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Article

Pursuant to the provisions of Chapter 150E of the General Laws of Massachusetts, THIS CONTRACT IS MADE
this 5" day of May, 2015, by the SCHOOL COMMITTEE OF THE TOWN OF LUDLOW, MASSACHUSETTS
(hereinafter referred to as the Committee) and the LUDLOW EDUCATION ASSOCIATION (hereinafter referred to
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Unit A
PREAMBLE

Recognizing that our prime purpose is to provide education of the highest possible quality for the
children of Ludlow and that good morale within the teaching staff of the Ludlow Public Schools 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 Ludlow, has final
responsibility for establishing the education policies of the public schools of Ludlow, Massachusetts.

b.  The Superintendent of Schools of the Town of Ludlow (hereinafter referred to as the
Superintendent) has responsibility for carrying out the policies so established and under the
direction of the School Committee.

¢.  The teaching staff of the public schools of Ludlow, Massachusetts, has responsibility for providing in
the classrooms of the schools education of the highest possible quality and to cooperate with the
School Committee and Superintendent in carrying out the established policies.

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

e. The Committee and the Association, for itself and as the representative of Unit A employees, agree
that the right and responsibility to operate and manage the Ludlow Public Schools, the right to select
and direct the work of the employees, and the right to control the use of its properties, supplies,
services, and facilities are vested exclusively in the Committee. These rights include, without being
limited to, the right to maintain and operate the schools in such a manner as in the judgment of the
Committee will best serve the interests of the educational program to employ, assign, transfer, and
promote employees and to lay off, suspend, dismiss, or otherwise discipline employees in the
manner, if any, provided by law and this contract; to control experimental programs and to select and
determine the number of the employees; to introduce, operate, change, or eliminate new or
improved methods; and all other rights pertaining to the operation and management of the
educational affairs of the Ludlow Public Schools. Further, in all matters under this Agreement calling
for the exercise of judgment or discretion on the part of the Committee, the decision of the
Committee shall be final and binding if not made arbitrarily, capriciously or without rational basis in
fact. The failure by the Committee to exercise any of the rights as provided in this paragraph shall not
be construed as a waiver of these rights.

The Association and the employees agree that nothing contained in this Contract shall be construed
or deemed to constitute a waiver of or any restriction upon the inherent and the legal right of the
Committee to operate, manage, and supervise the Ludlow Public Schools or of the right of the
Committee to control, direct and make changes in the educational operation of the Ludlow School
System, provided, however, that none of these rights shall be exercised by the Committee contrary
to any provision of this Contract.

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



SCOPE

2. For the purpose of collective bargaining with respect to wages, hours, other conditions of employment,
the negotiation of collective bargaining agreements, and any questions arising thereunder, the
Committee recognizes the Association as the exclusive bargaining agent and representative for all
teachers, including pre-K teachers, counselors, librarians, special education personnel, special education
coordinator, advanced placement coordinator, curriculum and instructional leaders and coaches and
extracurricular personnel employed as teachers by the Ludlow School Committee, excluding
Superintendent, Assistant Superintendent, principals and all Unit B employees, and all substitute
teachers. Moreover, substitute teachers who become covered under the contract upon teaching ninety
(90) consecutive days in the same teaching assignment will not receive any retroactive additional
compensation for teaching the first eighty-nine (89) days as a result of being placed on the salary
schedule in the contract. Any past practice to the contrary is null and void.

COMPENSATION AND OTHER
CONDITIONS OF EMPLOYMENT

3. Subject to the provisions of this Contract and except as otherwise provided by Appendix A attached
hereto and made a part thereof, the wages, hours, and other conditions of employment applicable on
the effective date of this Contract shall continue to be so applicable.

APPENDIX A
Article |
GRIEVANCE PROCEDURE

The purpose of the procedure set forth hereinafter is to produce prompt and equitable solutions to those
problems which from time to time may arise and affect the conditions of employment of the employees
covered by this Contract. The Committee and the Association desire that such procedure shall always be as
informal and confidential as may be appropriate for the grievance involved at the procedural level involved;
and nothing in this Contract shall prevent any such employee from individually presenting any grievance of the
employee. A grievance is a claim based upon an event or condition which affects the employee or group of
employees regarding the interpretation, meaning, or application of any term of this Contract.

Action of grievance may be initiated by either of the two (2) parties. However, there shall be no solicitation of
grievances during working time.

If, in the judgment of the Association, a grievance affects a group or class of teachers, the Association may
submit such grievance in writing, over the signature of the President of the Association, to the Principal, if
school-based, or to the Superintendent if more than one (1) school is involved.

The Association may process a grievance through all levels of the grievance procedure even though the
aggrieved person(s) does not wish to do so.

EMERGENCY PROCEDURE: In the event any emergency should arise, in the opinion of both the Superintendent
and the Grievance Committee, Levels One through Four shall be eliminated and the Grievance Committee will
be granted either an agenda appointment at the next regularly scheduled School Committee meeting or an
emergency meeting with the School Committee. In the event the Superintendent and the Grievance
Committee cannot agree as to whether or not an emergency exists, the Town Counsel or his designee shall
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make the final determination within seven (7) calendar days from the date of disagreement.

LEVEL ONE: The aggrieved employee shall discuss the grievance with the Grievance Committee of the
Association.

LEVEL TWO: If not disposed of to the employee's satisfaction by such discussion, the grievance shall be
presented in writing by the employee and the said Grievance Committee to the appropriate intermediate
supervisor of the employee, with a copy of such grievance given to the Superintendent.

LEVEL THREE: If at the end of the ten (10) calendar days next following such presentation, the grievance shall
not have been disposed of to the employee's satisfaction, the grievance shall forthwith be presented in writing
by the employee and the said President or Chairman to the Superintendent, who may within fourteen (14)
calendar days thereafter meet with the employee and the said President or Chairman in an effort to settle the
grievance.

LEVEL FOUR: If at the end of the twenty-two (22) calendar days following such presentation in writing to the
Superintendent, the grievance shall not have been disposed of to the employee's satisfaction, the grievance
shall forthwith be presented in writing by the Association to the School Committee; and within ten (10)
calendar days thereafter the School Committee shall meet with the Grievance Committee, the said President,
and the employee in an effort to settle the grievance.

LEVEL FIVE: If at the end of the twenty-one (21) calendar days next following presentation of the grievance in
writing to the School Committee, the grievance shall not have been disposed of to the satisfaction of the
employee, and if the grievance shall involve the interpretation or application of any provision of this Contract,
the Association may, by giving written notice to the School Committee within the ten (10) calendar days next
following such period of twenty-one (21) calendar days, present the grievance for arbitration; in which event
the School Committee and the Association shall forthwith submit the grievance to the American Arbitration
Association for disposition in accordance with the applicable rules of the said American Arbitration
Association. The expenses of such arbitration shall be shared equally by the School Committee and the Ludlow
Education Association, and the award made shall be final and binding upon the School Committee, the
Association, and the aggrieved employee, however, only on disputes arising under the last sentence of Article
I, Section C, dealing with five (5) preparation periods, the decision of the arbitrator will be final and binding
unless the School Committee, within fourteen (14) calendar days after the decision has been received, makes a
written statement to the Association that it has rejected, by a majority vote figured on the basis of the full
School Committee, the decision of the arbitrator. Any arbitrator's decision dealing with five (5) preparation
periods will be limited to the school year in question.

If at the end of the twenty-one (21) calendar days next following the occurrence of any grievance, or the date
of first knowledge of its occurrence by any employee affected by it, the grievance shall not have been
presented at Level Two of the procedure set forth above, the grievance shall be deemed to have been waived:;
any grievance in course under such procedure shall also be deemed to have been waived if the action required
to present it to the next level in the procedure shall not have been taken within the time specified above.

If any employee covered by this Contract shall present any grievance without representation by the
Association, the disposition, if any, of the grievance shall be consistent with the provisions of this Contract, and
if the Association shall so desire, it shall be permitted to be heard at each level of the procedure under which
the grievance shall be considered. No grievance settlement or final disposition of any grievance shall be
binding upon the Committee or the Association in the event the said settlement or disposition in any manner
alters or violates this Contract or the intent thereof.



Article Il
TEACHING HOURS AND TEACHING LOAD

Section A. All teachers will be granted a duty-free lunch period of at least thirty (30) minutes.

Section B. Where scheduling permits, secondary teachers shall be given an unassigned period. During
this unassigned period, said teacher may be called upon at the discretion of the principal. The Family and
Consumer Science teacher at the high school will have one extra prep per week for grocery shopping.

Section C. All teachers will be given 5 prep periods per week. Prep periods will be a minimum of
forty-five (45) minutes. - On days shorter than a full day administration will develop procedures to ensure
equity over the course of the year.

Section D.

1. Inthose cases where substitutes are not available and a teacher serves as a substitute during their
preparation period, said teacher will be paid an additional thirty five dollars ($35.00) for each
period substituted. Such arrangements will be made by the principal of the school, who, except in
cases of emergency, will attempt to limit the teacher to one (1) period of substitution per day. It is
agreed that before the administration assigns a teacher to serve as a substitute, the reason for
assigning a teacher as a substitute for a period must be that a teacher has left during the day or a
substitute is not available. When a teacher is absent for a whole day and so notifies the
administration, every effort will be made to provide a substitute. In an inclusion class setting, when
either the general education or special education teacher is absent, a substitute will be prioritized,
unless the teacher who is present declines.

2. When a teacher agrees to teach one (1) extra period on a regular basis, he/she will be compensated
1/5 of his/her per diem pay and be released of any directed learning time.

Section E. The Committee will follow its past practices for all personnel covered by this Contract
regarding the establishment of the work day and work year during the life of this Contract. The work year will
be one hundred eighty-four (184) work days consisting of one hundred eighty (180) student days, one (1)
orientation day, and three (3) professional development days. The three (3) professional days will be
scheduled as follows: Effective the beginning of the 2013-2014 school year, the three (3) professional days will
be scheduled as follows: one (1) two days before the first student day of the school year, one (1) in November
(election day), and one (1) in March (town election day). The professional development day for Unit A
scheduled before the school year starts will be used in the following manner: a) one half day will be for
teachers to meet in order to discuss and organize DCAP’s. b) one half day to be used at the discretion of the
administration to support district goals and initiatives. This provision will remain in effect for the term of this
contract and be reevaluated at that time.

Section F. In addition to teaching duties, as otherwise outlined in this contract, teachers will be expected
to perform the following duties listed below and other duties in conformance with past practice which may not
have been listed below except as modified by Sections 3 and 4 of the Memorandum of Agreement dated June
10, 1997, between the parties resolving arbitration award AAA 11 39002314 95 ("Memorandum Attachment
1"} which sections are attached hereto.

1. Homeroom duty as assigned in accordance with past practice.
2. Supervision of detention shall be assigned to all staff members on a rotating basis.
3. Supervision of study halls in accordance with past practice.



9A.

9B.

10.

11.

12,
13.

14,
15,
16.

17.
18.
19,

20.

Prepare plan books, record books, seating plans, and report cards in accordance with
past practice.

Attend faculty meetings in accordance with past practice. With approval from the LEA
President/Co-Presidents, informal professional development may be facilitated at
faculty meetings on an as needed basis.

All Unit A staff grades 6-12 will provide extra help after school in accordance with past
practice.

Attend monthly department (grades 6-12) and grade level (grades pre-K-5) meetings.
Participate in open house activities in accordance with past practice.

Supervision of bus duty for elementary teachers shall be assigned to all staff members
on a rotating basis.

Supervision of bus duty for secondary teachers shall be in accordance with past
practice.

Lunch duty in accordance with past practice except that each elementary school will
be provided two (2) lunch monitors to supervise the students only in the lunchrooms
and only during the three (3) lunch periods including passing time between lunch
periods.

Elementary teachers will not be called upon to perform lunch duty except

in an emergency.

Elementary teachers will provide supervision of students in corridors as they transition
from class to class. Secondary teachers will provide a presence in corridors between
classes when possible.

Supervise class during fire drills in accordance with past practice.

Field trips are voluntary; however, once the teacher initiates a trip, the teacher is to
attend and be responsible for its supervision and organization. Additionally, if a trip is
to involve the majority of the students of a grade, subject area, or department, then all
teachers in that grade, subject area, or department are required to make the trip.
Recess supervision in accordance with past practice.

Special education evaluations will be conducted within the normal school day.

Serve as advisors and sponsors of existing student organizations and existing clubs on a
voluntary basis.

Chaperone dances and activities on a voluntary basis.

Supervise existing extracurricular assignments on a voluntary basis.

No LEA business will be conducted on school time except for the duty-free lunch
period.

Lunch duty at Ludlow High School will be assigned approximately once every six weeks,
one week of lunch duty followed by 5 weeks with an additional planning period each
day in lieu of a DLT. The principal will provide the schedule at the beginning of the year,
rotating it annually.

Assignments will be based on the 5th-period schedule, with four teachers covering three lunch

periods:
® Two teachers will cover the 1st and 2nd lunch.
e Two teachers will cover the 2nd and 3rd lunch.

Lunch duty will last 42 minutes and will not interfere with staff lunch. When not assigned lunch

duty, staff will have an additional planning period each day in place of a DLT.



Notwithstanding anything to the contrary contained in this Agreement, a teacher may volunteer to
perform certain non-teaching supervisory duties not already required to be performed as referred
to hereinabove or otherwise and be compensated at eighteen dollars (518.00) per duty.

Section G.
1. Parent/teacher conferences at elementary schools:

a. One (1) of the five (5) elementary afternoon parent/teacher conference sessions will be no
later than 8pm in the evening, in the fall, for three (3) hours. On this one (1) evening
parent/teacher conference, students will be released at 11:20 a.m. based on the present
regular elementary starting and ending time. The elementary teachers on this day will be
released at least three (3) hours before their regular ending time.

b. In the Fall the conferences will be scheduled on three (3) consecutive days, Wednesday 12:00
p.m.—3:00 p.m., Thursday 5:00 p.m.—8:00 p.m., and Friday 12:00 p.m.—3:00 p.m. In the Spring
the conferences will be scheduled on two (2) consecutive days, Thursday and Friday 12:00
p.m.-3:00 p.m. Elementary conferences may be virtual.

c. “Open House” for each elementary school will be scheduled in the evening before school
starts. Elementary principals’ will generate a schedule with staggered start and end times
(between 4:30 pm and 8:30 pm) to accommodate parents with children at multiple schools.

2. Parent/teacher conferences at high school:

a. The student instructional day immediately preceding the evening Open House normally
scheduled in September will be a full day. All faculty will be expected to attend Open House
between 6:30 p.m. and 9:00 p.m.

b. The student instructional day scheduled to occur on the day established for parent/teacher
conferences will be a half day. Following the distribution of first marking period grades,
Teachers will work a full day and participate in conferences with parents; high school, 11:45
a.m. to 1:55 p.m., Elementary, 12-3 p.m. Parent-teacher conferences will be by appointment
only and shall be scheduled by the school administration in consultation with the Teacher. High
School conferences may be virtual.

3. Parent/Teacher conferences at middle school: The student instructional day scheduled to occur on
the day established for parent/teacher conferences will be a half day. Teachers will work a full day
and participate in conferences with parents after students are dismissed, 12:15 p.m. — 2:30 p.m.
Middle school conferences may be virtual

Section H. During the administration of 1:1 assessments, substitutes will be provided.



Article I
CLASS SIZE

Section A. It is the intent of the Committee, and the Association agrees, that reduction in some class
sizes is desirable; and, to the extent possible and in view of the availability of staff and facilities, the Committee
will make such reductions. Although there are special situations in which certain classes need to be smaller
and others may be larger, the desired optimum goal for most classes is twenty-five (25).

Article IV
TEACHER ASSIGNMENTS

Section A. Teachers will be notified, except in an emergency situation, of their programs for the coming
school year, including the school to which they will be assigned, and the grades and/or subjects that they will
teach, as soon as practicable and under normal circumstances not later than July 1.

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

Section C. To the extent possible, commensurate with the best interest of the School System, changes in
grade and assignments in the elementary schools and in Major Area assignments in the secondary schools,
should be voluntary.

Section D. In arranging schedules for teachers who are assigned to more than one school, an effort will
be made to limit the amount of inter school travel. Such teachers will be notified of any changes in their
schedules as soon as it is possible to do so. Teachers employed and designated as required to travel between
schools shall be compensated for travel on the basis of $125.00 for each school year.

Section E. Teacher class assignments will be entered into the teacher’s electronic gradebook in a timely
and professional manner with the goal to insure communication.

Article V
TEACHER EVALUATION

Section A. The purposes of evaluation are: 1. To provide information for improving performance, and 2.
To provide a record of facts and assessments for all personnel decisions. The instrument to be used in
evaluation shall be PERFORMANCE STANDARDS AND EVALUATION PROCEDURES as agreed upon by the parties
and incorporated into this agreement as Exhibit A.

Section B. All monitoring or observation of the work performance of a teacher will be conducted openly
and with full knowledge of the teacher. Teachers will be given a copy of any evaluation report prepared by
their superiors and acknowledge that they have seen it and will have the right to discuss and sign each report
with their superiors.

Section C.

1. Only one (1) official personnel file will be kept on each teacher. It will be housed in the
office of the Superintendent of Schools.

2. Teachers will have the right, upon request, to review and make copies of the contents

of their personnel file in the presence of a representative of the School Committee, if



the School Committee so desires. A teacher will be entitled to have a representative
of the Association accompany him during such review.

3. No material derogatory to a teacher's conduct, service, character, or personality will be
placed in his personnel file unless the teacher has had the opportunity to review the
material. The teacher will acknowledge in writing that he has had the opportunity to
review such material by affixing his signature to the copy to be filed with the contents
thereof. The teacher will also have the right to submit a written answer to such
material, and his answer shall be reviewed by the Superintendent and attached to the
file copy.

Section D. Any complaints placed in the file regarding a teacher made by a parent, a student, an
administrator, the School Committee, or other person will be promptly called to the attention of the teacher,
and the complainant will be identified. Before any action is taken, said complaints must be submitted in
writing by the complainant. No complaint, however, will be based on second party information.

