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AGREEMENT

Pursuant to the provisions of Chapter 150E of the General Laws of the Commonwealth of
Massachusetts, this Agreement is made by and between the Bridgewater-Raynham Regional School
Committee and the Bridgewater-Raynham Education Association.

ARTICLE 1
RECOGNITION
A. Recognition
1. For the purposes of collective bargaining with respect to wages, hours,

standards of productivity and performance and other conditions of employment,
the Committee recognizes the Association as the exclusive bargaining agent for
all full-time and regular part-time professional employees including but not
limited to Classroom Teachers, Counselors, Guidance Counselors, School
Adjustment Counselors, Media Specialistg/Librarians, School Psychologists,
Therapists/Teachers, Coordinator of Music, Coordinator of Instructional Media
Services, Department Chairs, Director of Alternative High School, Assistant
Athletic Director, Title | Teachers, Tutors of the Learning Disabled, Tutors,
Nurses, Athletic Director and Technology Curriculum Integration Specialist.

This excludes the Superintendent of Schools, Assistant Superintendent of
Schools, Headmaster, Assistant Headmaster, Principals, Assistant Principals,
Curriculum Grants Director, Director of Pupil Personnel, Director of Guidance 7-
12, Instructional Leader for Special Needs, Dean of Students, Instructional
Leaders, Technology Specialist, Proctors Pre-K-12* , and all nonprofessional
employees of the Committee.

*The Proctors shall perform only those functions which they have performed in
the past. When the Proctors are utilized to cover classes to provide the required
preparation time for teachers, the Proctors shall be responsible for meaningful
work; that is, teachers will not be required to prepare alesson for the Proctors.

NOTE: In the event that the Curriculum Specialist position is funded, the
Committee and the Association shall meet to address the issue of unit placement.

2. Unless another employee organization shall have been designated as the exclusive
representative of the professional employees, the Committee agrees that so long
as this Agreement shall continue in effect, it will not recognize any organization
other than the Association as the representative of the professional employeesfor
the purposes of collective bargaining.

B. Definitions and Coverage
1. The term "Professional Employee” as used in this Agreement, unless otherwise

specified, refersto all members of the bargaining unit.
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Theterm "Association” as used in this Agreement refers to the Bridgewater-
Raynham Education Association, an affiliate of the MTA/NEA.

The term "Committee" as used in the Agreement refers to the Bridgewater-
Raynham Regiona School Committee.

Regular part-time Professional Employees shall include those employees who
work aregular tour of duty each work week which isless than that worked by
full-time employees.

Any Coach, Club/Activity Advisor or home tutor who does not also hold one of
the titles listed in Section A above shall be covered by this Agreement solely for
the purpose of wages as set forth in Appendices B and C.

All coaching and extra-curricular positions shall be posted annually. In the event
that there are applicants for a position from within and from outside the
bargaining unit and the qualifications of the applicants are equal, a bargaining unit
member will be appointed to the position.

ARTICLE 2
COMPENSATION AND OTHER CONDITIONS

Subject to the provisions of this Agreement, and except as otherwise provided in the Appendices
attached hereto and made a part hereof, the wages, hours and other conditions of employment
applicable on the effective date of this Agreement to the employees covered by this Agreement
shall continue to be so applicable.

ARTICLE 3
GRIEVANCE PROCEDURE
A. Definitions
1 A “grievance” is defined as a complaint by a professional employee, group of
professional employees or the Association that as to the complainant there has been a
violation, misinterpretation or inequitable application of the provisions of this
Aqgreement.
2. The “grievant” may be either an individual professional employee, a group of
professional employees or the Association.
3. “Days” shall mean school days, except during the summer recess when “days” shall
mean when the Superintendent’s office is open.
B. Purpose

The purpose of this procedure is to secure, at the lowest possible administrative level,
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equitable solutions to the problems which may from time to time arise under this Agreement
affecting the working conditions of Professional Employees. Both parties agree that these
proceedings will be kept as informal and confidential as may be appropriate at any level of the
procedure.

Representation

1 Nothing herein shall be construed as limiting the right of any Professional Employee
having a grievance from presenting a grievance without representation by the
Association: however, the disposition, if any, of the grievance shall be consistent with
the provisions of the Agreement. Further, the Association shall have the right to be
present and be heard at each level of the procedure.

2. The grievant may be represented at all steps of the grievance procedure by
representatives of the BREA/MTA/NEA.

Procedure

Sinceit isimportant that grievances be processed as rapidly as possible, the number of days
indicated at each level should be considered as maximum and every effort should be made to
expedite the process. The time limits specified may, however, be extended by mutual
agreement. Grievances not initially presented or processed throughout the levels of this
procedure in accordance with the time limits set forth herein, shall be deemed to have been
waived. A dispute as to whether a grievance has been waived will be subject to Arbitration
pursuant to Level 1V.

Level One: The grievant shall present the grievance, in writing, to the appropriate
Principal or immediate supervisor within thirty (30) school days next
following the occurrence of the grievance of the date or first knowledge of its
occurrence by any employee affected by it.

Should the grievance involve a decision of the Superintendent of Schools or
School Committee, it may be commenced at Level Two of this procedure
within thirty (30) school days next following the occurrence of the grievance
or the date of first knowledge of its occurrence by any employee affected by it.

Note: Prior to submitting a grievance in writing, the grievant, either alone or
with the Association, is encouraged to meet with the appropriate supervisor to
discuss informally the issues surrounding the complaint in an effort to resolve
the problem. No informal resolution can be inconsistent with the terms of the
Agreement.

Level Two: If at the end of ten (10) school days next following such presentation, the
grievance shall not have been disposed of to the grievant’s satisfaction, the
grievant may, within ten (10) school days thereafter, submit the grievance to
the Superintendent who shall, within ten (10) school days thereafter, meet with
the grievant in an effort to settle the grievance.
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Level Three: If at the end of ten (10) school days next following such meeting with the

Superintendent, the grievance shall not have been disposed of to the grievant’s
satisfaction, the grievant may, within ten (10) school days thereafter, submit
the grievance to the School Committee and, within ten (10) school days
thereafter, the Committee shall meet with the grievant in an effort to settle the
grievance.

Level Four:  If at the end of ten (10) school days next following such meeting with the

School Commiittee, the grievance shall not have been disposed of to the
satisfaction of the Association, the Association may, within ten (10) school
days thereafter, file a Demand for Arbitration with the American Arbitration
Association. Said Demand will also be served upon the School Committee
within thisten (10) day period. The parties agree to abide by the Voluntary
Labor Arbitration Rules of the American Arbitration Association for the
disposition of the grievance. The Arbitrator’s Award shall be final and binding
upon the Committee, the Association, and the Grievant. The Arbitrator’s
decision will set forth, in writing, findings of fact, reasoning, and the
conclusions on the issues submitted by the parties. The Arbitrator shall be
without power or authority to make any decision which requires the
commission of an act prohibited by law, or which violates or would alter, add
too, detract from or modify the terms of this Agreement. The cost for the
services of the Arbitrator, including per diem expenses, if any, and actual and
necessary travel and subsistence expenses, will be born equally by the
Committee and the Association, but each party shall bear its own expenses for
the presentation of its case.

E. Miscdllaneous

1

If in the judgment of the Association a grievance affects a group or class of
Professional Employees, the Association may submit such grievance in writing to the
Superintendent directly, and the processing of such grievance will be commenced at
Level Two in accordance with the time limits set forth in Level One. The Association
may process such a grievance through al levels of the grievance procedure even if the
grievant does not wish to do so.

All grievances shall be in writing and shall specify the nature of the grievance, article
or articles violated and remedy sought. Decisions rendered at Levels One, Two and
Three of the grievance procedure shall be in writing, shall set forth the decision and
the reasons therefore and shall be transmitted promptly to the grievant and the
Association.

No written communication nor other document or record relating to a grievance shall
be filed in the personnél file of any grievant except as may be required to implement
the disposition thereof.

No reprisals of any kind will be taken by the Committee, the Administration or the
7



Association against any participant in the grievance procedure by reason of such
participation.

5. Attendance by the grievant and the A ssociation representatives at grievance meetings
held during the school day shall constitute authorized absence without loss of pay.

6. The Committee will make available to the grievant and the Association such
documents and data as the Committee may possess which are relevant to the
grievance and which are public records.

7. Dismissals shall be processed in accordance with M.G.L. Chapter 71, Section 42, as
amended, and shall not be subject to the grievance and arbitration procedure set forth
in this Agreement.

ARTICLE 4
INITIAL PLACEMENT ON THE SALARY SCHEDULE

Upon initial employment in the bargaining unit, Professional Employees will be
placed on the salary schedule at a step based on credit for previous employment as
follows:

1 One year of credit for each year of full-time public school professional
employment after receiving a certificate pursuant to M.G.L. Chapter 71,
Section 38G.

2. One half (1/2) year of credit for each year of prior professional employment
outside of the bargaining unit, but within the system, up to a maximum of
three
(3) years, as acertified employee in the position of proctor and\or tutor.

3. Credit for prior professional employment, other than that provided for in
Sections one (1) and two (2) above, may be given at the discretion of the
Superintendent.

4. Credit for prior employment shall be cumulative, but shall not exceed the
maximum step of the applicable schedule.

5. To be digible for credit for prior employment, service must have been
performed after the Professional Employee earned a Bachelor's Degree from an
accredited institution.

ARTICLES
METHOD OF PAYMENT OF SALARY

Payment of Salary

1 The compensation of all Professional Employees will be paid on a bi-weekly
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basis. There will be twenty-six (26) equal installments to be paid, on Thursdays,
following the District’s payroll schedule for twelve (12) months employees
through the close of school in June, and alump sum payment equal to 5/26 of
the employee’s salary to be paid no later than the last day of the work year.

2. All bargaining unit members shall be required to participate in direct deposit.
Salary Adjustments

1 The daily rate of compensation for each Professional Employee for the purpose
of determining the deductions to be made in his’her compensation for each day in
anon-pay status, and for determining the amount of compensation to be paid to a
Professiona Employee who |leaves the employee of the Committee prior to the
end of the school year, shall be equal to his/her annual rate of compensation
divided by the number of workdays in the work year.

2. Professional Employees who agree to assignments calling for the performance
of duties beyond the regular workday and/or work year shall be compensated for
such additional assignments at the hourly rate of $40.00.

3. Regular part-time Professional Employees shall be compensated and receive
benefits on a pro rata basis on the respective percentage of time worked.

Distribution of Paychecks
1 The Committee agrees to the direct deposit of paychecks into any financial
ingtitution so designated, in writing, by the employee, provided that the institution

isamember of the New England Automated Clearing House.

ARTICLE6
ADVANCEMENT ON THE SALARY SCHEDULE

Credit Acceptance
In determining the schedule to apply to a particular Professional Employee upon initial

employment or upon transfer to a column requiring greater academic qualifications, the
Committee shall:

1 accept a Bachelor's, Master's or Doctorate Degree earned from an accredited
institution;
2. accept graduate credits earned in areas in which the Department of Elementary

and Secondary Education issues certificates or courses deemed acceptable by
the Superintendent will be allowed for column movement;

3. credits to be applied for column movement beyond the Master's column need not
be within a degree program;



4.

Graduate level courses can only be used to satisfy one (1) graduate degree.

Lateral Advancement

Employees eligible for lateral movement shall be advanced on the salary schedule as
follows:

Said advancement shall be effective on September 1 of each school year, provided
that a Professional Employee who anticipates qualifying for such advancement
shall notify the Superintendent, in writing, to this effect by November 30" of the
school year prior to such advancement. In order to be eligible for the change, a
Professional Employee must submit a grade report of achievement issued by the
accredited institution of the required academic qualifications to the
Superintendent on or before September 1.

Increment Step Increases

1

The granting of vertical increment increases on the salary schedule is not an
automatic feature of a Professional Employee's employment. Increments are
earned by the Professional Employee both by performance in the classroom
and as aresult of professional self-improvement.

Therefore, increment increases will continue to be incumbent upon satisfactory
performance and professional self-improvement. Salary increments may be
withheld, however, when sufficient cause exists to warrant such action. No
increment will be withheld unless prior written notification has been forthcoming
to that Professional Employee from the Office of the Superintendent of Schools.
Any time factor involved in such notice of increment withholding will, in all
instances, be sufficient for the Professional Employee, if he/she so desires, to take
action that might allow him/her to prevent such a withholding.

Prior to obtaining Professional Teacher Status, teachers will receive the negotiated
increase only; that is, they will not advance a step on the salary schedule until they
obtain Professional Teacher Status. Upon obtaining Professional Teacher Status,
the teachers shall advance to the step which appropriately reflects their years of
teaching in accordance with Article 1V, Initial Placement on the Salary Schedule.

This provision will be applicable to teachers hired after the ratification of this
2017 — 2020 Memorandum of Agreement.

Effective September 1, 2022, Section 3 above will be deleted.




Y ears of Service

Employment continuing over more than 92 days in any one academic year shall
constitute a year of service within the system for purposes of vertica movement on the
salary schedule.

ARTICLE 7
COURSE REIMBURSEMENT

Reimbursement for Tuition and Fees.

The Committee shall reimburse Professional Employees with Professional Teacher Status
for the cost of tuition and fees up to $800.00 per employee per fisca year for graduate
level courses. Said courses must be taken at an accredited institution and approved in
advance by the Superintendent. Reimbursement for courses shall be paid upon
submission of evidence of successful completion of the course, together with evidence of
expenditure for tuition and fees. Paperwork for prior approval of a course must be
submitted to the Superintendent’s Office and will be approved within 15 business days
with exceptions for extenuating circumstances. Paperwork will consist of one of the
following: official grade — letter from registrar, printed off line — with proof of payment
(canceled check, credit card with numbers crossed out, receipt from accredited
institution). Evidence of expenditure shall be the receipt from the appropriate institution.
Proof of the satisfactory completion of the course and al of the paperwork must be
submitted to the Superintendent’s office by June 30™ and payment will be made within
15 working days.

ARTICLE 8
WORK YEAR, WORKDAY AND WORK ASSIGNMENTS
Work Year
1 The work year of Professional Employees shall not exceed one hundred and

eighty-four (184) days and shall begin no earlier than the Monday prior to Labor
Day, in which case the Friday before Labor Day will be anon-work day, and
terminate no later than June 30™. In addition to the above, first year employees
shall work up to three (3) days prior to the start of the work year for the purposes
of orientation.

2. The work year shall consist of one hundred eighty (180) student days, plus four
(4) days without students in attendance which shall consist of one (1) day for the
opening of school, and three (3) professional development days. The day before
Thanksgiving, the last work day before the winter recess and the last day of the
school year shall be ahalf (1/2) day of school.
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The work year shall be designed so as to maintain the traditional holidays and
vacation periods. It is agreed that, if any change in the traditional vacation periods
is contemplated during the term of this Agreement, the Committee and the
Association shall meet in an effort to arrive at a mutually agreeable aternative to
the traditional vacation periods.

