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ARTICLE | - INTENT AND PURPOSE

Preamble - The general intent and purpose of this agreement is to continue the highest
possible quality of education for the students of the Greater Lowell Technical
High School. By the consummation of this agreement, the parties (The School
Committee of the Greater Lowell Technical High School hereafter referred to as
the Committee and the Cluster Chairpersons Association hereafter referred to as
the Association) seek to continue the promotion of harmonious relations and
mutual cooperation toward the achievement of this goal. The parties also
recognize the role of the Superintendent-Director in carrying out the policies
established by the Committee.

Section |

An administrative team concept can assist greatly in the implementation of these goals. The
following purposes are included as a basis for theimplementation of such an administrative team
concept.

a) The administrative team relationship is recognized as the means by which administrative
responsiveness and adaptability will be achieved for maximum efficiency.

b) The administrative team relationship is further intended to develop agreeable
interrelationships among all administrators in order that:

1) Honest and open dialogue is possible at all levels.
2) Duties and responsibilities of each administrator be fully understood.
Section Il

Personnel covered by this agreement shall be expected to assist the Superintendent-Director in
planning educational programs and in making recommendations relative thereto. The officers of
the Association shall be consulted with regard to proposed changes and/or revisions of existing
practices; and such members would be encouraged to originate proposals for submission to the
Superintendent-Director.

The Superintendent-Director will use his discretion in keeping members of the Association
informed as to the nature of other contracts being negotiated with the Committee that have an
effect upon the members of the Association in their administrative duties. The Superintendent-
Director may seek the advice of the Association on matters pertaining to the governance of the
school.



ARTICLE Il - RECOGNITION

For the purposes of collective bargaining with respect to wages, hours, and other conditions of
employment, this agreement applies to the following professional personnel:

Personal Services CTE Chairperson

Construction Technology CTE Chairperson

Technology CTE Chairperson

Math & Science Chairperson

Transportation & Manufacturing CTE Chairperson

Director of Media Services/Professional Development

Athletic Director/Physical Education Chairperson

English Language Arts, English Language Education and Social Studies Chairperson

The Committee reserves the right to add, delete, or combine positions covered by this
Memorandum of Understanding.

ARTICLE lll - RIGHTS OF COMMITTEE

The Committee is a public body established under and with the powers provided by the Statutes of
the Commonwealth of Massachusetts. As elected representatives of the citizens of this District
charged with the responsibility for the quality of education in, and the efficient and economical
operation of the Greater Lowell Technical High School, it is acknowledged that the Committee has a
final responsibility of establishing the educational policies of the Greater Lowell Technical High
School.

Nothing in this agreement shall be deemed to derogate or impair the powers, rights or duties
conferred upon the Committee by the Statutes of the Commonwealth or the Rules and Regulations
of any pertinent agency of the Commonwealth.



ARTICLE IV - WORKING CONDITIONS

Section | - Work Year - Work Day

a)
b)

c)

d)

The work year for Association members shall be from July 1 to June 30th.

The workday is 8 hours in length. This workday is normally from 7:15 a.m. to 3:15 p.m.

Electronic Access Control (FOB) System:

Each employee shall be required to swipe their “fob” against the electronic access card reader
located at main entry point to the school building upon entering and exiting the school
building at all times. The reader records their time in the system. In order to prevent
unauthorized individuals from access in the buildings, an employee will immediately report
any lost or stolen fob to their supervisor. A fob assigned to an individual shall be used solely
by the individual it is assigned to. At the time of separation from service, the fob will be
returned to the district.

When school is closed as a result of inclement weather, Math & Science Chairperson, English
Language Arts, English Language Education and Social Studies Chairperson, CTE Chairpersons,
Director of Media Services/Professional Development, and Athletic Director/Physical
Education Chairperson may elect to work remotely.

The Superintendent-Director may stagger the workday for Association members in order to
ensure supervisory coverage for the school. Association members also take sick calls and are
available for meetings beyond the normal workday.

Section Il - Vacations and Holidays

a)

Association members shall be credited with thirty (30) paid vacation days annually on July 1.
If Association member’s employment is terminated from Greater Lowell for any reason (i.e.
retirement, resignation, discharge) prior to the end of the school year vacation time will be
prorated for that fiscal year.

Vacation, which is credited in one fiscal year, must be used by the end of the fiscal year
immediately following the fiscal year in which the vacation is earned. Vacation time credited
that is not used by June 30 of the following year will be forfeited by the individual.

Unused vacation time shall not be paid except in the event of termination, resignation,
retirement, or death.