Section E. The Association recognizes the authority and the responsibility of the principal for disciplining
or reprimanding a teacher for delinquency of professional performance. However, should such action become
necessary, it will be done in private. If a teacher is requested to meet with any member of the administration
at or above the level of the principal, or with the School Committee, where disciplinary action is contemplated,
the teacher will be entitled to have a representative of the Association present.

Article VI
TRANSFER

Section A. When a transfer in the number of teachers in a school is necessary, qualified volunteers will
be considered first.

Section B. When involuntary transfers are necessary, a teacher's major and/or minor field of study,
academic preparation, ability, qualifications, assessment history, and length of service in the Ludlow School
System will be considered in determining which teacher is to be transferred. When all these factors are
relatively equal, the most senior teacher(s) will be transferred last. Teachers being involuntarily transferred
will be transferred only to a position in their area of competence.

Section C. Notice of transfer will be given to teachers not later than August 20.

Article VII
VACANCIES AND PROMOTIONS
Section A.
1. Whenever any vacancy occurs in a position, it will be adequately publicized by the

Superintendent by means of a notice placed on the school bulletin board in every
school for at least five (5) calendar days. Notice of vacancies in specialized positions
identified as administrators, curriculum and instructional leaders or department heads
shall be posted in the above manner for at least thirty (30) calendar days and shall
clearly set forth the specifications, qualifications, and compensation of the position.
The qualifications set forth for a particular position will not be changed arbitrarily,
capriciously, or without basis in fact when vacancies occur. With the exception of
specialized positions as noted above, no vacancy will be filled except in an emergency
10



within five (5) days from the date the notice is posted in each school building.

2. Persons in an acting capacity will receive the full salary and power of the position
which they are filling.

Section B. If during the term of this Agreement a new position is established within the bargaining unit
covered by this Agreement, the Committee will promptly give the Association written notice of the proposed
salary for such position. If the Association objects to the proposed salary, it will, within ten (10) days after
receiving such notice, inform the Committee of its desire to negotiate the proposed salary.

Section C.

1. All qualified teachers will be given adequate opportunity to make an application for
such positions as indicated in Sections A and B above, and the Committee agrees to
give due weight to the professional background and attainments of all applicants and
other factors which may be relevant. When all other factors are substantially equal,
preference in filling such vacancies will be given to qualified teachers already
employed by the Committee, provided that service during the remainder of the school
year under Section C.2, hereafter, will not be considered by the Committee in making
its determination under this section.

2. When a vacancy occurs, or a new position is established, as provided in Sections A and
B above, at any time during the school year, the position may be filled by the
Committee for the remainder of the school year and, in such event only, the
requirements and provision of Section C.1, above, shall not apply.

Section D. During vacation periods, vacancies will be posted on a bulletin board at the Central Office and
a notice sent to the President of the Association. With the exception of specialized positions as noted above,
no vacancy will be filled except in an emergency within five (5) days from the date the notice is posted.

Article VI
POSITIONS IN SUMMER SCHOOL
AND UNDER PUBLIC AND PRIVATE GRANTS

Section A. The School Committee of Ludlow will determine, in its sole discretion, whether or not a
summer school program and/or a public or private grant will be operated or discontinued at any time.

Section B. All openings for summer school positions and positions under public and private grants will be
adequately publicized by the Superintendent in each school building as early as possible, and teachers who
have applied for such positions will be notified of the action taken regarding their applications as early as
possible.

Section C. When all considerations are equal, preference for filling positions in the summer school and
positions under public and private grants will be given to regularly appointed teachers in the school system
who may apply.

Section D. In filling such positions, consideration will be given to a teacher's area of competence, major
and/or minor field of study, quality of teaching performance, attendance record, and length of service in the
school system and in regard to summer school positions, previous summer school teaching experience.
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Article IX
LEAVES OF ABSENCE WITHOUT LOSS OF PAY

Section A. Each teacher shall be allowed fifteen (15) days of medical leave for disability with full pay in
each school year in which the teacher is serving in the Ludlow Public Schools as of the first official day of said
year. Unused leave of absence for disability shall be accumulated from year to year up to two hundred forty
(240) days. A teacher new to the school system shall be considered an employee on the first day he or she
reports.

1. While on medical leave, the individual's pay accrual toward further medical leave
eligibility shall not exceed fifteen (15) days. Progression toward professional teacher
status shall not be interrupted.

2, Medical leave shall be expended at the rate of one (1) day for each school day of
absence or portion thereof. Absence for medical tests will be deducted from medical
leave.

3, Employees whose services are terminated for any reason, except death or retirement,

shall not be compensated for unused eligibility for medical leave.

4, Each teacher, upon request, shall receive yearly notice of his/her accrued medical
leave.
5. The administration may require a teacher to provide a documented medical excuse

after the teacher has used five (5) consecutive days of sick leave, exhibits a pattern of
sick leave usage, and/or administration has evidence of sick leave abuse. The
Committee may require a second opinion by a physician of the Committee's choice.
The School Committee will pay for the second opinion. The Committee and the
member will share the cost if a third physician is needed.

6. A teacher, upon retirement or upon death, shall be compensated for unused medical
leave of absence for disability accumulated under the provisions of this Agreement.
Such compensation shall be paid to the teacher or the teacher's estate at a per-diem
rate of thirty dollars ($30.00) per day up to a maximum of two hundred forty (240)
days. Employees can bank sick days beyond 240, up to a maximum of 368. Only 240
days are eligible for payout. A teacher must give written notification to the
Superintendent by January 15" of the school year in which they intend to retire in
order to receive said compensation on the retirement date. Failure to meet this
deadline will result in the retiree having to wait until the following fiscal year to receive
said compensation. This requirement can be waived in extraordinary circumstances at
the discretion of the Superintendent.

7. In the event of anticipated long-term disability, such as an operation or delivery of a
child, the teacher will, except in an emergency, notify the Committee and the

Superintendent thirty (30) days prior to his/her expected date of departure.

12



8. A teacher may utilize their available sick time for the care of a sick member of their
household. Said use shall be subject to the same regulations, procedures, and
limitations as if it was utilized for that teacher’s personal care.

9. A teacher has the option of taking sick time in % day increments. A % day shall be
calculated as three (3) hours.

Section B. Each teacher shall be allowed a maximum of one (1) day for emergency reasons and one (1)
day for legal or business reasons, and three (3) personal days.

1 For the purpose of this Contract, "emergency” may be interpreted to include such
cases as home emergencies, quarantine by order of the Health Department, and
serious illness of a member of the employee's immediate family or permanent
household requiring the personal care of that member by the employee. In the case
of a parent or guardian, leave for illness of a child may be granted if the child is a
member of the immediate household. For emergency leave, a statement of
circumstances shall be submitted by the employee, endorsed by the principal or other
supervisory officer and forwarded to the Central Office for approval by the
Superintendent.

2. Each teacher may, upon written request and with the advance approval of the
Superintendent or their his designee, except in case of emergency in which event the
approval of the Superintendent or his designee may be given orally, be granted one (1)
day leave of absence with pay each school year for legal or business matters.
Acceptable reasons which must be important and stated in writing for such days are
such as, but not limited to the following: (1) court appearances, (2) house and
property closings, (3) a complete house or apartment move.

3. Each teacher shall be allowed the aforementioned personal days in each school year but not
during the last two (2) weeks of school or the workday before or after a vacation period or holiday,
and it may not be accumulated. It is understood that in the aforementioned circumstances, there
may be certain occasions when, with the approval of the Superintendent, a teacher may take his
personal day during the last two weeks of school or the workday before or after a vacation period
or holiday.

4, Teachers who are present at work for one hundred (100) consecutive days, exclusive of approved
professional days, jury duty, approved Association business, and bereavement days for immediate
family as provided for in Article IX, Section C, will be granted one (1) 100" day. The consecutive
days may overlap two (2) school years. The 100" day may be used at any time and be carried over
to the following school year. The 100" day must be used within 365 days of earning

5. A teacher has the option to take personal or legal/business days in % day increments. A % day shall
be calculated as three (3) hours.

Section C. In case of death in the immediate family (parent, sibling, child, spouse, grandchildren,
domestic partner, parent-in-law, or other relatives with whom the teacher may then be living or for whom the
teacher is legally or medically responsible), a teacher shall be allowed not more than ten (10) days with full
pay, and for other relatives (grandparents, siblings of parents, first cousins, children of siblings), the teacher

13



shall be allowed two (2) days with full pay. These regulations shall apply equally to relation whether by blood
or by marriage, but no allowance with pay shall be granted for days previous to that on which the death
occurs. In the case of death of a spouse, domestic partner, or child, a teacher may, in addition to the ten (10)
days above provided, request and use up to a maximum of three (3) additional days to be charged to sick,
emergency and/or legal or business days to which the teacher may then be entitled. Such a request must be
made to the Superintendent as soon as possible under the circumstances so that the proper arrangements can
be made in the best interest of the Ludlow School System. To attend the funeral of a close friend, student, or
co-worker, or other non-relative, a teacher shall be allowed one (1) day with full pay.

In addition, the employer shall provide up to five (5) paid days of leave, independent of other paid leave for
the purposes of bereavement in the event of a miscarriage.

Section D. A teacher shall be granted a leave of absence without loss of pay for one (1) day to attend
commencement ceremonies should such fall on a school day, at which he or any member of his immediate
family will be awarded a degree, or a diploma which represents the completion of at least two (2) years of post
high school study. For the purpose of this section, immediate family is defined as father, mother, husband,
wife, son, daughter, brother, sister, son-in-law, or daughter-in-law. Request for this leave shall be by written
notification to the Superintendent two (2) weeks in advance of the effective leave date. (When travel time is
needed, the School Committee may grant additional leave without pay.)

Section E. Notwithstanding the eligibility of personnel to access emergency, legal or business, or
personal leave as further described in Section B. 1.-4., personnel who do not use those days not to exceed six
in total per year shall, upon retirement or upon death, be compensated for said unused emergency,
business/legal and/or personal leave according to the compensation terms described in Section A.6., including
but not limited to the maximum of two hundred forty (240) days.

Article X
TEMPORARY LEAVES OF ABSENCE
WITHOUT LOSS OF PAY

Section A. A teacher may be granted up to five (5) days for the purpose of visiting other schools or
attending meetings or conferences of an educational nature upon written request and subsequent approval of
the employee's principal and Superintendent. Reimbursement for the necessary expenses relating to
conference attendance shall be subject to prior School Committee approval.

Section B. A teacher may be granted, upon written request to the Committee at least four (4) weeks in
advance and with the approval of the Committee, early leave from his school duties for the purpose of
attending Government Sponsored Educational Institutes for professional improvement, provided that the total
number of days will not exceed ten (10) days. In case of a late appointment, the four (4) weeks' advance
notice may be waived.

Section C. The Committee shall grant a teacher a leave of absence for required reserve military training
not to exceed twenty (20) school days in any calendar year which cannot be performed at times other than
school days. The Committee shall provide the difference between the teacher's military pay and the teacher's
salary. The total pay received for this period shall not exceed his regular teacher salary for this same period.
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Section D. Any teacher covered by this Agreement who is called to serve on jury duty will continue to
receive his salary while serving on said duty and also will agree to give the Committee the compensation
received, exclusive of travel and meals, for said jury duty.

Section E. Time necessary for Association representatives to attend Massachusetts Teachers Association
and/or National Education Association conferences and conventions shall be granted, provided, however, that
the total amount of time taken by all such representatives will not exceed thirty (30) days per school year.

Section F: The Committee will grant fifteen (15) consecutive workdays of paid parental leave, without any
deduction from accumulated sick leave, for birth, adoption, child rearing, or court placement; provided that
there was a timely request for said leave as and the paid leave is started within twelve (12) weeks immediately
following the birth or arrival of the adopted child.

No more than one such paid leave may be received within a school year. The time shall not be increased as a
result of multiple births or adoptions. If both parents work for Ludlow Public Schools, the parents are entitled
to access the full leave benefits provided under this section. Paid parental leave days also may be granted at
the Superintendent’s discretion.

Article XI
EXTENDED LEAVES OF ABSENCE WITHOUT PAY

Section A. The Committee agrees that up to three (3) professional teacher status teachers designated by
the Association will, upon request, be granted a leave of absence for up to two (2) years without pay for the
purpose of engaging in Association (local, state, or national) activities. Upon return from such leave, the
teacher will be placed on the salary schedule at the level commensurate with the teacher's actual teaching
experience.

Section B. A leave of absence without pay of up to two (2) years will be granted to any teacher who joins
the Peace Corps or serves as an exchange teacher, and is a full-time participant in either of such programs.
Upon return from such leave, a teacher will be considered as if he were actively employed by the Committee
during the leave and will be placed on the salary schedule at the level the teacher would have achieved if the
teacher had not been absent. There shall be no accrual of time towards professional teacher status during the
leave.

Section C. Military leave will be granted to any teacher who is inducted or enlists in any branch of the
Armed Forces of the United States. Upon return from such leave, a teacher will be placed on the salary
schedule at the level which the teacher would have achieved had the teacher remained actively employed in
the system during the period of his absence up to a maximum of four (4) years.

Section D. All requests for extensions or renewals of leave will be applied for in writing. A teacher's
entitlement to his/her prior position or a substantially equivalent position upon return from such extension or

renewal will be arranged on an individual basis by vote of the Committee.

Section E. Any teacher on leave of absence who does not return to work upon termination of said leave
as specified in this article shall be considered as having resigned from his/her position.
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Section F. For every day a teacher is out on an unpaid leave of absence, that day and every subsequent
day will be subtracted from the said teacher's seniority date. The day or days subtracted from the seniority
date will be deducted as they occur.

Section G. Time off of up to not more than five (5) consecutive work days without pay may be granted at
the discretion of the Superintendent except that said time off shall not be for the purposes of vacation or any
extension thereof. The decision of the Superintendent shall not be grievable or arbitrable.

Article XII
SABBATICAL LEAVES

Desiring to reward professional performance and encourage independent research and achievement, the
Committee hereby adopts the following policy of Sabbatical Leaves for Teachers to be granted upon
recommendation by the Superintendent for approved scholarly programs whether or not carried on in an
academic institution and subject to the conditions listed below.

Section A. No more than one (1) percent of the teaching staff shall be absent on sabbatical leave at any
one time.

Section B. Requests for sabbatical leave must be received by the Superintendent in writing in such form
as may be required by the Superintendent no later than March 15, and action must be taken on all such
requests no later than May 1, of the school year preceding the school year for which the sabbatical leave is
requested.

Section C. The teacher has completed at least seven (7) years of consecutive service in the Ludlow School
System.

Section D. Teachers on sabbatical leave will be paid at two-thirds (2/3) of their annual salary rate, in
accordance with General Laws relating to Education - Commonwealth of Massachusetts.

Section E. The teacher will agree to return to employment in the Ludlow School System for one (1) full
school year in the event of a semester's leave or two (2) full school years in the event of a full school year's
leave. In the event that a teacher does not return for the period stated herein, the teacher will be required to
reimburse the Committee for all monies advanced for such sabbatical leave, except in cases of death,
incapacitating illness, or other circumstances recognized by the Committee.

Article XIlI
CHILDREARING AND FAMILY LEAVES
OF ABSENCE WITHOUT PAY
Section A.
1. A teacher will be granted leave for the purpose of rearing said teacher's newborn child
under conditions hereinafter specified.
2. In the manner and to the extent provided in this article, an employee who has been

employed for at least three (3) consecutive months as a full-time employee and who
shall give at least two (2) weeks' notice to the Committee of anticipated date of
departure and intention to return shall be granted a leave of absence without pay and
without accrual of time toward professional teacher status and eligibility for medical
leave.

The said child rearing leave shall be for a period not exceeding twelve (12) months
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from the date of termination of disability as a result of pregnancy and, upon expiration
of said child rearing leave, said employee shall be restored to the previous, or a similar,
position with the same status, pay, length of service credit and seniority, wherever
applicable, as of the date of leave.

The Committee shall not be required to restore an employee on child rearing leave to
the previous or a similar position if other employees of equal length of service credit
and status in the same or similar position have been laid off due to economic
conditions or other changes in operating conditions affecting employment during the
period of such child rearing leave; provided, however, that such employee on child
rearing leave shall retain any preferential consideration for another position to which
the employee may be entitled as of the date of leave. Such child rearing leave shall
not affect the employee's right to receive vacation time, medical leave, bonuses,
advancement, seniority, length of service credit, benefits, plans or programs for which
the employee was eligible on the date of leave, and any other advantages or rights of
employment incident to the employee's employment position; provided, however,
that such child rearing leave shall not be included, when applicable, in the
computation of such benefits, rights, and advantages; and provided, further, that the
Committee need not provide for the cost of any benefits, plans, or programs during
the period of childrearing leave unless the Committee so provides for all employees on
leave of absence.

Teachers whose notice of intention to return, as required by Section A.2, above,
involves a return to their duties during the course of a school year which in the
judgment of the Committee would constitute inconveniences or disruption to pupils
and the school administration, may be required by the Committee to postpone their
return until the beginning of the following year. Teachers increase their chances of
returning during the school year by notifying the School Committee of their intent to
return on or before July 1 preceding the school year in which they intend to return.

In the event a teacher who has given the required notice of intention to return wishes
to extend the period of child rearing leave beyond the date of return specified in said
notice, the teacher shall submit a letter of request to the Committee within a
reasonable time prior to the original date of return. Due consideration of this request
shall be given by the

Committee.

Section B.

Family leave of up to thirty (30) calendar days will be granted to any teacher upon
presentation of a physician's license to the Superintendent of Schools proving that
such leave is necessary to insure the health and welfare of the employee's family.

Said family leave of absence will be without pay and without accrual of time toward
professional teacher status and eligibility for medical leave. Upon expiration of said
leave, said employee shall be restored to the previous, or a similar, position with the
same status, pay, length of service credit and seniority, wherever applicable, as of the
date of leave.