Workday

1

Except asis otherwise provided in this Article, the workday for Professional

Employees shall be no longer than six hours and fifty minutes (6 hrs. 50 mins.).
On Friday, the workday shall end five (5) minutes after the end of the student day
except during exam weeks when Professional Employeesin Grades 9-12 will
work their regular work hours when exams are scheduled on a Friday. When
exams are scheduled on a Friday, no afternoon meetings will be scheduled and no
duties assigned. The workday shall begin no earlier than 7:20 A.M. and shall end
no later than 3:45 P.M.

The workday for School Psychologists, Adjustment Counselors, Guidance
Counselors (al levels), and Department Chairs at the High School shall be seven
hours and fifteen minutes (7 hrs. 15 min.) on Monday through Thursday and on
Friday the workday will end five (5) minutes after the end of the student day. The
stipend for additional time for these classifications is set forth in Appendix D.

In addition to the regular workday provided in SectionsB 1 & 2 above, and
subject to Section 6 below, Professional Employees in Grades PreK -4 may be
required to remain for up to one (1) hour after the regular workday, on Monday
through Thursday, for not more than three (3) days per month for Staff Meetings.

In addition to the regular workday provided in Sections B 1 & 2 above, and
subject to Section 6 below, Professional Employees in Grades 5-8 may be
required to remain for up to one (1) hour after the regular workday, on Monday
through Thursday, for not more than two (2) days per month for Staff Meetings.

Professional Employees in Grades 5-8 shall also be expected to schedule one day
per week, Monday through Thursday, for thirty-five (35) minutes, for the purpose
of giving individual help and for parent conferences.

In additions to the regular workday provided for in Sections B 1& 2 above, and
subject to Section 6 below, Professional Employeesin Grades 9-12 may be
required to remain for up to thirty-five (35) minutes after the regular workday
on one (1) day per week, Monday — Thursday, for Department meetings. Staff
meetings may be scheduled in lieu of Department meetings in a given week.
Staff meetings shall begin five (5) minutes after student dismissal and shall not
Exceed an hour in length.

Professional Employees in Grades 9-12 shall also be expected to schedule one day
12



per week, Monday through Thursday, for thirty-five (35) minutes for extra help
and for parent conferences.

At all levels, Staff Meetings, Department meetings and Administrative meetings
shall not be scheduled during the weeks of parent conferences/open houses or on
the day before a holiday or vacation period, except in the case of an emergency.
In addition, at all levels, Staff meetings, Department meetings and Administrative
meetings shall not be scheduled on the day of release days.

Except in the case of an emergency, Professional Employees will receive at |east
ten (10) calendar days' written notice, with an agenda, at least five (5) calendar
daysin advance, of all Staff meetings and release days.

At Grades Pre-K-4, there shall be four (4) evenings per year for parent/teacher
conferences not to exceed two and one-half (2 1/2) hours per evening session.
The evening conferences will be scheduled on different evenings by level. Two
(2) conferences shall be scheduled in the fall and two (2) conferences shall be
scheduled in the spring.

At Grades 5-12, there shall be three (3) evenings per year for parent/teacher
conferences not to exceed two and one-half (2 %2) hours per evening session. Two
(2) conferences shall be scheduled in the fall and one (1) shall be scheduled in the
spring. The spring conference at the High School will be scheduled prior to the
third term progress reports.

Grades Pre-K-8 will also have a half-day for spring conferences.

No parent/teacher conferences/open house shall be scheduled on consecutive
evenings or an evening preceding a non-working day. An administrator will be
on site for the length of conferences and open house.

In addition, there shall be one (1) evening per year, scheduled for an open house,
not to exceed two (2) hours' duration at the middle schools and the High School
and one and one-half (1.5) hours at the elementary and intermediate schools.

Employees will not be required to or be responsible for the collection of funds
from students for field trips or other student financial obligations to their schools.

C. Work Load

1

Faculty at the high school and middle schools will be guaranteed a duty-free
twenty-five (25) minute lunch period and faculty at the grades K to 4 levels will
be guaranteed a thirty (30) minute lunch period. Each scheduled duty-free lunch
period shall begin no earlier than the commencement of the first pupil lunch
period and shall end no later than the end of the last pupil lunch period.
Professional Employees may leave the building during their duty-free lunch
period by arrangement with the Principal of the school to which they are
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assigned if it is consistent with safety and order.

Effective upon ratification of this Agreement, al teachers will be guaranteed a
daily minimum of fifty (50) consecutive minutes of preparation time. Teachersin
pre-kindergarten and Kindergarten will be released from duties between the two
(2) sessions for those purposes. In addition, Grades 5 through 8 will have two (2)
common planning periods per 5 day cycle. On half-days, common planning
times will be the same length as that day’s periods and will teach no more than
five (5) periods per day. (The Association recognizes that size and structure of
the Middle School teams will vary). Said preparation period shall be in addition
to the duty-free lunch period and shall be free from scheduled supervisory or
teaching duties; however, it may be necessary to include some travel timeasa
part of the preparation time.

All duties, including but not limited to, bus and recess duty and lunchroom
supervision shall be equitably distributed among all members of the bargaining
unit by building or house. Every effort will also be made by the building
administrator to rotate said duties on an annual basis. This does not preclude a
Professional Employee from volunteering for a specific duty. This schedule of
duties shall be posted in each building.

a Professional Employeesin Grades 9-12 shall not be required to teach more
than twenty-five (25) periods per week. During Academic Support Block
(ASB), teachers will continue to assist students at times mutually
agreeable to the teacher and student.

Any Professional Employee who is certified and who agreesto give up their
preparation period to teach the class of an absent teacher, will be paid $40.00
per class.

Professional Employeesin Grades 9-12 will be assigned only to dutiesinside the
school building. It is understood that al Professional Employees who observe
inappropriate student behavior on school grounds are responsible to take
reasonabl e, appropriate action.

Participation by Professional Employees in extracurricular activities and
attendance by employees at meetings and conferences related to school matters
is desirable in the promotion of good public education. Participation or
attendance by any teacher, however, in an activity or any meeting other than as
may be specifically required by this Agreement, shall be at the option of each
Professional Employee in the exercise of the employee's professional judgment
and shall not be referenced negatively in the evaluation of members of the
bargaining unit.

Student Information System (SIS) and L earning Management System
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Grades Pre-K-4 will be required to use the student information system (SIS)
asfollows:

o homework will be posted as assigned
0 the classroom page will be updated every other week

Grades 5-12 will be required to use the SIS as follows:

> Post grades at least every other week;
> Post homework policies and procedures and post homework as assigned; and
> Post special events when appropriate.

ARTICLE9
CLASSSIZE

Whenever possible, class size will be regulated by the appropriate mandate of the State Department of
Education. Large group instruction classes must include built-in safeguards to ensure individualized
attention (e.g., paraprofessionals, small group discussion).

The Committee supports philosophically the concept of equitable distribution of students per
staff asis appropriate for programs and grade levels.

ARTICLE 10
SCHOOL ASSIGNMENTSAND REASSIGNMENTS

A. Notification of Assignments

All Professional Employees will be notified of their programs for the coming school year,
including schools, the specific grades and/or subjects that they will teach, and any special
or unusual classes that they will have, not later than the last day of the work year, to the
extent possible. In addition, every effort will be made to notify Professional Employees
of room assignments by said date. In the event of a change in assignment after
notification, such change will be given to all Professional Employees affected as soon as
possible. To the extent possible, changes in grade and/or subject assignment will be
voluntary.

B. Certification

In order to assure that pupils are taught by Professional Employees working within their
area of competence, Professional Employees will not be assigned, except temporarily and
not arbitrarily, to subjects and/or grades or other classes outside the scope of their
teaching certificates, provided that this paragraph shall not operate to prevent the
assignment of a Professional Employee having "professional teacher status' to a subject
or grade outside the employee'sfield of study or, subject to law, certificate when
necessary to provide an assignment for such Professional Employees.

C. Travel Reimbur sement
15



Inter-School Travel

In arranging schedules for Professional Employees who are assigned to more than
one school, an effort will be made to limit the amount of inter-school travel. Such
Professional Employees will be notified of any changesin their schedul es as soon
as practicable. Professional Employees, who are assigned to more than one school
in any one school day, will be reimbursed at the mileage rate as determined by the
Department of Elementary and Secondary Education for al interschool driving
required, as measured by the Superintendent, on the basis of the Professional
Employees' assigned schedule. Reimbursement shall be electronically submitted
on amonthly basis by the last day of the month after travel with payment remitted
the month following submission of the reimbursement. For travel in June,
reimbursement shall be electronically submitted by the 30" with payment
remitted the following month.

Reimbursement for Travel Away from School

Professional Employees, who are required by the administration to attend
conferences, meetings, or other job-related travel away from their assigned school
building, shall be reimbursed at the mileage rate in effect for reimbursement as
determined by the Department of Elementary and Secondary Education.
Reimbursement shall be electronically submitted by the last day of the month
after travel with payment remitted the month following submission. For travel in
June, reimbursement shall be submitted by the 30™" with payment remitted the
following month.

Transporting Students

Professional Employees shall not be required to transport students.

No Discrimination

All assignments and transfers will be made without regard to the race, color, creed, sex,
religion, sexual orientation, age, national origin or marital status of the teacher, except
where such factors, or one or more of them, constitute a bona fide occupational
qualification.

ARTICLE 11
VACANCIES & TRANSFERS

Vacancies

Definition
Theterm "vacancy" shall be defined as follows:
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A newly created bargaining unit position including positions not in
existence or at that grade level in the school year immediately
preceding the school year during which the position will exist.

A bargaining unit position vacated by a member of the bargaining unit by
reason of resignation, death, retirement, dismissal, transfer or leave of
absence for six (6) or more consecutive months.

A bargaining unit position in athletics or advisors as set forth in the
appendices.

A bargaining unit position to which a Professional Employee has
recall rights shall not be considered a vacancy. In other words,
recall takes precedence over requests for transfers.

The School Committee specifically retainsits legal right not to fill a
vacancy.

It is understood that athletic and extracurricular positions are one (1) year
appointments. Extracurricular positions will be posted annually not later
than June 10th. Athletic positions will be posted during the sport season
prior to the posted sport season.

Postings of Vacancies

a

Notices of vacancies shall state the qualifications for the position, the job
responsibilities, the rate of compensation if it isan hourly rate or if the rate
isin accordance with the Collective Bargaining Agreement, location and
the date by which any applicant must file an application with the
Superintendent's Office. Vacancies that occur during the school year will
be posted on the School District’s approved vendor website for advertising
new positions. Notifications of new postings will be sent via District-wide
email with a link to the School District’s website to view the job postings.
The qualifications set forth for a particular position will not be changed
when such future vacancies occur unless the Association has been notified
in advance of such changes.

Vacancies shal be posted for at least ten (10) school days before
applications close. Action on said applications will be made not later than
sixty (60) days after the notice is posted in the schools. Notwithstanding
the above, the parties agree that in cases of emergency, positions need not
be posted for ten (10) school days. For purposes of this Article only,
emergency situations shall be defined as position vacancies which
become vacated within ten (10) business days of the start of the school
year, or position vacancies which become vacated during the one hundred
and eighty-four (184) day work year.
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3.

If said positions are to be filled immediately, then the emergency exists. If
the position is not to be filled until the next school year, then no
emergency exists and the position will be posted as per this Article.

C. Notices of vacancies occurring between the end of one school year and the
beginning of the next school year will be posted on the School District’s
approved vendor website for advertising open positions. Notifications of
new postings will be sent via District wide e-mail with alink to the School
District’s website to view job postings. Copies will also be sent via
regular mail by the Superintendent to all Professional Employees who
provide self-addressed stamped envelopes and alist of their areas of
interest.

Filling of Positions

a All qualified Professional Employees currently employed within the
system will be given an opportunity to make application for such
positions.

b. Nothing in this Agreement shall prevent the Employer from making
acting appointments until positions can be filled with permanent
appointments. Time spent in such acting appointments shall not be used as
an indication of superior qualifications for the position.

C. Appointments will be made without regard to race, color, creed, sex, age,
religion, sexual orientation, national origin or marital status. The
Committee may award any vacancy to those who have given notice of a
desire to transfer.

d. Any Professional Employee who has applied for avacancy or
promotion shall receive written notification as soon as possible as to the
filling of the vacancy or promation.

B. Transfers - Intra-School and Building Transfers

1

Involuntary Transfers

When involuntary transfers are necessary, a Professional Employee's area of
certification, quality of performance and length of servicein the system, as
evidenced from the seniority list, will be considered. An involuntary transfer will
be made only to a comparable position, and only after a meeting between the
Professional Employee and the Superintendent, at which time the Professiond
Employee will be given the reasons for the transfer. The employee may have an
Association representative present at such meeting. In the event that the
Professiona Employee objects to the transfer at the meeting, the employee may
initiate agrievance at Levd 11l of Articlelll, D only asto the issue of whether the
transfer has been made in violation of the provisions of this paragraph. A
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professional employee who has been involuntarily transferred as the result of the
elimination of hig’her position shall have the right to the former position if it is
restored within two (2) years.

Discipline

Notwithstanding the last sentence in Section 1 above, no Professional Employee
shall be involuntarily transferred for disciplinary reasons, except that in the case
of disciplinary action against a Professional Employee under the harassment or
sexua harassment policy may result in the transfer of the Professional
Employee found to have violated the harassment or sexual harassment policy in
order to ensure a safe and harassment-free work environment for the
complainant.

Right to Return

Notwithstanding any other sections of this Article, a Professional

Employee who has been involuntarily transferred shall have the right to

return to his/her former position if an opening occursin said position unless the
exercise of thisright shall act so asto cause the layoff of amember of the
bargaining unit or interfere with the recall of the employee

ARTICLE 12
PROMOTIONS

Definition

For purposes of this Article, a"promotional position” is defined as any position outside
of the bargaining unit on the administrative level.

Postings of Vacancies

1.

Notices of promotional vacancies occurring during the school year will be posted
on the School District’s approved vendor website for advertising open positions.
Notifications of promotional vacancies will be sent via District-wide e-mail with a
link to the School District’s website to view the job postings. All postings shall
state the qualifications for the position, the job responsibilities, the rate of
compensation if it isan hourly rate or if the rate is in accordance with the
Collective Bargaining Agreement, location and the date by which any applicant
must file awritten application with the Superintendent's Office.

Vacancies shall be posted for at least ten (10) school days before
applications close.

Notices of promotional vacancies occurring between the end of the school year
and the beginning of the next school year will be posted on the School
District’s approved vendor website for advertising open positions. Notifications
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of promotional vacancies will be sent via District-wide email with alink to the
School District’s website to view the job postings. Copies will also be sent via
regular mail by the Superintendent to all Professional Employees who provide
self-addressed stamped envelopes and alist of their areas of interest.

4, Appointments will be made without regard to race, color, creed, sex, religion,
age, sexual orientation, national origin or marital status.

5. Each Professional Employee applicant who was interviewed, and not selected,
will receive awritten notification of the action taken. Normally, actions on said
application will be made not later than sixty (60) calendar days of the date on
which the vacancy occurred.

