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PREAMBLE

Pursuant to the provisions of Chapter 150E of the General Laws of Massachusetts, this
contract is made on the date of execution indicated at the end of the duration article, by the
Wrentham School Committee of the elementary schools of the Town of Wrentham (state
code 350, sometimes hereinafter referred to as the Committee) and the Wrentham
Educators' Association (hereinafter sometimes referred to as the Association).

ARTICLE 1 - UNION SECURITY

The Committee hereby recognizes the Wrentham Educators' Association as the exclusive
bargaining agent and representative of all Unit A members holding contracts from the
Committee for the purposes of collective bargaining with respect to wages, hours, and other
conditions of employment and any other questions arising hereunder.

Unit A includes full and part-time classroom, special subject and special education
educators, school librarian, school nurse(s), curriculum specialists, adjustment counselors,
team chair, speech and language pathologists, and school psychologists, working under any
Massachusetts license from the Massachusetts Department of Elementary and Secondary
Education.

1. The Association shall have up to 30 minutes to meet privately with newly hired or
newly placed employees at any scheduled new employee orientation in the building
where they work without loss of pay or time off. If no building orientation exists for
that group of employees, the Association shall have the opportunity to schedule a
30-minute meeting with newly hired or newly placed employees without loss of pay
or time off for the employees.

2. The Association shall have permission to use the Wrentham Public Schools
(WPS) email and electronic communication system for general announcements,
such as the announcement of general membership meetings, contract ratification
meetings, and social events, provided that such use does not create an undue burden
on network capacity, system administration, or have political content.

3. Within 10 calendar days of a request by the Association, the Committee shall
provide a docket of personnel information for bargaining unit members. This docket
shall contain a summary page of all below:

a. All Unit A members, including employee first and last names, personal
contact information (including telephone number, email address, and
mailing address), school, job classification, FTE, Step, and date of hire.

4. By August 1% of each year, the Committee will provide to the Association a list of
newly-hired bargaining unit members containing their names, personal contact
information, and work location. If any employee is hired after August 1%, this
information will be forwarded to the Association within 10 calendar days.



5. If a third party, such as an advocacy group, labor organization, or individual other
than the Association, requests contact or employment information of bargaining unit
members’ information through an MGL 150E information request or Public Records
Request, the Committee will inform the Association of such request and the name of
the requestor within twenty-four (24) hours.

ARTICLE 2 - GRIEVANCE PROCEDURE

A. Definitions

1. Grievance - A grievance is a dispute over the interpretation or application of the
terms or provisions of the contract.

2. Grievant — A grievant may be either an individual employee or group of employees.

3. Days - Days shall mean school days except during the summer recess when days
shall mean when the District Office is open.

B. Grievance Format

All grievances shall specify the nature of the grievance, article(s) of the contract violated,
date the alleged violation occurred, name of the grievant, the name of the person giving rise
to the grievance, and the remedy sought.

C. Grievance Procedure

1. Purpose: The purpose of the grievance procedure is to produce prompt and equitable
solutions to those problems that from time to time may arise. The Committee and
the Association desire that the stated grievance procedures shall always be informal
and confidential as may be appropriate for the grievance involved at the procedural
level involved.

2. Level 1 - Informal Step
A grievant shall present their grievance orally to the principal within ten (10) days
of the action giving rise to the claim or from the date the individual should have
reasonably known of such action. The principal shall respond orally to the grievance
within five (5) days of any discussion. In addition, the Association through its
representative shall have the right to receive from the principal a written verification
of the date this step occurred including the identification of the grievant. However,
no other information will be required to be divulged at this step.

3. Level 2 — Principal
If the grievant is not satisfied with the disposition of the grievance at the informal



step within five (5) days of the oral response or fifteen (15) days from the action
giving rise to the grievance, the grievance may be presented in writing in
accordance with section B above. Within five (5) days of receipt of the grievance,
the principal shall meet with the grievant and within ten (10) days of such meeting
shall respond in writing with an answer.

4. Level 3 - Superintendent
If the grievant is not satisfied with the disposition of the grievance at Level 2, within
five (5) days of the written response or ten (10) days of the meeting to discuss the
grievance, the grievant may appeal the grievance to the Superintendent. Within five
(5) days of receipt of the grievance, the Superintendent shall meet with the grievant
and within ten (10) days of such meeting shall respond in writing with an answer.

5. Level 4 - School Committee
If the grievant is not satisfied with the disposition of the grievance at Level 3, within
five (5) days of the written response or ten (10) days of the meeting to discuss the
grievance, the grievant may appeal the grievance to the School Committee. The
School Committee shall hear the grievance at the next regularly scheduled
Committee meeting during Executive Session provided at least five (5) days’ notice
of such appeal has been given. Within fifteen (15) days of the close of the meeting
to hear the appeal, the Committee shall render a decision in writing to the grievant.

6. Level 5 - Arbitration

a. If the Association is not satisfied with the resolution of the grievance at
Level 4, it may, by so notifying the Committee within ten (10) days of
receipt of the Committee’s decision, submit the grievance to arbitration. The
submission shall be in the form of a Demand for Arbitration. Within ten (10)
days of receipt of the Demand by the Committee, the President of the
Association or designee and the Chair of the School Committee or designee
shall attempt to agree upon the name of an arbitrator. If, within five (5) days
of such attempt, no agreement can be reached, the Demand may be
submitted to the American Arbitration Association. The parties agree to be
bound by the rules and procedures of the American Arbitration Association.

b. The arbitrator shall be without authority to render a decision that requires the
commission of an act prohibited by law or in violation of the terms of this
Contract.

c. The expense of such arbitration shall be split between the Association and
the School Committee.

D. Miscellaneous

1. An employee may present a grievance to the employer and have such grievance heard
without the intervention of the Association. However, the Association has the right to be
present at any meeting where the grievance is discussed and provided no grievance
resolution is inconsistent with the terms of this Contract.



2. If a grievance is not initiated or appealed in accordance with this procedure the grievance
shall be deemed waived.

3. The time limits stated herein may be extended in writing by mutual agreement of the
parties.

4. Each time a grievance is appealed the reason for the appeal must be responsive to the
answer at the previous level of the procedure.

ARTICLE 3 - MANAGEMENT RIGHTS

Subject to the provisions of this contract, the School Committee and the Superintendent
reserve and retain full authority and discretion in the proper discharge of their duties and
responsibilities, to control and supervise the Wrentham Public Schools and the professional
staff under existing laws, ordinances and regulations.

ARTICLE 4 - LEAVE OF ABSENCE WITH PAY

A. Sick Leave

1. Sick days will hereafter be titled “Educator/Family Sick Days”. Educator/family
sick days for short-term immediate illness will be limited to family members who
reside in the household. Educators may use educator/family sick days to support the
following family members if they do not reside in the household (parent, child,
spouse, sibling, grandparent, grandchild, mother-in-law, father-in-law).

2. Educators in their first year of employment shall accrue sick leave at the rate of one
and one-half (1-1/2) days per month for a total of fifteen (15) days per year. After an
educator’s first year of employment, the educator shall be granted fifteen (15)
educator/family sick days at the start of the school year. In certain cases, the School
Committee may request the school health services personnel to determine that the
educator is unable to teach. At the discretion of the Superintendent, an educator may
be allowed to utilize paid educator/family sick days in advance of them having been
accrued. In cases of suspected abuse of sick leave, an educator may be required to
provide a note from a doctor and/or be examined at the School Committee’s
expense, by a doctor designated by the Superintendent.

3. Employees shall be able to accumulate 184 educator/family sick days.

4. Once an educator has notified the Committee they are resigning, retiring, or going
on a leave of absence, use of sick leave beyond three (3) consecutive days must be
for just cause and may be verified by a doctor’s certification. No sick leave will be
given to employees in this situation if the Committee has requested verification of
use of sick leave. The doctor’s certification in such case will be at the expense of the
Committee. The school doctor will make the certification when the expense is borne
by the Committee. If any other doctor is used, it will be at the educator’s expense.



