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PREAMBLE

L. Recognizing that our prime purpose is to provide education of the highest possible quality
for the students of the FRONTIER REGIONAL SCHOOL DISTRICT, and that good
morale within the teaching staff of the Frontier Regional School is essential to achievement
of that purpose, we, the undersigned parties to the Contract, declare that:

(a)

(b)

(©)

(d)

(e)

H

Under the Law of Massachusetts, (including, but not limited to General Laws,
Chapter 70, 71, and 150E) the Committee, elected by the citizens of the towns
comprising the Frontier Regional School District has final responsibility for
establishing the educational policies of the public schools of the District.

Except as abridged or modified by this Agreement or any supplements hereto, all
of the rights, powers, and authority held by the Committee prior to the effective
date of this Agreement are retained by the Committee, and the exercise of said
rights, powers, or authority shall not be subject to the grievance procedure or
arbitration.

The Superintendent of the District, (hereinafter referred to as the Superintendent)
or in his/her absence, some person duly vested with similar authority, has
responsibility for carrying out the policies so established and those set forth in the
General Laws, Chapter 71, and all other laws thereto pertaining.

The professional teaching staff of the public schools of the District has
responsibility for providing education of the highest possible quality.

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

To give effect to these declarations, the following principles and procedures are

hereby adopted.

ARTICLE 1
RECOGNITION

For purposes of collective bargaining with respect to wages, hours, and other conditions
of employment, the negotiation of collective bargaining agreements, and any questions arising
thereunder the Committee recognizes the Association as the exclusive bargaining agent and
representative of ail full-time and part-time professional employees of the Committee including
degreed school nurses; excepting, however, the Superintendent, the Assistant Superintendent, the
Special Education Director, the Director of Business Administration, the Principal, the Assistant
Principals, the Director of Instructional Technology, the Director of Secondary Education/Health



Education Coordinator and the Early Childhood Coordinator, Director of School Facilities, and,
when assigned to no more than a .4 teaching load, the Health Education Coordinator.

Unless otherwise indicated, the employees in the above unit will be hereinafter referred to
as the "teachers".

For the purposes of this Contract the following terms are defined:

1. Full-time Professional Employee - any person employed under contract in a position which
requires certification by the Massachusetts Department of Education and who would serve
in that position for six and one half hours per day and 182 days in the aggregate shall be
considered a full-time employee.

2. Part-time Professional Employee - any person employed under contract in a position who
does not meet the full-time requirements, but the position being fulfilled requires
certification by the Massachusetts Department of Education. Part-time employees are
covered under this Agreement; however, salary, leave and other benefits for which they
are eligible, including preparation time, are to be pro-rated according to one's full-time
equivalency status.

ARTICLEII
NEGOTIATION PROCEDURE

A. No later than November 1st of the calendar year preceding the calendar year in which this
Agreement expires, the Committee and the Association agree to enter into negotiations
over a successor agreement concerning all matters permissible by the Law of this
Commonwealth to be the subject of collective bargaining. Within two weeks of date of
said agreement to negotiate, a joint meeting will be scheduled for the purpose of revision
of the guidelines under which negotiations will take place. Guidelines will be in writing
and signed and executed by the designated chairpersons of both parties. Within thirty (30)
calendar days of the aforesaid negotiation guideline meeting the first negotiation meeting
shall be held at a mutually acceptable time and place. Any successor agreement so
negotiated will apply to all teachers, and be reduced to writing and signed by the
Committee and the Association.

B. During negotiations, the Committee and Association will present relevant data, exchange
points of view, and make proposals and counter-proposals. The Committee will make
available to the Association for inspection all pertinent reports of the School System as are
within the classification of public records. Neither party will be restricted in the use of
professional and lay consultants to assist in the negotiations. Both parties agree to conduct
such negotiations in good faith and to deal openly and fairly with each other on all matters.

C. The Committee agrees that it will not adopt any change in policy which affects any of the
provisions of this Agreement except that during the terms of this Contract, negotiations



may be opened by mutual consent to cover issues that may arise under the Contract or not
covered by the Contract, If an agreement is reached, an agreement of addendum to this
Contract will be entered into and will be binding for the balance of the term of the Contract.

The Committee agrees not to negotiate with any teachers’ organization other than the
organization recognized herein as the exclusive bargaining agent during the term of this
Agreement.

ARTICLE III
SALARIES

Effective July 1, 2022 there will be a two percent (2.0%) increase in salary for steps zero
(0) through twelve (12). Effective July 1, 2022, 3.0% wage increase on step 13. Step 20L
will be valued at one thousand dollars ($1,000) more than step 13. Step 25L will be valued
at one thousand dollars ($1,000) more than step 20L.

Effective July 1, 2023 there will be a two percent (2.0%) increase in salary for steps zero
(0) through thirteen (13). Step 20L will be valued at one thousand dollars ($1,000) more
than step 13. Step 25L will be valued at one thousand dollars ($1,000) more than step 20L.

Effective July 1, 2024 there will be a two percent (2.0%) increase in salary for steps zero
(0) through thirteen (13). Step 20L will be valued at one thousand dollars ($1,000) more
than step 13. Step 25L will be valued at one thousand dollars ($1,000) more than step 20L.

Teachers shall have the option of choosing one of three different payment schedules. They
may choose equalized pay over twenty-one/twenty-two (21/22) pay periods, equalized pay
over twenty-six/twenty-seven (26/27) pay periods or equalized pay plus a lump sum
payment, which results in equal pay over twenty (20) pay periods and a lump sum payment
of the contract balance on the twenty-first/twenty-second (21st/22nd) paycheck. Teachers
will select a payment schedule upon hire, which will continue in subsequent years unless
the teacher notifies the central office in writing prior to the last day of school of a request
to change their pay schedule in the next school year.

All teachers entering the employ of the School Committee after the execution of
this Agreement may be placed on the proper step of the salary schedule in accordance with
their degree status and previous teaching experience; provided, however, that this section
shall not preclude the administration from offering a prospective new teacher a lesser salary
in the appropriate degree column on the salary schedule acceptable to the employee as long
as Article XIII.C. Early Retirement and Incentive Plan shall remain available to members
of the bargaining unit.

It is agreed that no such new teacher will receive a higher salary than any presently
employed teacher with equal experience and training except in the case of a position
requiring special or unusual skills and training.



D. Teachers who expect to move to a new column must notify the Superintendent of Schools
in writing on or before September 30 of the year preceding the expected move, in order to
meet budget requirements. The appropriate increase in annual salary is to begin on
September 1 following completion of the requirements for the degree with the exception
that if the degree is granted in January, the increase in salary shall be pro-rated beginning
the month following completion of the requirements for the degree.

E. A teacher with a Master's Degree who subsequently obtains thirty (30) semester hours of
study shall be compensated at a higher rate in accordance with "Appendix A".

F. In order to be eligible for step movement in any given year, teachers must meet the
following requirements:

i. Have worked at least ninety (90) days in the preceding year.
ii. Teachers hired during the school year prior to March 1% will be exempt from the
ninety (90) day requirement and will be eligible for step movement.

ARTICLE IV
PROFESSIONAL DEVELOPMENT

A. Should the Committee request a teacher to take specific courses for advancement or
improvement, it will reimburse the teacher for the entire cost.

Upon successful completion of an approved course, the teacher must provide receipts to
the Superintendent with a college certified transcript of credit with the final course grade
noted thereon. Reimbursement will depend on a grade of "B" or above in a graded course
and a passing grade in a pass/fail course.

B. The Committee will appropriate six hundred dollars ($600.00) for each full-time
professional employee for professional development activities approved by the Principal.
A part-time professional as defined in Article I will receive a pro-rated amount. Unused
monies in this account will be offered to the staff for additional professional development
activities or reimbursements on or before April 15th of each year. The total amount of the
appropriated and additional professional development monies for each staff member will
not exceed two thousand six hundred dollars ($2,600) per year.

Any professional development monies remaining as of May 15th shall revert to the

building's general budget.

ARTICLE V
TEACHER EVALUATION

A. Pursuant to regulations adopted by the Massachusetts Department of Elementary and
Secondary Education, the parties have agreed to implement a new procedure used for the
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evaluation of teachers at Frontier Regional High School. This agreed upon evaluation tool
is marked as APPENDIX E to this contract.

1. Individual teachers will have the right at any time during the working day to
review the contents of their personnel file. A teacher will be entitled to have a
representative accompany himvher during such review. Such review will be
conducted in the presence of a member of the school administration.

2, No material derogatory to a teacher's conduct, service, character, or personality will
be placed in his/her personnel file unless the teacher has had an opportunity to
review the material. The teacher will acknowledge that he/she has had the
opportunity to review such material by affixing his/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 teacher 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 within thirty (30) calendar days of
receipt.

Any signed written complaint regarding a teacher made by any parent, student, or other
person will be promptly called to the attention of the Principal, who will inform the teacher
as to the complaint, the source and nature of the complaint and the disposition of the
complaint. However, frivolous complaints or anonymous complaints that are not
corroborated or verified by administration will be disregarded.

The Association recognizes the authority and responsibility of the Principal for
disciplining or reprimanding a teacher for delinquency of professional performance. If any
formal action is to be taken against the teacher, he/she will be entitled at his/her option to
have a representative present from those representatives reasonably available. All
participants at disciplinary meetings are entitled to be treated with professionalism.

Pursuant to Chapter 71, Section 42, a Principal may dismiss or demote any teacher or
other person assigned full-time to the school, subject to the review and approval of the
Superintendent; and subject to the provisions of this section, the Superintendent may
dismiss any employee of the school district. In the case of an employee whose duties
require him/her to be assigned to more than one school, and in the case of teachers who
teach in more than one school, those persons shall be considered to be under the
supervision of the Superintendent for all decisions relating to dismissal or demotion for
cause.

A teacher who has been teaching in the district for at least ninety calendar days shall not
be dismissed unless he/she has been furnished with written notice of intent to dismiss and
with an explanation of the grounds for the dismissal in sufficient detail to permit the
teacher to respond with documents relating to the grounds for dismissal, and, if he/she so
requests, has been given a reasonable opportunity within ten school days after receiving
such written notice to review the decision with the Principal or Superintendent, as the case
may be, and to present information pertaining to the basis for the decision and to the



teacher's status. The teacher receiving such notice may be represented by an attorney or
other representative at such a meeting with the Principal or Superintendent. Teachers
without professional teacher status shall otherwise be deemed employees at will. A teacher
with professional teacher status, pursuant to section forty-one, shall not be dismissed
except for inefficiency, incompetency, incapacity, conduct unbecoming a teacher,
insubordination, or failure on the part of the teacher to satisfy teacher performance
standards developed pursuant to section thirty-eight of this Chapter 71, or other just cause.

ARTICLE VI
TEACHING HOURS AND TEACHING LOAD

1. Starting and dismissal times for students will be established by the School
Committee after taking into careful consideration State regulations as prescribed
by the State Board of Education. However, the previous sentence does not affect
the current teacher day, including time before and after instruction begins.

2. The workday of personnel covered by this Agreement shall begin at 7:45 a.m, and
end at 2:15 p.m.

3. High School teachers shall be required to spend a total of not less than one and
one-half (1%2 ) hours each week before opening or after closing of school for parent-
teacher conferences, student make-up sessions or tutorial assistance. Parents,
students and Administration will be kept informed of times that High School
teachers will be available before opening or after closing of school.

4. Faculty meetings may be called monthly by the Principal or the Superintendent.

5. Teachers shall be required to attend no more than ten (10) after school faculty
meetings.

6. These meetings can last up to one (1) hour and thirty (30) minutes.

7. They shall be scheduled on a rotating basis of joint school and separate school staff

meetings. Department Heads will schedule departmental meetings as often as is
necessary to meet departmental goals and will make every attempt to schedule these
meetings so as not to interfere with classes.

8. The Principal or Superintendent may direct departmental meetings to be held when
the educational need requires, and for special or unusual projects.

9. Such meetings as may be directed by the Principal or Superintendent will not, under
normal circumstances, be called more than once monthly.

The work year of teachers shall be in accordance with General Laws, Chapter 71,
Section 1, as amended, and in accordance with requirements of the Board of



Education of the Commonwealth of Massachusetts as set forth in the aforesaid Law.
In addition thereto, up to two (2) additional days may be scheduled by the
administration without additional compensation therefore, one (1) such day for
teacher orientation prior to school opening, and one (1) day for administrative
purposes as determined by the committee or Superintendent. The work year of
teachers shall begin no earlier than the last Wednesday in August, and it shall end
no later than June 30 unless mutually agreed upon or if a change is mandated by
law or Department of Education regulations. All teachers new to the District,
without additional compensation, are required to attend “New Teacher Orientation”
on the day before other staff return.

All subject areas, including World Languages, English, Mathematics, Science,
Social Studies, Physical Education, Business, Art, and Music shall not exceed thirty
(30) pupils per classroom. In the subject areas of Technology Education, Family
and Consumer Science, and Lab Sciences, class size shall be limited for safety
considerations. Commencing August 28, 2019, teachers may be assigned to a
student study period “PACE” during the work day.”

1. Preparation Period - Each teacher shall have a duty free preparation period each day
except where unusual and temporary situations involving a staff shortage  require
a teacher to fill a temporary assignment on that day. Under such circumstances,
compensation will be Forty-Five Dollars ($45.00) for each period covered to be paid
in the applicable payroll period.

2. Emergency Duty Coverage - The School Committee or its designee shall make every
effort to find non-teachers to handle duties. However, in emergency situations,
teachers may be required to perform duties not to exceed one hundred eighty (180)
minutes a year.

Each teacher shall determine whether the one hundred eighty (180) minutes will be
either four (4) forty-five (45) or two (2) ninety (90) minute periods of time.
Emergency assignments shall be rotated among all Frontier teachers based on a
schedule prepared by lottery within thirty (30) days of the execution of this
contract.

3. Nurses will be paid $25 per block (excluding PACE) if substitute coverage is
unavailable up to a total of $100 per day. This provision only applies if/when two
(2) or more full-time nurses are assigned to the building. This section in its entirety
shall automatically sunset and become null and void on June 30, 2025

4,  Effective August 28, 2019, the parties agree that the newly negotiated teaching
schedule shall be implemented.

a) A high school teacher will be scheduled for no more than three (3) block
teaching assignments and a long block preparation period per day.



b)

d)

Additionally, a high school teacher will not be assigned a non-teaching
duty.