ARTICLE 13
SUMMER AND EVENING SCHOOL POSITIONS

A. Notice

Notice of al openings for summer school and evening school positions (if any) will be
given by posting on the School District’s approved vendor website for advertising new
positions as early as possible, but not later than May 1, as to summer school positions
which have then been determined, and not later than June 1 for evening school positions
which have then been determined, but in no event no later than three (3) weeks prior to
the start of the course.

B. Appointment

1. In filling summer and evening school positions, consideration will be given to an
applicant's area of certification, previous experience in the school or programin
guestion and length of servicein the system as evidenced by the seniority list.
Preference in appointment will be given to Professional Employees of the District.
Among Professional Employees as to whom factors other than length of servicein
the Bridgewater-Raynham school system are substantially equal, the Director of
the Program will make the appointment.

2. Professional Employees who have then been appointed will be so notified within
two (2) weeks before the beginning of the program.

ARTICLE 14
PROFESSIONAL DAYSFOR INSERVICE
ATTENDANCE AT PROFESSIONAL CONFERENCES

Professional Employees, with the approval of the Superintendent, will be allowed to attend
conferences/activities of an educational nature.

ARTICLE 15
PERSONNEL FILESAND JUST CAUSE
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A.

Personndl Files

1 Professiona Employees will have the right to review the contents of their
personnel file, folders and records and to make copies of the contents of said files
and to have a representative of the Association present for said review.

2. No materials derogatory to the conduct, service, character or personality of any
Professional Employee will be placed in his/her personnel file unless the
Professional Employee has had an opportunity to review the material. The
Professiona Employee will acknowledge that he/she has had the opportunity to
review such materials by affixing hig/her signature to the copy to be filed with the
express understanding that such signature in no way indicates agreement with the
contents thereof. The Professional Employee will also have the right to submit a
written answer to such material, and his’her answer shall be reviewed by the
Superintendent and attached to the file copy.

Complaints

Any complaints regarding a Professional Employee made to any member of the
Committee or coming to the Superintendent or the building principal from any parent,
student or other person will be called first to the attention of the Professional Employee.
Unsigned or anonymous complaints shall be disregarded and/or destroyed.

Discipline

The Association recognizes the authority and responsibility of the Administration for
disciplining or reprimanding a Professional Employee for delinquency of professional
performance. If a Professional Employee is to be disciplined or reprimanded, he/she may
request that a representative of the Association be present. All disciplining or
reprimanding shall take place in private. In the event that an employee requests that a
representative of the Association be present when an investigation is being conducted,
there shall be no discussion regarding the merits of the investigation.

Just Cause

No Professional Employee will be disciplined, reprimanded, reduced in rank or
compensation, or deprived of any professional advantage without just cause. Nothing in
this Section shall in any way inhibit or diminish the authority granted the Superintendent
by Statute, with respect to a decision not to renew employees without professional
teacher status.

ARTICLE 16
EVALUATION OF PROFESSIONAL EMPLOYEES

Procedures
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All monitoring or observation of the work performance of a Professional
Employee will be conducted openly and with the full knowledge of the
Professional Employee. No public address or audio system or other device
permitting monitoring or observations of work performance shall be employed
for the purpose of evaluation.

Performance shall be evaluated in light of al evidence pertinent to the discharge
of the professional responsibilities of the employee.

Department Chairs shall only be qualified to observe and report on content
which fallswithin their area of certification.  Teachersin a Department may
opt out of having their Department Chair observe them in which case the
Administration will conduct all observations. Teachers who choose to opt out
shall inform the building Principal, annually, of their choice to opt out, prior to
the commencement of the evaluation cycle for that year.

Professional employees may petition the Superintendent and may be granted
an alternate evaluator mutually acceptable to the parties.

Evaluation System

Professional employees will be evaluated in accordance with the negotiated Teacher
Evaluation document which is attached hereto as Appendix .H.

ARTICLE 17
SICK LEAVE BENEFITS
Sick Leave
1 Number of Sick Days and Accrual

Disability leave with full pay up to fifteen (15) working days in each school year
will be granted to a Professional Employee while he/sheis serving as afull-time
Professional Employee of the District, accruable up to one hundred eighty-five
(185) days. Part-time Professional Employees will accrue sick leave on apro rata
basis up to a maximum accumulation of one hundred eighty-five (185) days. Said
sick leave days shall accrue at the rate of 1%2 days for each month of the work
year.

A teacher who has accrued the maximum of 185 sick days shall be granted fifteen
(15) days sick leave at the beginning of the school year and may use those days
prior to using the 185 sick |eave days accumulated. If, at the end of the school
year, the teacher has not used more than fifteen (15) sick leave days, hisher
accumulation shall return to 185 sick leave days. If, at the end of the school year,
the teacher has used more than fifteen (15) sick leave days, his/her accumulation
shall reflect the number of sick leave days below 185 that remain for that teacher.
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First-Y ear Employees

Notwithstanding Section A1 above, each first-year teacher will be credited with
six (6) days of sick leave effective after the first day of actual service during
his/her first teaching year. (This represents the accruable days for September
through December of that first year.) For the remainder of thefirst year, said
first-year employees will accrue sick leave at the rate of 1% days per month to a
maximum of fifteen (15) days.

Sick Leave Grant

A Professional Employee with professional teacher status who may have used up
all of hig’her accrued sick leave during a given year, may be granted fifteen (15)
days sick leave when he/she reports for duty on the first day of school of the next
school year, upon petition to the Superintendent, subject to the approval of the
Committee. An additional fifteen (15) days may accrue as heretofore provided.

Notification

In order to qualify for sick leave benefits, a Professional Employee must be sick or
incapacitated and must notify his’her Principal by the previous evening or no later than
6:30 A.M., if possible, on the day of the absence of his’her condition, with an estimate
as to how long he/she will be absent from his/her position.

Medical Certificate

A Doctor's certificate stating the nature and continuance of the disability shall be
required for any absence of more than five (5) consecutive school days or if the
Superintendent has good reason to believe that an employee's sick leave usage
demonstrates a pattern of sick leave abuse.

Sick Leave Usage

Sick leave will be granted to Professional Employees under the following
conditions:

a When the Professional Employee is incapacitated from performing
his/her duties by sickness or injury;

b. When exposure to Fifth's Disease will cause an employee or the
employee's unborn child a serious and substantial health hazard;
and

C. In the case of ilIness of a husband, wife, child, parent of the employee or

person living in the immediate household of the employee.

Annual Attendance Incentive

23



At the end of each school year, members who have not used any sick leave
days or personal leave days will receive a payment of seven hundred-fifty
dollars ($750.00).

Death Benefit
If ateacher should die while employed by the District, the Committee shall pay

the teacher’s accumulated sick leave to the teacher’s estate in alump sum or in 24
equal monthly installments as the estate shall so designate.

Sick L eave Bank

1

Purpose

A Sick Leave Bank will be maintained for use by qualified members whose sick
leave accumulation is exhausted through ilIness or accident, and who require
additional leave to make afull recovery from extended illness.

Membership

Professional Employees will contribute two (2) days of their accumulated sick leave to
the bank.

Administration of the Bank

a The Sick Leave Bank shall be administered by a Sick Leave Bank
Committee consisting of two (2) members designated by the Committee
to serve and two (2) members designated by the Association.

b. The decisions of the Sick Leave Bank Committee with respect to
eigibility and entitlement shall be by a mgjority of members voting and
shall befinal and binding and not subject to the grievance and arbitration
provisions of this Agreement. Any appeal will be limited to an appeal to
the Sick Leave Bank Committee itself.

Eligibility Requirements for Joining the Bank

Qualified members of the Sick Leave Bank shall be limited to Professional
Employees covered by this Agreement who have accumulated at least thirteen
(13) daysto gaininitial entry into the Bank.

Application for Benefits

a Application to the Sick Leave Bank Committee for benefits must bein
writing and must be accompanied by medical evidence of illness,
submitted by certification, by a state-certified Medical Doctor, state-
certified Chiropractor or a state-certified practicing medical specialist
affiliated with a Medical Doctor. A second opinion by a specialist in the
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area of theillness may be requested by the Sick Leave Bank Committee.

b. Application for benefits may be made prior to the employee's exhaustion
of his’/her own personal sick leave to expedite the process, but drawing
upon the Bank will not actually commence until after the employee's own
sick leave days are exhausted, adequate medical evidence has been
provided, and the Sick Leave Bank Committee has approved the days;
and in no event, unless the illness has exceeded ten (10) consecutive
school days. Under unusual circumstances, the Association may submit a
written request on behalf of an eligible employee.

Granting of Days

a Theinitia grant of sick leave by the Sick Leave Bank Committee shall
not exceed twenty (20) days.

b. Upon completion of the twenty (20) day period, additional days may be
granted by the Sick Leave Bank Committee upon demonstration of need
by the applicant. It should be understood that it is not automatic that an
employee will be covered for the entire illness.

C. Notwithstanding Sections 6 a. and b. above, Professional Employees
who have not acquired professional teacher status will only be able to
draw upon the Bank to the extent of the number of sick days they have
accrued as of the onset of theillness. The Sick Leave Bank Committee
must approve the grant of sick days.

d. Days will not be granted to permit an individua to stay home to care for
other members of the family.

e. Days granted but not used by the applicant will be returned to the Bank.
General Criteria

In administering the Bank and in determining the amount of leave, the following
generd criteria shall be applied by the Sick Leave Bank Committee:

a medical evidence of seriousillness,
b. prior utilization of eligible sick leave; and
C. other factors as amajority of the Sick Leave Bank Committee may

deem appropriate.
Return to Employment

Upon return from extended sick leave during which benefits were received
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through the Sick Leave Bank, the recipient shall be entitled to commence a new
accumulation of individual sick leave on the same basis as other employees.

Funding

a The unused days in the Sick Leave Bank shall be carried over from the
current contract to successor contracts.

b. In the event the Sick Leave Bank goes below fifty (50) days, al qualified
members, who wish to continue to be members, shall have their sick leave
accumulation reduced by another day for deposit into the Bank.

C. When an employee returns after using the Bank, he/she shall be
required to deposit two (2) daysinto the Bank at the start of the next
school year.

d. Members of the bargaining unit may donate up to two (2) unused sick
daysto the Sick Leave Bank upon retirement. Members who wish to
donate sick days must notify the Superintendent, in writing, at least
thirty (30) days prior to hig/her retirement date.

Workers Compensation

1

Whenever a Professional Employee is absent from school as aresult of personal
injury caused by an accident or an assault occurring in the course of his/her
employment, he/she will be paid his/her full salary (less the amount of any
Workers Compensation award made for temporary disability due to said injury)
for the period of such absence and the employee will lose that percentage of what
the Committee paysin sick days. For example, if Workers Compensation pays
60% of aday's pay and the Committee pays the remaining 40%, the employee
will lose 40% of asick day.

Notwithstanding the above, in cases where an employee isinjured by a student
while in the course of his/her employment, the employee shall be paid full salary
and shall not suffer any loss of sick leave days for the first fifteen (15) days of
said absence and otherwise comply with Workers’ Comp Law.

ARTICLE 18
TEMPORARY PAID LEAVES OF ABSENCE

Personal L eave

Professional Employees shall be granted up to three (3) days of personal leave annually
for the purpose of transacting or attending to personal, legal, business, household or
family matters which require absence during school hours or are matters of hardship or
other pressing need and not merely persona convenience. Said personal |eave day(s) will
be granted without any requirement on the part of the teacher to give areason for taking
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said day(s). Personal leave days may not be taken to extend a holiday or vacation period
unless the Superintendent or Assistant Superintendent, in their sole discretion, approves
such arequest and the request was made in writing at least two (2) weeksin advance. The
Superintendent or Assistant Superintendent must respond to the request within three (3)
days of the request and the decision will not be grievable nor arbitrable. Notwithstanding
the foregoing, the use of a personal leave day immediately before or after a holiday or
vacation period will not be denied in cases of emergency. At the end of each school year,
any unused personal days shall be converted to accumulated sick days.

During the months of May and June, on Mondays and Fridays, no more than thirteen (13)
members may take a personal leave day on the same day. If the cap has been met and a
member needs the use of a personal leave day on a Monday or Friday during the months
of May and June, the member may speak with the Superintendent of Schools and/or
designee to explain the need for the personal day and the Superintendent/designee, in
his/her sole discretion, may waive the cap for that member.

Bereavement L eave

1. Upon the death of a Professional Employee's spouse, child, step-child, son-in-law,
daughter-in-law, parent, parent-in-law, sibling, grandparent, grandchild or
member of the immediate household of the employee, said employee will be
granted five (5) days leave with pay.

2. Professional Employees may be granted one (1) day's leave in the event of the
death of any person, at the discretion of the Superintendent, unless said person is
amember of the employee's immediate household, in which event the employee
will be entitled to the aforesaid five (5) days.

Military L eave

A Professional Employee who is called for involuntary temporary active duty in any unit
of the armed forces shall be alowed up to ten (10) days provided the employee was a
member at the commencement of the school year. The Professional Employee must first
seek, in writing, adeferral of said military duty to atime when school isnot in session. A
copy of the deferral request shall be submitted to the Superintendent. In the event that the
deferral request is denied, pay for such leave shall be the difference between salary,
exclusive of stipends, of the Professional Employee for the period of such leave and the
pay and allowance which the Professional Employee received from such active duty
services as evidenced by pay vouchers submitted as a prerequisite for the receipt of pay
from the District. An employee who isinvoluntarily called up for active duty beyond the
routine annual reservists responsibilities shall continue to accrue seniority for up to three
(3) years.

Religious L eave

The existing past practice on religious leave for Bridgewater-Raynham with respect to
religious high holy days will be continued.
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Jury Duty

In accordance with M.G.L. Chapter 234A, Professional Employees who are called to jury
duty, will be paid the difference between their regular daily rate of compensation and the
compensation received for jury duty. The Professional Employee will submit evidence of
the amount of compensation that he/she received for jury duty.

Association L eave

1.

Professiona Employees who are voting delegates to the MTA Annual Meeting
will be granted one (1) day each to attend the Annua Meeting.

Professiona days may be granted, by the Superintendent, to Association
representatives to attend MTA and/or NEA conferences, meetings and
conventions provided, however, that the total number of days to be granted to the
Association, pursuant to this Section F2, shall be limited to atotal of ten (10) days
per year, non-accruable. For example, ten (10) days may be granted to one
representative, or ten (10) representatives may be granted one (1) day each.

If arbitration hearings are scheduled during the school day, the grievant, the
Association representative and any other employee(s) who is to appear as a
witness shall be released, without loss of pay, for the hearing.

Professional Employees who are to be witnesses at hearings before the
Massachusetts Labor Relations Commission shall be released without loss of pay
for the hearing.

The President of the Bridgewater-Raynham Education Association shall be
relieved of all supervisory duties while serving in the capacity of President. In
addition, the President of the BREA and/or their designee, will be alowed the
equivalent of atotal of fifteen (15) days per school year to attend to association
business. Said time must be mutually agreed upon by the Superintendent of
Schools and the President of the Association.

The First Vice President/Grievance Chairperson of the Association shall be
relieved of all supervisory duties while serving as First Vice
President/Grievance Chairperson of the Association.

