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CONTRACT

Pursuant to the provisions of Chapter 150E of the General Laws of Massachusetts, this
CONTRACT IS MADE by the SCHOOL COMMITTEES OF AMHERST, PELHAM
AND THE AMHERST-PELHAM REGION (hereinafter sometimes referred to as the
Committee) and the AMHERST-PELHAM EDUCATION ASSOCIATION, an affiliate
of the Massachusetts Teachers Association and the National Education Association.

PREAMBLE

Recognizing that our common goal is to provide an educational program of high quality
and reasonable cost for the children of Amherst, Pelham, Leverett, and Shutesbury, we,
the undersigned parties to this contract, declare that:

The Superintendent of Schools of the Amherst, Pelnam, and Amherst-Pelham Regional
School Districts (hereinafter referred to as the Superintendent) has the responsibility for
implementing the policies established by the Committee.

The professional staff of the public schools of the Amherst, Pelham and Amherst- Pelham
Regional School Districts has the responsibility for providing effective instruction in our
classrooms.

Fulfillment of these responsibilities can be best achieved through consultations and frank
exchanges of views and information among the Committee, the Superintendent and the
professional staff as policies related to wages, hours and other conditions of employment
for the professional staff are formulated and applied.

We agree to the following principles and procedures in order to implement these
declarations.

ARTICLE 1 RECOGNITION OF BARGAINING AGENT

For the purpose of collective bargaining with respect to wages, hours and other
conditions of employment, the Committee recognizes in this contract that the Association
is the exclusive bargaining agent of all classroom teachers, department heads, registered
nurses, guidance counselors, librarians, school psychologists, speech pathologists, special
education teachers, ELL teachers, Title | coordinators, pre-school coordinators, staff
development coordinators, etc. (intent is to delineate all current positions in the
bargaining unit) except:

Superintendent

Assistant Superintendent

Business Manager/Treasurer

Supervisor and/or administrators (such as building principals) who are
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directly responsible to the Superintendent or the Assistant Superintendent
E. Assistant Principals

Exclusion of the above named personnel from the bargaining unit defined in this
contract does not constitute an exclusion of the possibility that the Association will act as
the bargaining agent for some of these persons under the terms of a different contract
which could define a different bargaining unit.

ARTICLE 2 MANAGEMENT RIGHTS

Under the laws of Massachusetts, the School Committees of Amherst, Pelham and
the Amherst-Pelham Region have the final responsibility for establishing educational
policies of the Amherst, Pelham and Amherst-Pelham Regional Schools, for management
of said schools and for directing their operation. This responsibility, which includes the
duty to maintain public schools and such other activities as it finds will best serve the
interest of member towns, to decide the need for school facilities, to determine the care,
maintenance and operation of buildings, lands, apparatus and other property used for
school purposes; to employ, assign, transfer and promote teachers; to suspend, demote or
dismiss teachers of the schools in the manner provided by statute or ordinance; to
evaluate the performance of, and to grant professional teacher status to teachers; all to be
carried out by the Superintendent of Schools as the executive officer of the School
Committee(s) consistent with statute and with the terms of this Agreement, to prescribe
hours for and working conditions for teachers; to regulate and restrict the use of school
property (real or personal); to implement improved benefits at any time for all or some;
make any pay deductions because of the absence of, or failure to perform work by
employees; and prescribe any professional improvement program or policies; to
determine class size; to prescribe rules for management, studies, classifications and
discipline for the public schools; to prepare and submit budgets to respective member
towns and, in its sole discretion, expend monies appropriated by member towns for
maintenance of the schools, and to make such transfers of funds within the appropriated
budget as it shall deem necessary; and to exercise such other authority, rights and powers
conferred upon the Committee by the laws of Massachusetts and the Rules and
Regulations of any pertinent agency of the Commonwealth.

The Committee agrees to take whatever action that may be necessary to give full
force and effect to the provisions of the Agreement.

As to matters not covered by this Agreement, except as abridged or modified by
this Agreement or any supplements hereto, the Committee retains all rights and powers
that it has or may hereafter be granted by law and shall exercise the same without such
exercise being made the subject of grievance and arbitration provisions of this Agreement
provided that no such right shall be exercised in violation of the terms of this Agreement
or of Chapter 150E of the General Laws.
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ARTICLE 3 NEGOTIATED POLICIES AND DISTRIBUTION

The Superintendent shall ensure that a written copy of current wage schedules and
all other current Committee policies regulating conditions of employment for
professional employees that have been negotiated and are effective as of the date of this
contract, as well as current administrative guidelines, regulations, and district philosophy
and objectives, are available for the reference of employees in each school building. A
signed copy of the negotiated wages and working conditions will be retained for
reference by the Association and Committee in the office of the Superintendent. None of
these policies shall be revised or abolished and no new policies will be established except
as provided in ARTICLE 4 of this contract.

ARTICLE 4 CHANGING POLICIES GOVERNING CONDITIONS OF
EMPLOYMENT DURING THE TERM OF THIS CONTRACT

Section A.  Negotiated Policies

No creation, abolishment or revision of policies affecting conditions of
employment as in ARTICLE 3 of this contract may be implemented by the
Committee during the term of this contract unless the Association agrees to such
creation, abolishment or revisions. However, during the term of this contract both
the Association and the Committee may propose new policies, abolishment of
policies, or revision of the policies governing working conditions with the
understanding that the other party is not obligated to, but may consider such
proposals. If both parties agree to consider a policy change during the term of this
contract, then consideration will be implemented in whatever manner seems
appropriate to both parties at the time. If both parties ratify a policy change during
the term of this contract, that change will be implemented on a mutually
acceptable date and a signed copy of the change will be placed on file in the office
of the Superintendent. If either the Association or the Committee does not ratify a
proposed policy change, no change will be implemented and both parties will be
obligated to continue accepting the implementation of policies as previously
defined in ARTICLE 3.

Section B.  Consultation on all new or non-negotiated policies

Before the Committee adopts a change in rules, regulations, or policies which
directly affects wages, hours, standards or productivity and performance, and any
other terms and conditions of employment which are not covered by the terms of
this Agreement, the Committee will notify the Association, in writing, through its
approved minutes, that it is considering such a change. The Association will have
the right to negotiate with the Committee, provided that it files such a request
with the Committee, within seven (7) days, excluding weekends and legal
holidays, after receipt of said notice.
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Section C.  Negotiation of new or non-negotiated policies

The Association or the Committee may propose new policies affecting terms and
conditions of employment for negotiation at any time. If both parties agree to
negotiate the policy and it is ratified by each, it will then become part of the
negotiated contract. In the event that a disagreement should arise between the
Association and the Committee as to what constitutes a change necessitating
negotiation under this paragraph, this condition shall be submitted for binding
opinion to the State Labor Relations Board.

Section D.  Joint-Labor Management Committee

The Amherst-Pelham Education Association and the Amherst-Pelham Regional
School Committee, the Pelham School Committee and the Amherst School
Committee, desiring to provide a means for improving communication between
them, hereby agree to the establish a Joint Labor Management Committee
(JLMC).

The (JLMC) will consist of four (4) Association representatives, appointed by the
President of the Association, and (4) representatives of the School District as
designated by the Superintendent. With 48 hours prior notice, either side may
bring individuals with specific subject matter knowledge or expertise to consult
on an issue, but that individual will not be a part of the JLMC’s deliberations
regarding the issue. The Committee shall begin to meet no later than May 1,
2018.

The purpose of the JLMC shall be to: 1) enhancing the collaborative relationship;
2) to seek to resolve issues of interest to the parties; and 3) where appropriate and
mutually agreeable, enter into agreements regarding such issues.

The parties agree that meetings of the JLMC will meet monthly during the school
year at mutually agreed-upon times. The JLMC may conduct additional meetings
in its discretion.

Agenda items shall be exchanged 48 hours in advance of a scheduled meeting,
unless the members of the JLMC agree otherwise. If no agenda items are
submitted by this time, the meeting will be cancelled. Otherwise, procedures
covering the conduct of the meeting will be established by the Joint Committee.

Without limiting the scope of the JLMC as described above, the following issues
are assigned to the JLMC:

« Guidelines on administrators asking for volunteers
« Veritime

« Student discipline

« Separation agreements

« Equity of duties as assigned
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« Job descriptions

« Student attendance

« Adequate prep times for all teachers

« Elementary specialist caseloads

. Evaluation cumbersome/collection of evidence
« Work creep

« Prioritizing tasks

« Access to buildings

« Substitute staff

« Working through lunch during summer (Unit B)
« Equity of personal day and vacation use

« Building safety/environmental concerns

« Physical safety concerns (student behavior)

« Lunch breaks (taking them)

« Guidance counselor caseload (crisis impact)

« Transportation of students by staff

Review of Paraeducator Planning/Prep Time (toward end of 2018-19 school year)

ARTICLE 5 GRIEVANCE PROCEDURE

It is conceivable that disputes may arise over the interpretation and proper
implementation of policies associated with the Contract. Any such dispute will be
known as a grievance and will entitle professional employees covered by this
Contract or the Association to the right to utilize a formal grievance procedure. To
utilize a formal grievance procedure, any professional employee or the Association is
required to first petition the building principal for a redress of the grievance. Step 1
may be bypassed provided the grievant (or the Association) and the principal agree.
In this case, the grievance would be filed directly with the Superintendent.

Step One

The first petition must be dated and presented to the principal within thirty (30) days of
the knowledge of the action which constitutes the bases for the grievance, and must
indicate the precise nature of the grievance and the remedy sought. Within ten (10) days
of receiving the petition, the principal must provide the employee with an official written
response to the petition.

Step Two

If the response at Step One does not satisfy the Association and/or the grievant, a written
request for a meeting may be forwarded within ten (10) days of the date of the response
at Step One, or of the date said response was due, whichever is earlier, to the
Superintendent or the Superintendent's designee (with full authority to act for the
Superintendent). The Superintendent or his designee shall schedule a meeting within ten
(10) days of receiving the request for same.
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Step Three

If the results of the meeting with the Superintendent or his designee do not satisfy the
Association and/or the grievant, a written request for a meeting with the Committee may
be forwarded within ten (10) days, to the Superintendent. The Superintendent shall
schedule such a meeting in the executive session of the next regular monthly meeting of
the Committee. The School Committee shall render a decision, in writing, within fifteen
(15) days of the close of the executive session.

Step Four

If the School Committee's response to the grievance is not satisfactory to the Association,
or if no decision has been received by the Association within fifteen (15) days after the
conclusion of the executive session, the Association may submit the grievance to final
and binding arbitration by giving the School Committee written notice, within fifteen
(15) days of the Association's receipt of the School Committee's written answer or within
fifteen (15) days of the date such response should have been received, whichever is
earlier, of the Association's desire to arbitrate the problem.

a. The parties shall attempt to agree upon an arbitrator, but if agreement is not
reached within ten (10) work days after receipt of said notice, the grievance shall
be submitted within ten (10) work days thereafter to the American Arbitration
Association.

b. The arbitration proceeding will be conducted under the rules of the American
Avrbitration Association. The arbitrator shall have no authority to add to, subtract
from, modify, change or alter any of the provisions of this Agreement. The award
shall be final and binding on the School Committee, the Association and the
grievant. Each party shall bear the expenses of its representatives and witnesses,
and the fees and expenses of the arbitrator shall be borne equally by the parties.
The Association may have representatives at arbitration hearings held during the
school day, with no loss of pay, provided the number of Association
representatives does not exceed three (3).

C. If the School Committee claims the Association has violated any provision of the
Agreement, it may present such claim to the Association, in writing, and if the
parties fail to settle it within ten (10) calendar days, the School Committee may
submit the problem to arbitration under the provisions of this Article.

Grievance Records: Once final action has been taken on a grievance, only a simple
record of the decision may be entered in appropriate personnel files. Moreover, no
written communication or other document relating to the grievance shall be filed in
the official personnel file of any employee involved in presenting a grievance under
this contract. A representative of the Association may inspect any record of a
grievance decision prior to, or after its being filed in a personnel folder of an involved
employee covered by this contract.
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The formal grievance procedure described shall not be construed to prevent
individual employees or groups of employees from using more informal procedures
which meet the approval of the Superintendent, as long as the Association is present
at such meetings and any solution reached is not in violation of the terms and
conditions of this Agreement.

Time limits included in the Article are considered maximum unless extended by
mutual agreement in writing.

Any grievance which is in process when this agreement reaches its expiration date (or
any extension thereof) will be processed under the provisions of this Article.

ARTICLE 6 NO STRIKE PROVISION

During the term of the Agreement, the parties hereto agree that there shall be no
strikes of any kind whatsoever, work stoppages, withholding of services, slowdowns, or
interference or interruption of the operation of the School Department by any employee
or the Association.

Nor shall there be any strike or interruption of work during the term of this
Agreement because of any disputes or dis agreements between any other parties who are
not signatories to the Agreement.

Employees who violate this provision shall be subject to disciplinary action,
including discharge, and any claim by either party against the other of a violation of this
Article shall be subject to arbitration as provided for in Article 5 of this Agreement.

ARTICLE 7 ADMINISTRATIVE REGULATIONS

When an administrative regulation is required to implement School Committee
policy that directly affects wages, hours or other terms and conditions of employment, the
Superintendent will notify the Association, in writing, of the proposed regulation, inviting
the recommendations of the Association on the matter, ten (10) days before the issuance
of the regulation.

ARTICLE 8 TEACHING PERSONNEL: GENERAL
Section A. Recruitment and Selection

Each person shall, as a condition of qualification for employment be a graduate of
an accredited college, teacher's college or university, or in the case of nurses an
appropriate nursing program and shall present such evidence of course of study,
credits and grades as may be requested by the Superintendent. In addition, each
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person who is applying for appointment shall be eligible for regular or emergency
certification by the Massachusetts Department of Elementary & Secondary
Education. Exceptions may be made in the case of those teachers currently
employed in the system.

Each candidate shall be considered by Building Administrators plus appropriate
Supervisor, other administrator, Department Head and educational team
representative. Their separate and/or collaborative recommendations shall be
transmitted to the Superintendent who shall take actions as he or she determines is
justified.

Section B. Placement on Schedule

In the initial placement of teachers on the schedule, the Superintendent of Schools
shall be responsible for evaluating the training and experience of such teachers in
determining the step on the salary schedule at which the teacher shall begin.

Section C.  Appointments

All appointments shall be made by the Superintendent of Schools.

Section D.  Physical Examination

An evaluation of health, including a medical history and physical examination
shall be required of each candidate for a position on the professional staff prior to
appointment. The Committee may, from time to time, require a re-examination.
The teaching personnel are required to have a tuberculosis examination every
three (3) years.

Section E. Professional Conduct

Each teacher shall follow the Code of Ethics as attached to this contract as
Appendix A and as may be modified by the Amherst-Pelham Education
Association.

Section F. Notification of Intent

The Amherst-Pelham Education Association strongly urges that any teacher who
intends to leave the system notify his/her principal of such intentions by March
15th. In the event that unexpected developments make later decisions necessary,
the teacher involved should discuss his/her plans with the Principal and/or
Superintendent at the earliest possible date.

Section G.  State and National Criminal Background Check

The parties agree that, pursuant to M.G.L. c. 71 838R, State and National
Criminal Background Checks (SNCB) will be conducted every three (3) years for
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employees covered by this Agreement. An individual’s record may be checked on
a more frequent basis with reasonable cause.

1. The Superintendent or a Central Office administrator designated by
him/her will be the only persons authorized to request SNCB checks.

2. A copy of an individual’s SNCB report will be available to the employee
upon request. If the SNCB request shows any activity, a copy will be
immediately forwarded to the employee.

3. All SNCB reports will be maintained in the Superintendent’s office, in
separate confidential files.

4. Any disciplinary action taken as a result of SNCB checks will be in
accordance with the terms of this Agreement and/or applicable state law.

ARTICLE 9 WORK YEAR, WORK DAY
Section A. School Year

A school year is defined as that part of the year during which all teachers are to be
present for duty and will mean no more than 184 working days plus two (2) new
teacher days, with no more than 184 days for students. Veteran teachers will not
be required to be present for duty before September 1.

Section B.  Working Hours

The teacher as a member of a professional team is an appropriate judge as to
when his or her professional responsibilities have been completed. A working day
for teachers is defined as that part of a day during which all teachers are expected
to be present for duty and will be no more than seven (7) hours, exclusive of a
lunch period.

Section C. Part-Time Teachers

1. The regular working day for a half-time teacher, other than those cited in
paragraph two (2) below, will be 3.5 hours exclusive of a lunch period.

2. Employment time of part-time teachers will be prorated to a thirty-five
(35) hour week. Part-time teachers will ordinarily have preparation time
and administrative assignments in relative proportion to that expected of a
full-time teacher.

