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This Agreement is made and entered into on this 22nd day of August 2025 between the SCHOOL
COMMITTEE OF THE CITY OF QUINCY, (hereinafter sometimes referred to as the
"COMMITTEE"), and the QUINCY EDUCATION ASSOCIATION, INC., (hereinafter sometimes
referred to as the "Association").

PREAMBLE

WHEREAS, the Committee and its designated representatives have met with representatives of
the Association pursuant to provisions of Chapter 150E of the General Laws, and the parties have fully
considered and discussed all proposals made by either party as to salaries, hours, and other conditions of
employment; and

WHEREAS, the School Committee of the City of Quincy and the Quincy Education Association,
Inc., executed a contract under the provisions of Massachusetts General Laws Chapter 150E, and said
contract having a duration clause effective September 1, 2025, and remaining in full force and effect
through August 31, 2028; and

WHEREAS, the negotiating representatives of both the Committee and the Association have
negotiated a successor agreement to be effective September 1, 2025 and shall continue in all its provisions
except as hereinafter modified, and shall continue in full force and effect along with said modifications
from September 1, 2025, to and including August 31, 2028.

THEREFORE, in consideration of mutual promises, the Committee and the Association hereby
agree as follows:

ARTICLE 1
GENERAL

A. Recognizing that the prime purpose of the Quincy School System is to provide education of the
highest possible quality for the children of Quincy, we, the undersigned parties to this Contract,
agree to the following principles:

1. The Committee, elected by the citizens of Quincy, is a public body established under and
with duties, powers, responsibilities and rights provided by the laws of Massachusetts and
applicable rules and regulations of administrative agencies issued under such laws.

2. The Superintendent of Schools of Quincy, (hereinafter referred to as the
"Superintendent") is the executive officer of the Committee and, as such, administers and
directs the operation of the public schools of Quincy in accordance with the policies of
the Committee.

3. The professional staff of the Quincy School System shares with the Committee and the
Superintendent responsibility for providing for pupils of the Quincy Public Schools,
education of the highest possible quality consistent with the policies of the committee,
and the professional staff has the major role in direct contacts with pupils.

4, The Committee and the Association recognize the value of free exchanges of views and
information towards fulfilling the aforementioned responsibilities as applying or relating
to wages, hours and other conditions of employment of the professionals.

5. The Association recognizes that the basic duty of each professional employee is to use
his/her skill and expertise in the most effective and proper manner to improve the quality
of education offered by the Quincy Public Schools.



As to all matters covered by this Contract, the express provisions hereof shall control in
any case where a conflict may exist between such express provisions and any policy,
practice, procedure custom or writing not incorporated in this Contract.

Nothing in this Agreement shall be construed in any way to alter, modify, change, or limit
the authority and/or the jurisdiction of the School Committee as provided by the
Massachusetts Constitution, the General Laws of Massachusetts, decisions of the
Supreme Judicial Court of Massachusetts, laws of the United States, or any statute or
ordinance.

The parties agree that each has exercised its rights to bargain for any provision it wishes
to be included in this Contract; that if either has made a proposal not included herein,
such proposal has been withdrawn in consideration of the making of this Contract; and
that this Contract constitutes a complete agreement as to all matters upon which the
parties have or might have bargained. Accordingly, each expressly waives any right to
seek to negotiate any further demand or proposal so long as this Contract shall continue
in effect, except as Article 28 hereof expressly otherwise provides. The Committee has,
and will continue to retain, whether exercised or not, all of the rights, powers and
authority delegated to it in the future by any statute, by-law, legal decision or ordinance.
The Committee shall have the sole right, responsibility and prerogative to manage,
supervise and control the affairs of the Quincy School System and to direct the working
forces and to exercise its duties and responsibilities.

ARTICLE 2
RECOGNITION

For the purposes of collective bargaining with respect to wages, hours and other conditions of
employment, the negotiation of agreements and any questions arising hereunder, the Committee
recognizes the Association as the exclusive representative of all Middle School Assistant Principals,
Elementary School Assistant Principals, the Social Health Coordinator, the Pool Director, and High
School Assistant Principals excepting, however, all other employees of the Quincy Public Schools. The
professional employees represented by the Association as aforesaid are the members of the professional
staff covered by this Contract, and are hereinafter referred to as "Members."

ARTICLE 3
PAYROLL DEDUCTIONS

The Committee hereby accepts the provisions of Section 12 of Chapter 150E of the General Laws
of Massachusetts and, in accordance therewith, shall certify to the Treasurer of the City of Quincy
all payroll deductions for the payment of dues to the Association duly authorized by members.
Such authorization shall be given in writing in the following form:

DUES AUTHORIZATION CARD

Address

I hereby request and authorize the Quincy School Committee to direct the Quincy City Treasurer
to deduct from my earnings and transmit to the Quincy Education Association, Inc., the Massachusetts
Teachers Association, and the National Education Association, as indicated by a check mark or check



marks in the appropriate box or boxes below an amount sufficient to provide for regular payment of the
membership dues as certified to the City Treasurer by such Association or Associations respective in
equal payments during the months of October, November, December, January, February and March in
each school year, such deductions to be made in each payroll period. I understand that I may withdraw
this authorization at any time by giving notice in writing to the Quincy School Committee at least 60 days
prior to the withdrawal date. I hereby waive all rights and claims for said monies so deducted and
transmitted in accordance with this authorization and relieve the Committee and the City and all their
respective officers from any liability thereof.

Signature Date

WHEREAS, pursuant to the Agreement there was an agreement on December 23, 1974 to negotiate
on the terms of the agency service fee;

NOW, THEREFORE, the Association and the Committee agree as follows:

1. For any member of the bargaining unit who is not a member of the Association, it shall be
a condition of his/her continued employment during the life of this Agreement that said
teacher pay to the Association, on or after the thirtieth day following the beginning of
his/her employment, a service fee which shall be proportionately commensurate with the
cost of collective bargaining and contract administration. The agency fee shall be
deducted from the salary of any employee who signs a written authorization to that effect
in accordance with the provisions of Chapter 180, Section 17G of the General Laws and
transmitted directly to the Treasurer of the Association.

2. The Association agrees to indemnify, defend and save the City harmless against any and
all claims, demands, suits or other forms of liability that shall arise out of or by reason of
any action taken by the City in reliance upon the aforesaid payroll deduction or
authorization card submitted to the City under the provisions of Chapter 180, Section
17G or for any action taken by the City to enforce the so-called Agency Service Fee.

This Article shall be effective on January 1, 1975, and subject to ratification by both
parties in accordance with Chapter 150E, Section 12 of the General Laws of
Massachusetts.

B. The Committee agrees to deduct from the salaries of members voluntary contributions to Quincy
Voice of Teachers in Education (Q-VOTE) and/or the Massachusetts Teachers Association Voice
of Teachers in Education (MTA-VOTE). Members shall designate the amount of said
deduction(s), if any, in September of each year and such voluntary contribution(s) to Q-VOTE
and/or MTA-VOTE shall be deducted from the member's salary along with the dues deduction in
Section A (above) as a combined amount. The Quincy City Treasurer shall transmit deducted
amounts to the Association immediately upon receipt and it shall be the exclusive responsibility
of the Association to separate deducted amounts into designated dues, agency service fee,
Q-VOTE and/or MTA-VOTE accounts.

C. The Committee agrees to deduct from the salary of members, deductions for health insurance on a
pre-tax basis, commonly referred to as a "Cafeteria Plan". Effective July 1, 2009, the Committee
agrees to deduct from the salary of members, deductions for a Dependent Care Account Plan
(DCAP) and a Medical Care Account Plan (MedCAP), commonly referred to as “Section 125”
Plans.



ARTICLE 4
GRIEVANCE AND ARBITRATION PROCEDURE

A. GENERAL STATEMENT

The purpose of the procedure set forth hereinafter is to produce prompt and equitable solutions to
those grievances which, from time to time, may arise and affect wages, hours, and conditions of
employment covered by this Agreement.

B. DEFINITION OF A GRIEVANCE

A grievance is a violation or misinterpretation or misapplication of any of the express provisions
of this Agreement. A grievance may be brought by a member or group of members. Hereafter,
all references to person, teacher, or employee shall be considered to mean member or group of
members.

GRIEVANCE AND ARBITRATION PROCEDURE:

A.

STEP 1

The aggrieved member shall first discuss the grievance with his/her appropriate immediate
supervisor, and the Chairperson of the Professional Rights and Responsibilities Committee, with
the objective of resolving the matter informally. The appropriate immediate supervisor of any
member shall be the director or his/her designee who supervises such member.

STEP 2

a. If the aggrieved member or the School Committee is not satisfied with the disposition of
his/her grievance at Step 1, or if no decision has been rendered within ten (10) school
days after presentation of the grievance in accordance with provisions of Step 1, the
School Committee may proceed to Step 2 or the aggrieved member may file the grievance
in writing with the chairperson of the Association's Committee on Professional Rights
and Responsibilities, (hereinafter referred to as the PR & R Committee), within five (5)
school days after the decision at Step 1, or fifteen (15) school days after receiving the
written grievance; the Chairperson of the PR & R Committee will refer it to the
Superintendent of Schools.

b. The Superintendent or his/her designee will represent the Committee at this level of the
grievance procedure. Within ten (10) school days after receipt of the written grievance by
the Superintendent, the Superintendent will meet with the aggrieved member in an effort
to resolve it.

c. If a member does not file a grievance in writing with the Chairperson of the PR & R
Committee, and the written grievance is not forwarded to the Superintendent within thirty
(30) days after the member learned or should have learned of the act or condition on
which the grievance is based; then the grievance will be considered as waived. If a
grievance occurs during the period commencing on the fifth (5th) school day next prior to
closing of schools in June and ending on the day before school opens in September, then
the aforementioned time limit shall not apply and said grievance shall not be considered
waived so long as the grievance is signed on or before the close of business on the
fifteenth (15th) school day of the term beginning in September. Each written statement of
grievance shall include (1) a concise statement of the facts constituting the grievance, (2)
a reference to the applicable provisions of this Contract, (3) the date upon which the act



or omission giving rise to the grievance occurred, and (4) the dates of all prior written
presentations, if any.
STEP 3
If the aggrieved member is not satisfied with the disposition of his/her grievance at Step 2, or if no
decision has been rendered within twenty (20) school days after he/she has first met with the
Superintendent, he/she may file the grievance in writing with the Chairperson of the PR & R
Committee, within fifteen (15) school days after a decision by the Superintendent, or twenty-five
(25) school days after he/she has first met with the Superintendent, whichever is sooner. Within
fifteen (15) school days after receiving the written grievance, the School Committee will meet
with the aggrieved member and/or his/her representative for the purpose of resolving the
grievance.

STEP 4

a. If the aggrieved member is not satisfied with the disposition of his/her grievance at Step
3, or if no decision has been rendered within twenty (20) school days after he/she has first
met with the School Committee, he/she may, within five (5) school days after a decision
by the School Commiittee, or fifteen (15) days after he/she has met with the School
Committee, whichever is sooner, request in writing the Association to submit his/her
grievance to arbitration. If such a written request is not received by the Association
within the fifteen (15) day period, then the grievance shall be waived.

b. Within twenty-five (25) school days after such written notice of submission to arbitration
the School Committee and the Association will agree upon a mutually acceptable
arbitrator and will obtain a commitment from said arbitrator to serve. If the parties are
unable to agree upon an arbitrator or to obtain such a commitment within the specified
period, a request for a list of arbitrators may be made to the American Arbitration
Association by either party from which an arbitrator shall be selected. The parties will be
bound by the rules and procedures of the American Arbitration Association in the
selection of an arbitrator and the arbitrator shall proceed under such rules.

c. The arbitrator shall have the authority to settle only a grievance which concerns
misinterpretation or misapplication or violation of the express terms of this Agreement.
This arbitrator shall have no power to add to, subtract from, or modify this Agreement.

d. The arbitrator so selected will confer with representatives of the School Committee and
the Association and hold hearings promptly and will issue his/her decision not later than
twenty (20) days from the date of the close of the hearings or if oral hearings have been
waived, then the date of the final statements and proofs are submitted to him/her. The
arbitrator's decision will be in writing and will set forth his/her findings of fact, reasoning,
and conclusions on issues submitted. The arbitrator will be without power or authority to
make any decisions which require the commission of an act prohibited by law or which is
in violation of the terms of this Agreement. The decision of the arbitrator will be
submitted to the School Committee and to the Association and will be final and binding.

e. The costs for the services of the arbitrators, including per diem expenses, if any, and
actual necessary traveling and subsistence expenses will be borne equally by the School
Committee and the Association. Each party shall bear its own expenses for the
presentation of its case.

All documents, communications and records dealing with the processing of a grievance will be
filed apart from the personnel files of the participants, except as may be required to implement the
disposition thereof.



C. No reprisal of any kind shall be taken by any party hereto against any member who participates in
any way in any grievance proceeding by reason of such participation.

D. A written record shall be made of the disposition of any grievance at Step 2, Step 3, or Step 4. If
such disposition becomes final by acceptance by the Association, such disposition shall apply to
all future grievances based on the same or similar facts.

E. Arbitration, pursuant to this Article, shall be the exclusive remedy available to members of the
Association in the event that the grievance is not disposed of under Steps 1, 2, 3.
F Times for meetings to discuss grievances shall be scheduled outside of school hours unless, in the

judgment of the Superintendent, in the case of a Step 2 proceeding, or of the Committee, in the
case of a Step 4 proceeding, a meeting during school hours is desirable to facilitate the production
of appropriate information. Attendance by members and by the Association representatives shall
constitute authorized absence without loss of pay. The Association agrees that absences during
school hours shall be avoided whenever they would interfere with the conduct of the educational
program and that the right to take such absences shall not be abused.

ARTICLE 5
DEVELOPMENT AND IMPLEMENTATION OF CURRICULUM AND
RELATED EDUCATIONAL PROGRAMS, TEXT BOOKS

The Committee and the Association agree that the professional staff is and should continue to be a
major source of developments and innovations in improving the education programs carried on in the
Quincy Public Schools. The parties agree further that it is important for the professional staff to
participate in the over-all coordination of studies, projects and other activities directed toward the
development, improvement, and implementation of such programs, toward the evaluation of existing
programs, toward the devising, testing and introduction of new programs, and toward research in pertinent
educational and related areas. The parties recognize that there are other institutional and community
resources capable of great contributions toward these ends and that the utilization of such resources
should be coordinated with the efforts of the schools' administration and the professional staff.

Accordingly, the Committee and the Association agree that an Educational Development
Committee (EDC) shall be established to consist of twelve (12) members, of whom six (6) shall be
designated by the Association and six (6) by the Committee. The EDC shall establish its own times of
meeting and rules of procedure and shall have the right to meet with the Committee at reasonable times,
not more often than once every two months unless by mutual agreement. The EDC may consider
proposals from any source respecting curriculum, teaching methods, aids and material, educational
facilities, design and equipment of new and remodeled school construction and any other matters
pertaining to the improvement of the educational programs carried on or proposed to be carried on in the
Quincy Public Schools. Where a proposal is made that a specific subject be studied by a particular person
or group of persons, the EDC will receive and review the results of such study and will endeavor to avoid
duplication or repetition of effort.

The EDC shall regularly report to the Committee and the Association the matters it is considering
and its recommendations respecting the same. The Committee and the Association shall give serious
consideration to such recommendations. If the Committee shall receive, other than from the EDC, a
proposal for a study or program of development or research in any matter within the jurisdiction of the
EDC, the Committee shall notify the EDC of such proposal. If the EDC shall respond within thirty (30)
days of the giving of such notice that it has considered, or desires to consider, the subject matter of the
proposal, the Committee will not, except in case of emergency, authorize the proposed study or program
until either the EDC shall have reported thereon or forty-five (45) days, or such other period as the



Committee and EDC shall agree, shall have elapsed from the date such notice was given without any
report by the EDC.

The Committee expects that all proposals for discontinuing the use of textbooks and for adoption
of new textbooks will issue from the EDC as representing the considered opinion of the professional staff
in consultation with the school administration, the Committee recognizing that the professional staff
should have a responsible voice in textbook selection, provided, however, that the EDC need not consider
any textbook which is not used or proposed to be used by more than one member. Except in emergency
situations, the Committee shall not adopt new textbooks nor discontinue the use of textbooks unless the
EDC has been notified of said contemplated action; and has had the opportunity to make a
recommendation respecting such action.

ARTICLE 6
CONDITIONS OF PROFESSIONAL SERVICE

The Committee and the Association have deliberately agreed not to include provisions in this
Contract respecting some of the conditions affecting the performance by members of their professional
duties. Such omitted matters include, by way of illustration and not of limitation, the teaching loads of
individual members and the basis upon which parent-member conferences, professional workshops and
curriculum planning sessions may be held in light of regulations promulgated by the State Board of
Education regarding the length of the school day. Such matters are omitted not because the parties regard
them as unimportant, but because the parties

believe that they require further careful joint study since they are affected by the rapid pace of change in
educational technology and theory, and in part, are subject to rules and regulations promulgated by
agencies of the Commonwealth. In addition to such conditions, the Committee and the Association
consider that there are a number of areas affecting the performance by members of their professional
duties as to which practices not now in effect in the Quincy School System and practices not yet
developed by any public school system may make great contributions toward improving not only the
quality but also the efficiency of the educational process in the Quincy Public School System. Such areas
include, by way of illustration and not of limitation, the use of non-professionally trained personnel to
perform pupil supervision tasks outside the classroom. Clerical tasks, the reproduction of instructional
materials, and the like. They also include the possibility of measuring the obligatory portion of a
member's work day in terms of the time required to perform professional functions rather than a stated
number of hours, the possibility of a separate contract year and separate compensation arrangements
different from the academic year and compensation related thereto for volunteer professionals who might
undertake special professional leadership and development assignments, the possibility of so reorganizing
the classroom teaching functions so as to permit more effective use of superior classroom members and
the possibility of identifying and describing characteristics of professional performance so as to permit
more meaningful evaluation thereof.

Accordingly, the parties agree that a Professional Conditions Committee (PCC) shall be
established to consist of twelve (12) members of whom six (6) shall be designated by the Association and
six (6) by the Committee and of which there shall be co-chairpersons, one (1) chosen by the Association
designees and the other by the Committee designees. The PCC shall establish its own times of meeting
and rules and procedure and shall have the right to meet with the Committee at reasonable times, not more
often than once every two months unless by mutual agreement. The PCC may establish subcommittees to
consider particular matters and particular matters within the jurisdiction of the PCC may be considered by
others, but all proposals respecting such matters shall come to the PCC for consideration and presentation
to the Committee and the Association. The PCC shall consider as priorities the matters cited above. The



Committee and the Association shall give serious consideration to the recommendations of the PCC and
shall discuss the same as they mutually find appropriate.

Except in case of emergency or order from superior authority or as permitted by Article VII, the
Committee shall not make any change in the length of the school day, method of payment, or matters
relating to the conditions of employment coming under this Contract, unless the same shall first have been
referred to the PCC with a reasonable time for consideration and report thereon by said Committee of
PCC.

ARTICLE 6A
GENERAL CONDITIONS

Members at the Elementary School level who are teaching Assistant Principals shall be provided some
time each week during school hours for preparation and planning. The use of preparation and planning
time shall be determined by the individual member. Periods of instruction in Physical Education, Music,
Media and Art shall be considered as planning periods for said elementary members. In the event an
elementary specialist in art, music, physical education or media is absent, every reasonable effort shall be
made by the administration to hire a substitute teacher. Members at the Elementary level will be allowed
the early release afternoons each month for preparation and planning and will not be required to attend
other meetings on those afternoons.In months which contain four Wednesdays, members at the
Elementary level will be allowed two early release afternoons exclusively reserved for preparation and
planning. In months which contain five Wednesdays, members at the Elementary level will be allowed
three early release afternoons exclusively reserved for preparation and planning. Notice as to the specific
Wednesdays designated exclusively for preparation and planning will be included in the Professional
Development Calendar in accordance with Article VII. All educators grades preK-5 shall be scheduled for
preparation and planning and professional development on the same Wednesday each month.Members at
the Elementary School level shall have guaranteed minimum preparation time of one hundred fifty (150)
minutes on average in a normal five (5) day week. Such preparation time shall be inclusive of the early
release afternoons each month for preparation and planning, the approximately thirty (30) minutes
transition time for kindergarten teachers and the aforementioned periods of instruction in special program
areas.

At the discretion of the Superintendent or Principal, when a building principal is scheduled to be out for
an entire school day, the teaching assistant principal may be relieved of all teaching duties for that day.

ARTICLE 7
SCHOOL HOURS AND YEAR

7.1 The Committee determines, subject to law and to applicable regulation of superior authority, the
school attendance required of pupils both as to the number of hours per day and the number of days per
year. The Committee also determines, subject to as aforesaid, the opening and closing times of the school
year. As soon as reasonably possible and, if practicable, not later than June 15, the Committee shall fix the
school calendar for the next following school year and the opening and closing time of each school for
required pupil attendance and shall advise the Association and the members of such calendar and times.
The calendar shall be posted in each school as shall the opening and closing times for such school. It is
understood that the calendar and the opening and closing times may be changed by the Committee after
consultation with the Association if necessary to meet unanticipated circumstances or emergencies. It is
agreed, beginning with the 2023-2024 School Year, an Elementary Teaching Assistant Principal, with the
agreement of his or her immediate supervisor, shall have the ability to work one (1) additional day beyond
the generally applicable 184-day Elementary Teaching Assistant Principal work year. This one additional
day shall be paid at the member’s per diem rate.



Members at the middle School level shall be allowed two (2) early release afternoons each month
without students to be used for the development of the Middle School concept and interdisciplinary team
planning. Such early release days shall be suspended at the commencement of each school year to insure
compliance with the minimum number of hours of school attendance. On or before April 1 of each school
year representatives of the parties shall meet to determine the schedule of early release days for the
remainder of the school year. Such days shall be rescheduled to provide for as many early release days as
are possible while still meeting the minimum number of hours of school attendance as required by
Massachusetts Board of Education Regulation 603:29.00, Inc.

All other members shall be in attendance in their school for such periods of time as may be
required for the discharge of their position.

Members in elementary schools agree to be present for professional development purposes for
two (2) hours on a specified afternoon each week on which classes will not be scheduled. Such purposes
may include staff meetings on a building grade, or subject matter basis, and other purposes, all as
accepted and scheduled by the Superintendent, after consultation with the Association, as contributing to
educational improvement of the Quincy Public School System. Effective September 1, 2025, the
Committee and the Association acknowledge the authority of principals to schedule a staff meeting once
per month beyond the bounds of the foregoing language of this section, not exceeding sixty (60) minutes,
to ensure that staff are able to meet during months when days regularly scheduled for principal led staff
meeting are otherwise filled by other duties such as report card conferences, holidays, etc.
Communication of these meetings will be consistent with the current distribution of the professional
development calendar. Such meetings will not exceed two occasions during the school year; meetings will
not be scheduled during months when there are already scheduled principal staff meetings.

