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OYSTER RIVER COOPERATIVE SCHOOL BOARD

July 2005 - June 2008



OYSTER RIVER COOPERATIVE SCHOOL DISTRICT

PROFESSIONAL AGREEMENT

AGREEMENT made December 2, 2004, by and between the School Board of the Oyster River
Cooperative School District (hereinafter called the "School Board") and the Oyster River
Teachers' Guild (hereinafter called the "Local Asscciation”).

I. RECOGNITION

Al

The School Board recognizes the Local Association as the representative of
professionals employed by the Oyster River Cooperative School District for the
purpose of negotiating with the School Board with respect to salaries and
economic benefits. The School Board agrees to meet, confer, and negotiate with
representatives of the Local Association concerning such matters in accordance
with the procedures outlined in this Agreement. The Local Association agrees to
represent equally all professionals without regard to membership in the Local
Association.

The term "professional” as used in this Agreement shall mean employees of the
Oyster River Cooperative School District whose position requires certification by
the State Board of Education. Teachers, guidance counselors, librarians, nurses,
and other specialists are included in this definition of professional. Principals,
assistant principals, and others who spend fifty percent or more of their time on
administrative duties are excluded from the negotiation unit and this definition of
professional.

The term "part-time position" as used in this Agreement shall mean those
positions held by professionals who are less than full-time employees and are
contracted for fifty percent or more of a full-time position or are regularly
employed for twenty or more hours per week.

This recognition shall not preclude the School Board, subject to RSA 273a, from
communication with, consulting, or dealing with any individual professional or
group of professionals for any purpose the School Board shall deem desirable in
the discharge of its responsibilities nor shall it preclude any professional from
appearing before the School Board in his/her own behalf on matters relating to
employment relations with the School District.

iI. JURISDICTION AND AUTHORITY OF THE SCHOOL BOARD

A

B.

The School Board, subject only to the language of this Agreement, reserves to itself
full jurisdiction and authority over matters of policy and retains the right in
accordance with applicable laws and regulations to direct and manage all activities
of the School District.

The parties understand that neither the School Board nor the Superintendent may
lawfully delegate powers, discretions, and authorities which by law are vested in
them, and this Agreement shall not be construed so as to limit or impair their
respective statutory powers, discretions, and authorities.
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NEGOTIATION PROCEDURE

The following procedures shall govern negotiations between the parties:

A.

Not later than October 1, prior to the expiration of the Agreement, the Local
Association will submit its proposal for a schedule of salaries and economic
benefits to become effective at the start of the following school year. The Local
Association's proposal shall be submitted to the School Board via the
Superintendent of schools.

The School Board may also submit its proposal and/or priorities for a schedule of
salaries and economic benefits to become effective at the start of the following
school year.

Within seven calendar days of the submission of proposals, the first negotiations
session will be held.

Thereafter the representatives of the parties shall meet at a mutually convenient
time and place and negotiate in a good-faith effort to reach agreement on matters
concerning salaries and economic benefits. It is understood by the parties that if,
by November 15 or after six weeks of negotiations, they fail to reach agreement on
any matter(s) which are the subject of negotiation, either one may declare an
impasse. The School Board and the Local Association agree to insure that the
procedures for impasse resolution are not unreasonably invoked prematurely or
for inconsequential matters.

If an impasse is declared or if no agreement has been reached by December 1, the
issues remaining in dispute will be submitted to a mediator selected from a roster
submitted by the New Hampshire Employees Labor Relations Board in accordance
with their rules and procedures or from other sources mutually agreed upon. If
after seven (7) calendar days from the receipt of the list the parties have not
agreed upon a mediator, the New Hampshire Employees Labor Relations Board
will appoint a mediator.

As soon as possible after appointment, the mediator shall meet with the parties or
their representatives, or both, either jointly or separately, and will take such steps
as he/she may deem necessary and appropriate in order to resolve the differences
and effect a mutually acceptable agreement.

If the mediator declares an impasse or mediation does not result in agreement by
December 15, the issues remaining in dispute shall be submitted to a fact finder.
The fact finder shall be chosen in the same manner provided for choosing a
mediator.

As soon as possible after appointment, the fact finder will meet with the parties or
their representatives, or both, either jointly or separately, to make such inquiries
and investigations, hold hearings, or take such other steps as he/she deems
appropriate. Any such hearings will be held in closed session. The School Board
and the Local Association will furnish the fact finder, upon request, all records,
papers, and information relating to any matters remaining in dispute. Within
thirty (30) calendar days of appointment, the fact finder shall submit a written
report of findings of fact with recommendations for resolving each of the issues
remaining in dispute. Such recommendations will be advisory only.
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IV,

If no agreement is reached within ten (10) days after receipt of recommendations
from the fact finder, the Association, the Board, or the fact finder may make such
findings and recommendations public.

If either negotiating team rejects the fact finder's recommendations, the findings
and recommendations shall be submitted to the full membership of the Local
Association and to the School Board which shall vote to accept or reject so much
of the recommendation as permitted by law.

If either the full membership of the Local Association or the School Board rejects
the fact finder's recommendations, the findings and recommendations shall be
submitted to the District meeting which shall vote to accept or reject so much of
the recommendations as permitted by law.

If the impasse is not resolved following the action of the District Meeting,
negotiations shall be reopened. Mediation may be requested by either party and
may involve the School Board if the mediator so chooses.

The costs for the services of the mediator and the fact finder including, if any, per
diem expenses and actual and necessary travel and subsistence expenses, will be
shared equally by the School Board and the Local Association.

Either party may use outside consultants in preparation for and during
negotiations.

Any agreement reached shall be reduced to writing and be signed by the School
Board and Local Association.

Any agreement reached which requires the expenditure of public funds for its
implementation shall not be binding upon the Board unless and until the
necessary appropriations have been made by the voters at the annual or a special
School District Meeting. The Board shall make a concerted effort to secure the
funds necessary to implement said agreement. If such funds are not forthcoming,
either party may reopen negotiations on all or part of the entire agreement.

Changes to this agreement shall be communicated in writing by the
Superintendent to all administrators prior to the effective date of the new
agreement.

Copies of this Agreement shall be provided by the School Board at District expense
to all professionals and administrators, and hereafter a copy shall be given to each
new professional by the opening of school unless a revised contract is negotiated.