The contract parties agree to review the block schedule format at least on a
yearly basis of the contract. Meetings called pursuant to this contract section
shall be with the Superintendent and the Building Principal in attendance.
The Superintendent is not required to attend this meeting unless the
Association so requests, in writing. Other meetings related to block
scheduling issues shall be with the Principal in attendance.

If the four (4) block, five (5) period schedule format, as agreed upon by
the parties, cannot be implemented for any reason, then high school
teachers will be assigned classes and duties pursuant to the 2016-2019
Frontier Contract's Article VII.

The parties agree that 7' and 8" grade teachers shall not be required to
spend one and one-half hours each week before and after closing of school
for parent teacher conferences, student make-up sessions or tutorial
assistance. However, 7" and 8" grade teachers shall be required to spend
one and one-half hours each week (in the form of two 45 minute blocks)
during their prep time for the purpose of meeting with same grade teachers,
attending IEP meetings, parent conferences, etc.

The following chart describes preparation time for part-time
teachers in a block schedule.

Teaching Prep Time

1 Block 1/3 Block
2 Blocks 243 Block

5. Teachers may volunteer to tutor students during their preparation periods.
However, teachers may volunteer for only two (2) non-consecutive quarters per
year. Posting requirements in Appendix C will be followed.

The parties will review the District technology policies and make recommendations to
the School Committee.

The parties agree to review the four (4) block, five (5) period schedule and make
recommendations during the 2019-2020 and 2020-2021 school years. The Superintendent
is not required to attend this meeting unless the Association so requests in writing.



ARTICLE VII
TEACHER ASSIGNMENT

Teachers will be notified in writing of their program for the coming year, including
grades, subjects, and division levels that they will teach and any special or unusual classes
that they will have as soon as practicable, and under normal circumstances, not later than
August 1.

In order to assure that pupils are taught by teachers working within their areas of
competence, teachers will not be assigned except for good cause, outside the scope of their
teaching certificates and/or their major or minor fields of study.

All employees covered by this coniract who are called to work beyond the regularly
defined school year shall be compensated at their per diem rate.

The School Committee may increase the teachers' work year up to three (3) days and will
compensate them at their per diem rates consistent with Section C of this Article.

ARTICLE VIII
VACANCIES & PROMOTIONS

Whenever a vacancy in a professional position occurs during the school year (September
to June), it will be adequately publicized by the Superintendent by means of a notice placed
on the Association bulletin board in this school as far in advance of the appointment as
possible. Between close of one school year and start of next school year, an email notice
of any such vacancy will be provided to each member of the bargaining unit. In both
situations, the qualifications for the position, its duties, and rate of compensation will be
clearly set forth. 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 and the reasons therefore. No vacancy will be filled, except on a temporary
basis, within ten (10) days from the date the notice is posted in the schools and the giving
of notification to the Association membership.

All qualified teachers will be given adequate opportunity to make application for such
positions, and the Committee agrees that the administration will give due weight to the
professional background and attainments of all applicants, the length of time each has been
in the school system and other relevant factors.

In filling such vacancies, first consideration will be given to qualified teachers already
employed by the Committee, and each teacher applicant not selected will, upon request,
receive from the Superintendent or his/her designees a written explanation of why the
successful applicant was selected.



Where a vacancy is to be filled, appointments will be made wherever possible not later
than sixty (60) days after the notice is posted in the schools or the giving of notification to
the Association.

Appointments will be made without regard to race, creed, color, religion, nationality, sex,
sexual orientation, gender identity, disability, pregnancy, pregnancy related conditions,
age or marital status.

The parties hereto recognize the desirability of improved curricula. They also recognize
that continuous attention to such matters, coupled with occasional periods of concentrated
effort are of value in updating and revising curricula. Teachers will be required to apply
continuous effort to such matters which are part of the teachers' normal professional
obligation. The Committee, however, recognizes that occasional special projects may be
required. On such occasions, the Committee will employ those teachers willing to assist in
such work on an agreed basis to serve for added compensation. By way of example and
not of limitation, such special work may be undertaken on weekdays after school hours, or
on Saturdays or during school vacation periods. Any summertime work on such projects,
if scheduled by the Committee, will be subject to the rate of pay agreed upon.

ARTICLE IX
LEAVES OF ABSENCE

Sick Leave

1. All employees covered by this Contract are allotted fifteen (15) days of sick leave
with pay each year. During the employee’s first school year of employment, the
employee will be credited with one and one-half (1.5) days of sick leave with pay
at the start of each month until the start of the following school year. Employees
may take sick leave time in a minimum increment of a full class period, which shall
be deducted as full class periods. Sick time above the minimum full class period
must be taken in full class period increments. For example, a teacher could take
one period of sick leave time, or two periods of sick leave time, but could not take
a period and a half of sick time.

2. In the event that an employee is absent due to illness for less than fifteen (15) days
in any one school year, the days not used shall be accumulated for use in subsequent
years t0 a maximum accumulation of one hundred twenty-five (125) days without
loss of previous accumulation. Teachers who have completed fifteen (15) years of
service to the Frontier District (including time spent in schools which were
supplanted by this District) shall be entitled to accumulate a maximum of one
hundred sixty (160) days of unused sick leave. If the administration feels that a
pattern of abuse of sick leave exists, the subject teacher will be so notified in writing
with a copy of such letter to the Association. The continuation of said pattern may
result in the requirement of a doctor's certificate or refusal to pay sick leave for all
future absences where such a certificate is not supplied. In the event that the
Superintendent questions the medical capacity of a teacher to perform
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satisfactorily, the Superintendent reserves the right to require a medical
examination; such examination to be made in the presence of the teacher's
physician, if the teacher so desires. The Superintendent reserves the right to take
action consistent with the examining physician's findings and advice.

Administration may require medical documentation for consecutive absences of
three (3) days or more.

In any one school year five (5) of the fifteen (15) days intended for sick leave may
be used at the option of the employee concerned for the following personal reasons:

(a) Specific religious holidays;

(b) Serious illness in the immediate farmily;

(c) Court cases;

(d) Other personal or business reasons at the discretion of the Principal.

No optional leave for personal reasons under this provision may be taken
immediately preceding and/or immediately following a vacation or holiday, except
as granted in the discretion of the Superintendent or his/her designee.

After the expiration of sick leave, or used up available days in the Sick Leave Bank,
in prolonged illness, full salary minus the salary of the substitute teacher will be
paid to the regular full-time teacher throughout the end of the school year. A
doctor's certificate verifying the confining illness of such a person shall be required
except as provided by state law. Authorization is to be secured by the
Superintendent of Schools from the School Committee.

In exceptional cases, other days of leave may be granted at the discretion of the
School Committee.

In computing the amount to be deducted for a day of unexcused absence, the year
shall be held to consist of one hundred eighty-two (182} days.

The Committee agrees to comply with all of the provisions of General Laws,
Chapter 71, Section 55B, relative to tuberculosis control.

Sick Leave Bank

The Frontier Teachers Association and the Frontier Regional School Committee agree
jointly to create and operate a Sick Leave Bank for all members of the Frontier Regional
School Unit A bargaining unit. If a member of the Sick Leave Bank (hereinafter S.L.B.)
for just causes uses all of his/her accumulated personal sick days, he or she may apply to
the Sick Leave Bank Committee for more days until such time as he/she accumulates more
sick days of his/her own or exceeds the limits set forth in the contract below or in the by-
laws of the Sick Leave Bank Committee.
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A Sick Leave Bank Committee shall be created consisting of two (2) teachers and
two (2) members of the School Committee or designees thereof. This Committee
may fix any by-laws that are appropriate and within the scope of its authority as
granted by this Contract.

In order for a teacher to receive sick days from the S.L.B., he/she must have
already exhausted his/her accumulated sick leave. The S.L.B.C. shall assess the
need of each applicant to the Bank and may grant sick leave to those persons
suffering from prolonged or recurrent illness.

Leave shall be granted only upon a majority vote of the S.L.B. Committee
provided the leave does not exceed ninety (90) days in the aggregate during any
given school year.

C. Bereavement Leave

1.

Five (5) days shall be given to a regular full-time teacher for death in the
immediate family. The term "immediate family" shall be considered to include
mother, father, sister, brother, husband, wife, son and daughter, comparable
"step" relatives or a permanent resident living in the employee’s household. Five
(5) days at the discretion of the Principal may be given to a regular full-time
teacher for the death of others outside the immediate family.

Up to three (3) days shall be given to regular full-time teacher to attend the
funeral of an in-law, grandparent, grandchild, and comparable "step" relatives, or
others at the discretion of the Principal.

D. Miscellaneous

1.

Visiting Day

(a) Full-time teachers may be allowed to spend one (1) day per school year in
observing another school system provided that the following conditions
are fulfilled:

i. adequate substitute replacement can be obtained.

ii. the visiting day has been approved in advance by the
Superintendent of Schools and the Principal.

(b) Said visiting day shall not be deducted from paid sick leave.

Conference Day

(a) All days spent at conference approved by the administration shall not be
deducted from paid sick leave.
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E. Statutory Leaves

The School Committee shall abide by the provisions of the Small Necessities Leave Act
(SNLA), the Domestic Violence Leave Act (DVLA), the Family and Medical Leave Act (FMLA),
and M.G.L. c. 149, s, 105D (the so-called Massachusetts Parental Leave Act (MPLA)). The
School Committee’s policies regarding these laws are posted in a conspicuous location in each
building. Leaves under the provisions of this Agreement, which are also eligible under the law(s)
above, shall run concurrently as both statutory and contractual leave, and the more liberal of the
provisions shall apply.

F. Sabbatical Leave

The School Committee may grant sabbatical leave to any teacher recommended by the
Superintendent. Teachers eligible for such sabbatical will be only those who propose to the
Committee a program of study and/or travel involving enroliment in an accredited college or
university, whether such course of study takes place in the United States or abroad.

Sabbatical will be granted only to those teachers whose programs of study will, in the
judgment of the Committee, benefit the program of the Frontier Regional School and may be
granted under the following conditions and requirements:

1. Eligibility for sabbatical leave will be limited to teachers who have completed five
(5) years of service at Frontier prior to applying for such leave.

2. Application must be made to the Committee not later than January 15 of the
school year prior to the school year in which the sabbatical leave is planned.

3. Successful applicants will be paid at a rate of two-thirds of the salary payable to
them for the duration of the leave based on a school year of 181 days.

4, The applicant’s final decision to take a sabbatical leave may be delayed until the
awarding of fellowships, grants, or scholarships which may be involved.

5. Not more than two teachers will be granted sabbatical leaves for any school year
and the two teachers granted sabbaticals will be selected from separate academic
departments.

6. The teachers granted sabbatical leaves shall execute an agreement to return to the

Frontier Regional School System for not less than two (2) years of service. Failure
to return as agreed will render the teacher legally liable to make restitution to the
District of all salaries paid to him/her while on sabbatical leave except in the case
of the teacher's death or permanent disability.
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The teacher returning from sabbatical shall be placed on the appropriate step on
the salary schedule as though he/she had been in active service in the system for
the period of the sabbatical leave. The sabbatical leave shall not affect continuity
of service.

Insurance coverage and all payroll deductions shall continue as though the teacher
were in active service.

Teachers shall be required to supply the Committee with such reports or
certificates of attendance as it may reasonably request, relative to the teacher's
itinerary and activities while on sabbatical leave.

G. Unpaid Long Term Leave of Absence

Upon written request, the Superintendent may grant an unpaid leave of absence for a
period of up to one (1) year. Said leave may be extended, upon written request, for a period of one
(1) additional year. During such leave, an employee will not continue to accrue any additional
salary, seniority, or leave benefits but, upon return, all such previously accrued salary, seniority,
or leave benefits shall be restored. Employees must notify the Superintendent no later than May
15 that they will return to work the following school year. Absent said notification, the employee
shall be deemed to have resigned. The returning employee shall be placed in the position most
nearly equivalent to that held before going on leave. An employee may continue to participate in
the employee health benefits by paying the full premium costs during this leave of absence.

ARTICLE X
TEACHER FACILITIES

A. The Committee and Association agree that the following facilities are desirable, and the
Committee agrees to provide such facilities, subject to physical plant and budgetary
restrictions: ‘

1.

Space in each classroom in which teachers may safely store instructional
materials and supplies, such as desks which may be locked, locked file cabinets, or
the like.

A teacher work area containing adequate equipment and supplies to aid in the
preparation of instructional materials.

An appropriately furnished room which may include a telephone, to be
reserved for the exclusive use of teachers as a faculty lounge. Said room to be in
addition to that noted in (2) above.

A serviceable desk and chair for the teacher in each classroom.
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A communications system so that the teachers may communicate with the main
office from the classroom.

Well-lighted and clean rest rooms for teachers, equipped with a
power exhaust fan for each facility.

A separate, private dining area reserved for exclusive use of school employee.
Adequate parking space will be reserved in the school parking lot for use of teacher

parking.

ARTICLE XI
PAYCHECK DEDUCTIONS

The Committee agrees to deduct monies from the salaries of teachers for the following
purposes:

1.

Dues to the Frontier Teachers Association, National Education Association, and
Massachusetts Teachers Association.

Appropriate premium deductions for medical and dental insurance, Unum
Disability Insurance, etc., when so authorized.

Amounts authorized by a teacher who is participating in a tax sheltered annuity
plan authorized by Federal Law.

Deductions in amounts authorized by the teacher to the Franklin First Federal
Credit Union, Trustmark, or other financial institution, within five (5) business days
of each payroll check.

Each employee may participate in a District-offered Flexible Spending Account.
The District will pay the administration cost for setup and the ongoing maintenance
fee, and the employees will pay the individual participant fees.

Such deductions, upon individual authorization, will be paid directly to the directed
account by the Treasurer of the School District.

