent
running instead of walking until I can run a mile, non-stop, by the end of week 10.

Benchmarks:

® For process, maintaining a daily record of calorie intake and exercise

®  For outcome, biweekly weight loss and running distance targets (e.g., After 2 wks: 2 Ibs/0 miles; 4 wks:
4 1bs/0 miles; 6 wks: 61bs/.2 mi; 8 wks: 8 1bs/.4 miles)

S = Specific and Strategic

Goals need to be straightforward and clearly written, with sufficient specificity to determine whether or not they have
been achieved. A goal is strategic when it serves an important purpose of the school or district as a whole and addresses
something that is likely to have a big impact on our overall vision.

M = Measurable

If we can’t measure it, we can’t manage it. What measures of quantity, quality, and/or impact will we use to determine
that we’ve achieved the goal? And how will we measure progress along the way? Progress toward achieving the goal
is typically measured through “benchmarks.” Some benchmarks focus on the process: are we doing what we said we
were going to do? Other benchmarks focus on the outcome: are we seeing early signs of progress toward the results?
A = Action Oriented

Goals have active, not passive verbs. And the action steps attached to them tell us “who” is doing “what.” Without
clarity about what we’re actually going to do to achieve the goal, a goal is only a hope with little chance of being
achieved. Making clear the key actions required to achieve a goal helps everyone see how their part of the work is
connected—to other parts of the work and to a larger purpose. Knowing that helps people stay focused and energized,
rather than fragmented and uncertain.

R = Rigorous, Realistic, and Results-Focused (the 3 Rs)

A goal is not an activity: a goal makes clear what will be different as a result of achieving the goal. A goal needs to
describe a realistic, yet ambitious result. It needs to stretch the educator, team, school, or district toward improvement
but not be out of reach. The focus and effort required to achieve a rigorous but realistic goal should be challenging but
not exhausting. Goals set too high will discourage us, whereas goals set too low will leave us feeling “empty” when
it is accomplished and won’t serve our students well.

T = Timed

A goal needs to have a deadline. Deadlines help all of us take action. For a goal to be accomplished, definite times
need to be established when key actions will be completed and benchmarks achieved. Tracking the progress we’re
making on our action steps (process benchmarks) is essential: if we fall behind on doing something we said we were
going to do, we’ll need to accelerate the pace on something else. But tracking progress on process outcomes isn’t
enough. Our outcome benchmarks help us know whether we’re on track to achieve our goal and/or whether we’ve
reached our goal. Benchmarks give us a way to see our progress and celebrate it. They also give us information we
need to make mid-course corrections.
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ELEMENTARY & SECONDARY

Standards and Indicators of Effective Teaching Practice:

EDUCATION

Teacher Rubric

Standard I: Curriculum, Planning, and Assessment. The teacher promotes the learning and growth of all students by providing high-quality and coherent
instruction, designing and administering authentic and meaningful student assessments, analyzing student performance and growth data, using this data to
improve instruction, providing students with constructive feedback on an ongoing basis, and continuously refining learning objectives.

Indicator I-A.

Curriculum and Planning: Knows the subject matter well, has a good grasp of child development and how students learn, and
designs effective and rigorous standards-based units of instruction consisting of well-structured lessons with measurable outcomes.

I-A.
Elements

Unsatisfactory

Needs Improvement

Proficient

Exemplary

I-A-1.

Subject
Matter
Knowledge

Demonstrates limited knowledge
of the subject matter and/or its
pedagogy; relies heavily on
textbooks or resources for
development of the factual
content. Rarely engages students
in learning experiences focused
on complex knowledge or skills
in the subject.

Demonstrates factual knowledge
of subject matter and the
pedagogy it requires by
sometimes engaging students in
learning experiences around
complex knowledge and skills in
the subject.

Demonstrates sound
knowledge and understanding
of the subject matter and the
pedagogy it requires by
consistently engaging students
in learning experiences that
enable them to acquire
complex knowledge and skills
in the subject.

Demonstrates expertise in
subject matter and the pedagogy
it requires by engaging all
students in learning experiences
that enable them to synthesize
complex knowledge and skills in
the subject. Is able to model this
element.

[-A-2.

Child and
Adolescent
Development

Demonstrates little or no
knowledge of developmental
levels of students this age or
differences in how students
learn. Typically develops one
learning experience for all
students that does not enable
most students to meet the
intended outcomes.

Demonstrates knowledge of
developmental levels of students
this age but does not identify
developmental levels and ways
of learning among the students in
the class and/or develops
learning experiences that enable
some, but not all, students to
move toward meeting intended
outcomes.

Demonstrates knowledge of the
developmental levels of
students in the classroom and
the different ways these
students learn by providing
differentiated learning
experiences that enable all
students to progress toward
meeting intended outcomes.

Demonstrates expert knowledge
of the developmental levels of
the teacher’s own students and
students in this grade or subject
more generally and uses this
knowledge to differentiate and
expand learning experiences that
enable all students to make
significant progress toward
meeting stated outcomes. Is able
to model this element.

Note: At the Exemplary level, an educator’s level of expertise is such that he or she is able to model this element through training, teaching, coaching, assisting,
and/or demonstrating. In this rubric, this level of expertise is denoted by “Is able to model.”
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Standards and Indicators of Effective Teaching Practice:

Y ELEMEN%'ARY & SEC%)T‘\‘IDARY
EDUCATION

Teacher Rubric

E{: ;nents Unsatisfactory Needs Improvement Proficient Exemplary
-A-3. Plans individual lessons rather Designs units of instruction that | Designs units of instruction Designs integrated units of
than units of instruction, or address some knowledge and with measurable outcomes and | instruction with measurable,
Rigorous designs units of instruction that skills defined in state challenging tasks requiring accessible outcomes and
Standards- are not aligned with state standards/local curricula, but higher-order thinking skills challenging tasks requiring
. standards/ local curricula, lack some student outcomes are that enable students to learn higher-order thinking skills that
Bas§d T measurable outcomes, and/or poorly defined and/or tasks the knowledge and skills enable students to learn and
Design include tasks that mostly rely on | rarely require higher-order defined in state standards/local | apply the knowledge and skills
lower level thinking skills. thinking skills. curricula. defined in state standards/local
curricula. Is able to model this
element.
-A-4. Develops lessons with Develops lessons with only some | Develops well-structured Develops well-structured and
inappropriate student elements of appropriate student lessons with challenging, highly engaging lessons with
Well- engagement strategies, pacing, engagement strategies, pacing, measurable objectives and challenging, measurable
Structured sequence, activities, materials, sequence, activities, materials, appropriate student objectives and appropriate
Lessons resources, and/or grouping for resources, and grouping. engagement strategies, pacing, | student engagement strategies,
the intended outcome or for the sequence, activities, materials, | pacing, sequence, activities,
students in the class. resources, technologies, and materials, resources,
grouping. technologies, and grouping to
attend to every student’s needs.
Is able to model this element.

Note: At the Exemplary level, an educator’s level of expertise is such that he or she is able to model this element through training, teaching, coaching, assisting,
and/or demonstrating. In this rubric, this level of expertise is denoted by “Is able to model.”
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EDUCATION

Teacher Rubric

|Indicat0r I-B.

Assessment: Uses a variety of informal and formal methods of assessments to measure student learning, growth, and understanding
to develop differentiated and enhanced learning experiences and improve future instruction.

on the findings.

these findings to adjust
practice and identify and/or
implement appropriate
differentiated interventions
and enhancements for
students.

