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CONTRACTUAL AGREEMENT

Pursuant to the provisions of Chapter 150E of the General Laws of Massachusetts, this contract is made
between the SCHOOL COMMITTEE of the City of Northampton (hereinafter referred to as the
Committee) and the NORTHAMPTON ASSOCIATION OF SCHOOL EMPLOYEES (NASE)
(hereinafter referred to as the Association) for the School Teachers Bargaining Unit.

PREAMBLE

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

a.

Under the law of Massachusetts, the Committee elected by the citizens of Northampton has
final responsibility for establishing the educational policies of the public schools of
Northampton,

The Superintendent of Schools of Northampton (hereinafter referred to as the
Superintendent) has responsibility for carrying out the policies so established,

~ The faculty of the public schools of Northampton has the responsibility for providing

education of the highest possible quality in the public schools of the City of Northampton,

Fulfillment of these respective responsibilities can be facilitated and supported by
consultations and free exchanges of views and information between the Committee, the
Superintendent, and the Association in the formulation and application of policies relating
1o wages, hours, and other conditions of employment for the faculty and professional staff,
and so

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

RECOGNITION

For the purpose of negotiations with respect to wages, hours, other conditions of employment, and

any questions arising thereunder, the Committee recognizes the Association as the exclusive
negotiating agent and representative of:

UNIT A:  All teachers, librarians, guidance counselors, educational coordinators, head teachers,

department chairpersons, academic coaches, Educational T.V. Coordinator, certified
and registered nurses, school psychologists, adjustment counselors, social workers,
Coordinator of Out of District and Transitional Services, speech therapists, physical
therapists, occupational therapists, Title I Coordinator, coaches and extracurricular
personnel. Excluded are all other units in the Northampton School System.
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COMPENSATION AND OTHER CONDITIONS OF EMPLOYMENT

3. Subject to the provistons of this contract, and except as otherwise provided by Appendix “A”
attached hereto and made a part hereof, the wages, hours and other conditions of employment
applicable on the effective date of this contract to the employees covered by this contract shall
continue to be so applicable.

DURATION

4. This Agreement will be effective July 1, 2016 through June 30, 2019 and will continue to remain
in full force and effect to and including June 30, 2019 and shall thereafter automatically renew
itself for successive terms of one (1) year each unless by November 1, next prior to the expiration
of the contract year involved, either party gives written notice that it desires to negotiate a new
contract or amendment thereto. Upon receipt of such notice, the parties agree to meet for the
purposes of negotiating a new or amended Agreement. In the event either party desires to negotiate
a new contract or amendment and one has not been agreed upon by June 30, 2019, this contract
may be extended by mutual agreement.

5. Following the formal re-opening of negotiations for a successor agreement, if the Committee and
the Association shall have failed to reach agreement, either party shall have the right to petition the
State Division of Labor Relations to initiate mediation and fact finding proceedings in accordance
with Section 9 of Chapter 150E of the General Laws of Massachusetts.

MANAGEMENT RIGHTS

Except as expressly provided otherwise by this Agreement, or by Chapter 736 of the Act of 1965 or any
subsequent laws, the determination and administration of school policy, the operation of the schools and
the direction of the teachers are vested, exclusively, in the School Committee or its statutory agents as
defined in the Education Reform Act of 1993. The administration and execution of the provisions of this
paragraph will be catried out by the Superintendent of Schools or his/her designees as the executive
officer of the School Committee. The management of the school system, and the direction of the working
force, including the right to plan, direct and control operations; to schedule and assign duties to
employees; to determine the curriculum, textbooks, instructional supplies and schedules; to establish
standards and to maintain the efficiency of employees; to establish and require employees to observe
School Committee rules and regulations; to hire, lay-off or relieve employees from duties; to maintain
order and to suspend, demote, discipline and discharge employees, subject to just cause for teachers with
professional status; are the recognized, reserved rights of management. The foregoing enumeration of
management rights shall not be deemed to exclude other rights of management, not specifically set forth;
the employer, therefore, retaining all rights not specifically restricted by this Agreement. The exercise of
any of the foregoing rights shall not alter any of the specific provisions of this Agreement, nor shall they
be used to discriminate against any member of the Association or Bargaining Unit.

ARTICLE 1
NEGOTIATING PROCEDURE
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1. During negotiation, the Committee and the Association will present relevant data,
exchange points of view, and make proposals and counter-proposals. The Comumnittee will
make available to the Association for inspection all pertinent public records of the
Northampton School system. Either party may, if it so desires, utilize the services of
outside consultants and may call upon professional and lay representative to assist in the
negotiation.

1. If an agreement is reached, it will be presented to the Committee as a joint recommendation
of the Superintendent and the Association if the matter is one upon which Committee
action is necessary. If the Committee disagrees with such joint recommendation, it will not
reject it without further negotiation with the Association in a good faith effort to resolve the
disagreement.

2, For the duration of this contract the Committee shall make no change in policy which
affects wages, hours and other conditions of employment without negotiating such change
with the Association.

3. Any agreement reached with the Committee will be reduced to writing, will be signed by
the Committee and the Association, and will become an Addendum to this Agreement.

ARTICLE II
GRIEVANCE AND ARBITRATION PROCEDURE

Definition. Any claim by the Association or member or group of members that there has been a
violation, misinterpretation, or misapplication of the terms of this Agreement; a viclation of his/
her or its right to fair treatment; a change in wages, hours, and/or working conditions; or a
violation of any established policy or practice should be considered a grievance. Any matter
related to an accommodation of an employee in accordance with the Americans with Disabilities
Act shall not be subject to this grievance and arbitration procedure.

Time Limits. All time limits herein shall consist of calendar days exclusive of legal holidays,
Saturdays and Sundays. The time limits indicated hereunder will be considered maximum unless
extended by mutnal agreement in writing. In the event a grievance is filed which cannot be
resolved to the satisfaction of the Association prior to the termination of this contract using the
normal time limits set out herein, the Association may submit the grievance directly to arbitration
in accordance with Level Four of this procedure.

Procedure.

1. Pre-Grievance. A member with a potential grievance, along with an Association
representative of the member’s choosing, may seek out his/her supervisor and attempt to
resolve a potential grievance verbally before the thirty (30) day time lLimit for filing at

Level One lapses.

2. Level One. Most building based members will file Level One grievances with their
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building principal. Itinerant staff or staff assigned to no school building will have a
Director with whom they will file Level One Grievances. The term “supervisor” as used in
this procedure means building principals or an individual member’s directly responsible
district level Director.

A member with a grievance will present it in writing to his/her supervisor either directly or
through the Association within thirty (30) days of the grievable event(s}), or when the
individual or Association became aware of the grievable event(s) or when they should have
been aware of the grievable event(s) that led to the complaint. The grievant shall set forth
the nature of the grievance, shall specify the section of the Agreement alleged to have been
violated, and what relief is sought, and it shall be signed by an Association official and/or
by the individual member initiating the grievance (a group of members may have the
grievance signed by a designated member). His/her supervisor will meet with the member
and an Association representative of the member’s choosing within five (5) days of receipt
of the member’s written grievance. The supervisor will respond with a decision in writing
to the member and to the Association within five (5) days of the meeting.

Level Two. If the grievance is not resolved to the satisfaction of the grievant or the
Association within five (5) days after meeting with the supervisor at Level One, the
member may present the grievance in writing to the Superintendent or his/her designee(s)
within five (5) days of receiving the written response or following the date such decision
was due if no decision was received. The Superintendent will meet with the member and an
Association representative of the member’s choosing within five (5) days of receipt of the
member’s written grievance. The Superintendent will respond with a decision in writing to
the member and to the Association within five (5} days of the meeting.

Level Three. If the grievance is not resolved to the satisfaction of the grievant or the
Association, the member may present the grievance in writing to the School Committee
within five (5) days after the decision of the Superintendent or his/her designee was
presented or following the date such decision was due if no decision is received. The
School Committee or its designee(s) shall hoid the hearing at the next regularly scheduled
meeting of the School Committee and may render its decision in writing to the member and
to the Association no later than ten (10) days following the date of such hearing. If the
grievance involves an Appointing Authority matter, and has not been resolved at Level One
or Two, as applicable, the Association may submit the grievance to arbitration and shall not
submit the grievance to the School Committee.

Level Four. If the grievance is not resolved to the satisfaction of the grievant or the
Association after the procedures set forth above have been exhausted, the School District or
the Association may, as the case may be, submit the grievance to arbitration within thirty
(30) days from the date the final decision of Level Three of the grievance procedure was
due. The party wishing to refer the matter to arbitration shall so notify the other party in
writing stipulating the matter to be arbitrated and requesting arbitration. The arbitration
shall be conducted by an arbitrator to be selected by the School District and the
Association, as the case may be, if they can mutually agree upon selection within fifteen
(15) days after notice has been given. If the parties are unable to select an arbitrator who is
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mutually acceptable, then the grievance may be submitted by either party to arbitration in
accordance with the American Arbitration Association’s current rules.

Either party shall have the right to have a transcript made of the proceedings, in which case
the transcript shall be designated by the parties as the official record of the proceedings.
Both parties shall share the expense of providing a copy of the transcript to the arbitrator.

The decision of the arbitrator should be limited to the specific point or points of difference
submitted to him or her. The arbitrator shall have no power to add or subtract from,
modify, or amend any provisions of this Agreement. The decision of the arbitrator shall be
final and binding upon both parties and shall be specifically enforceable against either

party.

The arbitrator shall not render a decision contrary to state or federal law. The arbitrator
shall hold hearings promptly and, unless the time shall be extended by mutual written
agreement, shall be requested to issue the decision not later than thirty (30) days from the
date of the hearing or from the date of the submission of final briefs, whichever is later.

The cost of any arbitration proceedings and reasonable expenses incurred therewith shall be
divided equally between the School District and the Association. Grievances may be settled
without precedent at any stage of this procedure.

Expedited Grievance Resolution Process. After a grievance has been appealed to Level
Two, or, if the parties have agreed to initiate a grievance at Level Two, either the
Superintendent or President of the Association may request in writing that a Joint Labor
Management Committee be convened. Both parties much agree in writing. The committee
will consist of at least two (2) individuals appointed by the Association, and at [east two (2)
individuals appointed by the Superintendent. The parties agree that representatives at the
appropriate levels of the school department will be appointed to the committee. Experts,
resource people, and others may also, at the request of either party, be asked to participate,
and to provide information, but are not members of the Committee.

The Joint Labor Management Committee will discuss the grievance, will research and
share relevant information, and will develop appropriate resolutions acceptable to the
parties. All decisions will be made by consensus.

Any discussion between the parties pursuant to the work of the Joint Labor Management
Committee will be considered confidential and will not be admissible at any subsequent
level of the grievance procedure.

If a grievance that has been referred to the Joint Labor Management Committee remains
unresolved after fifteen (15) days following said referral to the Joint Labor Management
Committee the parties agree that they will either, a) agree to the extended timelines, or b)
the Association will, within five (5) days, resubmit the grievance to the Superintendent at
Level Two. Thereafter, the timelines established at Level Two of the grievance procedure
will be followed.
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General Provisions.

10.

1.

The District and the Association may process grievances under the Grievance and
Arbitration Procedure set forth herein. The District and the Association acknowledge the
right of either party to participate in the processing of a grievance at any level.

The Association shall have the right to use in its presentation at any level of this Grievance
and Arbitration Procedure any representative or representatives of its own choosing.

The District acknowledges the right of the Association to be present in the proceedings of a
grievance starting at Level One.

An employee under this contract may present a grievance to his/her employer and have
such grievance heard without intervention by the Association provided that the Association
is afforded the opportunity to be present at each level of the procedure and that any
adjustments made shall be consistent with the terms of the Agreement then in effect
between the employer and the Association.

No reprisals of any kind will be taken by the School Committee or Administration against
any member because of his/her participation in the grievance process.

The School Committee and Administration will cooperate with the Association in its
investigation of any grievance to the extent permitted by state law, and further will furnish
the Association with such information from the personnel file of the aggrieved member as
is necessary for the processing of any grievance. The Association will likewise cooperate
with the School Committee and Administration.

The time limits set forth in this Article may be extended by written agreement of the
parties.

Provided that the parties agree in writing, Level One and Level Two of the grievance
procedure may be bypassed and the grievance brought directly to the next level. This does
not apply to grievances that involve an Appointing Authority matter. However, in those
cases, the time limits set in Level One apply.

All decisions rendered at Levels One, Two, and Three of the grievance procedure will be in
writing, setting forth the decision in the reasons thereof and will be transmitted promptly to
the grievant and the Association.

Failure, by the member and/or the Association representative, to move a grievance to the
next level within the time limit established in this Article presumes that it has been
satisfactorily resolved at the last level to which it has been properly processed.

In the event that representatives of the district do not answer within time limits herein

provided, the grievance may be presented directly to the next level of the grievance
process.
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12.  If, in the judgment of the Association, a grievance affects a class or group of members, the
Association may submit a grievance in writing to the Superintendent directly and the
processing of such grievances will be commenced at Level Two. The Association may
process such a grievance through all levels of the grievance and arbitration procedure even
if the aggrieved group does not wish to do so.

13.  Only the District or the Association may move the matter to arbitration.

14.  When it is necessary, pursuant to Level Four of the Grievance and Arbitration Procedure,
for an aggrieved member to attend a hearing held during a school day by an arbitrator
he/she and an Association representative of the member’s choosing will be released
without loss of pay as necessary in order to permit participation in the foregoing activity.

15.  The cost of the services of the Arbitrator, including per diem expenses, if ény, and actual
and necessary travel and subsistence expenses will be borne equally by the School
Committee and the Association.

16.  All documents, communications, and records dealing with the processing of a grievance
will be filed separately from the personnel files of the participants, unless otherwise
required by law.

ARTICLE 111
EMPLOYMENT AND ASSIGNMENT OF UNIT A PERSONNEL

All teachers, supervisors, counselors and special teachers shall qualify for a position in the Northampton
Public Schools under the General Laws of the Commonwealth of Massachusetts and such other
regulations set forth by the Committee.

A.

Character and Attitudes. All Unit A personnel, while in the service of the Committee, shall affirm
and accept their responsibility to practice their profession according to the highest ethical standard.
They shall recognize the supreme importance of the pursuit of truth, the encouragement of
scholarship, and the promotion of democratic citizenship. They shall regard as essential to these
goals the protection of freedom to learn and to teach, and the guarantee of equal educational
opportunity for all.

Non-Discrimination. In accordance with applicable federal and state laws, the Committee and the
Association agree not to discriminate against any employees covered by this Agreement on the
basis of age, gender, race, religion, color, creed, physical handicap, residence, marital status,
sexual orientation, or national origin. The Committee further agrees that it will not discriminate
against any employee for Association membership of Association activity or for adhering fo any
lawful provision of this Agreement.