Dues deduction authorization forms and other appropriate forms will be designated and
submitted by the Association to the Committee for approval.
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ARTICLE XII
INSURANCE PLAN

The District will pay 70% of the premium for the Blue Cross/Blue Shield PPO Plan through
Hampshire County Group Insurance Trust and 80% of the premium for a Blue Cross/Blue
Shield HMO Plan through Hampshire County Group Insurance Trust for the eligible
employees covered by the Agreement, and the employees will pay, through payroll
deduction, the remaining premium costs.

1. Individual or family coverage, (includes same sex marriage partners) whichever
applies in the particular case, for Health Insurance currently available or a mutually
agreeable alternative plan which may become available during the duration of this
agreement. Current plans available to teachers include a Blue Cross/Blue Shield
PPO Plan and a Blue Cross/Blue Shield HMO Plan through Hampshire County
Group Insurance Trust.

2. $5,000 term life insurance plan of the type presently available or its equivalent to
teachers.

The Committee will provide a Long-Term Disability Insurance Plan, which provides
monthly benefits for eligible employees after a waiting period of no more than ninety (90)
days. The plan will pay up to sixty percent (60%) of the employee's salary, up to a
maximum of monthly benefit of five thousand dollars ($5,000.00). The Committee's
contribution will be forty percent (40%) of the individual's premium. A Short-Term
Disability Insurance Plan is available at total cost to the employee.

The Committee shall continue to maintain a "Cafeteria Plan" (Internal Revenue Tax Code,
Section 125) whereby teachers may elect to pay their share of health insurance benefits by
means of "salary reduction" (pre-tax dollars).

As a separate stipend, subject to required deductions, the District shall provide a one
thousand dollar ($1000.00) payment for each full health insurance contract year during
which the employee (or both employees in the case of two spouses who are both
employees of the District) is not on the District's health plan, but does provide clear
evidence that the employee(s) is covered by adequate health insurance for themselves and
their minor dependents, if any. Payments will be made after the insurance contract year
and will be pro-rated to reflect periods of non-employment and/or periods of coverage
under the District's health plan. For the purposes of this provision, the "District's health
plan" shall include the health plans available under the four towns that make up the
District.

The District shall provide, as part of its health plan, the Guardian "Value PPO" Dental
Plan offered through the Hampshire County Trust, to all eligible employees whether or
not they are participants in the District's health plan. Premium costs will be split fifty/fifty
and the employee will authorize appropriate payroll deductions. An employee who
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A.

participates in this Dental Plan shall not lose eligibility for the one thousand dollar
($1,000.00) payment set forth above, if he/she otherwise qualifies for it.

ARTICLE XIII
LONGEVITY PAYMENT OPTIONS AND RETIREMENT SEVERANCE

Definitions:

STANDARD SERVICE RETIREMENT: Termination of employment by a teacher at
Frontier Regional School District for purposes of retirement under Chapter 32, Section 5
of Massachusetts General Laws.

VOLUNTARY RESIGNATION: Any termination of employment at Frontier Regional
School District by a teacher other than for the purpose of retirement.

Unused Sick I eave:

Upon retirement, a teacher hired prior to July 1, 2016 will be paid in a Jump sum an amount
of money based upon payment for two (2) days of unused sick leave for each year of service
to the Frontier Regional School District. Such pay will be based upon the teacher’s regular
salary, exclusive of any extra stipends for coaching, clubs, etc. With the exceptions noted
in subsections C and D below, this benefit will apply only to standard service retirements.

Standard service retirements are subject to the following notice requirements. In order for
a teacher to receive this benefit in the fiscal year of his/her retirement the administration
must receive written notice of intent to retire by January 15, of the school year prior to
his/her last employment year. In the event that said written notice is not timely received,
said benefit shall be paid on or before July 15, in the calendar year immediately subsequent
to the calendar year of retirement.

Upon retirement, a teacher hired after July 1, 2016 will be paid in a Jump sum an amount
of money based upon payment of thirty dollars ($30.00) per day for the first one hundred
(100) sick days accumulated, and forty dollars ($40.00) per day for any sick days
accumulated above one hundred sick days, up to a maximum of one hundred sixty (160)
days.

C. Earlvy Retirement Incentive Plan (ERI — Option A)

As an incentive to teachers considering early retirement, an employee who retires between
the ages of 52 - 60 inclusive after completing a minimum of fifteen (15) consecutive years
with Frontier Regional School District shall receive a one-time ERI (Early Retirement
Incentive) payment, on or before September 1, in the calendar year immediately
subsequent to the calendar year of retirement.
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Subject to the following conditions:

(a) No more than four (4) teachers or the equivalent therein will be eligible for
this benefit in one fiscal year. Eligibility will be determined by receipt of written
notification in the Office of the Superintendent of Schools.

(b) The ERI payment will be $17,000.

(c) Written application to the Superintendent is required by October 1 of the
year preceding the year in which the benefit payments shall begin. Employees electing but
not immediately placed under the provisions of Paragraph (a) above will be carried forward
to the next school year and placed at the top of the list.

(d) In the event that more than four (4) employees elect this option in a specific
year, the following process will take place: A request will go to all employees who have
elected this option seeking employees willing to delay the start of this option to the next
school year. Employees will have five (5) school days to respond to this request. In the
event a sufficient number of employees do not opt to delay the start of this option, then the
four (4) eligible teachers shall be determined in accordance with the provisions of
Paragraph 1(a) above.

D. Longevity Benefit Plan Options B and C

Employees hired prior to July 1, 2007 will be eligible for one of the following
options: ERI (Option A), the three (3) year longevity benefit (Option B), or yearly
longevity payments (Option C).

Option A — Current ERI of $17,000 and current longevity salary steps (20L or 25L)
{see above).

Option B—  Longevity Benefit Payments at $4,000/year for three (3) years and
current longevity salary steps (20L or 25L).

Option C—  Yearly longevity payments to begin after year 14 of service to the
Frontier Regional School District. The current longevity salary steps (20L or 25L) do not
apply to this option.

15 - 19 years $500

20 — 24 years $1,000
25 - 29 years $2,000
30+ years $3,000

Employees hired on or after July 1, 2007 will be eligible for only the three (3) year
longevity benefit (Option B) or yearly longevity payments (Option C), but not both.

Employees must decide a longevity plan by November 1 of their 14™ year of service.
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E. Teachers who give, during the school year, a minimum of thirty (30) days’ notice of their
intent to terminate their employment through retirement shall be:

1. Paid all sums of money due them for earned unpaid salary no more than thirty (30)
days from date of termination, and;

2. Eligible for this Article’s retirement benefit subject to the provisions of M.G.L. Ch.
32, Sec. 5 and subject to the notice requirements set forth in subsections B and C
of this Article.

3. Failure of a teacher to give a minimum of thirty (30) days’ notice of his/her intent
to terminate employment shall result in the forfeiture of all benefits other than
salary due.

F. Teachers with at least ten (10) years of service in the Frontier Regional School District
who are required to retire solely based on their or their spouse’s illness or disability shall
be entitled to this Article’s retirement benefit and shall not be subject to the notice
requirements of Section B above, however shall remain subject to notice requirements of
Section C. Said teachers shall receive all salary and benefits owed within thirty (30) days

of their retirement.
ARTICLE XIV
PERSONAL INJURY BENEFITS
A. Whenever a teacher is absent from school as a result of personal injury caused by an

accident or assault occurring in the course of his/her employment, he/she will be paid
his/her full salary (less the amount of any workmen's compensation award made for
temporary disability due to said injury) for the period of such absence. The difference in
pay between the workmen's compensation award and full pay will be charged off to the
teacher's annual or accumulated sick leave.

B. Teachers will be reimbursed for:

Any clothing (exempting hosiery) damaged in an assault or accident occurring in the course
and scope of his/her employment, except where the teacher's clothing is damaged due to
his/her failure to wear appropriate protective clothing when usually expected. Example:
Acid burns in the laboratory where rubber apron is not worn.

ARTICLE XV
REDUCTION IN FORCE

It is agreed among the parties that should an employee be reduced in time under this
agreement that the employee shall receive proportionate salary and benefits as his/her service
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bears to full time service. However, a person reduced to part time shall receive full seniority for
such reduced service.

A.

The parties agree to be governed by the Laws of Massachusetts relating to Professional

Teacher Status and Teacher Certification. The parties agree that the Laws of this
Commonwealth shall take precedence over this clause. The School Committee, by this
clause, intends to surrender no more of its discretion than is necessary to effectuate the
specific language that is set forth below. If any part of this clause is found to be in conflict
with a decision of the Courts or statutes of this Commonwealth, then the parties further
agree such parts shall be null and void and the rest of this clause shall continue in force.

Whenever a situation arises in which the School Administration determines that it no
longer requires the services of a teacher on a full or part-time basis, the Committee will
take into consideration the teacher's area of licensure, indicators of job performance,
including overall ratings resulting from comprehensive evaluations conducted consistent
with section 38 and the best interests of the students in the school or district; and provided
further, that for the purposes of this paragraph, no distinction shall be made between the
overall performance ratings established by the board of elementary and secondary
education finding that the teacher has met or exceeded acceptable performance standards
developed under said section 38 and that are defined by the board as proficient and
exemplary.

The number of summative evaluations compared will include all those evaluations written
for teachers during the time equal to the most recently hired professional status teacher in
the targeted discipline. Ties in this determination shall be broken by seniority, with the
least senior teacher in the discipline targeted laid off first.

No teacher with professional teacher status shall be laid off pursuant to a reduction in
force or reorganization if there is a teacher without such status for whose position the
covered employee is currently certified or if there is a less qualified teacher with such
status holding the same or similar position for which the covered employee is currently
certified.

Should a reduction be necessary, the School Committee will notify all teachers as soon as
possible after identifying the subject, grade, or specialization in which the reduction is to
take place. A teacher who is threatened with reduction should supply the Superintendent
of Schools with all teaching certifications they have in areas outside that in which they
have been teaching should a teacher have a certificate or be certifiable before the start of
the next school year. Such teacher with a certificate outside the area in which they teach
will be offered positions which are vacant or available if they have or can get by the
beginning of the next school year certification for the vacant position. No teacher with
professional teacher status shall be laid off pursuant to a reduction in force or
reorganization if there is a teacher without such status for whose position the covered
employee is currently certified. No teacher with such status shall be displaced by a more
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senior teacher with such status unless the more senior teacher is currently qualified
pursuant to M.G.L. Chapter 71, Section 38G for the junior teacher's position.

D. Nothing in this Agreement shall bar the Association from mailing to teachers who have
been "laid-off’ under this section notices of vacancies that occur within the unit.

E. Recall: Employees on professional teacher status who are separated under this clause of
the contract (that is, the separation is due to decrease in enrollment, economic cause, ot
reorganization rather than conduct unbecoming a teacher, or other disciplinary cause),
shall be entitled to recall rights for one year from the effective date of termination. Recall
shall mean that if a vacancy occurs during the period of recall for which that employee on
recall is qualified and certified, they shall first be offered the position and shall be
appointed, if they accept.

Employees on recall shall be responsible for providing an update of their addresses to the
Office of the Superintendent. Notice of vacancy shall be sent by one certified return receipt
requested letter to the last address provided by the employee, and failure to respond to
such notice within fifteen (15) days of the date the letter was mailed shall result in
forfeiture of any recall rights. Employees on recall shall notify the Superintendent of any
new certifications they obtain during such recall. Employees on recall may maintain their
membership in the group health insurance plan provided they pay the total costs of such
plan. An employee who declines recall without justification shall be considered terminated
without further recall rights or benefits. An employee who refuses recall with justification
shall move down one place on the recall list. All rights and benefits that an employee was
entitled to when laid off shall be restored, in full, upon recall.

ARTICLE XVI
GRIEVANCE PROCEDURE
A Definitions:
1. A "grievance” is a claim based upon an event or condition which involves the

interpretation, meaning, or application of any of the provisions of this Agreement.
2. An "aggrieved person"” is the person or persons making the claim.
3. A "party-in-interest" is the person or persons making the claim and any person

who might be required to take action or against whom action might be taken in
order to resolve the claim.

B. Purpose:

1. The purpose of this procedure is to secure, at the lowest possible administrative
level, equitable solutions to the problems which may from time to time arise
affecting the welfare or working conditions of teachers. Both parties agree that
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C.

these proceedings will be kept as informal and confidential as may be appropriate
at any level of the procedure.

2. Nothing herein contained will be construed as limiting the right of any teacher
having a grievance to discuss the matter informally with any appropriate member
of the administration or School Committee, and having the grievance adjusted
without intervention of the Association, provided the adjustment is not
inconsistent with the terms of this. Agreement and that the Association is notified
of the terms of the adjustment.

Procedure:

Since it is important 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.

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

L.

Level One;

A teacher with a grievance will first discuss it with his/her Principal (or the acting
Principal), either directly or through the Association's School Representative, with the
objective of resolving the matter informally. Before informally discussing a grievance with
the Principal, a teacher will normally discuss such grievance with his or her department
head or supervisor where such discussion is appropriate.

Level Two:

(a) If the aggrieved person is not satisfied with the disposition of his/her grievance at
Level One, or if no decision has been rendered within seven (7) days after
presentation of the grievance, he/she may file a grievance in writing with the
Superintendent of Schools within seven (7) days after the decision at Level One or
fourteen (14) days after the grievance was presented, whichever is sooner.

(b) The Superintendent will represent the Administration at this level of the grievance
procedure. Within seven (7) days after receipt of the written grievance by the
Superintendent, the Superintendent will meet with the aggrieved person in an effort
to resolve it.

{c) If a teacher does not file a grievance in writing with the Superintendent within

twenty-one (21) days after the teacher knew or should have known of the act or
condition on which the grievance is based, then the grievance will be considered as
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waived. A dispute as to whether a grievance has been waived under this paragraph
will be subject to arbitration pursuant to Level Four. Within seven (7) days of
meeting with the aggrieved person, the Superintendent shall give a written answer
to the grievance which the aggrieved person brings forward.