I-B.
Unsatisfactory Needs Improvement Proficient Exemplary
Elements
I-B-1. Administers only the May administer some informal Designs and administers a Uses an integrated,
assessments required by the and/or formal assessments to variety of informal and formal | comprehensive system of
Variety of school and/or measures only measure student learning but methods and assessments, informal and formal
Assessment point-in-time student rarely measures student progress | including common interim assessments, including common
Methods achievement. toward achieving state/local assessments, to measure each interim assessments, to measure
standards. student’s learning, growth, student learning, growth, and
and progress toward achieving | progress toward achieving
state/local standards. state/local standards. Is able to
model this element.
I-B-2. Makes few adjustments to May organize and analyze some | Organizes and analyzes results | Organizes and analyzes results
practice based on formal and assessment results but only from a variety of assessments from a comprehensive system of
Adjustment to | informal assessments. occasionally adjusts practice or to determine progress toward assessments to determine
Practice modifies future instruction based | intended outcomes and uses progress toward intended

outcomes and frequently uses
these findings to adjust practice
and identify and/or implement
appropriate differentiated
interventions and enhancements
for individuals and groups of
students and appropriate
modifications of lessons and
units. Is able to model this
element.

Note: At the Exemplary level, an educator’s level of expertise is such that he or she is able to model this element through training, teaching, coaching, assisting,
and/or demonstrating. In this rubric, this level of expertise is denoted by “Is able to model.”
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EDUCATION

Teacher Rubric

| Indicator I-C. Analysis: Analyzes data from assessments, draws conclusions, and shares them appropriately.

I-C.
Unsatisfactory Needs Improvement Proficient Exemplary
Elements
-C-1. Does not draw conclusions from | Draws conclusions from a Individually and with Individually and with
student data beyond completing | limited analysis of student data colleagues, draws appropriate | colleagues, draws appropriate,
Analysis and | minimal requirements such as to inform student grading and conclusions from a thorough actionable conclusions from a
Conclusions grading for report cards. promotion decisions. analysis of a wide range of thorough analysis of a wide
assessment data to improve range of assessment data that
student learning. improve short- and long-term
instructional decisions. Is able to
model this element.
-C-2. Rarely shares with colleagues Only occasionally shares with Regularly shares with Establishes and implements a
conclusions about student colleagues conclusions about appropriate colleagues (e.g., schedule and plan for regularly
Sharing progress and/or rarely seeks student progress and/or only general education, special sharing with all appropriate
Conclusions feedback. occasionally seeks feedback education, and English learner | colleagues conclusions and
With from them about practices that staff) conclusions about insights about student progress.
Colleagues will support improved student student progress and seeks Seeks and applies feedback from
learning. feedback from them about them about practices that will
instructional or assessment support improved student
practices that will support learning. Is able to model this
improved student learning. element.
-C3. Provides little or no feedback on | Provides some feedback about Based on assessment results, Establishes early, constructive
student performance except performance beyond grades but provides descriptive feedback feedback loops with students and
Sharing through grades or report of task rarely shares strategies for and engages students and families that create a dialogue
Conclusions completion, or provides students to improve their families in constructive about performance, progress,
With Students | inappropriate feedback that does | performance toward objectives. conversation that focuses on and improvement. Is able to
not support students to improve how students can improve model this element.
their performance. their performance.

Note: At the Exemplary level, an educator’s level of expertise is such that he or she is able to model this element through training, teaching, coaching, assisting,
and/or demonstrating. In this rubric, this level of expertise is denoted by “Is able to model.”
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Standards and Indicators of Effective Teaching Practice:

EDUCATION
Standard II: Teaching All Students. The teacher promotes the learning and growth of all students through instructional practices that establish high

expectations, create a safe and effective classroom environment, and demonstrate cultural proficiency.

Teacher Rubric

Indicator II-A.

Instruction: Uses instructional practices that reflect high expectations regarding content and quality of effort and work; engage all
students; and are personalized to accommodate diverse learning styles, needs, interests, and levels of readiness.

II-A.
Unsatisfactory Needs Improvement Proficient Exemplary
Elements
II-A-1. Establishes no or low May states high expectations for | Consistently defines high Consistently defines high
expectations around quality of quality and effort, but provides expectations for the quality of | expectations for quality work
Quality of work and effort and/or offers few exemplars and rubrics, student work and the and effort and effectively
Effort and few supports for students to limited guided practice, and/or perseverance and effort supports students to set high
Work produce quality work or effort. few other supports to help required to produce it; often expectations for each other to
students know what is expected | provides exemplars, rubrics, persevere and produce high-
of them; may establish and guided practice. quality work. Is able to model
inappropriately low expectations this element.
for quality and effort.
[I-A-2. Uses instructional practices that Uses instructional practices that Consistently uses instructional | Consistently uses instructional
leave most students uninvolved motivate and engage some practices that are likely to practices that typically motivate
Student and/or passive participants. students but leave others motivate and engage most and engage most students both
Engagement uninvolved and/or passive students during the lesson. during the lesson and during
participants. independent work and home
work. Is able to model this
element.
II-A-3. Uses limited and/or May use some appropriate Uses appropriate practices, Uses a varied repertoire of
inappropriate practices to practices to accommodate including tiered instruction practices to create structured
Meeting accommodate differences. differences, but fails to address and scaffolds, to accommodate | opportunities for each student to
Diverse an adequate range of differences. | differences in learning styles, meet or exceed state
Needs needs, interests, and levels of standards/local curriculum and
readiness, including those of behavioral expectations. Is able
students with disabilities and to model this element.
English learners.

Note: At the Exemplary level, an educator’s level of expertise is such that he or she is able to model this element through training, teaching, coaching, assisting,
and/or demonstrating. In this rubric, this level of expertise is denoted by “Is able to model.”
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EDUCATION

Teacher Rubric

Indicator II-B.

Learning Environment: Creates and maintains a safe and collaborative learning environment that motivates students to take
academic risks, challenge themselves, and claim ownership of their learning.

11-B.
Unsatisfactory Needs Improvement Proficient Exemplary

Elements

[I-B-1. Maintains a physical May create and maintain a safe Uses rituals, routines, and Uses rituals, routines, and
environment that is unsafe or physical environment but appropriate responses that proactive responses that create

Safe Learning | does not support student inconsistently maintains rituals, create and maintain a safe and maintain a safe physical and

Environment | learning. Uses inappropriate or routines, and responses needed physical and intellectual intellectual environment where
ineffective rituals, routines, to prevent and/or stop behaviors | environment where students students take academic risks and
and/or responses to reinforce that interfere with all students’ take academic risks and most play an active role—individually
positive behavior or respond to learning. behaviors that interfere with and collectively—in preventing
behaviors that interfere with learning are prevented. behaviors that interfere with
students’ learning. learning. Is able to model this

element.

[I-B-2. Makes little effort to teach Teaches some interpersonal, Develops students’ Teaches and reinforces
interpersonal, group, and group, and communication skills | interpersonal, group, and interpersonal, group, and

Collaborative | communication skills or and provides some opportunities | communication skills and communication skills so that

Learning facilitate student work in groups, | for students to work in groups. provides opportunities for students seek out their peers as

Environment | or such attempts are ineffective. students to learn in groups resources. Is able to model this

with diverse peers. practice.

[I-B-3. Directs all learning experiences, | Creates some learning Consistently creates learning Consistently supports students to
providing few, if any, experiences that guide students experiences that guide students | identify strengths, interests, and

Student opportunities for students to take | to identify needs, ask for to identify their strengths, needs; ask for support; take

Motivation academic risks or challenge support, and challenge interests, and needs; ask for risks; challenge themselves; set
themselves to learn. themselves to take academic support when appropriate; learning goals; and monitor their

risks. take academic risks; and own progress. Models these
challenge themselves to learn. skills for colleagues.