The educator could be reimbursed in an amount equal to the standard fee of the
school doctor, if the educator used their own doctor at the request of the Committee.
If the reasons for the leave is an operation or a period of recuperation from an
illness, then the doctor must certify that the operation, etc., is not elective and if of
an emergency nature not to be postponed to a period of time when school is not in
session or after employment has terminated.

B. Personal Leave

1. Five (5) days of personal leave, non-accumulative, for each full year may be granted
for the following reasons:

a. Three personal days, no reason given, with at least 3 days advance notice,
when feasible.
b. Two days with prior approval, with at least 3 days advance notice, when
feasible, of the principal and the Superintendent.
i. All three no reason given personal days must be used prior to using
such days.
ii. Such days must be approved by the principal and/or Superintendent
prior to entering into the Absence Management System.
iii. Such personal days may be taken for special circumstances on the
day before or after a vacation or extended weekend at the discretion
of the Superintendent once per contract period.

2. No more than three (3) educators may take such days on any one school day.

3. Educators may submit a written request to the Committee for personal emergencies
not specifically covered by the Contract. Pay will not be deducted for such leave
until the Committee acts.

4. Personal leave days shall not be deducted from sick leave.

Educators will not be permitted to use personal days after providing notice of their

resignation.

hd

C. Professional Improvement

Educators may be granted time for professional improvement to visit another school system
for the purposes of improving their instructional ability or to observe a particular
educational program upon permission of the Administration. Administration will provide
substitute coverage upon request of the educator. There may be times when a substitute
educator is not available.

D. Educational Meetings

Educators may be granted permission to attend educational meetings or conferences with
reasonable expenses reimbursed, upon written request to the administration. Mileage shall



be reimbursed at the current IRS rate per mile. Administration will provide substitute
coverage upon request of the educator. There may be times when a substitute educator is
not available.

E. Bereavement Leave

1. Educators will be granted bereavement leave with pay for five (5) calendar days for
the death of an educator's parent, child, spouse, sibling, grandparent, grandchild,
mother-in-law, father-in-law, or in the case of pregnancy loss.

2. Educators will be granted up to two (2) days of bereavement leave with pay at the
time of the death of the educator’s aunt, uncle, cousin, brother-in-law, sister-in-law,
or other member of the educator’s immediate household not otherwise included in
this or the preceding paragraph.

3. Bereavement leave under the preceding two paragraphs will not be deducted from
sick leave or from personal leave.

4. Additional bereavement leave may be granted at the discretion of the
Superintendent.

F. Sick Bank

Educators will be entitled to enter the Wrentham Schools Sick Bank by the donation of two
of their allotted educator/family sick days. Educators who have exhausted their entire
number of educator/family sick days and personal days may apply to the Sick Bank Board,
consisting of the WEA president, school principal and Superintendent for up to 20
additional educator/family sick days in any given year. They may make such application for
educator/family days as defined in Article IV, Section Al. The decision of the Sick Bank
Board is final. If at the end of any school year the bank has 150 days remaining, the
voluntary contribution in the following September will be one day.

No educator may apply to the Sick Bank if they have not contributed.

In administering the Sick Bank, determining eligibility, and determining the amount of
leave, the following general criteria shall be applied by the Sick Bank Board:

e Medical evidence of illness
e Prior utilization of eligible sick leave
e Other factors as a majority of the Sick Bank Board may deem appropriate

No days may be withdrawn from the Sick Bank for anything other than illness or injury.
Days may not be withdrawn to permit an individual to stay home to care for other members
of the family. The decision of the Sick Bank Board with respect to eligibility and



entitlement shall be final and binding, with any appeal limited to an appeal to the SickBank
Board itself.

ARTICLE 5 - PARENTAL LEAVE

The following changes to Article 5 will become effective August 27, 2026:

A.

Parental Leave: Educators shall be granted parental leave for the birth,
adoption, or placement of a child under the age of 18 (or 23 if the child is
mentally or physically disabled). Such leaves to be governed by the following
conditions:

Parental Leave shall be granted to all bargaining unit members in compliance
with the Massachusetts Parental Leave Act (MPLA) (M.G.L. c. 149, s. 105D)
or the federal Family Medical Leave Act (as applicable). Employees taking
leave under the MPLA (8 weeks of leave) or FMLA (12 weeks of leave) will
be granted the following paid leave benefits, prior to accessing any other paid
leave benefit

a. Up to five (5) work weeks of paid Parental Leave, on consecutive work days,
not from sick time.

b. The Leave must be taken within one year of the date of birth or adoption of
their child.

c. If both parents are employees of the Wrentham Public Schools, both
members will be entitled to the full leave.

d. The salary is prorated for less than full-time employees.

€. The employee must be employed for a minimum of three (3) months to be
eligible for this benefit.

f. All paid leave under this article shall run concurrently with leave under the
MPLA and/or FMLA.

Notice: At a minimum, if possible, the employee shall give two weeks’ written
notice to the Superintendent of their anticipated date of departure and
intention to return to duty. It is preferable that the employee give at least sixty
(60) calendar days’ written notice to the Superintendent, whenever possible.

Employee with Professional Teacher Status. An employee with Professional
Teacher Status may be entitled to parental leave for a period of up to two years,
except as is otherwise provided herein, from the date of its commencement.
Normally, the employee will be permitted to return to duty only at the beginning
of a school year, unless they return within twelve (12) weeks after the
commencement of parental leave. In the event an employee’s leave of absence of
one (1) year shall expire after the beginning of the school year, the leave of
absence shall be extended to the beginning of the next school year to permit



the employee’s return to duty at such time. Under the exceptional

circumstances, an educator desiring to return to their teaching duties at a time
other than those set forth above may make a written application for
reinstatement to the Superintendent. The Superintendent may grant such
reinstatement.

4. In the event an employee fails to return to duty at the expiration of their parental

leave, the employee shall be deemed to have resigned, and the obligation of the
Committee to provide a position for the employee shall cease.

5. All benefits to which the employee was entitled at the time that the leave of
absence commenced, including any unused accumulated sick leave shall, except
as is otherwise provided herein, be restored to the employee upon their return,
and they shall, except as is otherwise provided herein, be assigned to the same
teaching position which they held at the time such leave commenced, if such
position is available, or if it is not available, to a substantially equivalent teaching
position. Upon their return, the employee shall not advance in increment unless
they have worked at least one hundred (100) days in the school year in which
their leave commenced either in the Wrentham Public School System or in
another school system. The Committee shall not be required to restore an
employee on parental leave to their previous or similar position if other
employees of equal length of service credit and status in the same similar position
have been laid off due to economic conditions or other changes in operating
conditions affecting employment during the period of their parental leave;
provided, however, that the employee on parental leave shall retain any
preferential consideration for any other position to which they may be entitled
as of the date their leave commenced.

6. The parties recognize that the Massachusetts Parental Leave Act and the Family
and Medical Leave Act (FMLA), as amended, and other federal and state laws,
may establish rights different from those expressed in this article. To the extent
that this is true, the greater of those rights (i.e., FMLA rights vs. rights under
this article) will control, but those greater rights will not be in addition to the
lesser rights. Where an employee takes leave under one of the articles set forth
in this Agreement for a reason which would entitle the employee to leave under
the FMLA, such leave will also be considered FMLA leave and will be deducted
from the employee’s statutory FMLA leave entitlement.

ARTICLE 6 - LEAVES OF ABSENCE WITHOUT PAY

A. All requests for leaves of absence shall be submitted in writing to the
Superintendent with the reason therefore to be then acted upon by the Committee.
Except for parental leaves or except as otherwise noted in this article, requests for
leaves of absence without pay must be submitted by January 15 preceding the
commencement of the leave. Exceptions to this requirement may be made at the
discretion of the School Committee.