GRIEVANCE PROCEDURE

A

A grievance shall mean a complaint by a professional(s) or by the Association
concerning a violation, misinterpretation, or inequitable application of any of the
provisions of this agreement.

A grievance, to be considered under this procedure, must be initiated by the
professional(s) within twenty (20) calendar days from the time when the grievant(s)
knew or should have known of its occurrence. A copy of the grievance form is
found in Appendix C.
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C. Procedure:

Step 1.

Step 2.

Step 3.

Step 4.

Step 5.

A professional(s) who has a grievance shall discuss it first with his/her
principal in an attempt to resolve the matter informally at that level.

A grievance which involves a number of professionals not restricted to one (1)
principal shall commence with an attempt to resolve the matter informally at
the superintendent's level. Failure of resolution will result in proceeding to
step 3.

If, as a result of the discussion, the matter is not resolved to the satisfaction
of the professional(s), within five (5} school days he/she shall set forth the
grievance in writing to the principal specifying: (a} the nature of the
grievance and the date of occurrence, (b) the nature and extent of injury, loss
or inconvenience, (¢} the results of previous discussion, and (d} his/her
dissatisfaction with decisions previously rendered.

The principal shall communicate his/her decision to the professional(s) in
writing within five (5) school days of receipt of the written grievance.

The professional(s), no later than five (3} school days after receipt of the
decision from the Principal, may appeal the Principal's decision to the
Superintendent. This appeal must be in writing, reciting the matter
submitted to the Principal as specified above and his/her dissatisfaction with
decisions previously rendered. The Superintendent shall attempt to resolve
the matter as quickly as possible but within a period not to exceed ten (10)
school days. The Superintendent shall communicate his/her decision in
writing to the professional(s) and the Principal within five (5) school days.

If the grievance is not resolved to the professional's (s') satisfaction, he/she
may request a review by the School Board. The request must be submitted
no later than five (5} school days after the receipt of the decision from the
Superintendent and shall be submitted in writing through the
Superintendent, who shall attach all related papers and forward the request
to the School Board. The Board, or a committee thereof, shall within fifteen
{15) calendar days of the receipt of the grievance review the grievance and
shall, at the option of the Board, or at the request of the grievant(s), hold a
hearing with the professional(s). The Board shall give a response within five
(5) days of the hearing and render a decision in writing within twenty (20}
calendar days of the date of the hearing with the School Board. The hearing
will be held in executive session consistent with the New Hampshire
Right-to-Know Law, RSA 91-A,

If the professional(s) is dissatisfied with the School Board's decision, he/she
may notify the Local Association within ten (10) days of the Board's decision.
If the Association determines the matter should be arbitrated, it shall, in
writing, so advise the superintendent within fifteen {15) days of the receipt of
the grievant(s) request.

The parties will then initiate a request for binding arbitration pursuant to
the rules of the American Arbitration Association. The request for arbitration
is a waiver of the right of the grievant(s) to submit the underlying dispute to
any other administrative or judicial tribunal for resolution.
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The costs for the services of the arbitrator, including, if any, per diem expenses
and actual and necessary travel and subsistence expenses, will be shared equally
by the School District and the Local Association.

Year-end and Summertime Grievances: When year-end or summertime grievances
occur, they shall be reduced to writing within twenty (20) days and be introduced
at Step 3 (superintendent's level) of the grievance process. The Superintendent
shall meet with the grievant(s), and/or Principal, as appropriate, and shall
respond in writing no later than ten (10) days after receipt of the grievance.

Upon receipt of the Superintendent's response, the grievant(s) shall have seven (7)
calendar days to request a review by the School Board, which shall hold a hearing
and respond as outlined in Step 4 of the grievance procedure.

If needed, Step 5 of the grievance procedure will then be followed.

A good faith effort will be made to resolve by September 1 all summertime
grievances begun by July 1.

Any misapplication of a specific written Board policy or administrative practice
dealing with the teachers' terms and conditions of employment may proceed
through the grievance procedure. Written Board policy or administrative practices
that do not deal with the teachers' terms and conditions of employment may
proceed through Step 4 of the grievance procedure. No professional in the first
year of service in the Oyster River Cooperative School District, or in the second
year if the professional has been informed in writing of performance deficiencies
before the end of the first year, shall be entitled to proceed to arbitration for non-
renewal.

Rights to Representation: A professional shall not be denied the request to have
Guild representation at all meetings dealing with discipline, discharge, or denial of
rights under the collective bargaining Agreement. Failure of a professional to
request said representation shall not prejudice any subsequent actions taken by
the administration. Such actions shall, however, be consistent with the terms of
this Agreement.

The Board and the Association agree that the parties in interest and witnesses are
guaranteed freedom from restraint, interference, coercion, discrimination or
reprisal with respect to the processing of a grievance. In communication with any
prospective employer, the administration shall aveid reference to the filing of a
grievance by any professional.

V. SALARY SCHEDULE

Al

Salaries shall be paid in accordance with the provisions of the salary schedule
contained in Appendix A.

Effective July 1 of each year from July 1, 2005, through June 30, 2008, a
COLA adjustment of not less than 2.5% or more than 5% shall be applied to
the salary schedule.

The COLA adjustment percentage shall be determined by the annual increase in
the CPI-U for the Boston SMSA as computed by the Bureau of Labor Statistics for
the most recent year running from November to November.

Thus if the CPI-U for the year 2005 is 1.5%, the applicable COLA adjustment
would be 2.5%; if it is 3.5% the applicable COLA adjustment would be 3.5%; if
it is 5.5%, the applicable COLA adjustment would be 5.0%.




Newly hired RNs shall be paid 85% of the BA track. RNs who achieve the BS
degree in Nursing, or other Bachelor's degree training, shall be placed on the
appropriate step and track on the salary schedule.

Professionals required by their contract to work beyond the one hundred
eighty-five (185) contract days shall be reimbursed for their daily work at a rate
equal to 1/185th of their salary. Professionals who have completed at least one
hundred (100) school days of service during the school year and whose
performance is satisfactory shall be advanced one step on the appropriate salary
track the following year. {Used earned sick leave to count as service.)

