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AGREEMENT

Agreement made this 27th day of August 2025, by and between the NORWELL SCHOOL
COMMITTEE (hereinafter referred to as the "Committee") and the EDUCATION ASSOCIATION OF
NORWELL (hereinafter referred to as the "Association").

ARTICLE 1
Recognition

A. For the purposes of collective bargaining with respect to wages, hours, and other conditions of
employment, the Committee recognizes the Association as the exclusive representative of all professional
teaching employees of Norwell Public Schools, including Department Heads, Supervisors, Directors,
Assistant Directors, Specialists, listed in Article VII, Section B hereof, Occupational Therapists, Speech
and Language Pathologists, ELL teachers, school Psychologists, and Nurses; but excluding the
Superintendent, Assistant Superintendent, Principals, Assistant Principals, Athletic Director,
Administrative Assistants, Central Office Directors and Substitute Teachers.

Unless otherwise indicated, the employees in the above unit will be hereinafter referred to as the
"educators".

B. Except as specifically abridged, delegated, granted or modified by this Agreement, or any
supplement thereof, or by Chapter 150E of the General Laws of Massachusetts, all of the rights, powers
and authority held by the Committee and the Superintendent and principals prior to the effective date of
this Agreement are retained by the Committee and the Superintendent and principals and the exercise of
said rights, powers and/or authority shall not be subject to the grievance procedure and/or arbitration.

ARTICLE 2
Negotiation Procedure

A. 1. Not later than September 15th of the calendar year preceding the calendar year in which this
Agreement expires, the Committee agrees to enter into negotiations with the Association over a successor
Agreement in accordance with the procedure set forth herein in a good faith effort to reach agreement
concerning educators' wages, hours, and other conditions of their employment. Such negotiations will
include any matters covered by this Agreement and any other matters, which the parties may mutually
agree to be negotiable or which by law may be held to be negotiable. Any Agreement so negotiated will
apply to all educators covered by this Agreement, and will be reduced to writing and signed by the
Committee and the Association.

2. During negotiations, the Committee and the Association will present relevant data, exchange
points of view, and make proposals and counter-proposals. Either party may, if it so desires, utilize the
services of outside consultants and may call upon professional and lay representatives to assist in the
negotiations.

B. This Agreement incorporates the entire understanding of the parties on all issues, which were or
could have been the subject of negotiation. During the term of this Agreement neither party shall be
required to negotiate with respect to any such matters whether or not covered by this Agreement and
whether or not within the knowledge or contemplation of either or both of the parties at the time of
negotiation or execution of this Agreement.

C. This Agreement may not be modified in whole or in part by the parties except by an instrument
in writing duly executed by both parties.
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ARTICLE 3
Grievance Procedure

A. Definitions

1. A "grievance" is hereby defined to mean (a) a dispute arising from a complaint by any
educator or educators covered by this Agreement, relating to the meaning, interpretation, or application of
any of the express terms and provisions of this Agreement; or (b) a dispute arising from a complaint by
the Committee or by the Administration of Norwell Public Schools that the Association has violated any
of the express terms and provisions of this Agreement.

2. The "Superintendent" referred to herein shall mean the Superintendent with jurisdiction
over Norwell Public Schools.

3. Review of decisions to dismiss, suspend, or demote an educator, or reduce an educator
in salary, shall not be arbitrable, instead, an educator aggrieved by such a decision may exercise such rights
(if any) as he or she may have to a review of such decisions pursuant to Chapter 71, Section 42.

B. Purpose

1. The purpose of this grievance procedure is to secure, at the lowest possible administrative
level, equitable solutions to the problems, which may from time to time arise in connection with the
application or implementation of any of the express terms and provisions of this Agreement. Both parties
agree that these proceedings will be kept as informal and confidential as may be appropriate at any level
of the procedure.

2. Any aggrieved educator may individually present and adjust their grievance through the
grievance procedure of this Agreement, or through normal administrative channels, without intervention
by the Association, provided that the Association is afforded the opportunity to be present at all stages of
the grievance procedure, and provided further that any adjustment shall not be inconsistent with the
express terms and provisions of this Agreement. Any aggrieved educator may be represented at all stages
of the grievance procedure by a person of their own choosing, except that the educator may not be
represented by an official or representative of any educator organization other than the Association or any
organization with which the Association is affiliated.

C. Procedure for Adjusting Educators' Grievances

The time limits contained herein shall be considered maxima unless extended by mutual agreement.
Decisions rendered at Levels One, Two and Three of the grievance procedure will be in writing, setting
forth the decision and the reasons therefor. Decisions rendered at Level Four will be in accordance with
the procedures set forth in Paragraph 4(c) of this Section.

In the event a grievance is filed on or after June 1, which, if left unresolved until the beginning of
the following school year, could result in irreparable harm to a party in interest, the time limits set forth
herein will be reduced so that the grievance procedure may be exhausted prior to the end of the school
term or as soon thereafter as is practicable. If a grievance is in process at the termination of this Agreement,
the grievance shall be processed in accordance with the grievance procedure.

1. Level One.

An aggrieved educator who wishes to present and adjust their grievance through the grievance
procedure of this Agreement shall discuss the grievance with their principal or immediate supervisor in an
effort to resolve the grievance informally, provided that the request for such discussion shall be made
within five (5) school days following the occurrence of the act or condition upon which the grievance is
based, or five (5) school days after that educator reasonably should have known of said occurrence.
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2. Level Two.

If the aggrieved educator is not satisfied with the disposition of their grievance at Level One, the
educator may file a written statement of the grievance with the Superintendent within five (5) school days
following the Level One discussion. The Superintendent shall, within five (5) school days following receipt
of the written grievance, meet with the aggrieved educator in an effort to resolve it, and shall, within five
(5) school days following said meeting, furnish the answer in writing.

3. Level Three.

If the aggrieved educator is not satisfied with the disposition of the grievance at Level Two, the
educator may file the grievance in writing with the Committee within ten (10) school days following the
date of the Superintendent's answer at Level Two. Within fifteen (15) school days following the receipt of
the grievance, the Committee, or its designated representative or representatives shall meet with the
aggrieved educator in an effort to resolve the grievance. The Committee shall render its decision in writing
within fifteen (15) school days after said meeting at Level Three, unless said time is extended by mutual
agreement.

4. Level Four.

(a) If the aggrieved educator is not satisfied with the disposition of the grievance at
Level Three, and wishes to be represented by the Association in further processing of their grievance
through the grievance procedure of this Agreement, the educator may, within ten (10) school days
following the date of the Committee's decision at Level Three, file a written request with the Chairman of
the Association's Professional Rights and Responsibilities Committee (hereinafter referred to as the PR&R
Committee) for submission of the grievance to arbitration hereunder. The PR&R Committee may, if it
believes the grievance to be meritorious, submit it to arbitration hereunder by written notice to the
Committee within fifteen (15) school days following the date of the Committee's decision at Level Three.

(b) Within five (5) school days after such written notice of submission to arbitration,
the School Committee, or its designated representative or representatives, and the PR&R Committee will
agree upon a mutually acceptable arbitrator and will obtain a commitment from said arbitrator to serve. If
the parties are unable to agree upon an arbitrator or to obtain such a commitment within the specified
period, a request for a list of arbitrators may be made to the American Arbitration Association by either
party. The parties will be bound by the rules and procedures of the American Arbitration Association in
the selection of an arbitrator.

(c) The arbitrator, so selected, will conduct hearings and render a decision in
accordance with the Voluntary Labor Arbitration Rules of the American Arbitration Association. The
arbitrator will be without power or authority to make any decision, which requires the commission of an
act prohibited by law or which is violative of the terms of this Agreement. The decision of the arbitrator
shall be submitted to the School Committee and to the Association and, subject to law, shall be final and
binding, provided that the arbitrator shall not in any way usurp any of the functions of the School
Committee or the proper exercise of its rights, powers and authority under law and this Agreement. The
arbitrator shall have no power in any way to alter, add to or detract from the terms and provisions of this
Agreement.

(d) The costs for the services of the arbitrator, including per diem expenses, if any,
and actual and necessary travel and subsistence expenses, will be borne equally by the School Committee
and the Association.

(e) The failure to comply with the time limits prescribed above for requesting
discussion under Level One, filing grievances under Levels Two and Three, and requesting arbitration
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under Level Four, and the time limits prescribed in Section D, Subsection 1, below, for filing group
grievances at Level Two, shall constitute a waiver of the grievances, or the right to submit said grievances
to arbitration, as the case may be.

D. Miscellaneous

1. If, in the judgment of the PR&R Committee, a grievance affects a group or class of
educators, the said Committee may submit such grievance in writing to the Superintendent directly, and
the processing of such grievance will be commenced at Level Two, provided that such a group grievance
shall be filed within fifteen (15) days after the occurrence of the act or condition upon which such
grievance is based, or after the said Committee should reasonably have known of said occurrence.

2. Unless otherwise requested by an aggrieved educator, any documents, communications
and records involved in the processing of a grievance will be kept in the strictest confidence, and will not
be disclosed to any person or persons making inquiries about the said educator.

3. The Committee and the Administration will cooperate with the Association in the
processing of any grievance, and will, upon appropriate request, furnish the Association with such
information as is reasonably related to such processing.

4. No educator shall be discriminated against in any way, or suffer any reprisals, by reason
of their having processed, or having participated in the processing of, any grievance under the grievance
procedure.

5. Any educator having a complaint not related to the meaning, interpretation, or
application of any of the express terms and provisions of this Agreement may informally discuss said
complaint at normal administrative levels, or with the Committee, provided that such complaint shall in
no event constitute a grievance referable to the grievance and arbitration procedure of this Agreement.

E. Procedure for Adjusting Grievances of School Committee or Administration

If the School Committee or the Administration shall have a grievance, the Superintendent shall first
discuss it with the Association's School Representative, with the objective of resolving the matter
informally. If the matter is not satisfactorily resolved in this fashion, the Superintendent may file the
grievance in writing with the Chairman of the PR&R Committee, provided that such written grievance
must be filed not later than thirty (30) calendar days after the School Committee or the Administration
have become aware of the occurrence of the act or condition upon which the grievance is based. The PR&R
Committee shall meet with the Superintendent not later than ten (10) school days after receipt of the written
grievance with the objective of resolving the grievance. If the grievance has not been satisfactorily resolved
within five (5) school days after said meeting, the Committee or the Administration may then refer the
grievance to binding arbitration under Level Four of Section C. above.

ARTICLE 4
Salaries

The salaries of all persons covered by this Agreement are set forth in Appendix "A", which is attached
hereto and made a part hereof. Salaries of part-time educators shall be established under Appendix A in
proportion to their workloads.

Commencing with the 09-10 school year, unit members may elect to receive their annual salary in twenty-
two or twenty-six payments.



ARTICLE 5
Teaching Hours and Teaching Load

A. 1. (a) Starting and dismissal times for students will be established by the Committee, provided
that (1) the Committee will notify the Association reasonably in advance of any change in said times, and
(2) no change in said times will increase the length of the educators' workday except as may be required
because of any regulation or control of the students' day by the Commonwealth of Massachusetts, or any
governmental body other than the Committee.

(b) The duration of the school day for students, which are in effect as of the date of execution
of this Agreement, are as follows:

Elementary Schools (Grades K through 5): 6 hours, 25 minutes
Middle School: 6 hours, 33 minutes
High School: 6 hours, 42 minutes

2. (a) Principals shall advise staff in their buildings of the start and dismissal times of the
educator workday as soon as the Committee adopts school start and dismissal times for students but
generally no later than August 1%. As professional educators, it is acknowledged that time must be spent
outside the school and workday to ensure the standards and indicators of effective teaching practice are
met. How that time is defined is at the discretion of the educator. The School Committee retains the right
to establish starting and ending times of school consistent with the unique needs of each school. Starting
and ending times may also be adjusted to address program or schedule needs. Each workday shall begin
not less than ten (10) minutes before the student day and shall end not less than ten (10) minutes after the
end of the student day, provided educators may be required to remain for an additional period of thirty (30)
minutes on one (1) afternoon between Monday and Thursday in the secondary schools.

(b) The current preparation periods for secondary school classroom educators (normally one
{1} daily preparation period averaging between forty-six {46} minutes and fifty {50} minutes in length)
will remain in effect for the term of this Agreement). If an educator agrees to give up a preparation period
or a supervisory period, in order to substitute for an absent educator’s class, the educator will be paid the
sum of thirty-five (35) dollars for covering such class, in addition to their regular earnings. Librarians will
not be eligible to substitute for more than two (2) periods each day.

(c) The normal teaching schedule for MS classroom educators shall consist of five (5)
teaching periods, one (1) preparation period, one (1) supervisory period, per day, exclusive of homeroom
or activity periods. The normal teaching schedule for HS classroom educators shall have a seven (7) period
schedule with a six (6) period day; within this, all educators will have one preparation period per day. Any
educator who voluntarily teaches a sixth period during periods of temporary staffing needs will receive an
additional stipend of 20% of Bachelors step 1. The Committee will not ask an educator to work a sixth
period in order to reduce (i.e. layoff) existing educators in that subject area. When practical, experience
and years of service will be considered, among other factors, by the administration in making these
appointments.

B. 1. The work year of educators (other than newly hired personnel who may be required to attend
up to an additional three days of orientation sessions) will begin no earlier than the Wednesday prior to
Labor Day and terminate no later than June 30. No work shall be scheduled the Friday prior to Labor Day.
The work year for 2022-2023 shall consist of 184 days. The work years thereafter shall consist of 182 days.
The work year will include days when students are in attendance, one orientation day prior to the start of
the school year (with a minimum of one and one half (1.5) hours dedicated to classroom set up), and one
professional development day.



2. Early Release. The district will schedule a total of thirteen (13) early release days
annually at the elementary level and ten (10) early release days annually at the secondary level. The days
shall be the Wednesday prior to Thanksgiving, December 23™ (when scheduled as a school day), the last
day of school for students, and two of which shall be scheduled for parent conferences at the elementary
level and three of which shall be scheduled for parent conferences at the secondary level. Of the two early
release days for parent conferences at the elementary level, one shall be scheduled in the fall and the second
in the spring of each year. Of the three early release days for parent conferences at the secondary level,
two shall be scheduled on consecutive days in the fall and the third in the spring of each year. One evening
option shall be included in both the fall and the spring. The remaining days will be for professional
development, each session shall be scheduled for two and one half (2.5) hours in length.

C. 1. Educators may be required to remain before or after their regular workday, as defined in
Section A. (2)(a) above, without additional compensation, on three (3) days per month, not longer than one
(1) hour on each of said days for meetings. The three meetings shall consist of one staff meeting, one
curriculum/department meeting, with the third at the discretion of Administration for emergency situations
or for New England Association of Schools and Colleges accreditation reviews.

2. Educators will be required to attend one evening Open House Program per year (not longer
than two {2} hours). In addition, educators will be required to be available for scheduled parent
conferences. An EAN representative from each school will attend a District Leadership Team meeting in
order to determine the schedule for parent conferences at the elementary and secondary levels. If parents
are unable to attend a parent-teacher conference at the times scheduled, educators will endeavor to connect
with parents in a meaningful way through other meeting times or phone/virtual communications.

3. Recognizing that the best interest of the District and the students for whom it has a
responsibility will be served if the instructional staff actively encourages and supports effective home
school relations, educators will be encouraged to attend and/or present at activities intended to promote
better communication between the home and the school (e.g. art shows, sporting events, concerts,
performances, graduation, school committee outreach meetings, step up nights, kindergarten orientation,
or similar events).

4. Attendance required by all at Open Houses/Curriculum Nights. In addition, educators will
be required to be available for scheduled parent conferences. If employed in .5 or more position, educators
will attend all PD.

D. 1. Educators will have duty-free lunch periods equal in length to the periods during which the
students are assigned to the cafeteria for the purpose of eating lunch, and to be taken solely as duty-free
lunch periods at the same time as the aforesaid students' lunch periods. If lunch and recess are combined
at the elementary level, the lunch period at said level will be a minimum of twenty-five (25) minutes in
length.

2. (a) During the term of this Agreement, the Committee will provide preparation periods for
elementary school classroom educators by continuing to relieve them from classroom duties during the
presence of specialists or substitutes therefor in their respective classrooms, and during the recess periods
provided for in Subsection 3, below. Said preparation periods shall normally average two hundred twenty
(220) minutes per week, including an uninterrupted thirty (30) minute preparation each day.

(b) Elementary specialists, including but not limited to art, music and physical education,
shall normally average two hundred twenty (220) minutes per week including an uninterrupted thirty (30)
minute preparation each day.

3. During the term of this Agreement, educators will not have recess duty more than one (1)
recess period every three (3) weeks, provided that this limitation may be exceeded in emergency situations
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beyond the control of the Administration or for other good or sufficient reason approved in advance by the
Superintendent.

E. Educator participation in the extra-curricular activities listed in Appendix "B" of this Agreement
will be voluntary, and will be compensated for in accordance with the said Appendix.

F. All reasonable efforts will be made to obtain substitutes for absent specialists and teachers in
that order.

G. Nurses required to travel to another school to cover for an absent nurse will receive thirty-five
($35) dollars per day for such coverage and will be reimbursed for mileage in accordance with the then
applicable rate.

ARTICLE 6
Educator-Pupil Ratio Reductions in Staff

A. The Committee and the Association recognize the desirability of small class loads. However,
the Association recognizes that existing physical facilities and the financial appropriations feasible
necessarily influence any implementation of such policy.

B. In classes organized by station at the secondary level, every reasonable effort will be made to
maintain equality between the number of students and the number of stations.

C. 1. Nothing in this Agreement shall be construed so as to limit or qualify the Committee's
exclusive right to make final decisions as to the number of employees to be employed in the bargaining
unit, and any increases or reductions in said number. For the purposes of this Section C, the term
"educators" shall mean educators with professional status, unless otherwise specified.

2. (a) If the Committee shall determine that a reduction in staff with professional status by
layoff is necessary or warranted, the layoff will be carried out, in accordance with the procedures set forth
below, by certification that the educator is working under or has previously worked under in Norwell
Public Schools.

If a reduction in staff results in an educator with Professional Teaching Status being laid
off, the following procedure shall apply:

(1) The best interests of the students as demonstrated by job performance shall
be considered first. Job performance shall be measured by each educator’s
overall rating on their last two (2) most recent summative evaluation reports,
as generated per the Evaluation System negotiated by the parties, except that
no distinction shall be made between the overall performance ratings of
proficient and exemplary.

(2) When these factors are approximately equal, length of service in Norwell shall
be the determining factor.

(3) For the purposes of this Section, length of service within Norwell Public
Schools shall be defined as an educator's total length of continuous service in
a teaching position in said system commencing with the beginning of active
employment after initial appointment to such a position. An educator shall be
credited with their length of service under the certification in which they are
employed at the time of a layoff, in addition to their years of service within
any other position included in the educator’s bargaining unit in which they
have previously been employed in Norwell Public Schools.