The Committee and the Association further agree that to aid in the implementation of innovative
programs and to insure a commitment for quality education for all students, eight (8) afternoons per year,
from 1:00 P.M. to 3:00 P.M., will be provided for secondary staff to attend workshops approved by the
Superintendent, said workshops to be held on the second early release afternoon of each month
commencing in October 1973; in those instances where a holiday falls on the second early release
afternoon, the workshop will be held on the third early release afternoon of that month. Any other
variation of this date must have the approval of the Superintendent of Schools after consultation with the
President of the Association. Effective September 1, 2025, the Committee and the Association
acknowledge the authority of principals to schedule a staff meeting once per month beyond the bounds of
the foregoing language of this section, not exceeding sixty (60) minutes, to ensure that staff are able to
meet during months when days regularly scheduled for principal led staff meeting are otherwise filled by
other duties such as report card conferences, holidays, etc. Communication of these meetings will be
consistent with the current distribution of the professional development calendar. Such meetings will not
exceed two occasions during the school year; meetings will not be scheduled during months when there
are already scheduled principal staff meetings.

Effective September 1, 2023, the Committee and the Association further agree that subject to any
further order of any State agency having jurisdiction, the school year of required attendance by members
shall, except as otherwise specifically provided below, be 183 days, of which ene-(H-day, two (2) days,
the day Thursday and Tuesday before the opening of classes, 1§ are provided for a general meeting of the
professional staff and/or Professional Development / Curriculum Development of the professional staff
and one (1) day, Election Day, is provided for a full day of Professional Development / Curriculum
Development, and one hundred eighty (180) days are provided for classes. The Thursday before classes
will include one hundred fifty (150) minutes of scheduled time for a general meeting and/or Professional
Development / Curriculum Development and the remainder of that Thursday provided for all members to



set up their classrooms/workspaces. The Tuesday before classes will include a general meeting,
Professional Development/Curriculum Development, and a minimum of one hundred twenty (120)
minutes for educators to set up their classrooms/workspaces. The purpose of Election Day shall be for
professional development and/or curriculum development whereby members are participants; the district
may offer voluntary opportunities to assist with preparation of such Election Day professional
development and/or curriculum development, which will be compensated at the contractual hourly rate of

pay.

Effective September 1, 2023, members as listed below shall also be present for the following
respective periods in addition to the generally applicable one hundred eighty-three (183) days, the periods
for Middle and High school assistant principals being divided between time before classes open in
September and time after classes end in June. Middle school assistant principals will arrange their third
week at the discretion of the principal. Elementary School Assistant Principals will arrange their one day
at the discretion of the principal; Elementary School Non-Teaching Assistant Principals may work up to 4
additional days to be paid at the per diem rate; the number of which and scheduling of such days shall be
at the discretion of the principal and shall not be unreasonably denied. The respective periods are as
follows:

CATEGORY PERIOD

Elementary School Teaching Assistant Principals one day

Elementary School Non-Teaching Assistant Principals one day; plus up to 4
additional days

Middle School Assistant Principals three weeks

Senior High School Assistant Principals four weeks

It is agreed by the Committee that if at least one (1) day as set forth in this Article is available
after April, it shall be designed as "Quincy Schools/Quincy Education Association Institute Day". On this
day, school shall not be in session in order that a full day of activities may be conducted designed:

1. toward fostering the learning process goals of Quincy's Design for Learning
2. toward the sharing of innovative ideas and practices within the system
3. toward the familiarization of school personnel with media and methods of on-going projects.

The planning and implementation shall be carried on through a joint effort of the Association and
the office of the Superintendent, through the appointment of a committee by them, respectively.

Members may be required to attend one (1) evening meeting per school year for the purpose of
parent/guardian conferences/meetings. Effective September 1, 2003, one (1) additional evening meeting
per school year shall be added for the purpose of open house. Effective September 1, 2004, one (1)
additional evening meeting per school year shall be added for the purpose of an additional parent/guardian
conference. Such meetings shall be scheduled at least one month in advance, shall be of a maximum of
two (2) hours duration and members shall receive compensatory time during the second or fourth early
release afternoon during the month.

7.2 PROFESSIONAL DEVELOPMENT/CURRICULUM DEVELOPMENT PROGRAM

In addition to Election Day full day of professional development, members may be required to attend
up to two (2) Professional Development / Curriculum Sessions during the school year at the discretion of
the Superintendent. The purpose of the Sessions shall be for professional development and/or curriculum
development, shall not involve student instruction or supervision and shall be subject to the following:
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A. The schedule of Sessions for the school year shall be developed by the Superintendent after
consultation with the President of the Association. The schedule for the first half of the school
year shall be provided to members no later than the Friday after Labor Day and the schedule for
the second half of the school year shall be provided to members no later than December 15" of
the school year. It is understood that changes in the schedule due to unforeseen circumstances
may occur. In such cases members who have personal or professional obligations made prior to
the scheduled change shall be accommodated.

B. Each Session shall be of no greater than two (2) hours in duration for a total of 4 hours each
school year and shall commence immediately at the close of the school day. Professional
Development / Curriculum Development Sessions held on Election Day shall be scheduled during
regular contractual hours.

C. Members who participate on planning committees for the Program shall serve on a voluntary
basis and, if not during the regular school hours, shall be compensated at the hourly rate.

It is understood by the parties that additional research, reading and writing specifically related to
the goals of the Program will be required of each member for the Program to be successful. The
time to be spent on additional reading, research and writing will be scheduled by each individual
member or group of members at his/her discretion and no greater than a total of ten (10) hours per
school year will be required. It is further understood that the Quincy Public Schools may
facilitate these activities by providing relevant reading and/or research materials.

Planning Committee participants who meet during school hours shall not be compensated for said
hours at the hourly rate; however, such hours shall be credited towards meeting the Professional
Development requirements of this Section on an hour to hour basis. Planning Committee
members will establish and monitor a workshop evaluation instrument and schedule a series of
workshops to improve/train facilitators. The Association representatives shall consist of members
of the following: one (1) early childhood, two (2) elementary, two (2) middle school and two (2)
high school. The remaining members will be appointed by the Superintendent of Schools.

D. Members who prepare and present a Professional Development Session shall be deemed to have
completed two (2) Professional Development Sessions for purposes of this Section.

7.3 PER DIEM WORK DAYS

Any administrator, regardless of the length of their work year, may request in writing, authorization
from the Superintendent to work additional days. Authorized days are those days that receive the written
advanced approval of the Superintendent or his/her designee. These additional days shall be compensated
at the member’s per diem rate. This payment shall be made within thirty (30) days of the authorized
additional day(s).

ARTICLE 8
PHYSICAL FACILITIES FOR MEMBERS

The Committee and the Association agree that all new school construction should include the
following facilities and that, where practicable without substantial expenditure, they should be provided in
existing school structures, namely:

1. aseparate workroom in each building with adequate equipment and supplies to aid in the
preparation of instructional materials.
2. an appropriately furnished room to be reserved for the use of members as a faculty lounge.
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3. asystem whereby members can effectively and expeditiously communicate with the
principal's office from their classrooms.

4. The district will conduct a communications assessment and identify mitigation strategies for
areas lacking working communication systems. This assessment will be conducted no later
than November 1, 2025.

The Committee and the Association agree that all schools shall include, space in each classroom
in which members may safely store instructional materials and supplies in a locking space such as a
cabinet or a desk.

ARTICLE 9
PROFESSIONAL DEVELOPMENT

The Committee and the Association agree that if members are to maintain their competence as
educators and to continue to contribute effectively to the educational goals of the Quincy School System,
members should undertake professional development on a continuing basis. This professional
development should be consistent with the requirements of M.G.L. c. 71, S38Q. The Committee may
establish formal requirements as to courses to be taken, conferences to be attended, or other means of
professional improvement to be undertaken by members as a condition of employment or of advancement
on the salary schedule, but no such requirements not in effect at the effective date of this Contract shall be
adopted or any requirement then in effect be changed by the Committee unless the Association shall have
assented to the same. The Committee may also authorize or approve the taking of a course, the
attendance at a conference or the undertaking of other means of professional improvement by a member
whether or not the same be required. Any such approval or authorization shall be given in advance in
writing signed by the Superintendent or Assistant Superintendent.

To the extent that such payments are permitted by law, the Committee shall pay, or reimburse
members for, the tuition and fees incurred by members for courses required, authorized or approved as
provided above or for expenses of attendance at conferences or of undertaking other means of
professional improvement so required, authorized or approved, provided, however that no payment or
reimbursement shall be made in respect of any course taken for the purpose of advancement in salary
pursuant to any requirement or provision of the salary schedule incorporated herein.

To the extent that such payments are permitted by law, the Committee shall pay or reimburse
members at the five and one-half (5 ¥2) step six (6) level or higher on the pay scale, tuition and fees
incurred by said members for courses authorized or approved and that the Committee shall cause to
appear in its budget the sum of fifty thousand dollars $50,000 for funding said payments, for members
QEA Units A and C.

Accordingly, the Committee and the Association agree to choose a Course Approval Committee,
as established under the Teachers' Contract.

The purpose of said Committee will be the determination of full payment by the School
Committee for courses requested by school personnel on the sixth level or seventh level.

The courses referred to must speak to enrichment of subject material areas that are being taught
by the member seeking authorization; and courses in the area of learning theory and behavioral objectives
that would be determined relevant by the Course Approval Committee.

When other forms of payment, such as vouchers, are available for courses requested of a specific
institution, said voucher will supersede payment by the School Committee.

Effective September 1, 2016, it is agreed that the Committee will grant Unit C members two (2)
conference days during the school year for the purposes of professional development. If both days are
taken, one (1) conference day must be taken in the Fall (September to December) and the other
conference day must be taken in the Spring (January to June). The conference day and the subject matter
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of the conference shall be subject to the approval of the Superintendent. The cost of the conference shall
be the responsibility of the Unit C member.

ARTICLE 10
SICK LEAVE

Members shall be allowed fifteen (15) days of sick leave in each year for absences resulting from
illness or accident of the member or of a member of his/her immediate family. Sick leave shall
accumulate, to the extent not used, without limitation, the allowable absences in any year to be the number
of days accumulated from prior years plus those allowed for such year.

No doctor's certificate shall be required for any absence of not more than five (5) school days on
account of illness or accident. A doctor's certificate indicating the nature and continuance of disability
will be required if the absence continues for the sixth (6th) consecutive school day and may be required
for any repeated absence. This certificate shall be presented within ten (10) days of the beginning of the
absence and the Superintendent may require further certificates for any continuing absence or
questionable absences.

The sick leave allowable for any year shall be available in full at the commencement of the year
provided that if any member shall not be present on the first day of classes in September he/she shall not
be entitled to any sick leave allowable for such year unless he/she shall report for duty during such year.
Effective September 1, 2013, sick leave shall be granted on the first day of work instead of the first day of
classes. If he/she shall so report and shall thereafter serve one (1) month, he/she may apply in writing for
sick leave allowance on account of the earlier absence, if such absence resulted from illness or accident.
Any such application must be accompanied by a doctor's certificate meeting requirements of the next
preceding paragraph.

Each member shall, upon his/her request, be advised once each school year of the number of days
of unused sick leave which he/she has to his/her credit.

If the employment by the Quincy School System of a member shall cease because of his/her
retirement or death after he/she has completed twenty (20) years of professional service in the system,
he/she or his/her estate, as the case may be, shall be paid an amount equal to his/her full pay at the time
his/her employment terminates, exclusive of stipends for extra services, for the number of days, not in
excess of twenty (20) of his/her accumulated and unused sick leave. Effective September 1, 1991,
increase twenty (20) days to thirty (30) days of his/her accumulated and unused sick leave.

At the principal’s discretion, sick leave usage may be scheduled in full or partial day increments of
not less than one half of the contractual day. For medical related appointments, twenty-four hours’ notice
must be given to the administration.

Assistant Principals are eligible for annual sick leave buy back pay according to the following terms
and increments:

e Assistant Principals who use zero sick day accruals are eligible to give back up to five sick days in

exchange for $1,200, four sick days for $800, three sick days for $560, or two sick days for $400.

e Assistant Principals who use one sick day accrual are eligible to give back four sick days in

exchange for $800, three sick days in exchange for $560, or two sick days for $400.

e Assistant Principals who use two sick day accruals are eligible to give back three sick days in

exchange for $560, or two sick days for $400.

e Assistant Principals who use three sick day accruals are eligible to give back two sick days for

$400.

Eligible assistant principals can make their selection option known by filling out an electronic Buy
Back form with the Payroll office by the last day of school.
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EXTENDED SICK LEAVE PLAN

Effective September 1, 2026, the Extended Sick Leave Plan shall be discontinued and replaced with a
Sick Leave Bank.

Sick Leave Bank
A. Purpose

Effective September 1, 2026, a Sick Leave Bank shall be established. The Sick Leave Bank will
enable all members of the bargaining unit to voluntarily contribute a portion as defined below of
their accumulated sick days for use by a participating member whose sick leave is exhausted
through prolonged illness. The Sick Leave Bank is designed for prolonged illness and will be
used by a bargaining unit member intending to return immediately after the prolonged illness. No
days may be withdrawn from the Sick Leave Bank for any reason other than personal illness.
Days may not be withdrawn to permit a participant to remain at home to care for other members
of their family.

B. General Provisions and Requirements for Eligibility

1. The Sick Leave Bank will be used only when the member is prevented from working
because of illness or injury and when this disability is of a prolonged nature; that is fifteen
(15) consecutive working days or more.

2. A qualified medical statement certifying the disability, illness or accident together with any
appropriate medical evidence the Sick Leave Bank Committee deems relevant and
necessary to its decision shall be required. The parties shall also consider an employee’s
pattern of utilization of the Sick Leave Buyback provision of this Article. All parties agree
that such information shall be treated as highly personal and confidential and shall not be
divulged to any persons other than the Superintendent, Sick Leave Bank Committee, or
designees.

3.  The Sick Leave Bank will cover prolonged illness, but only after the member has exhausted
the balance of their accumulated sick days. This provision shall not prevent a member who
reasonably projects they will exhaust their accumulated sick days during the course of an
illness or injury from applying for consideration to the Sick Leave Bank Committee prior to
the exhaustion of such leave.

4.  The Sick Bank Committee’s initial grant of sick days shall not exceed thirty (30) days with
full pay for any one prolonged illness. Upon completion of the thirty (30) day period, the
employee may apply for reconsideration by the Sick Bank Committee, who may grant
additional days to be allocated in up to thirty (30) day increments. The employee must
submit medical documentation to demonstrate the need for the additional days.

5.  Inorder to receive Sick Leave Bank benefits, applicants must meet the qualifications
specified in Section C. Membership.

6.  The assessment of sick leave for part time employees will be prorated based upon their
full-time equivalency status.

7. Any sick bank days granted but not used will be re-credited to the bank. No grants may be
made for use in, or carried over to, future school years.

8. All days not granted and/or re-credited to the bank at the end of a school year will be
carried forward to subsequent school years. Sick Leave Bank Days will be carried over
from year to year.

C. Membership
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Bargaining unit members who are hired before October 30 shall be eligible for membership in the
sick bank on the first day of their third year of employment. All other bargaining unit members
shall be eligible for membership in the sick bank after completing 360 days of service to the
district.

As of September 1, 2026, all bargaining unit members with more than 360 days of service to the
district shall have one (1) day deducted from their personal sick leave and credited to the Sick
Bank.

Any bargaining unit member hired after September 1, 2026, shall have one (1) sick day deducted
from their personal sick leave and credited to the Bank at the start of their third year or after the
completion of 360 days of service to the district.

Any bargaining unit member who does not wish to participate in the Bank must notify the Human
Resources office in writing of their desire not to participate in the Bank. Once an individual opts
out of the Bank, that individual may not opt back in at any point in the future and any days that
have been donated to the Bank from his/her personal accumulated sick leave shall remain in the
Bank.

If the Sick Leave Bank falls below one hundred (100) days, eligible bargaining unit members
must contribute one (1) additional sick day in order to continue membership in the Bank.

D. Administration

The Sick Leave Bank shall be administered by a Sick Leave Bank Committee consisting of six (6)
members. Three (3) members shall be designated by the Committee to serve at its discretion and
three (3) members shall be designated by the Association. The Sick Leave Bank Committee shall
determine the eligibility for use of the Bank and the amount of leave to be granted. The decisions
of the committee shall be based on the requirements as specified above. Only those bargaining
unit members who voluntarily contribute to this Bank shall be eligible for its benefits.

Decisions of the Sick Leave Bank Committee are final and binding and shall not be subject to
grievance or arbitration.

The Administration will be responsible for an accounting of the additions and disbursements to
and from the Bank and shall provide timely access to such accounts when requested by the
Association.

Reports of use and contributions of the Sick Leave Bank shall be reported annually to the
Association, and School Committee by the Sick Leave Bank Commiittee.

During the first three (3) years of the Bank, the Sick Leave Bank Committee will reconvene in
June each year to review the implementation and use of the Bank and whether any revisions to the
procedures set forth above are necessary. Any joint recommendations of the Committee will be
brought to the Negotiation teams for review and negotiation.

ARTICLE 11
TEMPORARY LEAVES OF ABSENCE

Effective September 1, 2023 Bereavement Leave shall be administered as follows:

A. Each member shall be allowed up to five (5) days of leave with pay during the
school year each time there is a death of his/her mother, father, sister, brother, child,
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spouse, mother-in-law, father-in-law, or pregnancy loss. Any of the five (5) days in
excess of three (3) will be charged to sick leave.

B. Each member shall be allowed up to two (2) days_of leave with pay during the
school year each time there is a death of a grandparent, grandparent-in-law or a
grandchild, aunt or uncle.

C. An absence of up to one (1) scheduled work day with pay may be authorized by the
Superintendent to permit a member to attend services of family members other than
the "immediate" family members listed in subsections A and B above.

D. If lengthy travel is required to attend services for family members listed in sections
B and C above, an additional day of paid bereavement leave may be granted at the
discretion of the Superintendent.

E. If there are extenuating circumstances necessitating additional bereavement leave,
the Superintendent may grant additional paid bereavement leave.

The Superintendent may grant members leaves of absence with pay for the purpose of attending
educational conventions, professional meetings, training institutes, and other activities which have a
demonstrable relationship to the improvement of professional skills and expertise.

Upon appointment by the Superintendent, Research Assistants who report directly to the
Superintendent shall be granted temporary leaves of absence; and further during the period of said
temporary leave of absence shall be excluded as members of the bargaining unit. Upon return from such
leave, such member shall be placed on the salary schedule at the level he/she would have achieved if
he/she had not been absent and will return as a member of the bargaining unit.

Upon request of the Association, the President shall be granted released time for Association
business for up to twenty (20) school days without pay provided that the past practice of released time
ceases.

ARTICLE 12
PERSONAL LEAVE

Each member shall be allowed up to two (2) days leave with full pay during each school year, for
the purpose of transacting or attending to personal, legal, business, household or family matters which
require absence during school hours. It is the intention of the parties that leave under this Article shall be
available for reasons of hardship or other pressing need and not merely for personal convenience. Except
in emergencies, the member taking leave hereunder shall give his/her appropriate immediate supervisor
written notice of his/her intention to take such leave at least one (1) school day in advance of the day
he/she proposes to be absent. A member need not specify his/her reason for taking leave under this
Article.

Except in emergency situations which are authorized by the Superintendent or his designee, no
personal leave shall be allowed two (2) days before or two (2) days after a vacation period. A member
shall specify his/her reason for taking personal leave if it is sought for the day before or the day after a
holiday occurring on a school day. The granting of leave on any such day shall be at the discretion of the
Superintendent or administrator designated by him/her.

Upon one (1) week’s written application to the Superintendent by a member, the Superintendent
shall grant a one day leave of absence with pay to observe religious holy days where the tenets of the
member’s religion obligate abstention from work or where the formal religious observance of the day
necessarily conflicts with the school day. The written application process, which will be communicated to
all staff, is as follows: not less than one week prior to the requested date of leave, the member shall email
the Superintendent, the Director of Human Resources, and the building principal, indicating the date for
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requested leave. Each member shall be allowed two (2) additional days of leave with pay for this purpose,
such leave shall be charged to either sick leave or personal leave at the member’s discretion. Each member
shall also be allowed two (2) additional days of leave with pay, minus a substitute’s pay, and additional
days of leave without pay if required for the observance of such days.

Effective September 1, 2012, members' unused personal days, up to a maximum of two (2) per
year, shall be converted into available sick days.

ARTICLE 13
PARENTAL LEAVE

An eligible member who is seeking a parental leave shall notify the Superintendent, in writing, as
soon as possible and shall request a leave of absence specifying the dates requested for the beginning and
end of the leave. The purpose of such notification is to provide the administration as much opportunity as
possible to make suitable arrangements for continuity with respect to the member's assignments. Upon
receipt of at least two (2) week's written notice of anticipated date of departure and intention to return,
and if the appropriate documentation is provided, the Superintendent shall grant a leave of absence for up
to twelve (12) weeks in accordance with the provisions of the Family and Medical Leave Act and/or up to
eight (8) weeks in accordance with the provisions of the Massachusetts Parental Leave Act (MPLA)
(General Laws Chapter 149, Section 105D).

A parental leave of absence shall be up to sixty (60) school days, commencing at the time of the
child’s birth/adoption or at the start of the next school year for a summer birth/adoption. Holidays are
counted as part of this leave, but school vacations and summer months are not counted in computing the
60 days of leave. Any leave taken under this section will run concurrently with leave taken under Family
and Medical Leave Act (FMLA) or the Massachusetts Parental Leave Act. A member shall receive their
full contractual pay and shall not have the time/days, up to a maximum of ten (10) days, deducted from
existing contractual leave benefits. The remaining up to fifty (50) days of such leave will be unpaid. On
September 1, 2027, a member shall receive their full contractual pay and shall not have the time/days, up
to a maximum of fifteen (15) days, deducted from existing contractual leave benefits. The remaining up to
forty-five (45) days of such leave will be unpaid.The leave will be unpaid. A member may use their
accrued sick leave in lieu of unpaid time for such leave. Under no circumstances will paid leave using sick
accruals be permitted during the summer vacation period.

In their first three years of employment with the Quincy Public Schools and while they do not
have Professional Teacher Status, after a member has exhausted their own sick leave accrual, a member
may borrow up to ten (10) days of sick leave in the first occurrence and up to five (5) days in the second
occurrence against future sick leave accruals for a total of up to fifteen (15) borrowed sick days in the first
three years of employment. Any borrowed days will be deducted from the member’s accrual in the next
contract year at a rate of two days per year if ten or less days are borrowed and up to three days per year if
11 or more days are borrowed until such borrowed sick leave is repaid.

During the unpaid portion of parental leave, the School Committee will maintain the member’s
existing health insurance, dental insurance, and other benefits. The member will continue to be
responsible for the member’s percentage of the health insurance and other insurance premiums.

If a member wishes to extend parental leave beyond twelve weeks, the member must notify the
Superintendent two weeks prior to the previously stated intention to return. Such extended leave will be
according to Article 15, Section 4.