Applications for Employment. Candidates for all positions in Unit A shall apply for a position on
the basis of professional and legal qualifications. All letters of application shall be directed to the
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Superintendent.

Experienced Teachers. Experienced teachers entering the Northampton Public School System will
be allowed full credit for previous teaching experience up to five (5) years, and teaching
experience beyond the five years may be credited at the sole discretion of the Superintendent.

Certification. The Superintendent and/or Principal will hire personnel in accordance with the
applicable provision of Chapter 71, Section 38G.

Notification of Emplovment. All personnel shall be notified in writing within a reasonable period
of time of their hire, said notification stating the length of time engaged and the salary.

Period of Acceptance. Each candidate is given ten (10) days after receipt of notice (Sunday not
counted) of employment to file acceptance in writing. If such acceptance is not received at the end
of ten (10) days, it shall be considered a declination on the part of the person.

Continuing Appointments. All teachers shall be subject to the laws regarding continuing
appointments and professional teacher status as defined in Chapter 71, Section 41 of the General
Laws.

Northampton Educator Evaluation Procedure

1. Purpose of Educator Evaluation

A. This contract language is locally negotiated and based on M.G.L., ¢.71, § 38;
M.G.L. ¢.150E; the Educator Evaluation regulations, 603 CMR 35.00 et seq.; and
the Model System for Educator Evaluation developed and which may be updated
from time to time by the Department of Elementary and Secondary Education. See
603 CMR 35.02 (definition of model system).

B. The regulatory purposes of evaluation are:
i To promote student learning, growth, and achievement by providing
Educators with feedback for improvement, enhanced opportunities for

professional growth, and clear structures for accountability, 603 CMR
35.01(2)(a);

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

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).
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Definitions: See Appendix A-6

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:

it

iil.

Iv.

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

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.

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

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

Judgments based on observations and artifacts of practice including:

ii.

iii.

iv.

Unannounced observations of practice of at least 15 minutes.

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. )

Examination of Educator work products.

Examination of student work samples.

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

to:
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ii.

iii.

v,

vi.

Rubric

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;

Evidence of progress towards professional practice goal(s);

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

Student Feedback — sec # 22 below; and

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

In addition to artifacts related to professional practice and student learning
goals, the educator shall provide up to two (2) artifacts of the above-
mentioned types for each standard.

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

Evaluation Cycle: Annual Orientation

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

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

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

C. Provide the content of this meeting in digital format to facilitate orientation of
Educators hired after the beginning of the school year.

Evaluation Cycle: Self-Assessment
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A.

Completing the Self-Assessment

L

it

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

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.

c. Proposed goals to pursue:

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

2" Atleast one goal directed related to improving student
learning.

Proposing the goals

1.

il

1il.

iv.

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

For Educators in their first year of practice, the Evaluator or his/her
designee trained in the evaluation procedure 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 15™) to
assist the Educator in completing the self-assessment and drafting the
professional practice and student learning goals which must include
induction and mentoring activities.

Unless the Evaluator indicates that an Educator in his/her second or third
years of practice should continue to address induction and mentoring goals
pursuant to 603 CMR 7.12, the Educator may address shared grade level or’
subject area team goals.

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

1. Evaluation Cycle: Goal Setting and Development of the Educator Plan

A.

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 14-18 for more on Educator Plans.

To determine the goals to be included in the Educator Plan, the Evaluator reviews
the goals the Educator has proposed in the Self-Assessment, using evidence of
Educator performance and impact on student learning, growth and achievement
based on the Educator’s self-assessment and other sources that Evaluator shares
with the Educator. The process for determining the Educator’s impact on student
learning, growth and achievement will be determined after DESE issues guidance
on this matter. See #21, 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 next academic year to develop their Educator Plan. Educators shall
not be expected to meet during the summer hiatus.

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

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

The Evaluator completes the Educator Plan by November 1st. The Educator shall
sign the Educator Plan within 5 school days of its receipt and may include a written
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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 one announced observation during the
school year using the protocol described in section 10B, below.

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

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

i. The Educator shall have at least one announced observation during the
school year using the protocol described in section 10B, below.

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

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

A. The Educator whose overall rating is proficient or exemplary must have at least
one unannounced observation during the evaluation cycle. An additional
unannounced observation will occur within a reasonable period of time if requested
by the Educator or Evaluator.

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 unannounced observations. An additional unannounced
observation will occur within a reasonable period of time if requested by the
Educator or Evaluator.

C. 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 no
fewer than one announced and three unannounced observations. For Improvement
Plans of six months or fewer, there must be no fewer than one announced and two
unannounced observations. An additional announced and/or unannounced
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observation will occur within a reasonable period of time if requested by the
Educator or Evaluator.

Observations

The Evaluator’s first observation of the Educator shall take place by November 15%,
Observations required by the Educator Plan shall be completed by May 25th.

The Evaluator is not required nor expected to review all the indicators in a rubric during
an observation. Although all the indicators must be addressed, the primary focus of the
observations will be on the indicators and ¢lements agreed-upon in the educator plan,
Barring any extenuating circumstances, observations will not occur on the day before or
after a vacation period.

A, Unannounced Observations

1. Unannounced observations may be in the form of partial (at least 15
minutes) or full-period classroom visitations by the Evaluator.

il. 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 whenever possible, otherwise to
the Educator’s school mailbox or home. A follow-up face-to-face
conversation will be held within a reasonable period of time at the request
of the Educator or the Evaluator.

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 observation of at least 30 minutes in duration

within 30 school days.
B. Announced Observations
i All non-PTS Educators in their first three vears in the school, PTS

Educators on Improvement Plans and other educators at the request of the
Educator and/or the Evaluator shall have at least one Announced
Observation.

a. The Educator and Evaluator together shall select the date and time of
the lesson or activity to be observed and discuss 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 population served, and any other information that
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will assist the Evaluator to assess performance.

1*: 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.

2™:  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 5 school days of the post-observation conference. For any
standard where the Educator’s practice was found to be
unsatisfactory or needs improvement, the feedback must:

1%:  Describe the basis for the Evaluator’s judgment.

2" Describe actions the Educator should take to improve his/her
petformance.

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

4" State that the Educator is responsible for addressing the need
for improvement.

11.  Evaluation Cycle: Formative Assessment

A.

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 with focus on those as set forth in the
Educator Plan.

Formative assessment may be ongoing throughout the evaluation cycle but
typically takes places mid-cycle when a Formative Assessment Report is
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12.

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 12, below.

The Formative Assessment Report provides written feedback and ratings to the
Educator about his/her progress towards attaining the goals set forth in the
Educator Plan, performance on Performance Standards and overall, with primary
emphasis on the Educator Plan.

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 whenever possible, otherwise to the
Educator’s school mailbox or home.

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

The Educator shall sign the Formative Assessment Report by within 5 school days
of 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 aresult of the Formative Assessment Report, the Evaluator may change the
activities in the Educator Plan.

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

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

Educators on two year Self-Directed Growth Educator Plans receive a Formative
Evaluation Report near the end of the first year of the two year cycle. The
Educator’s performance rating for that year shall be assumed to be the same as the
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13.

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, with
primary emphasis on the Educator Plan.

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

The Evaluator shall complete the Formative Evaluation Report and provide a copy
to the Educator. All Formative Evaluation reports must be signed by the Evaluator
and delivered face-to-face whenever possible, otherwise 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 may reply in writing to the Formative Evaluation Report within 5
school days of receiving the report.

The Educator shall sign the Formative Evaluation Report by within 5 school days
of receiving the report. The signature indicates that the Educator received the
Formative Evaluation Report 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

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

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

The professional judgment of the Primary Evaluator shail determine the overall
summative rating that the Hducator receives.

For an Educator whose overall performance rating is exemplary or proficient and
whose impact on student learning is low, the Evaluator’s Supervisor shall discuss
and review the rating with the Evaluator and the Supervisor shall confirm or revise
the Educator’s rating. ‘

The summative evaluation rating must be based on evidence from multiple
categories of evidence. MCAS Growth scores shall not be the sole basis for a
summative 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, fulfiliment 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 shall 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 whenever possible, or by email or to the Educator’s
school mailbox or home no later than May 25th.

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

The Evaluator shall meet with the Educator rated proficient or exemplary to
discuss the summative evaluation, if either the Educator or the Evaluator requests

such a meeting. The meeting shall occur by June 10th.

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

The Educator shall sign the final Summative Evaluation Report by June 15th. The
signature indicates that the Educator received the Summative Evaluation Report 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.

14. Educator Plans: General

A.

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

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

i, At least one goal related to improvement of practice tied to one or more
Performance Standards;

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

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

iv. 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.

15.  Educator Plans: Developing Educator Plan

A.

The Developing Educator Plan is for all Educators without PTS, and, at the
discretion of the Evaluator, Educators with PTS in new assignments.
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16.

17.

18.

B.

The Educator shall be evaluated at least annually.

Educator Plans: Self-Directed Growth Plan

A.

A Two-year Self-Directed Growth Plan is for those Educators with PTS who have
an overall rating of proficient or exemplary, and after 2014-2015 whose impact on
student learning is moderate or high. A formative evaluation report is completed at
the end of year [ 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 2014-2015 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.

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

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

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

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

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

Educator Plans: Improvement Plan

A

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

The parties agree that in order to provide students with the best instruction, it may
be necessary from time to time to place an Educator whose practice has been rated
as unsatisfactory on an Improvement Plan of no fewer than 25 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
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include activities that occur during the summer before the next school year begins.
The District will compensate for any mandated activity, but not per diem for the
Educator.

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). Whenever possible, the Evaluator and Educator will mutually
agree on the Supervising Evaluator. 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, unless special circumstances warrant it.

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:

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

specitic assistarice to the Educator.

ii. The Educator may request that a representative of the Northampton
Association of School Employees attend the meeting(s).

iii.  The Northampton Association of School Employees will be informed that
an Educator has been placed on an Improvement Plan.

The Improvement Plan shall:

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

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

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

iv.  Articulate the measurable outcomes that will be accepted as evidence of
improvement;
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19.

V. 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);

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

vii.  Include the signatures of the Educator and Supervising Evaluator.

H. 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.

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

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

a, If the Evaluator determines that the Educator has improved 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.

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

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.

Timelines (Dates in italics are provided as guidance)

Activity: Completed By:

Superintendent or principal or designee trained in the evaluation September 15
procedure meets with evaluators and educators to explain
evaluation process.
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Evaluator meets with first-year educators to assist in self-
assessment and goal setting process
Educator submits self-assessment and proposed goals

QOctober 1

October 15

Evaluator meets with Educators in teams or individually to
Establish Educator Plans (Educator Plan may be established at
Summative Evaluation Report meeting in prlor school year)
Evaluator completes Educator Plans November |
Evaluator completes first observation of each Educator November 15
Educator submits evidence on parent outreach, professional January 5*
growth, progress on goals (and other standards, if desired)
*or four weeks before Formative Assessment Rep()rt date
established by Evaluator
Evaluator completes mid-cycle Formative Assessment Reports for | February 1
Educators on one-year Educator Plans '
Evaluator holds Formative Assessment Meetings if requested by February 15
either Evaluator or Educator
Educator submits evidence on parent outreach, professional April 20%
growth, progress on goals (and other standards, if desired)
*or four weeks prior to Summative Evaluation Report date
established by E valuator '
Evaluator completes Summative Evaluation Report May 25
Evaluator meets with Educators whose overall Summative June 1
Evaluation ratings are Needs Improvements or Unsatisfactory
Evaluator meets with Educators whose ratings are proficient or June 10
exemplary at request of Evaluator or Educator
Educator signs Summative Evaluation Report and adds response, | June 15
if any, within 5 school days of receipt
A.  Educators with PTS on Two Year Plans:
Activity: Completed By:

Evaluator completes unannounced observation(s)

Any time during the
2-year evaluation
cycle

Evaluator completes Formative Evaluation Report

June 1 of Year 1

Evaluator conducts Formative Evaluation Meeting, if any

June 1 of Year |

Evaluator completes Summative Evaluation Report

May 15 of Year 2

Evaluator conducts Summative Evaluation Meeting, if any

June 10 of Year 2

Evaluator and Educator sign Summative Evaluation Report

June 15 of Year 2

B. Educators on Plans of Less than One Year:

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

Educator Plan.
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20.

21.

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.

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
2014-2015, 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 of Educator Impact on Student Learning

A.

B.

Basis of the Impact on Student Learning (ISL) Rating

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 measures

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

Identifying and Selecting District-Determined Measures

L. 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 grade levels,
disciplines, and buildings.
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c. 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).

ii. DDMs Working Group tasks shall include:

a. 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.

b. 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.

c. Maintaining a list of DDMs that have been identified by the Working
Group on the district website.

d. Identifying at least two measures of student learning or growth for
each educator based on recommendations from educators with
expertise in the subject area, grade level, or practice area. An
educator may have more than two DDMs.

e. Collecting feedback from educators and evaluators regarding the
quality (e.g., alignment to curriculam, utility) of the selected DDMs.
Where feedback suggests modifications to the selected DDMs or the
selection of different DDMs is necessary, those changes will be
considered by the Working Group. Neither the bargaining unit nor
the district may unreasonably withhold consent to changes in the list
of DDMs, provided remaining DDMs or new DDMs are aligned to
content curriculum, or Vocational or other relevant Massachusetts
frameworks.

f. Participating in the continuous improvement of the district’s DDMs,
which includes evaluating and updating the list of approved DDMs.

C. DDM Selection Criteria
i DDMs may consist of direct or indirect measures.
a. 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 ISL, Rating must be a direct measure.
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il.

iii.

iv.

b. Direct measures may be criterion or norm 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.

C. 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.

d. 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 subject area, grade level, or area of
practice district-wide.

DDMs must be scored using a consistent, transparent scoring process with
clear parameters for educators to understand the criteria, for evaluators to
apply their professional judgment as to what constitutes low, moderate or
high student growth, and for educators and evaluators to review any
significant discrepancies between student academic growth and the
evaluator’s professional judgment as to overall performance.

a. Ratings Definition:

A rating of “high” means students have more than one year’s
statistically significant growth relative to academic peers in the grade
or subject.

A rating of “on target” indicates one year’s growth relative to
academic peers in the grade or subject.

A rating of “low” indicates lower than one year’s statistically
significant growth relative to academic peers in the grade or subject.

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

Educators must be informed of the DDMs that will be used to determine

their Impact on Student Learning Ratings as soon as practicable, and no
later than the fourth week of school.
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D.

E.

Vi,

If in the course of the discussion between an educator and the evaluator the
educator believes the DDMs selected from the Working Group list by the
evaluator and educator should be supplemented, a reasonable number of
additional or different DDMs may be identified by the educator and may be
considered by the evaluator.

Determining Educator Impact for Each DDM

i.

ii.

