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ARTICLE 1 

RECOGNITION 
 

 

1.1. Pursuant to General Laws, Chapter 150E, the School Committee of the Town of Concord recognizes the 

Concord Teachers’ Association as the exclusive representative for the purposes of collective bargaining 

with respect to wages, hours and other conditions of employment for all regular full-time and regular part-

time professional instructional personnel employed by the School Committee of the Town of Concord, 

consisting of all PreK-8 classroom teachers including curriculum specialists, department chairpersons, 

Art, PE, Music, Special Education, library media specialists, instructional technology specialists, 

counselors, social workers, speech language pathologists, occupational therapists, school psychologists, 

and nurses but excluding the Superintendent of Schools, administrative assistants, directors, managers, 

principals, associate and assistant principals, tutors, and all other employees of the Concord Public 

Schools. 

 

1.2. The terms “teacher” and “teachers” as used hereafter in this Agreement refer only to such persons as at 

the time in question fall within the bargaining unit as defined in this Article. 
 

 

ARTICLE 2 

ASSOCIATION SECURITY 
 

2.1. DUES DEDUCTION. 

 

2.1.1. The School District agrees to deduct from the salaries of teachers who have on file with the 

School District an executed current dues deduction authorization card, dues for the Concord 

Teachers’ Association, the Massachusetts Teachers’ Association, and the National Education 

Association and to transmit the monies to the Concord Teachers’ Association Treasurer.  Teacher 

authorization shall be in writing in a form which is acceptable to the School District 

 

2.1.2. Deductions referred to in Section 2.1.1. above will be made in equal payments in amounts 

certified by the Association Treasurer as being the regular membership dues of the Association, 

The Massachusetts Teachers’ Association and the National Education Association commencing 

in November and continuing through the second paycheck in June. 

 

2.1.3. The Treasurer of the Town of Concord will submit the amounts deducted to the Association 

Treasurer as soon as is reasonably possible after the issuance of the paycheck from which the 

deductions were taken, together with a list of the teachers from whose salaries dues were 

deducted and the amount of the deduction for each teacher. 

 

2.1.4. The provisions of Article II shall be subject to the requirements of Section 17C of Chapter 180 of 

the General Laws including the requirement that the Treasurer of the Town of Concord shall be 

satisfied by such evidence as they may require that the Treasurer of the Association has given to 

the Association a bond, in a form approved by the Commissioner of Corporations and Taxation, 

for the faithful performance of his/her duties, in a sum and with such surety or sureties as are 

satisfactory to said Town Treasurer. 

 

2.1.5. The Association shall indemnify and save the School District harmless against any claim, 

demand, suit or other form of liability that may arise out of, or by reason of, action taken or not 
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taken by the School District contract period of any school year. 

 

2.2. SAFE HARMLESS CLAUSE.  A conflict of one part or provision of this contract with any law shall 

not thereby affect the validity or applicability of any other part or provision of this contract. 

 

2.3. USE OF SCHOOL FACILITIES.  The School District agrees to permit the Association reasonable use 

of school facilities, and the Association will notify the school principal of its intent to use those 

facilities, in advance. 

 

2.4. DISCRIMINATION.  Neither the School District nor the Association will discriminate against, restrain 

or coerce any teacher because of membership or non-membership in the Association. 

 

 

ARTICLE 3 

SALARY 
 

 

3.1 There are TWO (2) components to be considered in arriving at the salary for teachers.  They are: 

 

1. Regular Teaching Salary, 185-Day Contract, which consists of: 

 

A) Base Salary, as defined in Section 3.3. This is understood to be the remuneration for all 

professional activities during the 185-day contract period of any school year. 
 

B) Experience Increment, as defined in Section 3.5. 
 

2. Compensation for Additional Duties.  The Stipend Schedule includes a list of responsibilities for 

which additional compensation is authorized.  The amount authorized is added each year to the 

annual compensation for which the teacher is eligible. 

 

3.2. ANNUAL TEACHING SALARY. 
 

3.2.1. The annual teaching salary is the Regular Teacher Salary. 

 

3.2.2. Those teachers engaged in special activities covered by Section 6.8. are paid each year in 

accordance with Article 6, Compensation for Other Services Provided.  This compensation is added to 

the salary as listed above.  It is not a part of the regular teaching salary. 

 

3.2.3. Workshop Payment.  Teachers shall be compensated for workshops which they attend upon the 

requirement of the administration as defined in Section 3.7. 
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3.3.1 BASE SALARY SCHEDULE, Effective July 1, 2021 

 

 

CONCORD PUBLIC SCHOOLS 

 

Teachers’ Salaries 2021-2022 

 

 Bachelor B+ 15 Masters M+ 15 M+ 30 M+ 45 M+ 60 Doctor 

Step 1                                             52,942 55,592 61,944 63,532 65,118 66,707 68,296 70,004 

Step 2                                             55,059 57,810 64,420 66,074 67,726 69,377 71,029 72,801 

Step 3                                             57,262 60,126 66,995 68,717 70,434 72,150 73,870 75,715 

Step 4                                             59,554 62,531 69,680 71,464 73,253 75,035 76,823 78,745 

Step 5                                             61,934 65,032 72,463 74,321 76,182 78,039 79,897 81,896 

Step 6                                             64,412 67,633 75,363 77,296 79,226 81,161 83,093 85,170 

Step 7                                             66,990 70,342 78,378 80,388 82,399 84,406 86,414 88,576 

Step 8                                             69,667 73,153 81,512 83,603 85,694 87,784 89,874 92,122 

Step 9                                             72,456 76,079 84,774 86,948 89,121 91,311 93,468 95,804 

Step 10                                            75,356 79,121 88,165 90,426 92,686 94,948 97,205 99,636 

Step 11                                            78,368 82,287 91,694 94,044 96,396 98,744 101,096 103,625 

Step 12                                            81,506 85,577 95,361 97,805 100,249 102,694 105,141 107,770 

Step 13                                            84,762 89,003 99,174 101,717 104,260 106,803 109,346 112,080 

Step 14                                            88,154 92,563 103,139 105,785 108,429 111,075 113,719 116,563 

Step 15                                            91,682 96,267 107,265 110,017 112,769 115,519 118,269 121,227 

Step 16                                            96,988 101,838 113,475 116,388 119,295 122,202 125,115 128,244 
 

 

  

 

 

Teachers’ Salaries 2022-2023 

 

  Bachelor   B+ 15   Masters   M+ 15   M+ 30   M+ 45   M+ 60   Doctor  

Step 1                                             54,265 56,981 63,493 65,120 66,746 68,375 70,003 71,754 

Step 2                                             56,435 59,255 66,031 67,726 69,419 71,112 72,805 74,621 

Step 3                                             58,694 61,630 68,670 70,435 72,195 73,954 75,717 77,608 

Step 4                                             61,043 64,095 71,422 73,251 75,084 76,911 78,743 80,714 

Step 5                                             63,482 66,658 74,275 76,179 78,087 79,990 81,895 83,943 
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Step 6                                             66,022 69,324 77,247 79,229 81,206 83,190 85,170 87,300 

Step 7                                             68,665 72,101 80,337 82,397 84,459 86,516 88,574 90,790 

Step 8                                             71,409 74,981 83,550 85,693 87,836 89,979 92,121 94,425 

Step 9                                             74,267 77,981 86,893 89,121 91,349 93,594 95,805 98,199 

Step 10                                            77,240 81,099 90,369 92,686 95,003 97,322 99,635 102,127 

Step 11                                            80,328 84,344 93,986 96,395 98,805 101,213 103,624 106,216 

Step 12                                            83,543 87,717 97,745 100,250 102,755 105,261 107,769 110,464 

Step 13                                            86,881 91,228 101,653 104,260 106,867 109,473 112,079 114,882 

Step 14                                            90,358 94,877 105,718 108,430 111,140 113,852 116,562 119,477 

Step 15                                            93,974 98,674 109,947 112,768 115,588 118,407 121,226 124,258 

Step 16                                            99,413 104,384 116,312 119,297 122,278 125,257 128,243 131,450 

 

 

 

Teachers’ Salaries 2023-2024 

 

 Bachelor B+ 15 Masters M+ 15 M+ 30 M+ 45 M+ 60 Doctor 

Step 1                                             55,757 58,548 65,239 66,911 68,581 70,255 71,928 73,727 

Step 2                                             57,987 60,885 67,847 69,589 71,328 73,067 74,807 76,673 

Step 3                                             60,308 63,324 70,558 72,372 74,180 75,988 77,799 79,742 

Step 4                                             62,721 65,857 73,386 75,265 77,149 79,026 80,909 82,933 

Step 5                                             65,228 68,491 76,317 78,274 80,234 82,190 84,147 86,251 

Step 6                                             67,838 71,231 79,371 81,407 83,440 85,478 87,512 89,700 

Step 7                                             70,553 74,083 82,547 84,663 86,782 88,895 91,010 93,287 

Step 8                                             73,373 77,043 85,847 88,050 90,252 92,453 94,654 97,021 

Step 9                                             76,310 80,126 89,283 91,572 93,861 96,168 98,439 100,900 

Step 10                                            79,364 83,330 92,854 95,235 97,616 99,998 102,375 104,935 

Step 11                                            82,537 86,663 96,571 99,046 101,523 103,996 106,473 109,137 

Step 12                                            85,841 90,129 100,433 103,007 105,581 108,156 110,733 113,502 

Step 13                                            89,270 93,737 104,449 107,127 109,806 112,484 115,162 118,042 

Step 14                                            92,843 97,486 108,625 111,412 114,196 116,983 119,767 122,763 

Step 15                                            96,558 101,388 112,970 115,869 118,767 121,663 124,560 127,675 

Step 16                                            102,147 107,254 119,510 122,578 125,640 128,702 131,770 135,065 
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3.3.2. OCCUPATIONAL THERAPISTS    Beginning with the 2021-2024 CTA contract, Occupational 

Therapists shall be recognized as members of the bargaining unit and be afforded all the rights and 

protections of the CTA contract. Occupational Therapists hired before 2021 shall be 

compensated as follows: 

 

FY22: $114,770 

FY23: $117,639 

FY24: $120,874 

 

(Note: The above annual salary amounts are calculated based upon the current OT salary schedule for 

Step 7 $111,971.00 plus COLA as indicated above for Salary Schedules.) 

 

Upon a principal’s recommendation, the Superintendent may grant Professional 

Teacher Status to Occupational Therapists. 

 

Occupational Therapists hired after July 1, 2021 shall be compensated using the base 

salary, education and experience increments of the Regular Teacher Salary scale of the 

185-day contract. 

 

3.4 EXPERIENCE INCREMENTS.   
 

In recognition of service as a teacher within the Concord and Concord-Carlisle School Districts includ-

ing authorized leaves of absence, teachers shall receive yearly increments as follows: 

 

FY22                                     Completed Years of Service                 Increment Amount 

                                              10 - 14                                           $1,000 

                                                      15 - 19                                           $1,500 

                                                      20 - 24                                           $2,000 

                                                      25 - 29                                           $2,600 

                                                      30 and over                                   $3,200 

 

FY23                                  Completed Years of Service                 Increment Amount 

             10 - 14                                           $1,500 

                                                      15 - 19                                           $2,000 

                                                      20 - 24                                           $2,600 

                                                      25 - 29                                           $3,200 

                                                      30 and over                                   $3,800 

 

FY24                                     Completed Years of Service                 Increment Amount 

                                                   10 - 14                                           $2,000 

                                                      15 - 19                                           $2,800 

                                                      20 - 24                                           $3,800 

                                                      25 - 29                                           $4,700 
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                                                      30 and over                                   $5,600 
 

 

 

3.3. ALTERNATIVE EXPERIENCE INCREMENTS.  Teachers with fifteen (15) completed years of 

service in the Concord Public Schools may elect an alternative experience increment of $3,500 per year 

($5,000 per year for teachers whose employment with the Concord Public Schools commenced with a 

school year prior to the 2004-2005 school year) for three (3) consecutive years that follow acceptance 

under this provision.  Eligible teachers will be entitled to the full three (3) year sum of $10,500 ($15,000 

for teachers whose employment with the Concord Public Schools commenced with a school year prior to 

the 2004-2005 school year), regardless of the date of termination.  Payment will continue until the 

remaining credit is exhausted if an entitled teacher is terminated.  
 

