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ARTICLEI
RECOGNITION

The Hopkinton School Board recognizes the Hopkinton Educational Support Staff, NEA-New
Hampshire as the exclusive bargaining representative of a unit including but not limited to
support staff Employees such as all health assistants, speech assistants, library media assistants,
administrative assistants, office assistants, food service workers, clerical assistants, instructional
assistants, student specific assistants, behavioral assistants, learning center assistants, Numeracy
Specialist Assistant and Inclusion Assistant and excluding office managers and executive
assistants to the Superintendent, the SAU bookkeeper and all supervisors, managers and
confidential Employees, pursuant to PELRB certification in Case No. M-0731 (September 23,
1996).

ARTICLEII
NON-DISCRIMINATION

The Hopkinton School District will not discriminate in its educational programs, activities,
policies, or employment practices. The District agrees that it will not discriminate on the basis of
race, marital status, sexual orientation, national origin, age, religion, gender, handicap, disability,
membership in the Union, or Union activity.

ARTICLE III
DEFINITIONS

1. BOARD -The term "Board" as used in this Agreement shall refer to the Hopkinton School
Board acting on its own or acting through the administration of the Hopkinton School District.

2. UNION -The term "Union" as used in this Agreement shall refer to the Hopkinton
Educational Support Staff, NEA-New Hampshire.

3. DISTRICT- The term "District" as used in this Agreement shall refer to the Hopkinton
School District.

4. ADMINISTRATION -The term "Administration" as used in this Agreement shall refer to all
District supervisory employees including, the Superintendent, Director Student Services,
Business Administrator, Principal/Asst. Principal, or the Director of Food Service.

5. EMPLOYEE -Theterm "Employee" asused inthis Agreement shallrefer toamember ofthe
bargaining unit.

6. EMPLOYEE REPRESENTATIVE -The term "Employee Representative" as used in this
Agreement shall mean any designated Union representative.
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7. CLASSIFICATION - The term "Classification" as used in this Agreement shall refer
to Employee job titles and wage schedule track assignments.

Office Food Service Student Support Library
I: Clerical Asst. I: General Worker
II: Cook
IIT: Office Asst. II1: Manager II1: Instructional Asst.
IV: Student Specific
Instructional Asst.
V: Administrative V: Behavioral Asst., V: Library Media
Asst. Inclusion Asst., Learning Asst.
Ctr Asst., Speech &
Language Asst., Numeracy
Specialist Assistant

8. JOBTITLES

a.

=2

The title Student Specific Instructional Assistant refers to the position for which the
individual oversees the instructional program for an individual student where the
program and responsibilities are specifically directed by a certified educator.

. The title Inclusion Assistant refers to a position for which the individual shares

responsibilities for program development, daily oversight/fnonitoring of asignificantly
handicapped student's program and directed instruction under the supervision of a
certified educator.

The title Learning Center Assistant refers to a position for which an Instructional Assistant
is assigned to a Learning Center or Resource Room and has experience and training
related to program instruction for students with learning difficulties.

The titles Behavioral Assistant, Numeracy Specialist Assistant, and Library Media
Assistant refer to the positions for which the individuals are assigned to the specified
program and has the experience and specialized training to provide program
instruction under the supervision of a certified educator.

The title Speech Language Assistant refers to the position for which the individual is SLA
certified and provides direct/indirect intervention prescribed and supervised by a licensed
Speech Language Pathologist.

The title Clerical Assistant refers to the position in which the Employee performs the most
basic of office functions, including but not limited to filing, photo copying, answering the
phone, disseminating mail, etc.

The title Office Assistant refers to the position in which the Employee is prepared to
perform the vital office functions at a basic level in support of an office manager or
administrative assistant.
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h. Thetitle Administrative Assistant refers to a position for which specialized training is
required. Training would include but not limited to: financial software, student
management software, and special education related software. This Employee should have
adeep understanding of applications, being able to provide important information to
faculty and administration.

ARTICLEIV
PROCEDURE FOR NEGOTIATION OF SUCCESSOR AGREEMENT

1. Negotiations shall be conducted pursuant to the New Hampshire RSA:273-A as may be
from time to time amended. The provisions of this Article shall not be subject to the
Grievance Procedure set forth herein but shall be enforceable under RSA:273-A.

2. By April of the calendar year prior to the expiration of this Agreement, either party may
notify the other of its desire to modify the terms and conditions of the Agreement. The
parties recognize that it is in their interest to commence negotiations in sufficient time to
reach agreement within budget timelines and, if desired by either party, agree to
commence negotiations no later than July 1 of the calendar year prior to the expiration of
this agreement. The Board agrees to provide the Union with such non-confidential
information it may have which is both timely requested and reasonably necessary for the
Union to carry out its bargaining obligations.

3. Any Agreement reached shall be reduced to writing and signed by the Board and the
Union. The Board shall make a good faith effort to secure funds necessary to implement
said Agreements and shall draft and publicize any warrant which includes the costs of the
Agreement, including Agreements which are to cover more than one year in such a
manner as to make the duration of the Agreement and its overall economic cost clear to
District voters. Where the recommendations of a fact finder have been rejected, the Board
will submit the fact finder's findings and recommendations to the District voters as
providedforinRSA273-A:12.111,

4. If the monies to fund the economic provisions in the first year of any Agreement are not
appropriated as provided for in the Article, and then either party may reopen

negotiations on all or part of the entire Agreement.

5. The Hopkinton School Board reserves the right to open negotiations focused solely on the
impact of outsourcing food service operations.
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ARTICLE V
BOARD RIGHTS

The parties agree that, except as otherwise specifically limited by this Agreement, all
management functions, powers, authorities and responsibilities shall remain exclusively vested
with the District which shall include, but not be limited to, the following:

A. Theright to select and direct Employees; to determine vacancies; the qualifications for the
hiring and retention of Employees; to determine standards for work; to determine the content
ofjob descriptions; to hire, promote, transfer, assign, retain Employees in position; and to
discipline, suspend and discharge Employees provided that the reasons shall support the
actions taken and all information forming the basis for such action will be made available to
the Employee at the time the action is taken.

B. The right to lay off Employees for lack of work, budgetary considerations, reorganization
or otherreasons.

C. Theright to determine the functions, programs, means, methods, and budgetary and financial
procedures of the District; to determine the number of personnel by which the District's
operations are to be conducted; and to determine whether and to what extent the work of the
District should be contracted out, provided, however, that if any contracting out occurs which
will result in the lay-off of any Employees, such contracting out shall not begin until the
expiration of this Agreement. Prior to any contracting out that will result in the lay-off of any
Employees, the Board will meet and discuss with the Union the rationale for the decision and
will bargain over the impact of the decision on unit members.

D. Theright to determine the organization structure of the District.

E. The right to take such actions as may be necessary to carry out the mission of the District in
case of emergencies.

F. Theright to make such rules, regulations and policies provided they are not inconsistent with

the provisions of this Agreement and to require compliance therewith.

ARTICLE VI
UNION RIGHTS

1. The Union will have the right to use school buildings at reasonable times, without cost, for
meetings. Requests for the use of the buildings for such purposes will be made to the
Principal of that building.

2. The Union will have the right to post notices on its activities and matters of Employee
concern in appropriate areas of each building and shall also have the use of the Employee

mailbox and electronic communications system.

3. Upon receipt of written notification by an Employee, the District will deduct Union dues
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from the Employee's paycheck and forward such deduction to the Union's Treasurer or the
Union's designee. The District will be held harmless by the Union from any and all claims in
connection therewith.

4. The Union may, with permission from the Building Principal, use school equipment normally
used by Employees. However, expendable material such as paper products will be at the
expense of the Union.

5. Every September and January, the Union may request from the Board a list of the current
bargaining unit members, including their names, addresses, assignments, hiring dates
placement on the wage schedule, and where relevant, creditable experience. Such
request shall be granted.

6. The District will provide the name, position and wage placement of all new hires to the
Union President(s) within ten (10) calendar days of the decision to hire at the District
level. Where there is a planned personnel action affecting wages, hours, or work
assignment of a bargaining unit Employee, the Union President(s) will be notified
beforehand when possible.

7. As long as the Union is certified as the representative of these District Employees pursuant to
RSA 273-A, the rights and privileges set forth in this Agreement shall not be granted to any
other bargaining agent.

ARTICLE VII
EMPLOYEE RIGHTS

1. The District agrees that it will not discriminate against any bargaining unit member, with
respect to hours, wages or any terms or conditions of employment or activities, by reason of
his/her membership in the Union.