A professional may be judged eligible by the School Board for additional financial
reward based upon outstanding performance. Such rewards may be given in the
form of a bonus for outstanding performance at the completion of the school year.

Candidates for an additional financial reward may be identified by the School
Board, an administrator, or a professional (to include recommendation in sealed
envelopes given directly to the superintendent). Determination of the recipient(s) is
the responsibility of the School Board. Recipients of these financial rewards shall
be publicly acknowledged.

Schedules of payment for student body activities are attached as Appendix B.
Effective July 1, 2003; such payments shall be increased in accordance with the
general adjustment described in Article V, Paragraph A above. During the effective
dates of the Agreement, the Board may add or delete activities and set salary
categories for new activities until the next Agreement is in effect.

Contracts will be issued for the length of the regular season of the activity and for
the time involved in actually carrying out the activity. Additional requirements and
expectations such as coaches' clinics shall be specified in writing before the
contract is signed.

The Board will maintain adeguate liability coverage for all "student activity”
personnel. The Guild shall be notified of changes in coverage as soon as the School
Administrative Unit is so informed or so negotiates with carriers.

Contracts shall be continued for satisfactory performance subject to the evaluation
by the designated supervisor. Said evaluation shall not be subject to Step 5 of the
grievance procedure arbitration.

Activities duties will not begin until either a) a temporary appointment has been
made by the superintendent or b) an appropriate employee contract has been
executed. Such contract will be presented to the electee within two weeks (ten
work days) of School Board election of the nominee.

Professionals who plan or present District or building workshops will receive an
honorarium of $150 per workshop.

Summer school teachers shall be compensated at $25 an hour.

A stipend of fifty dollars ($50) per night will be paid to professionals who
participate in school sponsored activities if teacher presence is essential to
implementation of the academic program and if the specific activity is curricular.
Participation in said programs will be at the discretion of the professional.
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H. Professionals wishing to change salary tracks for the ensuing contract year must

notify the administration in writing by January 31. Such notice must include the
new track and date of anticipated qualification for the change.

L. Professionals authorized by the superintendent to use their own vehicles for
school business shall be reimbursed per round trip at the IRS mileage rate for the
first one hundred (100) miles, and fifty percent (50%) thereafter upon receipt of
reimbursement request form.

Professionals who need to call parents from their homes shall be reimbursed upon
documentation of calls.

J. Professionals who agree to serve in the following positions shall be compensated as

follows: Department Heads: (High School} and Instructional Leaders (Middle

School}: . intments to thes iti will be for one {1) year an

will be made by the Superintendent at the recommendation of the Principal.

BENEFITS

A.  Medical Insurance: The Oyster River School District will provide medical insurance
benefits equivalent to Blue Cross/Blue Shield Plan C100. For the 2005-06 school
year the District will pay eighty-five percent (85%) of all premiums. For the
2006-07 school year the District will pay eighty-three and one-half percent

3.5%) of all premiums and for the 2007-0 hool vear the District will pa
eighty-two (82%] of all premiums. Blue Cross/Blue Shield Plan J-Y will remain
available at group rates unless Blue Cross/Blue Shield eliminates that plan. If
available under the medical insurance group plan provided for active professionals
by this Agreement, retirees and their survivors shall be able to purchase medical
insurance at the group rate. The survivor benefit shall continue for the life of the
surviving spouse, if available under the plan,

B. Life Insurance: The Oyster River School District will pay the premium for a term
life insurance policy which includes accidental death and dismemberment. The
policy face value for each professional will equai two (2) times the annual salary of
the professional.

A professional may purchase additional group term life insurance in multiples of
$10,000 subject to any restrictions of the insurance company. The administration
will establish an annual sign-up period.

C. Disability Insurance. The QOyster River School District will pay the premium for a
disability insurance plan with a 90-day waiting period that covers two-thirds of a
professional's annual salary.

D. Dental Insurance; The District will pay 100% single membership for each
professional in a Board-selected dental plan with benefits equivalent to Delta
Dental Plan II; including coverages A, B, C, and D.

E. Duration of Coverage: The Qyster River School District shall make payment of
insurance premiums as outlined in paragraphs VI A, B, C, and D above to insure
coverage for twelve (12) month periods commencing September 1 and ending
August 31 for all professionals who complete their contractual obligations.

F.  The School District's contribution shail expire on the last day of the month if the
professional's services terminate prior to May 31 or August 31 if s/he completes a
school year.



VI

VII
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Property Insurance: The District will cover any deductible for which a professional
is liable under personal property insurance coverage for damage to

or loss of personal property of professionals while at school in the performance of
school duties.

Retirement Pay. Teachers retiring from the Oyster River School District shall
receive the substitute teacher rate of pay for each day of accumulated sick leave
based on the following:

Yrs of Service in District % Substitute Rate/ Fay

Ten (10) 50%
Fifteen (15) 75%
Twenty {20) 100%

Teachers must notify the District in writing of their intent to retire by January 31
of their last year of teaching. Payment shall be made to the teacher in July or the
first month of the next fiscal year. The substitute teacher rate used for calculating
the retirement pay shall be the substitute pay rate in effect at the time the sick
leave was accumuiated. For teachers who have accrued the maximum
accumulation of sick days as provided by Article VIII. A., the most recently
accrued sick days will displace earlier accrued sick days.

The district shall contribute $400 annually to a tax-sheltered annuity for
each employee.

The district shall maintain adequate liability insurance for all professionals. The
Guild shall be notified of changes in coverage as soon as the School Administrative
Unit is so informed or so negotiates with carriers.

The district agrees to accept into the Oyster River schools children of professional
staff who do not live in the district. Professionals utilizing this benefit will pay one
third (1/3) of the district tuition for the level at which the child is attending. This
provision will be subject to existing Board policy for nonresident students except
that once accepted, staff children may continue in the district for as long as the
parent is employed by the Oyster River District.

LEAVE OF ABSENCE

A,

Sick Leave

Each professional will be entitled to fifteen (15) days of sick ieave each school year

for personal illness. Unused sick leave days may accrue from year to year up to a

maximum accumulation of one hundred sixty (160). Up to fifteen (15) days of

sick leaw be taken annually for illness of a professional’s child, spouse
arent or any member of their household.