Note: At the Exemplary level, an educator’s level of expertise is such that he or she is able to model this element through training, teaching, coaching, assisting,
and/or demonstrating. In this rubric, this level of expertise is denoted by “Is able to model.”
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Teacher Rubric

Indicator II-C.

Cultural Proficiency: Actively creates and maintains an environment in which students’ diverse backgrounds, identities, strengths,

and challenges are respected.

II-C.
Unsatisfactory Needs Improvement Proficient Exemplary
Elements
-C-1. Establishes an environment in Establishes an environment in Consistently uses strategies Establishes an environment in
which students demonstrate which students generally and practices that are likely to | which students respect and
Respects limited respect for individual demonstrate respect for enable students to demonstrate | affirm their own and others’
Differences differences. individual differences respect for and affirm their differences and are supported to
own and others’ differences share and explore differences
related to background, and similarities related to
identity, language, strengths, background, identity, language,
and challenges. strengths, and challenges. Is able
to model this practice.
-C-2. Minimizes or ignores conflicts Anticipates and responds Anticipates and responds Anticipates and responds
and/or responds in inappropriate | appropriately to some conflicts appropriately to conflicts or appropriately to conflicts or
Maintains ways. or misunderstandings but ignores | misunderstandings arising misunderstandings arising from
Respectful and/or minimizes others. from differences in differences in backgrounds,
Environment backgrounds, languages, and languages, and identities in ways
identities. that lead students to be able to
do the same independently. Is
able to model this practice.

Note: At the Exemplary level, an educator’s level of expertise is such that he or she is able to model this element through training, teaching, coaching, assisting,
and/or demonstrating. In this rubric, this level of expertise is denoted by “Is able to model.”
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Standards and Indicators of Effective Teaching Practice:

Teacher Rubric

| Indicator II-D.

Expectations: Plans and implements lessons that set clear and high expectations and also make knowledge accessible for all students.

to all students, including
English learners and students
with disabilities.

gl:)lr;ents Unsatisfactory Needs Improvement Proficient Exemplary
[I-D-1. Does not make specific May announce and post Clearly communicates and Clearly communicates and
academic and behavior classroom academic and consistently enforces specific consistently enforces specific
Clear expectations clear to students. behavior rules and standards for student work, standards for student work,
Expectations consequences, but inconsistently | effort, and behavior. effort, and behavior so that most
or ineffectively enforces them. students are able to describe
them and take ownership of
meeting them. Is able to model
this element.
1I-D-2. Gives up on some students or May tell students that the subject | Effectively models and Effectively models and
communicates that some cannot | or assignment is challenging and | reinforces ways that students reinforces ways that students can
High master challenging material. that they need to work hard but can master challenging consistently master challenging
Expectations does little to counteract student material through effective material through effective effort.
misconceptions about innate effort, rather than having to Successfully challenges
ability. depend on innate ability. students’ misconceptions about
innate ability. Is able to model
this element.
1I-D-3. Rarely adapts instruction, Occasionally adapts instruction, | Consistently adapts Individually and with
materials, and assessments to materials, and assessments to instruction, materials, and colleagues, consistently adapts
Access to make challenging material make challenging material assessments to make instruction, materials, and
Knowledge accessible to all students. accessible to all students. challenging material accessible | assessments to make challenging

material accessible to all
students, including English
learners and students with
disabilities. Is able to model this
element.

Note: At the Exemplary level, an educator’s level of expertise is such that he or she is able to model this element through training, teaching, coaching, assisting,
and/or demonstrating. In this rubric, this level of expertise is denoted by “Is able to model.”
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Standards and Indicators of Effective Teaching Practice:

? ELEMENTARY & SECONDARY Teacher Rubric

EDUCATION

Standard I11: Family and Community Engagement. The teacher promotes the learning and growth of all students through effective partnerships with families,
caregivers, community members, and organizations.

| Indicator I1I-A. Engagement: Welcomes and encourages every family to become active participants in the classroom and school community.

gllerﬁ;ents Unsatisfactory Needs Improvement Proficient Exemplary
II-A-1. Does not welcome families to Makes limited attempts to Uses a variety of strategies to Successfully engages most
become participants in the involve families in school support families to participate | families and sustains their active
Parent/Family | school community or actively activities, meetings, and actively and appropriately in | and appropriate participation in
Engagement discourages their participation. planning. the school community. the school community. Is able to
model this element.

Indicator III-B.

Collaboration: Collaborates with families to create and implement strategies for supporting student learning and development both

at home and at school.

gller]rsl.ents Unsatisfactory Needs Improvement Proficient Exemplary
II-B-1. Does not inform parents about Sends home only a list of Consistently provides parents Successfully conveys to most
learning or behavior classroom rules and the learning | with clear, user-friendly parents student learning and
Learning expectations. outline or syllabus for the year. expectations for student behavior expectations. Is able to
Expectations learning and behavior. model this element.
1II-B-2. Rarely, if ever, communicates Sends home occasional Regularly updates parents on | Successfully prompts most
with parents on ways to support | suggestions on how parents can | curriculum throughout the families to use one or more of
Curriculum children at home or at school. support children at home or at year and suggests strategies the strategies suggested for
Support school. for supporting learning at supporting learning at school
school and home, including and home and seeks out
appropriate adaptation for evidence of their impact. Is able
students with disabilities or to model this element.
limited English proficiency.

Note: At the Exemplary level, an educator’s level of expertise is such that he or she is able to model this element through training, teaching, coaching, assisting,
and/or demonstrating. In this rubric, this level of expertise is denoted by “Is able to model.”
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Teacher Rubric

Indicator III-C. Communication: Engages in regular, two-way, and culturally proficient communication with families about student learning and

performance.
II-C.
Unsatisfactory Needs Improvement Proficient Exemplary
Elements
MI-C-1. Rarely communicates with Relies primarily on newsletters Regularly uses two-way Regularly uses a two-way
families except through report and other one-way media and communication with families system that supports frequent,
Two-Way cards; rarely solicits or responds | usually responds promptly to proactive, and personalized
Communication | promptly and carefully to communications from families. about student performance communication with families
communications from families. and learning and responds about student performance and
promptly and carefully to learning. Is able to model this
communications from element.
families.
I1-C-2. Makes few attempts to respond | May communicate respectfully Always communicates Always communicates
to different family cultural and make efforts to take into respectfully with families and respectfully with families and
Culturally norms and/or responds account different families’ home P y . demonstrates understanding and
Proficient inappropriately or language, culture, and values, demonstrates understanding appreciation of different
Communication | disrespectfully. but does so inconsistently or of and sensitivity to different families’ home language,
does not demonstrate families’ home language, culture, and values. Is able to
understanding and sensitivity to | culture, and values. model this element.
the differences.

Note: At the Exemplary level, an educator’s level of expertise is such that he or she is able to model this element through training, teaching, coaching, assisting,
and/or demonstrating. In this rubric, this level of expertise is denoted by “Is able to model.”
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EDUCATION
Standard IV: Professional Culture. The teacher promotes the learning and growth of all students through ethical, culturally proficient, skilled, and

collaborative practice.

Teacher Rubric

Indicator IV-A.

Reflection: Demonstrates the capacity to reflect on and improve the educator’s own practice, using informal means as well as
meetings with teams and work groups to gather information, analyze data, examine issues, set meaningful goals, and develop new
approaches in order to improve teaching and learning.

IV-A.