2. .Employees shall have the right, upon reasonable notice, to review and make copies of any
information in their file, except confidential pre-employment references. The Employee shall
have the right to be accompanied by a Union representative. The Employee shall receive
copies of material placed in his/her file and may place a response to any material in the file.
A signature by an Employee shall be evidence of receipt of copy and not assent to contents.

3. WrittenNotice.
In the event that any Employee shall be discharged, non-renewed, suspended, disciplined,
reprimanded, adversely evaluated, reduced in rank or compensation or deprived of any

professional advantage, the individual shall be informed in writing by the administration.

All information forming the basis for such action(s) will be made available to the Employee
at the time such action is taken. The reasons shall support the actions taken.
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4. When arequest for representation by a Union member is made, no action shall be taken with
respect to the bargaining unit member until such representative of the Union (i.e. the HESS
building representative or the HESS Executive Board Member) is present within a reasonable
period of time.

ARTICLE VIII
GRIEVANCE PROCEDURE

1. A "grievance" is a claim by an Employee or by the Union that there has been a
misapplication, misinterpretation or violation of a specific provision of this Agreement. The
"grievant" may be the Union or an Employee making the claim.

2. The parties acknowledge that it is more desirable for an Employee and his/her immediate
supervisor to resolve problems through free and informal communication. Grievances which
are not satisfactorily resolved informally shall be placed in writing and processed under this
Article.

3. AnEmployee covered by this Agreement shall have the right to have a Union representative
present at all steps of the process.

4. Except as otherwise indicated, the term "days" when used in this Article shall mean "school
days", except after the final day of the school year and prior to the beginning of the next
school year when it shall mean Monday through Friday, excluding holidays. In the event that
a grievance is processed during the months of July and August, a waiver of the timeline in
Step 1through 4 may be permitted by mutual agreement of the parties.

5. A grievance must be filed within 20 school days following the time at which the grievant was
notified or could have reasonably been aware of the existence of the situation, which is the
basis for the grievance.

6. STEP ONE

At Step One, the grievance must be presented to the Employee's immediate supervisor. The
grievance shall be filed on a grievance form which is attached hereto as Appendix B and
must include the nature of the grievance including names, dates and other related facts which
will provide a sound basis for a complete understanding of the grievance; the provisions of
the Agreement alleged to have been violated; and the specific remedy sought. Within ten
(10) days of the receipt of the grievance, the supervisor, grievant and Union representative
shall meet to discuss the grievance. If the grievance is not resolved at this meeting, the
supervisor, within 10 days of the meeting, shall forward a written answer to the grievance to
the grievant, with a copy to the Union.
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7. STEP TWO

If the grievance is not resolved at Step One, within 10 days of receipt of the Step One answer,
the grievant may present the grievance at Step Two. At this step, the grievant will present the
grievance to the Superintendent. Within 10 days of the receipt of the grievance at this Step,
the Superintendent or his/her designee shall meet with the grievant and a Union
Representative to discuss the grievance. At their discretion, either the Superintendent or

the Union may have other parties in interest attend the meeting as well. Ifthe grievance is
not resolved at this meeting, the Superintendent, or his/her designee, within 10 days of this
meeting, shall forward a written answer to the grievance to the grievant, with a copy to the
Union.

8. STEPTHREE

If the grievance is not resolved at Step Two, within 10 days of receipt of the Step Two
answer, the grievant may present the grievance at Step Three. At this Step, the grievant will
present the grievance to the Board. Within 20 days of receipt of the grievance, the Board, the
Superintendent or his/her designee, the grievant and a Union representative shall meet to
resolve the grievance. At their discretion, either the Board or the Union may have other
parties in interest attend the hearing as well. Ifthe grievance is not resolved at this meeting,
the Board, within 10 days of the meeting, shall forward a written answer to the grievance to
the grievant, with a copy to the Union.

9. STEP FOUR

a. Within 20 days of the receipt of the Step Three answers, the Union shall advise the Board
in writing, through the Superintendent, if it wishes to submit the dispute to arbitration.

The arbitrator shall be selected by mutual agreement between the Union and the Board.
Should the parties be unable to agree upon an arbitrator within 10 days of receipt of the
Board's answer, then arbitration shall be requested of the American Arbitration Union by
the Union. The arbitrator shall then be selected in accordance with the rules of the
American Arbitration Union.

b. The scope of the arbitrator's authority shall be limited to interpretation and application of
this Agreement, and related issues of substantive or procedural arbitrability. The
arbitrator shall have no power to add to, subtract from, disregard, alter, or modify any of
the terms of this agreement.

c. The arbitrator shall issue a written decision in every case and shall delineate findings of
fact and his/her rationale for reaching the final conclusions.

d. The arbitrator's decision shall be final and binding on all parties. However, both parties
shall have a right to appeal to the New Hampshire courts under provisions of RSA
Chapter 542, as amended. Itis specifically agreed by the Board and the Union that this
contract and the grievance procedure article are subject to the provisions of New
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Hampshire Revised Statutes Annotated, Chapter 542, as amended.

e. Each party shall bear the expense of preparing and presenting its own case. The
compensation and expenses of the arbitrator shall be shared equally by the parties.

f. The parties agree that prior to the opening of the hearing, the arbitrator shall first meet
with the parties and explore a mediated solution to the grievance. If such efforts are not
fruitful, the arbitrator will hear and decide the case; however, itis specifically understood
that nothing said in mediation shall be considered by the arbitrator in reaching his/her
decision and he/she will be confined to the evidence and arguments presented in
arbitration.

10. Itis understood that an Employee pursuing a grievance or having a grievance pursued on
his/her behalf shall, during the pendency of the grievance, continue to observe all
assignments, rules and directives of the Board until such grievance and any effect thereof
shall have been duly determined. The filing of pendency of a grievance under the provisions
of this article shall not prevent the Board or its representatives from taking the actions
complained of.

11. Failure of the grievant to comply with the time limitations of this grievance procedure at
Steps One, Two or Three shall preclude any further processing of the grievance and shall be
deemed an acceptance of the previous answer to the grievance. Failure to file a grievance at
Step One within 20 school days shall preclude any subsequent filing of the grievance unless
the alleged violation is found to be a continuing violation in accordance with arbitrable
principles. Failure by the Administration or Board to answer a grievance in a timely fashion
shall allow the grievance to be processed automatically to the next step.

12. All time limits may be altered by mutual agreement.

13. Any complaint which is filed with any agency or court may not also be filed or processed as a
grievance under this Agreement.

14. The following matters are excluded from the grievance procedure set forth herein: Board
rights and prerogatives as provided and interpreted under RSA 273-A.

ARTICLE IX
PERSONNEL MATTERS

1. Employees shall be evaluated using the evaluation instrument set forth in Appendix C.
Employees shall have input on the instrument utilized in the evaluation process. Any
changes to the evaluation instrument must be distributed to HESS leadership for feedback
prior to May 15 of the proceeding school year. HESS shall provide feedback on or before
July 15. The instrument shall be provided to all support staff members prior to September
15 each school year. Employees shall be provided a copy of the self-evaluation form to be
completed and shared with the Employee's immediate supervisor. (The self-evaluation form
is available in Appendix D of this document.) The self-evaluation will be used to
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supplement the annual administration evaluation at the Employer's discretion. An Employee
shall be given a copy of the year-end evaluation report prepared by his/her evaluator(s) by
May 15 of each year prior to the end of the year conference held before June 1 to discuss the
formal evaluation. Following such conference, the Employee shall sign the report. Such
signature shall indicate only that the report has been read by the Employee and does not
necessarily indicate agreement with the contents thereof. If the Employee is dissatisfied
with the evaluation, he/she may request further conference with the next level of supervision.

2. Any complaint regarding an Employee, which is made to any member of the Board or
administration, by a parent, student, or other person and which may be used in any manner in
evaluating the Employee shall be promptly investigated. The Employee shall be given an
opportunity to respond to the complaint in writing. Uninvestigated complaints shall not be
put in the Employee's personnel file.

3. The Employee shall receive a copy of any written complaint made about him/her. The
Employee shall acknowledge that he/she had an opportunity to review any complaint by
signing the copy of the complaint, which is to be filed. The signature shall not
necessarily indicate agreement with the complaint.

4. The Employee shall be entitled access to his/her personnel file at any reasonable time upon
notice to the Superintendent or his/her designee. The Employee may, if he/she wishes, have a
representative of the Union accompany him/her during such review.

5. The Employee shall have the right to respond to any material contained in his/her personnel
file and such response shall be made a part of the Employee's personnel file. An Employee
may copy any material in the file but may not remove the file from the office where it is
located.

6. No material adverse to the Employee shall be placed in his/her personnel file without written
notification to the Employee.

7. Employees shall be issued individual employment contracts for the following school year not
later than June 1st of each year.