Level Three:

Within seven (7) days after a disposition by the Superintendent or within seven (7) days
after the day on which the Superintendent should have given an answer, if no answer has
been received, the grievant, if dissatisfied with the Superintendent's answer or if no answer
has been given, may submit the grievance to the School Committee which will consider
the matter at its next regularly scheduled meeting or may, at its discretion, within seven (7)
days of receiving the grievance schedule a special session of the whole Committee or a
Sub-committee to consider the grievance. Within ten (10) days after the School Committee
or Subcommittee hears the grievance, the Committee’s designee or the Committee will
inform the Association of its disposition of the matter. The purpose of these meetings is to
be resolution of the grievance.

Level Four:

(2)

(b)

If the Association or Grievant is dissatisfied with the disposition of the
matter or if no answer is given by the School Committee within ten (10) days, then
within seven (7) days of the disposition or the last day on which an answer may be
given by the Committee, the Association may file a demand for arbitration with the
American Arbitration Association. It is recognized by the parties that after the
demand for arbitration is filed, the rules of the American Arbitration Association
and their time limits and procedures shall apply. The list of arbitrators shall be
provided by said Association and the arbitrator will be chosen from the lists of that
Association in accordance with their rules. The parties will make every effort to
have the matter heard as soon as is reasonably possible.

The decision of the arbitrator will be rendered within thirty (30) days of
submission of briefs or if there are no briefs, after the close of the hearing. The
arbitrator's decision will be in writing and will set forth his/her findings of fact,
reasoning, and conclusions on the issues submitted. The Arbitrator shall have no
power to add to, subtract from, modify or amend any of the provisions of this
Agreement, nor modify disciplinary action, nor shall he usurp the functions of the
Committee or the proper exercise of its judgment and discretion under the Law and
this Agreement, nor may he compel an act which is in derogation of such rights.
No award shall be effective retroactively beyond the date at which the grievance
was first presented under the Grievance Procedure established herein. The decision
of the arbitrator will be submitted to the School Committee and to the Association
and shall be final and binding upon the parties to this Agreement, and upon the
aggrieved person or persons. Both parties to this Agreement realize that the
submission of a particular matter to arbitration proceedings represents a step which,
in most instances, ought to be avoided. Accordingly, before the arbitration option
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(c)

(d)

(e)

hereunder is invoked, the parties may mutually schedule such meetings as may be
appropriate between representatives of both sides to attempt to resolve the matter
on a local level.

Dismissals and suspensions of teachers either on professional teacher
status or non-professional teacher status as provided for under General Laws,
Chapter 71, Section 42, as amended, or any other applicable law, shall not be
grievable, but the teacher shall have all of the rights and remedies provided for
under General Laws, Chapter 71, Section 42, as amended, or any other applicable
law, shall now be grievable, but the teacher shall have all the rights and remedies
provided for under the aforesaid laws.

If, at any time after the execution of this Agreement, binding arbitration is
found to be illegal or is prohibited by legislative action, all references and
provisions herein to such a procedure and the effect and application thereof shall
thereafter be deemed null and void, and of no effect. If, at the time of such
adjudication or legislative action, there are any grievances which have been
submitted to arbitration and upon which no decision has been reached by the
arbitrator under Article 111, Section 4 (c), such grievances shall be affected only to
the extent that the findings of the arbitrator shall be received and considered by the
parties as advisory only. No further arbitration submissions will be required or
permitted, and the grievance process will terminate at Level Three, and the decision
of the Committee will thereafter be final.

The costs for the services of the arbitrator, including per diem expenses, if
any, and actual and necessary travel and subsistence expenses will be borne equally
by the School Committee and the Association.

Rights of Teachers to Representation:

L.

2.

No reprisals of any kind will be taken by the School Committee or any member of
the administration against any party-in-interest, any member of the Association,
or teacher who has assisted in the preparation of a grievance, by reason of
participation in the grievance procedure.

Any party-in-interest may be represented at all stages of the grievance procedure
by a person of his/her own choosing, except that he/she may not be represented by
arepresentative or an officer of any teacher organization other than the Association.
When a teacher is not represented by the Association, the Association shall have
the right to be present and to state its views at all stages of the grievance procedure.

Miscellaneous:

1.

If, in the judgment of the Association, a grievance affects a group or class of
teachers, the Association may submit such grievance in writing to the
Superintendent directly and the processing of such grievance will be commenced
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at Level Two. The Association may process such a grievance through all levels of
the grievance procedure even though the aggrieved person does not wish to do so.

2. Decisions rendered at Levels One, Two, and Three of the grievance procedure
will be in writing setting forth the decision and the reasons therefore and will be
transmitted promptly to all parties-in-interest and to the Association. Decisions
rendered at Level Four will be in accordance with the procedures set forth in
Section C, Paragraph 4 (b).

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

4. Forms for filing grievances, serving notices, taking appeals, making reports and
recommendations, and other necessary documents will be jointly prepared by the
Superintendent and the Association and given appropriate distribution so as to
facilitate operation of the grievance procedure.

ARTICLE XVII
GENERAL PROVISIONS

The Committee reserves the right to establish the school year calendar. However, the
Superintendent or his/her designee will discuss the calendar with the Association president
prior to the calendar being officially adopted by the Committee.

Every effort will be made to accommodate reasonable suggestions regarding the calendar.

Consistent with provisions herein relative to Class Size or Work Load, the Principal shall
make every effort to equalize class sizes, taking into consideration the type of classes
involved, available physical plant, and other matters appropriate to sound educational
practice.

Teachers will be entitled to full rights of citizenship, and no religious or political
activities of any teacher or the lack thereof will be grounds for any discipline or
discrimination with respect to the professional employment of such teacher; provided,
however, that said activity does not interfere with the performance of his assigned teaching
duties and does not violate any State or Federal Law.

The Committee will, upon request, provide the Association with any documents which
will assist the Association to develop intelligent and constructive programs on behalf of
teachers and their students. Such material will also be provided, along with any other
requested, which will enable the Association to process grievances under this Agreement;
provided, however, that any confidential material may not be requested hereunder, and
further, that if any duplicating or reproduction costs are involved, the Association will pay
or reimburse the Committee for such costs.
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A copy of the agenda for School Committee meetings will be placed in the school
mailbox of the Association President when it has been made up. In addition, similar
treatment will be given for a copy of the minutes of official Committee meetings as
provided under General Laws, Chapter 39, Section 23A. Copies of the finalized budget
will be furnished to the Association President.

Should any provision of this Agreement, or the application of this Agreement to any
member of the professional staff or Committee covered hereunder be found to be contrary
to Law, such provisions or application shall have effect only to the extent permitted by
Law, or as provided for hereunder (see, for example, arbitration provisions), but all other
provisions or applications of this Agreement shall continue in full force and effect. The
effect of any legislative action or judicial determination by the Supreme Judicial Court of
this Commonwealth modifying, limiting or eliminating any of the provisions of General
Laws, Chapter 149, Section 178, shall be deemed to be effective as to this Agreement as
soon as is required by Law.

The Committee and Association recognize that abuses of sick leave or other leaves,
chronic tardiness, or absence, willful deficiencies in professional performances, or other
violations of discipline by a teacher reflect adversely upon the teaching profession and
create undesirable conditions in the schools. The Association will use its best efforts to
correct breaches of professional behavior by any teacher and the Committee agrees that
teachers are responsible professional persons and are to be treated accordingly. Utmost
respect for the positions and duties and responsibilities of the parties to this Agreement
shall be the guidelines for all conduct and dialogue between the parties in order to achieve
the common goal of advancing the educational system for its ultimate beneficiaries, the
students in attendance at our schools.

The parties acknowledge that during the negotiations that result in this Agreement, each
had the unlimited right and opportunity to make demands and proposals with respect to
any subject or matter not removed by Law from the area of collective bargaining, and that
the understandings and agreements arrived at by the parties after the exercise of that right
and opportunity are set forth in this Agreement. Therefore, the Committee and the
Association, for the life of this Agreement, each voluntarily and unqualifiedly waives the
right, and each agrees that the other shall not be obligated to bargain collectively with
respect to any subject or matter not specifically referred to or covered in this Agreement
even though the subjects or matter may not have been within the knowledge or
contemplation of either or both of the parties at the time that they negotiated or signed this
Agreement.

Teachers will normally not be required to drive students to activities away from the
school building. The parties recognize that on occasion it may be necessary to transport a
sick child, special class students, small student groups (such as debating team,
cheerleaders, and the like) or similarly situated cases. On such occasions, and on other trips
approved by the Administration, teachers will be paid at the IRS mileage rate per mile
actvally driven, and arrangements will be made to provide appropriate insurance coverage
to teachers involved in this duty. This annual rate will be adjusted as per the allowable
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approved IRS rate for each subsequent year, said IRS rate being the one in effect on July
1 of each contract year.

The Association will have a formal part in the orientation of new teachers, by way of
extending a welcome and discussing matters relevant to membership.

The Committee agrees to provide the Association with names and addresses of new staff
members.

The Association shall appoint a faculty member as an advisor for each new staff member
to assist such persons in becoming familiar with the School System. Nothing herein shall
conflict with any similar plan or program instituted by the Committee.

Teachers shall have the right to teach their classes and make professional decisions
within the defined goals of the educational program. In the exercise of these rights, teachers
will at all times observe appropriate levels of conduct, having in mind such things as the
maturity level of students in their classes, general good taste in the use of language, and
the general requirement that classroom discussion is intended to be focused upon the
subject matter being taught.

Teachers desiring to leave the school grounds will contact the Principal or his/her
designee and sign out before leaving. In unusual circumstances, the Principal may require
personnel to remain on school property.

The Committee and Association agree that any recommendations of the Frontier Regional
School Council as represented in the School Improvement Plan that impact upon the terms
and conditions set forth in this contract are subject to impact bargaining.

Stipend for the Lead Mentor shall be $1,000, and those for mentors are $500 with $250
for each additional mentee.

The parties recognize that a productive environment for learning begins with the students
present and ready at the beginning of each class. Whenever critical class preparation does
not preclude the practice, teachers agree the expectation is to be present in the hallways for
the purpose of greeting students and monitoring student behavior during the change of
classes and before school.

The School Commiittee recognizes the right of individuals to work and advance on the basis
of merit, ability, and potential without regard to race, sex, color, disability, pregnancy,
pregnancy related conditions, religion, national origin, gender identity, sexual orientation,
or age. Non-discrimination and equal opportunity are the policy of the School Committee
in all of its employment programs and activities.
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ARTICLE XVIII
FAIR SHARE/AGENCY FEE

The Fair Share/Agency Fee has been determined to be illegal by the Supreme Court.
Therefore, this Article is no longer effective and shall not be enforced. However, the parties agree
that if the caselaw changes in regard to Fair Share/Agency Fees, the parties will meet to negotiate
language that complies with the changes. All members of the bargaining unit who are not members
of the Association shall be required to pay an annual Agency Fee, pursuant to Massachusetts
General Laws, Chapter 150E, Section 12. The Association recognizes the sole and exclusive
remedy for non-payment of the fee shall be for the Association to proceed to court for collection
of the fee from a non-paying employee member of the unit. The School Committee is not, and
should not be responsible for the implementation, collection, or enforcement of the Agency Fee,
except that it will supply any required documentation to establish that a person is a member of the
bargaining unit subject to the fee.

The Association agrees that it will indemnify and hold the School Committee harmless for
any action taken against any employee as a result of this agency service fee agreement, including
but not limited to, any legal expenses incurred.

In the event of conscientious or other objection to payment of the Agency Fee, a member
of the bargaining unit may pay the amount of the fee to a scholarship fund set up by the Association
for graduates from Frontier Regional School.

ARTICLE XIX
DURATION

This Agreement will become effective July 1, 2022 will continue in full force and effect
until June 30, 2025 except that the parties agree that on or before November 1, 2024 they will
begin negotiations in an effort to reach an agreement on a contract effective July 1, 2025, and said
contract shall remain in full force and effect until a successor agreement is reached. If agreement
is not reached on said issues, either party may invoke such impasse resolving procedures as may
be unilateral requested, or seek resolution by such means as may be jointly requested, as now or
may be hereafter authorized by law.

WITNESS WHEREOF, the parties hereto, acting through duly authorized agents or

representatives, have hereunto set their respective hands and seals this day of
, 2022,
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FRONTIER REGIONAL DISTRICT SCHOOL COMMITTEE

BY: %44417'77@(/

Robert Halla, Chairperson

FRONTI REGIMQ’RS ASSOCIATION

Ahson Walt&&._nes;d/
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Step
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13
*20L
*#*25L

Bachelors

$46,244
$48,627
$50,645
$51,892
$53,709
$55,115
$57,488
$59,004
$60,566
$63,580
$66,914
$68,023
$70,667
$72,429
$73,429
$74,429

APPENDIX A

Frontier Regional Teachers Association

Salary Schedule 2022 - 2023

Masters

$48,472
$50,579
$52,740
$54,976
$56,735
$58,595
$60,465
$62,384
$63,957
$67,591
$71,506
$74,143
$76,883
$78,800
$79,800
$80,800

Steps 0-12 COLA is 2%; Step 13 COLA is 3%

Step Bachelors
0 $47,169
1 $49,600
2 $51,657
3 $52,930
4 $54,783
5 $56,217
6 $58,638
7 $60,184
8 $61,778
9 $64,852
10 $68,252
1 $69,384
12 $72,081
13 $73,878
*20L $74,878
**25L $75,878
COLA is 2% for all steps

M+30

$51,203
$53,141

. $55,145

$57,221
$59,321
$61,549
$63,581
$65,630
$68,592
$71,641
$74,784
$78,236
$81,041
$83,003
$84,063
$85,063

Frontier Regional Teachers Association

Salary Schedule 2023 - 2024

Masters
$49,441
$51,591]
$53,795
$56,075
$57,869
$59,767
$61,674
$63,632
$65,236
$68,943
$72,937
$75,626
$78,420
$80,376
$81,376
$82,376
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M+30

$52,227
$54,204
$56,248
$58,366
$60,507
$62,780
$64,853
$66,942
$69,964
$73,074
$76,280
$79,801
$82,662
584,724
$85,724
$86,724

CAGS/Doc

$53,764
$55,797
$57,903 -
$60,081
$62,288
$64,626
$66,758
$68,909
$72,021
$75,223
$78,525
$82,148
$85,003
$87,215
$88,215
$89,215

CAGS/Doc
$54,839
$56,913
$59,061
$61,282
$63,534
305,919
568,093
$70,288
$73,461
$76,727
$80,095
$83,791
$86,795
$88,959
$89,959
$90,959



Frontier Regional Teachers Association
Salary Schedule 2024 - 2025

Step Bachelors Masters M+30 CAGS/Doc
0 $48,112 $50,430 $53,272 $55,936
1 $50,592 $52,623 $55,288 $58,051
2 $52,691 $54,871 $57,373 $60,242
3 $53,989 ' $57,197 $59,533 $62,508
4 $55,879 $59,027 $61,718 $64,804
5 $57,342 $60,963 $64,036 $67,237
6 $59,811 $62,907 $66,150 $69,455
7 $61,387 $64,905 $68,281 $71,693
8 $63,013 $66,540 $71,363 $74,931
9 $66,149 $70,322 $74,535 $78,262
10 $69,617 $74,395 $77,805 $81,697
11 $70,771 $77,139 $81,397 $85,467
12 $73,522 $79,989 $84,315 $88,531
13 $75,356 $81,984 $86,418 $90,739

*20L $76,356 $82,984 $87,418 $91,739

**25L $77,356 $83,984 $88,418 $92,739

COLA is 2% for all steps

*Placement on Step 20L occurs when an individual has completed 19 years of service as a
Frontier Regional School faculty member.