Unsatisfactor Needs Improvement i Exemplar
Elements y p Proficient plary
IV-A-1. Demons.trates limited reﬂ.ect.ion May reflect on the effectiveqess Regularly reflects on the Regulgrly reflects on the .

' on practice and/or use of insights of lessons/ units and interactions | .ee tiveness of lessons, units, effe(j‘tlvenes.s of le§sons, units,
Reflective gained to improve practice. with students but not with dint i ith student and interactions with students,
Practice colleagues and/or rarely uses an H.l el“a.c tons with s u ents, | both individually and with

insights to improve practice. both individually and with colleagues; and uses and shares
colleagues, and uses insights with colleagues, insights gained
gained to improve practice and | to improve practice and student
student learning. learning. Is able to model this
element.
IV-A-2. Generally, part.icipates passively Proposes goals that are Proposes challenging, In(.iividually .and with colleagues
in the goal-setting process and/or | sometimes vague or easy to . builds capacity to propose and
: . measurable professional . .
Goal Setting | proposes goals that are vague or | achieve and/or bases goals on a ice. t d student monitor challenging, measurable
easy to reach. limited self-assessment and prac .1ce, ¢am, and studen goals based on thorough self-
analysis of student learning data. | learning goals that are based assessment and analysis of
on thorough self-assessment student learning data. Is able to
and analysis of student model this element.
learning data.

Note: At the Exemplary level, an educator’s level of expertise is such that he or she is able to model this element through training, teaching, coaching, assisting,
and/or demonstrating. In this rubric, this level of expertise is denoted by “Is able to model.”
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Standards and Indicators of Effective Teaching Practice:

Y ELEMENTARY & SECONDARY Teacher Rubric
EDUCATION

Indicator IV-B. Professional Growth: Actively pursues professional development and learning opportunities to improve quality of practice or build

the expertise and experience to assume different instructional and leadership roles.

IV-B.

professional development
activities, and other resources
to gain expertise and/or
assume different instruction

and leadership responsibilities.

Elements Unsatisfactory Needs Improvement Proficient Exemplary
IV-B-1. Par?cipateslig fevi/, if any, . Par}icip.atesl(zjnly iln required Consistently seeks out and Cor;sist.entl}l/ ;eekf out .
Profossional professional development an professional development applies, when appropriate, professional development an
roiessiona learning opportunities to activities and/or inconsistently or | deas for i . i learning opportunities that
Learning and | improve practice and/or applies inappropriately applies new 1deas lor lm}.)rovmg practice improve practice and build
Growth little new learning to practice. learning to improve practice. from supervisors, colleagues, expertise of self and other

educators in instruction and
leadership. Is able to model this
element.

| Indicator IV-C.

Collaboration: Collaborates effectively with colleagues on a wide range of tasks.

standards-based units,
examining student work,
analyzing student
performance, and planning
appropriate intervention.

IV-C.
Elements Unsatisfactory Needs Improvement Proficient Exemplary
IV-C-1. Rarely and/or ineffectively Does not consistently collaborate Consistently and effectively Supports colleagues to
collaborates with colleagues; with colleagues in ways that . . collaborate in areas such as
: . ’ . 11 t th coll .
Professional conversations often lack focus support productive team effort. co : borakes v:; clo -eagues m developing standards-based
Collaboration | on improving student learning. such work as developing units, examining student work,

analyzing student performance,
and planning appropriate
intervention. Is able to model
this element.

Note: At the Exemplary level, an educator’s level of expertise is such that he or she is able to model this element through training, teaching, coaching, assisting,
and/or demonstrating. In this rubric, this level of expertise is denoted by “Is able to model.”
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| Indicator IV-D.

Decision-Making: Becomes involved in schoolwide decision making, and takes an active role in school improvement planning.

i*l\l]e:llr)l.ents Unsatisfactory Needs Improvement Proficient Exemplary
IV-D-1. Participates in planning and May participate in planning and Consistently contributes I In planning and decision-

o decision making at the school, decision making at the school, relevant ideas and expertise to making at the school,
Decision- department, and/or grade level department, and/or grade level . .. ) department, and/or grade level,
Making only when asked and rarely but rarely contributes relevant planning and decision making consistently contributes ideas

contributes relevant ideas or ideas or expertise. at the school, department, and expertise that are critical to
expertise. and/or grade level. school improvement efforts. Is
able to model this element.

| Indicator IV-E.

Shared Responsibility: Shares responsibility for the performance of all students within the school.

contribution to their learning by
rarely sharing responsibility for
meeting their needs.

students, and/or makes a limited
contribution to their learning by
inconsistently sharing
responsibility for meeting their
needs.

and learning expectations for
all students, and contributes to
their learning by sharing
responsibility for meeting their
needs.

IV-E.

Elements Unsatisfactory Needs Improvement Proficient Exemplary

IV-E-1. Rarely reinforces sphoolwide Within and .beyonfl the Within and beyond the Individually and with .
behavior and learning classroom, inconsistently classroom. consistentl colleaguesd evelops strategies

Shared expectations for all students reinforces schoolwide behavior inf ’ hoolwid )I,) havi and actions that contribute to the

Responsibility | and/or makes a limited and learning expectations for all reiniorces schoolwide behavior learning and productive behavior

of all students at the school. Is
able to model this element.

Note: At the Exemplary level, an educator’s level of expertise is such that he or she is able to model this element through training, teaching, coaching, assisting,
and/or demonstrating. In this rubric, this level of expertise is denoted by “Is able to model.”
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| Indicator IV-F.

Professional Responsibilities: Is ethical and reliable, and meets routine responsibilities consistently.

i*l\l]elFr;.ents Unsatisfactory Needs Improvement Proficient Exemplary
IV-F-1. Demonstrates poor judgment Sometimes demonstrates Demonstrates sound judgment | Demonstrates sound judgment
and/or discloses confidential questionable judgment and/or reflecting integrity, honesty, and acts appropriately to protect
Judgment student information inadvertently shares confidential | fairness, and trustworthiness student confidentiality, rights
inappropriately. information. and protects student and safety. Is able to model this
confidentiality appropriately. element.
IV-F-2. Frequently misses or is late to Occasionally misses or is late to | Consistently fulfills Consistently fulfills all
assignments, makes errors in assignments, completes work professional responsibilities; is | professional responsibilities to
Reliability & | records, and/or misses late, and/or makes errors in consistently punctual and high standards. Is able to model
Responsibility | paperwork deadlines; frequently | records. reliable with paperwork, this element.
late. duties, and assignments; and is
rarely late to school.

Note: At the Exemplary level, an educator’s level of expertise is such that he or she is able to model this element through training, teaching, coaching, assisting,
and/or demonstrating. In this rubric, this level of expertise is denoted by “Is able to model.”
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Standard I: Curriculum, Planning, and Assessment. promotes the learning and growth of all students by providing
high-quality and coherent instruction, designing and administering authentic and meaningful student assessments,
analyzing student performance and growth data, using this data to improve instruction, providing students with

constructive feedback on an ongoing basis, and continuously refining learning objectives.

7 Indicator I-A.

Curriculum and Planning: Has strong knowledge specific to subject matter and/or
professional responsibility, has a good grasp of child development and how students learn,
and designs effective and rigorous plans for support consisting of well-structured lessons
with measurable outcomes.

intended outcomes.

enable all students—
as opposed to just
some—to move
toward meeting
intended outcomes.

support, and/or
assistance that
enable all students
to progress toward
meeting intended
outcomes.