Sick leave will be prorated according to that percentage of the school year that a
professional is under contract.

The superintendent may require a physician's statement medically certifying the
professional's continued absence due to illness, injury, or disability, or certifying
the professional's satisfactory health prior to returning to work.

All professionals within the District shall be notified of their accumulated sick
leave days by September 15. Discrepancies of such accounting shall be clarified to
the mutual satisfaction of the professional and superintendent. There shall be no
duplication of sick leave benefits and disability.
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Sick Leave Bank

A sick leave bank is established which entitles a professional for reasons of serious
and extended personal illness, injury, or disability to borrow, in advance, sick
leave not yet accumulated, not to exceed ninety (90) days. At no time can an
individual owe a total of more than ninety (90) days to the sick leave bank,

Upon return to work in the District, an individual who has borrowed from the sick
leave bank will repay the sick leave bank at fifty percent (50%j) of the rate of
accumulation.

In the event that a professional leaves the District owing time to the sick leave
bank, such time will be paid to the District by the professional in cash (days times
the rate per day paid to the professional at the time of borrowing).

Supplemental Leaves

1.  Professional Leave: Subject to the prior approval and at the sole discretion of
the superintendent, leave may be granted to professionals for the purpose of
attending professional activities (e.g., conferences, school visitations,
participation on committees, etc.) without loss of salary or accumulative
leave. Grievances under this clause are not subject to Step 5 (Arbitration) of
the grievance procedure.

2. Personal Leave: Subject to the approval of the superintendent, a professional
may be granted up to six (6} days personal leave without loss of salary.
Wherever possible, a twenty-four (24) hour notice shall be given. In cases
where the reason for the request is of a highly personal nature, the
professional will not be required to confide information of such a nature as to
cause personal embarrassment or an invasion of privacy.

3. Leave for Unusual or Imperative Reasons: Subject to the approval of the
superintendent, professionals may receive for unusual or imperative reasons
up to five (5) days leave with no loss of salary when no other leave is
applicable.

National Guard or Reserve Unit Leave

National Guard or Reserve Unit members shall be entitled to pay differential and
continued benefits for annual training for active duty obligation in the Guards or
Reserves. Such differential shall not exceed a two-week period within a given
contract year.

Jury Duty Leave

A professional on jury duty shall be entitled to pay differential and continued
benefits while fulfilling jury duty.

1.  The School Board will consider requests for leaves of absence without pay.
Normally the duration of a leave shall be no more than two (2} years.

A professional will be notified in writing whether or not a leave or leave
extension has been granted.
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Application for leave or leave extension shall be granted on a vear-by-year
basis.

Subject to the acceptance of the insurers, a professional may keep his/her
insurance benefits (health, life, dental, and disability} in force while on
unpaid leave by paying the cost of the benefits to the School District. This
payment shall be made thirty (30) days prior to the due date.

A professional granted leave under provisions of this article shall be issued
a contract stating the type and duration of such leave,

Notification of intent to return in, or request for extension of leave beyond,
September of the subsequent academic year shall be made by the
professional, in writing, to the superintendent by March 1 of the year that
the leave expires.

Upon return from a granted leave of absence, a professional shall be
assigned to the same position or at least a similar position in his/her area of
certification.

All benefits to which a professional was entitled at the time the leave of
absence commenced, including unused accumulated sick leave, shall be
restored upon return.

Extended Leaves of Absence: Maternity, Adoption, and Others

1.

A leave of absence without pay may be granted to any professional for the
purpose of childbearing and/or child rearing.

A professional who is pregnant shall be entitled, upon request, to begin a
leave at any time after the commencement of her pregnancy for a duration of
up to one (1) calendar year. To provide continuity to the program, this leave
may be extended by the School Board to coincide with the beginning of the
next school year. Except in cases of emergency, the professional shall also
give at least sixty (60) days notice prior to the date on which her leave is to
begin. A professional who is pregnant may continue in active employment
until as late into her pregnancy as she desires provided she is able to
properly perform all required functions. All or any portion of a leave taken by
a professional because of disability due to pregnancy or childbirth may, at
the professional's option, be charged to her earned sick leave. The School
Board will be bound by the requirements of Title VII and the Guidelines
established for maternity leave by the Equal Employment Opportunity
Commission.

A professional on maternity leave must notify the superintendent, in writing,
of her intent to return to her positicn by March 1, preceding the beginning of
the school year. The superintendent shall immediately acknowledge in
writing receipt of such notice from the professionai.

Any professional adopting an infant child may be granted a leave of absence
without pay. Such leave shall commence upon receiving de facto custody of
said infant, or up to three (3) months earlier, if necessary, to fulfill the
requirements for the adoption.
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Military leave, without pay, may be granted to any professional who is
inducted or enlists in any branch of the armed forces of the United States for
the period of said induction or initial enlistment. Upon return from such
leave, a professional may be placed on the salary schedule at the level which
he/she would have achieved had he/she remained actively employed in the
District during the period of his/her absence.

A leave of absence, without pay, up to two (2) years, may be granted to any
professional who joins such organizations as the Peace Corps, VISTA, or
National Teacher Corps. Upon return from such leave, a professional who,
while on leave, served in a teaching capacity, may be placed on the salary
schedule at the level which he/she would have achieved had he/she
remained actively employed in the District during the period of his/her
absence.

A professional disabled from performing his/her duties shall be granted
an un-paid medical leave of nce following the exhaustion of all sick
leave available to t rofessional. Such leave shall be subject to th
following conditi :

a. The leav all extend to the end of ear in which the
disability commenced (i.e., the professional will not return to regular
duties before t nd of the emic vear). The leave be ex
to the next full vear if ble assur is provided by a ician
that the employee will be able to resume their professional
e nsibilities. At t ole discretion of the Superinte nt, the
rofessional m ermi resume duties prior the end of the

medical leave,

b._The District will continue to pay its share of the professional’s health
insurance premiuns for a period of three {3) months following the

ommenc of the un-paid medical leave.

c. The District may require a physician’s statement certifying
satisfactory health prior resumption of duties.

Other requests for a leave of absence may be granted upon the professional’s
written request.

Extended absence for medical reasons may require a physician's statement
certifying satisfactory health prior to resumption of duties.