**Placement on Step 25L occurs when an individual has completed 24 years of service as a
Frontier Regional School faculty member.
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APPENDIX B
ADDITIONAL FOR DEPARTMENT HEADS AND TEAM LEADERS

1. The Department Head and Team Leader shall be considered a teacher in determining the
number of teachers in a department or team. The Department Head or Team Leader
stipend shall be five percent (5%) of the salary provided for an employee hired at Step 1
of the Bachelor's column on the salary schedule. In addition, the Department Head and
Team Leader shall be paid one hundred dollars ($100.00) for each teacher in the respective
department or team. Policies as to Department Heads and Team Leaders will include:

2. Whenever possible, Department Heads and Team Leaders will be relieved of classroom
instructional obligations and will not be assigned more than four classes or two blocks to
engage in departmental work.

3. Department Head positions will be appointed annually, giving due weight to the
recommendations of department members. A Department Head who has served in that
position at Frontier Regional School for three consecutive years shall not be dismissed or
demoted except for good cause.

4. Whenever a vacancy occurs in a Department Head position, the Principal will make ever
effort to select a replacement promptly.

5. Job descriptions will be provided to every Department Head and Team Leader.
APPENDIX B-1
8" GRADE WASHINGTON, DC TRIP STIPEND

Chaperones on the 8" grade Washington, DC trip will receive one hundred dollars
($100.00) per day.

APPENDIX B-2
NEASC STIPEND

The NEASC Chair(s) will receive an aggregate sum of one thousand dollars ($1,000.00)
per year. The seven (7) NEASC Committee Chairs will receive two hundred and fifty dollars
($250.00) per year for a period not to exceed three (3) years, said period to occur coincidental with
the accreditation review.

APPENDIX B-3
NATIONAL BOARD CERTIFICATION

There will be a two thousand five hundred dollars ($2,500) base increase for National
Board Certification.
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APPENDIX C
EXTRA-CURRICULAR ACTIVITIES

It is agreed that extra-curricular activities are a significant part of the total educational
program. They provide students with opportunities to develop, in some depth, existing
talents and interests and to develop new ones. With this thought in mind, the Frontier
Regional School Committee and the Frontier Regional Teachers Association will make
every effort to provide leadership for all extra-curricular activities from the existing staff,

L. If an extra-curricular position cannot be filled by the regular posting, the Principal
will meet with the elected officers of the Frontier Regional Teachers Association
and advise them that the vacancy cannot be filled through normal posting.

2. The Principal will review the listing and interview and appoint said candidates
subject to the approval of the Superintendent.

3. All appointees will be compensated in accordance with the Frontier Regional
School Teacher's Agreement.

4. Appointees not completing a full term of appoiniment shall have the
compensation pro-rated to reflect time actually served in the position.

5. This provision is part of the contract and shall have duration the same as this
agreement.

The stipends of extra-curricular positions shall be determined with consideration to prior
experience in the position in question or an equivalent position at the junior or senior high
school level, or the junior college level.

Coaches' experience shall be determined as follows:

Each year of coaching in a given sport shall be credited in determining on which stipend
step a coach will be placed. However, coaches who advance from the sub-varsity to the
varsity level shall receive one (1) year of varsity level credit for each two (2) completed
years of sub-varsity experience. A coach who moves from the varsity to the sub-varsity
level shall receive one (1) year of credit for each completed year of varsity experience. The
Principal, subject to the Superintendent's approval, may assign either sub-varsity or varsity
equivalency to coaching experience attained outside of the junior or senior high school
level, or the junior college or college level.
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C.

After the coaches' level of experience has been established, athletic stipend steps shall be
determined as follows:

1st to 5th year Step 1
6th to 10th year Step 2
11th to 15th year Step 3
16th to 20th year Step 4
21st year plus Step 5

Each and every year served by a teacher as a class advisor without regard to which grade, shall
be counted in determining which step a teacher who is performing the duties of a class advisor
is qualified for above.

The position of Athletic Director will not be assigned more than two (2)
long block classes in a PACE period per day to allow for adequate time to fulfill the
responsibilities of the position as set forth in the job description.

The Committee expressly reserves to itself the right to determine what, if any, extra-
curricular positions will be filled and agrees that should they fill any position listed hereafter that
the compensation therefore shall be as listed.

Extra-Curricular Activities/Athletic Pay Schedule

2022 -2023 Step increases for those eligible for steps plus a 1.5% increase (with the
exception of the Athletic Director who shall receive the rates listed below
without the 1.5% being added to said rates).

2023 - 2024 Step increases for those eligible for steps plus a 1.5% increase for those
on Schedule E.

2024 - 2025 Step increases for those eligible for steps plus a 1.5% increase for those
on Schedule E.

Stipends for extracurricular activities will be paid in three equal installments in November,
March and June of each fiscal year.

Effective July 1, 2022, the PACE block period shall be removed as a teaching block for
the Athletic Director.
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Extracurricular Salary Schedule 2022-23

Position Step 1 Step 2 Step 3 Step 4
8th Grade DC Trip Coordinator $1,275 $1,405 $1,467 $1,534
AP Teachers $1,702 $1,875 $1,955 $2,042
Art Club : $853 $935 $978 $1,022
As School Match Wits Advisor $1,275 $1,405 $1,467 $1,534
Band Director $4,252 $4,676 $4,886 $5,104
Best Buddies/Friends of Rachael $853 $935 $978 $1,022
Biking $638 $703 $736 $766
Choral Director $2,554 $2,805 $2,934 $3,059
Class Advisor Grade 12 $1,913 $2,106 $2,205 $2,295
Class Advisor Grade 11 $1,488 $1,639 $1,713 $1,788
Class Advisor Grade 10 $1,066 $1,171 $1,224 $1,275
Class Advisor Grade 9 $1,066 $1,171 $1,224 $1,275
Class Advisor Grade 8 $426 $469 $492 $511
Class Advisor Grade 7 $426 $469 $492 $511
Coffee House $1,275 $1,405 $1,467 $1,534
Community Service Club $853 $935 $978 $1,022
GSA $853 $935 $978 $1,022
Dutch Student Exchange Advisor $1,913 $2,106 $2,205 $2,295
ESports $1,275 $1,405 $1,467 $1,534
Fall Play Director $2,554 $2,805 $2.934 $3,059
Foreign Language (French} Club $853 $935 $978 $1,022
Foreign Language (Latin) Club $853 $935 $978 $1,022
Foreign Language (Spanish) Club $853 $935 $978 $1,022
Gaming Guild Advisor $1,275 $1,405 $1,467 $1,534
HOSA $853 $935 $978 $1,022
Literary Magazine $1,066 $1,171 $1,224 $1,275
Math Modeling $638 $703 $736 $766
Model Congress $638 $703 $736 $766
Model UN Club $1,702 $1,875 $1,955 $2,042
Musical Choreographer $1,275 $1,405 $1,467 $1,534
Musical Director $2,554 $2,805 $2,934 $3,059
National Honor Society $1,275 $1,405 $1,467 $1,534
New Club $853 $935 $978 $1,022
Photography Club $853 $935 $978 $1,022
Poetry Slam Club $853 $935 $978 $1,022
Robotics Club $853 $935 $978 $1,022
School Newspaper $1,702 $1,875 $1,955 $2,043
Science Club (Environmental Club) $1,275 $1,405 $1,467 $1,534
Ski Club $1,066 $1,171 $1,224 $1,275
Spring Play Director $1,275 $1,405 $1,467 $1,534
Student Council _ $2,241 $2,466 $2,565 $2.667
Ultimate Frisbee Club Advisor $1,275 $1,405 $1,467 $1,534
Video Production Club $795 $873 $914 $955
Weightlifting Club $853 $935 $978 $1,022
Yearbook $2,554 $2,805 $2,934 $3,059
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Extracurricular Salary Schedule 2023-24

Position Step 1 Step 2 Step 3 Step 4
8th Grade DC Trip Coordinator $1,204 $1.426 -+ $1,480 $1,557
AP Teachers $1,728 $1,903 $1,984 $2,073
Art Club $865 $949 $993 $1,037
As School Match Wits Advisor $1,294 $1,426 $1,489 $1,557
Band Director $4,316 $4,746 $4,960 $5,181
Best Buddies/Friends of Rachael $865 $949 $993 $1,037
Biking $648 $714 $747 $778
Choral Director $2,592 $2,848 $2,978 $3,105
Class Advisor Grade 12 $1,942 $2,138 $2,238 $2,329
Class Advisor Grade 11 $1,510 $1,664 $1,739 $1,815
Class Advisor Grade 10 $1,082 $1,189 $1,242 $1,294
Class Advisor Grade 9 $1,082 $1,189 $1,242 $1,294
Class Advisor Grade 8 $433 $476 $500 $518
Class Advisor Grade 7 $433 $476 $500 $518
Coffee House $1,294 $1,426 $1,489 $1,557
Community Service Club $865 $949 $993 $1,037
GSA $865 $949 $993 $1,037
Dutch Student Exchange Advisor $1,942 $2,138 $2,238 $2,329
ESports $1,294 $1,426 $1,489 $1,557
Fall Play Director $2,592 $2,848 $2,978 $3,105
Foreign Language (French) Club $865 $949 $993 $1,037
Foreign Language (Latin) Club $865 $949 $993 $1,037
Foreign Language (Spanish) Club $865 $949 $993 $1,037
Gaming Guild Advisor $1,294 $1,426 $1,489 $1,557
HOSA $865 $949 $993 $1,037
Literary Magazine $1,082 $1,189 $1,242 $1,294
Math Modeling $648 $714 $747 $778
Model Congress $648 $714 $747 $778
Model UN Club $1,728 $1,903 $1,984 $2,073
Musical Choreographer $1,294 $1,426 $1,489 $1,557
Musical Director $2,592 $2,848 $2,978 $3,105
National Honor Society $1,294 $1,426 $1,489 $1,557
New Club $865 $949 $993 $1,037
Photography Club $865 $949 $993 $1,037
Poetry Slam Club $865 $949 $993 $1,037
Robotics Club $865 $949 $993 $1,037
School Newspaper $1,728 $1,903 $1,084 $2,074
Science Club {(Environmental Club) $1,294 $1,426 $1,489 $1,557
Ski Club $1,082 $1,189 $1,242 $1,294
Spring Play Director $1,204 $1,426 $1,489 $1,557
Student Council $2,275 $2,503 $2,603 $2,707
Ultimate Frisbee Club Advisor $1,294 $1,426 $1,489 $1.,557
Video Production Club $807 $886 $927 $969
Weightlifting Club $865 $949 $993 $1,037
Yearbook $2,592 $2,848 $2,978 $3,105

36



Position

8th Grade DC Trip Coordinator
AP Teachers

Art Club

As School Match Wits Advisor
Band Director

Best Buddies/Friends of
Rachael

Biking

Choral Director

Class Advisor Grade 12
Class Advisor Grade 11
Class Advisor Grade 10
Class Advisor Grade 9
Class Advisor Grade 8
Class Advisor Grade 7
Coffee House

Community Service Club
GSA

Dutch Student Exchange
Advisor

ESports

Fall Play Director

Foreign Language (French)
Club

Foreign Language (Latin) Club
Foreign Language (Spanish)
Club

Gaming Guild Advisor
HOSA

Literary Magazine

Math Modeling

Model Congress

Model UN Club

Musical Choreographer
Musical Director

National Honor Society
New Club

Photography Club

Poetry Slam Club

Robotics Club

School Newspaper

Science Club (Environmental
Club)

Ski Club

Spring Play Director
Student Council

Ultimate Frisbee Club Advisor
Video Production Club
Weightlifting Club
Yearbook

Extracurricular Salary Schedule 2024-25

Step 1
$1,313
$1,754

$878
$1,313
$4,380

$878
$658
$2,631
$1,971
$1,533
$1,098
$1,098
$439
$439
$1,313
$878
$878

$1,971
$1.313
$2,631

$878
$878

$878
$1,313
$878
$1,098
$658
$658
$1,754
$1,313
'$2,631
$1,313
$878
$878
$878
$878
$1,754

$1,313
$1,098
$1,313
$2,309
$1,313

$819

$878
$2,631
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Step 2
$1,447
$1,931

$963
$1,447
$4,817

$963
$725
$2,890
$2,170
$1,689
$1,207
$1,207
$483
$483
$1,447
$963
$963

$2,170
$1,447
$2,890

$963
$963

$963
$1,447
$963
$1,207
$725
$725
$1,931
$1,447
$2,890
$1,447
$963
$963
$963
$963
$1,931