;3;: ;nents Unsatisfactory Needs Improvement Proficient Exemplary
L-A-1. Demonstrates limited | Demonstrates factual | Demonstrates sound | Demonstrates
professional knowledge of the knowledge and mastery of
Professional | knowledge; relies professional content | understanding of professional content
Knowledge heavily on outdated and delivery and professional content | and its delivery by
practices as opposed sometimes applies it and delivery by engaging all students
to current practices to engage students in | consistently in academic,
supported by academic, behavioral, | engaging students in | behavioral, and
research. Rarely and social/emotional | academic, social/emotional
engages students in learning experiences behavioral, and learning experiences,
academic, behavioral, | through the use of social/emotional through the use of
and social/emotional | educational and/or learning experiences | educational and/or
learning experiences clinical practices. through the use of clinical practices, that
through the use of educational and/or enable students to
educational and/or clinical practices synthesize knowledge
clinical practices. that enable students | and skills. Is able to
to acquire model this element.
knowledge and
skills.
A2, Demonstrates little or | Demonstrates general | Demonstrates Demonstrates expert
no knowledge of knowledge of child knowledge of knowledge of the
Child and child and adolescent | and adolescent students’ developmental levels
Adolescent development; development but does | developmental levels | of individual students
Development | typically develops not apply this and the different and students in the
one learning knowledge when ways these students | grade or subject more
experience, and/or providing learn or behave by generally and uses
type of support or differentiated providing this knowledge to
assistance for all learning experiences, | differentiated differentiate and
students that does not | support, and/or learning expand learning
adequately address assistance that would | experiences, experiences, supports,

and/or types of
assistance, enabling
all students to make
significant progress
toward meeting stated
outcomes. Is able to
model this element.
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I-A. . . E I
Elements Unsatisfactory Needs Improvement Proficient xemplary
Develops or Develops or Develops or Develops or
contributes to the contributes to the contributes to the contributes to the
1-A-3 Plan development of plans | timely development | timely development | timely development
Development® | that are not timely of plans that respond | of well-structured of comprehensive,
and/or not tailored to | to some but not all plans with well-structured plans
the needs of relevant individual measurable with measurable
individual students; student needs, and/or | outcomes that outcomes that
or, plans do not plans that lack respond to all respond to all
include appropriate sufficient measurable | relevant individual relevant individual
supports or outcomes or supports | student needs, and student needs, are
measurable outcomes | that enable students include supports coordinated with
that would enable to meet all goals and | that enable students | other plans relevant
students to meet the objectives of the to meet the goals or | to those students, and
goals and objectives plan. objectives of the include supports that
of the plan. plan. enable students to
meet all goals or
objectives of the
plan. Is able to model
this element.
-A-4. Develops lessons Develops lessons Develops well- Develops well-
(which may include (which may include structured lessons structured and highly
Well- individual and group | individual and group | (which may include | engaging lessons
Structured activities or sessions) | activities or sessions) | individual and (which may include
Lessons with inappropriate with only some group activities or individual and group
student engagement elements of sessions) with activities and
strategies, pacing, appropriate student challenging, sessions) with
sequence, activities, engagement measurable challenging,
materials, resources, strategies, pacing, objectives and measurable
and/or grouping. sequence, activities, appropriate student | objectives and
materials, resources, engagement appropriate student
and grouping. strategies, pacing, engagement
sequence, activities, | strategies, pacing,
materials, resources, | sequence, activities,
technologies, and materials, resources,
grouping. technologies, and
grouping to attend to
every student’s
needs. Is able to
model this element.

3 “Plan” is used throughout this document to refer to a variety of plans, including but not limited to: lesson plans,
unit plans, Individualized Education Programs (IEPs), Individualized Health Care Plans (IHCPs), Career Plans, and
504 Plans. The type of plan that an educator is responsible for depends on the educator being evaluated; both the
educator and evaluator should understand and agree upon the definition relevant to the educator’s role.
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Indicator I-B.

Assessment: Uses a variety of informal and formal methods of assessments to measure
student learning, growth, and understanding to develop differentiated and enhanced
learning experiences and improve future instruction.

to Practice

and/or implementing
appropriate
differentiated
interventions,
supports, and
programs based on
formal and informal
assessments.

only occasionally
adjusts practice and
identifies and/or
implements
appropriate
differentiated
interventions,
supports, and
programs for students.

assessments to
determine progress
toward intended
outcomes and uses
these findings to
adjust practice and
identify and/or
implement
appropriate
differentiated
interventions,
supports, and
programs for
students.

I-B.
Unsatisfactory Needs Improvement Proficient Exemplary
Elements
I-B-1. Administers May design and Designs and Uses an integrated,
assessments and/or administer administers comprehensive
Variety of | collects only the data | assessments and/or assessments and/or assessment system,
Assessment | required by the school | collect some data to collects data to including informal
Methods and/or measures only | measure student measure student and formal assessment
point-in-time student | learning, growth, or learning, growth, methods and common
achievement or development, but uses | and/or development | interim assessments
development. a limited range of through a variety of | where applicable, to
methods. methods, including measure student
informal and formal | learning, growth, and
assessments and development. Is able
common interim to model this element.
assessments where
applicable.
I-B-2. Makes few May organize and Organizes and Organizes and
adjustments to analyze some analyzes results from | analyzes results from
Adjustment | practice by identifying | assessment results but | a variety of a comprehensive

system of assessments
to determine progress
toward intended
outcomes and
frequently uses these
findings to adjust
practice and identify
and/or implement
appropriate
differentiated
interventions,
supports, or programs
for individuals and
groups of students and
appropriate
modifications of
plans. Is able to model
this element.
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| Indicator I-C. Analysis: Analyzes data from assessments, draws conclusions, and shares them appropriately.

I-C.
Unsatisfactory Needs Improvement Proficient Exemplary
Elements
-C-1. Does not analyze data | Draws conclusions Individually and Individually and with
and/or draw from a limited with colleagues, colleagues, draws
Analysis conclusions from data | analysis of data to draws appropriate appropriate,
and beyond completing inform student conclusions about actionable
Conclusions | minimal learning, growth, and | programs, plans, conclusions about
requirements. development. and practices from a | programs, plans, and
thorough analysis of | practices from a
a wide range of data | thorough analysis of a
to improve student wide range of data
learning, growth, that improve short-
and development. and long-term
planning decisions. Is
able to model this
element.
1-C-2. Rarely shares with Only occasionally Regularly shares Establishes and
colleagues shares with colleagues | with appropriate implements a
Sharing conclusions about conclusions about colleagues (e.g., schedule and plan for
Conclusions | student progress student progress classroom teachers, regularly sharing with
With and/or rarely seeks and/or seeks feedback | administrators, and | all appropriate
Colleagues feedback from them from them about professional support | colleagues (e.g.,
about practices that practices that will personnel) classroom teachers,
will support improved | support improved conclusions about administrators, and
student learning student learning student progress and | professional support
and/or development. and/or development. seeks feedback from | personnel)
them about practices | conclusions and
that will support insights about student
improved student progress. Seeks and
learning and/or applies feedback from
development. them about practices
that will support
improved student
learning and/or
development. Is able
to model this element.
-C-3. Provides little or no Provides some Based on assessment | Establishes early,
feedback on student feedback about results and/or other | constructive feedback
Sharing growth or progress student growth or data, provides loops with students
Conclusions | except through progress beyond descriptive feedback | and families that
With minimally required required reports but and engages students | create a dialogue
Students reporting or provides | rarely shares and families in about student growth,
and inappropriate strategies for students | constructive progress, and
. feedback that does not | to grow and improve. | conversation that improvement. Is able
Families support students to focuses on student to model this element.
grow and improve. growth and
improvement.
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Standard II: Teaching All Students. Promotes the learning and growth of all students through instructional
practices that establish high expectations, create a safe and effective classroom environment, and demonstrate
cultural proficiency.