H. Sabbatical Leave

1.

A professional who has completed six (6) consecutive (authorized leaves of
absence will be permitted without penalty) years of service with the School
District shall be eligible for a sabbatical leave. The term of sabbatical leave
shatll coincide with the regular school year (July 1 - June 30} or a period up
to one-half school year acceptable to the superintendent. The selection
committee and superintendent will consider applications for one of the two
sabbatical plans: one full school year at one-half salary or a period up to
one-half school year at full salary.

The recommendations of the Selection Committee shall be made known to
the School Board and, at the sole discretion of the School Board; up to two
(2) members of the professional staff may be approved to take sabbatical
leaves for the purpose of approved full-time graduate study at an accredited
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College or university, or other approved educational activities of benefit to
the school children. Applicants whose proposals are recommended but
denied leave by the Board shall receive letters explaining the reason for said
denial.

Application for sabbatical leave must be submitted to the superintendent not
later than December 15 for sabbatical leaves commencing the following
September or thereafter during the school year. The application shall be in
the form of a detailed summary of the project to be undertaken, including a
procedure for evaluation and request for either a full year or partial year
sabbatical leave. The selection committee and the superintendent shall make
their recommendations to the School Board by January 15. Notification will
be made in writing to the applicant by February 15, and professionals
selected for sabbatical leave must accept or reject this appointment by March
1.

The professional on sabbatical leave shall advance one step on the salary
schedule in effect during the term of his/her leave and receive one-half that
amount for a full sabbatical year or the full amount during a partial
sabbatical year. Salary will be paid in the usual installments (26 biweekly
payments). Supplementary salary will not be included.

Insurance benefits (health, life, dental, and disability) will continue at full
value during sabbatical leave, subject to acceptance by the insurers.

If, at the end of the sabbatical, the written report and evaluation of the work
for which the sabbatical is granted are approved by the selection committee,
the committee will recommend to the superintendent that the School Board

advance the professional to the salary step on which the professional would

have been placed had the leave not been taken.

If the advancement is not approved by the Board, the professional shall
remain on the salary step on which the professional was placed during the
sabbatical year.

Upon return to the District, the professional will be assigned to the same
position, or at least an equivalent position, in his/her area of certification.
The administration will consult with the professional prior to any change in
the assignment.

As a condition of the sabbatical leave and in consideration of the payments
made by the School District to the professional during his/her leave, the
professional must file with the superintendent an agreement which
stipulates that he/she will return to the School District for at least one full
school year at the conclusion of his/her sabbatical leave or reimburse the
School District the full amount received as salary and other economic
benefits during the sabbatical leave.

Absence

1.

For all absences other than those specifically authorized in advance by the
superintendent or for which provision is made in paragraphs VII A and VI C
1 above, a deduction will be made for each day of absence at the rate of
one-one hundred eighty-fifth (1/185) of the professional's salary.

Under no circumstances should any professional be absent from school
without the advance knowledge of the building principal and/or the
superintendent's office.
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PART-TIME POSITIONS

A. Salary: Part-time professionals contracted for fifty (50) percent or more of a

full-time positionn whose performance is satisfactory shall be advanced one step on
the appropriate salary track for the following year. The salary on said step will then
be prorated consistent with the amount of time contracted for the position.

Professionals employed part-time shall not be required to work more than that
portion of any school day/week/year prorated at their percentage of full-time
employment. Part-time employees shall not be required to attend professional
work days in excess of their prorated percentage of full-time employment. If the
working schedule of a part-time professional is changed as a result of a snow day
or the rescheduling of a snow day compensation shall be adjusted at a rate of
1/ 185 of the professional’s salary. The length of the school day for part-time
teachers shall be pro-rated based upon the student contact time of full-time
teachers at the same level. The full-time student contact standard at the
elementary school is based upon total school day hours weekly, less lunch and
preparation time.

Economic Benefits: Economic benefits will be provided for positions contracted for
fifty percent or more time. Economic benefits, where applicable, will be prorated at
the percentage of time upon which the position is based. Professionals may choose
to contribute the difference between the prorated contribution of the School
District and the full cost of certain benefits.

Dental, Health, and Life Insurance: The School District's contribution will be
prorated.

If a part-time professional does not qualify for the State Retirement System and
instead contributes a prorated amount to a tax sheltered annuity, then the
District will contribute to that tax sheltered annuity on behalf of the professional.
Contributions by the professional and the District will be prorated based on
contributions required by the State Retirement System for qualified full time
personnel.

Disability Insurance: The provision of VI-C shall apply.

Sick Leave and Supplemental Leave: Leave will be prorated based upon the
percentage of time established for the position, and how that percentage of time is
translated into work days.

Examples:
Sixty percent/day teacher receives fifteen (15) calendar days of sick leave.

Sixty percent, i.e., three (3) days/week receives nine (9} calendar days of sick
leave.

Fifty percent, i.e., full-time, one-half year, receives seven and one-half (71/2)
calendar days of sick leave.

Supplemental leave will be figured the same way.

Extended Leave of Absence, Maternity Leave, Subbatical Leave: Part-time positions
carry these benefits.

Professional Improvement. Waiver of tuition costs for courses taken at the
University of New Hampshire will be extended when the University so agrees.
Reimbursement for approved courses not available at the University of New
Hampshire will be prorated.
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National Guard or Reserves: Professionals holding part-time positions will be
entitled to pay the differential and continued benefits outlined above for annual
training for active duty obligation in the Guards or Reserves. Such benefits shall
not exceed a two-week period within a given contract year,

Job Sharing. Job sharing shall mean the occupation of a single professional
position by two (2) or more individuals. A professional, or professionals, may
request a job sharing position. Said requests shall be considered and answered by
the Board within sixty (60} days.

Board approved positions shall be dependent upon the following:

1) There is no adverse effect on the students’ education.
2)  No professional shall be involuntarily transferred to a shared position.
3)  Job sharing assignments shall be annually renewable, subject to

evaluation and approval by the Board.

4) Participants will not gain or lose "so-called tenure” as a result of
participating in the job sharing arrangement. For purposes of this
contract, a tenured professional is one who is qualified for a hearing
under RSA 189:14a.

