GENERAL INFORMATION

CONTACTING THE UNION

The Union office is open to serve you from 8:00 A.M. to 5:00 P.M. on all weekdays including
school vacations but excluding State, County and National holidays, the day after Thanksgiving,
Christmas Eve, and Good Friday. To contact the office call 617-288-2000.

To contact the Health and Welfare office (Dental, Legal, Hearing Aids and Hospitalization) call
617-288-0500, for the BTU Eye Care Center call 617-288-5540.

COMMUNICATIONS

The Union publishes a newspaper, the Boston Union Teacher; once a month during the school year.
These are mailed to each member.

To disseminate information quickly, email newsletters are sent out generally every Tuesday to the
general membership. Periodic mailings go out as well to members” homes. All members are urged
to sign up for the e-Bulletin at the BTU website: www.btu.org.

In order to ensure receipt of communications, members should inform the Union office of a current,
non-BPS email address and notify the union office of any change of email address, home mailing
address or phone number.

UNION MEETINGS

Membership meetings shall be held on the second Wednesday of each month September through
June and at such other times as are necessary during the school year at 4:30 P.M. at 180 Mt. Vernon
Street, Dorchester (near JFK/UMass/Columbia Station). See web page www.btu.org for directions.

OFFICES AND ELECTIONS

The Executive Board is comprised of the President, Executive Vice President, Secretary- Treasurer,
Elementary, Secondary and Paraprofessional Field Representatives, Political Director, and twelve
members elected at large. The term of office is two years. the union elections will be conducted
in May and June of odd-numbered years. Delegates to our affiliated bodies will also be elected
at these times. TEACH delegates, however, will be chosen by membership policy through an
application process.

ASSAULTS

Assaults on teachers have been increasing each year. Teachers are urged to prosecute in case of an
assault. Failure to do this can encourage further assaults. The Union office should be notified of any
assault and assistance will be provided.

GRIEVANCES

Each teacher is urged to read the current contract carefully. Any violations occurring in your school
should be reported to your building representative and presented to your principal, headmaster,
or director. If the grievance is not resolved satisfactorily at this level, the Union office should be
notified.

In the case of a grievance not involving the above officials (e.g. a salary problem) the grievance
should be reported to the Union office and initiated at the proper level.

The grievance procedure is spelled out in the contract and ahould be read carefully. The time
allowed for the school committee to decide a grievance has been reduced and grievances should be
resolved more quickly. Note the time limits established at each step. These time limits apply to us
as well as to the administration.

Remember, a contract is only as strong as its enforcement. Make sure that the contract is enforced in your
school.
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Preamble:
A Shared Commitment
to Educational Achievement

The Challenge

The Parties to this agreement share a fundamental and abiding commitment to the education of the
children of the City of Boston. They recognize and greatly appreciate the extraordinary commitment of
teachers and administrators in the system. They take pride in knowing that the Council of Great City Schools
has rated Boston’s public schools as among the best urban schools in the nation.

Yet the parties to this agreement believe that being the best, in this case, is not good enough. They
recognize that the Boston Public School system as a whole must do more to meet the needs and expectations
of the community. In absolute terms, dropout rates are high, graduation standards and college matriculation
rates are low, and the skills and prospects of many students in the system are well below their potential.

This contract is dedicated to doing better.

A commitment to change, however, is not enough. Our 1989 — 1992 contract was also intended to
promote change, and it accomplished less than was hoped. There are lessons in that experience, and they are
reflected in this agreement. Change will not come of its own accord; it requires intensive, carefully planned,
and skillfully executed implementation. Strong, consistent leadership and widespread training is needed to
transform the traditional labor management culture. To achieve real educational improvement, the parties and
the community will have to work together collaboratively.

The challenge is great. Many students arrive in school hungry and with serious health and nutritional
problems. Many lack a stable home environment. Some are victims of neglect or abuse; many require
counseling. Their trip to and from school is often dangerous and fraught with deadly temptations. Many
must work at after-school and weekend jobs to help support their families.

While most parents are deeply committed to their children’s education, many are unsure of how
best to support their children’s performance. Many parents seek out contact with teachers and are effective
advocates for their children, but others avoid contact, finding schools intimidating.

Teacher training programs seldom address such problems, and as a result some teachers may
feel overwhelmed and unprepared for dealing with them. Teachers may also be unsure about how most
effectively to communicate support and encouragement to students and parents whose linguistic, ethnic, or
economic background differs from their own.

In the face of these challenges, urban schools are often offered fewer resources than suburban
schools to achieve their educational goals. When their results in absolute terms are less, they are labeled
“failures,” even when they achieve enormous improvement over their starting point. No party benefits from
this situation.

However great the challenge may be educating a Boston student to his or her full potential, the parties
to this agreement are determined to tackle it. This agreement is designed to facilitate whatever change and
experiments may be needed. The parties to this agreement invite the rest of the community to join the in this
effort. Working together, success is possible.

Some Basic Educational Principles
In pursuing their shared goal of education achievement, the Committee and the Union share certain

fundamental assumptions about education philosophy and the nature of their joint task that should inform the
interpretation and implementation of this Agreement:



The Importance of School-Based Decision-Making. The school is the point of delivery for the
services provided by the school system. Within the bounds of law and economic efficiency, decisions
affecting the educational process and the delivery of services can and should be made at the local level,
with corresponding accountability for the results achieved. The staff on the scene have the most information
about the situation, and are therefore best positioned to craft appropriate and effective strategies for the tasks
at hand.

The Importance of Flexibility. The background and skills of staff, students, parents, and
administrators vary widely, as do the dynamics of groups. Likewise, facilities and programmatic objectives
vary from school to school. The experience of educators in this and other systems demonstrates that there is
no one best way to organize a school, a classroom, or any educational activity. Therefore, consistent with the
philosophy of local decision-making, each school should have as much flexibility as possible to work out its
own structures for governance and education.

The Importance of Professional Development. Professional development programs need to prepare
our teachers and administrators adequately to deal with the challenges of urban education in a multicultural
and multilingual environment. And as in many other fields, staff and administrators need help in developing
effective collaboration that does not founder in either adversarial battling or endlessly protracted decision-
making by committee.

The Importance of Parent Involvement. Schools cannot do the job of educating children without
the full support and involvement of parents in their child’s education. Much needs to be done to organize and
restructure schools and the school-home connection so that parents and teachers become effective teams in
working actively and long-term to develop, monitor, and stimulate the implementation of a personal growth
plan for each child.

The Importance of Accountability for Quality and Performance. In their 1989 — 1992 agreement
the parties greatly strengthened the accountability of participants in the school system by requiring that each
school create an Annual Education Plan, by offering detailed guidelines for school performance assessment,
and by creating School Intervention Teams to assist and, if necessary, make recommendations to restructure
schools in trouble. As these measures have been implemented, they have increasingly demonstrated powerful
potential for driving school improvement.

This agreement builds on the existing structure to further increase the accountability of participants
in the school system, recognizing that there are some challenges and dilemmas inherent in this goal. For
example, teachers should be accountable for the progress of their students. Yet students should also be
accountable for their progress. Students who know there is no firm commitment to standards for either
behavior or achievement are less likely to take such standards seriously. Likewise, family involvement and
support is strongly linked to student success; therefore parents should also be accountable for the behavior
and progress of their children. Teachers should be accountable for encouraging and facilitating parental
participation and support of their children.

The community should also be held accountable for making available the resources needed to meet
the health, nutrition, social, parenting, and other needs of Boston’s children and their families, as well their
educational needs with time, staff, and facilities adequate to the task. It is unrealistic to expect urban schools to
achieve results without the resources to create a level playing field with their wealthy suburban counterparts.

While competition and incentives can motivate performance, the parties do not want to do anything
that would inhibit staff and schools from working together cooperatively and learning from each other. It is
not necessary, and in fact not acceptable to structure an incentive system that requires there to be “winners”
and “losers.” We want all students and staff whose efforts earn it to be winners. Therefore, for example, the
emphasis in this agreement is on school accountability, although there are also mechanisms to recognize
outstanding staff and to improve or terminate unsatisfactory staff.



A Shared Commitment to Diversity. Recognizing the diverse and multicultural nature of Boston
and the families involved with its schools, the parties each renew their commitment to maintaining a school
system that treats each student, parent, and employee with respect, dignity, and sensitivity to their unique
needs and culture. Each party encourages the other to pursue initiative within their purview to meet this goal
and to make suggestions for how the other might do so.

The Inadequacy of Available Resources. The parties firmly believe that whatever progress can be
made with the resources currently available to children in the Boston public schools and their families, those
resources are inadequate to the task of educating children to their full potential. An appropriate level of
funding could support the hiring of more teachers, a longer school day and year, the creation of alternative
schools, including residential programs, greater family support services, and an enriched and more in-depth
curriculum, including many more activities beyond the school site.

The parties nevertheless accept their responsibility for doing as well as possible with the resources
now available, for demonstrating achievement as part of persuading the community that additional resources
will make an important difference, and for diligently seeking a more adequate and secure source of revenue.
They recognize that such an attitude and performance will enhance the possibility of additional resources
being made available.