Association members are not required to work during the Christmas vacation shut down.
Association member may use vacation time during days when teachers are required to be
present providing coverage by a cluster chair has been arranged and communicated to the
member’s supervisor not to exceed five (5) days consecutive without prior written approval
from Superintendent-Director.



b) The following days are considered to be paid holidays:
Independence Day Martin Luther King Day
Labor Day Washington's Birthday
Columbus Day Patriot's Day
Veteran's Day Memorial Day
Thanksgiving (Thursday & Friday) Good Friday
Juneteenth
c) If any of the above holidays fall on a Saturday or Sunday, an additional day off will be
granted to Association members during that work year.
Section 11l - Leaves of Absence with Pay
a) Sick Leave
Association members shall earn (15) days sick leave per year at the rate of 1.25 days per
month. Unused sick leave will accumulate from year to year without limitation. Association
members shall receive no later than October 1st of each year, a written notice which sets
forth the amount of sick leave they have accumulated to that date. In recognition of
regularity of professional service rendered and as an incentive to the continued regularity of
such service, Association members who have served in the Greater Lowell Technical High
School (and in the Lowell School System, for those superseded by the opening of the
Regional District) for a minimum of twelve years, will upon resignation or retirement from
the district be paid an amount as indicated in Section X, Paragraph b of the Memorandum
of Understanding.
b)  Childbearing Leave
Disabilities caused or contributed to by pregnancy, or termination thereof and recovery
therefrom shall be treated as a "disability". "Disability" shall be interpreted as being within
the meaning of the term sick.
¢)  Funeral Leave

Full-time employees will be allowed leave with pay for up to three (3) consecutive workdays,
any one (1) time, in the event of death in the immediate family. Immediate family is defined
as follows: the employee’s spouse; the child, parent, sibling, grandparent or grandchild of
either the employee or the spouse thereof; the employee’s son-in-law or daughter-in-law;
and any relative of the employee or the spouse thereof who was actually living in the
immediate household of the employee at the time of the death or commencement of the
final illness or accident which led to his/her death.

In extenuating circumstances, the Superintendent-Director may grant other or longer
funeral leave.



d)

f)

g)

Section

Personal Leave

Association members will be entitled to (3) days of personal leave for the purpose of
religious, personal, legal, business, household, or family matters which require absence
during school hours. Application for personal leave will be made at least twenty-four (24)
hours before taking such leave (except in case of emergency). Reasons shall not be required
other than that the day taken is taken under this provision.

Military Leave

Any Association member who is absent because of participation in an ordered tour of
military or reserve training duty, which shall not exceed ten (10) workdays, will receive a
leave of absence with pay for the duration of such a tour. Such payment when combined
with the service pay shall not exceed said member's regular pay.

Professional Days

An Association member will be granted at least one (1) day per year for the purpose of
visiting other schools, attending conventions and/or meetings or for other educational
purposes. Other days will be granted with the Superintendent-Director's approval, which
shall not be unreasonably withheld.

Jury Duty

Any Association member who is absent because of jury duty will receive a leave of absence
with pay for the duration of such duty. Such payment when combined with jury duty pay
shall not exceed said association member's regular pay.

IV - Leaves of Absence Without Pay

a)

b)

c)

Any Association member will be granted a leave of absence without pay for up to two school
years for purposes of childrearing. Association members on "childrearing leave" will return
on September 1st unless other arrangements have been agreed to by the Superintendent-
Director. This provision shall apply to both natural and adoptive parents.

Association members employed by the Committee who are on leave to serve in the Military
Service or in the Mass. Teacher Corps, as an exchange teacher or in the Peace Corps, Job
Corps or VISTA will upon separation from such service under honorable conditions be
allowed upon their return to the Greater Lowell Technical High School System full credit on
the salary schedule for such service up to a maximum of three years; and upon such return
will be offered a position as reasonably comparable to the one occupied at the beginning of
said aforesaid leave as is available.

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



d)

e)

f)

All requests for leaves, extensions, or renewals of leaves will be made and responded to in
writing.

At the conclusion of any leave provided for in the Article, the Association member(s)
involved will be returned to the same position or one reasonably comparable to the one held
if available he/she held prior to the commencement of said leave together with all the
benefits and seniority accrued up to the beginning of leaves of absence without pay.

The parties recognize and hereby incorporate by reference the provisions of the so called
Family Medical Leave Act.

Section V - Sabbatical Leave

a)

b)

d)

An Association member who has served as a cluster chairperson at the Greater Lowell
Technical High School for a period of, at least, six (6) years is eligible for a sabbatical leave
for the purpose of approved study and/or research.

An Association member on sabbatical leave will be paid at one-half (50%) of the salary that
he/she would be due to receive had the sabbatical not taken place. However, upon
returning from a sabbatical leave, the Association member would be paid at the same salary
step that they were paid on during the year on sabbatical leave.

Sabbatical leaves shall be approved on the basis of merit and not solely on budgetary
considerations. Requests for Sabbatical Leaves shall be submitted to the Superintendent-
Director, in writing, no later than March 1, prior to the school year for which the leave is
being requested. The Superintendent-Director will respond for the Committee no later than
May 1, prior to the school year for which the sabbatical leave is being requested.