The Committee shall not be required to restore an employee on leave to the previous
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or a similar position if other employees of equal length of service credit and status in
the same or similar position have been laid off due to economic conditions or other
changes in operating conditions affecting employment during the period of such leave;
provided, however, that such employee on leave shall retain any preferential
consideration for another position to which the employee may be entitled as of the
date of leave. Such leave shall not affect the employee's right to receive vacation time,
medical leave, bonuses, advancement, seniority, length of service credit, benefits,
plans, or programs for which the employee was eligible at the date of leave, and any
other advantages or rights of employment incident to the employment position;
provided, however, that such leave shall not be included, when applicable, in the
computation of such benefits, rights, and advantages; and provided, further, that the
Committee need not provide for the cost of any benefits, plans, or programs during
the period of family leave unless the Committee so provides for all employees on leave
of absence.

Section C. Pursuant to the Family and Medical Leave Act of 1993 ("FMLA"), eligible employees will be
provided with up to twelve (12) weeks of unpaid leave for their own serious iliness, the birth or adoption of a
child, or the care of a seriously ill child, spouse, or parent.

1.  Eligible employees are defined as having been employed:
a. for at least twelve (12) months, and

b. for at least 1250 hours over the previous twelve (12) months, 29 U.S.C. S 825.110 provides that
full-time teachers of an elementary or secondary school system are deemed to meet the 1,250
hour test.

2. Employees are entitled to twelve (12) weeks leave during any twelve (12) month period for the following
reasons:

a. The birth of an employee's child or the care thereof or because of placement of a child with the
employee for adoption or foster care; an employee's entitlement to leave for this reason expires
twelve (12) months after the birth or placement of the child.

b. Caring for the employee's spouse, son, daughter, or parent who has a serious health condition; a
"serious" health condition is one that requires inpatient care or "continuing treatment by a health
care provider."

c. The employee suffers a serious health condition that makes him/her unable to perform the
functions of his/her job.
3. a All requests for leaves must be submitted in writing at least, when possible, thirty (30) days in
advance to the Superintendent.
b. All requests must be dated and state the reason and anticipated length of the leave.
c. All requests under 2.b. or c. must be supported with LICENSURE, by the health care provider of the

person with the serious health condition, within fifteen (15) days of the request unless under
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particular circumstances it is not possible to do so, in which case it should be provided as soon as
possible. Licensure should include the date on which the serious health condition began, the
probable duration of the condition, appropriate medical facts regarding the condition, a statement
that the employee is needed to care for the family member and an estimate of the amount of time
needed for such care (if the leave is to care for a family member) or that the employee is unable to
perform his/her functions (if for his/her own health condition).

An employee will be required to submit RE-LICENSURE every thirty (30) days if the leave is
extended from the original date, the circumstances of the serious health condition change, or the
Superintendent receives information that casts doubt upon the continuing validity of the latest
licensure. If the employee becomes aware that an extension of the leave will be needed, advance
notification will be appreciated to allow for staff scheduling and minimal interruption. This
information must be communicated directly to the Superintendent by the employee on leave.

The Superintendent reserves the right to require a second opinion by a doctor designated or
approved by the Superintendent and at the expense of the Superintendent. In the event of
conflicting opinions, the Superintendent may require, at the expense of the Superintendent, a
third opinion by a doctor approved jointly by the Superintendent and the employee which will be
final and binding.

An employee returning from leave will be reinstated to the position he/she was employed in prior
to the leave or to an equivalent position in pay, benefits, and other terms and conditions of
employment. An employee on leave must contact the Superintendent at least five (5) days prior to
his/her scheduled return date to verify his/her return.

The Committee will continue contributions to health benefits, if any, in the usual and customary
manner during the leave.

The Committee reserves the right to recover premiums paid for employees who fail to return from
leave, except if the reason is the continuation, recurrence, or onset of a serious health condition
entitling the employee to leave under 2.b. or c. or something else beyond the employee's control.
If the employee fails to return from leave because of a claimed continuation, re-occurrence, or
onset of a serious health condition entitling the employee to leave under 2.b. or c. he/she must
furnish certification from the health care provider to support the claim. If the employee fails to
furnish the certification within thirty (30) days the Committee will seek to recover any premiums
paid.

If at the end of the twelve (12) week period, the employee requests and is granted an extension of
the leave, he/she will become responsible for the payment of the full insurance premium under
COBRA guidelines. The insurance premiums will be reinstated in the usual and customary manner
once the employee returns to work from the leave.

Earned time will not continue to accrue during a leave hereunder, however, these benefits will
immediately begin to accrue following the employee's return to work. An employee on leave will
maintain, but will not accrue, his/her seniority during the leave. Seniority will continue to accrue
immediately following his/her return to work.

Paid time used for any portion of the leave will be in substitution of, and not in addition to, the
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twelve (12) week period.

A leave taken hereunder does not supersede Massachusetts General Laws regarding leaves. Any
employee eligible for leave under this section will be entitled to any other greater family or
medical leave rights and benefits provided for in any provision of this Agreement.
4.  The following shall apply to "instructional employees" as defined by the FMLA and the regulations
promulgated thereunder:

a. (1)

(2)

b. (1)

(2)

If an eligible instructional employee requests intermittent leave or leave on a reduced
leave schedule to care for a family member, or for the employee's own serious health
condition, which is foreseeable based on planned medical treatment, and the employee
would be on leave for more than twenty (20) percent of the total number of working
days over the period the leave would extend, the Committee may require the employee
to choose either to:

(i) Take leave for a period or periods of a particular duration, not greater than the
duration of the planned treatment; or

(ii) Transfer temporarily to an available alternative position for which the employee
is qualified, which has equivalent pay and benefits and which better
accommodates recurring periods of leave than does the employee's regular
position.

If an instructional employee does not give the required notice of foreseeable FMLA leave
to be taken intermittently or on a reduced leave schedule, the Committee may require
the employee to take leave of a particular duration, or to transfer temporarily to an
alternative position. Alternatively, the Committee may require the employee to delay
the taking of leave until the notice provision is met.

If an instructional employee begins leave more than five (5) weeks before the end of an

academic term, the Committee may require the employee to continue taking leave until
the end of the academic term if --

(i) The leave will last at least three (3) weeks, and

(ii) The employee would return to work during the three-week period before the
end of the academic term.

If the employee begins leave for a purpose other than the employee's own serious
health condition during the five week period before the end of an academic term, the
Committee may require the employee to continue taking leave until the end of the
academic term if --

(i The leave will last more than two (2) weeks, and

(i) The employee would return to work during the two-week period before the end
of the academic term.
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(3) If the employee begins leave for a purpose other than the employee's own serious
health condition during the three-week period before the end of an academic term, and
the leave will last more than five (5) working days, the Committee may require the
employee to continue taking leave until the end of the academic term.

(4) The words "academic term" mean the school semester, which typically ends near the
end of the calendar year and the end of spring each school year.

Section D. Non-compliance with the provisions of this article may cause the expiration of leave and the
termination of the individual as an employee

Article XIV
PROFESSIONAL BEHAVIOR
The Committee and the Association recognize that the abuses of medical leave or other leaves, chronic
tardiness or absence, willful deficiencies in professional performance, and other violations of discipline by a
teacher reflect adversely upon the teaching profession and create undesirable conditions in the school
building.

They further recognize the Code of Ethics of the Education Profession as defining acceptable criteria of
professional behavior. Breaches of discipline in the Code of Ethics shall be promptly reported to the offending
teacher and the Association for appropriate action. The Association will use its best efforts to correct breaches
of professional behavior by any teacher and, in appropriate cases, may institute proceedings against the
offending teacher under the Code of Ethics.

Teachers will be required to report to their respective schools at the following times: Elementary Schools
- 8:30 a.m.; Middle Schools - 8:05 a.m.; Senior High Schools - 7:20 a.m. All elementary classes will begin at 8:50
a.m.

The Superintendent and School Committee may make changes to these reports and start times provided
that school start times are no earlier or later than 30 minutes of stated times in this section. The LEA will be
notified of any changes to the school start time prior to the committee’s vote in the winter/spring. The school
day will not be extended. Elementary staff must report to their building 20 minutes prior to student instruction
time. Middle and high school staff must report to their building 5 minutes prior to student instruction time.

No teacher with professional teacher status will be disciplined, reprimanded, reduced in rank or
compensation, suspended, or dismissed without just cause, provided, however, that the Superintendent may,
for good cause, require the immediate suspension of any employee pursuant to M.G.L., ¢.71, sec. 42 D. in
cases of suspension or dismissal, the arbitrator shall consider the best interest of the pupils in the district and
the need for elevation of performance standards.

Article XV
CONSULTATION PROCEDURE

Section A. The Committee and the Association desire to encourage the active participation of the
teachers in the development and implementation of the best possible educational programs for the school
children of Ludlow, including state and federal programs.

The Association may make recommendations to the Committee through the administration and
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Superintendent in regard to such programs.

Section B. It is clearly understood and agreed that the consultation procedure described herein shall not
be construed to require any party to this Contract to consent to any change, modification, or reopening of this
Contract.

Article XVI
CONDITIONS OF INSTRUCTION AND
CURRICULUM COMMITTEES

Section A. The Committee and Association agree that a teacher's primary function is to teach; therefore,

1. Except in situations as determined by the principal or their his desighee or to provide
approved special instruction, pupils shall not be taken from class.

2. A teacher's marks shall not be changed arbitrarily or without valid reason. Prior to
making any change, the administrator shall consult with the teacher concerned.

3. An elementary school teacher shall not normally be required to prepare each
evaluation of a pupil more than once, unless the evaluation is unsatisfactory to the
principal.

4, Teachers shall be relieved of all daily maintenance of registers.

Section B. System wide curriculum development and revisions which would be considered above the
normal scope of curriculum study may be undertaken by curriculum committees. The curriculum committee
will be organized by the Director of Curriculum and Instruction.

1. The curriculum committee will include a chair and additional committee members.

2. The Director of Curriculum and Instruction, with each curriculum committee, will determine its
need for release time from instructional duties, for which a substitute will be provided.

3. Each curriculum committee may dedicate its time to the curriculum during the early release days.

4, Each curriculum committee will be chaired by a teacher if possible.

5z The members of each curriculum committee will be compensated at $35.00 per hour for time

spent together outside of the regular work day. The chair will be compensated at $40.00 per hour
for time spent together outside of the regular work day. Work performed during release time
from instructional duties referred to in paragraph 2 and/or early release days in paragraph 3 shall
not be compensated.

6. Each curriculum committee chair will verify clock hours earned for PDP credits and compensation.

Establishment of a Joint Committee on Educator Evaluation
Starting in SY25, the parties agree to create a Joint Committee on Educator Evaluation consisting of
bargaining unit members chosen by the Union President and administrators chosen by the Superintendent.
The purpose of the committee is to collaboratively identify and resolve technical issues so as to positively
impact the performance of all educators in real time. The committee shall:
A) Develop, maintain, and update a Ludlow Public Schools Educator Evaluation Manual. The
Manual will be available to all staff electronically so as to immediate access to updates.
B) Monitor overall evaluation system effectiveness and fairness, and suggest technical additions
and/or changes as needed. Examples of technical changes: alter permissions on electronic
forms (initiation of a form, copying in goals, etc.); adjustment of a due date that conflicts with a
holiday during a certain school-year; more efficient ways to provide and review evidence. Any
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recommendations for improvement will be reviewed by the Union President and the
Superintendent. Upon agreement, the Union President and Superintendent will notify all LPS

staff and make changes to the Evaluation Manual.

C) Provide guidance and advice to the Superintendent on issues that arise from the evaluation

system.

D) Develop and advise on training for Evaluators and Educators relating to the Educator Evaluation
System. Any recommendations for improvement will be reviewed by the Union President and
the Superintendent. Upon agreement, the Union President and Superintendent will notify all

LPS staff and make changes to the evaluation manual.

Section C. All teachers shall be provided with in-service training and orientation prior to the introduction
of any new system-wide curriculum changes. The length and type of in-service training and necessary teacher
participation will be developed by a joint committee of administrators and teachers who initiated the program.
These programs and training will be subject to School Committee approval. The cost of the in-service training
will be assumed by the School Department. This cost will not be interpreted as compensation for training

sessions.

Section D. Academic Task Force: It is hereby agreed that from time to time it may be necessary to form
academic task forces in order to support and advise the Director of Curriculum with the analysis of specific
aspects of our district curriculum and are not intended to replace traditional curriculum committees. These
task forces are more limited in duration and scope than the curriculum committees articulated in this
agreement. Compensation for this work will be at the agreed upon rate for work done beyond the contractual

day.

Article XVII
TEACHER PROTECTION
Section A.
1. Teachers shall be required to report any case of assault on teachers in connection with

their employment to the Principal and Superintendent of Schools. The Superintendent
of Schools shall acknowledge receipt of such a report.

The alleged assault will be promptly investigated by the teacher's principal and the
Superintendent of Schools.

In either cases (pupil or non-pupil adult), the Superintendent will comply with any
reasonable written request from the teacher for information in its possession relating
to the incident or person involved.

If a teacher is verbally or physically assaulted or a battery is committed on such
teacher during the workday and such teacher feels that he/she cannot perform his/her
professional duties, such teacher will have the ability to remove himself/herself from
work on the day of the event for all or a portion of the remainder of that day without
loss of pay or use of sick leave.
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Article XVIII
INSURANCE AND ANNUITY PLAN

Section A. The cost of the following types of insurance coverage will be paid by the Town of
Ludlow for each teacher electing to sign up for the following coverage:

1. Term life insurance of the type presently available to teachers — fifty percent (50%).

2. Medical and hospitalization insurance of the type presently available to teachers for
individual or family coverage, whichever applies in the particular case. Effective by
on or about September 1, 2004, medical and hospitalization insurance will be
provided via a single vendor., Blue Cross/Blue Shield, and a BlueCross/Blue
Shield—Dental Blue dental plan will be provided, the latter of which cost will be
shared equally between the employee and the Town of Ludlow. Effective until
August 31, 2006, in the event the Town of Ludlow agrees to contribute more than
50% of the cost of said dental plan for any other bargaining unit, the employees
covered by this Agreement will be entitled to receive the same increased cost
contribution by the Town of Ludlow. The costs for the following types of insurance
coverage will be paid by the Town of Ludlow for each administrator electing to sign
up for the health insurance;

2019-2020 = 81%
2020-2021 =81%
2021-2022 =78%

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

Section C. The Committee shall provide indemnification for any teacher who shall be eligible for
indemnification under Chapter 41, Section 100C of the General Laws of the Commonwealth as most currently
amended.

Article XIX
PAYROLL DEDUCTIONS

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

Dues deduction will be prorated equally from the effective date of employee authorization to the end of
the school year.

Section B. All members of the bargaining unit who are not members of the Association shall be required
to pay the fair share fee. The Association recognizes the sole and exclusive remedy for non-payment of the fee
shall be for the Association to proceed to court for collection of the fee from a non-paying employee member
of the unit. The Committee is not, and should not be, responsible for the implementation, collection, or
enforcement of the fair share fee, except that it will supply any required documentation to establish that a
person is a member of the bargaining unit subject to the fee.
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The Association agrees that it will indemnify and hold the Committee harmless for any action taken
against an employee as a result of this agency service fee agreement, including, but not limited to, any legal
expenses incurred.

In the event of conscientious objection to payment of the fair share fee, a member of the bargaining unit
may pay the amount of the fee to a scholarship fund to be set up by the Association for recent student
graduates from Ludlow High School.

Section C. Employees may authorize the Committee to deduct from their salary a contribution to Voice
of Teachers for Education (V.O.T.E.), of an amount which the employee shall specify in writing. The Committee
will certify on the payroll the amount to be deducted by the Treasurer. Such amounts shall be transmitted to
the Treasurer. Such amounts shall be transmitted to the Massachusetts Teachers Association within thirty (30)
days. Deductions will be made in accordance with the present practice regarding Association dues and will be
pro-rated equally from the effective date of the employee authorization to the end of the school year.

Article XX
SALARIES

Section A. For the purposes of determining placement on the salary schedule, Teachers newly employed
by the Ludlow Public Schools who are licensed in Massachusetts may be granted by the Superintendent up to
one (1) year for each year of teaching in the public and/or private sector, or appropriate professional, business
or industrial experience.

Section B. Teachers will be given $100 credit for each year of military service within specified periods, to
a maximum of $300 credit. However, credit for military service will be removed when a teacher reaches Step
12 of the salary schedule according to his/her level of academic preparation.

1. Specified periods for military service credit:
(a)  September 16, 1940 - December 31, 1946.
(b)  June 25, 1950 - January 31, 1955 - Korean Conflict
(c)  January, 1962 - December 31, 1975 -  Vietnam Conflict
(d)  August9, 1990 - Persian Gulf War/Operation Desert Storm
(e)  March 2003 - Operation Iraqi Freedom

Section C. Teachers who obtain, after September 1, 1988, at least one (1) additional area of licensure will
receive a one time $250.00 payment.

Section D. Removed
Section E. Definition of Salary Schedule:

1. Bachelor's Column: This column pertains to those persons employed in the system
with a Bachelor's Degree from a duly accredited college.

2. Bachelor's + 15: This column pertains to a person with a Bachelor's Degree who has
received fifteen (15) credit hours of additional work beyond the Bachelor's Degree; all
of those credits have been obtained after the awarding of the degree.
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3. Master's Degree/Bachelor's + 30: This column pertains to a person who has received a
Master's Degree from a duly accredited college or university or to a person with a

Bachelor's Degree who has received thirty (30) credit hours of additional graduate
work beyond the Bachelor's Degree; all of those credits to have been obtained after
the awarding of the degree.

4. Master's Degree + 15: This column pertains to a person who has earned fifteen (15)
credit hours of work after the completion of the Master's Degree.

5. Master’s Degree +30: This column pertains to a person with a Master's Degree plus
thirty (30) credit hours subsequent to the receipt of said Master's Degree.

6. Master’s Degree + 45: This column pertains to a person who has earned forty-five (45)
credit hours of work after the completion of the Master's Degree.

7. Master’s Degree + 60: This column pertains to a person who has earned sixty (60)
credit hours of work after the completion of the Master's Degree.

8. CAGS.: Llicense of Advanced Graduate Study/Second Master's Degree: This column
pertains to a person with a Master's Degree plus a License of Advanced Graduate
Study at a duly accredited college or university.

