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NEGOTIATIONS CONTRACT

BETWEEN

CONCORD SCHOOLDISTRICT

AND

CONCORD EDUCATION ASSOCIATION

2021-2022

I. THIS CONTRACT, developed and agreed to by the Concord School District, hereinafter called the

"District", and the Concord Education Association, hereinafter termed the "Association", is in force for the

years beginning September 1, 2021, and ending August 31, 2022. It will be renewed annually from the

termination date unless one ofthe parties has notified the other, on or prior to, December I, preceding the

expiration date that it will not accept renewal. lt is agreed that this instrument supersedes any provisions

of policies or procedures ofthe District which are contrary to the provisions ofthis contract.
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TEACHER'S CONTRACT

II. RECOGNITION

A. The Association has presented to the District satisfactory evidence that it represents a majority of
the certified personnel employed by the District exclusive ofthose that are paid on an
administrative salary schedule. The District recognizes the Association as the Exclusive
Bargaining Unit representative ofall certified personnel pursuant to RSA 273-A, et_seq.. with the
exception noted above, for the purpose ofnegotiating with the District.

B. The Association shall provide the Superintendent of the District with the names of its duly
authorized representatives and shall notify him/her ofany changes.

C. Before any Board Meetings, the Secretary ofthe Board shalI provide the President ofthe
Association, or someone designated by the President, with the same written information as is
presented to the Press, and a copy ofthe minutes ofeach meeting shall be forwarded to said
representatives after said minutes have been approved by the Board as correct.

D. Effective September 1, 1991, school psychologists will be members ofthe Concord Education
Association bargaining unit, and will be paid according to the salary schedule provided in
Appendix C.

ID. NEGOTIATIONS PROCEDURES

Subject to Article I, the parties shall meet within a reasonable period of time after the written request
of either party. The Association shall direct its requests to the Superintendent or his/her designated
representative. The School Board shall make its request for a meeting to the President of the
Association by means of a communication from the Superintendent or his/her designated
representative. Negotiations between the parties shall be conducted in good faith and in accordance
with provisions ofRSA273-A, et seq.

IV. GRIEVANCE PROCEDURE

A. Definition
1. A "grievance" is a claim based upon the interpretation, meaning, or application ofany of

the provisions ofthis Agreement. Only claims based upon the interpretation, meaning, or
application ofany ofthe provisions ofthis Agreement shall constitute grievances under
this Article. Any claims based upon the non-renewal ofa non-tenured teacher as defined
by RSA 189:14-a and RSA 189-14-c shall be excluded from the arbitration provisions of
this grievance procedure.

2. An "aggrieved" person is the person or persons making the claim.

3. A "party in interest" is the person or persons making the claim and any person who might
be required to take action or against whom action might be taken in order to resolve the
claim.

B. Procedure
1. A certified employee with a grievance shall first submit it in writing through the

Association's Building Grievance Representative or other duly-selected representative to
grievant's principal or immediate supervisor. The principal or supervisor, as the case may
be, shall meet with the grievant (certified employee) and the Association's Building
Grievance Representative or other duly-selected representative within five (S) school days
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after receiving the written grievance.

2. If the grievant is not satisfied with the disposition of the grievance by the principal or
supervisor, or if no decision has been rendered within five (5) school days after the first
meeting, the grievant has five (5) school days to file the grievance in writing with the
Association's Grievance Committee. Within five (5) school days after having received a
grievance, the Association's Grievance Committee may file the grievance in writing with
the Superintendent or Director of Human Resources. The Superintendent or Director of
Human Resources shall meet with the Grievance Committee or a representative of the
Grievance Committee within five (5) school days after receiving the written grievance.

3. If the Grievance Committee is not satisfied with the disposition of the grievance by the
Superintendent or Director ofHuman Resources, or ifno decision has been renderedwithin
ten ( 10) school days after the GrievanceCommittee's firstmeeting with the Superintendent
or Director of Human Resources, the Grievance Committee may file the grievance in
writing with the School Board Communications & Policy Committee (SBCPC) within ten
(I0) school days. A meeting between the Grievance Committee and the SBCPC to
examine the facts of the grievance shall be held within fifteen (15) school days after
receiving the written grievance. The SBCPC will render a written decision within fifteen
( 1 5) school days after such meeting.

4. If the Grievance Committee is not satisfied with the disposition of the grievance by the
SBCPC, the Grievance Committee may submit the grievance to arbitration and will notify
the SBCPC in writing of its intent to do so within ten ( 10) school days. If the parties fail
to agree upon an arbitrator within fourteen ( 14) days after the Grievance Committee has
notified the SBCPC, then either party may apply to the American Arbitration Association
for designation ofan arbitrator.

The arbitrator shall proceed forthwith to make a final and binding disposition of the
grievance by such means and methods as he/she may determine to be necessary. The
arbitrator is limited in his/her authority to interpret the contract in the resolution of the
issue submitted to him/her by the parties and has no authority to alter, change, or modify
any provisions of this Agreement.

Ifeither party fails to abide by the provisions ofthis Section (IV, B, 4), the other partymay
apply to Merrimack County Superior Court under provisions of RSA 542 for enforcement
of this Agreement.

The cost ofarbitration, including arbitrator's fees and reasonable expenses, shall be borne
equally by the District and the Association. Any additional cost(s) attendant with the
hearings shall also be borne equally, subject to the agreement of both parties.

5. a. No reprisals of any kind will be taken by the District against any party in interest or
other participant in the grievance procedure.

b. Any party in interest who is a member of the bargaining unit may be represented by a
representative selected by the Association. The Association may appear and be heard at
any stage ofthe grievance procedure.

6. Forms for the grievance procedure will be jointly prepared by the Superintendent and the
Association and be given appropriate distribution.
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7. A grievance, which is not filed within forty-five (45) school days, shall be waived,
regardless ofwhether the employee knew or should have known ofthe act or condition on
which the grievance is based.

8. Grievance records shall be placed in a separate file, not in the employee's regular file.

9. The Association shall have the right to request and to receive complete data to expedite
contract maintenance.

V. SALARIES AND OTHERECONOMIC BENEFITS

A. Salaries

Salaries are set forth in Appendix C (bargaining unit members other than administrators), Appendix D
(co-curricular activities). If it makes a request in writing, the Association will be provided with all
statistical information relating to payrolls.

B. Insurance

1. Life Insurance
The District will purchase $50,000 ofterm life insurance for each certified employee during each
year of the Agreement. The amount of life and accidental death and dismemberment insurance
reduces to 67% at age 65 and to 50% at age 70. The life nnd accidental death nnd dismemberment
insurance coverage cancels at time of separation from the District. The employee shall designate
the beneficiary of this insurance. The District agrees to deduct from the salaries of its certified
employees payment for additional term life insurance at a rate set by the life insurance carrier and
to transmit the monies promptly to the life insurance carrier providing term life insurance.

2. Personal Property Insurance
The District will reimburse certified personnel for noninsured loss and/or damage to personal
property used in school-related activities up to $500 for property and $250 for automobile per
incident. The intent of this payment is to reimburse certified personnel for losses which are not
insured or may be within deductibles on insurance carried by certified personnel.

C. Maximum Step

A payment in the amount of2% of the maximum step ofthe teacher's salary track will be made to all
certified employees who have been on the maximum step oftheir salary track for at least one (I) year,
but who are not eligible for maximum step payments based on years of service with the District as
provided below.

A payment in the amount of 3% of the maximum step of the teacher's salary track will be made to all
certified employees who have been on the maximum step of their salary track for at least one (I) year
and have ten ( I 0) to fourteen ( 14) years ofservice with the District.

A payment in the amount of 4% of the maximum step ofthe teacher's salary track will be made to all
certified employees who have been on the maximum step oftheir salary track for at least one (I) year
and have fifteen ( 15) or more years ofservice with the District.

The maximum step benefit will be paid to a teacher who has earned it at the top step ofone salary track
of the salary schedule and moves from that top step to the top step of another salary track so long as
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the move from one track to the next does not include a step increase. Teachers with fourteen ( 14) years
of experience or more who are receiving a maximum step payment will continue to receive said
payment when they move from the top step ofone salary track to the top step ofanother salary track.

Maximum step payments do not compound from year to year.

D. Separation Benefit

The District will pay certified personnel who terminate employment voluntarily, are laid off, or die
based upon the following schedule:

Beginning with the sixth (6) year through fifteen ( 15) complete years ofactual teaching in the District
- 35%ofunused sick leave.

Beginning with the sixteenth ( 16) year through twenty-five (25) complete years of actual teaching in
the District - 40% ofunused sick leave.

Beginning with the twenty-sixth (26") complete year ofactual teaching in the District - 50% ofunused
sick leave.

Those employees receiving 35% of unused sick leave shall be paid at a rate of$125 per day or per
diem, whichever is less. Those employees receiving 40% of unused sick leave shall be paid at a rate
of $150 per day or per diem, whichever is less. Those employees receiving 50% of unused sick leave
shall be paid at a rate of $170 per day or per diem, whichever is less. In the case ofdeath, this benefit
will be paid to a named beneficiary or to the estate ofthe bargaining unit member.

E. Work Year

Teachers will not be required to return to school prior to the first Tuesday after Labor Day nor will they
be required to work subsequent to June 30th provided that 180 student days have occurred. The work
year for certified personnel shall includeonly those days for which attendance ofall certified personnel
is required but shall not exceed 183 days. For employment required beyond the work year, the District
will pay certified personnel at the individual's per diem rate ( I /183 x individual's annual salary).

1. Work Dav

a. The Association and the District recognize that they have a joint responsibility to promote
educational improvement and to provide the best possible opportunity to each and every student.
Except as otherwise provided in this paragraph, the regularly scheduled work day for teachers shall
begin twenty (20) minures prior to the students' instructional day, at the school to which the certified
personnel are assigned, and shall end twenty (20) minutes after the close of the students'
instructional day. Certified personnel are expected to attend faculty, department, grade level and
team meetings and other meetings of reasonable frequency and duration, beyond the regularly
scheduled work day, with reasonable notice. Said meetings are considered part ofthe work day.
Time worked beyond the work day will be at the sole discretion of the individual certified
employee. The impact ofany extension of the instructional day will be negotiated in accordance
with RSA 273-A.

b. It is understood that the regularly scheduled work day for certified personnel at Concord High
School will not exceed seven (7) hours and forty (40) minutes.
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c. It is understood that the regularly scheduled work day for certified personnel at Rundlett Middle
School will not exceed seven (7) hours and forty (40) minutes.

d. It is understood that the regularly scheduled work day for certified personnel at the elementary
schools will not exceed seven hours (7) hours and twenty-five (25) minutes.

e. It is understood that certified personnel may be offered schedules at staggered starting and
ending times at the school to which they are assigned to facilitate student opportunities. Staggered
schedules which alter the work day of certified personnel in a given school shall be voluntary.
Employees who voluntarily accept staggered schedules shall not be required to exceed the regularly
scheduled work day. The Association shall be notified of any plan to implement staggered
schedules and there shall be no coercion against employees who do not voluntarily accept such
assignments.

2. School Day

a. It is understood that the school day for students, at Concord High School, will not exceed
seven (7) hours.

b. Jt is understood that the school dav for students, at Rundlett Middle School, will not exceed
seven (7) hours.

c. It is understood that the school day for students, in the elementary schools, will not exceed
six hours and forty-five (45) minutes.

3. Staggered schedules will not alter the above definitions ofthe school day, regularly scheduled
work day, or work day.

4. Release TimeDays- It is agreed that release time days shall not routinely lengthen the teacher's
normal instructional day. However, it is understood by the parties to this Agreement that when
special programsor speakers are planned during release time days, the normal instructional day
may be extended.

5. After consulting with the Association, the District will prepare the school calendar and will
make the approved calendar available to each certified employee and to the general public on
or before June I ofthe year in which the calendar goes into effect.

6. After June I, the District may make changes in the calendar:

a. In order to bring the calendar into line with a changed calendar ofstudent attendance; or

b. By mutual agreement with the Association.

7. Delayed Opening - A school day begun late because of inclement weather will not go beyond
the normal closing time ofthe school.

F. Experience

I. Except as provided for in the Manual of Board Policy, entitled "Advance to a higher salary",
revised July 5, 1983, certified personnel will be placed on the proper step ofthe salary schedule
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according to their teaching experience and education and shall be given any differential
presently in force for any position. Credit will be given for previous experience teaching
outside as well as within the District.

2. New personnel whose prior experience is outside the District may be placed on the salary
schedule at a level determined by the District, provided that the employer's placement is not
on a schedule or at a level which exceeds the employee's creditable experience. Creditable
experience may include relevant non-teaching work experience performed after the completion
of the Bachelor's degree but only for teachers hired for positions that are designated as in
"critical shortage" by the New Hampshire Department of Education at the time of hire.
Teachers must be certified in the critical shortage area and hired to teach students in that area.
One year of experience on the current teacher's salary schedule for each two (2) years of
relevant non-teaching work experience may be awarded. The maximum credit for non
teachingexperiencewill be four steps. Up to threeyears ofsalarycredit orsteps will be granted
forall RN nursing experience outside of the public school sector which is job related. The ratio
of two years of outside experience to one step on the salary schedule will be used. Previous
school nursing experience as an RN wiII be counted on a ratio ofone year ofexperience to one
step on the salary schedule.

3. New personnel who have prior experience within the District shall receive full credit for such
experience and for any other experience with which they had previously been credited.

4. Teachers on step 2 or below ofthe Bachelor's track of the salary schedule as of the 2006-2007
contract year and all teachers hired on the Bachelor's track ofthe salary schedule for the 2006-
2007 contract year and thereafter may not advance beyond step IO on the Bachelors track.
Teachers subject to the cap at step 10 on the Bachelor's degree track who reach step IO and
subsequently qualify to move to theMaster's degree track ofthe salary schedule will be placed
on the Master's degree track at the step appropriate for their years of creditable experience.