ARTICLE 14
SABBATICAL LEAVE

A. In the interest of rewarding professional performance and encouraging independent research,
achievement and professional growth, the Superintendent shall adhere to the following policies in
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respect to granting sabbatical leaves as recommended by the Superintendent and the Accreditation
Board:

1. No more than one percent (1%) of the professional staff shall be absent on sabbatical
leave at any one (1) time.
2. Only those persons who have completed six (6) years on the professional staff in the

Quincy Public Schools shall be eligible for sabbatical leave. There shall be a minimum
interval of six (6) years between sabbatical leaves except upon recommendation of the
Accreditation Board.

3. Any member who desires to apply for sabbatical leave shall make such application on an
application form devised by the Accreditation Board and shall submit such application to
the Accreditation Board by March 1 if the leave is to commence the following September
or by September 1 if the leave is to commence the following February.

4. In passing on an application for sabbatical leave, the Accreditation Board will apply the
following criteria: years of service of applicant, number of years application has been
submitted, type of research or study planned, educational value of proposed research
study to Quincy Public Schools and relationship to professional growth of applicant;
urgency of proposed research or study, and distribution of candidates by school levels (i.e.
elementary, middle school and senior high).

5. The Accreditation Board will make its recommendations to the Superintendent who shall
in turn make his recommendation to the Committee.
6. Any member accepting sabbatical leave shall enter into a written agreement with the

Committee in accordance with Chapter 71, Section 41 A of the General Laws of
Massachusetts. (See Exhibit A - law spelled out.)

7. When the sabbatical leave has been completed, the sabbatical scholar shall submit a
report of his/her research or study for the Superintendent in such form as has been
determined by the Accreditation Board.

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

9. Each member granted a full year's sabbatical leave shall have the right to return to a
substantially equivalent position.
10. A sabbatical scholar on half-year leave shall receive full salary, including the current

increment, and shall have the right to return to a position substantially equivalent to
his/her former position.

11. A sabbatical scholar on a one-year leave shall receive two-thirds (2/3) salary, including
current increment.

The Accreditation Board shall consist of the Superintendent, or appropriate Learning
Management Team (LMT) member, the Assistant Superintendent designated by the
Superintendent, a principal designated by the principals and three (3) members of the professional
staff other than principals designated by the Association. The principal and the three (3) members
of the professional staff shall be appointed to two-year terms so arranged that each year the terms
of two (2) of these four (4) persons shall expire. Wherever reference is made in the Contract to
the Accreditation Board, it shall mean the Accreditation Board provided for by this clause.
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ARTICLE 15
EXTENDED LEAVE OF ABSENCE WITHOUT PAY

All absences under this Section shall be granted by the Superintendent consistent with the following:

1.

The Committee agrees that up to three (3) members designated by the Association shall,
upon request, be granted leaves of absence for up to two (2) years without pay for the
purpose of engaging in activities of the National Education Association or of any of its
local, state or national affiliates. The Superintendent need not, however, grant such leave
to any member who has been on sabbatical leave within the past two (2) years or who
could not be replaced on a temporary basis without substantial harm to the educational
program of the Quincy Public Schools. A decision by the Superintendent not to grant
such leave on the grounds that the member cannot be replaced as aforesaid may be
submitted to arbitration under Article IV. Upon return from such leave, such member will
be placed on the salary schedule at the level he/she would have achieved if he/she had not
been absent.

A leave of absence without pay of up to two (2) years will be granted to any member who
joins the Peace Corps or any formal national or state program similar thereto in its social
service or educational purposes, provided, that the Superintendent need not grant such
leave to any member who would not be granted leave under Paragraph One. Upon return
from such leave, such member will be placed on the salary schedule at the level he/she
would have achieved if he/she had not been absent.

Military leave will be granted to any member who is inducted or enlists in any branch of
the armed forces of the United States. The period of such leave shall be the period of
continuous service required by such induction or enlistment but shall not continue into
any period of additional voluntary service. Upon return from such leave, such member
will be placed on the salary schedule at the level he/she would have achieved if he/she
had not been absent.

Parental leave without pay or increment will be granted to members having Professional
Teacher Status. Such leave shall continue until the beginning of the second school year to
commence after the leave was granted. Appropriate medical evidence of fitness may be
required prior to return from such leave. A member on parental leave must notify the
Superintendent in writing on or before March 1 of their intention to return to school the
following September.

A leave of absence without pay or increment may be granted at the discretion of the
Superintendent for the purpose of caring for a sick member of a member's immediate
family.

A leave of absence without pay of up to two (2) years may be granted to any member for
purposes of exploring an alternative career. Such leaves shall be granted solely at the
discretion of the Superintendent.

The Superintendent may, at his/her discretion, grant a leave of absence without pay or
increment to a member to campaign for or serve in a public office.

Any member whose absence because of continuing illness or effects of accident extends
beyond the period of sick leave available to him/her may be granted additional leave of
absence without pay at the discretion of the Superintendent, having in mind his/her prior
service and the best interests of the Quincy School System.

Any member desiring a leave of absence heretofore described, or a leave of absence for
any other reason not specified above, shall apply in writing to the Superintendent,
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indicating the period of proposed absence and the reason therefore. All applications for
leaves or extensions shall be acted upon in writing.

10. All benefits to which a member was entitled at the time his/her leave of absence
commenced will be restored to him/her upon his/her return, and he/she will, if practicable
and consistent with the maintenance of educational standards and to the extent permitted
by law, be returned to an assignment comparable to that which he/she held immediately
prior to going on leave.

11. Members who intend to return from a leave of absence shall so notify the Superintendent
by March 1 of the year in which they intend to return.

ARTICLE 16
GROUP INSURANCE PLAN

Life Insurance, Accidental Death and Dismemberment Insurance, Hospital, Medical, Dental, and
Surgical Insurance shall be available to all members pursuant to the City Wide Group Insurance Plan to be
financed by the Committee and the participating members.

For details as to terms and conditions of benefits see the individual certificate issued to a member
under the Group at time of enrollment and such modifications as any rider subsequently issued provides.

A. Health Maintenance Organization (HMO)

1. Effective July 1, 2008, the City will pay eighty-two (82%) percent of the health
insurance premium of an employee and the employee will pay eighteen (18%)
percent.

2. Effective January 1, 2009, the city will pay eighty (80%) percent of the health
insurance premium of an employee and the employee will pay twenty (20%) percent.

B. Preferred Provider Organization (PPO)

1. PPO rates shall change upon settlement of contracts representing two-thirds (2/3) of
current employees of the City of Quincy.

2. Not earlier than September 1, 2008, the City will pay sixty-five (65%) percent of the
health insurance premium of an employee and the employee will pay thirty-five
(35%) percent.

C. Group Insurance Commission (GIC)

In the event that the City is able to join the GIC by August 31, 2010, and the City and a
duly authorized coalition of municipal employee unions agree to join the GIC, then the
percentage rates shall revert to those in effect on July 1, 2006.

D. Effective July 1, 2009, the QEA and the City agree the current co-payments shall double.
For example:

e Office visits: $5 to $10
e Emergency Room: $30 to $60
e Prescriptions: $5/$10/$15 to $10/$20/$30

ARTICLE 17
TAX SHELTERED ANNUITY

So as to provide for a non-forfeitable annuity, payable upon retirement or termination of
employment, a member may contract with the Committee for the purchase of any annuity pursuant to
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Section 37B of Chapter 71 of the General Laws of Massachusetts as part of his/her employment
compensation. Such contract shall specify the premiums to be paid toward the annuity and the benefits
payable thereunder.

The Committee agrees that it shall not offer to a teacher any annuity plan to the exclusion of any
other plan, whether group or individual, and the Association and the Committee shall meet on or before
May 1, and October 1 of each year to determine which plan or plans and the company or companies to be
used as carriers for said plans for the next succeeding year.

ARTICLE 18
WORKERS’ COMPENSATION BENEFITS

The Committee agrees that the provisions of Chapter 152, Section 69, of the General Laws of the
Commonwealth of Massachusetts, providing for benefits to employees or their dependents in the event of
incapacity or death arising out of employment shall be accepted and applied to members.

In recognition of the complexity of issues relating to health and safety, including Worker’s
Compensation law, the Committee and the Association agree to form a Joint Labor-Management
Committee (“JLMC”). The objective of the JLMC is a recommendation for the Committee to consider
regarding personal injury benefits, reporting obligations and safety protocols, including the areas of
environmental and climate control, building safety and security, and physical, emotional or mental harm
or harassment towards a member of the Association. This JLMC, composed of 3 representatives of the
QEA and 3 members of the Committee, will meet throughout the summer on at least three occasions. All
recommendations shall be subject to ratification by the QEA and the School Committee.

The Committee will reimburse an educator for:

1. The replacement cost of any medical devices including but not limited to hearing aids
and corrective lenses damaged or destroyed in the course of one’s work duties; and

2. any clothing or other personal property damaged or destroyed in the course of one’s
work duties; and

3. the cost of medical, surgical, or hospital services (less the amount of any insurance

reimbursement) incurred as the result of any injury sustained in the course of one’s w
work duties.

Any replacement costs in subsections 1a, 1b, and 1c are subject to prior approval by the
Superintendent or his or her designee. Any such claim outside of medical billing must be submitted within
30 days of the incident that caused the loss and must be submitted within the same fiscal year of the loss.
Documentation of the purchase must be provided to receive a reimbursement. The Committee will
consider depreciation when determining replacement costs. Such replacement costs are not to exceed
$500 for non-medical items for any member in any school year.

ARTICLE 19
DISCIPLINE AND DISMISSAL

1. STATUTES APPLICABLE. The parties agree that the provisions of such Sections 38H,
41, 42, 42D, and 43 of Chapter 71 of the General Laws of Massachusetts, as shall be
applicable to any particular case of a proposed suspension, dismissal, demotion or
reduction in salary of a member shall apply as provisions of this Contract and that any
amendments made to any of said Sections shall constitute amendments of this Contract.
Copies of said Sections are attached to this Contract as Exhibit A.
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ACTIONS RESPECTING MEMBERS TO WHOM STATUTES DO NOT APPLY. The
Superintendent and/or Principal may retain or terminate the services of a member not
having Professional Teacher Status, as defined in M.G.L. Ch. 71, S. 42, but a claim that
such action was taken in bad faith may be made the subject of grievance or arbitration
proceeding hereunder.

ARTICLE 20
MEMBER'S ASSIGNMENTS, TRANSFERS AND RETIREMENTS

Members will be notified of their programs for the coming school year, including the
school to which they will be assigned, the grades and/or subjects that they will teach, and
any special or unusual classes that they will have, as soon as practicable and under normal
circumstances not later than June 1, provided that in the event of a change in
circumstances or conditions during the months of May through August such assignments
may be changed as required to meet the situation.

Members shall not be assigned except temporarily and for cause to assignments outside
the scope of their certifications.

Members who desire a change in assignments or who desire to transfer to another
building shall file a written statement of such desire with the Superintendent between
September 1, and April 1 of each school year in order to be considered for the next school
year. Such statement shall include the grade and/or subjects to which the member desires
to be assigned and the school or schools, (in order of preference, if the member has
preference), to which he/she desires to be assigned or transferred, and such statement
shall include the reason for requesting such transfer. Such statement must be renewed
each year, and will be acknowledged in writing.

As soon as practicable and under normal circumstances not later than one week prior to
the close of the school year, the Superintendent shall cause to be prepared a schedule or
other appropriate presentation of system-wide data including all new positions for the
coming year, vacancies in existing positions filled for the coming year, the names of
persons reassigned, transferred and newly-appointed and the positions they have been
given. Such presentation shall be made available for inspection by the Association, by
members who have filed written statements under 3 above and by any other member who
may request an inspection.

The following principles shall be applied in the reassignment or transfer of members:

a.  Volunteers shall be given preference to the extent compatible with individual
qualifications, instructional requirements, staff availability and other factors,
including but not limited to the recommendations of the building principals involved,
affecting the best interests of the Quincy School System and the pupils;

b.  When other factors are substantially equal, preference will be given to the volunteer
with the greatest number of years of service in the Quincy School System;

¢.  When involuntary transfers are necessary, a member's area of competence, major
and/or minor field of study, quality of teaching performance, and length of service in
the Quincy School System will be considered, together with instructional
requirements and other factors affecting the best interests of the school system, in
determining which member is to be transferred. Unless the best interests of the
Quincy School System otherwise require, in the judgment of the Committee,
members being involuntarily transferred will be transferred only to a comparable
position. An involuntary transfer will be made only after a meeting between the
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member involved and the Superintendent (or his/her designee), at which time the
member will be notified of the reasons for the proposed transfer. In the event that a
member objects to the transfer at this meeting, upon the request of the member, the
Association will be notified and the Superintendent (or his/her designee) will meet
with the Association's representatives to discuss the proposed transfer.

ARTICLE 21
PROMOTIONS

All vacancies in promotional position, if filled, shall be filled pursuant to the following
procedure:

a. Such vacancies shall be publicized to members by sending a notice thereof to the
Association and through an announcement through a district-wide email notice.
Reasonable effort will be made to send notice in a district-wide email to all
Association members, as far in advance of the date of filling such vacancy as possible
(ordinarily at least seven (7)), or if such vacancy occurs after the close of the schools
in June and before they open in September, by mailing a copy of such notice to the
Association and to every member who shall have filed his/her name and summer
address with the Superintendent for the purpose of receiving such notice and to those
members who in the discretion of the Superintendent should be notified.

b. Said notice of vacancy shall clearly set forth the qualifications for and the duties of
the position and the compensation rate or range therefore.

c.  Members who desire to apply for such vacancies shall file their applications in
writing with the Superintendent within the time limit specified in the notice.

d. The Superintendent may give notice of such vacancies, or otherwise seek applicants
to fill the same, in such other ways as it, in its discretion, shall deem appropriate.

e. Such vacancies shall be filled on the basis of merit. Where merit is substantially
equal, preference will be given to qualified members of the professional staff.

f. Insofar as practicable under the circumstances, appointments will normally be made
not later than sixty (60) days after the notice is posted.

Promotional positions are defined as follows: positions paying a locally-funded salary
differential and/or positions of the administrator-supervisory level, including but not
limited to, positions as supervisor, assistant supervisor, director, assistant director,
principal, assistant principal and departmental chairperson.

All vacancies (as defined above in the case of promotional positions) for specialists,
special project teachers, summer and evening school directors, directors of Federal
Projects and teacher-leaders under Federal projects shall be filled pursuant to the
foregoing procedure.

The Superintendent will consider any criteria, in addition to or modification of those
provided in this Contract, which the Association may suggest for use in the selection of
persons to fill vacancies in promotional positions. At that time when the creation of a
new promotional position is proposed the Superintendent will consider recommendations
which the Association may make as to qualifications for and specifications of the
positions and the compensation therefore.

On the screening committee which interviews and recommends candidates for
promotional positions at the Administrative-supervisory level, assistant principal and up,
there will be a representative designated by the Association.
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6. Nothing in this Contract shall restrict the right of the Superintendent, exercising its
judgment consistently with provisions hereof, to fill vacancies by appointment to others
than members covered hereby.

ARTICLE 22
POSITIONS IN SUMMER AND EVENING SCHOOLS
AND UNDER FEDERAL PROGRAMS

1. All teaching positions in summer school, evening school (High School level business and
academic and adult civic education courses only) and under Federal programs will be
publicized each year, or each contractual period under a Federal program, by sending a
notice to the Association and each building principal and by posting a written notice on a
bulletin board in every school as early as possible. Members who have applied will be
notified of action taken regarding their application as early as possible.

2. No position shall be filled by a person not covered by this Contract if there is an equally
qualified applicant for such a position who is a member.
3. In filling such positions consideration will be given to a member's area of competence,

major and/or minor field of study, quality of teaching performance, attendance, record,
length of service in Quincy School Systems, and, in case of summer or evening school,
teaching experience.

ARTICLE 23
MEMBER EVALUATIONS

The following principles shall be applied in the evaluation of member performance:

1. a.  All monitoring or observation of the work performance of a member will be
conducted openly and with full knowledge of the member. No public address or
audio systems or other device permitting monitoring or observation of work
performance other than by an individual present in the room shall be employed
except with the prior knowledge and consent of the member.

b.  Member performance shall be evaluated in light of all evidence pertinent to the
discharge of the member's professional responsibilities and his/her exercise of
professional judgment and not solely by his/her work in the classroom. The
development of criteria for such evaluation shall be a task of the Professional
Conditions Committee under ARTICLE 6.Reference handbook and rubrics in
Appendix G.

c. A copy of each evaluation report shall be furnished to the member evaluated who
shall have the right to discuss the same with the maker of the report.

2. a. A member will have the right, upon written request, to review the contents of his/her
personnel file and to have a representative of the Association accompany him/her,

b. No material originating after original hiring which is derogatory to a member's
conduct, service, character or personality will be placed in his/her personnel file
unless the member has had an opportunity to review such material by affixing his/her
signature to the copy to be filed with the express understanding that such signature in
no way indicates agreement with the contents thereof. The member will also have
the right to submit a written answer to such material and his/her answer shall be
reviewed by the Superintendent and attached to the file copy.

c. () File drawers containing personnel files shall be locked at all times, except

during business hours of the personnel office.
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(i1) No persons, other than the member's current principal, the member, members
of the Committee, the Assistant Superintendent in charge of instructional
personnel, the Superintendent or his clerical designee, the Assistant
Superintendent of Curriculum or his clerical designee, or the members of the
Association's personnel screening committee, shall have access to a
member's personnel file.

Any serious complaints regarding a member made to any member of the Committee, by,
or coming to the Superintendent or the member's building principal from any parent,
student or other person will be promptly called to the attention of the member.

No complaint or request, concerning a professional staff member, in the form of a petition
or otherwise shall be made a part of the business of a School Committee meeting unless
notification to attend such a meeting has been given to the staff member involved.

The Association recognizes the authority and responsibility of the Superintendent and/or
Principal to discipline or reprimand, itself or by an administrator, a member for
delinquency in professional performance. If a member is to be disciplined or
reprimanded by a member of the administration above the level of the principal, however,
he/she will be entitled to have a representative of the Association present. No member
will be disciplined or reprimanded or deprived of any professional advantage without
good and sufficient reason.

In such instances where a member who is subject to Chapter 71, Sections 42, 42A, or
42D is suspended for more than seven (7) days or is dismissed, such member shall have
the rights enumerated under the above Sections without recourse to and in lieu of
grievance and arbitration procedures set out under ARTICLE 6.

ARTICLE 24
SALARY SCHEDULES AND STIPENDS

The Administrative Salary Schedule attached hereto and made a part hereof as Exhibit B
shall become effective on September 1, 2025.

Members of the Association may elect to have their total net pay deposited directly into
their bank accounts.

ARTICLE 25
ADMINISTRATION OF SALARY SCHEDULES

Annual increments on the Basic Salary Schedule are based on an index ratio.

The levels of preparation have been established in terms of academic degrees and
semester hour credits beyond those degrees. No member will be placed on the six-year
(6) level without a Master's Degree.

In the initial employment of a member under the Basic Salary Schedule, credit may be
allowed for teaching experience up to and not exceeding eight (8) years.For educators
employed with a DESE Career and Technical Education license, credit may be allowed
for professional experience in addition to or in place of teaching experience. One-half, or
greater fraction, of a year of teaching or professional experience is counted as one (1)
year. If a half or greater fraction of a year of teaching or professional experience should
be presented in addition to the first such fraction, the two shall be combined, with the
fraction of a year beyond the full number of years having to be one-half or more to be
counted. This will apply to teaching or professional experience outside of Quincy and to

25



permanent substitute teaching in Quincy. However, the Committee, on the

recommendation of the Superintendent shall be free in the placement of new teachers

upon the schedule.

Member preparation credentials will be evaluated, and final approval of evaluation will be

made by the Superintendent. The Accreditation Board will make recommendations on

the credits of professional staff members.

A member whose qualifications have been determined to qualify him/her for moving from

one level of preparation to the next higher shall be placed at a salary step in the attained

preparation scale higher than his/her former salary by an amount equal to the differential

between the two classifications. Such transfers shall be made not more often than twice a

year (September 1 and February 1). Evidence of courses taken by members must be

submitted to the Superintendent not later than November 1 for a September change, and
not later than April 1 for a February change.

An adjustment in salary to the amount of one-half (1/2) the differential will be made when

a member has completed fifteen (15) semester hours of credit beyond the four (4) year

level or the five (5) year level, and a second adjustment of one-half (1/2) the differential

shall be granted when the next fifteen (15) semester hours of credit are accumulated.

Adjustments under Paragraph Seven of this Article apply to members at all step levels

including those at salary maximums excepting those on the six (6) year level. Members

receiving the maximum salary at the four (4) year or five (5) year level cannot receive
more than half the regular differential beyond the regular maximums for their respective
level until they have obtained fifteen (15) additional semester hours of credit and meet

with the requirements for the next level. That is, no individual can move to the six (6)

year level until he/she has a Master's Degree and sixty (60) semester hours credit beyond

the Bachelor's Degree, thirty (30) of which may have been earned in obtaining the

Master's Degree. Effective August 31, 2015, an individual may move to the 6 ¥ year level

after he/she has a Master’s Degree plus 45 Semester Hours. Effective September 1, 2025,

an individual may move to the 6 3/4 year level after they have a Master’s Degree plus 60

Semester Hours.

A. Due to the varying credentials, certifications, industry experience, and education
(High School Diploma/GED equivalent, Associate’s Degree or Bachelor’s degree)
required for Career and Technical Education (CTE) Chapter 74 programs, initial
placement for the salary level for Career and Technical Chapter 74 program
teachers, including automotive technology, business technology, carpentry
technology, criminal justice/public safety, culinary arts, design and visual
communication, early education and care, electrical technology, engineering
technology, fashion technology, film and television production, health care
technology, information support and networking services, metal fabrication and
joining technology, plumbing technology, and any other future DESE approved
Chapter 74 programs in the district shall be based on the teacher’s CTE licensure
classification. A Chapter 74 program teacher’s previous education informs their
DESE licensure classification, but for purposes of their placement on the teacher
salary schedule, their licensure classification is the sole determinant up through
placement at the level 6 V2 lane.

B. Career and Technical Education Chapter 74 program teacher(s) referenced in section
A who obtain an applicable waiver from the Massachusetts Department of
Elementary Secondary Education will be placed on the Level 4 V2 lane. Upon
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10.

attainment of a Preliminary Vocational Technical Teacher license, the teacher will be
placed on the Level 5 lane.

C. Career and Technical Education Chapter 74 program teacher(s) may be placed on
the Level 5 lane of the Teacher’s Salary Schedule by presenting evidence of a
Preliminary Vocational Technical Teacher license from the Massachusetts
Department of Elementary and Secondary Education.