The Need for a Collaborative Working Relationship. Historically, the Committee, the School
Department, and the Union have had an adversarial relationship. Despite considerable improvement in recent
years, the challenge remains to overcome vestiges of a litigious and suspicious culture focused on work rules,
hierarchical power, and resistance to change by both parties. This consumes scarce resources and gets in the
way of educational innovation and achievement.

The parties are committed to developing a collaborative working relationship at all levels of the
system during the life of this contract. An effective working relationship is one in which the parties work
together with mutual respect; clear and direct communication; a willingness to listen, understand, and
consider a differing point of view; a habit of checking out assumptions before reaching conclusions about
another party; a commitment to integrity, reliability and solving each problem on its merits; and in general
the ability to resolve differences effectively while working to achieve a common goal or vision — to disagree
without being disagreeable.

Developing or maintaining such a relationship does not require any party to give up their right to
differ or their role as advocates for those they represent. It does require a willingness on each side occasionally
to do what makes sense, even thought it is painful. Mostly, however, it requires parties to change how they
deal with each other, seeking to persuade and solve problems jointly, rather than to attack, disadvantage, and
coerce each other. Rather than being seen as adversaries, teachers and administrators should be seen by the
public and themselves as professional colleagues who sometimes disagree, but who share a common purpose
and dedication to educational achievement.

Respect and Dignity. The BPS and the BTU recognize the dignity and worth of every person. The
aim of this policy is to create a workplace climate of understanding and mutual respect for the dignity and
worth of every person so that each person is able to contribute fully to the development and well being of the
students of the City of Boston.



AGREEMENT
BETWEEN
THE SCHOOL COMMITTEE
OF THE CITY OF BOSTON
AND
THE BOSTON TEACHERS UNION,
LOCAL 66, AFT, AFL-CIO

(Ratified by Boston Teachers Union, June 12, 2019)

Article |
Purpose and Scope of Agreement

A. Recognition and Duration

This Agreement is made and entered into on the 30" day of May 2019 by and between the School
Committee of the City of Boston (hereinafter referred to as the “Committee”) and the Boston Teachers
Union, Local 66, American Federation of Teachers, AFL-CIO (hereinafter referred to as the “Union”). The
Committee recognizes the Union as the exclusive bargaining representative for all those persons in the
bargaining unit which consist of those covered by Groups I, 2A-2B of the salary schedule (1963-1964) of
the Boston School Committee, excluding Assistant Principals and Coordinators, but including nurses and
supervising nurses, provisional teachers and nurses, substitute teachers and nurses on a one-year’s assignment,
teacher-coaches, teachers and nurses in Summer and Evening Schools, swimming instructors, E.T.E.s,
certain employees from the Department of Implementation, investigative counselors, security specialists,
supervisors of attendance, clinical coordinators and lead sign language interpreters. The jurisdiction of the
Union shall include those persons now or hereafter who perform the duties or functions of the categories of
employees in the bargaining unit, regardless of whether these duties or functions are performed by present,
or modified, or new processes or equipment.

This agreement and each of its provisions shall be in effect as of September 1, 2018, unless otherwise
so stated, and shall continue in full force and effect through August 31, 2021. Negotiations for a subsequent
agreement will commence on or after December 1, 2020 upon the request of either party.

This agreement and each of its provisions shall be in full force and effect from the period of
September 1, 2018 through August 31, 2021 and continuing thereafter until such time as the parties have a
successor to the 2018-2021 agreement.

B. Purpose

The purpose of this agreement is to promote the parties’ joint goal of achieving the best possible
education of the children in the Boston Public Schools by structuring an effective and professional working
relationship between the parties. That relationship should help the school system achieve maximum benefit
from the combined expertise and coordinated efforts of the parties. It should also ensure fair and equitable
compensation and fair and professional treatment for those employees represented by the Union.

C. Scope
The Committee and the Union agree that they have a common public and educational area of concern

in addition to economic matters such as salary and working conditions. This wider area of professional
concern is to be approached constructively toward the goal of educational excellence.



To this end, the Union will from time to time present to the Committee or its designated representatives
views and suggestions on certain school problems clearly within its knowledge and province as the agency
in the school system having the closest overall contact with the classroom teacher. Subjects considered to be
within the scope of such initiation and discussion are: recruitment of qualified teachers, class size, operation
of difficult schools, standards of physical and housekeeping environment and amenities on school premises,
relief from non-teaching tasks, all matters related to school-based management, and an increasingly effective
curriculum. Periodic consultation will take place without trespass or interference upon the distinct and special
powers and duties of either party in the process.

It is hoped that this continuing consultation throughout the school year will contribute to the
enhancement of public education in the City of Boston.

D. Management Rights

Except as otherwise provided in this Agreement, the Committee and the Superintendent retain all
powers, rights, duties, and authority that they had prior to entering into this Agreement or its predecessors.
Such rights of the Committee and the Superintendent include but are not limited to the right:

— to establish educational policy;

— to establish the standards and qualifications for hiring and promotion;

to determine the size of the work force consistent with the terms of this Agreement;

— to establish job duties for new or substantially changed positions (except that changing the duties
of existing positions shall be subject to collective bargaining to the extent required by law);

— to determine which textbooks shall be used in the schools;

— to prescribe curricula and rules governing student discipline; and

—  to establish educational programs and to determine the number, age, and qualifications of pupils
to be served by any such programs.

E. Handling of New Issues

Matters of collective bargaining import not covered by this Agreement may, during the life of the
Agreement, be handled in the following manner:

By the Committee: Except as any change may be commanded by law, the Committee will continue
its policies as outlined herein. With respect to matters not covered by this Agreement which are mandatory
subjects for collective bargaining, the Committee agrees it will make no changes without prior consultation
and negotiation with the Union.

By the Union: In any matter not covered in this Agreement which is a mandatory subject for
collective bargaining, the Union may raise such issue with the Committee for consultation and negotiation;
except that (other than as set forth later in this section E) the Union shall not renew or seek to renew any
question introduced, debated, and settled, either negatively or affirmatively, during the bargaining prior
to final settlement. This restriction shall not apply to the areas outlined in section C above as subjects for
continuing consultation.

Being a mutual Agreement, this instrument may be amended at any time by mutual consent.
F Savings Clause

If any provision of this Agreement is or shall at any time be contrary to law, then such provision shall
not be applicable or performed or enforced, except to the extent permitted by law, and substitute action shall

be subject to appropriate consultation and negotiation with the Union.

In the event that any provision of this Agreement is or shall at any time be contrary to law, all other
provisions of this Agreement shall continue in effect.



G. Preservation of Existing Laws and Regulations

The rights and benefits of persons provided herein are in addition to those provided by City, State,
or Federal law, rule, or regulation, including without limitation all applicable tenure, pension, or education
laws and regulations.

The School Department shall identify by February 1 of each year those bargaining unit members
who are affected by the School Committee’s policy on the employment of relatives. The Department and the
Union shall meet to discuss the appropriate reassignment of affected members.

H. Definitions

The term “school” as used in this Agreement means any work location or functional division or
group in which a complaint or grievance may arise.

The terms “Principal,” “Headmaster,” and “Director” as used in this Agreement mean the responsible
administrative heads of their respective district, school, or department.

The terms “teacher” and “person” as used in this Agreement mean a person employed by the
Committee in the bargaining unit as defined in Article L

The term “nurse” as used in this Agreement means any person employed by the Committee in the
bargaining unit as defined in Article I. The provisions of this agreement that apply to teachers and/or persons
shall apply to nurses except:

—Article V(A)(1), Class Size;

—Article V(A)(3)(b)(1), Planning and Development Periods;
—Article V(A)(3)(c), Administrative Periods;

—Article V(A)(3)(d), Normal Teaching Load; and

—Article V(A)(5), Teacher Assignment Procedures.

The term “Union Representative” as used in this Agreement means the Union building representative
or her or his designee, or an elected or appointed representative of the Union or any of its affiliates.

Wherever the singular is used in this Agreement it is to include the plural. Whenever a personal
pronoun is used in this Agreement it is to include male and female employees.

Any reference in this Agreement to any provision, section, or other part of the Agreement intends to
refer to the entire provision or other part unless specifically stated to be otherwise.



Article Il
Developing and Maintaining Effective Working Relationships

A. Governing Philosophy

To achieve the goals of this Agreement, more effective working relationships must be forged between
and among parents, teachers, students, building administrators, the Superintendent, other School Department
personnel, the Union, the School Committee, and the community at large.

B. Mechanisms to Insure Joint Problem-Solving
1. Consultation

Whenever possible, the parties agree to consult before deciding on any issue that impacts the other.
The goal of this provision is effective communication, preventing surprises, and more informed decision-
making. It does not require either party to give up any right to act autonomously that they might otherwise
have, nor does it require either party to approve of any action the other proposes to take. The leadership of
each party shall seek to set an example in achieving this goal and to encourage others in the system at all
levels to incorporate such an approach into their ways of working.

The Superintendent and the President of the Union together with appropriate members of their
respective staffs agree to meet regularly (at least monthly) to monitor the progress of the mutual goals
espoused here and the operation of the school system in general, and to consult about the inevitable issues
that will arise in the operation of this Agreement.