Notification of election of this option must be received by October 15 of the school year prior to the school 

year in which the payments are to begin. 
 

An employee who opts for these Alternative Experience Increments will forgo any Sick Leave Buyback 

payments and other benefits under Article 11 for which s/he may be eligible and any future Experience 

Increment payments as defined in 3.5, starting with the school year in which payments under this Article 

commence. 
 

3.4. Teachers who are required to attend workshops for retraining purposes shall be compensated at the rate of 

fifty ($50) dollars per day when workshops occur beyond the 185-day contracted year. 
 

3.5. The Base Salary for teachers is considered to define the normal salary range and progression for teachers 

employed by the Concord Public Schools.  It is understood to be the full remuneration for all professional 

activities, except such others as are specifically defined in subsequent articles associated with employment 

for 185 days.  At various times during the school year, as defined on the annual school calendar, teachers 

will be expected to participate in in-service activities associated with their positions. 

 

3.6. PLACEMENT ON STEPS.  Steps in the Basic Salary Scales for teachers define the normal progression 

of teachers in the employ of Concord Public Schools who serve satisfactorily.  Normally, a teacher without 

experience will be awarded a salary at the first step.  A teacher commencing his/her second year will be 

awarded a salary at the second step, etc. 

 

3.6.1. Experience.  Experience will be determined to the nearest number of whole years of teaching 

experience in Concord, Carlisle, Concord-Carlisle or other schools in which the experience may 

be deemed to contribute to the teacher’s proficiency. Fractions of a school year equal to or greater 

than one half will be considered a whole year. 
 

3.6.1.1. Military Service.  Full credit on the basic salary schedule will be allowed for each year 

of military service for individuals whose teaching service was interrupted thereby and 

half credit will be allowed for each year of military service for individuals whose 

teaching service was not interrupted thereby. 

 

3.6.1.2. Unusual Service.  In situations where the foregoing stipulations step applicable, such 

evaluation being presented by the principal, subject to the approval of the 

Superintendent. 

 

3.6.1.3. Initial Employment.  At the discretion of the principal, subject to the approval of the 

Superintendent, credit upon hiring or rehiring may be given for prior full-time teaching 

experience in public or private schools, college teaching experience or other 



11 

 

experience.  Normal progression, if service is satisfactory, may be anticipated thereafter 

starting from this point. 

 

 

3.6.2. Step Increment Withheld.  Increments are not considered automatic.  A step increment may be 

withheld by the Superintendent, upon recommendation of the principal, from teachers whom 

receive an overall unsatisfactory rating on the summative evaluation. 

 

ARTICLE 4 

PLACEMENT ON SCALES 
 

 

4.1. The classification is based on academic degrees.  Evidence of degree status in the form of a transcript or 

other official statement from the college or university involved will be required of all teachers. 

 

4.2. The Human Resource Manager must be notified in writing by November 1 of the preceding school year 

that a lane change is anticipated.  (If a teacher anticipates a lane change in the school year 2020-2021, they 

must notify the Human Resource Manager by November 1, 2019.) Placement on all scales will be at the 

beginning of the school year and February 1 of each school year.  In order to be placed on a new scale by 

the start of the school year, a teacher must, by September 1, supply the Human Resource Manager with 

paperwork providing proof of completion of the necessary coursework.  A teacher who is making a lane 

change on February 1 must supply the paperwork by that date.  If a teacher does not notify the Human 

Resource Manager by November 1st of their intention to change salary lanes, they will not get a lane 

change until an additional year later. 

 

4.3. Teachers who have earned a Bachelor’s degree are eligible for salaries listed under that heading. 

Experienced teachers who may not have earned such a degree may be considered in this category. 

 

4.4. Teachers who have earned a Master’s degree from a college or university accredited by the New England 

Association of Colleges and Secondary Schools or similar agencies are eligible for salaries on the Master’s 

degree scale. 

 

4.5. Teachers who have earned a Doctor’s degree from a college or university accredited by the New England 

Association of Colleges and Secondary Schools or similar agencies are eligible for salaries on the Doctor’s 

degree scale. 

 

4.6. Placement of staff members on the B+15, M+15, M+30, M+45 and M+60 semester hour scales is at the 

discretion of the Superintendent.  Official, certified transcripts of courses completed beyond the 

appropriate degree are to be forwarded to the Superintendent prior to placement on the applicable salary 

scale either before the beginning of the school year or March 1. 

 

4.6.1. The Superintendent’s approval of such credits submitted for consideration will be made on the 

basis of their relevance to the staff member’s current position and potential worth in improving 

performance and in meeting needs as determined by the Superintendent. 

 

4.6.2. Credit for the B+15, M+15, M+30, M+45 and M+60 salary scales will be awarded for courses 

which are approved in writing by the Superintendent prior to enrollment.  Following successful 

completion of the course, the professional staff member must present an official certified transcript 

to have the course recorded in the Human Resources Office. 
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4.6.3. Credit for courses which have not been approved in advance by the Superintendent is at the 

discretion of the Superintendent. 

 

4.6.4. If, for any reason, the Superintendent does not approve credits submitted for B+15, M+15, M+30, 

M+45 or M+60 placement, an appeal may be formally made within thirty (30) calendar days after 

the Superintendent’s decision to the committee composed of the Assistant Superintendent and the 

Principal of the building, or the appropriate director or coordinator, the president and vice-

president of the Association, and one additional staff member mutually acceptable.  The committee 

will determine by majority vote whether the Superintendent’s recommendation will stand within 

thirty (30) calendar days of the appeal. 

 

 

ARTICLE 5 

DOUBLE INCREMENTS 
 

5.1. Upon the recommendation of the principal, the Superintendent may grant an additional increment to 

teachers who have at least one (1) but less than three (3) years’ service in the schools.  Teachers so 

recommended would be extremely outstanding in their performance. 
 

 

ARTICLE 6 

COMPENSATION FOR OTHER SERVICES PROVIDED 
 

 

6.1. As stated in Article 10, during the ten-month contract period from the beginning of the school year to June 

30, staff members are expected to be available whenever necessary to discharge properly their professional 

responsibilities. 

 

6.2. All teachers are expected, as part of their regular duties, to participate in activities outside the classroom.  

These activities include faculty meetings, committee meetings for curriculum improvements, parent-

teacher meetings and conferences, school socials, field trips and other professional activities. 
 

6.3. Some activities, however, require considerably more time and energy than that which can be expected in 

the description of professional responsibilities contained in this policy.  This is the case in guidance and 

social work conferences, coaching athletic teams after school and supervising some of the other co-

curricular activities. 

 

6.4. Members of the staff whose time is required by the Superintendent beyond the regular contract period will 

be reimbursed for their time.  The reimbursement will be calculated as 1/185th of the teacher’s Regular 

Salary for each such day required. 

 

6.5. The Superintendent or his/her designee will define projects which need to be accomplished.  Staff will be 

asked to work on these projects and will be involved in a discussion of all the various tasks which need to 

be accomplished to complete the project.  As part of the identification of expectations concerning the 

project, the participant(s) and the Superintendent or his/her designee will determine an appropriate sum 

of money to be paid to the participants for the completion of the task.  Consistent with past practice, 

payment shall be at the rate of $50 per hour. 

 

6.6. The responsibilities listed in Section 6.8. will carry additional stipends in the amounts indicated.  The 

range is to provide a minimum and maximum within which a person assuming responsibilities for the 
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various activities may be paid. 

 

6.6.1. A person beginning with a given activity would normally start at the minimum salary, but upon 

the recommendation of the principal and subject to the approval of the Superintendent, may be 

placed at any step within the appropriate scale. 

 

6.6.2. It is understood that increments would be granted on a merit basis.  They may be withheld if, in 

the opinion of the school administration, the responsibility does not warrant the additional pay.  

By the same token, they may be increased if, in the opinion of the school administration, the 

responsibility warrants the additional amount.  All such variations within the range are subject to 

the approval of the Superintendent. 

 

6.7. Assignment of stipend positions for the following school year will be made prior to June 1, insofar as is 

possible.  Teachers who are interested in stipend positions listed in sections 6.8 and 6.9 for the next school 

year should notify their principal by June 1st of the current year. If there are multiple qualified candidates 

for a position, they will be interviewed by the principal or their designee. The selection process for 

Department Chairs, 6-8 Team Leaders, Pre-K - 5 Grade Level Chairs, and K-5 Leadership Team, is 

outlined in Article 17.  The teacher’s gross salary will be computed by adding the stipend for special duties 

to his/her Regular Salary.  Adjustments for special duties will be made from time to time if necessary. 

 

6.8. Compensation for Other Services Provided (COSP) 2021 - 2024 
 

Group Step 1 Step 2 Step 3 

Group 1    

Athletic Manager $4,094.03  $4,482.36  $4,961.65  

Group 2    

Head Interscholastic coach $2,576.24  $2,959.01  $3,386.18  

Lego Robotics        

Group 3    

Assistant Interscholastic coach $1,738.57  $1,991.63  $2,318.84  

Group 4    

Intramural Coaches $1,167.19  $1,515.57   

 

Group 5  

Performing Arts  

 

CMS Musical Director $3,659 

CMS Musical Music Director $2,614 
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CMS Musical Choreographer $2,091 

CMS Musical Set Designer $2,091 

CMS Musical Lighting $1,255 

CMS Musical Sound board $523  

Elementary Performing Arts (1 

per school)  

$1,568 

Music Ensemble Groups $2,224 

Jazz Band A, String, Chamber 

Music, Wind Ensemble, Honors 

Choir 
 

 

Jazz Fundamentals $1,568 

 

Group 6 Step 1 Step 2 Step 3 

 $1,915.58 $2,199.33  $2,583.55 

8th Gr. Yearbook Advisor 

(2 advisors) 

      

Student Council Advisor 

(1 per building) 

      

Math Team Advisor       

Model UN       

Math Counts       

Science Olympiad    

 

Group 7 - Other   

Washington DC Coordinator $2,154.78 

Basketball Audience $96.53 per 

game, per 

supervisor 

School Clubs  
Clubs that meet at least 20 hours over 

the course of the school year. (If a 

club meets less than 20 hours, the ad-

visor would receive the $50 per hour 

rate); 20 hours use 1st late bus, 30 

20 Hours:  

1hr per 

week after 

school, 

early late 
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hours use 2nd late bus. Must have at 

least 5 participants.  Maximum num-

ber of clubs is 30.  