D. As aresult of the varying educational requirements associated with the Professional
Vocational Technical Teacher Licensure classification, Career and Technical
Education Chapter 74 program teachers referenced in section A must obtain the
required additional college credits (21 or 39 credits, according to the Department of
Elementary and Secondary Education licensure requirements for that teacher’s
specific Chapter 74 Program) to obtain a Professional Vocational Technical Teacher
License. Career and Technical Education Chapter 74 program teacher(s) referenced
in section A will be placed on the Level 6 %2 lane of the Teacher’s Salary Schedule
by presenting evidence of a Professional Vocational Technical Teacher license from
the Massachusetts Department of Elementary and Secondary Education.

E. Career and Technical Education Chapter 74 program teacher(s) referenced in section
A who have obtained their Preliminary Vocational Technical Teacher’s License and
who earn an additional fifteen (15) credits towards attaining their Professional
Vocational Technical Teacher license will be placed on the Level 5 ¥ lane.

F.  Career and Technical Education Chapter 74 program teacher(s) referenced in section
A who earn an additional fifteen (15) credits towards attaining their Professional
Vocational Technical Teacher license, above the fifteen (15) credits applied to their
placement on the Level 5 %2 lane, will be placed on the Level 6 lane.

G. Career and Technical Education Chapter 74 program teacher(s) referenced in section
A may not move to the Level 6 V2 lane without attaining their Professional
Vocational Technical Teacher license.

H. Career and Technical Education Chapter 74 program teacher(s) referenced in section
A who have a Professional Vocational Technical Teacher license will move to the
Level 6 % lane upon attaining an additional fifteen (15) college or graduate credits;
these credits can be content-specific credits or regular educational credits. Career
and Technical Education Chapter 74 program teacher(s) referenced in section A may
also move to the Level 6 3% lane, after earning their Professional Vocational
Technical Teacher license, by presenting evidence of a degree(s) beyond their
licensure classification.

I.  Career and Technical Education Chapter 74 program teacher(s) referenced in section
A who have obtained their Preliminary Vocational Technical Teacher’s License and
have been granted Professional Teacher Status will be eligible to access the Tuition
Reimbursement fund as outlined in Article IX of the CBA.

J. Members will be moved and compensated retroactive to the first day of the 2025
school year once this agreement is ratified by the Association and the School
Committee.

It is required that courses which are to be submitted for credit receive approval from the
office of the Superintendent before being undertaken.

Members may not apply credits toward professional improvement for more than eight (8)
semester hours in one (1) college semester during the school year while in service in
Quincy. (Not to exceed two (2) courses.)
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11.

12.

13.

TRAVEL CREDITS

a.

In general, a travel for credit must be summer travel, usually under the direction of a
qualified agency, such as the National Education Association Travel Service or
similar agency of high quality. The Accreditation Board may recommend exceptions
to the Superintendent.

Travel must be continuous. For example, a member cannot receive credit for two (2)
weeks of travel, one (1) of which was spent traveling out to California or Colorado,
etc., for summer study and the other on the return journey after summer study.

A maximum of six (6) semester hours may be granted for travel in raising the level of
preparation to the next higher level. To obtain credit for travel a preliminary travel
form must be submitted to the Superintendent and approved before the member
begins the trip. Normally, credit will not be granted to a member for a trip to the
same or similar part of the country for which credit has been previously granted.

In general, credit will be given on the following basis:

(1) two (2) credits - minimum of four (4) weeks of travel plus outline.

(2) amaximum of four (4) credits - minimum of four (4) weeks travel plus report.

(3) amaximum of six (6) credits - a minimum of four (4) weeks travel, report, plus
teaching materials.

An outline of the travel experience referred to in d(1) will be a day-by-day itinerary
of the actual trip.

A report of the travel experience referred to in d(2) will be in the form of a paper (not
a scrapbook) including a detailed description of the trip, and an explanation of how
the travel experience can be related to the member's classroom work. It is
recognized, however, that a reasonable amount of travel should have cultural value
for all members and should broaden their points of view.

Teaching materials referred to in d (3) would include materials such as:

(1) A slide or film lecture adapted to the member's grade or subject area;

(2) A well-organized exhibit of materials - illustrative of the region visited and
adapted to grade or subject area;

(3) Tapes or records which the member has adapted to classroom use.

In evaluating the trip the Accreditation Board will consider the length and the nature
of the trip, its relationship to the member's work, and the value of the teaching
materials provided. It is essential that if Quincy is to grant credit for travel and
continue such credits, members should show later in their teaching that travel has
helped them to be better teachers.

An outline or report of the trip must be sent to the Superintendent's office on or
before the following October 15.

In addition to this "preparation attainment increment", the regular increment shall be
given as of September 1.

No member, except as noted under Paragraph 13 of this article shall receive more than
five (5) annual increments in salary unless he/she presents evidence of approved
professional study equal to six (6) college credits earned during the five (5) year period.
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14.

15.

16.

17.

Members completing thirty years of service in the Quincy Public Schools may advance
by normal increments to the maximum of their respective preparation level without regard
to the six (6) semester hour requirement.

Members not on maximum salaries for their particular salary levels, with the exception
noted above in Paragraph 12, will automatically receive the annual increment unless the
Superintendent, considers it necessary to withhold an increment from a particular
member. It is expected that such procedure will rarely be necessary for members whose
qualifications have been judged satisfactory for regular appointment in the schools of
Quincy. No one shall attain the maximum who has not presented evidence of approved
professional study equal to six (6) college credits earned within the five (5) years
immediately preceding. Evidence of the necessary six (6) college credits to obtain
maximum in September must be filed in the office of the Superintendent not later than
November 1, and not later than April 1, for a February change.

The salary paid under the Basic Salary Schedule shall be deemed to have been earned
proportionately during the school year and shall be paid proportionally in twenty-one (21)
payments during the school year; or if a member so elects in twenty-six (26) equal
payments on a twelve (12) month installment basis (no lump sum payments). The
twenty-one (21) payment plan will be available to members in the employ of the School
System as of June 1 of each year. Members electing the twenty-one (21) payment plan
will receive one forty-second (1/42nd) of their salary the first pay day; nineteen (19)
equal payments of one twenty-first (1/21st) of salary; and the final check at the end of the
school year will be three forty seconds (3/42nd) of salary. The election made in June is
irrevocable for the next school year. In the event that the service of a member shall be
discontinued during a school year for any reason other than dismissal for cause, or
resignation, except resignation because of pregnancy, any amount of salary earned but
unpaid to the date of the termination shall be paid to the member or his legal
representative, as the case may be.

In the event a Principal is absent for more than ten (10) consecutive school days, the
Assistant Principal who is designated by the Superintendent to be the acting Principal
shall receive the daily rate of pay for the principal with the lowest salary at the level in
question. Such pro-rated Principal’s salary shall be retroactive back to the first day of the
Principal’s absence, and shall continue for as long as the Assistant Principal remains in
the role of acting Principal.

ARTICLE 26
LUNCH PERIOD: EXTRA CURRICULAR ACTIVITIES

No member shall be assigned to a schedule of duties pursuant to ARTICLE 20 which
does not provide a duty-free lunch period each school day. Members will be allowed to
leave the school building during their lunch period so long as they inform their immediate
superior on form provided.

The Committee and the Association recognize that while participation by members in
extracurricular activities sponsored by the Quincy Public Schools and attendance by
members at evening meetings related to school matters are desirable as general
propositions, participation by a particular member at a particular meeting is not to be
required as a condition of employment but is to be decided by such member in the
exercise of his/her professional judgment.
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ARTICLE 26A
NON-PROFESSIONAL DUTIES

The School Committee and the Association acknowledge that a member's primary responsibility
is to administrate and that his/her energies should to the extent practical be used to this end.

No elementary member is presently being required, and no elementary member shall be required,
except in emergencies, to supervise any aspect of the Elementary Lunch Program.

At the Senior High and Middle School level, lunch duty shall be assigned by the principal or
his/her designee on a fair and equitable basis consistent with the operational needs of the building.

ARTICLE 27
OBSERVANCE OF DUTIES

This Association agrees that it will not take or encourage the taking of any action contrary to the
laws of Massachusetts pertaining to strikes or withholding of services of public employees.

ARTICLE 28
PROTECTION
A. Members will immediately report all cases of abusive conduct and/or torts suffered by them in
connection with their employment to the Superintendent in writing.
B. This report will be forwarded to the Superintendent who will comply with any reasonable

request from the member for information in its possession relating to the incident or the
persons involved, and will act in appropriate ways as liaison between the member, the police
and the courts. In addition any student involved in such an assault will be promptly and
properly disciplined after the responsibility has been established.

C. The Committee will provide the indemnification for members provided by Section 9 of
Chapter 258 of the General Laws of Massachusetts under the conditions set forth in that
Section and will include in its budget an appropriation request necessary to provide such
indemnification. A copy of said Section 9 is attached hereto as Exhibit E.

ARTICLE 29
REDUCTION IN FORCE

Subject to the provisions of this Agreement, the Committee and/or Superintendent retains the
right to determine the number of teaching positions and other professional positions which are needed in
the school system and also retains the right to determine employees to be laid off.

In cases involving members who have identical seniority, preference for retention or recall shall
be given to the member who has achieved the highest level of training, including degrees, courses
(in-service and others) and for Vocational-Technical teachers previous related work experience.

1. Members who are to be affected by a reduction in staff shall be notified in writing no later
than May 30th of the school year in which the reduction will take effect.
2. The following sections a, b and ¢ shall apply to teachers who have dual certification and

bumping rights as set out below.

a. In the event a teacher has a certification in another discipline and has taught in the other
discipline or certified area for one (1) year or more in Quincy in the past five (5) years,
the laid-off teacher shall have the option of bumping the junior teacher in that discipline.

b. The dual certified teacher may also prove competence by passing the Graduate Record
Examination within five (5) years in the discipline in which he/she has certification but
lacks one (1) year of experience in the last five (5) years of teaching.
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c. If there is no Graduate Record Examination in that discipline, the teacher may prove
competence by passing a graduate level board of three (3) college professors (one (1)
chosen by the teacher involved, one (1) by administration, one (1) mutually agreed upon);
or a teacher may prove competence by successful completion within the previous five (5)
years of a minimum of two (2) graduate courses in the area of specialization. Courses
must be completed with a grade of "B" or better. These options, a, b and ¢ must be
successfully completed prior to the May 30th notification deadline in order to be valid for
the next school year.

Effective September 1, 2016, in order to comply with all the requirements in the
seventh paragraph of G.L. ¢.71, §42 (as amended by section 3 of Chapter 131 of the
Acts 0f2012), a teacher in a discipline category who has professional teacher status, and
who since September, 2013, or within five (5) years of teaching in Quincy, has always
attained either "exemplary" or a "proficient" rating on his or her Summative rating that
is given at the conclusion of an evaluation cycle, will not be laid off if there is a more
senior teacher in that discipline category who has professional teacher status but who
has been rated as something less than "proficient" on his or her Summative rating given
at the conclusion of any two (2) of the past four (4) evaluation cycles for that teacher.
(The previous sentence will remain in effect so long as the amendment to the language
in the seventh paragraph of G.L. c.71, §42 which was amended by the Acts of 2012
remains in effect.)

Laid-off members may continue group Health and Life Insurance coverage during the recall
period of eighteen (18) months as provided by the Committee to members of the bargaining
unit by reimbursing the Committee for full premium cost. Failure to forward premium
payments to the Committee or refusal to return to employment upon recall will terminate this
option.

Members shall have seniority on their respective levels i.e. Elementary, Middle School,
Senior High. Authorized leaves of absence up to eight (8) weeks, or sabbatical leaves shall be
considered time worked for purposes of seniority and lay-off. Authorized leaves of absence
without pay shall be considered as continuous service, but will not be considered as time
worked for seniority and lay-off.

Senior High - In the event of lay-off, an assistant principal who is bumped has the right to
bump the most junior assistant principal.

Middle School - In the event of layoff, the assistant principal who is bumped has the right to
bump the most junior assistant principal.

For purposes of this section seniority for assistant principals shall be defined as the length of
continuous service in such positions. In the event of a tie in seniority, seniority for such
individuals shall be determined by length of service as an assistant principal in the Quincy
Public Schools. In the event that seniority ties are not broken as a result of the above,
seniority shall be determined by length of continuous service from date of initial contract in
the Quincy Public Schools.

Elementary - In the case of an elementary assistant principal, an assistant principal who is
bumped has the right to bump the most junior assistant principal.

Members who are laid off and wish to exercise fallback rights into the bargaining unit
described in Article II of this Agreement shall do so in accordance with the following:
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a. Laid-off members may move to a position similar to the one he/she held prior to having
been appointed to the administrative post.

b. In the event a member wishes to exercise bumping rights into a second certification area
in the teachers' unit competence shall be proven in the same manner as classroom
teachers.

c. Seniority after the change in status for said administrator(s) shall include the total number
of years of continuous service in the Quincy Public Schools, regardless of position.

9. Assistant principal(s) who are on layoff because of reduction in force shall be on a recall list
for the first eighteen (18) months of lay-off and shall have preference over new applicants for
any new position or full time vacancy that the Committee is going to fill. The failure of a
principal/assistant principal to accept the assignment within fifteen (15) school days of
notification thereof shall automatically remove that principal/assistant principal from the
recall list.

10. If an assistant principal moves to a classroom position where there are no administrative
duties, it is understood that his/her salary will be at the classroom teacher's schedule at
whatever years of experience he/she may have.

11. On or before January 1 of each year, the Superintendent shall prepare and promulgate a
complete seniority list. A copy of said list shall be placed in each school building of the
Quincy Public Schools with three (3) copies sent to the Association.

ARTICLE 30
MIDDLE SCHOOL

Any and all changes in this Agreement which refer to "Middle School" or "Middle School
Personnel" are agreed upon by the parties with the understanding that:

1. Such negotiated changes shall not be used as evidence or as a precedent in any court
case involving the Middle School/Junior High School issue in the City of Quincy.
2. In the event that a court of competent jurisdiction determines that the Junior High

School principals and/or Junior High School assistant principals should be returned
to their positions as principals and/or assistant principals in the Quincy Public
Schools, any and all items in the Memorandum of Agreement which address such
Middle School principals and/or Middle School assistant principals shall become null
and void and the applicable language in the Agreement in effect for the school year
1981-82 shall become operative for the term of this Memorandum of Agreement with
appropriate salary adjustments.

ARTICLE 31
LONGEVITY

Section A — Longevity Plan A

In recognition of years of service to the Quincy Public Schools, members shall receive the
following longevity payment in addition to their basic salary:

Effective September 1, 2025 Longevity Plan A as follows:

1. After 12 years of service $700

2. After 15 years of service $1,050
3. After 20 years of service- $1,700
4. After 25 years of service $2,250
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Said compensation shall be paid in a lump-sum payment in the first paycheck in December. Eligibility
shall be based upon a member’s years of service as of September 10th of the work year of payment.

ARTICLE 32
PROFESSIONAL DISCRETIONARY FUND

A. In recognition of the economic demands placed upon members of Unit C to remain current and
licensed in their fields of expertise, to provide a meaningful learning environment within the classrooms
of the Quincy Public Schools and to continue to grow professionally for the good of all within the
community, the Committee and the Association agree as follows:

1. A Professional Discretionary Fund (PDF) in the amount of seventy-five
($75.) dollars shall be established on September 30" of each school year by
the Committee for each member of the bargaining unit in active service or on
approved, paid leave of absence. The amount of the PDF shall be increased
to:

School Year 2025-2026 $615
School Year 2026-2027 $640
School Year 2027-2028 $665

2. The PDF may be used, at the discretion of the unit member, for the
following purposes:
a. Recertification costs;
b. Course reimbursement;
c. Educational supplies, materials, or equipment for
individual professional use;
d. Other professional development.

3. Eligible members shall submit either a PDF REQUEST FOR
REIMBURSEMENT or a Quincy School Department Purchase
Requisition to access the funds in their PDF. See Exhibit E.

4. Funds in the PDF for all expenses other than course reimbursement must
be utilized on or before the Friday before April vacation of each year.
Requests for reimbursement shall be submitted to the Business Office by
September 30 for payment in October, prior to the December vacation for
payment in January and the Friday before April vacation for payment in
May on a request form with verification mutually agreeable to the parties.
For course reimbursement only, requests for reimbursement shall be
submitted to the Business Office prior to May 15 for payment in June.
Courses taken for reimbursement shall be submitted to the Business
Office prior to May 15 for payment in June. Courses taken for course
reimbursement must begin, end, and be paid for within the same fiscal
year (between July 1 - May 14), and reimbursement form must be
accompanied by transcript and copy of course approval card.

5. If a member resigns, retires, dies, or otherwise terminates his/her
employment with the Quincy Public Schools, the unexpended balance for
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that contract year of their PDF shall be transferred to the replacement
teacher,

ARTICLE 33
DURATION

This Contract contains one successor agreement from the period of September 1, 2025 through
August 31, 2028,

IN WITNESS WHEREOT the parties of this Contract have caused these presenf#tb be executed by their
ent ereurtto dubauthorized, and their seals to be affixed hereto, on this _{ d day of
: 2]&6?&@ , 20235.

SCHOOL COMMITTEE QUINCY EDUCATION
OF THE CITY OF QUINCY ASSOCIATION, INC,

Al i
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EXHIBIT A
GENERAL LAWS CHAPTER 71
SECTIONS 41, 41A, 42, 42D, 43

Section 41 Professional Teacher Status

For the purposes of this section, a teacher, school librarian, school adjustment counselor, school nurse,
school social worker or school psychologist who has served in the public schools of a school district for
three (3) consecutive years shall be considered a teacher, and shall be entitled to professional teacher status
as provided in section forty-two. The superintendent of said district, upon the recommendation of the
principal, may award such status to any teacher who has served in the principal's school for not less than
one (1) year or to a teacher who has obtained such status in any other public school district in the
Commonwealth. A teacher without professional teacher status shall be notified in writing on or before June
fifteenth (15th) whenever such person is not to be employed for the following school year. Unless such
notice is given as herein provided, a teacher without such status shall be deemed to be appointed for the
following school year.

School principals, by whatever title their positions may be known, shall not be represented in
collective bargaining. School principals may enter into individual employment contracts with the
districts that employ them concerning the terms and conditions of their employment.

Except as provided herein, Section forty-two (42) shall not apply to school principals, assistant principals or
department heads, although nothing in this section shall deny to any principal, assistant principal or
department head any professional teacher status to which he/she shall be otherwise be entitled. A principal,
assistant principal, department head or other supervisor who has served in that position in the public
schools of the district for three (3) consecutive years shall not be dismissed or demoted except for good
cause. Only a superintendent may dismiss a principal. A principal, assistant principal, department head or
other supervisor shall not be dismissed unless he has been furnished with a written notice of intent to
dismiss with an explanation of the grounds for the dismissal, and, if he so requests, has been given a
reasonable opportunity within seven (7) days after receiving such notice to review the decision with the
superintendent at which meeting such employee may be represented by an attorney or other representative
to present information pertaining to the basis for the decision and to such employee's status. A principal,
assistant principal, department head or other supervisor may seek review of a dismissal or demotion
decision by filing a petition with the commissioner for arbitration. Except as provided herein, the
procedures for arbitration, and the time allowed for the arbitrator to issue a decision, shall be the same as
that in section forty-two (42). The commissioner shall provide the parties with the names of three (3)
arbitrators who are members of the American Arbitration Association. The arbitrators shall be different
from those developed pursuant to section (forty-two (42). The parties each shall have the right to strike one
(1) of the three (3) arbitrator's names if they are unable to agree upon a single arbitrator from among the
three.

A school committee may award a contract to a superintendent of schools or a school business administrator
for periods not exceeding six (6) years which may provide for the salary, fringe benefits, and other
conditions of employment, including but not limited to, severance pay, relocation expenses, reimbursement
for expenses incurred in the performance of duties or office, liability insurance, and leave for said
superintendent or school business administrator. Nothing in this section shall be construed to prevent a
school committee from voting to employ a superintendent of schools who has completed three (3) or more
years' service to serve at its discretion.

Section 41A Leaves of Absence of Professional Staff

A school committee may grant a leave of absence for study or research to any teacher, registered nurse,
principal, supervisor, director, school librarian, school business administrator, superintendent or assistant
superintendent, serving at discretion which would increase his professional ability, such leave to be for a
period not exceeding one (1) year at full or partial pay; provided, however, that prior to the granting of such
leave he/she shall enter into a written agreement with the school committee that upon termination of such
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leave he/she will return to service in the public schools of such city or town for a period equal to twice the
length of such leave and that, in default of completing such service, he/she will refund to the city or town 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. A school
committee may also grant a leave of absence to any teacher, registered nurse, principal, supervisor, school
business administrator, or superintendent serving at discretion, for service to a statewide professional
organization of which such teacher, registered nurse, principal, supervisor, school business administrator, or
superintendent is a member and has been elected to hold the office of president therein, such leave to be for
a period not exceeding four (4) full years at full or partial pay; provided, that such professional educational
organization shall reimburse the school committee for any salary paid to said teacher, registered nurse,
principal, supervisor, school business administrator, or superintendent during such period. A school
committee may pay compensation to any employee granted a leave of absence under this section from any
grants or gifts received for the purpose of this section pursuant to section thirty-seven A (37A), as well as
from funds appropriated therefore.

Any teacher, registered nurse, principal, supervisor, director, school librarian, school business administrator,
superintendent or assistant superintendent, who is elected to a state office, or elected by the people to the
office of mayor shall, upon his written request made to the school committee, be granted a leave of absence
without pay from his position for all or such portion of the term for which he was elected as he may from
time to time designate, and shall not as a result of such election, be suspended or discharged or suffer any
loss of rights.

Section 42 Dismissal of Teacl

A principal may dismiss or demote any teacher or other person assigned full-time to the school, subject to
the review and approval of the superintendent; and subject to the provisions of this section, the
superintendent may dismiss any employee of the school district. In the case of an employee whose duties
require him to be assigned to more than one (1) school, and in the case of teachers who teach in more than
one (1) school, those persons shall be considered to be under the supervision of the superintendent for all
decisions relating to dismissal or demotion for cause.

A teacher who has been teaching in a school system for at least ninety (90) calendar days shall not be
dismissed unless he/she has been furnished with written notice of intent to dismiss and with an explanation
of the grounds for the dismissal in sufficient detail to permit the teacher to respond and documents relating
to the grounds for dismissal, and, if he/she so requests, has been given a reasonable opportunity within ten
(10) school days after receiving such written notice to review the decision with the principal or
superintendent, as the case may be, and to present information pertaining to the basis for the decision and to
the teacher's status. The teacher receiving such notice may be represented by an attorney or other
representative at such a meeting with the principal or superintendent. Teachers without professional teacher
status shall otherwise be deemed employees at will.

A teacher with professional teacher status, pursuant to section forty-one (41), shall not be dismissed except
for inefficiency, incompetency, incapacity, conduct unbecoming a teacher, insubordination, or failure on the
part of the teacher to satisfy teacher performance standards developed pursuant to section thirty-eight (38)
of this chapter, or other just cause.