B. An educator, whose personal illness extends beyond the period of time for which
they are entitled to receive sick leave, will be granted a leave of absence pursuant to
section A above, by the Committee for such time as is necessary for their recovery
from such illness, subject however, to the following:

1. Such leave shall extend for a maximum of two (2) years.
Such leave request will be supported by appropriate medical evidence as
determined by the Committee.

3. An educator shall not be eligible for increment credit.

C. An educator will be granted a leave of absence pursuant to section A above, for a
period of up to two (2) continuous years for the purpose of caring for a sick member
of the employee’s immediate family (spouse, children, parents), pursuant to the
conditions set forth in section B.1, 2, and 3 above.

D. The educator may request to utilize their accumulated sick leave and/or personal
time during her period of physical disability pursuant to Article 4, Section A.

E. Leaves of absence may be granted for graduate study for one or two year’s duration.
Such leave shall be pursuant to section B.1 and 3 above.

F. Other leaves of absence may be granted to educators for purposes other than those
set forth above. Such leave shall be granted subject to B.3 above.

G. The leaves of absence provided for under this article may be extended by the
Committee. Requests for such extensions will be submitted in writing to the
Superintendent. Total leaves of absence plus extensions will not exceed two (2)
years in any four (4) year period.

H. All benefits to which an educator was entitled at the time their leave of absence
without pay commenced, including unused accumulated sick leave, will be restored
to them upon their return and they will be assigned to a teaching position. Nothing
in this article shall act so as to diminish the rights of educators under Article 9.

L. An educator who wishes to apply for sabbatical leave must meet with the School
Committee prior to October 15 preceding the school year in which the sabbatical
leave would be taken to discuss the proposal and an individual contract.

J. An alternative career leave will be available to staff only at the discretion of the
Superintendent. Professional staff may request up to two years to pursue alternative
careers. Said leave will be unpaid and the schools or town will not be liable for
health insurance for a staff member under this provision. The individual has the
option of remaining as part of the group insurance plan by paying 100% of the
insurance cost plus a town administrative fee of up to 4%. Staff must notify the
Superintendent by January 15 in the year prior to the one in which they will be
requesting the leave, citing the number of years (one or two) requested. Should said



educator decide to return to the employ of the Wrentham Public Schools, they will
return with all seniority intact. No additional seniority will accrue during the year(s)
of leave. The decision to return must be made in writing to the Superintendent by
January 15 of the year prior to the return. Upon return from alternative career leave,
an educator may not re-apply for a period of ten years.

ARTICLE 7 - RESIGNATIONS

Resignations must be presented to the Committee at least four (4) weeks in advance of the
effective date.

ARTICLE 8 - PAYROLL DEDUCTIONS

Payroll deductions for the Wrentham Educators’ Association dues may be arranged with the
Treasurer of the Town of Wrentham. Additional payroll deductions may be arranged with
the Superintendent. Professional staff in the Wrentham Public Schools are entitled to all
health and life insurance plans offered to town employees. All employees shall contribute
25% of the cost of HMO (non-indemnity) health insurance plans. The contribution rate
toward PPO’s (indemnity plans) shall be set by the Town but not be more than 50% of the
cost.

ARTICLE 9 - POSTINGS/EDUCATOR ASSIGNMENTS

A. All extra paid positions will be posted. The president of the Wrentham Educators’
Association will be notified in writing of any unit A vacancy that occurs when
school is not in session.

1. Whenever any vacancy in a professional position occurs within the unit, it will
be publicized by the Superintendent or designee. In most cases, vacancies will
be posted at least five (5) school days prior to the start of the interview process.

2. The position will be publicized by means of:

a. A notice to the Association
b. An email to the staff of the district

3. Educators currently employed by the Wrentham Public Schools will be given
strong consideration when their qualifications are equal to competing
candidates. However, the instructional requirements of the district and its pupils
will be the controlling factor as determined by the Superintendent.

4. Seniority will be reviewed when considering qualifications.

Notification of the appointment will be made by letter or email to all unit

member applicants within 10 school days after the appointment is made.

9]

B. Except in unusual circumstances, educators will be notified in writing of any change
in their assignments from the prior school year, including the school or schools to



which they will be assigned, the grade and subject they will teach and any special or
unusual classes which will require special preparation beforehand. The notification
will be given as soon as practical, and normally not later than the close of the school
year. In the event that changes in assignment are necessitated by conditions arising
during the summer, a formal notice of each change will be mailed as soon as
practical to the educator’s permanent home address. A copy of this will also be e-
mailed to the educator’s school email address.

C. Educators who desire a change in grade or subject assignment or who desire to
transfer to another school building shall file a written statement of such desire with
the Superintendent or designee with supporting reasons for such change, no later
than May 1. Such statements shall include the requested grade change. As soon as
practical, and not normally later than the close of school, the Superintendent or
designee shall notify said educator of the disposition of the request.

D. 1. When involuntary transfers are necessary, the educator’s area of competence,
licensures, quality of teaching performance, and length of service in the Wrentham
School System will be considered. Educators who are being involuntarily
transferred will be transferred to a reasonably comparable position when possible.

2. If the administration reduces the number of positions assigned to a grade level or
building, the principal shall invite all educators in that grade level or building to
volunteer to be transferred.

3. Regardless of whether there are any changes forecasted for the following year,
educators may voluntarily exchange assignments for the length of one year with the
mutual agreement of the principal and the affected educators. At the end of the
school year, all educators involved would return to their original assignment unless
otherwise agreed upon by the principal and the affected educators. This does not
limit the principal’s rights as listed in D1.

E. If the district directs an educator to change classrooms and the change involves
moving supplies and materials, the educator will be paid up to 7 hours to pack and
unpack the supplies and materials. Educators will not be expected to move boxes of
supplies or materials from one classroom to another. Educators shall be reimbursed
at the hourly rate set in Article 19, Section D.

F. The wishes of the individual educator with respect to grade assignment will receive

the fullest consideration, but the instructional requirements of the school system and
its pupils will be the controlling factor as determined by the Superintendent.

ARTICLE 10 - REDUCTIONS IN FORCE

In case of a reduction in force for any reason of employees with Professional Teacher Status
the following procedure shall apply:



A. An employee-with Professional Teacher Status shall not be laid off if there is an
employee without Professional Teacher Status whose position the employee with
professional teacher status is currently licensed to fill.

B. In the event the reduction in force cannot be accomplished by attrition, employees
shall be laid off according to the following seniority groupings:

YEARS IN SYSTEM
1. Group 1 1-3 Non-Professional Teacher Status
2. Group 2 4-6
3. Group 3 7-9
4. Group 4 10-12
5. Group 5 13-15
6. Group 6 16 - 18
e Group 7 19 and up

C. In determining which employee shall be laid off, the district shall consider the
qualifications of an employee. The primary factors for determination of employee
qualification shall be indicators of job performance, including overall ratings
resulting from comprehensive evaluations conducted consistent with M.G.L ¢ 71,

§ 38, and the best interests of the students in the school or district. For purposes of
the criteria set forth in the previous sentence, no distinction shall be made between
overall performance ratings which indicate the employee has met or exceeded
acceptable performance standards: Proficient and Exemplary. Where, in the opinion
of the Superintendent, the qualifications of the employees are equal, employees will
be laid off in the order of their seniority.

D. No employee will be laid off until all employees within their area(s) of certification
licensure in the lower numbered group(s) have been laid off. An employee’s
position in a group will remain unchanged during leaves of absence.

E. Employees who have been laid off shall be entitled to recall rights for two (2) years
for any vacancy or new position that they are qualified to fill in the inverse order of
their respective layoff.