(4) The Committee will make every reasonable effort to determine in advance the
area(s) in which educators are potentially vulnerable to layoff. If, the
Committee determines that the dismissal of one or more educators is
advisable, then the Committee shall, pursuant to the applicable provisions of
Massachusetts General Laws, Chapter 71, Section 42, not dismiss any
educator with professional status for this reason if there is an educator without
professional status whose position the said educator with professional status
is qualified to fill.

(5) Recall Rights

a) Recall rights for educators laid off pursuant to this Agreement
shall exist for the period ending with August 31 of the second
calendar year following the calendar year in which the layoffs
became effective.

b) An educator with recall rights may be recalled in the inverse
order of their layoff to a permanent vacancy in the position from
which the educator was laid off, or in a position for which the
educator is certified and in which the educator was employed in
Norwell Public Schools prior to said layoff.

c) Educators with recall rights shall be deemed to be on leave of
absence from Norwell Public Schools for the duration of the
recall period. The time spent on such leave shall not, in the event
of said educator's recall, be considered as service in Norwell
Public Schools for the purpose of determining their placement on
the salary schedule or eligibility for increment.

d) Upon the occurrence of a vacancy which is expected to last
for one full school year, or a substantial part thereof, the
appropriate educator on the recall list will be notified by
electronic mail and phone «call, at their last recorded
address/phone number. Failure to respond to the Superintendent
of Schools with a letter of application for the offered position
within five (5) calendar days after the date of said notice shall bar
said educator from consideration for recall to the offered position.
e) The Committee agrees not to hire from the outside for a
permanent vacancy in a position during the period within which
a laid-off educator is eligible for recall to said position hereunder.
f) Upon recall, educators will be credited with whatever benefits
they may have accrued pursuant to this Agreement as of the time
of their respective layoffs. It is agreed that an educator with recall
rights may maintain their membership in the Blue Cross-Blue
Shield Medical Insurance Plan or other approved group medical
insurance plan and the Life Insurance Plan provided by Article 29
of this Agreement, provided that said educators shall pay the
entire cost of such Life Insurance and Blue Cross-Blue Shield or
other approved coverage.

g) The Committee agrees to consider educators with recall rights
for substitute work during the period of such rights.

3. Any decision by the Committee as to the manner in which layoffs or recalls shall be
carried out under the foregoing provisions shall not be subject to the grievance or arbitration provisions of
this Agreement, except on the basis of an alleged arbitrary exercise of judgment by the Committee.



ARTICLE 7
Non-Teaching Duties

The Committee and the Association acknowledge that an educator's primary responsibility is to
teach and that their energy should, to the extent possible, be utilized to this end. Therefore, they agree as
follows:

A. Educators will not be required to perform the following duties:
1. Milk distribution;

2. Health services, such as administering eye or ear examinations and weighing and
measuring students, except in connection with administration of the physical education
programs;

3. Collecting money from students for non-educational purposes, including, without being
limited to, photographs, insurance, and yearbooks. Although educators may be required to
collect and transmit money to be used for educational purposes, they will not be required
to tabulate or account for such money;

4. Delivering books to classrooms.

B. Educators will not be required to drive students to activities which take them away from the
school building.

1. Educators may do so voluntarily, however, with the advance approval of their principal
or immediate supervisors. They will be compensated at the Town rate for the use of their
personal vehicle.

2. In such event, the educator will be relieved of all personal liability for any accident which
may occur within the scope of the educator's employment in connection with said trip.

ARTICLE 8
Educator Employment

A. Full credit for salary scale column placement will be given for previous outside teaching
experience upon initial employment, provided that said outside teaching experience shall exceed six (6)
continuous months, and shall consist of one-half time or more teaching experience. Step placement on the
salary scale will occur consistent with the following guidelines:

NEW HIRES

Years of Experience S
1-2 1
3-4 2
5-6 3
7-8 4

9-10 5

6
7
8
9

11-12
13-14
15-16
17-18



19-20 10

21-22 11
23-24 12
25-26 13
27-28 14
29-30 15

Higher step placement and/or credit for other reasons may be given at the discretion of the
Superintendent and the Committee, and shall, if given, be recorded in the personnel file of the individual
so employed.

Effective September 2003, teaching experience includes only K-12 teaching as a state
certified educator in a public, independent, or parochial school and pre-K teaching as a state certified
educator in a public pre-K program. Among the types of experience not included are teaching outside the
United States, internships, student teaching, home schooling, child care, private instruction, tutoring,
teaching as part of a degree program or if required for certification, serving as a teaching assistant, and
serving in an administrative position.

B. Educators with previous teaching experience in Norwell Public Schools will, upon returning to
the system, receive full credit on the salary schedule for all outside teaching experience. Educators who
are called into the military service from Norwell Public Schools, and who return to the system upon
completion of their military obligation, shall upon such return receive credit as required by law on the
salary schedule on account of such military experience, and shall, in addition, receive full credit for all
previously accumulated unused days of sick leave.

C. Newly hired personnel will be given a copy of the current or most recent collective bargaining
agreement available when a written offer of employment is made.

ARTICLE 9
Educator Assignment

A. Educators will be notified in writing of the schools to which they will be assigned, the grades
and/or subjects that they will teach, and any special or unusual classes that they will have, as soon as
practicable. Such notification will be given only if a change in assignment is contemplated.

B. In order to assure that students are taught by educators working within their areas of
competence, educators will not be assigned, except in extreme cases, and in accordance with law, outside
the scope of their teaching certificates and/or major or minor fields of study.

C. In making changes in grade assignments and subject assignments, the Committee and the
Administration will honor the convenience and wishes of the individual educator to the fullest possible
extent that these do not, in the judgment of the said School Committee and Administration conflict with
the best interests of Norwell Public Schools and the students.

D. In arranging schedules for educators who are assigned to more than one school, the School
Committee and the Administration will make an effort to limit the amount of inter-school travel. Such
educators will be notified of any changes in their schedules normally before the end of the school year.
Such educators who are assigned to more than one school in any one school day will receive the sum of
Four Hundred ($400) Dollars for all inter-school driving done by them. The Curriculum Coordinators will
receive the sum of One Hundred ($100) Dollars per year as a mileage allowance. The Committee agrees
to discuss with the Association special cases relative to inter-school driving.
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ARTICLE 10
Transfers

The Committee and the Association recognize that transfers of educators from one school to
another are necessitated from time to time by the best interests of Norwell Public Schools and the students,
but they also recognize that transfers of educators may be disruptive of the educational process and may
interfere with optimum educator performance.

Therefore, they agree as follows:

A. The Employer shall have sole discretion to determine whether inter-school transfers are
necessary for educational reasons, including the need to reduce the number of educators in a school.
Whenever the Employer determines that a transfer is necessary for any of such reasons, it shall first attempt
to secure volunteers therefore from among such educators. If an educator declines to volunteer, the
Employer shall honor their convenience and wishes to the fullest possible extent that, in its judgment, they
do not conflict with the best interests of the school system or the students, provided that the Employer
shall have the right to consider said educator for involuntary transfer if, in its judgment, said interest so
require, and provided further that any determination by the Employer in this respect shall not be subject
to the grievance and arbitration provisions of this Agreement except on the basis of arbitrary or capricious
action.

B. When the Employer shall determine that involuntary transfers are necessary, the Employer shall
consider an educator's area of competence, major and/or minor fields of study, quality of teaching
performance, and length of service in Norwell Public Schools in determining which educator shall be
transferred.

An involuntary transfer will be made only after a meeting between the educator involved and the
Superintendent (or Assistant Superintendent) at which time the educator will be notified in writing of the
reasons for the transfer. In the event that an educator objects to the transfer at this meeting, then, as soon
as practicable, the educator shall notify the Association, and the Superintendent (or Assistant
Superintendent) will meet with the Association's representative to discuss the transfer.

Any decision by the Employer with respect to involuntary transfers shall not be subject to the grievance
and arbitration provisions of this Agreement except on the basis of an alleged arbitrary or capricious action.

C. A list of open positions in other schools will be made available to all educators being transferred
and, all other factors being substantially equal in the opinion of the Employer, the Employer will give
preference in filling such positions on the basis of length of service in Norwell Public Schools. Any
decision of the Employer in this respect shall not be subject to the grievance procedure and/or arbitration,
except on the basis of an alleged arbitrary or capricious evaluation of the said other factors.

D. Notice of transfer will be given to educators as soon as practicable.

E. Educators desiring a transfer will submit a written request to the Superintendent (or Assistant
Superintendent) stating the assignment preferred. Such request must be submitted between September 1
and June 1 of each school year to be considered for the next school year. Requests must be renewed each

year. All requests will be acknowledged in writing.

F. Before an educator is assigned or transferred to a particular school, the principal of the said
school will be consulted regarding said assignment or transfer.
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ARTICLE 11
Vacancies and Promotions

A. Whenever any vacancy in a professional position occurs, it will be adequately publicized by
the Superintendent (or Assistant Superintendent) by means of email to members in every school as far in
advance of the appointment as possible. The qualifications for the position, the subject areas involved, and
the rate of compensation will be clearly set forth. No vacancy will be filled within five (5) school days
from the date the notice is shared with all members of the bargaining unit by email or other electronic
means. The decision whether or not to fill a vacancy shall be at the sole discretion of the Committee.

B. All educators, including laid-off educators who may be eligible for recall to posted vacancies,
will be given adequate opportunity to apply for appointment to such vacancies. The Committee shall
consider the previous background and attendance of all applicants, and respective lengths of service with
Norwell Public Schools, and any other factors, which in its opinion shall be relevant. When all other
factors are substantially equal, the Committee shall give preference to qualified educators already
employed by the Committee. Appointments will, whenever practicable, be made not later than sixty (60)
days after the notice is posted in the schools or the giving of notification to the designated representative
of the Association. Any decision of the School Committee with respect to such appointment shall not be
subject to the grievance procedure, except on the basis of an alleged arbitrary evaluation of the factors
enumerated above, and shall in no event be subject to arbitration.

ARTICLE 12
Positions in Evening School and Under Federal Programs

A. All openings for evening school positions and for positions under Federal programs will be
adequately publicized by the Superintendent (or Assistant Superintendent) in each school building as early
as possible, and educators who have applied for such positions will be notified of the action taken
regarding their applications as early as possible, preferably by June 1.

B. In filling such positions, the School Committee will consider an educator's area of competence,
major and/or minor field of study, quality of teaching performance, attendance record, and length of
service in Norwell Public Schools and, in regard to evening school positions, previous Norwell evening
school teaching experience. Any decision of the Committee in regard to the filling of such positions shall
not be subject to the grievance procedure and/or arbitration, except on the basis of an alleged arbitrary or
capricious evaluation of the aforesaid criteria.

ARTICLE 13
Educator Evaluation

A. All monitoring or observation of the work performance of an educator must be conducted
openly and with full knowledge of the educator, and shall be presumed to be for the purpose of evaluation
unless otherwise stated by the evaluator. Evaluation of educators will be performed in accordance with
the Evaluation Procedures and Performance Standards adopted by Norwell Public Schools in September
2011, and included herein as Appendix D. Educators will be given a copy to retain of each observation
report, and of any evaluation report prepared by their evaluators, not later than one week after such
observation or evaluation shall have taken place, and will have the right to discuss such reports with their
observers or evaluators. The educator and evaluators will sign both copies of the evaluation report, with
the express understanding that the educator's signature in no way indicates agreement with the contents
thereof. The contents of any observation report, or any evaluation report, insofar as they are based upon
the subjective judgment of the observers or evaluators, shall not be subject to the grievance or arbitration
provisions of this Agreement.

B. In conformity with the provisions of Massachusetts General Laws, Chapter 71, Section 42C,

12



which are incorporated herein by reference, educators will have the right, upon written request, to review
the contents of their personnel file, excluding references on file. An educator will be entitled to have a
representative of the Association accompany him/her/them during such review.

C. The Association recognizes the authority and responsibility of principals, and any other
administrative personnel so assigned by the Superintendent or Assistant Superintendent, in connection
with the evaluation of the teaching staff.

ARTICLE 14
Educator Facilities

A. Each school will have the following facilities:

1. Space in each classroom in which educators may safely store instructional materials
and supplies;

2. A educator work area containing adequate equipment and supplies to aid in the
preparation of instructional materials;

3. An appropriately furnished room, to be reserved for the exclusive use of the educators
as a faculty lounge, and to be in addition to the aforementioned educator work area;

4. A serviceable desk and chair for each educator;

5. Adequate means whereby educators may communicate with the main building office
from their classrooms;

6. Well-lighted and clean educator rest rooms;
7. An adequate dining area for the educators;

8. An adequate portion of the parking lot at each school will be reserved, in accordance
with law, for educator parking;

9. Telephone facilities shall be made available to educators for their reasonable use for
professional purposes;

10. The Committee and the Association mutually recognize the importance of continuous
use of adequate reference material in maintaining a high level of professional performance.
The Committee agrees at all times to keep the school reasonably equipped and maintained
with the tools of the teaching profession.

11. In order to maintain a suitable environment for learning, the cooling station schedule
and sign up will be available on days when the relative humidity is predicted to exceed
seventy (70) percent or when classroom temperatures exceed 80 degrees.

12. During cold weather the Committee will make best efforts to ensure that classrooms
and other staff work areas are maintained at a temperature of at least sixty (60) degrees.
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ARTICLE 15
Use of School Facilities

A. 1. The Association will have the right to use school buildings without cost at reasonable times
for meetings, provided, however, that the Association will be required to pay for any additional
custodial costs involved by reason of said meetings, and provided further that the Association shall
make arrangements in advance satisfactory to the principal of the building in question.

2. The Association will have the right to use the athletic facilities and equipment at the high
school or the middle school without cost one (1) evening each week, provided that, for each such use,
the Association will execute the Committee's standard outside user contract, and will be required to
pay for any additional custodial costs involved by reason of such use. The Committee will be relieved
of all liability for any injury or accident, which may arise because of such use. The schedule will be
arranged in advance with the Superintendent (or Assistant Superintendent), and every effort will be
made to avoid conflict with other school and Town events.

B. The Association will be permitted to display notices, circulars, and other materials relating to
educators' activities on the existing faculty lounge bulletin boards, or reasonable equivalent, in each school
building. Copies of all such material will be given to the building principal, but their advance approval
will not be required. The Association agrees that no material will be placed on such bulletin boards that
shall in any manner be derogatory to the Administration, the Committee, or any member thereof, or
Norwell Public Schools.

ARTICLE 16
Sick Leave

A. 1. First year educators shall accrue eligibility for sick leave at the rate of one and one-
half (1-1/2) days per month of actual service. All other educators will be entitled to sick leave of up to
fifteen (15) days per school year.

2. All unused sick leave may be accumulated up to two hundred twenty-five (225)
days during the term of this Agreement.

B. Additional sick leave may be granted at the discretion of the Committee (or its designee).
For any educator who has exhausted their available sick leave due to a prolonged disability, such leave
may be granted at the full applicable per diem rate, or at the per diem rate less the cost of a substitute
educator, or as an advance against future sick leave. The decision of the committee shall not be
grievable beyond School Committee Level (Level I1I).

C. Sick days may be used for an educator’s own illness or for the short-term immediate illness
of family members who reside in the household.

D. If a bargaining unit member experiences a severe health issue for which they require leave,
they qualify for leave under the FMLA, and have exhausted all of their sick and personal time, the
Association President may make a request to the Superintendent to allow other bargaining unit
members to donate up to one (1) of their own sick days to the member needing time in increments of
up to thirty (30) sick days. Requests for such leave shall be supported by appropriate medical evidence.
The decision to allow the donation of sick days shall be in the sole discretion of the Superintendent
and not subject to the grievance procedure.
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ARTICLE 17
Severance Pay

Severance pay of one-half (1/2) for all unused accumulated sick leave up to seventy (70) days at
the then applicable rate of compensation shall be payable to any employee who voluntarily leaves the
employ of the Norwell School Committee after twenty (20) years of service in Norwell Public Schools,
provided the educator has given notice by December 15 of the school year at the end of which the educator
will be leaving the system. A failure to provide such notice may result in a delay of said payment into
the subsequent fiscal year.

In the event an educator qualifies for any of the severance benefits in this Article but is deceased
prior to receipt of such benefits the Norwell School Committee shall pay such benefits to the estate of the
educator. Said severance pay will also be payable to any educator with professional status laid off pursuant
to a reduction in force under Article 6 hereof upon the termination of said educator’s recall period or upon
notice of his final voluntary separation from said system.

ARTICLE 18
Temporary Leaves of Absence

A. Temporary leaves of absence with pay will be made available to educators each school year under the
following circumstances:

1. Up to three (3) days for urgent personal, legal, business, household or family problems,
the disposition of which requires absence during school hours, and the denial of which leave would result
in personal hardship to the educator. It is understood and agreed that, for the purpose of construing the
foregoing provisions, an educator's presence during school hours in order to discharge their classroom
duties or other duties will be presumed to be necessary, absent the clear existence of any of the foregoing
reasons for absence during school hours.

An educator desiring such leave shall apply therefore to their principal at least seventy-two (72) hours in
advance, except in case of emergency. The applicant shall state the category under which the educator
seeks said leave.

Upon presentation of the said application, the principal may, at their discretion, direct the applicant to
submit written application for approval of the requested leave by the Committee, or its designee.

Any leave granted hereunder shall be charged against the sick leave allowable under Article 17, above.

2. Days for the purpose of visiting other schools or attending meetings or conferences of
an educational nature, provided that such leave will be only with the approval of the Superintendent and
the principal, and that a refusal of any request for such leave will not be subject to the grievance and
arbitration procedure except on the issue of an alleged arbitrary withholding of permission.

3. Up to a total of seven (7) school days for the purpose of allowing educators to attend
conferences of the Massachusetts Educators Association or the National Education Association during the
school year, provided that such leave, including the number of such conferences, the number of educators
to attend such conferences, and the number of days to be allocated to each such conference, must be with
the approval of the Superintendent and the Principal, and that a refusal of any request for such leave will
not be subject to the grievance and arbitration provisions of this Agreement except on the basis of an
alleged arbitrary withholding of permission.

4. Time necessary for appearances in any legal proceeding connected with the educator's
employment or with Norwell Public Schools.
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5. Up to five (5) days, taken when needed, at any one time in the event of the death of an
educator's spouse/partner, parent, brother, sister, grandparent, grandchild, mother-in-law, father-in-law,
brother-in-law, and sister-in-law, or member of the immediate household. Up to ten (10) days at any one
time in the event of the death of an educator’s child. Additional leave for bereavement purposes may be
applied for and granted by the Superintendent or his/her designee.

6. A maximum of thirteen (13) days per school year for persons called into temporary
active duty of the United States Reserves or the State National Guard, provided that such obligations
cannot be fulfilled on days when school is not in session. Educators will be paid the difference between
their regular pay and the pay which they receive from the State or Federal Government.