A sabbatical leave of absence shall be granted for no more than one school year.

Prior to the granting of such leave, an applicant shall enter into a written agreement with
the Committee that upon termination of such leave he will return to service in the Greater
Lowell Technical High School for a period double the length of the Sabbatical Leave, and that
in default of completing such service he/she will refund to the Committee an amount equal
to such proportion of salary received by him/her while on leave as the amount of service not
actually rendered as agreed bears to the whole amount of service agreed to be rendered,
unless this failure is due to illness, disability or death, and shall be so stated on his record.

If an Association member does not return following the termination of such leave, all money
will be paid back to the school within 60 days of notification by the individual that he/she
will not return to duty.



Section VI - Protection

a) Association members shall be covered by Workman's Compensation pursuant to
Massachusetts General Laws, Chapter 152.

Section VII - Cluster Chair Evaluation

1) Purpose of Educator Evaluation

A)

B)

This contract language is locally negotiated and based on M.G.L,, c.71, § 38; M.G.L.
¢.150E; the Educator Evaluation regulations, 603 CMR 35.00 et seq.; and the Model
System for Educator Evaluation developed and which may be updated from time to

time by the Department of Elementary and Secondary Education. See 603 CMR 35.02

(definition of model system). In the event of a conflict between this collective

bargaining agreement and the governing laws and regulations, the laws and

regulations will prevail.

The regulatory purposes of evaluation are:

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

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

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

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

2) Definitions

A)

B)

)

Administrator: Inclusive term that applies to all Administrators covered by this article,
unless otherwise noted. Administrators may include individuals who serve in positions
involving teaching and other direct services to students.

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

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 Administrative Leadership
Practice (603 CMR 35.04).

Common Assessments shall mean identical or comparable assessments of student
learning, growth, and achievement related to the Massachusetts Curriculum
Frameworks, Massachusetts Vocational Technical Education Frameworks, or other

7



D)

E)

F)

G)

relevant frameworks used by educators in the same role across the district. These
assessments may be commercial assessments or district developed, and may include,
but are not limited to: portfolios, pre- and post tests, unit and course assessments,
performance assessments, and capstone projects.

Educator Plan: The growth or improvement actions identified as part of each

Educator’s evaluation. The type of plan is determined by the Administrator’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 New
Administrator and the Evaluator for one school year or less.

ii) Self-Directed Growth Plan shall mean a plan developed by the Administrator
for Experienced Administrators who are rated proficient or exemplary.

iii) Directed Growth Plan shall mean a plan developed by the Administrator and
the Evaluator of one school year or less for Experienced Administrators 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 Experienced
Administrators who are rated unsatisfactory with goals specific to improving
the Administrator’s unsatisfactory performance. In those cases where an
Administrator is rated unsatisfactory near the close of a school year, the plan
may include activities during the summer preceding the next school year.

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

Evaluator: Any administrator designated by a superintendent who has responsibility

for observation and evaluation. The superintendent is responsible for ensuring that

all Evaluators have training in the principles of supervision and evaluation. Each

Administrator will have one Evaluator at any one time responsible for determining

performance ratings.

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

Expected Impact: shall mean the educator meets or exceeds anticipated student
learning gains on multiple measures of student learning, growth, and achievement.
The evaluator shall use professional judgment to determine whether the educator is
having expected impact on student learning, based on student learning gains on
common assessments and, where available, statewide student growth measures. The
evaluator's professional judgment may include, but is not limited to, consideration of
the educator's student population and specific learning context. Anticipated student
learning gains must be consistent across the district for common assessments and
agreed upon by the educator and evaluator for other assessments. The Department
8



H)

J)

K)

L)

M)

N)

0)

P)

Q)

shall establish anticipated student learning gains for statewide student growth
measures in guidance.

Evaluation Cycle: A five-component process that all Administrators 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 Administrator: An administrator who has completed three school years
in the same position in the district.

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
Administrator on a 2-year Self-Directed Growth plan which is used to arrive at arating
on progress towards attaining the goals set forth in the Educator Plan, performance
on Standards and Indicators of Effective Administrative Leadership Practice, or both.

Goal: A specific, actionable, and measurable area of improvement as set forth in an
Educator Plan. A goal may pertain to any or all of the following: Administrator practice
in relation to Performance Standards, Administrator practice in relation to indicators,
or specified improvement in student learning, growth and achievement. Goals may be
developed by individual Administrators, by the Evaluator, or by teams, departments,
or groups of Administrators 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, and student growth percentiles where
available. On state assessments, if state assessments are available, and student
ACCESS gain scores.

New Administrator: An administrator who has not completed three years in the
position in the district.