Indicator II-A.

Instruction: Uses instructional and clinical practices that reflect high expectations
regarding content and quality of effort and work; engage all students; and are
personalized to accommodate diverse learning styles, needs, interests, and levels of

readiness.
II-A.
Unsatisfactory Needs Improvement Proficient Exemplary
Elements
I-A-1. Establishes no or low | May state high Consistently defines Consistently defines
expectations for expectations for high expectations for | high expectations for
Quality of | student work and student work and student work and student work and
Effort and behavior and/or offers | behavior, but provides | behavior, and the behavior and
Work few supports to help few exemplars and perseverance and effectively supports
students know what is | rubrics, or limited effort required to students to set high
expected of them. guided practice, produce it; often expectations for each
and/or few other provides exemplars, | other to persevere and
supports to help rubrics, or guided produce high-quality
students know what is | practice, and/or work. Is able to model
expected of them. models appropriate | this element.
behaviors.
[I-A-2. Uses instructional Uses instructional Consistently uses Consistently uses
and/or clinical and/or clinical instructional and instructional and
Student practices that leave practices that clinical practices clinical practices that
Engagement | most students motivate and engage that are likely to typically motivate and
uninvolved and/or some students but motivate and engage | engage most students
passive. leave others most students during | during the lesson,
uninvolved and/or the lesson, activity, activity, or session,
passive. or session. and during
independent work. Is
able to model this
element.
[I-A-3. Uses limited and/or May use some Uses appropriate Uses a varied
inappropriate appropriate practices practices, including repertoire of practices
Meeting practices and/or and/or supports to tiered instruction, and/or supports to
Diverse supports to accommodate scaffolds, and other create structured
Needs accommodate differences, but fails supports, to opportunities for each
differences. to address an accommodate student to meet or
adequate range of differences in exceed expectations
differences. learning styles, for growth and
needs, interests, and | development. Is able
levels of readiness, to model this element.
including those of
students with
disabilities and
English learners.
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Indicator II-B.

Learning Environment: Creates and maintains a safe and collaborative learning
environment that motivates students to take academic risks, challenge themselves, and
claim ownership of their learning.

students to take risks
or challenge
themselves.

support, and
challenge themselves
to take risks.

strengths, interests,
and needs; ask for
support when
appropriate; take
risks; and challenge
themselves to
succeed.

11-B.
Unsatisfactory Needs Improvement Proficient Exemplary
Elements
1I-B-1. Maintains a physical | May create and Uses rituals, Uses rituals, routines,
environment that is maintain a safe routines, and and proactive
Safe unsafe or does not physical environment | appropriate responses that create
Learning support student but inconsistently responses that and maintain a safe
Environment | learning. Uses maintains rituals, create and maintain | physical and
inappropriate or routines, and a safe physical and intellectual
ineffective rituals, responses needed to intellectual environment where
routines, and/or prevent and/or stop environment where | students take
responses to reinforce | behaviors that students take academic risks and
positive behavior or interfere with all academic risks and play an active role—
respond to behaviors | students’ learning. most behaviors that | individually and
that interfere with interfere with collectively—in
students’ learning. learning are preventing behaviors
prevented. that interfere with
learning. Is able to
model this element.
1I-B-2. Makes little effort to Teaches some Develops students’ Teaches and
teach interpersonal, interpersonal, group, | interpersonal, reinforces
Collaborative | group, and and communication group, and interpersonal, group,
Learning communication skills | skills and provides communication and communication
Environment | or facilitate student some opportunities skills and provides skills so that students
work in groups, or for students to work opportunities for seek out their peers as
such attempts are in groups. students to learn in resources. Is able to
ineffective. groups with diverse | model this practice.
peers.
1I-B-2. Directs all learning Creates some learning | Consistently creates | Consistently supports
experiences, experiences that learning experiences | students to identify
Student providing few, if any, | guide students to that guide students their strengths,
Motivation opportunities for identify needs, ask for | to identify their interests, and needs;

ask for support; take
risks; challenge
themselves; set
learning goals; and
monitor their own
progress. Is able to
model this element.
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Indicator II-C.

Cultural Proficiency: Actively creates and maintains an environment in which students’
diverse backgrounds, identities, strengths, and challenges are respected.

but ignores and/or
minimizes others.

arising from
differences in
backgrounds,
languages, and
identities.

II-C.
Unsatisfactory Needs Improvement Proficient Exemplary
Elements
-C-1. Establishes an Establishes an Consistently uses Establishes an
environment in which | environment in which | strategies and environment in which
Respects students demonstrate | students generally practices that are students respect and
Differences | limited respect for demonstrate respect likely to enable affirm their own and
individual for individual students to others’ differences
differences. differences. demonstrate respect | and are supported to
for and affirm their | share and explore
own and others’ differences and
differences related similarities related to
to background, background, identity,
identity, language, language, strengths,
strengths, and and challenges. Is
challenges. able to model this
element.
11-C-2. Minimizes or ignores | Anticipates and Anticipates and Anticipates and
conflicts and/or responds responds responds
Maintains responds in appropriately to some | appropriately to appropriately to
Respectful inappropriate ways. conflicts or conflicts or conflicts or
Environment misunderstandings misunderstandings misunderstandings

arising from
differences in
backgrounds,
languages, and
identities in ways that
lead students to be
able to do the same
independently. Is able
to model this element.
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Indicator II-D.

Expectations: Plans and implements lessons and/or supports that set clear and high
expectations and also make knowledge, information, and/or supports accessible for all

and/or assessments to
make
curriculum/supports
accessible to all
students for whom the
educator has
responsibility.

and/or assessments to
make
curriculum/supports
accessible to all
students for whom the
educator has
responsibility.

and/or assessments
to make curriculum/
supports accessible
to all students for
whom the educator
has responsibility,
including English
learners and
students with
disabilities.

students.
I1-D. . .
Elements Unsatisfactory Needs Improvement Proficient Exemplary
II-D-1. Does not make May communicate Clearly Clearly
specific standards for | specific standards for | communicates and communicates and
Clear student work, effort, student work, effort, consistently enforces | consistently enforces
Expectations | interactions, and interactions, and specific standards specific standards for
behavior clear to behavior, but for student work, student work, effort,
students. inconsistently or effort, and behavior. | interactions, and
ineffectively enforces behavior so that most
them. students are able to
describe them and
take ownership of
meeting them. Is able
to model this element.
[1-D-2. Gives up on some May tell students that | Effectively models Effectively models
students or a goal is challenging and reinforces ways | and reinforces ways
High communicates that and that they need to that students can set | that students can
Expectations | some cannot work hard but does and accomplish consistently
accomplish not model ways challenging goals accomplish
challenging goals. . students can through effective challenging goals
accomplish the goal effort, rather than through effective
through effective having to depend on | effort. Successfully
effort. . innate ability. challenges students’
misconceptions about
innate ability. Is able
to model this element.
II-D-3. Rarely adapts Occasionally adapts Consistently adapts | Individually and with
instruction, services, instruction, services, instruction, services, | colleagues,
Access to plans, plans, plans, consistently adapts
Knowledge communication, communication, communication, instruction, services,

plans,
communication,
and/or assessments to
make
curriculum/supports
accessible to all
students for whom the
educator has
responsibility,
including English
learners and students
with disabilities. Is
able to model this
element.
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Standard I11: Family and Community Engagement. Promotes the learning and growth of all students through
effective partnerships with families, caregivers, community members, and organizations.

Indicator III-A.