A teacher with professional teacher status may seek review of a dismissal decision within thirty (30) days
after receiving notice of his/her dismissal by filing a petition for arbitration with the commissioner. The
commissioner shall forward to the parties a list of three (3) arbitrators provided by the American
Arbitration Association. Each person on the list shall be accredited by the National Academy of
Arbitrators. The parties each shall have the right to strike one (1) of the three (3) arbitrators' names if they
are unable to agree upon a single arbitrator from among the three. The arbitration shall be conducted in
accordance with the rules of the American Arbitration Association to be consistent with the provisions of
this section. The parties each shall have the right to strike one (1) of the three (3) arbitrators' names if they
are unable to agree upon a single arbitrator from among the three. The board of education shall determine
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the process for selecting arbitrators for the pool. The fee for the arbitration shall be split equally between
the two parties involved in the arbitration.

At the arbitral hearing, the teacher and the school district may be represented by an attorney or other
representative, present evidence, and call witnesses and the school district shall have the burden of proof.
In determining whether the district has proven grounds for dismissal consistent with this section, the
arbitrator shall consider the best interests of the pupils in the district and the need for elevation of
performance standards.

The arbitrator's decision shall be issued within one (1) month from the completion of the arbitral hearing,
unless all parties involved agree otherwise, and shall contain a detailed statement of the reasons for the
decision. Upon a finding that the dismissal was improper under the standards set forth in this section, the
arbitrator may award back pay benefits, reinstatement, and any other appropriate non-financial relief or any
combination thereof. Under no circumstances shall the arbitrator award punitive, consequential, or nominal
damages, or compensatory damages other than back pay, benefits, or reinstatement. In the event the teacher
is reinstated, the period between the dismissal and reinstatement shall be considered to be time served for
purposes of employment. The arbitral decision shall be subject to judicial review as provided in chapter
one hundred and fifty C (150C). With the exception of other remedies provided by statute, the remedies
provided hereunder shall be the exclusive remedies available to teachers for wrongful termination. The
rules governing this arbitration procedure shall be the rules of the American Arbitration Association as
pertains to arbitration.

Neither this section nor section forty-one (41) shall affect the right of a superintendent to lay off teachers
pursuant to reductions in force or reorganization resulting from declining enrollment or other budgetary
reasons. No teacher with professional teacher status shall be laid off pursuant to a reduction in force or
reorganization if there is a teacher without such status for whose position the covered employee is currently
certified. No teacher with such status shall be displaced by a more senior teacher with such status in
accordance with the terms of a collective bargaining agreement or otherwise unless the more senior teacher
is currently qualified pursuant to section thirty-eight G (38G) for the junior teacher's position,

Section 42D S . f Teacl
The superintendent may suspend any employee of the school district subject to the provisions of this
section. The principal of a school may suspend any teacher or other employee assigned to the school
subject to the provisions of this section. Any employee shall have seven (7) days written notice of the
intent to suspend and the grounds upon which the suspension is to be imposed; provided, however, that the
superintendent may, for good cause, require the immediate suspension of any employee, in which case the
employee shall receive written notice of the immediate suspension and the cause therefore at the time the
suspension is imposed. The employee shall be entitled (I) to review the decision to suspend with the
superintendent or principal if said decision to suspend was made by the principal; (IT) to be represented by
counsel in such meetings; (IIT) to provide information pertinent to the decision and to the employee's status.
No teacher or other employee shall be suspended for a period exceeding one (1) month, except with the
consent of the teacher or other employee, and no teacher or other employee shall receive compensation for
any period of lawful suspension.

No teacher shall be interrogated prior to any notice given to him relative to the suspension unless the
teacher or other employee is notified of his right to be represented by counsel during any such investigation.
A suspended teacher or other employee may seek review of the suspension by following the arbitration
procedures set forth in section forty-two (42). Nothing in this section shall be construed as limiting any
provision of a collective bargaining agreement with respect to suspension of teachers or other employees.

Section 43 Reducti f Salaries: Conditi
The salary of no teacher employed with professional teacher status in any city or town except Boston shall

be reduced without his consent except by a general salary revision affecting equally all teachers of the same
salary grade in the town or except in connection with a reduction in status from full-time to part-time
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pursuant to a reduction in force resulting from declining enrollments or other budgetary reasons or pursuant
to reorganizations for academic or budgetary reasons. Nothing in this section or in any other section of this
chapter shall be construed to prevent a school district from entering into an individual annuity contract for
such employee or from reducing the salary or compensation of such employee pursuant to such agreement
for the purpose of such purchase as authorized by section thirty-seven B (37B).
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EXHIBIT B-1
Unit C — August 31, 2025-2026 Salary Schedule -Elementary School

Quincy Public Schools Unit C Salary Schedule
Effective 9/1/25
(Increase of 3% Plus New Level 6 3/4 - $500)

Elementary School Assistant Principals

SYEAR LEVEL S12YEAR LEVEL 6 YEAR LEVEL
STEP AMOUNT STEP AMOUNT STEP AMOUNT
2 67,690 2 70,432 2 73,172
3 70,980 3 73,721 3 76 465
4 76,463 4 79,208 4 21,950
5 80,304 5 83,049 5 85,790
f B4 146 B 86,886 f 20,628
7 87,987 7 90,731 7 93 466
8 91,821 8 04,565 8 97,311
9 05,662 9 98,405 9 101,147
10 99,500 10 102,244 10 104 989
11 105,533 11 108,277 11 108,826
12 114 856

61/2 YEAR LEVEL 634 YEAR LEVEL 7 YEAR LEVEL
STEP AMOUNT STEP AMOUNT STEP AMOUNT
2 74819 2 75,319 2 75918
3 78,116 3 78,616 3 79 208
4 B3, 602 4 E4.102 4 B4 691
5 87,442 5 7942 5 BB, 530
6 91,278 B 91,778 f B2 369
7 95,116 7 95,616 7 26,215
8 OB, 959 B 99 459 B 1 051
9 102,794 o 103,298 9 103,891
10 106,641 10 107,141 10 107,731
11 110,475 11 110,975 11 111,570
12 116,508 12 117,008 12 117 601
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EXHIBIT B-2
Unit C — August 31, 2026-2027 Salary Schedule -Elementary School

Quincy Public Schools Unit C Salary Schedule
Effective 9/1/26
(Increase of 3% )

Elementary School Assistant Principals

SYEAR LEVEL S12YEAR LEVEL 6 YEAR LEVEL
STEP AMOUNT STEP AMOUNT STEP AMOUNT
2 69,721 2 72 545 2 75,367
3 73,109 3 75.933 3 78.759
4 78,759 4 81,584 4 84 409
5 82.713 5 85.540 5 88364
6 86,670 6 89,493 6 92317
7 00,627 7 93 453 7 96,270
8 94576 8 97 402 8 100,230
9 08.532 9 101,357 9 104,181
10 102,485 10 105311 10 108,139
11 108 699 11 111,525 11 112,091
12 118,302

612 YEAR LEVEL 6 34 YEAR LEVEL TYEAR LEVEL
STEP AMOUNT STEP AMOUNT STEP AMOUNT
2 77.064 2 77,579 2 78,196
3 80.459 3 80,974 3 81,584
4 86,110 4 86,625 4 87.232
5 o0 .065 5 90 580 5 91,186
6 94016 6 94 531 6 95140
7 97969 7 984584 7 99.101
8 101,928 8 102,443 8 103,053
0 105 882 9 106,397 9 107,008
10 109,840 10 110,355 10 110,963
11 113,789 11 114 304 11 114917
12 120,003 12 120,518 12 121,129
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Unit C — August 31, 2027-2028 Salary Schedule -Elementary School

Quincy Public Schools Unit C Salary Schedule

EXHIBIT B-3

Effective 9/1/27
(Increase of 3%)

Elementary School Assistant Principals

5 YEAR LEVEL

STEP

b2

= WD 20 =] O L o

—

AMOUNT

71,813
75,302
81,122
85,194
89,270
93 346
97413
101 488
105,560
111,960

6 1/2 YEAR LEVEL

STEP

B0 =] % Lh oda s D

11
12

AMOUNT

79,376
82873
88,693
92,767
96,836
100,908
104,986
109,058
113,135
117,203
123 603

512 YEAR LEVEL
AMOUNT

STEFP

=D WD 90 =] D h B e k2

[e—

74,721
78,211
84,032
B8 106
92,178
096,257
100,324
104,398
108,470
114,871

63/4 YEAR LEVEL
AMOUNT

STEP

41

79,906
83,403
89 224
93,297
97,367
101,439
105,516
109,589
113,666
117,733
124,134

6 YEAR LEVEL
STEP AMOUNT
2 77,628
3 81,122
4 86,941
5 91,015
6 95,087
7 99,158
8 103,237
9 107,306
10 111,383
11 115,454
12 121,851

7 YEAR LEVEL
STEP AMOUNT
2 80,542
3 84,032
4 89 849
5 93,922
6 97,994
7 102,074
8 106,145
9 110,218
10 114,292
1 118,365
12 124,763
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EXHIBIT B-4
Unit C - August 31, 2025-2028 Salary Schedule -Middle School

Quincy Public Schools Unit C Salary Schedule

Middle School Assistant Principals

Effective 9/1/25
(Increase of 3% Plus New Level 6 3/4 - $500)

Level A(5)  Level B(51/2) Level C(6) Level D(61/2) Level E(63/4)

111,536 114,182 120,702 122 352 122 852

114,795 117,523 124,064 125,713 126,213

118,334 120,885 127 436 129083 129 583

121,521 124,253 130,799 132 449 132,949
Effective 9/1/26

(Increase of 3% )

Level A(S)  Level B(51/2) LevelC({6) LevelD(61/2) Level E(63/4)

114 882 117,607 124,323 126,023 126,538

118,239 121,049 127,786 129 484 129,999

121,584 124 512 131,259 132955 133,470

125,167 127981 134,723 136422 136,937
Effective 9/1/27

(Increase of 3% )

Level A(S)  LevelB(51/2) LevelC(6) LevelD(61/2) Level E(63/4)

118,328 121,135 128,053 129,804 130,334
121,786 124,680 131,620 133,369 133,899
125,541 128,247 135,197 136,944 137,474
128 922 131,820 138,765 140,515 141,045
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Level E (7)
125950
129,319
132 686
136,049

Level E(T)
129,729
133,199
136,667
140,130

Level E (7)
133,621
137,195
140,767
144334
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EXHIBIT B-5
Unit C — August 31, 2025-2028 Salary Schedule -High School

Quincy Public Schools Unit C Salary Schedule

Level A (5)
117,734
121,100
124,469
127,834

Level A (5)
121,266
124,733
128,203
131 669

Level A (5)
124,904
128,475
132,049
135,619

High School Assistant Principals

Level B (5 1/2)
120 463
123,827
127,194
130,560

Level B (5 1/2)
124,077
127,542
131,010
134,477

Level B (5 172)
127,799
131,368
134,940
138,511

Effective 9/1/25
(Increase of 3% Plus New Level 6 3/4 - $500)

Level C (6) Level D (6 1/2)
127,006 128 655
130,368 132,016
133,739 135,387
137,102 138,753

Effective 9/1/26

(Increase of 3% )

Level C(6)  Level D (6 1/2)
130,816 132,515
134,279 135,976
137,751 139 449
141,215 142 916

Effective 9/1/27

(Increase of 3% )

Level C(6)  Level D (6 1/2)
134.740 136,490
138,307 140 055
141 884 143 632
145 451 147,203
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Level E (6 3/4)
129,155
132,516
135 887
139,253

Level E (6 3/4)
133,030
136,491
139,964
143,431

Level E (6 3/4)
137.021
140,586
144,163
147,734

Level E (T)
132,258
135,621
138,997
142 356

Level E(T)
136,226
139,690
143,167
146,627

Level E(T)
140,313
143 881
147 462
151,026



EXHIBIT C
SCHEDULE OF DIFFERENTIALS AND STIPENDS

Members who are appointed to positions set forth in Exhibit D of the teacher contract shall be
compensated as set forth therein.

EXHIBIT D
CH. 258, S.9 INDEMNIFICATION OF PUBLIC EMPLOYEES

Public employers may indemnify public employees from personal financial loss and expenses,
including legal fees and costs, if any, in an amount not to exceed one million dollars ($1,000,000.) arising
out of any claim, action, award, intentional tort, or by reason of any act or omission which constitutes a
violation of the civil rights of any person under any federal or state law; if such employee or official at the
time of such intentional tort or such act or omission was acting within the scope of his official duties or
employment. No such employee or official shall be indemnified under this section for violation of any
such civil rights if he acted in a grossly negligent willful or malicious manner.

For purposes of this section, persons employed by a joint health district, regional health district or
regional board of health, as defined by sections twenty-seven A (27A) and twenty-seven B (27B) of
chapter one hundred and eleven (111) shall be considered employees of the city or town in which said
incident, claim, suit or judgment is brought pursuant to the provisions of this chapter. Added by St. 1978,
c. 512, a. 15; amended by St. 1980, c. 315, s.2.
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EXHIBIT E
QUINCY PUBLIC SCHOOLS
PROFESSIONAL DISCRETIONARY REIMBURSEMENT FORM

BUDGET ACCOUNT #01-299-230-000-516

Name

School or Work Station

Instruction $ Instruction $ Professional $ Oth
al al Conferences er
Supplies, Equipment , Courses,

Texts or Membership

Software , or Journals

TOTAL

Total reimbursement Requested: $ [See Article 32 for Maximum $ per school year].

Signature:

Prior Requests Submitted $ Date Submitted:
(This school year only)

DIRECTIONS

1. Submit two (2) copies of the completed form to the Quincy Public Schools Business Office; keep
a third copy for your records.

2. Please submit all information requested. Be careful to record amounts requested in the correct
column for budget allocations.

3. Copies of receipts and/or cancelled checks/VISA, etc. statements must be attached to both forms
to substantiate purchases. (Copies of both front and back of checks are needed.) Accounts
Payable requires that small cash register receipts be attached to an 8 2 X 11 sheet of paper with
the total to be reimbursed on each receipt circled.

4. City of Quincy Sales Tax Exemption Number (046-001-409) may be used when purchases are
made. Sales tax cannot be reimbursed.

5. Submit this form by September 30 for payment in October, prior to the December vacation for
payment in January and the Friday before April vacation for payment in May. For course
reimbursement only, requests shall be submitted to the Business Office prior to May 15 for
payment in June.
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6. With the exception of course reimbursement, reimbursement not requested by the Friday before
April vacation cannot be processed for payment prior to school closing and funds are not
available to be held over into the next fiscal year.

7. [If this is a joint reimbursement, please indicate on form the name and school of each person who
is part of the group. Payment will be made to the person submitting the form.

The Professional Discretionary Fund (PFD) established in Article XXXIII of the Q.E.A. Unit A

Contract, “...may be used, at the discretion of the unit member, for the following purposes:
1. Recertification costs;

2. Course reimbursement;

3. Educational supplies, materials, or equipment for individual professional use.

4. Other professional development.”

If this is a group reimbursement, please indicate the name, the school, and the allocation per person.

NAME SCHOOL OR WORK ALLOCATION
STATION

TOTAL
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EXHIBIT F
NO REPRISALS

The Committee will permit all members to return to their normal duties without disciplinary
action or any other form of reprisal or discrimination with regard to Professional Teacher
Status or conditions of employment because of the work stoppage or other collective actions
which occurred during the work year that commenced on September 1, 2006, up to and
including the date of the members’ return to work on June.

The Committee agrees not to commence or prosecute or continue to prosecute any suit, action
or administrative proceeding against the Association, its affiliates, or their officers, employees,
or members, individually, or in a representative capacity, as a result of the work stoppage or
other collective actions which occurred during the period that commenced on September 1,
2006, up to and including the date of the members’ return to work.

The Association hereby agrees to reimburse the Committee for any expenses or damages that
the Committee incurred as a result of the strike that occurred from June 8, 2007 to the
teachers’ return to work. If the Committee and the Association are unable to agree by July 1,
2007, the amount to be reimbursed, the parties hereby agree to be bound by the decision of an
arbitrator, said arbitration to occur pursuant to the rules and regulations of the American
Arbitration Association.

The Committee also agrees to withdraw the petition filed in LRC Case No SI-07-276 and to
take all necessary steps to dismiss the Superior Court enforcement action that has been
instituted as a result thereof including, and to the maximum possible extent, recommend
application of the fines imposed by the Court against damages.

The Association shall not take any reprisals against any members of the bargaining unit who
worked during the strike or against any students or parents.

The Committee agrees to dismiss and/or withdraw all prohibited practice charges and other
legal actions that it has filed against the Association in connection with these negotiations.
The Association agrees to dismiss and/or withdraw all prohibited practice charges and other
legal actions that it has filed against the Committee in connection with these negotiations.
Employees who participated in the strike will be docked pay for the days of their
participation. Such pay will be made up when the make-up days are worked.

The Committee hereby agrees that it will schedule, and the Association agrees to work, a
school year of one hundred eighty (180) days of instruction for the school year 2006-2007
and the members of the teachers’ bargaining unit shall be paid their regular negotiated
compensation for all days worked.

Upon the bargaining unit members’ return to work pursuant to this agreement, the School
Committee agrees that it will present no further evidence or make additional allegations to the
Labor Relations Commission in connection with Case No. SI-07-276, or in any other Strike
Investigation concerning the strike that began on June 8, 2006.

Conditioned upon the vote of the Association’s membership to return to work, the Committee
agrees that Wednesday, June 13, 2007, shall be deemed a day upon which bargaining unit
members were not required to report to work and the Committee shall so advise the
Massachusetts Labor Relations Commission and the Superior Court provided; however, that
nothing in this provision shall affect: (i) the number of days that bargaining unit members are
required to work during the school year; or (ii) entitle a bargaining unit member to
compensation for any day upon which s/he did not actually provide services to the school
system.
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APPENDIX G

Quincy Public Schools
Educator Evaluation Handbook
Assistant Principal Rubrics
Updated August 2025

Quincy Public Schools Teacher and Caseload Educator Evaluation Contract Language

The Quincy School Committee (hereinafter the “Committee”) and the Quincy Education Association, Inc.
(hereinafter the “Association”) is proposing a three (3) year pilot of the evaluation process outlined below. During
these three (3) years, it is anticipated that the strengths and weaknesses of the following language, as it pertains to
the implementation of the spirit and letter of 603 CMR 35, shall be identified by the Committee and the Association
through the establishment of an Educator Evaluation Work Group. It is anticipated that any weaknesses found in the
language, as determined by the Committee or the Association, shall be addressed by the Educator Evaluation Work
Group in further collective bargaining. It is further anticipated that through the collective bargaining process and the
further refining of the below proposed language, the Committee and the Association shall cooperatively reach the
mutual goal of identifying, maintaining and recognizing superior educators for the Quincy Public Schools.

The Educator Evaluation Work Group will remain a standing work group in order to review and refine the evaluation
procedures, forms, and process outlined within the below contractual language. Upon the request of either the
Committee or the Association, the Educator Evaluation Work Group will meet to review the evaluation system and
determine whether changes are needed to address DESE direction, changes in statutory requirements, and/or lessons
learned from local implementation. Any changes agreed upon by the Educator Evaluation Work Group shall be
implemented without the need for ratification by the Committee or the Association. In addition, the Educator
Evaluation Work Group shall develop a formal mechanism for gathering feedback and information from both
teachers and administrators to gain local feedback on the educator evaluation system. QEA members of this Work
Group are appointed by and serve at the discretion of the QEA President.

Table of Contents

(D) Purpose of Educator Evaluation

2) Definitions

3) Evidence Used in Evaluation

@ Rubric

) Evaluation Cycle: Training

(6) Evaluation Cycle: Annual Orientation

@) Evaluation Cycle: Self-Assessment

8) Evaluation Cycle: Goal Setting and Educator Plan Development

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

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

(11 Observations

(12) Evaluation Cycle: Formative Assessment

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

(14) Evaluation Cycle: Summative Evaluation

(15) Educator Plans : General
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(16)
a7
(18)
19)
(20)
21
(22)
(23)
(24)
(25)
(26)

Educator Plans: Developing Educator Plan
Educator Plans: Self-Directed Growth Plan
Educator Plans: Directed Growth Plan
Educator Plans: Improvement Plan

Timelines

Career Advancement

Rating Impact on Student Learning Growth
Using Student feedback in Educator Evaluation
Using Staff feedback in Educator Evaluation
Transition from Existing Evaluation System

General Provisions

1) 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:

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

a.

C.

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

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

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

Categories of Evidence: Multiple measures of student learning, growth, and achievement,
judgments based on observations and artifacts of professional practice, including
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unannounced observations of practice of not less than 10 minutes in 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.
*Educator Plan: The growth or improvement actions identified as part of each Educator’s
evaluation. The type of plan is determined by the Educator’s career stage, overall
performance rating, and the rating of impact on student learning, growth and achievement.
There shall be four types of Educator Plans:
i Developing Educator Plan shall mean a plan developed by the Educator and the
Evaluator for one school year or less for an Educator without Professional Teacher
Status (PTS); or, at the discretion of an Evaluator, for an Educator with PTS in the
following circumstances:

1. Where an educator is working under a different or new license;

2. Where an educator is voluntarily transferred, the evaluator, at his or her
discretion, may direct that the educator be placed on a Developing Educator
Plan;

3. Where an educator was involuntarily transferred, the educator shall not be
placed on a Developing Educator Plan unless that educator was already on
such a plan;

4. Where an educator has not attained Professional Teacher Status, the

evaluator shall continue to place the Non-professional Teacher Status
educator on a Developing Educator Plan.

ii. 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.

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

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

I
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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.

ii. 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 sign the evaluation, and
may add written comments. In cases where there is no predominate assignment, the
superintendent will determine who the primary evaluator will be.

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 WIDA gain scores. This definition may be
revised as required by regulations or agreement of the parties upon issuance of ESE

guidance expected by July 2012.
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*QObservation: A data gathering process that includes notes and judgments made during
one or more classroom or worksite visits(s) of no less than 10 minutes in duration by the
Evaluator and may include examination of artifacts of practice including student work.
Classroom or worksite observations conducted pursuant to this article must result in written
feedback to the Educator. Normal supervisory responsibilities of department, building and
district administrators will also cause administrators to drop in on classes and other
activities in the worksite at various times as deemed necessary by the administrator.
Carrying out these supervisory responsibilities, when they do not result in targeted and
constructive feedback to the Educator, are not observations as defined in this Article. In the
case of an announced observation, the observation shall be scheduled at a mutually
agreeable time for the educator and evaluator.
Parties: The parties to this agreement are the Quincy School Committee and the Quincy
Education Association, Inc., which represents the Educators 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. The
parties will negotiate the process for using state and district-determined measures to arrive
at an Educator’s rating of impact on student learning, growth and achievement, using
guidance and model contract language from ESE, expected by July 2012.
Rating of Overall Educator Performance: The Educator’s overall performance rating is
based on the Evaluator’s professional judgment and examination of evidence of the
Educator’s performance against the four Performance Standards and the Educator’s
attainment of goals set forth in the Educator Plan, as follows:
i Standard 1: Curriculum, Planning and Assessment
ii. Standard 2: Teaching All Students
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iii. Standard 3: Family and Community Engagement

iv. Standard 4: Professional Culture
\2 Attainment of Professional Practice Goal(s)
Vi. Attainment of Student Learning Goal(s)
Z. *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:

1. 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
aa. *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.

bb. *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.

cc. *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.