3. Part-time teachers are expected to attend all regularly scheduled

department meetings, building staff meetings and parent nights. Part-time
staff will be required to participate in curriculum days and teacher work
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days only to the proportion of the day that matches their teaching contract.

Section D. Lunch Period

Every teacher employed in any of the schools whose duties commence prior to
twelve o'clock noon shall be allowed a thirty (30) minute lunch period between
the hours of ten o'clock (10:00) in the forenoon and one thirty (1:30) in the
afternoon, and shall not be required to perform any duties during said lunch
period.

Section E.  Extended Services Compensation

Whenever possible, all meetings that require the attendance or professional
services of teachers will be scheduled during the regular work day. Exceptions to
this scheduling may be regularly scheduled department or elementary curriculum
committee meetings, building staff meetings, and parents’ nights, in accord with
current practice. Each teacher may be required to attend a second annual evening
event to support school community and/or student achievement as identified by
the building principal. These second evening events may not occur on the same
night for all teaching staff. If such additional attendance is required, teachers shall
be paid at their current rate of pay for the amount of time scheduled for the event.

Whenever a teacher is required by the School Department to attend an in-service
or training program beyond the regular working hours, except as agreed upon in a
negotiated policy, such a teacher will be paid at the following hourly rate: $15.99
an hour.

Whenever the professional skills of teachers are required by the School
Department for service to students with special needs under Chapter 766 of the
General Laws, beyond the regular working day, such teachers will be paid at the
following hourly rate: $20.77 an hour.

ARTICLE 10 ASSIGNMENT AND WORK LOAD
Section A. General

Each teacher shall be assigned teaching duties by the Principal. In the case of the
teachers, this assignment will be made after the Principal has received a
recommendation from the concerned Department Head. A teacher shall be
assigned by the Principal to teach a particular subject when no department has
been established.

Each teacher within an established department shall be subject to the direction and
supervision of the Department Head with respect to courses taught and details of
course substance. In the absence of a Department Head, the teacher shall be
subject to the direction and supervision of the Principal in these matters.
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Whenever possible, each teacher shall be notified of his/her assigned teaching
duties for the next school year prior to the end of the current school year. This
will include building assignment and, if scheduling is completed, the number of
sections and specific classes to be taught. Such notification does not preclude
subsequent adjustments made necessary for personnel or enrollment reasons.

A teacher may appeal his/her teaching assignment within thirty (30) days of the
notification as described above. Such appeals will be directed to the building
Principal. If the appeal is not resolved satisfactorily, further appeals may be made
to the Superintendent. Appeals made under this section shall not be subject to
grievance arbitration.

Section B. General Duties

All high school teachers are expected to attend all duly called meetings of the
school system and the department in which they teach.

All high school and middle school teachers are expected to cooperate actively
with the head of the department or the curriculum leader in the subject they teach.

All teachers have the right to decline a nomination to serve as head or coordinator
of the department in which they teach.

All teachers are expected to cooperate actively in carrying out the approved
district curriculum recommendations of established curriculum committees or
principal.

All teachers shall cooperate with the administrative officers to whom they are
responsible.

Section C.  Other Regular Duties

The Principal may assign any teacher certain other regular duties in addition to
meeting classes. These may include:

1. Assisting in maintaining discipline
2. Supervising homeroom/advisory activities
3. In an emergency, assisting temporarily with classes whose teacher is

absent, but only after all efforts to secure a substitute have been exhausted
and only until such substitute can be found. (SEE ARTICLE 14,
SECTION J)

These may include no more than one of the following per day:

1. Supervising study periods or open lab classes
2. Supervising a playground
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3. Supervising a cafeteria
4. Supervising arrival or departure of busses
5. Supervising corridors and lavatories.

They may not include, except in an emergency situation, duties for which other
school employees, such as cafeteria workers, custodians, health and secretarial
personnel are employed.

This section will not apply to nurses.
Section D.  Extra Duties
Any teacher may be requested to accept or may request to be assigned one (1) or
more of the following extra duties. No teacher shall be assigned to such extra

duties against his or her will.

Duties for which extra compensation shall be received include:

1. Serving as Department Head or Curriculum Leader.
2. Serving as System Subject Coordinator.
3. Extra-curricular positions as outlined in Article 14, Section K.

Section E. Class Size

The goal of the Committee is to have class size which does not exceed an average
of twenty-five (25) students. The Committee will assign students in an equitable
manner so that there is no disparity among the sizes of the classes in a particular
grade, and/or subject area.

Whenever more than twenty-five (25) students are to be assigned to a class, staff
affected will be consulted before final decisions are made. Appeals on such
decisions will be directed to the Superintendent.

Section F. Prep Time

Each full time teacher shall be entitled to a duty-free preparation period in
addition to a duty free lunch, on each full work day. Preparation time will be
prorated for part-time teachers. The preparation period shall be scheduled during
student instructional time. For the purposes of this paragraph, early release time
on Wednesdays at the elementary level shall be considered part of student
instructional time. The preparation period shall be forty (40) minutes in length for
elementary teachers. In addition, one team collaborative period per week of not
less than forty (40) minutes in length, shall be scheduled for elementary teachers.
Unless otherwise approved by the elementary building principal, collaborative
team time and individual preparation time on Wednesdays will occur during the
early release portion of the day.
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At the elementary schools, early release of pupils on Wednesday afternoons will
be used for individual preparation time, collaborative team time and time for
focused meetings between and among classroom teaching staff, special education
staff, ELL staff, coaches, related service providers and other specialist staff. Such
meetings may include collaboration across grade and subject areas.

Collaborative teams will be defined by the District Advisory Committee.

Wednesday afternoon schedules and activities will be planned collaboratively
between administration, including district administration and staff, using the
Principal’s advisory councils established in each building pursuant to article 24 of
this agreement.

At the elementary schools, two (2) early release days, in addition to the early
release days defined below in Article 10, Section F, will be scheduled annually
during the months of October/November, in order to facilitate the scheduling of
parent teacher conferences. Additional conferences may be scheduled at the
discretion of the parent and the teacher.

Section G. Annual Caseload Review

Annually, building principals shall review the caseloads of specialists, guidance
counselors, ELL teachers, special education teachers, special education liaisons,
intervention teachers and deans (where applicable) for the purpose of trying to
ensure, as best as is practicable, a balanced and equitable caseload among staff in
the same role.

Section H.  Changes in Class Schedule
The District shall consider the effect on common planning, prep time and other

district or building initiatives, such as co-teaching, when developing schedules for
instructional staff.

ARTICLE 11 VACANCIES AND TRANSFERS
Section A. General

Each teacher shall be assigned to a building with the approval of the
Superintendent of Schools. Assignments shall be made in consideration of the
current needs in each school and the apparent capabilities, major training, and
interest of the teacher.

Section B.  Vacancies/Postings

1. When a vacancy occurs in a position covered by this contract, the
Superintendent with input from principals shall determine qualifications
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for the position.

2. All postings of vacancies shall include the following statement: The
applicant should be aware that, if she/he is successful and is moving into
another district, this transfer will result in the loss of Professional Teacher
Status and seniority for purposes of the Reduction in Staff provision of the
collective bargaining agreement.

3. The position will be posted in all teachers' lounges and workrooms, and in
the central office for at least five (5) school days during the work year and
ten (10) calendar days during the summer. Posting and public
advertisement may take place simultaneously.

4. Qualified and interested currently employed teachers may apply for a
transfer during the posting period. Applicants for transfer will always be
interviewed for the position and will be notified of the
principal/Superintendent's decision as to their transfer request, and if
denied, the reason for the denial, before any outside candidates are
interviewed and considered for the position.

5. If the position remains unfilled after consideration of the transfer requests
of currently employed teachers, a currently employed teacher, including a
teacher who requested a transfer, may still apply for the vacancy and be
considered and interviewed along with applicants from outside the school
system.

6. Diversity and multi-cultural goals shall be considered in making all hiring
decisions.

Section C.  Applications for Transfer

By June 1 of each year, teachers not filling temporary positions who wish to be
considered for transfer to other positions within their district that may become
available during the summer will notify the Superintendent of their interests.
Transfer requests received prior to advertisement of vacancies will be considered
first and responded to in writing. In all cases, no external application received
prior to a public advertisement will be considered until the internal posting period
is over and internal transfer requests have been considered.

ARTICLE 12 PROFESSIONAL GROWTH AND DEVELOPMENT

Refer to Appendix “Educator Evaluation” documents and related Implementation
Agreements.
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Section A. General

The purposes intended to be served by expecting regular and orderly attention to a
program of growth and development include:

1. Bringing to each teacher insight and perspective for recognition of the
purpose of education in our society.

2. Bringing to each teacher a sense of participation in a total educational
project.
3. Bringing to each teacher an awareness of the gains made in the

understanding and importance of subject matter.

4. Bringing to each teacher knowledge and experience in new teaching
methods and use of teaching aids.

5. Keeping alive the excitement of learning.

Section B.  Professional Development Needs Assessment

The School Districts shall conduct a Professional Development Needs
Assessment each year to determine professional development needs. The
Professional Development Committee will develop and administer the survey
annually.

Section C. In-Service Credits

In accordance with appropriate laws and legislation, the Districts shall endeavor
to provide internal or external professional development trainings to participants
to allow staff to relicense at low to no cost.

The ARPSU Professional Development Program consists of a series of locally
based courses offered by Amherst-Pelham/Amherst-Pelham Regional staff to
Ambherst- Pelham/Ambherst-Pelham Regional staff designed to give teachers an
opportunity to further their professional development and earn in-service credits
for movement to M+30/M+45 lanes. Faculty development for earning for the
M+30/M+45 lanes, lane may also include a cluster of other professional activities,
for example, mentoring and publishing. The Professional Development
Committee shall make final recommendations to the Superintendent for credit
value of activities associated with the Staff Development Program. Professional
Development Opportunities shall be posted in each school and on My Learning
Plan for all staff.

The Program is administered by the Professional Development Committee. The
Professional Development Committee (hereinafter referred to as the PDC) will be
formed yearly to serve as the screening committee for all functions of the
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Amherst-Pelham/Ambherst-Pelham Regional Professional Development Program.
It will be composed to two representatives of the APEA, one elementary and one
secondary appointed by the APEA President, and the Superintendent or
designee(s). The APEA representatives will earn one in- service credit and 15
PDPs for each full school year on the PDC.

1.

a.

3.

Responsibilities of the PDC

The PDC shall arrive at is decisions by consensus. It may designate
a chair for purposes of organizing meeting and preparing agendas.
The PDC will meet at least once a month during the school year at
an agreed upon time.

If no proposals need to be approved or credits awarded, a meeting
need not be held.

The PDC will provide assistance in the development of course
proposals.

The PDC will review proposals prior to each scheduled meeting.
The PDC will make recommendations for approval/disapproval of
all proposals based on their contribution to the fulfillment of
School and/or District Improvement Plans.

The PDC will review completed courses/projects, records of
attendance and participant feedback to make recommendations for
credit. The feedback form shall be provided by the PDC for all In-
Service courses for the purpose of evaluating the quality and
applicability of the course. Aggregate feedback data from each
course will be compiled and reviewed by the PDC.

In-Service Instructor Guidelines

Courses shall involve substantial time, rigor and a final project or
instructor-selected assessment instrument. The instructor may
receive assistance in the proposal development from the PDC.
The instructor will submit the course proposal according to
deadlines established by the PDC.
The course proposal must include a syllabus and an anticipated
participant product or means of demonstrating participant
proficiency.
Upon completions of the course, the instructor will submit to the
PDC:

1) Participant attendance records,

2) Completed course work and projects.

In-Service Participant Guidelines

A Professional Development Committee will be formed annually to
support the commitment to continuous learning for all educators to think
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critically and creatively, foster new and expanded understandings and
practices, develop skills, address and tackle complex problems, and
sustain the transfer and application of new learning to practices. This
committee shall consist of 1 representative of the APEA from each
elementary and secondary school (appointed by the APEA President), and
the Superintendent or designee(s). The APEA representatives will earn
one in-service credit and 15 PDPs for meetings and committee
responsibilities occurring for a minimum of 10 hours for each full school
year serving on the PDC.

The Committee will develop and administer a needs assessment survey at
the start of the school year and will use the results of this survey, as well
as the District Improvement Plan, to offer suggestions for the professional
development focus of the District. The Committee will conduct a similar
survey in mid-late spring to gather feedback perspective from educators on
the year of professional development and to use results to make
suggestions on the direction of professional development for the following
school year.

The District Professional Development Committee will be responsible to:

« Administer and analyze an annual survey of district educators to suggest areas
of need for professional growth, and meet with the Curriculum Coordinator to
review results in the fall and spring.

» Recommend topics and presenters, and when possible, contribute to the
planning of Professional Development Days or Curriculum Days held prior to
the start of the school year and during the school year.

« Create a handbook (or a form of digital communication) to relay information
to educators at least once/year, with updates occurring as needed. The
handbook will include but not be limited to: accessing funds for external
professional development, organizing a professional learning community
(PLC), designing opportunities for embedded professional development
(creating/revising curriculum, peer observations, inquiry groups, etc.),
tracking professional development points (PDPs).

» Promote training and support for the integration of technology into teaching
and learning that enhances access to curriculum.

PDC Subcommittee on ARPS-U

Additionally, a subcommittee of the Professional Development Committee
(PDC) will be formed yearly to serve as the screening committee for all
ARPS-U courses of the Amherst-Pelham/Amherst-Pelham Regional
Professional Development Program. This committee will be composed of
two representatives of the APEA, (one elementary and one secondary
appointed by the APEA President), and the Superintendent or designee(s).
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The APEA representatives will earn one in-service credit and 15 PDPs for
each full school year on the PDC-ARPS-U subcommittee.

Professional development provided through ARPS-U will consist of a
series of locally based courses offered by Amherst-Pelham/Ambherst-
Pelham Regional staff and is designed to give educators an opportunity to
further their professional development and earn in-service credits for
movement to M+30/M+45 lanes within the ARPS School District.

Responsibilities of the ARPS-U Committee

The ARPS-U Committee shall arrive at its decisions by consensus. It may
designate a chair for purposes of organizing, meeting and preparing agendas.
The ARPS-U Committee will meet at least once a month during the school
year at an agreed upon time. If no proposals need to be approved, credits
awarded or data reviewed, a meeting will not be held.

The ARPS-U Committee will provide assistance and feedback in the
development of course proposals.

The ARPS-U Committee will review proposals prior to each meeting.

The ARPS-U Committee will make recommendations for
approval/disapproval of all proposals based on its contribution to the
fulfillment of school and /or District Improvement Plans.

The ARPS-U Committee will review completed courses/projects records of
attendance and participant feedback to make recommendations for credit. A
feedback form shall be provided for all ARPS-U courses for the purpose of
evaluating the quality and applicability of the course. Aggregate feedback data
from each course will be compiled and reviewed by the ARPS-U Committee.
Proposals for other staff development activities including but not limited to:
must be pre-approved by the ARPS-U Committee if they are to be credited for
lane advancement.

ARPS-U Instructor Guidelines

Courses shall involve substantial time, rigor and a final project or instructor
selected assessment instrument. The instructor may receive assistance in the
proposal development from the ARPS-U Committee.

The instructor will submit the course proposal according to deadlines
established by the ARPS-U Committee

The course proposal must include a syllabus and an anticipated participant
product or means of demonstrating participant proficiency

Upon completion of the course, the instructor will submit to the ARPS-U
Committee samples of completed coursework and projects for the purpose of
evaluating the quality and applicability of the course.

Participant Guidelines
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Staff will submit a registration form through My Learning Plan. Space may
be limited.

+ Staff may not receive credit for the same course work twice

 Staff is expected to attend course sessions and to complete coursework and
projects.

« Staff is expected to arrange to makeup course work missed due to unforeseen
illness or other situation.

 Staff is responsible for keeping copies of their PDP certificates. Successful
completion of coursework will be recorded in My Learning Plan.

ARPS-U Credit Guidelines

 Fifteen hours of work including at least 10 hours of in-person class contact
time, earn one in service credit and 15 PDPs. A similar ratio shall apply to
independent projects.

»  Credits will be granted by the District upon successful completion of the
course/project

» Professional Development Presenters will receive double the approved course
credits for the first time a course is offered and the approved course credits
thereafter

« Compensation for Professional Development Presenters may be in the form of
course credits or stipends but not both. Stipends will not be provided for
courses offered during the workday.

Additional information

Professional development towards earning a M+30/M+45 lane may also
include a cluster of other professional activities such as curriculum
revision study groups, contribution to professional organizations
(including APEA, MTA, NEA) or conferences and publishing. The
Professional Development Committee shall make final recommendations
to the Superintendent for the credit value of activities associated with
other professional activities inclusive of but not limited to activities listed
above.