2. Steering Committee

A joint BTU/BPS/Parent/Student Steering Committee will develop and implement polices and
guidelines and generally oversee the implementation and operation of school-based/shared decision-making
and all other joint committees established under this Agreement. This Steering Committee shall be composed
of the Superintendent of Schools and the President of the Teachers Union, who shall serve as co-chairs, up
to five additional members who shall be representative of the diverse and ethnic constituencies of the parties,
and shall include five parents and two students who shall be representative of the diverse racial, ethnic,
and Program (including Special Education and English Language Learners) constituencies of the District.
Decisions of the Steering Committee shall require the concurrence of the Superintendent and the President
of the Union.

The Steering Committee may appoint subcommittees, designate alternate members for tasks
involving special expertise, and otherwise adopt whatever procedures further its smooth, effective, and
efficient operation. It shall endeavor to operate by consensus as a role model for school-based shared
decision-making groups.

The Union and the School Department recognize that the provisions of this agreement reflect
a tentative consensus on a direction to move in improving the schools. Both sides recognize that school-
based management (“SBM”) represents a new way of doing business with which they still have limited
experience. Success is likely to require much flexibility and continued learning from experience. Therefore
the School Department and the Union agree to work together during the period of this agreement to assess
and improve the structures established here for school-based management and shared decision-making in
light of experience.

3. Faculty Senates

Faculty Senates may be formed in each school building and shall meet once every month after
the close of the normal school day with the Principal or Headmaster concerned. Faculty Senates will be
recognized by the administration of that school as having an advisory voice in the operation of that school
and having an advisory voice in the formation of educational policy.
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Faculty Senates representing Music Teachers, Guidance Counselors, Nurses, School Psychologists,
Evaluation Team Leaders, Kindergarten teachers, Bilingual teachers, and District Social Workers shall meet
once every month after the close of the normal school day with the director or administrator concerned.

These Faculty Senates will be recognized by the administrator of the department as having an
advisory voice in the formation of educational policy.

Faculty Senate Chairpersons will meet twice each year on the elementary, middle, and high school
levels during days of regularly scheduled in-service meetings.

C. Training

To succeed in developing effective and collaborative working relationships, a core group of
principals, parents, teachers, and other staff in each school must receive training to acquire the new roles
and relationships this Agreement envisions. Skills are needed in consensus building, teamwork, conflict
resolution, effective meeting skills, active listening, new models of learning, teaching, and so on. The
parties pledge to seek the funding necessary to provide each school with the training needed to achieve its
educational goals.

D. Leadership

To achieve the goals of this Agreement, strong, sustained, and visionary leadership is required. The
parties need to help each other educate their constituents and the community at large about the need for
a new kind of relationship and what it entails operationally. The Union agrees to make a special effort to
communicate the need for this kind of change to its Building Representatives and to monitor and maintain
steady encouragement of progress. The Superintendent agrees to do the same with Principals/Headmasters
and other key administrators.



Article Ill
School-Based Management
and Shared Decision-Making

A. Governing Philosophy

The Committee, the Union, and the Superintendent agree that the school site is the appropriate place
for most decision-making affecting the education of children in that school. The parties also agree that the
best quality decisions at the local level are likely to result from the process of shared decision-making.

The purpose of shared decision-making is to create a climate in the schools where the faculty,
parents, administration, students (at the high school level), and other community participants working
together share the responsibility and accountability for school improvement, better student performance,
increased satisfaction among professional educators, greater involvement by and with parents, and stronger
support from the community.

The parties recognize that the overriding goal of school-based management and shared decision-
making is to improve the quality of our public schools and the instruction and learning of our students.

The parties agree that Principals and Headmasters are the educational leaders at the school site. The
building administrator is a key person in creating the environment necessary to bring about positive change.
The Principal or Headmaster shares with teachers and parents (and students at the high school level) through
their representatives on the School Site Council the responsibility to create an environment where learning
and teaching are enhanced.

The parties recognize that the most important interactions affecting student performance take place
daily between teachers and students. Teachers, therefore, must be given a shared voice in decisions at the
school site. The parties recognize that with this increased role in the decision-making process the teachers at
the school site assume more responsibility and accountability for the success of the school.

The parties recognize that parental involvement is essential in achieving educational success for
students. Therefore, parents shall also be given a voice in decisions at the school site.

The parties realize that to achieve effective shared decision making at the school level a significant
restructuring of schools must occur, and the parties agree to work cooperatively in an effort to bring about
these necessary changes. Significant changes in school governance, instructional practices, staff roles, and
community involvement will require a substantial commitment from the leadership of the Union, the School
Committee, and the Superintendent of Schools. The parties pledge to provide this commitment.

B. School Site Councils

1. Composition

(a) Represented Groups

Each Boston public school shall elect a School Site Council for the purposes enumerated in this
Article. Members of a School Site Council should be elected by October 15th of each year to serve until a
successor Council is elected.

The School Site Council shall be composed of the Principal/Headmaster, members of the bargaining
unit who work more than 50% of their work week at that school elected using a secret ballot from the pool of

bargaining unit members similarly qualified, parents elected by the parents of children at that school, and, in
high schools, two voting high school student members elected by the student body.



Each school shall also elect each year alternate parent and teacher members of the School Site
Council to substitute for absent members of their group. Alternate members may also be used to fill vacancies
created by the resignation or removal of a Council member.

School Site Councils may also have associate, nonvoting members, for example additional high
school students, representatives from the business or university community, or representatives of other
employee groups in the school.

Upon formation or change in membership, each School Site Council shall report the names of its
members to the School Department.

(b) Bargaining Unit Members

(1) In General. The number of members of the bargaining unit to be elected to a School Site Council
shall be determined as follows, using enrollment figures as of October 1 of the year of the election:

Schools with less than 30 bargaining unit members: 4, Schools with at least 31 bargaining unit
members but not more than 60 bargaining unit members: 5, Schools with 61 or more bargaining unit
members: 6.

(2) Goal of Diversity. The Union and the Committee believe that School Site Councils will be less
effective if any constituency groups are left out of the process. Therefore each represented group should
endeavor to elect individuals who are representative of the racial and ethnic and program diversity of their
constituents including Special Education and English Language Learners and the Steering Committee will
strongly encourage this.

(3) Definition. Racial groups referred to in this section include: African American/Black, Asian
American/Pacific Islander, Hispanic, Native American, and White.

(4) Election Procedures. Any racial group that constitutes at least 5% of the BTU membership at a
school site and which has candidates who run for a seat on the School Site Council shall have the candidate
with the highest number of votes seated on the Council. All other seats shall be filled by candidates who
received the highest number of votes.

If the highest vote-getting candidate from any racial group is not among the highest overall vote-
getting candidates, the number of seats of the School Site Council shall be as follows: the highest vote-getting
candidate from each eligible racial group and all of the highest overall vote-getting candidates shall be seated.

(¢) Parent Members

The number of parents elected to the School Site Council shall equal the number of professional
educators, including the principal, on the Council.

(d) Change in Composition

After at least one year of operation as a shared decision-making school, a School Site Council may
change its composition with the consent of a majority of the representatives of each represented group,
except that no represented group can agree to the elimination of its representation.

(e) Rotation of Membership

At least one of the bargaining unit members and one of the parents on a School Site Council should

change each year to insure that a growing segment of the school community develops a deeper understanding
of the shared decision-making process.
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2. Role of the School Site Council, the Personnel Subcommittee and the

Instructional Leadership Team

The parties agree that 1) the School Site Council shall remain the central governing body of the
school under the school-based management/shared decision making model; 2) the Instructional Leadership
Team is an advisory body to the principal/headmaster on issues related to teaching, learning, assessment,
and professional development; and 3) the decisions of the Personnel Subcommittee are not subject to the
approval of the School Site Council.

(a) The Role of the School Site Council shall be:

to review and approve the Whole School Improvement Plan within guidelines established by the
Superintendent

to approve the budget for discretionary school materials, supplies, textbooks and equipment,
including the use of school improvement award funds

to develop and approve plans for increasing parent involvement in the school

to approve waivers

to review and approve recommendations of the Instructional Leadership Team that will have
a major effect on the school community. Such recommendations need not be forwarded to the
School Site Council unless they are endorsed by the principal/headmaster

to review and approve recommendations from any other committee or group that is established
to recommend changes that will have a major effect on the school community

to receive information about all outside programs or outside professionals that come into the
school

to review and comment on the entire school budget, including the General Fund and External
Funds budgets, in a timely fashion. Upon written request, school site council members shall be
provided with written or electronic copies of school budgets.

(b) The Role of the Personnel Subcommittee of the School Site Council shall be:

to approve the hiring of new BTU teachers’ bargaining unit staff and in-transfer of BTU
teachers’ bargaining unit staff from other schools in the system and the choice of teachers
from the excess pools

to approve the selection of Lead Teachers, Mentor Teachers, and new athletic coaches

to determine the schedule and procedures for reviewing candidates for positions

(¢) The Role of the Instructional Leadership Team:

An Instructional Leadership Team shall be established at each school and shall be a representative
body of the professional staff at the school. It shall be composed of administrators and teachers
from the various grade levels, disciplines, and programs of the school.

The Team shall serve as an advisory board to the principal/headmaster on issues related to
teaching, learning, assessment and professional development.