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

3) Evidence Used In Evaluation
The following categories of evidence shall be used in evaluating each Educator:
a. Multiple measures of student learning, growth, and achievement, which shall include:
i. Measures of student progress on classroom assessments that are aligned with the
Massachusetts Curriculum Frameworks or other relevant frameworks and are
comparable within grades or subjects in a school;
ii. At least two district-determined measures of student learning related to the
Massachusetts Curriculum Frameworks or the Massachusetts Vocational Technical
Education Frameworks or other relevant frameworks that are comparable across
grades and/or subjects district-wide. These measures may include: portfolios,
approved commercial assessments and district-developed pre and post unit and
course assessments, and capstone projects. One such measure shall be the MCAS
Student Growth Percentile (SGP) or Massachusetts English Proficiency
Assessment gain scores, if applicable, in which case at least two years of data is
required.
iii. Measures of student progress and/or achievement toward student learning goals set
between the Educator and Evaluator for the school year or some other period of
time established in the Educator Plan.
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iv. For Educators whose primary role is not as a classroom teacher, the appropriate
measures of the Educator’s contribution to student learning, growth, and
achievement set by the district. The measures set by the district should be based on
the Educator’s role and responsibility.

Judgments based on observations and artifacts of practice including:

i. Unannounced observations of practice of not less than 10 minutes in 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.

iii. Examination of Educator work products.

iv. Examination of student work samples.

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

i. Evidence compiled and presented by the Educator, including :
1. Evidence of fulfillment of professional responsibilities and growth such as

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

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

4) Rubric: The rubrics are a scoring tool used for the Educator’s self-assessment, the formative assessment, the

formative evaluation and the summative evaluation. The districts may use either the rubrics provided by ESE or

comparably rigorous and comprehensive rubrics developed or adopted by the district and reviewed by ESE.

5) Evaluation Cycle:

a.

6) Evaluation Cycle:

a.

Training

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.

Annual Orientation

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:
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ii.

iii.

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

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

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

7) Evaluation Cycle: Self-Assessment

a. Completing the Self-Assessment

1.

ii.

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

The self-assessment includes:

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

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

3. Proposed goals to pursue:
a. At least one goal directly related to improving the Educator’s own

professional practice.
b. At least one goal directed related to improving student learning.
b. Proposing the goals

1.

ii.

iii.

iv.

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

For Educators in their first year of practice, the Evaluator or his/her designee will
meet with each Educator by October 1** (or within four weeks of the Educator’s first
day of employment if the Educator begins employment after September 15™) to
assist the Educator in completing the self-assessment and drafting the professional
practice and student learning goals which must include induction and mentoring
activities.

Unless the Evaluator indicates that an Educator in his/her second or third years of
practice should continue to address induction and mentoring goals pursuant to 603
CMR 7.12, the Educator may address shared grade level or subject area team goals.
For Educators with PTS and ratings of proficient or exemplary, the goals may be
team goals. In addition, these Educators may include individual professional
practice goals that address enhancing skills that enable the Educator to share
proficient practices with colleagues or develop leadership skills.

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

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

b. To determine the goals to be included in the Educator Plan, the Evaluator reviews the goals
the Educator has proposed in the Self-Assessment, using evidence of Educator performance
and impact on student learning, growth and achievement based on the Educator’s
self-assessment and other sources that Evaluator shares with the Educator. The parties agree
to bargain over the impact of this regulatory requirement (see Section 22) after guidance has
been issued by ESE.

c. Educator Plan Development Meetings shall be conducted as follows:

i. Educators in the same school may meet with the Evaluator in teams and/or
individually at the end of the previous evaluation cycle or by October 15th of the
next academic year to develop their Educator Plan. Educators shall not be expected
to meet during the summer hiatus.

ii. For those Educators new to the school, the meeting with the Evaluator to establish
the Educator Plan must 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.

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

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

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

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

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

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

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

10) 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.
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b. The Educator whose overall rating is needs improvement must be observed according to

the Directed Growth Plan during the period of Plan which must include at least two

unannounced observations.

c. The Educator whose overall rating is unsatisfactory must be observed according to the

Improvement Plan which must include both unannounced and announced observation.

The number and frequency of the observations shall be determined by the Evaluator, but

in no case, for improvement plans of one year, shall there be 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.

11) 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. Unannounced Observations

L.

ii.

iii.

Unannounced observations may be in the form of partial or full-period
classroom visitations, but not less than 10 minutes in duration, Instructional
Rounds, Walkthroughs, Learning Walks, or any other means deemed useful by
the Evaluator, principal, superintendent or other administrator.

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

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

b. Announced Observations

i.

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

1. 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.

2. Within 5 school days of the scheduled observation, upon request of

either the Evaluator or Educator, the Evaluator and Educator shall meet

for a pre-observation conference. In lieu of a meeting, the Educator

may inform the Evaluator in writing of the nature of the lesson, the

student population served, and any other information that will assist the

Evaluator to assess performance

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

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

4. 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:

a. Describe the basis for the Evaluator’s judgment.

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

c. Identify support and/or resources the Educator may use in

his/her improvement.
d. State that the Educator is responsible for addressing the need
for improvement.

12) Evaluation Cycle: Formative Assessment

a.

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

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

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

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

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

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

As 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.

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

a.

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

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

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

The Evaluator shall complete the Formative Evaluation report and provide a copy to the
Educator. All Formative Evaluation reports must be signed by the Evaluator and delivered
face-to-face, by email or in a sealed envelope to the Educator’s school mailbox or home.
Upon the request of either the Evaluator or the Educator, the Evaluator and the Educator
will meet either before or after completion of the Formative Evaluation Report.

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

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

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

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.

14) Evaluation Cycle: Summative Evaluation

a.

The evaluation cycle concludes with a summative evaluation report. For Educators on a
one year Educator Plan, the summative report must be written and provided to the
educator by May 15th. For Educators on a two year Educator Plan, the summative report
must be written and provided to the educator by June 1.

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 All Students
Standards of Effective Teaching Practice.

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

The Summative Evaluation report should recognize areas of strength as well as identify
recommendations for professional growth. Nothing negative in terms of rating or
evidence in the Summative Evaluation should be presented to the Educator for the first
time in the Summative Evaluation.

The Evaluator shall deliver a signed copy of the Summative Evaluation report to the
Educator face-to-face, by email or in a sealed envelope to the Educator’s school mailbox
or home no later than May 15" for Educators on a one year plan, and no later than June 1*
for Educators on a two year plan

The Evaluator shall meet with the Educator rated needs improvement or unsatisfactory to
discuss the summative evaluation. The meeting shall occur by June 1* for educators on a
one year plan, and by June 10™ for educators on a two year plan.

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.
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The meeting shall occur by June 10" for educators on a one year plan, and by June 15"
for educators on a two year plan.

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.

15) Educator Plans — General

a.

16) Educator Plans:

a.

b.
17) Educator Plans:

a.

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

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

1. 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.

It is the Educator’s responsibility to attain the goals in the Plan and to participate in any

trainings and professional development provided through the state, district, or other

providers in accordance with the Educator Plan. The District may assist the educator in
securing and/or identifying the trainings and professional development recommended in
the Plan.

Developing Educator Plan

The Developing Educator Plan is for all Educators without PTS, and, at the discretion of
the Evaluator, Educators with PTS in new assignments.
The Educator shall be evaluated at least annually.

Self-Directed Growth Plan

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

a.

19) Educator Plans:

a.

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

Directed Growth Plan

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

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

The Evaluator shall complete a summative evaluation for the Educator at the end of the
period determined by the Plan, but at least annually, and in no case later than May 15th.
For an Educator on a Directed Growth Plan whose overall performance rating is at least
proficient, the Evaluator will place the Educator on a Self-Directed Growth Plan for the
next Evaluation Cycle.

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

Improvement Plan

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

unsatisfactory.

The parties agree that in order to provide students with the best instruction, it may be

necessary from time to time to place an Educator whose practice has been rated as

unsatisfactory on an Improvement Plan of no fewer than 30 school days and no more than
one school year. In the case of an Educator receiving a rating of unsatisfactory near the
close of one school year, the Improvement Plan may include activities that occur during
the summer before the next school year begins.

The Evaluator must complete a summative evaluation for the Educator at the end of the

period determined by the Evaluator for the Plan.

An Educator on an Improvement Plan shall be assigned a Supervising Evaluator (see

definitions). The Supervising Evaluator is responsible for providing the Educator with

guidance and assistance in accessing the resources and professional development outlined
in the Improvement Plan. The primary evaluator may be the Supervising Evaluator.

The Improvement Plan shall define the problem(s) of practice identified through the

observations and evaluation and detail the improvement goals to be met, the activities the

Educator must take to improve and the assistance to be provided to the Educator by the

district.

The Improvement Plan process shall include:

1. Within ten school days of notification to the Educator that the Educator is being
placed on an Improvement Plan, the Evaluator shall schedule a meeting with
the Educator to discuss the Improvement Plan. The Evaluator will develop the
Improvement Plan, which will include the provision of specific assistance to the
Educator.
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il. The Educator may request that a representative of the Quincy Education
Association attend the meeting(s).

1ii. If the Educator consents, the Quincy Education 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;

ii. 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;

vii. Be developed by the Evaluator and the Educator with the assistance of a
representative from the Quincy Education Association if requested by the
Educator.

viii. 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. Upon signing
the Plan, the signed Plan shall be made accessible to the Educator.

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:

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.

In those cases where the Educator was placed on an Improvement Plan as a result of

his/her summative rating at the end of his/her Directed Growth Plan, if the Evaluator

determines that the Educator is making substantial progress toward proficiency, the

Evaluator shall place the Educator on a Directed Growth Plan.

In those cases where the Educator was placed on an Improvement Plan as a result of

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.

20. Timelines (Dates in italics are provided as guidance; minor adjustments to align with the school year
calendar are to be expected year to year and will be communicated via the HR Department)

Activity:

Completed By:
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Superintendent, principal or designee meets with evaluators and educators to explain
evaluation process

September 15

Evaluator meets with first-year educators to assist in self-assessment and goal setting | October 1
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 goals | January 5*
(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 goals | April 20*

(and other standards, if desired)

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

Evaluator completes Summative Evaluation Report

May 15 (One Year)
June 1 (Two Year)

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

June 1 (One Year)
June 10 (Two Year)

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

June 10 (One Year)
June 15 (Two Year)
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Educator signs Summative Evaluation Report and adds response, if any within 5
school days of receipt

June 15

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

May 15 of Year 1

Evaluator conducts Formative Evaluation Meeting, if any

May 15 of Year 1

Evaluator completes Summative Evaluation Report

June 1 of Year 2

Evaluator conducts Summative Evaluation Meeting, if any

June 10 (if required), June 15
(if requested) of Year 2

Evaluator and Educator sign Summative Evaluation Report June 20 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) In order to attain Professional Teacher Status, the Educator should achieve ratings of

proficient or exemplary on each Performance Standard and overall. A principal

considering making an employment decision that would lead to PTS for any Educator

who has not been rated proficient or exemplary on each performance standard and

overall on the most recent evaluation shall confer with the superintendent by May 1. The

principal’s decision is subject to review and approval by the superintendent.

B) 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.

22, Rating Impact on Student Learning Growth
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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.

23. Using Student feedback in Educator Evaluation

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

24, Using Staff feedback in Administrator 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.

25. Transition from Existing Evaluation System

A) The parties agree that at least 50% of the Educators in the district will be evaluated under
the new procedures at the outset of this Agreement. In regard to the 50% of Educators
evaluated under the new procedure, the following, in the below order of preference, will

make up this 50%:
1. All Non-professional Teacher Status Educator Staff;
2. Professional Educator Staff due for evaluation pursuant to former evaluation

procedure timelines; and
3. Professional Educator Staff pursuant to inverse order of building seniority (i.e.
person with least seniority within a building shall be evaluated first under new
evaluation procedures).
B) All Professional Educators shall be presumed to be proficient at the start of the new
evaluation procedure and shall be placed on one (1) year self-directed growth plans.
O 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).

26. General Provisions
A) Only Educators who are licensed may serve as primary evaluators of Educators.
B) Evaluators shall not make negative comments about the Educator’s performance, or

comments of a negative evaluative nature, in the presence of students, parents or other
staff, except in the unusual circumstance where the Evaluator concludes that s/he must
immediately and directly intervene. Nothing in this paragraph is intended to limit an
administrator’s ability to investigate a complaint, or secure assistance to support an
Educator.

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

D) Should there be a serious disagreement between the Educator and the Evaluator regarding
an overall summative performance rating of unsatisfactory, the Educator may meet with
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E)

F)

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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Quincy Public Schools — Non-Teaching Assistant Principals
SCHOOL LEVEL ADMINISTRATOR RUBRIC for EDUCATOR EVALUATION

The updated Educator Evaluation rubrics are grounded in DESE's Educational Vision for effective teaching and
leadership, and reflect input® from educators, students, and families across Massachusetts on antiracist, inclusive, and
equitable practices that support all students to attain academic knowledge and skills, understand and value themsehes
and others, and engage with the world.*

The School Level Administrator Rubric describes elements of effective practice across four Standards of Administrative
Leadership:

a 5tandard I: Instructional Leadership

@ Standard Il: Management and Operations

a  Standard Ill: Family and Community Engagement

o Standard IV: Professional Culture

These four Standards guide the development of Massachusetts educators from preparation through employment,
articulating the key knowledge, skills, and behaviors essential of all school leaders to disrupt patterns of inequity and
well serve richly diverse student bodies with varied educational needs.

For each Standard, there are Indicators that describe specific knowledge, skills, and performance at four levels®.
Distinctions by performance level are determined based on variations in quality (the ability to perform the skill, action,
or behavior), scope (the scale of impact), and consistency (the frequency that skill, action, or behavior is demonstrated
with guality). Continued growth and reflection are expected across all levels of performance, as described below:

Proficient

The educator’s performance fully meets the requirements. This is the expected, rigorous yet attainable level of performance for
most educators.

Unsatisfactory Needs Improvement Exemnplary

The educator’s performance is consistently | The educator’s performance is below the The educator's performance exceeds

below the requirements and has not shown | requirements but not considered to be requirements and consistently

improvement. Unsatisfactory at this time. Improvement is | demonstrates high-quality practice with
necessary and expected. schoolwide impact.

" DESE partnered with educators on the 2021-22 Principal and Teacher Advisory Cabinets as the key adwisory group for this project. We also
received input and feedback from students and families throwgh a series of Student and Family Roundtables. For more information about these
contributors, please see Acknowledgements.

* gpe DESE's Educational Vision (2023)

3 This rubric includes examples of ways that educators may demonstrate Exemplary, Needs Improvement, or Unsatisfactory performance of each
Indicator (indicated after "e.g.”). This is meant to illustrate, not prescribe, evidence that an educator "exceeds Proficient expectations,”
"demonstrates some progress towards meeting Proficient expectations,” or “demonstrates performance consistently below the standard.”

ol Brvmwlary Fdarsd

NOTE: In this rubric, “all students” represents eoch and every student, with particular focus on students who have been
historically marginalized or underserved by our education systems, including but not limited to those who identify as Black,
Hispanic/Latino, Asian, Indigenous, and Multiracial students, students with disabilities, multilingual learners, LGBTQJA+ students,
students experiencing homelessness and/or financial insecurity, and students who are undocumented.

Culturally and linguistically sustaining practices affirm and value students' cultures, prior experiences, and linguistic resources to
make learning more relevant and effective, promote academic achievement, cultural competence, and sociopolitical awareness,
and value multilingualism as an asset. These practices are essential for all students in the classroom, regardless of their
background, culture, or identity. All students benefit from an approach that is intended to meet the needs of diverse learners;
from expanded cultural competence and sociopolitical consciousness: and from exolicit instruction in the functions of laneuage.
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Using the Rubric in the Educator Evaluation Process

Rubrics are designed to help educators and evaluators (1) develop a consistent, shared understanding of what Proficient
performance looks like in practice, (2) develop a commaon terminology and structure to organize evidence, and (3) make
informed professional judgments about Formative and Summative Performance Ratings on each Standard and overall.
As a result, rubrics play a part in all five components of the evaluation cycle.

1

Self-Assessment: Educators use the rubric to examine their own practice and to identify areas of strength as
well as areas for further growth and development.

Analysis, Goal Setting, and Plan Development: Educators and evaluators together review the rubric and agree
on Indicators that will be the focus of their attention during the evaluation cycle. In addition, educators and their
evaluators develop goals for improving professional practice and student learning. The rubric helps to paint a
clear picture of what it will look like to move practice from Proficient to Exemplary in one Indicator or from
Needs Improvement to Proficient in another. These distinctions are the starting point for conversation about
setting specific, measurable, actionable, equity-focused goals.

Implementation of the Educator Plan: Educators and evaluators use the rubric to ensure that they are gathering
evidence from multiple sources that will support a fair and comprehensive assessment of the educator’s practice
on each Standard. The elements of effective practice defined in each Proficient descriptor can be used as a guide
for feedback, professional learning, and the collection of evidence. Given the breadth and depth of practices
represented, its recommended that educators and evaluators prioritize certain Indicators aligned to educator,
school and district goals for professional learning, feedback, support, and evidence collection.

Note: The rubrics are written to support educators and evaluators in making judgments about evidence
gathered across multiple measures — not from a single observation. Observations are a valuable way to gather
evidence on educators’ performance against many, but not all, of the Standards and Indicators, and should be
paired with other sources of evidence, such as artifacts of practice, student and family feedback, and evidence
of student learning. The model rubrics were not designed to be observation tools and should not be used for
that purpose.

Formative Assessment/Evaluation and Summative Evaluation: The rubric serves as the organizing framework
for these conferences and reports as evaluators assess the educator’s performance on the continuum of practice
described by the rubric.
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Standard I: Instructional Leadership

School Level Administrator Rubric — At-a-Glance

Standard I: Instructional e Standard Ill: Family and Standard IV:
Leadership Managemant and Community Engagement  Professional Culture
Operations
A. Curriculum A. Environment A, Communication B. Shared Vision and
1. Curriculum Literacy 1. School Cultwre and Climate | 1.  Communication with Commitment to High
2. Instructional Focus 2. Operational Systems and Families Standards
Routines 1. Shared Vision and Mission
. Instruction 3. Student well-Being B. Engagement 2. School Goak
1. High Expectations and 1. Family Engagement 3. Collaborative Decision-
Support B. Human Resources 2. Community and Making
2. Engaging Instruction Management and Stakeholder Engagement
3. Inclusive Instrsction Development B. Communications
4. Critical Instrsction 1. Recruitment and Hiring C. Sharing Responsibility 1. Communication Skills
2. Induction, Professional 1. Collaboration on Student
C. Assessment and Data- Development, and Career Learning and Well-2eing | €, Continuous Learning
Informed Decision- Growth Strategies 2. Family Support 1. Reflective Practice
Making
1. Assessment €. Scheduling and D. Family Concerns D. Managing Conflict
. Adjustments to Practice Management 1. Family Concerns 1. Consensus-Building
3. Data-Informed Decision- Information Systems 2. Responseto
Making 1. Scheduling Disagreement and Conflict
4. Sharing Progress with 2. Professional Collaboration Res0d uthon
Students and Families
D. Law, Ethics, and Policies
D. Evaluation 1. Laws and Policies
1. Ewaluation Practices 2. Ethical Behavior
E. Student Learning E. Fiscal Systems
1. Academic Student 1. School Budget
Dutcomes 2. Access to Resources
2. Mon-academic Student
DutComes

NOTE: Some Indicators (such as Assessment and Data-Informed Decision-Making] have been grouped together where and when
they represent similar or complementary practices. Practices assaciated with the Cultural Proficiency Indicator are represented
throughout the rubric as integral to performance across the Standarnds.
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STANDARD I:

The &d

vision tha

1-A:
Curriculum

Instructional Leadership

local context.
implementation.

materials.

Unsatisfactory

Does not demonstrate adequate

expectations, or performance is

o Does not provide acoess to or
high-quality instructional

materials based on a clear
ingtructional vision

progress towards meeling Praficient
consistently below the standard, eg.,

adequate resources or training to
support skilliul implementation of

o Does not monitor implement ation

students and fhe Su

f schooling.

Meeds Improvement

Demonstrates some progress

towards meeting Proficient

expectations, with areas for growth

in guality, scope, of consistency,

[ 3

o May not consistenthy or
effectively cormmunicate an
instructional vision ar may
provide limited support for
skilltul implementation of
mgtructional materials in
alignment with the vision

o Provides some educators or
content areas with access to
high-guality instructional
materials or permits the use of
lower quality materials in
some classrooms.
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1. Curriculum Literacy: Demonstrates understanding of the characteristics and walue of high-gquality
instructional materials and the curricula taught by educataors in the building by:
*  Ensuring that all educators have Jcoess to and skillfully use high-gquality instructional materials
through evidenoe-based, inclusive, and culturally and linguistically sustaining practices,
including identifying opportunities to create meaningful, relevant connections rooted in the

*  Providing teachers with professional learning, feedback, and resouroes (e.g., models) to support
= Engaging with the school community to identify and interrupt rackem and bizs in curricular

& ponitoring implementation to ensure the enacted curriculum supports and engages all
students to meet and excesd high expectations.

2. Instructional Focus: Establishes and communicates a clear vision far curricubum and instruction that is
aligned to schoal and district priovities and reflects high expectations for all students through the use of
evidence-based, culturally and linguistically sustaining practices. Ensures that instructional materials and
professianal learning support this vision.

Exemplary

Excesds Proficient expectations
through consistent high-guality
practice with schoolwide impact,
eg.,

o Collaborates with the school
community to develop, clearky
communicate, effectvely
implement, and monitor the
impact of an evidence-based
instructional wision

o Provides regular, high-quality
professonal earming,
feedback, and resources to
support all educators to
skillfully wie high-guality
ingtructional materials in
alignment with the
instructional vision

o Fosters coberence and
alignment acrois grade-levels
and content areas




Standard |: Instructional Leadership o=
Prafichent

1. High Expectations and Support: Supparts edwcators to uphald high expectaticns for all students 1o
meel or exceed grade-level standands by ensuring that instructional practices across all seitings and
disciplines include:

¢ LU= af evidence-based pedagogical practices o provide equitable oppartunities for grade-
eval learming

#  Suppord, scaMalds, and took to mest students” neads.

«  Clear criteria for success (g, rubrics and exemplars]

#*  Reinfarcement lor perseverande and eNort with challenging ceritent and 1asks.

1. Engaging nstruction: Pravides professional learming, feedback, and support for educalons Lo engage
all students as active participants in their own learming of meaningful, standards-aligned and grade

appropriate content by:

*  Prowiding opportunities for students ta make chaices, seplare topics and apply le2rning in
culturally sustairing ways, and through realaorld, interactive contess.