G. Medical Benefits

1. Choice ofBenefits

a. TheDistrict will offer bargaining unitmembers one medical plan: SchoolCare Yellow Open
Access with Choice Fund. The plan coverages are designed by the carrier and outlined in
Appendix E.

2. Annual Contributions

Bargaining unit members will contribute toward the cost of the plan at the rates and conditions set
out below. Said annual contribution shall be paid through payroll deduction. The annual cost of
the medical plans shall be provided on or before June I of each year.

a. For the 2021-2022 medical plan year, the District and memberwill contribute the following
depending on the hiring date and benefits status of the member.

l. For members enrolled in a District's medical plan on or before June 30, 2015,
the district will contribute 95% of the cost of the SchoolCare Yellow Open
Access with Choice Fund for all three years ofthe contract.

2. For members who are ineligible or new employees after June 30, 2015, the
District will contribute 85% and the member will contribute 15% towards the
cost ofthe SchoolCare Yellow Open Access with Choice Fund.
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3. Members eligible for coverage under District medical plans on June 30, 2015,
but not participating in said plans, may only join said plans upon a qualifying
event as defined by the carrier.

b. In the event that the health insurance plan under this agreement is projected to trigger the
so-called "Cadillac tax," the parties agree to exchange proposals limited only to identifying
a health insurance plan that complies with the Affordable Care Act and that does not result
in the position of the so-called "Cadillac tax" no later than February 15 in any given year.
The parties acknowledge that coverage and benefits available under the plans they propose
may modify and/or reduce coverage and benefits currently available. If the parties are not
able to agree on one of these two proposed plans, the plans will be submitted to binding
arbitration no later than March 15 in any given year with a mutually acceptable arbitrator.
In the event the parties cannot agree on an arbitrator, the NH PELRB will select. After
hearing from both parties, the arbitrator will choose one ofthe two proposed plans by June
I5 in any given year and that plan will be implemented on July I in any given year. The
District agrees to continue to contribute the same percentage rate of the yearly premium
cost for the Single, Two-Person or Family Plans.

The annual payment will be provided through payroll deduction. Those who work less
than full-time will receive a prorated benefit. However, no benefit will be paid for those
working less than I5 hours per week.

The District shall file with the Internal Revenue Service to qualify these medical henefit
contributions as pretax deductions pursuant to Section 125 ofthe Internal Revenue Code.
As early as possible, but not later than January I, 1995, the District will file with the
Internal Revenue Service to qualify all other allowable benefit contributions as pretax
deductions pursuant to Section 125 of the Internal Revenue Code. As of September I,
1993, and for all years thereafter in which medical benefit contributions are made by unit
members, said contributions shall be equally divided among the elected pay periods.

c. The District agrees to continue to provide medical benefits as provided in this Agreement
for tenured teachers who have used all their sick leave. sick bank days and Family and
Medical Leave Act (FMLA) leave, and have obtained a disability determination from the
disability insurance carrier (pursuant to Appendix F) during those leaves, for a period of
twelve (12) months from the conclusion ofa teacher's FMLA leave.

d. In the event the New Hampshire legislature eliminates Civil Unions, the District agrees to
reinstate language in the 2005-2009 Collective Bargaining Agreement at Article V, F

3. Declination Payment

TheDistrict will pay the followingamount to bargaining unit members eligible for health insurance
who, during an open enrollment period, decline health insurance for the subsequent health
insurance plan year and provide proofof health insurance coverage from a source other than the
District health insurance plan.

$1,400 to a bargaining unit member eligible for a family plan
$1,000 to a bargaining unit member eligible for a two-person plan
$ 700 to a bargaining unit member eligible for a single person plan.

The District will pay a prorated portion ofthe above amounts to bargaining unit members who are
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eligible for a prorated health insurance benefit pursuant to Article V, G, 2, d and, during an open
enrollment period, decline health insurance for the subsequent health insurance plan year and
provide proofof health insurance coverage from a source other than the District health insurance
plan. One-half of the declination payment will be made in the last pay period in December, and
one-halfwill be paid in the last pay period in May ofeach year.

4. Change ofCarrier

lt is further agreed that the Board may, in its sole discretion, with reasonable notice in advance to
the Association, obtain such insurance from a different carrier, provided that it is mutually agreed
that the benefits are comparable with those benefits provided by the SchoolCare Yellow Open
Access with Choice Fund.

5. Dental Insurance

The District will pay for a family Delta Dental plan, A, B, & C ( I 00% of coverage A, I 00% of
coverage B, 50%ofcoverage C) or equivalent (Appendix J).

ln the event the New Hampshire legislature eliminates Civil Unions, the District agrees to reinstate
language in the 2005-2009 Collective Bargaining Agreement at Article V, G, 6.

6. Wellness Program

In the event the District once again chooses to self-insure the Wellness Program language within
the 2012-2015 Master Agreement will be reinstated.

7. Retiree Health Insurance

Retirees shall be permitted access to the District's health insurance plan. Upon retirement, the
District shall pay 65% of the single or two-person plan with a retiree paying the remaining costs.
The parties agree to adhere to the rules of the health insurance provider. Those retirees receiving
a subsidy from the New Hampshire Retirement System shall pay I 00% of the difference between
the subsidy and the premium for said plan.

A retiree shall be defined, for purposes ofthis section ofthe contract, as a teacher who has taught
in the District for a minimum of ten ( I 0) consecutive years immediately prior to retirement and is
at least fifty (50) and less than sixty-five (65) years of age at the time of retirement. This benefit
will end when Medicomp becomes available.

For so long as the New Hampshire Retirement System (NHRS) provides a medical insurance
subsidy to eligible retired teacher members (as defined by the NHRS), on the HMO or POS plans,
the District will apply said NHRS subsidy, for all District retirees (as defined above) eligible for
said NHRS subsidy, first, toward the retiree's cost for his or her health insurance benefit and,
second, toward the District's contribution toward the cost ofthe retiree's health insurance benefit.
The POS plans shall end as ofAugust 31, 2015. Those Bargaining Unit Members who retire after
June 30, 2015 shall be eligible for health benefits only under the SchoolCare Yellow Open Access
with Choice Fund.

H. Worker's Compensation
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Employees who suffer an injury or illness that is compensable under Worker's Compensation shall
receive the following benefits for the contract year in which they began the Worker's Compensation
and the next contract year, as long as the employee is unable to return to work:

I. Health care benefits regularly paid by the District under the collective bargaining agreement
for the contract year in which they are paid shall continue.

2. Retirement payments shall continue on the same percentage as before said injury or illness and
shall be based upon the dollarcontribution actually paid by the District. In addition, theDistrict
will permit further payment as requested by the employee in accordance with the NH State
Retirement System rules.

3. The District shall retain the employee's position, or similar position.

I. Reimbursement for Courses

I. The sum of$150,000 will be made available each year ofthe contract as part ofthe Staff
Development Program lo subsidize course work completed by certified CEA bargaining unit
employees. Any certified personnel receiving course reimbursementwhile on leave for longer
than thirty (30) days will be reimbursed for course work upon his/her return to District
employment.

a. Maximum amount of reimbursement will be at the actual UNH credit hour costs. An
individual is limited to reimbursement for twelve ( 12) credit hours in a fiscal year.

b. Prior approval ofcourse work must be obtained from the Superintendent of Schools.

c. The District will provide the Association with a copy of each request for course
reimbursement and with the Superintendent's disposition ofeach request.

2. The sum of$20,000 per contract year will be made available as part ofthe StaffDevelopment
Program to cover the cost of course work (payable directly to the school) to be completed by
certified CEA bargaining unit employees who have completed two (2) years ofemployment in
the District and are on steps 3 through 6 of the CEA salary scale during the school year in
which the course will be taken or during the school year following the summer in which the
course will be taken. Any payment from this fund is subject to the conditions outlined in
Paragraph I above for course reimbursement. Each pre-paid course must be successfully
completed or the employee must reimburse the District for the cost of the course. No
bargaining unit employee hired for the 2006-2007 contract year or thereafter will be eligible
for payment for course work pursuant to this Article Y.1.2.

3. The sum of$60,000 will be made available as part ofthe StaffDevelopment Program to cover
the cost ofcourse work (payable directly to the school) in an approved Master's degree program
which is completed by certified CEA bargaining unit employees subject to the following
conditions:

a. Beginning in the 2009-2010 contract year, all teachers who are hired into full-time
positions on the Bachelors track of the salary schedule which are not designated as one
year-only positions and meet the requirements set out belowwill be eligible to receive pre
payment for up to 12 credit hours per fiscal year until a pre-approved Masters' degree
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program is completed. The maximum reimbursement will be at the actual UNH credit
hour costs.

b. To be eligible for pre-payment, teachers must before enrolling in course work: (I) have
been nominated and approved by the School Board for, and have signed an employment
contract for, their third through seventh year of full-time employment in a position in the
District that is not designated as a one-year-only position; (2) be actively employed in a
full-time position; (3) be on steps 3 through 7 on the Bachelors track of the CEA Salary
Schedule at the time they apply for approval of the Master's degree program; (4) be
accepted into a Master's degree program approved in advance by the Superintendent and
(5) be seeking pre-payment for courses associated with that approved Master's degree
program. The Master's degree program must be related to the teacher's assignment in the
District and be demonstrated to be ofvalue to, and in the interest of, the District.

c. Each pre-paid course must be successfully completed or the employee must reimburse the
District for the cost of the courses.

d. Eligibility will not be provided on a pro-rated basis; that is, part-time and one-year-only
teachers are not eligible for this benefit and years of part-time work will not be combined
to equal years offull-time work.

J. Reimbursement for Conference and Travel

The sum of$25,000 per contractyear will be provided by the District and disbursed in the same manner
asCourseReimbursementforConference and Travel ofcertified employees covered by this Agreement
as follows:

1. An individual is limited to $450 reimbursement per year.

2. Prior approval of the conference must be obtained from the Superintendent.

3. Conferences attended must be demonstrated to be of value to, and in the interest of, the District.

4. The District will providethe Association with a copyofeach request for conference reimbursement
and with the Superintendent's disposition ofeach request.

5. Prior to the beginning ofeach reimbursement year on July I, the CEA may make a single transfer
of funds, up to a maximum amount of $7,000, between the Course Reimbursement and the
Conference and Travel accounts by requesting said transfer in writing on or before June I ofthat
year.

K. Leaves ofAbsence, Sick Leave Bank, and Disability Income

I. Sick Leave and Disability Income

Certified personnel shall be entitled to twenty (20) days of sick leave in each school year,
cumulative to one hundred and seventy-five (175) days and, in addition, shall be entitled to the
disability benefits set forth in Appendix F. In no event shall sick leave benefits, whether earned by
the individual or taken from the sick leave bank, be paid while disability benefits are received.
Certified personnel in their first year ofemployment shall have twenty (20) sick days available for
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use at the start of the school year. After the first year of employment, additional sick leave days
shall accrue pro-rata on a monthly basis.

2. Sick Leave Bank

The Board agrees to establish a sick leave bank to coveremployees in the event of long term illness.
The sick leave bank shall be administered by a committee composed of five (5) members of the
Association appointed by the Association President. Rules for membership and participation in the
sick leave bank shall be established by the Association and shall be supplied to the Board. Any
rules established by the Association shall include the following:

a. That the sick leavebank shall be funded at the startofeach school year to reach a maximum
oftwo hundred (200) days. The sick leave bank may ordinarily be supplied with additional
days only at the start of each school year to bring it up to the two hundred (200) days
maximum.

b. That no one may contribute more than two (2) days in any school year to fund the sick
leave bank at the start ofeach school year; and that anydays contributed shall be deducted
from that year's sick leave entitlement for the person making said contribution.

c. That the Association shall notify the District by October 30 ofeach year of the individuals
who have donated days to the sick leave bank so that said days may be deducted from the
individual's yearly entitlement.

d. That individuals may not elect to receive sick leave benefits in lieu ofdisability benefits
pursuant to Appendix F. Eligibility for sick leave bank benefits shall terminate when an
individual is eligible for benefits pursuant to Appendix F.

e. That no employee shall, under any circumstances, be entitled to sick leave bank benefits
until said employee has exhausted all accrued sick leave available to that employee.

f. That no one shall, under any circumstances, be entitled to receive sick leave and disability
benefits at the same time.

g. The Association may replenish the sick leave bank (back to 200 days) one time during the
school year if the number of days left in the bank falls below 50 days. No teacher may
contribute more than one (I) day in any replenishment of the sick leave bank; any days
contributed shall be deducted from that year's sick leave entitlement for the person making
said contribution. The Association shall notify the District of the individuals who have
donated a day to the replenishment ofthe sick leave bank so that said day may be deducted
from the individual's yearly entitlement.

3. Emergency, Personal, and Funeral Leave

Certified personnel are entitled to two (2) personal and three (3) emergency days each year, both
noncumulative and not to be deducted from sick leave. Days used for funerals in the immediate
family will not be deducted from sick, personal, or emergency leave. For purposes ofthis section,
immediate family shall be defined as: spouse, civil-union partner, domestic partner (unmarried and
uncivil-unioned), child, mother/father, brother/sister, grandparents/grandchildren, step
mother/father/brother/sister/child, aunt/uncle, first cousin, legal guardian, and in-laws:
mother/father/brother/sister. In addition, certified personnel may utilize up to three (3) sick days
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per year to attend a funeral for any relation that is not listed within the immediate family definition
above. Personal days are for activities ofsuch a personal nature that it is essential for an individual
to be absent from his or her professional duties. Personal days will not be taken for pecuniary gain.
Personal days are not to be used to extend a weekend or vacation.