7. Up to two (2) days for religious holidays for which observance during school hours is
required may be granted by the Superintendent at their discretion.

8. An educator called for jury service shall be excused from their normal duties for each
day or substantial part thereof which the educator serves, and shall, upon satisfactory proof of such service,
be paid the difference between their normal per diem salary and payments that they are eligible to receive
for such service, for each day of jury service or substantial part thereof.

9. Other temporary leaves may be granted by the Committee at its discretion.

B. Leaves taken pursuant to Subsection 2 through 8 of Section A, above, will be in addition to any sick
leave to which the educator may be entitled under Article XVII. No educator will be required to arrange
their own substitute.

C. Except in case of emergency or bereavement or leave under Section A (1), above, applications for leave
pursuant to the above provisions shall be made to the Superintendent or Assistant Superintendent in writing
at least seventy-two (72) hours in advance of such proposed leave. If the reply to any such application shall
not have been received by the applicant within forty-eight (48) hours after said request is made, upon the
request of the applicant the principal will telephone the Superintendent or Assistant Superintendent for a
decision.

ARTICLE 19
Extended Leaves of Absence

A. An educator with professional status designated by the Association will be granted a leave of absence

without pay for up to one (1) year for the purpose of engaging in State or National activities of the
Association, provided that such leave must be with the approval and at the discretion of the Superintendent
and the principal. During such leave, the said educator with professional status will not receive credit for
active employment by the Committee, and, upon return from such leave, the educator will be placed on
the salary schedule at the level which the educator held at the time of the granting of permission for such
leave.

B. A leave of absence without pay of up to two (2) years will be granted to any educator with professional

status who joins Action or similar organization and is a full-time participant in either of such programs,
provided that such leave must be with the approval and at the discretion of the Superintendent and the
principal. Upon return from such leave, the educator will be placed on the salary schedule at the step
which the educator held at the time of the commencement of such leave, including increment earned as of
said time.

C. Military leave will be granted to any educator who is inducted or enlists in any branch of the Armed
Forces of the United States. The period of such leave shall be the period of continuous service required
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by such induction or enlistment, but shall not continue into any period of additional voluntary service.
Upon return from such leave, the educator will be placed on the salary schedule at the level which the
educator would have achieved had the educator remained actively employed in the System during the
period of their absence, up to a maximum of three (3) years.

D. The Committee may, at its discretion and for good cause shown, grant an appropriate leave of absence
without pay or increment for the purpose of caring for a sick member of the educator's immediate family.

E. After the commencement of the fourth year of continuous employment in Norwell Public Schools, an
educator may be granted a leave of absence without pay or increment, for up to one (1) year for health
reasons. Requests for such leave will be supported by appropriate medical evidence.

F. Other leaves of absence without pay or increment may be granted by the Committee at its discretion.

G. An educator on extended leave of absence pursuant to any of the foregoing Sections of this Article
shall not accrue any further paid sick leave benefits beyond those to which the educator may have been
entitled prior to the commencement of the leave. All benefits to which said educator may have been
entitled at the time their leave commenced, including any unused accumulated sick leave, will be restored
to him/her/them upon return to active employment. Upon such return, and except as otherwise provided
for return to active employment from parental leave in Article 21, Section D, the educator will be assigned
to the same position which the educator held at the time said leave commenced, if available, or, if not
available, to a substantially equivalent position or the most nearly equivalent position which is available
at the time of their return and for which the educator is qualified; provided that in no instance must said
educator be returned to active employment in the middle of the school year. Where warranted by the best
interests of Norwell Public Schools, the Committee may fill the position in question at the time said leave
commences.

H. Any educator desiring a leave of absence under this Article or an extension of leave previously granted
hereunder, shall apply in writing to the Committee, indicating the period of proposed absence and the
reasons therefore. All applications for leaves or extensions of leaves shall be acted upon in writing.

I. Upon advance notice given not later than March 1 of a school year, educators with professional status
shall be entitled to take leaves of absence for up to one school year for the purpose of career exploration,
commencing as of the school year following rendition of said notice, and ending as of the beginning of
the subsequent school year. Such leaves shall be taken without pay, accumulation of seniority or any other
benefit or increment credit. Notice of intent to return from said leave shall be given not later than March
1 of the School year prior to the intended date of return. Failure to give such notice shall be deemed a
voluntary quit.

ARTICLE 20
Parental and Child Rearing Leave

A. Pregnant educators covered by this Agreement will be entitled to sick leave pay under Article
17 Sick Leave, Section A for actual pregnancy related disability in accordance with the law.

Maternity Disability Reserve Fund: An educator disabled from pregnancy or childbirth related medical
conditions may, after utilization of all accrued sick leave under Article 16, Section A, access additional
paid sick leave of up to forty (40) work days as an advancement of sick leave. An educator who is unable
to return to active employment due to her physical condition after the eight (8) week parental leave will
need to seek a medical leave (Article 19 sec. G). In each of the five (5) school years after the conclusion of
the advancement the educator shall have their earned sick leave reduced annually by eight (8) days. If an
educator whose employment with Norwell Public Schools ends for any reason prior to restoration of the
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forty (40) days advancement, the restoration of all days not accounted for shall be drawn from a fund known
as the Maternity Disability Reserve Fund (MDRF). The MDREF shall be funded by donations of one (1)
sick day per unit member with more than two (2) years of service. For any year in which the MDRF donation
is made, each member shall have their annual allotment of sick leave reduced from fifteen (15) to fourteen
(14) days. If during the term of this Agreement there is one or more instance(s) where an educator leaves
the Bargaining Unit without having repaid the advanced sick leave as described in Section B1 of this article,
the MDREF shall be replenished in the successor Agreement according to the procedure described above.
If the MDRF is not utilized during the life of this agreement, no further assessment shall be made during
the life of the successor agreement.

B. An employee shall be entitled to leave(s) of absence for the purpose of caring for their newborn,
adopted, or foster child, subject to the following.

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) and/or the federal Family Medical Leave Act (as
applicable which shall include the completion of any required paperwork). Employees taking leave under
the MPLA or FMLA will be granted the following paid leave benefits, prior to accessing any other paid
leave benefits in the CBA:

1. Up to five (5) work days of paid Parental Leave, on consecutive work days, not from sick time.
If the member does not have any additional sick time accrued, they may be eligible for up to
five (5) work days of paid Parental Leave, which must be paid back over the next two years of
employment.

2. The Leave must begin within twelve (12) months of the date of birth, placement, or adoption of
their child.

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

4. The benefit is prorated for less than full-time employees.

C. The educator will notify the Superintendent in writing no later than three months prior to the
expected birth, adoption, or placement of the child. Such notice will contain the approximate date at which
the commencement of parental leave will be requested.

D. If an educator shall desire parental leave for a period longer than the period provided in Section
B, above, the Committee shall grant a further unpaid parental leave of absence for a reasonable period of
time. Such leave will consider thoughtful return dates: such as - vacations, terms, and interims for both the
educator and students to support transitions.

Upon return from parental leave, the educator will be assigned to the same, or substantially
equivalent position, which they held at the time said leave commenced, if available, and, if not available,
to any other vacancy for which they are qualified, until the Committee can offer them the position they
held at the time said leave commenced, or a substantially equivalent position. Upon return from such leave,
the educator will be placed on the salary schedule at the step, which they held at the time of the
commencement of the leave, including increment earned as of said time. The time spent on such leave shall
not be construed so as to confer credit toward professional status.

An educator on such parental leave, who is unable to return to active employment because of their
physical condition, must notify the Superintendent in writing, within thirty (30) days after the birth of their
child, and in no event later than the following June 1st, of their inability to return to active employment the
following September because of their physical condition, as substantiated by appropriate medical evidence
from their physician, and of the anticipated date of their return to active employment. Failure to give notice
in accordance with the foregoing requirements shall be considered a resignation. Appropriate medical
evidence of fitness for active employment will be required prior to return from parental leave.
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E. Upon advance notice of at least sixty (60) days, except in case of emergency or unusual
circumstances, a tenure educator may be granted a leave of absence of up to one (1) year without pay for
the purpose of birth, adoption, or foster placement in the educator's household, provided that permission
for such leave shall not be unreasonably refused. Upon return from such leave, the educator will be placed
upon the salary schedule at the step which the educator held at the time of the commencement of such
leave, including increment earned as of said time.

ARTICLE 21
Compliance with Recently Enacted Laws

A. The Education Association of Norwell acknowledges that the Committee and the Association are
subject to the provisions of the FMLA. Leaves taken under this agreement for reasons covered by any
state or federal law, including but not limited to the FMLA, will be considered FMLA leave as well as
leave under this Agreement and leave under any other applicable state and federal law, and will be
deducted from the employee's statutory FMLA leave entitlement. To the extent applicable, the
Massachusetts Pregnant Workers Fairness Act, effective April 1, 2018, may provide benefits to
employees. An educator on leave covered by the FMLA will be able to use any of their accrued days
(Personal or Sick) available to them in order to be paid, in addition to any other paid days provided by the
District.

B. The Education Association of Norwell acknowledges that the Committee and the Association are
subject to the provisions of the Americans with Disabilities Act ("ADA").

C. The Committee and the Association recognize the application of the Education Reform Act of 1993 to
this Agreement. Where this Agreement is inconsistent with the Education Reform Act of 1993, such act
will govern.

D. Any claim or allegation of violation of any external law referred to in this Article is not subject to the
provisions of the grievance and arbitration procedure set forth in this Agreement.

ARTICLE 22
Sabbatical Leaves

Upon recommendation by the Superintendent (or Assistant Superintendent) sabbatical leaves may be
granted by the Committee for study or research to educators for the purpose of increasing their professional
ability, subject to the following conditions:

A. No more than five (5) educators will be absent on sabbatical leave at any one time.

B. The educator must have completed at least six (6) consecutive full school years of service in Norwell
Public Schools.

C. Requests for sabbatical leave must be received by the Superintendent (or Assistant Superintendent) in
writing in such form as may be required by the Superintendent (or Assistant Superintendent) and outlining
the purpose of the leave requested, no later than December 31, and action must be taken on all such
requests no later than April 1, of the school year preceding the school year for which the sabbatical leave
is requested. Upon return from such leave, the educator shall submit to the Committee a written report of
their activities during such leave, as pertaining to the original project outlined in their request, the said
report to be submitted no later than the beginning of the following school year.

D. Educators on sabbatical leave for one-half (1/2) of the work year shall receive from the Committee
twenty-five percent (25%) of their annual salary for the one-half (}2) year duration of their sabbatical.
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E. Prior to the granting of sabbatical leave, an educator shall enter into a written agreement with the
Committee that, upon the termination of such leave, the educator will return to service in Norwell Public
Schools for a period amounting to at least twice the length of the leave, and that, in default of completing
such service, the educator shall refund to the Committee an amount equal to such proportion of salary
received by the educator while on leave as the amount of service not actually rendered bears to the whole
amount of service agreed to be rendered.

F. Candidates for sabbatical leave will be selected at the discretion of the Committee. Decisions by the
Committee granting or denying applications for sabbatical leave shall not be subject to the arbitration
provisions of this Agreement.

ARTICLE 23
Discipline

A. No educator with professional status, and no educator without professional status who has been
teaching for more than ninety (90) days, covered by this Agreement, shall be dismissed except in
accordance with the provisions of Massachusetts General Laws, Chapter 71, Section 42. No supervisor or
professional employee performing the duties of a supervisor who is covered by this Agreement and who
has served in that position over three (3) years, shall be demoted, except in accordance with Massachusetts
General Laws, Chapter 71, Section 43. No educator with professional status covered by this Agreement
shall be reduced in salary, except in accordance with Massachusetts General Laws, Chapter 71, Section
43. The said statutory provisions are hereby incorporated by reference and made part hereof.

B. No educator covered by this Agreement shall be suspended except in accordance with the provisions
of Massachusetts General Laws, Chapter 71, Section 42D, which are hereby incorporated by reference
and made part hereof.

C. No claim that any dismissal, demotion, suspension, or reduction in salary hereunder is in violation of
the statutory provisions respectively cited at Sections A and B, above, shall be subject to the grievance
and arbitration provisions of this Agreement; provided, however, that if the State Labor Relations
Commission, pursuant to the applicable provisions of Massachusetts General Laws, Chapter 150E,
Section 8, shall order binding arbitration of any dispute arising from the discipline hereunder of any
educator covered by this Agreement, then the arbitrator shall be bound by the applicable decisions of the
courts of the Commonwealth in determining whether or not the Committee has complied with the said
respective statutory provisions cited at Sections A and B, above, where applicable.

D. 1. No educator covered by this Agreement shall be reprimanded, or denied increment increases or
professional advantage without just cause.

2. No educator without professional status covered by this Agreement shall be disciplined in a manner
not covered by Sections B, C, and D (1), or lowered in compensation except for just cause.

3. A question of just cause arising under Subsections 1 and 2, above, shall be subject to the grievance
and arbitration provisions of this Agreement.

E. The Association recognizes the authority and responsibility of the principals for disciplining or
reprimanding an educator for delinquency of professional performance. If an educator is to be disciplined
or reprimanded by the Superintendent (or Assistant Superintendent), the educator may request that a
representative of the Association be present.
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ARTICLE 24
Non-Renewal

During the term of this Agreement, the Committee shall retain its sole discretion under law to elect
to renew, or not to renew, the contract of employment of any educator without professional status covered
by this Agreement.

ARTICLE 25
Professional Development and Educational Improvement

A. The parties do hereby agree that professional development and educational improvement are both
desirable and necessary. Educators shall pursue these goals by enrolling in conferences, workshops and
courses, which are challenging, meaningful, and relevant.

B. 1.The Committee will pay the full cost of any required in-service training courses held in Norwell, and
of any special courses, which it may request. The foregoing sentence shall not, except as may otherwise
be determined by the Committee, apply to any courses which educators covered by this Agreement must
complete in order to earn increments, or to courses agreed upon as part of initial employment.

2. For all in-service mandated training courses, including but not limited to, Civil Rights, Educator
Evaluation, Conflict of Interest, Mandated Reporter, Allergy, PSAT/SAT, MCAS, AP administration, in
which training may be required one time or more than once (annually, bi-annually), educators shall be
provided time to complete the training during school hours, such as on Orientation day, Professional
Development day, at a Staff/Curriculum/Department meeting, or in place of a Duty/Supervisory.”

C. The Committee will pay a maximum per educator of one thousand four hundred twenty-five ($1,425)
dollars, or in the case of educators enrolled in a first master's program, two thousand seven hundred
($2,700) dollars, not to exceed the total course tuition and fees cost of three courses approved by the
Superintendent or his or her designee, at the request of an educator and approved by the Superintendent or
his or her designee, provided that the refusal of any such request shall not be subject to the grievance and
arbitration provisions of this Agreement, except the basis of alleged arbitrary or capricious action. In
addition, educators are advised self-paced or self-directed online courses may not be approved. The
Committee will budget $75,000 (seventy-five thousand dollars) annually for such tuition for the entire
bargaining unit. Nurses who have not yet attained a master's degree in nursing, or a related field, may use
the above benefits only to pay tuition and fees in pursuit of a master's degree in community health, health
education, nursing or public health.

D. The Committee will reimburse all professional employees for fees incurred for recertifications and/or
re-licensing required as a condition of continued employment up to one-hundred dollars ($100) per person
per certification/licensure cycle or two (2) years, whichever is longer. Registered nurses, physical
therapists, occupational therapists, speech and language pathologists, and school psychologists who must
maintain more than one license as a condition of employment (e.g., Board of Registration in Nursing
license and DESE license), shall be reimbursed up to one hundred dollars ($100) per person for each
license per certification/licensure cycle or two (2) years, whichever is longer. Speech Therapists shall be
reimbursed up to $250 per year to maintain their clinical license.

E. Upon receipt of National Certification, School Counselors shall be reimbursed up to two hundred dollars
($200) for expenses incurred in pursuit thereof.

F. The mission of the Teacher Induction and Mentoring Program is to provide new teachers with the support
of the Norwell School Community through orientation activities, professional development, both formal
and informal mentoring and peer coaching and continued opportunities for collegial interaction. In
recognition of and in appreciation for the collegial professional development services provided by Mentor
Educators, the Committee shall award annual honoraria of four hundred dollars ($400) to each staff
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member serving as a Mentor in the system’s Educator Induction and Mentoring Program. The District shall
select the mentor and the selection shall not be subject to the grievance and arbitration procedure. Any
educator who is selected may decline to serve as a mentor.

Educators who wish to be mentors or peer coaches should complete the survey from the Director of
Teaching, Learning & Technology that is included in the posting to be on the mentoring list. Building
principals and the Director of Teaching, Learning & Technology will collaborate on the selection of
mentors.

The following qualifications will be considered when selecting Mentors/Peer Coaches:
e Five (5) years teaching experience in Norwell preferred, though not required.
e Mentors provide on-going support for new teachers by guiding them during their first three (3)
years of their teaching career.
e Mentors are required to participate in Norwell’s Mentor Training Program.
e Peer coaches provide experienced teachers, who are new to the district, with orientation,
consultation, and peer coaching experiences for their first year in Norwell.

Beginning Educator (with an Initial or Provisional License): Teacher new to Norwell -
New Teacher Academy, Induction and Mentoring (Mentor/Mentee time three (3) early
release days -fall, winter, spring)

Incoming Teacher (with a Professional License): Teacher new to Norwell - New Teacher
Year | Academy and Peer Coaching

Long Term Substitutes: New Teacher Academy, if possible, and Peer Coaching

Beginning Educator with an Initial or Provisional License: Teacher in second year in
Year | Norwell - Mentoring *fifty (50) hours to be completed in years 2 and 3

Beginning Educator with an Initial or Provisional License: Teacher in third year in
Year | Norwell - Mentoring
3

*Fifty (50) hours to include district early release day professional development (10 hrs./year),
full day orientation (6 hrs./year), full day PD day (6 hrs./each), full day mentee PD (6 hrs./year),
two (2) early release mentor/mentee days in year 2 and 1 in year 3 (2.5 hrs. per early release) --
for a total of 63.5 mentoring hours.

G. In order to be reimbursed, all documentation for courses taken and costs incurred must be received by
Administration no later than the first of June (6/1) each year.

H. Professional Development Committee

1. The parties agree to continue the Professional Development Committee which shall be
composed of three (3) administrators appointed by the Superintendent and nine (9)
teachers appointed by the President of the EAN. Efforts will be made by the EAN to
ensure representation of each school on this Committee.

2. The Professional Development Committee shall be responsible for surveying staff
members about professional development needs in all subject and professional areas.
The Committee shall create a district-wide professional development plan for the entire
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staff and update it on an annual basis. Furthermore, it shall coordinate district-sponsored
or on-site courses, workshops, seminars, meetings, and other activities associated with
professional development and improvement. A Professional Development Catalog and
Professional Development Calendar shall be published on or prior to the first day of
school for teachers each school year. The final decision as to what professional
development is offered and when shall be that of the Superintendent.