F. Employees laid off under this paragraph shall be given priority on the substitute list
during said recall period.

G. Employees on recall shall be notified by the Superintendent/designee of any open
positions within their certification in the school system. Failure to apply for an open
full time, permanent position within their area of competence within fifteen (15)
days following such notification by the Superintendent shall terminate the
requirements of this article.

H. All benefits, including salary and Professional Teacher Status, to which an
employee was entitled at the time of layoff, shall be restored in full, upon



reemployment within the recall period.

I. A list specifying the seniority groups shall be prepared by the Committee and
forwarded to the president of the Association within thirty (30) days following
execution of this Contract. An updated list will be supplied annually thereafter. If no
challenge to the list is made by the Association within thirty (30) days of receipt of
the list, the list stands as written.

J. Iflegally possible, educators laid off under this paragraph may continue group
health and life insurance coverage as provided by the Town of Wrentham during
said recall period at 100% cost to employee plus 4% administrative cost. Failure to
forward premium payments to the Town Treasurer shall terminate this option.
However, if the laid off educator gets another job and is eligible to participate in a
health insurance and/or life insurance plan in their new position, then the laid off
educator will no longer be eligible to participate in the plans offered by the Town.

K. Educators laid off under this paragraph will have the option of being paid for 20%
of unused educator/family sick days to a maximum payment of $1000.00. An
educator who receives this money and is later recalled will start with zero
educator/family sick days unless they decide to buy back all previous sick leave at
104% of the amount received to be deducted from the educator’s pay over the
course of a year.

L. Nothing in this article shall act so as to diminish the rights of educators under
Chapter 71, Sections 41 and 42 of the General Laws of the Commonwealth of
Massachusetts.

M. For the purposes of this article, seniority shall be defined as the total length of
regular employment with the Wrentham Public Schools from the most recent date of
hire. Paid and unpaid leaves of absence and layoffs occurring pursuant to this
Agreement shall not be considered to be a break in service. Non-bargaining unit
members will retain their bargaining unit seniority, but will not be given seniority
credit for time spent in a non-bargaining unit position. Except for the probationary
grouping defined in Section C.1, if a person has worked within the Wrentham
School System in any school as a regular employee for 100 days or more, they will
be placed in the next higher grouping, if appropriate. Time as a substitute or as a
long-term substitute for an educator on an unpaid leave of absence shall not count
towards seniority credit.

ARTICLE 11 - DUTIES

Educators will be relieved from morning and noontime recess duties. In times of severe
financial crisis, said crisis agreed upon by the WEA president and the School Committee
chair, duties may be established for the duration of the financial crisis only.



ARTICLE 12 - SUBSTITUTES

Substitute educators will be provided for all educators absent during the school year,
including special subject educators and nurses whenever possible. This article does not
apply to school psychologists.

ARTICLE 13 - PLANNING TIME

A. All educators, regular classroom, special education, and special subject, shall
receive unassigned planning time which over the course of a regular five day week
will average out to a minimum of thirty (30) continuous minutes per school day. The
district will endeavor to provide at least forty (40) minutes of unassigned planning
time each school day. The provisions of this article do not apply to positions of
nurse or school psychologist. In case of a financial crisis agreed upon by both the
Committee and the Association, a thirty (30) minute block of time may be assigned
before the beginning of classes and will be considered planning time.

B. Faculty or group (IEP, 504) meetings will not be scheduled during an educator's
preparation time/lunchtime nor beyond the educator workday unless agreed upon by
all parties involved prior to the meeting being scheduled.

C. Common Planning Time

Grade level teams will have coverage available for two regularly scheduled common
planning meetings each month. Grade level teams may choose to use only one
regularly scheduled common planning meeting each month. Administrators may add
common planning times upon request of grade levels and/or when deemed necessary
by administration. Meeting times will be held from 2:15-3:00 or 8:00-8:45 to
minimize disruption to instructional time.

These meetings will be used for common planning time and collaboration among
staff members. Agendas for CPT will be driven by educators and will incorporate
items upon request of administration. Educators will distribute meeting agendas
and/or minutes upon request. This time may be used for grade level, cross-grade,
and collaborative teamwork.

ARTICLE 14 - MEETINGS

A. Staffinput will be considered when planning Early Release Professional
Development Days. Students will be released at 11:30.

B. There will be up to one faculty meeting per month September through June as



needed. Meetings may run up to sixty (60) minutes in length. Meetings will be
scheduled on workdays other than Fridays or days prior to holidays or school
vacation. Meetings will not occur on the Monday after a vacation or during a week
when Parent/Educator conferences are held. Educators will be notified in writing
one week in advance of scheduled faculty meetings. Included in the notice will be
an estimated meeting length and an agenda. Any changes to the agenda will be
distributed as soon as possible. The primary purposes of faculty meetings are to
share information, discuss issues relevant to the faculty, and work on professional
development initiatives. These meetings serve an important role in the effective
operation of the schools and directly affect student learning. However, there will
be times when a meeting is not necessary. When this occurs, the principal will
cancel the meeting and the meeting will not be rescheduled.

C. Educators will receive a stipend for service on a committee that meets outside of
the educator work day. The Superintendent will determine, in consultation with the
WEA president, whether participation on a committee will be compensated and
notify educators of the compensation for service on a committee prior to selecting
committee members. People who serve on committees that review curriculum
products (for example, Report Card Committee or ELA Review Committee) will
be reimbursed for their work outside of the educator work day. People who serve
on advisory committees that provide perspective and/or feedback (for example,
Playground Committee) will not be reimbursed for their work outside of the
educator work day.

D. Meetings with parents or students, or meetings with administration concerning
parents or students do not constitute faculty or committee meetings.

ARTICLE 15 - LUNCH PERIODS

Except under unusual circumstances, educators shall have a duty-free lunch period of at
least forty (40) minutes per day. While every effort will be made to provide a forty (40)
minute lunch period for the nurse(s) per day, it is recognized that the nurse’s lunch period
may not occur at the same time each day.

ARTICLE 16 - JUST CAUSE

No educator will be dismissed, suspended, reprimanded in writing, or reduced in rank or
compensation without just cause. This clause does not apply to decisions not to renew a
non-professional status educator, nor does it apply to decisions not to employ or reemploy
an educator in any extracurricular or hourly-compensated capacity, nor does it apply to
educator evaluations. This clause shall also not apply to decisions not to rehire a nurse at
the end of their first, second or third years of employment.



ARTICLE 17 - SAVINGS AND SEPARABILITY

If provisions of this Contract shall be found contrary to the law, then such provisions shall
not be deemed valid and subsisting, except to the extent permitted by law, but all other
provisions shall continue in full force and effect.

ARTICLE 18 - EDUCATOR WORK DAY AND YEAR
AND OTHER CONDITIONS OF EMPLOYMENT

A. All employees covered by this agreement shall have a workday of seven (7) hours,
generally 8:00 AM to 3:00 PM.

B. All employees covered by this agreement shall attend the annual “Open House” for
their respective schools. No educator shall be required to attend more than one Open
House. Shared staff shall attend the Open House at the school where they have the
majority of their schedule.

C. All educators are required to attend two evening conference dates scheduled by the
Superintendent, one in the fall and another in the spring. Students shall be released
at 11:30 AM on those days on which parent conferences may be scheduled, twice in
the fall and twice in the spring. Two of the conference days, chosen by the
Superintendent, may be used for evening conferences to begin no later than 5:00 PM
and to end no later than 8:00 PM. Educators who are attending evening conferences
may leave school after the dismissal of students. All departments will be represented
at conferences with parents. Part time staff are required to be available for parent
educator conferences during scheduled conference times.

D. The educator work year shall consist of 180 student days and four (4) Professional
Development days a year for a total of 184 contract work days. The dates for said
Professional Development days shall be determined annually by the School
Committee, per Massachusetts General Law Chapter 69, 603 CMR 27.00, with input
from the WEA president and the Superintendent.