  
Current 22 clubs include: Animals 

and Planets, Art Club, Chef’s Club, 

CMS Radio Club, Coats for Kids, 

Creative Writing, Dungeons and 

Dragons, Fashion Club, Green 

Team, Homework Club, Interact 

Club, Makerspace Club, Marvel 

Club, Media Audio Visual Club, 

Minecraft, Pokémon Club, RISE 

Club, Rubik's Cube, Tenacity Club, 

Yoga,  Challenge Success, 

LGBTQ+ and Allies (GSA) 

bus 

 

$1,046.00 

 

 

30 Hours:  

2 hrs. per 

week after 

school 2nd 

late bus  

    

$1,568.00 

 

6.9.Other Stipend Positions 
 

Other Stipend Positions  

Mentor (usually 25 - 40)  $1,273.71 

Mentor Guide (usually 5 - 10)  $635.74 

  

Mentor Program Leader (2) 

Prek-5, 6-8 
 

$2,224.53 

K-5 Language Arts Curricu-

lum Specialists (3) 

$2,669.45 

K-5 Social Studies Curricu-

lum Specialist (1)  

$2,669.45 

K-5 Science Curriculum Spe-

cialist (1) 
  

$2,669.45 

K-5 Math Curriculum Special-

ist (3)  

$2,669.45 

K-5 Language Arts Curricu-

lum Chair (ESC)* 

$2,224.53 

 
  

K-5 Math Curriculum Chair 

(ESC) * 
 

$2,224.53 
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K-5 Art Curriculum Chair (1)  $2,224.53 

ELL Coordinator $4,612.50 

K-5 Library Curriculum Chair 

(1)  

$2,224.53 

K-5 Music Curriculum Chair 

(1)  
 

$2,224.53 

K-5 PE Curriculum Chair (1)  $2,224.53 

K-5 Spanish Curriculum Chair 

(1)  

$2,224.53 

K - 5 SpEd Curriculum Chair 

(1) 

$2,224.53 

K-5 ELL Curriculum Chair (1 

) 

$2,224.53 

Preschool Chair 

ESC and Ordering 

$2,224.53 
 

Kindergarten Grade Level 

Chair  

$2,224.53 

First Grade Level Chair  $2,224.53 

Second Grade Level Chair  $2,224.53 

Third Grade Level Chair  $2,224.53 

Fourth Grade Level Chair  $2,224.53 

Fifth Grade Level Chair  $2,224.53 

Open Circle Coach (3) $2,091.00 

K - 8 Nurse Chair  $5,338.88 

6 - 8 ELA Department Chair   

0.4 release 

$5,338.88 

6 - 8 Math Department Chair   

0.4 release 

$5,338.88 

6 - 8 World Language        De-

partment Chair   
0.4 release 

$5,338.88 
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6 - 8 Social Studies Depart-

ment Chair   

0.4 release 

$5,338.88 

6 - 8 Science and Technology 

Department Chair  

$5,338.88 

  

6 - 8 Special Education De-

partment Chair   

0.4 release 

$5,338.88 

6-8 Music Department Chair 

0.4 release 

$3,554.70 

6 - 8 PE/FACS/Health  

Department Chair   

$3,554.70 

6 - 8 Arts Department Chair $3,554.70 

6 - 8 Specials Team Liaison $1,568.25 

6 - 8 Library Liaison $1,568.25 

K-5 Principal Designee $105/day 

Pre K-5 School Leadership (4 

per school, 2 per Preschool)** 

$1,109.49 

6-8 Team Leader (Max. 9) $2,669.45 

6-8 homeBASE (advisory) (3) $2,669.45 

6-8 Allies (2) $2,669.45 

 

  * Not applicable to new hires after 2020 

 

** ELA and Math Specialists who are not Assistant Principals are additional standing members of the Leader       

ship team committee and those hired after 2020 will not receive a stipend for their membership 

 

6.10. All stipends or any other monetary compensation on which the parties reach agreement and reduce to 

writing during the term of this agreement or any extension thereof are hereby incorporated in accordance 

with the terms of such agreement into the Collective Bargaining Agreement at the time the agreement is 

reached. 
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ARTICLE 7 

SUMMER PROGRAMS 

 

7.1 Summer Projects.  
 

Teachers who work on an approved summer project will be compensated at the rate of $300 per six (6) 

hour day. 

 

The two parties agree that the following shall be desired goals with respect to summer workshops for the 

Concord Public Schools. 

 

1) Summer workshop recipients will be notified by April 1 when possible. 

 

2) Summer workshops will be scheduled between July 1 and July 15 whenever possible. 

 

3) Compensation for workshop participation will be made by the second pay period following 

completion of the workshop whenever possible. 

 

4) Teacher participation in workshops is voluntary. 

 

 

 

7.2.     Summer School. 
  

 In the event that the School District authorizes a summer school the following shall apply: 

 

7.2.1. Such program shall be under School District control. 

 

7.2.2. Participation of the Concord professional staff in summer school is voluntary but the Concord 

professional staff will have priority over all others for the staffing of positions. 

 

7.2.3. All summer pay will be at the rate of $225 per day for full-time summer programs (two classes 

of 1.5 hours each) and $112.50 for one-half day (one class of 1.5 hours). 

 

7.2.4. Summer employees will not be paid for days absent. 

 

NOTE:   Voluntary for personnel; no one can teach more than two classes per day. 

 

 

ARTICLE 8 

PROCEDURE FOR PAYMENT OF SALARIES 
 

 

8.1.      185-DAY CONTRACTS. 

 

8.1.1. Personnel on 185 day contracts will be paid Regular Salary in twenty-six (26) equal biweekly 

installments commencing in September.  

 

8.1.2. If they so desire, such personnel may receive payments for July and August at the time of the last 

payment in June if a written request for such payment is received by the Business Office prior to 
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June 1. 

  

8.1.3. Personnel who begin their service after the beginning of the contract year or terminate their service 

before the end of the contract year will be paid on a pro-rated basis according to the following 

formula: 

  

Days of Service x Regular Salary = Total Pay Entitlement 

         185 

 

8.2.      STIPENDS.  Compensation for other Services Provided. 

 

8.2.1. Stipend-paying positions employing regular staff members for year-long assignments determined 

prior to August 15 will be paid with the Regular Salary in twenty-six (26) biweekly installments 

commencing in September. 

 

8.2.2. Stipend-paying positions employing regular staff members determined on or after August 15 for 

full year assignments and assignments for less than the full school year will be paid in a single 

payment following the completion of the assignment. 

 

 

 

ARTICLE 9 

LICENSURE & PROFESSIONAL GROWTH PRACTICES 

 

 

9.1. Teachers must maintain all required licenses.  Following the lapse for any reason of a teacher’s license the 

teacher may be terminated from employment as required by Massachusetts General Law.  The preceding 

sentence shall not apply if the teacher’s license lapses solely because of a demonstrated failure by the 

Department of Elementary and Secondary Education to properly process the teacher’s license 

documentation in a timely manner. 

 

9.1.1. Recertification. The Recertification Process Guidelines for CPS/CCRSD are to be used by faculty 

and administrators in the review and completion of Individual Professional Development plans for 

the purpose of recertification. 

 

9.2. Licensure by the Commonwealth of Massachusetts shall in no way be governed by the provisions of this 

agreement, and instead is a process between the Commonwealth and the member who applies for licensure 

or licensure renewal.  The District shall not in any way bring and disadvantage to a member as a result of 

the Licensure process, with the exception of cases where member lacks appropriate Licensure. 

 

9.3. The School District will pay the cost of tuition for courses at accredited colleges, universities or 

professional training schools which are taken at the written recommendation of the Superintendent of 

Schools 

 

9.4. At the discretion of the Superintendent, opportunities may be provided and financed for staff members to 

improve themselves in areas and skills required by the school system.  Such areas would include academic 

work, special programs and in-service programs as may be specified by supervisors or administrators or 

requested by individual staff members. 
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9.5. Contingent upon the Superintendent’s written approval prior to enrollment, professional staff members 

 will be reimbursed for the cost of tuition (not to exceed $600 per school year, or two courses, whichever 

 comes first, less scholarships, grants or vouchers) for courses at accredited colleges, universities or 

 professional institutions. A minimum of $33,000 per year is allocated for the 2019-2020 school year and 

 thereafter.  The money will be distributed as follows:  $11,000 on July 1 for the fall semester; $11,000 

 on November 1 for the spring semester; $11,000 on April 1 for the summer semester.  $1,000 for each 

 semester is set aside for nonprofessional status teachers with only a Bachelor’s Degree. 

 

9.5.1 Reimbursement of tuition will be made upon the successful completion of any approved course 

 as evidenced by the submission of transcripts and proof of tuition payment. 

 

9.5.2. A list of all approved tuition reimbursements will be compiled by the Superintendent for each 

 semester. These lists will be available to the Association President in December for first semester 

 courses and in June for second semester and anticipated summer courses. 

 

 

9.6. PROFESSIONAL GROWTH REVIEW COMMITTEE.   There shall be a Professional Growth 

Review Committee (PGRC) which will consist of the Assistant Superintendent of Teaching and 

Learning, the Middle  School Principal, one elementary school principal, two PreK-5 teachers, one 

Middle School teacher, and a representative from the Concord Teachers’ Association.  The PreK-5 and 

Middle School teachers are appointed by the President of the Concord Teachers’ Association.  The 

PGRC will be chaired by the  Director Teaching and Learning and will be convened as needed.  The role 

of the PGRC is to make recommendations to the Superintendent regarding, but not limited to, such items 

as: 

 

1. Proposing specific criteria for in-service incentive opportunities for which credit will be given toward 

movement on the salary schedule; 

 

2. Reviewing course requirements for which participants will receive credit; 

 

3. Suggesting changes in the Professional Orientation Program;  
 

4. Hearing petitions from new teachers regarding requests for exemptions from one or more of the 

requirements of the Professional Orientation Program based on comparable prior experience or course 

work. 

 

9.7. PROFESSIONAL INDUCTION PROGRAM.  The parties agree to implement a Professional 

 Induction Program (PIP) for the purpose of orientating new teachers, those in their first through fifth 

 year, to the school system. 

 

9.7.1.   During a teacher’s first year in the Concord Public Schools, they will participate as a mentee in 

 the Mentor Program, the costs of which will be covered by the school system.  Appropriate 

 PDP’s will be awarded to the mentee upon completion of the Mentor Program.  K-5 faculty will 

 not be required to attend curriculum committee meetings during the Mentor year.  No half or full 

 days out of the classroom will be required for this program.  After the PGRC has established 

 criteria for which credit will be given toward movement on the salary schedule, the 

 Superintendent will consider whether or not the Mentor Program meets the criteria and merits 

 one or more in-service credits. 

 

9.7.2. During a teacher’s third year, they will participate in a District determined curriculum or 
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 pedagogical course unless an exemption has been granted by the Superintendent upon 

 recommendation by the PGRC.  No movement to the next step on the salary scale after the third 

 year will occur unless this requirement is met or an exemption is obtained (and it is 

 acknowledged that the denial of a step move shall not be preclusive of the consideration of such 

 failure in decisions concerning professional teacher status).  For any year during such three years 

 in which a course is not offered, a teacher shall be granted an additional year within which to 

 complete this requirement.  Three in-service credits toward movement on the salary schedule and 

 appropriate PDP’s will be granted upon successful completion of this course.  No full or half 

 days out of the classroom will be required for this course.  Two days of unpaid professional 

 development related to only this course will be offered in the last week of August or before July 

 1 of the preceding school year.  These days will be set before the close of the school year. 

 

9.7.3. Within five (5) years of entering the Concord Public School system, a teacher may take the 

 Empowering Multicultural Initiatives course. Three (3) in-service credits toward movement on 

 the salary schedule and appropriate PDP’s will be granted upon successful completion of this 

 course.  

 

 9.7.4 The school system will cover all costs related to the PIP.  Teachers of these courses will be  

  recruited openly within the school system as well as from outside the school system.  Any change 

  in course offerings in the PIP will include input from the PGRC.  The final decision rests with  

  the Superintendent. 

 

9.7.5. The Concord Teachers’ Association may undertake an evaluation of the PIP courses.  Resulting 

 data, as well as individual course evaluations will be considered by the PGRC for the purposes of 

 course improvement or suggested course alternatives. 

 

9.7.6.  Courses are open to all teachers and administrators with priority being given to teachers who are 

 required to take these courses.  This does not apply to the Mentor Program. 

 

 9.7.7. The Concord Teachers’ Association does not waive its rights under Chapter 150E to bargain over 

  changes in working conditions that result from changes in the PIP. 