Every educator will need annual data from at least two DDMs in order to
establish trends and patterns. Statewide growth measures must be used as
one measure where available. To encourage the development of a reflective
practice, the educator and evaluator will discuss the nature and range of the
educator’s impact rating during goal setting, and at the formative and
summative phases. The evaluator’s final judgment as to whether an educator
has a low, on-target, or high impact on student academic growth will only
occur after the educator and the evaluator have again discussed, at the
summative phase, the information available from DDMs and from other
trends and patterns in student academic growth. The educator will also have
an opporfunity to provide to the evaluator a self-assessment in relation to
information from DDMs, trends and patterns. This self-assessment may
include contextual factors including, but not limited to, the learning
challenges presented by the learners and the learning environment.

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. DM 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.

Determining an Impact on Student Learning (ISL) Rating

Page 29 of 85




i The evaluator shall use his/her professional judgment to determine whether
an educator is having a high, on-target, or low impact on student learning.
The evaluator will consider the designations of impact (high, on-target, or
low) from at least two measures (a statewide growth measure must be used
as one measure, where available) in each of at least two years, and will
apply professional judgment to those designations in order to establish
trends and patterns in student learning and growth before determining the
educator’s Impact on Student Iearning Rating. The evaluator’s professional
judgment may include, but is not limited to, consideration of the educator’s
student population and specific learning context.

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

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 and growth.

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:

1 Standard 1: Curriculum, Planning and Assessment

2) Standard 2: Teaching All Students

3) Standard 3: Family and Community Engagement

4} Standard 4: Professional Culture

5) Attainment of Professional Practice Goal(s)

6) Attainment of Student Learning Goal(s)

Results from DDMs and the I1SI. 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.

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.

ii. Educators with Professional Teacher Status who are identified as Proficient
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22.

23.

G.

H.

or Exemplary, and who have an on-target or high impact rating, may be
placed on a self-directed growth plan of up to two years’ duration and may
receive additional recognition. A Proficient or Exemplary educator with a
low impact rating shall be placed on a one-year self-directed growth plan.
The educator and the evaluator will meet, as noted above, to discuss their
views as to the basis for the impact rating and what steps will be taken as a
result.

Dispute Resolution

i.

If either party unreasonably withholds consent to initial DDMs or
recommended changes in the DDMs utilized in the district, the
Superintendent, pursuant to the prior authorization of the School
Committee, or the employee collective bargaining representative, may
request an expedited final finding interest arbitration process pursuant to
G.L., c. 71, §38 to resolve an impasse concerning the performance standards
for teachers and other school personnel. If the impasse concerns the
procedures for conducting such evaluations the parties may jointly agree to
submit such matters to the arbitrator for resolution in the same manner as
the performance standards are resolved (c. 71, §38).

In the event that the Board of Elementary and Secondary Education issues new
regulations regarding DDMs, this section may be renegotiated.

Using Student Feedback in Educator Evaluation

In accordance with 603 CMR 35.07 (1)(c)(2), the parties agree that student feedback shall
be used as evidence relevant to one or more Performance Standards exclusively during
Self-Assessment and/or Goal-Setting phases of the evaluation cycle (see Section 3.C).
The instruments used to collect student feedback shall include safeguards necessary to
protect student confidentiality.

General Provisions

A.

Only Educators who have a DESE license and are serving as administrators and

trained in the evaluation procedure may serve as evaluators of Educators.

Evaluators shall not make negative comments about the Educator’s performance,

or comments of a negative evaluative nature, in the presence of students, parents or
other staff, except in the unusual circumstance where the Evaluator concludes that
s/he must immediately and directly intervene. Nothing in this paragraph is intended

to limit an administrator’s ability to investigate a complaint, or secure assistance to

support an Educator.

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

Should there be a serious disagreement between the Educator and the Evaluator
regarding an overall summative performance rating of needs improvement or
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.

Joint Educator Evaluation Committee. There shall be a Joint Educator Evaluation
Committee, composed of two co-chairpersons (the President of the Association and
the Superintendent), three elementary teachers and two secondary teachers, one
elementary administrator, one secondary administrator, and three other district
administrators. The members of the Committee shall serve for a term of two years,
but may be re-appointed at the conclusion of their term.

The duties and responsibilities of the Committee shall be to review the evaluation
processes and procedures and recommend adjustments; to ensure alignment of
educator and administrator goals with the District Improvement Plan; and to
review the aggregation of educator and administrator goals and then make
recommendations for district professional development opportunities to the Joint
Professional Development Committee.

Teachers participating in the district-wide Joint Educator Evaluation Committee
shall receive either three hundred fifty dollars ($350) or the equivalent of one
college credit per year. In addition, teachers will be eligible for professional
development points (PDPs) as approved by the Superintendent or his/her designee.

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.

Right to Review Contents of Personnel File. Members of the bargaining unit will have the right,

upon request to the Superintendent in writing, to review the contents of their personnel files
provided a twenty-four hour notice is given. A member of Unit A will be entitled to have a
member of the Association accompany him/her during such a review.

No material originating after original hiring which is derogatory to an employee’s conduct,
service, character, or personality will be placed in his/her personnel file unless the teacher has
had the opportunity to review the material. The employee will also have the right to submit a
written answer to such material and his/her answer will be reviewed by the Superintendent and
attached to the file copy.

A single personnel file will be kept in the Human Resources Office and will be kept up to date.
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No other official personnel file shall exist for any employee.

[f an employee of the bargaining unit is to be disciplined or reprimanded by a member of the
Administration, he/she will be entitled to have a member of the Association present.

Vacancies and New Positions/Voluntary Transfers.

1. For purposes of this Article, a vacancy in a position is created by the death, resignation,
retirement, promotion, transfer of a teacher, or the non-renewal of the contract of a
teacher without professional teacher status when such non-renewal is not caused by
budgetary limitations, declining enrollment and/or program changes.

2. ‘When a vacancy occurs, and the Superintendent and/or the Principal determine that the
vacancy should be filled, or when the School Committee creates a new position, the
following procedure shall be employed:

a. Notice of such vacancies and new positions will be posted in each school, said
notice to include a description of the available position and its location. Public
advertisement of the position may occur at the same time as the posting.

b. Teachers desiring a transfer will submit a written request to the Superintendent
within ten (10) days of the date of the posting, stating the assignment preferred. All
requests will be acknowledged in writing.

C. In addition, a teacher may file a written general request for a transfer with the
Superintendent, stating the assignment preferred, even when a position has not
been posted. Such request must be renewed each school year and will be
acknowledged in writing. Such a request will be considered by the Superintendent
when filling any posted position pursuant to Section 2(a) above.

d. If a vacancy or new position is posted during the school year, and the position is to
be filled during the school year, the Superintendent may transfer a current teacher
into that position during the school year, or may fill the position with an outside
candidate for the duration of the school year. At the end of the school year, any
vacancy or new position filled by an outside candidate for the duration of the
school year will be deemed to be a vacancy as of April 15 for the following school
year. Teachers who submitted requests pursuant to Section 2 (b) and (c) above
shall be considered for transfer into that position.

3, Summer Positions.

a. Teachers may apply for transfer to a vacancy that may occur, or a new position that
may be created, from July | to the first workday of that school year. Teachers who
wish to be informed of any such new positions or vacancies shall notify, in writing,
the Superintendent of their interest no later than the last day of school. Such
notification shall include their summer address.
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b. A teacher transferred to a Summer Position or Vacancy on the basis of a written
request submitted under paragraph (b) above will be given notice of the transfer by
registered mail at the address of the teacher on file in the Superintendent’s office
promptly after the transfer is authorized, and the teacher is obligated to accept the
Summer Position or Vacancy. Notice is deemed to be given when mailed.

Vacancies in Supervisory Positions in Unit A.

1.

Effective the date of the signing of this Agreement, candidates for all supervisory
positions in the Northampton Public Schools must possess a Master’s Degree or
equivalent.

Candidates for supervisory positions shall apply to the Superintendent of Schools. Formal
written application shall then be made on forms appropriate to the position sought. The
Superintendent will acknowledge the receipt of all applications for supervisory positions
in writing within one week.

All personnel in promotional positions within Unit A shall be appointed by the
Superintendent or Principal.

In the event that there are several equally qualified individuals for a position in the
judgment of the Superintendent or Principal, preference will be given to teachers currently
employed by the School District.

Involuntary Transfers. Although the Administration and the Association recognize that some

transfer of teachers from one school to another is unavoidable, they also recognize that frequent
transfer of teachers is disruptive to the educational process and interferes with optimum teacher
performance.

1.

When involuntary transfers are necessary, a teacher’s area of competence, major and/or
minor field of study, quality of teaching performance, and length of service in the
Northampton School System will be considered in determining which teacher is to be
transferred. Teachers being involuntarily transferred will be transferred only to a
comparable position, when available. Any involuntary transfer will be made only after
proper notification.

Teacher Assiphments.

L.

When a Principal contemplates a change of assignment within a building, he/she will so
inform the staff, and in particular, will discuss the proposed change(s) with affected staff
no later than May 1 of the year preceding the school year in which the change is to be
made.

In proposing reassignments, a Principal shall consider, to the extent possible, voluntary
request(s) of reassignment by teachers.

Changes in assignment will, to the extent possible, be made on a voluntary basis.
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0.

If the teacher disagrees with the Principal’s proposed reassignment, the affected teacher(s)
may request the involvement of the Superintendent of Schools and a representative of the
Northampton Association of School Employees.

If a Principal believes an involuntary reassignment is still necessary, then in making such
reassignment the Principal will consider a teacher’s area of competence, major and/or
minor field of study, quality of teaching performance, and length of service in the
Northampton School System in determining which teacher is to be transferred. Teachers
being involuntarily reassigned will be transferred only to a comparable assignment, when
available.

A teacher who has been involuntarily reassigned will receive at least thirty (30) calendar
days’ notice prior to the effective date of the change.

Suspension.

1.

Teachers may be suspended in accordance with the provisions of Chapter 71, Section 421
of the General Laws.

Complaint Against a Teacher. Any complaint against a teacher requires that the teacher
must be imformed of all details as promptly as possible in order to defend himself/herself.
The above information shall be furnished by the appropriate supervisor.

Any reprimand of a teacher by a supervisor or other administrator will be made in private
and never in the presence of pupils, parents, citizens, other employees or at public
gatherings.

Homeroom Assignments.

l. Whenever possible, floating teachers will not be assigned a homeroom.

2. Nurses and traveling teachers will not be assigned a homeroom and every effort will be

made not to have traveling teachers assigned to study halls.

Class Size.

1. a. Whenever possible the School District will have classes of twenty-five (25) pupils
per teacher. This pupil-teacher ratio will not apply to study hall assignments,
homeroom assignments, physical education classes, band, or extracurricular
assignments.

b, Reserved.
2. Reserved.
3. Whenever possible, secondary principals will not assign more than one hundred (100)
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students to English Teachers in four (4) classes at the high school and five (5) classes at
the middle schooi.

Discharge of Teacher. Discharge of teachers shall be in accordance with the provisions of

Chapter 71, Section 42 of the General Laws of the Commonwealth.

Just Cause Provision. No teacher with professional teacher status shall be disciplined, reduced in

rank or compensation or deprived of fair treatment without just cause.

ARTICLE 1V
DUTIES AND RESPONSIBILITIES OF UNIT A PERSONNEL

Each member of Unit A should exercise his or her employment in a manner consistent with the highest
ideals of professional service.

All personnel shall familiarize themselves with this Contract and perform all duties according to this
Contract. A copy of Appendix “A” will be distributed annually to all teachers by the Northampton
Association of School Employees.

A.

All elementary teachers are under the general supervision of the Superintendent of Schools and
directly responsible to their respective principals.

1.

All high school and middle school teachers are under the general supervision of the
Superintendent of Schools and directly responsible to their respective principal, vice
principals, and department chairperson.

All nurses are under the general supervision of the Superintendent of Schools and directly
responsible to the Director of Health.

School Year and Hours of Duty.

1.

The teacher work year will be one hundred eighty-five (185) days, scheduled to begin no
earlier than the Monday before Labor Day and to end no later than June 30th, including
the convocation day, two (2) professional development days, and five (5) teacher work
days. One (1) of the teacher work days will be scheduled before the start of school, one
(1) of the teacher work days will be scheduled between semesters, and the remaining three
(3) teacher work days will be scheduled by the superintendent and distributed across no
more than six (6) of the one hundred eighty (180) instructional days. Teacher work days
are defined in Section 5(a) below.

In addition, up to five (5) days may be scheduled as emergency days. These days will be
removed from the calendar if not used. The parties agree and acknowledge that if it
becomes impossible to hold one hundred eighty instructional days for students prior to
June 30, due to excessive snow days or other emergency circumstances beyond the
control of the School Committee, the School Committee may schedule student
instructional days during previously scheduled non-school or vacation days. In that event,
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the Association will be notified of the Committee’s intentions not tater than March 20 of
any school year, and will be consulted by the Committee prior to the finalization of any
revised calendar.

Reserved for future use.
Reserved for future use.
See Article IV, Section B, paragraph 1 above.

Nurses who perform authorized summer work as assigned to update and organize
health records will continue to be paid at their applicable per-diem rate.

In recognition of the requirements of the Education Reform Act of 1993, teacher reporting
and dismissal times shall be as follows:

a.

b.

Teachers at Northampton High School will report ten (10 minutes prior to the
students and will be required to remain five (5) minutes after students are
dismissed.

Teachers at the Middle School will be required to report fifteen (15) minutes prior
to the students and to remain ten (10) minutes after students are dismissed.

Teachers at the elementary schools will be required to report ten (10) minutes
before the students and to remain five (5) minutes after students are dismissed.

In addition, elementary teachers will report to school ten (10) minutes prior to the
initial reporting time of the students (as opposed to the time of the first bell for
students). Said time to be included in the elementary day as defined in 3a.

The elementary student day will be six (6) hours and ten (10) minutes.

Elementary teachers will have a fifteen (15) minute duty free recess.

The high school and middle school student days are six (6) hours and thirty (30) minutes
respectively.

Professional development days will include, but not be limited to, in-service training,
curriculum related activities including review and assessment, and professional
development, as determined by the Department Chairpersons, the Professional
Development Committee, the Superintendent or his/her designee responsible for
Curriculum, Instruction and Equity.

a.

Teacher work days will include curriculum-related activities, scheduling and
coordination of services for students with specialists, the review of student
cumulative record files and individualized education plans, compliance with
evaluation requirements, and collaboration with colleagues. The schedule of the
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10.

11.

teacher work day will be determined by each educator, who will maintain and
submit a log recording how the time was spent to their building principal or
supervisor.

b. A teacher who presents a workshop to Unit A personnel on a designated
professional development day shall be paid for preparation time with respect to
such workshop at the rate of twenty-five dollars ($25.00) per hour, not to exceed
one hundred fifty dollars ($150.00) per workshop. The workshop rate effective
September 1, 2008 shall be twenty-eight doHars ($28.00) per hour, not to exceed
one hundred fifty dollars ($150.00) per workshop.