It shall be the responsibility of the principal/headmaster to give a report each month to the School
Site Council on the activities of the Instructional Leadership Team.

Any recommendation of the ILT that alters the Whole School Improvement Plan or may have a
major effect on the school community and which is supported by the principal/headmaster shall
be subject to the approval of the School Site Council before being implemented.

Each Principal/Headmaster will create a description of the process for composing the ILT,
communicate the process to staff, and take the process to the SSC for input; Where ILT members
are compensated, the process shall include a job description.

Each School Site Council is responsible for finding ways to implement the intent of the provisions
governing school-based management in ways that do not violate outstanding court orders or state and federal
laws and regulations.
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C. Shared Decision-Making
1. Orientation Program

The Steering Committee will be responsible for maintaining an orientation program on school-based
management and shared decision-making for presentation to all new employees of the School Department,
interested parents, and high school students.

2. Operation of the School Site Council
(a) General Policy

The parties expect the members of a School Site Council to operate as a single decision-making
team, not as a group of spokespersons representing constituent groups. Their role is to work together to find
good solutions to educational problems confronting the school. Members are chosen from various groups to
insure that decisions reflect the expertise and input of important affected groups.

(b) Voting

Formally, decisions of a School Site Council will be by majority vote with the Principal/Headmaster
voting with the majority. The Principal/Headmaster may not delegate his or her vote except in emergency
situations. The Principal/Headmaster is required to account in writing and in person (at a subsequent meeting)
for any vote in contravention of a majority of the Council. In the event that a school has no sitting or acting
Principal/Headmaster, the appropriate Cluster Leader or his or her designee shall be substituted.

(¢) Monitoring of School Site Council Operation

The Steering Committee may request that School Site Councils provide information on the dates of
School Site Council meetings and who attended.

The Steering Committee will monitor the operation of School Site Councils and may recommend
action to deal with Councils that do not operate in compliance with the terms of this collective bargaining
agreement or where Councils are frequently unable to reach decisions by consensus, or where the principal/
headmaster repeatedly exercises a veto over the votes of a majority of council members.

To accomplish this monitoring role, the Steering Committee will establish a subcommittee for the
purpose of reviewing and responding to complaints arising from schools that SBM/SDM is not implemented
in accordance with the terms of the collective bargaining agreement. The subcommittee will consist of
two members of the Steering Committee appointed by the BTU President, two members of the Steering
Committee appointed Superintendent, two parent members of the Steering Committee appointed by CPC
and two student members appointed by BSAC.

A notice of all actions taken by the School Site Councils will be distributed to all BTU Building
Representatives, the President of the Faculty Senate, and to the Chairs of the Parent and Student Councils,
within five school days following a council meeting.

Any member of a School Site Council may file a complaint with his Steering Committee concerning
the operation SBM/SDM at his/her school. All such complaints will be forwarded to the subcommittee that
shall acknowledge receipt of the complaint within five days and place the matter on the agenda of the next
Steering Committee meeting. A recommendation by the Subcommittee on any complaint must be reported
to the Steering Committee no later than the second Steering Committee meeting following receipt of the
complaint.
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It is expected that complaints submitted to this Subcommittee should involve serious breaches of the
established guidelines for the implementation of SBM/SDM and that there has been a good faith effort at the
school level to resolve these problems prior to filing the complaint.

Recommendations from the Subcommittee must be voted on by the full Steering Committee and such
recommendations may include, but are not limited to, providing the services of a mediator/facilitator, calling
for new Council elections for all or a portion of the School Site Council members, urging the Superintendent
to send a letter of reprimand, if appropriate, or calling for the replacement of a building administrator.

(d) Elections and Meetings

Elections for new School Site Council members shall be conducted as early in the school year as
possible, and a first meeting of the new council shall be held no later than October 3 1st.

At this first meeting a calendar of the meetings for the school year shall be established and any
change to that calendar must be approved by the Site Council with at least one week’s notice to all staff and
parents.

The “out-going” School Site Council shall continue to meet and conduct the business of the Council
until such time as the “new”” Council holds its first meeting of the school year.

(e) Voting by Alternate Members

Alternate members of a School Site Council shall be voting members of the Council at meetings
where their presence is necessary to have a quorum.

Provided that the alternative members of the School Site Council are not available, a teacher,
parent, and student representatives on the personnel subcommittee may designate temporary replacement
representatives to the personnel subcommittee. Before the summer recess, personnel subcommittee members
who will be representing the teachers, parents and students shall leave contact information with school
leaders, who will contact participants prior to the hiring or interviewing of any teacher applicants.

() Quorum Requirements

To constitute a quorum of members at a School Site Council meeting, the Principal/Headmaster must
be present as well as at least two teachers and two parents for site councils with 9 to 12 members, or three
parents and three teachers for site councils with 13 or more members.

(g) Bylaws

Each Council shall be required to pass bylaws to govern its School Site Council. The bylaws must be
approved or amended by two-thirds of the members of the bargaining unit in the school eligible to vote for
the School Site Council and by two-thirds of the parents who come to a parent meeting. There must be at least
two weeks notice for the parent meeting. The bylaws may be approved the same night that elections are held.
Copies of the bylaws will be distributed to all members at the first meeting of each newly elected council.

The by-laws must at least include provisions which address the following matters:
How will elections be held?

—  When will meetings be held?

—  What are the notice procedures for announcing meetings?

—  Who is responsible for co-chairing the Council and for recording minutes?

— What is the system for selecting alternates who have the same racial identity as the members they
would be representing?

— What are the terms of office and how will they be staggered?

—  What is the policy in regards to members who fail to attend regularly?
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(h) Agenda

Any member of a School Site Council may place an item on the agenda so long as it is within the
scope of authority of the School Site Council.

(i) Co-chairs

There shall be co-chairpersons of all School Site Councils. The co-chairs shall be the Principal/
Headmaster and one other voting member elected by the Site Council.

(j) Minutes

A notice of all actions taken by the School Site Councils will be distributed to all BTU Building
Representatives and the President of the Faculty Senate within five school days following a council meeting.

(k) Information

All available information concerning the school budget and/or any other matter over which the
School Site Council has authority must be shared with members of the School Site Council at least five
school days before they are expected to vote on these issues.

3. Training
The BPS and BTU agree to offer training to all School Site Council members.

The BTU shall provide adequate facilities and materials for this training. The training should be
a shared responsibility between the BPS and the BTU, and the School Department shall allocate $50,000
annually for the training of School Site Council members. Upon request, the School Department shall
provide the BTU, CPC, and BSAC with a list of all School Site Council members.

4. Scope of Authority
(a) Compliance with Law

In managing a school, the School Site Council must comply with all applicable federal and state laws,
regulations, and court orders, unless the school has sought and received a proper waiver from appropriate
authorities. Absent such a waiver, the Superintendent shall have the power to order specific measures at the
school site to enforce such compliance. The School Department and the Union will cooperate through the
Steering Committee in aggressively seeking appropriate approvals or waivers of state or federal policies or
regulations or to seek statutory change to allow at least a demonstration project.

The actions of a School Site Council must also adhere to the standard of sound educational policy
equitably applied to all students. Consistent with her or his statutory responsibilities, it is ultimately up to
the Superintendent, in consultation with the Steering Committee, to determine what is inequitable or clearly
beyond the bounds of sound educational policy.

This section serves to limit the application of sections (b) through (d) below. Any decision under this
section to disallow the action of a School Site Council shall be reported to the Steering Committee.

(b) Discretionary Powers

To the greatest extent possible, decisions affecting the educational process at an individual school
shall be made at the school level. Where a decision cannot be made at that level, schools should be free to
communicate their views and concerns related to that decision to the relevant decision-maker. School Site
Councils shall have primary authority to make decisions affecting those matters listed in Section III(B)(2)
above.
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(¢) School Staffing

Decisions on the voluntary in-transfer of teachers, the hiring of new teachers for “real” vacancies,
and consistent with the terms of the current contract the choice of teachers from the excess pool will be
made by a Subcommittee of the School Site Council composed of two teachers, one parent, one student
in high schools and the Principal/Headmaster, with a majority required for decision and with the Principal/
Headmaster voting with the majority. Teacher and parent representatives on this subcommittee may designate
temporary replacement representatives appropriate to the position being filled.

In addition to permanent teachers who apply for transfer, a School Site Council may consider a
provisional teacher with a letter of reasonable assurance for a position which appears on the transfer list and
that the provisional currently holds within that school.

Decisions on the voluntary in-transfer of teachers may be made without regard to teacher seniority. In
the event that the School Site Council is unable to reach a decision, the contract provisions in effect prior to
the universal implementation of shared decision-making school-based management shall apply.

After interviewing candidates for a vacancy at a school that results from the transfer process, or if
a vacancy at a school occurs after the completion of the regular transfer process, a school may choose to
advertise or re-advertise the position.

BTU members on the School Site Council shall select the BTU representatives to serve on any
screening committee convened to make recommendations for permanent appointments to administrative
positions within the school consistent with screening committee guidelines and policies distributed by the
School Department.