8. An individual selected from outside the Hopkinton School District to fill any vacant position
will be provided a 60 day probationary period with the appropriate wage rate starting
on the first day he or she begins work. A probationary Employee may be terminated at the
sole discretion of the District or its representative.

9. When arequest for representation by a Union member is made, no action shall be taken with
respect to the bargaining unit member until such representative of the Union (i.e. the HESS
building representative or the HESS Executive Board Member) is present within a reasonable
period of time.
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ARTICLE X
CONDITIONS OF EMPLOYMENT

1. Employees shall be required to work no more than 182 days per year with the exception of
library media assistants who shall work no more than 190 days and the administrative
assistant to the assistant principal at the middle and high schools who shall work no more
than 200 days per year. The Employee days will include all student days, and a minimum of
2 professional development days at the beginning of the school year. Prior to the ending of
the preceding school year, the Superintendent shall notify each Employee of which days they
will be required to work. In the case of a new hire or change in responsibility, any work
beyond these required number of days shall be paid on an hourly basis at the Employees
hourly rate.

2. Hours worked in excess of 40 per week shall be paid at 1 % times the Employee's regular
rate of pay shall be in accordance with the Fair Labor Standards Act (FLSA).

3. Compensation for mandatory instructional support for identified students on overnight trips.

3a. Staff members who voluntarily chose to chaperone such events will be paid their
regular pay for regular hours worked.

3b. Staff members will receive additional pay at their regular wage for supervisory time
outside of the regular workday.

3c. Staff members who work more than 40 hours will receive the required overtime pay
(1.5 times regular hourly wage).

3d. Staff members will receive a $50/night stipend for providing on call status during
overnight stays. If a student requires significant support during the nighttime hours, the
staff member will receive their regular hourly wage for hours worked.

4. The Board agrees that each Employee will have an unpaid, duty-free lunch period of 30
minutes. In the event that an Employee is required to work during his/her lunch period
or part thereof, he/she shall be paid at the regular hourly rate.

5. Avacancy existing within the District, will be posted by the Superintendent for ten (10)
days except in the cases of emergency and notification will be given to the Union
President(s) of such vacancy via email. The vacancy notice will include the job title,
general description of the position and requirements for the position.

* Employees will have the right to an interview for vacant positions for which they are
qualified provided the Employee submits a written request not later than ten (10) days
after the date the position was posted.

* Employees from within the Union who make timely application for a vacancy pursuant to

Section 4.1 shall be considered and given an opportunity to interview for said vacancy.
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* Inthe months of July and August, notice of vacancies will be posted on an employee
website, the link to which will be available on the District website (notice shall also be
provided to the union leadership through email.)

* Employees may be sent notice of vacancies in the months of July and August if
notification is given in writing to the Superintendent's office by June 1*. The
notification should include the specific position(s) in which the Employee has interest.

* EMERGENCY -When amodification of responsibility or a new position is required
because of unanticipated programmatic needs, a notice will be given to the Union
President(s) within ten (10) school days.

6. Incases of unscheduled early release days or delayed starts, Employees will not be required
to make up the time lost.

7. Food service Employees will be paid for a full day on scheduled early release days. The
hours accumulated on such days are to be applied to the 18 hours of required annual training.

8. In-Service

Employees involved in instructional programs will attend-the equivalent of three days (18
hours) of in-service training during the school year as determined by the building
administrator or supervisor. The District Professional Development Committee will work to
direct specific programs for Employees covered under this Agreement. Such in- service
training opportunities offered by the District that occur during the Employee's

contract work year shall not be charged as Professional Leave pursuant to Article XIII Section
7. At least two bargaining unit members will meet with the District Professional Development
Committee to identify professional development opportunities for Employees on at least a
quarterly basis. Such in-District workshops and/or conferences that are offered to bargaining
unit Employees shall not be scheduled outside the contracted work year/work day of the
affected Employees unless they are compensated at their hourly rate.

9. Professional Development/Course Reimbursement Funds

$8000 will be made available for professional development. This includes workshops,
expansive professional development opportunities, and course reimbursement.
» Therequest for these funds has to be in writing (MyLearningPlan for traditional
professional development activities and an application for the expansive
professional development and course reimbursement opportunities).
= The request has to be approved by the building principal and superintendent of schools
= Employees may access up to $800 for course reimbursement per year. In the event that
the pool of money is not exhausted by May 1, of each contract year, the District shall
equally distribute the remaining money to each employee who received reimbursement
that contract year, up to the total amount of six (6) credits at the NHTI in-state rate. Under
no circumstances shall an employee's reimbursement exceed the amount the
employee expended.
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10. All newly hired Instructional Assistants and Instructional Assistants with 10 years or less
continuous satisfactory employment with the District must hold or otherwise receive a
certificate of satisfactory completion from an approved state-approved training program or
receive NH Paraeducator II Certification, hold an Associate’s Degree or Bachelor’s Degree
or higher in a related field on the following schedule:

* New Hires: By the end of their first year of employment

e Current employees with less than 10 years of continuous satisfactory employment in
the District as of the first day of this Agreement: Within 2 years of the start date of this
Agreement.

*  Current un-credentialed employees with 10 years or more of continuous satisfactory
employment in the District shall be treated as having obtained Paraeducator II
Certification for payroll purposes.

* Employees must complete a Notification of Completion or Anticipation of Completion
of Certification/Associate Degree/Bachelor Degree as Instructional Assistant form
available as Appendix E in this document to initiate the contractual change in status.

Credentialed Instructional Assistants shall receive additional compensation as follows:

* Paraeducator II Certification: An additional Fifty Cents ($.50) per hour
* Associates Degree: An additional Seventy-five Cents ($.75) per hour
* Bachelor’s Degree or Higher: An additional One Dollar ($1.00) per hour

11. SubPay

In the case where Instructional Assistants substitute for regular classroom teachers, they will
receive a stipend of $30.00 for a full day assignment (any portion of the day exceeding %
day) and $20.00 for a half-day assignment (any portion more than 2 hours) and $10.00 for
any assignment greater than or equal to 45 minutes but less than 2 hours.

12. In the absence of the Kitchen Manager, Kitchen Manager Substitutes will be paid $3.00 per
hour (or any fraction thereof), in addition to their regular wage, for the period of time in
which they assume the responsibilities of Kitchen Manager.

13. When working at non-school functions food service workers will be paid for a minimum of
two hours at the rate of $25.00 per hour. The rate of pay beyond the 2-hour minimum will be
$20.00 per hour.

14. Physical Examinations
The District may require physical examinations after a conditional offer of employment
has been extended to an applicant. An offer of employment is conditional upon the

results of the physical examination. The District will be responsible for the cost of any
physical examination or medical procedure it requires, including a tuberculin skin test.
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ARTICLEXI
JOB D ESCRIPTIONS

Pursuant to Article IV (Board Rights), the Board shall provide written job descriptions for each
position covered by this Agreement. If the Board is considering a change in the job description or
if it creates a new position, it shall notify the Union of its intent at least thirty (30) calendar days
prior to the implementation ofthe change or new position unless in case of emergency. In case of
emergency, as defined by Article II, notice will be forwarded to the Union President(s) ten (10)
calendar days prior to implementation of the change or new position.

ARTICLE XII
LAY-OFF

1. Layoff shall be defined as a termination of an Employee or Employees by the Board for
reasons of a position or program elimination. The decision to lay-off Employees shall
be made at the sole discretion of the Board.

2. The Board shall provide any Employee to be laid off with at least thirty (30) days notice of
the layoff. The Union President(s) shall be notified at the same time of the planned layoff
and shall have the right to meet with the Superintendent to discuss the layoff.

3. Employees shall be considered for layoff based upon a consideration of multiple factors to
include an aggregate of seniority in the District, credible overall educational experience,
qualifications, and statements of performance on annual evaluations. Employees who have
received layoff notices have the right to replace other Employees in comparable positions
who have less seniority/experience and/or have an equal or greater number of notations of
performance provided they are qualified for the position.

4. Employees who have been laid off shall receive notice of any vacancies in the District for a
period of three years and shall be rehired in inverse order of their termination when
compared to other laid off Employees. Ifthey are rehired, such Employees will return at no
less than the step they occupied when the position previously held was terminated.
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ARTICLE XIII
1. HEALTHINSURANCE

A.200-DAY EMPLOYEES BENEFITS

1. The District shall provide all 200-day Employees with health insurance options
which include Matthew Thornton Classic or equivalent plan, subject to the co-
payment schedule and Employee contributions as described in A 2 below.

2. The District's contribution to the health insurance plan options for 200 day Employees
only will be Matthew Thornton "Blue"- 93% premium.