4. Procedure for the Resolution ofa Disputed Personal Day

a. The District shall not inquire of any teacher as to the basis upon which a personal day is
taken. However, if the District has reason to believe that a teacher has taken a personal
day for a reason beyond the scope of "personal day", the District shall seek resolution of
the disputed day through submission to a neutral person (arbitrator).

b. The District shall inform the teacher of its intent to request denial of payment for said
personal day and submit the dispute to the permanent arbitrator.

c. Within ten ( I 0) days of notification to the teacher of the District's intent to request denial
of payment, the District shall notify the permanent arbitrator (selected by parties in
accordance with the tenns of this Agreement) as to the dispute and the basis upon which
said request is based and shall request the permanent arbitrator to meet with the employee
(and his/her representative if desired) to resolve said dispute within the terms of this
contract.

d. The parties shall abide by the decision of the permanent arbitrator and no appeal of that
decision shall be permitted.

5. Selection ofa Permanent Arbitrator

a. The parties hereby appoint Gary Altman, Michael Ryan, and Bruce Fraser, (or other
mutually agreed upon arbitrator) as a permanent arbitrator for the resolution of disputes
regarding personal days.

b. In the event a dispute arises concerning the taking ofa personal day, said dispute shall be
referred to first Mr. Altman, second Mr. Ryan, and third Mr. Fraser for resolution.

c. After receiving notices of a request for denial of payment and the District's basis for said
request, the chosen arbitrator shall meet with the affected employee and shall determine
from said employee the reason for taking a personal day. Ifsaid employee refuses to meet
with the arbitrator, denial of the personal day will be automatic and pay shall be withheld.
Said meeting shall not occur at a time which requires the appointment of a substitute
teacher.

d. The chosen arbitrator shall not prepare a written decision. An order upholding or denying
the District's request shall be sufficient.

e. The chosen arbitrator's fee(s) for said review and Order shall be equally borne by the
parties to this Agreement.

6. Emergency Days

a. The parties recognize that emergencies may occur from time to time that require the
absence of a professional covered by this Agreement from customary employment
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responsibilities within the District. When such emergencies occur, an individual shall be
given time off subject only to the requirement that an explanation ofthe emergency shall
be provided to the individual's supervisor ifone is requested.

b. An individual shall not be refused pennission to leave if, in the opinion ofthe individual,
an emergency exists. Ln the event that the District detennines that an emergency requiring
the individual's absence did not actually exist, it shall follow the dispute sections of this
Agreement.

7. Association Leave

a. At the beginning ofeach school year, the Association will be credited with five (5) days
with pay to be used by the Association members with the approval of the President ofthe
Association. Each occasion will be for one or more full day(s), and on each occasion the
Association will notify the District no less than twenty-four (24) hours prior to the use of
such time. This time will be treated as time described in RSA 273-A: 11, II.

b. The Association will be allowed to send members (with pay) to the NEA-NH Delegate
Assembly each year based upon the CEA's membership and application of the NEA-NH
delegate fonnula in effect as ofSeptember 1, 1999.

8. Extended Leaves ofAbsence

Leaves of absence, without pay, will be granted upon and for such case as the Board deems
appropriate.

9. Sabbatical Leave

The Sabbatical leave policy is set forth in Appendix G.

10. Jury Duty

Any certified employee summoned forjury duty or issued a subpoena shall be paid his/her full
salary for each working day of absence provided he/she pays the District the jury or witness
fee(s).

11. Child-Rearing Leave

The District shall not refuse an individual child-rearing leave except in extreme emergencies.
If leave begins during an academic year, the remainder of that year may be used for child
rearing leave. In addition, the next full academic year may be included, if requested by the
employee. It is understood by the parties that an extreme emergency is created when the
District is forced to tenninate a scheduled program. The Board shall make every reasonable
effort to secure a replacement in such cases.

12. Newborn and Adoptive Leave

Certified personnel are eligible to use up to twenty (20) days of paid sick leave (if available)
per year to prepare for or care for an adopted child age Oto 18 years who is not the birth child
ofeither parent. Certified personnel who are parents ofa newborn child are eligible to use up
to ten ( I 0) days ofpaid sick leave (if available
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e) per year to prepare forand care for the newborn child. Sick days taken whether for a newborn
or adoptive child shall be taken within the six (6) month period surrounding the day the
employee brings the child home.

L. Veterans Salary Schedule

I. Each year the ten ( I 0) teachers with the most years ofservice teaching in the Districtwho have
applied for placement on the veteran salary schedule will be offered placement on the veteran
salary schedule. The Board shall determine those who are eligible to be placed on the veteran
salary schedule, first by length of service in the Concord School District measured by
comparable full-time service, the person with the greatest length of service being given
preference. Placement on the veteran salary schedule shall be for two (2) years. Those teachers
who are in year I ofthe Veterans Salary Schedule in the 2017-2018 school year and subsequent
years shall not be eligible for re-employment with the Concord School District as a full-time
bargaining unit member upon conclusion oftheir veteran salary schedule benefits.

a. Teachers who work 80% ofa full time schedule ormore shall be eligible for placement
on the veteran salary schedule. In addition, a teacher must be 53 years ofage by the
last day ofthe school year in which they apply for placement and at the top of his/her
salary track and have at least seventeen ( 17) years offull-time service in the district by
August 31 ofthe year prior to being placed on the veteran salary schedule.

b. Years of service to the district will be determined by the equivalent number of full
time years worked (example - two years of half-time equals one full-time year). If
there is a tie in years ofservice, the date of formal election within the District shall be
the determining factor.

c. Should there still be a tie in length ofservice, then by the age ofthe eligible individuals
as of August 31 of the year prior to being placed on the veteran salary schedule, the
older individual being given preference.

d. Eligible teachers shall apply by April l si ofthe school year preceding placement on the
veteran salary schedule by two (2) years ifthey qualify for theveteran salary schedule.
Each qualifying teacher shall have twenty (20) calendar days from the date of
notification that they have been selected for the veteran salary schedule to accept
placement on the schedule. Notification shall be considered received on the date of
actual receipt or three (3) days after notification is placed in the U.S. mail, whichever
is sooner. Ifa teacher declines placement on the veteran salary schedule the next most
senior teacher who applied will be offered the slot. Any teacher who declines will be
eligible to apply the followingyear.

e. If a teacher who has accepted placement on the veteran salary schedule decides to
withdraw for any reason during the year prior to the start ofveteran teacher status, the
slot shall not be filled.

f. An applicant with thirty (30) or more years ofservice on or before August 31 ofyear
prior to being placed on the veteran salary schedule will receive the top step of the
veteran salary schedule ($20,000) per year for two years in addition to their top step of
their salary track plus max step. The remaining step payments will decrease in $500
increments for each year's decrease in the number ofyears ofservice below thirty (30)
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years that the teacher has with the District on or before August 31" ofeach ofthe two
years they are on veteran salary schedule (e.g., 29 years of service with the District=
a total cash payment of $39,000 over 2 years; 28 years of service with the District= a
total cash payment of $38,000 over 2 years; 20 years of service with the District = a
total cash payment of$30,000 over 2 years)= and 17 years equals a total cash payment
of$27,000 over 2 years.

g. Eligible teachers whowork less than a full time schedule shall receive a pro-rated cash
payment equal in amount to the percentage ofa full-time schedule the teacher worked
in the year he or she was placed on the veteran salary schedule (i.e., 80%-99%) times
the veteran salary step designated above for a teacher of his or her years ofservice on
or about August 31 SI ofeach year they are placed on the veteran salary schedule.

2. In the event that the Legislature of State ofNew Hampshire revises RSA 100-A:16, III-a, the
CEA reserves the right to be able to reinstitute the current planned retirement system in its
2008/2009 form except that Section I, B of the 2008/2009 plan retirement language shall be
substituted to read: As ofthe end oftheyear ofplanned retirement, said teacher has completed
at least seventeen ( 17) years offuII time teaching or the equivalent thereof in the District.

3. In the event of any penalty assessed against the District by the New Hampshire Retirement
System pursuant to RSA 100-A:16, III-a, the amount of compensation which results in said
penalty shall be paid to a 403(b) plan on behalfof the employee in lieu ofdirect compensation.

VI. OTHER BENEFITS

A. Teacher's Contract

I. The individual teacher contract (Appendix A of this Agreement) shall state the salary and, to
the extent possible, work location, subject matter and grade level to be taught. Exceptions to
this provision are those itinerant teachers whose caseloads are unknown at the time ofwriting
of the contract, and/or individuals who face an involuntary transfer due to reduction in force.

2. Whenever a projected class enrollment upon which an individual's assignment is based differs
substantially from the actual class enrollment in the month of September, the District reserves
the right to reassign the certified employee by October I within the District. Every reasonable
effort will be made to assign the employee in areas of previous experience and areas of
certification.

3. When each individual contract is executed, a teacher shall be paid in twenty-one (21) or twenty
six (26) installments which shall not exceed the amount set forth in the individual's annual
contract. Individuals electing twenty-six (26) installments shall have installments twenty-two
(22) through twenty-six (26) after the twenty-first (21) installment has been issued and shall
receive all five installments at the same time.

4. Teachers who begin their employment and execute their contract after the start of the school
year shall have the pay periods remaining in the year prorated and, when the contract is
executed, shall elect the prorated portions of the remaining twenty-one (21) or biweekly pay
periods. Said installments shall not exceed the amount set forth in the individual's annual
contract.
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These provisions ofthe individual contract shall constitute the employee's working conditions.

B. Evaluation

The parties agree teachers shall be evaluated in a fair, open, and effective manner. Any model
for evaluation adopted by the school district shall detail when evaluation(s) will occur,
notification of any teacher deficiencies in a timely manner with assistance provided to the
teacher so that improvement can be made without undue delay or detriment to the teacher and
the student. (See Appendix K.)

C. Lunch Period

Each certified employee will be entitled to a lunch period free of duties or meetings of
approximately thirty (30) minutes duration (or equal to the students, whichever is greater).
Whenever a teacher is deprived oftheir lunch period due to an I.E.P. meeting which cannot be
scheduled at any other time, the teacher will be provided with their lunch period before or after
the meeting. Other teachers will not be used to provide coverage for the teacher's early or late
lunch. Ln case of an emergency, a certified employee should be ready to accept a duty or
assignment by the building principal, even if it means shortening the employee's lunch period.

D. Preparation Time

I. Each teacher shall be scheduled for a daily preparation period of45 continuous minutes except
on early release days or in cases ofemergency.

2. Preparation time will not be used formeetings unless requested by the classroom teacherexcept
for I.E.P. meetings where parents must attend and cannot be present at any other time.

3. Certified personnel shall receive a minimum of 2 hours preparation time on the day before
school starts. Ifplanning is required for freshman orientation day, teachers will be notified two
weeks prior to the end ofthe prior school year.

E. Teacher in Charge

Certified personnel who accept temporary responsibility as an acting principal (teacher-in-charge)
during the absence of a principal are deemed to be covered by the indemnification voted by the
School Board on January 7, 1974, under Policy #203, pursuant to RSA 31: I 05 (Supp.), during the
period they execute their responsibility.

F. Discharge, Discipline or_Reprisal

No certified employee will be discharged or reprimanded except for just cause, as long as this
provision does not violate state tenure law.

G. LayoffProcedure

The District will make every reasonable effort to minimize the effects of the reduction-in-force by
such means as letting tenninated positions close through attrition of personnel or having teachers
who face layoffreplace those who are on leaves ofabsence or sabbatical.
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The following reduction-in-force provisions will be implemented when the Board finds it necessary
to reduce the number ofcertified positions. These provisions will apply to both full-time and part
time certified positions.

The Board may reduce-in-force certified positions for reasons of: decliningenrollment; budget
reductions; changes in or consolidation of Board-authorized programs or any other reason
determined to be necessary by the Board.

As soon as the Board detennines that a reduction in force is necessary, the Superintendent shall
notify the President of the Teachers' Association of the Boards detennination. The District
will notify the Association at the same time it notifies the certified employee(s) to be affected.

The decision to implement the reduction-in-force shall be made at the sole discretion of the
School Board.

I. If the Concord School Board deems a reduction in force necessary, the District shall lay
off personnel (District wide in the elementary schools and by department in the Middle
and High Schools and Special Services areas) by using the following criteria and order in
identifying which teacher(s) to release in the area(s) ofproposed reduction.

a. The District will retain those teachers who have the proper certification and relevant
District teaching experience to meet the District's staffing needs.

b. A teacher in the classification group who is on a Perfonnance Improvement
Plan (PIP) will be laid offbefore a teacher who is not on a PIP.

c. Teachers with the fewest total years ofservice in the District.

d. Should a tie still exist, the Association, the Board, and, if possible, the affected
teacher(s) shall jointly conduct a lottery to determine the teacher(s) with greatest
service.

Any employee who changes teaching assignments as a result of lay offmay be assigned a
mentor and, ifnecessary, placed on a PIP at any time after October I. Ifthe provisions of
the PIP are not met to the satisfaction ofadministration the employee can be non-renewed
at the annual review. This change in noway impacts the language in Appendix K as applied
to other staff.

2. Years of service to the District will be detennined by the equivalent number of full-time
years worked (example- two years of half-time equals one full-timeyear). Ifthere is a tie,
the date of fonnal election within the District shall be the detennining factor; if a tie still
exists, the lottery system will be used to detennine seniority.

3. The Districtwill notify affected personnel as early as itpossibly can, but no later than April
I 5 (in any given year).

4. The Districtwill notify theAssociation at the sametime it notifies the certified employee(s)
to be affected.

5. The notice to the Association and the affected employee(s) will include reasons for the
reduction-in-force and reasons for the selection ofthe particular employee(s).
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6. Certified personnel laid offmust annually, byMarch I, or such other times as appropriate,
advise the Superintendent's office in writing of their current address and availability for
employment. Ifa laid-offemployee refuses an offer for reemployment in an area for which
he/she is qualified, the employee shall forfeit his/her rights to reemployment under the
conditions of this section.

H. Transfers

I. Voluntary

Whenever a vacancy occurs, it may be filled by a teacher transfer provided that the teacher is
qualified and is approved by the District. Teachers from within the same building shall have
the first opportunity to transfer. Teachers from within the District shall next have the
opportunity to apply for transfer.