Upon request to the Superintendent, an Association member with professional
status may receive aleave of absence for up to two (2) years without pay for the
purpose of holding an elected position or office in a professiona association
(state or national).

Court Leave

1.

If aprofessional employeeisrequired by the Superintendent or his/her designee,
28



or by subpoena, to appear in court as a witness on school-related business after
the normal work day or during school vacations, i.e., Thanksgiving recess,
Christmas recess, Winter and Spring recess, or during the summer break, the
employee shall be paid the hourly rate of $40.00 for the time spent in court, with a
minimum of two (2) hours pay for each day in court, provided he/she presents a
copy of the subpoenato the Superintendent.

2. If aprofessional employee is required by subpoenato appear in court on matters
not related to school business, the Superintendent may, upon the presentation of
the subpoenato him/her grant court leave with pay.

ARTICLE 19
EXTENDED LEAVES OF ABSENCE

Association L eave

Regularly appointed Professional Employees who are elected or appointed to full-
time positionswith MTA or NEA shall be granted leaves of absence without pay
for the purpose of accepting these positions. Such leaves shall be granted upon
appropriate application to the Superintendent. Those granted such leaves of
absence shall retain all other benefits asif they werein regular service. They shall
continue to accrue seniority for salary increments and all other purposes where
seniority isafactor. The absence shall not be construed as a break in service for
any purpose and shall be for amaximum of two (2) school years and one time per
Professional Employee.

Career Leave

1 Professional Employees, who have attained professional teacher status, may be
granted aleave of absence, without pay, for the purpose of pursuing other career
aternatives. Said Professional Employees must submit, in writing, a request for
leave, to the Superintendent of Schools, no later than March 1 of the school year
immediately preceding the school years for which the leave is to be taken. The
length of time to be taken must be for one (1) full school year, but in no event for
more than two (2) full school years. In the event that the second full school year
isrequested, it must be taken for the school year immediately succeeding the
first full school year.

2. A Professional Employee on said leave shall give written notice to the
Superintendent on or before March 1 of the final school year of said leave of that
employee's intention to return to his’her position in September of the school year
succeeding immediately. In the event this notice of return is not submitted to the
Superintendent, then the employee on leave will be presumed to have resigned
from the school system.

3. It isfurther agreed that career leave shall be without pay, increment and
other benefits.
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C.

M ater nity/Par ental/Adoptive L eave

1.

A Professional Employee requesting a maternity/adoption leave shall notify the
Superintendent of the total length of the leave desired including disability sick
leave and extended unpaid leave. A Professional Employee may not request
consecutive maternity leaves without having completed a full school year of
teaching between maternity leaves pursuant to this section. A Professional
Employee may request only disability leave or a combination of disability and
extended unpaid leave, but the total maternity leave shall not exceed two (2)
school years except as provided in Section 7. The combinations of disability and
unpaid leave may include unpaid leave before the disability period and/or after
the disability period.

A professional employee who adopts a child shall be entitled to up to five (5)
days with pay, which will be deducted from sick leave, if taken within the first six
(6) weeks of the arrival of the adopted child, the birth of the child or when a child
goes home from the hospital .

A Professional Employee requesting maternity leave shall, except in cases of
premature delivery, give two (2) weeks prior notice to the commencement of the
leave of her anticipated date of departure and intention to return.

A Professional Employee may, during the disability period, apply her
accumulated sick leave to the disability resulting from her pregnancy,
childbirth and recovery from childbirth. Sick leave shall be allowed only for
days that Professional Employees would normally be working during their
regular work year. The Professional Employee's attending physician shall
certify to the Superintendent the length of the Professional Employee's
disability period. An employee who desires to return to work at the end of her
disability period may then return to work.

A Professional Employee not otherwise covered by the above subsections of this
Section C shall be entitled to parental or adoptive leave under the same terms and
conditions as set forth above, except that the Professional Employee shall not be
eligiblefor sick leave, except as specified in C1 above, and provided that such
leave shall commence immediately following the birth or the arrival in the home
of the child to be adopted or in the event the employee is required to take time
prior to the adoption which is directly related to the adoption. Adoption leave, for
the purpose of this Article, shall mean leave to adopt a child who is under 18
yearsold, or achild who is mentally or physically handicapped or who isfrom a
country other than the United States. Parental |eave, for the purpose of this
Article, shal mean leave granted following the birth of the employee's child, or a
child to be adopted, provided such child isunder 18 yearsold, or the child is
mentally or physically handicapped or from a country other than the United
States.
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5. In the event that the reason for leave under this Article is no longer operative,
then such Professional Employee, with the approval of the Superintendent, may
return to work.

6. All benefits to which a Professional Employee was entitled at the time his/her
leave commenced, minus any sick leave used, will be restored upon return, and
the Professional Employee will be assigned to the same position held at the time
the leave commenced, if it exists, or to an equivalent position, if possible.

7. A Professional Employee on leave pursuant to this Section C of Article 19 may
return to work at the commencement of the school year in September, or at the
start of the third quarter in January. Under normal circumstances, a Professional
Employee must give written notice to the Superintendent of intent to return by
March 1st, but if said date is not practicable, then notice shall be given to the
Superintendent no later than June 1st or 90 days prior to the intended return date.

Peace Cor ps/Exchange Program

A leave of absence will be granted to any Professional Employee, with professional
teacher status, who joins the Peace Corps or serves as an exchange teacher or an overseas
teacher, and is afull-time participant in any of such programs. The length of the Peace
Corps leave shall be for the term of such service. A leave for an exchange program shall
be up to two (2) years. Upon return, a Professional Employee will be placed on the salary
schedule at the level the employee would have achieved if he/she had not been absent. A
leave may not be taken under this Section by any employee more than once every ten
(10) years. Applications for leave under this Section must be filed, in writing, with the
Superintendent no later than March 1 before the school year in which the leaveis
proposed to commence. Each Professional Employee on such leave shall notify the
Superintendent, in writing, of his’her intention to return not later than March 1 prior to
the school year in which the employee intends to return.

Military L eave

Military leave will be granted to any Professional Employee who is inducted or is called
to service in any branch of the armed forces of the United States. The period of such
leave shall bethe initial period of continuous service required by such induction. Pay for
such leave shall be the difference between salary, exclusive of stipends, of the
Professional Employee for the period of such leave and the pay and allowance which the
Professional Employee received from such active duty services as evidenced by pay
vouchers submitted as a prerequisite for the receipt of pay from the District. The District
shall, at the request of the employee, continue to pay its share of the health insurance
premium. An employee who isinvoluntarily called up for active duty beyond the routine
annual reservists responsibilities shall continue to accrue seniority for up to three (3)
years. Upon return from leave, the employee will be placed on the salary schedule at the
level the Professional Employee would have achieved if the employee had not been
absent unless dishonorably discharged. Employees on military leave shall continue to
accrue seniority while on leave unless dishonorably discharged. Further, after
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deployment ends, the Professional Employee shall be granted ten (10) working days with
an extension granted if necessary.

Unpaid Medical L eave

A Professional Employee whose absence resulting from illness or accident continues
beyond the period compensated under Article 17 will be granted additional |eave for
the period of such continuing absence but not, however, beyond the end of the school
year in which the compensation period ends.

Per sonal L eave

A Professional Employee may be granted a leave of absence without pay or increment, at
the sole discretion of the Superintendent, for personal reasons.

Other Leaves and Extensions

Additional extended |eaves of absence without pay or an extension of aleave previously
granted may be granted by the Superintendent of Schools. All applications for leaves or
extensions shall be made, in writing, to the Superintendent and shall be acted uponin
writing.

Miscellaneous

1. Therights of insurance coverage on extended leave under this Article shall
be controlled by M.G.L. Chapter 32B.

2. In the event of a Reduction in Force during the period in which any employee
ison leave pursuant to this Article, that employee will be considered to bein
the active service of the school system and, therefore, subject to the
Reduction in Force provisions of this Agreement.

3. All benefits to which a Professional Employee was entitled to at the time his/her
leave commenced under this Article, minus any sick leave used if on maternity
leave, will be restored upon return, and the employee will be assigned to the
same position held at the time the leave commenced, if it exists, or to an
equivalent position, if possible.

4. A Professional Employee returning from aleave under this Article who is not
on maximum step will be placed on the salary schedule pursuant to Article VI,
Section D of this Agreement unless otherwise provided by this Agreement.

5. It is understood that, for Professional Employees who are on extended leave
and who have not yet achieved professional teacher status pursuant to Chapter
71, Section 41, the time spent on extended unpaid leave shall not count as
service towards professional teacher status, but said leave shall not break
service either.
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If a Professional Employee within the bargaining unit transfers into a position for
someone on aleave of absence, it is understood that the person filling the position
shall return to his/her original position at the end of the leave if the position exists
or, if not, to asimilar position.

ARTICLE 20
SABBATICAL LEAVE

L ength and Compensation

Professional Employees may be granted sabbatical |eaves of either one (1) school year at
full pay or one-half year at one-half year's pay for study and/or research related to

education.

Eligibility

1. Professional Employees will be eligible for a sabbatical leave at the conclusion of
six (6) years of full-time employment (not necessarily consecutive) in the District
as evidenced by the seniority list.
A second or third leave shall not be authorized until the Professional Employee
shall have re-established eligibility by serving another six (6) years.

2. Military leave will be credited toward sabbatical leave time as provided

by Massachusetts Law, e.g., a Professional Employee with four (4)
years service who spends his/her fifth year in the armed forces and
returns the next year will begin hig/her sixth year of sabbatical time. No
more than six (6) eligible Professional Employees shall be permitted
sabbatical leave during any one year.

Notice Requirements

1. Any Professiona Employee who desires a sabbatical |eave shall file awritten
application with the Superintendent no later than December 31 of the year
preceding his’her leave, outlining in detail his’/her plans.

2. The Superintendent shall act upon the application no later than the April 1st
following the submission of the application.

Criteria

Where there are more applications than can be granted, the following will be considered
in establishing priority:

1

Seniority within the District as evidenced by the seniority list;
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2.

Salary

Priority for applicants previously disapproved due to the number limit; and

Urgency of proposed research or study.

Professional Employees on sabbatical leave shall be paid in accordance with the
established pay period or in one payment at the beginning of the sabbatical |eave
period.

Professional Employees on sabbatical leave will be considered as active
employees for purposes of seniority, incremental raises and all other benefits.

Rightsand Obligations Related to Sabbatical L eave

1.

When the sabbatical leave has been completed, the Professional Employee shall
submit a transcript of grades received indicating completion of work. Program
reports, asissued by educational institutions, will be filed with the
Superintendent. If the sabbatical is for research, the employee shall submit a
report of the research in such form as has been determined by the
Superintendent.

Prior to the granting of such leave, the Professional Employee shall enter into a
written agreement with the District pursuant to M.G.L. Chapter 71, Section 41A,
that upon termination of such leave, he/she will return to the District and serve as
a Professional Employee for a period twice the length of such leave. In default of
completing such service, he/she will refund to the District an amount equal to
such proportion of salary received while on leave, as the amount of service not
actually rendered as agreed bears to the whole amount of service agreed to be
rendered.

The Superintendent will inform any Professional Employee on sabbatical leave of
opportunity for advancement and promotion, and such employees shall be
considered for such advancement or promotion in the same manner as those who
are presently in service.

Upon return to the system from sabbatical |eave, an employee shall have the right
to return to his/her position, if it exists, and, if not, to a substantially equivalent
position.

ARTICLE 21
FACILITIESFOR PROFESSIONAL EMPLOYEES

Space, Materials and Equipment

1

Every teacher will have his’her own classroom, whenever practicable.
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There will be space made available for the safe storage of instructional materials
and supplies, whenever possible.

2. There will be a separate workroom containing sufficient equipment in good
working order including a photocopy machine and the necessary suppliesto aid
in the preparation of instructional materials, whenever possible.

3. There will be an appropriately furnished room to be reserved for the exclusive
use of the Professional Employees as a faculty lounge, whenever possible.

4. There will be clean, well-lighted and well-equipped employee restrooms.

5. There will be a separate dining area for Professional Employees and afacility
for each employee for the receipt of mail, whenever possible.

6. Each classroom shall contain a serviceable desk and chair for a Professional
Employee plus a space for safe storage of personal belongings.

Parking Facilities

Whenever possible, each existing parking area for a school will have space available for
all Professional Employees.

Communications

1. Each school building shall have a communications system so that Professional
Employees can communicate with the main building office from their
classroom in the event of an emergency.

2. Each school will have a separate telephone line available for the use of the
faculty.

Health and Safety Committees

The Bridgewater-Raynham Education Association and the Bridgewater-Raynham School
Committee agree to establish and maintain health and safety committees in each school
building. Said committees shall be made up of Association representatives and building
administrators. The duties of the committees shall be the following:

1 Monitoring health and safety conditions including, but not limited
to, instances of accident or injury in their building and making
recommendations to the officials in charge for improvement.

2. Monitoring findings and reports of workplace inspections to confirm
that appropriate corrective measures are implemented.

ARTICLE 22
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USE OF SCHOOL FACILITIES
MeetinggdActivities

The Association, as the exclusive bargaining agent, may use school buildings, without
cost, at reasonable times outside of the school day for Association activities, provided,
however, that the Association shall pay for any custodial costsincurred by such meetings.
To avoid conflicts, requests for such use shall befiled, in writing, at least five (5) daysin
advance with the building Principal, except in cases of emergency. Verbal approval will
be granted by the Principal.

Bulletin Boards
The Association, as the exclusive bargaining agent, may use one designated bulletin
board in each school building for the purpose of displaying notices, circulars and other

Association material and may distribute such material to Professional Employees by use
of the facilities provided for in Article 21, A5.
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ARTICLE 23
PROTECTION

A. Reporting Assaults

Professional Employees will within twenty-four (24) hours, report, in writing, to their
Principal, all casesof accident or injury suffered by them in connection with their
employment.

B. Availability of Information

This report will be forwarded via the Superintendent to the Committee which will comply
with any reasonable request from the Professional Employee for information in its
possession relating to the incident or persons invol ved.

C. I ndemnification

The Committee shall abide by the mandatory provisions of Chapter 258 of the
Massachusetts General Laws. The Committee will not adopt the optional Sections 8
and 9.

ARTICLE 24
REDUCTION IN FORCE

In the event the Employer determines to reduce the number of employees covered by Article 1
of this Agreement, the following procedures for reduction in force will be followed:

A. Definitions
1 Seniority

a Seniority means a Professional Employee's length of total servicein years,
months and days in a professional bargaining unit position commencing
on said employee'sinitial date of employment (not date of appointment).
Part-time service will be pro-rated.

Effective September 1, 2004, seniority shall be computed as a professional
employee’s continuous length of service in years, months and days in a
bargaining unit position commencing with the most recent date of
employment in a bargaining unit position. Part-time service will be pro-
rated. This does not affect any calculation of seniority made prior to
September 1, 2004.

b. Notwithstanding the above, members of the Bridgewater-Raynham
Education Association bargaining unit who are in the employ of the
District on July 1, 1994, shall maintain their seniority date of
employment from either Bridgewater, Raynham or Bridgewater-
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Raynham. (Note: Thisincludes nurses from Bridgewater, guidance
personnel and Chapter | personnel from Raynham and Tutors of the
Learning Disabled not previously in the professional bargaining unitsin
the former School Districts.) In addition, time deducted for leavesin
either Bridgewater, Raynham or Bridgewater-Raynham will be
maintained. Beginning July 1, 1994, the provisions of this Article will
cover future employment for all employees.