*Note: The 200 day employee, employed as of December 1,2012, is eligible for the
benefit described above. Any 200-day employee hired after December 1,2012 will be
eligible for the benefit described in B, 1 below.

= The District shall provide each 200-day Employee who has demonstrated
coverage under ahealth insurance plan that meets the requirements set by
the Patient Protection and Affordable Care Act, and waives their right to
health insurance on a form (available as Appendix F in this document) and
filed no later than July 1* of the contract year the following lump sum
taxable payment made in two (2) increments — 1/2 on or about December
15" with the remainder on or about June 15%.

» For Employees with 3 or less years of service, $1,000.
= For Employees with more than 3 full years of employment, $1,500.

3. Inthe event that, as of 1/1/17, 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 imposition of the so-called ‘Cadillac tax’ no later than
February 15, 2017. 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, 2017 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 of
the two proposed plans by June 15, 2017 and that plan will be implemented on July 1,
2017. The District agrees to continue to contribute the same percentage rate of the yearly
premium cost for the single, 2-person or family plans.

4.  The prescription plan available to employees is described in appendix G.
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B. THIRTY HOURS OR MORE PER WEEK EMPLOYEES

1.  For Employees who are contracted 30 or more per week after July 1,2006, the
District shall provide health insurance options which include Matthew Thornton Blue
or equivalent plan, subjectto the co-payment schedule and Employee contributions as
described in B, 2 below.

2. The District's contribution to the health insurance plan options for 30 hours or more
per week Employees will be 90% of the premium for aMatthew Thornton Blue Plan
for a single person plan and 60% of the premium for a Mathew Thornton Blue two
person plan.

Employees whose years fall within the categories below and employed before
December 1,2012 are "grandfathered" in the following contribution levels.
Contribution levels will be based on the Matthew Thornton Blue Premiums.

* For Employees with 10to 14 years of service, 90% of selected single
person plan or 70% of a 2-person plan.

* For Employees with 15 or more years of service, 90% of selected single
person plan or 80% of a 2-person plan.

3. Inthe event that, as of 1/1/17, 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 imposition of the so-called ‘Cadillac tax’ no later than
February 15, 2017. 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, 2017 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 of
the two proposed plans by June 15, 2017 and that plan will be implemented on July 1,
2017. The District agrees to continue to contribute the same percentage rate of the yearly
premium cost for the single, 2-person or family plans.

4. The prescription plan available to employees is described in appendix G.
5. FSA Contribution

Each staff member that participates in the health insurance benefit will be entitled to
receive up to a $225 contribution to a Flexible Spending Account each year with
voluntary employee contributions allowed up to that permissible by law, so long as the
combined contributions do not trigger the Cadillac tax when the employee is also
enrolled in Health Insurance.
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6. Buy Out of Insurance

= The District shall provide Employees who have demonstrated coverage under a
health insurance plan that meets the requirements set by the Patient Protection
and Affordable Care Act and waive their right to health insurance on a form
(available as Appendix F in this document) and filed no later than July 1 of the
contract year the following lump sum taxable payments made in 2 increments —
112 on or about December 15™ with the remainder on or about June 15%:

= For Employees with 3 or less years of service, $1,000.
* For Employees with more 3 full years of employment, $1,500.

Employees who waive their right to health insurance will not have their coverage reinstated
until the following July 1 except at their own expense and as permitted by the health
insurance carrier. However, an Employee may be reinstated at District expense (less
prorated unearned buy out amount) at the beginning of the month after reapplication if
health insurance coverage provided by the Employee's spouse is involuntarily terminated.

Employees participating in this provision may re-enter the program providing there is a
qualifying event as specified by the current policy.

Plan registration/changes may only be made during the month of July of each year.

Any changes in actual coverage and/or carriers must be made by mutual consent of the
District and Union. The Union endorses the District's initiation of a study of alternatives
to the current health insurance coverage that may provide comparable benefits at a lesser
cost to the school District and Employee.

2. DENTAL INSURANCE

The District will make available access to the Dental Insurance Plan currently offered to the
Employees subject to the following conditions:

Revised,

Participation will be optional at the discretion of each Employee;

Participation of the Employees of the bargaining unit must meet the requirements of
the plan, which as of November 2008, requires 75% of all eligible Employees to opt
into the plan. An eligible Employee shall be defined as "any member of the bargaining
unit that is not covered by an existing dental plan.”

Participants who wish to enroll dependents must meet the requirements of the plan,
which as of November 2008, requires at least 50% of those Employees with eligible

dependents not covered by another plan, must agree to enroll all eligible dependents.

Itshall be the exclusive responsibility of the Employees to solicit membership

16
December 10, 2015



participation in the plan. In the event that the Employees who choose to use the plan
coverage fail to meet the minimum requirements as established by the plans
administrators, the District shall have no obligation to offer access to the existing plan
or any other plan.

* Participation in the plan shall be at the sole expense of each participating Employee.

3. LIFEINSURANCE

For Employees who work at least 200 days per year, the District shall provide life insurance
in the amount of $25,000, (as of age 65, the benefit becomes $17,000). For Employees who
work less than 200 days per year, but who work at least thirty hours per week as part of their
regular schedule, the District shall provide life insurance in the amount of $25,000, (as of
age 65, the benefit becomes $17,000).

4. LTD INSURANCE

The District shall provide long-term disability insurance for Employees who work at least
30 hours per week. The benefit is 66 2/3% percent of annualized salary up to a monthly
maximum benefit of 66 2/3% of the highest monthly salary in the Union. The elimination
period is 90 calendar days and shall continue until age sixty-five. The parties agree that the
District shall have the exclusive right to determine the carrier used to provide any of the
insurances provided under this section, including the right to self-insure. However, the
Board shall not have the right to diminish any of the benefits provided for in this Agreement
without negotiations with the Union.

*The waiting period is referred to as an elimination period inthe current vendor
documentation.

5. SICK LEAVE

A. Employees who work at least 200 days per year shall be credited with 16 sick days per
year, cumulative to 90. Such days shall be accumulated at the rate of 1.6 days per
month for September through June.

B. Employees who work less than 200 days per year shall be credited with 12 sick days per
year, cumulative to 90. Such days shall be accumulated at the rate of 1.2 days per
month for September through June.

C. Any Employee who becomes ill during the school day or leaves work fora
medical appointment shall be charged sick leave for the actual absence period in
one-hour increments.

D. Sick Leave Bank

17
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Sick Leave Bank Guidelines

a. The Board agrees to establish a Sick Leave Bank to cover Employees in the
event of personal illness.

b. The Administrative Committee shall be composed of 3 members appointed by
the Union President(s).-The District Business Administrator or his/her designee
shall be a non-voting ex- officio member of the Administrative Committee and
must be invited to all Administrative Committee meetings.

c. Each Employee wishing to participate and therefore be covered under this plan
shall (i) be employed for 90 days and (ii) be required by the Administrative
Committee in writing (on forms provided by the District) to donate 1day from
the total days s/he is allowed to accrue to be deposited in said bank and be
deducted from the Employee's sick leave.

d. Inordertoreceive time from the Sick Leave Bank, a day must have been
contributed.

€. The Administrative Committee shall inform the Superintendent in writing of
those members wishing to participate by October 1% except for new hires
wishing to participate.

f.  The number of available days in the Sick Leave Bank shall not exceed four
times the number of Employees.

g. Ifthe Sick Leave Bank is at capacity, returning participating staff members will
no longer be required to contribute to qualify for this benefit. New hires or
returning staff that would like to begin to participate in the Sick Leave Bank
must contribute a day to the bank.

h. If the number of days in the Sick Leave Bank drops below 75% of the
maximum level, staff members will be asked to contribute to the Sick Leave
Bank.

i. After an Employee has exhausted all accumulated sick leave time and if
additional time is needed, the staff member may apply to the Sick Leave Bank.

j- All requests to the Administrative Committee must be in writing and must be
submitted no later than 15 days after the first requested date(s).

k. Approved or denied requests will be in writing and forwarded to the
Superintendent within 10 days after the request has been received by the

Administrative Committee.

. Only Employees who have contributed to the bank pursuant to its rules shall have
access to the benefits of the Sick Leave Bank.
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m. Sick Leave Bank benefits will terminate should the Employee become eligible
for benefits under disability insurance.

n. The Administrative Committee will have the option of requiring medical
documentation in support of the leave request.

o. The Sick Leave Bank will not be used to supplement Workers' Compensation
Benefits. (Note: the sick leave bank guidelines went into effect on October 3,
2012)

6. PERSONAL DAYS

A. Employees who are contracted 30 hours or more per week are eligible for 3 personal days
per year. Such personal leave is not cumulative. Employees who are contracted less than 30
hours per week are eligible for personal days prorated according to the number of hours they
work each year. Personal days in excess of the allotment may be granted at the discretion of
the Superintendent; such personal leave is not cumulative.