ARTICLE 26
Protection

A. Educators will immediately report all cases of assault and/or battery suffered by them in
connection with their employment to their principal in writing.

B. This report will be forwarded to the Director of Operations, Finance & Technology, which will
comply with any reasonable request from the educator for information in its possession relating to the
incident or the persons involved, and will act in appropriate ways as liaison between the educator, the
police, and the courts.

C. If criminal proceedings are brought against an educator alleging that the educator committed
an assault and/or battery in connection with their employment and if such educator shall be acquitted in
such proceedings, the Committee will reimburse said educator for reasonable legal fees incurred by
him/her/them in such proceedings. If civil proceedings are brought against an educator alleging that the
educator committed an assault and/or battery in connection with their employment, the Committee will
reimburse said educator for reasonable legal fees incurred by the educator in such proceedings.

ARTICLE 27
Personal Injury Benefits

Whenever an educator is absent from school as a result of personal injury caused by an accident
or an assault occurring in the course of their employment, the educator will, subject to the provisions and
limitations of Massachusetts General Laws, Chapter 152, Section 69, be paid their full salary, less the
amount of any Worker's Compensation award made for disability due to such injury, for the period of
such absence.

ARTICLE 28
Insurance and Annuity Plan

A. The Committee will pay the maximum percentage permitted by law of the cost of a ten-
thousand-dollar ($10,000) life insurance plan of the type presently in effect in Norwell Public Schools and
shall pay an employer contribution for health insurance coverage of the type presently in effect in Norwell
Public Schools or any other group health plan approved by the Town of Norwell, in accordance with the
following percentage™:

1/1/2009 | 7/1/2009 | 1/1/2010 | 7/1/2013 | 9/1/25 9/1/26

HMO 86% 83% 80% 75% 72.5% 70%

PPO 72% 68% 64% 64% 64% 64%

Indemnity [ 50% 50% 50% 50% 50% 50%
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Employees will pay the corresponding percentage.

*The parties acknowledge that implementation of a change in contribution rate occurs prior to the
effective date of the rate change as health insurance premiums are paid in advance. For example, a rate
change in January will be accompanied by a larger withholding in the previous December, and a change
in rate effective in July will be accomplished by a larger withholding in the previous June.

Flexible Spending Account:

Effective January 1, 2012, the employer shall retain a third-party administrator to administer a
Section 125 Flexible Spending Account as follows:

Dependent Care Account (DECAP)
Medical Care Account (MEDCAP)

The Employer shall pay the one-time set up costs to implement the program. The Employer shall
pay any administrative fees for subscribers who opt into the program. The program shall include a
voluntary debit card system. Employees may set aside funds up to the maximum amount permitted by the
Internal Revenue Code. One half hour of the convocation in September of each school year shall be
scheduled to allow the representative of the third-party administrator the opportunity to explain the benefits
of enrolling in Flexible Spending Accounts to the employees.

B. Effective September 1, 2013, a bargaining unit member who has been actively enrolled in a
group health insurance plan through the Town of Norwell for at least twelve (12) months prior to the period
of non-coverage, may elect to opt out of coverage under the Town and instead receive an annual stipend
of three thousand dollars ($3,000) if the educator had been enrolled in an individual plan or six thousand
dollars ($6,000) if the educator had been enrolled in a family plan. Stipends will be paid in a manner
prescribed by the Town Treasurer.

If a bargaining unit member does not opt out by the open enrollment deadline, they may still opt out
later in the year, however the stipend payment will be pro-rated. If in the future, these stipends are paid
annually in a lump sum, the stipend will be paid at the end of each fiscal year to bargaining unit members
who have not been insured for a full school contract year [Sept.-Aug.]. Stipends will be paid via payroll to
active employees only. Under no circumstance will there be retroactive payment for stipends.

Bargaining unit members are NOT eligible for a stipend if they are participating in a group health
plan sponsored by the Town of Norwell. For example; bargaining unit member cannot be covered under a
spouse’s plan as a dependent if it is sponsored by the Town of Norwell and receive an opt-out stipend.

A bargaining unit member who elects to opt out of coverage under the Town, shall, on an
appropriate form, give written notice to the Superintendent, or his designee, that the educator is not to be
insured for such coverage. The Superintendent, or her designee, shall promptly forward the written notice
to the Town Treasurer.

If a bargaining unit member who has elected to opt out of coverage under the employer's plan
involuntarily ceases to be covered by an outside group or non-group health insurance plan, or they
experience a qualifying event (i.e. birth, death, marriage), said bargaining unit member shall thereupon be
covered by the employer's group or non-group health insurance plan as of the date the educator informs the
employer in writing of such termination of insurance coverage, or as of the date of the qualifying event
provided the Town Treasurer has been notified within thirty (30) days of such qualifying event. If the
bargaining unit member reenters the Town’s health insurance plan during a school year in which the
educator is receiving the above-mentioned stipend, the educator shall reimburse the employer for any
amount already paid to the bargaining unit member. The reimbursement shall be deducted from the
bargaining unit member's paycheck proportionally over the remaining paychecks issued.
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ARTICLE 29
Textbooks

A. The Committee guarantees that it will provide sufficient textbooks and educational materials for the
students in Norwell Public Schools.

B. Before the Administration changes a textbook or selects a new textbook, the Administration will notify

the Association that it is considering such a change or selection. The Association, or its designated
representative or representatives, will have the right to meet and discuss with the Administration such
change or selection, provided that the Association files a request for such meetings and discussions with
the Administration within five (5) days after receipt of said notice.

Similarly, the Association may, if it desires to initiate discussion over a change in a textbook or the
selection of a new textbook, file written notice with the Administration of its desire. The Administration
will acknowledge receipt of said request in writing within five (5) days thereafter, and the Administration
and the Association, through their representative or representatives, will arrange for a mutually
satisfactory time and place for a meeting to discuss said matter.

C. The Committee reserves its right under law to make final decisions as to selection of, and changes in,
textbooks and educational materials.

ARTICLE 30
Dues Deductions

A. The Committee agrees to instruct the appropriate Town officials to deduct, as permitted by State law,
from the salary of educators covered by this Agreement, such dues for the Education Association of
Norwell, and to remit the said deductions in ten (10) equal amounts, beginning with the fourth paycheck
of the academic year, as said educators individually and voluntarily authorize the Committee in writing
to deduct and remit. The said deductions and remittances shall be in equal amounts, and the exact amount
is to be stated in the said written authorizations. All remittances shall be to the Education Association of
Norwell.

B. The Committee will not be required to honor any written authorizations, which may be delivered to it
later than two (2) weeks prior to the issuance of the fourth paycheck of the academic year.

C. The said individual written authorizations are to be revocable upon sixty (60) days advance notice in

writing to the Committee and the Association, and each authorization shall so state. Each authorization
shall also state that the educator waives any right and claim for the monies deducted and remitted in
accordance with the authorization, and releases the Committee and all its officers from any liability.

ARTICLE 31
Strikes and Public Pressure

The Committee and the Association recognize that the educators covered by this Agreement are
prohibited by law from engaging in, inducing, or encouraging any strike, work stoppage, slowdown, or
withholding of services. Because of the importance of this matter, the parties nevertheless agree as
follows:

A. During the term of this Agreement, the Association shall not cause or sponsor, and no educator shall
cause or participate in, any strike, work stoppage, slowdown, withholding of services, or any other illegal
activity directed against the Committee. If the Association disclaims in writing to the Committee
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responsibility for any act prohibited hereby, it shall not be liable in any way therefore. Educators who
participate in any such act may be disciplined or discharged by the Committee without recourse to the
grievance procedure and/or arbitration, provided, however, that the question of their participation therein
shall itself be subject to the grievance procedure and arbitration.

B. In connection with any negotiations held pursuant to Article II of this Agreement, said negotiations
shall be conducted without threats of sanctions, threats of strikes, or any other public pressure by either
party until mediation, fact-finding and any other statutory impasse procedures have been exhausted.

ARTICLE 32
General

A. There will be no reprisals of any kind taken against any educator by reason of their membership or non-
membership in the Association or participation or non-participation in its activities.

B. If negotiation meetings between the Committee and the Association are scheduled during a school day,

the representatives of the Association will be relieved from all regular duties, if necessary, in order to
permit their participation in such meetings, provided that such relief shall not unreasonably interfere with
their teaching duties. When it is necessary, pursuant to the grievance procedure, for a School
Representative, member of the PR&R Committee or other representative designated by the Association to
investigate a grievance, or attend a conference, meeting, or hearing during the school day, the educator
will, upon notice to their principal or immediate superior and to the Superintendent (or Assistant
Superintendent) by the Chairman of the PR&R Committee, be released as necessary in order to permit
participation in the said activities, provided that the educator can be released without detriment to the
educational program. Any educator whose appearance in such investigations, meetings or hearings as a
witness is necessary will be accorded the same right. The Association agrees that these rights will not be
abused.

C. The private and personal life of an educator shall be within the appropriate concern or attention of the
Committee only to the extent that it bears upon the educator's responsibilities to and relationships with
students, other educators and/or Norwell Public Schools. Educators will be entitled to full rights of
citizenship, and no religious or political activities of any educator, provided that said activities do not take
place during any educator's working hours or the lack thereof, will be grounds for any discipline or
discrimination with respect to the professional employment of such educator.

D. The Committee will, upon request, provide the Association with any reasonably available information
which is neither confidential nor legally privileged and which may be necessary for the Association to
process grievances under this Agreement. The Association will, upon request, provide the Committee
with any reasonably available information, which is neither confidential nor legally privileged and which
may be necessary for the Committee to process grievances under this Agreement.

E. The Committee will make available to the Association copies of minutes of official Committee
meetings (excepting executive sessions), upon reasonable advance request, and as soon as practicable
after such meetings. The Committee will make available to the Association prior to its official meetings
(excepting executive sessions) a copy of the official agenda of such meetings.

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

G. On the matters contained herein, this Agreement constitutes Committee and Association policy for
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the length of its term, and the Committee and Association will carry out the commitments contained
herein and will give them full force and effect as their policies. The Committee and the Association shall
amend their respective rules and regulations and take such other action as may be

necessary in order to give full force and effect to the terms and provisions of this Agreement.

H. 1. As of the date of execution of this Agreement, the Committee has employed the following
educator aides:

Cole School 3

Vinal School 3

Norwell Middle School 1

Senior High School 1

Instructional Media (system-wide) 1

2. It is understood and agreed that all educator and library aides will be fully utilized in
supervising the elementary school cafeterias, and that all educator aides will be fully utilized in covering
recess periods.

3. During the term of this Agreement, the Committee will continue to employ the number
of educator aides listed in Subsection 1, above, provided that (a) the Committee reserves the right to
change the said total number where warranted in its judgment, however, before implementing the change,
the Administration will notify the Association that it is considering such a change and will, if timely
requested by the Association, engage in appropriate consultation with representatives of the Association,
and, (b) the Committee reserves the right to eliminate or adjust the number of said aides assigned to
special needs. The Committee reserves its right to make the final decisions as to the number of aides to
be employed.

I. No educator will be prevented from wearing pins or other identification of membership in the
Association or any affiliate thereof.

J. Upon the recommendation of the Superintendent and the approval of the Committee, dependents of
professional staff members may enroll, without charge for tuition, in Norwell Public Schools. They may
also be included in the pre-k lottery and will be required to pay the regular fee.

Dependents of professional staff members are not automatically eligible to participate in
the lottery system for admission into full day kindergarten. They may participate in the lottery system for
full day kindergarten on a first-come, first-serve basis subject to the terms of this section provided that
there is no lottery waiting list of Norwell residents.

Students must be in good standing and make applications to the Superintendent prior to
July 1st of the year for which the attendance request is made. In making a recommendation for attendance,
the Superintendent will consider any effect on class size and staffing. Placement in a particular school
shall be the responsibility of the Superintendent.

The provisions of this Article apply solely to regular education programs. Children
requiring service pursuant to Chapter 766 shall be admitted only if regular services are available and on
the Superintendent's recommendation.

The provisions of this Article do not apply to placements in day or residential programs
pursuant to Chapter 766.

Determinations by the Committee and the Superintendent pursuant to the foregoing
provisions shall not be subject to the grievance and arbitration provisions of this Agreement except on the
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basis of an alleged arbitrary or capricious determination.”

K. Video surveillance is intended to be used for the purpose of student and staff safety and the safety and
security of school buildings and grounds and shall not be used in the routine evaluation of the educators.
Video surveillance will not be used to initiate discipline but may be referred to in response to a complaint.
Educators and the Association will be notified in writing of any video cameras on school property that
are actively set to visual and/or audio recordings.

ARTICLE 33
Early Retirement Incentive

The Committee, in its sole discretion, may offer such retirement incentive(s) as it deems appropriate,
from time to time pursuant to the following conditions:

1. In any year in which the Committee decides to offer a retirement incentive, a written
announcement of the retirement incentive will be sent to the President of the Association and to all
bargaining unit members who qualify for the plan.

2. Eligible personnel will normally be given at least thirty (30) calendar days from the date
of the announcement in which to submit an irrevocable written resignation to be effective without any
further action by the Committee upon the close of the school year.

3. If the incentive is a monetary stipend, then the stipend will normally be paid to eligible
persons who have completed all requirements for the stipend by the end of the second school year
following the date on which the resignation is effective.

ARTICLE 34
Criminal Offender Record Information — CORI

1. In compliance with the provisions of Chapter 385 of the Acts of 2002, or as such law is
from time to time amended, the Superintendent of Schools shall request and review CORI checks. Such
checks shall take place not more than once every three (3) years unless allegations of employee
misconduct by school officials or law enforcement warrant additional checks. The Superintendent may
determine to conduct checks on one-third (1/3) of the staff, or some other percentage, as is convenient.

2. Employees shall be made aware that CORI reports concerning them are being requested
and when such request is actually made. Employees shall be made aware that, upon request, they shall be
provided with a copy of the CORI report received by the Superintendent.

3. All CORI checks shall be kept in a separate, secure file maintained in the office of the
Superintendent. Upon retirement or termination of their employment an employee may request in writing
that the educator be given a copy of their reports. Such reports shall be provided to the employee within
then (10) days of the request.

4. After review of a CORI report, the Superintendent, if she/he/they deems it necessary,
may meet with the employee who may, at such meeting, be represented by the Association. Any and all
personnel actions resulting from information acquired from a CORI report shall be conducted pursuant
to the provisions of the Collective Bargaining Agreement and the General Laws of the Commonwealth
of Massachusetts.

5. As a condition of continued employment, employees will make their best effort to advise
the District of any arrests as soon as possible, but at least within 72 hours.
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ARTICLE 35
Duration

This Agreement will be effective as of August 27, 2025, and will continue and remain in full force
and effect until August 26, 2028.

The Parties agree that all work performed between the end of one work year during the summer
up until the week before the start of the next school and work year will be paid at the salary rates in place
for the prior work/school year. All work performed beginning the week before the start of the school/work
year will be paid at the salary rates in place for that upcoming school/work year.

ARTICLE 36
Committee Rights

Subject to the provisions of this Contract, the 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 Norwell Public Schools and the professional staff under existing laws, ordinances and

regulations.

IN WITNESS WHEREOF, the parties hereunto set their hands and seals this 27th day of August,
2025.

Education Association of Norwell Norwell School Committee

By: kZ( %/\v Byt Uﬁm
Kérri Fullér Kristin A. McEachern
for the Education Association of Norwell for the Norwell School Committee
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APPENDIX A -Educator Salary Schedule

APPENDIX B-1

Extra-Curricular Salary Schedule
Category I

August 27, 2025 to August 26, 2028
APPENDIX B-2

Extra-Curricular Salary Schedule
Category II

APPENDIX B-3

Extra-Curricular Salary Schedule
Category 111
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 FY28 3.25% BA BA+15 BA+30 MA MA+15 MA30  MA+45 PhD
1 367,306 $67,839 $68,897 $71,570 $72,888 $74,215 $75,808
2 $70,228 $70,786  $71,893 $74,688 $76,066 $77,453 $79,119
3 $73150  $73,733 $74,888 $77,806 $79,244 $80,692 $82,431
4 $76,072 $76,680 $77,884 $80,924 $82,422 $83,931 $85,742
5 $78,993 $79,625 $80,880 $84,042 $85,600 $87,169 $89,053
6 $81,915 $82,572 $83,875 $87,161 $88,778 $90,408 $92,364
7 384,837 $85,519 $86,870 $90,279 $91,955 $03,647 $95,676
8 $87,759 $88,466 $89,867 $93,397 $95,134 $96,886 $98,987
9 $90,682 $91412 392,862 $96,515 $98,312 $100,124 $102,208
10 $93,602 $94,360 $95,857 $99,632 $101,492 $103,366 $105,613
11 596,877 $97,680 $100,960 $104,899 $106,377 $108,001  $111,185
12 $102,065 $104,051 $106,061 $110,166 $111,263 $112,635 $116,756
13 $115,434 $116,149 $117,270 $122,328
14 $121,033 $121,905 $127,899
15 3126533 $133471
SS51: Employees on Step 20 with af least 15 years of teaching in Norwell
$82: Employees on Step 25 with at least 20 years of teaching in Norwell
583: Employees on Step 30 with at least 25 years of teaching in Norwell
551 $103,565 $105,551 $107,561 $116934  $122,533 $128,039 $134,971
ss2 $104,565 $106,551 $108,561 $117.934  $123533 $129,039 $135,971
53 $107,565 $109,551 $111,561 $120,934 $126,533 $132,039 $138,971
""""""""""""" 30 $111,290 $113,432 $115594  $125553 $131,719 $137,646 $143,356
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_ BA+t5

FY26 3% BA  BA®30 . MA MA+15 MA+30  MA#45,PhD
' 1 $63,135 $63,636 $64,628 $67,135 $69,372 $69,616 $71,111

2 $65,876 $66,400 $67,438 $70,060 $71,353 $72,654 $74,217

3 $68617  $69,164 $70,248 $72,985 $74,334 $75,692 $77,323

4 $71,358 $71,928 $73,058 $75,910 $77,315 $78,730 $80,429

5  $74,009 $74,692 $75,868 $78,835 $80,296 $81,768 $83,535

6 $76,840 $77,456 $78,678 $81,760 $83,277 $84,806 $86,641

7 $79,581 $80,220 $81,488 384,685 $86,258 $87,844  $80,747

8 $82,322 $82,984 $84,208 $87,610 $89,239 $90,862 $92,853

9 $85063  $85748 $87,108  $00,535 $92,220 $93920  $95950

10 $87,802 $88,513 $89,918 $93,459 $95,203 $96,961 $99,069

11 $90,876.  $91,627 $93,113 $96,867 $98,715 $100578  $102,817

12 $95,740 $97,604 $99,490 $100,690 $102,613 $104,550 $106,877

13 $108,281 $110,325 $112,533 $114,782

14 $113,533 $115,804 $118,121

15 ' $118,698 $125,201

S81: Employees on Step 20 with at least 15 years of teaching in Norwell
$82: Employees on Step 25 with at least 20 years of teaching in Norwell =
SS3: Employees on Step 30 with at least 25 years of teaching in Norwell

sS1 $97,240 $99,104  $100,990 $109,781 $115033  $120,198 $126,701
$82 $98,240 $100,104 $101,990 $110,781 $116,033 $121,198 $127,701
$83 $103,240 $105,104 $106,990 $115,781 $121,033 $126,198 $132,701
"""""""""""" 30 $104,902 $106,920 $108,958 $118,346 $124,158 $120,745  $135127
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Effective Date:

Instructional Technology Teacher

School Counselor

Chemical Hygiene Officer

Middle School Team Leader

Media and Technology Team Leader (K-12)

Middle School Arts and Wellness Team Leader (2@)
Middle School World Languages Team Leader

Special Education Building Coordinator
Elementary Reading Specialist & Coordinator

Elementary Literacy Specialist & Coordinator
Elementary Math Specialist & Coordinator
English Curriculum Coordinator (6-12)

Math Curriculum Coordinator (6-12)

Social Studies Curriculum Coordinator (6-12)
Science Curriculum Coordinator (6-12)

World Languages Curriculum Coordinator (K-12)
Arts & Wellness Curriculum Coordinator (K-12)
School Counselor Coordinator (K-12)

Itis understood that all of the above positions require hours and/or days beyond the normal teaching schedule.