Discretionary efforts for ongoing professional growth are a hallmark of the
excellence in teaching and learning in our district. For colleagues who
have already achieved M+45, professional activities in PLC’s, as noted
above, and/or attendance at conferences earn additional professional days
beyond what may typically be utilized in a school year, not to exceed 3
additional days in a given academic year.

Approval of this request is at the discretion of the Superintendent and is
not subject to the grievance process beyond the Superintendent level. A
written report, brief summary or sharing of information may be required of
any educator attending such sessions and these sessions must be in accord
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with the goals of and provide a benefit to the school system.

In addition to ARPS-U courses, the District offers school-based
opportunities, professional learning communities, and District-wide
professional learning. These opportunities will not require the preapproval
from the PDC. Offerings will be communicated through My Learning
Plan and/or listed on the District’s website. Staff may request the
opportunity to attend professional development outside of the District.
Approval for attendance, courses, workshops etc. is at the discretion of the
building principal.

Funding consideration for PLCs or Inquiry groups should be directed to
the building principal, Curriculum Coordinator and/or the Superintendent
or his/her designee.

4. Alternative In-Service Activities Guidelines

a. Proposals for other staff development activities must be pre-
approved by the PDC if they are to be credited for lane
advancement. Such proposals may include curriculum revision
study groups, contributions to professional organizations or
conferences, or publication.

b. The proposer may receive assistance in proposal development from
the PDC.

c. When the project or activity is completed, the proposer will return
to PDC for a review of completed work.

5. In-Service Credit Guidelines

a. Fifteen hours of work, including at least 10 hours of in-person
class contact time, earn one in-service course credit and 15 PDPs.
A similar ratio shall apply to independent projects.

b. Credits will be granted by the District upon successful completions
of the course/project.

c. Professional Development Presenters will receive double the
approved course credits for the first time a course is offered and
the approved course credits thereafter.

d. Compensation for Professional Development Presenters may be in
the form of course credits or Stipends, but not both.

ARTICLE 13 EVALUATION

Refer to Appendix “Teacher Professional Development and Evaluation” and related
implementation Agreements.
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Section A.  General Purposes

The purpose of evaluation is to assess the performance and support the
professional growth of teachers in order to ensure effective service to the children
of our local school communities.

Evaluation related to the issuance of contracts for the following year will be
submitted to the Superintendent by May 1.

Decisions on renewal of contracts related to teacher performances will be based
on the evaluation process established in negotiated policies.

Section B. Just Cause

No teacher will be disciplined, reduced in pay or rank, discharged or denied a
benefit without just cause.

Section C. Comments

Upon receiving a complaint from a colleague, parent or student against a member
of the bargaining unit, the District shall have seven (7) school days to gather
information and determine whether to conduct an investigation. If the District
decides to conduct an investigation, it will notify the subject of the complaint (by
the seventh day) by providing the subject sufficient details such that the subject
may reasonably respond to the complaint. This shall include, but not be limited
to, the identity of the individual(s) who made the complaint.

No individual who is the subject of a complaint shall communicate with the
individual(s) who filed the complaint regarding the complaint or act in any
manner, either directly or indirectly, toward the individual(s) that may negatively
affect the investigation. The individual who is the subject of the complaint will
be apprised of his/her right to request Association representation at any meeting
with administration regarding the complaint.

After the investigation is complete, the District shall determine whether the
complaint is substantiated or unsubstantiated, and shall reduce its determination to
writing. If the complaint is substantiated, it shall be placed in the subject’s
personnel file. If the complaint is unsubstantiated, it shall be maintained in a
separate District file. A copy of the determination shall be provided to the subject
regardless of whether the complaint is substantiated or unsubstantiated.

The person who has been the subject of a complaint shall have the right to submit
a written response to the complaint. The subject’s response will be included with
the investigation report, i.e., in the subject personnel file if substantiated or in the
District’s file if unsubstantiated.

For the purposes of this article, a complaint is defined as an allegation that may
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lead to disciplinary action or a negative comment on an evaluation and which is
not reportable to the Department of Children and Families (DCF); the Disabled
Persons Protection Commission (DCCP); state, local or federal law enforcement;
or the district attorney or other similar agency. If an allegation is reportable to an
outside agency, the timelines set forth above shall begin from when the District is
notified that no action will be taken by the enforcing agency.

Section D. Nurses

Nurses will be evaluated by the Student Services Administrator with input from
the building administrator and/or nurse leader, if applicable.

ARTICLE 14 SALARY GUIDES
Section A. General

Compensation shall be according to the schedule or schedules as established by
the School Committee in negotiation with APEA. These schedules shall be
subject to such modifications as the Committee shall deem necessary except that
no proposed revisions will be acted upon unless the duly recognized teachers'
organization has been given prior notification and has approved the proposed
revisions.

Section B. Placement on Schedule

Each teacher shall be appointed at a salary which is neither higher nor lower than
that of the first step, on the appropriate schedule, to which the teacher's training
and experience would indicate that he/she be placed on. An exception may be
granted for those teachers who are employed for a limited time under the rules
and regulations of the Department of Education governing emergency
certification. In the initial placement of teachers on the schedule, the
Superintendent of Schools shall be responsible for evaluating the training and
previous experience of such teachers in determining the step on the salary
schedule at which the teacher shall begin.

In assigning teachers to placement on the MA+30 or the MA+45 salary schedules,
one (1) of the following criteria must apply to the college hours counted for this
purpose:

1. The college hours must be earned subsequent to receipt of the Master's
Degree,
OR
2. The hours are part of at least sixty (60) college hours earned towards a
Doctoral Degree, and the Master's Degree has been awarded in the
process.
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Section C.  Credit for Previous Experience

For purposes of placement on the salary schedule, credit for previous teaching
and/or equivalent experience of particular value shall be given.

Section D.  Salary Increments

Salary schedule increments are not automatic. The Superintendent may deny a
salary increment for one of the following reasons:

1. Failure to give evidence of satisfactory growth and improvement as
prescribed under ARTICLE 12.

2. Unethical behavior as judged by the Superintendent in reference to the
Code of Ethics included in this contract.

3. Failure to adhere to written directives of system administrators.

4. Failure to achieve an overall rating of “Proficient” on a formal evaluation.

Section E. Retirement Increment

A $2000 increment will be granted in his/her last employment year to any teacher
who retires from the system under Massachusetts retirement and disability laws
provided that:

1. The teacher has been employed fifteen (15) or more years in the Amherst,
Pelham, and/or Amherst-Pelham Regional District Public Schools, AND

2. The teacher provides the Superintendent with a written notice of intent to
retire by December 1st of the school year prior to the fiscal year in which
he/she intends to retire.

3. It is understood and agreed that the retirement increment shall be paid to
the teacher in the last paycheck received in the fiscal year in which he/she
retires.

Section F. Health and Accident Insurance

The School Committee shall assume responsibility for payment of seventy-five
percent (75%) of an approved PPO plan or eighty percent (80%) of an approved
HMO plan.

Upon execution of this agreement, the Amherst School Committee and the
Regional School Committee agree to adopt the policy governing the provision of
health insurance coverage for domestic partners in effect for employees of the
Town of Amherst as of September 1, 1998.

31



Should that or similar policy be adopted by the Town of Pelham, the Pelham
School Committee agrees to make said benefit available to its employees as well.

Section G.  Salary Payment Schedule

Teachers shall have the following options of receiving their pay in:
1. 22 equal payments, OR IN

2. 26 equal payments or in equal payments with a lump sum payment on the
first payroll period in July to include the amount that would have been
paid in July and August. The election must be made before the first day of
the work period and shall be irrevocable for the year.

3. When the first regularly scheduled payroll in September falls before
September 6th, there will be an automatic three-week pay gap to ensure
employees are not prepaid.

Section H.  Driver Education Salary Rate

The hourly rate for driver education teachers working beyond the regular school
day shall be:

$18.09 per hour

Section 1. Travel Reimbursement

Any teacher whose regularly assigned duties require travel in excess of one (1)
mile between school buildings shall be compensated for such travel at the IRS
prevailing rate.

Each such teacher shall annually estimate his/her expenses to each town (Amherst
and Pelham) for the succeeding year, and shall submit this estimate to the School
Business Office before November 1st of the prior year. Each such teacher shall
also include in his/her application for travel reimbursement a record of points of
departure and destination with mileage in between. Amherst travel will be
computed separately from travel to Pelham.

Section J. Extra Class Coverage

Regular teachers working as part-time teachers will be paid at the following rates:

For a 45-minute period: $31.75.
For a 60-minute period: $39.54.

Section K. Extra-Curricular Duties
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The extra-curricular activities program will be administered and supervised by the
Superintendent and/or his/her designee under the following guidelines:

1. Job descriptions will be available for each advisor or director for extra-
curricular activities.

2. Appointment will be made annually following posting and receipt of
applications for positions from interested persons.
3. Plans of activities, developed by advisors and students, will be provided to

the Principal each year for reviews.

4, Annual evaluations of advisors and the effectiveness of each club or
activity will be conducted.

Any teacher may be requested to accept or may request to be assigned one (1) or
more of the following extra-curricular duties. No teacher shall be assigned such
extra duties against his/her will.

The following annual salary differentials will be paid for extra-curricular duties
indicated:

Performing Groups

Music Ensemble Director for each approved performance beyond the basic
performance program:
Pep Band $231

Drama

Director of Drama

Step 1 $1,035
Step 2 $1,322
Step 3 $1,619

Director of each major performance approved by the Superintendent or his/her
representative.

Middle School $738
Senior High $738

Musical

Director $2,649
Music $1,391
Tech $1,259
Choreo $1,060
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Competitive Academic Teams as approved by the Superintendent or his/her
designee.

Coach

Step 1 $1,619
Step 2 $1,916
Step 3 $2,203

Assistant Coach

Step 1 $814

Step 2 $956

Step 3 $1103
OR

At the Superintendent's discretion, eliminate Assistant Coach Position and pay as
follows:

Head Coach

Step 1 $1,619
Step 2 $1,949
Step 3 $2,203

PLUS an additional stipend plus a given amount for each tournament attended
beyond eight (8) tournaments, up to a set limit.

Stipend $449
Tournament Fee $118
Limit $525

Student Publications

Advisor to Literary Magazine $414
Advisor to School Newspaper
Editorial Advisor $1,045
Technical Advisor $1,045
Advisor to Student Yearbook
Middle School $1,045
Senior High $1,045

Service Organizations/Student Government
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Advisor to Student Council
Middle School $1,111
Senior High $1,959

Other Service Organizations approved by the Superintendent or his/her
representative. $608

Class Advisors

Advisors (2) to Senior Class $1,010
Advisors (2) to Grades 10-11 $721
Advisor (1) to Grade 9 $579
Advisor (1) to Grade 8 $438
Advisor (1) to Grade 7 $438

Interest and Affinity Clubs

Advisor to clubs approved by the Superintendent or his/her representative.

$579
Student Activities Treasurer $721
Student Activities Coordinator $2,000

ATHLETICS INTERSCHOLASTICS ATHLETIC COACHES SALARY
SCHEDULE

LEVEL |

Step 1 4,199

2 4 572

3 4,944

4 5,340

5 5,712

Football: 1 Head,

2V,

2 Middle School
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LEVEL 11

Step 1 3,228
2 3,514
3 3,799
4 4,108
5 4,391
Basketball (B): 1 Head,
1V,
1 Freshman
Basketball (G): 1 Head,
1V,
1 Freshman
Ice Hockey: 1 Head,
1)V
LEVEL 111
Step 1 2,556
2 2,855
3 3,170
4 3,466
5 3,782
Baseball: 1 Head,
1V,
1 Freshman
Field Hockey: 1 Head,
1V,

Lacrosse (B):
Lacrosse (G):

Soccer (B):

Soccer (G)

1 Middle School
1 Head,

1V

1 Head,

1JV

1 Head,

1V,

1 Freshman

1 Head,
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1JV,

1 Freshman
Softball: 1 Head,

13V,

1 Middle School
Track (B): 1 Head,

1 Asst.
Track (G) 1 Head,

1 Asst.
Track (B&G) 1 Middle School
Wrestling: 1 Head,

1 Asst.,

1 Middle School

Swimming  (B) 1 Head Swimming
(G) 1 Head Swimming
(B&G): 1 Assistant
LEVEL IV
Step 1 2,122
2 2,398
3 2,678
4 2,970
5 3,280
X-Country (B): 1 Head
X-Country (G): 1 Head
X-Country (B&G): 1 Middle School
Gymnastics: 1 Head,
1 Asst.
Volleyball (B): 1 Head,
1 JV Volleyball
(G): 1 Head,
1V
Skiing (B): 1 Head
Skiing (G): 1 Head
Skiing (B&G): 1 Asst.

Ultimate Frisbee (B): 1 Head
Ultimate Frisbee (G): 1 Head
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LEVEL V

Step 1 1848
2 2141
3 2418
4 2694
5 3003
Golf: 1 Head
Tennis (B) 1Head
Tennis (G) 1Head
LEVEL VI
Step 1 1209
2 1383
3 1555
4 1726
5 1900
Site Supervisor (3 seasons) 1
Cheerleading/Pep Club (per season) 1 Head
Intramural (3 sections - full year)
Pool Supervisor $3,003
Longevity:

10 Consecutive years in the same coaching position - $100.00
15 Consecutive years in the same coaching position - $200.00
20 Consecutive years in the same coaching position - $300.00

*x Extended season compensation - If the regular season is extended, the head coach of that
sport will be compensated at the rate of 10% of his/her total stipend for each week of
post- season play or part thereof.

Placement on steps:

1. All sub-varsity coaches will be paid seventy percent (70%) of a head coach’s
salary at the step determined by the Director of Athletics.

2. Step movement is not automatic from one (1) year to the next. Determination is
made by the Director of Athletics through a recommendation to the
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Superintendent of Schools or his/her representative.

In-District Stipend:

In addition to the regular stipend, a Coach who is also employed by a School
Committee as a regular staff member will be entitled to an additional sum of
$200, effective with the 1999- 2000 school year.

Section L. Teacher Salary Schedules

1. This schedule will be effective September 1, 2018.

2. Placement on the next higher step or salary schedule will be based on
satisfactory completion of service, formal training and/or professional
growth activities approved by the Superintendent.

3. Placement on the doctorate column will NOT be automatic with the
earning of a doctoral degree from a college or university but will be
subject to Superintendent's judgment of the value of the specific doctoral
work to the district. Potential candidates for doctoral salary placement
may request and receive an advance and binding judgment on this matter
from the Superintendent prior to completing a doctoral degree program.

4. Summer work will be paid at teachers' regular per-diem rate.

5. Longevity: an additional payment of $1,000 shall be added to a teacher's
base salary for those teachers who have completed ten (10) years of
satisfactory service in the Amherst-Pelham Region, Amherst, or Pelham
Schools. This longevity payment shall be:

$1,500 after fifteen (15) years,
$2,000 after (20) years,
$2,500 after twenty-five (25) years and
$3,000 after thirty (30) years.
6. Nurses will move through all steps of the Bachelors column, at the rate of

one step per year in each year of this agreement. A nurse who is certified
as a school nurse, and who has a Master’s Degree in an area directly
related to his/her responsibilities as a school nurse will be placed on the
Masters column. Effective 09/01/01, a nurse currently employed by the
Committee will be moved one (1) step from where he/she was placed
during the 2000-2001 contract year, and will move through the steps at the
rate of one (1) step per year in each succeeding year of this agreement.
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TEACHER SALARY SCHEDULE 2018-2019

5 6 7 9 8
STEP BA MA MA+30 MA+45 DOC
1 $42,490  $45,519 $48,545 $50,059  $51,574
2 $44510  $47,538 $50,566 $52,076  $53,584
3 $46,530  $49,564 $52,584 $54,097  $55,605
4 $48,542  $51,574 $54,595 $56,112 $57,624
5 $50,685  $53,717 $56,745 $58,256  $59,770
6 $52,836  $55,855 $58,883 $60,399  $61,913
7 $54,976  $58,010 $61,030 $62,538  $64,054
8 $57,120  $60,151 $63,176 $64,693  $66,207
9 $59,266  $62,297 $65,323 $66,834  $68,347
10 $61,409  $64,438 $67,467 $68,981  $70,493
11 $64,164  $66,584 $69,607 $71,119  $72,625
12 $66,635  $69,459 $71,885 $73,395  $74,903
13 $70,846  $71,933 $74,765 $75,967  $77,168
14 $76,262 $77,232 $78,646  $80,059
15 $81,682 $83,092  $82,529
16 $87,095
LONGEVITY

$1,000 10YRS Lump Sum $300

$1,500 15YRS for employees not on top step

$2,000 20YRS employed in FY18

$2,500 25YRS

$3,000 30YRS

This schedule will be effective September 1, 2018.