$1,447
$1,207
$1,447
$2,541
$1,447

$899

$963
$2,890

Step 3
$1,511
$2,014
$1,008
$1,511
$5,034

$1,008

$758
$3,023
$2,271
$1,765
$1,261
$1,261

$507

$507
$1,511
$1,008
$1,008

$2,271
$1,511
$3,023

$1,008
$1,008

$1,008
$1,511
$1,008
$1,261

$758

$758
$2,014
$1,511
$3,023
$1,511
$1,008
$1,008
$1,008
$1,008
$2,014

$1,511
$1,261
$1,511
$2,642
$1,511

$941
$1,008
$3,023

Step 4
$1,580
$2,104
$1,053
$1,580
$5,259

$1,053

$789
$3,152
$2,364
$1,842
$1,313
$1,313

$526

$526
$1,580
$1,053
$1,053

$2,364
$1,580
$3,152

$1,053
$1,053

$1,053
$1,580
$1,053
$1,313

$789

$789
$2,104
$1,580
$3,152
$1,580
$1,053
$1,053
$1,053
$1,053
$2.105

$1,580
$1,313
$1,580
$2,748
$1,580

$984
$1,053
$3,152



Position
Athletic Director

FALL

Cross Country Varsity Coach

Cross Country Varsity Assistant Coach
Field Hockey Varsity Coach

Field Hockey Varsity Assistant/JV Coach
Field Hockey Middle School Coach
Football Varsity Coach

Football Varsity Assistant Coach
Football Varsity Assistant Coach/TV
Football Middle School Head Coach
Football Middle School Assistant Coach
Golf Boys Varsity Coach

Soccer Boys Varsity Coach

Soccer Boys Varsity Assistant/IV Coach
Soccer Boys Middle School Coach
Soccer Girls Varsity Coach

Soccer Girls Varsity Assistant/JV Coach
Soccer Girls Middle School Coach
Volleyball Girls Varsity Coach
Volleyball Girls Varsity Assistant/TV Coach
Volleyball Girls Middle School

Unified Basketball Varsity Coach

WINTER

Basketball Boys Varsity Coach
Basketball Boys Varsity Assistant/JV Coach
Basketball Boys Middle School Coach
Basketball Girls Varsity Coach
Basketball Girls Varsity Assistant/JV
Basketball Girls Middle School Coach
Skiing Varsity Coach

Skiing Varsity Assistant Coach
Wrestling Varsity Coach

Wrestling Varsity Assistant Coach
Indoor Track Varsity Coach

Indoor Track Varsity Assistant Coach

SPRING

Baseball Varsity Coach

Baseball Varsity Assistant/JV Coach
Baseball Middle School Coach
Softball Varsity Coach

Softball Varsity Assistant/JV Coach
Softball Middle School Coach
Tennis Girls Coach

Tennis Boys Coach

Track Boys Varsity Coach

Track Boys Varsity Assistant Coach
Track Girls Varsity Coach

Track Girls Varsity Assistant Coach
Volleyball Boys Varsity Coach
Volleyball Boys Assistant/TV Coach
Volleyball Boys Middle School Coach

OTHER
Cheerleading

Athletics Salary Schedule 2022-23

Step 1
$10,920

$2,452
$1,224
$3,401
$2,551
$1,700
$4,251
$3,190
$1,700
$2,125
$1,700
$2,551
$3,401
$2,551
$1,700
$3.401
$2,551
$1,700
$3,401
$2,551
$1,700
$1,700

$4,251
$3,190
$2,125
$4,251
$3,190
$2,125
$2,551
$1,274
$3.821
$2,551
$2,551
$1,274

$3,401
$2,551
$1,700
$3,401
$2,551
$1,700
$2,551
$2,551
$3.401
$2,125
$3,401
$2,125
$3,401
$2,551
$1,700

$3,821
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Step 2
$11,830

$2,846
$1,424
$3,945
$2,961
$1,971
$4,931
$3,700
$1,971
$2,465
$1,971
$2,961
$3,945
$2,961
$1,971
$3,945
$2,961
$1,971
$3,945
$2,961
$1,971
$1,971

$4,931
$3,700
$2,465
$4,931
$3,700
$2,465
$2,961
$1,482
$4.,438
$2,961
$2,961
$1,482

$3,945
$2,961
$1,971
$3,945
$2,961
$1,971
$2,961
$2,961
$3,945
$2,465
$3,945
$2,465
$3,945
$2,961
$1,971

$4,438

Step 3
$12,740

$3,262
$1,633
$4,521
$3,394
$2,262
$5,652
$4,242
$2,262
$2,832
$2,262
$3,394
$4,521
$3,394
$2,262
$4,521
$3,394
$2,262
$4,521
$3,394
$2,262
$2,262

$5,652
$4,242
$2,832
$5,652
$4,242
$2,832
$3,394
$1,699
$5,086
$3,394
$3,394
$1,699

$4,521
$3,394
$2,262
$4,521
$3,394
$2,262
$3,394
$3,394
$4,521
$2,832
$4,521
$2,832
$4,521
$3,394
32,262

$5,086

Step 4
$13,650

$3,675
$1,840
$5,104
$3,824
$2,554
$6,376
$4,781
$2,554
$3,190
$2,554
$3,824
$5,104
$3,824
$2,554
$5,104
$3,824
$2,554
$5,104
$3,824
$2,554
$2,554

$6,376
$4,781
$3,190
$6,376
$4,781
$3,190
$3,824
$1,914
$5,737
$3,824
$3,824
$1,914

$5,104
$3,824
$2,554
$5,104
$3,824
$2,554
$3,824
$3,824
$5,104
$3,190
$5,104
$3,190
$5,104
$3,824
$2.554

$5,737

Step 5
$14,560

$4,071
$2,035
$5,643
$4,236
$2,826
$7,055
$5,292
$2,826
$3,530
$2,826
$4,236
$5,643
$4,236
$2,826
$5,643
$4,236
$2,826
$5,643
$4,236
$2,826
$2,826

$7,055
$5,292
$3,530
$7.055
$5,292
$3,530
$4,236
$2,117
$6,348
$4,236
$4,236
$2,117

$5,643
$4,236
$2,826
$5,643
$4,236
$2,826
$4,236
$4,236
$5,643
$3,530
$5,643
$3,530
$5,643
$4,236
$2,826

$6,348



Position
Athletic Director

FALL

Cross Country Varsity Coach

Cross Country Varsity Assistant Coach
Field Hockey Varsity Coach

Field Hockey Varsity Assistant/JV Coach
Field Hockey Middle School Coach
Football Varsity Coach

Football Varsity Assistant Coach
Football Varsity Assistant Coach/IV Coach
Foothall Middle School Head Coach
Football Middle School Assistant Coach
Golf Boys Varsity Coach

Soccer Boys Varsity Coach

Soccer Boys Varsity Assistant/JV Coach
Soccer Boys Middle School Coach
Soccer Girls Varsity Coach

Soccer Girls Varsity Assistant/TV Coach
Soccer Girls Middle School Coach
Volleyball Girls Varsity Coach
Volleyball Girls Varsity Assistant/JV Coach
Volleyball Girls Middle School Coach
Unified Basketball Varsity Coach

WINTER

Basketball Boys Varsity Coach

Basketball Boys Varsity Assistant/JV Coach
Basketball Boys Middle School Coach
Basketball Girls Varsity Coach

Basketball Girls Varsity Assistant/JV Coach
Basketball Girls Middle School Coach
Skiing Varsity Coach

Skiing Varsity Assistant Coach

Wrestling Varsity Coach

Wrestling Varsity Assistant Coach

Indoor Track Varsity Coach

Indoor Track Varsity Assistant Coach

SPRING

Baseball Varsity Coach

Baseball Varsity Assistant/JV Coach
Baseball Middle School Coach
Softball Varsity Coach

Softball Varsity Assistant/JV Coach
Softball Middle School Coach

Tennis Girls Coach

Tennis Boys Coach

Track Boys Varsity Coach

Track Boys Varsity Assistant Coach
Track Girls Varsity Coach

Track Girls Varsity Assistant Coach
Volleyball Boys Varsity Coach
Volleybali Boys Varsity Assistant/JV Coach
Volleyball Boys Middle School Coach

OTHER
Cheerleading

Athletics Salary Schedule 2023-24

Step 1
$11,084

$2,489
$1,242
$3,452
$2,589
$1,726
$4,315
$3,238
$1,726
$2,157
$1,726
$2,589
$3,452
$2,589
$1,726
$3,452
$2,589
$1,726
$3,452
$2,589
$1,726
$1,726

$4,315
$3,238
$2,157
$4,315
$3,238
$2,157
$2,589
$1,293
$3,879
$2,589
$2,589
$1,293

$3,452
$2,589
$1,726
$3,452
$2,589
$1,726
$2,589
$2,589
$3,452
$2,157
$3,452
$2.157
$3,452
$2,589
$1,726

$3,879
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Step 2
$12,007

$2,889
$1,445
$4,004
$3,005
$2,001
$5,005
$3,755
$2,001
$2,502
$2,001
$3,005
$4,004
$3,005
$2,001
$4,004
$3,005
$2,001
$4,004
$3,005
$2,001
$2,001

$5,005
$3,755
$2,502
$5,005
$3,755
$2,502
$3,005
$1,504
$4.504
$3,005
$3,005
$1,504

34,004
$3,005
$2,001
$4,004
$3,005
$2,001
$3,005
$3,005
54,004
$2,502
$4,004
$2,502
$4,004
$3,005
$2,001

$4,504

Step 3
$12,931

$3,311
$1,658
$4,589
$3,445
$2,296
$5,736
$4,305
$2,296
$2.874
$2,296
$3,445
$4,589
$3,445
$2,296
$4,589
$3,445
$2,296
$4,589
$3,445
$2,296
$2,296

$5,736
$4,305
$2,874
$5,736
$4,305
$2,874
$3,445
$1,725
$5,162
$3,445
$3,445
$1,725

$4,589
$3,445
$2,296
$4,589
$3,445
$2,296
$3,445
$3,445
$4,589
$2,874
$4,589
$2,874
$4,589
$3,445
$2,206

$5.162

Step 4
$13,855

$3,730
$1,868
$5,181
$3,881
$2,592
$6,472
$4,852
$2,592
$3,238
$2,592
$3,881
$5,181
$3,881
$2,592
$5,181
$3,881
$2,592
$5,181
$3,881
$2,592
$2,592

$6,472
$4,852
$3,238
$6,472
$4,852
$3,238
$3,881
$1,943
$5,823
$3,881
$3,881
$1,943

$5,181
$3,881
$2,592
$5,181
$3,881
$2,592
$3,881
$3,881
$5,181
$3,238
$5,181
$3,238
$5,181
$3,881
$2,592

$5,823

Step 5
$14,778

$4,132
$2,066
$5,728
$4,299
$2,868
$7,161
$5,372
$2.868
$3.583
$2,868
$4,299
$5,728
$4,299
$2,868
$5,728
$4,299
$2,868
$5,728
$4,299
$2,368
$2,868

$7.161
$5,372
$3,583
$7.161
$5,372
$3,583
$4,299
$2.149
$6,443
$4,2990
$4,299
$2,149

$5,728
$4,200
$2,868
$5,728
$4,299
$2,368
$4,299
$4,299
$5,728
$3,583
$5,728
$3,583
$5,728
$4,299
$2,868

$6,443



Position
Athletic Director

FALL

Cross Country Varsity Coach

Cross Country Varsity Assistant Coach
Field Hockey Varsity Coach

Field Hockey Varsity Assistant/JV Coach
Field Hockey Middle School Ceach
Football Varsity Coach

Football Varsity Assistant Coach
Football Varsity Assistant Coach/JV Coach
Football Middle School Head Coach
Football Middle School Assistant Coach
Golf Boys Varsity Coach

Soccer Boys Varsity Coach

Soccer Boys Varsity Assistant/JV Coach
Soccer Boys Middle School Coach
Soccer Girls Varsity Coach

Soccer Girls Varsity Assistant/JV Coach
Soccer Girls Middle School Coach
Volleyball Girls Varsity Coach
Volleyball Girls Varsity Assistant/JV Coach
Volleyball Girls Middle School Coach
Unified Basketball Varsity Coach

WINTER

Basketball Boys Varsity Coach

Basketball Boys Varsity Assistant/JV Coach
Basketball Boys Middle School Coach
Basketball Girls Varsity Coach

Basketball Girls Varsity Assistant/TV Coach
Basketball Girls Middle School Coach
Skiing Varsity Coach

Skiing Varsity Assistant Coach

Wrestling Varsity Coach

Wrestling Varsity Assistant Coach

Indoor Track Varsity Coach

Indoor Track Varsity Assistant Coach

SPRING

Baseball Varsity Coach

Baseball Varsity Assistant/JV Coach
Baseball Middle School Coach
Softball Varsity Coach

Softball Varsity Assistant/TV Coach
Softball Middle School Coach

Tennis Girls Coach

Tennis Boys Coach

Track Boys Varsity Coach

Track Boys Varsity Assistant Coach
Track Girls Varsity Coach

Track Girls Varsity Assistant Coach
Volleyball Boys Varsity Coach
Volleybail Boys Varsity Assistant/JV Coach
Volleyball Boys Middle School Coach

OTHER
Cheerleading

Athletics Salary Schedule 2024-25

Step 1
$11,250

$2,526
$1,261
$3,504
$2,628
$1,752
$4,379
$3,287
$1,752
$2,190
$1,752
$2,628
$3,504
$2,628
$1,752
$3,504
$2,628
$1,752
$3,504
$2,628
$1,752
$1,752

$4,379
$3,287
$2,190
$4,379
$3,287
$2,190
$2,628
$1,312
$3,937
$2,628
$2,628
$1,312

$3,504
$2,628
$1,752
$3,504
$2,628
$1,752
$2,628
$2,628
$3,504
$2,190
$3,504
$2,190
$3,504
$2,628
$1,752

$3,937
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Step 2
$12,188

$2,932
$1,467
$4,065
$3,050
$2,031
$5,080
$3,811
$2,031
$2,540
$2,031
$3,050
$4,065
$3,050
$2,031
$4,065
$3,050
$2,031
34,065
$3,050
$2,031
$2,031

$5,080
$3,811
$2,540
$5,080
$3.811
$2,540
$3,050
$1,527
$4,572
$3,050
$3,050
$1,527

$4,065
$3,050
$2,031
$4,065
$3,050
$2,031
$3,050
$3,050
$4,065
$2,540
$4,065
$2,540
$4,065
$3,050
$2,031