Notwithstanding the above definition of seniority in 1a above, any
employee who is appointed as and works as a permanent substitute for
SiX

(6) consecutive months or more immediately preceding employment shall
accrue seniority for said permanent substitute service.

When the total number of years, months and days are equal, seniority shall
be determined by the greater attainment. Attainment means the degree of
academic preparation as outlined by the salary columnsin Appendix A. In
the event employees are on the same column, then the employee who has a
greater number of credits on file by January 25 of any school year shall be
the teacher with the greater attainment. In cases where attainment is equal,
the Superintendent shall determine the order of seniority after reviewing

all pertinent information. The Superintendent's determination shall be
final.

L eaves of Absence

Approved unpaid leaves of absence shall not be deemed to interrupt continuous
service; however, there shall be no accrua of seniority while on unpaid leave
except as specified otherwise in Article 19 or 20 of this Agreement or except as
provided by law.

Professional Employees on paid or unpaid leaves shall be subject to layoff in
accordance with this Article.

Certification or License as Required by Law

Certified shall mean that the Professional Employee has official credentials
currently on file in the Massachusetts State Department of Education, Bureau of
Teacher Certification.

Seniority List

a

The seniority list shall mean alist specifying the order of seniority of
each Professional Employee. The Superintendent will issue an updated
seniority list by February 1% of each school year. Prior to publishing the
list, the Superintendent will submit the list to the Association President.
The list will be updated in accordance with DOE certifications. The
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B.

seniority list will be developed by disciplines for al bargaining unit
personnel. Personnel may appear on the seniority list in more than one
discipline, as defined in Section 5 below, if they are currently certified.
The aforementioned seniority list shall be posted in the teacher's room in
each building. Employees with the greatest length of seniority will be
listed first in each discipline; employees with the least amount of service
will be placed last on the list.

Any employee who wishes to challenge hig/her position on the seniority
list shall submit the challenge to the Superintendent and the Association,
in writing, setting forth the basis for the challenge, no later than March
1st. Any challenge which remains unresolved as of April 1st shall,
notwithstanding Article 3 of this Agreement, be submitted to the State
Board of Conciliation and Arbitration for aruling. The decision of the
State will be final and binding on the employee, the Association and the
Committee. The cogt, if any, of the services of the Board shall be borne
equally by the Committee and the Association. Thelist, asfinaly
determined, shall be the seniority list for purposes of this Article. In the
event there are no unresolved challenges as of the March 1st list, then the
promulgated list shall be the final list for that year.

Failure on the part of any employee to challenge his/her placement on
thelist in agiven year in atimely fashion does not preclude the
employee from challenging the list in the subsequent year pursuant to the
procedure set forth above.

Disciplines will be determined as per DOE certifications.
Notification

Employeesto be laid off will receive at least sixty (60) calendar days notice prior
to the effective date of layoff.

Method of L ayoff

1

Attrition

If the Employer determinesit is necessary to reduce the number of employeesin
the bargaining unit, it shall seek to effect said reduction by attrition.

Employees without Professional Teacher Status
A Professional Employee with professional teacher status (PTS) shall not be laid
off if there is a Professional Employee without professional teacher status whose

position the employee with PTSis certified to fill.

Employees with Professional Teacher Status
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In the event that layoffs are necessary among employees with PTS, said
employees currently teaching within the affected discipline(s) shall be laid off in
the inverse order of seniority. Effective with the full ratification of the 2004-2007
Agreement, November 17, 2004, professional employees who have been reached
for layoff will be allowed to bump the employee with the least seniority in other
disciplinesin which they are actively certified.

Recall

1 Professional Employees with PTSlaid off due to reduction in force will be
placed on the recall list for 27 months from the effective date of layoff. The
effective date of layoff shall be the last day worked by the Professional
Employee.

2. Professional Employees on the recall list shall be deemed to be on aleave of absence
due to layoff from the District for the duration of the recall period.

3. Professional Employees will be recalled to vacanciesin their last previous
teaching discipline as defined in Section A5 of this Article, in the reverse order of
their layoff. Employees will also be offered job openingsin other disciplinesin
which they hold current certification (in the reverse order of layoff) provided
there are no current faculty members with PTS on layoff from such disciplines.
The previous sentence shall not apply to a position which involves a promotion.

4, No new personnel shall be hired to fill vacanciesin areas where employees are
on thisrecall list until all appropriate employees on the recall list have been
offered the vacancy pursuant to Section 3 above. Known permanent substitute
vacancies of more than sixty (60) school days are considered to be recall
positions.

5. When a vacancy occurs to which employees with PTS are entitled to be recalled
as set forth above, the Association President and the appropriate employee on the
recall list will be notified by Certified Mail, Return Receipt Requested, at their
last recorded address. Failure to accept Certified Mail shall not be deemed
sufficient reason for failing to meet the necessary response date. Failure to
respond to the Superintendent of Schools with aletter of acceptance of the offered
position within fourteen (14) calendar days of the date of receipt or delivery of
said notice shall be considered arejection of such offer, and the employee shall be
removed from the list. It shall be the responsibility of the employee on the recall
list to inform the Office of the Superintendent of Schools, in writing, of changes
of address. The recall notice will include the date when the employee isto
commence work. The employee who accepts recall must commence work on the
date set forth in the recall notice unless prevented from doing so by illness, injury
or disability from which the employee is expected to return to work. During the
recall period, no employee shall be dropped from the recall list unless that
employee failed to accept a position which isin the bargaining unit, and which
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10.

11.

provided equivalent hours of employment to the position held by said employee at
the time of layoff.

A Professional Employee who was reduced from a full-time position and is on the
recall list may accept a part-time position and retain his/her eligibility to be
assigned to afull-time position for the subsequent school year; and an analogous
right shall exist for a Professional Employee who may be reduced from a part-
time position, accept the full-time position, and wish to retain eigibility for
assignment to a part-time position for the subsequent school year.

Laid-off employees will be given priority on the substitute list at the substitute
rate of pay if they so indicate a desire to substitute, in writing, to the
Superintendent.

Professional Employees on the Recall List shall be entitled to membership in
any group health and/or life insurance coverage in existence at the time of the
effective date of the layoff; provided, however, that the employee pays the
entire cost of such insurance and there shall be no contribution by the District
for such employee's insurance.

All benefits to which said employees were entitled at the time layoff
commenced including, but not limited to PTS and unused accumulated sick
leave, will be restored upon return, and the employee will be placed on the
applicable salary schedule at the step and column attained when the layoff
began.

Any Professional Employee who elects to have hisher layoff treated as an
involuntary leave of absencein order to retain the protection of professional
teacher status and contractual benefits provided by this Article shall, in lieu of
dismissal procedures set forth in Chapter 71, Section 42, execute and deliver to
the Committee awaiver of any present or future rights to adismissal hearing
which he/she may have pursuant to Chapter 71, Section 42 of the Massachusetts
General Laws. A waiver letter will be included as Appendix E of this Agreement.
The Committee will execute and provide to any such employee a counterpart on
Appendix F. A Professional Employee may elect to have hisher layoff treated as
adismissal in which case such employee will be afforded full statutory rights.
Any employee who by not executing a written waiver elects to invoke hig/her
statutory rights with respect to dismissal will not be eigible for recall rights as
provided in this Article.

Any Professional Employee who elects to have higher layoff treated as an
unpaid leave of absence due to layoff will have the right to invoke the Grievance
and Arbitration provisions of this Agreement should there be aviolation of this
Article.
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ARTICLE 25
INSURANCE BENEFITS

A. Public Employee Committee

1. The District shall comply with the terms of the Public Employee
Committee Agreement regarding health insurance benefits.

B. Life lnsurance and Accidental Death and Dismember ment | nsurance

1 Active employees shall beinsured for $25,000 of group life insurance and
$25,000 group accidental death and dismemberment insurance, and the District
will pay fifty-five percent (55%) of the cost of the premium.

2. Retirees of the District shall be insured for $25,000 of group life insurance and
$25,000 group accidental death and dismemberment insurance, and the District
will pay fifty-five percent (55%) of the cost of the premium.

This benefit is only available if you participated in the group life insurance plan as
an active employee.

C. Health Insurance

In the event of the death of an active employee or retiree, the surviving spouse and
dependent children may continue coverage under existing plans until the re-marriage or
death of the surviving spouse. In the event of the death of the surviving spouse, the
dependent children may also continue coverage under existing plans until they reach the
age that they are no longer eligible for health insurance coverage.

The District shall continue to pay the percent of the premium coverage at the rate of
active or retired employees whichever is greater.

D. Dental Insurance

The Employer agrees to make payroll deductions for a Group Dental Plan to be funded
entirely by the employees who join the group.

E. Flexible Spending Accounts

The Digtrict shall offer aflexible spending account program for all employees eligible for
health insurance benefits at no cost to the employee.

F. Health Insurance Opt-Out

Teachers who have subscribed to the District’s group health insurance for at least one
full year may choose to opt out of receiving this benefit during the open enrollment
period and will receive the following annua payment listed below. The payment will be
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made in June of the following fiscal year.

HMO Individual Plan:$1,000.00
HMO Family Plan: $2,000.00
PPO Individua Plan: $1,500.00
PPO Family Plan: $3,000.00

ARTICLE 26
PAYROLL DEDUCTIONS

Dues Deductions

The District agrees to deduct from the salaries of its employees dues for the
Bridgewater/Raynham Education Association, Bristol and Plymouth County Education
Association, Massachusetts Teachers Association and the National Education
Association, and to transmit the monies within ten (10) days of the deduction to the
Treasurer of the Bridgewater/Raynham Education Association. Professional Employees
authorization shall bein writing, on aform determined jointly by the Treasurer of the
Association and the District Treasurer. Dueswill be deducted in forty (40) installments.

VOTE Deductions

The School Committee will vote to accept the provisions of M.G.L. Chapter 180, Section
171. Employees may authorize the School Committee to deduct from their salary a
contribution to Voice of Teachers for Education of an amount which the employee shall
specify, in writing. The Committee will certify on the payroll the amount to be deducted
by the Treasurer. Such amounts shall be transmitted within thirty (30) daysto: VOTE,
P.O. Box 271, Boston, MA 02101.

Annuity Deductions

1 The District will, upon written request of a Professional Employee, enter into an
agreement with said employee to reduce the amount of his’/her salary to the extent
permitted by Section 403(b) of the Internal Revenue Code, as amended, and to
apply the amount of said deduction in salary to the purchase of atax-sheltered
annuity plan for said employeg(s).

2. Deductions will be made in equal amounts by the District from the
employee's paycheck per the District’s approved plan.

3. On aday mutually agreed to by the District and the Association, within the month
of September, each school year, employees may file enrollment applications for
an annuity through the District Treasurer's office.

4, Changes (i.e., additions to or reductions from the annuity amount) may be made
during the months of September 1% to be effective October 1%, January 1% to be
effective February 1% and April 1% to be effective May 1%,
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5. The District Treasurer shall submit payments so deducted to the issuing insurer,
or selling company or corporation within fourteen (14) days of the deduction.

ARTICLE 27
GENERAL PROVISIONS

Conflictswith Agreement

Asto al matters covered by this Agreement, the provisions hereof shall control in any
case where a conflict may exist between any such provision and any practice, policy or
rule or regulations of the Committee or any of the statutes set forth in Section 7(d) of
Chapter 150E of the Genera Laws of the Commonwealth of Massachusetts.

Separ ability

If any provision of this Agreement or any application of the Agreement to any employee
or group of employees shall be found contrary to Law, then such provision or provisions
or application shall not be deemed valid and subsisting, except to the extent permitted by
Law, but all other provisions or applications will continue in full force and effect.

Management Rights

The parties recognize and agree that as to every matter as to which a specific agreement
is not set forth in this Agreement, the Committee continues to retain the sole and
unquestioned right to exercise al of the authority, powers, responsibilities and rights
provided by and under the Laws of the Commonwealth of Massachusetts in the control,
direction and management of the Bridgewater-Raynham Regiona School District.

No Reprisals

The District will not take any reprisals of any kind against any employee(s) by reason of
the employee's(s) membership in the Association or participation in its activities.

No Discrimination

No religious or political activities of any Professional Employees may be grounds for any
discrimination with respect to the employment of such employee except as the same may
be subject to penalty under the applicable Law.

NoticessAgendas/Minutes of M eetings

The Superintendent will mail to the President of the Bridgewater-Raynham Education
Association a copy of the official agenda of each School Committee meeting with any
attached public documents at |east 48 hours prior to said meetings. The Superintendent
will a'so mail to the Association President copies of minutes of open meetings of the
Committee within one (1) week of their approval and the minutes of Executive Sessions
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once said minutes have been approved by the Committee and are made public.
Printing of Agreement

The cost of printing this Agreement will be shared equally by the Association and the
School Committee.

Changesin the Agreement

This Agreement shall not be altered, amended or changed except in writing and will be
signed by both the Committee and the Association, which writings shall be appended
hereto and made a part hereof.

No Strikes

The Association agrees that it will not cause, condone or take part in any strike, walkout,
slowdown, work stoppage or withholding of servicesin the Bridgewater-Raynham Public
Schools.

Exit Interview

Employees who leave the School District may be offered an exit interview with the

Superintendent.
ARTICLE 28
EARLY RETIREMENT INCENTIVE, RESIGNATION NOTICE AND RETIREMENT
NOTICE
Payment

A Professional Employee who is retiring from the Bridgewater-Raynham Regional
School District, either at end of school year or conclusion of calendar year, and who is
56-59 years old, inclusive, during the school year at the end of which he/she will

retire, shall be eligible for the following one-time early retirement incentive of twenty
thousand dollars ($20,000).

Effective August 25, 2014, Professional Employees hired on or after August 25, 2014
will not be eligible for the Early Retirement Incentive.

(Note that thiswill not impact Professional Employees who provide notification under
the terms set forth in the 2011-2014 Collective Bargaining Agreement and retire at the
end of the 2014-2015 school year.)

Eligibility

To be digible for this program, a Professional Employee must have served at least ten
(10) years in the School District as a member of this bargaining unit and give written
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notice of intention to resign by June 15th of the year immediately preceding the school
year in which said retirement is to be effective. This written notice of intent to resign
may be rescinded by the Professional Employee once; a second written notice of intent to
resign will be irrevocable. In the event of the death of any eligible employee, the money
will be paid to the employee's estate.

Professional employees shall provide written notice to the Superintendent of Schools of
their intent to resign no less than thirty (30) days prior to the effective date of the
resignation. This requirement may be waived at the discretion of the Superintendent due
to extenuating circumstances.

Retirement Sick L eave Benefits

1. A teacher who gives notice of intent to retire three (3) school years prior to the
effective date of retirement, who has accumulated at least 185 sick leave days as of
the date of notice to the Superintendent, and who does not use more than atotal of
five (5) sick leave days and persona days each of those last three (3) years, will
receive $1,800 for each of those school years for atotal up to $5,400 which will be
paid upon retirement.