(d) Waivers

A School Site Council may waive any provision of this Agreement or any School Committee rule or
regulation or Superintendent’s policy provided that:

(1) The Principal/Headmaster approves the waiver;

(2) The school’s Parent Council approves the waiver (in the case of School Committee rules or
regulations or Superintendent’s policies);

(3) At least 66 2/3% of the members of the bargaining unit who work more than 50% of their work
week at that school and who are present and voting approve the waiver; such vote shall be conducted by the
Union representative using a secret ballot after five (5) days’ notice to all those eligible to vote;

(4) No waiver vote may alter any bargaining unit member’s salary and benefits, seniority rights
involving transfer, excessing, or layoff procedures, due process rights, or right to file a grievance, nor the
Union’s jurisdiction; and

(5) No waiver vote may affect the operation of another school or incur costs to the School Department
beyond the school’s allocated budget without the approval of the School Department;

(6) The Steering Committee shall be notified in writing of all waivers within five (5) days of their
adoption.

In particular, a School Site Council may waive provisions of this Agreement and School Committee
or Superintendent’s policies and regulations that involve:

— Timing and length of the school day and year, consistent with clause (5) above (for ex-

ample, a school might propose to meet from 3 p.m. to 10 p.m.);
— Amount of time a teacher spends teaching each week;
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— Class size (some classes involving less intensive supervision might exceed the class size
maxima to permit more intensive staff involvement with students in other areas);

— Number, time, and place of teacher-parent meetings;

— Number, use, and scheduling of In-Service, planning, professional development, and other
staff meetings;

— Number, use, and scheduling of planning and development and administrative periods;

— Non-teaching duties teachers are required to perform;

—  Curriculum;

—  Timing of report cards;

—  Testing;

— Record-keeping and paperwork requirements;

— Attendance policies;

— Graduation requirements;

—  Student discipline codes; and

— Any other provision, policy, or regulation whose waiver is approved by the Steering
Committee.

A school seeking permission from the Steering Committee to waive some provision of this
Agreement or of a School Committee or School Department policy should be prepared to explain concretely
their proposed alternative approach, the educational needs motivating the change, and in the case of a policy
waiver, how that approach will meet the educational interests motivating the present policy.

If a teacher at a school waiving a provision of this contract as described above objects to the impact of
that waiver on his or her job responsibilities, he or she shall be afforded an opportunity to transfer to another
position in the system without loss of seniority or benefits. The implementation of any such waiver shall be
delayed until such transfer opportunity has been provided or the impact of the waiver on this teacher has
been eliminated. Any dispute arising out of the provisions of this paragraph shall be referred to the Steering
Committee for resolution and shall not be arbitrable, provided that the Steering Committee reaches a decision
on the matter within 30 days.

D. Pilot Schools

The Boston Public Schools and the Boston Teachers Union are sponsoring the establishment of
innovative pilot schools within the Boston Public School system. The purpose of establishing pilot schools is
to provide models of educational excellence that will help to foster widespread educational reform throughout
all Boston Public Schools. The parties hope to improve dramatically the educational learning environment
and thereby improve student performance.

There will be up to six pilot schools in the 1995-96 school year and in subsequent years, unless both
parties agree to establish more.

Pilot Schools will be open to students in accordance with the Boston Public Schools controlled choice
plan. Pilot Schools will operate with an average school-based per pupil budget, plus a startup supplement,
and will have greatly increased decision-making authority, including exemptions from all Union and School
Committee work rules. The actual establishment of such schools will be pursuant to the issuing of Requests
for Proposals (RFP). The RFP will be developed and reviewed by the BPS/BTU Steering Committee. No
pilot school shall be established without the approval of the Joint BTU/BPS Steering Committee and the
School Committee.

Teachers, paraprofessionals, nurses, guidance counselors, substitutes, and all other employees at pilot
schools who fall under the jurisdiction of the BTU contract throughout the school system will be members of
the appropriate BTU bargaining unit. These employees shall accrue seniority in the system and shall receive,
at a minimum, the salary and benefits established in the BTU contract.
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Employees in pilot schools will be required to work the full work day/work year as prescribed by
the terms of the individual pilot school proposal. Further, they shall be required to perform and work in
accordance with the terms of the individual pilot school proposal.

All BTU members who apply for positions at pilot schools shall receive the following information
at the time of their application:

 the length of the school day and school year;

» the amount of required time beyond the regular school day;

» any additional required time during the summer or school vacations; and

» any other duties or obligations beyond the requirements of the BTU contract.

BTU members who are employed at a pilot school shall receive, prior to the end of the school year,
the same information as stated above.

The Governing Board of each pilot school shall develop an internal appeals process to allow any
staff member to raise issues, concerns, or problems. The internal appeals process shall be submitted to the
Joint BTU/BPS Steering Committee for approval. The internal appeals process shall be provided in writing
to all BTU staff members.

Issues not resolved at the school level may go to mediation under Article X-C of this agreement.
Final resolution will be made by the Superintendent of Schools and the President of the Boston Teachers
Union.

The School Department will be allowed to open two new schools as pilot schools. Further, the
parties agree to engage in a collaborative effort to establish, during the life of the contract, a pilot alternative
secondary school with a minimum capacity of 200 students.

Employees shall work in Pilot Schools on a voluntary basis and may excess themselves on or before
February 1st. No BTU member may be laid off as a result of the existence of Pilot Schools.

The specifications for the RFP on Pilot Schools is agreed to by the parties and is hereby incorporated
by reference.

Pilot school positions will be posted on the BPS web page.
E. Pilot School Agreement

The parties agree that a minimum number of seven pilot schools, provided there are sufficient
proposals to consider, will be created through September 09 under this agreement. The new Pilot schools
may result from conversions, newly-created schools, and/or charter schools that opt to become pilot schools.
There shall be a union-sponsored, teacher-run pilot school at the site of the Thompson Middle School,
effective 9/2009 or as soon as the Thompson building is available for such use. This school shall be run
exclusively by the BTU bargaining unit members on staff. This pilot at the Thompson shall be counted as
one of the seven schools. Nothing described in this paragraph shall supersede the Contract language found
in Article III D, specifically, the language that gives the BTU president or superintendent veto power over
any particular pilot school.

The parties agree that a teacher work year schedule (including length of work year, length of
work day, professional development time in and out of school, and summer work) shall be created by the
Governing Board and shall be given to affected staff no later than January 15 of the previous school year. By
a 66 2/3% vote, affected BTU Bargaining Unit Staft may vote to override the proposed schedule, sending
it back to the Governing Board for possible re-working. If a schedule for an upcoming school year has not
been approved by February 15", the previous year’s schedule shall remain in place. Staff wishing to excess
may do so on February 1% If, after the start of the school year, the Governing Board of a pilot school wishes
to change the teacher work year schedule, as referenced in sentence 1 of this paragraph, the change must be
approved by a 66 2/3rds vote of the affected BTU Bargaining Staff. The following paragraph, currently found
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in Article III D of the 2002-2006 CBA, shall be deleted: “Nothing in this agreement shall prevent pilot school
governing bodies from making changes to their programs and schedules during the year.”

i. Bargaining Unit members who work in a pilot school shall get paid at the contractual hourly rate
for hours scheduled in accordance with the above paragraph as follows: For all hours scheduled in excess of
the traditional teacher work day and year (as mentioned in the first sentence in section 2) for their respective
school levels (elementary 6:30 per day; secondary 6:40 per day) of 183 days and 18 hours, the following
schedule shall be in effect:

+  Starting school year 2019-2020, excess hours up to 46 per school year shall not be compensated.
Compensation for hours from 46 to 145 shall be paid by the school department. Compensation
for hours beyond 145 will be the responsibility of the individual pilot school.

» The parties agree to adjust all agreements for current (as of 5/30/19) or former turnaround
schools to raise their payment to $40.26 per hour which will be subject to contractual increases
in rates and differentials,

*  During the course of the 2019-2020 school year, BPS and the BTU will review for purposes of
making recommendations geared toward greater equity in compensation across various schools
with compensation models that operate differently than the one contemplated by the collective
bargaining agreement, including but not limited to Horace Mann charter schools, pilot schools,
and innovation schools.

ii. All pay, regardless of the source of funding, will be annualized and retirement-worthy.

There shall be created Discovery Schools, after a jointly-designed process. The BTU, BPE, and
the School Department shall create a committee of up to 6 people, evenly distributed, who will design and
implement an RFP process. The superintendent shall have veto power over the creation of any particular
Discovery School. It is envisioned that this program will be fully operational effective the 2007-8 school
year, but nothing herein shall prevent the establishment of a Discovery School prior to that time. Discovery
Schools shall be able to apply for the same autonomies, which could include fiscal and curricular autonomies,
as pilot schools and their creation shall be a joint collaboration between the BTU, BPE, and the School
Department.

The parties agree that there will be established an intervention process that can be invoked under
certain conditions to be established. Either party will be able to initiate an intervention process. The process
will be parallel the process as found in Article IV C of the CBA.

Each pilot school’s governing board shall include no less than four teachers.

Disputes over the interpretation or application of Article III E 2i 1, 2, and 3, shall be resolved in
accordance with the arbitration procedure, waiving all immediate steps, of the parties’ collective bargaining

agreement unless the superintendent and the union president can agree on a resolution.

The two Boston Horace Mann Charters, The Day and Evening Academy and the Health Careers
Academy, will fall under this newly named article 11l E of the CBA.