B. Personal leave may be used for personal reasons, except in cases of emergency, prior
written notification of intent to use a personal day shall be given to the principal. Reasons
for personal leave will not be solicited.

C. New Hires: Employees that are newly hired to the School District may earn personal leave
in the following manner:

1 day after 45 days worked

2 days after 90 days worked
3 days after 135 days worked
Such leave is not cumulative.

7. PROFESSIONAL LEAVE

Employees are entitled to apply for activities of a professional nature. These activities must be
approved by the Administration. Employees who are assigned to attend workshops and/or
conferences shall not be charged Professional Leave.

8. HOLIDAYS

Employees are entitled to the following holidays:

» Thanksgiving and the Day After
» Christmas and the Day After

= New Year's Day

e Memorial Day
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e Labor Day

Employees that work less than 30 hours a week will receive the holiday pay in the pay
period the holiday falls. For Employees with 30 or more hours, and electing equalized
pay, the holidays will be factored into equalized pay and recorded as hours worked. Ifan
Employee leaves prior to a holiday, they are not entitled to receive payment.

9. BEREAVEMENT LEAVE

Employees are entitled to 5days of paid bereavement leave per event, including the day of
the funeral, when death occurs in the immediate family. Immediate family is defined to
include: the Employee's spouse, son, daughter, stepchildren, mother, father, stepparents,
brother, sister, grandparents and grandchildren and the same relatives of an Employees
spouse.

10. JURY DUTY

The District agrees to provide a leave of absence for an Employee summoned tojury duty or
subpoenaed as a court witness. The District will pay the Employee his/her regular pay while
onjury duty, and the Employee shall give his/her jury duty payment to the District.

11. CHILD REARING LEAVE
Unpaid child rearing leave shall be granted:

* To Employees with aminimum of three (3) years employment with the School District

= Foraperiod not to exceed one (1) school year

= ToEmployees in support of the natural or adoptive parenting of a child,

* With written application shall be made to the administration not less than sixty (60)
days in advance of the requested leave (except in case of emergency).

During the time that the Employee is on unpaid child-rearing leave, the Employee shall be
entitled to remain eligible for participation in all District fringe benefit programs provided they
shall be at the sole expense of the Employee, and provided the Employee shall not be eligible
for paid leave.

The granting of child rearing leave is conditional upon employee returning to work on the
first day of either the first or second semester of a school year that falls within the leave
period.

Child bearing related disability shall be treated as any other disability and follow state and
federal law.
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ARTICLE XIV
WAGES

1. The wage rates for Employees are set forth in Appendix A. The wage rates for any
successive Agreement shall not take effect until the voters have approved the financial
aspects of the Agreement at the Annual School District Meeting in accordance with
applicable law.

2. COLA
The COLA amount received during the 2012-2013 school year remains as part of the employee’s
compensation each year of the Collective Bargaining Agreement.

3. LONGEVITY

a. Staff members who currently receive longevity will continue to receive the current
longevity value. Staff members in this category will not be eligible to receive
Service Recognition Award Stipend.

b. Staff members with 9 or 10years of service as of 6/30/2013 will receive longevity
based on the following formula: (.008 times (years or service -1) times salary).
The longevity stipend will be provided annually. Staff members in this category
will not be eligible to receive Service Recognition Award.

c. Staff members with less than 9 years of service as of 6/30/2013 are not eligible
for longevity. Staff members in this category will be eligible to receive Service
Recognition Award.

4. Service Recognition Award

Staff members will receive a Service Recognition Award according to the following chart.
The award is given one time, after completing the length of service described.

Award Timeline (one time only)
1. $1000 After 10years
2. $1500 After 15years
3. $2000 After 20 years
4. $2500 After 25 years
5. $3000 After 30 years
6. $3500 After 35 years

5. Employees that participate in summer curriculum work will be paid the higher of their
regular wage or $18 per hour.

6.  After initial placement on the wage schedule, and consistent with state law regarding step
movement, Employees shall earn one year of credit for advancement for each year of
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service.

= AnEmployee who voluntarily terminates employment after having worked in the
District for at least 3 years shall, upon rehire, be returned to no less than the same
wage step held whenterminated.

7. EQUALIZED PAY CHECKS

a. Employees working fewer than 30 hours per week shall be paid according to hours
worked.

b. All new employees hired after the 2015-2016 school year, shall be paid bi-weekly for
hours worked during that pay period.

c. All employees who, in the 2015-2016 school year, have elected to or are being paid
bi-weekly for hours worked during that pay period shall continue to be paid in such
manner during the term of this Agreement.

d. All employees who, in the 2015-2016 school year, have elected to receive equal bi-
weekly pay amounts prorated on their annualized wages may continue to do so
during the term of this Agreement. Such employees may, at their election, convert to
being paid bi-weekly for hours worked during that pay period, but upon doing so
shall not be allowed to again select equalized pay under this subparagraph.

*  When an Employee's annualized wage is prorated for the purpose of
equal bi-weekly pay installments, it will be done based on the number of
contracted days times hours per day times hourly wage and will include
longevity and differential premium pay where applicable. Such
equalized bi-weekly installments may be altered in those cases where
Employees have worked fewer than or beyond contracted hours,
overtime, or are on leave without pay.

* Employees shall not suffer reduction in equalized bi-weekly pay
installments due to school vacations, early release days, late school start,
or absences due to conditions where Administration has closed schools.

e. A schedule with pay dates for the year will be distributed to Employees no later than
September 1%,

8. SCHOOL DELAY/ABSENCES

In cases of unscheduled early release or delayed start, Employees will not be required to
make up time lost.

In cases of school closure Employees electing equalized pay shall suffer no loss of pay
for that pay period but shall not receive additional pay for make-up days added to the
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Employee's calendar year. If amake-up day is forgiven, or if the Administration offers
an early release on the last day of school, Employees shall be paid for the day.

ARTICLE XV
NO STRIKE

Under no circumstances will Employees engage in nor will the Union cause, encourage or
participate in any strike, any other form ofjob action, withholding of services, curtailment of
work or any other activity that interferes with the operations of the District; nor shall the Board
engage in any form of lockout against Employees.

ARTICLE XVI
NOTICE UNDER AGREEMENT

1. Whenever written notice to the Board is provided for in this Agreement, such notice shall be
addressed to the Board Chairman directly or the Hopkinton School Board c/o the
Superintendent of Schools.

2. Whenever written notice to the Union is provided for in this Agreement, such notice shall be
addressed to the President(s) of the Hopkinton Educational Support Staff at the then current
address.

ARTICLE XVII
SAVINGS CLAUSE

If any provisions of this Agreement or any application of this Agreement to any Employee or
group of Employees is held to be contrary to law, then such provision or application shall not be
deemed invalid and subsisting, except to the extent permitted by law, but all other provisions or
applications shall continue in full force and effect unless and until such provisions are changed in
negotiations.
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ARTICLE XVIII
DURATION

This Agreement shall continue in full force and effect from July 1,2016 until midnight June 30,
2019.

IN WITNESS WHEREOF the parties have hereunto set their names by their officer duly
authorized.