*  Huilding an students’ strengths, interests, cuftural and linguistic backgrounds, and prior
Méﬂe b i livate |es I'lirg and suppart fudents’ information ﬂrl‘.ﬁ'ﬂ.ﬁl‘*.

& Facilitating codperative learming with eguitable studemt participation in discussion

& Integrating digital teals and educationsl tschnalagy that enhances lkarning experiences and
promsates the development ol digital liveracy skills,

3. inclusive Instruction: Provides prafessional learning, feedback, and resources for educators to
accammipdate and support individual dfferences in all students’ learning needs, abikties, iInterests,
and lesels of readiness, induding thase of students with diabdities (in accordance with relesant IEPS
of 504 plars), English leamers and former English laarners, acedemaally advanced students, and

Instruction students who have been historically marginalized, by

¢  Using appropriate indusive practices, such &4 tiered supparts, educational and 23sistive
technologies, scaffolded instruction, and use of students’ native language to make grade-
lewe| content accessible and affirming for all students.

L] F'I'I}'n'idil'lg spudents with multiphe ways 1o earn content and demonsirale undmtanding.

4., Critical Thinking: Provides professional learning, feedback, and suppart to educatons ta develop
shudents’ abilities to think critically, ask questians, and analyze sOUrCes, perspectives, and hiases in
order o deepen learming and make connections betwean the content and realworld problems and
eyenis (88, et of identity, equity, power, and justice].

Unsatisfactory Heeds Imgrosement Esgamipl ary

Does nol demonsiraie adequaie [ MOnEETATRS SOMe PIOEness Consistently ard significamily

propress towands meeting Profacienl | toands meeting Proficienr expee s Proficien eepeciatans

expectations, ar perlormance is enpectations, with aneas for growth | with schoolwide impact, &g,

conssiently below the standand, in quality, SCope, Or Coesisiency, o Provades regular, Bigh-guality

R, &R professional learning,

g Do=t not ensure that o Prowdes nconsistent or limited feadback, and rescunces to
insfruchonal practices across professional leaming, feedback, support all educatars to
daszrooms and content aress ar support i ergure enact engaging. indusrre,
reflect Fugh sxpectaticns or are imsbrectional practioss reflect and cutburslly and
ergaging, indusme, arnd high expectaticns or are hrguisteca Py sustainng
culturally and linguwstically ergaging. inclusive, and mistructional practces for all
Etainng culturally and brgaisbcally students

DustEInIng

72



Standard | Instructional Leadership

1-C:
Assessment &
Data-

Inforrmed

Drecigion
Maklng

Proficient

1. Assaszment: Implements and manidars a balanced and coherent system far the use af a variety of
formal and infermal assessments, including those embedded in kigh-guality instructional materials,
that:

= Are used far specific instructional purpeses, including to suapart teachers to understand all
stsdents’ strengths and aresd far growth, measure 2nd manitor understanding threughout
instruction and progress taward grade-ievel standards and/or individual learning goaks, and
actively infgrm instructional decisions

& Argpocessible to all students by providing multiple ways and oppartunities lor students 1a
demonstrate thelr keaming, enabling students to draw from thedr cuftural knowledge and
lived sxperiences, and ensuring that 25sessment methods and instruments do not
perpeuate racial, cultural, or linguistic Dias

2. Adjustrments (o Practios; EﬂH'Ii'-lE"p' supports educabors 1o andlyre gisaggregated data from a wide
range of assessments, as well as fecdback from colleagues, students, and families, to:
»  Gain information about students’ progress travards "EﬂE—M‘l‘H standards and/or indiwidual
leaeming goals, mchudeng trends 3oross shudenis ar siusdent growps
®  Raflect on instrecticn ard identily actions to reduce disparate aulccmes and improve
learming for &l spudants,

3. Data-Informed Decision Making: Monitars and uses school-level and disaggregated data, research,
and best practices Lo

& Feflect on sirengths and gaps in instrsctional systams ard work 10 covisnedesly improse
instructioral practices.

+  [liminate learning inequities across race, gender, ethnitity, |anguage, disability and ability,
arel other aspects of student identities,

*  Suppart Bl stwdents ta mest ar exceed grade-level standards BI'IﬂJrﬂl' indiid e I-Eil'l'lil‘lﬂ
poek.

4. Sharing Progress with Students and Famdlins: Supparts educators to oollaborate wath stusdents and
theeir families, in an acosssible farmat and language, ta:
# Communicate specific, timely, and data-infarmeed feedback on student pragress towands grade
lewel stansdards and/far individisa] kearndng grals.

e ldentify ways to build on students’ strengths and support further growth

Unsatisfactony HNeeds Improvement Exmmplary
Doas it demoristrate adequate DemonsEratos SHme progress Corsistently and significantly
progress Enveards mesting Proficknd | towairds meeting Proficinnt macends Proficient papectationg
PRpRCtathning, oF padtarmancd is expctaticans, with ansas for with schioahaddn npact, o.g.,
consistently Below the stamdard, gronath in quality, scope, or & EmpoaeTs eduratons o uwe
BE. COAEIStENCY, 2.8, Hilars-Fred, purporseful
Provicdkes inadedguate suppart & Prowichss SO SUEROrt in the AREEREMHNE methods to
for thie use of bias-free, s af Bias-fre, purpose il mpndtoe stsdent progress and
purposehdl assessment assessment methods ta make data-informed
methods to monitor shudent manitee sEudent pragress and adpistments thad imgrowe
progress and miaks data miaks data-infarmaed inrtructianal practice and
wloamied adjiustmanis adjustmants with acteans i pojuiity
InCoidishent Enpact o o hadels regular, transpanent
improving instructioned commisnication of data-
practice and advancing equity rrleemid decision-making
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Standard |: Instructionral Leadership

D

Evaluation

Proficient

Unsatisfactary

Does not demonsirate adeguate

progress towards meeting

Proficient expectations, or

performance |5 consistently

bepborwe thee standard, e.g.,

=  Educators’ goals are nefther
SMARTIE nor aligned to
schiood andyor district goals

o Edwcators rarely receive
high-quality feedback

o Supervision and evaluation
are driven by bls

Mesds Improvement

Demansirates SoME Progress
towards mesting Proficient
expectations, with areas for
growth in quality, scope, or
consistercy, .g..

o LOMme sducators goals may
niot b SMARTIE or aligned to
schood and district pricrities
Edwscatars inconsistently
recedve high-guality feedback
Reflects on Dilas, but may not
consistently mitigate s

Impaact

(&

(&

1. Ewaluation Practices: Provides effective, timely, and meaningful supervision and evaluation in

alignrment with state regulations, Coniract provisions, anc district/schaal improvement goals by

+  Collabarating with educators to dewelop, menitar, and reflect or challenging, measurabile,
and equity-centered goals.

s Prowiding high-quality [specific, actionable, timely) feedback based on multiple sources of
evidence, including regular observations, student teedback, and student learming measunes.

s Enswuring accuracy and consistency in perlonmands ratings.

«  Contineously reflecting on and mitigating biases that may impact jucgments.

Exemplary

Cansistently and significantly exceeds
Proficient expectations with
schookside impact, e.g.,

o Colaborates with educators to
Implement effective, timely. high
quality supervision and ewaluation
that focuses on impeowing
educatar practice and shudent
learning

o Creates struciures o effectively
and regularty refiects om and
eliminate the impact of bias

o Centers shudent, family,
community and edwcatar vance in
the evaluation process

Standard | Instructioral Leadership

Student
Learning

1. Academic Student Outcomes: Supparts educators as well 24 Schoal Impraovement Plan initiatives in
Bchigving expected impact on sladamic studem oulcomes,

L Non-Academic Student Outcomes: Demonstrates expedled impact on non-atademic student
outcomes, such as student engagement and sense of belonging, based on student feedback and
local measures DfEI‘IEEE-ENEﬂ'I. where available.

The maded rubirics deseribe educater proctice and prowide clear criteria acrass four performonce fevels
thart focus on the educator’s actions and behowors, The Student Leovning Indicofor /5 ebowt Bhe impoct
of thase actions refative fo student leerning. D4 students beorn @5 mouch as poucmhors set ool to beoch?

For odministrrtars, evidence of impect an student legrning bosed on multiple measures af stugent
learning, growth, and achieverment must be token into occount by the evoluotor wien determining o
performance rating for Stonclard 1. &n educator’s impact on non-academic outcomes is olso impartand
to consider given e redationsfup between nor-ocodemic expeviences ond ouloomes fe.g., studend
rnpEgement, participation, ang gragde progression) ond aoacemic Gulcivees.

Becowse evalumlars ave not IEq'ILﬂi.IlEd [0 make a rD[I‘ﬂg chafevrmdination fl.l.l' any indiidiag Indicatar, this
alfpws thevn fo consiter evidence of mpoct afongside evidence of practice when deterrmining o roting
fov Stondard §. There are ne associated elements or performance descriptors fov the Student Leavming

Indicator.

Fvalurtors ond educeiors should identifiy the mast appropriote measures oad gssessments of ooademic
ond pan-gcdemic ouitomes and ealicipoled goins ssocimted with those meoswres wien developing

the Educator Plan
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STANDARD II: Management and Operations

I-A:
Environimeent

Lrée lmornang

Sehool Cubture and Climate: Fosters & positive, inclusive, and equitable schaol comemunity by

L] Builing pasitive, caring relatipnships with students, fBamily members, and staff to ensure that
school community members feel valuesd, respected, equitably supparted, and a sense af

& Establishing trarsparent and consistent schaol-wide routings, polickes, and systems that respect
and affirm students’ badiggrownds, identities, and inteflect.
*  Supports stafl in developing culturally 2nd linguistically sustaining practsies and promoling a

* Consisterntly examining podicies, procedusres, and systems o idertify and eliminate bias or
systemic banriers o inclsive and culburally and linguistically sustaining practice, including
palides and practices that reinforce systemic ineguities and/or disproportionately impact

Operational Systems and Routines: Establishes cperational systems, precedures, and routines that

e Implementing effective systems for attendance, student entry, dismissal, meals, class

*  Partnering with and supparting custodialf maintenance warkers, transpectation staff, dlerical
anid administrative assistants, food senvice workers, and other staff effectively
=  Ensuring that all physicz| spaces are safe, acoessible, welcoming, and honor and celebrate the

L
bedonging in the schaol comenunity.
culture that affirms individual differencoes.
student groups
A
ensure a safe learning environment for 2l students hy:
transitions, assemblies, and recess
diversity and achisvwaments af the schadl Comimunity.
I

health, safety, and well-being through:

®  Develoging age-approprigte and culturally and Inguisteially sustaining social emoticnal
oempetencies in students {seif-awareness, sell-management, social awareness, relationship
skilk, ard responsibie deosion making).

=  Preventing and addressing bullying and other unsafe behsviars with timely responses and

restorative practoes,

Student Safety and Well-Baing: Provides angaing trasming and supports te stalf that ensure student

=  Fostering and utilisng partnerships with outside agencies and organizations to address student
needs if B proactive and Systematic way.

U satist actony

Dges mat demonstrate adequate
progress isards meating
Proficient expectations, or
pertarmancs ik consistently Bieknw

the

standard, 8.8,

Daies not estabdish operatianal
systedns that ensisre an
sk, ppuitable, amd sate
Wearman g comimiinity hor all
Daoes nol prondos adequate
supparts ta stafl in promoting
studeit haalth, sabiety, and
will-heing

Mesds Impraverment

Demansirabes 5me progress
i s ieeting Prafichrnd
expectations, with areas for grosath
im gyuiality, OGP, OF CONSSIBNCY,

g,

Devebaps and emacutes
mperational systems,
procpduses and routings that
atternpl bo foster an inclusive,
pouitable, and sate schiool
comenunity, but
implkemantation and supparts
to statt are inconsstent,
ineffective, andfor not
pulturally sustaining

Consistently and sigrificantly
eareeds Proficient expectations

it

schookaics impact, 0.8.,
Collabinrates wth a diverse
tram tp develog and pxecule
eftective and culburally
respansive aperational
EyEERIFS, procedurss and
rodatines thiat @nsiine an
inclhigive, squitable, and safe
schial comimiusnity that
manimines shudant learning
Relacis on impact and adapis
a5 neEssary
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Srandard 11 Managamenl and Operations

Proficient

1I-Ek:

Huan

Resources Unsatisfactory

Management &

Dl fal demansirale adegisle
Developriient

progress Iowards meeting
Proficient expeClations, of
perfarmande is consistently heliw
the standand, &g .
Dipes el imnplerent Tormal
processes for the regroibmesl
and hiring of Taculiy and siall
Provides inswalficien
indhsction, devalopment, o
career growth supports to
afistalars, &5 evalanced by
an inabElity 1o relishly hire
and retain diverse snd
effective educsors

Standard 1I: Management and Operation

n

1-C:

Scheduling &
Management wm

Information
e Does not demonstrate adeguate

HYEIemE progress towards meetrg
Profickent expectations, or
performance s comsistenthy belos
the standard, e.g.,

o [oss not oeate a school
schedule andfor related
zystermns that ersure
equitable scoess o kesrmang
opporenibes for all shedents
ar enable adeguate
prabessianal oolia ko ati cen

Meeds Improvement

D ransirales S0ie progness

Iawarcls meeting Proficnent

axpecialang, wilh aneas loe

grawelh i quality, scops, af

cansistency, &g,

o Recruitment, hiring, indwchion,
developmsent, and Career
Erorad b sysnems ane
nadeguately g incansistently
nplermented andfor do ol
consistently promote the
hireg, felerdicn, @il Gappet
al a diverse and effeclive
educator workforce

Needs Improvement

Demonstrates some progress

towards meeting Profickent

expectations, weth areas for

groswth in guality, scope, or

CONSELErCy, €.5..

= Creates a school schedule and
related systems that prioribze
instrucbonal time but
ineguitably impacts access to
learning cpporturities for
some students

= Sets inconsistent expectations
far professional colaboration
andyor creates a schadule that
limits eHective
communicaticn and
colzboration amang
ecoucators

1. Recrultment and Hiring: Leads, in collaboration with stakeholders (including students,
families, stafl, and cormmunity members, and particularly those from kistorically marginalized
comimunities), an Inclusive process 1o
=  Reorst and hire diverse and effective educators

1. Induction, Professional Development, and Career Growth Strategies: In collaboration with
school principal, provides educators with acoess to, and monitors the impact of, kigh quality
and differantiated |'.'Ir|!l|é5.'.‘.i|'.'ll1a| lear I‘lil'g ll}|:||'.'ll‘.'ll'l.u|'|i'|.i£5\,. a5 needed, il"ll:|u|]il'lg,:

s  Comprehensive, district-aligned induction and mentoring support to novice educators.
*  Professional learning differentiated by educators’ goals, strengths, and areas for growth
«  Teacherded professional bearning for effective educators.

Exemplary

Cansisterily and significantly
exiesls Praficieal expecialioes wilh
schoahside impact, &g,

» o Imaplemesls com prehensive arnd
cahasive sysiems lor
recrutmsent, hirng, ndiaction,
deselgpment, and caneer grosath
systems that consistently
proencte the 1B, Mebentian,
and suppont ol a diverse,
effective educatar waorkforoe
Mieiloes impact and adapls &
necessary

1. Scheduling: Creates and mantaing a schood schadule and related systams and practices that:

=  Enswre eguitable access to effective educators, grade-level leanning, advanced coursesssork, and
elective appartsnities, and tered supports.

& Priaritizes scheduling for students meeding additional supports or services, such as English
learmers and students with dsabilities.

&  Maximize incluske opportunities far all students.

- Allow for effective implementation of high-quality instructional materialks

- flaximize blocks of undnterrupted instructionad ime 2cross all content ansas (incleding
traditionally non-tested grades and subjects (e.g., arts, physical education, digital literaoy and
computer science, STEM fields, History/Social Studies).

2. Professiomal Collaboration: Establishes systems and structures ta suppaort effective communication
and colahoratan amang educatars, induding gereral education, special education, paraeducatars,
English learmer education, and suppart staff, in support of shared gaals for student learning

Exermplary

Comsistenthy amd significanthy
enceeds Froficent expectations with
schoolwide impack, e.g.,

o Collaborates with staff to create
and maintain a school schedule
and relatesd systesns that =nsure
equitable access to l=aming
oppartunitees for all studends
and mzsimize tire for all
educators to collaborate in
suppart of shared goak for
student learning

I Mianitors the impact of
scheduling decisions and makes
2 justrrasnts based on data to
meet the needs of all sbudents
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Standard 11: Management and Opserations

1. Laws and Policies: Understands and complies with state and federal laws and mandates, school
committee policies, and collective bargaining agreements. Kentsfies and advocates for changes to
laws, mandates, podicies, and guidelines that inhibit equity.

2. Ethical Behavior: Adheres to the school and/or destrict’s existing code of ethics; protects student,
family, and staff conficentiality; and expects staff to do all as well

=D

Lawi, Ethics, &
Poliches

Unsatisfactory

Dies mal demansirabe adequale

prosgress lomards mesting

Proficient eapeClalions, of

perfarmance is consisiently Below

the standard, e g,

+ Demonsiiates ok ol
AWATECESS OF CONSIStEn] -
coenplianog wally laws and

Needs Improvement

Dernarsirales some progress

Torwar s meeling Praffcieal

expeciaions, wills areas far

groseth in guality, scape, of

consislendy, 8.8,

o Demonsirales some
uniderstanding ol lies and
paalicies and ethical guidelings

Exzmplany

Consistently amg sipnilicanily exceads

Proficient expe [A1i0es willy
schnobwide impact, 6..,
Empsresers s1a0T Lo ndersiand
and consistendly gomply with
Laws, paligies, and aikacal
guidalines
Migdels’ eflecine advocaly Tor

policies Demgnsirales incansistency in hargges (o mequitable sysiems
Fails tey adbsene D ethical complarge and policies, and empowers s1al
Euidelines 1o i The sarme
standand |1 Managament and Operations
Proficient

1. School Budget: Supports school principal in developing an equity-centered schoal budgat.

2. Access to Resounces: Allocates and manages axpendiburas aligned with districtfschool goals
and avallable resources to promote an eguitable and culturally responsive school community
and ensure eguitabbe access 1o resaurces for staff and studants, including access to high-
quality instructional materials and aligned professional learnang

Unsatisfactory

Does mot demanstrabe sdequate

progress towards meeting

Frofioent expectaticns, or

performance i3 coniistently below

the standard, e g,

o Does not support the school
princesl in develoging &
budget with the distrct’s
wision, missian, and goals

o Inconsstently ar meguitably
manages expendibures and
seailable resounes

Newds Imprivemant

Demonstrates some progress

torwards meeting Proficent

expectations, weth areas for

grometh in guality, scope, or

conseEtency, &g

o Supports the school princpal
in developmg & budget thet
loosely aligns with the
district’s wisian, mission, snd
goaly, andfar incansistently
manapes expenditures and
avalable resources in an

Exenplany

Cansistently ared vipnifcenthy
exceeds Proficent expectations
waith schoolwide impact, &g,

o Collaborakes with & diverse
tearn to develop a budpst and
sllocate resources o & manner
that addresses the needs of all
students

Seexy alternate funding
sources as needed

Proactively comemunecetes
budg=t rabonale to

[=]

(=]

o Does not communicate equitabl= manner stakeholders
buwdget rationale ta = Do=s nat efectively o Reflects on impact and adegits
stakeholders communicate budget B MECELLATY

ratianale ta stakehalders
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STANDARD III; Family and Community Engagemant

Hi-A:

Communication

Stancard |

Fa

Engagement

Unsatislaciory

Does not demansirabe adeqeate

Pragress Doy mealing

Proficrent enpectalansg, o

perormande is consistenily below

the slandard, &g,

v Do fal S8l Cliar
expeclations or prewide
supper] Tar regularn, e way,
caltarally and lingistically
Supslainirg Comm e alion
weil By Tamalies
Alcreys 10w Culbuaraly
insersitive or inapprapriabe
commumnications to coour

a  Schoal-wide commuriicates
are one-way or infrequent

Communication With Famidlies: Madels, sets clear expectations for, and provides appropriate
supparts to educators regarding partnering with families through regular, two-way
communication in a marner that is culturally and lnguistically sustaining, aligned with famiky
preferences, in language(s) that families understand, and in approachable language and
formats. Ensures access to high-quality translation and interpretation as necded.

Needs Improvement

Dremoans rales some progness

towardks meeting Proficient

EnpeCLalions, willh aeas o

Ereradlh i quality, soope, or

CoFsslency, &g,

o Pronides inconsistent oF
lirdted supgans lor regular,
Dweg-widty, Cullurally and
linguasticaly Suslaining
pommuncalaan with Tamilies

o Schosk-wide cofmmanicalions
are primadily (hrough ofe-
wiay or mflexible formats

Exermplary

Consistendly amd sipnificanily

axieed Braficknd expeclaliang

shDDlwide impacl, & .,

Emprweers 3l siall 1o enpape

in negualar, Twi-way, Oulluraly

and lingustically sustaining

CamEminication

S hinl-wide comenumealions
arg consmibenthy prosided n
mmalliple Formats and respect
and allivim diflereng Fioibes'
hoeng languages, culluie, and
walues,

o Freguently reflects on
communication and makes
madifications as necessary

¥ and Commiwn

Ty Engagement

Unzatisfatory

D mot demonstrate adequate

progress Tomards meeting

Proficient expee taticns, o

perinrmanca is consisiantly helow

the standerd, eg.,

o Does litte to engage families
as partners in the school
Commnity or support staff ta
doi s

o Tolerstes sn environment thet
15 unweel caming Eo some
Farrvies

Nebds lrnprosvamant

Demngisiraies come progress

tosavards meating Prafichrat

expectations, with areas for

grivath in quality, scope, o

consstency, €.5.

= Demonstrates limited or
inconastent efforts to engage
families a3 partners in the
ichool community or support
staff to do =

o Does nat consistently identdy
or remave barmers ko Eamilies’
inwolvemrert

FH'I'I""' Emgagement: Engages with farmilies in an equitable ard collabarative manner by:

»  Working with staff and families (e.g., SEPAL, ELPAL, etc | to Identify and remowe barriers to
all famnilses” imeodbrement.

s Praviding a wariety of frequent, imclusive, and culturally and linguwistically sustaining
apportunities for all families to BrR2Ee a5 partners in the school communiny.

* Clearly cornmunicating information about lamily engagement opportunities in ways that
are acoessible to all members of the community and that adhene to open meeting lows

Community and Stakeholder Engagement: Establishes strategic relationships with community
organizations, community members, and businesses gither individually ar through district
imitiatives and partnerships. Emgages them to maximize community invaheement in the schoal
and lamily a{cess Lo CommMunily resoumnoes.