Observation: A data gathering process that includes notes and judgments made
during one or more school or worksite visits(s) of any duration by the Evaluator and
may include examination of artifacts of practice including student work. An
observation may occur in person. School or worksite observations conducted

9



R)

S)

T)

U)

V)

pursuant to this article must result in feedback to the Administrator. Normal
supervisory responsibilities of evaluators will also cause them to drop in on other
activities in the school or worksite at various times as deemed necessary by the
evaluator. Carrying out these supervisory responsibilities, when they do not result in
targeted and constructive written feedback to the Administrator, are not observations
as defined in this Article.

Parties: The parties to this agreement are the local school committee and the
employee organization that represents the Administrators covered by this agreement
for purposes of collective bargaining (“Employee Organization/Association”).

Performance Rating: Describes the Administrator’s performance on each
performance standard and overall. There shall be four performance ratings:
= Exemplary: the Administrator’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 Administrator’s performance fully and consistently meets the
requirements of a standard or overall. Proficient practice is understood to be
fully satisfactory.
= Needs Improvement: the Administrator’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 Administrator’s performance on a standard or overall has
not significantly improved following a rating of needs improvement, or the
Administrator’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
35.04.

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

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

i) Standard 1: Instructional Leadership

i) Standard 2: Management and Operations

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

10



3)

V) Attainment of Professional Practice Goal(s)

vi) Attainment of Student Learning Goal(s).

When the four Standards of Effective Administrative Leadership Practice are
referenced, it is understood that they may be supplemented or substituted in part in
the Educator Plan by appropriate Standards of Effective Teaching Practice for those
administrators who also serve as teachers or caseload educators, at the discretion of
the evaluator.

W) Rubric: A scoring tool that describes characteristics of practice or artifacts at different
levels of performance. The rubrics for Standards and Indicators of Effective
Administrative Leadership Practice are used to rate Administrators on Performance
Standards, as are Standards and Indicators of Effective Teaching Practice in cases
where the Administrator teaches. These rubrics consist of:

i) Standards: Describes broad categories of professional practice, including
those required in 603 CMR 35.04, and, where appropriate 35.03

i) Indicators: Describes aspects of each standard, includingthoserequiredin 603
CMR 35.04, and where appropriate 35.03
iii) Elements: Defines the individual components under each indicator
iv) Descriptors: Describes practice at four levels of performance for each element
X) 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 Administrator’s performance against
Performance Standards and the Administrator’s attainment of goals set forth in the
Educator Plan.

Y) Superintendent: The person employed by the school committee pursuant to M.G.L.
c. 71 §59 and §59A. The superintendent is responsible for the implementation of 603
CMR 35.00.

Evidence Used In Evaluation
The following categories of evidence shall be used in evaluating each Administrator:
A) Multiple measures of student learning, growth, and achievement, which shall include:

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

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

iii) The appropriate measures of the Administrator’s contribution to student
learning, growth, and achievement shall be set by the district. The measures
set by the district should be based on the Administrator’s role and
responsibility.

iv) Optional mutually agreed upon measures based on the administrator’s job
description.

11



4)

5)

6)

B)

C)

Judgments based on observations and artifacts of practice including, but not limited
to:

i) Unannounced observations of practice of any duration.

ii) Examination of Administrator work products.

iii) Examination of student and educator work samples.

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

(a) Evidence of fulfillment of professional responsibilities and growth such
as self-assessments, peer collaboration, professional development
linked to goals in the Educator Plan, contributions to the school
community and professional culture;

(b) Evidence of active outreach to and engagement with families;

i) Evidence of progress towards professional practice goal(s);

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

iv) Staff Feedback (with respect to administrators) collected by the district; and
V) Any other relevant evidence from any source that the Evaluator shares with

the Administrator.  Other relevant evidence could include information
provided by other administrators, principals and/or the superintendent.

Evidence in professional judgement shall inform the evaluators ratings of Performance
Standards and overall educator performance.

Rubric

The rubrics are a scoring tool used for the Administrator’s self-assessment, the formative
assessment, the formative evaluation and the summative evaluation. The districts may use
either districts the school-level Administrator Rubric or District Administrator Rubric provided
by DESE or comparably rigorous and comprehensive rubrics developed or adopted by the
district and reviewed by DESE.

Evaluation Cycle: Annual Orientation

A)

At the start of each school year, the superintendent or designee shall conduct a

meeting for Administrators focused substantially on Administrator evaluation. The

superintendent or designee shall:

i) Provide an overview of the evaluation process, including goal setting and the
Educator Plan.

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

iii) The meeting may be digitally recorded to facilitate orientation of
Administrators hired after the beginning of the school year.

Evaluation Cycle: Self-Assessment

A)

Completing the Self-Assessment

12



B)

The evaluation cycle begins with the Administrator completing and submitting
to the Primary or Supervising Evaluator a self-assessment by September 10t
or within two weeks of the start of their employment at the school.