2. Involuntary

If all reasonable attempts by the administration to assign teachers to a building, grade, and/or
subject by April 15, fail, the administration may issue contracts without such information.

The President ofthe CEA will be notified ofthe number and names ofthe individuals involved
prior to the issuing ofsuch contracts. Teachers so affected will be notified by July 15 of their
placement for the coming school year.

When involuntary transfers occur between buildings within the same level or between levels
(elementary, middle, and high school), the teacher in the building with the least seniority will
be transferred. For purposes ofthis section, seniority shall be determined by adding the number
ofyears ofcontinuous service in the teacher's current building ("building seniority") and the
number ofa teacher's years ofservice in the District. For involuntary transfers of teachers not
assigned to a single building, "building seniority" shall be determined by the teacher's years
ofcontinuous service within his or her current level.

Years of service in the District and in the teacher's building will be determined by the
equivalent number of full-timeyears worked (example - two years ofhalf-time equals one full
time year). If there is a tie in years of combined service in the District and the building, the
date offormal election within the District shall be the determining factor and the teacher with
the later date of formal election within the District will be transferred. If a tie still exists, the
lottery system will be used to determine seniority and the teacher determined to have the least
seniority will be transferred.

3. Notice ofVacancy

The Concord School District through its administration will notify district personnel of
vacancies in the district prior to advertising such. The administration will also post a courtesy
copy of the notice of vacancy on the District's web page for the convenience of district
personnel. However, the parties recognize that the web page may be unavailable at times for
a variety of reasons and agree that, should notices ofvacancies be unavailable on the web page
for any reason, that the absence shall not be subject to thegrievance procedure in Article IV of
this Agreement.
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Should a vacancy occur during the summer recess, a notice of vacancy will be posted at the
Central Office and the President of the CEA will be notified at the same time the position is
advertised. General notice of employment opportunities will also be provided on one line of
the statement ofearnings and deductions for paychecks distributed during the summer recess.
Until August 15, at least seven (7) days will be allowed to elapse between notification of
vacancy and filling ofsuch.

I. Dues Deduction

I. The Board agrees to deduct from the salaries of its employees, union dues or service fees
for the Concord Education Association, National Education Association -New Hampshire,
and the National Education Association, as said certified employees individually and
voluntarily authorize the District to deduct and to transmit the monies promptly to such
Association or Associations. Teacher authorization will be in writing in the form set forth
in Appendix H.

2. Although it is agreed that union membership is not a mandatory condition ofemployment,
employees covered by this Agreement shall be required to pay union dues or a service fee
in an amount not to exceed the union dues for the purpose ofadministering the provisions
ofthis Agreement. Employees have the right to object to payment ofa service fee and the
union shall justify what portion ofthe service fee may constitutionally be collected from
an objecting employee. TheAssociation agrees not to threaten, harass, intimidate or coerce
employees into hecoming memhers of the union or paying a service fee.

3. Each of the Associations named in Section I above wi II certify to the District, in writing,
the current rate of its union membership dues or service fee. Any Association which
changes the rate of its union membership dues or service fee will give the District thirty
(30) days written notice, prior to September I ofthe year ofsuch change.

4. Deductions referred to in Section I above will begin within thirty (30) days ofthe District's
receipt ofauthorization from the employee.

5. The Association will provide the District with a list of those employees who have
voluntarily authorized the District to deduct union dues or a service fee for any of the
Associations named in Section I above. Any certified employee, desiring to have the
District discontinue deductions he/she has previously authorized must notify the District
and the Association concerned, in writing, sixty (60) days prior to the beginning of the
school year.

6. The union shall indemnify, defend, and hold harmless the District against any and all
claims, demands, suits, legal costs or other forms of liability (monetary or otherwise)
arising out ofor by reason ofany action taken or not taken by the District for the purpose
ofcomplying with the provisions of this Article.

J. Supervision of Students Outside the Classroom & Teaching Assistants

I. The District will provide transportation aides for terminal transportation points located at
the elementary schools.

2. The District will provide at least one cafeteria aide at Concord High School for each lunch
period. In addition to cafeteria aides, the administration may request that teacher(s) (at
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CHS) volunteer for cafeteria duty so as to provide coverage for three lunch periods each
day. Said cafeteria duty shall be in lieu of other duty assignments. In the event of an
insufficient number of volunteers, or in the event the principal of the high school
determines that any particular volunteer is not suited to cafeteria duty, the principal may
appoint a teacher(s) to cafeteria duty. No assigned teacher shall be required to perform
cafeteria duty more than three (3) times per week.

3. Teachers at secondary schools will supervise study areas provided:

a. That each room so used is designed for studying, and

b. That no student is assigned to a study area for breach ofschool rules.

K. Technology Representatives

The District will determine the job description and stipends for any funded Technology
Representative positions.

VII. PROVISIONS FOR INVALIDITY OF PART OF AGREEMENTOR APPLICATION OF
AGREEMENT

Ifany provision ofthis Agreement is in violation ofState and/or Federal Statutes and is held invalid or
the application thereof to any person or circumstances is held invalid, the invalidity shall not affect
other provisions or applications of the Agreement which can be given effect without the invalid
provision or application and to this end the provisions of this Agreement are severable, and the parties
within two (2) weeks shall enter into a discussion session to consider a substitute or replacement
provrstons.

VIII. DISTRIBUTION OF THEAGREEMENT

This Agreement, once final, shall be made available on the Concord School District website.

ST CT CONCORD EDUCATION ASSOCIATION
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coco
SCHOOL DISTRICT

Concord School Board
and

Concord Education Association
October 3, 2019

SIDEBAR AGREEMENT
CO-CURRICULAR SCHEDULE

WHEREAS, the Concord Education Association (CEA) and the Concord School Board (Board) are parties to a
Collective Bargaining Agreement which expires by its terms on August 31, 2021 and,
WHEREAS the parties reached the following tentative agreement on January 3, 2019 regarding the Co-Curricular
Schedule:
"A committee consisting of two (2) administrators and two (2) CEA members co-chaired by Superintendent or
designee and CEA President or designee will be formed to conduct a thorough evaluation of the Co-Curriculum
Schedule (Appendix D).
The committee will begin its work no later than the end of October of the 2018 school vear with the district
responsible for_scheduling_the _first_meeting at a time_mutually_conyenient _for all parties_The_committee will
make recommendations by July 2019."
and,
WHEREAS, the parties are desirous ofextending the timelines set forth in the January 3, 2019 Tentative Agreement,
NOW THEREFORE, the parties agree to modify the Tentative Agreement as follows:
"A committee consisting of two (2) administrators and two (2) CEA members co-chaired by Superintendent or
designee and CEA President or designee will be formed to conduct a thorough evaluation of the Co-Curriculum
Schedule (Appendix D).
The committee will begin its work no_later than_the end_of Octoberfthe2018 November 2019 school year with
the district responsible for scheduling the _first_meting at_a time mutually cunynint_for al!parties._The
committee will make recommendations by July2019.Jung30_2020."

Date

Date

President, Concord School Board

President, Concord Education Association
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CONCORD SCHOOL DISTRICT

AND

CONCORD EDUCATION ASSOCIATION

SIDE BAR AGREEMENT
CO-CURRICULAR SCHEDULE STUDY COMMITTEE

The Concord School District ("CSD") and the Concord Education Association ("CEA") agree that a
committee consisting of two (2) administrators and two (2) CEA members co-chaired by Superintendent
or designee and CEA President or designee will be formed to conduct a thorough evaluation of the. Co
Curriculum Schedule (Appendix D).

The committee will begin its work no later than the end ofOctober ofthe 2018 school year with the
district responsible for scheduling the first meeting at a time mutually convenient for all parties. The
committee will make recommendations by July 2019.

Date

Date

President, Concord School Board

President, Concord Education Association
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coco
SCHOOL DISTRICT

Concord School Board
and

Concord Education Association
October 13, 2015 - June 30, 2016

SIDEBARAGREEMENT
FOR CONSIDERATION OFREVISIONS TO APPENDIX K

Under this agreement the CEA and the District agree to use the May 2015 revised Appendix K
document and the revised teacher rubric developed by the joint CEA/CSD Educator Evaluation
Committee for the duration ofthe 2015-2018 school years. At the end ofthe 2015-2018 collective
bargaining agreement the provisions of this sidebar agreement will expire and revert back to the
2015-2018 Appendix K contract language.
A standing Committee consisting of 4 administrators and 4 CEA members, co-chaired by
Superintendent or designee and CEA President or designee will continue the process to review,
modify, and recommend appropriate rubrics for the evaluation ofbargaining unit members whose
positions are outside the traditional classroom model (guidance counselors, speech and language
specialists, school psychologist, etc.) This committee will also monitor the implementation of the
teacher mini observation evaluation model and recommend changes/improvements as needed. It
is expected that there would be a formal survey ofparticipants, both teachers and administrators,
to gain information to consider improvements as needed. This committee will also develop an
evaluation summary page to support documentation beyond simply a rubric.
As this agreement has been reached in mid-October, we would recommend that 7-9 mini
observations be completed by the end of February 2016 to support this year's evaluation process.

Date

Date

President, Concord School Board

President, Concord Education Association
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co»con
SCHOOL DISTRICT

Concord School Board
and

Concord Education Association
October 3, 2019

SIDEBAR AGREEMENT
FOR CONSIDERATION OF REVISIONS TOAPPENDIX K

Under this Sidebar Agreement the CEA and the District agree to establish a Committee consisting
oftwo (2) administrators and two (2) CEAmembers, co-chaired by the Superintendent or designee
and CEA President or designee.
The Committee shall review, modify, and recommend appropriate changes to the Appendix K
Sidebar, including appropriate rubrics for the evaluation of bargaining unit members whose
positions are outside the traditional classroom model (guidance counselors, speech and language
specialists, school psychologist, etc.) under the current Collective Bargaining Agreement, which
expires by its terms on August 31, 2021.
The Committee shall convene no later than November 30, 2019 and shall make recommendations
to the respective bargaining committees of the CEA and the District by June 30, 2020.
Upon mutual agreement of the parties, the recommended modifications shall replace the Appendix
K Sidebar under the current Collective Bargaining Agreement.

Date

Date

President, Concord School Board

President, Concord Education Association
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APPENDIX K UPDATE - DRAFT
Concord School District
December 2015

I. Purpose
The purpose of staff appraisal is to improve the quality of education. Inherent in this purpose is the
challenge of each certified staff member to build upon existing strengths and to develop those skills
needing improvement. To accomplish this goal, we support the right of each staff member to:

• know how well one is performing the duties and responsibilities of the position;
• know what areas of improvement are needed;
• have a candid appraisal of one's work;
• have the opportunity to discuss evaluation reports with the supervisor;
• seek and receive supervisory assistance when needed;
• receive recognition for commendable performance;
• be familiar with the evaluation process;
• have the opportunity to participate in the development of the evaluation process.

In addition to the formal procedures below, staff members and administrators are encouraged to
explore and develop as broad a range of evaluation methods as possible, as mutually agreed upon
for supplementary purposes.

Administrators are responsible for monitoring the operation of the school and the performance of their
staff. This includes recognizing individual staff members for their strengths, working with staff
members to establish growth plans, or identifying performance areas that might need
improvement. While the evaluation procedures outlined below are important, they should be viewed
as only part of the ongoing effort to monitor and improve the entire range of teaching and school
activities. It is understood, however, that these procedures will be used throughout the district for the
basic, continuing appraisal of all instructional staff.

The underlying assumption of this process is that all staff members can and should improve their
contribution to the educational efforts of the Concord School District.

II. Definition of Components of the Staff Evaluation, Certification and Development Systems

A Guidelines for Certified Staff
1. It is expected that the Guidelines for Certified Staff, which are included in this document,

will be used as a framework to develop, review and assess each staff member's Three
Year Growth Plan as a collaborative effort by staff members and administrators.

2. These documents, as well as mutually agreed upon rubrics based on the Guidelines for
Certified Staff, are not to be considered as checklists.

B. State Recertification Cycle: Staff members are required by the State of New Hampshire to
complete, as outlined in the staff development master plan, a Three-Year Growth Plan at the
beginning of each certification cycle. This requirement is met by the process outlined in the
Concord Professional Development Master Plan so staff members are able to have one set of
goals serving both needs. For more details see the Concord Professional Development Master
Plan.

C. Three-Year Growth Plan (referred to as the "Plan" in this section)
1. Goal Setting:

a. This Three-Year Growth Plan is developed at the start of a Three-Year
certification cycle or for an adjusted part of the cycle upon entry to the
district. Staff members, in conjunction with an administrator, will be
responsible for writing the Plan. The Plan should identify the goals to be
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addressed, the professional activities to be undertaken, and the aligned
evidence.

b. Staff members, in collaboration with an administrator, will be asked to select
areas for growth. This is neither intended nor should it be construed as an
unfavorable or unsatisfactory performance. This part of the review process
assumes that there is always room for growth, and staffmembers will have a
plan to accomplish this goal.

c. Staff members should focus on goals that will impact student learning. Each
goal must have proposed strategies and expected evidence aligned to
it. There are three type of goals.

District goal(s)
Certification goal(s)
Personal goal(s) - may be related to the Guidelines for Certified Staff

2. Annual Update Meeting: This meeting is held between administrator and staffmember to
review the staff member's progress on their Growth Plan. There are no pay or termination
decisions associated with an Annual Update Meeting. It is entirely for the purpose of
professional growth and instructional enhancement. To be effective the Annual Update
Meeting must be based on the continuing collaboration of the administrator and the staff
member and should involve reflection and evidence. The teacher will provide a written
reflection on their progress. At this meeting, goals can be adjusted, removed or added.