E. Subject to the provisions of this Contract, the wages, hours and other conditions of
employment applicable on the effective date of this Contract by the employees
covered by this Contract shall continue to be so applicable. This Agreement is the
result of collective negotiations between the Committee and the Association that
have been conducted under the requirements and directions of state law. The
provisions of this Contract supersede all conflicting policies and directives of the
Committee and may be changed only through mutual agreements of the Committee
and Association. All terms and conditions of employment not covered by the
Agreement shall continue to be subject to the Committee’s direction and control and
shall not be the subject of negotiations until the commencement of the negotiations
for a successor to this Contract. The maintenance of the spirit of cooperation
between the Association and Committee shall be considered important in the



decision-making process.

. The Committee and the Association recognize that class size impacts upon the
opportunity for children to learn and upon the effectiveness of teaching. Whenever
possible class size as recommended by the School Council shall be maintained.

. The Committee will make every effort to provide each professional employee with
comfortable, climatic conditions and an educationally sound, legal and safe
environment. Each building shall have well-lighted, clean and separate restroom
facilities.

. In recognition of the time-intensive nature of the required documentation for the
Special Education Department, the District will provide up to three (3) school days
per year for report writing to the following personnel: Special Education Educators,
Speech and Language Pathologists, School Psychologists, and School Adjustment
Counselors. The scheduling of the report writing days shall be determined by mutual
agreement between the employee and the building principal, taking into account
student needs and school operations. The District will ensure substitute coverage for
special educators on these days, contingent upon sufficient staffing to meet students’
needs.

The WEA president will be released from their work responsibilities for up to 10
hours per school year to investigate and resolve workplace issues. The president will
be paid their normal rate during this time and the District will provide coverage for
the president’s position during this time if necessary and possible. If there are co-
presidents the time will be split between them.

The workdays immediately preceding Thanksgiving break and December break will
be early release days, and all educators will be permitted to leave work immediately
after the students are dismissed on those two days. The remaining hours of paid time
from those two days will be considered as compensation time for work performed
by unit members outside of the contractual day.

ARTICLE 19 - COMPENSATION

. For the purpose of recognition of previous experience to determine the maximum
step on schedule, a year of experience will be considered as such, if it was for at
least five (5) months in Wrentham School System or ten (10) months of the
school year under a regular contract with a Committee of another public school
system.



B. Service Increment

Educators shall be eligible for a service increment for years of service only in the
Wrentham Public Schools as follows:
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Beginning with the 6" year of service $ 500
Beginning with the 11% year of service $1000
Beginning with the 16™ year of service $2500
Beginning with the 21% year of service $3000
Beginning with the 26™ year of service $3500
Beginning with the 31% year of service $4000

C. In addition to the foregoing service increments, there shall also be a grandfathered
supplementary longevity payment that will be available only to those educators
who have served in the Wrentham School System for at least fifteen (15) years at
the time the supplementary payments will begin. Any such educator shall be
eligible to receive a supplementary longevity payment in the amount of four
thousand ($4,000) per year for any single period of three (3) consecutive years
during their teaching career subject to the following conditions:

The educator must give written notice of their intent to access this
supplementary longevity payment to the Superintendent or designee prior to
the January 15" preceding the contract year in which the educator desires to
begin receiving this benefit. Payment may be in 26 equal periods or in a
lump sum after February 1% of the school year in which payment is to be
made.

Once given, the written notice will be irrevocable.

Once the three (3) year period for this supplementary longevity payment has
been completed, the supplementary longevity payment will revert to the
salary level that they would otherwise be at under the terms of the collective
bargaining agreement that is then in effect.

D. Educators will have the option to work during vacation periods and after school in
curriculum development and innovation if requested by the Committee. Plans for
such work are to be submitted to the Committee in advance for the Committee’s
approval. Salary will be at the rate of fifty ($50) dollars per hour.
educators who supervise/teach after school sports or other activities shall be paid
fifty ($50) dollars per hour. educators who work in the Extended School Year



program will receive fifty ($50) dollars per hour.
. Course reimbursement per Superintendent approved course will be indexed to the

tuition, including required course fees, but not material fees, of one Norfolk
County Teacher Association (NCTA) course. One course per year will be allowed
for reimbursement. If a course is taken at a state college or institution other than
NCTA, the amount reimbursed will be up to the NCTA tuition. Educators must
notify the Superintendent by January 15% in the year prior to the one in which the
educator intends to take such course(s) on forms provided by the Superintendent.
Late notification will be considered on a fund- available basis. Should budgetary
constraints disallow funding of all requests, reimbursable courses will be
approved in the order in which they were received by the Superintendent’s office.
Educators who did not have their requests honored will be given priority in the
next fiscal year.

Superintendent approved in-service courses held after school hours will be
allowed for movement on the salary scale in the ratio of one increment credit for
each 15 hours of in-service course work. Such course work must coincide with the
educator’s individual professional development plan.

Credits beyond a bachelor’s and master’s degree are to be reviewed and approved
by the Superintendent. A grade of “B” or better or if no grade given, the course
must have been passed, as a minimum. Effective August 26, 2025, to advance to
the Doctorate/C.A.G.S. lane, the program must meet the following minimum
requirements:

C.A.G.S./C.A.E.S./6th Year Diploma or Similar: At least 30 credits beyond a
master’s degree from an accredited university in a subject area directly related to the
educator’s WPS professional responsibilities.

Doctorate: At least 60 credits beyond a master’s degree from an accredited
university in a subject area directly related to the educator’s WPS professional
responsibilities.

Note: Any employee who has advanced to the Doctorate/C.A.G.S. lane prior to
August 26, 2025 will remain in that lane, notwithstanding the new criteria set forth
above. In addition, any employee who has completed a C.A.G.S. program and
submitted all required documentation to move to the Doctorate/C.A.G.S. lane for the
2025-2026 school year, will be permitted to move to the lane, notwithstanding the
new criteria set forth above. The Committee may withhold an individual educator’s
advancement on step for just cause.



F. If the District requires an educator to be trained and/or certified in order to perform
particular duties in their job (e.g. Wilson Training, CALM Training), the District, at
its discretion, will either provide the required training by a certified trainer or the
District will pay for the full costs of the training, and the educator will be paid at the
contracted hourly rate for any hours of this training that are done outside of the
normal work day.

G. There will be twenty-six (26) regular salary payments per year with the option of
receiving summer checks late in June upon written request to the Superintendent
by May 15% of each year. Twenty-seven (27) payments may be made in a contract
year from time to time in order to correct calendar shifts of the first pay date
relative to the start of the school year, upon agreement of the Association and the
Superintendent. Such agreement will be made during the contract year before the
year in which twenty-seven (27) payments are made, and the staff will be notified.

H. Each unexcused absence will result in the loss of 1/184™ of salary.

I. Wages and benefits for less than full time educators will be pro-rated in
proportion to the time worked.

J. Any previous or newly created positions that are entitled to a stipend shall have the
amount mutually negotiated between the Wrentham Educators Association and the
Superintendent and approved by the Wrentham School Committee.

K. In order to advance from one salary column to another (e.g., from Bachelor’s to
Bachelor’s +15), an individual must notify the Superintendent in writing by
January 15 that the educator anticipates going from one salary column to another
at the start of the next school year. Each year prior to January 15% the
Superintendent shall issue a written reminder to the educators of this obligation.
Educators will be placed on the appropriate salary column for degrees and
approved graduate courses regardless of the order in which they were achieved. It
is the responsibility of the educator to provide official documentation of their
attainment of the proper qualifications to make the change of salary column by
September 15 of the contract year in which they will advance. Should such
documentation not be received by the Superintendent, no advancement will be
granted until the following school year.



L. For newly created positions whose core job responsibilities are deemed by the
Superintendent and approved by the Wrentham School Committee to require more
than a 184 day work year, said additional days shall be compensated at the per
diem rate.