The self-assessment includes:

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

(b) An assessment of practice against each of the four Performance
Standards of Effective Leadership practice and any relevant Standards
of Effective Teaching Practice, using the district’s rubric(s).

(c) Proposed goals to pursue:

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

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

Proposing the goals

i)

i)

v)

Administrators must consider goals for grade-level, subject-area, department
teams, school-level teams, district-level teams, or other groups of
Administrators who share responsibility for student learning and results,
except as provided in (ii) below. Administrators may meet with teams to
consider establishing team goals. Evaluators may participate in such meetings.
For New Administrators in their first year in a position, the Evaluator or his/her
designee will meet with each Administrator by September 10™ (or within two
weeks of the Administrator’s first day of employment if the Administrator
begins employment after September 10%) to assist the Administrator 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 a New Administrator in his/her second or
third years in the current position should continue to address induction and
mentoring goals pursuant to 603 CMR 7.12, they may address appropriate
shared team goals.

For Experienced Administrators with ratings of proficient or exemplary, the
goals may be team goals. In addition, these Administrators may include
individual professional practice goals that address enhancing skills that enable
the Administrator to share proficient practices with colleagues or develop
additional leadership skills.

For Experienced Administrators with 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 team goals.

7) Evaluation Cycle: Goal Setting and Development of the Educator Plan

Every Administrator has an Educator Plan that includes, but is not limited to, one goal
related to the improvement of practice; one goal for the improvement of student
learning. The Plan also outlines actions the Administrator must take to attain the
goals established in the Plan and benchmarks to assess progress. Goals may be

A)

13



8)

9)

developed by individual Administrators, by the Evaluator, or by teams of
Administrators who have the similar roles and/or responsibilities. See Sections 15-19
for more on Educator Plans.

B) To determine the goals to be included in the Educator Plan, the Evaluator reviews the
goals the Administrator has proposed in the Self-Assessment, using evidence (multiple
measures of student learning) of Administrator performance and impact on student
learning, growth and achievement based on the Administrator’s self-assessment and
other sources that Evaluator shares with the Administrator.

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

i) Administrators meet with the Evaluator at the end of the previous evaluation
cycle or by September 15th of the next academic year to develop their
Educator Plan. Administrators working on an extended year schedule may
meet during the summer hiatus.

ii) For those Administrators new to the school or district, the meeting with the
Evaluator to establish the Educator Plan must occur by September 15 or
within three weeks of the start of their assignment in that school

iii) The Evaluator shall meet individually with Experienced Administrators with
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 team goals.

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

Evaluation Cycle: Observation of Practice and Examination of Artifacts — New
Administrators
A) New Administrators in the first year in a position shall have at least four unannounced

observations during the work year.

B) In their second and third years in the position, Administrators shall have at least three
unannounced observations during the work year.

Evaluation Cycle: Observation of Practice and Examination of Artifacts — Experienced

Administrators

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

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

10) Observations
The Evaluator’s first observation of the Administrator should take place by November 15.
Observations required by the Educator Plan should be completed by June 1%, or as required
by the Plan. The Evaluator may conduct additional observations after this date.
The Evaluator is not required nor expected to review all the indicators in a rubric during an
observation.
A) Unannounced Observations

i) Unannounced observations may be in the form of a school site or work site
visitation or any other means deemed useful by the Evaluator. Visitations may
include, but are not limited to: staff meetings, team meetings, classroom visits
with supervising evaluator, walkabouts within the school or department, or
individual conferences with students or parents.

i) The Administrator will be provided with at least brief written feedback from
the Evaluator within 3-5 school days of the observation. The written feedback
shall be delivered to the Administrator in person, placed in the Administrator’s
mailbox or mailed to the Administrator’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 a similar administrative activity within
30 school days.

B) Announced Observations
i) All Experienced Administrators on Improvement Plans and other

Administrators at the discretion of the evaluator shall have at least one

Announced Observation.

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

(b) Within 5 school days of the scheduled observation, the Evaluator and
Administrator will meet for a pre-observation conference.

(1st) The Administrator shall provide the Evaluator a draft of the
activity plan or agenda. If the actual plan or agenda is different,
the Administrator will provide the Evaluator with a copy prior
to the observation.

(2nd) The Administrator will be notified as soon as possible if the
Evaluator will not be able to attend the scheduled observation.
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The observation will be rescheduled with the Administrator as
soon as reasonably practical.

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

(d) The Evaluator shall provide the Administrator with written feedback
within 10 school days of the post-observation conference. For any
standard where the Administrator’s practice was found to be
unsatisfactory or needs improvement, the feedback must:

(1st) Describe the basis for the Evaluator’s judgment.