The day before Thanksgiving will be a half-day for teachers. The last day of school for
students will be a half-day for students, and teachers will remain on that day in order to
complete necessary professional responsibilities. Good Friday will be a full day for
teachers.

Authorized curriculum work will be posted to allow interested teachers to apply.
Curriculum work is defined as any project which yields a curriculum, or a part of a
curriculum, to be used by other teachers in the school district. Teachers will be
compensated at the rate of twenty-five dollars ($25.00) per hour for such authorized
curriculum development work performed outside the regular teacher workday/work year.
Effective July 1, 2017, teachers will be compensated at the rate of thirty dollars ($30.00)
per hour for such work.

Any approved work during the academic year that is not listed elsewhere in the contract
will be paid at the rate of twenty-five dollars ($25.00) per hour. Effective July 1, 2017, the
rate for this work will increase to thirty dollars ($30.00) per hour for such work.

Mentor teachers will be paid at the rate of five hundred dollars ($500.00) per academic
year.

Occupational Therapists and Physical Therapists in Unit A who work in the NPS summer

‘program will be paid at the rate of forty-five dollars ($45.00) per hour.

All other members of Unit A who work in the NPS summer program will be paid at the
rate of thirty-five dollars ($35.00) per hour.

Absences.

Whenever possible, a teacher shall give notice of his/her absence as follows so that a substitute
may be provided:

Teachers shall notify the district substitute system at least one (1) hour before the start of duty
and notify the school directly if there is less than one hour before the start of duty.

Leaving the Premises. Teachers may leave the school premises during an unassigned period after
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notifying the Principal’s Office. The amount of time out of the building should not exceed the
length of teachers’ unassigned periods. Teachers having first or last period unassigned are
responsible for the required fifteen minute period before and after school.

Emergency School Closing. Whenever a school is closed during a term because of inclemenf
weather or for any other reason, the teachers shall do any other work that may reasonably be
expected of them under the direction of the Superintendent.

Student Records. Student records shall be kept and revealed in accordance with the provisions of
Chapter 71, Section 34D, E, and F, of the General Laws of Massachusetts.

Detaining Pupils. For the purpose of study or discipline, teachers may require pupils to remain
after the afternoon session up to the length of one (1) class period, if necessary. Any student
entitled to free bus transportation shall be given one (1) day’s notice to enable the pupil to
arrange for other transportation.

Inventory. Teachers will make every reasonable effort to preserve and care for textbooks,
apparatus, and other school property furnished for the use of their pupils. When requested by the
Superintendent, Department Chairperson, Curriculum Coordinator, or Principal, they shall report
the number of each kind of books on hand, the number unfit for use, the number needed for the
ensuing year and also the amount and kind of supplies required.

In case of mutilation, defacement, or loss of a school book by a pupil, disciplinary action will be
taken by the teacher. Any persistent neglect to return books which have been loaned to students
shall be promptly reported to the principal.

Suspension of Students. Any teacher may recommend to the Principal the suspension of a pupil
for flagrant misconduct. The Principal may take the necessary steps to carry out the suspension.

School Property. Teachers shall be held responsible for the order and neatness of their respective
rooms. When an injury is done to school property, they shall give prompt notice to the Principal
of the building. This does not imply that teachers will perform custodial duty.

Teacher Meetings. It shall be the duty of the teacher to attend all meetings called by the
Superintendent, Principal or Department Chairperson. Teachers will be given adequate notice of
such meetings and meetings will be limited to two (2) per month, except for one month wherein
the Principal may schedule three (3) per month, and except for emergency or other very
important reasons as determined by the Administrator responsible. Said meetings will not be
restricted in subject matter to be covered at the meeting, and shall not exceed ninety (90)
minutes.

Teachers shall attend a fall Open House in September or October lasting no more than two (2)
hours. Additionally, high school teachers shall attend a second semester Open House in the
months of January or February lasting no more than two (2) hours. During the month of the
second semester Open House, one of the two faculty meetings may be cancelled, or, if held, must
not exceed thirty (30) minutes.
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L. Not more than twice a year, principals may plan a family outreach event in the evening,
which does not require teacher planning or preparation, that teachers will attend in licu of
that month’s faculty meeting.

2. The building administrators and building Association delegates may, if they so choose,
work collaboratively to schedule additional evening events. Teacher attendance at these
additional events will not be mandatory.

Teachers will not be required to attend meetings scheduled before school hours, unless an
emergency situation requires such a meeting, or by agreement of all concerned.

Preparation Period.

1. a.

Middle School and elementary teachers in the departmental structure will, in
addition to their duty-free lunch period, have one preparation period per day during
which they will not be assigned to other duties. If a teacher, due to the
organizational structure has other unassigned periods, the Principal may call on this
teacher to perform professional duties. If substitute teaching is involved then the
provisions of Article IX, Section D will apply.

Elementary teachers will have a daily preparation period five (5) days a weck for a
minimum length of forty (40) minutes. In the event of scheduling difficulties, one
(1) preparation period may be reduced to thirty-five (35) minutes. When a teacher
loses the preparation period due to a lack of coverage, that teacher will be paid
twenty-five dollars ($25.00) in FY17 and thirty dollars ($30.00) in FY18 and
FY19.

Northampton High School will run on a long block schedule consisting of four (4)
long blocks each full school day. Full-time teachers shall not be assigned more
than three (3) teaching blocks each full school day. In addition, full-time teachers
shall have one (1) preparation period each full school day; the preparation period
shall be of the same duration as a teaching block.

Teachers shall not be assigned any supervisory duties at the high school.
When teachers at the high school are called upon to cover classes after the senior

class terminates its academic year, teachers who had senior classes will be called
first.

3. Reserved for future use.

4. At the middle school, duties will be assigned on an equitable basis among all staff.

5. Elementary specialists will not be required to teach more than seven (7) classes in one (1)
day, and not more than four (4) consecutive classes without a duty-free break for recess,
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lunch, or a preparation period.

Number of Preparations. Middle School and elementary teachers in the departmental structure
will not be required to teach more than two major subjects. Middle School teachers will not have
more than a total of three (3) teaching preparations at any one time.

Exceptions to the provisions of the first above paragraph may be made only if the Superintendent
of Schools (or his/her designee) determines that it is necessary to do so in the best interests of the
educational process. (A disagreement over whether an exception is justified will be subject to the
Grievance procedure and will be initiated at Level One thereof.)

At the High School, full-time teachers will not be required to teach more than two (2) major
subjects, nor have more than a total of two (2) teaching preparations at any one time. This
provision shall not preclude a full-time teacher from agreeing to teach more than two (2) major
subjects and/or more than two (2) preparations at any one time.

Lunch Period. Teachers shall have a duty-free lunch period of the same length as the student
lunch period in their school.

Unassigned Periods for Elementary Teachers. Elementary teachers will not be required to remain
in their classrooms while special teachers are presenting a lesson.

Unit A Personnel will be remunerated at the following rates for each TEAM meeting which
extends earlier or later than the contractual work day:

Effective July 1, 2016 $25 per TEAM meeting
Effective Tuly 1, 2017 $30 per TEAM meeting

All agendas before subcommittee meetings of the Committee and all minutes following these
meetings, as well as agendas and minutes for meetings of the full School Committee, will be

posted on the official Northampton Public Schools website.

Parent-Teacher Conferences Elementary Schools.

1. One week of early release day conferences will be scheduled in the fall, after consultation
with the principals and faculty, concurrent with the time of report card distribution and
when the Superintendent deems it would be most educationally sound. (5 days)

2. Conferences will include three afternoon conferences (1 pm — 3pm) and two evening
conferences (6 pm — 8 pm).

3. Conferences will be scheduled for 20 minutes each.

4, Teachers will use the eight remaining parent contact hours provided in the carrent
contract for a variety of parent/teacher contacts during the school year. (Examples of
contact: notes, letters, newsletters, updating websites, phone calls, informal meetings,
child study meetings). (Examples of not included contacts: team meetings, Open House,
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T,

and similar practices already addressed in the contract).

5. The number of hours that teachers use to contact parents is not restricted to the
parent/teacher conferences and the eight contact hours, but will be up to the teachers’
professional judgment.

6. The parties agree to establish a joint labor-management committee to review the issues of

parent-teacher conferences and play time for students at the elementary level. In the first
year, the committee will meet at two mutually-agreed times before June 30, 2017. The
parties agree to reconvene to negotiate any adjustments to the contract recommended by
the committee.

Teachers assigned to more than one (1) school in any one (1) day will be allotted a minimum of
fifteen (15) minutes for travel between buildings. They will have fifteen (15) additional minutes
upon arrival to prepare for the teaching assignment.

Open Houses. Teachers shall attend a fall Open House in September or October lasting no more
than two (2) hours. Additionally, high school teachers shall attend a second semester Open House
in the months of January or February lasting no more than two (2) hours. During the month of the
second semester Open House, one of the two faculty meetings may be cancelled, or, if held, must
not exceed thirty (30) minutes.

ARTICLE V
NON-TEACHING DUTIES

Special Assignments. In addition to teaching and supervision, each teacher is subject to
assignments of reasonable added professional responsibilities by the principal.

Extracurricular Activities.

1. Teachers will be responsible for extracurricular activities on a voluntary basis.

2. Any activity occurring after regular school hours shall be considered an extracurricular
activity with the exception of professional responsibilities.

3. Payment for all coaching and extracurricular activities will be made immediately
following the completion of the coaching or extracurricular assignment.

Teachers will not be required to drive pupils to activities which take place away from the school
building.

Coaching/Extra Curricular/Summer School.

1. Coaching appointments will be made for one (1) to three (3) year periods, subject to
M.G.L. c. 71, s. 47A, after which each appointment will be considered automatically
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reopened for application and a notice of vacancies will be posted. Such notification will
be posted within ten (10) days after the season ends and applications will be received no
later than four (4) weeks after the initial posting.

Assignments to extracurricular activities will be made for one (1) to three (3) year periods
after which each assignment will be considered automatically reopened for application
and a notice of vacancies will be posted. Such notification will be posted within ten (10)
days after the activity ends and applications will be received no later than four (4) weeks
after the initial posting.

Positions for licensed teaching or nursing staff in summer school, evening school
positions, or for summer/evening positions under federal programs will be filled by giving
consideration to regularly appointed teachers with Professional Teaching Status in the
Northampton Public Schools. In filling such positions, Article III, Section K(3) of the
Unit A Labor Agreement shall be followed. Consideration will be given to a teacher’s or
nurse’s area of competence, major and/or minor field of study, quality of teaching
performance, and attendance record with the Northampton Public Schools. Length of

“service shall only be a tie breaker in the even the hiring supervisor determines all other
qualifications are equal.

Non-teaching positions that do not require licensure in summer school, evening school
positions, for summer/evening positions under federal programs, will to the extent
possible, be filled by giving consideration to regularly appointed employees in Units A, C,
E, F, and G in the Northampton Public Schools. In filling such positions, consideration
will be given to an employee’s qualifications for the position, quality of performance, and
attendance record with the Northampton Public Schools. Length of service shall only be a
tie breaker in the event the hiring supervisor determines all other qualifications are equal.

Coaching positions that do not require licensure will to the extent possible, be filled by
giving consideration to regularly appointed employees in Units A, C, E, F and G in the
Northampton Public Schools. In filling such positions, consideration will be given to an
employee’s qualifications for the position, quality of performance, and attendance record
with the Northampton Public Schools. Length of service shall only be a tie breaker in the
even the hiring supervisor determines all other qualifications are equal. When a coaching
appointment is offered to a teacher, it shall be made pursuant to Article V, Section D of
the Unit A Labor Agreement.

Non-teaching and non-licensed positions in summer recreation programs run by the
school department will, to the extent possible, be filled by giving consideration to
regularly appointed employees in Units A, C, E, F and G in the Northampton Public
Schools. In filling such positions, consideration will be given to an employee’s
qualifications for the position, guality of performance, and attendance record with the
Northampton Public Schools. Length of service shall only be a tie breaker in the event the
hiring supervisor determines all other qualifications are equal.

When appointments to such positions are offered, they will be in accordance with the pay
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A.

schedules and/or stipends listed in this contract.

Years of experience in the position in the system will determine step placement, one step for each

year.

Committee Assignments.

I. First consideration will be granted to teachers who volunteer to serve on committees.
Teachers will have the right to refuse committee service.

2. Persons who are interested in and/or affected by the subject of a committee study will be
able to volunteer for said committee membership.

Sick Leave.

1. a.

ARTICLE V1
Reserved (See Article XX)

ARTICLE VII
LEAVES OF ABSENCE WITH PAY

Effective July 1, 2016, full time teachers who begin work in a school year on the
first day of such school year shall commence such school year with a sick leave
credit of ten and one-half (10.5) days (a day consisting of 7 hours).

Teachers who begin work in a school year after the first day of such school year,
including without limitation a teacher who is an employee on the first day of such
school year, will receive an initial credit of 1.05 days (7.35 hours) for each full
month remaining in the school year. Teachers who cease employment at any time
during a school year or who take an unpaid leave of absence of more than ten (10)
days or a leave of absence described in Article VIII B will have their initial sick
leave credit for such school year reduced by 1.05 days (7.35 hours) for each month
or portion thereof that they are off the payroll, plus the number of such initial sick
leave days they have used during such school year.

For purposes of determining the length of an unpaid leave of absence, days granted
pursuant to any such leave of absence that immediately follow the days granted
pursuant to a prior unpaid leave of absence for the same purpose shall constitute a
single leave of absence.

For purposes of determining the number of sick leave days provided under this
subsection for a school year that are used in such school year, sick leave days
provided under this subsection for such school year shall not be considered to be
used until sick leave days accumulated in previous school years have been
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exhausted.
e. Unused sick Jeave days will accumulate without limit.

Absence from work due to illness of the employee will be charged against that
employee’s accumulated sick time.

The employee may use his or her accumulated sick time for illness of a member of the
employee’s immediate family as defined in Section B (Bereavement Leave) and other
relatives of the employee who reside in the household of the employee to care for the il
person. -

This shall not be construed to mean a continuing absence but rather an emergency type of
situation for a period of up to one (1) week. A variation of the one week limit may be

granted on the recommendation of the Superintendent.