Teachers who plan to retire at the end of the 2017 — 2018, 2018 — 2019 or 2019 —
2020 school years must notify the Superintendent of Schools within ten (10) school
days following the ratification of this 2017 — 2020 Memorandum of Agreement in
order to be eligible for this benefit.

2. Teacherswill be alowed to rescind their intent to retire under Article 28,
Section B, Retirement Sick Leave Benefit once.

3. For those teachers who rescind their notice of intent to retire the one time and who
want to receive the Sick Leave Buyback benefit in the future, the three (3) year
process will start anew. That is, the original notices of intent will be voided and the
teachers will have to qualify in accordance with Section B at the time of the second
notice of intent to retire for the next three (3) consecutive years.

4. Teacherswho rescind a second time will not be eligible for the Section B
Retirement Sick Leave Benefit.

5. Teachers who withdrew their notices of intent to retire under Section B in 2017
because they were told they could not rescind their notice may resubmit said intent
no later than January 31, 2018.

ARTICLE 29
LONGEVITY

L ongevity Payment

A Professional Employee who compl etes the number of years of service as alicensed
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teacher indicated below shall be granted alongevity payment in the amount set forth
below for the number of years of service that he/she has completed in a bargaining unit
position:

After ten (10) consecutive years of service $ 600.00
After fifteen (15) consecutive years of service $ 850.00
After twenty (20) consecutive years of service $1000.00
After twenty-five (25) consecutive years of service $1500.00
After thirty (30) consecutive years of service $3000.00

Year TowardsLongevity

For a school year to count towards longevity, a Professional Employee must be in a pay
status for at least ninety-two (92) work days. Approved unpaid leaves of absence do not
count towards longevity but do not break consecutive service.

Method of Payment of L ongevity

Longevity will be paid in alump sum, annually, in the 2nd pay period in September.
Retirees will be paid in alump sum in the last pay period of Junein the year in which
they retire rather than the following September.

Grandfathering

It is understood that employees who were eligible for longevity on 9/1/94 using "total"
years of service will maintain their total years. However, commencing on 9/1/95 all
service must be "consecutive.”

Alternative Longevity

Alternative Longevity Bargaining unit members with twenty (20) completed years of
servicein public school teaching, 10 years of which are in the Bridgewater-Raynham
Regional School District, may elect to receive the longevity payment of $6000 per
year for three consecutive years. Eligible employees who elect to receive the longevity
payment of $6000 for three consecutive years, agree to irrevocably waive any and al
longevity payments specified in Article 29, Section A.

In subsequent years, notice must be given to the Superintendent in writing not later than
November 1% the year preceding the school year in which the payments will begin.
Payments will become part of annual salary distributed evenly throughout the year in
weekly paychecks.

Note: Public school teaching as used in this section shall include years of teaching at the
Burnell Campus School.
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ARTICLE 30
DURATION

Term of Agreement

This Collective Bargaining Agreement shall bein full force and effect for the period
September 1, 2021 to and including August 31, 2024.

Reopening for Negotiations

By November 1, 2023, the Committee or the Association may, by giving written notice to
the other, open negotiations for a successor Agreement. The party receiving such notice
shall acknowledge receipt, in writing, within ten (10) school days after such receipt.
Negotiations shall commence no later than February 1, 2024, or may, by mutual
agreement of the parties, commence at an earlier or later date.




WITNESS WHEREOF, the parties to this Agreement have caused it to be executed in
duplicate in their names on the date set forth below.

BRIDGEWATER-RAYNHAM REGIONAL SCHOOL COMMITTEE

i{%w/(/ H(}%’M}O_h 5/25/2022

CHAIRPERSON DATE

BRIDGEWATER-RAYNHAM EDUCATION ASSOCIATION

/OW LA 5/31/2022

PRESIDENT DATE
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APPENDIX A

SALARY SCHEDULES
2021 - 2022
(2%)
B *B+15 M *M+15 M+30 M+45 | *M+60 | *M+75/E
Toward 2M CAGS/2 d.D
M M Ph.D

1 | $49,692 | $53,738 | $56,960 | $60,602 | $64,206 | $66,709 | $69,214 | $70,540

2 | $53,702 | $57,333 | $61,027 | $64,754 | $68,439 | $71,008 | $73,574 | $74,896

3 $56,283 | $59,994 | $63,647 | $67,334 $71,023 | $73595 | $76,162 | $77,484

4 $60,231 | $64,015 | $67,596 | $71,337 $75,145 | $77,542 | $80,110 | $81,430

5 $62,802 | $66,481 | $70,231 | $73,965 $77548 | $80,112 | $82,680 | $84,004

6 $65,383 | $69,124 | $72,868 | $76,545 $80,232 | $82,804 | $85,366 | $86,689

7 | $67,976 | $72,391 | $76,073 | $78,432 | $83,499 | $86,063 | $88,631 | $89,952

8 $70,231 | $75,022 | $78,707 | $82,440 $86,123 | $88,693 | $91,261 | $92,582

9 $72,124 | $78,342 | $81,969 | $85,708 $89,041 | $91,277 | $93,841 | $95,164

10 | $74,326 | $80,918 | $84,647 | $88,340 $91,976 | $94,545 | $97,076 | $98,397
11 | $76,545 | $83,544 | $87,230 | $90,967 | $94,610 | $97,175 | $99,741 | $101,065
12 | $78,754 | $86,442 | $90,131 | $93,874 $97,550 | $100,120 | $102,684 | $104,006
13 | $81,591 | $89,280 | $92,968 | $97,626 | $100,388 | $102,957 | $105,525 | $106,845
14 | $82,915 | $90,606 | $94,292 | $98,948 | $101,709 | $104,282 | $106,845 | $108,170
20 | $84,239 | $91,926 | $95,616 | $100,272 | $103,034 | $105,603 | $108,170 | $109,491

* See language below the 2023-2024 salary schedule
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2022-2023

(2.5%)
B *B+15 M *M+15 M+30 M +45 *M+60 | *M+75/E
Toward 2M CAGS/2 d.D
M M Ph.D

1 $50,934 | $55,081 | $58,384 | $62,117 | $65,811 | $68,377 | $70,944 | $72,304
2 | $55,045 | $58,766 | $62,553 | $66,373 | $70,150 | $72,783 | $75413 | $76,768
3 | $57,690 | $61,494 | $65,238 | $69,017 | $72,799 | $75,435 | $78,066 | $79,421
4 $61,737 | $65,615 | $69,286 | $73,120 | $77,024 | $79,481 | $82,113 | $83,466
5 $64,372 | $68,143 | $71,987 | $75,814 | $79,487 | $82,115 | $84,747 | $86,104
6 $67,018 | $70,852 | $74,690 | $78,459 | $82,238 | $84,874 | $87,500 | $88,856
7 | $69,675 | $74,201 | $77,975 | $80,393 | $85,586 | $88,215 | $90,847 | $92,201
8 | $71,987 | $76,898 | $80,675 | $84,501 | $88,276 | $90,910 | $93,543 | $94,897
9 $73,927 | $80,301 | $84,018 | $87,851 | $91,267 | $93,559 | $96,187 | $97,543
10 | $76,184 | $82,941 | $86,763 | $90,549 | $94,275 | $96,909 | $99,503 | $100,857
11 | $78,459 | $85,633 | $89,411 | $93,241 | $96,975 | $99,604 | $102,235 | $103,592
12 | $80,723 | $88,603 | $92,384 | $96,221 | $99,989 |$102,623 | $105,251 | $106,606
13 | $83,631 | $91,512 | $95,292 | $100,067 | $102,898 |$105,531 | $108,163 | $109,516
14 | $84,988 | $92,871 | $96,649 | $101,422 | $104,252 |$106,889 | $109,516 | $110,874
20 | $86,345 | $94,224 | $98,006 | $102,779 | $105,610 |$108,243 | $110,874 | $112,228

* See language below the 2023-2024 salary schedule
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2023 - 2024

(2.5%)
B *B+15 M *M+15 [M+302M M+45 *M+60 | *M+75/E
Toward CAGS/2 | d.DPh.D
M M
1 $52,207 | $56,458 | $59,844 | $63,670 | $67,456 | $70,086 $72,718 $74,112
2 $56,421 | $60,235 | $64,117 | $68,032 | $71,904 | $74,603 $77,298 $78,687
3 $59,132 | $63,031 | $66,869 | $70,742 | $74,619 | $77,321 $80,018 $81,407
4 $63,280 | $67,255 | $71,018 | $74,948 | $78,950 | $81,468 $84,166 $85,553
5 $65,981 | $69,847 | $73,787 | $77,709 | $81,474 | $84,168 $86,866 $88,257
6 $68,693 | $72,623 | $76,557 | $80,420 | $84,294 | $86,996 $89,688 $91,077
7 $71,417 | $76,056 | $79,924 | $82,403 | $87,726 | $90,420 $93,118 $94,506
8 $73,787 | $78,820 | $82,692 | $86,614 | $90,483 | $93,183 $95,882 $97,269
° $75,775 | $82,309 | $86,118 | $90,047 | $93,549 [ $95,898 $98,592 $99,982
10 $78,089 | $85,015 | $88,932 | $92,813 | $96,632 | $99,332 | $101,991 | $103,378
11 | $80,420 | $87,774 | $91,646 | $95572 | $99,399 | $102,094 | $104,791 | $106,182
12 $82,741 | $90,818 | $94,694 | $98,627 | $102,489 | $105,189 | $107,882 | $109,271
13 $85,722 | $93,800 | $97,674 | $102,569 | $105,470 | $108,169 | $110,867 | $112,254
14 | $87,113 | $95,193 | $99,065 | $103,958 | $106,858 | $109,561 | $112,254 | $113,646
20 $88,504 | $96,580 |$100,456| $105,348 | $108,250 | $110,949 | $113,646 | $115,034

M + 75/DOC (for Ed.D. and Ph. D only and doctorates recognized prior to the Septemberl, 2007 shall be
recognized for this purpose) which shall be one thousand ($1,000.00) dollars greater than the
M+60/CAGS/MM column.

The parties agree that those teachers who hold a CAGS by June 30, 2007 shall need fifteen (15) credits
beyond the credits necessary for a CAGS in order to move to the M+75/DOC column. In addition,
teachers will be allowed to apply the credits for thecourses they took while in a CAGS program or while
working towards their second Masters degree provided said course was one of those listed in Addendum
A attached hereto. Thereafter, teachers who obtain a CAGS will advance to the M+75/DOC column only
if they earn aDOC or earn credits in addition to those necessary for the CAGS which were beyond the
Master’s degree.

e [Effective August 31, 2001, the Double Masters (2M) will no longer be equated with the
M+60/CAGS column and will be equated with the M+30 column. Those employees who
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have attained the Double Masters (2M) prior to August 31, 2001, and who have followed
the procedures set forth in Article VI B, shall be grandfathered on the M+60/CAGS
column.

Effective August 31, 2012, B+15 shall not be available to Professional Employeeswho
have not obtained 15 credits towards a Masters by that date.

Effective August 31, 2014, M+15 shall not be available to Professional Employees who
have not obtained 15 credits beyond a Masters by that date.

Effective August 31, 2024, remove M+60 from the M+60/CAGS/2M Column and add
that the M+60 will not be available for Professional Employees who have not obtained 60
credits beyond their Master’s Degree by that date.

Effective August 31, 2024, the M+75/Ed.D./Ph.D. will not be available for Professional
Employees who have not obtained these degree/credit levels by that date.

Effective August 31, 2024, the M+60/CAGS/2M column will be renamed the
CAGS/2M/Ed.D./Ph.D. column for those who have obtained those degrees after August
31, 2024



Appendix B
Extracurricular Salary Schedule
2021-24 The Parties agreeto create ajoint review committee consisting of two (2) representatives
from the BREA and two (2) Administratorsto review and update the positions on the annual
stipend list. Thisreview committee will submit the updated list to the BREA and the School
Committee prior to final implementation in the event that any negotiations are needed.

Stipend 2021-
Position 2024

Art Club — High School 1 807.00
Band — Middle School 1 per school 1,648.00
Chorus — Elementary/Intermediate 1 per school 807.00
Chorus— Middie School 1 per school 807.00
Color Guard — High School 1 622.00
Drama Club — High School 1 2,294.00
Drama Club — Middle School 1 per school 1,617.00
Foreign Language — High School 1 1,546.00
Freshman Class Advisor — High School 1 947.00
Future Teachers— High School 1 955.00
GSA — High School 1 780.00
Intramural Director — High School 1 3,326.00
Intramural Director — Middle School 1 per school 1,241.00
Intramural Supervisors All Levels $16/hr
Junior Class Advisor — High School 1 1,546.00
Math Team — High School 1 1,617.00
Math Team — Middle School 1 per school 1,617.00
Mock Trial — High School 1 622.00
National Honor Society — High School 1 1,099.00
Newspaper — High School 2 922.00
Newspaper — Middle School 1 per school 622.00
Peer Leader Advisor — High School 1 808.00

Community Service Liaison — High School 1 808.00
Photography — High School 1 807.00
SADD - High School 1 800.00
Scholarship Fund — High School 1 3,787.00
School Climate Group — High School 2 899.00
School Climate Group — Middle School 1 per school 899.00
Science Olympiad — High School 1 1,063.00
Senior Class Advisor 2 1,696.00
Ski Club — High School 2 1,730.00
Ski Club — Middle School 1 per school 1,730.00
Sophomore Class Advisor — High School 1 1,022.00
Spelling Team — Middle School 1 per school 1,531.00
Spring Musical — Middle School 1 per school 622.00
Student Council Advisor — High School 1 1,181.00
Student Council Advisor — Middle School 1 per school 1,136.00
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Student School Committee Advisor — High School 1 807.00

Technology Club — Middle School 1 per school 1,481.00

World Affairs/Civics — High School 2 733.00

Y earbook — High School 2 1,444.00 1,562.00
Y earbook — Middle School 1 per school 1,681.00 1,562.00
YESS Club — High School 1 622.00

Please note: If any of the above stipend positions are to be shared by more than one (1) person (other than
what isdesignated), all names must be submitted to the Superintendent for approval. The stipend will be
divided equally among the appointees.
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Appendix C
Coaches Salary Schedule

2021-2024
Tier | Sport Gender 2021-2024

I Football Boys Head Coach 8,277.00
Assistants 4,633.00
I Basketball Boyd/Girls | Head Coach 5,985.00
Assistant 3,699.00
FIRST Assistants 3,699.00
Ice Hockey Boys Head Coach 5,985.00
Assistant 3,699.00
Wrestling Boys Head Coach 5,985.00
Assistant 3,699.00
[l Baseball Boys Head Coach 4,992.00
Assistant 3,290.00
Field Hockey Girls Head Coach 4,992.00
Assistant 3,290.00
Lacrosse Boys/Girls | Head Coach 4,992.00
Assistant 3,290.00
Soccer Boyd/Girls | Head Coach 4,992.00
Assistant 3,290.00
Softball Girls Head Coach 4,992.00
Assistant 3,290.00
Spring Track Boys/Girls | Head Coach 4,992.00
Assistant 3,290.00
Swim Combined | Head Coach 4,992.00
Assistant 3,290.00
Winter Track Boys/Girls | Head Coach 4,992.00
Assistant 3,290.00
Volleybal Boys/Girls | Head Coach 4,992.00
Assistant 3,290.00
v Cheerleaders Fall Head Coach 4,559.00
Assistant 3,026.00
Cheerleaders Winter Head Coach 4,559.00
Assistant 3,026.00
Cross Country Boys/Girls | Head Coach 4,559.00
Assistant 3,026.00
Golf Head Coach 4,559.00
Tennis Head Coach 4,559.00
Asst. Athletic Director 4,164.00

Athletic Director 14,780.00
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APPENDIX D
SPECIALISTS’ DIFFERENTIALS

Department Chairsand Nurse
Department Chairs may be required to teach up to four (4) periods per day.