 

9.8. INSERVICE INCENTIVE PROGRAM.  An In-service Incentive Program (IIP) shall be   

 established providing for in-service credit toward movement on the salary schedule.  In addition   

 to the two courses in the PIP already established, courses for which credit will be given must be   

 equivalent to a university credit course, must have relevancy and rigor, and must be approved by   

 the Superintendent.  One credit shall be awarded for fifteen (15) accumulated hours.  

 

 

ARTICLE 10 

PROFESSIONAL TIME RESPONSIBILITIES 

 

10.1. During the contract period, all staff members are expected to be available whenever necessary to discharge 

properly their professional responsibilities.  All staff members are expected, as part of their regular duties, 

to participate in some activities outside the classroom pursuant to past practice.  Any proposed changes in 

these activities or any proposed new activities will be discussed by the administration and the involved 

teachers (and/or their representatives) and a consensus will be sought. 

 

10.2. With the exception of new teachers who may be required to attend special orientation sessions during the 

ten (10) working days prior to the opening of school, the period of employment for teachers on a ten-
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month contract will be 185 days. 

 

10.3. The 185 days include 180 instructional plus five (5) professional days. 

 

10.3.1.  The Administration will solicit input from the faculties before making a decision as to the 

activities of the PreK-12 professional day. 

 

10.3.2.  There shall be no mandatory meetings after 10:30 A.M. on the first professional day. 

 

10.3.3.  At the elementary level, two professional days occurring after the start of the 180 day 

instructional period and prior to its conclusion shall be used for preparing progress forms and/or 

conferencing with parents. 

 

10.3.4.  Nurses, instructional technology specialists, and library media specialist may work up to four (4) 

days following the end of the school year and before the start of the subsequent 180-day 

instructional period to prepare for the upcoming school year.  The reimbursement will be 

calculated as 1/185th of the teacher’s Regular Salary for each such day worked.  The days worked 

will be arranged with the building administrator.  

 

10.3.5.  In recognition that the school nurses may have to deal with a health emergency at any point 

during the school day, they are not assigned regularly scheduled planning/preparation periods.  

Consequently, extra teacher duties normally assigned, such as bus duty, lunch duty, study halls, 

and recess duty, shall not be assigned to the school nurse. 

 

10.4. EARLY RELEASE DAYS 
 

10.4.1.  The Wednesday before Thanksgiving shall be an early release day for students and teachers; on 

this early release day the teachers’ responsibilities will end when the students are dismissed and 

typical end of day duties are completed. 

 

10.4.2.  The last student day of school will be an early release day for students. 

 

10.4.3.  In addition to the early release days described in sections 10.4.1 and 10.4.2., there shall be one 

student early release day per week at the elementary level inclusive of 10.4.1 and 10.4.2. 

 

10.4.3.1. Six (6) of the weekly early release day afternoons described in 10.4.3. shall be reserved 

by the Assistant Superintendent of Teaching and Learning after consultation with the 

CTA President.  The work at these meetings shall continue to be jointly developed by 

teachers and administration.  The time to be reserved on each afternoon following 

student dismissal normally shall not exceed two (2) hours. 

 

10.4.3.2. Professional Development Points (PDP’s) may be awarded for any professional 

development activities on any of the six (6) afternoons. 

 

10.4.3.3. The remaining early release day afternoons shall be teacher directed, and the teachers 

will stay in the buildings. 

 

 

 

 



23 

 

10.5 FACULTY MEETINGS 

  

 10.5.1 Monthly elementary faculty meetings shall not exceed 75 minutes in length, nor shall  

  they go beyond 5:00 P.M. 

  

 10.5.2 Monthly middle school faculty meetings shall not exceed 90 minutes in length. 

 

10.6 ELEMENTARY MEETINGS 

 Exclusive of the early release day meetings cited in 10.4.3.1 and the faculty meetings cited in 

 10.5.1, elementary teachers are expected to meet an additional 100 minutes a month as a grade 

 level or with specialized colleagues.  The individual groups of teachers shall establish and post, 

 in consultation with their building principal or direct administrator, their meeting schedule for

 the year no later than the second Tuesday in September.  The groups have the flexibility, with 

 administrative approval, to meet once per month for 100 minutes or twice monthly for 50 

 minutes each time.  The meeting times may be scheduled before school, during a common 

 planning time, or after the student day.   These meetings will be used for, but not limited to, 

 reviewing student data, curriculum work, and professional development. 

 

10.7 Five (5) contingency days will be included in the school calendar.  If these contingency days are 

 not needed, the School District will adjust the calendar with regard to the last day of school to 

 ensure that there are exactly the number of instructional days set forth in Section 10.3 above. 

 

10.8 Only absences specifically allowed in the contract may reduce the working days below 185.  

 Exceptions may be made by the Superintendent for unforeseen circumstances. 

 

10.9 LUNCH All staff members shall have a daily 30-minute duty-free lunch.  Travel time for 

 itinerant teachers between buildings shall not be considered as lunch/prep time.  

 

10.10 ELEMENTARY PLANNING TIME 

 All elementary teachers shall receive no less than 250 minutes of planning time a week.  

 Planning time for classroom teachers shall occur during their specialized classes.  Art, library, 

 music, and physical education classes shall be no less than 50 minutes in duration.  There shall 

 be no less than 50 minutes of Spanish instruction a week, though that time may be subdivided 

 into two 25 minute classes a week. 

 

 In the case of Kindergarten, the 50 minutes of weekly physical education and music instruction 

will be divided into two 25-minute classes scheduled consecutively so that the entire period is 

equivalent to one 50-minute planning period. 

  

The classroom’s Kindergarten Assistant will attend all specialized classes and supervise the 

transition between the classrooms. 

 

The Specials and lunch schedule shall be created at the building level in consultation with the 

following representatives, appointed by the CTA: a special subject teacher, a grade K-2 

classroom teacher, a grade 3-5 classroom teacher, and a special education teacher. A draft 

schedule will be created by the end of the school year. If the schedule needs to be adjusted 

over the summer, every effort will be made to reconvene the group for consultation. 
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ARTICLE 11 

PAYMENT FOR UNUSED SICK LEAVE 

 

11.1. Upon retirement from teaching, in accordance with the rules and regulations of the Massachusetts 

Teachers’ Retirement System, each teacher shall be paid for 50% of his/her accumulated, unused sick 

leave to a maximum of 100 days (200 days of accumulated Sick Leave).  A teacher who voluntarily takes 

deferred retirement is not eligible for this unused sick leave payment. 

 

11.2. Teachers first employed after July 1, 1992, upon retirement from teaching, in accordance with the rules 

and regulations of the Massachusetts Teachers’ Retirement System, shall be paid for 33-1/3% of his/her 

accumulated unused sick leave up to a maximum of sixty-two (62) days (186 days of accumulated Sick 

Leave).  A teacher who voluntarily takes deferred retirement is not eligible for this unused sick leave 

payment. 

 

11.3. This pay will be calculated using his/her Regular Salary at the time of retirement on a per-day basis using 

a 185-day work year.  It will not include other remuneration in the calculations.  People working on a part-

time schedule will accumulate and be paid for days in relation to the percentage of time actually worked. 

 

11.4. Upon the death or permanent disability of a member of the professional staff, payment for unused sick 

leave in accordance with the formula above will be made to the teacher or his/her beneficiary in one (1) 

lump sum payment.  Such payment may be made in four (4) equal installments as described in Section 

11.6. if requested in writing. 

 

11.5. Payment for unused sick leave will be made in four (4) equal annual installments beginning with the first 

pay day in the January following retirement. 

 

11.6. In no event shall the payments to a teacher exceed $45,000 under Section 11.1.  In no event shall the 

payments to a teacher exceed $27,900 under Section 11.2 or under Section 11.3.  These maxima ($45,000 

or $27,900, depending on the teacher’s date of first employment) shall also be applied in determining 

payments under Section 11.5. 

 

11.7. Teachers whose employment with the Concord Public Schools commences with or after the 2004-2005 

school year shall not be eligible for the benefits provided under this article. 

 

ARTICLE 12 

ENROLLMENT OF CHILDREN OF PROFESSIONAL STAFF MEMBERS 

 

12.1. Upon the recommendation of the Superintendent and the approval of the School Committee, children of 

 professional staff members may enroll, without charge for tuition, in the Concord Public Schools and the 

 Concord-Carlisle Regional School District. 

 

12.2. The provisions of this Article do not apply to placements in day or residential schools pursuant to 

 Chapter 766. 

 

12.3. If the Concord School Committee at its sole discretion elects to participate in the State’s School Choice 

 Program, the children of professional staff members will be given priority if legally allowable. 

 

12.4. Whatever the Concord School Committee’s decision concerning school choice, should this Article 12 at 

 any time be identified as inconsistent with the State Law, this Article 12 shall be construed pursuant to 

 the applicable law without requiring any additional bargaining and without affecting any other provision 
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 of this contract. 

 

ARTICLE 13 

PERSONNEL FILE 

 

13.1. A teacher may, upon request, review the contents of his/her personnel file and make copies of such 

contents as concern his/her work or himself/herself.  A teacher may have at his/her discretion a 

representative of the Association present during any such review. 

 

13.2. No material which the Superintendent or supervisor deems derogatory to a teacher’s conduct, service, 

character, or personality will be placed in such teacher’s personnel file unless such teacher has had an 

opportunity to review the material.  A copy of the material deemed derogatory will either be hand delivered 

to the teacher or sent by certified mail, return receipt requested.  The teacher will acknowledge having had 

the opportunity to review such material by signing the copy to be filed within fourteen (14) calendar days 

of its receipt.  Such signature, however, shall not be deemed to indicate agreement with the contents 

thereof.  Such material, either hand delivered to a teacher or sent to the teacher by certified mail, return 

receipt requested, with a signed receipt returned, will be accepted by both parties as proof that the 

requirements of the school system as outlined in this Article have been fulfilled in the event that the teacher 

does not sign the material within fourteen (14) days of its receipt.  The teacher will also have the right to 

submit a written answer to such material within thirty (30) working days of its receipt and his/her answer 

shall be reviewed by the Superintendent and attached to the file copy. 

 

13.3. A copy of all written material not specifically addressed to the teacher will be sent to the teacher at the 

time it is placed in the teacher’s personnel file. 

 

 

 

ARTICLE 14 

INDEMNIFICATION 

 

 

14.1. Rights of indemnification of teachers for expenses in connection with claims and actions brought against 

them shall be as provided in General Laws, Chapter 259, Section 9. 

 

ARTICLE 15 

STAFFING 

 

 

15.1. While recognizing that the ultimate determination concerning matters of staffing is reserved to the School 

District, the parties agree as follows: 

 

A) Middle School - In the major academic departments (mathematics, science, social studies, English 

and foreign languages), it is desirable that with respect to each such department the ratio of students 

to teachers approximates an average of 100 to 1.  The desirable goal is for classes of no more than 

22 students for all classes with the exception of band/orchestra/chorus classes.  When classes 

exceed 24 students, a joint committee will meet to address concerns.  The joint committee will be 

designated by the Superintendent and the CTA president.  When a class has unusually high need 

students the building administrator will meet to consider appropriate solutions or refer to a joint 

committee which will be designated by the Superintendent and CTA president. 
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B) Elementary School - It is desirable that within any given elementary school, the ratio of students 

to classroom teachers approximates an average of 22 to 1.  As this represents a goal for a school 

and not for an individual teacher, individual teachers within an elementary school may have more 

or fewer students than the desired maximum. 

 

15.2. It is understood, however, that should extreme financial constraint prevail, the School District may 

postpone the achievement of the goal until financial conditions improve.  It is further understood that the 

School District will explore all aspects of the budget before increasing class size in order to maintain a 

balanced educational system. 