M. Should the Superintendent wish to increase the core job responsibilities in the
work year for any staff member employed at the start of this Agreement, the
number of extended days shall be negotiated with the Wrentham Educators
Association and the Wrentham School Committee. In such instances additional
paid days shall be at the per diem rate.

ARTICLE 20 - EVALUATION INSTRUMENT

The parties have met and negotiated pursuant to M.G.L. Chapter 150E, in order to satisfy
the provisions of M.G.L. ¢.71, §38 and related state regulations, including but not limited
to 603 CMR 35.01-35.11. As aresult of said negotiations, the parties agree to utilize
mutually agreed upon sample contract language promulgated by the Department of
Elementary and Secondary Education with the adaptations or amendments reflected in
the Evaluation Instrument, Procedures and Process, attached hereto as Appendix (B), as
well as all attendant evaluation forms included in said Appendix.

ARTICLE 21 - INDUCTION AND MENTORING PROGRAMS

A. Definitions

1. Induction Program: a planned program of professional support for new educators,
provided by the school district, including orientations, opportunities for classroom
observation and conferencing, peer group meetings, and preparation for
performance assessment. An induction program should be an integral part of a
school district’s professional development plan. (6.03 CMR 7.02)

2. Mentor: an educator who holds a professional license and who has been trained to
assist beginning educators/administrators with their professional responsibilities and
general school/district procedures. It is anticipated that mentors will come from the
ranks of those holding Professional Teaching Status. A mentor may also assist an
experienced educator who is new to a school, subject area, or grade level or who is
undertaking certification through National Board of Professional Teaching
Standards. (6.03 CMR 7.02). Eligible mentors have earned at least a Proficient
rating on all standards at the end of the prior school year.

3. Mentee:

a. Category I: Beginning educator — An educator who holds a provisional or
initial license and is new to the profession. Category I educators will
participate in a two-year mentoring program which includes a mentor for
two years and attendance at monthly meetings.



b. Category II: Incoming educator — An incoming educator who is new to the
district holds an initial or provisional license and participated in an induction
program in another district. Category II educators will participate in a one-
year mentoring program, be assigned a mentor, and participate in monthly
meetings. Category II educators may receive a second year of mentoring if
they have not received 50 hours of mentoring beyond the induction year.

4. Mentor Committee: a committee that represents mentors, mentees, administrators,
central office, and the Association shall plan, oversee, and evaluate all new educator
programs: orientation, induction, and mentoring.

B. New Educator Orientation

1. The purpose of orientation is for the beginning educator — and the veteran educator
new to the district — to learn how the Wrentham Public Schools operates in general
and their school in particular. Educator orientation programs shall focus on four key
components: the community; school district policies and procedures; the curriculum;
and the school.

2. The Community: New educators shall learn something about the socioeconomic
conditions of the families served by the public schools; the local norms, customs,
and values; the resources that exist within the community; and the special needs
within the community. New educators shall be provided with a community map,
information about housing, transportation, shopping, medical facilities, and social
and religious organizations. A guided tour of the community with stops at points of
interest shall be included in the orientation program.

3. School District: New educators will be provided with training by educators and/or
administrators and shall be provided with copies of such district policies and
procedures as: attendance policies; salaries and benefits; educator evaluation
process; legal rights and responsibilities; role of the educators’ association; and
administrative record keeping.

4. The Curriculum: New educators will be provided with curriculum resources,
supports, and professional development relevant to their professional
responsibilities.

5. The School: New educators should have a complete tour of the school in which they
will work. The tour should focus on such things as: the available technology
applications; getting audio visual equipment; location of all administrative forms;
following fire drill and evacuation procedures. New educators should also be
provided with the educators’ handbook and the student handbook — including the
discipline policy and procedure. An administrator should address student discipline,
responding to student illnesses, and communicating with parents/caregivers.

6. A one-day orientation will be provided to all new educators. This day is outside of
the contractual 184 educator days.



C. New Teacher Induction Program (NTIP)

1.

4.

All new educators with a preliminary or initial license must participate in the
Wrentham Public Schools New Teacher Induction Program (NTIP).

Beginning in September, the Superintendent will set aside one afternoon every six
weeks for new educator professional development; no other school-based or district-
based Professional Development will be offered on these dates.

Recognizing that research indicates that training in at least the following areas is key
to retaining and recruiting high quality educators, the NTIP will provide new
educators with in-depth training in at least the following areas:

Classroom management series
Communicating with parents and caregivers
Managing instructional time

Assessment tools

Special Education and 504 referral process
Language acquisition strategies
Standards-based instruction

Differentiated instruction
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Educators new to Wrentham but having either an initial or professional license and
having three or more years of classroom experience in another district are exempt
from the Induction Program, but will be assigned a mentor.

D. Mentor Program — see standards as outlined in 6.03 CMR 7.02

1.

A joint committee with equal representation from WPS and WEA will oversee the
Mentor Program.

A mentoring coordinator will be hired to chair this committee. They are responsible
for setting meetings, keeping agendas and notes, and communicating with those
outside the committee about its work.

All new educators shall have a “trained” mentor. Training must include adult
learning theory, pre/post observation conferencing techniques, observational
methods, formative evaluation guidelines, and confidentiality requirements. Mentors
are required to attend all training sessions.

The Mentor Committee will develop a protocol that provides guidance for matching
up each mentor with a mentee. There must be an “opt out” provision if certain
mentor-mentee relationships are unproductive.

As required by the regulations, mentors and mentees shall be provided release time
to observe each other.

All new educators with a preliminary or initial license will be assigned to a trained
mentor within two weeks of the date of hire. (6.03 CMR 7.02)

All new educators with a preliminary or initial license will be provided with release



time to engage in regular classroom observations and other mentoring activities
(6.03 CMR 7.02). °

All new educators with a preliminary or initial license will be assisted in developing
materials that will be used to assess performance for the professional license (6.03
CMR 7.02).

E. Report

1.

B.

The Mentor Coordinator will provide the Association and the Superintendent
with an annual report. The report will include all of the information requested by
the Department of Elementary and Secondary Education.

ARTICLE 22 - DURATION
This contract shall be effective August 27, 2025 through August 26, 2028.

The school year is defined as August 27 through June 30 for educator

contract purposes.

SALARY SCALES



Step

2025-2026 Salary Scale - 184 Days - 3.0% Increase

0 N O O A WN -

11
12
13
14

B
$54,145
$57,175
$59,739
$62,346
$65,500
$68,656
$71,871
$75,155
$78,438
$81,812
$85,779
$89,744
$93,513
$98,200

B15
$56,166
$58,940
$61,473

$64,088

$66,843
$69,600
$72,681
$75,761
$78,837
$83,856
$88,237
$92,618
$96,507
$101,628

B30
$58,056
$60,832
$63,503
$66,259
$69,016
$71,772
$74,531
$78,316
$82,104
$86,129
$90,626
$95,125
$99,120

$104,379

M
$59,702
$62,729
$65,536
$68,140
$71,049
$73,655
$76,270
$79,167
$82,389
$87,883
$92,472
$97,064

$101,140
$106,506

M15
$60,327
$63,484
$66,576
$69,571
$72,376
$75,133
$77,893
$80,791
$85,082
$89,485
$94,158
$98,836

$102,987
$108,451

M30
$60,957
$64,369
$66,764
$69,672
$72,768
$75,867
$78,961
$82,057
$85,154
$91,037
$95,792

$100,548
$104,770
$110,329

M60 /
Doctorate
/| CAGS

$65,248
$67,772
$70,298
$74,029
$76,943
$80,730
$84,515
$88,804
$93,097
$96,755
$101,809
$106,864
$111,352
$117,261