Sick I eave Bank.

a. There shall be a Sick Leave Bank Committee. The Committee shall consist of the
Vice-Chairperson of the Northampton School Committee, the Superintendent of
Schools, and the President of the Northampton Association of School Employees.
In addition to the President, the Committee shall include a non-voting
representative from each of the bargaining units that make up the Association. The
unit representative will participate only in the meetings that review the request
from his/her unit. The Sick Leave Bank Committee will administer the provisions
of the Sick Leave Bank.

b. The Sick Leave Bank will depend upon voluntary contributions from employees
covered by this Agreement.

c. Bargaining unit members may become a member of the Sick Leave Bank by
donating two (2) days within ninety (90) working days of the date that she/he first
reported for work, provided that she/he has accrued days available for this purpose.
If he/she has not accrued days, he/she shall be assessed the days as soon as they are
accrued. To join, the member will notify the Human Resources Department, using
the approved form.

d. After the initial donation, each year one (1) day will be added to the Sick Leave
Bank by each member of the Sick Leave Bank. Any member of the Sick Leave
Bank may withdraw from the Bank for a school year by giving written notice,
using the approved form, to the Human Resources Department by November 1 of
the school year during which she/he no longer desires membership.

e. The number of days in the Sick Leave Bank cannot exceed four (4) times the

number of employees in the bargaining units. If the sick leave days in the Bank
exceed three-fourths (3/4) of the maximum number of days at the end of any
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school year, the members of the Bank will not be required to make the annual one
(1) day donation at the start of the school year. If the number of sick leave days in
the Bank are depleted to one-half (1/2) or less of the maximum number of days,
one (1) additional day for the Bank may be assessed each member.

If an employee who has not become a member of the Sick Leave Bank decides to
join in a year subsequent to the year in which she/he could first have become a
member, the member will notify the Human Resources Department by November
1, using the approved form. His/her initial donation to the Bank must equal the
total number of days that she/he would have donated through the years had she/he
joined when first eligible. If he/she has not accrued days, he/she shall be assessed
the days as soon as they are accrued.

No member of the Sick Leave Bank will be denied continuation of membership in
the Bank if a long-term illness has caused exhaustion of his/her individual sick
leave benefits, thus preventing annual required donations to the Bank.

A member of the Sick Leave Bank who has exhausted his/her individual sick leave
benefits may apply for benefits from the Sick Leave Bank. Such benefits are
intended to augment an employee’s sick leave benefit in cases involving
catastrophic or long-term illness or accident not covered by Workers’
Compensation. In assessing any application, the Sick Leave Bank Committee may
request such medical documentation as it deems appropriate and shall, in addition,
consider the following criteria:

i Demonstrated need of the applicant
1i. Prior sick leave usage
iii.  Relative needs of other applicants

iv. Supply of days in the Bank.

The Sick Leave Bank Committee’s decision on all applications and other matters
within its jurisdiction shall be final and shall not be subject to the grievance/
arbitration procedure contained in this Agreement. Any employee whose
application is rejected or modified will, upon request, be granted a meeting with
the Sick Leave Bank Committee.

By June 15 and November 15 of each year, the Human Resources Department will
inform the Sick Leave Bank Committee of the number of days accrued in the Sick
Leave Bank.

Any employee whose personal illness extends beyond the period compensated under the
terms of this Section A will be granted a leave of absence up to one (1) year without pay
for such time as is necessary for complete recovery from such illness.

The Superintendent may request a doctor’s certificate in the case of extended absences or
unusual circumstances, whether or not Sections A4 and A5 of this Article VII are
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D.

applicable.
The Superintendent and Principal are the granting authorities for FMLA leave.

Bereavement Leave. In the event of the death of a member of the immediate family, or of any
person who resides in the household of the employee (including a relative of the second degree),
the employee shall be entitled to five (3) bereavement days. Immediate family includes: spouse,
child, step-child, foster child, grandchild, father, mother, father-in-law, mother-in-law, siblings,
or grandparents as defined in the Family Medical Leave Act.

In the case of the death of a family member of the second degree (not residing in the employee’s
household), the employee will be entitled without loss of pay to one (1) bereavement day.
Relatives of the second degree include: aunts, uncles, nephews, nieces, cousins, brothers-in-law,
sisters-in-law, and grandparents-in-law.

Bereavement leave must be taken within five (5) days of the death of the relative or person
residing in the household. Upon an employee’s request due to the scheduling of any
remembrance service, including travel to and from such service, the Superintendent may waive
the five-day requirement.

With the consent of the Principal and providing that it will not impair/reduce the effective
delivery of services, an employee scheduled to work may be granted up to four (4) hours of paid
leave to attend the services of a deceased co-worker. A co-worker is defined as an employee who
works in the same building or employees who have worked together for three or more years.

Employees are entitled to the above bereavement days each school year.

Death Benefits. In the case of the death of a teacher, his/her estate shall receive the amount of
money equal to the unused balance of his/her accrued sick leave, based on 1/200 of his/her
current salary.

Personal Days. Four (4) personal days are allowed each year. These days are not subtracted from
the employee’s accumulated sick leave. These days may not be taken on a day preceding or
following a vacation, unless requested in writing to the Superintendent and approved in writing
by the Superintendent thirty (30) days in advance. Any unused personal days in any school year
will be added to a teacher’s sick leave days at the end of such school year or, in the case of a
teacher who dies or retires during a school year, upon the death or retirement of such teacher. A
teacher will notify the district substitute system of her/his intent to use personal time at least five
(5) working days before the personal day is to be taken. In the case of an emergency, employees
shall notify the district substitute system at least one (1) hour before the start of duty and notify
the school directly if there is less than one hour before the start of duty.

Religious Observance. Up to a total of three (3) days during any school year will be allowed for
religious observance. These days shall be deducted from personal leave or sick leave. The
employee shall notify the Superintendent’s office whether he/she wants these days deducted from
personal leave or sick leave.
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Employees will not suffer loss of pay, sick, or personal days for subpoenaed court appearances.

Jury Duty.

An employee in the bargaining unit who serves on jury duty will continue to receive his regular
pay from the City, provided the employee’s supervisor certifies on the payroll that the employee
is absent for jury duty. When payment by the court for such jury duty is made, such payment,
exclusive of travel or any other allowances, shall be refunded to the City by the employee in the
following manner: the employee shall present to the Superintendent’s Office either the check
from the court endorsed over to the City of Northampton, or a certification from the court as to
the amount paid together with employee’s personal reimbursement to the City.

An employee on jury duty shall be considered as being employed Monday through Friday.

It will be the responsibility of an employee who has been informed that his/her service will not
be required on the following day to notify the School Department in time to cancel the need for a
substitute.

The Superintendent of Schools or the Superintendent’s designee will be responsible for the
administration of the foregoing provisions of this Article, consistent with the terms of this
Agreement.1

ARTICLE VIII
SPECIAL LEAVES

All teachers returned from leaves of absences granted in this Article shall, upon request, be restored to
the same or similar position they held at the time the leave was granted, provided such position is still in
existence. All benefits to which a teacher was entitled at the time his/her leave of absence commenced,
including unused accumulated sick leave (determined as provided in Section VII A 1), will be restored
to him/her upon his/her return. A teacher who has been granted any leave of absence for a period of one
year must notify the Superintendent before March 31 of his/her intention to resume work the following
September. The Superintendent shall notify the teacher by January 31 requesting a letter of intent by
March 31. Failure to give such notification will be considered as the teacher’s declination to return to
work the ensuing year.

A.

Parental and Maternity I.eave. Employees will be eligible for Parental Leave in accordance with
the provisions of Mass. General Laws c. 151B, §4 and ¢. 149, §105D as interpreted and enforced
pursuant to c. 151B §4(11A). Extension of Maternity Leave for medical reasons may be granted
by the Superintendent of Schools.

FMLA L eave. The parties hereby agree to incorporate by reference the City of Northampton’s
policy on Family and Medical Leave, established pursuant to the Federal Family and Medical

! The Superintendent may place members of the Bargaining Unit with professional status on administrative leave with
pay in connection with misconduct allegations.
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Leave Act, with the understanding that any benefit which may be established pursuant to this
Agreement which is in addition to that available under the Family and Medical Leave Act (for
example, short term family sick leave, leave for less than full time employees, extended leave)
will not be limited by this policy. '

Small Necessities Leave. An employee eligible for FMLA leave shall be entitled to up to twenty-
four (24) hours of leave per contract year as provided by M.G.L. c. 149, §52D; a copy of the law
may be obtained from the Superintendent’s office. When an eligible employee takes such leave,
such leave shall be deducted from personal leave.

Sabbatical Leave for Study or Travel. Teachers with professional teacher status who have served
seven (7) years in the Northampton School System may, upon the recommendation of the
Superintendent and with the budgetary approval of the School Committee, be granted leave of
absence for study or travel upon the following conditions:

1. No more than one (1) percent of the teaching staff shall be absent on sabbatical leave at
one time. ‘
2. Request for sabbatical leave must be received by the Superintendent in writing in such

form as may be required by the Superintendent not later than December 1 of the year
preceding the school year in which the sabbatical leave is requested. If the Superintendent
recommends the request, it will be forwarded to the School Committee for budgetary
approval or disapproval.

3. A teacher on sabbatical leave will be paid at three-fourths (3/4) of the annual salary rate,
provided that such pay when added to any program grant shall not exceed the teacher’s
full annual rate.

4. The teacher must file with the Committee a written agreement to remain in the service of
the Committee for one (1) full year in the event of a half-year’s leave or two (2) full years
in the event of a full year’s leave. If a teacher resigns, within the year or the two-year
period following the sabbatical, that teacher will refund to the City the sum of money
proportionate to the unfulfilled period of time agreed to above.

5. Teachers granted a sabbatical leave of absence are required to report twice each semester
to the Superintendent of Schools. This report must indicate the extent of the study of
school systems either at home or abroad in case of sabbatical leave for travel, or the
nature of the courses taken at a university and the application of these to the work of the
individual concerned in the case of sabbatical leave of absence for study. If such reports
are unsatisfactory, the leave may be terminated by the Board at any time upon the
recommendation of the Superintendent.

6. In case the number of applications shall exceed one (1%) percent, selections shall be
made in accordance with the following principles:

a. Length of service, preference to be given to those longest in the service.
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b. Distribution by schools, care being taken that the number from any school should
not be comparatively excessive.

c. Nature of service, provisions being made that the benefits of such leave of absence
shall be distributed as fairly as possible among all grades, high school and
supervisory positions.

d. The needs of the school system.

7. Regular annual increments shall be given for time of leave, the same as for regular service
in the school.

8. A teacher may not be granted a second sabbatical leave of absence until seven (7)
years after the date of return of the first leave.

E. Temporary Leave of Absence.

Military Leave. Military leave will be granted according to the provisions of Chapter 33, Section
59 of the General Laws of the Commonwealth of Massachusetts.

F. Extended Leave of Absence.

1. Leave of absence without pay or increment of up to one (1) year will be granted for the
purpose of caring for a sick member of the teacher’s immediate family. Additional leave
may be granted at the discretion of the Superintendent.

G. Other leaves of absence without pay may be granted by the Superintendent.

H.  Notwithstanding any foregoing provision of this Article, the Superintendent of Schools or the
Superintendent’s designee will be responsible for the administration of each of its provision,
consistent with the terms of this Agreement.”

ARTICLE IX |
SUBSTITUTE AND PART-TIME TEACHERS

A. A substitute teacher will be eligible, after ninety plus one consecutive days in the same
assignment, to be part of the bargaining unit (this will apply to a substitute appointed to work
ninety plus one consecutive days in the same assignment and a substitute who has actually
worked ninety plus one consecutive days in the same assignment), and such substitute teachers
will only be eligible for sick leave and two (2) personal days per semester. Said substitute teacher
will be placed by the Superintendent on the Teacher salary schedule and will not be eligible for
any other benefits, except sick leave and personal leave.

* The Superintendent may place members of the Bargaining Unit with professional status on administrative leave with
pay in connection with misconduct allegations.
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PE/ Health K-5

Guidance 6-8
Pupil Services 6-8
Math 6-8
Reading 6-8
Science 6-8
Social Studies : 6-8
World Languages 6-8
English/Language Arts 6-8
Exploratory Block 6-8
PE/ Health 6-12
Math 9-12
Science 9-12
Social Studies 9-12
English 9-12
Pupil Services 9-12
Technology/Business 9-12
Guidance 9-12
World Language 9-12
Fine & Performing Arts 9-12

The position shall receive an annual stipend, according to the following:

All department heads FY2017 FY2018 FY2019
$2,235 - $2,257 $2,286
L. Chairpersons will have the opportunity to visit other schools and attend conventions and

conferences, whenever possible, in order to keep abreast of new books, new trends and
practices in their respective fields. :

2. Chairpersons will have full comprehensive membership in the national organization for
their subject area paid for by the Committee.

Reasonable notices of meetings will be given, and meetings will be limited to two (2) per month
except for emergencies or other very important reasons as determined by the administrator
responsible.

Selection of Department Chairpersons:

1. a. The position of Department Chairperson will be advertised as a vacancy (in
accordance with Article IIT) every two (2) years.

b. If a vacancy occurs before the end of the two (2) year period, the replacement
appointment will be for the remainder of such two (2) year period.

2. Prior to the posting of vacancies, the Superintendent of Schools will provide an
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opportunity for a written survey of all members of the department and representative
elementary teachers, where applicable, jointly selected by the Superintendent and the
President of the Association, to establish department recommendations for the positions of
the Department Chairperson. These surveys will be reviewed by the Superintendent and
the President of the Northampton Association of School Employees.

Evaluation of Department Chairpersons:

1.

Department Chairpersons will be evaluated annually by either the Superintendent or
his/her designee or the building principal. The evaluator will be designated at the
beginning of each school year.

Purpose. Evaluation is the ongoing process of defining goals and identifying, gathering,
and using information as a part of a process: (a) to provide information for improving
performance, and (b) to provide a record of facts and assessments for personnel decisions.
The evaluation shall be free of racial, gender, religions and other discriminations or biases
as defined in state and federal laws, and shall be based on direct observation. Such
observations will be conducted openly and with the knowledge of the Department
Chairperson.

The evaluator will use an evaluation instrument mutually agreed upon by the Committee
and the Association.

The evaluation report must provide specific recommendations for improving performance
in those areas identified as in need of improvement.

Each Department Chairperson will be given a copy of his/her evaluation report to sign or
initial and a copy to retain and shall have the right to discuss such report with the
evaluator.

Department Chairpersons shall have the right to respond in writing to an evaluation
report. Such response will be aitached to the evaluation report.

Any Department Chairperson may appeal an adverse evaluation report through the
grievance procedure, but only on the grounds of bad faith or discrimination.

Each Department Chairperson shall have an annual conference of evaluation with his/her

evaluator.

ARTICLE XI
ASSOCIATION

Use of Buildings. The Association will have the right to use school buildings without cost at

reasonable times for meetings. The principal of the building in question will be notified in
advance of the time of all such meetings. Request for such use must be made to and approved by
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Reserved.
Reserved.

Regular Teachers as Substitutes.

1. At the high school, teachers will be allowed to voluntarily substitute for another teacher,
with the approval of the Principal, at the rate of thirty dollars ($30) per period. The
Principal will maintain a list of teachers who may volunteer to serve as substitutes. This
will be the list the Principal refers to when the need arises.