9, Doctorate: This column pertains to a person with a Ph.D. /E.D. at a duly accredited
college or university.

Section F. All persons desiring to obtain course credit must have prior approval from their principal and
the Superintendent of Schools for all courses taken. To qualify for approval, courses should meet at least one
of the following criteria: meet state requirements for advancing /renewing an existing license; meet state
requirements for adding a new license; be part of the course of study for a masters or other advanced degree
or certificate; relate to the teacher’s content area or grade level pedagogy; relate to the teacher’s professional
development or student learning goals; relate to LPS-determined district or building goals/improvement plans;
or otherwise advance the teacher’s skills/expertise in the profession of their content area. Evidence of the
satisfactory completion of the course shall be in the office of the Superintendent no later than October 1 of a
school year if credit is to be given affecting salary during that school year provided, however, that for
budgeting purposes, notice of the bargaining unit member’s expectation to receive an advanced degree or
additional credits affecting salary for that school year shall have been received by the Superintendent on or
before January 15 of the prior school year.

Section G. Teachers who have completed the required total number of years of service shall receive the
longevity payment listed below. Longevity payments will be made annually for the duration of the teachers’
employment. Longevity payments will be in addition to the teacher’s base salary. Leaves of absence granted by
the Committee do not interrupt service for the purposes of these increments.

Years Longevity Payment
10 $ 250
15 $ 750
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Section H. Teachers who are in service in the Ludlow Public Schools more than fifty percent (50%) of any
scheduled school year shall be granted the earned increment and any special increase in accordance with the
established requirements relative thereto. Ordinary periods of absence shall be included in the computing

20 $1,750
25 $2,750
30 $ 3,500

amount of service. Periods of absence on leave shall not be included in such service computation.

Section I. A teacher may participate in a course offered by the School Committee. The School
Committee shall offer one (1) course each semester (two [2] courses each school year) provided that at least

twelve (12) teachers enroll and participate in each course.

1. The cost of the course, which will be conducted within the system, will be borne by the
School Committee.

2. The cost of text and/or materials needed will be paid for by the teacher taking the
course.

3. The Association will make a recommendation of course selection, instructor, and
instructor cost to the School Committee. These recommendations shall be made on or
before June 30 and November 30 of each year. The Committee shall make the
selection of the participants taking the course on an equitable basis.

4, This course shall be recognized for vertical advancement on the salary schedule.

5. Recognition for horizontal advancement rests between the teacher and the individual
college or university.

6. The teacher may not have taken the same course previously.

Section J.

1. Part-time teachers may be hired by the School Committee to fill part-time positions.

However, two (2) or more part-time teachers will not be hired to fill a full-time position
except in cases where the qualifications required are unavailable in a full-time
applicant.

2. The salary of part-time teachers will be prorated per period on the basis of the amount
of instructional time that he/she is employed by the School Committee. A secondary
teacher would receive 1/5 of a teacher's salary for each instructional period taught.

3. At the elementary level, a kindergarten teacher who teaches one (1) session is a half-time teacher.
Also, at the elementary level, a teacher who teaches or provides services half the hours of a school
day is a half-time teacher.

4, It is understood by the parties that every effort will be made in the scheduling of
part-time teachers so that classes and/or times are scheduled in a consecutive way.

Section K.

1. The work year for the guidance counselors, pupil adjustment workers (counselors), early childhood

coordinator, and the technology coordinator will be ten (10) days more than the regular work year



of 184 days. Five (5) of these additional days will be scheduled immediately preceding the opening
of school and the other five (5) days will be scheduled immediately following the close of school
unless scheduled otherwise by mutual agreement of the individual and the Superintendent or
his/her designee. The work year for the programmer will be five (5) days more than the regular
work year of 184 days. These additional days will be scheduled immediately preceding the
opening of school and/or immediately following the close of school unless scheduled otherwise by
mutual agreement of the individual and the Superintendent and his/her designee.

2. Pay for these additional days will be on a per diem basis of his/her annual salary in effect at that
time for 184 days.

3. The Ludlow Education Association will receive written notification of all proposed additional days
for the above positions or of any other positions which will require additional time over the regular
work year/day.

Section L.

1. All employee paychecks will be direct deposited.

2. Teachers will be paid a set rate of $33.00 per hour for work outside the contract that is not already
specifically mentioned in this collective bargaining agreement.

Article XXI
REDUCTION IN FORCE

The size of the staff, and/or any increase or reduction thereof, shall rest in the sole and exclusive
discretion of the School Committee, except where such action would conflict with this Agreement.

In the event of a reduction of the number of professional status teachers in the Ludlow School System,
the School Committee will take into consideration the ability, qualifications, assessment history, seniority, and
seniority within the discipline of said employees in the Ludlow School System, and in instances where seniority
is equal and ability, qualifications, and assessment history are, in the judgment of the Superintendent and
School Committee, relatively equal, seniority within the discipline shall prevail. In assessing ability,
qualifications, and assessment history, the Superintendent and the School Committee will not act in an
arbitrary or capricious manner nor without sound basis in fact for their decision. An employee so affected
shall, in the event of an open position for which he/she is licensed or for which he/she could become licensed
in the discipline of the open position prior to the effective date of the layoff, be transferred to said open
position, or, in the event there is no open position, said employee shall replace the nonprofessional status
employee with the lowest seniority anywhere in the system in an area where the prospective laid-off
employee is licensed, or, if there is no such nonprofessional status employee, then said employee shall replace
the professional status employee with the lowest seniority anywhere in the system in an area where the
prospective laid-off employee is both qualified and licensed.

"Elementary" discipline categories shall be the following: (a) grades pre-K through 6, (b) art, (c) music,

(d) physical education, (e) student support services, special education, and all other positions not mentioned
elsewhere. "Secondary" (7 through 12) discipline categories shall be the following: (a) English, (b) science, (c)
math, (d) social studies, (e) languages, (f) business, (g) art, {(h) music, (i) industrial arts/technology ed (j) home
economics/family and consumer sciences, (k) physical education, (I) guidance, (m) librarian, (n) pupil services
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staff - bilingual, health, special education, and all other positions not mentioned elsewhere.

"Laid-off" means that professional status teachers who are laid-off in accordance with this article have
recall rights until August 31st or the day immediately prior to the beginning of the school year, if earlier, in the
second consecutive calendar year next following the calendar year in which the affected teacher receives
his/her notice of lay-off. If such teacher is recalled during this recall period, he/she will have all benefits to
which he/she was entitled to at the time of layoff restored in full upon re-employment within the recall period.

The effective date of lay-off for teachers is the first day of work in the school year next following the
school year in which the affected teacher received his/her notice of lay-off. "Qualified" means that the teacher
has taught in the discipline for at least one (1) school year in any school system and has on file with the office
of the Superintendent evidence that he/she, in the judgment of the Superintendent and School Committee,
possesses the necessary qualifications or can obtain said necessary qualifications by the effective date of
his/her layoff. Any teacher who has taught in the Ludlow School System ten (10) years or more as of
September 3, 1985, will be exempt from the requirement of one (1) school year's experience in said discipline.
Any teacher who has taught in the Ludlow School System prior to September 3, 1985, but not before
September 1975, will be exempt from requirement of one (1) school year's experience in said discipline,
provided said teacher was licensed in said discipline on or before August 31, 1997. In assessing "qualified,” the
Superintendent and School Committee will not act in an arbitrary or capricious manner nor without sound
basis in fact for their decision.

“Licensure” means that the teacher has on file at the office of the Superintendent evidence:

1. By the last day of the school year in which the affected teacher is notified of his/her
prospective lay-off that he/she possesses the necessary licensure in the specific
discipline required, or

2. By June 1 of the school year in which the affected teacher is notified of his/her
prospective layoff that he/she can complete the necessary licensure requirements in
the specific discipline required which evidence shall include:

A a statement from the Massachusetts Department of Education stating
which course or courses are needed by the affected teacher in order to
become licensed.

B. a statement from an accredited institution that the affected teacher is
taking such course(s) and can complete such course(s) by August 31 of
the calendar year in which the affected teacher received his/her notice of
layoff.

"Seniority" means the teacher's continuous length of service in years, months, and days of employment
by the Committee in the Ludlow School System. "Seniority within the discipline" means the teacher's length of
service in years in a discipline as listed hereinabove. In cases involving teachers who have identical seniority
and/or seniority within the discipline, preference for retention or recall shall be given to the teacher who has
achieved the highest assessment rating or degree standing.

Teachers who are to be affected by a reduction in staff must be notified in writing no later than June 1 of
the school year preceding the school year in which the reduction will take effect. Said notice shall include the
specific reasons for the layoff. Teachers who have been laid off under the provision of this paragraph shall be
entitled to recall rights until August 31 or the day immediately prior to the beginning of the school year, if
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earlier, in the second consecutive calendar year following the calendar year in which the affected teacher
receives his/her notice of layoff. During the recall period, teachers shall be notified by licensed mail to their
last address of record, and given preference for positions for which they are qualified and licensed as they
develop in the inverse order of the respective layoff and all benefits to which the teacher was entitled at the
time of layoff shall be restored upon re-employment within the recall period. During the recall period,
teachers who have been laid off shall be given consideration for substitute work for which they are qualified
and licensed at substitute pay, if they so desire. A list specifying the seniority of each member of the
professional staff shall be prepared by the Committee and forwarded to the President of the Association by
September 30 of each year.

Except for the method of layoff of employees covered by this article, nothing contained in this article
shall in any way limit or restrict the School Committee or its authorized representative in the exercise of its
rights and responsibility under Chapter 71 or any other applicable section of the General Laws of
Massachusetts including but not limited to the right to dismiss, lay off, or otherwise terminate the services of a
teacher with professional teacher status or nonprofessional teacher status in accordance with Chapter 71 or
any other applicable statute of the General Laws.

Conditions Under Which Unit B Administrators May Return to Unit A:

In the event the number of Unit B administrators in the Ludlow School System is reduced, and there
exists no other Unit B administrator position which is equal to or lesser than the position held by the laid-off
Unit B administrator and for which he is qualified and licensed or for which he could become qualified or
licensed in the open position prior to the effective date of the layoff, and there exists no other Unit B8
administrator with less seniority in a position which is equal to or lesser than the position held by the laid-off
Unit B administrator and where the laid-off Unit B administrator is both qualified and licensed, then the said
taid-off Unit B administrator, excluding nonprofessional teacher status Unit B administrators who have never
been employed as a teacher in the Ludlow School System, shall have the right to displace the least senior
teacher position in the system in which the laid-off Unit B administrator is qualified and licensed to teach,
provided that the laid-off Unit B administrator has greater seniority than the teacher to be displaced.

Article XXII
SICK LEAVE BANK

A Sick Leave Bank for the purpose of providing additional coverage after exhaustion of individual annual
and/or accumulated sick leave only in the event of serious illness as evidenced by medical certification, is
hereby established exclusively for the use of the members of this bargaining unit. Participation by members of
the Unit shall be mandatory, and each teacher shall be assessed one (1) day of his/her annual and/or
accumulated sick leave. New members of the bargaining unit shall be assessed one (1) day of their annual
and/or accumulated sick leave as of the date they enter the Unit. Said days are to be "deposited" in the Bank.
Unused days in the Bank shall carry over from year to year. Should the number of days in the Bank reach the
level one hundred (100) days or less, then each teacher in the bargaining unit shall be assessed one (1) day of
his/her annual and/or accumulated sick leave as of the first day of the next calendar month. Said days are to
be "deposited" in the Bank. In the event a teacher has no annual and/or accumulated sick leave at the time of
said assessment, the teacher shall be assessed the amount of days owing to the Bank the following September
1st.

Subject to the provisions of this article, each teacher may, following a maximum of ten (10) school days'
waiting period, be granted by the Sick Leave Bank Committee a maximum of thirty (30) school days per year
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from the Bank. If days are granted, they shall cover retroactively the waiting period.

The Sick Leave Bank shall be administered by the Sick Leave Bank Committee made up of three (3) appointees
of the Association and two (2) appointees of the Committee. The Sick Leave Bank Committee shall have the
power to establish procedural and functional guidelines for the operation of the Sick Leave Bank consistent
with this article. All decisions by the Sick Leave Bank Committee shall be by three (3) affirmative votes, and all
decisions by the Sick Leave Bank Committee shall be final and binding and not subject to grievance and/or
arbitration.

The Teacher will provide a physician’s license, dates of absences, estimated number of days needed, and the
most recent copy of the absence balance from the district system.

Article XXIII
GENERAL

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

Section B. This Agreement constitutes Committee policy for the commitments contained herein and
gives them full force and effect as Committee policy. The Committee will take whatever action as may be
necessary in order to give full force and effect to the provisions of this Agreement.

Section C. The Association shall not engage in a strike, and no employee or the Association shall induce,
encourage or condone any strike, work stoppage, slowdown, or withholding of services by such employees
during the duration of the term of this Contract.

Section D. The Association and the Committee will mutually select a printer for the Contract.

Section E. The President/Co-Presidents of the Association will not be assigned any duties referred to in
section 3 of the Memorandum Attachment 1 except that the President/Co-Presidents may be called upon to
perform any of said duties in an emergency.

Section F. The President/Co-Presidents of the Association will be allowed to install, for Association use, a
telephone line and facsimile line at the expense of the Association at a location agreed upon by the principal
and the Association President/Co-Presidents, but not in a classroom unless otherwise agreed upon by the
Committee and the Association. Use of the telephone line or facsimile shall not interfere with teaching duties.

Section G.

1. The Association President/Co-Presidents will be released with pay three (3) days per year to conduct
Association business.

2. The Association Treasurer will be released with pay three (3) days per year to complete new year
responsibilities (i.e. New member enrollment, meeting with district payroll secretary, etc.)

Section H.
1. The Committee agrees with the Association that it is desirable to have every class held in a
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properly heated, lighted, and ventilated classroom equipped with a Public Address system.

2. Every school building shall have one (1) room made available for use by teachers during the normal
work day.
3. Each teacher permanently assigned to a school shall be provided with a desk, file cabinet that can

be locked, and chair for his/her exclusive use. Every itinerant teacher shall be provided with a
desk, file cabinet, and chair for his/her exclusive use that can be locked in at least one (1) school to
which he/she is assigned.

4, Duplicating machines, photocopying machines and computers in each school shall be available to
teachers to use in preparing instructional materials.

5. There shall be a phone reserved for use by teachers in the teachers’ room.

6. Each teacher shall be provided with an appropriate computer that allows them to

work both on and offline, as well as access to a printer located to ensure
confidentiality of student records.

Section I. No Unit A employee will be called upon or directed by the administration to perform the work
of an administrator.

SALARIES OVERVIEW
Total overall increase in salaries*:
Year 1: 2.5% Year 2: 3.0% Year 3: 3.0%
*Note - this is not reflective of the wage increase alone, but instead the total cost changes to the salary
schedule plus the wage increase
Salary Scale Features
The negotiating teams have agreed to the salary scales for each year of the contract that are at the end of this
document. This is a revised salary scale with new features designed to meet two requests from the LEA:
(1) Even out the increases — spread the salary increases so that all members gain as much as possible
(2) Lift the teachers who do not get a step jump (75% of all current LEA members) above the minimum
increase

Changes to achieve these goals include:

e Raise the starting salary for step 1 of each column

e Create even 3.5% “step jumps” between all steps

® Apply a percentage increase each year to all salaries in the scale (1.3% from year 1 to 2, 1.3% from year
2to3)

e Apply an additional percentage for teachers who do not get a step jump that year (a “Step 12
Increment”)

® Set a floor so that no current member receives less than a 2.5% salary increase in year 1

Results of the new features
e Average salary increase for all members is higher

Year 1: 3.31% Year 2: 3.64% Year 3: 3.56%
® Average increase for teachers currently on step 12 are above the overall increase percentages

Year 1: 3.05% Year 2: 3.29% Year 3: 3.25%
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® Minimum salary increases are higher
Year 1: 2.50% Year 2: 3.29% Year 3: 3.25%
e Cumulative increases over the three years are higher
Ave all members: 10.89% Average for teachers at step 12: 9.90%
Salary Lookup Tool

All current Unit A members can use this Salary Lookup Tool to see their salary in each year of the contract
Salary Scales
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SALARY SCHEDULES

2025-2026
M+60/
B B+15 B+30/ M M+15 M+30 M+45 MM /CAGS PHD

1 52,736 53,741 55,499 57,257 58,768 61,023 62,279 64,037

2 54,582 55,622 57,441 58,260 61,860 63,159 64,459 66,278

3 56,492 57,568 59,452 61,335 64,025 65,370 66,715 68,598

4 58,470 59,583 61,532 63,481 66,266 67,658 69,050 70,999

5 60,516 61,669 63,686 65,703 68,585 70,026 71,467 73,484

6 62,634 63,827 65,515 68,003 70,985 72,477 73,968 76,056

7 64,826 66,061 68,222 70,383 73,470 75,013 76,557 78,718

8 67,095 68,373 70,610 72,846 76,041 77,639 79,236 81,473

9 69,444 70,766 73,081 75,396 78,703 80,356 82,010 84,324
10 71,874 73,243 75,639 78,035 81,457 83,169 84,B8C 87,276
11 74,390 75,807 78,286 B8O, 766 84,308 86,079 87,851 90,330
12¢ 76,983 78,450 81,026 83,593 B7, 259 89,092 90,925 93,492

Step 12 Ssiary increment

“Teachers who do hot get a step jump in a year {those who were on step 12 coming into the year), will get

the additional increment below for each yvear they do not have a step jump since the start of this contract. The
Step 12 salary increment is only available to teachers who attain said increment within the 2025-2028 contract.
Any such teacher will continue to receive said increment beyond the 2025-2028 contract, but any teacher who
did not attain said increment prior to the conclusion of the 2025-2028 contract shall not be eligible for the
increment, unless otherwise subsequently negotiated by the parties.

M+60/
Years B B+15 B+30 /M M+15 M+30 M+45 MM/CAGS PHD
1 vyear 1,540 1,569 1821 1,672 1,745 1,782 1,819 1,870

Minimum Increase

**Note - all current teachers at the time this contract is signed will receive a minimum of a 2.5% increase in
2025-26 over their 2024-25 salary. For a few teachers, their salary will receive a one time supplement above the

salary placement in the scale to receive a 2.5% increase.