$4,572

Step 3
$13,125

$3,361
$1,682
$4,657
$3,497
$2,331
$5,322
$4,370
$2,331
$2,917
$2,331
$3,497
$4,657
$3,497
$2,331
$4,657
$3,497
$2,331
$4,657
$3,497
$2,331
$2,331

$5,822
$4,370
$2,917
$5,822
$4,370
$2,917
$3,497
$1,750
$5,240
$3,497
$3,497
$1,750

$4,657
$3,497
$2,331
$4,657
$3,497
$2,331
$3,497
$3,497
$4,657
$2,917
$4,657
$2,917
$4,657
$3,497
$2,331

$5,240

Step 4
$14,063

$3,786
$1,896
$5,259
$3,939
$2,631
$6,569
$4,925
$2,631
$3,287
$2,631
$3,939
$5,2590
$3,939
$2,631
$5,250
$3,939
$2,631
$5,259
$3,939
$2,631
$2,631

$6,569
$4,925
$3,287
$6.569
$4,925
$3,287
$3.939
51972
$5,910
$3,939
$3,939
$1,972

$5,259
$3.939
$2.631
$5,259
$3,939
$2,631
$3.939
$3,939
$5,259
$3,287
$5,259
$3,287
$5,259
$3,939
$2,631

$5,910

Step 5
$15,000

$4,194
$2,097
$5,814
$4,364
$2,911
$7,269
$5,452
$2,911
$3,637
$2,911
$4,364
55,814
$4,364
$2,911
$5,814
$4,364
$2,911
$5,814
$4,364
$2,911
$2,911

$7.269
$5,452
$3.637
$7,269
$5,452
$3,637
$4,364
$2,181
$6,540
$4,304
$4,364
$2,181

$5,814
$4,364
$2,911
$5,814
$4,364
$2,911
$4,364
$4.364
$5,814
$3,637
$5,814
$3,637
$5,814
$4,364
$2,911

$6,540



APPENDIX D

Re: SPED Teachers License Requirements
Employee Quarantine Payment

This letter will confirm the 2007 — 2010 Frontier Teachers' contract agreement understanding
for the two (2) above-referenced items.

The Parties have agreed to meet if and when SPED teachers are required by federal law or
state statute, including Department of Education regulations, to maintain more than one (1)
professional teaching license/certification as a condition of employment. Additionally, the contract
Parties have agreed to defer any discussion regarding payment for teachers being quarantined as a
result of an infectious disease. The specific discussion of the quarantine matter is whether the teacher
should be placed on paid administrative leave by the School System or be charged with individual
paid sick leave.
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APPENDIX E

Frontier Regional School: Educator Evaluations

Sections:
(1) Purpose of Educator Evaluation
(2) Definitions
(3) Evidence Used in Evaluation
(4) Rubric
(5) Evaluation Cycle: Training
(6) Evaluation Cycle: Annual Qrientation
(7) Evaluation Cycie: Self-Assessment
(8) Evaluation Cycle: Goal Setting and Educator Plan Development
(9) Evaluation Cycle : Observation of Practice and Examination of Artifacts — Educators without PTS
(10) Evaluation Cycle: Observation of Practice and Examination of Artifacts — Educators with PTS |
(11) Observations
(12) Evaluation Cycle: Formative Assessment
(13} Evaluation Cycle : Formative Evaluation for Two-Year Self-Directed Plans Only
(14) Evaluation Cycle: Summative Evaluation
{15) Educator Plans: General
(16) Educator Plans: Developing Educator Plan
(17) Educator Plans: Self-Directed Growth Plan
(18) Educator Plans: Directed Growth Plan
{(19) Educator Plans: Improvement Plan
(20) Timelines
(21) Career Advancement
(22) Rating Impact on Student Learning Growth
(23) Using Student feedback in Educator Evaluation
(24) Using Staff feedback in Educator Evaluation
(25) Transition from Existing Evaluation System
(28) General Provisions
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1)

2)

Purpose of Educator Evaluation

A)

B)

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 regulatory purposes of evaluation are:

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

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

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

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

Definitions

A)

B)

C)

D)

E)

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

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

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

Categories of Evidence: Multiple measures of student learning, growth, and
achievement, judgments based on observations and artifacts of professional practice,
including unannounced observations of practice of any duration but not less than 10
minutes; and additional evidence relevant to one or more Standards of Effective Teaching
Practice (603 CMR 35.03).

District-determined Measures: Measures of student learning, growth and achievement
related to the Massachusetts Curriculum Frameworks, Massachusetts Vocational
Technical Education Frameworks, or other relevant frameworks, that are locally
determined comparable across grade or subject level district-wide. These measures may
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F)

G)

H)
I)

)

include, but shall not be limited to: portfolios approved commercial assessments and
district-developed pre and post unit and course assessments, and capstone projects.

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

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

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

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

iii) 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.

iv) Improvement Plan shall mean a plan developed by the Evaluator for a realistic
time period sufficient to achieve the goals outlines in the Improvement Plan, but
at least 30 school days and no more than one school year for Educators with PTS
who are rated unsatisfactory with goals specific to improving the Educator’s
unsatisfactory performance. 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.

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 primary or supervisory
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 will have one primary Evaluator at any one time responsible for
determining performance ratings.

i) Primary Evaluator shall be the person who determines the Educator’s
performance ratings and evaluation.
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K)

L)
M)
N)

0)

P)

Q

R)

it) Supervising Evaluator shall be the person responsible for developing the
Educator Plan, supervising the Educator’s progress through formative
assessments, evaluating the Educator’s progress toward attaining the Educator
Plan goals, and making recommendations about the evaluation ratings to the
primary Evaluator at the end of the Educator Plan. The Supervising Evaluator
may be the primary Evaluator or his/her designee.

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

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

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

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

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

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

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

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

Multiple Measures of Student Learning: Measures must inciude 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
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S)

T

U)
V)

definition may be revised as required by regulations or agreement of the parties upon
issuance of ESE guidance expected by July 2012.

Observer(s): Team Leaders and Department Heads will be available to perform
observations only. Any person performing an observation shall be certified or licensed.

Observation: A data gathering process that includes notes and judgments made during
one or more classroom or worksite visits(s) of any duration but not less than 10 minutes;
by the Evaluator and may include examination of artifacts of practice including student
work. An observation may occur in person or through video. Video observations will be
done openly and with the knowledge and consent of the Educator. The parties agree to
bargain the protocols of video observations should either party wish to adopt such
practice. Classroom or worksite observations conducted pursuant to this article must
result in feedback to the Educator. Normal supervisory responsibilities of department,
building and district administrators will also cause administrators to drop in on classes
and other activities in the worksite at various times as deemed necessary by the
administrator. Carrying out these supervisory responsibilities, when they do not result in
targeted and constructive feedback to the Educator, are not observations as defined in this
Article.

i) Except only for use as an Unannounced Observation, all such recordings are the
sole property of the Educator and the Evaluator may not share with anyone else
without the written permission of the Educator.

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

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

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

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

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

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

X)

Y)

Z)

AA)

BB)

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

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

Rating of Educator Impact on Student Learning: A rating of high, moderate or low
based on trends and patterns on state assessments and district-determined measures. The
parties will negotiate the process for using state and district-determined measures to
arrive at an Educator’s rating of impact on student learning, growth and achievement,
using guidance and model contract language from ESE, expected by July 2012.

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

i) Standard 1: Curriculum, Planning and Assessment
i) 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)

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
CMR 35.03

1) Elements: Defines the individual components under each indicator

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

Summative Evaluation: An evaluation used to arrive at a rating on each standard, an
overall rating, and as a basis to make personnel decisions. The summative evaluation
includes the Evaluator’s judgments of the Educator’s performance against Performance
Standards and the Educator’s attainment of goals set forth in the Educator’s Plan.
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CC)  Superintendent: The person employed by the school committee pursuant to M.G.L. c. 71
§59 and §59A. The superintendent is responsible for the implementation of 603 CMR
35.00.

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

EE) Trends in student learning: At least three years of data from the locally determined
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) Measures of student progress on classroom assessments that are aligned with the
Massachusetts Curriculom Frameworks or other relevant frameworks and are
comparable within grades or subjects in a school;

ii) At least two district-determined measures of student learning related to the
Massachusetts Curriculum Frameworks or the Massachusetts Vocational
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-developed pre
and post unit and course assessments, and capstone projects. One such measure
shall be the MCAS Student Growth Percentile (SGP) or Massachusetts English
Proficiency Assessment gain scores, if applicable, in which case at least two
years of data is required.

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

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

B) Judgments based on observations and artifacts of practice including:
i) Unannounced observations of practice of any duration but not less than 15
minutes.
i1) Announced observation(s) for non-PTS Educators in their first year of practice
in a school, Educators on Improvement Plans, and as determined by the
Evaluator.
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4)

5)

©)

Rubric

iii) Examination of Educator work products.

iv) 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
as self-assessments, peer collaboration, professional development linked
to goals in the Educator plans, contributions to the school community
and professional culture;

(b) Evidence of active outreach to and engagement with families;
ii) Evidence of progress towards professional practice goal(s);
iii) Evidence of progress toward student learning outcomes goal(s).

iv) Student and Staff Feadback — see # 23-24, below; and

v) 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.

The rubrics are a scoring tool used for the Educator’s self-assessment, the formative assessment,
the formative evaluation and the summative evaluation. The parties agree to use the rubrics
provided by the DESE.

Evaluation Cycle: Training

A)

B)

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

By November 1 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 1% date, and who
has not previously completed such an activity, shall complete such a professional
learning activity about self-assessment and goal-setting within two months of the date of
hire. The district through the superintendent shall determine the type and quality of the
learning activity based on guidance provided by ESE.
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©)

The superintendent will work with the Association and the joint labor-management
committee (see Section 26, E) to determine the most effective means of providing this
training.

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

i)

i)

iti)

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

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

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

6) Evaluation Cycle: Self-Assessment

A)

B)

Completing the Self-Assessment

i)

iii)

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

The Evaluator may be the Principal, Director of Special Education, Assistant
Principal, Coordinator, or Superintendent. Department Chairs and Team Leaders
will assist in the evaluation process (i.e. classroom observations). The Principal
has the ultimate responsibility for evaluations.

The self-assessment includes:

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

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

(©) Proposed goals to pursue:

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

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

Proposing the goals

1)

Educators must consider goals for grade-level, subject-area, department teams, or
other groups of Educators who share responsibility for student learning and
results, except as provided in (ii) below. Educators may meet with teams to
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7

consider establishing team goals. Evaluators may participate in such meetings.
Prior to the goal-setting process, school and/or district leaders will provide
educators with assessment data analysis and copies of the school and/or district
goals.

i1) For Educators in their first year of practice, the Evaluator or his/her designee will
meet with each Educator by October 1* (or within four weeks of the Educator’s
first day of employment if the Educator begins employment after September 20
™y to assist the Educator in completing the self-assessment and drafting the
professional practice and student learning goals which must include induction
and mentoring activities.

iii) 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.

iv) For Educators with PTS and ratings of proficient or exemplary, the goals may be
team goals. In addition, these Educators may include individual professional
practice goals that address enhancing skills that enable the Educator to share
proficient practices with colleagues or develop leadership skills.

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

Evaluation Cycle: Goal Setting and Development of the Educator Plan

A)

B)

O

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

To determine the goals to be included in the Educator Plan, the Evalvator 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 gnidance on this matter. See #22,
below.

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 evaluation cycle or by October 15th of the
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8)

9)

next academic year to develop their Educator Plan. Educators shall not be
expected to meet during the summer hiatus.

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

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

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

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

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

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

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

B) In their second and third years of practice or second and third years as a non-PTS
Educator in the school:

1) The Educator shall have at least one announced and 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 each year.

B) The Educator whose overall rating is needs improvement must be observed according to
the Directed Growth Plan during the period of Plan which must include at least two
announced and four unannounced observations.
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10)

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

Observations

The Evaluator’s first observation of the Educator should take place by November 13.
Observations required by the Educator Plan should be completed by May 15th. The Evaluator
may conduct additional observations after this date.

The Evaluator is not required nor expected to review all the indicators in a rubric during an
observation.

A) Unannounced Observations

i) Unannounced observations may be in the form of partial or full-period classroom
visitations but not less than 10 minutes. Mini observations or any other means
deemed useful by the Evaluator, principal, superintendent or other administrator
or any other means deemed useful by the Evaluator, principal, superintendent or
other administrator may be used.

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

iii) Any observation or series of observations resulting in one or more standards
judged to be unsatisfactory or needs improvement for the first time must be
followed by at least one announced observation of at least 30 minutes in duration
within 30 school days.

B) Announced Observations

i) All non-PTS Educators in their first year 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.

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

(1st)  The Educator shall provide the Evaluator a draft of the lesson,
student conference, IEP plan or activity. If the actual plan is
different, the Educator will provide the Evaluator with a copy
prior to the observation.

(2nd) 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.,

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

(d) The Evaluator shall provide the Educator with written feedback within 3
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:

{lst)  Describe the basis for the Evaluator’s judgment.

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

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

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

11D Evaluation Cycle: Formative Assessment

A)

B)

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

Formative Assessment may be ongoing throughout the evaluation cycle but typically
takes places mid-cycle when a Formative Assessment report is completed. For an
Educator on a two-year Self-Directed Growth Plan, the mid-cycle Formative Assessment
report is replaced by the Formative Evaluation report at the end of year one. See section
13, below.
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12)

O

D)

E)

G)

H)

)

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

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

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

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

The Educator shall have the right to respond in writing within 5 school days to the
formative evaluation which shall become part of the final Formative Evaluation report.

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

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

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

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

A)

B)

C)

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

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

No less than two weeks before the due date for the Formative Evaluation report, which
due date shall be established by the Evaluator with written notice provided to the
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13)

D)

E)

F)

G)

H)

Educator, the Educator shall provide to the Evalnator evidence of family outreach and
engagement, fulfillment of professional responsibility and growth, and progress on

attaining professional practice and student learning goals. The educator may also provide

to the evaluator additional evidence of the educator’s performance against the four
Performance Standards.