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

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

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

11) Evaluation Cycle: Formative Assessment

A)

B)

C)

D)

A specific purpose for evaluation is to promote student learning, growth and
achievement by providing Administrators with feedback forimprovement. Evaluators
are expected to make frequent unannounced visits to classrooms and administrative
worksites. Evaluators are expected to give targeted constructive feedback to
Administrators 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 Administrative Leadership 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
Administrator 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
Administrator about his/her progress towards attaining the goals set forth in the
Educator Plan, performance on Performance Standards and overall, or both.

No less than two weeks before the due date for the Formative Assessment report,
which due date shall be established by the Evaluator with written notice to the
Administrator, the Administrator 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
Administrator may provide to the evaluator additional evidence of the Administrator’s
performances against the four Performance Standards.
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E)

F)

G)

H)

J)

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

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

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

The Administrator shall sign the Formative Assessment report within 5 school days of
receiving the report. The signature indicates that the Administrator 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 and Administrator may
mutually agree to change the activities in the Educator Plan.

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

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

A)

B)

C)

Administrators 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
Administrator’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 Administrator on a different Educator plan, appropriate
to the new rating.

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

No less than two weeks before the due date for the Formative Evaluation report,
which due date shall be established by the Evaluator with written notice provided to
the Educator, the Administrator 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
Administrator may also provide to the evaluator additional evidence of the
Administrator’s performance against the four Performance Standards.
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13)

D)

E)

F)

G)

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

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

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

The Administrator shall sign the Formative Evaluation report by within 5 school days
of receiving the report. The signature indicates that the Administrator 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 and Administrator may
mutually agree to change the activities in the Educator Plan.

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

Evaluation Cycle: Summative Evaluation

A)

B)

C)

D)

E)

The evaluation cycle concludes with a summative evaluation report which must be
written and provided to the Administrator by June 1st.

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 evaluator shall determine the overall summative
rating that the Administrator receives and be consistent with documentation during
the evaluation cycle.

For an Administrator 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
Administrator’s rating.

The summative evaluation rating must be based on evidence from multiple categories

of evidence. MCAS Growth scores shall not be the sole basis for a summative
evaluation rating.
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14)

F)

G)

H)

))

K)

L)

M)

N)

0)

To be rated proficient overall, the Administrator shall, at a minimum, have been rated
proficient on the Instructional Leadership Standard of Effective Administrative
Leadership Practice.

No less than four weeks before the due date for the Summative Evaluation report,
which due date shall be established by the Evaluator with written notice provided to
the Administrator, the Administrator 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
Administrator may also provide to the evaluator additional evidence of the
Administrator’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
Administrator face-to-face, or to the Administrator’s school mailbox or home no later
than June 15,

The Evaluator shall meet with the Administrator rated needs improvement or
unsatisfactory to discuss the summative evaluation. The meeting shall occur by June
30th.

The Evaluator may meet with the Administrator rated proficient or exemplary to
discuss the summative evaluation, if either the Administrator or the Evaluator
requests such a meeting. The meeting shall occur by June 30%.

Upon mutual agreement, the Administrator and the Evaluator may develop the Self-
Directed Growth Plan for the following work year during the meeting on the
Summative Evaluation report.

The Administrator shall sign the final Summative Evaluation report by June 30 The
signature indicates that the Administrator received the Summative Evaluation report
in a timely fashion. The signature does not indicate agreement or disagreement with
its contents.

The Administrator 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
Administrator’s personnel file.

Educator Plans — General

A)

Educator Plans shall be designed to provide Administrators with feedback for
improvement, professional growth, and leadership; and to ensure Administrator
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15)

16)

17)

effectiveness and overall system accountability. The Plan must be aligned to the
standards and indicators and be consistent with district and school goals.

B) 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 Administrator’s responsibility;
iii) An outline of actions the Administrator must take to attain the goals and

benchmarks to assess progress. Actions must include specified professional
development and learning activities that the Administrator 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.

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

Educator Plans: Developing Educator Plan
A) The Developing Educator Plan is for all New Administrators.

B) The Administrator shall be evaluated at least annually.

Educator Plans: Self-Directed Growth Plan

A) A Two-year Self-Directed Growth Plan is for those Experienced Administrators 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 Experienced Administrators who have an
overall rating of proficient or exemplary.

Educator Plans: Directed Growth Plan
A) A Directed Growth Plan is for those Experienced Administrators whose overall rating
is needs improvement.

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

Q) The Evaluator shall complete a summative evaluation for the Administrator at the end

of the period determined by the Plan, but at least annually, and in no case later than
June 1st.
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18)

D)

E)

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

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

Educator Plans: improvement Plan

A)

B)

)

D)

E)

F)

An Improvement Plan is for those Experienced Administrators whose overall rating is
unsatisfactory.