Placement on the next higher step or salary schedule will be based on satisfactory
completion of service, formal training and/or professional growth activities approved by
the Superintendent.

Placement on the doctorate column will NOT be automatic with the earning of a doctoral
degree from a college or university but will be subject to Superintendent's judgment of
the value of the specific doctoral work to the district. Potential candidates for doctoral
salary placement may request and receive an advance and binding judgment on this
matter from the Superintendent prior to completing a doctoral degree program.

Summer work will be paid at teachers' regular per-diem rate.
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Longevity: an additional payment of $1,000 shall be added to a teacher's base salary for
those teachers who have completed ten (10) years of satisfactory service in the Amherst-
Pelham Region, Amherst, or Pelham Schools. This longevity payment shall be $1,500
after fifteen (15) years, $2,000 after (20) years, $2,500 after twenty-five (25) years and
$3,000 after thirty (30) years.

Nurses will move through all steps of the Bachelors column, at the rate of one step per
year in each year of this agreement. A nurse who is certified as a school nurse, and who
has a Master’s Degree in an area directly related to his/her responsibilities as a school
nurse will be placed on the Masters column. Effective 09/01/01, a nurse currently
employed by the Committee will be moved one (1) step from where he/she was placed
during the 2000-2001 contract year, and will move through the steps at the rate of one (1)
step per year in each succeeding year of this agreement.
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TEACHER SALARY SCHEDULE 2019-2020

5 6 7 9 8
STEP BA MA MA+30 MA+45 DOC
1 $43,127  $46,202 $49,273 $50,810  $52,348
2 $45,178  $48,251 $51,324 $52,857  $54,388
3 $47,228  $50,307 $53,373 $54,908  $56,439
4 $49,270  $52,348 $55,414 $56,954  $58,488
5 $51,445  $54,523 $57,596 $59,130  $60,667
6 $53,629  $56,693 $59,766 $61,305  $62,842
7 $55,801  $58,880 $61,945 $63,476  $65,015
8 $57,977  $61,053 $64,124 $65,663  $67,200
9 $60,155  $63,231 $66,303 $67,837  $69,372
10 $62,330  $65,405 $68,479 $70,016  $71,550
11 $65,126  $67,583 $70,651 $72,186  $73,714
12 $67,635  $70,501 $72,963 $74,496  $76,027
13 $71,909  $73,012 $75,886 $77,107  $78,326
14 $77,406 $78,390 $79,826  $81,260
15 $82,907 $84,338  $83,767
16 $88,401
LONGEVITY 1.50%

$1,000 10YRS

$1,500 15YRS

$2,000 20YRS

$2,500 25YRS

$3,000 30YRS

This schedule will be effective September 1, 2019.

Placement on the next higher step or salary schedule will be based on satisfactory
completion of service, formal training and/or professional growth activities approved by
the Superintendent.

Placement on the doctorate column will NOT be automatic with the earning of a doctoral
degree from a college or university but will be subject to Superintendent's judgment of
the value of the specific doctoral work to the district. Potential candidates for doctoral
salary placement may request and receive an advance and binding judgment on this
matter from the Superintendent prior to completing a doctoral degree program.

Summer work will be paid at teachers' regular per-diem rate.

Longevity: an additional payment of $1,000 shall be added to a teacher's base salary for
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those teachers who have completed ten (10) years of satisfactory service in the Amherst-
Pelham Region, Amherst, or Pelham Schools. This longevity payment shall be $1,500
after fifteen (15) years, $2,000 after (20) years, $2,500 after twenty-five (25) years and
$3,000 after thirty (30) years.

Nurses will move through all steps of the Bachelors column, at the rate of one step per
year in each year of this agreement. A nurse who is certified as a school nurse, and who
has a Master’s Degree in an area directly related to his/her responsibilities as a school
nurse will be placed on the Masters column. Effective 09/01/01, a nurse currently
employed by the Committee will be moved one (1) step from where he/she was placed
during the 2000-2001 contract year, and will move through the steps at the rate of one (1)
step per year in each succeeding year of this agreement.
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TEACHER SALARY SCHEDULE 2020-2021

5 6 7 9 8
STEP BA MA MA+30 MA+45 DOC
1 $43990  $47,126  $50,258  $51,826  $53,395
2 $46,082  $49,216 $52,350 $53,914 $55,476
3 $48,173  $51,313 $54,440 $56,006 $57,568
4 $50,255  $53,395 $56,522 $58,093 $59,658
5 $52,474  $55,613 $58,748 $60,313 $61,880
6 $54,702  $57,827 $60,961 $62,531 $64,099
7 $56,917 $60,058 $63,184 $64,746 $66,315
8 $59,137  $62,274 $65,406 $66,976 $68,544
9 $61,358  $64,496 $67,629 $69,194 $70,759
10 $63,577  $66,713 $69,849 $71,416 $72,981
11 $66,429  $68,935 $72,064 $73,630 $75,188
12 $68,988  $71,911 $74,422 $75,986 $77,548
13 $73,347  $74,472 $77,404 $78,649 $79,893
14 $78,954 $79,958 $81,423 $82,885
15 $84,565 $86,025 $85,442
16 $90,169
LONGEVITY 2.00%

$1,000 10YRS

$1,500 15YRS

$2,000 20YRS

$2,500 25YRS

$3,000 30YRS

This schedule will be effective September 1, 2020.

Placement on the next higher step or salary schedule will be based on satisfactory
completion of service, formal training and/or professional growth activities approved by

the Superintendent.

Placement on the doctorate column will NOT be automatic with the earning of a doctoral
degree from a college or university but will be subject to Superintendent's judgment of
the value of the specific doctoral work to the district. Potential candidates for doctoral
salary placement may request and receive an advance and binding judgment on this
matter from the Superintendent prior to completing a doctoral degree program.

Summer work will be paid at teachers' regular per-diem rate.
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Longevity: an additional payment of $1,000 shall be added to a teacher's base salary for
those teachers who have completed ten (10) years of satisfactory service in the Amherst-
Pelham Region, Amherst, or Pelham Schools. This longevity payment shall be $1,500
after fifteen (15) years, $2,000 after (20) years, $2,500 after twenty-five (25) years and
$3,000 after thirty (30) years.

Nurses will move through all steps of the Bachelors column, at the rate of one step per
year in each year of this agreement. A nurse who is certified as a school nurse, and who
has a Master’s Degree in an area directly related to his/her responsibilities as a school
nurse will be placed on the Masters column. Effective 09/01/01, a nurse currently
employed by the Committee will be moved one (1) step from where he/she was placed
during the 2000-2001 contract year, and will move through the steps at the rate of one (1)
step per year in each succeeding year of this agreement.
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Section M. Early Retirement Incentive Clause

A bargaining unit member who has completed twenty (20) or more years of service with the
Committees, who intends to retire and gives such written notice to the Superintendent on or
before December 1 of the school year prior to the fiscal year in which retirement will take place,
and who gives such notice prior to reaching age 62 and who retires at the end of the school year
shall be entitled to a one (1) time payment as an incentive to retire. This one (1) time payment
will be made on or before July 30th of the calendar year in which retirement takes place. The
retirement incentive payment made under this provision will not be considered regular earnings
under Massachusetts General Law, Chapter 32 and, therefore, will not be subject to retirement
deductions or any other provision of said General Law, Chapter 32. The one-time payment will
be a percentage of the difference between the employee's regular annual salary at the time of
retirement and the first step of the Bachelor's Column of the then current salary schedule. The
following percentages will apply:

Age Percentage
(on Effective Date of Retirement)
55 100
56 90
57 80
58 70
59 60
60 50
61 40
62 30

For the 2002-2003 year only, Bachelor’s Step 1, for the purpose of this article, will be $29,651.

Section N. Guidance Counselors

Designated Guidance Counselors shall work additional days beyond the regular work year, as
determined by the principal(s) and approved by the Superintendent, in order to complete
necessary scheduling and other work. Said personnel shall be paid at a per-diem rate for each
day worked, and such pay shall be incorporated into their regular pay schedules for pay
purposes.

Section O.  Middle & Elementary School Curriculum Leaders

Middle School Curriculum Leaders shall be paid a stipend equal to that of Department Heads,
without any evaluation responsibility.

Elementary School Curriculum Leaders shall initially be paid a stipend of $500.00 per contract
year. At this stipend level, the expectation for these curriculum leaders is to attend curriculum
meetings and report back to the faculty in their buildings. In the event that the District chooses to
use a model where the responsibilities not only include attendance at these curriculum meetings,
but also working on the development and writing of curriculum, then the stipend would be
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$1,200 per contract year. The District may utilize both types of positions at one time or decide on
utilizing only one type of position at any one time. The President of the Association shall be
informed of the decision of the District. Posting vacancies in these positions will describe the
responsibilities and the appropriate stipend.

ARTICLE 15 ABSENCES, LEAVES AND VACATIONS
Section A. Sick Leave

Sick leave is intended to provide insurance against loss of income due to personal illness.

Each full-time member of the teaching staff shall be entitled to fifteen (15) days of sick leave
with full pay per contract year. Such fifteen (15) days of sick leave shall exist as of the date of
the contract for all teachers, including new teachers, provided that the new teacher is present to
assume his/her contractual obligations. In the event of non- appearance caused by illness or
accident, such teacher's pay will be withheld, with due notification to the person and president of
the Teacher's Association, pending the assumption of his/her contractual responsibilities.

Such sick leave shall be cumulative up to a maximum of 215 days. Sick days will be charged
against the annual allotment of fifteen (15) days before the accumulated number is reduced. The
School Committee may grant additional leave beyond that accumulated. Effective September 1,
1990, the maximum will be 230 days and effective September 1, 1991, the maximum will be 245
days.

A physician's statement may be required for three (3) or more consecutive days of absence due to
illness.

Each part-time member of the teaching staff holding a contract to teach for more than half of any
school year shall be entitled to sick leave benefits according to the provisions outlined below.

The daily rate of pay determined by the contract conditions, and stated therein, shall pertain.

The number of days of sick leave to which the teacher is entitled for a full time contract shall
bear the same ratio to fifteen (15) days as his/her contract bears to the full time salary (at the
appropriate step and pay scale) to which he/she would be entitled for full-time employment. If a
teacher's contract is for less than full time (school year), the number of days of sick leave to
which he/she would be entitled for full time contract at part-time shall be reduced according to
the ratio of the number of school days covered by the term of his/her contract to the number of
school days in the school calendar approved by the School Committee and in effect on October
1st of the appropriate year.

The terms and cumulative limit will be the same as that for full time staff members.

Each teacher shall be informed by October 1st of each year the number of accumulated sick
leave days he/she has on record.

A bargaining unit member who has completed twenty (20) or more years of service with the
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Committees will, upon a voluntary termination of employment and if their accumulation of sick
leave is at least 140 days, be compensated for their unused accumulated sick leave at the rate of
$25 per day. A voluntary termination will be limited to retirement and/or a normal resignation
resulting from another employment opportunity.

Employees are permitted to use ten (10) days of sick leave for the following:

a. birth of a child if the employee is the non-birth parent.

adoption of a child (if two [2] staff members are parents of the child, only one of the parents may
use sick leave.);

serious medical condition of a family member within the scope of the FMLA;

serious medical condition for an individual where the employee is needed to care for them.

In those cases, involving section ¢ and d above, the employee must produce a completed
Department of Labor certification of serious health condition for the family member or
individual before using the sick leave.

Section B.  Special Leave
1. Participation

A Sick Leave Bank for Units A, B and C will be established on July 1, 2018 for use by
employees who have exhausted their individual sick leave accumulation and who request
additional leave due to a prolonged and/or catastrophic illness or injury.

All employees in an APEA bargaining unit as of the last school day of the 2017-18 school year,
and, thereafter, any employee who has completed one full school year of employment shall join
the Sick Leave Bank and shall contribute one (1) sick day to the Sick Leave Bank by October 1st
each year. If the total number of days in the Sick Leave Bank is over 200 on October 1st of 2019
or any subsequent year, no sick day will be deducted from participating employees. In addition,
if the Sick Leave Bank falls below 100 days at any time, a day will be deducted from each
employee at that time. In this case, employees will be notified of this deduction at the time of the
deduction.

The Association will be notified of the total accumulated sick days in the Sick Leave Bank by
September 30th of a given year. Any employee who has 5 (five) or fewer individual sick days
will not be required to submit any days to the Sick Leave Bank.

2. Sick Leave Bank Committee

The Sick Leave Bank shall be administered by a Sick Leave Bank Committee consisting of three
(3) APEA representatives to be designed by the Association and three (3) management
representatives to be designated by the Superintendent. It shall require four (4) votes to approve
an application.

3. Granting of Sick Leave Bank Days
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Application for benefits shall be made in writing to the Sick Leave Bank Committee at least ten
(10) school days prior to the need for leave from the Sick Leave Bank, provided the Sick Leave
Bank Committee may waive this requirement when the employee is not reasonably able to
submit the application within the 10-school day timeline. The application must be accompanied
by a medical certificate on the same form as used under the Family and Medical Leave Act. This
certificate shall provide a diagnosis and prognosis/estimated recovery time.

The initial grant of sick leave by the Sick Leave Bank Committee to an eligible employee shall
not exceed twenty (20) work days. Upon completion of the initial twenty (20) day period and
submission of a request to extend the leave, which shall be supported by additional medical
documentation if the Sick Leave Bank Committee so requests, an additional twenty (20) day
grant may be extended by the Sick Leave Bank Committee with a maximum total grant of forty
(40) days per medical condition. The Sick Leave Bank Committee may grant days retroactive to
the date of application only or, in the event the Sick Leave Bank Committee waived the 10-
school day requirement, to such date prior to the application as the Committee deems
appropriate.

In deciding whether to grant Sick Leave Bank days beyond the initial twenty (20) workday
period, the Sick Leave Bank Committee may require that an employee be examined by a
physician selected by the District who is qualified based on the individual’s medical condition.
The District shall assume all costs of such an examination not covered by insurance. The
decision to grant more than the initial twenty (20) workday period may be made retroactive to
the date of the request for additional days.

In acting upon requests for sick leave from the Sick Leave Bank, the Sick Leave Bank
Committee shall consider:

The sufficiency of the medical documentation

Prior use of Sick Leave Bank leave (and the reasons for such use) and/or
individual sick leave

The employees’ intent to return to service

Other factors as the Sick Leave Bank Committee deems fair and equitable

Note: Leave granted from the Sick Leave Bank is for the exclusive use of employees for their
personal illness or injury. It will not be granted for absences related to the illness or injury of a
family member.

Decisions of the Sick Leave Bank Committee shall be issued within ten (10) business days of the
employee’s application (or request for extension). If the Sick Leave Bank Committee denies the
employee’s application (or request for an extension), it shall inform the employee of the
reason(s) it was denied.

The decisions of the Sick Leave Bank Committee shall be final and binding and not subject to
appeal or to the grievance and arbitration process.

4. Sick Leave Bank Records
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All documents and information provided to the Sick Leave Bank Committee shall be maintained
by the Sick Leave Bank Committee confidentially. After the employee’s leave is complete or the
application for leave has been denied, the Sick Leave Bank Committee shall transfer the
documents and information including, but not limited to, the employee’s application and
supporting medical documentation and meeting minutes, to the District, which will maintain
them as a part of the District records. The Association may maintain a copy of the meeting
minutes, which one of its representatives shall prepare for the Sick Leave Bank Committee’s
adoption.

Records will be maintained consistent with the District recordkeeping practices for personnel
records.

5. Miscellaneous

Upon return from a period of sick leave for which Sick Leave Bank leave was awarded, the
employee shall begin accruing individual sick leave.

Employees receiving Workers’” Compensation shall not be eligible for Sick Leave Bank leave.

In the event of death, no sick leave granted by the Sick Leave Bank Committee shall be paid to
the employees’ estate, nor shall Sick Leave Bank leave be paid to an employee who has been
terminated or resigned from his/her position.

For Unit A and Unit C, Sick Leave Bank leave days shall be actual workdays in which school
was in session excluding weekends, holidays, school closings and school recesses. For Unit B,
Sick Leave Bank leave days shall be actual works days excluding weekends, holidays, school
closings and any other day Unit B employees are not expected to work.

Any unused days remaining in the Sick Leave Bank at the end of a school year remain in the
Sick Leave Bank for the next school year.

The Sick Leave Bank Committee shall be authorized to adopt procedures consistent with this
Article.

Section C. Professional Leaves

Up to one (1) year of leave for professional improvement may be granted to any tenured member
of the professional staff who:

Has completed at least six (6) consecutive years of service within the school system or who, if
they have previously had such a leave, have completed at least six (6) consecutive years of
service within the school system from the day of return from their last such leave.