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

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

The Educator shall have the right to respond in writing within 5 school days to the
formative evaluation which shall become part of the Formative Evaluation report.

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

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

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

Evaluation Cycle: Summative Evaluation

A)

B)

©)

D)

The evaluation cycle concludes with a summative evaluation report. For Educators on a

one or two year Educator Plan, the summative report must be written and provided to the
educator by May 1 for teachers with ratings of needs improvement or unsatisfactory and

May 20 for all others.

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

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

For an educator whose overall performance rating is exemplary or proficient and whose
impact on student learning is low, the evaluator’s supervisor shall discuss and review the
rating with the evaluator and the supervisor shall confirm or revise the educator’s rating.
In cases where the superintendent serves as the primary evaluator, the superintendent’s
decision on the rating shall not be subject to review.
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14)

E)

B)

G)

H)

J)

K)

L)

M)

N)

0)

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

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

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

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

The Evaluator shall deliver a signed copy of the Summative Evaluation report to the
Educator face-to-face, by email or to the Educator’s school mailbox May 1 for teachers
with ratings of needs improvement or unsatisfactory and May 20 for all others.

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

The Evaluator may meet with the Educator rated proficient or exemplary to discuss the
summative evaluation, if either the Educator or the Evaluator requests such a meeting.
The meeting shall occur by June 1%,

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 10th. The
signature indicates that the Educator received the Summative Evaluation report in a
timely 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 be filed in the Educator’s
personnel file.

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
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15)

16)

17)

B)

)

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 practice tied to one or more
Performance Standards;

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

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

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

Educator Plans: Developing Educator Plan

A)

B)

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

The Educator shall be evaluated at least annually.

Educator Plans: Self-Directed Growth Plan

A)

B)

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

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

Educator Plans: Directed Growth Plan

A)

B)

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

The goals in the Plan must address areas identified as needing improvement as
determined by the Evaluator.
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18)

C)

‘D)

E)

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

;e

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

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

Educator Plans: Improvement Plan

A)

B)

C)

D)

E)

F)

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 for a time period sufficient to achieve the goals
outlined in the Improvement Plan, but no fewer than 30 school days and no more than
one school year. In the case of an Educator receiving a rating 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 the
period determined by the Evaluator for the Plan.

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

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:

i) Within five 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.

ii) Upon the educator’s request a representative of the Association shall attend the
meeting,.

iii) The Association will be informed that an Educator has been placed on an

Improvement Plan.
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H)

)

The Improvement Plan shall:

i)

vi)

vii)

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

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

Describe the assistance that the district will make available to the Educator;

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

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

Identify the individuals assigned to assist the Educator which must include
minimally the Supervising Evaluator; 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 a timely 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.

1)

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

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

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

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

(d) If the Evaluator determines that the Educator’s practice remains at the
level of unsatisfactory, the Evaluator shall recommend to the
superintendent that the Educator be dismissed.
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20. Timelines (Dates in italics are provided as guidance)

Activity: ; Completed By:
Superintendent, principal or designee meets with evaluators and educators to September 20
explain evaluation process
Evaluator meets with first-year educators to assist in self-assessment and goal October 1
setting process
Educator submits self-assessment and proposed goals
Evaluator meets with Educators in teams or individually to establish Educator October 15
Plans (Educator Plan may be established at Summative Evaluation Report
meeting in prior school year)
Evaluator completes Educator Plans November 1
Evaluator should complete first observation of each Educator November 15
Educator submits evidence on parent outreach, professional growth, progress on | January 5
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 Meetings if requested by either Evaluator | February 15
or Educator
Educator submits evidence on parent outreach, professional growth, progress on | April 1
goals (and other standards, if desired)
or 4 weeks prior to Summative Evaluation Report date established by evaluator
Evaluator completes Summative Evaluation Report:
-for teachers with ratings of needs improvement or unsatisfactory May 1
-for teachers with ratings of proficient or exemplary May 20
Evaluator meets with Educators whose overall Summative Evaluation ratings are | May 5
Needs Improvement or Unsatisfactory
Evaluator meets with Educators whose ratings are proficient or exemplary at June 1
request of Evaluator or Educator
Educator signs Summative Evaluation Report and adds response, if any within 5 | June 10
school days of receipt
Educators with PTS on Two Year Plans
Activity: Completed By:
Evaluvator completes unannounced observation(s) Any time during the 2-
year evaluation cycle
Evaluator completes Formative Evaluation Report June 1 of Year 1
Evaluator conducts Formative Evaluation Meeting, if any June 1 of Year 1
Evaluator completes Summative Evaluation Report May 20 of Year 2
Evaluator conducts Summative Evaluation Meeting, if any June 1 of Year 2
Evaluator and Educator sign Summative Evaluation Report June 10 of Year 2
A) Educators on Plans of Less than One Year
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21.

22,

23.

24.

25,

i) The timeline for educators on Plans of less than one year will be established in

the Educator Plan.
Career Advancement
A) In order to attain Professional Teacher Status, the Educator should achieve ratings of

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

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

)] Educators with PTS whose summative performance rating is exemplary and, after 2013-
14 whose impact on student learning is rated moderate or high, shall be recognized and
rewarded with leadership roles, promotions, additional compensation, public
commendation or other acknowledgement as determined by the district through collective
bargaining where applicable.

Rating Impact on Student Learning 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 Educators in the district will be evaluated
under the new procedures at the outset of this Agreement, and 50% or fewer will be
evaluated under the former evaluation procedures for the first year of implementation of
the new procedures in this Agreement.

B) The parties shall agree on a process for identifying the Educator Pian that each Educator
will be placed on during the Educator’s first year being evaluated under the new
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26.

procedures, providing that Educators who have received ratings of unsatisfactory or its
equivalent in the prior year will be placed on Self-Directed Growth or Improvement
Plans at the sole discretion of the Superintendent. ‘

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

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

General Provisions
A) Only Educators who are licensed may serve as primary evaluators of Educators.

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

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

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

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

F) 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, then no financial remedy or reinstatement shall issue if there was substantial
compliance.
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APPENDIX F
IMPACT ON STUDENT LEARNING

Basis of the Student Impact Rating

Identifying and Selecting District-Determined Measures
Determining Educator Impact for Each DDM
Determining a Student Impact Rating

Intersection between the Summative Performance Rating and the Student Impact
Rating

Initial Reporting of Student Impact Ratings

Educator Impact on Student Learning
A)  Basis of the Impact on Student Learning

i The following student performance measures shall be used in
combination with professional judgment to determine an educator's
impact on student learning, growth, and achievement.

(a) Statewide growth measure(s),

(1st) Where available, statewide growth measures must be
selected each year as one of the measures used to
determine the educator’s Impact on Student Learning.

(2nd) Statewide growth measures include the MCAS
Student Growth Percentile, or its equivalent, and
ACCESS and gain scores for ELLs.

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

B)  Identifying and Selecting District-Determined Measures
i A DDMs Working Group representing teachers and administrators

shall be established to identify and select DDMs.

(a) The Working Group shall be co-chaired by the president of
the bargaining unit or his/her designee and the Superintendent
or his/her designee.

(b)  The parties shall endeavor to provide, to the extent
practicable, representation of educators from a variety of
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grade levels and disciplines.

The Working Group shall be composed of an equal number of
members chosen by the president (or designee) from the
bargaining unit and by the superintendent (or designee). The
composition shall be representative of the teaching population.

ii) DDMs Working Group tasks shall include:

(c)

(d)

(a)

(b)

Surveying educators and administrators in the district to create
and maintain a list of assessments used in the district. The
Working Group shall use the list to identify potential measures
that may be adopted or adapted as DDMs. In addition, the
Working Group shall invite teams of educators to identify or
develop new measures that may be adopted or adapted as DDMs.

Recruiting and identifying district educators, including teachers of
students with disabilities and English language learners, as well as
educator teams to review the list of assessments for their specific
content areas and to inform the identification and/or development
of potential DDMs by making recommendations to the Working
Group. The Working Group shall receive Professional
Development Points commensurate with the amount of time spent
working on DDMs.

(1st) Recruitment materials for classroom and caseload educators

should indicate a preference for educators rated proficient
or exemplary on Standards I and II during the most recent
evaluation cycle.

(2nd) Recruitment materials for school and district

administrators should indicate a preference for
administrators rated proficient or exemplary on Standard I
during the most recent evaluation cycle.

Identifying at least two or three measures of student learning,
growth, or achievement for each educator based on
recommendations from educators with expertise in the content area
as described in Section 22.B.ii.b.

Collecting feedback from educators and evaluators regarding the
quality (e.g., alignment to curriculum, utility) of the selected
DDMs.

(1st) 'Where feedback suggests modifications to the selected

DDMs or the selection of different DDMs is necessary, the
Working Group may convene a team of educators with
expertise in the content area to make recommendations to
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(©)

the Working Group.

Participating in the continuous improvement of the district’s
DDMs. The Working Group shall meet twice a year, at mid- year
and the end of year to ensure regular and thorough review and,
when appropriate, modification of DDM"”s.

iii) DDM Selection Criteria

(a)

(b)

(©)

(d

DDMs may consist of direct or indirect measures.

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

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

(i1) Direct measures shall be criterion referenced such as but
not limited to: formative, interim and unit pre- and post-
assessments in specific subjects, assessments of growth
based on performances and/or portfolios of student work
judged against common scoring rubrics, and mid-year
and end-of-course examinations.

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

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

DDMs must be comparable across grade or subject level
district-wide.

DDMs must include consistent, transparent scoring
processes that establish clear parameters for what
constitutes high, moderate, and low student growth.

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

(a) The DDMs Working Group shall provide a written recommendation
to the school committee and local association by May 2015 which
identifies at least two or three DDMs for each educator (DDM list).
Any DDMs on the list not piloted in 2014-2015 shall be piloted in
2015-2016 and, unless modified, shall be used in 2016-2017 and
2017- 2018 in combination with professional judgment to determine
each educator’s Impact on Student Learning Rating.

(b The school comimittee and the local association shall ratify the DDM
list or shall negotiate modifications. Ratification will proceed after
agreement by the respective parties. In the event agreement is not
reached by the school committee and the local association within a
reasonable period of time, either party may file a petition for
arbitration under G.L. c. 71, sec. 38.

(©) Educators must be informed of the DDMs that will be used to
determine their Impact on Student Learning Rating no later than the
first day of school.

(d) The Professional Development Committee and Department
Representatives, in conjunction with the District’s Curriculum
Coordinator, shall develop a schedule for the DDM process that
results in meaningful information combined with professional
judgment to determine the Impact on Student Learning Rating. The
areas covered in the training should include: overview and selection
process, implementation plan, administration and scoring, Impact on
Student Learning rating, student roster attribution.

C. Determining Educator Impact for Each DDM

L

The evaluator will meet with the educator annually to conduct a
collaborative conversation about the educator’s student cutcomes on the
DDMs administered in the previous year. For each DDM, the evaluator and
the educator will exercise their professional judgment in discussing how the
outcomes in student assessments are affected by contextual factors
including, but not limited to, the learning challenges presented by the
students and the learning environment, Based on their discussions, they will
determine together whether, in general, the educator’s students achieved
high, moderate, or low growth in comparison to the growth expectations for
the specific DDM. Based on this conversation, as part of the continuous
learning cycle for the educator, the evaluator may recommend that the
educator continue using current instructional approaches, materials, and/or
pacing, or suggest modifications or changes to them.
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Educators shall have an opportunity to review and confirm the roster of
students whose scores will be used in the determination of their impact on
student growth for each DDM.,

(a) For full-year or fall semester courses, the DDM results from students

who are not enrolled in the grade or course by October 1st or do not
remain enrolled through the final date the DDM is administered shall
not be used in the determination of an educator’s impact on student
growth.

(b) For spring semester courses, the DDM results from students who are

not enrolled in the grade or course by the end of the fourth week of the
semester or do not remain enrolled through the final date the DDM is
administered shall not be used in the determination of an educator’s
impact on student growth.

(c) DDM results from students who are not present for instruction or

education services for at least 90 percent of the allotted instructional or
service time shall not be used in the determination of an educator’s
impact on student growth.

D.  Determining an Impact on Student Learning Rating

i,

ii.

The evaluator shall use his/her professional judgment to determine whether
an educator is having a high, moderate, or low impact on student learning.
The evaluator will consider the determinations of student growth that
resulted from the annual conversations held pursuant to section C. i above
(high, moderate, or low) from at least two or three measures (a statewide
growth measure must be used as one measure, where available) relative to at
least three years of data and will apply professional judgment to those
determinations in order to designate the educator’s Impact on Student
Learning Rating. The evaluator’s professional judgment must account for
contextual factors including, but not limited to, learning challenges
presented by the students and the learning environment.

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

(b) A rating of moderate indicates that the educator’s students
demonstrated one year's growth relative to academic peers in
the grade or subject.

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

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

E.  Intersection between the Summative Performance Rating and the Impact on Student
Learning

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

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

@i.) Standard 1: Curriculum, Planning, and Assessment

(ii.)  Standard 2: Teaching All Students

(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)

(b)  Results from DDMs and the Impact on Student Learning Rating are
used to inform the educator’s Self-Assessment, to develop the
professional practice goal or the student learning goal and the
resulting Educator Plan.

(c) DDM results shall not be used, in whole or in part, in an
educator’s Summative Evaluation to lower the performance
rating on any of the four professional standards or on the overall
performance rating.

(d)  Neither the educator’s professional practice goal nor the student
learning goal shall be expressed in numerical terms or in terms of
any test score or growth score.

ii. Educators with PTS whose overall Summative Performance Rating is
exemplary or proficient and whose Impact on Student Learning Rating is
moderate or high shall be placed on a two-year self- directed growth plan.

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

(a) In such cases, the evaluator’s supervisor shall discuss and review
the Summative Performance Rating with the evaluator and the

69



iv.

(b)

(c)

supervisor shall confirm or revise the educator’s rating. In cases
where the superintendent serves as the evaluator, the
superintendent’s decision on the rating shall not be subject to such
review provided, however, that nothing herein shall preclude the
educator from seeking adjustment pursuant to the
grievance/arbitration procedures in this agreement.

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

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

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