This supplement is only in year 1 of the contract due to the redesigned salary scale. Teachers receiving the

supplement will be "off step" for this year only. Those teachers will go to the next step the following year as usual.
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2026-2027

M+60/
B B+1S B+30/M  M+15 M+30 M+45 MM/CAGS  PHD

1 53,422 54,439 56,220 58,001 60,545 61,817 63,089 64,869
2 55,292 56,345 58,188 60,031 62,664 63,980 65,297 67,140
3 57,227 58,317 60,224 62,132 64,857 66,220 67,582 69,490
4 59,230 60,358 62,332 64,307 67,127 68,537 69,947 71,922
5 61,303 62,470 64,514 66,557 69,476 70,936 72,396 74,439
6 63,448 64,657 66,772 68,887 71,908 73,419 74,929 77,044
7 65,669 66,920 69,109 71,298 74,425 75,988 77,552 79,741
& 67,967 69,262 71,528 73,793 77,030 78,648 80,266 82,532
9 70,346 71,686 74,031 76,376 79,726 81,401 83,076 85,421
10 72,808 74,195 76,622 79,049 82,516 84,250 85,983 88,410
11 75,357 76,792 79,304 81,816 85,404 87,195 88,993 91,505
12+ 77,994 79,480 £2,080 84,679 88,393 90,250 92,107 94,707

Step 12 Salary Increment

“Teachers who do not get a step jump i a year {those who were on step 12 coming into the year), will get

the additional increment below for each year they do not have a step jump since the start of this contract

Note: the increments are not cumulative. The Step 12 salary increment is only available to teachers who attain
said increment within the 2025-2028 contract. Any such teacher will continue to receive said increment beyond
the 2025-2028 contract, but any teacher who gdid not attain said increment prior to the conclusion of the
2025-2028 contract shall not be eligible for the increment, unless otherwise subsequently negotiated by the
parties.

M+60/
Years B B+15 B+30 /M M+15 M+30 M+45 MM/CAGS  PHD
1 year 1,560 1,590 1,642 1,694 1,768 1,805 1,842 1,804
2 years 3,120 3,179 3,283 3,387 3,536 3,610 3,684 3,788
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2027-2028

M+60/MM
B B+15 B+30/M  M+15 M+30 M+45 /CAGS PHD

1 54,116 55,147 56,951 58,755 61,332 62,620 63,909 65,713
2 56,010 57,077 58,944 60,811 63,478 64,812 66,146 68,013
3 57,971 59,075 61,007 62,940 65,700 67,080 68,461 70,393
4 60,000 61,143 63,143 65,143 68,000 69,428 70,857 72,857
5 62,100 63,283 65,353 67,423 70,380 71,858 73,337 75,407
6 64,273 65,497 67,640 69,782 72,843 74,373 75,904 78,046
7 66,523 67,790 70,007 72,225 75,392 76,976 78,560 80,778
8 68,851 70,163 72,458 74,753 78,031 79,671 81,310 83,605
9 71,261 72,618 74,994 77,369 80,762 82,459 84,156 86,531
10 73,755 75,160 77,618 80,077 83,589 85,345 87,101 89,560
11 76,336 77,790 80,335 82,880 86,515 88,332 90,150 92,694
12¢ 79,008 80,513 83,147 85,780 89,543 91,424 93,305 95,938

Step 12 Saisry Increment

*Teachers who do hot get a step jump in a year (those who were on step 12 coming into the year), will get

the additional increment below for each year they do not have a step jump since the start of this contract.
Nate: the increments are not cemulative. The Step 12 salary increment is only available to teachers who attain
said increment within the 2025-2028 contract. Any such teacher will continue to receive said increment beyond
the 2025-2028 contract, but any teacher who gid not attain said increment prior to the conclusion of the
2025-2028 contract shall not be eligible for the increment, unless otherwise subseguently negotiated by the

parties.

M+60/
Years B B+15 B+30 /M V15 nM+30 M+45 MM/CAGS PHD
1 year 1,580 1,610 1,663 1,716 1,791 1,828 1,866 1,919
2 years 3,160 3,221 3,326 3,431 3,582 3,657 3,732 3,838
3 years 4,740 4,831 4,989 5,147 5,373 5,485 5,598 5,756

COLA applied to Department Chair/ Grade Level leaders

All stipend positions that are eligible for a COLA increase will be increased by these percentages:
Year 1: 2.5%
Year 2: 3.0%
Year 3: 3.0%
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Teacher Contract Stipends

All Stipends

i

Directors/Coordinators

Districtwide
Districtwide
Districtwide

Districtwide

Districtwide

Districtwide

Districtwide

Districtwide

Districtwide

Districtwide

Districtwide

Districtwide

Districtwide

Districtwide

‘Districtwide

| Advanced Placement Coordinator
Special Education Coordinator
Summer School Director

Career Center Coordinator

Guidance Department/State Testing
Coordinator

?Technology Coordinator

Health Coordinator for Grants and
Related Activities

Mentor Coordinator

MCAS Tutorial Coordinator
Service Team Facilitator

Online Credit Recovery Coordinator -
School Year

Online Credit Recovery Coordinator -
Summer

Virtual High School Site Coordinator

LPS Summer Program Coordinator -
Math/Reading

Seal of Biliteracy Coordinator

2.50%

FY26
1,907
1,771
4,959
1,927

3,264
1,789

4,290
2,499

1,297

555

1,796

3,254
1,980

5,609
1,000

3.00%

FY27
1,964
1,824
5,108
1,985

3,362
1,843

4,419
2,574

1,336
572

1,850

3,352
2,039

5,777
1,030

3.00%

FY28
2,023
1,879
5,261
2,045

. The Guid. Dept/Testing Coord

position will include an additional

115 workdays following details in
3,463 note below

1,898.

4,552
2,651

$33 per hour up to max of amount
1,376 listed

589

1,906 As of 5/24/2018

3,453 As of 5/24/2018
2,100: See Exhibit A-2

5,950
1,061 Per SC vote, December 2021

The Guidance Department/State Testing Coordinator position will include an additional 15 workdays beyond the Unit A contracted
work year, for the purpose of student scheduling or other duties within the job description, at the discretion of the Principal. The
scheduling of these additional days will be mutually agreed upon by the Principal and the Guidance Department/State Testing
Coordinator, and will be paid at a per diem rate as worked. The Guidance Department/State Testing Coordinator will be responsible
for submitting time sheets for these extra days in a timely manner (06/16/17)
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Department Chairs

HS English

HS Math

HS Social Studies

HS Science

HS Special Education (07/01/14)
HS World Language

MS English

MS Math

MS Social Studies

MS Science

MS Grade Six

Districtwide Music

Districtwide  Art

Districtwide Physical Education
Districtwide Business/Industrial Arts
Districtwide Health, PE, and Family and Consumer Science
Districtwide Structured Individual Program
Elem Elementary Grade Level Lead

Athletic coaches

Football
Football
Football
Football
Football
Football
Football
Soccer

Soccer

Soccer

Soccer

HEAD - step 1
HEAD - step 2
HEAD - step 3
ASSISTANT - step 1
ASSISTANT - step 2
FRESHMAN - step 1
FRESHMAN - step 2
HEAD - step 1
HEAD - step 2
HEAD - step 3
VARSITY ASSISTANT/JUNIOR VARSITY - step 1

2.50%

FY26
3,707
3,707
3,707
3,707
4,636
3,707
4,636
4,636
4,636
4,636
4,636
4,636
4,636
4,636
4,636

4,636
4,636
4,636

3.00%

FY27
3,818
3,818
3,818
3,818
4,775
3,818
4,775
4,775
4,775
4,775
4,775
4,775
4,775
4,775
4,775

4,775
4,775
4,775

3.00%

FY28
3,933
3,933
3,933
3,933
4,918
3,933
4,918
4,918
4,918
4,918
4,918

4,918 Grades K-12

4,918 Grades K-12

4,918 Grades K-8

4,918 Grades 7-12

Health grades K-12. PE grades

4,918 '9-12, FACE grades 9-12

4,918 Grades K-12

4,918 One per grade, grades preK-5

2.50%

FY26
5,117
5,352
5,585
3,071
3,180
2,559
2,676
4,845
5,079
5,314
2,908

3.00%

FY27
5,271
5,513
5,753
3,163
3,275
2,636
2,756
4,990
5,231
5,473
2,995

3.00%

FY28
5,429
5,678
5,926
3,258
3,373
2,715
2,839
5,140
5,388
5,637
3,085
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Soccer
Soccer
Soccer
Basketball
Basketball
Basketball
Basketball
Basketball
Basketball
Basketball
Baseball
Baseball
Baseball
Baseball
Baseball
Baseball
Baseball
Baseball
Softball
Softball
Softball
Softball
Softball
Softball
Softball
Softball
Hockey
Hockey
Hockey
Hockey
Hockey
Hockey
Hockey
Track
Track
Track
Track
Track
Track
Track

VARSITY ASSISTANT/JUNIOR VARSITY - step 2
FRESHMAN - step 1
FRESHMAN - step 2
HEAD - step 1

HEAD - step 2

HEAD - step 3

JUNIOR VARSITY - step 1
JUNIOR VARSITY - step 2
FRESHMAN - step 1
FRESHMAN - step 2

HEAD - step 1

HEAD - step 2

HEAD - step 3

ASSISTANT (only if no freshman baseball)
JUNIOR VARSITY - step 1
JUNIOR VARSITY - step 2
FRESHMAN - step 1
FRESHMAN - step 2
HEAD - step 1

HEAD - step 2

HEAD - step 3

ASSISTANT (only if no freshman softball)
JUNIOR VARSITY - step 1
JUNIOR VARSITY - step 2
FRESHMAN - step 1
FRESHMAN - step 2
HEAD - step 1

HEAD - step 2

HEAD - step 3
ASSISTANT - step 1

ASSISTANT - step 2

JUNIOR VARSITY - step 1
JUNIOR VARSITY - step 2
HEAD - step 1

HEAD - step 2

HEAD - step 3

ASSISTANT - step 1

ASSISTANT - step 2
INDOOR TRACK COACH -step 1
INDOOR TRACK COACH - step 2

3,047
2,422
2,540
4,466
4,700
4,932
2,679
2,819
2,231
2,349
3,877
4,110
4,344
2,436
2,326
2,466
1,938
2,055
3,877
4,110
4,344
2,436
2,326
2,466
1,938
2,055
4,738
4,970
5,204
2,842
2,983
2,842
2,983
3,822
4,056
4,290
2,293
2,434
2,765
2,997

3,138
2,495
2,616
4,600
4,841
5,080
2,759
2,904
2,298
2,419
3,993
4,233
4,474
2,509
2,396
2,540
1,996
2,117
3,993
4,233
4,474
2,509
2,396
2,540
1,996
2,117
4,880
5,119
5,360
2,927
3,072
2,927
3,072
3,937
4,178
4,419
2,362
2,507
2,848
3,087

3,232
2,570
2,694
4,738
4,986
5,232
2,842
2,991
2,367
2,492
4,113
4,360
4,608
2,584
2,468
2,616
2,056
2,181
4,113
4,360
4,608
2,584
2,468
2,616
2,056
2,181
5,026
5,273
5,521
3,015
3,164
3,015
3,164
4,055
4,303
4,552
2,433
2,582
2,933
3,180
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Track
Track
Track
Track
Track
Golf

Golf

Golf
Cross Country
Cross Country
Cross Country
Tennis
Tennis
Tennis
Volleyball
Volleyball
Volleyball
Volleyball
Volleyball
Volleyball
Skiing
Skiing
Skiing
Swimming
Swimming
Swimming
Swimming
Swimming
Wrestling
Wrestling
Wrestling
Wrestling
Wrestling
Track

INDOOR TRACK COACH - step 3
ASSISTANT INDOOR TRACK COACH - step 1
ASSISTANT INDOOR TRACK COACH - step 2
UNIFIED TRACK COACH
ASSISTANT UNIFIED TRACK COACH
HEAD - step 1

HEAD - step 2

HEAD - step 3

HEAD - step 1

HEAD - step 2

HEAD - step 3

HEAD - step 1

HEAD - step 2

HEAD - step 3

HEAD - step 1

HEAD - step 2

HEAD - step 3

ASSISTANT - step 1

ASSISTANT - step 2

FRESHMAN

HEAD - step 1

HEAD - step 2

HEAD - step 3

HEAD - step 1

HEAD - step 2

HEAD - step 3

ASSISTANT - step 1

ASSISTANT - step 2

HEAD - step 1

HEAD - step 2

HEAD - step 3

ASSISTANT - step 1

ASSISTANT - step 2
Grandfathered Assistant - Step 1

3,229
1,768
1,905
1,680

590
2,561
2,795
3,029
2,928
3,163
3,396
2,773
3,006
3,239
2,799
3,033
3,268
1,680
1,820
1,400
3,769
4,003
4,236
3,046
3,278
3,512
1,829
1,968
4,327
4,560
4,793
2,596
2,736
2,283

3,326
1,821
1,962
1,730

608
2,638
2,879
3,120
3,016
3,258
3,498
2,856
3,096
3,336
2,883
3,124
3,366
1,730
1,875
1,442
3,882
4,123
4,363
3,137
3,376
3,617
1,884
2,027
4,457
4,697
4,937
2,674
2,818
2,351

3,426
1,876
2,021
1,782

626
2,717
2,965
3,214
3,106
3,356
3,603
2,942
3,189
3,436
2,969
3,218
3,467
1,782
1,931
1,485
3,998
4,247
4,494
3,231
3,477
3,726
1,941
2,088
4,591
4,838
5,085
2,754
2,903
2,422
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Extra Curricular Activities

HS
HS
HS
HS
MS
HS
HS
HS
HS
HS
HS
HS
HS
HS
HS
HS
HS
HS
HS

Elem
HS
HS
HS

All

All

MS
All

As School Match Wits

Avent Co-ordinator

Avent Co-ordinator — Summer

Band Director - High School

Band Director - Middle School

Best Buddies — Advisor

Best Buddies — Sp Ed LiasonAdvisor
Cheerleader Advisor - Fall
Cheerleader Advisor — Assistant - Fall
Cheerleader Advisor - Winter
Cheerleader Advisor — Assistant - Winter
Chorus Director — High School

Class Advisor - Freshman - maximum

Class Advisor — Sophomore Class - maximum

Class Advisor — Junior Class - maximum
Class Advisor — Senior Class - maximum
Debate Team Advisor

Debate Team Assistant

Drama Director

Elementary Schools Club advisors
French Club Advisor
In-Session Editor - (5 issues) + $ 200 Labels

Math Team Advisor

Bullding Mentors

Mentors + (1) per diem

Middle School Club Advisors

Mini-Course Instructors (per course)

2.50%

FY26
1,257
1,905
2,036
4,393
2,999
1,271
1,271

889

636

889

636
2,884
1,505
1,810
3,305
3,770
1,401
1,053
2,539

1,111
1,371
1,121
1,401

487

540

1,111
906

3.00%

FY27
1,295
1,962
2,097
4,525
3,089
1,309
1,309

916
655
916
655
2,971
1,550
1,864
3,404
3,883
1,443
1,085
2,615

1,144
1,412
1,155
1,443

502

556

1,144
933

3.00%

FY28
1,334
2,021
2,160
4,661
3,182
1,348
1,348
943
675
943
675
3,060
1,597 Total combined stipend for all advisors
1,920 Total combined stipend for alt advisors
3,506 Total combined stipend for all advisors
3,999 Total combined stipend for all advisors
1,486
1,118
2,693

Club advisors subject to approval by School
Committee and appointment by principal with
1,178 no more than ten (10) per building

1,454
1,190
1,486

Grant funded positions will be posted each
year, as long as funding is available. One per
517 building for a total of five (10/09/12)

573

6 clubs TBD subject to approval by Committee
1,178 & appointment by principal

961
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HS
HS
HS
HS
HS
HS
HS
HS
HS
HS
HS
HS
All
Elem
HS
MS
All
Elem
Elem
HS
All
All
HS

Mock Trial

Model Congress

National Honor Society Advisor
Newspaper Advisor

PAW (Literary Magazine — 2 issues)

Peer Education Advisor (S.A.D.D.)
Portuguese Club Advisor

SAT Prep - English Advisor - up to 20 hours
SAT Prep - Math Advisor - up to 20 hours
Senior Show Advisor

Senior Show - Assistant

Spanish Club Advisor

SPED Ext Yr Teachers/Clinicians (04/13/17)
Student Council Advisor - Elementary
Student Council Advisor - High School
Student Council Advisor - Middle School
Study Group Facilitator

Summer Reading Lead Teacher (Enhanced)
Summer Reading Teacher {(Elem Enhanced)
Summer School Teachers (High School)
Summer School Teachers (Reading/Math)
Webmaster - up to 150 hours

Yearbook Advisor

1,257
1,257
1,441
2,539
1,118
1,371
1,371
1,814
1,814
2,035
1,524
1,371

1,295
1,295
1,484
2,615
1,152
1,412
1,412
1,868
1,868
2,096
1,570
1,412

1,334
1,334
1,529
2,693
1,187
1,454
1,454
1,924
1,924
2,159
1,617
1,454

Funded by grants or revolving funds only

36.00/hr 36.00/hr 36.00/hr Per hour

1,111
2,539
2,539
85.10/hr
702
2,524
2,176
2,524

1,144
2,615
2,615

1,178
2,693
2,693

87.65/hr 90.28/hr Per hour

723
2,600
2,241
2,600

745
2,678
2,308
2,678

Funded by grants or revolving funds only
Funded by grants or revolving funds only

Funded by grants or revolving funds only

34.04/hr 35.06/hr 36.11/hr Per hour

3,041

3,132

3,226
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CODE OF ETHICS
OF THE EDUCATION PROFESSION

Adopted by the NEA Representative Assembly, July, 1968

The educator believes in the worth and dignity of man. He recognizes the supreme importance of the
pursuit of truth, devotion to excellence, and the nurture of democratic citizenship. He regards as essential to
these goals the protection of freedom to learn and to teach and the guarantee of equal educational
opportunity for all. The educator accepts his responsibility to practice his profession according to the highest
ethical standards. The educator recognizes the magnitude of the responsibility he has accepted in choosing a
career in education, and engages himself, individually and collectively with other educators, to judge his
colleagues, and to be judged by them, in accordance with the provisions of this code.