2. No teacher will be required to substitute for a coach or club advisor when said sport
activity or club begins before the end of the regular school day. Teachers who volunteer to
substitute will be paid twelve dollars and fifty cents (312.50) for each period substituted,
pro-rated for a half a period ($6.25).

3. Elementary classroom teachers will not be required to substitute for specialist teachers.

4, No teacher will be allowed to assume the role of principal in the absence of the principal.

Part-Time Teachers.

1. a. Part-time teachers may have a partial schedule every day, or a full schedule certain
days only; part-time teachers will be prorated for purposes of salary, service credit,
and benefits.

b. At the high school level one (1) teaching period shall constitute 33 1/3%, two (2)
periods - 66 2/3%, three (3) periods constitute full-time. At the middle school, one
teaching period shall constitute 20%, two periods - 40%, three periods - 60%, four
periods - 80%, and five periods - 100%.

c. The formula for elementary teachers will be based on a percentage of the total
length of the school day to the nearest tenth (1/10) exclusive of duty free lunch.

2. Every effort will be made to provide continuity for teachers having a part-time schedule.

3. Part-time teachers who are required to attend curriculum days, workshop days, parent—
teacher conferences or other meetings (except for special education team meetings
covered under Article IV of this Agreement) held after their professional duties end will
be compensated 1/1,295 of their non-prorated annual rate for each hour of time worked.

4. Part-time teachers will be scheduled so that their teaching responsibilities and any

professional assignments are performed in a single continuous block of time insofar as
possible.
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F.

Current policy regarding substitute nurses will continue to be applicable.

ARTICLE X

DUTIES AND RESPONSIBILITIES OF DEPARTMENT CHAIRPERSONS

There shall be department chairperson positions with the following responsibilities:

1.

5.

6.

Communicate regularly, as requested, with the appropriate building principal and/or the
Superintendent or his/her designee responsible for Curriculum and Instruction.

Complete orientation training by the Superintendent or his/her designee responsible for
Curriculum and Instruction.

Facilitate the already established curriculum development process and assigned
department activities.

Assist the principal in the budget process by coordinating resource and materials orders
for the appropriate group or building.

Facilitate department meetings.

Advise principals on departmental course design and instructional needs.

Department chairpersons will not have responsibility for teacher evaluation, nor will they be
assigned any supervisory responsibilities. Chairpersons will have a full teaching load.

Effective for the 2017-2018 academic year, the arcas and grade levels of responsibility for
department chairpersons are as follows:

Performing Arts PK-8
Visual Art PK-8
Technology K-8
English Language Learner K-12
English Language Arts K
English Language Arts 1
English Language Arts 2
English Language Arts 3
English Language Arts 4
English Language Arts 5
Math K
Math 1
Math 2
Math 3
Math 4
Math 5
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the Superintendent of Schools.

B.  Availability of Educational Benefits. In the event that the Northampton School Committee votes
not to participate in inter-district school choice as provided under M.G.L. c. 76, s. 12B, then
Northampton teachers, who are not residents of Northampton, will be allowed to send their
children to the regular education program in the Northampton Public Schools on a space
available basis at one-half the tuition charge. Such teachers may do so by agreeing in advance
that their children may be transferred from class to class, or from school to school, should
enrollment make this necessary.

Acceptance of a non-resident student will be subject to annual review and current policy.

ARTICLE XII
WORKERS’ COMPENSATION

In the event an employee receives compensation under the Workers” Compensation Act, the Committee
agrees to pay the employee, if he/she so agrees, the difference between the compensation he/she
receives and the usual weekly salary, such difference to be charged against the employee’s sick leave
account to the extent of accumulated sick leave earned.

ARTICLE XIII
INSURANCE AND ANNUITY PLAN

A.  Group Life and Health Insurance. Any teacher is eligible for enrollment in any insurance plan
whether life or health offered to the employees of the City of Northampton.

B.  Annuity Plan. Teachers will be eligible to participate in a “tax sheltered” annuity plan established
pursuant to United States Public Law No. 87-370.

C. Group Health Accident Insurance. In addition to the above fringe benefits, health- accident
insurance is available to a regular teacher through the Northampton Association of School
Employees.

D. During the term of this confract, the Committee agrees to pay at least 50% of health and life
insurance premiums for plans offered to employees of the City of Northampton, except that, the
Committee agrees to pay eighty percent (80%) of the premiums for hospital and medical
coverage in the City of Northampton’s group health maintenance organization plan.

The Committee agrees to raise the currenf life insurance and accidental death and
dismemberment pelicy amount from $2000 to $5000 effective either July 1, 2001, or when all
bargaining units have executed a collective bargaining agreement with the City and School
Department, whichever is later.

E. Dental Insurance: The Committee agrees to implement a voluntary Dental Plan.
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Flexible Spending Account: The Committee agrees to offer a voluntary Flexible Spending
Account.

The Committee agrees to provide for payroll deduction of individual premium payments for
MTA disability insurance; with premium costs to be paid by the employee.

ARTICLE XIV
DUES DEDUCTION

The Committee hereby accepts the provisions of Section 17A of Chapter 180 of the General
Laws of Massachusetts and, in accordance therewith, shall certify to the Treasurer of
Northampton all payroll deductions for the payment of dues to the Association duly authorized
by employees covered by this contract.

The Committee hereby accepts amended provisions (amended by Chapter 785 of the Acts of
1969) of Section 1788 of Chapter 149 of the General Laws of Massachusetts and in accordance
with, shall certify to the Treasurer of Northampton all payroll deductions for making deposits in
any credit union operated by members of a state association of teachers, provided that these
deductions are for a contract year.

ARTICLE XV
SALARY

Salary Schedule:  See Appendix A —1

Extracurricular: See Appendix A —2
Athletics: See Appendix A —3

Department Chairpersons and teachers assigned to more than one (1) school in any one (1) day
will receive either twenty dollars ($20.00) per month reimbursement for all inter-school driving
done by them or they may elect to be reimbursed at the mileage rate authorized by the City. Such
election must be made at the start of the school year in September. For driving outside the City,
reimbursement will also be at the rate authorized by the City.

Professional Increments and Advanced Study Salarv Adjustments

L. Teachers who received professional increments prior to June 30, 2016 will continue to
receive the increment(s) until September 1, 2018.

2. Advanced Study Salary Adjustments; Notice to Superintendent:

a. Changes in salaries due to advanced study will be made twice a year, each
September and/or February, only as a result of teacher claims substantiated by
college records.
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b. To be eligible for such advanced study salary adjustments, teachers must submit a
statement to the Superintendent of Schools, in writing, of their intention to request
advancement on the Salary Schedule to a specific salary lane under this provision
by February 1 of the year preceding the September or February that advancement
would occur.

Approval: All courses and degrees must be approved in advance by the Superintendent of
Schools. A teacher may advance laterally and vertically on the salary scale (whenever

- possible).

Retirement Credit. A teacher meeting the following requirements shall be entitled to receive the

sum of up to $5,500 based on unused sick leave accumulated in the Northampton School System
as follows:

No pay for 0-79 unused sick days
80-99 unused sick days paid at $30 per day
100 unused sick days paid at $55 per day

1. The teacher must be retiring with fifteen (15) or more vears of service with the
Northampton School Department.

2. 'The teacher must have at least eighty (80) days of unused accumulated sick days.

3. The teacher must advise the Superintendent of his/her intention to retire by January 15
immediately preceding the end of the school year he/she plans on retiring. This
requirement may be waived by the Superintendent. If it is not, an appeal may be made to
the School committee. :

Method of Payment.

1. Teachers will receive their salary in 26 equal installments every other Thursday,
beginning with the second Thursday of the school year.

2. Teachers may collect their salary for the summer months by notifying the School District
in writing prior to the beginning of the school year. Payment for the remainder of their
salary shall be made on or before the final payday in June or over the summer months of
July and August as may be elected by the teacher.

3. New staff members hired prior to February 1 will be advanced on the salary scale as those

who entered in September. Those hired on or after February 1 will be advanced on the
salary scale one year from the following September.

In-Service Courses. In-service courses are considered a part of the professional growth of the

staff. In-service courses approved by the Superintendent will represent a minimum of fifteen (15)
class hours.
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H.  Payment for Teaching of In-Service Courses. A teacher who teaches an in-service course
described in Section G of this Article will be compensated at the rate of fifty five dollars ($55.00)
per hour for each hour of such teaching up to a maximum of eight hundred twenty-five dollars
($825.00) per course.

Reserved for future use.

Guidance Personnel

1. Reserved for future use.

2. Designated Middle School and High School guidance personnel shall work up to a total of
ten (10) extra days in addition to the regular teacher work year. Such personnel shall be
paid a per diem rate for each day worked and such pay shall be incorporated into a July 1
to June 30 schedule for pay purposes. This is in addition to the stipend listed in Appendix
A.

3. Elementary guidance personnel shall work the regular teacher work year and shall receive
the stipend listed in Appendix A in addition to their regular teacher salary.’

K.  Teachers who have achieved National Board Certification will receive an annual stipend of one
thousand dollars ($1,000).

L. Direct Deposit of Paychecks: All employees shall be required to have their paychecks directly
deposited to a banking institution of their choosing.

ARTICLE XVI
REDUCTION IN FORCE
A.  Natural attrition and/or retirements shall be taken into account prior to invoking the provisions of
this Article.
B. When necessary to invoke the provisions of this Article due to a reduction in the number of

teachers employed, changes in enrollment or distribution of students, or administrative
reorganization, affected teachers will be notified, in writing, sixty (60} calendar days prior to the
time such a change will take effect. In the event of such reduction, teachers will be laid off in the
reverse order of seniority.

C.  Any teacher whose position is eliminated shall:

L. Be transferred into a vacant or newly created position for which he/she is qualified,

* Stipend does not apply to any elementary guidance personnel hired after the execution of the 2004-2007 Agreement.
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certified or certifiable, such transfer to be given priority over those teachers who have
requested a transfer pursuant to Article IH, Section K.

If this is not possible, then:

2. Replace an employee with lower seniority and where, within the School System, there is a
position for which the employee whose position is eliminated is qualified, certified or
certifiable.

3. The teacher must be certified by the State Department of Education, either in writing or

verbally, the latter being requested by the Superintendent or his designee.

Seniority is measured in terms of a teacher’s length of service in years, months and days from the
initial date of appointment. Seniority of part-time teachers shall be pro-rated in implementing
Section C, above.

Cases of identical seniority in the same subject area shall be resolved by granting preference to
the teacher with the highest level of formal educational training as recognized on the salary .
schedule then in effect. If these are identical then preference will be given to the teacher with the
most years of teaching experience.

Teachers who have been laid off shall be entitled to recall rights for a period of twelve (12)
months from the date the layoff is to take effect.

1. During the recall period, teachers shall be notified by registered mail, return receipt
requested, addressed to their last address of record, and given preference for positions for
which they are qualified, certified or certifiable in the inverse order of their respective
layoff.

2. Teachers so notified shall have ten (10) calendar days (20 during the summer months)
from the date the Committee places on the registered mail receipt to respond, in writing,
to claim the position.

3. The Committee shall not be held responsible for the failure of the postal service to deliver
letters of notification or for failure of the postal service to deliver letters of reply within
specified time limits.

All benefits to which a teacher is entitled at the time of the layoff shall be restored in full upon
re-employment within the recall period.

During the recall period teachers who have been laid off shall be given prefefence on the
substitute list. Their employment will be at the established substitute pay rate.

Teachers on layoff may continue their group life and health insurance coverage during the recall

period by reimbursing the School System for the total premium costs. Failure to forward
premium payments to the City in accord with a mutually agreed upon schedule or the refusal to
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L.

return to employment upon recall will terminate this option.

The Superintendent will provide a seniority list of teachers who will be impacted at the time
Section B, above, is invoked (in writing) to the Association. Challenges to this list must be
presented (in writing) to the Superintendent within ten (10) school days from receipt of said list.

When layoff action occurs, the Association shall be notified, in writing, of all teachers to be laid
off.

The Association shall be notified of any recall action taken by the Superintendent if there are
people on layoff.

Unit B Administrators will have replacement rights in Unit A based upon the total amount of
Unit A Seniority accrued as of the latest date of appointment to a position in Unit B.

ARTICLE XVII
- SAVINGS CLAUSE

In the event that any provision of this Agreement is or shall be found to be contrary to law by a court of
competent jurisdiction, then such clause shall be void and unenforceable, but all other provisions of this
Agreement shall continue in full force and effect. If any provision is found contrary to law, then, upon
the request of either party, the parties shall enter into negotiations for the purpose of arriving at a
mutually satisfactory replacement for such provision.

ARTICLE XVII1
HEALTH AND SAFETY

The School Committee recognizes its responsibility to provide a safe and healthful workplace,
free from hazards or conditions which cause, or which are likely to cause accident, injury or
illness to the teaching staff.

To this end, the School Committee agrees that it will take appropriate action to inform the
Association and all affected teachers of hazards or conditions which cause or which are likely to
cause accident, injury or illness, and that it will make a good faith effort to correct such hazards

or conditions.

The parties further agree that no member of the bargaining unit will be subject to restraint,
interference, coercion, discrimination or reprisal for filing a report or for attempting to ameliorate
an unsafe or unhealthy working condition.

ARTICLE XIX
PHYSICAL AND VERBAL ASSAULT

Page 60 of 85



Principals and teachers shall be required to report any assault on a teacher related to the performance of
the teacher’s duties to the Superintendent of Schools. The principal may at his/her discretion also report
any case of assault on a teacher occurring on school property to the appropriate police department for
investigation. The assault will also be promptly investigated by the principal and if necessary by the
Superintendent, or his or her designee. At the conclusion of the investigation, the teacher will be
promptly informed of the results of the investigation and of any action to be taken against an individual
involved in an assault on a teacher.

Nothing in this agreement shall prevent a teacher from himself or herself reporting a case of assault to
the police or to the courts. '

ARTICLE XX
PROFESSIONAL DEVELOPMENT

THE PARTIES TO THIS AGREEMENT AGREE that continued growth and development of
professional staff members is a top district priority and is necessary to conform to the letter and spirit of
the Massachusetts Education Reform Act of 1993. To that end the following provisions will be
implemented:

1. Conferences. Each professional staff member will be eligible for paid leave for two (2)
non-district professional development days per school year, in order to permit attendance
at professional conferences, workshops, seminars, visiting days*, or other professional
improvement sessions related to their individual professional development plans and to
district and school goals. Attendance will require prior approval of the Principal and
Superintendent. Requests shall be submitted to the Principal and Superintendent thirty
(30) days prior to the event the staff member is to attend, and all requests are subject to
availability of funds.