The parties agree that in order to provide effective leadership for students, staff and
the community and provide students with the best instruction, it may be necessary
from time to time to place an Administrator 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 Administrator receiving a rating of
unsatisfactory near the close of one school year, the Improvement Plan may include
activities that occur during the summer before the next school year begins.

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

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

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

The Improvement Plan process shall include:

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

ii) The Administrator may request that a representative of the Employee
Organization/Association attend the meeting(s).
iii) If the Administrator consents, the Employee Organization/Association will be

informed that an Administrator has been placed on an Improvement Plan.
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G)

H)

The Improvement Plan shall:

vi)

vii)

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

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

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

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

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

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

Include the signatures of the Administrator and Evaluator.

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

Decision on the Administrator’s status at the conclusion of the improvement Plan.

i)

All determinations below must be made no later than June 30". One of three

decisions must be made at the conclusion of the Improvement Plan:

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

(b) In those cases where the Administrator 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
Administrator is making substantial progress toward proficiency, the
Evaluator shall place the Administrator on a Directed Growth Plan.
In those cases where the Administrator 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
Administrator is not making substantial progress toward proficiency,
the Evaluator shall recommend to the superintendent that the
Administrator be dismissed.

(c) If the Evaluator determines that the Administrator’s practice remains
at the level of unsatisfactory, the Evaluator shall recommend to the
superintendent that the Administrator be dismissed.
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~20) Timelines (Dates in italics are provided as guidance) -
Activity: \ Completed By:

. . . . Start of school year,
Superintendent meets with evaluators and Administrators to explain
but no later than

evaluation process ‘5 tember 15
eptember

Evaluator meets with first-year new Administrators to assist in self-
September 10

assessment and goal setting process
September 10

Administrator submits self-assessment and proposed goals

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

Evaluator completes Educator Plans October 1

Evaluator should complete first observation of each Administrator November 15

Administrator submits evidence on pare—nt outreach, professional

growth, progress on goals (and other standards, if desired) January 5*
* or four weeks before Formative Assessment Report date established
by Evaluator
Evaluator should complete mid-cycle Formative Assessment Reports for
o February 1
Administrators on one-year Educator Plans
Evaluator holds Formative Assessment Meetings if requested by either
. February 15

Evaluator or Administrator
Administrator submits evidence on parent outreach, professional
growth, progress on goals (and other standards, if desired) May 1*
*or 4 weeks prior to Summative Evaluation Report date established by

| evaluator

| Evaluator completes Summative Evaluation Report June 15
Evaluator meets with Administrators whose overall Summative " June 30
Evaluation ratings are Needs Improvement or Unsatisfactory

' Evaluator meets with Administrators whose ratings are proficient or s
exemplary at request of Evaluator or Administrator
Administrator signs Summative Evaluation Report and adds response, if .”June 30

any within 10 school days of receipt
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A) Experienced Administrators on Two Year Plans
Activity: Completed By:
Evaluator completes unannounced observation(s) s::rt:x;:;:;nng;:;:-
Evaluator completes Formative Evaluation Report June 15 of Year 1
Evaluator conducts Formative Evaluation Meeting, if any June 30 of Year 1
Evaluator completes Summative Evaluation Report June 15 of Year 2
Evaluator conducts Summative Evaluation Meeting, if any June 30 of Year 2
Administrator signs Summative Evaluation Report June 30 of Year 2

B) Educator Administrators on Plans of Less than One Year

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

21) Career Advancement

A)

In order to attain Professional Teacher Status, the Educator should achieve ratings of
proficient or exemplary on each Performance Standard and overall. A supervisor
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 supervisor’s decision is subject to review and approval by the superintendent.

22) Rating Impact on Student Learning Growth

A)

Administrators shall use evidence (multiple measures of student learning) of an
administrator’s performance and impact on student learning, growth, and
achievement in the goal setting and administrator plan development processes.

23) General Provisions

A)

B)

C)

Only Administrators who are licensed as administrators may serve as evaluators of
Administrators.

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

The superintendent shall insure that Evaluators have training in supervision and
evaluation, including the regulations and standards and indicators of effective
teaching practice promulgated by ESE (35.04), and the evaluation Standards and
Procedures established in this Agreement.
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D) Should there be a serious disagreement between the Administrator and the Evaluator
regarding an overall summative performance rating of unsatisfactory, the Administrator
may meet with the Evaluator’s supervisor to discuss the disagreement. Should the
Administrator request such a meeting, the Evaluator’s supervisor must meet with the
Administrator. The Evaluator may attend any such meeting at the discretion of the
superintendent.

E) 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 Administrator, then no financial remedy or reinstatement shall
issue if there was substantial compliance.

Section VIII - Professional Development

a)

b)

c)

The Committee agrees to pay reasonable expenses (including meals, lodging, and/or
transportation and fees), incurred by Association members who by vote of the Committee
attend workshops, seminars, conferences, or other professional improvement sessions with
the approval of the Superintendent-Director.