Has received approval by the School Committee of his/her proposed professional improvement
leave plan.
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Proposals for such leave may be for the development of new or improved teacher skills and/or
instructional materials, techniques or methods that will benefit the school district. These
proposals may be accomplished by such means as:

Research or investigation of, development of new methods, techniques, or materials applicable to
teaching.

b. Graduate study at an accredited institution of higher learning.

Research leading to an advanced degree and/or publication by a recognized professional journal
or organization.

d. Travel.

e. Internships.

Applications for professional leave shall be submitted by letter to the School Committee through
the Superintendent no later than November 1st preceding the school year for which the leaves are
requested. Each application shall include:

A statement detailing the professional improvement program to be followed while on leave.

A statement describing the benefits to be derived from the professional improvement program,
upon its completion by the person requesting the leave and by the school system.

A statement reflecting the staff member's understanding of his/her own professional
contributions to the school system.

If the leave is to complete an ongoing professional program, a statement describing the steps
already taken toward accomplishment of the program.

4. Request for professional leave may be approved or disapproved by the
School Committee on the basis of such items as:

a. Meeting the guidelines established herein;

b. Appropriateness of the proposed leave activity;

C. Evaluation of the applicant's performance in areas such as:
1 teaching,

strong positive level of cooperation with other staff members,

curriculum production (such as courses of study to be used by his/her replacement),

4. potential availability of temporary replacements.

No more than five percent (5%) of the professional staff shall be granted leave at any one (1)
time.

Ordinarily, no more than one (1) member of any department or one (1) teacher under any
elementary school principal may be granted such leave simultaneously, except where
documentation exists that the effectiveness of any educational team at any level will not be
impaired by the granting of additional leaves.

Ordinarily, teachers granted professional leaves will return to the position they held prior to such
leave. However, when a change of assignment is necessary, such staff members will be consulted
prior to the start of the school year of their return to staff.
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10.

11.

12.

13.

8. Compensation for professional leave shall ordinarily be:

At full pay for one-half year,
OR
b. At half pay for one full year.

Receipt of scholarship aid, research grants, or supplementary income from other sources related
to the leave shall not influence the reimbursement for leave.

Failure to fulfill the terms of the approved proposal may result in forfeiture or reimbursement to
the Ambherst, Pelham or Regional School District of the amount of salary paid for the period of
the leave.

A member of the professional staff accepting such leave shall enter into a written agreement with
the School Committee requiring his/her return to service for a minimum period of twice the
length of the leave taken.

Special requests may be made to the School Committee for a waiver of any portion of this
section of the personnel policies.

If the Committee disapproves a request for professional leave, a written explanation will be
provided to the applicant within fifteen (15) days of the decision to disapprove.

14.  This section will not apply to registered nurses.

Section D. Personal Leave

Up to three (3) days of personal leave will be allowed for each full time member of the teaching
staff. Such leave will not be charged against sick leave.

Additional personal leave, up to a combined maximum of fifteen (15) days may be granted by
the School Committee. Such additional leave may be charged against sick leave at the discretion
of the School Committee.

Personal leave will only be used to take care of personal, legal or family business when such
business cannot be handled at any other time than during school hours and which is not
authorized under any other provisions of this contract.

The above policy shall not be used to gain extended vacation; a personal day before or after a
scheduled vacation period, including Thanksgiving, Winter, February and April vacations will be
granted only for emergency or other exceptional circumstances that must be shared with the
supervisor responsible for approving personal days and only with the prior approval of the
supervisor. Approval will not be unreasonably withheld.

5. Unused personal leave shall accrue as sick days.

Section E. Early Release

When early release is justified by consideration of professional improvement, a teacher may
request release from teaching duties prior to the close of the school year. This request may be
granted by the School Committee if the teacher can demonstrate that arrangements have been
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made for fulfilling his or her school obligations. When such a release does not require a
substitute, it shall be granted without loss of pay, but for no more than five (5) school days. If the
services of a substitute are needed, the School Committee may vote to contribute to the cost of
the substitute.

Section F. Delay in Reporting

The School Committee may grant permission to a teacher serving in the system to delay
reporting prior to the reporting of students for a period not to exceed two (2) days provided that

The delay is caused by professional improvement activity,
AND
the curriculum commitment will be met as soon as possible during the school year.

Unavoidable or emergency caused delay in reporting prior to the reporting of students for a
period not exceeding two (2) days may be allowed, providing that:

1. The teacher involved has immediately informed the Superintendent of
Schools by the most expeditious means available,
AND

the curriculum commitment will be met as soon as possible during the school year.

Neither of the above conditions shall be used to gain extended vacation.

Section G. Leave of Absence

Any person who has served in the system for at least one (1) full year, may be granted up to one
(1) year's leave of absence without pay for justifiable reasons.

Requests for such leave shall be submitted in writing to the School Committee by April 1st of the
year prior to the year in which the proposed leave would commence. Requests for exceptions to
this requirement may be granted by the School Committee.

Such leave may be renewable at the discretion of the School Committee in periods not to exceed
one (1) year.

An individual on such leave MUST indicate to the Superintendent no later than April 1 his/her
intent for the coming school year. Failure to comply with the provision may result in loss of
employment in the systems.

The granting of such leave shall not alter the person’s status in the system, except that the period
of the leave may be counted in the computation of time in service for the purpose of
advancement on a salary schedule but may not be used in the awarding of tenure.

Section H.  Parental Leave of Absence

1. A parental leave of absence shall be granted upon request to any employee for the purpose of
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giving birth. Further, a parental leave of absence shall be granted upon request to any qualifying
employee for the purpose of adoption, the foster placement, and/or rearing of a child eighteen
(18) years or younger, or in the case of a child who is physically or mentally disabled, twenty-
three (23) years or younger.

In order to qualify for the parental leave of absence:

The employee must inform the building principal of the expected date of absence at least two (2)
weeks in advance (or as soon as is practicable) and of the employee’s intent to return after the
leave. A request for extended leave under paragraph (a) below must be made 45 school days
prior to date the leave is expected to begin (or as soon as practicable).

At the time of the notification, the employee shall select, in writing, one of the following options,
if applicable.

Extended leave without pay not to exceed one year beyond the school year in which the leave
commenced.

FMLA (12 weeks)/State Parental Leave (8 weeks): Up to the first twelve (12) weeks of extended
leave shall be considered leave pursuant to the Family and Medical Leave Act (FMLA), if the
employee is eligible for FMLA leave. Similarly, the first eight (8) weeks of leave, if the
employee is eligible for Parental Leave under state law, shall be considered parental leave under
G.L. c. 149, 8105D. An eligible employee who only wishes to take 12 or less weeks of leave
will be placed on FMLA/State Parental Leave. A female employee is entitled to use sick leave
benefits for certified disability resulting from childbirth and recovery therefrom during the period
of this leave.

. An employee on an extended leave pursuant to Section ¢ (1) may return to work at the beginning
of a school year or at the beginning of a term or grading period.

. While an employee is on paid sick leave or FMLA leave, the Committee shall continue its
contribution toward the employee's health insurance premium, provided that the employee makes
timely payment of his/her contribution toward the health insurance premium. An employee on an
unpaid, non-FMLA leave of absence may continue his/her insurance coverage during the leave
of absence provided that he/she pays 100% of the monthly premium.

Notice of Return to work

Extended leave. An employee on an extended leave pursuant to Section 1(a) above shall notify
the Superintendent (or designee) by March 1 (is she/he were scheduled to return at the beginning
of the school year) whether or not she/he is going to return to work at the beginning of the school
year. An employee on an extended leave pursuant to Section 1(a) above shall notify the
Superintendent (or designee) by September 1 (if she/he were scheduled to return to work at the
beginning of the second semester).

FMLA leave. An employee on FMLA leave shall notify the Superintendent (or designee) at least
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two (2) days prior to his/her scheduled date of return from leave. Any employee who has
previously indicated they intend to return to work and who decides not to return to work should
inform the building principal as soon as possible.

Section I. FMLA Leave for Serious Health Condition

. An eligible employee may be entitled to up to twelve (12) weeks of unpaid leave of absence per
contract year due to his/her own serious health condition or the serious health condition of a
member of his/her immediate family. Fact sheets from the Department of labor which describe
the terms of this leave are available from the Superintendent's office.

. An eligible employee shall apply in writing for such leave at least four (4) weeks in advance of
such leave, unless extenuating circumstances prevent such notice, in which case the employee
shall provide as much notice as possible. As part of the application, the employee shall submit a
Department of Labor certification of a health care provider. Copies of this form are available
from the Superintendent's office.

. While an employee is on approved FMLA leave, the Committee shall continue its contribution
toward the employee's health insurance, if the employer is insured through school department
provided that the employee makes timely contribution toward the health insurance premium.

. The employee shall utilize all sick leave and vacation concurrently with the FMLA leave.

Prior to an employee's return from FMLA related to his/her own serious health condition, the
Superintendent may require a fitness for duty certificate from the employee's health care
provided.

Section J. Small Necessities Leave

An employee eligible for FMLA leave shall be entitled to up to twenty-four (24) hours of leave
per contract year as provided by G.L. c. 149, 252D; a copy of the law may be obtained from the
Superintendent's office. When an eligible employee takes such leave, such leave shall be
deducted from personal leave.

Section K. Union Leave

Two (2) days per year of no more than two (2) APEA officers. Said leave will be non-
cumulative and non-transferable.

Section L.  Military Leave
Military Leave will be granted according to the provisions of M.G.L.A. Chapter 33, Section 59.
Section M.  Jury Duty

Any employee covered by this agreement who is called to serve on jury duty during the school
year on regular work days, will continue to receive his/her regular salary while serving said duty.
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The employee will turn over all monies received from the court, exclusive of travel or any other
allowance, to the School Committee.

Section N. Five and Four Plan

The School Committee and the Association agree in concept to the implementation of a "five for
four plan,"” according to which teachers may elect to serve for four (4) years at 80% of regular
salary and receive a leave of absence for year five (5), also at 80% pay. The parties agree to form
a mutually-acceptable committee for further study of such issues as eligibility, taxes, retirement,
and medical insurance.
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ARTICLE 16 REDUCTION IN STAFF

In the event the Superintendent determines that a reduction in teaching staff is necessary,
the release of teachers shall be in compliance with the applicable statutes of the Commonwealth
of Massachusetts and in accordance with the following provisions:

Section A. Release

The Superintendent will notify the APEA one (1) week prior to taking action when a reduction in
teaching staff is being proposed.

2. Normal attrition will first be used to offset staff reductions.

No teacher with professional teacher status certified and qualified for positions held by teachers
without professional teacher status will be released until such teachers without professional
teacher status have been released.

RIS within specified areas: When the position of a teacher with professional teacher status must
be eliminated by reason of RIS in an area designated by the Superintendent, the teacher with the
least service to the district will be released. If two (2) or more teachers have equal length of
service, the release will be determined by the Superintendent evaluation of qualifications.

RIS Between Areas within a District: A teacher with professional teacher status may replace
another teacher with professional teacher status with less length of service to the district
providing, in the Superintendent's judgment, the replacing teacher is certified and as qualified for
the position as the teacher being replaced. It will be the responsibility of all teachers to provide
the Superintendent's office a copy of their certification and qualification documents.
Documentation teachers wish to submit for consideration must be on file in the Superintendent's
office by March 1 each year.

In determining the qualifications of a teacher with professional teacher status being affected by a
RIS decision, the Superintendent shall consider the teacher's area (s) of certification, past
teaching experience within the last ten (10) years, especially in the school district, evaluations on
record, educational preparation, and contributions to the district's affirmative action policy.

The length of service of a teacher shall be determined as of the first date of the teacher's
continuous employment in the School District as a member of the bargaining unit covered by this
Agreement, excluding time spent as a substitute or on an unpaid leave of absence, but including
time spent as a temporary leave replacement. No member of the bargaining unit who was
employed by the School District in a position outside the bargaining unit prior to September
1,1992 shall have his/her seniority date changed by the operation of this Agreement. However,
bargaining unit members who have in the past served as temporary leave replacements will have
their seniority dates adjusted to reflect such service, if continuous, and seniority lists will be
revised to reflect that adjustment.

Teachers with professional teacher status who are on approved leaves shall be eligible for release
due to RIS except for those on involuntary military leave.
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Release due to RIS will be preceded by a written notice of RIS to the staff member as soon as
possible following a RIS decision, but in no case later than April 15th, excepting for the
provisions of Chapter 71, Section 42, in which case thirty (30) calendar days’ notice will be
provided. The written notice shall state that the teacher's release is due to a reduction in staff.

Section B. Recall

Teachers with professional teacher status released due to RIS will be placed in a recall list for up
to three (3) years, after which they shall have no recall rights.

Teachers with professional teacher status shall be recalled in reverse order of release for new
positions or positions that become vacant for which they are certified and qualified. No new
teachers will be hired for a position until all teachers on the recall list certified and qualified for
that position have been recalled or declined the opening.

Teachers with professional teacher status shall be notified of recall by certified mail return
receipt requested, to their last address on record. A teacher's failure to respond affirmatively
within seven (7) calendar days after receipt of such a letter shall terminate the teacher's right to
recall. If the Superintendent's office is unable to contact a recalled teacher after ten (10) days, the
next teacher on the recall list shall be recalled. It will be the responsibility of the teachers placed
on the recall list to keep the Superintendent's office informed of their current address.

In the event that interim employment prevents a teacher's affirmative response, such teacher may
elect to remain in the recall list for the remainder of the three (3) years but will be placed at the
bottom of the order.

In the event that a long-term illness or other medical disability verified by a physician prevents a
teacher's affirmative response, such a teacher will remain on the recall list at the top of the order.

While on the recall list, teachers with professional teacher status may receive the following
benefits and no others:

Teachers may continue to participate in the group health insurance plan of the school provided
they pay the full costs of the insurance premiums.

Teachers will receive first consideration for substitute teaching in areas for which they are
qualified, providing such teachers give a written request for this consideration to the school
Superintendent's office.

Teachers while eligible for recall are protected by the grievance procedure as to matters in
Article 17.

Upon return to employment from the recall list, teachers shall receive all benefits to which they
are entitled at the time of their release, as well as any new teacher benefits negotiated while they
were on the recall list.

Section C. Definitions

SCHOOL DISTRICT: A school district is that domain which is the legal responsibility of a
single school committee.
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CERTIFICATION: Official certification by the Massachusetts Department of Elementary and
Secondary Education. For those exempted from certification requirements by the Massachusetts
Department of Elementary and Secondary Education, certification in this policy shall mean those
areas in which such teachers have taught within the last ten (10) years.

ARTICLE 17 HEALTH & SAFETY

The School Committee recognizes its responsibility to provide a safe and healthy
workplace, free from hazards or conditions which cause or which are likely to cause accident,
injury or illness, and that it will act in a timely manner to correct such hazards or conditions.

The School Committee will continue to be responsive to requests for information from
the Association and from individual members of the teaching staff regarding potentially unsafe
or unhealthy working conditions.

The School Committee reaffirms that no teacher will be subjected to reprisal for filing a
report of what s/he considers to be an unsafe or unhealthy working condition.
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ARTICLE 18 DEPARTMENT HEADS
Section 1. Quialifications

Any Amherst-Pelham Regional School District teacher who is certified in a curricular area of a
department may be considered for the position of Department Head.

Section 2. Appointment Procedures

Department Heads will be appointed for three-year terms by the Amherst-Pelham Regional
Superintendent subject to the Department Head receiving satisfactory annual evaluations from
the secondary administrators. There will be no restriction on any teacher succeeding him/herself
in the position of Department Head. Regular appointments will become effective on September
first following action by the Superintendent.

Special appointments to the position of Department Head may be made at any time a vacancy
occurs, with such special appointments becoming effective and being terminated at the discretion
of the Superintendent.

Section 3. Supervision and Evaluation

Department Heads are directly supervised and evaluated by the High School Principal.
Department Heads will receive written evaluations of their performance each year served.
Section 4. Teaching Load and Administrative Duties

Secondary administrators will make every effort to relieve Department Heads of extra
administrative duties which may include:

Supervising study periods or open lab classes

Supervising school grounds

Supervising the cafeteria

Supervising arrival and departure of buses

Supervising corridors and lavatories

6. Supervising homeroom on a regular basis

There will be a total of up to 18 periods of released teaching time from the secondary schedule
available for Department Heads. Each Department Head will receive one, with the remaining
number to be placed in a pool to be assigned, if needed, each year by the Secondary Curriculum

Director. No Department Head may be assigned less than thirty percent (30%) teaching
assignment. Individual departments, may propose shared leadership models. The Superintendent
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retains the discretion to approve or disapprove the shared model proposals.