"Teachers may obtain permission from the Superintendent for visiting schools in
Northampton or schools in other districts. The Principal and Superintendent must be
consulted at least two (2) days before the proposed visit.

a. Professional staff members will be reimbursed for reasonable expenses (including
registration fees, lodging when necessary and transportation) incurred by them for

attendance at these professional development programs, subject to the availability
of funds.

b. Professional development activities as described above shall be on a voluntary
basis; provided, however, that attendance at other professional development
activities may be required of professional staff members at the discretion of the
Principal and Superintendent.

2. Tuition Reimbursement. The Committee will provide in its budget $25,000 for tuition
reimbursement for unit members desiring to take courses as part of an individual program
of staff development.
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The courses must have prior approval of the Superintendent or his/her designee in
accordance with the following guidelines:

a. Tuition reimbursement for courses taken in satisfaction of requirements for a
program leading to an advanced degree from an accredited College or
University or certificate of advanced study will be approved by the Superintendent
provided that they are consistent with a pre-approved plan of study on file in the
Superintendent’s Office.

b. Requests for prior approval of courses must be submitted by September 15 for the
fall semester, January 1 for the spring semester, and June 1 for the summer session.

G Tuition reimbursement for other pre-approved courses will be authorized by the
Superintendent or his/her designee if they are directly related to individual, school,
or district professional improvement plans.

d. Tuition will be reimbursed to a maximum of 50% of the University of
Massachusetts tuition rate and fee schedule at the time of the request. Such
reimbursement will be limited to actual tuition and fees. Payments will be made
upon receipt of official transcripts from the college or university and proof of
expenditures.

& Requests for tuition reimbursement will be approved on a first come first serve
basis to a maximum total expenditure of $25,000.

No staff member will be eligible for reimbursement of tuition for more than two
courses per year.

Joint Professional Development Committee. There shall be a Joint Committee on
Professional Development, composed of two co-chairpersons (a teacher designated by the
President of the Association, and the Superintendent or his’her designee), one (1) teacher
from each elementary building, two (2) teachers from the middle school, two (2) teachers
from the high school, one (1) elementary administrator, the Early Childhood Coordinator,
the Director of Pupil Services or his/her designee, one (1) middle school administrator,
one (1) high school administrator, and four (4) ESP members.

In addition, the one (1) teacher from each elementary school, two (2) from the middle
school and two (2) from the high school shall serve as members on the School Based
Professional Development Committees, in their respective buildings, to collaborate with
the Principal in an advisory role on building based professional development activities,
and to assist in the development of the building Professional Development Plans.

a. The members of the Committee shall serve for a term of two (2) years, but may be
re-elected or re-appointed at the conclusion of their term.

b. The duties and responsibilities of the Committee shall include the following:
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i. Recommending professional development goals for the district based on
Massachusetts law and the Curriculum Frameworks;

ii. Planning and implementing professional development opportunities;
iii.  Assisting in the development of the District’s professional development
plan;

iv.  Participating in reviewing the professional development portion of the
District’s school improvement plans; and

V. Reviewing and recommending the allocation of designated grants at the
request of the Superintendent or his/her designee.

C. At the discretion of the Superintendent, requests for approval of courses,
workshops, conferences, and/or mini-courses may be referred to the committee for
its recommendation as to approval or disapproval. The final decision, however,
rests with the Superintendent.

d. Teachers participating in the district-wide Joint Committee on Professional
Development shall receive either three hundred fifty dollars ($350) or the
equivalent of one (1) college credit.* In addition, teachers will be eligible for
professional development points (PDPs) as approved by the Superintendent or
his/her designee.

*No stipend or credit is available for members of the on-site Professional
Development Committee(s).

Joint Labor-Management District Team for the Effective Implementation of the District
Improvement Plan. There shall be a Joint Labor-Management District Team for the
Effective Implementation of the District Improvement Plan, composed of two co-
chairpersons (the President of the Association and the Superintendent), one elementary
teacher from each school and one at-large elementary teacher, two secondary teachers
from each school, one elementary administrator from each school, one secondary
administrator from each school, and three other district administrators.

The purpose of the District Team for the Effective Implementation of the District
Improvement Plan shall be to develop and implement a district leadership and school
leadership team structure process that ensures effective prioritization and implementation
of Northampton’s District Improvement Plan in ways that improve student learning. The
members of the Committee shall serve for a term of two (2) years, but may be re-
appointed at the conclusion of their term.

The duties and responsibilities of the District Team shall include the following:
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To prioritize, sequence, champion and support initiatives, based on the goals and
timeline of the District Improvement Plan;

To monitor and report internally to administrators, faculty, and staff and externally
to the School Committee on progress and impact of implementation,
recommending course corrections as needed; and

To ensure candid and respectful two-way communication that supports effective
implementation of the District Improvement Plan.

The duties and responsibilities of the School Team shall include the following:

a.

To translate prioritized and sequenced district initiatives into meaningful and
manageable school goals and activities;

To monitor and report internally to faculty and staff and externally to the District
Team on progress and impact of implementation of District and School
Improvement plans, recommending course corrections as needed; and

To ensure candid and respectful two-way communication that supports effective
implementation of the District Improvement Plan and School Improvement Plans.

The District Team for the Effective Implementation of the District Improvement Plan will
meet during the term of this contract and continuation of the Team will be subject to
negotiations between the District and the Association during the negotiations of the
renewal of this contract at the end of its term.

ARTICLE XXI
REGISTERED NURSES

The following provisions of the Agreement will not apply to Registered Nurses:

L.

2.

Reserved

Article IV (G), (L), (M), (0), (R)

Reserved

Reserved

Reserved

Article X

Reserved
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8.

9.

Reserved

Reserved

The following provisions of this Agreement will apply ONLY to Registered Nurses:

L.

2.

Reserved

Reserved

Reserved

Retirement: A nurse meeting the following requirements shall be entitled to receive the
sum of fifty-five dollars ($55.00) per day for one hundred (100) days of unused sick leave
accumulated in the Northampton School System.

a.

d.

The nurse must be retiring with fifteen (15) or more years of service with the
Northampton School Department.

The nurse must have at least one hundred (100) days of unused accumulated sick
days. :

The nurse must advise the Superintendent of his/her intention to retire by January
15 immediately preceding the end of the school year he/she plans on retiring. This
requirement may be waived by the Superintendent. If it is not, an appeal may be
made to the School Committee.

The maximum benefit to be paid is five thousand five hundred dollars ($5,500).

Reduction in Force/Seniority

a.

Seniority will be lost by: a) Resignation; b) Discharge of Just Cause; ¢} Accepting
employment while on leave of absence without express permission of the
Committee; d) Failure to return from an approved leave.

Layoff and Recall. The parties agree to the following provisions:

i. Should a reduction in force occur, registered nurses who are not licensed as
School Nurses by the Department of Education will be laid off first, in
reverse order of seniority. Should further reduction be required, registered
nurses who are licensed by the Department of Education as School Nurses
will be laid off next, in reverse order of seniority.

ii. “Seniority” shall be the length of a nurse’s continuous service measured
from the nurse’s most recent appointment date; provided a nurse’s seniority
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iii.

iv.

vi.

vii.

Viil.

i%.

may be reduced for periods of unpaid leave, unless otherwise prohibited by
law. Seniority for the part-time nurses will be prorated according to the
percentage of his/her employment to full-time employment.

If two or more employees have the same seniority, the nurse who has the
shorter term of continuous employment with the School District shall be
laid off. If there are two or more nurses with the same seniority and the
same term of continuous employment with the School District, a part-time
nurse shall be laid off before a full-time nurse. If there are still two or more
nurses, which nurse shall be laid off will be determined by a lottery
conducted by the Superintendent of Schools.

Nurses who have been laid off from employment are responsible for
keeping the School District advised of their current address for the purpose
of potential recall from layoff.

Registered nurses will be eligible for recall for a period of twelve (12)
months from the effective date of layoff. Registered nurses who are licensed
by the Department of Education as School Nurses will be recalled first, in
inverse order of layoff; registered nurses who are not licensed by the
Department of Education as School Nurses will be recalled next in inverse
order of layoff.

Any nurse who is recalled from layoff under these terms shall retain his/her
seniority, less the period of the layoff.

The School District will notify a nurse of a recall opportunity by certified
letter (or other verifiable method of delivery) to the nurse’s last known
address. A nurse who has been offered an opportunity to be recalled from
layoff must advise the School District of his/her intention to accept recall
within twenty (20) days.

The determination of the necessity of layoffs, the number of nurses to be
laid off and the filling of vacancies, are essential elements of management
and, as such, are nongrievable and are not subject to the grievance or
arbitration process. Similarly, the recall from layoff of nurses is an essential
element of management and, as well, is nongrievable and is not subject to
the grievance or arbitration process.

These procedures shall apply only to nurses that have completed their
contractual probationary period. Nurses without such status shall not have
any layoff or recall rights.

6. Reserved for future use

7. Malpractice Insurance: The Committee agrees to reimburse each nurse the premium
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amount for the basic policy as recommended by the National Nurses” Association, but not
to exceed $100 per year.

3. Salary Schedule Placement

a. A school nurse who has earned a Bachelor’s degree from an accredited College or
University and is certified as a school nurse under the MA DESE will be placed on
the salary schedule and given full credit for their previous work as a school nurse
up to five (5) years. Nursing experience beyond the five (5) years may be credited
at the sole discretion of the Superintendent.

b. Reserved for future use.

C. Certified registered nurses placed on Appendix A may work up to ten (10) days in
addition to the teacher work year, the scheduling of said days to be approved by the
Health Director and building principal. A certified registered nurse that does work
additional days will be paid his/her per diem rate for all additional days worked.

9, | Reserved
10. Reserved
11. Reserved

12. Reserved

13. Reserved

ARTICLE XXII
AGENCY SERVICE FEE

The Committee and their agents, in accordance with the provisions of M.G.L. Chapter 150E, Section 12
shall require as a condition of employment for each teacher who is not a member of the Northampton
Association of School Employees/ MTA/NEA, the payment of an agency service fee, said payment to
be effective on or after the 30th day following the effective date of this Agreement or on or after the
30th day of initial employment, whichever is later.

The amount of the service fee shall be equal to the cost of collective bargaining and contract
administration as certified by the Northampton Association of School Employees/ MTA/ NEA.
Teachers may have access to payroll deductions for the purpose of paying the agency service fee. The
NASE/ MTA/ NEA shall be responsible for notifying the Business Office of the amount to be deducted
prior to the issuance of the first paycheck. No demand for payment of the agency service fee will be
made until the Association has completed an audit,

In the event that an employee fails or refuses to pay the agency service fee, the Association shall take
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appropriate legal action to collect the fee. Any judgment against such an employee by a forum of
competent jurisdiction as a result of such action shall include payment of the Association’s costs and
reasonable attorneys’ fees.

The Association shall indemnify the Committee and its agents against any and all claims, demands,
suits, damages, legal fees, or any other form of liability that may arise by reason of the Committee’s
compliance with the Agency Service Fee provisions of this Agreement, upon the following conditions:
(1) the Committee has complied fully and properly with these obligations under the Agency Service Fee
provisions of this Agreement; (2) the Association retains the right to select or assign counsel of its
choice in defending Committee in such matters provided that such counsel consults with and/or keeps
the Committee’s regular counsel informed of litigation proceedings; (3) the Committee cooperates with
counsel selected or assigned by the Association; and (4) the Association retains full control over the
conduct of the case. Failure to meet any of the foregoing conditions will relieve the Association of its
obligation under this indemnification clause. Any dispute over the Committee’s compliance with these
conditions is subject to arbitration under the provisions of Article IL

ARTICLE XXIII
LONGEVITY

For the July 1, 2016 to June 30, 2017 contract year there will be no change in how teacher longevity is
paid. Steps 15 and 20 will remain in the salary schedule.

Effective July 1, 2017, each member of the Teacher Chapter will receive an annual longevity payment
according to the below length of continuous service to the District. For the purpose of longevity,
continuous service is calculated from the date of hire in Unit A. The anniversary of a teacher’s date of
hire must occur prior to October [st of the year in which the longevity payment is made, and the
Jongevity payment will be paid in a lump sum prior to December 1%, The longevity payments will be
prorated for part time teachers. Steps 15 and 20 will be eliminated from the salary schedule and an
annual longevity payment will be made as follows:

After completing 15 years of continuous service: ~ $585
After completing 19 years of continuous service:  An additional $580 for a total of $1,165

Effective July 1, 2018, a new ten year longevity increment will be added, and longevity will be paid as
follows:

After completing 10 years of continuous service: ~ $425

After completing 15 years of continuous service:  An additional $585 for a total of $1,010
After completing 19 years of continuous service: ~ An additional $580 for a total of $1,590
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THIS AGREEMENT has been duly exceuted by the aumalziZed representatives of the Northampton
School Cominittee and the Northampton Association of School Emiployees:

SCHOOL COMMITTEE OF NORTHAMPTON

e T S—

'M&Yor_ CEa:irpersLon

By

NORTHAMPTON ASSOCIATION OF SCHOOL
- EMPLOYEES /MTA

) President

Signed the QE)"& day of C;Mﬂ s 2017

‘City of Northampton, Massachusetts
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APPENDIX A
SALARY SCHEDULE

TEACHERS AND CERTIFIED NURSES

School Year 2016-2017
Effective July 1, 2016
0% Increase

Column 1 2 3 4 5
MA +60
BA MA MA +30 CAGS DOC
Step
2 40,024 43,231 44,565 47,098 50,014
3 41,821 45,172 46,567 49,215 52,208
4 43,701 47,203 48,658 51,426 54,495
5 45,665 49,323 50,845 53,736 56,885
6 47,718 51,539 33,129 56,151 59,379
7 49,860 53,856 55,518 58,673 61,981
8 52,102 56,274 58,012 61,311 64,699
9 54,442 58,804 60,619 64,066 67,536
10 56,888 . 61,446 63,341 66,944 70,495
11 59,444 64,208 66,189 69,953 -~ 73,586
15 60,028 64,790 66,771 . 70,535 74,168
20 60,610 65,374 67,354 71,119 74,752

For certified nurses to be eligible above BA, they must have a master’s degree in a relevant nursing
discipline.

STIPENDS:

GUIDANCE* 414
HEAD TEACHER 1,907
SPED 902
TEAM LEADER 2,524
DEPT. CHAIR 2,235

*Stipend does not apply to any elementary guidance personnel hired after the execution of the 2004-2007 Agreement. The two
elementary guidance counselors hired prior to the execution of the 2004-2007 Agreement shall be red circled at $351.
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APPENDIX A continued

TEACHERS AND CERTIFIED NURSES

School Year 2017-2018
Effective July 1, 2017
1% Increase
Column 1 2 3 4 5
MA +60
BA MA MA +30 CAGS DOC
Step
2 40,424 43,663 45,011 47,569 50,514
3 42,239 45,624 47,033 49,707 52,730
4 44138 47,675 49,145 51,940 55,040
5 46,122 49,816 51,353 54,273 57,454
6 48,195 52,054 53,660 56,713 59,973
7 50,359 54,395 56,073 59,260 62,601
8 52,623 56,837 58,592 61,924 65,346
9 54,986 59,392 61,225 64,707 68,211
10 57,457 62,060 63,974 67,613 71,200
11 60,038 64,850 66,851 70,653 74,322

For certified nurses to be eligible above BA, they must have a master’s degree in a relevant nursing
discipline.