5)  Salary and economic benefits shall be determined using the guidelines
for part-time positions.

6)  If one of the participants is asked to substitute for the other, he/she will
be paid at his/her salaried rate.

7)  The percentage of the position assigned to each participant and the
beginning and ending hours of duty shall be deter-mined to the mutual
satisfaction of the participants and the parties to this agreement.

8)  When a shared position is terminated, each partner will return to the
same position or at least a position similar to that held prior to the
shared position.

IX. PROFESSIONAL IMPROVEMENT

A.

Full reimbursement for tuition charges will be made by the School District for
courses taken at schools other than the University of New Hampshire, provided
the course is not available at the University and providing that the UNH tuition
benefit to the District continues. In the event that the UNH tuition benefit is
discontinued, the Board and guild agree to confer on the issue of tuition
reimbursement for courses taken at UNH. This benefit does not apply to
professionals on sabbatical leave.

In order to be eligible for reimbursement of tuition, prior approval of the course by
the superintendent is required, as well as presentation of evidence of successtful
completion of the course and a receipt indicating the tuition charges paid by the
professional.

Professionals shall be eligible for the equivalent of one (1) credit for each fifteen
(15} clock hours of participation in activity which has received approval for staff
development credit.

The district shall fund approved staff development activities up to $300 total
cost per professional.

Staff development enrollment and/or registration fees shail be paid by the district
directly to the institution or group providing the workshop/training. Approved
expenses, including IRS mile-age rate for the first one hundred (100) miles and
fifty percent (50%] thereafter, shall be reimbursed upon receipt of a
reimbursement request form.
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All professionals within the District shall be notified of their accumulated staff
development credit by September 15. Discrepancies of such accounting shall be
clarified to the mutual satisfaction of the professional and the superintendent. The
parties have agreed to confer on alternatives to the present method of notifying
teachers of staff development credits.

Professionals who develop new curriculum/programs at the request of the
superintendent and are not otherwise compensated shall receive staff development
credit. Under the provisions of the SAU #5 Staff Development Master Plan, the
superintendent shall approve credit for those clock hours previously agreed upon
for the re-quested development work. Professionals who are otherwise
compensated may receive staff development credit.

CALENDAR, SCHOOL DAYS AND YEAR

A.

School Calendar: The school year shall consist of one hundred and eighty
(180) teaching days with up to five (5) additional days for School District
needs, including workshops. Workshop days may vary from school to school
depending upon the needs of the schools. The school year for teachers will
begin no earlier than August 25, The administration shall solicit faculty

proposals for workshop agendas. Agendas for workshops shall be distributed
to the faculty thirty (30) days in advance.

Staff Meetings: Notice of staff meetings and an agenda shall be delivered to each
professional at least 48 hours in advance, except in a demonstrable emergency.

All classroom teachers shall be provided preparation time as has been practiced
during the 1995-96 school year as follows:

1.  High School: Equivalent of one period per day or five (5) periods per week.

2. Middle School: Eleven (11) mods per week or two hundred twenty (220)
minutes per week.

3. Elementary Schools: Elementary teachers shall receive at least forty-five {45}
continuous minutes of planning time daily.

Should circumstances prevent implementation of the above, the professional shall
receive compensatory time. Compensation for changes in the professional’'s work
day will be negotiated with the Guild.

Required meetings shall not be scheduled during planning time except in a
demonstrable emergency.

Duty-free Lunch: All professionals will be provided with a duty-free lunch period of
no less than thirty (30) minutes daily.

The length of the school day for part time teachers will be pro-rated based upon
the student contact time of full time teachers at the same level.

The full time student contact standard at the elementary level is based upon total
school day hours weekly less lunch and preparation time.
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PROFESSIONAL ASSIGNMENTS

Subject, Grade Level, and Building Assignments: All teachers will be given written
preliminary notice of their subject, grade level, and building assignments not later than
June 15.

Transfers and Changes: All changes in grade, subject matter, or building assignment
will be voluntary whenever possible. All changes will be made for sound educational
reasons. A teacher being involuntarily transferred shall not be placed in a position for
which he/she is not certified, except in an emergency and as allowed by law, or in one
which involves reduction in rank or compensation.

All transfers and changes in assignment shall be finalized before the summer recess
subject to unanticipated developments, e.g., contract termination or release and
significant changes in pupil population.

All professionals transferred or changed in assignment after August 1, shall be
compensated at their per diem rate for curriculum preparation for the new assignment.

TIMELINE, PROFESSIONAL DEVELOPMENT PLANS, PROCESS, PERFORMANCE
IMPROVEMENT PLANS, ANNUAL PERFORMANCE REVIEWS, ANNUAL
RECOMMENDATION FORMS, PROFESSIONAL RIGHTS, COMPLAINT PROCEDURES,
AND DISCIPLINE

A, Timeline:

a. Each September each professional shall receive copies of the district and
building evaluation procedures.

b. By October 1 each professional will review with his/her administrator the
professional’s Professional Development Plan and/or Performance
Improvement Plan.

C. Administrators will review annually in writing the performance of each
professional assigned to their buildings. Professionals without continuing
contracts and those on Performance Improvement Plans will receive their
written Annual Performance Review no later than March 15; all other reviews
will be received no later than May 105.

d. Annual Recommendation Forms for all professionals will be forwarded to the
Superintendent prior to April 1. No decision shall be made regarding renewal
of an individual’s contract prior to completion of the professional review
process.

B. Three-Year Professional Development Plans: Each professional, working with
his/her administrator, will be responsible for writing a three-year Professional
Development Plan, This Plan should identify the goals to be addressed, the
professional activities to be undertaken, and a brief review of the methods tc be
used to evaluate the progress of the plan. This plan includes the professional’s
staff development plan.

The Guidelines for Teacher Responsibilities will be used as a framework to develop
each professional’s Three-year Plan, in collaboration with administrators.

The professional review process begins each year prior to October 1, for
rofession n ntinuing c t status and October 15, for those on

continuing contract status with a meeting to review the professional’s

Professional Development Plan.
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Each professional, together with an administrator, will identify needs for growth.
Revisions of the Professional Development Plan may be made as needed. A follow-
up conference may be scheduled whenever the professional feels the plan is
achieved or needs revision. However, the annual review meeting must be
scheduled on or before March 15 if a Performance Improvement Plan is to be
initiated for the following school year, or when a professional is net on continuing
contract. Even if the Professional Development Plan has not been completed, the
professional and his/her administrator will review the progress made prior to the
completion of the Annual Performance Review.