Date December}l20 15

Hopkinton Schgpl Board Hopkinton Educational Support Staff

i - v, i
: ;
- / Q
¢ 53

y i
NanﬁSkarﬁug{s, Chair, Negotiations Committee

7/
William W
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Appendix A

Hopkinton Education Support Sinfy
Wage Schedule
23-Nov-18
NO CERTIFICATION
201617 Base increass: 2.00%
Step - 1 2 3 4 -] ] 7 8 8 10
1 8.98 10.37 10.78¢ 1.22 11.87 12.14 1262 1313 13.65
n 1087 11.10 164 1201 1249 12.99 13.51 1428 14.85 15.45
n 1.21 11.68 1212 1261 131 13.04 14.18 14.93 16.583 16.18
v 12.89 13.40 13.94 14.50 15.08 16.68 16.31 1747 17.85 18.57
14 14.56 16.16 18.76 16.38 17.04 17.80 18.62 19.38
New hires will be piaced on steps 1, 2, or 3 depending on directly related work experience.
Innoemmnan-wmummwammmamwmbmwmm
PARACERTIFICATION
201817 Base Increase: 2.00%
Step — 1 2 3 4 8 -] 7 8 ] 10
[} 10.48 10.87 11.29 11.72 1217 12.64 13.12 13.63 14.15
It 1.17 11.60 12.04 12.51 12.99 13.49 14.01 14.76 16.36 15.95
L] nn 12.16 1262 13.11 13.61 14.14 14.68 15.43 18.03 16.85
v 13.39 13.80 1444 15.00 15.88 16.18 18.81 17.687 16.35 18.07
v 15.08 15.65 16.25 18.68 17.54 1840 18.12 18.66
New hirea will be placed on steps 1, 2, or 3 dapending on directly related work experfance,
in no case will a new hire be piaced above step 3 uniess the bargaining unkt agrees to make an exception.
ASSOCIATES DEGREE
201617 Base incroase: 2.00%
Step — 1 2 3 4 ] 8 7 8 9 10
! 10.73 1142 11.64 1.97 12.42 12.89 13.37 13.88 14.40
" 1.42 11.85 1229 12.76 13.24 13.74 1426 15.03 16.60 16.20
H 1.8 124 12.87 13.38 13.88 14,39 1493 15.68 16.28 16.90
v 13.64 14.16 14,69 1625 15.83 1643 17.08 17.92 18.60 19.32
v 15.39 15,90 16.50 17.13 17.719 16.65 18.37 20.11
New hires will be piaced on steps 1, 2, or 3 depending on directly related work exparience,
lnmmﬂathmmmsmmmmgwwaMW
BACHELORS DEGREE
2016-17 Bass Increase;  2.00%
Stap - 1 2 3 4 -] 6 7 8 9 10
[} 10.68 137 11.79 1222 12.67 13.14 13.62 14.13 1465
1] 11.67 12.10 12.84 13.01 13.49 13.99 14.51 16.28 16.85 16.45
m 12.21 12.68 13.12 1361 14.1 14.64 15.18 15.83 16.53 17.18
[, 4 13.89 14.40 14.94 16.50 16.08 16.68 17.31 18.17 18.85 18.657
v 16.56 1816 16.75 17.38 18.04 18.90 19.62 20.38
New hires will be placed on steps 1, 2, or 3 depending on directly relatsd work expsrience, ac
lnnocﬂuvduamNnummmsmmmmuqﬂtwbmmm (( )\/
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Hopkinton Education Support Staff

Wags Schedule
23-Nov-18
NO CERTIFICATION
201718 Base increase:  2.00%
Step — 1 2 3 4 [ 8 7 8 9 10
1 10.13 10.63 10.88 138 11.88 12.32 122.81 13.32 13.88
] 10.83 1.27 1n.72 1219 1267 13.18 137 14.42 16.00 1560
U4 1.38 11.83 1230 12.60 173 1384 14.38 15.08 15.69 18.31
v 13.08 13.61 14.18 1472 18.30 1502 18.66 17.61 18.21 18.94
v 14.78 18.37 15.00 18.63 17.28 18.28 18.99 19.78
New hires will be placed on steps 1, 2, or 3 depending on diractly related work experience.
hmmWamm‘hmmwsmmmﬂMgmnWbmmmpﬂm
PARACERTIFICATION
201718 Base Increase: 2.00%
Step -~ 1 2 3 4 5 6 7 8 9 10
} 10.63 11.03 1.45 11.88 12.35 12.82 13 13.62 14.38
[} 1.33 1"nm 1222 12.69 13.17 1368 1421 14.92 15.50 16.10
] 11.88 12.33 12.80 13.30 13.81 14,34 14.89 15.58 16.18 16.81
v 13.88 14.11 14.65 1622 156.80 16.42 17.06 18.01 18.7¢ 19.44
v 15,28 15.87 16.49 17.13 17.79 18.78 19.49 2025
New hires will be placed on steps 1, 2, or 3 dapending on directly related work experfence.
In no case will 2 new hire be piaced above step 3 uniess the bargaining unit agrees to make an exception.
ABSOCIATES DEGREE
2017-18 Base Increass  2.00%
Step ~ 1 2 3 4 5 [} 7 8 ] 10
! 10.88 1.28 11.70 12.14 1260 13.07 13.56 14.07 14.81
" 11.58 12.02 1247 1284 13.42 13.83 14.48 16.17 15.76 16.35
]} 1213 12.58 13.08 13.56 14,068 14.59 16.14 1583 18.44 17.08
v 13.63 14,38 1490 16.47 16.05 16.67 17.30 18.26 18.88 19.69
v 15.583 18.12 18.74 17.38 18.04 18.01 19.74 20.80
New hires will be placed on eteps 1, 2, or 3 depending on directly related work experienca.
n no case will a new hire be placed above step 3 uniess the bargaining unit agrees to make an exception,
BACHELORS DEGREE
201718 Baselincrease: 2.00%
Stap - 1 2 3 4 ] 6 7 8 9 10
1 "3 1.63 11.98 1239 12.85 13.32 13.81 14.32 14.88
] 1.83 1227 1272 13.19 13.87 14.18 14.71 165.42 16.00 16.60
m 12.38 12.03 13.30 13.60 1431 14.84 15,39 16.08 16.69 17.3t
v 14.08 1481 15.16 16.72 16.30 16.82 17.66 18.51 19.21 18.84
v 16.78 18.37 16.99 17.63 18.28 19.28 18.99 2078
C ¢
New hirea will bs placad on steps 1, 2, or 3 depending on directly related work experfence. @“ 0 //

In no case will a new hire be placed above stap 3 uniess the bargaining unit agrees to make an exception.
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Hopkinton Education Support Staff

Wagse Schedule
2-Nov-16
NO CERTIFICATION
2018-19 Base increase:  2.00%
Step — 1 2 3 4 [ ] 7 8 9 10
| 10.28 10.69 .12 1.56 12.02 12.60 13.00 13.82 14.08
" 11.00 11.44 11.89 12.37 12.68 13.38 13.91 1471 16.30 15.91
(] 1.85 12.01 1249 1209 13.61 14.08 14.61 15.38 16.00 16.64
[, 4 13.28 13.81 14.38 14984 18.83 16.18 18.80 17.88 18.57 19.32
v 15.00 16.60 18.23 18.88 17.68 18.62 10.37 20.14
New hires will be placed on steps 1, 2, or 3 depending on directly rulated work experience.
lnmmw-mmummmamnmmmmummmmm
PARACERTIFICATION
2018-19 Base Increans  2.00%
Step 1 2 ] 4 [ 6 7 8 ] 10
I 10.78 11.19 11.82 12.08 12.62 13.00 13.50 14.02 14.58
] 11.50 11.94 12.39 1267 13.38 1388 14.41 1521 16.80 16.41
1] 12.05 12.61 12.99 13.49 14.01 14.85 15.11 15.88 16.50 17.14
v 13.78 14.31 14.88 1544 16.03 16.88 17.30 18.38 19.07 19.82
v 15.60 16.10 18.73 17.38 18.05 18.12 19.87 20684
New hires will be piaced on steps 1, 2, or 3 depending on directly refated work experiance.
mmmwmammwmwmmawummmwmbmﬁammwm
ASSOCIATES DEGREEB
2018-19 Base incroass  2.00%
Step ~ 1 2 3 4 5 ] 7 8 -} 10
| 1.0 11.44 11.87 12.31 12.n 1325 13.78 14.27 14.81
] 1.75 12.19 1284 13.12 13.61 14.13 14.66 15.48 18.05 16.68
1] 12.30 12.76 13.24 1374 14.28 14.80 15.38 18.13 18.75 17.39
v 14.03 14.56 16.11 15.69 16.28 16.91 17.85 18.61 19.32 20.07
v 18.78 16.38 16.88 17683 18.30 1937 20.12 20.69
New hires will be placed on steps 1, 2, or 3 deperxiing on directly related work experierice.
InmmmammboplmdlbwamawmﬂmbelwmngwﬂIwbmukommpﬂm,
BACHELORS DEGREE
2018-19 Base Increase: 2.00%
Step —~ 1 2 3 4 -] [] 7 8 9 10
1 1.28 11.69 1212 1256 13.02 13.80 14.00 14.52 15.08
(] 12.00 1244 12,69 1337 13.88 14,38 14.91 15.71 16.30 18.91
1] 12.56 13.01 13.49 1399 14.61 15.05 15,61 16.38 17.00 17.64
1. 14.28 14.81 15.38 15.84 18,53 17.18 17.60 16.86 18.57 20.32
v 16.00 18.60 17.2 17.88 18.56 18.62 20.37 21.14

New hirea will be placed on steps 1, 2, or 3 dspending on directly related work experience.
Innoesuw‘lamMmﬂaMamm:mmemwhm&omum Qc
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Appendix B

Hopkinton School District HESS Grievance Form

Date:

Name of Grievant

Nature of grievance: Itis claimed that on (exact date) there occurred a
violation ofthe contract. The specific articles and sections which are claimed to be
violated are as follows:

Description of alleged violation:

Remedy sought by Grievant:

Signatures:

(Grievant) (HESS Representative)
Processing:

Received by
Principal (Date)

Principal's
Decision (Date)

Principal's Signature
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Appendix C

Hopkinton School District
Support Staff Evaluation Rubric

The goal of this work is to provide clear expectations that will support improved performance and professional growth.