3. Annual Recommendation Form: Prior to March 15 of each year, administrators are
required to submit for each staff member an Annual Recommendation Form to the
Superintendent of Schools. This form will be part of the online annual review form. Staff
are sent a notification that the form has been submitted. Staff members should review
sign the form - advising them of the recommendation being made - and have the
opportunity, if necessary, to discuss this with an administrator.

4. Culminating Meeting: The purpose of the Culminating Meeting is to do a "final"
assessment of performance on the current Three-Year Growth Plan goals. This meeting
takes place in the last year of the cycle and replaces the Annual Update meeting. The
Annual Recommendation Form, as well as the Growth Plan Completion Form (marking
the successful completion of recertification hours and the Culminating Meeting) will be
completed during this meeting.

5. Establish new Three-Year Growth Plan Meeting: A new Three-Year Growth Plan is
developed at this meeting. Ideally this meeting takes place by September 15th of the
following school year. The Three-Year Growth Plan can be influenced by the outcomes
of the observation and evaluation process.

D. Traditional Observational Clinical Cycle
The observation will be conducted by an administrator and will follow the clinical process with pre- and post
observation conferences.
Pre- and Post-Observation Conferences: There should be a pre-observation conference not more than a few
days prior to the observation and a post-observation conference within a few days following the
observation. It is expected that staff members will prepare the observer for the observation. The post
observation conference is designed to provide immediate feedback from the supervisor or administrator. It is
an opportunity for staff members and administrators to review the data gathered during the observation and to
discuss the data relative to the objectives of the lesson as stated in the pre-observation conferences. The
post-observation conference should also focus on the staff member's continued growth or improvement, and
recommendations made at this time should be incorporated into the staff member's Three-Year Growth
Plan. Finally, all observation reports will be in written form and signed by the administrator and staff member.
There will be one mini-observation (see definition below) as a part of after each clinical observation.

E Mini-Observation Evaluation Cycle
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Mini-Observation: Mini-observations are unannounced, frequent, short (10 minutes) thoughtful observations of
classroom activities by the administrator; followed by face to face brief informal conversation and a brief follow
up note to the teacher.
A full cycle will involve at least 8-10 mini-observations over a year's span.
Mini-Observation Culminating Meeting: The teacher and administrator/supervisor will meet to assess the staff
member's performance against the guidelines for certified staff. The CEAand administration will, in
agreement, supplement the Guidelines for Certified Staff with rubrics to assist in assessment. The teacher
and administrator will complete an independent assessment of the teacher using the Guidelines for Certified
Staff rubrics and then will collaboratively review their assessments. Both assessments will be submitted to
the Superintendent. The administrator's assessment is the final say. There will be no numerical summary
document.

F. Peer Observers: Staff members may request that another member of the staff be part of the
observation process, including any teacher leader, another administrator, or any qualified
staff member, except the Superintendent or Assistant Superintendent of Schools. While staff
members are encouraged to benefit from the skills and experience of other staff, the use of
peer observers is entirely voluntary. It is also understood that information shared between a
peer observer (as opposed to a supervisor or administrator) and a staff member will remain
confidential and will not be used for evaluation purposes. Peer observation is entirely for
instructional enhancement and professional growth.

G. Performance Improvement Plan:
If it is necessary for a staff member to be placed on a Performance Improvement Plan, it will be
done only after a number of conferences have taken place between the staff memher in question
and the responsible administrator and written documentation addressing the specific areas of
concern has been made available to the staff member. Staff members will be allowed a
reasonable opportunity to respond to these concerns.

It is the responsibility of the administrator to meet with the staff member and develop a
Performance Improvement Plan that identifies the performance areas that are not satisfactory
and the goals that will be addressed to remediate these concerns. In addition to these steps, it is
expected that the responsible administrator will:

1. indicate the applicable approaches, behaviors, and strategies that are recognized as
good practice in the school and the district;

2. suggest specific activities the individual could undertake to remedy the difficulties;
3. determine with the staff member any special help and/or materials the school might

provide to help remedy the situation;
4. follow through to make certain the staff member receives this assistance;
5. regularly monitor the staff member's performance and provide advice and assistance

as necessary. It is understood that termination decisions may be associated with a
Performance Improvement Plan.

6. The Professional Improvement Plan will address those specific performance areas
which have been noted in observation reports, conferences, or other forms ofwritten
communication. With the approval of the staff member, a copy of the written
Performance Improvement Plan will be forwarded to the President of the Concord
Education Association.
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H. Mentor:
Any new teacher with two years or less experience will automatically have a mentor assigned by the
administration for at least six months. A teacher with more than two years' experience may be assigned a
mentor at the discretion of the Superintendent.
A paid training program has been established to prepare teachers to be mentors. The compensation for
mentors will be $15.00 per hour for contractual time and $25.00 per hour for non-contractual time. No
document created by the mentorship program may be used in any proceeding concerning the non-tenured
teacher.

Ill. Process, Timelines and Roles of the Staff Evaluation, Certification and Development Systems

A. Continuing Contract Staff
Staff members under continuing contract will complete the Recertification and Evaluation
Cycle following the steps outlined below:
a. Start of Cycle: Establish Three-Year Growth Plan - by September 15 of Year One.
b. Year One and Two: Annual Update Meeting by March 15
c. Year Three: Complete Mini-Observation Evaluation Cycle - by March 15
d. Year Three: Complete Three-Year Growth Plan Culminating Meeting and Mini

Observation Evaluation Culminating Meeting - by March 15 (can be done in one meeting)
2 More frequent observations may be arranged and are encouraged.
3 Performance Improvement Plan can be implemented at any time if the expectations for the

process established in Section II have been followed.

B. New Staff and Non-Tenured Experienced Staff New to the District:
1. Administrators are responsible for carefully monitoring the performance of staff members

who are new to the district. Administrators are expected to keep all new staff members
informed of their strengths and improvement needs and provide appropriate assistance if
necessary.

2. Staff members new to the district or non-tenured, experienced staff new to the district will
complete the Recertification and Evaluation Cycle following the steps outlined below:
a. Start: Review Guidelines
b. Start of Cycle: Establish Three-Year Growth Plan - by September 15 of Year One.
c. Year One and Two: Annual Update Meeting by March 15
d. Year One, Two and Three: Evaluation Process

New Teachers: Years 1-3: Traditional Observational Clinical Cycle; Years 4-5 Mini
Observation Evaluation Cycle
Non-Tenured Experienced, New to the District: Year 1 Traditional Observational
Clinical Cycle; Year 2-53 Mini-Observation Evaluation Cycle

e. Year Three: Complete joint Three-Year Growth Plan Culminating Meeting and Mini
Observation Evaluation Culminating Meeting (for Non-Tenured Experienced) - by March
15 (can be done in one meeting)

f. A mentor is provided per expectations established in Section II of this document.

IV. Appeal Procedures
Two processes are available for staff members and administrators for the purpose of resolving
disagreements regarding 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. Staff members and administrators may call on
other staff members, supervisors, or administrators to mediate these differences to the satisfaction of both
partners. The use of this procedure is advisory and voluntary.
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B. Formal
1. Appeals under this procedure for non-tenured staff will be limited to a hearing before

the Superintendent of Schools. Appeals for tenured teachers will follow the
procedures of Article IV of the Master Agreement. Beginning with the 1994-1995
year, no non-tenured teacher will be non-renewed without taking part in the full
mentorship program during the same year.

V. Forms
It is understood that forms and signatures may look different from paper and ink versions as we adopt
digital formatting and approval processes. Outlined in this section is what the form must include and
not an actual form.

A. Three-Year Growth Plan Form (currently on MylearningPlan.org)
Staff Member Name/School or Program/Administrator
(Certified Staff Member) Overall title of plan and years it spans
(Certified Staff Member) Title of each goal (minimum of two, but allowing more)
{Certified Staff Member) Categorize each goal as District, Certification, or Personal
(Certified Staff Member) Full description of each goal and proposed strategies or professional activities to be
undertaken.
{Certified Staff Member) Intended student evidence aligned to each goal
{Administrator) Comment and approval section

B. Three-Year Growth Plan - Annual Update Form
1. Staff Member Name/School or Program/Administrator
2. (Certified Staff Member) Reflect on progress towards completion of each individual

goal within the Three-Year Growth Plan goals. (Year 1, Year 2)
3. (Administrator) Comment on overall progress towards completion of Three-Year

Growth Plan goals (Year 1, Year 2)
4. (Certified Staff Member) Reflect on each individual goal within the Three-Year

Growth Plan and on the growth achieved through this process. (Year 3)
5. (Administrator) Comment on completion of Three-Year Growth Plan goals and growth

achieved (Year 3)

C. Performance Improvement Plan Form
1. Staff Member Name/School or Program/Administrator
2. Performance areas that are not satisfactory
3. Outline of specific goals which address the unsatisfactory areas in #2.
4. Professional growth activities designed to improve performance
5. Signatures of both parties

a. The signature of the staff member indicates that he/she has read and
understands the purpose and intent of this plan.

D. Annual Recommendation Form
1. Staff Member Name/School or Program/Administrator
2. Recommended for renewal of contract OR recommended for renewal with the

following reservations OR not recommended for renewal - for theschool year.
3. Certified staff member's comments
4. Signatures of both parties

E. Growth Plan Completion Form
1. Staff Member Name/School or Program/Administrator
2. Recommended for re-certification OR recommended for re-certification with the

following reservations OR not recommended for recertification
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3. Certified Staff Member Comments
4. Signatures of both parties

VI. Review of Procedures
A. It is agreed that the Guidelines and rubric will be reviewed, per request by either Negotiation

Committee, by a team of 50/50 administration and CEA members. The teamwill meet and make
adjustments that are mutually agreeable.

8. A committee can be established to modify the mentor selection process. The committee would
consist of a central office administrator, a principal, a Board member, an elementary teacher, a
secondary teacher (both appointed by the CEA President), and the CEA President.

C. It is agreed that all the other procedures associated with Appendix K will be reviewed periodically
by the Evaluation Committee and that the District reserves final approval of these procedures
until they have been in place for at least two years.

VII. Guidelines for Certified Staff
There are two sets ofguidelines - one set forclassroom teachers and another forschool specialists.
A. Classroom Teachers

GUIDELINES for Certified Staff - Classroom Teachers (developed using the Marshall Rubrics)
Appendix K- Revised April 2015

PLANNING AND PREPARATION

a. Knowledge

b. Standards

c. Units

d. Assessments

e. Anticipation

f. Lessons

g. Engagement

h. Differentiation

Keeps current in subject matter and has a good grasp of child development and how students
learn.

Plans the year so students will meet high standards consistent with district curriculum.

Plans most units with big ideas. essential questions, knowledge, skill and non-cognitive goals.

Plans formative and summative assessments to measure student learning.

Anticipates misconceptions that students might have and plans to address them.

Designs lessons focused on measurable, achievable outcomes aligned with unit goals.

Designs lessons that are relevant, motivating, and likely to engage most students.

Designs lessons that target several learning needs, styles, and interests.

CLASSROOM MANAGEMENT

a. Expectations

b. Relationships

c. Social-emotional

d. Routines

e. Repertoire

f. Efficiency

Clearly communicates and consistently enforces high standards consistent with universal
expectations in building.

Is fair and respectful toward students and builds positive relationships.

Fosters positive interactions among students and teaches useful social skills.

Teaches routines and has students maintain them all year.

Has a repertoire of discipline "moves" and can capture and maintain students' attention.

Maximizes academic learning time through coherence, lesson momentum, and smooth
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g. Prevention

transitions.

Has a confident presence and nips most discipline problems in the bud.

DELIVERYOF INSTRUCTION

a. Expectations

b. Mindset

c. Goals

d. Connections

e. Clarity

f. Repertoire

g. Engagement

h. Differentiation

I. Closure

Conveys to students: 'This is important, you can do it, and I'm not going to give up on you.'

Tells students that effective effort, not innate ability, is key.

Gives students a clear sense of purpose by communicating and posting the unit's essential
questions and the lesson's goals.

Activates students' prior knowledge and hooks their interest in each lesson and new vocabulary.

Uses clear explanations, appropriate language, and examples to present material.

Orchestrates effective strategies, questions, materials, technology, and groupings to foster
student learning.

Has students actively think about, discuss and use the ideas and skills being taught.

Differentiates and scaffolds instruction and uses peer and adult helpers to accommodate most
students' learning needs.

Has students sum upwhat they have learned and apply it in a different context.

MONITORING, ASSESSMENTAND FOLLOW UP

a. Criteria

b. Diagnosis

Establishes and communicates criteria for proficiency or competency, including rubrics and
Exemplars of student work.

Diagnoses students' knowledge and skills up-front and makes small adjustments based on
the data.

c. Formative Assessment Frequently utilizes formative assessment to give students clear and specific feedback.

d. Self-Assessment

e. Communication

Has students set goals, self-assess, and know where they stand academically at all times.

Regularly records and communicates students' performance on standards/competencies.

f. Common Assessments Collaborates with colleagues on data from common assessments to adjust teaching, re-teach,
and follow up with failing students.

h. Analysis

i. Reflection

Analyzes data from assessments, draws conclusions, and makes instructional changes.

Reflects on the effectiveness of lessons and units and continuously works to improve them.

FAMILY AND COMMUNITY OUTREACH

a. Respect

b. Expectations

c. Communication

d. Responsiveness

Communicates respectfully with parents and is sensitive to different families' culture and values.

Gives parents clear expectations for student learning and behavior for the year.

Promptly informs parents of behavior and learning problems, and also updates parents on
good news.

Responds promptly to parent concerns
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PROFESSIONAL RESPONSIBILITIES

a. Reliability

b. Language

c. Professionalism

d. Contributor

e. Collegiality

f. Openness

g. Collaboration

Is punctual and reliable with regards to attendance and professional obligations.

Uses correct grammar, syntax, usage and spelling in professional contexts.

Demonstrates professional demeanor, follows school policies and procedures, and
maintains appropriate boundaries.