This will not exceed 4-8 days for coordinators.

APPENDIX B-1
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Extra Curricular Salary Schedule

FY'26
3.00%
9/1/2025

1,391
3,215
1,811
4,539
4,539
2,154
2,154
6,918
6,918
6,918
6,918
8,869
8,869
8,869
8,869
8,869
8,869
8,869

Category |

FY'27
3.25%
9/1/2026

1,437
3,320
1,870
4,687
4,687
2,225
2,225
7,143
7,143
7,143
7,143
9,158
9,158
9,158
9,158
9,158
9,158
9,158

FY'28
3.25%
9/1/2027

1,484
3,428
1,931
4,840
4,840
2,298
2,298
7,376
7,376
7,376
7,376
9,456
9,456
9,456
‘9,456
9,456
9,456
9,456




Cheerleading
Coach (V)
First Assistant (JV)

Girls Volleyball

Coach (V)

First Assistant (JV)
Second Assistant (F/JJV2)*

Boys Cross Country
Coach (V)

Glrls Cross Country
Coach (V)

Field Hockey

Coach (V)

First Assistant (JV)
Second Assistant (FIJV2)*

Football

Coach (V)

First Assistant (Coordinator)
Second Assistant (JV)
Third Assistant (F/JV2)*
Fourth Assistant (F/Jv2)*

Golf
Coach (V)
Flrst Assistant (JV)

Boys Soccer

Coach (V)

First Assistant (JV)
Second Assistant (FAV2)*

Girls Soccer

Coach (V)

First Assistant (JV)
Second Assistant (F/IV2)*

Boys Basketball

Coach (V)

First Assistant (JV)
Second Assistant (FAIV2)*

Girls Basketball

Coach (V)

First Assistant (JV)
Secand Assistant (FIUV2)*

Boys Ice Hockey
Coach (V)
First Assistant (JV)

Girls ice Hockey
Coach (V)
First Assistant (JV)

Boys Indoor Track
Coach (V)

Girls Indoor Track
Coach (V)

Skiing
Coach (V)
First Assistant (JV)

Boys Swimming
Coach (V)

Glrls Swimming
Coach (V)

FY'26

APPENDIX B-2

Effective September 1, 2026
0.00%

Fall Season

1st Year 2nd Year
6,328 6,960
4,784 5,529
6,328 6,960
4,784 5,529
4,275 4,750
6,328 6,960
6,328 6,960
6,328 6,960
4,784 5,529
4,275 4,750
8,178 9,140
7,006 7,831
6,162 6,781
6,162 6,781
6,162 6,781
6,328 6,960
4,784 5,529
6,328 6,960
4,784 5,529
4,275 4,750
6,328 6,960
4,784 5,529
4,275 4,750

Winter Season
6,633 7,598
5,682 6,579
4,973 5,800
6,633 7,598
5,682 6,579
4,973 5,800
6,328 6,960
4,784 5,529
6,328 6,960
4,784 5,529
6,328 6,960
6,328 6,960
6,328 6,950
4,784 5,529
6,328 6,960
6,328 6,960

3rd Year

7,537
5,946

7,537
5,946
5,186

7,537

7,537

7,537
5,946
5,186

10,080
8,633
7,549
7,549
7,549

7,537
5,946

7,537
5,946
5,186

7,537
5,946
5,186

8,572
7,481
6,590

8,572
7,441
6,590

7,537
5,946

7,537
5,946

7,537

7,537

7,537
5,946

7,537

7,537
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FY'27
APPENDIX B-2
Effective September 1, 2027
0.00%
Fall Season
1st Year 2nd Year
6,328 6,960
4,784 5,529
6,328 6,960
4,784 5,529
4,275 4,750
6,328 6,960
6,328 6,960
6,328 6,960
4,784 5,529
4,275 4,750
8,178 9,140
7,006 7,831
6,162 6,781
6,162 6,781
6,162 6,781
6,328 6,960
4,784 5,529
6,328 6,960
4,784 5,529
4,275 4,750
6,328 6,960
4,784 5,529
4,275 4,750
Winter Season
6,633 7,598
5,682 6,579
4,973 5,800
6,633 7,598
5,682 6,579
4,973 5,800
6,328 6,960
4,784 5,529
6,328 6,960
4,784 5529
6,328 6,960
6,328 6,960
6,328 6,960
4,784 5,529
6,328 6,960
6,328 6,960

3rd Year

7,537
5,946

7,537
5,946
5,186

7,537

7,537

7,537
5,946
5,186

10,080
8,633
7,549
7,549
7,549

7,537
5,946

7,537
5,946
5,186

7,537
5,946
5,186

8,572
7,441
6,590

8,572
7,441
6,590

7,537
5,946

7,537
5,946

7,537

7,537

7,537
5,946

7,537

7,537

FY'28

APPENDIX B-2
Effective September 1, 2028
0.00%
Fall Season
1st Year 2nd Year
6,328 6,960
4,784 5,529
6,328 6,960
4,784 5,529
4,275 4,750
6,328 6,960
6,328 6,960
6,328 6,960
4,784 5,529
4,275 4,750
8,178 9,140
7,006 7,831
6,162 6,781
6,162 6,781
6,162 6,781
6,328 6,960
4,784 5,529
6,328 6,960
4,784 5,529
4,275 4,750
6,328 6,960
4,784 5,529
4,275 4,750
Winter Season
6,633 7,598
5,682 6,579
4,973 5,800
6,633 7,598
5,682 6,579
4,973 5,800
6,328 6,960
4,784 5,529
6,328 6,960
4,784 5,529
6,328 6,960
6,328 6,960
6,328 6,960
4,784 5,529
6,328 6,950
6,328 6,960

3rd Year

7,537
5,946

7,537
5,946
5,186

7,537

7,537

7,537
5,946
5,186

10,080
8,633
7,549
7,549
7,549

7,537
5,946

7,537
5,946
5,186

7,537
5,946
5,186

8,572
7,441
6,590

8,572
7,441
6,590

7,537
5,946

7,537
5,946

7,537

7,537

7,537
5,946

7,537

7,537




Wrestiing

Coach (V) 6,328 6,960 7,537 6,328 6,960

First Assistant (JV) 4,784 5,529 5,946 4,784 5,529
Spring Season Spring Season

Basebalt

Coach (V} 6,328 6,960 7,537 6,328 6,960

Flrst Assistant (JV) 4,784 5,529 5,946 4,784 5,529

Second Assistant (FAV2)* 4,275 4,750 5,186 4,275 4,750

Boys Lacrosse

Coach (V) 6,328 6,960 7,537 6,328 6,960
First Assistant (JV) 4,784 5,529 5,946 4,784 5,529
Second Assistant (FAIV2)* 4,275 4,750 5,186 4,275 4,750

Gitls Lacrosse

Coach (V) 6,328 6,960 7,537 6,328 6,960
Fitst Assistant (JV) 4,784 5,529 5,946 4,784 5,529
Second Assistant (F/V2)* 4,275 4,750 5,186 4,275 4,750
Softbalt

Coach (V) 6,328 6,960 7,537 6,328 6,960
First Assistant (JV) 4,784 5,529 5,946 4,784 5,529
Boys Tennis

Coach (V) 6,328 6,960 7,537 6,328 6,960
Girls Tennis

Coach (V) 6,328 6,960 7,537 6,328 6,960
First Assistant (JV) 4,784 5,529 5,946 4,784 5,529
Boys Track and Field

Coach (V) 6,328 6,960 7,537 6,328 6,960
First Assistant (JV) 4,784 5,529 5,946 4,784 5,529
Girls Track and Field

Coach (V) 6,328 6,960 7,537 6,328 6,960
First Assistant (JV) 4,784 5,529 5,946 4,784 5,529

“After tryouts when freshmen demand does not fill an entire roster, the principal may determine that the team run as a second JV team.

Vacating Coaching Position: If a team does not meet the standard minimum for safe play in that sport, the position will be vacated as
determined by the building principal. The principal may ined that vacated stipend:

In demand for the single season that the vacated posilion exists.

Sharing Coaching Responsibilities: When need dictates, single coaching positions may be shared by two people. Details of the assignment will
be determined by the bullding principat in ion with the Sup 7 of Athletics, Athletic Flelds and Facilities. A letter outlining the shared
ion ag will be submitted to the Payroll Office.

Faor any new teams added during the term of the
p with this schedufe in ion with the

and app by the School Committee, the coaches shall be
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can be added to other programs to meet an increase -

7,537
5,946

7,537
5,946
5,186

7,537
5,946
5,186

7,537
5,946
5,186

7,537
5,946

7,537

7,537
5,946

7,537
5,946

7,537
5,946

6,328
4,784

Spring Season

6,328
4,784
4,275

6,328
4,784
4,275

6,328
4,784
4,275

6,328
4,784

6,328

6,328
4,784

6,328
4,784

6,328
4,784

6,960
5,529

6,960
5,529
4,750

6,960
5,529
4,750

6,960
5,529
4,750

6,960
5,529

6,960

6,960
5,529

6,960
5,529

6,960
5,529

7,537
5,946

7,537
5,946
5,186

7,537
5,946
5,186

7,537
5,946
5,186

7,537
5,946

7,537

7,537
5,946

7,537
5,946

7,537
5,946




Appendix B-3
Effective

Educators' Contracted Hourly Rate
In-Service Instructor (Per Session)

NHS Co-Curricular Club/Activity

International Club and AFS

Art Club

Pep Band

Public Engagements and Honors Ensembles
Best Buddies Regular Ed.

Best Buddies Special Ed.

Chess

Civic Leaders of America (Formerly JSA)
Diversity Club (2@)

Environmental Club

Forensics

Theater Fall Co-Director 2@)

Theater Winter Director

Theater Spring Director

Set Design/Construction Fall

Set Design/Construction Winter

Set Design/Construction Spring

Fench

GSA (Gay Straight Alliance)

Halyard

History

Investment Club

LEAD

Math Team

Model UN (Formerly Mock Trial)

National Honor Society (2@)

Newspaper

Peer Education (2@)

Robotics

Robotics Assistant

Science Fair Coordinator

Student Government - Freshmen (2@)
Student Government - Sophomores 2@)
Student Government - Junior Class 2@)
Student Government - Senior Class Advisor (2@)
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F'26
0%
43.91
104.55

1,758
1,758
1,456
4,549
1,758
1,758
1,456
1,758
1,758
1,456
1,456
4,500
4,500
4,500

750

750

750
1,456
1,456
1,758
1,456
1,456
1,758
1,758
1,758
1,758
1,820
1,758
6,732
2,222
1,456
1,758
1,758
1,820
1,909

FY'27
0%
43.91
104.55

1,758
1,758
1,456
4,549
1,758
1,758
1,456
1,758
1,758
1,456
1,456
4,500
4,500
4,500

750

750

750
1,456
1,456
1,758
1,456
1,456
1,758
1,758
1,758
1,758
1,820
1,758
6,732
2,222
1,456
1,758
1,758
1,820
1,909

FY'28
0%
43,91
104.55

1,758
1,758
1,456
4,549
1,758
1,758
1,456
1,758
1,758
1,456
1,456
4,500
4,500
4,500

750

750

750
1,456
1,456
1,758
1,456
1,456
1,758
1,758
1,758
1,758
1,820
1,758
6,732
2,222
1,456
1,758
1,758
1,820
1,909

B-3




Yearbook

Book Club

Decibelles

Film Club

Latin Club

SADD

Volunteer Corps 2@)

NMS Co-Curricular Club/Activity

Activities Program (Per 6 week program)(student
fees)

Best Buddies Regular Ed.
Best Buddies Special Ed.
Community Service

Drama (2@)

8th Grade DC Trip Facilitator
Jazz Band

LEAD

Math Team
Music/Community Engagement/Ensembles
Student Government
Student Government
Yearbook

Elementary Co-Curricular Club/Activity
Student Government (Cole)

Student Government (Vinal)

Elementary Co-Curriculars (Per 6 hour session)
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5,275
1,456
1,456
1,456
1,456
1,456
1,758

400
1,758

1,758

1,758
3,790
1,758
1,758
1,758
1,758
1,758
1,820
1,820
3,958

1785
1785
300

5,275
1,456
1,456
1,456
1,456
1,456
1,758

400
1,758
1,758
1,758
3,790
1,758
1,758
1,758
1,758
1,758
1,820
1,820
3,958

1785
1785
300

5,275
1,456
1,456
1,456
1,456
1,456
1,758

400
1,758
1,758
1,758
3,790
1,758
1,758
1,758
1,758
1,758
1,820
1,820
3,958

1785
1785
300

B-3




APPENDIX C

Guidelines for Granting Credit for
Horizontal Movement on the Salary Scale

1. In order for a course to count as credit toward horizontal movement on the salary scale, it must
meet the following requirements:

(a) Courses must be approved in advance by the Superintendent. Denials of courses under
this section 1 (except for those referenced in subsection 1 (¢)) below may be appealed to a professional
tripartite panel consisting of the Superintendent's designee, the Association's designee, and a mutually
agreeable third person, which will review whether the course is challenging, meaningful and relevant. The
decision of the panel shall be final and binding.

(b) The course must be a graduate credit course from an accredited college or university in
the field of education in an area related to the subject matter being taught.

(c) Any other graduate credit course may be approved at the discretion of the
Superintendent following an advisory opinion of the professional tripartite panel. Undergraduate courses
may be counted at the discretion of the Superintendent. Decision of the Superintendent will be final.

(d) Courses must have been passed with a grade of "B" or above.

(e) Courses used for educator certification will not be counted.

2. When a new educator is hired, the Superintendent, or Assistant Superintendent, will assess any
courses beyond the BA and MA to determine if such courses meet the requirements for granting credit
toward horizontal movement on the salary scale above. Those courses which qualify will be listed on a
data sheet, to be kept on file in each educator's folder, and said data sheet will be signed by said new
educator and the superintendent, or Assistant Superintendent.

a. When an educator’s master’s program exceeds a typical standard Masters of Teaching
program, the additional credits will apply to their MA+ status beyond 36 credits.

3. Horizontal movement on the salary scale shall be limited to one column and one step per school
year except that an educator may move from BA+15 to MA in a school year.

4. Approved courses taken before September 1 of a school year.

Educators who file the transcripts of such courses with the Office of the Superintendent by September 1
of the school year will receive full credit for that school year. Educators who file the transcripts of such
courses after September 1 of the school year, but not later than the following February 1, will receive credit
for the second half of that school year. If appropriate documentation (e.g., transcripts) is not filed within
six months of completing courses, credit may be denied.

5. Each educator now in the system shall receive a copy of these guidelines and new educators
shall be given a copy when hired.
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APPENDIX D

EVALUATION PROCEDURES AND PERFORMANCE STANDARDS
(EDUCATORS WITH AND WITHOUT PROFESSIONAL STATUS)

INTRODUCTION

On June 28, 2011 the Massachusetts Board of Elementary and Secondary Education adopted new
regulations to guide the evaluation of all educators serving in positions requiring a license—educators,
principals, superintendents, and other administrators. The regulations are designed first and foremost to
promote leaders’ and educators’ growth and development. They place student learning at the center of the
process using multiple measures of student learning.

Each educator will take a leading role in shaping their professional growth and development.

- Every educator will assess their own performance and propose one or more challenging goals for
improving their own practice. A formal process for reflection and self-assessment creates the foundation
of a new opportunity for educators to chart their own course for professional growth and development.

- Every educator will be using a rubric that offers a detailed picture of practice at four levels of
performance. District-wide rubrics set the stage for both deep reflection and the rich dialogue about
practice that our profession seeks.

- Every educator will also consider their students’ needs using a wide range of ways to assess student
growth and propose one or more challenging goals for improving student learning. They will be able to
monitor progress carefully and analyze the impact of their hard work.

- Every educator will be expected to consider team goals, a clear indication of the value the new process
places on both collaboration and accountability.

- Every educator will compile and present evidence and conclusions about their performance and progress
on their goals, ensuring that the educator voice is critical to the process.

- A common language for talking about teaching;
- Criteria for teaching that are published and understood by all involved; and

- A commitment to improving supervision and evaluation as an ongoing goal.

PURPOSE OF SUPERVISION AND EVALUATION

This contract language has been locally negotiated and based on M.G.L., c.71, § 38; M.G.L. c.150E; the
Educator Evaluation regulations, 603 CMR 35.00 et seq.

The regulatory purposes of evaluation are:
a. 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);

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

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

d. To assure effective teaching and administrative leadership, 35.01(3).
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Educators' professional skills are assessed and evaluated through self-assessment, self-assessment
analysis and goals setting, implementation of individualized plan, formative assessment and summative
evaluation. The intent of this process is to encourage ongoing self-examination of professional skills, to
promote professional growth, to increase student achievement, to commend professional achievement,
and to provide the necessary information to recommend improvements in teaching performance.

EDUCATOR EVALUATION MODEL: OVERVIEW
1) GENERAL PROVISIONS

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

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

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

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

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

F. The parties agree that their consideration of and decision not to include Section 26F of the DESE
Educator and Caseload Educator Model Contract Language (relating to the arbitrator’s authority),
as well as their decisions to withdraw any written or verbal proposals regarding arbitrator authority,
were made without prejudice to the parties’ respective positions on the matter and will not be used
by either party in any forum as evidence of bargaining history.