 

15.3. HIRING OF AIDES.  At the elementary level, consideration will be given to hiring an aide for any self-

contained class that has a minimum of twenty-six (26) students enrolled or class composition which 

necessitates additional classroom assistance.  In deciding whether additional classroom assistance is 

necessary, input concerning class composition will be received from the classroom teacher, the building 

principal and student support staff.   This input will be given to the Superintendent of Schools who will 

have final responsibility for making a decision. 

 

15.4. Since the role of special educators in the system is to provide a level of quality services to students 

identified as being in need of specialized instruction, determination of comparative caseload size should 

be based on an analysis of workload responsibilities, e.g., severity of students’ needs, number of 

evaluations, case management responsibilities, compliance tasks, etc.  A workload analysis approach 

recognizes federal and state requirements to ensure increased student access to general education programs 

and curriculum.  Responsibilities throughout the system should be distributed only after consideration of 

these caseload equity concerns. 

 

 

 

ARTICLE 16 

ABSENCE FROM SCHOOL DUTIES 

 

 

16.1. TEMPORARY ABSENCE. 
 

16.1.1.  Sick Leave.  Every member of the professional staff on the 185-day schedule shall be allowed 

fifteen (15) days absence from school duties annually without loss of salary if occasioned by 

personal illness.  For teachers who are not scheduled to work full time, a day of absence shall be 

prorated in accordance with their teaching schedules. *Sick leave shall accumulate from year to 

year without limit.  Sick leave in addition to personal illness, shall include absence because of 

sickness on the part of a close relative (mother, father, husband, wife, or child) or member of 

teacher’s immediate household. 
 

*For example, a teacher who is a 3/5 teacher because such teacher works 3 full days in a normal school week will be 

allowed 9 days of absence from school duties without loss of salary if occasioned by personal illness (3/5 times 15 

equals 9).  A teacher who is a 3/5 teacher because such teacher works 3/5th of each work day will be allowed 15 days 

of absence from school duties without loss of salary if occasioned by personal illness at a rate which equals such 

teacher’s daily rate of pay. 
 

16.1.1.1. A medical certificate or other suitable evidence may be required for all absences 

exceeding five consecutive days and/or for repeated intermittent absences. 

 

16.1.1.2. Sick Leave Bank.  The Sick Leave Bank is for use by eligible teachers who have 
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exhausted their own sick leave and who have serious personal illness. The Sick Leave 

Bank shall be administered by a Sick Leave Bank Committee consisting of six (6) 

members; three (3) designated by the Superintendent and three (3) designated by the 

Association.  The operation of the Bank and withdrawals there from shall be carried 

out in accordance with the following provisions. 

 

A) Each school year each teacher may become a member of the Sick Leave Bank for 

that year by depositing to the Bank one (1) day of the sick leave to which they are 

entitled for that particular school year.  All deposits to the Sick Leave Bank shall 

be voluntary.  Once deposited, however, sick leave days shall become the property 

of the Bank and may not be withdrawn by the contributing member(s) for any 

reason other than those set forth below.  

 

B) All deposits to the Bank will be credited on October 1 of each year.  All eligible 

teachers will automatically become members of the Bank.  Since membership in 

the Bank is voluntary, a teacher who does not wish to participate in the Bank during 

a particular school year must so notify the Human Resources Office in writing by 

September 30 of such year.  Absence of such written notification shall be 

understood to have authorized Sick Leave Bank membership for that year.  A 

teacher appointed after the opening of school in a given year shall have thirty (30) 

calendar days to decline Sick Leave Bank membership. 

 

C) Only those teachers who deposit to the Bank in a given school year may be 

permitted to withdraw sick days from the Bank during that school year.  Such 

withdrawals may be made only for serious personal illness or accident of the teacher 

except that a maximum of five (5) days may be requested in a case of extreme 

family emergency.  These days can be applied only during the regular school year 

(184). 

 

D) Any member of the Bank who seeks sick leave days from the Bank shall, by 

himself/herself or by another authorized person to act on his/her behalf, inform in 

writing the Sick Leave Bank Committee, with copies thereof to the President of the 

Association and to the Human Resources Office, setting forth the nature of his/her 

illness, an estimate of how long such illness shall continue in which his/her the 

school year in leave has been exhausted, and the amount of days that they seeks to 

withdraw from the Bank.  Said application shall be accompanied by a written 

statement of a physician with personal knowledge which shall corroborate the 

nature of the illness and estimate the degree and duration of same.  The Sick Leave 

Bank Committee shall have the right to request of the applicant additional 

information as needed for the purpose of reaching a decision in a particular case. 

 

E) The initial grant of sick leave by the Sick Leave Bank Committee to an eligible 

teacher shall not exceed thirty (30) days and may be made according to the   

following criteria: 

 

1) adequate medical evidence of serious person illness 

2) prior utilization of all eligible sick leave 

3) length of service in the Concord Public Schools 

4) propriety in the use of previous sick leave 
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F) A teacher who is still unable to perform his/her duties after the period for which 

sick leave has been granted by the Sick Leave Bank Committee may apply for an 

additional grant.  Such request shall be subject to the provisions set forth above.  In 

no case shall any teacher be granted sick leave to extend beyond the school year in 

which such leave has been granted.  No teacher shall be granted more than 185 days 

by the Sick Leave Bank for the same illness. During the first year of employment, 

a teacher may not withdraw more than ninety (90) days from the Sick Leave Bank.  

There shall be no allotment of partial Sick Bank days. 

 

G) The duration of any use of Sick Leave Bank days, in combination with other leave, 

including but not limited to sick leave days, shall not exceed twenty-four (24) 

months for the same illness.  This twenty-four (24) month period shall start at the 

initiation of use of either Sick Leave Bank days, sick leave, or personal days, and 

end with the termination of the use of either Sick Leave Bank days, sick leave, or 

personal days. 

 

H) Sick leave granted but not used will revert to the Bank. 

 

I) The granting of sick leave by majority vote of the Sick Leave Bank Committee 

shall be in writing with a copy of such statement being forwarded to the Human 

Resources Office for inclusion in the Teacher’s personnel folder.  All decisions of 

the Sick Leave Bank Committee are final and binding and are not subject to the 

grievance procedure of this agreement. 

 

 

J) The borrower is required to repay 25% of the number of days at a reasonable rate 

as determined by the Sick Leave Bank Committee.  In the event of unusual 

circumstances, this amount may be adjusted by majority vote of the Sick Leave 

Bank Committee. 

 

K) Accumulated unused Bank days will be carried over to succeeding year. 

 

L) In the event that the accumulated days in the Bank total 900 on July 1, no deposits 

will be required of the previous years’ members.  Non-members will be given the 

opportunity to join as usual. 

 

M) In the event of anticipated depletion of the Bank’s resources, the Sick Leave Bank 

Committee may recommend to the membership the assessment of an additional day 

of contribution.  Those members choosing not to contribute an additional day will 

immediately cease being members of the Bank.  If a Bank member has no remaining 

sick leave days to contribute they will retain membership for the remainder of the 

school year. 

 

16.1.2. Bereavement Leave.  Bereavement leave will be granted by the immediate supervisor not to 

exceed five (5) days.  The leave is to be granted without salary deductions in the loss of the 

following:  spouse, child, parent, sibling, other close relation or close friend, grand-parent or in-

law, or member of the teacher’s immediate household.  Any other bereavement leave beyond five 

(5) days shall be taken from sick leave based on the recommendation of the principal and the 

Superintendent’s approval. 
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16.1.3. Personal Business.  Each regular employee will be granted annually three (3) days absence from 

school duties for personal business or for other unusual and imperative reasons with no loss of 

salary.  Personal business means a matter which cannot be attended to at a time other than when 

school is in session.  Personal days are not vacation days.  Unused personal business days will be 

cumulative to six (6) days per teacher. Requests for use of more than three consecutive days will 

be submitted to the Superintendent for prior approval.  To be eligible for leave without loss of 

salary, employees must inform their immediate supervisor at least forty-eight (48) hours before 

taking such leave (except in the case of emergency). 

 

16.1.4. Jury Duty.  A teacher called to serve on jury duty will be paid the difference between the money 

received for jury duty less travel allowance and his/her regular pay. 

 

16.1.5. Leave for Religious Observances.  Each teacher may be granted up to three (3) days absence 

from school duties without loss of salary for the observance of religious holidays not regularly 

included in the school holiday schedule.  If taken, there will be no deduction from the individual’s 

accumulated sick leave days or personal days.  Advance notification to the individual’s immediate 

supervisor is a prerequisite to the granting of leave for religious observances. 

 

16.1.6. Professional Leave.  While the committee and the Association recognize that the teacher’s 

presence in the classroom is in the best interest of students, there are times when a teacher or 

teachers, upon application to and permission of the Superintendent or his/her designee, may be 

granted Professional Leave (PF) not to exceed four (4) days annually to attend conferences or 

meetings, or to visit schools for professional purposes.  Further, a teacher or teachers may request 

or be required to work on an Administrative Project.  In such cases, no teacher shall be required 

to take, or be granted, more than four (4) days during any school year of such Administrative 

Project (AP) leave. 

 

16.2. EXTENDED ABSENCE. 
 

16.2.1.  Military.  If a professional staff member is drafted or enlists in the U.S. military service, they 

will be granted a military leave of absence for up to four (4) years. 

 

16.2.2.  Sabbatical Leave. 
 

16.2.2.1. After serving at least nine (9) consecutive years, which may be interrupted by military 

leave or approved leave of absence, professional staff members may apply for a 

sabbatical leave for study, research, or travel at full pay for up to a full year.  The salary 

shall be the Regular Teaching Salary. 

 

16.2.2.2. If the application is considered to be in the best interest of the school system, the 

Superintendent may approve a sabbatical leave, subject to the provisions below. 

 

16.2.2.3. The granting of a sabbatical leave shall be dependent upon the staff member entering 

into a written agreement with the School District that upon termination of such leave 

they will return to service in the public schools of the Town for a period equal to twice 

the length of such leave, and, that, in default of completing such service, they will refund 

to the Town an amount equal to such proportion of salary received by him/her while on 

leave as the amount of service not actually rendered as agreed bears to the whole amount 

of service agreed to be rendered. 
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16.2.2.4. The period of leave will be considered a period of teaching for purposes of measuring 

teaching experience for salary determination.  Sabbatical leave will not affect 

professional teacher status or other benefits earned as a member of the staff. 

 

16.2.2.5. The School District may award up to the equivalent of three (3) full year sabbaticals 

each year. 

 

16.2.2.6. Requests for sabbatical leave for the ensuing school year will be presented to the 

Superintendent in writing by January 16 of the previous school year.  Requests will state 

the purpose of the leave and outline a plan of action for the period of leave.  Upon request 

the applicant will file a detailed sabbatical leave plan including a statement of objectives 

and the procedures whereby these objectives are to be achieved. 

 

16.2.2.7. During the course of sabbatical leave, brief monthly reports of progress shall be made 

to the Superintendent. 

 

 

16.3.  CHILD-BEARING AND CHILD-REARING LEAVE. 

 

16.3.1.  A teacher who is pregnant may remain in active service until the termination of her pregnancy, 

provided that, at the end of the seventh month of pregnancy she submits a written statement from 

her physician indicating how long she may safely continue her active employment prior to the 

expected date of confinement; and provided further that she may be required to cease active 

employment under this Article if the Superintendent determines that she is not adequately 

performing the duties of her position or there are reasons of personal medical safety warranting 

cessation of active employment.  A physician’s certificate of fitness may be required before a 

teacher may return to her position. 

 

16.3.2. Teachers who are disabled from working because of pregnancy or recovery there from may apply 

unused sick leave, in accordance with Section 16.1., Temporary Absence, for those days on which 

they are unable to work. 