Shares responsibility for grade-level and school-wide activities and makes positive
contributions to school community.

Is a positive team player and contributes ideas, expertise and time to the overall
mission of the school.

Listens thoughtfully to other viewpoints and responds constructively to suggestions anc
criticism.

Collaborates with colleagues to plan units, share teaching ideas and review student
work.

B. School Specialists
1. A committee will be established (using process established in part A of Review of

Procedures) to write the guidelines and related rubrics for school specialists by
December 2016 for use in March 2017.

2. In the meantime, school specialists may either will (1) continue to formally use the
following School Specialist Guidelines (or previous) and (2) continue to pilot mutually
acceptable (between the CEAA and administration) rubrics that toward potentially will
provide insight into the creation of the new set of guidelines and related rubrics for
school specialists.

Guidelines for Certified Staff - School Specialists

1. Responsibilities Are Based On Clearly Defined Goals And Objectives

a. Individual goals have been developed which contribute to the overall effectiveness of the
school.

b. Day-to-day activities are consistent with school and district priorities and are periodically
reviewed for their appropriateness and effectiveness.

2. Policies And Procedures Support High Expectations For All Students

a. Staff believe that all students can learn and that school has a large degree of influence
overwhether students succeed or not.

b. Staff members set high standards for student learning. These standards should be both
challenging and attainable.

c. Individual routines are established that focus on improving student performance. Learning
is seen as the most important purpose of school.

d. Student progress is systematically monitored. Up-to-date records and information are kept
for the purpose of improving student achievement.

e. Daily activities are regularly reviewed to determine the effect they have on learning and
growth.

3. Consultation And Support Are Designed To Improve The Overall Effectiveness Of The School
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a. Specialists communicate on a regular basis with other specialists, classroom teachers, and
school administrators.

b. Specialists and support personnel assist schools in their improvement efforts. They
provide consultation, materials development, and training assistance as needed; support
personnel are responsive to expressed building needs.

c. Using the instructional goals as a foundation, classroom teachers and specialists are
expected to modify or differentiate the curriculum to meet individual student needs.

4. Interaction With Students, Staff, Parents, and Community Agencies Are Positive And Effective

a. Specialists are accessible and responsive to students.
b. Specialists work cooperatively with other staff and contribute to the overall effectiveness of

the school.
c. Where appropriate, specialists work with parents to solve academic and behavioral

problems; parents are viewed as partners in the education of their children.

5. Specialist Will Assume Responsibility For The Professional Development Of
Themselves As Well As That Of The District

a. Specialists remain current in the appropriate content areas, in the general research on
education, and in their area of specialization.

b. Specialists share their knowledge and expertise by actively participating on committees, at
in-service activities, and staff meetings.
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coco
SCHOOL DISTRICT

ACCOUNT NUMBER IACCTII
ACCT2] [ACCT3]

CONCORDSCHOOLDISTRICT
38 LIBERTYSTREET
CONCORD, NEW HAMPSHIRE 03301-29.34

APPENDIX A

TEACHER'S CONTRACT
2019-2020
(OYOI

EMPLOYEENUMBER IEP ID]

[NAME]
[ADDRESS]
[CITYI. [STATE] {ZIPI

IEIE] FTE TRACKSTEP [RANGE)ISIEPI ANNUAL SALARY IBASEI MAXIMUM STEP IMAX] TOTAL SALARY (TOTSALI
PAID BIWEEKLY IN IPA)SI EQUAL. INSTALLMENTS BEGINNING SEPTEMBER6.2WI2 LESS ANY DEDUCTIONS REQUIRED BY
FEDERAL OR STATE LAW PROPER DEDUCTIONS FOR LOSS OF TIME AND OTHER DEDUCTIONS MUTUALLY AGREED UPON BY
BOTH PARTIES AND AUTHORIZED IN WRITING BY THETEACHER

THE DISTRICT SHALL EMPLOY THE TEACHER FOR THE CONTRACT YEAR BEGINNING ON SEPTEMBER12QI9 AND
ENDING ON AUGUST 3L._ g0g WITHIN WHICH WILL NOT CONTAIN MORE THAN [DAYS] SCHOOL OR OTHER
PROFESSIONAL WORK DAYS

2 THE ANNUAL SALARY IS BASED ON THE 2019-2020 SALARY SCHEDULE.

3 THE TEACHER IS ASSIGNED TO IOIRACLLOATIONI WITH NO MORE THAN THE FOLLOWING INSTRUCTIONAL
RESPONSIBILITIES:

NUMBER OF CLASSES
PER DAY ANDORWEEK

ICL.ASS1I

1CL.ASS2]

COURSES

[ASSIGN]

[ASSIGN2]

GRADE LEVEL.

[GRADE]

IGRADE2I

4 THIS CONTRACT MAY BE TERMINATED BY THE DISTRICT, PRIOR TO ITS EXPIRATION DATE, IF THE TEACHER IS
LAWFULLY DISMISSED IN ACCORDANCE WITH RSA IyL3, IA. 31. 32 AND IN CASE OF SUCH TERMINATION THE
DISTRICT SHALL BE OBLIGED TO PAY THE TEACHER THE COMPENSATION FOR SERVICES UP TO THE EFFECTIVE DATE OF
TERMINATION BUT SHALL NOT BE OTHERWISE LIABLE TO THE TEACHER

$. THE TEACHER MAY TERMINATE THIS CONTRACT AS OF JULY FIRST IN ANY YEAR GIVING NOTICE TO THE DISTRICT IN
WRITING NOT LATER THAN JUNE IS IN SUCH YEAR

6 THAT EXCEPT AS PROVIDED IN SECTION 4 AND S, THIS CONTRACT MAY NOT BETERMINATED AT ANY TIME PRIOR TO ITS
EXPIRATION WITHOUT THE CONSENT OF BOTH PARTIES.

7 RE-EMPLOYMENT CONTRACT FOR THE FOLLOWING SCHOOL YEAR WILL BE ISSUED AS CLOSE TO. BUT BEFORE, APRIL
I$ AND RETURNEDTOTHE SUPERINTENDENT'S OFFICE PRIOR TO APRIL. 30

AGREEMENT MADE BY AND BETWEEN THE CONCORD SCHOOL DISTRICT AND THE TEACHER IN WITNESS WHEREOF THE
PARTIES HERETO HAVE HEREUNTO SETTHEIR HANDS ACCORDING TO RSA 189.39.

CONCORD SCHOOL DISTRICT

TEACHER
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APPENDIX B

EDUCATIONAL ACTIVITIES CONTRACT

coc6mo
scoot nIsTT

[SCHOOL]
EDUCATIONALACTITTIESCONTRACT

[SCHOOLYR]

ACCOUNTNU3ER. [CT]

CONCORD SCHOOLDISTRICT
3S LIBERTY STREET
CONCORD,NEWHIPSHIRE 03301-2934

[ALEI
ADDRESS]
(CIT7. {STATE! [ZIP)

AGREEMENT ADE BY AND BETWEEN CONCORD SCHOOL DISTRICT. HEREAFTER CALLED THE DISTRICT. AD
[NAE] . HEREINAFTER CALLED THE ADVISOR

WHERE IT IS MUTUALLYAGREED AS FOLLOWS.

THE DIRECTOR OF HUMAN RESOURCES CONCURS WITH THE RECOMMENDATION OF SCHOOL ADMIISTRAI'ON OF
(SCHOOL].TOCONTRACTYOURSERVICES ASADVT5O?FORTHE [SCHOOLYRJ SCHOO YEAR

EDUCATIONALACTIVITY:

(cL)
STEP [STEP]

(STIPEND]

I [PAY] [AYDATE]

2 THIS CONTRACT IS ISSUED WITH THE UNDERSTANDG THAI YOU WTL ACCEPT THE RESPONSIBILITIES OR
E3FORMANCE EXPECTATIONS OF THE ACTIVITY LISTED ABOVE ANY CHANGE OR DEVI'ON FROM THE
PERFORMANCE EECTATION SHALL BE MADE BY MUTUAL CONSET ONLY ANDDNO WAY SHALL REFLECT ASA
CONDITIONOF PESETOR FUTURE EMPLOYMENT

3. THIS CONTRACT MUST BE SIGNEDBY [EXP2ATE]

CONCORD SCHOOLDISTRICT

ADVISOR

36

DIRECTOR OFHILARESOURCES



APPENDIX C

TEACHER'S SALARY SCALE

APPENDIXC
TEACHER'S SALARY SCALE

2021-2022
Step RN Bachelors Masters Masters +30
1 $44,739 $45,816 $50,398 $53,147

2 $47,290 $48,428 $53,009 $55,758

3 $49,840 $51,039 $55,621 $58,370

4 $52,434 $53,696 $58,278 $61,027

5 $54,985 $56,308 $60,889 $63,638

6 $57,534 $58,919 $63,501 $66,250

7 $60,130 $61,577 $66,158 $68,907

8 $62,680 $64,188 $68,770 $71,519

9 $65,230 $66,800 $71,381 $74,130

10 $67,825 $69,457 $74,039 $76,788

11 $70,375 $72,069 $76,650 $79,399

12 $73,819 $75,596 $80,178 $82,927

13 $77,265 $79,124 $83,706 $86,455

14 $87,188 $89,937



APPENDJXD

CONCORDCO-CURRICULARSCHEDULE

Each stipend is derived from the Bachelor's minimum salary and is identified as a percentage of that
figure. Steps equal years of experience coaching the sport or advising the activity.

GROUP ACTIVITY STEP 1 STEP 2 STEP 3

1

2

3

4

5

6

CHS Football - Boys (Head)
CHS Drama Club Director
ROPE Teacher (New Placement 15-16)

CHS Basketball - Boys (Head)
CHS Basketball - Girls (Head)
CHS Hockey - Boys (Head)
CHS Hockey - Girls (Head)
CHSWrestling - Boys (Head)

CHS Alpine Skiing - Co-Ed (Head)
CHS Alpine Skiing - Girls (Head) (NotActive)
CHS Alpine Skiing - Boys (Head) (Not Active)
CHS Baseball - Boys (Head)
CHS Lacrosse - Boys (Head)
CHS Lacrosse - Girls (Head)
CHS Marching Band
CHS National Honor Society Advisor
CHS Senate Executive Director
CHS Soccer - Boys (Head)
CHS Soccer - Girls (Head)
CHS Softball - Girls (Head)
CHS Spring Track- Boys {Head)
CHS Spring Track - Girls (Head)

CHS Football - Boys (Assistant)
CHS Football - Boys (JV) (2 Positions)
CHS Football - Boys (Head) (Freshman Team)

RMS Leadership (4 Positions)
(Language Arts, Math, Science, Social Studies)

CHS Basketball - Boys (Freshman Team)
CHS Basketball - Boys (JV)
CHS Basketball - Girls (Freshman Team)
CHS Basketball - Girls (JV)

17.0% 18.0% 19.0%

15.0% 16.0% 17.0%

11.0% 12.0% 13.0%

11.0% 12.0% 13.0%

9.5%

7.5% 8.5% 9.5%



7

8

CHS Cross-Country Running - Boys (Head)
CHS Cross-Country Running - Girls (Head)
CHS Cross-Country Skiing - Co-Ed (Head)
CHS Drama Club Advisor
CHS Field Hockey - Girls (Head)
CHS Football - Boys (Freshman Team - Asst)
CHS Gymnastics - Co-Ed (Head)
CHS Hockey - Boys (Assistant)
CHS Hockey - Girls (Assistant)
CHS Indoor Track - Boys (Head)
CHS Indoor Track - Girls (Head)
CHS Nordic Skiing (Not Funded)
CHS Ski Jumping - Co-Ed (Head)
CHS Spirit -Co-Ed (Fall) (Head)
CHS Spirit -Co-Ed (Winter) (Head)
CHS Swimming - Co-Ed (Head)
CHSTennis - Boys (Head)
CHS Tennis - Girls (Head)
CHS Volleyball - Girls (Head)
CHS Wrestling - Boys (JV)
CHS Yearbook Advisor

CHS Newspaper Advisor
RMS Student Council Advisor

CHS Baseball - Boys (JV)
CHS Lacrosse - Boys (JV)
CHS Lacrosse - Girls (JV)
CHS Softball - Girls (JV)

7.5% 8.0% 8.5%

6.5% 7.0% 7.5%

9 CHS Cross Country Skiing - Co-Ed (Assistant) (New 08-09)6.0% 6.5% 7.0%
CHS Cross Country Running - Girls (Assistant) (New 07-08)
CHS Indoor Track - Girls (Assistant) (New 07-08)
CHS Orchestra Director
CHS ROPE Advisor (Assistant)
CHS Soccer - Boys (JV)
CHS Soccer - Girls (JV)
CHS Spring Track - Boys (Assistant) (New07-08)
CHS Spring Track - Girls (Assistant) (2 Positions) (New 07-08)
CHS Wrestling - Boys (Assistant) (Do Not Fund)
RMS Orchestra Director

10

11

CHS Golf -Co-Ed (Head)
CHS Volleyball - Girls (JV)

CHS Baseball - Boys (Freshman Team)

5.5% 6.0% 6.5%

5.0% 5.5% 6.0%



12

CHS Field Hockey - Girls (JV)
CHS Lacrosse - Boys (Freshman Team)
CHS Lacrosse - Girls (Freshman Team)
CHS Soccer - Boys (Freshman Team)
CHS Soccer - Girls (Freshman Team)
CHS Softball - Girls (Freshman Team)
RMS Basketball - Boys (7 & 8) (2 Positions)
RMS Basketball - Girls (7 & 8) (2 Positions)
RMS Field Hockey - Girls (2 Positions)
RMS Soccer - Boys (7 & 8) (5 Positions)
RMS Soccer - Girls (7 & 8) (5 Positions)
RMS Spring Track - Boys (Head)
RMS Spring Track - Girls (Head)
RMS Yearbook Advisor