2) 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:

a. 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;

b. 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
include:

1. common assessments, including Norwell Public Schools Common Assessments (this list,
independent of this agreement, shall be updated as necessary and approved annually by
June 30 by the Education Association of Norwell’s President and the Superintendent of
Schools or designee), pre and post unit and course assessments, portfolios, capstone
projects, compliance measures, data binders, or rubrics; and,
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2. statewide measures, where applicable, such as the Student Growth Percentile derived from
the mandated statewide assessment program (now MCAS 2.0) or Assessing
Comprehension and Communication in English State-to-State for English Language
Learners (ACCESS), or other program if the state makes changes.

c. 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.

B. Judgments based on observations and artifacts of practice including:
a. Unannounced observations of practice.

b. 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.

c. Examination of Educator work products, as agreed to by the evaluator and the educator and as
outlined in the Educator Plan.

d. Examination of student work samples, as agreed to by the evaluator and the educator and as
outlined in the Educator Plan.

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

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

ii. Evidence of active outreach to and engagement with families;
b. Evidence of progress towards professional practice goal(s);
c. Evidence of progress toward student learning outcome’s goal(s);
d. Student feedback;

e. 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.

EDUCATORS WITH AND WITHOUT PROFESSIONAL STATUS
1) ANNUAL ORIENTATION

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

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

b. Provide all Educators with directions for obtaining a copy of the forms used by the district.
2) SELF-ASSESSMENT
A. Completing the Self-Assessment

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

b. The self-assessment includes:

(a) An analysis of evidence of student learning, growth and achievement for students under the
Educator’s responsibility.
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(b) An assessment of practice against each of the four Performance Standards of effective
practice using the district’s rubric.

(c) Proposed goals to pursue:
(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.
B. Proposing the goals

a. 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 (b) below.
Educators may meet with teams to consider establishing team goals. Evaluators may participate in such
meetings.

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

c. 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.

d. For Educators with PTS and ratings of proficient or exemplary, the goals may be team goals,
with exception to the Professional Practice Goal. Individual professional practice goals that address
enhancing skills that enable the Educator to share proficient practices with colleagues or develop
leadership skills must be individual goals.

e. 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. Additional
goals may address shared grade level or subject area team goals.

3) GOAL SETTING CONFERENCE AND DEVELOPMENT OF THE EDUCATOR PLAN

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

B. To determine the goals that will 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. Generally speaking, goals are developed by mutual agreement
between the educator and evaluator.

C. Educator Plan Development Conferences shall be conducted as follows:

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

b. For those Educators new to the school, the meeting with the Evaluator to establish the Educator
Plan must occur by October 15" or within six weeks of the start of their assignment in that school.
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c. The Evaluator shall meet individually with Educators with PTS who have ratings of needs
improvement or unsatisfactory to develop professional practice goal(s) that must address specific
standards and indicators identified for improvement. In addition, the goals may address shared grade level
or subject matter goals.

d. The Evaluator finalizes the Educator Plan by November 1st. The Educator shall sign/initial and
date 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 approval over the content of the
Educator’s Plan.

4) 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:
a. At least one goal related to improvement of practice tied to one or more Performance Standards;

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

c. 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.

d. 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.

5) DEVELOPING EDUCATOR PLAN

A. The Developing Educator Plan is for all Educators without PTS and, at the discretion of the evaluator,
educators with PTS who are teaching in a new assignment. Developing Educator Plans are one year in
length.

B. The Educator shall be evaluated at least annually.
6) 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 in the previous evaluation cycle. A formative evaluation report is completed at
the end of year 1 (one) and a summative evaluation report at the end of year 2 (two).

B. A One-year Self-Directed Growth Plan is, at the discretion of the evaluator, for educators with PTS
who are teaching in a new assignment. An educator with PTS shall be considered in a new assignment
when teaching under a different license that the educator has not previously taught under in the District
for more than twenty percent (20%) of their course load and further provided that the new assignment is
not the result of an involuntary transfer.
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7) DIRECTED GROWTH PLANS
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 10™.

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.

8) 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
whose duration is not less than 30 school days and no more than one school year and is in direct relation
to the area of unsatisfactory performance. In the case of an Educator receiving a rating of unsatisfactory
near the close of one school year, the Improvement Plan may include activities that occur during the
summer before the next school year begins.

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

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

E. 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.

F. The Improvement Plan process shall include:

a. 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.

b. The Educator may request that a representative of the Education Association of Norwell attend
the meeting(s).

c. With the Educator’s consent, the Chairperson of the Professional Rights and Responsibility
committee of the Education Association of Norwell will be informed that an Educator has been placed on
an Improvement Plan.

G. The Improvement Plan shall:

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

b. Describe the activities and work products the Educator must complete as a means of improving
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performance;
c. Describe the assistance that the district will make available to the Educator;
d. Articulate the measurable outcomes that will be accepted as evidence of improvement;

e. 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);

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

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

H. A copy of the signed Plan shall be provided to the Educator. The Educator shall sign/initial and date
the Plan indicating that the Educator received the Improvement Plan. The signature does not indicate
agreement or disagreement with its contents.

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

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

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

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

(c) 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.

9) FORMATIVE ASSESSMENT

A. A specific purpose for evaluation is to promote student learning, growth and achievement by providing
Educators with feedback for improvement. Evaluators are expected to make frequent unannounced
classroom observations during a school year. Evaluators, following the unannounced classroom
observations, are expected to give brief written 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.

B. 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.

C. 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.

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

F. 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 to the Educator in person or
by email or other electronic means.

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

H. The Educator shall sign/initial and date the Formative Assessment report by within 5 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.

I. As a result of the Formative Assessment Report, there may be changes made to the activities in the
Educator Plan.

J. 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.

10) FORMATIVE EVALUATION FOR TWO YEAR SELF-DIRECTED PLANS

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.

B. 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.

C. No less than two weeks before the due date (June 1) for the Formative Evaluation report, which due
date shall be established by the Evaluator with written notice provided to the Educator, the Educator shall
provide to the Evaluator evidence of family outreach and engagement, fulfillment of professional
responsibility and growth, and progress on attaining professional practice and student learning goals. The
educator may also provide to the evaluator additional evidence of the educator’s performance against the
four Performance Standards.

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

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 within 5 school days of receiving
the report.

G. The Educator shall sign and date the Formative Evaluation report within 5 school days of receiving the
report. The signature indicates that the Educator received the Formative Evaluation report. The signature
does not indicate agreement or disagreement with its contents.

H. As a result of the Formative Assessment Report, there may be changes made to 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.
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11) 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.

12) 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 1%

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. The summative evaluation rating must be based on evidence from multiple categories of evidence. The
Student Growth Percentile derived from the mandated statewide assessment program (now MCAS 2.0) or
Assessing Comprehension and Communication in English State-to-State (ACCESS) for English Language
Learners shall not be the sole basis for a summative evaluation rating.

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

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

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

H. 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 1%,

I. The Evaluator shall meet with the Educator rated needs improvement or unsatisfactory to discuss the
summative evaluation. The meeting shall occur by June 10",

J. 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 151,

K. 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.

L. The Educator shall sign and date the final Summative Evaluation report by June 15th. The signature
indicates that the Educator received the Summative Evaluation report. The signature does not indicate
agreement or disagreement with its contents.

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

N. A copy of the signed final Summative Evaluation report shall be filed in the Educator’s personnel file.
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EDUCATORS WITHOUT PROFESSIONAL EDUCATOR STATUS

1. TIMELINES

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 1

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)

October 15

Evaluator completes Educator Plans

November 1

Evaluator should complete first observation of each Educator

November 15

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

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

January 5*

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

February 1

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

February 15

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

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

April 20*

Evaluator completes Summative Evaluation Report

June 1
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Evaluator meets with Educators whose overall Summative June 10
Evaluation ratings are Needs Improvement or Unsatisfactory

Evaluator meets with Educators whose ratings are proficient or June 15
exemplary at request of Evaluator or Educator

Educator signs Summative Evaluation Report and adds response, if | June 15
any within 5 school days of receipt

1) OBSERVATION OF PRACTICE AND EXAMINATION OF ARTIFACTS

A. In the first year of practice a non-PTS Educator shall have at least one announced observation and at
least four, but no more than ten, unannounced observations during the school year.

B. In their second and third years of practice as a non-PTS Educator, the Educator shall have at least three,
but no more than ten, unannounced observations during the school year.

2) OBSERVATIONS

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

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

a. An unannounced observation is a data gathering process in which the educator is not informed
prior to the process commencing that includes notes and judgments made during one or more classroom
or worksite visits(s) of 10-15 minutes, by the Evaluator and may include examination of artifacts of
practice including student work.

b. The Educator will be provided with at least brief written feedback from the Evaluator within 3-
5 school days of the observation. The written feedback shall be delivered to the Educator in person or by
email or other electronic means.

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

B. Announced Observations

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

b. 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. Generally speaking, dates and times are
developed by mutual agreement between the educator and evaluator.

c. Within 5 school days of the scheduled observation, upon request of either the Evaluator or
Educator, the Evaluator and Educator shall meet for a pre-observation conference. In lieu of a meeting,
the Educator may inform the Evaluator in writing of the nature of the lesson, the student population served,
and any other information that will assist the Evaluator to assess performance.
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d. The Educator shall provide the Evaluator a draft of the lesson, student conference, IEP plan or
activity. If the actual plan is different, the Educator will provide the Evaluator with a copy prior to the
observation.

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

f. The Evaluator shall provide the Educator with written feedback within 5 school days of the post-
observation conference. For any standard where the Educator’s practice was found to be unsatisfactory or
needs improvement, the feedback must:

(a) Describe the basis for the Evaluator’s judgment.
(b) Describe actions the Educator should take to improve their performance.
(c) Identify support and/or resources the Educator may use in their improvement.

(d) State that the Educator is responsible for addressing the need for improvement.

3) CAREER ADVANCEMENT

A. In order to attain Professional Educator Status (“PTS”), 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 1. The principal’s decision is subject to review and approval by the
Superintendent.

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

C. Educators with PTS whose summative performance rating is exemplary may be recognized and
rewarded with leadership roles, promotions, additional compensation, public commendation or other
acknowledgement as determined by the district through collective bargaining.

EDUCATORS WITH PROFESSIONAL EDUCATOR STATUS
1) TIMELINES
A. Educators with PTS on Two Year Plans

Activity: Completed By:

Superintendent, principal or designee meets with evaluators and September 15 of Year 1
educators to explain evaluation process
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Evaluator meets with first-year educators to assist in self-
assessment and goal setting process

Educator submits self-assessment and proposed goals

October 1 of Year 1

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)

October 15 of Year 1

Evaluator completes Educator Plans

November 1 of Year 1

Evaluator completes unannounced observation(s)

Any time during the
2- year evaluation
cycle

Evaluator completes Formative Evaluation Report

June 1 of Year 1

Evaluator conducts Formative Evaluation Meeting, if any

June 1 of Year 1

Evaluator completes Summative Evaluation Report

May 15 of Year 2

Evaluator conducts Summative Evaluation Meeting, if any

June 10 of Year 2

Evaluator and Educator sign Summative Evaluation Report

June 15 of Year 2

B. Educators on Plans of Less than One Year

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

2) OBSERVATION OF PRACTICE AND EXAMINATION OF ARTIFACTS

A. The Educator whose overall rating is proficient or exemplary shall have at least one, but no more than

ten, unannounced observation during the evaluation cycle.

B. The Educator whose overall rating is needs improvement must be observed according to the Directed

Growth Plan during the period of Plan that must include at least two unannounced observations.
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C. The Educator whose overall rating is unsatisfactory must be observed according to the Improvement
Plan that must include both unannounced and announced observation. The Evaluator shall determine the
number and frequency of observations.

3) OBSERVATIONS
The Evaluator is not required nor expected to review all the indicators in a rubric during an observation.
A. Unannounced Observations

a. An unannounced observation is a data gathering process in which the educator is not informed prior to
the process commencing that includes notes and judgments made during one or more classroom or worksite
visit(s) of 10-15 minutes, by the Evaluator and may include examination of artifacts of practice including
student work.

b. The Educator will be provided with at least brief written feedback from the Evaluator within 3-5 school
days of the observation. The written feedback shall be delivered to the Educator in person or by email or
other electronic means.

c. 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.

4) CAREER ADVANCEMENT

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

B. Educators with PTS whose summative performance rating is exemplary may be recognized and
rewarded with leadership roles, promotions, additional compensation, public commendation or other
acknowledgement as determined by the district through collective bargaining.

GLOSSARY
DEFINITIONS (* indicates definition based on 603 CMR 35.02):

A. *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.

B. Caseload Educator: Educators who teach or counsel individual or small groups of students through
consultation with the regular classroom educator, for example, school nurses, school counselors, speech
and language pathologists, reading specialists, special educators, occupational therapists, school
psychologists, and social workers (with exception to Pre-Kindergarten Special Educators).

C. Classroom educator: Educators who teach PK-12 whole classes, and educators of special subjects
such as art, music, library, technology education, and physical education.

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

E. Common Assessments: Identical or comparable assessments of student learning, growth, and
achievement related to the Massachusetts Curriculum Frameworks, or other relevant frameworks used by
educators in the same role across the district. These assessments may be commercial assessments or
district developed, and may include, but are not limited to: portfolios, pre- and post-tests, unit and course
assessments, performance assessments, and capstone projects.

a. Norwell Public Schools Common Assessments: Assessments that come solely from a district and
educator approved list which is updated as necessary and approved annually (by June 30) by the
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Education Association of Norwell’s President and the Superintendent of Schools (or designee).

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

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

a. 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 Educator Status (PTS).

b. 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.

c. 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.

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

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

H. *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”).

I. *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.

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

b. Supervising Evaluator shall be the person responsible for developing the Educator Plan,
supervising the Educator’s progress through formative assessments, evaluating the Educator’s progress
toward attaining the Educator Plan goals, and making recommendations about the evaluation ratings to
the primary Evaluator at the end of the Educator Plan. The Supervising Evaluator may be the primary
Evaluator or their designee.

c. Teaching Staff Assigned to More Than One Building: the appropriate administrator will
evaluate each Educator who is assigned to more than one building 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 predominating assignment, the
superintendent will determine who the primary evaluator will be.

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

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

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

M. *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.

N. *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.

0. *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.

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

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

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

S. Parties: The parties to this agreement are the Norwell School Committee and the Education Association
of Norwell.

T. *Performance Rating: Describes the Educator’s performance on each performance standard and
overall. There shall be four performance ratings:

a. 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.

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

c. 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.

d. 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.

U. *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.

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

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

a. Standard 1: Curriculum, Planning and Assessment
b. Standard 2: Teaching All Students

c. Standard 3: Family and Community Engagement
d. Standard 4: Professional Culture

e. Attainment of Professional Practice Goal(s)

f. Attainment of Student Learning Goal(s)

X. *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:

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

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

c. Elements: Defines the individual components under each indicator

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

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

Z. *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.

AA. *Educator: 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. Educators
may include, for example, classroom educators, librarians, guidance counselors, or school nurses.

STANDARD I: Curriculum, Planning, and Assessment

The teacher promotes the learning and growth of all students by providing high-quality and coherent
instruction, designing and administering authentic and meaningful student assessments, analyzing student
performance and growth data, using this data to improve instruction, providing students with constructive
feedback on an ongoing basis, and continuously refining learning objectives.
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Indicator I-A. Curriculum & Planning

Knows the subject matter well, has a good grasp of child development and how students learn, and designs effective
and rigorous standards-based units of instruction consisting of well-structured lessons with measurable outcomes.

Unsatisfactory

Needs Improvement

Proficient

Exemplary!

Demonstrates limited
knowledge of the subject
matter and/or its
pedagogy; relies heavily
on textbooks or resources
for development of the

Demonstrates factual
knowledge of subject
matter and the pedagogy
it requires by sometimes
engaging students in
learning experiences that

Demonstrates sound
knowledge and
understanding of the
subject matter and the
pedagogy it requires by
consistently engaging

Demonstrates expertise in
subject matter and the
pedagogy it requires by
consistently engaging all
students in learning
experiences that enable

Isjbjlt;ct factual content. Ra.\rely enable them to acquire stude'nts in learning them to'acquire,
Matter engages students in complex knowledge and experiences that enable synthesize, and apply
learning experiences subject-specific skillsand ~ them to acquire complex  complex knowledge and
Knowledge . . e
focused on complex vocabulary. knowledge and subject- subject-specific skills and
knowledge or subject- specific skills and vocabulary, such that they
specific skills and vocabulary, such that they are able to make and
vocabulary. are able to make and assess evidence-based
assess evidence-based claims and arguments.
claims and arguments. Models this practice for
others.
Demonstrates little or no Demonstrates knowledge = Demonstrates knowledge = Demonstrates expert
knowledge of of developmental levels of  of the developmental knowledge of the
developmental levels of students in this grade or levels of students in this developmental levels of
students in this grade or subject, but does not grade or subject and the students in this grade or
subject, or differences in identify developmental different ways they learn subject and uses this
1-A-2. how students learn. levels and ways of by providing knowledge to
. Typically develops one learning among the differentiated learning differentiate and expand
Childand . ience for all  students in the cl iences that enable  learni iences that
earning experience for a students in the class experiences that enable earning experiences
Adolescent

Developmen
t

students that does not
enable most students to
meet the intended
outcomes.

and/or develops learning
experiences that enable
some, but not all,
students to exercise self-
management, make
responsible decisions, and
move toward meeting
intended outcomes.

all students to exercise
self-management, make
responsible decisions, and
progress toward meeting
intended outcomes.

enable their own students
to exercise self-
management, make
responsible decisions, and
make significant progress
toward meeting intended
outcomes. Models this
practice for others.

"Exemplary practice in many elements includes the expectation that an educator model the practice for other educators. Modeling can
occur in formal and informal ways, including but not limited to training, teaching, coaching, assisting, sharing, and/or demonstrating
good practice. Where and when this expectation is appropriate, this level of expertise is denoted by “Models this practice for others.”
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Indicator I-A. Curriculum & Planning

Knows the subject matter well, has a good grasp of child development and how students learn, and designs effective

and rigorous standards-based units of instruction consisting of well-structured lessons with measurable outcomes.

Unsatisfactory

Needs Improvement

Proficient

Exemplary!

I-A-3.
Well-
Structured
Units and
Lessons

Delivers individual lessons
rather than units of
instruction; constructs
units of instruction that
are not aligned with state
standards/ local curricula;
and/or designs lessons
that lack measurable
outcomes, fail to include
appropriate student
engagement strategies,
and/or include tasks that
mostly rely on lower-level
thinking skills.

Implements lessons and
units of instruction to
address some knowledge
and skills defined in state
standards/local curricula
with some elements of
appropriate student
engagement strategies,
but some student
outcomes are poorly
defined and/or tasks are
not challenging.