 

16.3.3.  Child-Bearing Leave.  Any female teacher shall be granted, upon request to the Superintendent, 

a leave of absence without pay for reasons of child-bearing.  Such leave shall not exceed eight (8) 

weeks.  Teachers on child-bearing leave may apply unused sick leave for those days on which 

they are unable to work as a result of pregnancy or recovery there from.  In cases of use of unused 

sick leave, Section 16.1., Temporary Absence, shall apply. 
 

16.3.4.  Child-Rearing Leave.  Any teacher may be granted a leave of absence without pay for up to one 

(1) school year for the purpose of child-rearing immediately following childbirth or adoption. In 

cases of such leave, Section 16.4., Leave of Absence, shall apply. The Superintendent, in her/his 

discretion, may grant additional child rearing leave, provided that the total leave under this 

provision shall not exceed two years. 

 

16.3.5. Parenting Leave.  Any teacher shall be granted, upon written request to the superintendent, a 

maximum of two weeks’ leave following the birth of his or her child, inclusive of school vacation 

weeks and summer break.  Available unused sick leave may be applied to these two weeks 

provided the two weeks occur during the contracted 185 days.  Parenting leave is only available 

during the school year in which the child is born.  Such leave shall be coterminous with (and shall 
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not be extended or in addition to) any other leave (such as FMLA leave, leave under the 

Massachusetts Maternity Leave Act, or leave under Section 16.3.4 of this Agreement). 

 

16.3.6.  Adoption Leave.  Any teacher shall be granted, upon request to the Superintendent, a leave of 

absence without pay immediately following a placement for adoption or travel necessary to 

complete adoption.  Such leave shall not exceed eight (8) weeks.  Teachers on adoption leave 

may apply unused sick leave for those days on which they are on leave. 

 

16.4. VOLUNTARY LEAVES OF ABSENCE. 

 

16.4.1.  Consistent with School Committee Policy, upon application of a member of the professional staff 

and upon the recommendation of the principal, after consideration of the merits of the request, 

the Superintendent may grant a leave of absence.  Written application for leaves of absence must 

be submitted before July 1 of the year in which leave is requested.  Requests submitted after the 

deadline date will be considered only in the event of extraordinary circumstances as determined 

by the Superintendent.  During the leave of absence, a teacher will receive no salary, no Town 

payment of insurance plans, or other benefits.  A teacher on leave of absence will receive the 

same consideration with respect to reduction-in-force and future staffing plans as if they were 

actively teaching and not on leave. 

 

16.4.2.  Salary credit for the leave of absence is at the discretion of the Superintendent upon the 

recommendation of the principal.  Persons granted leaves of absence by the Superintendent who 

are on leave on January 1 must inform the Superintendent by February 1 of the year in which they 

intend to return or the teacher’s service will be considered terminated at the end of the school year 

for which the leave was granted. 

16.4.3.  A teacher’s medical insurance and life insurance will be continued during the period of any 

unpaid leave of absence, provided the teacher pays the total monthly cost of such coverage to the 

Town by the seventh of each month. 

 

16.5. THE FAMILY AND MEDICAL LEAVE ACT OF 1993.  Upon receipt of an application, the 

Superintendent shall approve a maximum of twelve (12) weeks unpaid, job-protected leave each year for 

specified family and medical reasons consistent with the FMLA.  For purposes of the FMLA, the year is 

defined as the twelve (12) consecutive months immediately preceding the requested leave date. 

 

16.6. ADDITIONAL LEAVE.  At the discretion of the Superintendent additional leave may be granted beyond 

the leave provisions of the current policy. 

 

16.7. Extended absence may carry a salary deduction equal to the actual cost of substitute services or may carry 

a deduction of 1/185th of annual salary for each day of such absence for all personnel engaged for the 

period of the school year. 

 

ARTICLE 17 

DEPARTMENT, CURRICULUM and GRADE LEVEL CHAIRPERSONS 

 

17.1. An appointment to a department chairperson shall be shall be for a four (4) year period subject to an annual 

review by the Principal and a determination by him/her that the incumbent is meeting the goals and 

objectives established as described below for the incumbent by the Principal in consultation with members 

of the department.  Members of a department, at their option, may participate in the process of nominating 

candidates for the department chair position.  Should they desire to recommend a nominee, they shall first 

consult with the Principal concerning goals and objectives for the department and its chairperson and other 
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relevant matters.  Thereafter, but prior to May 1, the name of a nominee may be presented to the Principal 

for his/her consideration.  If the Principal chooses to appoint a different nominee, they shall so advise the 

department. 

 

17.2. Incumbents shall be eligible for successive appointments under the conditions stated above.  If the 

incumbent is reappointed for a successive term, the reappointment shall be for a two (2) year period.   

 

17.3. Department chairpersons shall be considered members of their respective department for purposes of 

reductions-in-force. 

 

17.4. An appointment to a 6-8 Team Leader position shall be for a two (2) year period subject to an annual 

review by the Principal and a determination by him/her that the incumbent is meeting the goals and ob-

jectives established as described below for the incumbent by the Principal in consultation with members 

of the team.  Prior to May 1, members of a team shall participate in the process of nominating candidates 

for the 6-8 Team Leader position and shall present their nominee to the Principal for consideration. If 

the Principal chooses to appoint a different nominee, they shall so advise the team and explain their ra-

tionale.  
 

17.5. If a 6-8 Team Leader incumbent is reappointed for a successive term, the reappointment shall be for a 

one (1) year period.  If there are no interested members of the team, the Principal may consider extend-

ing the incumbent’s term beyond three years. 

 

17.6. An appointment to a curriculum or grade level chair or job-alike position shall be for a three (3) year 

period subject to an annual review, and at the discretion of the Superintendent. To be considered for 

these positions, one must have professional status and be proficient in their performance reviews. Prior 

to June 1, members of job-alike or grade level will participate in the process of nominating candidates 

and will present their nominee to the Assistant Superintendent of Teaching and Learning for considera-

tion. Members will rotate off in alternate years and should be representative of all three elementary 

schools and the preschool. If the Superintendent chooses to appoint a different nominee, they shall so 

advise the committee and explain their rationale.  

 

17.7. Membership on a K-12, K-8, or K-5 curriculum committee shall be open to all interested staff. In an ef-

fort to have diverse representation on curriculum committees, participants will be chosen jointly by the 

Assistant Superintendent of Teaching and Learning and the CTA, based on a list of interested partici-

pants. In the case of disagreement, the decision will alternate between the Assistant Superintendent of 

Teaching and Learning and the CTA. Members of the committee will receive a stipend equal to the 

hourly rate. 

 

17.8. An appointment to the PreK-5 School Leadership Team at each school shall be for a two (2) year period 

with the four stipend-eligible members rotating off in alternate years.  The Principal will notify staff of 

open positions and interested educators must submit their name to their building Principal for considera-

tion. The Elementary Principals will work to create a balanced Team representative of building educa-

tors, consisting of one K-2 classroom teacher, one 3-5 classroom teacher, and two other educators. The 

Preschool Leadership Team will consist of one classroom teacher and one specialist. ELA and Math 

Specialists are additional standing members of this committee and those hired after 2020 will not receive 

a stipend for their membership.  
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Stipend Position (Article) Initial 

Term 

 Re-appointment Vote By Final Decision 

6-8 Dept. Chair (17.1) 4 years  2 years May 1 Principal 

6-8 Team Leader (17.4 & 17.5) 2 years  1 year May 1 Principal 

Cur & Grade Level Chair (17.6) 3 years  Not mentioned June 1 Superintendent 

Curriculum Committee (17.7) Open-

Ended 

     Asst. Supt. of Teaching 

& Learning 

 & CTA Alternate 

PreK-5 Leadership Team (17.8) 2 years  Not mentioned   Principal 

 

 

ARTICLE 18 

INSURANCE BENEFITS, TAX SHELTERED ANNUITIES, 

AND OTHER PAYROLL DEDUCTIONS  

 

18.1. For those teachers eligible, the School District will pay at least 50% of the cost of the individual or family 

coverage, whichever applies in the particular case, for hospitalization and medical insurance.  The School 

District will pay 50% of the cost of a term life insurance plan of the type presently available to teachers. 

 

18.2. By request of the individual concerned and his/her authorization for salary deduction, tax sheltered 

annuities are authorized by the School District to be purchased for a member of the professional staff.   

 

18.3. The School District shall provide that, whenever duly authorized by any teacher on a form or forms 

approved by the School District, payroll deductions on behalf of such teacher shall be made for the MTA 

Credit Union. 

 

ARTICLE 19 

GRIEVANCE PROCEDURE 
 

 

19.1. Level 1 A professional staff member who believes that they are aggrieved by a violation of the Agreement 

shall submit the grievance form contained in Appendix B to his/her principal within twenty (20) calendar 

days following the time the employee should reasonably have known that they were aggrieved.  The 

principal shall render a decision within fourteen (14) calendar days. 

 

19.2. Level 2 If the principal’s decision is unacceptable, the grievant will resubmit the grievance to the 

superintendent within fifteen (15) school days.  Prior to submitting the appeal, the grievant may discuss 

the matters with the Professional Rights and Responsibilities (PR&R) committee of the Association.  The 

PR&R Committee may participate in the preparation of the appeal, and may represent and assist the 

grievant at all subsequent stages of the procedure as defined by this Article. 

 

19.3. Level 3 The Superintendent shall hear the case within thirty (30) calendar days and shall notify all parties 

of the date and time of its hearing, and all parties may attend.  A decision shall be rendered in writing to 

all parties within ten (10) school days following such hearing. 

 

19.4. Any time interval specified herein may be extended by mutual agreement.  Should the immediate 

supervisor or the principal fail to meet any deadline specified in this Article, the grievance shall 

automatically proceed to the next step. 
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19.5. Level 4 If the grievant is dissatisfied with the Superintendent’s decision, they may file an appeal with the 

School Committee within fourteen (14) calendar days following receipt of the Superintendent’s decision.  

The School Committee at its sole discretion will determine whether or not to hear the appeal. 

 

19.6. In the event of a grievance arising at more than one school site, the grievance shall be initiated at Level 2 

 

 

ARTICLE 20 

          ARBITRATION 

 

 

20.1. In the event the Association elects to submit a grievance to arbitration, the arbitrator shall be selected 

according to, and shall be governed by, the procedure set forth in this Article.  The Association must notify 

the Superintendent in writing of its intention to arbitrate within thirty (30) calendar days following receipt 

of the School District’s decision on the grievance. 

 

20.2. The arbitrator shall be selected by mutual agreement of the parties.  If the parties cannot agree within 

fourteen (14) calendar days after receipt by the Superintendent of written notice that the Association 

intends to arbitrate, the Association may within twenty (20) calendar days after such receipt, refer the 

grievance to the American Arbitration Association.  The arbitrator shall be selected in accordance with 

the then current rules of the American Arbitration Association applicable to labor rules of the American 

Arbitration Association applicable to labor arbitrations.  Any arbitration hereunder shall be conducted in 

accordance with such rules, subject to the provisions of this Agreement.  The School District and the 

Association shall share equally in compensation and expenses of the arbitrator. 

 

20.3. The School District shall have standing to question arbitrability. 

 

20.4. The function of the arbitrator is to determine the interpretation and application of specific provisions of 

the Agreement.  There shall be no right in arbitration to obtain, and no arbitrator shall have any authority 

or power to award or determine any change in, modification or alteration of, addition to, or detraction 

from, any of the provisions of this Agreement.  No arbitrator shall set aside any action of the School 

District involving the exercise of judgment unless the Association establishes that there was no reasonable 

basis for such judgment and the arbitrator shall be subject to the principle that there are no restrictions 

intended on the rights or authority of the School District other than those expressly set forth in this 

Agreement.  The arbitrator may or may not make his/her award retroactive as the equities of the case may 

require.  Each grievance shall be separately processed in any arbitration proceedings hereunder unless the 

parties agree otherwise.  The arbitrator shall furnish a written opinion specifying the reasons for his/her 

decision.  The decision of the arbitrator, if within the scope of his/her authority and power under this 

Agreement, shall be final and binding upon the School District, the Association and the teacher(s) involved 

in the grievance. 