Evidence of successful course completion and expense receipts must be submitted prior to
reimbursement.

Association members will be reimbursed up to $2,000.00 annually for professional
development purposes.

Section IX - Insurance

a)

Group Insurance Benefits

1. The Committee will provide to all full-time employees a Health Maintenance
Organization (HMO) Plan in accordance with the provisions of the relevant sections of
Chapter 32B of the Massachusetts General Laws. Said insurance programs will be
consistent with the policy(s) offered other District employees with the District paying
75%.

2. The Committee agrees to pay 75% of a Dental Plan offered by Delta Dental which will
provide 100% coverage on diagnostic and preventative services (Type 1) and 80%
coverage on restorative and other basic services (Type 2), and 50% on major
restorative prosthodontic (Type 3). Deductibles will apply to Type 2 and Type 3
services.

3. In the event that the District reaches agreement with the largest bargaining unit to
change the benefits under the above paragraphs 1 and/or 2 during the life of this
agreement, the Association agrees to re-open negotiations for the sole purpose of
implementing the application of the change in benefits to the cluster chair bargaining
unit.
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b) The Committee agrees to provide term insurance in the amount of twenty thousand dollars
(520,000) for each member of the Association.

c) Long-Term Disability

The Committee agrees to make provision for payroll deductions for payment of the premiums
for a Long-Term Disability plan should such a plan come into effect.

d) Flexible Spending Account

The District shall offer a Flexible Spending Account (FSA) through a Cafeteria Plan, as allowed
by state and federal laws and regulations for eligible medical and/or dependent care
expenses, to Members through a third party provider at no monetary cost to the District.

e  The District shall select the vendor, determine plan administration details, and provide
automatic payroll deduction services. The District maintains the option to change
vendors.

e Any and all direct or indirect costs and fees associated with the offering of a Flexible
Spending Account (FSA) will be the responsibility of the Members unless otherwise
provided by the District.

e The District agrees to pay the initial $350 set up fee to the vendor in the first year of the
plan as well as $350 annual administration fees in the second year of the plan.

Section X - Payroll Deduction

a) The Committee agrees to deduct from the salaries of the Association members who have on
file with the Committee a deduction authorization card, payments to the MTA Credit Union
or Jeanne d'Arc Credit Union, and The Lowell Five-Cent Savings Bank.

b) The Committee agrees to deduct from the salaries of Association members monies for tax
sheltered annuities as provided for under the General Laws of the Commonwealth.

Section Xl - Longevity

a) Association members shall receive as compensation the following remuneration for service
in Lowell Trade and Vocational School and/or the Greater Lowell Technical High School.

16th thru 19th years of service $ 700 total longevity payment
20th thru 24th years of service $1400 total longevity payment
25th or more years of service $2000 total longevity payment

Association members may move to the next highest longevity level when they meet service
requirements, but no further progress on the longevity scale thereafter. Longevity would be
eliminated for new hires after July 1, 2012.
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b) In recognition of regularity of professional service rendered and as an incentive to the
continued regularity of such service, Association members who have served in the Greater
Lowell Technical High School District for a minimum of 15 years and who have attained the
age of 55 will upon resignation or retirement from the district be paid an amount as
indicated below of their unused sick leave accumulation as of the effective date of their
resignation or retirement capped at 200 days. The daily rate for buy-back will remain the
same. **New employees hired after the execution of this agreement shall not receive the
forgoing unused sick leave buy back benefit.

Resignation 20%*

Retirement 25%
*For employees hired prior to 1975 a 25% payment rate will be used”
**“New employee” shall be understood for the purposes of Section X to mean an employee
new to the District.

Section XIlI - Salary

The salaries for all bargaining unit positions, which are set forth in detail shall be as follows:
July 1, 2024 — June 30, 2025 +2% to current contract salary for 2024-2025

July 1, 2025 —June 30, 2026 4%
July 1, 2026 —June 30, 2027 4%

The base salary schedule for Association members is as follows:

July 1, 2024 - June 30, 2025
Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7
$120,245 $124,885 | $128,234 | $134,431 | $137,819 | $139,888 | $141,287
July 1, 2025 - June 30, 2026
Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7
$125,055 $129,880 | $133,363 | $139,808 | $143,332 | $145,484 | $146,939
July 1, 2026 - June 30, 2027
Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7
$130,057 $135,075 | $138,698 | $145,400 | $149,065 | $151,303 | $152,816

All per diem payments made under this contract shall be based on 243 days.
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ARTICLE XIll - Duties and Responsibilities

Job Descriptions are on file in Human Resource Office. The organization will participate in any
changes to the existing job descriptions.

ON BEHALF OF THE GREATER LOWELL TECHNICAL HIGH SCHOOL
CLUSTER CHAIRPERSONS’ ASSOCIATION:
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