CHS Choral Director
CHS Concert Band Director
CHS Junior Class Advisor
CHS Senior Class Advisor
CHSTicket Manager
RMS Chamber Chorus Concert Director

4.0% 4.5% 5.0%

13 CHS Alpine Skiing - Co-Ed (Supplemental) (New 08-09) 3.0% 3.5% 4.0%
CHS Color Guard Director
CHS Cross Country Skiing - Co-Ed (Supplemental) (New 08-09)
CHS Jazz Ensemble
CHS Marching Band (Assistant)
CHS Nat'I. Art Honor Society Advisor
CHS Senior Class Advisor (Assistant)
CHS Spirit - Co-Ed (Fall) (JV)
CHS Spirit - Co-Ed (Winter) (JV)
CHS Spring Track- Boys (Supplemental) (New 08-09)
CHS Varsity Club Advisor
CHS Wrestling - Boys (Supplemental) (New 08-09)
CHS Yearbook Advisor (Assistant)
RMS Drama Club Advisor
RMS Jazz Band Director
RMS Student Newspaper Advisor

14 CHS Dance Club Advisor
CHS Freshman Class Advisor
CHS Intramural Strength Training - Co-Ed - Fall
CHS Intramural Strength Training - Co-Ed - Spring
CHS Intramural Strength Training - Co-Ed - Winter
CHS Majorette - Girls
CHS Math Team Advisor

2.0% 2.5% 3.0%



15

CHS Sophomore Class Advisor
RMS Drama Club Advisor (2nd Show) (New 09-10)
RMS Intramural Cross Country Running - Boys
RMS Intramural Cross Country Running - Girls
RMS Intramural Floor Hockey - Co-Ed
RMS Intramural Volleyball - Girls (1 Position + 1 New 08-09)
RMS Intramural Strength Training - Boys - Fall
RMS Intramural Strength Training - Boys - Winter
RMS Spirit - Basketball - Co-Ed
RMS Spring Track - Boys (Assistant) (New 08-09)
RMS Spring Track - Girls (Assistant) (New 08-09)
RMS Wrestling - Boys (Head)
RMS Wrestling - Boys (Assistant) (New 08-09)
RMS Wrestling - Boys (Supplemental) (New 08-09)

CHS Chess Club Advisor
CHS Classical Club Advisor
CHS French Club Advisor
CHS German Club Advisor
CHS Oceanography Club Advisor
CHS Spanish Club Advisor
CHS Community Action Club Advisor
RMS Cross-Country Ski Club Advisor - Co-Ed (New 09-10)
RMS Dance Club (New 08-09)
RMS Game Club Advisor
RMS Literacy Magazine "The Apple" (New 08-09)

1.5% 2.0% 2.5%

16 Elementary Activities
The District will contribute $30,000 to sponsor activities at the elementary level.
Said activities will be determined by the administration at each elementary school on
a year-to-year basis. It is understood that specific elementary activities will not be
added to the Co-Curricular Schedule. To the extent activities are supervised by staff
before or after staff member's regularly scheduled workday, staff members will be
paid at the rate of $15.00 per contact hour with students.

Flat Rate Positions:
Athletic Trainer - Fall
Athletic Trainer - Spring
Athletic Trainer -Winter

$6,000
$6,000
$6,000

The administration may include new positions during the life of the contract if funded by the School
Board. The salary category will be determined by the administration and reviewed during negotiations
for the next master contract. If this schedule results in a lower salary for any person under contract,
they will be held harmless at the higher level.
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APPENDIXE

MEDICAL INSURANCE
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APPENDlXF

DISABILITY INCOME

I. The District agrees to provide disability income benefits during lifetime to age sixty-five (65) for all certified
personnel who are scheduled to work at least 17.5 hours per week and are actively employed by the District, who are
under the age ofsixty-five (65) on September I, 1972, commencing at the end of ninety (90) calendar days after the
employee becomes totally disabled and is under a physician's care as the result of injury or illness.

2. The term total disability means the complete inability of the employee to perform any and every duty of his
regular occupation. Once benefits have been paid for twenty-four (24)months, total disability shall mean the complete
inability of the employee to perform any and every duty ofany gainful occupation for which he is reasonably fitted
by training, education, or experience. The employee must be under the regular care of a physician but house
confinement will not be required.

3. The disabled employee shall be paid by the District or by such insurance carrier as the District may select sixty
six and two thirds (66 2/3%) percent ofsaid employee's gross pay under the contract in effect on the day said employee
first becomes totally disabled, but not in excess ofthree thousand five hundred dollars {$3,500) per month (minimum
monthly benefit is $100).

4. If the disabled employee is entitled to other income during a period ofdisability from:

a. Workmen's Compensation or other similar legislation and other benefit acts, such as the State Teachers'
Retirement System,

b. another group insurance or pension plan providing disability income benefits,

c. benefits (primary or family) under the Federal Social Security Act,

d. accumulated sick leave from the District,

then said employee's benefits will be reduced by the amount received from these sources.

5. Exclusion - no coverage will be provided for disabilities from the following causes:

a. Intentionally self-inflicted injuries.

b. War, declared or undeclared, insurrection, rebellion, or participation in riot.

c. Any disability in excess of twenty-four months that results from mental or nervous illness or disorder ofany
type. This limitation will not restrict benefits during a period ofconfinement in a hospital or other licensed institution.



APPENDIXG

SABBATICAL LEAVE

I. The number ofpersons on sabbatical for any one year would be limited to a total ofno more than 1 1/2% ofthe
total professional staff.

2. No person would be eligible to apply unless he/she had been employed by the School District ofConcord for a
period ofat least seven consecutive years.

3. A sabbatical leavewill consist ofeither one full year at halfpay or one halfyear at full pay.

4. Any person applying for a sabbatical must submit to the Superintendent, in writing, a resume ofhis/her proposed
plans. This resume should show the value which this program would return to the school system. Any change
in program, which in the opinion of the Evaluating Committee would substantially decrease the value of the
program, could result in the withdrawal of the sabbatical.

5. The recipient must agree to serve for at least two full years in the School District ofConcord or must reimburse
the District for all expenses incurred as a result of the sabbatical.

6. The Evaluating Committee shall consist of the Superintendent of Schools, the Assistant Superintendent, and a
standing committee of three members of the Board ofEducation.

7. The committee may in any one year grant fewer than the I 1/2% allowed if they feel that there are not enough
applications ofsufficient merit.

8. All applications shall be held in strictest confidence.

9. Application for full sabbatical year or half sabbatical yearmust be submitted to the Superintendent ofSchools by
December I of the preceding year. Applicants will be notified of results by February I. A proposed plan
describing its value to the school system must accompany application (one original and four copies typewritten).
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DUES DEDUCTION FORM
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automated calling techniques and/or text message me onmy cellular phoneon a periodicbasis. Neither the National Education Association
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receivingNEAmeages. Text HELP to84693 or go to nea.og/terms for more information.

[] Yes lwant to joinmy colleagues by becominga member of the
(local Association Name), the National EducationAssociation-New Hampshire, and the National Education Association. I hereby
request and voluntarily acceptmembership in these associations, and agree to abide by theConstitution and Bylaws ofall three
associations. Membership is annual beginningSeptember 1 and automatically renews annually thereafter.

Berberture,kato:/l

Category Member:hip Type Annual
Code Amount

NEA

NEA-NH

Local Dues

NEA-NH Fund (Apple Corps Fund)
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incrementally, however, the financial obligation for membership is an annual fee and any cancellation after December 1 will
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Localsoiation Representative Signature. Date.n



SAU #08 Concord SD
Group Number: 0146

Outline of Coverage
Delta Dental PPO plus Premier Network DELTADENTAL

I

Northeast Delta Dental

Road YourDental Plan Description Carefully--This Outline ofCoverage provides a very bnet descnptron of the important features ot your dental benefits plan. Thus is not the
insurance contract, and only the actual policy provisions wilt controt. The Dental Plan Description itself sets forth in detail the rights and obligations ot both you and your
insurance company. tt is therefore important that you READ YOUR Dental Plan Description CAREFULLY! Not alt time limitations and exclusions are shown herein Benefit
percentages shown are based on theactual charges submitted up to the Maximum Allowable Charge forparticipating dentists, orDelta Dental's allowance tor non-participating
dentists

Diagnostic / Preventive
(Coverage A

DIAGNOSTIC:
Evaluations twice ina 12-monthperiod, this includes
periodic., limited, problem-focused, and comprehensive
evaluations.

Xx·rays ({complete series or panoramic film) once in a 5-
year period

Bitewing x-toys once ina 12-month period

Xx·raysof individual tooth as necessary

Brushbiopsyonce ina 12-month period

PREVENTIVE
Two cleanings in a 12-month period

Fluorideonce in a 12month period toage 19

Spacemaintainers to age 16

Sealant application topermanent molars, once ina 3-
year period per tooth, tor children to ago 19

Delta Dental Pays: 100%

Basic Restorative
(Coverage B)

RESTORATIVE
Amalgam (silver) fillings,
Composite (whute) fillings (onanterior and posterior
tooth)

ORAL SURGERY:
Surgical and routineextractions

ENDODONTICS:
Root canal therapy

PERIODONTICS:
Periodontal maintenance(cleaning)

Note: Cleanings are limited to two in a 12-monthperiod
thesemayberoutine (CoverageA) orperiodontal
(CoverageB). or a combinationot both.

Treatment of gumdisease

Clinical crown lengthening onceper toothper lifetime

DENTURE REPAIR:
Repair of a removabledenture to its original condition

EMERGENCY PALLIATIVE TREATMENT

Delta Dental Pays: 100%

Major Restorative
(Coverage C)

PROSTHODONTICS:
Removable and txod partial dentures (bridge). complete
dentures

R0baseand reline (dentures)

Crowns

Ontays

mplants

Delta Dental Pays: 50%
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Contract Year Maximum: $1000 por Person beginning each July 1st
Health through Oral Wellness" program included (please see reverse for details)
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APPENDIX K

STAFF APPRAISAL AND DEVELOPMENT PROCEDURES

I. PURPOSE

The purpose ofstaffappraisal is to improve the quality ofeducation. Inherent in this purpose is the challenge of
each certified staffmember to build upon existing strengths and to develop those skills needing improvement. To
accomplish this goal, we support the right ofeach staffmember to:

• know howwell one is performing the duties and responsibilities ofthe position;
• know what areas of improvement are needed;
• have a candid appraisal ofone's work;
• have the opportunity to discuss evaluation reports with the supervisor;
• seek and receive supervisory assistance when needed;
• receive recognition for commendable performance;
• be familiarwith the evaluation process;
• have the opportunity to participate in the development of the evaluation process.
• In addition to the formal procedures below, staffmembers and administrators are
encouraged to explore and develop as broad a range ofevaluation methods as possible, as
mutually agreed upon for supplementary purposes.

II. DISTRJCT REQUIREMENTS FOR STAFFAPPRAISAL AND DEVELOPMENT

Administrators are responsible for monitoring tleoperation of the school and theperformance of their staff. This
includes recognizing individual staffmembers for their strengths, workingwith staffmembers Lo establish annual
growth plans, or identifying performance areas that might need improvement. While the evaluation procedures
outlined below are important, they should be viewed as only pan of the ongoing effort to monitor and improve
the entire range of teaching and school activities. It is understood, however, that these procedures will be used
throughout the district for the basic, continuing appraisal ofall instructional staff.

A. Annual Review

Annually, administrators are responsible for reviewing the performance ofeach staffmember assigned
to his or her building. This annual review, along with the goals targeted for the following year. will be
put into an individual development plan, which, together with the annual recommendation form, will be
submitted to the Superintendent of Schools by March I ofeach year. It is expected that the Guidelines
for Certified Staff. which are attached to this document, will be used as a framework to develop each
staffmember's individual development plan, and that this will be a collaborative effort by staffmembers
and administrators.

8. Observations

I. Non-Tenured Staff
Non-tenured staffmembers will have at least two formal observation sequences between March I and
December I ofeach evaluation year. The observation will be conducted by an administrator and will
follow the clinical process with pre- and post-observation conferences.



2.

C.

Staffmembers under continuing contract will have at least one complete observation sequence every
three years, although more frequent observations may be arranged and are encouraged.

New Staff

I. Administrators are responsible for carefully monitoring the performance of staffmembers who are
new to the district, in part, by providing at least two (2) formal observation sequences, including at least one formal
observation sequence within six to eight weeks of the start of the school year and at least one additional formal
observation sequence to be completed no later than December 15. An individual development plan for new staff
members will be written and a copy forwarded to the Superintendent's Office by March I. In the period before March
I, administrators are expected to keep all new staffmembers infonned of their strengths and improvement needs and
provide appropriate assistance ifnecessary.

2. Any new teacher with two years or less experience will automatically have a mentor assigned by the
administration for at least six months. A teacher with more than two years experience may be assigned a mentor at
the discretion of the Superintendent.

3. Any mentorship program adopted by the District will be collaboratively developed with the
Association before it is implemented and will contain the following components:

a. A committee has been established to create a mentor selection process. The
committee would consist of a central office administrator, a principal, a Board member, an
elementary teacher, a secondary teacher (both appointed by the CEA President), and the CEA
President. A paid training program has been established to prepare teachers to be mentors.

b. The compensation for mentors will be SI 5.00 per hour for contractual time
and $25.00 per hour for non-contractual time.

c. No document created by the mentorship program may be used in any
proceeding concerning the non-tenured teacher.

d. This will be completed by January 11, 1994.

Ill. PROFESSIONAL REVIEW PROCESS

In general, the clinical processwill be used; however, by mutual agreement ofthe staffmemberand administrator,
other appraisal strategies may be used. The clinical process includes a written individualized plan, annual review of
the progress toward this plan, an observation sequence that is based, in part, on the classroom observations. Specific
steps of the review process are outlined below.