 

ARTICLE 21 

SCHOOL CALENDAR 

 

The Calendar Committee will be comprised of representatives of the Association and representatives of the School 

Committee and these two (2) parties will perform the following functions: 

 

21.1. The representatives will develop the calendar through a series of joint meetings. 

 

21.2. After tentative agreement has been reached, Association representatives will determine if the proposed 
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calendar has the support of a majority of the members of the Concord Teachers’ Association. 

 

21.3. If mutual agreement exists, the calendar proposal will be forwarded to the School Committee for 

consideration.  In the event mutual agreement cannot be reached, Association representatives and School 

Committee representatives will each present their recommendations for a workable calendar to the School 

Committee. 

 

21.4. The final decision will rest with the School Committee. 

 

21.5. The beginning of the school year for teachers shall occur no earlier than the dates specified on the 

following chart.  

 

Labor Day Date 

Earliest School Start 

Date For Teachers 

1-Sep Mon, 25 Aug 

2-Sep Mon, 26 Aug 

3-Sep Mon, 27 Aug 

4-Sep Mon, 28 Aug 

5-Sep Thur, 25 Aug 

6-Sep Thur, 26 Aug 

7-Sep Thur, 27 Aug 

 

There shall be no school for teachers on the Friday prior to Labor Day weekend except by mutual consent 

of the Association President and the Superintendent. 
 

 

ARTICLE  22 

CONSULTATION ON PROFESSIONAL CONCERNS 

 
 

22.1. The Superintendent or his/her representative shall meet at least once each month while school is in session 

with the President of the Concord Teachers’ Association or his/her representative.  Other members of the 

Association and/or the administration may be present upon mutual agreement.  Dates for such meetings 

will be mutually determined. 
 

22.2. The principals of each building shall meet at least once each month with the building representatives of 

the Association’s Executive Board.  Dates for such meetings will be mutually determined. 

 

22.3. In the event that serious concerns are not resolved by the previous sections of this Article the Association 

may, through the Superintendent, request a meeting with the School Committee to discuss the concerns. 

 

22.4. CTA President   The President of the Association will be released from non-classroom duties whenever 

possible as determined by the building administrator during his/her term of office. 
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ARTICLE 23 

REDUCTION IN FORCE 

 

 

23.1. The School District retains the right to reduce the number of teachers on its staff.  The decision to reduce 

staff is not subject to the grievance and arbitration procedures of this contract.  As between teachers with 

professional teacher status and teachers without professional teacher status, the provisions of applicable 

law shall apply with respect to reduction-in-staff. 

 

23.2. The process by which the teachers are selected for dismissal under Reduction in Force (RIF) is based upon 

the premise that by far the majority of teachers within the Concord Public School System are performing 

at a level which is clearly above that deemed satisfactory for the system.  The areas to be considered for 

assessing satisfactory performances are contained in the Appendices related to educator evaluation. 

Therefore, the order in which teachers are dismissed under RIF will be determined by seniority except as 

provided for in other sections of this Article. 

 

23.3. It is recognized that a small number of teachers may be rated as unsatisfactory for the Concord Public 

School System.  These teachers shall be exempted from the overall seniority process and will be the first 

to be RIFed.  The precise manner in which such teachers are identified and evaluated is described below. 

 

23.4. Reduction-in-Force pools will consist of all members of specific discipline areas, defined as follows:  (a) 

Kindergarten, (b) classroom teachers 1-5 including curriculum specialists, (c) teachers within a given area, 

i.e., Math, English, Foreign Language, Social Studies, Science, Reading, Industrial Arts and Home 

Economics at the Middle School, (d) teachers within a given specialty group K-8, i.e., Physical Education, 

Art, Music, Special Education, Social Work/Guidance, Instructional Technology, Informational 

Technology and nurses. 

 

23.5. For purposes of this Article, seniority shall be determined by continuous employment in the Concord 

Public Schools, including any periods of authorized leave of absence. 

 

23.6. The evaluation process used to identify, for the purpose of RIF, those teachers whose past performance 

has been rated as unsatisfactory for the Concord Public School System is in accord with the evaluation 

system and with the following specific provisions.  Each administrator/supervisor(s) responsible for 

evaluation of teachers within a specific discipline area/RIF pool will determine each year whether any 

individual within that area is rated as unsatisfactory.  This judgment must be presented to a review group 

consisting of three central office administrators appointed by the Superintendent.  If a majority of the 

review group upholds the judgment, a teacher so identified will be notified in writing by his/her immediate 

supervisor as early in the school year as possible, but no later than November 1st.  Such notification will 

include an explanation of the RIF evaluation process and a listing of the specific areas in which the teacher 

is considered deficient.  The teacher may, at his/her election, submit a letter of rebuttal or explanation.  

Neither the notification or the response, if any, will become a part of the teacher’s permanent record at 

this time.  Note that this notification does not mean that the teacher so notified will definitely be RIFed, 

but simply that, if RIF is required, they could be placed in the category exempt from overall seniority, 

regardless of whatever seniority they may possess. 

 

23.6.1.  Subsequent to the identification and notification of a teacher whose performance is rated as 

unsatisfactory in the Concord Public School system continued close supervision and evaluation 

of the teacher will be carried out by both his/her immediate supervisor and at least one additional 

administrator appointed by the Superintendent.  By April 1 the teacher’s performance will again 

be considered by the Superintendent’s review team, with inputs from both the regular and 
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appointed evaluators, along with the teacher’s written comments (if any).  If, after this second 

review, the performance of the teacher is judged to still be unsatisfactory, that teacher will be 

placed in the unsatisfactory performance category, and so notified in writing, and at this time all 

previous correspondence will become part of the individual’s personnel folder. 

 

23.7. If a Reduction-in-Force is determined by the School District to be required (because of declining 

enrollments and/or severe financial constraints, in accord with Article 16), the order of reduction of 

teachers in a given RIF pool (defined above) will be determined as follows: 

 

23.7.1.  Any teacher whose overall performance has been judged to be unsatisfactory by the process 

described above will be RIFed, starting with the teacher having the least seniority and proceeding 

in order of seniority until all teachers in the unsatisfactory performance category are reduced. 

 

23.7.2.  If the number of teachers to be RIFed has not been met by the previous section, the remaining 

teachers in the RIF pool will be reduced strictly in order of seniority until the number is met. 

 

23.7.2.1. In the event of a tie in length of service it shall be resolved by considering items such as 

the following:  excellence in teaching, involvement in curriculum development, in-

service work and other pertinent committees, demonstrated leadership, flexibility in 

teaching different levels of classes, combination classes, split houses, and different 

subject areas. 

 

23.7.3. Middle School Academic Department RIF Procedures.   

 

23.7.3.1. If there is to be a 0.5 full-time equivalent (RIF) in an academic department, it is the 

responsibility and the obligation of the administration to determine how the reduction 

shall be handled with respect to the needs of the schools. 

 

23.7.3.2. If it is determined to be in the best interests of the school system, one (1) person shall 

be completely reduced from one department rather than one-half (1/2) person reduction 

from each of two (2) departments. 

 

The staffs of the two (2) concerned departments shall be reviewed with respect to 

certification and other appropriate qualifications to find all persons qualified to teach in 

both departments.  The Superintendent, after consulting with the Principal, the affected 

department chairs, and consistent with Article 23, Reduction in Force, will make the 

decision as to which staff member will be assigned to teach in both departments.   

 

Pursuant to Article 23, the Superintendent will meet with the teacher involved with the 

transfer before taking final action on the transfer.  After the teacher teaching in both 

departments is assigned, the reduction process shall follow as specified in the negotiated 

agreement. 

 

23.7.3.3. If it is determined to be in the best interests of the school system, each department shall 

be reduced by one-half (1/2) full-time equivalent using the procedures as specified in 

the negotiated Agreement. 

 

23.8. Under normal circumstances, a teacher so identified for a reduction in force shall be notified by June 15 

of the school year preceding the school year in which the reduction is to be effected.  In other 

circumstances, where the need for reduction is not determined by the School District until after June 15, 



38 

 

then the School District shall notify a teacher so identified as soon as practicable once the School District 

has determined the need for such a reduction, which shall then be effective as of the date determined by 

the School District. 

 

23.8.1. A teacher identified for RIF under this Article has the right to request a transfer to a vacant position 

or to a position held by a teacher without professional teacher status for which they are certified.  

The transfer request will be granted unless there is demonstrated reason to question the ability of 

the teacher to handle the particular assignment requested. The School District will act as final 

arbiter in cases of contested transfer requests. 

 

23.8.2. A teacher who has been identified for RIF under this Article may choose to apply to the School 

District for an Involuntary Leave of Absence.  This means an involuntary unpaid leave of absence 

to be granted by the School District for a period of two years; provided that said teacher has 

waived, in writing, subsequent to receipt of a notice of reduction-in-force, any present or future 

rights to a dismissal hearing relative to this RIF they may have pursuant to Chapter 71, Section 42 

and 43A of the Massachusetts General Laws.  See page 40 - Waiver Form. 

 

23.9. A teacher who has been reduced under this Article shall, for the first two (2) years after the effective date 

of reduction, retain the right to fill vacancies or new positions within the specific discipline area from 

which they were reduced. 

 

23.9.1.  Recall will be in the reverse order of reduction.  The Superintendent must decide on each RIF 

individually and the order of RIF shall be established by the sequence in which the decisions were 

made.  An up-to-date list of recall order by discipline shall be maintained by the Superintendent 

and shall be available to the Association upon request. 

 

23.9.2.  If subsequent to a RIF notice, a vacancy occurs in a discipline from which teachers have been 

reduced, a recall notice shall be sent via certified mail to the teacher most recently reduced from 

the discipline in which the vacancy exists. 

 

23.9.2.1. If a teacher fails to notify the Superintendent within fourteen (14) calendar days of the 

certified mailing of a recall notice of his/her intention to accept recall, said teacher shall 

forfeit all rights and benefits to this specific recall notice, but if the position is offered 

before July 31 and the teacher refuses, then all recall rights are forfeited. 

 

23.9.2.2. A teacher who declines recall to less than a full year position will remain on the recall 

list.  A teacher who declines recall to a full year position equivalent to the one they had 

shall forfeit all rights and benefits provided for in this Agreement, if the position was 

offered before July 31. 

 

23.9.2.3. Teachers with recall benefits are required to keep the Human Resources Office informed 

of their current mailing address. 

 

23.9.2.4. Teachers who have been RIFed shall be given preference on the substitute list should 

they so desire.  If a teacher who has been RIFed is assigned to a long term substitute 

position they will go on the appropriate salary step.  A long term substitute position is 

one in which a teacher is employed in one (1) assignment for a period of more than 

twenty (20) continuous teaching days. 

 

23.10.  Teachers identified for RIF who elect a two (2) year involuntary unpaid leave of absence will maintain 
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their professional teacher status, seniority, and other contractual benefits all determined as of the effective 

date of dismissal during the recall period.  Teachers identified for RIF who do not elect a two (2) year 

unpaid involuntary leave of absence will forfeit professional teacher status, seniority, recall rights, and all 

other contractual benefits upon the effective date of dismissal. 

 

 

23.11. When new positions not then included in any RIF pool are created, the Association and the School District 

shall meet to discuss the RIF pool in which the position should be included, or whether the position should 

be placed in a separate pool. 

 

 

ARTICLE 24 

ASSIGNMENTS AND TRANSFERS 

 

 

24.1. Except for unforeseen contingencies, teachers will be notified in writing of their program or assignment 

for the coming school year not later than June 1. 