No pay or termination decisions are to be associated with the Professional
Development Plan. It is entirely for the purpose of professional growth and
instructional enhancement.

Process: Specific timelines and guidelines are explained below.

1. Length of Observations: Observation({s} shall be no less than thirty (30)
minutes in length. Within ten (10) school days, the supervisor and profes-
sional shall meet to discuss the observation. The professional shall receive a
draft at least one (1) day prior to the conference. Final copies of observation
reports will be in written form and signed by the administrator and the
professional following the guidelines in Section D.

2.  Frequency of Observations:

a. Teachers new to the district: Administrators are responsible for carefully
monitoring the performance of staff members during their first year in
the district, including at least one observation sequence within six to
eight weeks of the start of the school year. In the period before March
15, administrators shall keep all new staff members informed of their
strengths and improvement needs and provide appropriate assistance
if necessary.

b.  Professionals without continuing-contract status: Professionals who have
not achieved continuing - contract status shall have at least three (3}
formal observation sequences between September 1 and March 1 of
each year. The first observation will take place by October 15.

c.  Professionals with continuing-contract status: Professionals on
continuing contract shall have at least one (1) observation sequence
every other year. No teacher shall receive a notice of non-renewal under
RSA 189-14 for classroom performance without a formal classrcom
observation in that school year. With the approval of the professional, a
copy of the Written Performance Improvement Plan will be forwarded to
the Guild President.

Professionals on continuing contract whose performance is of concern
will be notified by Nov. 1 if non-renewal is to be proposed on the
following April 15, and written documentation addressing the specific
area(s) of concern will be made available to the professional at that
time. The Performance Improvement Plan must be completed by
December 1. At least one {1) follow-up observation sequence and
written report will be completed by January 15, with at least one (1)
additional observation sequence and written report completed prior to
March 15. These notification requirements do not apply if serious non-
classroom issues arise after November 1.
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XII. 3. Observation sequence: This sequence for observations will be followed:

a. A pre-observation conference, at which the professional will prepare the
observer for the observation, will oecur no more than ten days prior to
the observation.

b. A post-observation conference, designed to provide immediate feedback
from the administrator and an opportunity for the professional and
administrator to review the observation and to discuss the objectives of
the lesson as outlined in the pre-observation conference, will occur no
more than ten days after the observation. The post-observation
conference should also focus on the professional’s continued growth/
improvement; recommendations made at this time should be
incorporated into the professional’s Professional Development Plan.

4. Observations and Observers: Formal classroom observations for teachers
shall be conducted openly and with the full knowledge of the professional by
his/her administrator, who will have formal training in teacher evaluation
methods and practices and who will not be a member of the bargaining unit.

Professionals may request that another professional staff member be part of
the observation process, including another administrator, or any qualified
professional, except the Superintendent or Assistant Superintendent of
Schools. The use of peer observers is entirely voluntary and to be used only
for instructional enhancement and professional growth. It is understood that
information shared between a peer ohserver and the professional will remain
confidential.

3. Performance Improvement Plan: If, after following the procedures outlined
herein, it is determined that a professional must be placed on a Performance
Improvement Plan, the administrator will meet with the professional and
develop a plan that identifies those specific performance area(s) which have
been noted in observation reports, conferences, or other forms of written
communication as being unsatisfactory.

In an effort to remediate the unsatisfactory performance, the Performance
Improvement Plan will include:

a. indications of the applicable approaches, behaviors, and strategies that
are recognized as good practice in the school and throughout the
district;

b. suggestions for specific activities the individual could undertake to
remedy the difficuities;

c. a collaborative determination between the professional and

administrator of any special help and/or materials the school might
provide to help remedy the situation;

d. a plan for administrative follow- through to make certain the
professional receives appropriate assistance;

e. regularly scheduled monitoring of the professional’s performance and
provision of advice and assistance as necessary,

f. measurable goals for achieving improvement.

It is understood that termination decisions may be associated with the
Performance Improvement Plan.
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Annual Performance Review: Evaluation of professional performance is
continuous and cumulative and may include reference to formal and
informal observations. All continuing-contract professionals on Professional
Development Plans will receive a written Annual Performance Review no later
than May 15; all others shall receive theirs no later than March 15. The
Annual Review shall include all written reviews of formal observations
conducted during that school year.

The administrator and professional will sign a statement that the
professional has read the Annual Review of Performance as provided in
Section D.

Annual Recommendation Form: Prior to April 1 of each vear, administrators
will submit to the Superintendent an Annual Recommendation Form for each
professional under his/her supervision.

The professional will receive a copy of his/her Annual Recommendation
Form, and have the opportunity to discuss the recommendation with the
administrator prior to submission to the superintendent. The professional
shall be allowed an opportunity to respond to these concerns in the same
manner as outlined in Section D.

The supervisor and professional will sign a statement as provided for in
Section D that the professional has read the Annual Recommendation Form
prior to its being submitted to the superintendent.

Appeals Procedures: Two procedures are available for professionals and
administrators for the purpose of resolving disagreements regarding
implementation of these procedures:

a. Informal: If mutually agreed, an informal procedure may be utilized to
resolve a disagreement regarding the recommendations of the
Performance Improvement Plan. Professicnals and administrators may
call on other professionals or administrators to mediate these
differences to the satisfaction of both parties. The use of this procedure
is advisory and voluntary.

b.  Formal Grievances regarding the procedural aspects of the evaluation
procedure may begin at the superintendent’s level of the grievance
procedure.

D. Professional Rights

1.

Written response to observation reports, Annual Performance Review and/or
Annual Recommendation: In the event that the professional believes that
his/her observation report, Annual Performance Review and/or Annual
Recommendation was/were incomplete or unjust, he/she may put his/her
objections in writing and have them attached to all copies of the report/
review/recommendation. All written reports shall contain the following
statement:

The professional’s signature indicates only that he/she has seen this report
and does not indicate agreement or disagreement with the report.
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Review of Personnel Files: A professional shall have the right, upon request,
to review the contents of his/her personnel file, A professional shall be
entitled to have a representative of the Local Association accompany him/her
during such review. Although the District agrees to protect the
confidentiality of personal references, academic credentials, and other
similar documents, it shall not establish any separate personnel file, which
is not available for the professional’s inspection.