PREAMBLE
Principle | - Commitment to the Student

The educator measures his success by the progress of each student toward realization of his potential as a
worthy and effective citizen. The educator therefore works to stimulate the spirit of inquiry, the acquisition of
knowledge and understanding, and the thoughtful formulation of worthy goals. In fulfilling his obligation to
the student, the educator -

1. Shall not without just cause restrain the student from independent action in his pursuit of
learning, and shall not without just cause deny the student access to varying points of view.

2. Shall not deliberately suppress or distort subject matter for which he bears responsibility.

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

4. Shall conduct professional business in such a way that he does not expose the student to
unnecessary embarrassment or disparagement.

5. Shall not on the ground of race, color, creed, or national origin exclude any student from
participation in or deny him benefits under any program, nor grant any discriminatory
consideration or advantage.

6. Shall not use professional relationships with students for private advantage.

7. Shall keep in confidence information that has been obtained in the course of professional
service, unless disclosure serves professional purposes or is required by law.

Shall not tutor for remuneration students assigned to his classes, unless no other qualified
teacher is reasonably available.

o

PRINCIPLE Il - Commitment to the Public

The educator believes that patriotism in its highest form requires dedication to the principles of our
democratic heritage. He shares with all other citizens the responsibility for the development of sound public
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policy and assumes full political and citizenship responsibilities. The educator bears particular responsibility
for the development of policy relating to the extension of educational opportunities for all and for interpreting
educational programs and policies to the public.

In fulfilling his obligation to the public, the educator -

1.

Shall not misrepresent an institution or organization with which he is affiliated, and shall take
adequate precautions to distinguish between his personal and institutional or organizational
views.

Shall not knowingly distort or misrepresent the facts concerning educational matters in direct
and indirect public expressions.

Shall not interfere with a colleague's exercise of political citizenship rights and responsibilities.

Shall not use institutional privileges for private gain or to promote political candidates or
partisan political activities.

Shall accept no gratuities, gifts, or favors that might impair or appear to impair professional
judgment, nor offer any favor, service, or thing of value to obtain special advantage.

PRINCIPLE Il - Commitment to the Profession

The educator believes that the quality of the services of the education profession directly influences the
nation and its citizens. He therefore exerts every effort to raise professional standards, to improve his service,
to promote a climate in which the exercise of professional judgment is encouraged, and to achieve conditions
which attract persons worthy of the trust to careers in education. Aware of the value of united effort, he
contributes actively to the support, planning, and programs of professional organizations. In fulfilling his
obligation to the profession the educator -

Shall not discriminate on the ground of race, color, creed, or national origin for membership in
professional organizations, not interfere with the free participation of colleagues in the affairs
of their association.

Shall accord just and equitable treatment to all members of the profession in the exercise of
their professional rights and responsibilities.

Shall not use coercive means or promise special treatment in order to influence professional
decisions of colleagues.

Shall withhold and safeguard information acquired about colleagues in the course of
employment, unless disclosure serves professional purposes.

Shall not refuse to participate in a professional inquiry when requested by the appropriate
professional organization.

Shall adhere to the terms of a contract or appointment, unless these terms have been legally
terminated, falsely represented, or substantially altered by unilateral action of the employing
agency.
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10.

Shall conduct professional business through channels, when available, that have been jointly
approved by the professional organization and the employing agency.

Shall not delegate assigned tasks to unqualified personnel.
Shall permit no commercial exploitation of his professional position.

Shall use time granted for the purpose for which it is intended.
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DURATION - Unit A

This Contract will be continued in full force and effect from September 1, 2025, to and including August 31,
2028. By mutual agreement of both parties, this Contract supersedes all previous contracts.

Except for the above, the collective bargaining agreement for Unit A employees which expires on August
31, 2025 will be continued unchanged.

IN WITNESS WHEREQF, the parties to this Contract have caused these presents to be executed by their
agents hereunto duly authorized, and their seals to be affixed hereto, as of the date first above written.

LUDLOW SCHOQIL COMMITTEE: LUDLOW, &DUCATIO ASSOCIATION

Y \ked]

Pre5|dent/Co Pre5| ent

a0 — Ry s
Pre)5|dent/Co President L
Qu/n - NU/{ M

I\hegohatlgns Co- \T#person

\(—\/{1\\:

Negotiatipns Co-C

2 7

Member Negotiations Comlq'nttee

y‘ns Committee
Xt:r lﬁ/go‘n?(:j?ommlttee

Member, Negotiations Committee

‘k o La j/u(i%

Member, Negg’tlia Committe

perintende

Memiber, Negotiations Committee

A A
Signed this 11 day of May, 2025 Signed this A3 day of May, 2025
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Exhibit A

PERFORMANCE STANDARDS
and
EVALUATION PROCEDURES
for the
UNIT A PROFESSIONAL STAFF
of the
LUDLOW PUBLIC SCHOOLS
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A VISION OF EDUCATION FOR LUDLOW STUDENTS

Ludlow Public Schools is a community of respectful, responsible, and independent learners who demonstrate

the necessary skills, knowledge, and experience to adapt to an ever-changing world and create their own
pathways towards continuous growth and success.

LPS MISSION STATEMENT
Ludlow Public Schools is committed to providing a safe, inclusive, and collaborative learning environment and
learning experiences that are intentionally designed to meet the academic, social, and emotional needs of all

students.

LPS CORE VALUES
Belonging and Community

accept and include all members of the school community
communicate with empathy and honesty

respect ourselves, others, our school

work together to learn and grow

Optimism and Growth

establish goals

work through challenges
accept responsibility
embrace learning

give our best effort

look forward to the future
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THE PURPOSE OF TEACHER EVALUATION

We have prepared this guide to assist teachers and administrators in their continuing efforts to improve
instruction for our students.

Our values are clear. We believe that teaching and teachers are the heart of the educational process. We
believe that teacher performance makes a difference in the achievement of students as well as students' sense
of fulfillment and feeling of well-being. We believe that what teachers do and how they do it is important.

Teacher evaluation has two important functions: (1) summative and (2) formative. Both types are needed to
promote school improvement and student achievement; however, each type has a specific focus. Summative
evaluation focuses on accountability. Summative evaluations are used to provide data for personnel practices
relating to renewal, promotion, assighment, and dismissal. Formative evaluation focuses on continual
professional growth. Formative evaluations are used to provide opportunities for professional development
reflection, and feedback in a professional, educational environment

Summative evaluation procedures are provided to do the following:
1. Provide a means of periodically assessing individual performance of a teacher over a period of time.
2. Provide information to detail staff members' current performance level, areas of improvement, and
goals or suggestions that will lead to further improvement.
3. Identify exceptional educational practices and superior teaching performance.
Formative evaluation procedures are provided to do the following:
1. Promote continuous professional growth.
2. Assist the individual teacher in providing a high quality education for students and to enhance student
achievement.

3. Promote continuous school and system-wide improvement.

The Ludlow Public Schools' evaluation model includes both summative and formative evaluations.
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1)

2)

Purpose of Educator Evaluation

A)

B)

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

The regulatory purposes of evaluation are:

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

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

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

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

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

A)

B)

0

D)

E)

F)

*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 such as art, music, library, and physical education. May also include special education
teachers and reading specialists who teach whole classes.

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

*District-determined Measures: Measures of student learning, growth and achievement
related to the Massachusetts Curriculum Frameworks, Massachusetts Vocational Technical
Education Frameworks, or other relevant frameworks, that are 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.
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G)

H)

D

Y

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

i) Developing Educator Plan shall mean a plan developed by the Educator and the
Evaluator for one school year or less for an Educator without Professional Teacher
Status (PTS); or, for an Educator with PTS in a new assignment, Educator and evaluator
will come to an agreement upon the type of appropriate educator plan and duration
given that change.

i) 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.

1ii) Directed Growth Plan shall mean a plan developed by the Educator and the Evaluator
of one school year or less for Educators with PTS who are rated needs improvement.

iv) Improvement Plan shall mean a plan developed by the Evaluator of at least 30
calendar days and no more than one school year for Educators with PTS who are rated
unsatisfactory with goals specific to improving the Educator’s unsatisfactory
performance. In those cases where an Educator is rated unsatisfactory near the close
of a school year, the plan may include activities during the summer preceding the next
school year.

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

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

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

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

i) 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.

iii) 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 sigh the evaluation, and may add written comments.
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K)

L)
M)

N)

0)

P)

Q)

R)

S)

In cases where there is no predominate assignment, the superintendent will determine
who the primary evaluator will be.

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

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

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

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

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

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

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

Multiple Measures of Student Learning: Measures must 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.

*Observation: A data gathering process that includes notes and judgments made during one
or more classroom or worksite. Unannounced observations may be in the form of partial
(minimum 10 minutes) or full-period classroom visitations. Instructional Rounds,
Walkthroughs, Learning Walks, or any other means deemed useful by the Evaluator, principal,
superintendent or other administrator by the Evaluator and may include examination of
artifacts of practice including student work. An observation may occur in person or through
video. Video observations will be done openly and with knowledge of the Educator. The
parties agree to bargain the protocols of video observations should either party wish to adopt
such practice. Classroom or worksite observations conducted pursuant to this article must
result in feedback to the Educator. Normal supervisory responsibilities of department,
building and district administrators will also cause administrators to drop in on classes and
other activities in the worksite at various times as deemed necessary by the administrator.
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T)

U)

V)

X)

Y)

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 local school committee and the Ludlow
Education Association (LEA) covered by this agreement for purposes of collective bargaining
(“Employee Organization/Association”).

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

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

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

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

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

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

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

Rating of Educator Impact on Student Learning: A rating of high, moderate or low based on
trends and patterns on state assessments and district-determined measures. Parties will
proceed as per MOA signed — March 8, 2016.

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

i) Standard 1: Curriculum, Planning and Assessment
ii) Standard 2: Teaching All Students

iiii) Standard 3: Family and Community Engagement
iv) Standard 4: Professional Culture

V) Attainment of Professional Practice Goal(s)

vi) Attainment of Student Learning Goal(s)
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3)

Z)

AA)

BB)

CO)

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 consists of:

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

ii) Indicators: Describes aspects of each standard, including those required in 603 CMR
35.03

iii) Elements: Defines the individual components under each indicator

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

*Summative Evaluation: An evaluation used to arrive at a rating on each standard, an overall
rating, and as a basis to make personnel decisions. The summative evaluation includes the
Evaluator’s judgments of the Educator’s performance against Performance Standards and the
Educator’s attainment of goals set forth in the Educator’s Plan.

*Superintendent: The person employed by the school committee pursuant to M.G.L. ¢. 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: Parties will proceed as per MOA signed March 8, 2016.

Evidence Used In Evaluation

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

A)

B)

Multiple measures of student learning, growth, and achievement, which shall include:
i) Unannounced observations of practice of any duration.

ii) 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.

fiii) Examination of Educator work products.
iv) Examination of student work samples.
V) A subcommittee consisting of the superintendent, selected principals, and LEA leaders

will meet when new Indicators of Effective Teaching Practice (See Appendix A: Teacher
Rubric) are selected. At this time, the suggested amount and types of artifacts and
evidence that Evaluators and Educators are expected to collect will be determined. The
superintendent or LEA leaders can request a meeting to update this list.

Evidence relevant to one or more Performance Standards, including but not limited to:
i) Evidence compiled and presented by the Educator, including :

(a) Evidence of fulfillment of professional responsibilities and growth such as
self-assessments, peer collaboration, professional development linked to goals
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4)

Rubric

in the Educator plans, contributions to the school community and professional
culture;

(b) Evidence of active outreach to and engagement with families;
ii) Evidence of progress towards professional practice goal(s);
iii) Evidence of progress toward student learning outcomes goal(s).
iv) Student and Staff Feedback — see # 23-24, below; and

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

The rubrics are a scoring tool used for the Educator’s self-assessment, the formative assessment, the formative
evaluation and the summative evaluation. The Ludlow Public Schools have determined to use the rubrics
provided by ESE in this evaluation instrument.

5)

6)

7)

Evaluation Cycle: Training

A)

B)

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

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

Evaluation Cycle: Annual Orientation

A)

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

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

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

iii) The faculty meeting may be digitally recorded 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

i)

The evaluation cycle begins with the Educator completing and submitting to the
Primary or Supervising Evaluator a self-assessment by October 1st or within 20 school
days 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) At least one goal directed related to improving student learning.

B) Proposing the goals

i)

i)

iv)

v)

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

For Educators in their first year of practice, the Evaluator or his/her designee will meet
with each Educator by October 1% (or within 20 school days 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 professional practice goals
that address enhancing skills that enable the Educator to share proficient practices
with colleagues or develop leadership skills. In limited cases where a logical team is not
available, goals may be individual.

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.

8) 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
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9)

10)

B)

)

D)

outlines actions the Educator must take to attain the goals established in the Plan and
benchmarks to assess progress. Goals may be developed by individual Educators, by the
Evaluator, or by teams, departments, or groups of Educators who have the similar roles and/or
responsibilities. See Sections 15-19 for more on Educator Plans.

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

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.

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

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

The Evaluator completes the Educator Plan by November 1st. The Educator shall sign the
Educator Plan within 5 school days of its receipt and may include a written response. The
Educator’s signature indicates that the Educator received the plan in a timely fashion. The
sighature 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)

B)

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 11B, below.

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

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

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

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

A)

The Educator whose overall rating is proficient or exemplary must have at least one
unannounced observation during the evaluation cycle.

58



11)

B)

Q)

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

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

Observations

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

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

A)

B)

Unannounced Observations

i) Unannounced observations may be in the form of partial (minimum 10 Minutes) or
full-period classroom visitations, Instructional Rounds, Walkthroughs, Learning Walks,
or any other means deemed useful by the Evaluator, principal, superintendent or other
administrator.

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

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.

Announced Observations

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

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

(b) Within 5 school days of the scheduled observation, upon request of either the
Evaluator or Educator, the Evaluator and Educator shall meet for a
pre-observation conference. In lieu of a meeting, the Educator may inform the
Evaluator in writing of any information that will assist the Evaluator in the
assessment of 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
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12)

Educator will provide the Evaluator with a copy prior to the
observation.

(c) 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.

(d) 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 or as reasonably practicable.

(e) 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
performance.

(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.

(5) The Educator shall sign the Announced Observation Form indicating

unsatisfactory judgment within 5 school days of its receipt and may
include a written response. The Educator's signature indicates that the
Educator received the Announced Observation Form in a timely
fashion. The signature does not indicate agreement or disagreement
with its contents.

Evaluation Cycle: Formative Assessment

A)

B)

Q)

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

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

The Formative Assessment report provides written feedback and ratings to the Educator about
his/her progress towards attaining the goals set forth in the Educator Plan, performance on
Performance Standards and overall, or both.
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13)

D)

E)

F)

G)

H)

J)

By January 5, 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.

If requested by educator or evaluator a meeting may occur after the completion of the
formative assessment report, but before February 15th, between the Educator and the
Evaluator.

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

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

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

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

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

A)

B)

C)

D)

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

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

By April 15", 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.

By June 1 of Year One of the two-year cycle, the Evaluator shall complete the Formative
Evaluation report and provide a copy to the Educator. All Formative Evaluation reports must be
signed by the Evaluator and delivered face-to-face, by email or to the Educator’s school
mailbox or home via certified mail by June 1.
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14)

E)

F)

G)

H)

J)

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 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.

A copy of the signed final Formative Evaluation Report shall be sighed by the superintendent
and filed in the Educator's personnel file. The superintendent shall have the right to review all
written materials used to complete the formative Evaluation Report. At the request of the
Educator or the Evaluator, the superintendent will meet with the Educator, Evaluator, and a
representative of the LEA at the same time to clarify the issues.

Evaluation Cycle: Summative Evaluation

A)

B)

)

D)

E)

F)

G)

The evaluation cycle concludes with a summative evaluation report. For Educators on a one or
two year Educator Plan, the summative report must be written and provided to the educator
by May 22",

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

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

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

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

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

By April 15, the Educator will provide to the Evaluator evidence of family outreach and
engagement, fulfillment of professional responsibility and growth, and progress on attaining
professional practice and student learning goals. The educator may also provide to the
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15)

H)

j)

K)

L)

M)

N)

0)

evaluator additional evidence of the educator's performance against the four Performance
Standards,

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

The Evaluator shall deliver a signed copy of the Summative Evaluation report to the Educator
face-to-face, by email or to the Educator’s school mailbox or home no later than May 22nd.

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

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

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

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

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

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

Educator Plans — General

A)

B)

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;

ii) At least one goal for the improvement 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.
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16)

17)

18)

19)

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

Educator Plans: Developing Educator Plan

A) The Developing Educator Plan is for all Educators without PTS, or for Educators with PTS in a
new assignment with the agreement of both educator and evaluator.

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. A formative evaluation report is completed at the end of year
1 and a summative evaluation report at the end of year 2.

B) A One-year Self-Directed Growth Plan is for those Educators with PTS who have an overall
rating of proficient or exemplary.

Educator Plans: Directed Growth Plan

A) A Directed Growth Plan is for those Educators with PTS whose overall rating is needs
improvement.
B) The goals in the Plan must address areas identified as needing improvement as determined by

the Evaluator.

C) 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 May 22nd.

D) 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.

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

Educator Plans: Improvement Plan
A) An Improvement Plan is for those Educators with PTS whose overall rating is unsatisfactory.

B) The parties agree that in order to provide students with the best instruction, it may be
necessary from time to time to place an Educator whose practice has been rated as
unsatisfactory on an Improvement Plan of no fewer than 30 calendar days and no more than
one school year. In the case of an Educator receiving a rating of unsatisfactory near the close
of one school year, the Improvement Plan may include activities that occur during the summer
before the next school year begins.