Engagement: Welcomes and encourages every family to become active participants in the
classroom and school community.

actively discourages
their participation.

and planning.

and appropriately in
the school
community.

III-A.
Unsatisfactor Needs Improvement i Exemplar
Elements Y p Proficient plary
II-A-1. Does not welcome Makes limited Uses a variety of Successfully engages
) families to become attempts to involve strategies to support | most families and
Parent/Family | participants in the families in school families to sustains their active
Engagement school community or | activities, meetings, participate actively and appropriate

participation in the
school community. Is
able to model this
element.

Indicator III-B.

Collaboration: Collaborates with families to create and implement strategies for
supporting student learning and development both at home and at school.

development at home
or at school.

learning and
development at home
or at school.

identify strategies
for supporting
learning and
development at
school and home.

gllefl.ents Unsatisfactory Needs Improvement Proficient Exemplary
MI-B-1. Does not inform Sends home only a Consistently Successfully conveys
parents about list of provides parents to most parents clear,
Learning learning, behavior, rules/expectations and | with clear, user- user-friendly student
Expectations | and/or wellness an outline of the friendly expectations | learning, behavior,
expectations. student learning, for student learning, | and wellness
behavior, or wellness | behavior, and/or expectations. Is able
plan for the year. wellness. to model this element.
MI-B-2. Rarely, if ever, Sends home Regularly Regularly
communicates with occasional communicates with communicates with
Student parents on ways to suggestions on how parents to create, parents to share
Support support learning and parents can support share, and/or and/or identify

strategies for
supporting learning
and development at
school and home,
successfully
encourages most
families to use at least
one of these
strategies, and seeks
out evidence of their
impact. Is able to
model this element.
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Indicator III-C.

Communication: Engages in regular, two-way, and culturally proficient communication
with families about student learning, behavior and wellness.

so inconsistently or
does not demonstrate
understanding and
sensitivity to the
differences.

and sensitivity to
different families’
home language,
culture, and values.

II-C.
Unsatisfactory Needs Improvement Proficient Exemplary
Elements
II1-C-1. Rarely ' ' Reli.es primarily on Regularly uses two- Regularly uses a
communicates with sharing general way communication two-way system that
Two-Way families except information and ith families about supports frequent,
Communication | through required announcements with | Y oo 1ami 1es.a ou proactive, and
reports; rarely families through one- | Student learning, personalized
solicits or responds way media and behavior, and communication with
promptly to usually responds wellness; responds families about
communications promptly to promptly and individual student
from families. communiggtions carefully to learning, behavior,
from families. . and wellness. Is able
communications .
. to model this
from families. element
II1-C-2. Makes few attempts | May communicate Always Always
to respond to respectfully and communicates communicates
Culturally different family make efforts to take tfully with respectfully with
Proficient cultural norms and/or | into account different resp.e.c wily wr families and
Communication | responds families” home families and demonstrates
inappropriately or language, culture, demonstrates understanding and
disrespectfully. and values, but does | understanding of appreciation of

different families’
home language,
culture, and values.
Is able to model this
element.
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Standard 1V: Professional Culture. Promotes the learning and growth of all students through ethical, culturally
proficient, skilled, and collaborative practice.

Indicator IV-A.

Reflection: Demonstrates the capacity to reflect on and improve the educator’s own

practice, using informal means as well as meetings with teams and work groups to gather
information, analyze data, examine issues, set meaningful goals, and develop new
approaches in order to improve teaching and learning.

IV-A.
Elements

Unsatisfactory

Needs Improvement

Proficient

Exemplary

IV-A-1.

Reflective
Practice

Demonstrates limited
reflection on practice
and/or use of insights
gained to improve
practice.

May reflect on the
effectiveness of
instruction, supports,
and interactions with
students but not with
colleagues and/or
rarely uses insights
gained to improve
practice.

Regularly reflects on
the effectiveness of
instruction, supports,
and interactions with
students, both
individually and with
colleagues, and uses
insights gained to
improve practice and
student outcomes.

Regularly reflects on
the effectiveness of
instruction, supports,
and interactions with
students, both
individually and with
colleagues; and uses
and shares with
colleagues insights
gained to improve
practice and student
outcomes. Is able to
model this element.

IV-A-2.

Goal
Setting

Participates passively
in the goal-setting
process and/or
proposes goals that are
vague or easy to reach.

Proposes one goal that
is vague or easy to
achieve and/or bases
goals on a limited self-
assessment and
analysis of student
data.

Proposes challenging,
measurable
professional practice,
team, and student
learning goals that
are based on
thorough self-
assessment and
analysis of student
data.

Individually and with
colleagues builds
capacity to propose
and monitor
challenging,
measurable goals
based on thorough
self-assessment and
analysis of student
data. Is able to model
this element.
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Indicator IV-B.

Professional Growth: Actively pursues professional development and learning
opportunities to improve quality of practice or build the expertise and experience to
assume different instructional and leadership roles.

and/or applies little
new learning to
practice.

or inappropriately
applies new learning
to improve practice.

practice from
supervisors,
colleagues,
professional
development
activities, and other
resources to gain
expertise and/or
assume different
instruction and
leadership
responsibilities.

IV-B.

Elements Unsatisfactory Needs Improvement Proficient Exemplary

IV-B-1. Participe}tes .in felw, if Partif:ilziates (f)nly. in | Consistently seeks Cot;sistfantl}l/ seeks out
) any, professiona required professiona out and aoblies professiona

Professional | development and development and l:l PP . ’t development and

Learning learning opportunities | learning activities w en app.roprla -e, learning opportunities

and Growth | to improve practice and/or inconsistently ideas for improving that improve practice

and build expertise of
self and other
educators in
instruction, academic
support, and
leadership. Is able to
model this element.
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Standards and Indicators of Effective Teaching Practice:

irummwmgg§pialized Instructional Support Personnel Rubric
EDUCATION

| Indicator IV-C.

Collaboration: Collaborates effectively with colleagues on a wide range of tasks.

does not provide
advice and expertise
to general education
teachers or other
colleagues unless
prompted to do so;
and/or fails to offer
advice when
appropriate.

general education
teachers and other
colleagues to create
appropriate and
effective academic,
behavioral, and
social/emotional
learning experiences
for only some
students for whom
responsibility is
shared, or sometimes
provides advice that
is inappropriate or
poorly customized.

and expertise that is
customized to
support general
education teachers
and other colleagues
to create
appropriate and
effective academic,
behavioral, and
social/emotional
learning experiences
for students for
whom responsibility
is shared.

El::fl.ents Unsatisfactory Needs Improvement Proficient Exemplary
IV-C-1. Rarely and/or Does not consistently Consistently and Facilitates effective
) ineffectively collaborate with effectivel collaboration among
Professional | collaborates with colleagues in ways Yo colleagues through
Collaboration | colleagues; that support collaborates with shared planning
conversations often productive team colleagues through and/or informal
lack focus on student | effort. shared planning conversation in such
performance and/or and/or informal work as analyzing
development. conversation in such | student performance
work as: analyzing and dfavelopment.and
student planning appropriate,
comprehensive
performance and interventions at the
development and classroom and school
planning level. Is able to model
appropriate this element.
interventions at the
classroom or school
level.
IV-C-2. Regularlylprovide.s Providgs advice and Regularly provides Utilizes a variety of
inappropriate advice; expertise to support . . means to regularly
Consultation appropriate advice

provide advice and
expertise that is
customized to support
general education
teachers and other
colleagues to
successfully create
appropriate and
effective academic,
behavioral, and
social/emotional
learning experiences
for students. Is able to
model this element.
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Standards and Indicators of Effective Teaching Practice:

irummwmgg§pialized Instructional Support Personnel Rubric
EDUCATION

‘ Indicator IV-D.