Department Head and Head Nurse shall not be included as supervised members of the
department.

Supervised

Total Number 2021-2024
16-20 $5,339.00
14-15 $4,636.00
12-13 $3,933.00
10-11 $3,373.00

8-9 $2,812.00

6-7 $2,246.00

4-5 $1,683.00

2-3 $1,124.00

If one or more teachers in the department teach less than atotal of three A(3) periods per
day, the Department Chair would not be compensated as having a member in hisher
department. Two (2) part-time Professional Employees in a department will equal one
(2) full-time employee. The Head Nurse will be compensated for all full time Registered
Nurses in the Nursing Department. Two (2) part-time Professional Employeesin a
department will equal one (1) full-time employee.

2021-2024
Coordinator of Compensatory Services $4,215.00
Guidance (all levels) $2,107.00
Coordinator of Instructional Media Services $1,121.00
Coordinator of Music $2,712.00
Marching Band Coordinator $2,712.00
Home Tutor Hourly rate inclusive of mileage $44.00
Mentors $866.00
Director of Alternative High School 2x per year $5,258.00
Lead Teachers $1, 947.00
Specia Ed Team Chairperson High School $5,410.00
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APPENDIX E

BRIDGEWATER-RAYNHAM EMPLOYEE LETTER

| have received the Superintendent's notice with respect to my dismissal effective (20 )
pursuant to the provision of M.G.L., ¢.71, s. 42. | understand | may have aright to request and
be furnished by the Superintendent with a written statement of the charge or charges of the cause
or causes for which my dismissal is proposed, and aright to request and be given a hearing
before the Superintendent with representation by counsel of my own choosing. | also understand
that | have aright to appeal such a decision of the Superintendent to arbitration pursuant to
Chapter 71, 42.

Since | desire to secure the benefits of the twenty-seven (27) month recall period as set forthin
the Collective Bargaining Agreement between the Bridgewater-Raynham School Committee and
the Bridgewater-Raynham Education Association, and because | wish to retain my status as a
teacher with professional teacher status in the Bridgewater-Raynham School System during such
recall period, and in the event of my recall and return to active service, and since | admit that due
to economic and budgetary considerations the Superintendent has just cause for my dismissal, |
hereby waive any written statement of the charge or charges, and waive my request for a hearing,
and waive all rights of appeal, al as provided in c.71, s. 42. of the Massachusetts General Laws,
all in consideration of the Superintendent's agreement that because of such admissions and
waivers the Superintendent shall not dismiss me pursuant to the provision of M.G.L., ¢.71, s.42,
but shall instead grant me an unpaid leave of absence without pay or increment as a result of
layoff.

| understand that effective (20 ), I will, unless recalled and returned to effective service,
be on aleave of absence without pay or increment as aresult of layoff. If | am returned to active
service during the twenty-seven (27) month recall period, the Superintendent agrees that any and
all waivers and admission which | have made in this letter shall not be applicable to any
subsequent layoff(s) and/or dismissal(s). If | am not returned to active service during the recall
period, | understand that the Superintendent will dismiss me at the end of said period and that |
have waived my rights to any statement of the charge or charges, and my rights to any statutory
hearings or appeal with respect to that dismissal.

| expressly do not waive any right | may have to contest by grievance and arbitration whether the
Superintendent has observed the recall provisions of the Collective Bargaining Agreement
between the Bridgewater-Raynham School Committee and the Bridgewater-Raynham Education
Association.
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APPENDIX F

BRIDGEWATER-RAYNHAM
SUPERINTENDENT'SLETTER

The Superintendent isin receipt of your letter of (20 ), requesting that you be granted an
involuntary leave of absence without pay or increment as aresult of layoff pursuant to the extant
Collective Bargaining Agreement.

In order that you may receive the benefits of recall and in order that you may retain your status
as ateacher with professional teacher status in the Bridgewater-Raynham School System during
such recall period, and in the event of your recall and return to active service, and because you
admit that due to economic and budgetary considerations the Superintendent has just cause for
your dismissal, and in consideration of your having waived the following:

1) any written statement of the charge or charges of the cause or causes for which
your dismissal is proposed,

2 any request for ahearing before the Superintendent under M.G.L., ¢.71, s.42;

(3) all rights of appeal to arbitration as provided in M.G.L., c.71, s. 42;

therefore, the Superintendent expressly agrees that because of your admissions and waivers, the
Superintendent shall not dismiss you effective (20 ) pursuant to the provision of M.G.L.,
c.71., s.42, but rather has granted your request for aleave of absence without pay or increment as
aresult of layoff pursuant to the extant Collective Bargaining Agreement between the
Bridgewater-Raynham School Committee and the Bridgewater-Raynham Education Association.

As aresult of the Superintendent's having granted your request, effective (20 ), you will,
unless recalled and returned to active service, be on aleave of absence without pay or increment
asresult of layoff. At the present time, it is not anticipated that you will be recalled in the
immediate future.

The Superintendent agrees that if you are returned to active service during the call period, any
and all waivers and admissions to which you have agreed with respect to thisinitial layoff shall
continue in full force and effect but shall not be applicable to any subsequent layoff(s) and/or
dismissal(s). If you are not returned to active service during the recall period, the Superintendent
will dismiss you at the end of said period, and, in accordance with your waivers and admissions,
there will be no requirement of any statement of charge or charges, or of any formal statutory
hearings and no appeal from said dismissal decision. The Superintendent further agrees that you
expressly do not waive any right you may have to contest by grievance and arbitration whether
the Superintendent has observed the recall provisions of the Collective Bargaining Agreement in
effect at the time of your layoff.

In the event you are not returned to active service in accordance with the recall provisions of the
Collective Bargaining Agreement then, in such event, the Superintendent intends to dismiss you.
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Appendix G
SLP Workload Review

Review Meetings. The parties agree that to strive for an equitable division of workload and
casel oad, the Bridgewater-Raynham Regional School District, through its agents, shall

conduct a Review of
each Speech and Language Pathologist (“SLP”") workload and case load as follows:

a. Prior to the start of each school year and by October 1%, March 1% and June 30",
the SLPand the SLP’s supervisor, shall meet to review and analyze the workload
and caseload todetermine whether the SLP’s workload and caseload is
appropriate and equivalent to similarly situated SLPsin the District.

b. In addition to the above Reviews, an SLP or SLP’s Supervisor may request a
Review as needed to assess his/her workload and caseload. The SLP may, at
his/her choice, have the BREA President or a designee of the BREA President or
Vice-President in attendanceat this meeting.

c. TheDistrict shall communicate to the SLP, in writing, any changesin his/her
assignment and will meet to discuss the change. If this meeting cannot be held
prior to a change in caseload or workload due to extenuating circumstances, the
District will hold this meeting as soon as possible. The SLP may, at his/her
choice, have the BREA President orVice-President or a designee of the BREA
President or Vice-President in attendance at this meeting.

d. Thisreview provision is subject to the CBA, including the grievance and
arbitrationprocedures outlined in Article 111.

The Association shall withdraw with prejudice its demand for arbitration, AAA No. 01-
17-0000- 3765.

The Association further agreesthat it will not pursue or filein any forum any matters
against theCommittee or its employees or agents related to the above-referenced
arbitration, including, but not limited to, any issues related to caseload or workload
during the 2015-2016 school year.

The Association and the Committee agree that this Agreement shall not be introduced
into evidence in any future proceeding involving the parties to this Agreement, except
that the partiesshall be allowed to offer this Agreement to enforce aterm or terms of the
Aqgreement.

This Agreement shall be without precedential value in any future cases or negotiations
involvingthe Association and the Committee and shall not be deemed to constitute the
establishment of a past practice. It is understood and agreed by the parties that this
Agreement is not and shall not be construed as an admission or assignment of fault,
wrongdoing, or violation of any contractual or other provisions, promises, or obligations
by the Committee or the Association or of such conduct on behalf of their agents,
officers, employees, or representatives. This Agreement is executed by the partiesas a
means of resolving certain disputed claims.

This Agreement shall be binding on the parties and may not be abandoned,
supplemented, changed or modified in any manner, orally or otherwise, except by an
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instrument in writing of concurrent or subsequent date signed by the Association and
the Committee.

This Agreement sets forth the entire agreement between the parties hereto, and fully

supersedesany and all prior agreements or understandings between the parties hereto
pertaining to the subject matter hereof.
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APPENDIX H

TEACHER EVALUATION
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1) Purpose of Educator Evaluation

A.

This contract language is locally negotiated and based on M.G.L., ¢.71, § 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 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 arecord 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
enablethem to assist al students to perform at high levels, 35.01(3); and

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

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

A.

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

Specialized Instructional Support Personnel (SI SP): Educators who teach or
counsel individual or small groups of students through consultation with the regular
classroom teacher, for example, school nurses, guidance counselors, adjustment
counselors, school psychologists, speech and language pathol ogists, and some
reading specialists, ELL specialists, and specia 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 EL L specialists and reading specialists who teach
whole classes.

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

*District-determined M easures. Measures of student learning, growth and
achievement related to the Massachusetts Curriculum Frameworks, M assachusetts
Vocational 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-
devel oped pre and post unit and course assessments, and capstone proj ects.

*Educator (s): Inclusive term that appliesto all classroom teachers and SISP
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,
overal 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 devel oped by the Educator and
theEvaluator 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
PTSin anew 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.

(a) For educators whose impact on student learning is either moderate or high,
the Educator plan shall be for two years. 35.06(7)(a)(1)

(b) For educators whose impact on student learning is low, the Educator plan
shall be for one year. The Plan shall include a goal related to examining
elements of practice that may be contributing to low impact. 35.07(a)(2)

Directed Growth Plan shall mean a 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 of atleast 60
school days and no more than one school year for Educators with PTS who are
rated unsatisfactory with goal's specific to improving the Educator’s
unsatisfactory performance. In those cases where an Educator is rated
unsatisfactory near the close of a school year, the plan may include activities
during the summer preceding the next school year.
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*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 person designated by a superintendent who has responsibility for
observation and evaluation. The superintendent is responsible for ensuring that all
Evaluators have training in the principles of supervision and evaluation. Each
Educator (SISP) will have one Evaluator at any one time responsible for determining
performance ratings. The classroom teacher and SISP shall be apprised of hig’her
evaluator at the beginning of the academic year. Each classroom teacher and SISP
who is assigned to more than one building will be evaluated by the appropriate
licensed administrator where the individual is primarily assigned or assigned most of
the time. The principal of each building in which the classroom teacher and SISP
serves must review and sign the evaluation. In cases where there is no predominant
assignment, the Superintendent will determine the Evaluator. The evaluator shall be
evaluated pursuant to 603 CMR 35.00 and such other standards as may be
established. Teachers and SISP shall review a signature evaluation.

Evaluation Cycle: A five-component process that all Educators follow consisting of
1) Self-Assessment; 2) Goal-setting, analysis 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.

*For mative 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 isused to arrive at arating
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
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developed by individual Educators, by the Evaluator, or by teams of Educators.
“Team Goals” can be developed by grade-level or subject areateams, departments,
or other groups of Educators who have the samerole.

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

Multiple M easures of Student L earning: Measures must include a combination of
classroom, school and district assessments, student growth percentiles on state
assessments, if state assessments are available, and student MEPA gain scores. This
definition may be revised as required by regulations or agreement of the parties upon
issuance of ESE guidance expected by July 2013.

*Observation: A data gathering process specifically undertaken pursuant to this
agreement that includes notes made during one or more classroom or worksite
visits(s) of at least ten (10) minutes in duration by the Evaluator and may include
examination of artifacts of practice. An observation shall occur in person. 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
activitiesin 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. Department Heads “observe and report only on content” to provide
supportive evidenceto theteacher and primary evaluator.

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

*Perfor mance 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 amodel of practice on that standard district-wide.

Proficient: the Educator’s performance fully and consistently meets the
requirements of a standard or overal. 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 thistime. Improvement is necessary and expected.

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

V. *Performance Standar ds: Locally developed standards and indicators pursuant to
M.G.L. c. 71, 8§ 38 and consistent with, and supplemental to 603 CMR 35.00. The
parties may agreeto limit standards and indicators to those set forth in 603 CMR
35.03.

W. *Professional Teacher Status: PTS isthe status granted to an Educator pursuant to
M.G.L.c. 71, 841.

X. Rating of Educator Impact on Student L earning: A rating of high, moderate or
low based on trends and patterns of student learning, growth, and achievement, as
determined by the DESE.

Y. Rating of Educator Impact on Student L earning: 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 of 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 DESE, expected in
July 2013.

Z. 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, asfollows:

i Standard 1. Curriculum, Planning and A ssessment
ii. Standard 2: Teaching All Students
iii. Standard 3: Family and Community Engagement

iv. Standard 4: Professional Culture
V. Attainment of Professional Practice Goal(s)
Vi. Attainment of Student Learning Goal(s)

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

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

i Indicators. Describes aspects of each standard, including those required in 603
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3)

BB)

CC)

DD)

EE)

FF)

CMR 35.03

Elements. Defines the individual components under each indicator

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

Self Assessment: The evaluation cycle shall include self-assessment addressing
Performance Standards established through collective bargaining. 603 CMR 35.603(2)
The educator shall provide such information, in the form of self-assessment, ina
timely manner to the evaluator at the point of goal setting and plan devel opment.
35.03(2)(b) Evaluators shall use evidence of educator performance and impact on
student learning,growth, and achievement in goal setting with the educator based on
the educator’s self-assessment and other sources that the evaluator shares with the
educator. 35.06(3)(a)

*Summative Evaluation: An evaluation used to arrive at arating on each standard, an
overal 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. The summative evaluation rating must be based on evidence from
multiple categories of evidence. MCAS growth scores cannot be the sole basis for a
summative evaluation rating 603 CMR 35.08(3). 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 of Effective Teaching Practice.

*Superintendent: The person employed by the school committee pursuant to M.G.L.
c. 71 859 and 859A. The superintendent is responsible for the implementation of 603
CMR 35.00.

*Teacher: An Educator employed in a position requiring a certificate or license as
described in 603 CMR 7.04(3)(a, b, and d)

*Trendsin student learning: At least two (2) years of data from the district-
determined measures and state assessments used in determining the Educator’s rating
on impact on student learning as high, moderate or low.