Adapts as needed and
implements standards-
based units comprised of
well-structured lessons
with challenging tasks and
measurable outcomes;
appropriate student
engagement strategies,
pacing, sequence,
resources, and grouping;
purposeful questioning;
and strategic use of
technology and digital
media; such that students
are able to learn the
knowledge and skills
defined in state
standards/local curricula.

Adapts as needed and
implements standards-
based units comprised of
well-structured lessons
with challenging tasks and
measurable outcomes;
appropriate student
engagement strategies,
pacing, sequence,
resources, and grouping;
purposeful questioning;
and strategic use of
technology and digital
media; such that all
students are able to learn
and apply in authentic
contexts the knowledge
and skills defined in state
standards/local curricula.
Models this practice for
others.
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Indicator I-B. Assessment

Uses a variety of informal and formal methods of assessments to measure student learning, growth, and
understanding to develop differentiated and enhanced learning experiences and improve future instruction.

Unsatisfactory

Needs Improvement

Proficient

Exemplary

Administers only the
assessments required by
the school and/or
measures only point-in-

May administer some
informal and/or formal
assessments to measure
student learning but

Uses a variety of informal
and formal assessments
methods, including
common interim

Designs and administers a
comprehensive system of
informal and formal
assessments, including

I-B-1. time student rarely measures student assessments, to measure  common interim
Variety of achievement. progress toward achieving  students’ learning, assessments and ongoing
Assessment state/local standards. growth, and progress progress monitoring
Methods toward achieving methods, to measure
state/local standards. each student’s learning,
growth, and progress
toward achieving
state/local standards.
Models this practice for
others.
Makes few adjustments to May analyze some Analyzes results from a Regularly organizes and
practice based on formal assessment results but variety of assessments to  analyzes results from a
and informal assessments.  only occasionally adjusts determine progress variety of assessments to
practice or modifies toward intended determine progress
future instruction based outcomes and uses these  toward intended
on the findings. findings to adjust practice  outcomes and uses these
and identify and/or findings to adjust practice
I-B-2. implement differentiated  in real-time and in
pleertirsand et s i
to Practice

students.

implementing appropriate
differentiated
interventions and
enhancements for all
students, and (b) making
appropriate modifications
to lessons and units.
Models this practice for
others.
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Indicator I-C. Analysis

Analyzes data from assessments, draws conclusions, and shares them appropriately.

Unsatisfactory

Needs Improvement

Proficient

Exemplary

Does not draw
conclusions from student
data beyond completing
minimal requirements

Draws conclusions from a
limited analysis of student
data to inform student
grading and promotion

Draws appropriate
conclusions from a
thorough analysis of a
wide range of assessment

Draws appropriate,
actionable conclusions
from a thorough analysis
of a wide range of

-C-1. ] such as grading for report  decisions. data to inform assessment data to inform
Analysis and . . .
. cards. instructional decisions short- and long-term
Conclusions and improve student instructional decisions
learning. that improve learning for
all students. Models this
practice for others.
Rarely shares with Only occasionally shares Regularly shares with Proactively and regularly
colleagues conclusions with colleagues appropriate colleagues shares conclusions and
about student progress conclusions about student  (e.g., general education, insights about student
I-C-2. and/or rarely seeks progress and/or only special education, and progress with all
. feedback. occasionally seeks English learner staff) appropriate colleagues.
Sharlng. feedback from them conclusions about student  Seeks and applies
Co.nclusmns about practices that will progress and seeks feedback from them
With support improved student  feedback from them about instructional and
Colleagues learning. about instructional or assessment practices that
assessment practices that  will support improved
will support improved student learning.
student learning.
Provides little or no Provides some feedback Based on assessment Establishes regular
feedback to students to students about data, provides descriptive  feedback loops with
I-C-3. about their performance performance beyond feedback to students, students that support
Sharing except through grades or  grades but rarely shares engages them in constructive conversation
Conclusions | report of task completion, strategies or solicits constructive conversation, about student
With or provides inappropriate  feedback from students and seeks feedback that performance, progress,
Students feedback that does not on how to improve their focuses on how students and improvements based

support students to
improve their
performance.

performance toward
objectives.

can improve their
performance.

on assessment data.
Models this practice for
others.
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STANDARD llI: Teaching All Students

The teacher promotes the learning and growth of all students through instructional practices
that establish high expectations, create a safe and effective classroom environment, and
demonstrate cultural proficiency.

Indicator lI-A. Instruction

Uses instructional practices that reflect high expectations regarding content and quality of effort and work; engage all
students; and are personalized to accommodate diverse learning styles, needs, interests, and levels of readiness.

Unsatisfactory

Needs Improvement

Proficient

Exemplary

Establishes no or low
expectations around
quality of work and effort

May state high
expectations for quality
and effort, but provides

Consistently defines high
expectations for the
quality of student work

Consistently
demonstrates high
expectations for the

I-A-1. and/or offers few few exemplars and and the perseverance and  quality of student work

Quality of supports for s:tudents to rubric's, limited guided feffort requirgd to produce and the perseverance and

Effort and produce quality work or practice, and/or few other it; often provides effort required to produce

Work effort. supports to help students  exemplars, rubrics, and it; supports students to
know what is expected of  guided practice. set high expectations for
them; may establish themselves and for each
inappropriately low other to produce high-
expectations for quality quality work. Models this
and effort. practice for others.

Uses instructional Uses instructional Consistently uses Consistently uses

I-A-2. practices that leave most practices that motivate instructional practices instructional practices

Student students uninvolved and engage some that are likely to motivate  that motivate and engage

Engagement and/or passive students in the content of  and engage most students all students in the content

participants in the content
of the lesson.

the lesson, but leave
others uninvolved and/or
passive participants.

in the content of the
lesson.

of the lesson and
independent work.
Models this practice for
others.
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Indicator lI-A. Instruction

Uses instructional practices that reflect high expectations regarding content and quality of effort and work; engage all

students; and are personalized to accommodate diverse learning styles, needs, interests, and levels of readiness.

Unsatisfactory

Needs Improvement

Proficient

Exemplary

1I-A-3.
Meeting
Diverse
Needs

Uses limited and/or
inappropriate practices to
accommodate
differences.

May use some
appropriate inclusive
practices to accommodate
differences, but fails to
address an adequate
range of differences.

Uses appropriate inclusive
practices, such as tiered
supports and scaffolded
instruction, to
accommodate differences
in students’ learning
needs, abilities, interests,
and levels of readiness,
including those of
academically advanced
students, students with
disabilities, and English
learners.

Uses a variety of
appropriate inclusive
practices, such as tiered
supports and scaffolded
instruction, to address
specific differences in
individual students’
learning needs, abilities,
interests, and levels of
readiness, creating
structured opportunities
for each student to meet
or exceed state
standards/local
curriculum and behavioral
expectations. Models this
practice for others.

Indicator II-B. Learning Environment

Creates and maintains a safe and collaborative learning environment that motivates students to take
academic risks, challenge themselves, and claim ownership of their learning.

Unsatisfactory

Needs Improvement

Proficient

Exemplary

11-B-1.

Safe
Learning
Environment

Maintains a physical
environment that is
unsafe or does not
support student learning.
Uses inappropriate or
ineffective rituals,
routines, and/or
responses to reinforce
positive behavior or
respond to behaviors that
interfere with students’
learning.

May create and maintain
a safe physical
environment but
inconsistently maintains
rituals, routines, and
responses needed to
prevent and/or stop
behaviors that interfere

with all students’ learning.

Uses rituals, routines, and
appropriate responses
that create and maintain a
safe physical and
intellectual environment
where students take
academic risks and most
behaviors that interfere
with learning are
prevented.

Uses rituals, routines, and
proactive responses that
create and maintain a safe
physical and intellectual
environment where
students take academic
risks and play an active
role—individually and
collectively—in
preventing behaviors that
interfere with learning.
Models this practice for
others.
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Indicator II-B. Learning Environment

Creates and maintains a safe and collaborative learning environment that motivates students to take
academic risks, challenge themselves, and claim ownership of their learning.

Unsatisfactory

Needs Improvement

Proficient

Exemplary

11-B-2.
Collaborative
Learning
Environment

Makes little effort to
teach relationship and
communication skills or
facilitate student work in
groups, or such attempts
are ineffective.

Teaches some
relationship and
communication skills by
providing some
opportunities for students
to work in groups and
facilitating meaningful
discourse.

Develops students’
relationship and
communication skills by
providing opportunities
for students to learn in
groups with diverse peers
and facilitating
meaningful academic
discourse.

Develops and reinforces
students’ relationship and
communication skills by
providing opportunities
for students to learn in
groups with diverse peers
and facilitating
meaningful academic
discourse, such that
students regularly seek
out their peers as
resources. Models this
practice for others.

11-B-3.
Student
Motivation

Directs all learning
experiences, providing
few, if any, opportunities
for students to take
academic risks or
challenge themselves to
learn.

Creates some learning
experiences that guide
students to identify
needs, ask for support,
problem-solve, and
challenge themselves to
take academic risks.

Regularly creates learning
experiences that guide
students to identify their
strengths, interests, and
needs; problem-solve; ask
for support when
appropriate; take
academic risks; and
challenge themselves to
learn.

Consistently supports all
students to identify
strengths, interests, and
needs; set and pursue
learning goals; ask for
support when
appropriate; take
academic risks; problem-
solve; challenge
themselves; and monitor
their own progress.
Models this practice for
others.
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Indicator II-C. Student Learning

Demonstrates expected impact on student learning based on multiple measures of student learning, growth,
and achievement. For teachers who are responsible for direct instruction, these measures must include
student progress on common assessments and, where available, statewide student growth measures.

The model rubrics describe educator practice and provide clear criteria across four performance levels that focus on the
educator’s actions and behaviors.

The Student Learning Indicator is about the impact of those actions relative to student learning. Did students learn as much as
educators set out to teach?

For teachers, evidence of impact on student learning based on multiple measures of student learning, growth, and achievement
must be taken into account by the evaluator when determining a performance rating for Standard Il. Because evaluators are not
required to make a rating determination for any individual Indicator, this allows them to consider evidence of impact alongside
evidence of practice when determining a rating for Standard 1. There are no associated elements or performance descriptors for
the Student Learning Indicator.

Evaluators and educators should identify the most appropriate assessments of student learning and anticipated student learning
gains associated with those measures when developing the Educator Plan.

Indicator II-D. Cultural Proficiency

Actively creates and maintains an environment in which students’ diverse backgrounds, identities, strengths,
and challenges are respected.

Unsatisfactory Needs Improvement Proficient Exemplary
Establishes an Establishes an Establishes an Establishes an
environment in which environment in which environment in which environment in which
students demonstrate students generally students demonstrate students respect and
limited respect for demonstrate respect for respect for and affirm affirm their own (self-
individual differences, and individual differences; their own (self-awareness) awareness) and others’
fails to identify and/or anticipates and responds and others’ (social (social awareness)
responds in inappropriate  appropriately to some awareness) differences differences and are
ways when conflicts arise.  conflicts or related to background, supported to share,
I-D-1. misunderstandings but identity, language, explore, and initiate
Creates and ignores and/or minimizes  strengths, and challenges, dialogue about
Maintains a others. and responds differences and
Respectful appropriately if/when similarities related to
Environment conflicts or background, identity,
misunderstandings arise language, strengths, and
related to such challenges. Responds
differences. appropriately if/when
conflicts or
misunderstandings arise
related to such
differences. Models this
practice for others.
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Indicator II-E. Expectations

Plans and implements lessons that set clear and high expectations and also make knowledge accessible for

Unsatisfactory

all students.

Needs Improvement

Proficient

Exemplary

11-E-1.
High
Expectations

Does not communicate
specific academic and
behavior expectations to
students, and gives up on
some students or
communicates that some
cannot master challenging
material.

Occasionally
communicates
expectations for student
work, effort, and behavior
in the classroom, but
inconsistently enforces
these expectations and/or
does little to counteract
student misconceptions
about innate ability.

Clearly communicates
high standards for student
work, effort, and
behavior, and consistently
reinforces the expectation
that all students can meet
these standards-through
effective effort, rather
than innate ability.

Effectively communicates
high standards for student
work, effort, and behavior
such that students take
ownership of meeting
them; models and
reinforces ways that
students can master
challenging material
through effective effort,
and successfully
challenges
misconceptions about
innate ability. Models this
practice for others.

1I-E-2.
Access to
Knowledge

Rarely adapts instruction,
materials, and
assessments to make
challenging material
accessible to all students.

Occasionally adapts
instruction, materials, and
assessments to make
challenging material
accessible to all students.

Consistently adapts
instruction, materials, and
assessments to make
challenging material
accessible to all students,
including English learners
and students with
disabilities.

Individually and with
colleagues, consistently
adapts instruction,
materials, and
assessments to make
challenging material
accessible to all students,
including English learners
and students with
disabilities; models
approaches that lead
students to access
knowledge on their own
as well. Models this
practice for others.
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STANDARD llI: Family and Community Engagement

The teacher promotes the learning and growth of all students through effective partnerships
with families, caregivers, community members, and organizations.

Indicator Ill-A. Engagement

Welcomes and encourages every family to become active participants in the classroom and school

Unsatisfactory

community.

Needs Improvement

Proficient

Exemplary

llI-A-1.
Family
Engagement

Does not welcome
families to become
participants in the
classroom and school
community or actively
discourages their
participation.

Makes limited attempts to
involve families in school
and/or classroom
activities, meetings, and
planning.

Uses a variety of culturally
responsive practices and
communication strategies
to support every family to
participate actively and
appropriately in the
classroom and/or school
community.

Engages all families using
a variety of culturally
responsive practices and
communication strategies
that result in increased
and/or more meaningful
participation in the
classroom and/or school
community. Models this
practice for others.

Indicator I11-B. Collaboration

Collaborates with families to create and implement strategies for supporting student learning and
development both at home and at school.

Unsatisfactory

Needs Improvement

Proficient

Exemplary

1-B-1.
Learning
Expectations

Does not inform families
about learning or
behavior expectations.

Sends home only a list of
classroom rules and the
learning outline or
syllabus for the year.

Consistently provides
families with clear, user-
friendly expectations for
student learning and
behavior.

Successfully
communicates to families
student learning and
behavior expectations and
their purposes, such that
they can be readily
reinforced at home.
Models this practice for
others.
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Indicator I11-B. Collaboration

Collaborates with families to create and implement strategies for supporting student learning and
development both at home and at school.

Unsatisfactory

Needs Improvement

Proficient

Exemplary

11-B-2.
Curriculum
Support

Rarely, if ever,
communicates with
families on ways to
support children at home
or at school.

Sends home occasional
suggestions on how
families can support
children at home or at
school.

Regularly updates families
on curriculum throughout
the year and suggests
strategies for supporting
learning at school and
home, including
appropriate adaptation
for students with
disabilities or limited
English proficiency.

Regularly updates families
on curriculum throughout
the year, and prompts
most families to use one
or more suggested
strategies for supporting
learning at school and
home. Consistently seeks
out feedback and
evidence of impact.
Models this practice for
others.

Indicator I1I-C. Communication

Engages in regular, two-way, and culturally proficient communication with families about student learning
and performance.

Unsatisfactory

Needs Improvement

Proficient

Exemplary

-c-1.
Culturally
Proficient
Communication

Communicates with or
responds to families only
through report cards,
and/or communicates
with families
inappropriately or
disrespectfully; makes no
effort to understand
different home
languages, cultures, and
values.

Relies primarily on
newsletters and other
one-way media to
communicate with
families; usually responds
promptly and respectfully
to communications from
families, but
demonstrates
inconsistent or little
understanding of
different home
languages, cultures, and
values.

Regularly communicates
with families about
student learning and
performance, and invites
and responds promptly
to communications from
families while
demonstrating
understanding of and
respect for different
home languages,
cultures, and values.

Regularly uses a two-way
system that supports
frequent, proactive, and
personalized
communication with
families about student
learning and
performance, while
demonstrating
understanding of and
appreciation for different
families’ home language,
culture, and values.
Models this practice for
others.
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STANDARD IV: Professional Culture

The teacher promotes the learning and growth of all students through ethical, culturally
proficient, skilled, and collaborative practice.

Indicator IV-A. Reflection

Demonstrates the capacity to reflect on and improve the educator’s own practice, using informal means as
well as meetings with teams and work groups to gather information, analyze data, examine issues, set
meaningful goals, and develop new approaches in order to improve teaching and learning.

Unsatisfactory

Needs Improvement

Proficient

Exemplary

Demonstrates limited
reflection on practice
and/or use of insights
gained to improve

May reflect on the
effectiveness of lessons/
units and interactions
with students by oneself,

Regularly reflects on the
effectiveness of lessons,
units, and interactions
with students, both

Regularly reflects on the
effectiveness of lessons,
units, and interactions
with students, both

IV-A-1.
. practice. but not with colleagues, individually and with individually and with
Reflective — .
. and/or rarely uses insights  colleagues, and uses colleagues; uses and
Practice . . . . . .
to improve practice. insights gained to improve shares back with
practice and student colleagues insights gained
learning. to improve practice and
student learning.
Generally, participates Proposes goals that are Proposes and monitors Individually and with
passively in the goal- sometimes vague or easy  challenging, measurable colleagues proposes and
setting process and/or to achieve and/or bases professional practice and monitors challenging,
proposes goals that are goals on a limited self- student learning goals measurable goals that are
IV-A-2 vague or easy to reach. assessment and analysis that are based on based on thorough self-
. of student learning data. thorough self-assessment  assessment and analysis
Goal Setting

and analysis of student
learning data.

of student learning data,
and that elevate educator
practice as well as student
learning. Models this
practice for others.
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Indicator IV-B. Professional Growth

Actively pursues professional development and learning opportunities to improve quality of practice or build
the expertise and experience to assume different instructional and leadership roles.

Unsatisfactory

Needs Improvement

Proficient

Exemplary

IV-B-1.
Professional
Learning and
Growth

Participates in few, if any,
professional development
and learning
opportunities to improve
practice and/or applies
little new learning to
practice.

Participates only in
required professional
development activities
and/or inconsistently or
inappropriately applies
new learning to improve
practice.

Consistently seeks out and
applies, when
appropriate, ideas for
improving practice from
supervisors, colleagues,
professional development
activities, and other
resources to gain
expertise and/or assume
different instructional and
leadership
responsibilities.

Consistently seeks out and
applies, when
appropriate, ideas for
improving practice from
supervisors, colleagues,
professional development
activities, and other
resources in a way that
builds expertise of self
and other educators, and
improves student
learning; assumes
different instructional and
leadership
responsibilities.

Indicator IV-C. Collaboration

Collaborates effectively with colleagues on a wide range of tasks.

Unsatisfactory

Needs Improvement

Proficient

Exemplary

IV-C-1.
Professional
Collaboration

Rarely and/or
ineffectively collaborates
with colleagues;
conversations often lack
focus on improving
student learning.