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

E)

F)

G)

H)

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

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

The Improvement Plan process shall include:

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

i) The Educator may request that a representative of the Employee
Organization/Association attend the meeting(s).

iii) If the Educator consents, the Employee Organization/Association 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;

ii} 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;

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.

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

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

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:
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(a)

(b)

(c)

(d)

20.

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.

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

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

If the Evaluator determines that the Educator’s practice remains at the level of
unsatisfactory, the Evaluator shall recommend to the superintendent that the
Educator be dismissed.

Timelines (Dates in italics are provided as guidance)

Activity:

Completed By:

Superintendent, principal or designee meets with evaluators and educators to September 15

explain evaluation process

Evaluator meets with first-year educators to assist in self-assessment and goal October 1

setting process

Educator submits self-assessment and proposed goals

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

prior school year)

Evaluator completes Educator Plans

November 1

Evaluator should complete first observation of each Educator November 15

Educator submits evidence on parent outreach, professional growth, progress on January 5*
goals (and other standards, if desired)

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

Evaluator should complete mid-cycle Formative Assessment Reports for Educators | February 1

on one-year Educator Plans

Evaluator holds Formative Assessment Meetings if requested by either Evaluator or | February 15

Educator

Educator submits evidence on parent outreach, professional growth, progress on April 15*
goals (and other standards, if desired)

*or 4 weeks prior to Summative Evaluation Report date established by evaluator
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Evaluator completes Summative Evaluation Report May 22

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

Evaluator meets with Educators whose ratings are proficient or exemplary at June 10
request of Evaluator or Educator

Educator signs Summative Evaluation Report and adds response, if any within 5 June 15
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 1
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

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

21. Career Advancement

A)

B)

)

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

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

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

67



22,

23.

24,

25.

26.

Rating Impact on Student Learning Growth

ESE will provide model contract language and guidance on rating educator impact on student learning
growth based on state and district-determined measures of student learning. Upon receiving this
model contract language and guidance, the parties agree to bargain with respect to this matter.

Using Student feedback in Educator Evaluation

Each teacher will administer student surveys on a yearly basis. Teachers will include the results of
those student surveys as a piece of evidence for their formative and summative evaluations. Student
survey data will not impact the overall teacher rating. It will merely be used to inform professional
practice and stimulate dialog with their evaluator.

Using Staff feedback in Educator Evaluation

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

Transition from Existing Evaluation System

A) The parties agree that 100% of more of Educators in the district will be evaluated under the
new procedures commencing as of the start of the 2013 — 2014 school year. PTS educators will
remain on the same cycle as they are in the current evaluation instrument. The building or
supervisory administrators will work collaboratively with the LEA personnel under their
supervisory authority to develop a plan for grouping and sub-grouping teams of educators.
Said plan must be completed by June 1* of the preceding school year.

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

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

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

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

B) Evaluators shall not make negative comments about the Educator’s performance, or comments
of a negative evaluative nature, in the presence of students, parents or other staff, except in
the unusual circumstance where the Evaluator concludes that s/he must immediately and
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Q)

D)

D)

E)

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

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

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

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

Primary Fvaloater~NamefTitle:

Supervising Bvalaator, if any—Nuine/Tille/Role i evaluation:

School(s):

Educator Plam; [ Seli-Directed Growth Plan {_] Directed Growth Plan
(] Develaping Gducator Plan [ ] Impravement Plan

Flan Duration; [[] 2-Year [[] One-Year

- Eyaluation Step

[ 1.es5 than n year

Self-Assessment reccived by cvaluator

Educator Plan development completed

T‘] Formative Assessment conlerence, if any'

(] Foimative Evaluation conference, ir:my7
[] Formative Assessiment Report compleled

) Formative Evaluation Report completed *

| Educator response, 11 any, received by evaluator’

b S

Sumunative Bvaluation canference, il any

e

| Summative Evaluation Report complete

Educator response, il any, received by evaluator

* As par the Massachusalts bodsl Syslem lor Educator Evaluation CGantract Langiage, avaluation conlerances ars
required for rafings of Needs Improvement and Unsafislactory but conferences may be requested dy ether the

erlucator or avaluator for any Educalor Plan, The confersnce may oceur belore ar alter the Reporl is compleled; the
sequence in the above table does nol denoie required chronological order.

? Formative Evatyation only ocenrs al the end of the first yeur ol a two-year Seli-Direcied Growth Plan
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Si.lf-z\sgesunent -_I_“.(zll-l‘ll_’_l_ :

Bducalor—Name/Tiile:

Primary Bvaluator——Name/ Title:

Supervising Evaluator, {f any—Name/Title/Role in cvaluation:

School(s}:

Team, if applicable:

List Teamn Members below:
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spen pidtiple fnaic

teiea D)2 e

V(U

‘Team, if applicable:

List Temn Meanbers below:

Sigasture of Educatlor . e —————— b
Signature of Evakuntor e = Date
* The cval *s $i i dust Tie oe she has reccivedt o copy of the self-assessment foam and llse goal seqting foam wiks

propased gaals. N dons nei danee approval ol the poals,
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al Setting Korih

Educatar — Namef I'itle: s ey

Prinuary Evalvator— -Name/Title: L o R

Supervising Evaluutor, if any —Name/Tule/Role i evalimtion

Suhool(s): ey T
Checke all that upplys [} Moposed Goals (] Final Goals Dae:
A murimum of vae student lenming post and one professional practice goal arc requiited. Team gonls

nmst be considered per G4 CMR 15.06(3)(h). Anach pages as needed for addiional gaals or revisions
wade 10 proposed goals during the development of the Liducator Plan,

nt Learbning SMART Goal _

T T £ Al i 4 foam.

M (e Tedivy

(] Individual [:J Individual
[eam: [] ream:

SMART: S=Spacsfie anl Strategic; M~Measuable, A= Action Uricatelk,
R=Rigorous, Realishie, and Kesulis Jocused; T Timed and Teacked

I proposad goaks charge during Plan Developmient, edits may be recorded directly on eniginel sheed of tevised. goal may be
recopdad on a gew shett [ opsed goals arc approved as wenless, s sepadle shoct is ol required
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‘Educatoy Plan Fovm' ™=+

Educator---NamesTithe: R
Prmary Evaluntor - Name/Tiile:

Supervisng Bvaluatar, if any —-Name/Titte/Role in evalvation:

Schoolis): R - ] N

Educator Plan: { '} Self-Dirccted Growth Ban [7] Birccted Growth Plan
[ Developing Educator Plan  [] tmpravement Plan®

Plan Duration: ] 2-Year {10ne-Year () Lesstbanayear

Start Dute: L Date: |

[J Gont Settdng Form with final gonls is attached te the Edueator Plan.
Some activities may apply to the pursuit of nwltipte goals ur 1ypes of goals (student fearming or
professionsl practice). Attach additional pages as necessary.

Student Tearning Goal(s): Planned: Activitics

Deserthe acttons tha saforowill take toat {re shldent
Activirioz )y apply to infivihiial angor teanr

Actlon Supporis/Resourees from Timeline o
School/District’ Frequency

* Additional detail may be attached if needed



Educator Plan Korm '

Educntor—NanwfTille: ___ . s .

'i’.l"utl'»ssi(nln}.l’rl i

Action Supporis/Resvurces from Timellne o
e SchoolDistriet’ Freguency

‘This Kducater Plan is “designed lo provide educators with fecdback Tor lmpravement, professional
growth, nud lewdership,™ is “aligned Lo statewlde Standurds and Indicators in 603 M 35,00 andd
local Performance Standards,” and “is cunsistent with district and scheol goals.” {sce 603 CMR
35.06 (3Hd) and 03 CMR 35 06030(10)

Signanhae of Evaluator . PR Date

Signatute of Bducator i il ___Dute

* As the svalustor relains final aulhority over gosls 1o be included in an educatoc's plan (see GOV CMIE 1S (6t i e)), the signature
of the educanr indicates thal ho o she has reccived (ke Gonl Soiting Form with the “Final (Goal™ boa checked, indicating tho
evabuaiun 's approvat uf 1he goals, The educatar's signature dovs ot necanuily denole agroazak weth tho goals. Regardless of
agrectneat with the fimad goals, signstuee indicates rvmgnulu-u i “I0rs e eduestor's sesponsibiity to aitain the goabs in the
plat andd 10 paticipaie in any ainings aisd profk K. P proveled throujgh 1be siale, districl, or aller providen in

accondance with the Educator Plan.” {see W‘, CMR B.0004))

1 Munt ldentily moans fon adicator 1o recoiva faedback lor improvenisnl par 603 MR 35 063 )(d)
1 progiosed goats change duting 1Pan Dirvelepmenl, tdits may be recordad directly on arginal sheet o ryvised goal
may bo rocorsod an o new shiceld. If proposed godls nre approved a5 wrilten, a separstn shoat is il reduireg.
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Educator---Named Title: et . pogpe—

Primary Liviluntor— Naow/Lie:

Supervising Evabuator, it any-Name/Title/Role in evaluation;

Schuol(s): =

Evidence pertaiusg (o (check ald that apply)'s
[_] Fulfillment of professional respousibilitics and geowth
| ] Evidence of outreach to and ongoing engagement with families
[] Progress toward atinining student learning goal(s)
H Progress lowwd atlaining professional practice goal(s)
Other: e ——

Snmmary of KEvidence
Smdrize e evidance compiled o be presentedito evaliator witha bite

(e

Attael’ addittonal pases asnedded;

i

J

I J’_‘l iy

Signature of Bducalor _DPate

Signatrc of Bvalwater  Date

7] Auachmene(s) included

! Pee 60} CMR 13,0701 Xe) ! . "Lvidence campiled and prosenied by the edursiur includc{s): |. Bvidence of fulfilimeat of

profestional responzitlities and growih, such s: sch-assessmuts, peer collaboration; profestinnal development linkat to puals
20 07 educalor plang; coninbutions to he wcdwol cosnpmuiily asd professsanal culiune; 2, Evadence of nctive ouneach o asnd

ongaing cngagsment with famibics * Hawever, educator colleciion of evidence iv nal limitedt 1 tiese apeas,




o Ky DAAKAES.

(Rormative’Asse sient Rbport K

Eduentoy—Name/Title: I

Primary Bvaluator-—Nune/Title:

Supervising Evaluator, if any—Name/ Tifle/Role m1 evaluation:

School(s):

Assesshng':
L] Progress tewand aliaining gouls [2) Perfosmance on Standards [} Badk

il pages ol

Progress Toward Professional Bractice Gonls)s

Degdvib currens level of proiress A tadiaaditional ihres asideesed,

' As per 603 CME 25,02 and 603 UMB 15,0005, formative auesiment thall mean the process used 1o assess progress tawards
atixining goala sed foeth im cducator plans, perfanmance on pei liimanct stsadards, or loth



Educiir—Name/Title: -

I'orforniance on K

e feedbdokef

I: Curriculum, Planning, & Asscssmenl

Ltl: Family & Comumunity F.l.'t.éngcmcm

IV: Professinnn]l Cullure

The educator shall have the spportunity fo respond tn writing to the formutive assessment as per

603 CMR 15.06{5){c] on the Kducator Response Form.

Signature of Evaluator __ e 2ate Completed:

Signature of Educalor® - } . Datc Recetved: |y

* Signature of the educator indicates acknowledgement of this repott; it docs nul necessarily
denote agreemcatt with the contents of the report, Bducators have the opportunity to respomd 1o
this veport in writing and may use the Educator Repoit Form,
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(Formatlye’

* For educators on two-year Self-THreeted Growtl Plans at the end of Year One of the cycle
Educator---Nrume Title: o o

Prmary Evaloator - NaweTide:

Supervising Fvaluator, if any- -Name/ Title/Role in cvaluation: e oy
Schued(s): ~ ——— =i

Asseasing's

7] Propess toward alttining goals ] Petformance on Standards ) Boih

Progress Taward Student Léarning Gual(s)

Attack additipial pagesas nhideds

Did not meet || Some propress Sigiificant D Met [:] Exceeded
Progress

Rationale, ¢vidence, and feedback for improyvement:

i"n._:;fress: Toward Trofessional Praciice (.‘r:r'n_l{':s")

Atach additianal pagesas needed.

) vidnoimeet ] Some progress '-,'mz:i":ﬁcam CMet [ Bxeeeded

Runiale, evighence, and (eedbuck for impravewent;

' Ay per 60) CHGIE 35 02 anad GU3 CMIL F5,0605), Fotmmtive evaluwirion shalk incans i process used 1o asiess progssss lowands
allaiving goake s<¢ o1l in educalod plans, parfes e 00 perls Landards, nr baih,




Kormative ey

P

liducutor—Ninne/ Title:

[] Evaluator is assigning same ralings as prior Sunumative Evaluation; no connwnts needed

["] Evaluntor is ussigning ratings that differ from prior Summative valualion; comments nre required

L Rating on Eachi§

I: Carreaum, Planning, D [] Needs
& Assessmiend Unsatisfactory  Improvement

Rutjonale, evidence, nnd. feedback for jprovement;

Students Unsatisfacloty  Improvement
Rutionale, evidgnee, and feedback for inprovement:

HI: Family/ACommunity D I_J Needs
Engagement Unsalisfactory  Iimprovement

Ratiotiale, evidence, wid feedback fos improvement,

TW Professional . [-] B !,J Needs

Culture Unsatisfactory  Imgprovement
Rationale, evidence, and (eedback for linprovement;

1 'I‘e.n;‘.ili_n-gj\-ll o I ] . D Needs

|

Proficient

T

Proficient

Proficient

Proficicnt

(7} Bxe nplary

[[] Bxemplary

L[ Bxemplary

7 Exemplary
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SRR VN

FormativEEVAITAton Repor| Fokn

Educator - -Name/Title - -

[ Evaluator is assigning same mtings as prior Stmmative Bvaluition; no commenix needid

[ Evatumor is assiguing ratings that differ from prior Summalive Evaluation; commenis requived

Dl)nnlisfac(my {J Needs Improvement (] woficicat U Exemplary

| Rutionale, cvidenee, amd feedback for smprovement;

Plan Moving Eorward

(] Self-Dirceted [[]1 Dircered [J lmprovenwnt 7 Develuping Educatos
Cirowth Plan Growth Plan Plan Pany

The educator shall have the vpportunily to respond In wrlting to ihe formative evaluaiion as per

603 CMR 3506(5)¢) on the Edecntor Response Form.,

Sigoatre of Evaluator E e 0l Campleted: L

Rignature of lducntort -, ——__._Dnte Recvived: —

* Signaturc of 1he educator indicates acknowledgement of this repart; it docs not noogssurily
denote agreemnent with the coments of the report. Iiducators have the opportunity to respond 1o
this report in writing and may use the Educalor Report Fonn.
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L Silinmafly

Educator-- Nmme/litle: e —
Primary Evaluntor—RNunwd Tithe: - e =
Supervising Evaluntor, if any—Nuwnes/Title/Role in evaluation: e

Schonl(sy: = ey —

Cugrent Plaw: ] seitDirected Growth Plan 7] Dinected Growth Plan
] Bevelaping Educator Plan [T Improvement Plan

SIPFORress Toward StdinEEeariing Codl(s)
s bdttachadditional pagesiasineoded

e A

[} pidnotmeet [ Some progress gl::g : s [ IMet [ Bxeecded

Rationile, eviclence, and feedback fur improyvement:

~ BEpriss TFoward Professional Practice Goal(s)

B ek additlonad pages as weeden.
) . ] Significant e T
[ oidnovmeet [ Somie progress Progress [CIMet  {7] Exceeded
Ratignale, evidence, wil feedbwck for improvapent;
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g

paummatiye Evaluatior

Edweatar- -NamesTitle:

It Currdcutumn, Planning, [ () Needs
& Assessmuont Unsatistactory  Buprovement

Rativralg, evidunge, and feedback fur improveiment:

W: TeachingAll [ ] Needs
Students Ungatisfactory  Improvement
Ragimuale, evidence, angd feedback for improvemeyt;

I Family/Comumunity [ {1 Needs
Engugement Unsatisfactory  Tmprovement

Rationale, evidence, and feedback for improvement;

IV: Frofessionul R _t]_'_ﬁ ) Neods
Cullure Unsatistactony  Improvement

Ratinpale, evidence, and feedbigk Lo ingprovenent;

s Rlulin;f on ‘il","fw__h: Sfandard

(]

Proficient

0

Proficient

Proficiem

O

Profisient

(] Exemplary

(] tixemplary

(] Excmplary

(7] Exemplary
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TR - o DAY

iSiummatiye Byalughiin Repont Borm' =0

Eduralor - Name/ Tille: B

[ unsniistaciory [_] Needs Improvernent [] moficient [:_] Exemplary

| Ratiguale, evidence. g feedbieck (g inpovenieyt:

lan:Moving Fapward

N
U] Self-Directed [} Directed 7] tmprovement  [) Developing [ kecammended
Grawth Plan Cirowth Plan Plan Educatos IMlan for Rehire

The cducntor shall hnve the oppurtunity to respoad In wriling to the summative evaluation as per
603 CMR IS.046(6) on (he Bducator Response Ferm.

Signatue of Evaluator o Ddate Completed: o _
Signature of Educator® e Received:

* Signature of the educatnr mdicates acknowledgement of this repurt; it does not necessurily

denate agreement with the contents of the report. Educators have the opportunity ta respund 1o
this report in writing and may use the Educator Report Fam,

|
|
1
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‘Educator Response Koriy

Educalor—Name/Title: . . .

Primary Bvaloatoc--Nonw/Title: — ) o

Supervising Evaluator, if any-~Name/TitleRole in evalwition: o

School(s):

Response to; (check all that apply)

[7] Educator Plan, including goals and aclivities

|| Evaluator collection and/or analysis of evidence

] Formative Assessment or Evaluation Repuon

[ 1 Ssmmative Evaluation Report

L lother o . R

Fiiicator R'cs_;i'n 1er

Attaclt additiaual s ol v

Signature of Educator . o Date

Signawre of Bvalualer

[] Attackanent{s) included
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Exhibit C
DEPARTMENT CHAIRS

QUALIFICATIONS

1. Valid teaching certification

2. Master's degree and coursework in curriculum development preferred

3. Minimum of three (3) years successful teaching experiences

4. Such alternatives relative to the above qualifications to the mutual agreement of the School
Committee and the L.E.A.

REPORTS TO: Building Administrator and/or Superintendent (or designee)

DURATION:  Three (3) year appointment; may reapply at end of term

SALARY: Per salary schedule

TIME:

*Three Days (with per diem salary) - 2 before the start of the school year and one after
the school year ends for the purpose of carrying out responsibilities, ex. Classroom
visits, reports, budget, etc.