2026-2027 Salary Scale - 184 Days - 2.0% Increase

M60 /

Doctorate

Step B B15 B30 M M15 M30  /CAGS
1 $55228 $57,280 $59,217 $60,896 $61,534 $62,177 $66,553
2 $58,319 $60,118 $62,048 $63,984 $64,754 $65,656 $69,127
3 $60,934 $62,703 $64,773 $66,847 $67,908 $68,099 $71,703
4 $63503 $65369 $67,584 $69,502 $70,963 $71,066 $75,510
5 $66810 $68180 $70,307. $72,470 $73,824 $74,224 $78,482
6 $70,029 $70992 $73,208 $75128 $76,636 $77,384 $82,345
7 $73300 $74135 $76,021 $77,796 $79,451 $80,540 $86,205
8 $76,658 $77,276 $79,882 $80,750 $82,407 $83,698 $90,580
0 $80,006 $80414 $83746 $84,036 $86,784 $86,857 $94,958
10 $83,448 $85534 $87,851 $89,640 $91,275 $92,857 $98,690
11 $87.495 $90,002 $92,438 $94,322 $96,042 $97,708 $103,846
12 $91,539 $94,470 $97,027 $99,005 $100,812 $102,559 $109,001
13 $95,383 $98,437 $101,102 $103,163 $105,046 $106,865 $113,579

-
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$100,164 $103,661 $106,467 $108,636 $110,620 $112,536 $119,607



2027-2028 Salary Scale - 184 Days - Steps 1-13: 2.0%, Step 14: 3%

M60 /
Doctorate
Step B B15 B30 M M15 M30 | CAGS

1 $56,332 $58,435 $60,401 $62,114 $62,764 $63,420 $67,884
2 $59,485 $61,321° $63,289 $65,263 $66,049 $66,969 $70,510
3 $62,152 $63,957 $66,068 $68,183 $69,266 $69,461 $73,138
4 $64,865 $66,677 $68,936 $70,892 $72,382 $72,487 $77,020
5 §68,146 $69,543° $71,804 $73,920 $75,300 $75,708 $80,052
6 $71,429 §$72,412 $74,672 $76,631 $78,169 $78,932 $83,992
7 $74775 $75617 $77,542 $79,352 $81,040 $82,151 $87,929
8 §$78,191 $78,821 $81,480 $82,365 $84,055 $85,372 $92,391
9 $81,606 $82,022 $85421 $85,717 $88,519 $88,594 $96,858
10 $85,117 $87,244 $89,608 $91,433 $93,101 $94,714 $100,664
11 $89,245 $91,802 $94,287 $96,208 $97,962 $99,662 $105,922
12 $93,370 $96,359 $98,968 $100,986 $102,829 $104,610 $111,181
13  $97,291 $100,406 $103,124 $105,226 $107,147 $109,002 $115,851
14 $103,169 $106,770 $109,661 $111,895 $113,938 $115,912 $123,195



STIPENDS

Program Position Payment

After School Enrichment Coordinator $1000 per year

After School Enrichment 8 or more students $400 per session

Camp Stipend Overnight Chaperone $100 per night (2025-26)
$200 per night (2026-27 and
beyond)

Camp Stipend Coordinator(s)* $1,500

Destination Imagination Coordinator(s)* $1,500

Summer Institute 8 or more students $750 per class

After School Basketball Coordinator(s)* $1,800

After School Basketball Clock, score, ref. $50 per hour

Pickleball Coordinator* $50 per hour

Summer Basketball Coofdinator* $800 per week

Summer Basketball Camp Instructor $450 per week

MCAS Prep Class Instructor $45 per hour

Theater Instructor(s)* $5,000 per session

6th Grade Ski Club Coordinator(s)* $800

Chorus Educator $50 per hour

Faculty Senate Representative 1 per grade/department $350

and President

FM Equipment Coordinator $500

Jazz Band Instructor $50 per hour

Mentor Coordinator $750

Mentor Educator Mentor $500

Student Council Advisors $50 per person per meeting

*These positions may be split between two or more people.

**These positions will be held for a three-year term. An educator may opt out of a position before

the end of the three-year term with notification to the Superintendent.

***4]] stipend positions will be paid in full regardless of registration rate.




IN WITNESS WHEREOF, the parties to the Contract have caused this to be executed by their
agents hereunto duly authorized as of the date written below.
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Purpose of Educator Evaluation

i.

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

The regulatory purposes of evaluation are:

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);

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

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

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

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

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

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

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

Categories of Evidence: Multiple measures of student learning, growth, and
achievement, judgments based on observations and artifacts of professional



practice, including unannounced observations of practice of any duration; and
additional evidence relevant to one or more Standards of Effective Teaching
Practice (603 CMR 35.03).

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

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

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

Developing Educator Plan shall mean a plan 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 a new assignment.

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.

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.

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

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

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



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

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.

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

*Experienced Educator: An educator with Professional Teacher Status (PTS).

*Family: Includes students’ parents, legal guardians, foster parents, or primary
caregivers.

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

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

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

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

Multiple Measures of Student Learning: Measures must include a combination
of classroom, school and district assessments, student growth percentiles on
state assessments, if state assessments are available, and student MEPA gain



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

*Observation: A data gathering process that includes notes and judgments
made during one or more classroom or worksite visits(s) of any 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 feedback to the Educator. Normal supervisory responsibilities of
department, building and district administrators will also cause administrators to
drop in on classes and other activities in the worksite at various times as deemed
necessary by the administrator. Carrying out these supervisory responsibilities,
when they do not result in targeted and constructive feedback to the Educator,
are not observations as defined in this Article.

Parties: The parties to this agreement are the local school committee and the
employee organization that 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.

9. 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.

10. 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
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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.

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:

Standard 1: Curriculum, Planning and Assessment

Standard 2: Teaching All Students

Standard 3: Family and Community Engagement

Standard 4: Professional Culture

Attainment of Professional Practice Goal(s)

Attainment of Student Learning Goal(s)
*Rubric: A scoring tool that describes characteristics of practice or artifacts at
different levels of performance. The rubrics for Standards and Indicators of
Effective Teaching Practice are used to rate Educators on Performance

Standards, these rubrics consists of:

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

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

Elements: Defines the individual components under each indicator

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

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

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

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

*Trends in student learning: At least two years 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.

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:

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

At least two district-determined measures of student learning related to
the Massachusetts Curriculum Frameworks or 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 three years
of data is required.

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

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



b.
i
ii.
iii.
iv.
c.
i.
ii.
iii.
iv.
V.
8. Rubric

Judgments based on observations and artifacts of practice including:

Unannounced observations of practice of any duration (walkthroughs).

Announced observation(s) for non-PTS Educators in their first year of
practice in a school, Educators on Improvement Plans, and as
determined by the Evaluator.

Examination of Educator work products; such as Smart Goal results,
action research projects and any materials related to teacher staff

curriculum development.

Examination of student work samples.

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

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;

Evidence of progress towards professional practice goal(s);

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

Student and Staff Feedback — see # 23-24, below; and

Any other relevant evidence from any source that the Evaluator shares

with the Educator. Other relevant evidence could include information
provided by other administrators such as the Superintendent.

The rubrics are a scoring tool used for the Educator’s self-assessment, the formative
assessment, the formative evaluation and the summative evaluation. The Wrentham Public
Schools developed their rubric in 2007-2008 and implemented it in 2009-2010.



9.

10.

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 15t 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 15t date, and who has not previously completed such an activity, shall
complete such a professional learning activity about self-assessment and goal-
setting within three months of the date of hire. The district through the
Superintendent shall determine the type and quality of the learning activity
based on guidance provided by ESE.

Evaluation Cycle: Annual Orientation

a.

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

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.

Evaluation Cycle: Self-Assessment

a.

Completing the Self-Assessment

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

The self-assessment includes:



b.

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:

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

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

Proposing the goals

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 their
designee will meet with each Educator by October 20" (or within six
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 their 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
are encouraged to 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.