ELEMENT UNSATISFACTORY EXPECTED OUTSTANDING NOTES
Dependability o Staff member is o Staff member anives ¢ Staff member
frequently late or on time and rarely always arrives on
absent without cause. absent. time.
o Staff member rarely o Staff member canies o Staff member
carries out instructions out instructions as ensures
as directed. directed. understanding of
o Staff member does not o Staff member instructions prior to
communicate status proactively implementation.
regarding arival time communicates amival o Staff member
and attendance issues. time and attendance proactively
issues. communicates
arrival ime and
attendance issues
and reduces
absences and late
amivals through
planning.
Initiative o Staff member rarely is a e Staff member looks o Staff member
seif-starter. for opportunities to utilizes each
o Staff member rarely support students. moment to support
initiates communication o Staff member student learing.
with case manager communicates with e Staff member
and/or teacher. case manager and/or proactively
teacher as needed. communicates with
case manager
and/or teacher.
o Staff member
implements ideas
and suggestions.
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Communication Staff member rarely is Staff member Staff member
supportive, patient, or consistently is always is
respectful. supportive, pabent, supportive, patient,

and respectful. and respectful.

Knowledge of Staff member has little Staff member has full Staff member has

Individualized knowledge of the knowledge of full knowledge of the

Education students’ IEPs. students’ IEPs and |EP, implements the

Programs (IEPs) implements the program as written,

program as written. and provides
feedback to the
case manager
and/or teacher.

Professionalism Staff member shares Staff member refuses Staff member refers
confidential information to share confidential parents/guardians
inappropriately. information. and staff to the
Staff member does not Staff member appropriate
establish appropriate establishes resource to obtain
boundaries with appropriate the deslred
students and boundaries with information.
parents/guardians. students and Staff member

parents/guardians. reports concems
regarding
boundaries to case
manager or
administration.

Revised, December 10, 2015
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Efficlency e Staff member does not Staff member Staff member
complete tasks on time. completes task on completes tasks on
o Staff member does not fime. time and supports
multitask effectively. Staff member others in completing
multi-tasks tasks on time.
effectively. Staff member
multitasks effectively
while projecting a
positive attitude.
Judgment o Staff member makes Staff member Staff member
poor decisions. consistentty makes always makes good
o Staff member does not good decisions. decisions.
ask for help when Staff member asks Staff member has
needed. for help when developed an
needed. accurate sense of
intuition when
dealing with
students.
Staff member
serves as a
resource supporting
colleagues,

Revised, December 10, 2015
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Professional
Development

o Staff member does not
participate in
professional
development
opportunities.

e Staff member

consistently
participates in district
sponsored
professional
development
opportunities.

o Staff member
always participates
in district sponsored
professional
development
opportunities.

o Staff member
pursues
participation in
regional or
self-directed staff
development
opportunities.

o Staff member
implements
knowledge they
gained from
professional
development
activities.

Additional Observations /Comments:

Signature

**NOTE: Information from case managers and classroom teachers was included in this evaluation.

Revised, December 10, 2015
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Appendix D
SUPPORT STAFF SELF-EVALUATION

NAME: ) SCHOOL: SCHOOL YEAR

1. Comment upon this year's personal growth and accomplishments.

2. What areas of professional growth would you like to focus on next year?

Si gnatiire 3 _ Date

Revised, December 10, 2015
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Appendix E

Notification of Completion or Anticipation of Completion of Certification/Associate
Degree/Bachelor Degree as Instructional Assistant

To be completed and received by the Superintendent’s Office by January 1 in the school year
preceding the anticipated completion of certification requirements. (For budget purposes)

NAME:

SCHOOL.:

CERTIFICATION TRAINING PROGRAM/COLLEGE/UNIVERSITY:

COMPLETION DATE (FOR CURRENT OR ANTICIPATED CERTIFICATION/DEGREE
OBTAINMENT):

In order for the stipend for certification to be initiated, a copy of the certification/transcript from

the educational institution must be on file by August 30™.

Revised, December 10, 2015
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Appendix F

HESS WAIVER OF INSURANCE FORM

Effective as of July 1 of each contract year, each 30-hour or more per week employees who
have demonstrated coverage under a health insurance plan that meets the requirements set
by the Patient Protection and Affordability Care Act and may waive his or her right to the
health insurance on a form suitable to the District and HESS, filed no later than July 1st of
the contract year. A 30-hour or more per week Employee who waives insurance coverage
will receive the following taxable payment made in two (2) increments — 1/2 on or about
December 15th with the remainder on or about June 15th.

« For Employees with three (3) or less years of service, $1,000.00.
= For Employees with more than three (3) full years of employment, $1,500.

Employees who waive their right to health insurance will not have their coverage
reinstated until the following July 1except at their own expense and as permitted by the
health insurance carrier. However, an Employee may be reinstated at School District
expense (less prorated unearned buy out amount) at the beginning of the month after
reapplication if health insurance coverage provided by the Employee's spouse is
involuntarily terminated.

By signing this document, I am fully aware that I will have no health insurance coverage
through the Hopkinton School District from July 1,20  through June 30, 20
in exchange for a taxable reimbursement per Article XI of the HESS Agreement.

The health insurance buy-out will not be offered to the employee if the employee’s other health
coverage is purchased through the Health Insurance Marketplace. The plans offered through the
Hopkinton School District are not affiliated with Health Insurance Marketplace.

PLEASE ATTACH LETTER FROM THE HUMAN RESOURCE
DEPARTMENT OF THE COMPANY WHO SPONSORS THE PLAN
INDICATING YOU WILL BE ENROLLED IN THEIR HEALTH PLAN FOR
THE 201 -201 _ SCHOOL YEAR.

Signature

35
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APPENDIX G

HEALTH INSURANCE PRESCRIPTION PLAN

The health insurance prescription program from July 1, 2016 — June 30, 2019 is described
below:

$10.00 -Generic brand
$20.00- Preferred brand name
$45.00- Non-Preferred brand name
In addition, a mail-in program using the same rates above.

For more information on what category a prescription falls in, please contact the insurance
carrier.

Revised, December 10, 2015
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Appendix H

HESSONLY

HealthTrust: MT Blue 20IPDED-RX10/20/45

. COVETT OO T 0 oty

Coverage Period: 07/01/2015 — 06/30/2016
Coverage for: Individual/Family | Plan Type: HMO

This is only a summary. If you want more detail about your coverage and costs, you can get the complete terms in the policy or plan
document at www.anthen.com or by calling 1-800-870-3057.

Important Questions Answers Why this Matters:
Dmol mdxnwld\:;li:‘llz: famlllyéo You must pay all the costs up to the deductible amount before this plan begins
What is the overall E vy c:xl::p y i to pay for covered services you use. Check your policy or plan document to see
K preyentve cart,. when the deductible starts over (usually, but not always, January 1st). See the
deductible? office visits and prescription drugs ¥ Y
] y chart starting on page 2 for how much you pay for covered services after you
Copayments don’t count toward the meet the deductibl
deductible, '
Are there other deductibles ;;zipf:‘:: DusbleMedial | You must pay all of the costs fo teseservices up to the spcific deductible
for specific services? } p amount before this plan begins to pay for these services. ]
specific deductibles, |
[ Yes. For medical expenses: $5,000 | The qut-of-pocket limit is the most you could pay during a coverage period
Is therc'an £-pock | individual/$10,000 family per calendar | (usually one year) for your share of the cost of covered services. This limit helps
limit on my expenses? year. For prescriptions: $1,600 you plan for health care expenses. |
individual/$3,200 family. |
What is not mcludeg_l: the l};remlu_ms and health care this pTa-n_ | Even ;l_u;ug_h you pzy these expenses they don't count toward the g_éﬂ___ 1
out-of-pocket limit? oesn’t cover. pocket limit.
Is there an overall annual
fimit on what the plan No. The chart starting on page 2 describes any limits on what the plan will pay for
ey speafic covered services, such as office visits.
. | ; 11 y;ou use an in-network doctor or other health care pmg_q, this plah will pay -
Does this plan use 2 Yes. Fora list of network providers, | some orall of the costs of covered services. Be aware, your in-network doctor or
s & or Ay I I see www.anthem.com or call 1-800- | hospital may use an out-of-network provider for some services. Plans use the
network of providers’ | 870-3057. term tn-network, preferred, or participating for providers in their network. See
| R 'y | the chart starting on page 2 for how this plan pays different kinds of providers. |
Dol need a referral to seca | Yes. Your PCP must provide a This plan will pay some or all of the costs to see a gpecialist for covered |
specialist? referral for services from a specialist. | services but only if you have the plan’s permisston before you see the gpecialist. |
| Are there services this plan Y Some of the services this plan doesn'’t cover are listed on page 5. See your policy
doesn’t cover? i

Quesuona Call1 1-800-870-3057 ot visit us at www.anthem.com

If you aren’t clear about any of the underlined terms used in this form, see the Glossary. You can view the Glossary

at www.anthem.com or call 1-800-870-3057 to request a copy.