*(Elementary and MS only) Four days during the school year (subs will be hired) to
carry out responsibilities, ex. Classroom visits, reports, budget, etc.

*Duty free; ex. No studies, no bus duty
*(HS only) Assigned one teaching period less than full teaching load

RESPONSIBILITIES

EFFECTIVE CURRICULUM & INSTRUCTIONAL LEADERSHIP

1. Provides leadership and assists building/district administrators with the implementation

of the Massachusetts Curriculum Frameworks, the Common Core of Learning, and the district
curriculum - at the specified department/grade level - (a) to ensure consistency of the core
curriculum and (b) to improve the instructional program.

2. Plans, schedules, and conducts monthly department/grade level meetings. Submits monthly
agenda and minutes to appropriate administrators.

3. Communicates and cooperates with curriculum leaders at all levels to ensure development
and implementation of an articulated, coordinated program for curriculum, instruction, and
assessment. Attends and participates in bimonthly meetings for all Department Chairs with
building level and district administrators.

4. Takes the initiative and responsibility to continuously improve and revise department/grade
level curriculum and instruction. Participate actively with committees organized to improve
curriculum & instruction.
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5. Interacts with consultants and sales representatives in the selection of curricular and
instructional books, supplies, and equipment of the department/grade level.
6. Attends School Committee meetings on an as needed basis.

EFFECTIVE ORGANIZATIONAL LEADERSHIP
1. Acts as a liaison, a communication link, between the school administration - building and
district level - and the members of the department or grade level.
2. Provides input, after consulting with department/grade level staff, on the budget for the
assigned department/grade level.
3. Provides input to the building principal and participates in the recruitment, screening,
hiring, and assignment of new teachers.
4. Provides input to the building principal, when requested, after consultation with
department/grade level staff, in the assignment of teaching personnel, the scheduling of
classes & student placement.
5. Maintains an up-to-date inventory of the department/grade level's supply, textbook, and
equipment needs.
6. Provides input, when requested, in the development, implementation, continuance, and
revision of departmental, building, and district policy.
7. Prepares departmental reports and records as needed by the administration.
8. Assists new teachers in adjusting to their position as needed. Ensure that they have
necessary instructional materials, etc.
9. Provides input to the building principal, when requested, in the screening and assignment of
student teachers.
10. (HS only) Provides input to the principal in the supervision of department teachers.
11. a. (HS & MS only) Assists substitute teachers within the department.
11. b. (Elementary only) Keeps abreast of the issue pertaining to curriculum instruction, and
assessment that are raised during common planning time for the appropriate grade level at
each school. Keeps the three elementary principals informed about those issues as necessary.

EFFECTIVE PLANNING AND ASSESSMENT OF CURRICULUM AND INSTRUCTION

1. Provides input, when requested, in planning and administering assessment procedures
(district and DESE) to evaluate student progress and to check the effectiveness of the
instructional program. Submits an annual written report of assessment finding and
department/grade level response including an action plan for improvement.

2. Prepares, with input from department/grade level staff, recommendations for changes or
adjustments in the curriculum to improve student achievement.

3. Seeks out and/or assists in identifying and utilizing community resources for the enrichment
of curriculum and instruction.

4. Submits to the building principal and to the Central Office a written end-of-the-year report
of the work and progress of the department/grade level, together with suggestions for
changes or improvements.
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5. Visits classrooms (department or grade level) at least once a year and consults with
teachers regarding curriculum and instructional issues to ensure continuity of programs.

CURRENCY IN THE CURRICULUM
1. Keeps current in assigned curricular area, reads professional publications, and disseminates
information about new developments to the teachers in the department.
2. Encourages department/grade level teachers to participate in professional organizations
and professional development opportunities to ensure in the department/grade level.

OTHER
1. Selects students, with input from department/grade level teachers, for special honors,
awards, etc. as needed.
2. (HS only) Provides input to the principal in the supervision of department teachers.
3. Performs such related tasks and assumes other such responsibilities in consultation with
department chairs and the administration, but ultimate discretion lies with building
administration

NOTE: All agendas, minutes, and reports must be submitted to the building principal and to the
Central Office.
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Memoran chment 1

Sections 3. And 4. Of Memorandum of Agreement dated June 10, 1997, between the parties resolving
arbitration award AAA 11 39002314 95

3. Effective for the 1997-1998 school year, notwithstanding Article I,
Section F:
a. Teachers will no longer be required to perform the following duties:
At the Elementary level:
A.M. Bus Duty
A.M. Recess Duty
Lunch Recess Duty
Note: P.M. Bus duty to be assigned to all staff members on a rotating basis

At the Middle School level:
Bus Duty A.M. and P.M.
Internal Suspension Duty
Office Desk Duty
Lunch Duty (inside/outside)
Home Room Period
Office Detention

At the High School Level:
Parking lot Duty
Home Room Period
Corridor Duty
Lavatory Duty
Office Detention
Office Desk Duty
Internal Suspension Duty

b. Study Hall Duty will be shared equitably among staff on the secondary level, with the
exception of coordinators.

c. Teachers will not be called upon to perform lunch/recess duty except in an emergency.

d. If for any reason the provisions adopted in 3. a., b., and c. hereinabove require modification

by state or federal law or regulation, the parties will be bound by the language of Article II,

Section F,, in pertinent part, in effect immediately prior to this Memorandum of

Understanding.

4. Teachers will be required to participate in common planning time during the regular work day in
the following minimum amounts:
*Elementary teachers 18 hours per year.
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*High school teachers 20 hours per year.

*Middle school teachers 20 hours per year

Common Planning Time ("CPT") is part of the teaching assighment and participation is
mandatory. The term "common planning" includes time spent by teachers in groups by
department, grade, or individual or interdisciplinary subject areas for the purpose of
improving student learning through continuous improvements in curriculum, instruction, and
assessment for possible implementation in all or part of the school system. CPT is in addition
to individual preparation and unassigned periods and department and grade level meetings
presently in effect which shall continue.

1. Teachers in conjunction with the Administration will determine how the CPT will be
used, provided that each CPT session is for a minimum of 30 minutes. In the event of a
disagreement, the final determination will be made by the Superintendent.

2. At all levels, time may be available during the work day for additional CPT.

3. The Middle School and the High School will have four minutes worked into the daily
passing time.
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MEMORANDUM OF AGREEMENT

Lucdtow Edneation Associntion Unit A-Teaclhers
And
Ludlow Schien) Comamitice

This Memorandum of Agreement between the Ludlow Education Association and the
Ludlow School Committee is entered into on the 16™ day of April, 2014,

The undersigned, being parties (o a collective bargaining agreement for Unit A
employees which cxpires August 31, 2015, agree to the following language for the
implementation of Distiict Determined Measures, as required by the Massachusets
Departiment of Elementary and Secondary Education regulalions:

I DISTRICT DETERMINED MEASURES

Each edycator working in conjunction with their supervisory administrator and grade
level or content avea counterparts shall develop a metric, asscssment or assessments to be
used as their District Detennined Measure of studen( learning, growth or achievement, In
subjects where there is a statewide growth messure {such as MCAS or ACCESS), that
assessment must be utilized as one of the cdueator’s DDMs.

2, ATTRIBUTION PROTOCOL

A district is required to use inedian SGP as one measure 1o deternune a teacher's Student
Lmpact Rating for all teachers who teach 20 or more students for which SGP in the
feachers’ content aveas (ELA or math), are available. All teachers who leach less than 20
sludents for which SGP in the teachers’ content areas (ELA or math) are available, a
determination of whether (o wilize SGP will be made by each educator working in
parloership with their supervisory administrator and grade level or content area
counlerpants,

- Educators shall have an opportunity to review and confism (he roster of students whose

scores will be used in the determipation of their impact on studeni growth for each DDM.

For full-year or fall semester cowses, the DDM results from students who are not
enrolled in the grade or course by Qctober 18t or do not remain enrolled through the final
dale the DDM is administered shall not be used in the determination of an cducator's
impact on student growth. For spring semester courses, the DDM results from students
who are ot enrolled in the grade or course by the end of the fourth week of the semester
or do pot remain enrolied through the final date the DM is administered shall not be
used in the detevimination of an educalor’s impact on student growth. DDM resulls from
students who are not present for instruetion or education services lor 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.
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i INMI'LEMENTATION SCHEDULE
Use of District Deteemined Mermnes will commence with the start of the 2014-2015

school vear, By October 1 of any given school your, cach teacher wilk have identifiod
which twe District Determined Measures they will utilize as part of theiv evaluation.

4. METHODOLOGY FOR DETERMINING STUDENT GROWTIL

Fach educator working in conjunclion with tbeir supervisory admimstrator and prade
level or conlent aiep counterparts will determing fair, efficicnt amil acowrate methods for
scoring students' work, DDMs cen be scored by the educutor themsclves, groups of
teachéers within the district, exterunal raters, ar commercinl vendors. Edueators shonld be
puided by their prafisssionsl voderstending of high, moderate, and low growth. There is
no fixed nunsber of poinzs that represents cach category of growth that will work lor all
DDMs. Distices should be guided by the professionnl judpment of educators. The
guiding definition of low growth is thyt it is less han a year's worth of growth relative to
ncadismic poers, while high growth s mare than a year's worth of growd, If the course
mocty for Jexs (hun v yeur, prowth shonld be detormined with reapect ta the acteal length
of the course. There will be no sel percentago for pumbers or percentage of studeits in
each category (Law, Moderste, High).

g METHODROLOGY FOR CONVERTING STUDENT GROWTH SCORES TO
STUDENT IMPACT RATINGS

Thwe evaluatar shill use hisher professional judgment to determine whether an oducator 15
baving a high, moderate, or low impact on student learning. ‘The evalustor will consider
the desigoations of impact (high, moderate, or low) from at lesst two measures (a
statewide prowih messure must be used as one measure, whees ovailable) in each of tho
previous four yenrs and will apply professional judpmnent to those desipnations in order to
catnblish trends wd patiorns in siwdent learning, growth, and achievement, before
detennining the educator’s Student Impuet Rating,  The evaluater’s professionnl
judgment will inclnde, But iz not limited to, consideration of the educator's student

population and specifio learming context

A rating of high indicates thut the educatot’s students demonstrated significantly higher
than one year's growth relntive lo scademic peers in the grade or subject, A rating of
moderste indicates thal the educator’s stmdemts demonstrated one year's growil relative to
academic peers in 1he grade or subjeet,

A mting of low indicater that the cducator’s stadents demonstrated significantly lower
tha one yoar's student leaning growth rélative to academie peers ib the grodo or subject.
The cvaluator skill meet with the educator rated Jow to discuss (e Student Impect
Rating. The eveluator muy inoet with the educator mted moderate or high o discuss the
Student Impact Kating, if either the educator or the evaluator requests such a meeting,
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6. USE OF SCORES, RATINGS AND DATA

Results from student learning measures should be considered in the educator’s Sclf-
Assessment and design of the Educator Plan. Student learning measures can also be
utilized to develop professional practice goals and student learning goals, Such results
_including, but not limited to, those from District Determined Measures, ACCESS, SGP
and from an educator’s Impact on Student Learning rating shall not be used, in whole or
in part, in an educator's Summative Evaluation {o lower the performance rating on any of
the four professional standards or on the overall performance rating, Said results will be
used to detennine whether a teacher is on a one (1) or twa (2) year self-dirceted growth

plan,

A Summative Evzluation is comprised of the educator’s rating for each of the four
professional standards and the educator’s progress with respect to professional practice
and student leamning goals. An educator’s professional practice goals and student learning
goals shall describe the practices that a teacher will engage in that are specifically
designed and selected to improve professional practice and student learning. An
educator’s professional practice goals and student leaming goals shall not be expressed in
numerical terms or in the terms of any test scove or growth score including, but not
limited to, scores resulting from District Determined Measures, MEPA, ACCESS,
MCAS, SGP, and from the Impact on Student Learning rating,

7. TRAINING

The District will work with the LEA to idenfify and provide the training and/or
professional development necessary for cffective implementation of DDMs.

Signed this day of Juna, 2014

Ludlow Fducation Association Ludlow School Commiitec

Brian Bylicki, President Michael Kéi]?i\er, Chairman

114



MEMORANDUM OF AGREEMENT
Ludlaw Education Assoclation
thit A Toachors
Ancl
Ludtow Schoel Commilies

The Ludlow Public School District (hexainafler referred (o #5 ‘“Diskict”) ped the Ludlow

Tearhers* Associntion (bereinafter refecred to a3 “Assoctation') beacly agres o be following tecies,

conditions, and understundings relnted to “Blizzsrd Bag Days™:

1,

25

The District and Associstion are parties 16 2 oollective bargaining agreement covening the

tirac period Septermber 1, 2015 throngh Angust 31, 2018,

e District has lmplemented a “Blizescd Bag” process in enable giudent work to be

campleted durag school cancellations so that these days can be counted towards the

wandated 180 days of sudent attendanee,

“Blizzard Big Days” are paid working days for teachers us a ceuult of the preparation,

supervision, mstruction, and evatoation invalved.

The folliwing guidelines for tenchers arc agreed to by the District and the LEA regading the

nge of Tlzzard Days”:

A ‘There will bs & maximum ol 5 ‘Blizzand beg' days spproved in any given school year,

b, The superintendent or hisher designee will designate which cancelled dsys will be
congidered *blizzinsd bag” days and sypically, if these ara multiple, sequential
cancelled duys, ouly the first day will be considered o "Viievard bug' day.

e, Az thiz may vesult in cancelled days not being blizzerd bag days, gtaf¥ should plan on
the poteatial of the sshoo! year being extendad dus to canceled duys.

4. The stadent assignments for (hese days should meet or exceed the DESE standard for

struciured lesrning time.

The assignment mey be 8 series of cue-tima 2asignments 1o be handed in ned praded

as completn within the assigned timeframe oz if o particalar BHzzesd Bag day's

assigmment i part of a long teom aasigoment (5.6, one at covers 21l five potential

Blizzerd Brg days) these sesd o be n graded component of that particular day’s

wnk

f. While the long-term goal is to have all assigniments online, the currenl expeciation i

that not all ptedeats have broadband access o that assignments must nlzo be available
that don't require inlermet ALCass,

. ‘The expectation is that sdems should not kave o print out assignment nformelion

aut boame.

b Substituting the posted HW aesignment for a hilezard hag assignmcnt is oot
aceeptable (see kuilding principals for auy excepticns {o is)

.. Reading in acceptable as pret of #n assignmont but there needa to bo a graded

produsticomnponient associated with the rending,

Stadents may nesd agsistange, tme, oF infumel sceess at schoul for some

amvignments, thase are nol 10 replase & school day lesson (the time for this would be a

Direct=d Study, aftsr school, etc.)

r. Bocanse notification of a blizzand beg day may be last minte, prodocols srownd
accossing assiprments should be set with olasses abaad of tims and any printed coples
of wssignments should be given to students in advasoe, The district must bo able to
make s blizzard bog day snnouncenant/all-call &t any point to set thungs in motion.

1 Teachers must comminicats the nssipnment for the “blizeard bag” day within &
reasotable amnount of time rolative to e start of the reepective schon] day.
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m. The Sehool Committes-approved proposal set the standard Gue date for Bivesard Bag
assignments a6 5 school days after the vetum to school, uuless otherwiss dictated by
an JEP or 504, Possible exceptions sy include:

i Cases in which weather, icacher sheence, or studext sbsezce affects stident
access {03 sarne unforesoen season, Tn these cases, due dates should be
rejusted accordingty (building principals should be notified if this coours).

o Students who du not sowplete u Blizzard Bag assignment should be:

Given a zara for that nssigrment (plezse dare the assignerent for the dste of

tho IiHzzard Bag-days dlansy-alse Halp 1o make this past ol the nasigament

deseription).

4. Marked absont for thut day. Please subnid ¢his day's ationdance ones the due

daic bas beean reached, T you chiange this for any reason at & later date you

must notify the offics s that we ¢an corvect the official attoindanee records,

Student sesignments will be graded upon their sorupletion and the suctessul

completien of the assigmment will thea credit that student with aftendance for

{ho vancelied school day, Failuze of stadeats to complete the work in the

allotied time perind will eamn both 2 zero for the assignment shd na absencs

for tliat cancelled dny, These shacarns will cobnt tnwunis the maxicnum
mamiber of absences sudeats may have before they Jose ceedit for their clase.

o, There i8 &n expeotation that inachers will chock their school cimail g moimimnen a thoze

times during the cancelled duy (nnee stin fhe varly moming, ones in the late morEng
and ones before the end of the regulary scheduled schaol day) o answer questions ot
clurify asstgnments for students, Toachars may also mbstitute other forms of
clectronic commuications if they ae nsing then in their classes (i.e., communicating

tirough Gnagle Classroom).
Building principals will ccllect infeemazion from saff reluted ta the percentage of

blizzard bag assignuents completed, mny roview student assigrmeats o deteymine the
depres o which they mest the standérd for stractured Jesening time, and ieay varvey
staff regarding the hilzzard bag process.

i

ik

This Agreement will take effect when signed and will be reviewed at the end af each schoul
year in which Blizzard Bags are ituplemeated.

3 This Agreenent reprasents the catire agreament of the partics, and thers are na other
understandisgs, cither verbal or wiitizn, between the parties to this Agreement.

Ludlow Educatlon Associition Ludiow School Copugtfes
‘Wi *":44/'
LEA Pretzidnt Srparintandent
C‘,Q:IM
E-‘Eukman - o

Ludlow School Commillse

Date Signed: ___f_}_l’ﬁ flﬁ’.w_,
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