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

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

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

Educator Plan Development Meetings shall be conducted as follows:

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
November 15! of the next academic year to develop their Educator Plan.
Educators shall not be expected to meet during the summer hiatus.

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

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

The Evaluator completes the Educator Plan by December 15t. 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. The signature does not indicate agreement or disagreement with its
contents. The Evaluator retains final authority over the content of the Educator’s
Plan.

12. 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:



13.

14.

i The Educator shall have at least one announced observation during the
school year using Wrentham Public Schools’ Rubric.

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

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

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

. Evaluation Cycle: Observation of Practice — Educators with PTS

The Educator whose overall rating is proficient or exemplary may have up to
seven unannounced observations during the evaluation cycle.

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.

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

Observations

The Evaluator’s first observation of the Educator should take place by December 15Y.
Observations required by the Educator Plan should be completed by June 15t. 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.

Unannounced Observations



b.

i.

Unannounced observations may be in the form of partial or full-period
classroom visitations, Walkthroughs, 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.

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

Announced Observations

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 10 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. 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

(1st)  The Educator shall provide the Evaluator an explanation
of the lesson to be observed.

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

3. Within10 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 10 school days of the post-observation conference. For



15.

any standard where the Educator’s practice was found to be
unsatisfactory or needs improvement, the feedback must:

(1st)  Describe the basis for the Evaluator’s judgment.
(2nd) Describe actions the Educator should take to improve
their performance.

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

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

Evaluation Cycle: Formative Assessment

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 their progress towards attaining the goals set forth in the
Educator Plan, performance on Performance Standards and overall, or both

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

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

The Educator shall sign the Formative Assessment report by within10 school
days of receiving the report. The signature indicates that the Educator received
the Formative Assessment report .The signature does not indicate agreement or
disagreement with its contents.

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

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

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

a.

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 their progress towards attaining the goals set forth in the
Educator Plan, performance on each performance standard and overall, or both.

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
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Evaluator and delivered face-to-face, by email or to the Educator’s school
mailbox or home.

e. 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.

f. The Educator may reply in writing to the Formative Evaluation report within10

school days of receiving the report.

g. The Educator shall sign the Formative Evaluation report by within 10 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.

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

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.

Evaluation Cycle: Summative Evaluation

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

b. 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.

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

d. 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 six weeks before the due date for the Summative Evaluation report,
which due date shall be established by the Evaluator with written notice provided
to the Educator, the Educator will provide to the Evaluator evidence of family
outreach and engagement, fulfillment of professional responsibility and growth,
and progress on attaining professional practice and student learning goals. The
educator may also provide to the evaluator additional evidence of the educator’s
performance against the four Performance Standards.

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

The Evaluator shall deliver a signed copy of the Summative Evaluation report to
the Educator face-to-face, by email or to the Educator’s school mailbox or home
no later than June 15t.

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

The Evaluator may meet with the Educator rated proficient or exemplary to
discuss the summative evaluation, if either the Educator or the Evaluator
requests such a meeting. The meeting shall occur by June 10th.

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.



18. Educator Plans — General

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

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

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

ii. At least one goal for the improvement the learning, growth and
achievement of the students under the 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.

C. 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. Professional
Development will be funded by the District whenever possible.

19. Educator Plans: Developing Educator Plan

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

b. The Educator shall be evaluated at least annually.
20. Educator Plans: Self-Directed Growth Plan

a. A Two-year Self-Directed Growth Plan is for those Educators with PTS who have
an overall rating of proficient or exemplary, and after 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.



21.

22.

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

Educator Plans: Directed Growth Plan

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

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

C. The Evaluator shall complete a summative evaluation for the Educator at the end
of the period determined by the Plan, but at least annually, and in no case later
than June 15t.

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

e. For an Educator on a Directed Growth Plan whose overall performance rating is
not at least proficient, the Evaluator will rate the Educator as unsatisfactory and

will place the Educator on an Improvement Plan for the next Evaluation Cycle.

Educator Plans: Improvement Plan

a. An Improvement Plan is for those Educators with PTS whose overall rating is
unsatisfactory.
b. The parties agree that in order to provide students with the best instruction, it

may be necessary from time to time to place an Educator whose practice has
been rated as unsatisfactory on an Improvement Plan of no fewer than 30
calendar days and no more than one school year. In the case of an Educator
receiving a rating of unsatisfactory near the close of one school year, the
Improvement Plan may include activities that occur during the summer before the
next school year begins. Participation in the activities over the summer is at the
discretion of the Educator.

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



Vi.

vii.

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:

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.

The Educator may request that a representative of the Wrentham
Teachers’ Association attend the meeting(s).

If the Educator consents, the Wrentham Teachers’ Association will be
informed that an Educator has been placed on an Improvement Plan.

The Improvement Plan shall:

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

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

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

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

Detail the timeline for completion of each component of the Plan,
including at a minimum a mid-cycle formative assessment report of the

relevant standard(s) and indicator(s);

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

Include the signatures of the Educator and 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. The
signature does not indicate agreement or disagreement with its contents.

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

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:

1. If the Evaluator determines that the Educator has improved
their practice to the level of proficiency, the Educator will be
placed on a Self-Directed Growth Plan.

2. In those cases where the Educator was placed on an
Improvement Plan as a result of their summative rating at the
end of their 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.

3. In those cases where the Educator was placed on an
Improvement Plan as a result of their Summative rating at the
end of their 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.

4, 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.



4. Timelines (Dates in italics are provided as guidance)

Activity:

Completed By:

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 process

Educator submits self-assessment and proposed goals

October 20

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

November 15

Evaluator completes Educator Plans

December 1

Evaluator should complete first observation of each Educator

December 15

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

Evaluator should complete mid-cycle Formative Assessment Reports for March 1
Educators on one-year Educator Plans

Evaluator holds Formative Assessment Meetings if requested by either March 15
Evaluator or Educator

Educator submits evidence on parent outreach, professional growth, April 30
progress on goals (and other standards, if desired)

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

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

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

within 5 school days of receipt




a. Educators with PTS on Two Year Plans

Activity:

Completed By:

Evaluator completes unannounced observation(s)

Any time during the 2-
year evaluation cycle

Evaluator completes Formative Evaluation Report

June 15 of Year 1

Evaluator conducts Formative Evaluation Meeting, if any

June 15 of Year 1

Evaluator completes Summative Evaluation Report

June 15 of Year 2

Evaluator conducts Summative Evaluation Meeting, if any

June 10 of Year 2

Evaluator and Educator sign Summative Evaluation Report

June 15 of Year 2

b. Educators on Plans of Less than One Year

i. The timeline for educators on Plans of less than one year will be

established in the Educator Plan.

5. 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 June 15t. The principal’s decision is subject to review and

approval by the Superintendent.

b. In order to qualify to apply for a mentoring or other teacher leader position, the
Educator must have had a Summative Evaluation performance rating of

proficient or exemplary.

c. 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 as determined by Collective Bargaining Agreement.




Rating Impact on Student Learning Growth

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

Using Student feedback in Educator Evaluation

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

Using Staff feedback in Educator Evaluation

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

Transition from Existing Evaluation System

a. The parties may agree that 50% of more of Educators in the district will be
evaluated under the new procedures at the outset of this Agreement, and 50% or
fewer will be evaluated under the former evaluation procedures for the first year
of implementation of the new procedures in this Agreement.

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

C. The 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).



10.

General Provisions

D)

E)

Only Educators who are licensed may serve as primary evaluators of Educators.

Evaluators shall not make negative comments about the Educator’s
performance, or comments of a negative evaluative nature, in the presence of
students, parents or other staff, except in the unusual circumstance where the

Evaluator concludes that she/he must immediately and directly intervene.
Nothing in this paragraph is intended to limit an administrator’s ability to
investigate a complaint, or secure assistance to support an Educator.

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

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

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

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