Guidance and Special Education. Effective August 31, 1991. The total number of periods
referenced in paragraph B will be increased to twenty (20) to provide two (2) periods for the
Special Education Department Head. Also effective August 31, 1991, the Guidance Department
Head will be assigned a reduced (80%) counseling load.

A general job description, which clearly delineates areas of concentration and focus, will be
established. A specific job analysis for each Department Head will be developed and appended
to the job description annually. Any change in the general job description will be made after
consultation with the Department Head Unit. Any change in a specific job analysis will be made
after consultation with the Department Head affected.

Section 5. Remuneration

The following base salary will be paid for the position of sole Department Head:

FY08 1997
FY09 2047
FY10 2119
FY11 2182
FY12 2237
FY13 2271

The following base salary will be paid each partner in a department utilizing a shared leadership
model pursuant to Article 7B:

FY08 1534
FY09 1572
FY10 1627
FY11l 1676
FY12 1718
FY13 1744

The following stipend will be paid for each teacher supervised:

FY08 198
FY09 203
FY10 210
FY11 216
FY12 222
FY13 225
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The Chairperson of the Department Heads Council will receive a stipend of:

FYO08 537
FY09 550
FY10 570
FY11 587
FY12 602
FY13 611
Section 6. Merged or Eliminated Departments

In the event that the School Committee exercises their statutory right to eliminate a department
or to implement a reorganization of staff and/or programs by way of a merger of existing
departments, the School Committee, through the Superintendent of Schools, will meet with the
Department Heads involved to discuss the impact of the elimination and/or merger. Said
discussions will include compensation based on a proration of the stipends listed in Section 5.

ARTICLE 19 NO DISCRIMINATION

In accordance with applicable federal and state laws, the Committee(s) and the
Association agree not to discriminate against any employee covered by this Agreement on the
basis of age, gender, race, religion, color, creed, residence, marital status, sexual orientation,
disability, or national origin.

ARTICLE 20 TRANSPORTATION OF STUDENTS

Whenever possible, students will be transported to activities which take place away from
the school buildings in authorized vehicles contracted for by the School District.

Teachers will not be required to drive pupils to such activities but may request permission
to transport pupils in private vehicles when the size of the group is so small the use of a bus
would be unjustified or contracted vehicles are not available. Such requests must be approved by
the appropriate building administrator. In such instances, a mileage payment equal to the
deduction currently allowed by the IRS will be paid for each approved vehicle. The number of
students transported will be limited to the state maximum for the vehicle used.

ARTICLE 21 STAFF TUTORING FOR REMUNERATION

Staff members shall not tutor public school students for remuneration when such tutoring
is intended primarily to improve student performance in school programs.
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Staff members may tutor local public school students for remuneration whenever such
tutoring:

Is intended primarily to develop talents and skills beyond those pursued in regular school
programs.

AND
Is implemented through a self-supporting program formally approved by the Superintendent of
Schools or his Assistant.

AND
Complies in spirit and practice with those sections of the Code of Ethics included in this contract
stating that:
The educator shall not use professional relationships with students for private advantage.
The educator shall not tutor for remuneration students assigned to his/her classes, unless no other
qualified tutor is reasonably available.

ARTICLE 22 WORK-RELATED INJURY
Section A.  Physical Assaults

Principals and teachers shall be required to report any alleged case of physical abuse on a teacher
occurring while the teachers are on duty to the Superintendent of Schools. The alleged assault
will be promptly investigated by the principal and/or the Superintendent. At the conclusion of the
investigation, the teacher will be promptly informed of the results of the investigation and of any
action to be taken against an individual involved in an assault of a teacher. Assaults on staff will
be handled according to School Committee policy. Nothing in this agreement shall preclude the
reporting of such assault to the police and/or the court by the administration and/or the teacher
assaulted.

If criminal or civil proceedings are brought against a teacher alleging that a physical assault was
committed while acting within the scope of official duties or employment, the Committee will
furnish and select legal counsel to defend the teacher in such physical assault proceedings, if so
requested. If the teacher desires to bring criminal or civil proceedings in connection with an
alleged assault suffered while acting within the scope of official duties or employment, such
teacher may request the Committee to furnish and select legal counsel to represent the teacher in
such proceedings. If the Committee does not provide such counsel and the teacher, after having
so requested in writing, prevails in the proceedings, then the Committee will reimburse the
teacher for reasonable counsel fees incurred.

The Committee will reimburse teachers for reasonable costs for:
Any clothing or other personal property damaged or destroyed in connection with such personal

injury due to assault occurring in the course of employment less the amount of any insurance
reimbursement; and
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The cost of medical, surgical or hospital service (less the amount of any insurance
reimbursement) incurred as the result of any injury due to assault sustained in the course of
employment.

Section B.  Workers Compensation

Whenever a teacher is absent form school as a result of an illness for which Workers
Compensation is awarded, the teacher will be paid regular salary, less the amount received under
Workers Compensation insurance, for the period of such absence and such absence will be
charged to accumulated sick leave, to the extent that sick leave is required to pay the difference
between the compensation award and the teacher's regular rate of pay.

ARTICLE 23 PRINCIPAL ADVISORY COMMITTEE

There will be established in each building of the Amherst, the Pelham and the Amherst-
Pelham Regional School Districts, a Principal Advisory Committee, broadly representative of the
staff, including teachers, paraprofessionals, and clerical/media staff, together with
representatives of building administration.

The specific composition of each Advisory Committee will be determined at the building
level, by collaborative agreement between the Principal and the Association representatives at
the building, provided that: the Committee shall be broadly representative of the building staff.
Representatives of the teaching and other staff must be chosen by secret ballot election,
supervised annually by the building Association representatives or their designees during the first
two (2) weeks of the school year. The Advisory Committee will then select a facilitator, who will
be a building administrator, but who will otherwise be a member of the Advisory Committee. At
the option of the Advisory Committee, the facilitator position may rotate among members of the
Committee.

These Advisory Committees will meet on a regular basis. The agenda will be set and
posted in advance of the meetings. Any member of the staff may submit agenda items on any
issue to the facilitator, and any member of the staff or of the Advisory Committee may make a
presentation on any issue to the full Advisory Committee. The Principal will have his/her
permanent agenda item(s) and will facilitate that portion of the meeting. Committee members
will review each issue with their represented constituencies, and report back to the Committee
before any action is taken on any proposal. All decisions shall be made by consensus, defined as
agreement that all participants have been fully heard and can accept the proposed decision as the
best option possible under the circumstances.

The Advisory Committee will be an advisory body only, drawing upon the professional
capabilities and experience of the staff of the Amherst, the Amherst-Pelham and the Pelham
Schools, and providing two-way feedback on all educational and building matter. The Advisory
Committee will be without authority to modify provisions of this collective bargaining
agreement, or School Committee policy, although it may make recommendations to the parties to
this contract, and it shall be without power to modify state or federal law or regulation. The
Advisory Committee may make recommendations to the Principal about building based matters,
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but the decision of the Principal will stand, subject to the review of the Superintendent, if
requested. Nothing in this Article shall preclude an individual or the Association from utilizing
the grievance procedure set out as Article 5 of this Agreement.

ARTICLE 24 DURATION OF THE CONTRACT

This Agreement shall continue in full force and effect from September 1, 2018 through
August 31, 2021. Collective bargaining for a new agreement to become effective upon the
expiration of this agreement may be reopened by either party by October 1st, 2020 by giving
written notice to the other party. If negotiations are not completed by August 31, 2021, the
provisions of this agreement will remain in full force and effect until said successor agreement is
executed. Provided, however, either party can terminate this agreement after August 31, 2021 by
serving written notice of their intent to terminate the agreement. Said written notice must be
served at least forty-five (45) calendar days prior to the actual termination.
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ARTICLE 25 IMPLEMENTATION AGREEMENT

IN WITNESS WHEREOF the parties to this contract have caused these presents to be executed
by their agents, hereunto duly authorized, as of the date first above written.
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SCHOOL COMMITTEES:

Signed this day of , 2018.

On behalf of the Amherst-Pelham Education Association:

On behalf of the Amherst-Pelham Regional School Committee:

On behalf of the Amherst School Committee:

On behalf of the Pelham School Committee:
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CODE OF ETHICS OF THE EDUCATION PROFESSION
PREAMBLE

The education, believing in the worth and dignity of each human being, recognizes the
supreme importance of the pursuit of truth, devotion to excellence, and the nurture of democratic
principles. Essential to these goals is the protection of freedom to learn and to teach the
guarantee of equal educational opportunity for all. The educator accepts the responsibility to
adhere to the highest ethical standards.

The educator recognizes the magnitude of the responsibility inherent in the teaching
process. The desire for the respect and confidence of one's colleagues, of students, of parents and
of members of the community provides the incentive to attain and maintain the highest possible

degree of ethical conduct. The Code of Ethics of the Education Profession indicates the
aspiration of all educators and provides standards by which to judge conduct.

PRINCIPLE | Commitment to the Student

The educator strives to held each student realize his or her potential as a worthy and
effective member of society. The educator, therefore, works to stimulate the spirit of inquiry, the
acquisition of knowledge and understanding, and the thoughtful formulation of worthy goals.

In fulfillment of the obligation to the student, the educator:

Shall not unreasonably restrain the student from independent action in the pursuit of learning.
2. Shall not unreasonably deny the student access to varying points of view.

Shall not deliberately suppress or distort subject matter relevant to the student's progress.

Shall make reasonable effort to protect the student from conditions harmful to learning or health
and safety.

Shall not intentionally expose the student to embarrassment or disagreement.

Shall not on the basis of race, color, creed, sex, national origin, marital status, political or
religious beliefs, or family, social or cultural background, sexual orientation, unfairly:

a. Exclude any student from participation in any program;
b. Deny benefits to any student;
C. Grant any advantage to any student.

Shall not use professional relationships with students for private advantage.
Shall not disclose information about students obtained in the course of professional service
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unless disclosure serves a compelling professional purpose or is required by law.

PRINCIPLE Il Commitment to the Profession

The education profession is vested by the public with a trust and responsibility requiring
the highest ideals of professional service.

In the belief that the quality of the services of the education profession directly influences
the nation and its citizens, the educator shall exert every effort to raise professional standards, to
promote a climate that encourages the exercise of professional judgment, to achieve conditions
which attract persons worthy of the trust to careers in education, and to assist in preventing the
practice of the profession by unqualified persons.

In fulfillment of the obligation to the profession, the educator:

Shall not in an application for a professional position deliberately make a false statement or fail
to disclose a material fact related to competency and qualification.

2. Shall not misrepresent his/her professional qualifications.

Shall not assist entry into the profession of a person known to be unqualified in respect to
character, education, or other relevant attribute.

Shall not knowingly make a false statement concerning the qualifications of a candidate for a
professional position.

5. Shall not assist a non-educator in the unauthorized practice of teaching.

Shall not disclose information about colleagues obtained in the course of professional service
unless disclosure serves a compelling professional purpose or is required by law.

7. Shall not knowingly make false or malicious statements about a colleague.

Shall not accept any gratuity, gift, or favor that might impair or appear to influence professional
decisions or actions.

Signed this day of , 2018.

On behalf of the Amherst-Pelham Education Association:
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On behalf of the Amherst-Pelham Regional School Committee:

On behalf of the Amherst School Committee:

On behalf of the Pelham School Committee:
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February 12, 2013
Dear Amherst, Amherst-Pelham Regional Schools, and Pelham Teachers:

The documents that follow provide an overview and specific information about the Educator
Evaluation Plan. This plan was based upon and is consistent with the Massachusetts model of
Educator Evaluation. The system clarifies expectations, ensures that ongoing feedback and
support are offered to each educator, and recognizes the outstanding efforts that educators make
to improve student experiences and outcomes.

This agreement was made through a collaborative process that occurred over two years. Further
work will need to be completed in the future related to the impact and use of surveys and student
achievement in the evaluations of staff members and administrators.

As we make future changes, we are interested in receiving feedback on this plan and making
adjustments over time to ensure that the evaluation system promotes the high level of teaching
that will support the growth of our organization.

Sincerely,

Elizabeth Elder
Tim Sheehan
Tom Fricke
Maria Geryk
Michael Morris
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As we prepared to launch the new sytem and adhere to the guidelines, we created group
assignments for all our Unit A and administrative members. These groups are as follows:

Group Description

0.1 Year 1 PTS (licensed)

0.2 Year 2 PTS (licensed)

0.3 Year 3 PTS (licensed)

0.5 Licensed staff serving as substitutes for 30+ days

1.0 PTS- Last names A-L

2.0 PTS — Last names M-Z

3.0 PTS — On Improvement Plan

4.0 Public Health Certified (OT/PT) in Year 4 or greater in
district—evaluated on same schedule as PTS

7.0 Unit/non-unit administrators reporting to
Principals/Directors

8.0 Administrators/Directors reporting to the Superintendent

9.0 Superintendent reporting to School Committees
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Purpose of Educator Evaluation

This contract language is locally negotiated and based on M.G.L., c.71, 8 38; M.G.L.
¢.150E; the Educator Evaluation regulations, 603 CMR 35.00 et seq.; and the Model
System for Educator Evaluation developed and which may be updated from time to time by
the Department of Elementary and Secondary Education. See 603 CMR 35.02 (definition
of model system). In the event of a conflict between this collective bargaining agreement
and the governing laws and regulations, the laws and regulations will prevail.

The regulatory purposes of evaluation are:

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

To provide a record of facts and assessments for personnel decisions,

35.01(2)(b);

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

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

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

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

Caseload Educator: Educators who teach or counsel individual or small groups of
students through consultation with the regular classroom teacher, for example, school
nurses, guidance counselors, speech and language pathologists, and some reading
specialists and special education teachers.

Classroom teacher: Educators who teach preK-12 whole classes, and teachers of special
subjects as such as art, music, library, and physical education. May also include special
education teachers and reading specialists who teach whole classes.

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

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

*Educator(s): Inclusive term that applies to all classroom teachers and caseload educators,
unless otherwise noted.

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

Developing Educator Plan shall mean a plan developed by the Educator and the Evaluator
for one school year or less for an Educator without Professional Teacher Status (PTS); or,
at the discretion of an Evaluator, for an Educator with PTS in a new assignment.

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

Directed Growth Plan shall mean a plan sufficient to achieve the goals outlined in the
Plan, developed by the Educator and the Evaluator of one school year or less for Educators
with PTS who are rated needs improvement.

Improvement Plan shall mean a plan developed by the Evaluator in consultation with the
Educator of at least 30 school days and no more than one school year for Educators with
PTS who are rated unsatisfactory with goals specific to improving the Educator’s
unsatisfactory performance.

*ESE: The Massachusetts Department of Elementary and Secondary Education.

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

*Evaluator: Any Administrator designated by a superintendent who has primary or
supervisory responsibility for observation and evaluation. The superintendent is responsible
for ensuring that all Evaluators fulfill district training requirements for supervision and
evaluation. Each Educator will have one primary Evaluator at any one time responsible for
determining performance ratings.

Primary Evaluator shall be the person who is responsible for determining the Educator’s
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performance ratings and evaluation, supervising the Educator’s progress through formative
assessments, evaluating the Educator’s progress toward attaining the Educator Plan goals.
At the High School, department heads, as defined by Article 18 of the collective bargaining
agreement may perform observations, announced or unannounced, as defined by this
agreement, but will not be Evaluators.

Teaching Staff Assigned to More Than One Building: Each Educator who is assigned to
more than one building will be evaluated by the appropriate administrator where the
individual is assigned most of the time. The principal of each building in which the
Educator serves must review and sign the evaluation, and may add written comments. In
cases where there is no predominate assignment, the superintendent will determine who the
primary evaluator will be.

Notification: The Educator shall be notified in writing of his/her primary Evaluator at the
outset of each new evaluation cycle. The Evaluator(s) may be changed upon notification in
writing to the Educator.

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

*Experienced Educator: An educator with Professional Teacher Status (PTS).
*Family: Includes students’ parents, legal guardians, foster parents, or primary caregivers.

*Formative Assessment: The process used to assess progress towards attaining goals set
forth in Educator plans, performance on standards, or both. This process may take place at
any time(s) during the cycle of evaluation, but typically takes place at mid-cycle.

*Formative Evaluation: An evaluation conducted at the end of Year 1 for an Educator on
a 2-year Self-Directed Growth plan which is used to arrive at a rating on progress towards
attaining the goals set forth in the Educator Plan, performance on Standards and Indicators
of Effective Teaching Practice, or both.

*Goal: A specific, actionable, and measurable area of improvement as set forth in an
Educator’s plan. A goal may pertain to any or all of the following: Educator practice in
relation to Performance Standards, Educator practice in relation to indicators, or specified
improvement in student learning, growth and achievement. Goals may be developed by
individual Educators, by the Evaluator, or by teams, departments, or groups of Educators
who have the same role.