Revised, December 10, 2015
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HealthTrust. MT Blue 20IPDED-RX10/20/45 Coverage Period: 07/01/2015 — 06/30/2016
y of Benefits and Coverage: What this Plan Covers & What 1t Costs Coverage for: Individual/Family | Plan Type: HMO

A ® Copayments arc fixed dotlar amounts (for example, $15) you pay for covered health care, usually when you receive the service.
®  Coinsurance 15 yonr share of the costs of a covered service, calculated as a percent of the allowed amount for the service. For example, 1f
the plan’s allowed amonnt for an overnight hospital stay 1s $1,000, your coinsugance payment of 20% would be $200. This may change if
you haven’t met your deductible.
® The amount the plan pays for covered services 1s based on the allowed amount. If an out-of-network provider charges more than the
allowed amount, you may have to pay the difference. For example, if an out-of -network hospital charges $1,500 for an overnight stay and
the allowed amount 15 $1,000, you may have to pay the $500 dsffecence. (This 1s called balance billing)

® This plan may encourage you to use network providers by charging you lower deductibles, copayments and coingurance amounts,

Your C If You Your Cost If

Common 3 You May Need u Netwaork You Usc an
Medical Event s VAoEs Provider or Out-of-Netwaork
Reterred Care Provider

Limitations & Exceptions

Primary care visit to treat an injusy or dllness | $20 copay per visit | Not Covered 0 |
Ifyouvisitaheakth |Specabstvist | $20copaypervis | Not Covered ——oone——— |
care provider's office ; | Chiropractic care limited to 12 visits 1
ot clinic | Oherprostionecofficevist | ¥0copaypervsit | NotCovered | por member pec caendaryear. |
Prevenuve care/screenmg/immunizaton | No Chaege | Not Covered 1
1agnostic test (x-ray, blood work) No Charge | Not Covered | one |
Ifyou b MR+ Disgno ( k) . :
YOU HAVE 2, tce Imaging (CT/PET scans, MRIs) % comnsurance Not Covered
$10/Rx for retail; | Your copay and )
1fyou need drugs to Genenc drugs S‘lO,ijx for mail | any balance billing. | Thete 15 a limut of 2 34 day supPly at
treat your iliness or | service | retad and a 90 day supply at mail
condition $20/Rx for retail; Your copay and service. Limitations may apply to
) Prefecred brand drugs $20/Rx for mail any balance billing, | specific drugs and programs. You pay
More information B R I Rt il serTvice et s | the network copay when using a CVS
about prescription $45/Rx for retail; | Your copay and Caremark participating pharmacy.
18 Non-preferred brand drugs $45/Rx for mad any balance billing. |
avadable at 1-888-726- service 1
1631 or Not covered for St e e through
www.caremark.com, Specalty drugs retadl; Rx copay for | Not Covered e e e -
mail service K 5

Questions: Call 1-800-870-3057 or visit us at www.anthem.com
1f you aren't clear about any of the underlined terms used 1n this form, see the Glossary. You can view the Glossary 20f8
at www.anthem.com or call 1-800-870-3057 to request a copy.

Revised, December 10, 2015
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HealthTrust: MT Blue 20IPDED-RX10/20/45

and Co

s y of Benefi

a8

What this Plan Covers 8 What it Costs

Coverage Period: 07/01/2015 - 06/30/2016
Coverage for: Individual/Family | Plan Type: HMO

Common
Medical Event

Scrvices You May Need

Your Cost If You

Your Cost [f
You Usc an
Out-of-Network
Provider

Limitations & Exc

Ifyou have Facility fee (e.g.,, ambulatory surgery center) Not Covered one—
I (L Physicran /surgeon fees No Charge Not Covered one.
$150 copay before | $150 copay before
Emen, oom seRibes deductble and 0% deductible and 0% waived if admitted.
gency cc after c after o

Ifyou need . |deductble | deductible S |
immediate medical | Emergency medical tmnsportation 0% cot 1 0% one —
attention $75 copay before | $150 copay before

Utgent care deducuble and 0% | deductible and 0% | Network Usgent Care benefit limsted

s [ after | con e after | to preferred New Hampshire locations.
deductible. | deductble. |

I{you Ravels Facili_ty fee (e.g, hOfl_’i"] t_oori Ll Eo cotnsurance ) t‘l_ol Covered i .:_ 5 ": __ S
ROt Physician,/surgeon fee 0% coinsurance Notoverd

x::::l:Bchavioml health cutpatient $20 copay pee visit Not Covered
If you have mental | Mental/Behavioral health inpatient 0% coi Not Covered
health, behavioral | services e e

b A S

:;::?n:::l: #386€ | Substance use disorder outpatient services | $20 copay per visi | Ot Covered

Substance use disorder inpatient services | 0% consurance BlotCorred

Prenatal and postnanal care 0% comnsurance ot oyered C lics to imtial visit. f
“_ pos Opay app! |

you are pregnant [ LG T e 2 b s ieb o S L W e LT T et b
Delivery and all inpatient services | 0% coinsurance Nor Covered %:;:‘: ;Tx::’;ﬁge d

Questions: Call 1-800-870-3057 or visit us at www.anthem.com
If you aren’t clear about any of the underined terms used in this form, see the Glossary. You can view the Glossary
at www.anthem.com or call 1-800-870-3057 to request a copy.

Revised, December 10, 2015
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HealthTrust: MT Blue 20IPDED-RX10/20/45

Q yﬂf" £

and Co

e )

What this Plan Covers & What it Costs

Coverage Period: 07/01/2015 — 06, 30,/2016
Coverage for: Individual/Family | Plan Type: HMO

Common
Medical Event

Services You May Need

Your Cost If You
Use a Network
Provider or
Referred Care

Your Cost If
You Use an
Out-of-Network
Provider

Limitations & Ex

Home health care 0% comsurance Not Covered on
--------- —=: . Coverage for physical, occupational
) : =3 and speech therapy services 1s hmited
Relabiintion Recvices $20 copay per visit | Ny Covered to 60 visits combined per member per
E — | calendac year. e |
If you n'eed hehh: All rehabilitation and habilitation visits
recovering or have s | . e
lother special heafsh 1| |1 istion secvices $20 coray pervait i o Coveres ;m:wm‘;;xz“::‘;‘;‘um‘
needs Lt a4 FUTIUNERINE] IR el SR S MR
Maximum of 100 days per member per
: : : | calendar year. Separate maximum of
Skilled nursing care 0% consurance Not Covered 100 days per member per year for
| ing phystcal rehabilitation
Durable medical equipment 20% comsutance hotiCovered l 0
Hospice service 0% comnsurance Aot Coveced i
Eye exam No Charge Not Covered Limted to one exam per calendar year.
If your child needs
dental or eye care [ W = om e e ] e —— RO $40 reimb T
per per
Glasses Not Covered Not Covered calendar year for frames and lenses.
Dental check-up Not Covered Not Covered
Questions: Call 1-800-870-3057 or visit us at www.anthem.com
If you aren’t clear about any of the undedined terms used in this form, see the Glossary. You can view the Glossary 40f8

at www.anthem.com or call 1-800-870-3057 to request a copy.
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Appendix [

COURSE REIMBURSEMENT/EXPANSIVE PROFESSIONAL DEVELOPMENT
APPLICATION

This application is utilized to access professional development funds for expansive
opportunities or course reimbursement. This form, or one similar, will be available on the
District Professional Development Management System (MyLearningPlan).

Inorder to access course reimbursement funds, this form, as well as the Hopkinton
School District Educational Tuition Agreement need to be completed.

Name Date

Title of Course/Professional Development
Activity

Please describe the Course/Professional
Development Activity

What is the cost of the
Course/Professional Development
Activity?

What do you expect to learn by participating
inthis Course/Professional Development
Activity?

How does this Course/Professional
Development Activity help meet the needs of
your current or future students?

Are there plans to share what you have
learned with others? If so, please describe how
you plan to share what you have learned.

Please add any comments that would
support your participation in this
Course/Professional Development
Activity.

Revised, December 10, 2015
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