 

24.2. Teachers will not be required to teach outside of their area of certification. 

 

24.3. Teachers who desire a change in their current assignments may request a transfer to a different building, 

grade and/or subject area of their preference.  All such requests will be acknowledged in writing.  Teachers 

who request transfers prior to April 1 will be notified in writing of the disposition of said request on or 

before June 15 or, at the latest, June 30. 

 

24.4. In cases of involuntary transfer, the teacher(s) involved will be consulted prior to the Superintendent’s 

taking any action on said transfer(s).  The Superintendent will, at the request of a teacher who is being 

involuntarily transferred, meet with said teacher and a representative of the Association, if the teacher so 

requests, to discuss the implications of said transfer and the teacher’s preference in that regard. 

 

24.5. Recognizing that the ultimate authority to set schedules remains with the School District, in determining 

work, class and caseload, administrators shall consider travel time by staff between and among school 

buildings. Travel time for itinerant teachers between buildings shall not be considered as lunch/prep time. 

 

24.6. Upon request by teachers who will be affected by a move, the school principal shall meet with the 

 teachers concerning the timing of the move, the supplies that will be made available, and what other 

 accommodations/compensation the school district may make available in recognition of the impact of 

 the move.  While recognizing that the ultimate decision to grant any accommodation or compensation 

 remains in the discretion of the school district, the parties agree that an effort should be made to identify 

 accommodations/compensation which the school district believes to be appropriate.  The school 

 principal shall give a response to affected teachers within a reasonable time of the meeting. 

 

24.7. School related travel in professional staff member’s own car shall be reimbursed at the IRS rate. 

 

 

 
 

ARTICLE 25 

VACANCIES AND PROMOTIONS 
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25.1. The Superintendent shall have posted in all school buildings and shall send to the President of the 

Association notices of all vacancies, including promotional positions not covered by this Agreement, as 

they occur or as they are anticipated.  During the summer recess, notices shall be mailed to the regular 

mailing address of teachers who have so requested. 

 

25.2. Such notices shall include a job description, statement of minimum qualifications, salary range, and the 

date by which candidates must apply.  A vacancy shall not be filled until it has been posted for at least 

seven weekdays, exclusive of holidays. 

 

25.3. Except for unforeseen contingencies, whenever a vacancy occurs on a preschool or elementary teaching 

team or in a building administrator, the teachers on the team with the vacancy or a committee of the faculty 

of the building in which the building administrator vacancy exists will be afforded the opportunity to 

interview the finalists for the position and to make their preference known to the Superintendent. 

 

 

 

ARTICLE 26 

TEACHER EMERITUS PROGRAM 

 

 

26.1. The intent of this provision is to create the position of Teacher Emeritus, a position which provides the 

opportunity of a teacher retired from the School District to continue his/her employment in the school 

system in an honorary capacity subject to the stipulations listed below.  The creation of this position can 

provide a benefit to the teacher, a financial saving to the District, an opportunity for employment and/or 

career advancement to other teachers, and an opportunity for the District to benefit from the experience 

and expertise of the retiree. 

 

26.2. The provisions of the Teacher Emeritus Program are as follows: 

 

26.2.1.  A teacher must have been employed a minimum of fifteen (15) years in the School District. 

 

26.2.2.  A retired teacher can be employed as a Teacher Emeritus for a maximum period of three (3) 

years.  These years need not be consecutive. 

 

26.2.3.  A Teacher Emeritus may teach the equivalent of no more than two (2) classes per year. 

 

26.2.4.  Each Teacher Emeritus on the 185-day schedule shall be allowed fifteen (15) days absence from 

school duties if occasioned by personal illness without loss of salary and three (3) personal leave 

days.  For teachers who are not scheduled to work full time, a day of absence shall be prorated in 

accordance with their teaching schedules.  These sick leave and personal leave days are not 

cumulative and Teachers Emeritus are not eligible for the provisions of the Sick Leave Bank. 

 

26.3. The position of Teacher Emeritus shall have no negative impact on the bargaining unit and/or its individual 

members. The employment of a Teacher Emeritus shall not cause the lay-off of any bargaining unit 

member, nor shall it cause the reduction of any bargaining unit member from a full to a fractional position 

or from a fractional position to a smaller fractional position.  No bargaining unit position shall be 

eliminated due to the employment of a Teacher Emeritus. 

 

26.4. Should a Teacher Emeritus leave the service of the School District during a year of employment, the 

position which he or she held shall continue to be a bargaining-unit position and shall be filled pursuant 
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to existing practice and policy. 

 

 

ARTICLE 27  

DEATH BENEFIT 

 

 

27.1. Upon the death of a teacher while still in active service with the Concord Public Schools, payment shall 

be made to the teacher’s designated beneficiary for unused sick leave equal to one-third (1/3) of the 

teacher’s accumulated sick leave up to a maximum of sixty-two (62) days.  For a teacher first employed 

after June 30, 2004, this benefit shall not exceed in any event thirty-five thousand dollars ($35,000).  For 

a teacher first employed on or before June 30, 2004 but after September 30, 1991, this benefit shall not 

exceed in any event twenty-seven thousand ($27,000) (provided that if such teacher continues at the time 

of death to be eligible for benefits under Section 11.5, then this Article 28 shall not apply).  For a teacher 

first employed on or before September 30, 1991, this benefit shall not exceed in any event forty-five 

thousand ($45,000) (provided that if such teacher continues at the time of death to be eligible for benefits 

under Section 11.5, then this Article 28 shall not apply).  

 

 

ARTICLE 28 

DISCIPLINE & DISCHARGE 

 

 

28.1. No teacher shall be reprimanded, reduced in rank or compensation, or deprived of any professional 

advantage without good cause.  In the case of a disciplinary suspension or termination, a teacher’s 

exclusive remedy shall be provided under applicable law, and there will be no separate recourse under this 

Agreement. 

 

28.2. The Association recognizes the responsibility of members of the administration to reprimand teachers for 

delinquency of professional performance.  The Association also acknowledges that nothing in this article 

prohibits or restricts the filing of letters, memoranda or other written material which might aide in making 

a subsequent objective evaluation. 

 

28.3. Any teacher without professional teacher status who is not reappointed shall be given, in writing, the 

reasons for the District’s action.  
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ARTICLE 29 

 

DURATION OF AGREEMENT 
 

29.1. The conditions of employment subject to the provisions of this agreement become applicable on July 1, 

2020 and shall continue to be so applicable until June 30, 2021. 

 

29.2. By agreement of the parties, negotiations for a successor agreement may commence prior to September 1, 

2020, at such earlier date as the parties may agree.  In the event that negotiations are undertaken for a 

successor agreement, all terms and conditions of this Agreement shall continue in full force and effect 

until a successor agreement is signed. 
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WAIVER FORM 

                  (See SECTION 23.8.2) 

TO: 

 

FROM: 
 

SUBJECT:    Employment Status Waiver - Involuntary Leave of Absence 

 

This is to notify you that the Concord Public Schools intends to decide on your employment status on  

 

_____________________________ consistent with the notification you have already received dated  

 

_____________________. 

 

You shall be considered on a two-year involuntary leave of absence and eligible for recall pursuant to the contract 

if you execute this waiver form.  Executing this waiver will also protect your professional teacher status, seniority 

and contractual benefits during the recall period.  Also, should you wish to be given preference on the substitute 

list during the recall period, you should notify the Human Resources Office. 

 

Your layoff has been caused by severe budgetary constraints and/or student enrollment decreases and in no way 

reflects upon your years of satisfactory service as a member of the professional staff. 

 

If you intend to elect involuntary leave of absence, please sign and return this form to the Human Resource 

Administrator by ___________________________________.  If we do not receive a signed form by this date, 

we will assume that you do not wish to accept involuntary leave of absence status. The Concord Public Schools 

will then undertake dismissal procedures pursuant to G.L.C. 71, S.42. and the Education Reform Act of 1993. 

______________________________________________________________________________ 

 

WAIVER 
In consideration of treating my lay-off as a two-year involuntary unpaid leave of absence, I hereby agree not to 

exercise any present or future rights that I have under G.L.C. 71, and S.42 and S.43A and relieve the Concord 

Public Schools of any obligation it may have to comply with said statutes with respect to this lay-off to be effective 

at the beginning of the _________ school year.  I understand that by accepting this involuntary unpaid leave of 

absence, I will retain all tenure rights, seniority and other contractual benefits in lieu of dismissal.  If I am not 

recalled during this leave of absence, I understand that the Superintendent will decide on my dismissal pursuant 

to C. 71 S. 42 at the end of the involuntary leave of absence and I hereby waive my rights pursuant to C. 71 S. 42 

and S. 43A with respect to Superintendent’s action at that time. 

 

 

______________________________________                            _________________________ 

                             Signature                                                                                        Date 

 

 

 

 

 

 

 

 

 



44 

 

SIGNATURE PAGE 

 

 

 

This Agreement has been mutually ratified by the Concord Teachers’ Association and the Concord School 

Committee. 

 

IN WITNESS WHEREOF the parties have caused these presents to be signed and delivered by their duly 

authorized representatives as of the day and year first below written. 

 

 

 

  

 

 

For the Concord Teachers’ Association: 

 

 

 

   

 

 

Date:   

 

 

 

 

 

 

 

 

 For the Concord School Committee: 

 

 

 

        

 

 

Date:         
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APPENDIX A 

THE MENTOR PROGRAM 

 

  Establish two categories 

 

 1. “Guide” program for those teachers new to CPS/CCHS who: 

- have had successful teaching experience (three years minimum) 

- were previously on professional status elsewhere. 

 

 2. True “mentor” program for those teachers new to CPS/CCHS who: 

- are working towards certification (rare) 

- have provisional certification and need mentorship to move to standard 

- request a more intensive experience 

- started in guide program, but chairperson (based on observation) feels 

                          they need more direct support. 

 

 Requirements of each category 

 

 1. Guide program would only require the paid day in the summer, followed by  

weekly guide meetings. 

 

The veteran guide would get $500 stipend (and could be the guide to more 

                        than one person if needed at additional stipend). 

 

There would be no PDP’s awarded due the nature of the program. 

 

2. The mentor program would require the mentor to focus on instructional  

as well as climate issues. 

 

Both mentor and mentee would attend 5 meetings per year in 

addition to paid summer day and the stipend would be $1,000. 

 

There would be peer observation and coaching. 

 

Mentors would be encouraged to take a DOE-sponsored mentor program 

prior to being a mentor (if this agreement continues, in future years, the 

DOE training would be mandatory). 

 

There would be a more stringent application process than for the guide 

Program. 

 

No one could mentor two people in the same year, however, if 

absolutely necessary, could be a guide to a second person with additional  

stipend. 

 

There would be PDP’s if the program meets the DOE requirements. 
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APPENDIX B - CTA GRIEVANCE FORM 
     Filed with employer on:     

     Filed at level: __ 1  __ 2 __ 3 

MEMBER INFORMATION        

Name of Grievant:             

School Site:            

         

Job Title:              

Supervisor:             

         

GRIEVANCE INFORMATION       

Statement of grievance:               

                  

                  

                  

                  

         

Articles/provisions violated:             

                  

         

Remedy sought:               

                  

                  

                  

Disposition level I:               

                

                

                 

Principal/Supervisor:         Date:    

         

Union Representative:         Date:    

         

Grievant:          Date:    

                  

Disposition level II:               

                

                

                 

Principal/Supervisor:         Date:    

         

Union Representative:         Date:    

         

Grievant:          Date:    
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CTA GRIEVANCE FORM (Continued) 
         
Disposition level III:               

(if applicable)               

                

                

                 

Principal/Supervisor:         Date:    

         
Union Representative:         Date:    

         
Grievant:          Date:    

         
 
 
 
 
 






















































































































