Decision-Making: Becomes involved in schoolwide decision making, and takes an active
role in school improvement planning.

grade level only when
asked and rarely
contributes relevant
ideas or expertise.

grade level but rarely
contributes relevant
ideas or expertise.

planning and
decision making at
the school,
department, and/or
grade level.

IV-D.

Elements Unsatisfactory Needs Improvement Proficient Exemplary

IV-D-1. Plartic.ipates &1:1 N l\/llay particiza(;e ip . Consistently fjn plgnning ir.ld .
o planning and decision | planning and decision tribut 1 ¢ ecision-making at the

Decision- | making at the school, making at the school, .c((i)n n udes re e:.ant school, department,

Making department, and/or department, and/or ideas and expertise to | . d/or grade level,

consistently
contributes ideas and
expertise that are
critical to school
improvement efforts.
Is able to model this
element.

' Indicator IV-E.

the school.

Shared Responsibility: Shares responsibility for the performance of all students within

students and/or
makes a limited

learning by rarely

for meeting their
needs.

contribution to their

sharing responsibility

expectations for all
students, and/or
makes a limited
contribution to their
learning by

responsibility for
meeting their needs.

behavior and learning

inconsistently sharing

reinforces school-
wide behavior and
learning
expectations for all
students, and
contributes to their
learning by sharing
responsibility for

meeting their needs.

IV-E.

Elements Unsatisfactory Needs Improvement Proficient Exemplary

IV-E-1. Rarely r(?inforces . Within and beyond Within and beyond Individually and with
schoolwulie behavior Fhe cla§sroom, the classroom, colleagues, develgps

Shared and learning inconsistently stentl strategies and actions

Responsibility | expectations for all reinforces schoolwide | €Omsistently that contribute to the

learning and
productive behavior
of all students at the
school. Is able to
model this element.
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Standards and Indicators of Effective Teaching Practice:

irummwmgg§pialized Instructional Support Personnel Rubric
EDUCATION

Indicator IV-F.

Professional Responsibilities: Is ethical and reliable, and meets routine responsibilities

misses paperwork
deadlines; frequently
late.

and/or makes errors
in records.

punctual and
reliable with
paperwork, duties,
and assignments;
and is rarely late to
school.

consistently.
IV-F. ) .
Elements Unsatisfactory Needs Improvement Proficient Exemplary
IV-F-1. Demonstrates poor Sometimes Demonstrates sound | Demonstrates sound
judgment and/or demonstrates judgment reflecting | judgment and acts
Judgment discloses confidential | questionable integrity, honesty, appropriately to
student information judgment and/or fairness, and protect student
inappropriately. inadvertently shares trustworthiness and | confidentiality, rights
confidential protects student and safety. Is able to
information. confidentiality model this element.
appropriately.
IV-F-2. Frequently misses or | Occasionally misses Consistently fulfills | Consistently fulfills
is late to assignments, | or is late to professional all professional
Reliability & | makes errors in assignments, responsibilities; is responsibilities to
Responsibility | records, and/or completes work late, | consistently high standards. Is

able to model this
element.
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APPENDIX G — Impact of RETELL Regulations

MEMORANDUM OF AGREEMENT

BETWEEN THE
BELMONT EDUCATION ASSOCIATION
AND THE

BELMONT SCHOOL COMMITTEE

RE: IMPACT OF RETELL REGULATIONS

This Memorandum of Agreement is entered into by and between the Belmont School
Committee (Committee) and the Belmont Education Association (Association).

Whereas, the Committee and the Association are parties to a collective bargaining agreement for
educators for the period 9/1/11 through 8/31/14 and a collective bargaining agreement for
administrators for the period 6/1/11 through 5/31/14; and

Whereas, the Massachusetts Department of Elementary and Secondary Education (DESE)
promulgated updated educator license regulations, 603 CMR 7.00, to implement its new
initiative to better educate student who are English Language Learners (ELLs) called Rethinking
Equity and Teaching for English Language Learners (RETELL); and

Whereas, DESE has designated the Belmont Public Schools in Cohort 2, which is during the
three school years from 2013-14 to 2015-16; and

Whereas, the Committee and the Association have, pursuant to Massachusetts General Laws
Chapter 150E, negotiated the impact of these regulatory changes:

Therefore, the parties, in consideration of mutual covenants, agree to the following.

1. For the purposes of this RETELL MOA, an “available employee” shall be defined as an
employee of the Committee who can attend a DESE SEI Endorsement Class or DESE
SEI Endorsement Bridge Class as offered per schedule on the DESE website. For the
purposes of this RETELL MOA, an “eligible employee” shall be defined as an educator
of the Committee who currently has or will have one or more ELL students in their
classroom(s) the following school year, or a supervisor of an educator who has or will
have one or more ELL students in his/her classroom(s).

2. During the District’s Cohort years, the School Committee shall work collaboratively with
the Association and shall inform Association leaders which employees are eligible and
available. No later than one week before the Committee transmits any such names to
DESE, the Committee shall notify such employees of this designation so that the
employee may correct this determination if needed.

3. All employees obtaining SEI Endorsement, by taking the 45-hour course, shall receive

three (3) credit hours to be applied to their salary in accordance with Appendix E. Once
the state has determined the structure of the bridge course(s) the administration and
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Association will meet to determine the credit hours to be applied to their salary in
accordance with Appendix E. Employees who obtain an SEI Endorsement without any
additional course work are not eligible for any additional credit hours by obtaining the
SEI Endorsement.

4. All educators without an SEI Endorsement shall be notified if there are to be registered
ELL students in their classroom(s) as soon as the information is available, but in no case
later than the start of school. All supervisors of educators without an SEI Endorsement
shall be notified if there are to be registered ELL students in the classroom(s) of
educators they supervise for the following school year as soon as the information is
available, but in no case later than the start of school.

5. Employees may use the process of obtaining the SEI Endorsement as their Professional
Practice Goal and progress of ELLs as their Student Learning Goal for the Evaluation
process.

Wherefore, the Committee and the Association have caused this Memorandum of Agreement
to be executed by their duly-authorized representatives

] e, i Asran

Robert Antonellis, BEA President Yatrie (Traham, School Committee Chair

Date: ‘/’/’////3 Date: q '2.' 701D
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Side Letter of Agreement — Class Size

Side Letter of Agreement
by and between
The Belmont Education Asseciation
and
Belmont Public Schools

The Belmont Education Association (“BEA™). Unit A and the Belmont Public Schools
through its School Committee hereby agree to the following. The guidelines on class size were
developed by a Return on Investment committee as requested by the School Committee and are
aspirational. The Guidelines are incorporated into the collective bargaining agreement as stated
in Article 19.1¢a). The Guidelines on class size are as follows:

Guidelines

< 18-22
19-23
19-23
20-24
20-24
S:20-24
6: 22-26
7. 22-26
8: 22-26.

Ll b —

=

These Guidelines are subject to alteration at any time as determined by the sole
discretion of the School Committee and shall not be subject to the grievance and
arbitration provisions of the collective bargaining agreement between the BEA and
School Committee. The content of this side letter of agreement shall at no time be
incorporated into the body of the collective bargaining agreement without the parties
separate express consent and agreement.

”‘\& side (eher will be a(-{fcw\mi [0 W, end o Hol
f)r\v\\—uk Conucl-. il NG~

AHOUNAN AN =[5 1

layd# Graham, dhdll — Belmont School Committee Dat
ok (o e
Robert Antonellis. President - BEA Jate
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