A professional shall have the right to append a statement to any material
placed in his/her file and to make a copy of any or all materials found in said
file.

Representation: Professionals shall be entitled to Guild representation at
conferences with administration where discipline is to be administered or
non-renewal is to be discussed.

E.  Complaint Procedures: Specific complaints regarding a professional shall be
investigated before a complaint(s) can become part of the professional’s personnel
file. Persons making a complaint should be encouraged to speak directly to the
professional involved. Whenever a supervisor includes a complaint in the pro-
fessional’s evaluation or places a complaint in the professional’s personnel file, the
professional shall have the right to know the identity of person(s) making the
complaint against him/her.

In the event that a complaint is anticipated to be included in a professional’s
personnel file, he/she shall be notified, and he/she shall be given an opportunity
to respond to the complaint as provided in Section D.

F.  Discipline: A professional shall not be disciplined without just cause.

REDUCTION IN FORCE

In the event that the district finds it necessary to reduce the number of professionals in
the district, the district shall retain those professionals who, after evaluation, will be the
best for the school system. All things being equal, seniority will prevail.

All layoffs will be in accordance with state laws and Board policy GCPA/GCPA-R
(9/1/79) and within the following classifications:

Elementary

Middle School

High School {(by subject area)
Specialists (by area of speciaity)

Any professional laid off because of a reduction in force shall have a letter placed in
his/her personnel file stating that he/she was not offered a contract due to reduction in
staff. A professional so affected shall be notified in writing within a week of the vote hy
the Board and shall have the right to appeal to the Board within ten (10] days of said
notification, following procedures and guidelines established under state law and this

agreement.

DURATION AND RENEWAL

Al All terms and conditions of employment contained within this Agreement
applicable on the effective date of this Agreement shall continue to be in force
unless provided for in a successor agreement.
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XiV. A, If any provision of this Agreement or any application of this Agreement to any
employee or groups of employees is held to be contrary to law, then such provision
or application shall not be deemed valid and subsisting, except to the extent
permitted by law, but all other provisions or applications shall continue in full
force and effect.

B. It is understood that both parties have had an opportunity to make proposals
during negotiations and that this Agreement represents the total of all
understandings between the parties for the con-tract term, subject to exceptions of
law.

XV. SAFETY

The District and the Guild shall form a safety committee, which shall include

representatives of all bargaining units meet periodically and discuss/resolve

safety issues rise in the workplace.
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C. In witness thereof the parties have caused this Agreement to be signed.

OYSTER RIVER TEACHERS' GUILD OYSTER RIVER SCHOOL BOARD




APPENDIX A

2004-2005 Salary Schedule

2004-05 Salary Schedule

Step
1

OO~ b WM

2005-2006 Salary Schedule:

RN
$26,952
$28,317
$29,683
$31,046
$32,410
$33,774
$35,137
$36,500
$37.865
$39,230
$40,592
$41,957
$43,321
$44,686

BA
$31,709
$33,313
$34,920
$36,525
$38,130
$39,734
$41,338
$42,941
$44 546
$46,152
$47.756
$49,361
$50,965
$52,571

BA+30
$33,313
$35,054
$36,793
$38,532
$40,727
$42,008
$43,747
$45,484
$47,224
$48,964
$50,702
$52,441
$54,182
$55,920

OYSTER RIVER SCHOOL DISTRICT

MA
$34,119
$35,023
$37,731
$39,537
$41,344
$43,151
$44,957
$46,764
$48,572
$50,377
$52,184
$53,991
$55,798
$57,604

Will be determined according to Article V A

MA+30
$35,722
$37.662
$39,605
$41,544
$43,487
$45,439
$47,367
549,308
$51,248
$53,188
355,132
$57,071
$59,015
$60,952
362,894

2Mast/CAGS/Dr
$36,525
$38,491
$40,459
$42 426
$44,394
$46,359
$48,312
$50,297
$53,528
$54,232
$56,199
$58,166
$60,132
$62,101
$64,067



Oyster River Cooperative School District
APPENDIX C
GRIEVANCE FORM

Complete in triplicate or make two copies of the original.

Date:

Name(s) of Grievant(s):

Statement of Grievance:

Date Grievance Occurred:

Article{s} of Teacher/Board Agreement, or Board policy statement(s) violated:

Remedy Sought:

Signature(s) of Grievant(s):

Signature of Guild Grievance Representative:

Copy 1 {original) should be submitted at each step by the Grievance Chair-person. Responses
should be attached to the original and returned to the Grievance Chairperson.

Copy 2 for Guild Chairperson

Copy 3 for Grievant 9/10/90
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2005-06 Salary Schedule

Step

TR NaASC@ND O RN

RN

$27,626
$29,025
$30,425
$31,822
$33,220
$34,618
$36,015
$37,413
$38,812
$40,211
$41,607
$43,006
$44,404
$45,803

BA
$32,502
$34,146
$35,793
$37,438
$39,083
$40,727
$42,371
$44,015
$45,660
$47,308
$48,950
$50,595
$52,239
$53,885

BA+30

$34,146
$35,930
$37,713
$39,495
$41,745
$43,058
$44,841
$46,621
$48,405
$50,188
$51,970
$53,752
$55,5637
$57,318

OYSTER RIVER SCHOQOL DISTRICT
MA+30 2Mast/CAGS/Dr

MA

$34,972
$36,821
$38,674
$40,525
$42.378
$44,230
$46,081
$47,933
$49,786
$51,636
$53,489
$55,341
$57,193
$59,044

$36,615
$38,604
$40,595
$42,583
$44,574
$46,575
$48,551
$50,541
$52,529
$54,518
$56,510
$58,498
$60,490
$62,476
$64,466

$37,438
$39,453
$41,470
$43,487
$45,504
$47,518
$49,520
$51,554
$54,866
$55,588
$57,604
$59,620
$61,635
$63,654
$65,669

% Inc
0.025