Teachers in pilot schools must excess themselves by February 1 of a given school year. Pilot school
principals and headmasters must excess teachers by February 1 of any given school year.

The parties agree that sections 2i, 1, 2, and 3 and section 6, if applicable, apply to paraprofessionals.

Article ITT E in the CBA will be renamed Article IIT F.
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F. Local Decision-Making About a School’s Budget

The School Committee will seek to maximize the percentage of a school’s budget that is expended
by the decision of the building administrator or School Site Council and to maximize the percentage of all
central allocations — the GSP budget, the External Funds budget, the special grants — that are allocated
directly to schools and expended by decision of the school. The Steering Committee should offer suggestions
for achieving these goals and seek to measure their achievement over the course of this agreement.

G. Assessments Council

On or before a date agreed upon by BPS and BTU the parties shall establish the “Student Assessments
Council which shall be composed of 12 members: 5 appointed by the Boston Public Schools Superintendent
and 5 appointed by the Boston Teachers Union President after consultation with each other, 1 member
appointed by the Boston Student Advisory Council (BSAC), and 1 member appointed by the Cltywide
Parent Council. Decisions of the Council shall be made by consensus and serve as recommendations to the
Steering Committee, which will be given due consideration (deference) to all recommendations made by the
Assessment Council. The compensation, roles, and lengths of terms of members of this Council are outlined
in the Teacher Leadership Framework.

The Council shall meet quarterly and hold a public forum at least two times per calendar year for the
purpose of reporting on their work. The responsibilities of the council will be to 1) catalog and document
current (as well as any recent updates to) federal, state, and local policies that serve as parameters for
assessment recommendations that can be made by the council, 2) gather information from content experts
(central office administrators, school leaders, teachers, parents, and students) throughout the district regarding
the rationale for providing, supporting, and/or requiring the use of specific assessment tools, 3) identify and
observe schools (and other areas) that display a variety/range of practices in terms of using assessments to
inform instruction throughout the district and synthesize across this information; 4) make recommendations
regarding the district’s annual assessment policy guide and giving feedback on the implementation of the
policy.

H. Students with High Needs

1. Boston Public Schools and Boston Teachers Union Joint Commission on
Students and Families Experiencing Homelessness

a. A citywide commission shall be created including at least three BTU educators appointed by the
BTU to address needs of student homeless population.

b. In school year 19-20 BPS will work to provide additional guidance to schools for utilizing
funding associated with homelessness.

c. For the life of this contract (2018-2021) the District will increase funding to support students who
are experiencing homelessness by $100,000 per year.

2. Hub Community Schools

a. The BPS and BTU will jointly establish and manage a process to explore the establishment of
new BPS Hub Community Schools, in addition to the Gardner Pilot Academy and the Burke High School.
A joint BPS and BTU working group inclusive of community partners will establish a shared definition of a
BPS Hub Community School. Following the work of that joint working group, BPS and the BTU will make
available to interested schools information related to the potential formation and implementation of Hub
Community school practices.
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3. Mental Health Providers or Social Emotional Learning Staffing in Schools

a. In SY19-20, BPS will add and post 10 licensed student facing mental health or social-emotional
learning staff positions for hire, In school-year 20-21 FY21, BPS will add and post 9 additional student facing
mental health or social-emotional learning staff for a total of 19 new staff by May 2020. Staff that could be
budgeted with the new funds purchased include:

*  Psychologists

»  Social Workers

*  School Guidance Counselors

 District Social Workers
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Article IV
School Assessment

A. Whole School Improvement Plans
1. Scope

Whole-school evaluation is the cornerstone of the quality assurance system in schools. It enables a
school and external supervisors to provide an account of the school’s current performance and to show to
what extent it meets school district goals. This approach provides the opportunity for acknowledging the
achievements of a school and for identifying areas that need attention.

Each school in the Boston Public School system will adopt a written Whole School Improvement
Plan each year that sets specific educational goals for the school year. The primary purpose of this plan
is to provide the leadership of each school with a process to help guide its decision-making regarding
instructional improvement and programmatic options offered to students. The development of this plan is the
responsibility of each school’s Instructional Leadership Team (ILT).

2. Approval

Each school’s proposed Whole School Improvement Plan shall be submitted to the appropriate
Deputy Superintendent. The Deputy Superintendent will either approve the plan or return it for revision.
If the plan is returned for revision, the Deputy Superintendent shall provide a written explanation of the
decision and specific recommendations for revision of the Plan. The school will then have to submit a revised
plan according to the Deputy Superintendent’s given timelines.

3. Content

The Whole School Improvement Plans are designed to enable those in schools, supervisors
and support services to identify to what extent the school is adding value to learers’ prior knowledge,
understanding and skills. The underlying philosophy of that plan should be guided and built on the following
six essentials for whole school improvement:

1) Use effective instructional practices and create a collaborative school climate to improve student
learning

2) Examine student work and data to drive instruction and professional development

3) Invest in professional development to improve instruction

4) Share leadership to sustain instructional improvement

5) Focus resources to support instructional improvement and improved student learning

6) Partner with families and community to support student learning

B. School Performance Assessment
1. Collection of Data

Careful analysis of student performance data is critical to that improvement and to developing a good
school plan. The evaluation of both qualitative and quantitative data is essential when deciding how well
a school is performing. The Instructional Leadership Team (ILT) at each school shall conduct a thorough
analysis of a wide range of data associated with leadership and management, teaching and learning and
family and community engagement. Through this process, the ILT is encouraged to have staff, parents and
the school community reflect on the effectiveness of existing school policies and practices. The range of
performance related data may include, among other criteria:
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*  MCAS scores

» Formative assessments

*  Learning Walk reviews

»  Samples of student work

»  Collaborative Coaching and Learning inquiry

2. Annual Assessment

Schools will continue to be assessed annually. Each school will undergo a rigorous external review
by the Deputy Superintendent comparing the goals outlined in the Whole School Improvement Plan
to performance. A School whose performance is unsatisfactory may be subject to further review by the
Superintendent. The Superintendent may request a joint labor/management intervention process for those
schools that have been identified as under performing. This Intervention Team can recommend appropriate
improvement measures, including but not limited to:

*  Reassignment of some or all members of the bargaining unit and/or administration

* Reallocation of staff duties

»  Additional time to attempt improvement, but not more than one year

* Intensive monitoring

»  Assignment of part-time or full-time in-school specialists or consultants

*  Specialized staff development

*  Replacement of some or all of the leadership team including Principal-Headmaster and
members of the School Site Council.

A school’s annual assessment is not subject to a grievance by any member of the bargaining unit. A
School Site Council may request a review of an unsatisfactory assessment by the Deputy Superintendent, but
an annual assessment may be changed only by the Superintendent.

C. School Intervention Teams

The School Intervention Team will be composed of three members chosen by the Union,
three members selected by the Superintendent, and a seventh member who is jointly agreed to by the
Superintendent and the President of the Union. To the extent possible, an appropriately qualified substitute
will be assigned to cover the classes of a teacher when the teacher is working as part of a school intervention
team. This team will initiate an assessment of the reasons for the under-performance and present a remedial
plan for improvement after spending time at the school and talking with school staff, parents, and community
members. The remedial plan will be completed up to four months after the team is appointed. The plan will
then be submitted to the Superintendent for appropriate action.

D. Superintendent’s Schools
Vision

The Boston Public Schools seeks to transform low or under-performing schools to schools of
excellence through a comprehensive slate of supports, incentives, collaborations, resources, flexibilities,
structural improvements, and accountability measures. These schools will be known as the Superintendent’s
Schools. All members of the community (teachers, parents, students, administrators, universities, businesses,
community groups, and neighbors) must work together to ensure that all students achieve academic success,
and that gaps in achievement defined by race, income, language and/or program are eliminated.
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Core Beliefs

Boston’s plan for improving low- and under-performing schools focuses on five core beliefs:

*  All students can meet high standards of academic achievement in the Boston Public
Schools.

*  Quality instruction is the key factor affecting student learning.

» Strong and effective leadership at the school site is a key component to whole school
improvement.

»  The district must position resources to support principals’ development as instructional
leaders.

» Incentives and accountability around measurable goals at all levels must be aligned toward
improving student learning.

By embracing these five core beliefs in all aspects of school life, by instituting policies and building
practices around these beliefs in these schools, and by building coalitions of support around these beliefs,
Boston will help build the capacity necessary to enable high student achievement in its neediest schools.

Schools become eligible to be selected as Superintendent’s School status if they meet one of two
criteria.

The school is on track to be, or has been, designated as “Chronically Under Performing” by the
Massachusetts Department of Education.

The school is on track to be, or has been, designated as “Restructuring” under the Federal No Child
Left Behind regulations.

In the first year of this intervention, the Superintendent, under the advisement of the Boston Teachers
Union, will select up to 10 schools for this program. The Superintendent may designate five (5) more schools
in the second year and five (5) additional schools in the third year for this status.

Once schools lose their state or federal designation they will be removed from the list of
Superintendent’s Schools, to be replaced by another following the procedures outlined above.

Each school year, the principal or headmaster of a Superintendent’s School will have sole discretion
in filling 75% of personnel vacancies.