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

Multiple Measures of Student Learning: Measures must include a combination of
classroom, school and district assessments, student growth percentiles on state assessments,
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if state assessments are available, and student MEPA gain scores. This definition may be
revised as required by regulations or agreement of the parties upon issuance of ESE
guidance expected by July 2012.

S.  New Assignment: An educator with PTS shall be considered in a new assignment when
teaching under a different license.

T. *Observation: A data gathering process that includes notes and judgments made during
one or more classroom or worksite visits(s) as defined by this agreement the Evaluator and
may include examination of artifacts of practice including student work. An observation
may occur in person. Video recordings may be used only as an artifact of professional
practice and only at the discretion of the educator. Classroom or worksite observations
conducted pursuant to this article must result in feedback to the Educator. Normal
supervisory responsibilities of department, building and district administrators will also
cause administrators to drop in on classes and other activities in the worksite at various
times as deemed necessary by the administrator. Carrying out these supervisory
responsibilities, when they do not result in targeted and constructive feedback to the
Educator, are not observations as defined in this Article.

Unannounced Observation Minimum Frequency:
See sections 9, 10, 11

U. Parties: The Amherst-Pelham Education Association and the School Committees of
Ambherst-Pelham and the Amherst-Pelham Regional School Committee are parties to this
Agreement.

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

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

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

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

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

76



Vi.

BB.

*Performance Standards: See 603 CMR 35.03.

*Professional Teacher Status: PTS is the status granted to an Educator pursuant to
M.G.L.c. 71, 8§ 41,

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

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

Standard 1: Curriculum, Planning and Assessment

Standard 2: Teaching All Students

Standard 3: Family and Community Engagement

Standard 4: Professional Culture

Attainment of Professional Practice Goal(s)

Attainment of Student Learning Goal(s)

*Rubric: A scoring tool that describes characteristics of practice or artifacts at different
levels of performance. These rubrics consists of:

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

Indicators: Describes aspects of each standard, including those required in 603 CMR 35.03
Elements: Defines the individual components under each indicator

Descriptors: Describes practice at four levels of performance for each element

Rubrics are attached to a made a part of this Agreement.

CC.

*Summative Evaluation: An evaluation used to arrive at a rating on each standard, an
overall rating, and as a basis to make personnel decisions. The summative evaluation
includes the Evaluator’s judgments of the Educator’s performance against Performance
Standards and the Educator’s attainment of goals set forth in the Educator’s Plan.
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DD. *Superintendent: The person employed by the school committee pursuant to M.G.L. c. 71
859 and 8§859A. The superintendent is responsible for the implementation of 603 CMR
35.00.

EE. *Teacher: An Educator employed in a position requiring a certificate or license as
described in 603 CMR 7.04(3) (a, b, and d) and in the area of vocational education as
provided in 603 CMR 4.00. Teachers may include, for example, classroom teachers,
librarians, guidance counselors, or school nurses.

3. Evidence Used in Evaluation

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

A. Multiple measures of student learning, growth, and achievement, which shall include:
. Measures of student progress on classroom assessments that are aligned with the

Massachusetts Curriculum Frameworks or other relevant frameworks and are comparable
within grades or subjects in a school;

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

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

B. Judgments based on observations and artifacts of practice including:

i.  Unannounced observations of practice as defined by this agreement.

ii.  Announced observation(s) for non-PTS Educators in their first year of practice in a school,
Educators on Improvement Plans, and as defined by this agreement.

iii.  Examination of Educator work products. iv.  Examination of student work samples.
C. Evidence relevant to one or more Performance Standards, including but not limited to:
i.  Evidence compiled and presented by the Educator, including:

(@) Evidence of fulfillment of professional responsibilities and growth such as self-
assessments, peer collaboration, professional development linked to goals in the Educator
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(b)

4.

plans, contributions to the school community and professional culture;

Evidence of active outreach to and engagement with families;

Evidence of progress towards professional practice goal(s);

Evidence of progress toward student learning outcomes goal(s).

Student and Staff Feedback — see #23 and #24 below

Any other relevant evidence from any source that the Evaluator shares with the Educator,
consistent with Article 13 (F) of the collective bargaining agreement.

Rubric

The rubrics are a scoring tool used for the Educator’s self-assessment, the formative assessment,

the formative evaluation and the summative evaluation. The districts may use either the
rubrics provided by ESE or comparably rigorous and comprehensive rubrics developed or
adopted by the district and reviewed by ESE.

Evaluation Cycle: Training

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

By October 1, all Educators shall complete a professional learning activity about self-
assessment and goal-setting satisfactory to the superintendent or principal. This will occur
during already scheduled meeting time. Any Educator hired after the November 1% date,
and who has not previously completed such an activity, shall complete such a professional
learning activity about self-assessment and goal-setting within three months of the date of
hire. The district through the superintendent shall determine the type and quality of the
learning activity based on guidance provided by ESE.

Evaluation Cycle: Annual Orientation

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

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

(b)

(©)

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

Provide all Educators with access to District goals and improvement plans goals and school
improvement plans and all relevant student data.

The faculty meeting may be digitally recorded to facilitate orientation of Educators hired
after the beginning of the school year.

Evaluation Cycle: Self-Assessment

Completing the Self-Assessment

The evaluation cycle begins with the Educator completing and submitting to the Evaluator
a self-assessment by October 1st or within four weeks of the start of their employment at
the school.

The self-assessment includes:

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

An assessment of practice against each of the four Performance Standards of effective
practice using the district’s rubric.

Proposed goals to pursue:

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

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

B.

Proposing the goals

Educators must consider goals for grade-level, subject-area, department teams, or other
groups of Educators who share responsibility for student learning and results, except as
provided in (ii) below. Educators may meet with teams to consider establishing team goals.
Evaluators may participate in such meetings.

For Educators in their first year of practice, the Evaluator or his/her designee will meet
with each Educator by October 1st (or within four weeks of the Educator’s first day of
employment if the Educator begins employment after September 15™) to assist the
Educator in completing the self-assessment and drafting the professional practice and
student learning goals which must include induction and mentoring activities.

Unless the Evaluator indicates that an Educator in his/her second or third years of practice
should continue to address induction and mentoring goals pursuant to 603 CMR 7.12, the
Educator may address shared grade level or subject area team goals.
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For Educators with PTS and ratings of proficient or exemplary, the goals may be team
goals. In addition, these Educators may include individual professional practice goals that
address enhancing skills that enable the Educator to share proficient practices with
colleagues or develop leadership skills.

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

Evaluation Cycle: Goal Setting and Development of the Educator Plan

Every Educator has an Educator Plan that includes, but is not limited to, one goal related to
the improvement of practice; one goal for the improvement of student learning. The Plan
also outlines actions the Educator must take to attain the goals established in the Plan and
benchmarks to assess progress. Goals may be developed by individual Educators, by the
Evaluator, in case of Educators on Directed Plans or Improvement Plans, or by teams,
departments, or groups of Educators who have the similar roles and/or responsibilities. See
Sections 15-19 for more on Educator Plans.

To determine the goals to be included in the Educator Plan, the Evaluator reviews the goals
the Educator has proposed in the Self-Assessment, using evidence of Educator performance
and impact on student learning, growth and achievement based on the Educator’s self-
assessment and other sources that Evaluator shares with the Educator. The process for
determining the Educator’s impact on student learning, growth and achievement will be
negotiated by the parties after ESE issues guidance on this matter. See #22, below.

Educator Plan Development Meetings shall be conducted as follows:

Educators in the same school may meet with the Evaluator in teams and/or individually at
the end of the previous evaluation cycle or by October 15th of the next academic year to
develop their Educator Plan. Educators shall not be expected to meet during the summer
hiatus.

For those Educators new to the school, the meeting with the Evaluator to establish the
Educator Plan must occur by October 15th or within six weeks of the start of their
assignment in that school

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

The Evaluator completes the Educator Plan by November 1st. The Educator shall sign the
Educator Plan within 5 school days of its receipt and may include a written response. The
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Educator’s signature indicates that the Educator received the plan. The signature does not
indicate agreement or disagreement with its contents. The Evaluator retains final authority
over the content of the Educator’s Plan.

Evaluation Cycle: Observation of Practice and Examination of Artifacts — Educators
without PTS

In the first year of practice or first year assigned to a school:

The Educator shall have at least one announced observation during the school year using
the protocol described in section 11B, below.

The Educator shall have at least four unannounced observations during the school year.

At the High School, Department Heads will be responsible for one of the announced and
two of the unannounced observations above.

In the second and third year as a non pts Educator, the Educator shall have at least five
observations. At least four will be unannounced. If the Educator desires the fifth to be
announced, they will inform their evaluator by January 1. Otherwise, the fifth observation
will be unannounced.

At the High School, Department Heads will be responsible for two of the unannounced

10.

11.

observations and the announced observation if one is requested.

Evaluation Cycle: Observation of Practice and Examination of Artifacts — Educators
with PTS

The Educator whose overall rating is proficient or exemplary must have at least six
observations (3 each year) during the two-year evaluation cycle.

The Educator whose overall rating is needs improvement must be observed according to
the Directed Growth Plan during the period of Plan which must include at least two
announced and six unannounced observations.

The Educator whose overall rating is unsatisfactory must be observed according to the
Improvement Plan which must include both unannounced and announced observation. The
number and frequency of the observations shall be determined by the Evaluator, but in no
case, for improvement plans of one year, shall there be fewer than two announced and six
unannounced observations. For Improvement Plans of six months or fewer, there must be
no fewer than two announced and six unannounced observations.

Observations

The Evaluator’s first observation of the Educator should take place by November 15.

Observations required by the Educator Plan should be completed by May 1st. The
Evaluator may conduct additional observations after this date.
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The Evaluator is not required nor expected to review all the indicators in a rubric during an

(a)

(b)

observation.
Unannounced Observations

Unannounced observations may be in the form of partial or full-period classroom
visitations. A partial period visitation must be at least 10 minutes. Instructional Rounds
used to assess school climate or administrative learning shall not be used as part of an
Educator’s evaluation.

The Educator will be provided with at least brief written feedback from the Evaluator
within 3-5 school days of the observation. The written feedback shall be delivered to the
Educator in person, by email, in Oasys, or placed in the Educator’s mailbox.

Any observation or series of observations resulting in one or more standards judged to be
unsatisfactory or needs improvement for the first time must be followed by at least one
announced observation of at least a full period in duration within ten (10) school days.

Announced Observations
All Announced Observations as defined by this Agreement.

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

Within 5 school days of the scheduled observation, the Evaluator and Educator shall meet
for a pre-observation conference. In order to discuss the nature of the lesson, the student
population served, and any other information that will assist the Evaluator to assess
performance

(1st) The Educator shall provide the Evaluator a draft of the lesson, student conference, IEP plan

or activity. If the actual plan is different, the Educator will provide the Evaluator will
provide the Evaluator with a copy.

(2nd) The Educator will be notified as soon as possible if the Evaluator will not be able to

(©)

(d)

attend the scheduled observation. The observation will be rescheduled with the Educator as
soon as reasonably practical.

Within 5 school days of the observation, the Evaluator and Educator shall meet for a post-
observation conference. This timeframe may be extended due to unavailability on the part
of either the Evaluator or the Educator, but shall be rescheduled within 24 hours if possible.

The Evaluator shall provide the Educator with written feedback within 5 school days of the

post-observation conference. For any standard where the Educator’s practice was found to
be unsatisfactory or needs improvement, the feedback must:
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(1st) Describe the basis for the Evaluator’s judgment.

(2nd) Describe specific actions the Educator should take to improve his/her performance, and

identify evidence or benchmarks required to demonstrate improvement.

(3rd) Identify support and resources the Educator may use in his/her improvement.

(4th) State that the Educator is responsible for addressing the need for improvement.

12.

A.

Evaluation Cycle: Formative Assessment

A specific purpose for evaluation is to promote student learning, growth and achievement
by providing Educators with feedback for improvement. Evaluators are expected to make
frequent unannounced visits to classrooms. Evaluators are expected to give targeted
constructive feedback to Educators based on their observations of practice, examination of
artifacts, and analysis of multiple measures of student learning, growth and achievement in
relation to the Standards and Indicators of Effective Teaching Practice.

Formative Assessment may be ongoing throughout the evaluation cycle but typically takes
places mid-cycle when a Formative Assessment report is completed. For an Educator on a
two-year Self-Directed Growth Plan, the mid-cycle Formative Assessment report is

replaced by the Formative Evaluation report at the end of year one. See section 13, below.

The Formative Assessment report provides written feedback and ratings to the Educator
about his/her progress towards attaining the goals set forth in the Educator Plan,
performance on Performance Standards and overall, or both

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

Upon the request of either the Evaluator or the Educator, the Evaluator and the Educator
will meet either before or after completion of the Formative Assessment Report.

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

The Educator may reply in writing to the Formative Assessment report within 5 school
days of receiving the report.

The Educator shall sign the Formative Assessment report by within 5 school days of
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13.

receiving the report. The signature indicates that the Educator received the Formative
Assessment report. The signature does not indicate agreement or disagreement with its
contents.

As a result of the Formative Assessment Report, the Evaluator may change the activities in
the Educator Plan.

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

Evaluation Cycle: Formative Evaluation for Two Year Self-Directed Plans Only

Educators on two-year Self-Directed Growth Educator Plans receive a Formative
Evaluation report near the end of the first year of the two-year cycle. The Educator’s
performance rating for that year shall be assumed to be the same as the previous summative
rating unless evidence demonstrates a significant change in performance in which case the
rating on the performance standards may change, and the Evaluator may place the Educator
on a different Educator plan, appropriate to the new rating.

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

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

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

Upon the request of either the Evaluator or the Educator, the Evaluator and the Educator
will meet either before or after completion of the Formative Evaluation Report.

The Educator may reply in writing to the Formative Evaluation report within 5 school days
of receiving the report.

The Educator shall sign the Formative Evaluation report by within 5 school days of
receiving the report. The signature indicates that the Educator received the Formative
Evaluation report. The signature does not indicate agreement or disagreement with its
contents.
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14.

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

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

Evaluation Cycle: Summative Evaluation

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

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

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

For an educator whose overall performance rating is exemplary or proficient and whose
impact on student learning is low, the evaluator’s supervisor shall discuss and review the
rating with the evaluator and the supervisor shall confirm or revise the educator’s rating. In
cases where the superintendent serves as the primary evaluator, the superintendent’s
decision on the rating shall not be subject to review.

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

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

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

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

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

B.

i.
Perfo

15th.

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

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

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

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

The Educator shall have the right to respond in writing to the summative evaluation which
shall become part of the final Summative Evaluation report.

A copy of the signed final Summative Evaluation report shall be filed in the Educator’s
personnel file.

Educator Plans — General

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

The Educator Plan shall include, but is not limited to:

At least one goal related to improvement of practice tied to one or more
rmance Standards;

At least one goal for the improvement the learning, growth and achievement of the students
under the Educator’s responsibility;

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

It is the Educator’s responsibility to attain the goals in the Plan and to participate in any
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16.

17.

18.

19.

trainings and professional development provided through the state, district, or other
providers in accordance with the Educator Plan.

Educator Plans: Developing Educator Plan

The Developing Educator Plan is for all Educators without PTS, and, at the discretion of
the Evaluator, Educators with PTS in new assignments.

The Educator shall be evaluated at least annually.

Educator Plans: Self-Directed Growth Plan

A Two-year Self-Directed Growth Plan is for those Educators with PTS who have an
overall rating of proficient or exemplary, and after 2013-2014 whose impact on student
learning is moderate or high. A formative evaluation report is completed at the end of year
1 and a summative evaluation report at the end of year 2.

A One-year Self-Directed Growth Plan is for those Educators with PTS who have an
overall rating of proficient or exemplary, and after 2013-2014 whose impact on student
learning is low. In this case, the Evaluator and Educator shall analyze the discrepancy
between the summative evaluation rating and the rating for impact on student learning to
seek to determine the cause(s) of the discrepancy.

Educator Plans: Directed Growth Plan

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

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

The Evaluator shall complete a summative evaluation for the Educator at the end of the
period determined by the Plan, but at least annually, and in no case later than June 10™".

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

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

Educator Plans: Improvement Plan

An Improvement Plan is for those Educators with PTS whose overall rating is
unsatisfactory.
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The parties agree that in order to provide students with the best instruction, it may be
necessary from time to time to place an Educator whose practice has been rated as
unsatisfactory on an Improvement Plan of no fewer than 30 school days and no more than
one school year.

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

An Educator on an Improvement Plan shall be assigned a Evaluator (see definitions). The
Evaluator is responsible for providing the Educator with guidance and assistance in
accessing the resources and professional development outlined in the Improvement Plan.