Exgmnplany

Congistently amd signilicasiiky
puCppds Praficeend sepectatang
with schnnlwide impact, &8
o Fmpokess all stalt 1o engage
with families as partners
Mictreely engapes stakebolders
from the community in
furthering the school's mission
and goals.
Arahyzes and mitigates
mequeiable engagement
pattesrs |e.g., through
relatiorships with coltwral
brokers)
o Reflects on impact and adspts
&% NECESSAry

o

o
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Standard |I1: Family and Community Engagement

learring and well-being by

policies.

Unsatisfaciory

Dpes mot demanstrabe adequate

progress towards meeting

Froficient expectations, or

perfarmance is consistently below

the standard, eg.,

o Dwoes not collaborate with
families in culturaly and
Imguistically respansive ways
or endure that all staff do o

MNewd s Improsement

Demonsirates some progress

torwvards meeting Proffoiemst

expectations, with areas for

groweth in gualiy, scope, or

consstency, 8.

= Do=s not consistently montor
processes for collsbaration
with families 1o ersure all
student needs are being met

1. Collaboration on Student Learning and Well-Being: Provides sducatoss with professional
learring. faedback, and support to partner with families on students’ leaaming and well-baing

s Leveraging Pamilies” cultural and Enguistic knowledge and expertise as assets

= Engagmg families in calogue about what students are learneng in the dassroom and
expectations for student success.

»  [ollaboratively identitying, and seeking lesdback on, strategies and resources hod
supporting student kearning and growth in and out of school.

2. Family Support: Works 1o ensure that sugport all families wndersiand and have oppartunities
to inform district and schaol-based policies and available resources that support student

¢ Supporting families to engage with policies, resources, and routines such as parent teacher
arganizatenns, school-site cowncils, parent acisory councils {e.g., ELPAL and SEPAL), child
study/intervention teams, IEF referral processes, ESL supports, and student attendance

s Sptting clear expectations regarding how specialized support staff should pariner with
families in accessing support services within and cutside of school, and manitors
adherence Lo these palicies.

Exgmplary

Consistenthy ard signihcsnthy
exceeds Proficiend expectatons
with schoolwide impact, &g,

o Empowers all staff to regularly
collaborate with farelies o
holistically address. students’
needs and acosss supporty
and services a3 needed

o Rianitors these proceddes to

s el = May not effectively or ensurn all student resds are
eguiltably shame rescurces and being met
epportundties to infarm school
paalicies
Stamcard 111 Family anc Community Engagement .

Proficient

Trarsparent manner by

as needed.

Unsatisfactory

Does mat demonsirate adequate

Progress iowards meeting

Proficient eapectations, or

perfarmande is comsistently belkow

the standard, &.g.,

L Does mot address most Tamay
Comeerns im a fimely or
wlfertive manner
Fails. b provide sysiems or
supgporis for staff ta do the
SaIme
Allcras FRspONsEs To e
nconsistent ar insutficeent
Resolations are olten nak in
e best inbesest of siudents

MNeeds Improvement
Dedmanstraies some progress
toraards meeting Praficheost
expectationg, with areas for
grosath in guaality, scope, or
consistendy, 8.8.,

o Ensures most family comoerms
are addressed in a tinnely
manner bist demonsirabes
iNCONSEsTenCy in
respOnsiveness
Dioes ok negulay an
proactively seek aul famiky
fesdback oo endure accessible
communicaticn channels
Flay nol reach eoguitaklke
resplutions that are inthe
beest inderest of shudents

1. Family Concerns: Approaches concerns ratsed by family members in & tmely, effective, and

& Ensuring accessible communication channels for families to raise concerns or advocate
fior change, ncludeng concarms about the admimistrator them sebees,

= Proactively seeking out family feedback on initiatives and decisions, particularly families
from historically margmnalized communities.

& |ncluding all appropreate stakeholders as part of the conversation.

= Waorking o ensure accountability and reach equitable solutions in the best interest of
students; including @king responsibility for their cwm mistakes and escalating concerns

# Following up with stakeholders to articulate rationale for decisions and monitor how
spdutions are working for all parties.

Exemplary

Comsistent by amd signilicantky

e pds Proficend pepeciatons

with schaalwidp impact, &g

o Ensures all Tamiky concesas arg
addressed @ a timely and
wltective manmes
Empaorweens stafl to prosctively
#eek aul family feedback and
respord A% CONCRTMS arise
Praomsabes collaborative
profem-sahving inchisive af
M appropriate stakeholders
ihat resall in eguilabbe
soluliors im the best Erierest
al shsdents
Rusilifs 1rust Betvaeen
stakeraklers when concems
s
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IV-A:
Shared Vision &
Commitment to

High Standards

1. Shared Vision and Mission: Continuously engages staff, students, families and community
members in developing and implementing a shared, equity-oriented educational vision and
school mission grounded in high expectations for achievement, community engagement, and
postsecondary success for all students.

2. School Goals: Creates, monitors, and shares progress on focused, measurable, and equity-
centered school goals aligned to the school’s mission by partnering with diverse stakeholders
and conducting close analyses of disaggregated data from multiple sources of evidence,

including:

¢ Measures of student learming.

+« Feedback from staff, students, and families.

¢ 5School culture and climate data.

¢ (Classroom observation and educator evaluation data.

3. Collaborative Decision-Making: Flans and executes accessible, engaging, ongoing
opportunities for collaboration with educators, staff, students, families, and community
members that focus on matters of consequence to the school community and engage
participants in thoughtful and meaningful contributions. Intentionally seeks out viewpoints
from all communities represented in the school, particularly members of historically

marginalized communities.

Unsatisfactory

Does not demonstrate adequate
progress towards meeting
Proficient expectations, or

performance is consistently below

the standard, e.g.,

o Does not engage stakeholders

in the development or
implementation of a shared
vision, mission, or goals

grounded in high expectations

for all students

Needs Improvement

Demonstrates some progress
towards meeting Proficient
expectations, with areas for
growth in quality, scope, or
consistency, e.g.,

o Provides limited or irregular
opportunities for stakeholder
engagement in the
development and
implernentation of the
school’s vision, mission, and
goals

80

Exemplary

Consistently and significantly
exceeds Proficient expectations
with schoolwide impact, e.g.,

o Routinely collaborates with
staff, students, families, and
community members to
develop, implement, and
internalize a shared, equity-
oriented mission, and aligned
goals

o Actively seeks out and centers
perspectives from historically
marginalized communities
within the school




Standard IV: Professional Culture

Proficient

IV-B:

Communications

1. Communication Skills: Uses two-way channels to communicate frequently and effectively
with faculty, staff members, students, families, and community members in a manner that
is culturally and linguistically responsive with a student-centered, asset-based focus.

Unsatisfactory

Needs Improvement

Exemplary

Does not demonstrate adequate

p

rogress towards meeting

Proficient expectations, or

p
by

[+

erformance is consistently

elow the standard, e.g.,
Demonstrates ineffectual or
culturally or linguistically
unresponsive interpersonal,
written, or verbal
communication skills

Demonstrates some progress
towards meeting Proficient
expectations, with areas for
growth in quality, scope, or
consistency, e.g.,

o Inconsistently demonstrates
adequate interpersonal,
written, and verbal
communication skills

o Communicates frequently and
responsively with some, but
not all, members of the school
community

Consistently and significantly
exceeds Proficient expectations
with schoolwide impact, e.g.,

o Utilizes and models strong
context and audience-specific
interpersonal, written, and
verbal communication skills

o Is able to effectively convey
rationale and/or connections
to school and district goals
when communicating with
others

Standard IV: Professional Culture

Proficient

IV-C:
Continuous

Learning

L.

Reflective Practice: Develops a culture of continuous, data-focused, growth-oriented

reflection and adjustments to practice by:

* Setting expectations for educators to reflect on the effectiveness of instruction and how
one's identities, biases, and practices impact student learning and well-being.

+ Modeling this practice relative to their own leadership.

Unsatisfactory

Does not demonstrate adequate
progress towards meeting
Proficient expectations, or
performance is consistently below
the standard, e.g.,

Does not provide adequate
systems or supports for
educators to reflect on their
effectiveness and impact on
student learning and well-
being

Does not use data to reflect
on or make adjustments to
their leadership practice

Needs Improvement

Demonstrates some progress
towards meeting Proficient
expectations, with areas for
growth in quality, scope, or
consistency, e.g.,

o Sets expectation for staff to
use data to reflect on and
make adjustments to practice
but does not consistently
monitor practices to ensure
efficacy

o Provides inconsistent or
limited supports to promote
meaningful reflection or
adjustments to practice

o Occasionally uses data to
reflect on and makes
adjustments to their own
leadership practice

Exemplary

Consistently and significantly
exceeds Proficient expectations
with schoolwide impact, e.g.,

o Dewelops a school-wide
culture of continuous, data-
focused, growth-oriented
reflection and adjustments to
practice

o Empowers all staff to
collaborate and share
knowledge and skills to
improve student learning and
well-being

o Reflects on impact and adapts
35 necessary
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Standard IV: Professional Culture

IvV-D:

Managing
Conflict

Proficient

1. Consensus Building: Employs a variety of strategies to build consensus within the school
community around critical school decisions.

2. Response to Disagreement and Conflict Resolution: Responds to disagreement and dissent in
ways that build trust, mitigate power dynamics, and repair harm, while maintaining a
commitment to decisions that are in the best interest of promoting equity and advancing

student well-being.

Unsatisfactory

Does not demonstrate adequate

progress towards meeting

Proficient expectations, or

performance is consistently below

the standard, e.g.,

o Does not respond to
disagreement or dissent

o Does not address conflict in a
solutions-oriented or
culturally responsive manner

o Does not attempt or fails to

build consensus within the

school community

May be driven by bias

[ &}

Meeds Improvement

Demonstrates some progress
towards meeting Proficient
expectations, with areas for
growth in guality, scope, or
consistency, e.g.,

o Employs a limited range of
strategies to resolve conflict
and build consensus within
the school community, with
varying degrees of success

Exemplary

Consistently and sigrliﬁcan'tll,l
exceeds Proficient expectations
with schoolwide impact, e.g.,

o Models a variety of strategies to
regularly achieve consensus
within the school community
around critical schoal
decisions while encouraging
dialogue and different points
of view and maintaining a
commitment to decisions in
the best interest of all
students

82




	RELATED EDUCATIONAL PROGRAMS, TEXT BOOKS 
	PERSONAL LEAVE 
	PARENTAL LEAVE 
	SABBATICAL LEAVE 
	POSITIONS IN SUMMER AND EVENING SCHOOLS 
	 
	ARTICLE 32 
	 
	EXHIBIT C 

	Blank Page
	Blank Page


 
 
    
   HistoryItem_V1
   AddMaskingTape
        
     Range: all pages
     Mask co-ordinates: Horizontal, vertical offset 530.65, 60.04 Width 22.96 Height 18.54 points
     Origin: bottom left
     Colour: Default (white)
      

        
     D:20260408145805
      

        
     1
     0
     BL
     0
     389
            
                
         Both
         47
         AllDoc
         93
              

       CurrentAVDoc
          

     530.6523 60.0353 22.9567 18.5419 
      

        
     QITE_QuiteImposingPlus4
     Quite Imposing Plus 4.0m
     Quite Imposing Plus 4
     1
      

        
     2
     88
     87
     c34c9337-1d79-403b-87ec-08908ecb7abb
     88
      

   1
  

    
   HistoryItem_V1
   AddMaskingTape
        
     Range: all pages
     Mask co-ordinates: Horizontal, vertical offset 521.82, 62.68 Width 21.19 Height 16.78 points
     Origin: bottom left
     Colour: Default (white)
      

        
     D:20260408145846
      

        
     1
     0
     BL
     0
     389
            
                
         Both
         47
         AllDoc
         93
              

       CurrentAVDoc
          

     521.8229 62.6842 21.1907 16.776 
      

        
     QITE_QuiteImposingPlus4
     Quite Imposing Plus 4.0m
     Quite Imposing Plus 4
     1
      

        
     87
     88
     87
     a1152c7b-2db8-461c-88cc-c8246727e94e
     88
      

   1
  

    
   HistoryItem_V1
   AddNumbers
        
     Range: From page 3 to page 3
     Font: Arial;ArialMT 13.0 point
     Origin: bottom centre
     Offset: horizontal 0.00 points, vertical 27.36 points
     Prefix text: 'i'
     Suffix text: ' '
     Colour: CMYK 0 0 0 100
     Add text every 0 pages
      

        
     D:20260408150025
      

        
     1
     1
      
     BC
     i
     1
     1
     1
     1
     0
     1
     Arial;ArialMT
     1
     0
     1
     406
     66
     0
     1
     R0
     13.0000
            
                
         Both
         3
         SubDoc
         3
              

       CurrentAVDoc
          

     DeviceCMYK 0.000 0.000 0.000 1.000
     [Doc:NumPages]
     0.0000
     27.3600
      

        
     QITE_QuiteImposingPlus4
     Quite Imposing Plus 4.0m
     Quite Imposing Plus 4
     1
      

        
     2
     87
     2
     8bdf1227-cad6-4799-833b-0811ca1a5d39
     1
      

   1
  

    
   HistoryItem_V1
   AddNumbers
        
     Range: From page 4 to page 4
     Font: Arial;ArialMT 13.0 point
     Origin: bottom centre
     Offset: horizontal 0.00 points, vertical 27.36 points
     Prefix text: 'ii'
     Suffix text: ' '
     Colour: CMYK 0 0 0 100
     Add text every 0 pages
      

        
     D:20260408150039
      

        
     1
     1
      
     BC
     ii
     1
     1
     1
     1
     0
     1
     Arial;ArialMT
     1
     0
     1
     406
     66
     0
     1
     R0
     13.0000
            
                
         Both
         4
         SubDoc
         4
              

       CurrentAVDoc
          

     DeviceCMYK 0.000 0.000 0.000 1.000
     [Doc:NumPages]
     0.0000
     27.3600
      

        
     QITE_QuiteImposingPlus4
     Quite Imposing Plus 4.0m
     Quite Imposing Plus 4
     1
      

        
     2
     87
     3
     4b29dc0f-174d-4f41-9f93-2fea1a8e6d1e
     1
      

   1
  

    
   HistoryItem_V1
   AddNumbers
        
     Range: From page 5 to page 5
     Font: Arial;ArialMT 13.0 point
     Origin: bottom centre
     Offset: horizontal 0.00 points, vertical 27.36 points
     Prefix text: 'iii'
     Suffix text: ' '
     Colour: CMYK 0 0 0 100
     Add text every 0 pages
      

        
     D:20260408150049
      

        
     1
     1
      
     BC
     iii
     1
     1
     1
     1
     0
     1
     Arial;ArialMT
     1
     0
     1
     406
     66
     0
     1
     R0
     13.0000
            
                
         Both
         5
         SubDoc
         5
              

       CurrentAVDoc
          

     DeviceCMYK 0.000 0.000 0.000 1.000
     [Doc:NumPages]
     0.0000
     27.3600
      

        
     QITE_QuiteImposingPlus4
     Quite Imposing Plus 4.0m
     Quite Imposing Plus 4
     1
      

        
     2
     87
     4
     735b0216-56c3-472b-903d-7aa8824a6aa3
     1
      

   1
  

    
   HistoryItem_V1
   AddNumbers
        
     Range: From page 6 to page 87
     Font: Arial;ArialMT 13.0 point
     Origin: bottom centre
     Offset: horizontal 0.00 points, vertical 27.36 points
     Prefix text: ''
     Suffix text: ' '
     Colour: CMYK 0 0 0 100
     Add text every 0 pages
      

        
     D:20260408150118
      

        
     1
     1
      
     BC
     
     1
     1
     1
     1
     0
     1
     Arial;ArialMT
     1
     0
     0
     406
     66
     0
     1
     R0
     13.0000
            
                
         Both
         6
         SubDoc
         87
              

       CurrentAVDoc
          

     DeviceCMYK 0.000 0.000 0.000 1.000
     [Doc:NumPages]
     0.0000
     27.3600
      

        
     QITE_QuiteImposingPlus4
     Quite Imposing Plus 4.0m
     Quite Imposing Plus 4
     1
      

        
     5
     87
     86
     d4224d3a-fa6e-497a-97f4-1a1cc2d7b975
     82
      

   1
  

    
   HistoryItem_V1
   AddMaskingTape
        
     Range: all pages
     Mask co-ordinates: Horizontal, vertical offset -15.01, 768.16 Width 932.39 Height 27.37 points
     Mask co-ordinates: Horizontal, vertical offset 572.15, -3.54 Width 110.37 Height 791.12 points
     Mask co-ordinates: Horizontal, vertical offset -90.06, -3.54 Width 866.17 Height 236.63 points
     Mask co-ordinates: Horizontal, vertical offset -40.62, 176.58 Width 73.28 Height 606.59 points
     Origin: bottom left
     Colour: Default (white)
      

        
     D:20260413105207
      

        
     1
     0
     BL
     0
     389
            
                
         Both
         47
         AllDoc
         93
              

       CurrentAVDoc
          

     -15.0101 768.1605 932.3942 27.3714 572.1509 -3.537 110.3687 791.1223 -90.0608 -3.537 866.173 236.6303 -40.6157 176.5846 73.2848 606.586 
      

        
     QITE_QuiteImposingPlus4
     Quite Imposing Plus 4.0m
     Quite Imposing Plus 4
     1
      

        
     39
     88
     87
     6de42a8c-24c5-4f6c-886a-948ac1a67b7d
     88
      

   1
  

    
   HistoryItem_V1
   DelMaskingTape
        
     Range: all pages
      

        
     D:20260413105233
      

        
     1
     771
     409
            
                
         1
         AllDoc
         4
              

       CurrentAVDoc
          

      

        
     QITE_QuiteImposingPlus4
     Quite Imposing Plus 4.0m
     Quite Imposing Plus 4
     1
      

        
     39
     88
     87
     88
      

   1
  

    
   HistoryItem_V1
   AddMaskingTape
        
     Range: current page
     Mask co-ordinates: Horizontal, vertical offset 516.53, 53.85 Width 54.74 Height 28.25 points
     Origin: bottom left
     Colour: Default (white)
      

        
     D:20260413105303
      

        
     1
     0
     BL
     0
     389
            
                
         Both
         47
         CurrentPage
         93
              

       CurrentAVDoc
          

     516.5251 53.8547 54.7429 28.2544 
      

        
     QITE_QuiteImposingPlus4
     Quite Imposing Plus 4.0m
     Quite Imposing Plus 4
     1
      

        
     3
     88
     3
     b17efc97-1da5-440b-9398-6b8198fb0046
     1
      

   1
  

    
   HistoryItem_V1
   AddMaskingTape
        
     Range: current page
     Mask co-ordinates: Horizontal, vertical offset 498.87, 45.91 Width 75.05 Height 47.68 points
     Origin: bottom left
     Colour: Default (white)
      

        
     D:20260413105308
      

        
     1
     0
     BL
     0
     389
            
                
         Both
         47
         CurrentPage
         93
              

       CurrentAVDoc
          

     498.8662 45.9082 75.0507 47.6793 
      

        
     QITE_QuiteImposingPlus4
     Quite Imposing Plus 4.0m
     Quite Imposing Plus 4
     1
      

        
     4
     88
     4
     e21980e8-0d54-4d28-8854-c56cfcb08054
     1
      

   1
  

    
   HistoryItem_V1
   AddMaskingTape
        
     Range: From page 7 to page 88
     Mask co-ordinates: Horizontal, vertical offset 528.00, 63.57 Width 38.85 Height 16.78 points
     Origin: bottom left
     Colour: Default (white)
      

        
     D:20260413105336
      

        
     1
     0
     BL
     0
     389
            
                
         Both
         7
         SubDoc
         88
              

       CurrentAVDoc
          

     528.0035 63.5671 38.8498 16.776 
      

        
     QITE_QuiteImposingPlus4
     Quite Imposing Plus 4.0m
     Quite Imposing Plus 4
     1
      

        
     6
     88
     87
     bc1b9754-41b9-45b0-90b7-4fba52e98108
     82
      

   1
  

    
   HistoryItem_V1
   AddMaskingTape
        
     Range: current page
     Mask co-ordinates: Horizontal, vertical offset -26.49, -3.54 Width 46.80 Height 796.42 points
     Mask co-ordinates: Horizontal, vertical offset -22.07, -3.54 Width 934.16 Height 357.59 points
     Mask co-ordinates: Horizontal, vertical offset 568.62, 249.87 Width 120.08 Height 545.66 points
     Mask co-ordinates: Horizontal, vertical offset -12.36, 764.63 Width 712.54 Height 30.90 points
     Origin: bottom left
     Colour: Default (white)
      

        
     D:20260413105411
      

        
     1
     0
     BL
     415
     124
            
                
         Both
         7
         CurrentPage
         88
              

       CurrentAVDoc
          

     -26.4885 -3.537 46.7963 796.42 -22.0737 -3.537 934.16 357.5944 568.6191 249.8694 120.0811 545.6625 -12.3613 764.6287 712.5398 30.9032 
      

        
     QITE_QuiteImposingPlus4
     Quite Imposing Plus 4.0m
     Quite Imposing Plus 4
     1
      

        
     39
     88
     39
     4b2a5afb-f2a0-4780-892d-695c5428c519
     1
      

   1
  

    
   HistoryItem_V1
   PageSizes
        
     Range: current page
     Size: 8.500 x 11.000 inches / 215.9 x 279.4 mm
     Action: Make all pages the same size
     Scale: Scale width and height equally
     Rotate: Clockwise if needed
      

        
     D:20260413105428
      

        
     AllSame
     0
            
       D:20260413105418
       792.0000
       US Letter
       Blank
       612.0000
          

     Tall
     1
     0
     0
     395
     163
     qi4alphabase[QI 4.0/QHI 4.0 alpha]
     None
     Uniform
     1.4000
            
                
         157
         CurrentPage
         165
              

       CurrentAVDoc
          

     Custom
      

        
     QITE_QuiteImposingPlus4
     Quite Imposing Plus 4.0m
     Quite Imposing Plus 4
     1
      

        
     39
     88
     39
     1
      

   1
  

    
   HistoryItem_V1
   AddNumbers
        
     Range: From page 40 to page 40
     Font: Arial;ArialMT 13.0 point
     Origin: bottom centre
     Offset: horizontal 0.00 points, vertical 27.36 points
     Prefix text: ''
     Suffix text: ' '
     Colour: CMYK 0 0 0 100
     Add text every 0 pages
      

        
     D:20260413105527
      

        
     1
     1
      
     BC
     
     1
     1
     1
     1
     0
     34
     Arial;ArialMT
     1
     0
     0
     406
     66
    
     0
     1
     R0
     13.0000
            
                
         Both
         40
         SubDoc
         40
              

       CurrentAVDoc
          

     DeviceCMYK 0.000 0.000 0.000 1.000
     [Doc:NumPages]
     0.0000
     27.3600
      

        
     QITE_QuiteImposingPlus4
     Quite Imposing Plus 4.0m
     Quite Imposing Plus 4
     1
      

        
     39
     88
     39
     19f2b3f0-251a-4cda-af12-f8328794c49b
     1
      

   1
  

 HistoryList_V1
 qi2base