All teachers and staff in Superintendent Schools will be required to work one additional hour per
school day with the stipulation that a minimum of 80% of this additional time be used for direct instructional
time. The balance of the time can be used for professional development (in addition to the 50 hours),
meetings, advisory, common planning time, or class time. The specific allocation, scheduling, and content
of this additional time will be stipulated in the School Reform Plan (SRP) and must be approved of by the
Superintendent or his designee. Teachers compensation shall be paid on a pro-rata basis, annualized and
retirement worthy. Paraprofessionals will be compensated at their regular hourly rate, retirement worthy.

All teacher Individual Professional Development Plans (IPDP) and school wide professional
development plans must be submitted to and approved by the Superintendent or his designee.

The provisions found in Article V A(3)(d) “Normal Teaching Load” that limit teachers from teaching
no more than 160 minutes without a lunch break, Planning and Development Period or an administrative duty
shall be increased to 180 for Superintendent’s Schools; in addition, teachers in Superintendent’s Schools, to
accommodate the additional hour of instructional time, will be permitted to teach up to 300 minutes per day.
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Teachers in Superintendent Schools receive an additional 20 hours of professional development per
year (in addition to the 30 existing required hours). The first twelve hours can be scheduled as two days
during the week before school starts on a Tuesday, Wednesday, or Thursday, or as two days scheduled on
Saturdays or other non-pupil school days. The remaining eight hours can be scheduled in the same manner
as the current eighteen hours of professional development (see Article V(E)). Teachers participating in these
twenty hours shall be compensated on a pro-rata basis on their annual salary for this additional time. The
faculty will vote to decide the schedule for the additional twenty hours. The vote will be conducted with five
school days’ notice to staff and with using a secret ballot. The twenty hours will receive retirement credit.

Teachers will have the option of excessing themselves from a newly-designated Superintendent
School by February 1 of the previous school year provided that such notice is given before the beginning of
the transfer process.

In each Superintendent School, a Joint Labor-Management Committee (made up of 2 BTU
members, 2 chosen by the Superintendent and 1 jointly agreed upon member) will be convened to make
recommendations to the Superintendent regarding school staff. The principal or headmaster can recommend
to the Joint Committee that teachers, administrators, or other staff be reassigned from the school. The Joint
Committee shall vote on any recommendation made by the principal or headmaster to reassign any staff
member from the school. A vote in the affirmative by a simple majority shall result in the recommendation
being forwarded to the Superintendent for approval and implementation. The Joint Committee may also
make their own recommendations regarding the reassignment of additional school staff and/or the principal
or headmaster to the Superintendent for approval and implementation. The Joint Committee must make staff
reassignment recommendations to the Superintendent by January 15.

Recognizing that many of these schools are hard to staff schools, the district will offer an incentive
to encourage individual or teams of experienced, excellent teachers to work in these schools. With additional
curricular, leadership, professional development, or other responsibilities, these teachers may receive up to
5% above their base salary.

The scheduling of Tier 2 and 3 schools is an ongoing function of the BPS. Where possible, the BPS
will attempt to accommodate a request for Superintendent’s Schools in Tier 3 to move to Tier 2 or Tier 1.

When a principal asks a teacher currently working at a superintendent’s school to fill a vacancy in
another grade at the school, and the teacher objects to the assignment, the teacher may appeal the assignment
to the BTU President and the Superintendent for resolution. Both must concur for the teacher to be reassigned.

The class size maxima in all regular education classes in Superintendent Schools shall be two
students fewer than those maxima identified Article V, Section A(1)(a).
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Article V
Staffing

A. Teachers
1. Class Size

(a) The Committee and the Union recognize the desirability of achieving optimum teaching-
learning conditions by assuring workable class size. To this end the Committee recognizes that it is desirable
to attempt to reach the following class size maxima:

— 12 pupils In industrial arts classes composed of special class students

To achieve these class size targets, the Committee and the Union agree that the following class size
maxima shall be in effect:

— 20 pupils in industrial classes

— 35 pupils in physical education in the middle and the high schools

— 20 pupils in Sheltered English Immersion (SEI) classes, Bilingual Classes, and ESL classes.

— 25 pupils in Sheltered English Immersion (SEI) classes, Bilingual Classes, and ESL classes in
grades 1-12 with a paraprofessional.

— 22 pupils In Sheltered English Immersion (SEI) classes, Bilingual Classes, and ESL classes in
grades K0-K2 with a paraprofessional, excluding dual language schools.

In rooms with specific student stations (shops, typing rooms, laboratories) the number of pupils
assigned to such rooms should not exceed the number of student stations available.

An appropriate number of regular teachers shall be hired to make possible the aforementioned class
size maxima.

Class size for resource and substantially separate programs shall conform with Regulations published
by the State Department of Education.

The class size maxima during this Agreement shall be as follows:

Grade 9/1/2018-8/31/2021
K1, K2, and Grades 1 and 2 22
Grades 3 -5 25
Grades 6-8 28
Grades 9-12 31

Notwithstanding the above-listed class size maxima table, effective September 1, 2013, the class size
maximum in Grade 6 at schools designated as “Level 3" and “Level 4” by the Department of Elementary and
Secondary Education shall be twenty-six (26) and the class size maximum in Grade 9 at schools designated
as “Level 3” and “Level 4” by the Department of Elementary and Secondary Education (“DESE”) shall be
thirty (30). Additionally, each of following schools shall be treated as a “Level 3” school until such time as
such school(s) receive a designation from DESE: King K-8, Higginson Lewis, Mildred Ave., Tech-Boston.

(b) Effective September 1, 2001

In elementary schools where there is only one regular education class in a grade level, the School
Department may exceed the class size maxima by one or two students. For one student over the class size
maxima the teacher will receive $1,500 and for two students $3,000.

In secondary schools where there is a singular regular education course offering, the School

Department may exceed the class size maxima by one or two students. For one student in excess, the teacher
will receive $300 per class and for two students, $600 per class.
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Compensation under this section will be on a pro-rata basis and will be subject to retirement
deductions.

(c) No compensation shall be owed for class size grievances resolved within fifteen school days of
the filing of the grievance.

(d) In the event the maximum class size is exceeded, the building administrator and the classroom
teacher will discuss in good faith appropriate educational solutions. These might include the assignment of a
Para-professional to assist the teacher, a reduction in the teacher’s non-teaching duties, insuring the teacher
an overall average class size that is no more than 85% of the maximum, and similar measures. Ultimately,
the classroom teacher may insist that the class size maximum be enforced.

(e) Caseloads
The maximum caseloads for “non-classroom” personnel shall be as follows:

Speech/Language Pathologists - Speech and language pathologists shall have a maximum average
annual system wide caseload of one pathologist to forty-three (43) assigned students. The maximum
individual caseload shall not exceed fifty-five (55). Effective 9/1/07, the BPS will increase its allocation of
speech and language therapists by a net number of 2 in each year of the collective bargaining agreement that
expires on August 31, 2010 for a total of six (6).

Occupational Therapists - Occupational therapists shall have a maximum average annual system
wide caseload of one occupational therapist to thirty-four (34) assigned students. The maximum individual
caseload shall not exceed forty-five (45). Effective 9/1/07, the BPS will increase its allocation of occupational
therapists by a net number of three in each year of the Agreement that expires on August 31, 2010 for a total
of nine (9).

Effective 9/1/07, BPS maintains flexibility to contract as needed in order to address compliance,
caseload, leave, vacancies and any other unanticipated need not met by the staffing model in the preceding
two paragraphs.

Physical Therapists - Physical therapists shall have a maximum average annual system wide
caseload of one physical therapist to thirty-two (32) assigned students. The maximum individual caseload
shall not exceed forty (40).

Guidance Counselors - The citywide ratio of Guidance Counselors shall be 1:300 (high schools);
1:400 (middle schools); and 1:250 (bilingual).

Nurses - The system wide ratio of school nurses to students shall be 1 to 700. No nurse will be
assigned to more than two schools. In the 2007-2008 school year the School Committee shall add 0.5 Nurses
for each exam school.

A joint union/management committee for Unified Student Services will establish a review for
itinerants who believe they have inequitable caseloads.

During the course of the 2012-2013 school year, the Committee will add six full-time nurses to
the current allotment of nurses and shall maintain such complement of nurses through August 31, 2016.
The Committee will designate these six (6) full-time nurses as “coverage nurses” and the Office of Special
Education and Student Services shall deploy coverage nurses to address students’ needs in the District
including, but not limited to covering for school-based nurses who are absent and supplementing current
nursing services.

Social Workers - No later than the beginning of the 2013-2014 school year, the Committee shall
add eight (8) social workers and shall maintain such complement of social workers through August 31, 2016.
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Psychologists - Starting in school year 2020-2021, if a workload model has not yet been agreed
upon, BPS will maintain a maximum average system wide ratio of 1 school psychologist per 700 students
enrolled in BPS schools. This will result in hiring an additional 4 FTEs for the life of the contract (2018-2021)
over the number employed in 2018-19.

Each School Psychologist who has performed Tier 3 Functional Behavior Assessments (FBAs) since
September 1, 2016 when the Behavior Specialist positions were eliminated, must be provided compensation
at the contractual hourly rate for all time spent on Tier 3 FBAs from that date until the present. This will be
limited to the list of individuals and hours presented at arbitration for a total of $13,068 to be divided amongst
those individuals. School psychologists will perform functional behavior assessments when needed going
forward.