STIPENDS:

GUIDANCE* 418
HEAD TEACHER 1,926
SPED 911
TEAM LEADER 2,549
DEPT. CHAIR 2,257

*Stipend does not apply to any elementary guidance personnel hired after the execution of the 2004-2007 Agreement. The two
elementary guidance counselors hired prior to the execution of the 2004-2007 Agreement shall be red circled at $351.
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APPENDIX A continued

TEACHERS AND CERTIFIED NURSES

School Year 2018-2019

Effective July 1, 2018
1.25% Increase
Column 1 2 3 4 5
MA +60
BA MA MA +30 CAGS DOC
Step

2 40,930 44,209 45,573 48,164 51,146
3 42,767 46,194 47,621 50,328 53,389
4 44,690 48,271 49,759 52,590 55,728
5 46,698 50,439 51,995 54,952 58,172
6 48,798 52,705 54,331 57,421 60,722
7 50,988 55,074 56,774 60,000 63,383
8 53,281 57,547 59,325 62,698 66,163
9 55,674 60,134 61,991 65,515 69,064
10 58,175 62,836 64,774 68,459 72,090
11 60,789 65,661 67,687 71,536 75,251

For certified nurses to be eligible above BA, they must have a master’s degree in a relevant nursing
discipline.

STIPENDS:

GUIDANCE* 423
HEAD TEACHER 1,950
SPED 922
TEAM LEADER 2,581
DEPT. CHAIR 2,286

*Stipend does not apply to any elementary guidance persennel hired after the execution of the 2004-2007 Agreement. The two
elementary guidance counselors hired prior to the execution of the 2004-2007 Agreement shall be red circled at $351.
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APPENDIX A -1

SALARY SCHEDULE
REGISTERED NURSES
School Year 2016-2017 School Year 2017-2018 School Year 2018-2019
Effective July 1, 2016 Effective July 1, 2017 Effective July 1, 2018
Step 0% Increase 1.00% Increase 1.25% Increase

2 28,832 29,120 29,484
3 29,961 30,261 30,639
4 31,081 31,392 31,784
5 32,218 32,540 32,947
6 33,341 33,674 34,095
7 34,468 34,813 35,248
8 35,594 35,950 36,399
9 36,481 36,846 37,306
11l 37,729 38,106 38,583
11 38,754 39,142 39,631
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APPENDIX A —2

EXTRACURRICULAR ACTIVITIES STIPEND SCHEDULE

JFK Middle School

Band Director

Business Manager
Cheerleading Advisor
Chorus Director

Computer Club

Debate Club

Fundraising (aka Magazine) Coordinator
Geography Bee
Gay/Straight Alliance
Outing Club Advisor
Photography Club Advisor
Public Relations

School Paper Advisor
Science Club Advisor
Scrabble Club Advisor
Students of Color Association (SOCA) Advisor
Student Council Advisor
Talent Show Coordinator
Theater Workshop — 1
Theater Workshop — 2
Yearbook Advisor

Northampton High School

Advisor: Freshman Class (1%
Advisor: Freshman Class 2"
Advisor: Sophomore Class (1%
Adpvisor: Sophomore Class (2"

Advisor: Junior Class )
Advisor: Junior Class (2"
Advisor: Senior Class (1%
Advisor: Senior Class (2"

Advisor: Academic Team
Advisor: Anime Club
Advisor: Arts & Crafts Club
Advisor: Best Buddies
Advisor: Biking Club
Advisor: Board Game Club
Advisor: Ceramics Club
Advisor: Chess Club
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FY17 FY18
1437 1451
2874 2903
287 290
1150 1162
287 290
575 581
1006 1016
575 581
1006 1016
1006 1016
287 290
287 290
1006 1616
1006 1016
287 290
1006 1016
1006 1016
431 435
1006 1016
1006 1016
1437 1451
FY17 FY18
575 581
575 581
575 581
575 581
719 726
719 726
719 726
719 726
862 871
287 290
287 290
575 581
287 290
287 290
287 290
287 290

FY19

1469
2939
294
1177
294
- 588
1029
588
1029
1029
294
294
1029
1029
294
1029
1029
440
1029
1029
1469

588
588
588
588
735
735
735
735
882
294
294
588
294
294
294
294



Advisor: Debate Team

Advisor: Diversity (SOCA) Club
Advisor: Drama Club

Advisor: Environment Club
Adpvisor: Fencing Club

Advisor: Gamers Club

Advisor: Gay/Straight Alliance
Advisor: Homework Club
Advisor: Improv Troupe
Advisor: Interact Club

Advisor: International Women's Rights
Advisor: InvenTeam

Advisor: Key Club

Advisor: Math Club

Advisor: Model UN

Advisor: National Honor Society
Adpvisor: Nursing Club

Advisor: Outing Club

Advisor: Ping Pong Club
Advisor: Robotics Team
Adpvisor: School Newspaper
Advisor: Student Union
Advisor: Woodworking Club
Advisor: Yearbook

Advisor: Young Dems Club
ALP Coordinator

AP Coordinator

AP Treasurer

Band Director

Booster Day Coordinator
Business Manager School Accounts
Choral Director

Fall Drama Director

Musical Choral Director

Musical Choreographer

Musical Costume Coordinator
Musical Director

Musical Orchestra Director
Musical Pianist

Musical Producer

Musical Set Designer/Tech Director
PSAT Coordinator

Scholarship Coordinator

Services for Students with Disabilities (SSD) Coordinator

Talent Show Coordinator
Theater Manager
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862
1006
287
287
287
287
431
287
575
287
287
287
862
862
575
1028
287
1606
287
2299
1006
1006
287
1437
287
2500
2500
958
2874
287
4026
891
862
862
766
287
4790
615
958

2395

1437
575
1500
575
287
1677

871
1016
290
290
290
290
435
290
581
290
290
290
871
871
581
1038
290
1016
290
2322
1016
1016
290
1451
290
2525
2525
968
2903
290
4066
900
871
871
774
290
4838
621
968
2419
1451
581
1515
581
290
1694

882
1029
294
294
294
294
440
294
588
294
294
294
882
882
588
1051
294
1029
294
2351
1029
1029
294
1469
294
2557
2557
980
2939
294
4117
911
882
882
784
294
4898
629
980
2449
1469
588
1534
588
294
1715




Theater Producer

Theater Show Director (per production)

Theater Show Producer (per production}

Theater Student Production Mentors (per production)
Theater/Musical Specialists (per production/per specialist)
Thespian Director

Winter Drama Director

Newly Approved Clubs at JFK Middle
School or Northampton High School

Intramural Sports Activities

Advisor Hourly Rate

Pavments for Work on Committees

Educator Evaluation Committee $350
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1677
1000
1000
500
500
287
862

287

21.50

1694
1010
1010
505
505
290
871

290

21.72

1715
1023
1023
511
511
294
882

294

22.00



APPENDIX A -3

ATHLETICS STIPEND SCHEDULE

2016-2017 2017-2018 2018-2019
Level I
Step 1 4,018 4,058 4,109
Step 2 4,368 4,412 4,467
Step 3 4,748 4,795 4 855
Step 4 5,161 5,213 5,278
Step 5 5,610 5,666 5,737
Level IX
Step 1 3,209 3,241 3,282
Step 2 3,488 3,523 3,567
Step 3 3,791 - 3,829 3,877
Step 4 4,121 4,162 4214
Step 5 4,479 4,524 4,580
Level 111
Step 1 2,846 2,874 2,910
Step 2 3,093 3,124 3,163
Step 3 3,362 3,396 3,438
Step 4 3,654 3,691 3,737
Step 5 3,972 4,012 4,062
Level TV
Step 1 2,059 2,080 2,106
Step 2 2,238 2,260 2,289
Step 3 2,433 2,457 2,488
Step 4 2,645 2,671 2,705
Step 5 2,874 2,903 2,939
Level V
Step 1 1,850 1,869 1,892
Step 2 2,011 2,031 2,056
Step 3 2,186 2,208 2,235
Step 4 2,376 2,400 2,430
Step 5 2,581 2,607 2,639
Level VI
Step 1 617 623 631
Step 2 671 678 686
Step 3 729 736 745
Step 4 792 800 810
Step 5 861 870 880
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APPENDIX A — 3 continued

Placement on Level Salary Schedule:

Level T: Football
Level II: Basketball (B/G), Wrestling

Level III:  Baseball, Softball, Field Hockey, Soccer (B/G), Lacrosse (B/G), Swim (B/G), Diving (Co-
ed), Indoor Track (B/G), Spring Track

Level IV:  Cross Country {(B/G), Skiing (Co-ed), Ultimate Frisbee (B/G)
Level V: Golf (Co-ed), Tennis (B/G), Cheerleading, Faculty Manager (all 3 seasons)
Level VI:  Conditioning Club/ Weight Room attendant, Intramural (1/sport/season)

Additional Pavments:

Longevity:

10 Consecutive Years in the same coaching position: $100
15 Consecutive Years in the same coaching position: $200
20 Consecutive Years in the same coaching position: $300

Extended Season Compensation (all but Football):
If the regular season is extended into post-season play, the head coach of that varsity sport will receive a
post-season bonus of $150.

Placement on steps:
All subvarsity coaches (JV and Freshman) will be paid seventy percent (70%) of the head coach’s salary
schedule at the step determined by the Director of Athletics (rounded to the nearest dollar).

All assistant coaches will be paid forty percent (40%) of the head coach’s salary schedule at the step
determined by the Director of Athletics (rounded to the nearest dollar).

Step movement is not automatic from one year to the next. Determination is made by the Superintendent
through a recommendation from the Director of Athletics.

In-district Stipend:

A Coach who is also employed by the Northampton Public Schools as a regular staft member will be
entitled to an additional sum of $200.
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APPENDIX A — 4

COURSE APPROVAL FORM
NORTHAMPTON PUBLIC SCHOOLS

Step 1: Course Approval

Per Unit 4 Contract: Courses must have prior approval of the Superintendent. Requests for prior approval of
courses must be submitted by September 15 for the fall semester; January 1 for the spring semester; June 1 for the
sumimer session.

Name: Employee #:

Date of Request: . Total Cost of Course:

Course Title/Description:

Course Number: : Number of Crediis:

Institution: Semester:

Check one of the following three:
0 Certification/Licensure 3 Graduate 0 CAGS/Advanced Degree

Is this course part of a graduate program?:

[f yes, in what graduate program are you enrolled?:

Are you requesting reimbursement for this course?:

THIS REQUEST HAS BEEN:
Approved by Building Principal:
Signature Date
Superintendent:  Course Request: Approved Not Approved
Reimbursement: Approved Not Approved
Signature of Superintendent ‘ Date
The original form has been returned to the employee on from

Step 2: Reimbursement

Per Unit A Contract: Tuition will be reimbursed to a maximum of 50% of the University of Massachusetts tuition
rate and fee schedule at the time of the request. Such reimbursement will be limited to actual tuition and fees.
Reimbursement will be made upon receipt of official transcripts trom the college or university and proof of
expenditures. No staff member will be eligible for reimbursement of tuition for more than two courses per fiscal
year,

Submitted to Superintendent’s Office on to process your reimbursement request.
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APPENDIX A -3

PROGRAM APPROVAL FORM
NORTHAMPTON PUBLIC SCHOOLS

Step 1: Program Approval

Per Unit A Contract: Courses must be part of an approved program by the Superintendent. Requests for a
program must have prior approval from the Superintendent submitted by September 15 for the fall
semester; January 1 for the spring semester; June 1 for the summer session.

Name: Employee #:

Date of Request:

Program Description:

Institution:

Check one of the following three:
O Certification/Licensure O Graduate (3 CAGS/Advanced Degree

Principal: Please check one only, sign and date:
I Support I Do Not Support
Signature of Principal Date
Superintendent:
Program: I Approve I Do Not Approve
Signature of Superintendent Date
A copy of this form has been returned to the employee on from
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A.

APPENDIX A -6

DEFINITIONS OF TERMS USED IN EDUCATOR EVALUATION

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

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

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

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

~ Categories of Evidence: Multiple measures of student learning, growth, and achievement,

judgments based on observations and artifacts of professional practice, including unannounced
observations of practice; and additional evidence relevant to one or more Standards of Effective
Teaching Practice (603 CMR 35.03).

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

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

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

[. Developing Educator Plan shall mean a plan develbped by the Educator and the Evaluator
for one school year or less for an Educator without Professional Teacher Status (PTS); or,

at the discretion of an Evaluator, for an Educator with PTS in a new assignment.

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

3. 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.
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4. Improvement Plan shall mean a plan developed by the Evaluator of at least 25 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. The District will
compensate for any mandated activity, but not per diem for the Educator.

*DESE: 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™).

Fl

*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.

1. Primary Evaluator shall be the person who determines the Educator’s performance ratings
and evaluation. Whenever possible, the Primary Evaluator and the educator will mutually
agree upon the Supervising Evaluator.

2. 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. In the event the Educator requests to have the Supervising Evaluator assigned,
that request will be honored whenever reasonable.

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

4, 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.

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

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 carcgivers.

*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 Bducators, 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.

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

*Observation: A data gathering process that includes notes and judgments made during one or
more classroom or worksite visits(s) of at least 15 minutes by the Evaluator and may include
examination of artifacts of practice including student work. 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.

Parties: The parties to this agreement are the Northampton School Committee and the
Northampton Association of School Employees.
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*Performance Rating: Describes the Educator’s performance on each performance standard and
overall, There shall be four performance ratings:

I. 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.

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

3. 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.

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

*Performance Standards: Locally developed standards and indicators pursuant to M.G.L. ¢. 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. ¢. 71, §
41,

Rating of Educator Impact on Student Learning: A rating of high, on target, or low based on trends
and patterns on state assessments and district-determined measures.

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

2. Standard 2: Teaching All Students

3. Standard 3: Family and Community Engagement
4. Standard 4: Professional Culture
5. Attainment of Professional Practice Goal(s)

6. Attainment of Student Learning Goal(s)
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AA.

BB.

CC.

DD.

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

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

2. Indicators: Describes aspects of each standard, including those required in 603 CMR 35.03
3. Elements: Defines the individual components under each indicator
4. 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.

*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.

*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,

*Trends in student learning: At least two years, after the base year of 2012-2013, of data from the

district-determined measures and state assessments used in determining the Educator’s rating on
impact on student learning as high, moderate or low.
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