A. Individual Development Plan

The underlying assumption ofthis process is that all staffmembers can and should improve their contribution
to the educational effort of the Concord School District. To accomplish this goal staffmembers, in conjunction with
their administrator and where appropriate the supervisor, will be responsible for writing an individual development
plan each school year, which focuses on either (I) satisfactory areas targeted for growth (Annual Growth Plan), or
those aspects of the staffmember's performances which are unsatisfactory and need to be improved (Performance
Improvement Plan). The individual development plan should identify the goals to be addressed, the professional
activities to be undertaken, and a briefreview ofthe progress ofthis plan. The method to review the plan need not be
quantitative, but simply a considered judgment on the part of the staff member and administrator or supervisor
involved.

I. Annual Growth Plan
Staffmembers, in collaboration with their administrator and where appropriate the supervisor, will be asked to select



areas for growth. This is neither intended nor should it be construed as an unfavorable or unsatisfactory perfonnance.
This part of the review process assumes that there is always room for growth, and staffmembers will have an Annual
Growth Plan to accomplish this goal. To be effective the annual growth plan must be based on the continuing
collaboration of the administrator and the staffmember and should be an intensive effort· focusing on two or three
goals that will have a lasting impact on teacher performance. There are no pay or termination decisions associated
with an Annual Growth Plan. It is entirely for the purpose of professional growth and instructional enhancement.
Revisions in the Growth Plan may be made as needed until March I ofthe followingyear.

2. Perfonnance Improvement Plan
At the time of the annual review, if it is necessary for a staffmember to be placed on a Perfonnance Improvement
Plan. it will be done only after a number ofconferences have taken place between the staffmember in question and
the responsible administrator and written documentation addressing the specific areas of concern have been made
available to the staffmember. Staffmembers will be allowed a reasonable opportunity to respond to these concerns.

It is the responsibility of the administrator to meet with the staffmember and develop a Perfonnance
Improvement Plan that identifies the perfonnance areas that are not satisfactory and the goals that will be addressed
to remediate these concerns. In addition to these steps, it is expected that the responsible administrator will:

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

b. suggest specific activities the individual could undertake to remedy the difficulties;
c. detennine with the staffmember any special help and/ormaterials the school might
provide to help remedy the situation;
d follow thronh to make certain the staffmember receives this assistance;
e. regularly monitor the staffmember's performance and provide advice and assistance as necessary. It
is understood that termination decisions may be associated with a Performance Improvement Plan.

The Professional Improvement Plan will address those specific perfonnance areas which have been
noted in observation reports, conferences, or other fonns ofwritten communication. With the approval of the staff
member, a copy of the written Perfonnance Improvement Plan will be forwarded to the President of the Concord
Education Association.

B. Observation Sequence

I.

2.

Pre- and Post-Observation Conferences
There should be a pre-observation conference not more than a few days prior to the observation and a
post-observation conference within a few days following the observation. It is expected that staff
members will prepare the observer for the observation. The post-observation conference is designed to
provide immediate feedback from the supervisoror administrator. It is an opportunity for staffmembers
and administrators to review the data gathered during the observation and to discuss the data relative to
the objectives of the lesson as stated in the pre-observation conferences. The post-observation
conference should also focus on the staff member's conrinued growth or improvement, and
recommendations made at this time should be incorporated into the staffmember's development plan.
Finally, all observation reportswill be in written form and signed by the administratorand staffmember.

Peer Observers

Staffmembersmay request that anothermember ofthe staffbe partofthe observation process, including
any house or teacher leader. another administrator, or any qualified staff member, except the
Superintendent or Assistant Superintendent ofSchools. While staffmembers are encouraged to benefit
from the skills and experience of other staff. the use of peer observers is entirely voluntary. It is also
understood that information shared between a peerobserver(as opposed toa supervisoror administrator)



and a staff member will remain confidential and will not be used for evaluation purposes. Peer
observation is entirely for instructional enhancement and professional growth.

C. Annual Recommendation Form
Prior to March I of each year, administrators are required to submit for each staffmember an Annual
Recommendation Form to the Superintendent ofSchools. Staffmembersshould sign the form - advising
them of the recommendation being made - and have the opportunity, if necessary, to discuss this with
the responsible administrator.

JV. TIMELfNE

The professional review process begins each year prior to March I with a meeting to discuss and write an
individual plan for the coming school year. A follow-up conference may be scheduled whenever the staffperson
feels the plan is achieved or needs revision, but not later than March I of the next year. Even ifthe plan has not
been completed, the staff person, administrator, and where appropriate the supervisor, will review the progress
made and next steps necessary.

Three-Year Growth Plan

Staff members are required by the State of New Hampshire to complete as outlined in the staff development
master plan, aThree-YearGrowth Plan at thebeginningofeach certification cycle. When possible, staffmembers
are encouraged to coordinate their Three-YearGrowth Plan with the individual development plan required by the
StaffAppraisal and Development Procedures outlined in this document.

V. APPEAL PROCEDURES

Two processes are available for staff members and administrators for the purpose of resolving disagreements
regarding 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. Staff members and administrators may call on
other staffmembers, supervisors, or administrators to mediate these differences to the satisfaction of both
partners. The use of this procedure is advisory and voluntary.

B. Formal

Appeals under this procedure for non-tenured staffwill be limited to a hearing before the Superintendent of
Schools. Appeals for tenured teachers will follow the procedures ofArticle IV of the Master Agreement.
Beginning with the 1994-1995 year, no non-tenured teacher will be non-renewed without taking part in the
full mentorship program during the same year.

VJ. REPORTING FORMS

A. Annual Growth Plan - to be completed annually for each staffmemberwhose performance is
considered satisfactory. This form is to be a cooperative effort by the individual staffmember and the responsible
administrator. Where appropriate, a supervisor's input will be included. This form must be signed and returned
to the Superintendent's Office by March I ofeach school year. A copy ofall revisions will be forwarded to the
Superintendent.

B. Performance Improvement Plan - to be completed for each staffmemberwhose performance is



VII.

considered unsatisfactory. It is understood that progress toward this plan, together with other pertinent
information, will be used to make decisions regarding employment status. This form must be signed by the
appropriate parties and returned to the Superintendent's Office by March I. With the permission of the staff
member, a copy of the Performance Improvement Plan will be forwarded to the President of the Concord
Education Association.

C. Annual Recommendation Form - to be completed by administrators for each staffperson assigned to their
building or program. This from should be accompanied by either an Annual Growth Plan, or a Performance
Improvement Plan. This form should be returned to the Superintendent's Office by March I ofeach school year.

D. Guidelines For Certified Staff- to be used by staffmembers, administrators, and supervisors as a guide when
completing the Annual Growth Plan or the Performance Improvement Plan. These documents are not to be
considered as checklists or to be included with other evaluation documents.

E. Three-Year Plan - By state law and school district policy, staffmembers are required to develop with their
administrators a Three-Year Plan of professional activities at the start ofeach recertification cycle. For details
see StaffDevelopment Master Plan.

REVIEWOF EVALUATION PROCEDURES

It is agreed that these procedures will be reviewed periodically by the Evaluation Committee and that
the District reserves final approval of these procedures until they have been in place for at least two
years.

VIII. GUIDELINES FOR CERTIFIED STAFF

A. Guidelines For Classroom Teachers

I. Instruction Is Guided By A Prepared Curriculum

a. Units of instruction and lessons have clearly defined goals, consistent with district
priorities and curriculum guidelines.

b. Lesson objectives are evident and clearly explained to students.
c. Unit or lesson objectives are set in a timeline so that the calendar can be used for instructional

planning.
d. Instructional resources and teaching activities are identified, matched to objectives and student

developmental levels, and recorded in lesson plans. Alternative resources and activities arc
identified, especially for priority objectives.

e. Resources and teaching activities are reviewed for content and appropriateness and are
modified according to experience to increase their effectiveness in helping students learn.

2. There Are High Expectations For Student Leaming

a. Diagnostic data is used to assess student's strengths and weaknesses.
b. Teachers set high standards for learning and let students know they are all expected to meet

them. Standards are set so they are both challenging and attainable.

3. Instruction Is Clear and Focused

a. Lesson activities are previewed; clearwritten and/or verbal directions are given; key points and
instructions are repeated; student understanding is checked.

b. Lesson activities are purposeful and support the instructional goals.
c. To check understanding, teachers ask clear questions and make sure all students have a chance



to respond.

4. Learning Progress Is Monitored Closely

a. Teachers frequently monitor student learning, both formally and informally, using a variety of
assessment techniques.

b. Teachers use assessment results not only to evaluate students, but also for instructional
diagnosis and to determine if teaching methods are working.

c. A record ofstudent progress is maintained and progress is communicated to students, parents,
and other appropriate staff.

d. Regular, focused reviews ofkey concepts and skills are used throughout the year to
observe on and strengthen student learning.

5. Class Time Is Used for Leaming

a. Teachers set priorities for using class time and allocate time for each lesson or activity.
b. Teachers assist students in planning and organizing for learning.
c. There are smooth, efficient, classroom routines.
d. Classroom behavior standards are clearly defined and communicated to students, parents, and

administrators. Standards are consistent with the code ofconduct for the building.

6. A Variety OfTeachingTechniques Are Used

a. Flexible grouping techniques are used to accomplish instructional objectives.
b. Teachers modify and adapt learning activities to meet the needs ofall students.

7. Interactions With Students, Staff. and Parents Are Positive And Effective

a. With Students:
- Teachers are accessible and responsive
- Teachers encourage students to be active, responsible, and independent learners.
- Teachers provide opportunities for all students to be successful and recognized.
- Teachers create and maintain an atmosphere ofmutual respect and concern.
- Teachers reinforce positive student behavior and achievements.
- Teachers provide for student safety and well-being through active supervision.

b. With Staff:
- Teachers make positive contributions to the school and effectiveness of the total school
program.

- Teachers use the advice of specialists in planning and carrying out the instructional program.
- Teachers support school policy and administrative and faculty decisions.
- Teachers maintain a respect for the ideas and feelings ofother staff.

c. With Parents:
- Parents are kept informed about the academic and behavioral progress ofstudents.
- Teachers work cooperatively with parents to solve academic and behavioral problems; parents
are viewed as partners in the education of their children.

8. Professional Development

a. Positive contributions are made to the success of school and district committees, in-service
activities, and staffmeetings.

b. Teachers remain current in the content areas and teaching strategies.
c. Teachers update their knowledge about the educational and social needs of the students.



8. Guidelines For School Specialists

Responsibilities Are Based On Clearly Defined Goals And Objectives

Individual goals have been developed which contribute to the overall effectiveness of the
school.
Day-to-day activities are consistent with school and district priorities and are periodically
reviewed for their appropriateness and effectiveness.

Policies And Procedures Support High Expectations For All Students

I.

a.

b.

2.

a.

b.

C.

d.

e.

3.

a.

b.

C.

4.

a.
b.

C.

5.

a.

b.

Staff believe that all students can learn and that school has a large degree of influence over
whether students succeed or not.
Staff members set high standards for student learning. These standards should be both
challenging and attainable.
Individual routines are established that focus on improving student performance. Leaming is
seen as the most important purpose ofschool.
Student progress is systematically monitored. Up-to-date records and information are kept for
the purpose of improving student achievement.
Daily activities are regularly reviewed to determine the effect they have on learningandgrowth.

Consultation_And Support_Are Designed To_Improve TheOyeraIL Effectiveness OfThe School

Specialists communicate on a regular basis with other specialists, classroom teachers, and
school administrators.
Specialists and support personnel assist schools in their improvement efforts. They provide
consultation, materials development, and training assistance as needed; support personnel are
responsive to expressed building needs.
Using the instructional goals as a foundation, classroom teachers and specialists are expected
to modify or differentiate the curriculum to meet individual student needs.

Interaction With Students, Staff, Parents, and Community Agencies Arc Positive And F.ffcctivc

Specialists are accessible and responsive to students.
Specialists work cooperatively with other staffand contribute to the overall effectiveness ofthe
school.
Where appropriate, specialists work with parents to solve academic and behavioral problems;
parents are viewed as partners in the education oftheir children.

Specialist Will Assume Responsibility For The Professional Development Of
Themselves As Well As That OfThe District

Specialists remain current in the appropriate content areas, in the general research on education,
and in their area ofspecialization.
Specialists share their knowledge and expertise by actively participating on committees, at in
service activities, and staffmeetings.



ANNUAL GROWTH PLAN

STAFF MEMBER:

SCHOOL/PROGRAM:ADMINISTRATOR:

A. AREASOF STRENGTH:

B. PROGRESS TOWARD COMPLETION OFCURRENT (PREVIOUSGROWTH PLAN)

C. NEW/REVISEDGROWTH PLAN (AREAS SELECTED FORGROWTH)

Signature of Administrator:

Signature of Staff Member:

___________Date: _

___________Date: _



STAFF MEMBER:

SCHOOL/PROGRAM:

PERFORMANCE IMPROVEMENT PLAN

_________ADMINISTRATOR: _

A. PERFORMANCE AREAS THAT ARE NOT SATISFACTORY:

B. OUTLINE OFTHE SPECIFICGOALSWHICH ADDRESS THE UNSATISFAC
TORY AREAS ABOVE:

C. PROFESSIONALGROWTH ACTIVITIES DESIGNEDTO IMPROVE
PERFORMANCE:

Signature ofAdministrator:

Signature ofStaffMember:

____________Date: _

pg[

The signature of the staff member indicates that he/she has read and understands the purpose and intent of
this plan.



ANNUAL RECOMMENDATION FORM

STAFFMEMBER:

SCHOOL/PROGRAM: ADMINISTRATOR:

I. Recommend for Renewal of Contract

2. Recommend for Renewal with the following Reservations

3. Not Recommend for Renewal ofContract for theSchool Year

Signature of Administrator:

Signature ofStaff Member:

TEACHER COMMENTS:

_____________ Date: _

_____________ Date: _

Note: Administrators are required to submit this form for all staff members to the Superintendent of Schools
by March I of each year.