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:

i) Mutually agreed upon 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 subjectsin a school;

i) At least two district-determined measures of student learning related to the
M assachusetts Curriculum Frameworks or the M assachusetts V ocational
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b)

i)

Technical Education Frameworks or other relevant frameworks that are
comparable across grades and/or subjects district-wide. These measures may
include: portfolios, approved commercial assessments and district-devel oped
pre and post unit and course assessments, and capstone projects. Statewide
growth measure(s) where available, including MCAS Student Growth
Percentile (SGP) and the Massachusetts English Proficiency Assessment
(MEPA) gain scores, and

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.

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 mutually agreed upon. The measures should be based on the
Educator’s role and responsibility.

Observations and artifacts of practice including:

i)

i)

ii)

iv)

Unannounced observations of practice of at least 10 minutes and such length of
time shall be noted in the observation write up.

Announced observation(s) of practice of any duration. The duration of the
observation should be noted in the observation write up.

Examination of Educator work products.

Examination of student work samples.

Evidence relevant to one or more Performance Standards, including but not limited to:

i)

Evidence compiled and presented by the Educator, including:

a Evidence of fulfillment of professional responsibilities and growth such
asself-assessments, peer collaboration, professional development linked
to goasin the Educator plans, contributions to the school community
and professional culture;

b. Evidence of active outreach to and engagement with families;
Evidence of progress towards professional practice goal(s);

Evidence of progress toward student |earning outcomes goal(s).
Student and Staff Feedback, and

Any other relevant evidence from any source that the Evaluator shares with the
Educator. Other relevant evidence could include information provided by other

administrators such as the Superintendent.
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4) Rubric

Rubrics are a scoring tool used for the Educator’s self-assessment, the formative assessment,
the formative evaluation and the summeative evaluation. The District may use either the
rubrics provided by ESE or comparably rigorous and comprehensive rubrics developed or
adopted by the district and reviewed by ESE.

5) Evaluation Cycle: Training

A) Prior to the implementation of the new evaluation process contained in this article,
districts shall arrange training during the contractual workday 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 and input by the Association.

B) By November 18t of the first year of this agreement, all Educators shall complete a
professional learning activity about self-assessment and goal -setting satisfactory to the
superintendent or principal. Any Educator hired after the November 18t 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 (3) months of the
date of hire that shall occur during the contractual workday. The district through the
superintendent shall determine the type and quality of the learning activity based on
guidance provided by ESE and input by the Association.

6) Evaluation Cycle: Annual Orientation

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

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

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

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

7) Evaluation Cycle: Self-Assessment
A) Completing the Self-A ssessment

i. The evaluation cycle begins with the Educator completing and submitting to
the Evaluator a self-assessment by October 1st or within three (3) months of
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8)

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.

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

(© Proposed goals to pursue:

i. Atleast one goal directly related to improving the Educator’s own
professional practice.

ii. At least one goa directed 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 teamsto

consider establishing team goals. Evaluators may participate in such meetings.

For Educatorsin their first year of practice, the Evaluator or his’her designee

will meet with each Educator by October 1t (or within three (3) months of the
Educator’s first day of employment if the Educator begins employment after

September 15th) to assist the Educator in compl eting the self-assessment and
drafting the professional practice and student learning goal's, may be team
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.

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 devel op 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 areateam goals.

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

B) 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 determined after ESE issues guidance on this matter. See #22,
below.

C) Educator Plan Development Meetings shall be conducted as follows:

i Educators in the same school may meet with the Evaluator in teams and/or
individually at the end of the previous evauation 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.

ii. For those Educators new to the school, the meeting with the Evaluator to

establish the Educator Plan must occur by October 15t or within six weeks of
the start of their assignment in that school

iii.  The Evauator 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 be team goals.

iv. The Evaluator compl etes the Educator Plan by November 1st. The Educator
shall sign the Educator Plan within 5 school days of its receipt and may include
awritten response. The Educator’s signature indicates that the Educator
received the plan in atimely fashion. The signature does not indicate agreement
or disagreement with its contents. The Evaluator retains fina authority over the
content of the Educator’s Plan.

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

A. In the first year of practice or first year assigned to a school:
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10)

11)

I The Educator shall have at least two (2) announced observation during the
school year using the protocol described in section 11B, below.

ii. The Educator shall have at |east four unannounced observations during the
school year.

In their second and third years of practice or second and third years as anon-PTS
Educator in the school:

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

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

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

A.

The Educator whose overall rating is proficient or exemplary must have at least one
unannounced observation during the 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 |east two
unannounced observations and at |east one announced observation.

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 one
announced and four unannounced observations. For Improvement Plans of six months
or fewer, there must be no fewer than one announced and two unannounced
observations.

Observations

The Evaluator’s first observation of the Educator shall take place by November 15.
Observations required by the Educator Plan should be completed by May 15th.

The Evaluator is not required nor expected to review all the indicatorsin arubric during an
observation.

A.

Unannounced Observations

i. Unannounced observations may be in the form of partial or full-period
classroom visitations, and Walkthroughs by the Evaluator, principal,
superintendent or other administrator.
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ii. The Educator will be provided with at least brief written feedback from the
Evaluator within 5-7 school days of the observation. The written feedback
shall be delivered to the Educator in person, to a secured website or placed in
the Educator’s mailbox (or mailed to the Educator’s home if there are
extenuating circumstances).

iii.  Any observation or series of observations resulting in one or more of the
Standards and Indicators of Effective Teaching Practice judged to be
unsatisfactory or needs improvement for the first time must be followed by at
least one observation of at least 30 minutes in duration within 20 school days.

B. Announced Observations

i All non-PTS Educatorsin their first three years in the school, PTS Educators
on Improvement Plans and other educators at the discretion of the evaluator
shall have at least one Announced Observation.

a

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

Within 5 school days of the scheduled observation, the Evaluator and
Educator shall meet for a pre-observation conference. The Educator
may inform the Evaluator in writing, but must review the following in
the pre- observation conference: the nature of the lesson, the student
population served, and any other information that will assist the
Evaluator to assess performance.

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

Within 5 to 7 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 2-3 school
daysif possible.

The Evaluator shall provide the Educator with written feedback within
5to 7 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:

a. Describethe basisfor the Evaluator’s judgment.

b. Describe actions the Educator should take to improve his/her
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12)

performance.

c. ldentify support and/or resources the Educator may use in his’her
improvement.

d. State that the Educator is responsible for addressing the need for
Improvement.

Evaluation Cycle: Formative Assessment

A.

A specific purpose for evaluation isto 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 atwo-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 A ssessment 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 professiona 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.

The Evauator and the Educator will meet before the 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, to a secured website, or to the Educator’s school mailbox or
home (if necessary due to extenuating circumstances).

The Educator may reply in writing to the Formative Assessment report within 10
school days of receiving the report and the Educator’s reply shall be attached to the
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report.

The Educator shall sign the Formative Assessment report by within 5-7 school days of
receiving the report. The signature indicates that the Educator received the Formative
Assessment report in atimely fashion. The signature does not indicate agreement or
disagreement with its contents.

Asaresult of the Formative Assessment Report, the Evaluator may change the
activitiesin the Educator Plan.

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

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

A.

Educators on two year Self-Directed Growth Educator Plans receive a Formative

Evaluation report no later than May 15th 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 changein
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 goal s set forth in the Educator Plan,
performance on each performance standard and overall, or both.

No less than two weeks before the due date (June 7) for the Formative Evaluation
reportthe 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
deliveredface-to-face, to a secured website or to the Educator’s school mailbox or
home (if necessary due to extenuating circumstances).

The Evauator and the Educator will meet before the completion of the Formative
Evaluation Report.

The Educator may reply in writing to the Formative Evaluation report within 10 school
days of receiving the report.
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14)

The Educator shall sign the Formative Evaluation report by within 5-7 school days of
receiving the report. The signature indicates that the Educator received the Formative
Evaluation report in atimely fashion. The signature indicates that the Educator
received the Formative Evaluation report in atimely fashion. The signature does not
indicate agreement or disagreement with its contents.

Asaresult 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.

Should an Educator in the second year of their two year self-directed plan have a
change of Evaluator during the term of their plan, the new Evauator will meet with
the Educator to review the existing plan within four to six school weeks of the change.

Evaluation Cycle: Summative Evaluation

A.

The evaluation cycle concludes with a summative evaluation report. For Educators on
aone or two year Educator Plan, the summative report must be written and provided to
the educator no later than June 7.

The Evaluator determines arating 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 evaluator shall determine the overall summative rating that the Educator receives.

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

The summative evaluation rating must be based on evidence from multiple categories
of evidence. MCAS Growth scores shall not be the sole basis for a summative
evauation 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 aso
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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 aswell as
identify recommendations for professional growth.

The Evaluator shall deliver asigned copy of the Summative Evaluation report to the
Educator face-to-face, | to asecured website or to the Educator’s school mailbox or

home (if necessary due to extenuating circumstances) no later than May 15th,

The Evauator shall meet with al Educators discuss the summeétive evaluation. 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 or the last

day of school if that date is prior to June 15th, The signature indicates that the
Educator received the Summative Evaluation report in atimely fashion. 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 befiled in the Educator’s
personnel file.

15) Educator Plans— General

A.

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

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

i At least one goal related to improvement of practicetied to one or more
Performance Standards,

ii.  Atleast onegoal for the improvement the learning, growth and achievement of
the students under the Educator’s responsibility;

iii.  Anoutline of actions the Educator must take to attain the goals and
benchmarks that include, but are not limited to, specified professional
development and learning activities that the Educator will participatein asa
means of obtaining the goals, as well as other support that may be suggested by
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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.

C.  Itis the Educator’s responsibility to attain the goals in the Plan and to participate in
any trainings and professiona development provided through the state, district, or
other providers in accordance with the Educator Plan.

16) Educator Plans. Developing Educator Plan

A. The Developing Educator Plan isfor al Educators without PTS, and, at the discretion
of the Evaluator, Educators with PTS in new assignments.

B. TheEducator shall be evaluated at least annually.
17) Educator Plans. Self-Directed Growth Plan

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

B. A One-year Self-Directed Growth Plan is for those Educators with PTS who have an
overall rating of proficient or exemplary, and when required by ESE 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.

18) Educator Plans. Directed Growth Plan

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

B. Thegoalsinthe Plan must address areas identified as needing improvement as
determined by the Evaluator.

C. TheEvauator 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

10th,

D. For an Educator on aDirected Growth Plan whose overal performanceratingis at
least proficient, the Evaluator will place the Educator on a Self-Directed Growth Plan
for the next Evaluation Cycle.

E. 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.
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19)

Educator Plans. Improvement Plan

A.

G.

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

The parties agree that in order to provide students with the best instruction, it may be
necessary from time to time to place an Educator whose practice has been rated as
unsatisfactory on an Improvement Plan of no fewer than 60 school days and no more
than one school year. In the case of an Educator receiving arating of unsatisfactory
near the close of one school year, the Improvement Plan may include activities that
occur during the summer before the next school year begins.

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

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

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

The Improvement Plan process shall include:

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

The Educator may request that a representative of the Bridgewater-Raynham
Education Association attend the meeting(s).

If the Educator consents, the Bridgewater-Raynham Education 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),
indicators, elements, and/or student |earning 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 make available to the Educator;
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Vi.

Vii.

20. Timelines

Articulate the measurabl e 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);

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

Include the signatures of the Educator and Supervising 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 in atimely
fashion. 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:

(@)

(b)

(€)

(d)

If the Evaluator determines that the Educator has improved his/her
practiceto the level of proficiency, the Educator will be placed on a
Self-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.

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.

Activity:

Completed By:

Superintendent, principal or designee meets with evaluators and educators | September 15
to explain evaluation process
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Evauator meets with first-year educators to assist in self-assessment and October 1
goal setting process

Educator submits self-assessment and proposed goals

Evaluator meets with Educators in teams or individually to establish October 15
Educator Plans (Educator Plan may be established at Summative
Evaluation Report meeting in prior school year)

Evauator completes Educator Plans November 1
Evauator should complete first observation of each Educator November 15
Educator submits evidence on parent outreach, professional growth, January 5*

progress on goals (and other standards, if desired)

* or four weeks before Formative Assessment Report date established by
Evaluator

Evaluator should complete mid-cycle Formative Assessment Reports for February 1
Educators on one-year Educator Plans

Evaluator holds Formative Assessment Meetingsif requested by either February 15
Evauator or Educator

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

*or 4 weeks prior to Summative Evaluation Report date established by
evaluator

Evauator completes all observations for the purpose of collecting datato be | May 15
used in the Summative Evaluation Report on or before

Evaluator completes Summative Evaluation Report June 7
Evaluator meets with all Educators June 10
q , ] et J add , Junel5or last
E. l:](.:ator S| rg];nslsdummatlve Ev uation Report an s responsg, if any day of school
within 5 school days of receipt it prior to
June 15
A) Educatorswith PTSon Two Year Plans
Activity: Completed By:
Evauator completes unannounced observation(s) Any time during the
2-year evaluation
cycle
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Evaluator completes all observations for the purpose of collecting
datato be used in the Formative Evaluation Report or Summative
Evaluation Report on or before

May 15

Evaluator compl etes Formative Evaluation Report

June 7 of Year 1

Evaluator conducts Formative Evaluation Meeting, if any

JunelO of Year 1

Evaluator completes Summative Evaluation Report

June 7 of Year 2

Evaluator conducts Summative Evaluation Meeting, if any

June 10 of Year 2

Evaluator and Educator sign Summative Evaluation Report

June 15 or the last day
ofschooal if prior to
June 15 of Year 2




21.

22.

23.

24,

25.

Career Advancement

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

C) 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 andrewarded with public commendation or other acknowledgement as
determined by the district through collective bargaining where applicable.

Rating Impact on Student L earning Growth

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.

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.

Using Staff feedback in Educator 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.

Transition from Existing Evaluation System

A) The parties may agree that 50% of more of Educatorsin 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
ofthe new procedures in this Agreement.

B) 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 Directed Growth or Improvement
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26.

C)

Plans at the sole discretion of the Superintendent.

The existing evaluation system will remain in effect until the provisions set forthin
this Article are implemented. The relevant timeframe for adopting and implementing
new systemsis set forth in 603 CMR 35.11(1).

General Provisions

A)
B)

C)

D)

E)

Only Educators who are licensed may serve as primary 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/lhe 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 regul ations and standards and indicators of effective teaching
practice promulgated by ESE (35.03), and the evaluation Standards and Procedures
established in this Agreement.

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

The parties agree to convene a committee to monitor the implementation of this
Educator Evaluation System that will meet at least four times during the 2012-2013
school year. With mutual agreement, the parties will bargain changes that may be
desired to refine or improve the implementation. The parties also 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.

Violations of this article are subject to the grievance and arbitration procedures. The
arbitrator shall determine whether there was substantial compliance with the totality of
the evaluation process. When the evaluation process results in the termination or non-
renewal of an Educator and the arbitrator concludes that there was substantial
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compliance with the totality of the evaluation process then no financial remedy or
reinstatement shall issue.
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