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

The Improvement Plan process shall include:

Within ten school days of notification to the Educator that the Educator is being placed on
an Improvement Plan, the Evaluator shall schedule a meeting with the Educator to discuss
the Improvement Plan. The Evaluator will develop the Improvement Plan, in consultation
with the Educator which will include the provision of specific assistance to the Educator.
The Evaluator will notify the Educator that he/she was a right to Association representation
at meeting. At the Educator’s request an Association Representative will attend the
meeting.

If the Educator consents, the Association will be informed that an Educator has been placed
on an Improvement Plan.

The Improvement Plan shall:

Define the improvement goals directly related to the performance standard(s) and/or
student learning outcomes that must be improved,;

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

Describe the assistance that the district will provide to the Educator;
Avrticulate the measurable outcomes that will be accepted as evidence of improvement;

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

Vii.

(@)

(b)

(©)

(d)

Identify the individuals assigned to assist the Educator which must include minimally the
Evaluator; and,

Include the signatures of the Educator and Evaluator.

A copy of the signed Plan shall be provided to the Educator. The Educator’s signature
indicates that the Educator received the Improvement Plan. The signature does not indicate
agreement or disagreement with its contents.

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

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

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

In those cases where the Educator was placed on an Improvement Plan as a result of his/her
summative rating at the end of his/her Directed Growth Plan, if the Evaluator determines
that the Educator is making substantial progress toward proficiency, the Evaluator shall
place the Educator on a Directed Growth Plan.

In those cases where the Educator was placed on an Improvement Plan as a result of his/her
Summative rating at the end of his/her Directed Growth Plan, if the Evaluator determines
that the Educator is not making substantial progress toward proficiency, the Evaluator shall
recommend to the superintendent that the Educator be dismissed.

If the Evaluator determines that the Educator’s practice remains at the level of

unsatisfactory, the Evaluator shall recommend to the superintendent that the Educator be
dismissed.
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20.

Timelines

Activity:

Completed By:

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

September 15

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

Educator submits self-assessment and proposed goals

October 1

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

October 1

Evaluator completes Educator Plans

November 1

Evaluator should complete first observation of each Educator

November 15

for Educators on one-year Educator Plans

Non-PTS Educator submits evidence on parent outreach, professional |February 1
growth, progress on goals (and other standards, if desired)
Evaluator should complete mid-cycle Formative Assessment Reports  |February 28

Evaluator holds Formative Assessment Meetings if requested by either
Evaluator or Educator

March 10

exemplary at request of Evaluator or Educator

Educator submits evidence on parent outreach, professional growth,  |April 20
progress on goals (and other standards, if desired)

Evaluator completes Summative Evaluation Report June 1
Evaluator meets with Educators whose overall Summative Evaluation June 1
ratings are Needs Improvement or Unsatisfactory

Evaluator meets with Educators whose ratings are proficient or June 10

Educator signs Summative Evaluation Report and adds response, if any
within 5 school days of receipt

June 15
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A. Educators with PTS on Two Year Plans

Activity: Completed By:
Evaluator completes unannounced observation(s) /Any time during the 2-
year evaluation cycle
Evaluator completes Formative Evaluation Report June 1 of Year 1
Evaluator conducts Formative Evaluation Meeting, if any June 1 of Year 1

Educator submits evidence on parent outreach, professional growth,  |April 20 of Year 2
progress on goals (and other standards, if desired)

Evaluator completes Summative Evaluation Report May 15 of Year 2

Evaluator conducts Summative Evaluation Meeting, if any June 10 of Year 2

Evaluator and Educator sign Summative Evaluation Report June 15 of Year 2
B. Educators on Plans of Less than One Year

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

21. Career Advancement

In order to attain Professional Teacher Status, the Educator should achieve ratings of proficient
or exemplary on each Performance Standard and overall. A principal considering making an
employment decision that would lead to PTS for any Educator who has not been rated proficient
or exemplary on each performance standard and overall on the most recent evaluation shall
confer with the superintendent by May 1. The principal’s decision is subject to review and
approval by the superintendent.

In order to qualify to apply for a teacher leader position, the Educator must have had a
Summative Evaluation performance rating of proficient or exemplary for at least the previous
two years.

Educators with PTS whose summative performance rating is exemplary and, after 2013- 14
whose impact on student learning is rated moderate or high, shall be recognized and rewarded

with leadership roles, promotions, additional compensation, public commendation or other
acknowledgement as determined by the district through collective bargaining where applicable.

22.  Rating Impact on Student Learning Growth
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ESE will provide model contract language and guidance on rating educator impact on student
learning growth based on state and district-determined measures of student learning by July 15,
2012. Upon receiving this model contract language and guidance, the parties agree to bargain
with respect to this matter.

23. Using Student feedback in Educator Evaluation

ESE will provide model contract language, direction and guidance on using student feedback in
Educator Evaluation by June 30, 2013. Upon receiving this model contract language, direction
and guidance, the parties agree to bargain with respect to this matter.

24, Using Staff feedback in Administrator Evaluation

ESE will provide model contract language, direction and guidance on using staff feedback in
Administrator Evaluation by June 30, 2013. Upon receiving this model contract language,
direction and guidance, the parties agree to bargain with respect to this matter.

25.  Transition from Existing Evaluation System

The parties may agree that 50% of more of Educators in the district will be evaluated under the
new procedures at the outset of this Agreement, and 50% or fewer will be evaluated under the
former evaluation procedures for the first year of implementation of the new procedures in this
Agreement.

The parties shall agree on a process for identifying the Educator Plan that each Educator will be
placed on during the Educator’s first year being evaluated under the new procedures, providing
that Educators who have received ratings of unsatisfactory or its equivalent in the prior year will
be placed on Self-Directed Growth or Improvement Plans at the sole discretion of the
Superintendent.

The parties agree that to address the workload issue of Evaluators, during the first evaluation
cycle under this Agreement in every school or department, the names of the Educators who are
being placed on Self-directed Growth Plans shall be literally or figuratively “put into a hat.” The
first fifty (50) percent drawn shall be on a 1-year Self- Directed Growth Plan and the second fifty
(50) percent shall be on a 2-year Plan.

The existing evaluation system will remain in effect until the provisions set forth in this Article

are implemented. The relevant timeframe for adopting and implementing new systems is set
forth in 603 CMR 35.11(1).
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26. General Provisions

Only Administrators who are trained in the methodology and research related to observation and
evaluation may serve as evaluators of educators.

Evaluators shall not make negative comments about the Educator’s performance, or comments of
a negative evaluative nature, in the presence of students, parents or other staff, except in the
unusual circumstance where the Evaluator concludes that s/he must immediately and directly
intervene. Nothing in this paragraph is intended to limit an administrator’s ability to investigate
a complaint, or secure assistance to support an Educator.

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

The parties agree to establish a joint labor-management evaluation team which shall review the
evaluation processes and procedures annually through the first three years of implementation and
recommend adjustments to the parties for further negotiation.

E. Violations of this article are subject to the grievance and arbitration procedures.
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ADDENDUM Il Performance Levels in the Model Rubrics

The performance descriptors in the Massachusetts Model System’s rubrics differentiate
levels of educator performance along a continuum of professional practice. Experienced

educators are expected to demonstrate performance at the Proficient level in each
Standard and overall. Proficient performance is assumed to be fully satisfactory.

The regulatory language for each performance rating is provided below in italics

followed by a deeper explanation of each descriptor.

Exemplary
Model

Impact Level

The educator’s performance consistently and significantly exceeds the requirements of a
Standard and could serve as a model of practice districtwide.

The Exemplary level represents the highest level of performance. It exceeds the already
high Standard of Proficient. A rating of Exemplary is reserved for performance on an
Indicator or Standard that is of such a high level that it could serve as a model for
educators in the school, district, or state. Few educators—superintendents included—are
expected to earn Exemplary ratings on more than a handful of Indicators.

Proficient

Master
Teacher

The educator’s performance fully and consistently meets the requirements of a
Standard.

Proficient is the expected, rigorous level of performance for educators. It is a
demanding but attainable level of performance for most educators. At the Proficient
level, educators integrate the knowledge, skills, and abilities needed for effective
content-area instruction or leadership.

Needs
Improvement

Developing

The educator’s performance on a Standard is below the requirements of a Standard but
is not considered to be Unsatisfactory at this time. Improvement is necessary and
expected.

Educators whose performance on a Standard is rated as Needs Improvement may
demonstrate inconsistencies in practice or weaknesses in a few key areas. They may not
yet fully integrate and/or apply their knowledge and skills in an effective way. They
may be new to the field or to this assignment and are developing their craft.

Unsatisfactory

The educator’s performance on a Standard ... has not significantly improved following
a rating of Needs Improvement, or the educator’s performance is consistently below the
requirements of a Standard ... and is considered inadeguate or both.

Educators whose performance on a Standard is rated as Unsatisfactory are significantly
underperforming as compared to the expectations. Unsatisfactory performance requires
urgent attention.
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ADDENDUM 111

Classroom Visit/Feedback/Reflection for Short Visits and Walkthroughs

Name: Date:

Place:

Subject/Topic: Observer:
Observation begins at_a.m./p.m. Observation ends at __a.m./p.m.
Class begins at a.m./p.m. Class ends at__a.m./p.m.
Number of Students____~ Number of staff in room

Quick-Look Lists of Targeted Areas of Performance

A. Focusing on Curriculum and Planning

Learning objective is identifiable (posted, communicated)

Yes No Notes:

B. Focusing on Instruction

Grouping format(s) observed?

COWhole Group CO0Small Group [COPairs Olndividual

ARPS Fundamental Instructional Practices Observed

Opening Set Formative Assessment
Directions/Instructions Tasks
Questioning/Dialogue Didactic/Direct |nstruction

Collaboration Closing Set

C. Focusing on the Students

Student Actions Observed

Creating Products | Listening | Transitioning

Filling in Worksheets/ Organizers, |  Speaking | Using Hands-On

etc. | Reading Materials

Problem-Solving | Writing | Note-taking

| Other

Student Thinking Skills Demonstrated

Remember (recognize, recall) | Analyze (differentiate,
| Understand (interpret, classify, compare, explain, infer) organize, attribute)
| Apply (execute, implement) | Evaluate (check, critique)
| Summarize | Create (generate, plan,

produce)
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Observer Notes, Questions, and Feedback (Comments such as classroom management, cultural
competency, content knowledge, differentiated
instruction, and student engagement)

Teacher Reflections/Comments

SIGNATURES: DATED FEBRUARY 12, 2013
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MEMORANDUM OF AGREEMENT

HEALTH INSURANCE

The Amherst School Committee, the Pelham School Committee and the Amherst-Pelham

Regional School Committee (hereinafter “the Committees™) and the Amherst-Pelham Education
Association (hereinafter “the Association”) are parties to Collective Bargaining Agreements
covering educators and other professional employees (Unit A), clerical employees (Unit B) and
paraprofessional employees (Unit C) employed by the Committees.

The parties have met and negotiated over the matter of health insurance coverage offered

to employees represented by the Association. The parties hereby record the agreements reached
pursuant to those negotiations, as follows:

1.

Effective July 1, 2018, employees will be eligible to elect PPO or HMO coverage through
MIIA - Blue Cross/Blue Shield Blue. Coverage through Harvard Pilgrim Health Care
will no longer be available.

The Committees shall assume responsibility for payment of seventy-five (75%) of
approved PPO plans or eighty percent (80%) of approved HMO plans as exists as of the
execution of this agreement. This payment shall be provided regardless of whether unit
members receive pay over the ten (10) month school year or over the full twelve (12)
month year.

Pharmaceutical and other co-pays and deductibles as outlined in the attached Schedule A will
be maintained at the same level through June 30, 2020, unless the parties agree otherwise.
Thereafter, the plan design may change if both parties agree. In year two, the parties
agree to meet to review any possible plan design changes for year 3 and may make
changes by mutual agreement.

The Committees will continue to maintain a Section 125 Flexible Spending Account plan
to enable eligible employees to set aside pre-tax funds through payroll deduction to cover
the cost of childcare, co-pays, prescription eyeglasses, and over the counter medications,
as may be allowed by appropriate Internal Revenue Service Regulations.

This Memorandum shall replace the 2013 Memorandum regarding health insurance
executed by the parties. By the terms of this Memorandum, the parties have agreed that
its terms shall be incorporated into the final Collective Bargaining Agreements upon
completion of their current negotiations for successor agreements and specifically to amend
the terms of Article 14 Section F of the Unit A Agreement; Article 23, Section D of the
Unit B Agreement; and Article 14, Section G of the Unit C Agreement. The terms of this
Memorandum may be enforced by the grievance and arbitration provisions of the
appropriate Collective Bargaining Agreement covering Unit A, Unit B and/or Unit C.

This Memorandum will be effective upon execution by the parties.
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Signed on this day of April, 2018.

On behalf of the Amherst-Pelham
Education Association:

On behalf of the Amherst School
Committee:

On behalf of the Amherst Pelham
Regional School Committee:

On behalf of the Pelham School
Committee:
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MEMORANDUM OF AGREEMENT

The Amherst-Pelham Education Association and the Amherst-Pelham Regional
School Committee and the Pelham School Committee, recognizing not only that the
structure of the teaching day at the Regional High School and the Regional Middle
School is subject to continuing discussion and modification, but also that the staff
assigned to said schools can and should be entitled to a defined workload and structure
of assignments, hereby enter into the following agreements, in addition to those contained
in the Collective Bargaining Agreement, dated September 1, through August 31,.

1. For the 2013-2014 school years, at the Regional High School, teachers will be
assigned to no more than ten (10) courses per year, with no more than four (4)
courses per trimester. A teacher who volunteers to teach an eleventh (10th)
course in a year will receive an extra 1 0% of his/her salary as compensation. A
teacher assigned to a fourth course will be relieved of any administrative
assignment for that trimester.

@) To the extent that the Committee creates and funds tutorial positions,
teachers may be assigned to teach a tutorial as their tenth (10th) course.
Tutorials meet for two class periods per school week and are for the
duration of the school year.

(b) Tutorial positions, if created and funded, shall be posted for five (5) school
days in the teachers' lounges and workrooms. Qualified and interested
teachers may apply for a tutorial assignment. All applicants will be
considered for such assignment.

2. The parties recognize that the teaching schedule at the Regional High School and
the Regional Middle School is the subject of ongoing evaluation, following the
process detailed in item #3 of the Memorandum of Agreement.

3. The parties agree that before any change in the instructional schedule at the
Regional High School or the Regional Middle School the following process shall
have been completed:

A. No later than December 1 in a school year, a staff meeting would be held
to share information about and gather feedback on a proposed schedule
change for the following school year. The administration will provide a
rationale for the change, and will communicate the implications for the
following items:

. Instructional Time
. Prep Time
. Duty Schedules

B. Written feedback will be solicited following the staff meeting; if staff
members choose to share their opinions, thoughts, and questions about the
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proposed change in schedule, this feedback will be due to the
administration within two (2) weeks of the staff meeting.

Within one month of the due date for written feedback, this data will be
compiled, and a summary will be shared with the faculty.

The current staff leadership structures (such as the Principal's Advisory
Committee and the Teaching & Learning Group at the HS and the
Leadership Team at the MS) will be accessed to analyze staff feedback
and for detailed discussions of changing the schedule.

With the consultation of the Superintendent, the school administration will
make and announce the decision on the change in schedule y February 1
of the school year prior to the change in schedule.

Any schedule which is adopted shall provide for one (1) preparation
period on each full day of school which period shall be at least equal to
that of a teaching period. If additional time and staffing permits, priority
will be given to providing additional preparation time to full-time, core
academic teachers.
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Signed on this day of

On behalf of the Amherst-Pelham
Education Association:

On behalf of the Amherst School
Committee:

, 2018:

On behalf of the Amherst Pelham
Regional School Committee

On behalf of the Pelham School
Committee:
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MEMORANDUM OF AGREEMENT

The Association agrees to waive any claims including but not limited to
grievances and unfair labor practice charges (including withdrawal of MUP-11-1387) in
connection with the School Committee(s) decision to withhold step increases pending
negotiation of a successor agreement for the 2011-2012 school year. Upon execution of
this agreement, the School Committee agrees to implement steps retroactively to the
commencement of the school year.

The School Committee(s) agree that the decision to withhold step increases for
the 2011 - 2012 school year pending negotiation of a successor agreement shall not
constitute a precedent in any future negotiation or interpretation of the collective
bargaining agreement.
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658340v1

Signed this day of , 2018.

On behalf of the Amherst-Pelham Education Association:

On behalf of the Amherst-Pelham Regional School Committee:

On behalf of the Amherst School Committee:

On behalf of the Pelham School Committee:
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