Does not consistently
collaborate with
colleagues in ways that
support productive team
effort.

Consistently and
effectively collaborates
with colleagues on a wide
range of tasks such as
implementing standards-
based units and well-
structured lessons,
examining student work,
analyzing student
performance, and
planning appropriate
interventions.

Effectively leads peer
collaboration in areas
such as implementing
standards-based units and
well-structured lessons,
examining student work,
analyzing student
performance, and
planning appropriate
intervention.
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Indicator IV-D. Decision-Making

Becomes involved in schoolwide decision making, and takes an active role in school improvement planning.

Unsatisfactory

Needs Improvement

Proficient

Exemplary

IV-D-1.
Decision-
Making

Participates in planning
and decision making at
the school, department,
and/or grade level only
when asked and rarely
contributes relevant ideas
or expertise.

May participate in
planning and decision
making at the school,
department, and/or grade
level but rarely
contributes relevant ideas
or expertise.

Consistently contributes
relevant ideas and
expertise to planning and
decision making at the
school, department,
and/or grade level.

Consistently contributes
relevant ideas and
expertise to planning and
decision making at the
school, department,
and/or grade level that
are critical to school
improvement efforts.

Indicator IV-E. Shared Responsibility

Shares responsibility for the performance of all students within the school.

Unsatisfactory

Needs Improvement

Proficient

Exemplary

IV-E-1.
Shared
Responsibility

Rarely reinforces
schoolwide behavior and
learning expectations for
all students and/or makes
a limited contribution to
their learning by rarely
sharing responsibility for
meeting their needs.

Within and beyond the
classroom, inconsistently
reinforces schoolwide
behavior and learning
expectations for all
students, and/or makes a
limited contribution to
their learning by
inconsistently sharing
responsibility for meeting
their needs.

Within and beyond the
classroom, consistently
reinforces schoolwide
behavior and learning
expectations for all
students, and contributes
to their learning by
sharing responsibility for
meeting their needs.

Individually and with
colleagues, develops
strategies and actions
that contribute to the
learning and productive
behavior of all students at
the school, within and
beyond the classroom.
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Indicator IV-F. Professional Responsibilities

Is ethical and reliable, and meets routine responsibilities consistently.

Unsatisfactory

Needs Improvement

Proficient

Exemplary

Demonstrates poor
professional judgment,
fails to adhere to the

Sometimes demonstrates
guestionable professional
judgment or insufficient

Demonstrates sound,
professional judgment,
adheres to the school or

Models sound,
professional judgment,
adheres to the school or

IV-F-1. school or district code of knowledge of the school district’s existing code of  district’s existing code of
Judgment ethics, and/or discloses or district’s existing code ethics, and protects ethics, and protects
confidential student of ethics, and/or student confidentiality student confidentiality
information inadvertently shares appropriately. appropriately.
inappropriately. confidential information.
Frequently fails to meet Meets most routine Consistently fulfills all Consistently fulfills all
routine responsibilities, responsibilities but professional professional
IV-F-2. professional occasionally misses responsibilities; is responsibilities to high
L deadlines/assignments; professional punctual and reliable; and  standards. Models this
Reliability &

Responsibility

and/or regularly fails to
adhere to district
attendance policies.

deadlines/assignments;
and/or inconsistently
adheres to district
attendance policies.

adheres to district
attendance policies.

practice for others,
including students.
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TEACHER LEADERSHIP MEMORANDUM OF AGREEMENT

Whereas the Norwell School Committee intends to create certain teacher leadership
positions to be phased in over a period of time begioning with the grade 6-12 content area
coordinators for English, Mathematics, Science and Social Studies and a district-wide content
area coordnator for Foreign Languages, the parties have discussed and agreed as folfows:

1 The 2001-02 stipend for the grade 6-12 content area coordinator for English,
Mathematics, Science and Sociat Studies and 2 district-wide content area coordinator for
Foreign Languages will be $5000.

2. An additional $1,000 stipend will be provided for the year in which a content area

coordinator’s subject is undergoing a major curriculum review/textbook adoptton.

3. The normal teaching load for a content area coordinator will consist of four (4) teaching
periods and no supervisory period.

4. If practicable, every effort will be made to limit the teaching load to three (3) periods
when the content area is undergoing a major curticulum review/textbook adoption or
when there are several new teachers in the content area. :

5. Beginnirié in September, 2001 the Mathematics and Foreign Language content area
coordinator positions will be filled with the aforementioned stipend and reduced teaching
loads.

6. Should funds be available later in 2001-02, as many of the temaining goﬁ(cnt area

coordinator positions as possible will be filled at the aforementioned stipend, pro rated
over the portion of the year for which the position is filled, but with a full teaching load
and no supervisory period.

s It is the inteat of the School Committee to budget and schedule all five content area
coordinator positions for the 2002-2003 school year in accordance with the agreed upon
stipend and reduced teaching loads.

8. At the conclusion of the first full school year of implementation of each position, the
teacher leadership planaing team will be reconvenedtoTeet with eac ent area
coordinator for a debriefing and assessment of ti{e position jg ode
recommendations for possible modifications.

A
- For the Norwell School Comumittee For the %\ﬂk aCHk of Ndrwell
-
/—;/)7@47&@453/ CLorvmn. [
&!a.vj/ ol

Dated: Dated: %4; /270/ OT“




) SIDE LETTER OF AGREEMENT
CO-CURRICULAR ACTIVITY PROGRAM

WHEREAS the Education Association of Norwell and the Norwell School Committee (the
parties) recognized the desirability and importance of after-school activities for students in the
middle grades and, whereas there are already after-school activities and programs ta place for
students funded by the NEF and other sources, and, whereas the parties want to provide for
additional program opportuaities, the parties agree (o a Middle Grade Co-Curricular Activity
Program (the program), to be implemented as follows:

i. The School Committee will budget a minimum 0f$4,250 for said program at the
Norwell Middle School during each of the 2001-02, 2002-03 and 2003-04 school
years;

2. The School Council is responsible for the management of this money and for

establishing criteria for its disbursement:

3. Staff members interested in conducting an after-school program are to submit a
proposal to the School Council in a form created for this purpose, to include the
type of activity, the goal of the activity, sumber of students, and number of
roeetings;

4. Proposals should include requests for stipends, materals, fees and other expenses
related to the proposed activity, which may be granted, in whole or in part,
subject to the established criteria in the discretion of the School Council;

5. Nothing in this agreement will be interpreted to preclude participation in
programs on a voluntary basis.

The foregoing is a non-grievable and non-arbitrable side letter of intent by and between the
- parties. '

For the Norwell School Committee

Dated: E?/,m/o !




SIDE LETTER TWO
ADDITIONAL STIPEND

The parties agree that teachers who voluntarily teach a sixth pedod during periods of temporary
staffing nieeds will recefve an additiona! stipead of 20% of Bachelors Step One. The Committee
will ot ask a teacher to work a sixth period in order fo reduce (Le,, layoll) existing teachers in
that subject area. When practicabls, experience and years of service will be considered, amon o
other factors, by the administration in making these appotniments,

g

This is to hereby confirm that Side Letter Two: The Additional Stipend (above) has been in effect
since 2001, and will continued for the entire duration of the 2008-2011 collective bargaining
agreement between the Norwell School Committee and the Education Association of Norwell.

0 T,

Kic}!s (€n H W are,ﬁ(h‘)/rﬂ Chair Kert Fuller
Norwell School Committee : For the Education Association of Norwell

G509 ¢/15/09

Date Date



— 2001

Jay Swartz :

President of the Education Association of Norwell
C/0O Norwell High School

18 South Street

Norwell, MA 02061

Dear Mr. Swartz:

The parties desire to extend the benefits of Article XXV - C, which presently deals with
only master’s level and above, to the nurses employed by the Norwell Public Schools as of June
4, 2001, who have not yet attained a bachelor’s degree. This letter is a non-grievable and non-
arbitrable side letter of intent. Please sign and date this letter and return it to me.

Pursuant to this letter, the above-referenced nurses only will be eligible for
reimbursement of tuition and fees under Article XXV - C of the Agreement subject to the
following conditions:

1. All credits eamed must be in pursuit of a Bachelor’s of Science in Nursing degree
or other health related degree approved in advance by the Superintendent;

2. All courses taken are subject to the prior approval of the Superintendent;
3. Allrequirements and procedures for reimbursement must be followed; and
4. Any payments hereunder count towards the aggregate maximum.

Under no circumstances will any employee not referenced herein be eligible for
reimbursement under the provisions of Article XXV in order to obtain a bachelor’s degree.

This side letter and the provisions contained herein will automatically expire as to each
such nurse as of the date she has attained a bachelor’s degree. This letter is entered into without
prejudice and it is not to be construed as having set any precedent regarding the terms and
condittons of the existing Agreement or any future Agreements between the parties. Under no
circumstances s this letter to constitute a continuing practice or evidence of a practice.

FOR NORWELL FOR EDUCATION o
SCHOOL COMMITTEE ASSOCIATION OF NORWELL

A5 .%Zﬁ S

Dr. DSn Beaud IaW -
Date: 6(/: l? , 2001 vate: .2/ 7F 2001




SETTLEMENT AGREEMENT

This Settlement Agrecment is entered into by and between the Norwell School
Committee .(hereinafter “Committec”) and the Education Association of Norwell
(hescinafter “Association”), as the full and final settlement of a class action grievance
alleging violations of Article IX (Teacher Employment) Section A and Appendix A of
the Collective Bargaining Agrecment between the parties.

Whereas the Association and the Commitice -have negotiated the terms and
conditions of a collective bargaining agreement effective September 1, 2001 through apd
including August 31, 2004; and

Whereas, these negotiations resulted in a complete restructuring of the salary
schedule; and ' .

Whereas, a number of disputes have arisen over the implementation of the
newly-restructured salary schedule; and

Whereas, the Committee and the Association desire to resolve all of the
remaining disputes;

Now, therefore, in consideration of mutual covenants, the parties bereto agree as
follows:

{. Article IX, Section A - '
a. Effective September 2003, add the following language:

Teaching experience .iacludes only K-12 teachiog as a state
certified teacher in a public, independent, or parochial school and
pre-K teaching as a .state certified teacher in .a public pre-K
program. Among the types of experience not included are teaching
outside the Lnited States, internships, studenmt teaching, hom
schooling, child care, private instruction, tutoring, teaching as p
of a degree program or .if required for certification, serving as a
teaching assistant, and serving in an administrative position.

b. The EAN agrees to the School Committee’s interpretation of the chart
set forth.in Article DX for new hire placement. £ 4, Credtit™ fo™ 1-2y¢es ot
Cexpinence tquals plademid o Stp 1, cudid o 3-4yens o apenae
2. It is understood that the Superintendent’s appointroent letters to new hires 'z vals
dated on or before September 6, 2001 were based on the salary schedule in au ~t
effect at that time. It is acknowledged that the negotiations for a successor 4 Sp %
agreement resulted in a restructured salary schedule, and it is further il
acknowledged that both existing teachers and new hires were converted and AT
placed on the restructured salary schedule for the 2001-2002 school year. In



order to ensure the equitable treatment of new hires for the 2001-2002 school
year, the following changes will occur with respect to the step placement of
.individual teachers:

e Jennifer Bradbury, Mary Beth Brust, Tara Coffey, Debra Coggeshall, Julie
Fox, Mary Howard, Laurie Peckham, Leah Sharpe, Eileen Warren, and
Veronica Williamson will each elect in writing by December 2, 2002, one

of the following two options:
Option 1: skip Steps 7 and 9 when reached in their
normal progression; or
Option 2: stay at their present step for the duration of

the 2002-2003 school year, advance two
steps for the 2003-2004 school year;
continue on that same step for the 2004-
2005 school year, and skip Step 9 when
reached in their normal progression.

Anyone who fails to select an option in writing by December 2, 2002, will
be deerued to have selected Option 1.

e Christopher Lacy and Paul Papadoni§ will each advance two steps for the
2003-2004 school year.

o James Morse, Laura McConnaughey, and Arianne Lozan will skip Step 9
when reached in their normal progression.

With respect to all other new hires for the 2001-2002 school year, there will ben
change to the current placement and.step progression.

' —~“Teachers who were teaching in the Norwell P
Steps 1 and 2 in the 2000-2001 school year will skip Step 9 when reached in thei
normal progression™

3. The Association hereby withdraws, on behalf of itself and those represented
by the Association, its class.action arbitration with prejudice to refiling. The
Association hereby releases all claims that could have been made by it or any
bargaining unit member regarding .the application of Article IX up to and
including placements for the school year 2002-2003.

4. This settlement.agreement is not and shall not be construed as an admission or
assignment of fault, wrongdoing, or violation of any contractual or other
pravisions, promises, or. obligations.



Therelore, the Committee and the Assoc;anon .have cwsed this Settlement
Agrecment-to be executed by their duly a ; i
November, 2002.




SIDE LETTER OF AGREEMENT

SETTLEMENT OF HEALTH INSURANCE CHARGE OF PROHIBITED PRACTICE

This Agreement takes effect as of July 1, 2010 by and amongst, the Norwell School
Committee (“School Committee” or “Employer”), the Town of Norwell (“Town” or
“Employer”) and the Education Association of Norwell (“Association”), herein collectively
referred to as the “parties™.

PREAMBLE

WHEREAS, the School Committee/Town is a member of the Mayflower Municipal Health
Group through which it provides health insurance benefits to school employees, including
employees in the bargaining units ("teachers" and "secretaries and paraprofessionals")
represented by the Association; and

WHEREAS, school employees who participate in the Employer-offered health plans are either
enrolled in either a P.P.O. or H.M.O. Plan; and

WHEREAS, the Mayflower Municipal Health Group (formerly “Plymouth County
Commissioner’s Health Insurance Group) made unilateral changes to health insurance plans
effective 7/1/10 as follows:

Blue Cross Blue Shield Network Blue HMO

Pre-7/1/10 Effective 7/1/10
Office Visits $5 $15
Emergency Room $25 $75
Mail Order Prescriptions $10/$20/$35 $20/$40/$70

Harvard Pilgrim HMO

Pre 7/1/01 Effective 7/1/10
Office Visits $10 $15
Emergency Room $50 $75
Prescriptions Retail $5/815 $10/$20
Mail Order Prescriptions $5/815/$35 $20/$40/$105

WHEREAS, the Division of Labor Relations has issued a complaint in this case.

WHEREAS, the undersigned parties wish to resolve any and all claims, filed or not, arising out
of the implementation of the health insurance changes.



AND WHEREAS, by entering into this Agreement the parties each rely on the undertaking of
the others, now therefore in consideration of the foregoing and of the mutual promises,
representations and understandings of the parties set forth herein, the adequacy and sufficiency
of which are hereby acknowledged, it is agreed:

1.

Bargaining Subjects: The Employer acknowledges and agrees that health insurance
benefits, including the amount and structure of co-payments, are mandatory subjects of
bargaining pursuant to G.L. ¢. 150E and, accordingly, that any changes in these benefits
create bargaining rights and duties pursuant to that chapter.

Obligation to Reimburse Employees: The Employer agrees to reimburse bargaining unit
members for the difference between the co-payments effective July 1, 2010 and the co-
payments that were in effect pre-July 1, 2010, as set forth above.

Bargaining unit members who have incurred increased costs as set forth above for
themselves or any person covered under their health care plan, may submit a request for
reimbursement to the Town Treasurer, Norwell Town Hall. The request shall be
submitted on a form provided by the Town. The request for reimbursement shall be
accompanied by an original receipt, a canceled check to a provider or an account
summary printout issued by the provider.

No later than forty-five (45) days following the submission of such a request, the
Employer shall reimburse the employee for the difference between the increased costs
associated with the changes and what the employee would have paid prior to July 1,
2010, less a deductible (set forth in the chart below) equal to the employee share of the
premium savings that occurred as a result of the increases in co-payments.

Amount of Deductible
Individual Family
BCBS Network Blue $ 81 $223
HPHC HMO $185 $489

Obligation to Continue Reimbursement to Emplovees: The Employer will continue to
reimburse employees as forth in paragraph 2 above through and including December 31,
2011. The deadline for submitting reimbursement forms shall be February 15, 2012.

Flexible Spending Accounts: Effective January 1, 2012, the employer shall retain a third
party administrator to administer a Section 125 Flexible Spending Accounts follows:

e Dependent Care Account (DECAP)
e Medical Care Account (MEDCAT)

The Employer shall pay the one-time set up costs to implement the program.
The Employer shall pay any administrative fees for subscribers who opt into



the program. The program shall include a voluntary debit card system.
Employees may set aside funds up to the maximum amount permitted by the
Internal Revenue Code. One half hour of the convocation in September of
each school year shall be scheduled to allow the representative of the third
party administrator the opportunity to explain the benefits of enrolling in
Flexible Spending Accounts to the employees. While it is understood that the
employer shall have the final decision on the selection of a third party
administrator, the employer agrees to seek a proposal from Benefit Strategies,
Manchester, NH.

5. Unfair Labor Practice: Immediately following the execution of this Settlement
Agreement by the parties, the Association will take the necessary steps to withdraw its
charges of prohibited practice at the Division of Labor Relations (MUP 10-5942, MUP
10-5943, MUP 10-5944 and MUP 10-5945).

6. This Side Letter of Agreement shall be appended to and made part of the collective
bargaining agreements between the Norwell School Committee and the bargaining units
("teachers" and "secretaries and paraprofessionals") represented by the Association;

7. Nothing herein shall detract from or diminish any rights the Association may have under
its Colleftive Bargaining Agreements with the School Committee.

_ Date: ‘51/07 —7'_///

Date: V“O? f = /

‘Af
e
For the Scheol Comm1ttee
Name: J Date: j;// /0:2 ql/ / l

For th duAssociation of Norwell



SIDE LETTER OF AGREEMENT

This Side Letter of Agreement dated September 17, 2018 and executed pursuant to the Memorandum of
Agreement ratified by the Education Association of Norwell and the Norwell School Committee relates to Learning
Cohort Meetings:

Elementary teachers will submit, in advance, to their building administrators’ monthly calendars for their
attendance at Learning Cohort meetings. They will map out learning goals for the year (see attached Learning
Cohort forms).

Coordinators at the Cole School and Vinal School will create schedules to make themselves available on
Wednesday to meet with Learning Cohorts.

The purpose of the Learning Cohort is the creation of a collaborative community of educators who are
focused on student learning through developing well-structured lessons, examining student work, analyzing

student performance, and planning appropriate interventions.

This Side Letter of Agreement shall be appended to and made part of the collective bargaining
agreements between the Norwell School Committee and the Education Association of Norwell.

1 /oA " / r
A fullin \ AL e T

Kerri Fuller Alison L. Link, Chair
For the Education Association of Norwell For the Norwell School Committee
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