Transition to Workload Model - A joint Labor/Management Taskforce will be established (with
3 members from the BPS and 3 members from the BTU; experts may be invited at the agreement of the
taskforce) with a defined meeting schedule to develop and refine a formula which will be used to establish
workload assignment for SLPs, OTs, PTs, TODs, TVIs, APEs and Psychologists. Effective with the 2019-
2020 school year, the joint labor taskforce will agree upon pilot workload program(s) to be established within
related service providers and/or behavioral health specialists. The Taskforce will consider FBAs as part of
the overall workload, The program(s) shall be reviewed on an ongoing basis by the joint committee and may
be expanded to include all providers as agreed by the parties. If after the pilot, both BTU and BPS mutually
agree to implement the model, it may replace individual caseload maxima.

The joint labor management committee for related service providers and behavioral health specialists
will develop and facilitate a process for reviewing and remediating the caseloads of individual service
providers who believe their caseload is inequitable or unmanageable.

2. Inclusion

(a) Definition and Purpose

Inclusion is moving a child or children with identified special needs into a general or regular
educational setting for the amount of time deemed appropriate for the child’s success.

To maximize student learning and effective teaching, the parties agree to the following provisions
regarding the inclusion of SPED students into regular classrooms.

(b) Teacher Input
Teacher members of the school-site inclusion planning teams shall be chosen by the school’s faculty.
Each Principal/Headmaster shall notify teachers of any inclusion plan to be implemented in their school

during next school year prior to February 15, so that:

— teachers and paraprofessionals have an opportunity to plan and prepare for its implementation, and
— teachers who wish to may exercise their contractual right to excess themselves or transfer.

(¢) SPED Placement

Prior to assigning a student to a specific class for purposes of inclusion:

(1) At elementary schools, in accordance with the regulations, the Evaluation Team Leader will
convene a meeting of the Evaluation Team plus the SPED and/or regular education teachers who currently
have the student and the regular education and/or SPED teacher who is to receive the student.

(2) Atmiddle and high school level schools, in accordance with the regulations, the Evaluation Team

Facilitator shall convene a meeting of the evaluation team, including the special education teacher and the
regular education teacher who has been designated as the liaison teacher for the student in question. Teachers

27



who volunteer to be liaison teachers will gather information and input from the other regular education
teachers to bring to that meeting. They may use two of their administrative periods to perform this task.

(3) When a student moves from an elementary school to a middle school or from a middle school to
a high school, whenever possible, Cluster offices from the receiving school cluster will provide a transition
person to meet with the sending school teams when they are preparing IEPs.

Decisions about classroom placement shall be made in those meetings in accordance with the
regulations which govern placement.

(4) The BPS Special Education Department will clarify in writing for all personnel the policies
concerning progress reports, 504 plans, service plans, and the goals addressing the new standards, and any
other policies regarding the implementation of special education and support programs.

(d) Appeal of SPED Placement

When a teacher has concerns about the placement of a student, that teacher shall make a request
to the Principal or Headmaster to reconvene the team to reconsider the placement in accordance with the
regulations. The evaluation team shall respond to the appeal within two weeks. If, upon reconsideration,
the team finds the placement inappropriate, it shall present an IEP which contains an appropriate placement
option to the parent.

(¢) Common Planning Time

Whenever possible, teachers teaching in inclusion classrooms at a school site shall be scheduled so
that they have joint planning time at least two periods per week to plan activities in the inclusion setting.

() Class Size and Staffing

At each school site, teachers, in consultation with the Principal or Headmaster, will decide how best
to configure their inclusion classrooms. However:

(1) In no instance shall an inclusion classroom exceed the ratio of 20 students to one teacher. The
20:1 ratio assumes a maximum of 6 SPED students, however, teachers in consultation with the Principal/
Headmaster may exceed this maximum if they determine it is in the best interest of the students to do so.

(2) The staffing of inclusion programs at all schools shall be in a ratio of one special education
teacher to one regular education teacher where a full complement of 502.4 students are part of the student
body.

(3) The model currently in effect at the O’Hearn School shall be grandfathered and is not subject to
this section.

(Note: The parties agree to continue the class size settlement outlined below in sections (4), (5), (6),
and (7) as part of the 1997-2000 agreement.)

(4) Article VA(2)(f) Class Size and Staffing of the parties 1994-97 collective bargaining agreement
addresses the situation where two classes, one regular education and one special education, have been
combined, resulting in an inclusion classroom. Schools which are adopting other models or other integration
of classes must consult with their school site councils and follow the procedures for and obtain a waiver
consistent with Article III C(4)d under school based management.

(5) Schools which adopt an inclusion model which changes the way that resource rooms are
configured or changes the way that resource room services are delivered must follow the procedures for
and obtain a waiver through the school based management provisions, referred to in paragraph 1 above.
Classrooms with mainstreamed SPED students who continue to receive resource room services which are
not changed by the school’s inclusion plan will continue to fall under the provisions of Article V(A)L.
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(6) Schools are reminded that the planning process referred to in Article V A2(b) and (h) is vital to
the success of any inclusion program.

(7) Article V A2(g) Paraprofessionals and Other Support, ensures that the paraprofessional support
assigned to the classes at a school will not be reduced as a result of the inclusion. The article neither entitles
teachers to additional paraprofessionals as a result of inclusion, that is, more paraprofessionals than the
number assigned to the students prior to inclusion, nor does it allow a reduction because of the inclusion
model. Article V A2(g) gives schools flexibility in allocation of their paraprofessional support. Schools with
inclusion models which vary from this must obtain a waiver through the school based management process.

(8) In a 1.0 teacher inclusion classroom, ESL services for EL students will be provided by an ESL
teacher who is not the inclusion teacher, unless the teacher agrees and is provided a stipend of 45 minutes per
day at the contractual hourly rate.

(9) In a 1.0 teacher inclusion classroom, special education services for students with a special
education code of “1” or “2” shall have their specialized instruction provided by a special education teacher
who is not the inclusion classroom teacher.

(10) In all inclusion classrooms, the number of students with IEPs will not exceed 50% of the total
number of students in the class.

(g) Paraprofessionals and Other Support

Principals/Headmasters, with input from the evaluation team, will decide how best to allocate
paraprofessional support. In all inclusion classrooms to which 502.4 students are assigned, paraprofessionals
shall be provided as well as other support required by that student’s IEP.

(h) Training

(1) Teacher Training. School-site inclusion planning teams shall meet with teachers teaching in
inclusion classrooms at least twice yearly to determine what training, professional development, and support
are needed. The Central and Cluster office personnel responsible for supporting inclusion shall arrange for
such training to be provided.

(2) Paraprofessional Training. School-site inclusion planning teams shall meet with
paraprofessionals teaching in inclusion classrooms at least twice yearly to determine what training,
professional development, and support are needed. The Central and Cluster office personnel responsible for
supporting inclusion shall arrange for such training to be provided.

When appropriate, paraprofessionals shall attend professional development training designed to
support the inclusion process.

(i) SPED Teacher Retention
No teacher shall be excessed or laid off as a result of a school-site inclusion plan.

(1) Teachers who choose not to teach in an inclusion classroom may exercise their voluntary
contractual right to excess themselves or to transfer.

(2) Positions to be filled in inclusion classrooms shall be offered first to teachers and para-
professionals in the affected classrooms, then to others within the school according to the terms of the

contract.

(3) Positions which are not filled by existing school staff shall be posted on the March transfer list
and, if necessary, on the excess pool vacancy list, and on subsequent postings.

29



3. Scheduling and Teaching Load
(a) General Policy

The teaching schedule and assignments of teachers shall be determined at the school level to meet
the best interests of children. To facilitate various educational goals, including coordinated teacher planning
and professional development, and consistent with sound educational policy, the length of classes, class size,
staffing levels, and daily and weekly schedules of teachers and students need not be uniform.

Whatever master schedule (e.g., six period day, seven period day, block schedule) is in effect in a
middle or high school for the 2000-01 school year shall remain in effect in subsequent years unless a new
type schedule is approved through the waiver provisions under school-based management by a vote of 55%
of the BTU staff.

The Arbitration concerning the schedule at English High School shall be held in abeyance until
January 31, 2001, and the BPS and the BTU shall co-sponsor meetings at EHS to discuss scheduling issues.

The BPS and the BTU believe that innovative learning environments can benefit from innovative
scheduling options. The district, with the agreement of the BTU, will choose up to 3 schools during the 2019-
20 school year to pilot innovative scheduling options in preparation for potential schedule changes in the
2020-21 school year. These three schools may pilot or adopt schedules that differ from existing restrictions
on the use of time during the school day after approval by secret ballot vote with five days notice, of at least
66 and 2/3% of the entire assigned BTU staff who work more than 50% of their time at the school. The
schools will share information about these new models with other interested schools.

(b) Planning and Development Periods

(1) Definition and Purpose. “Planning and development periods” are those periods during which
a teacher is not assigned to a regularly programmed responsibility. Planning and development periods shall
be teacher directed and it is expected of teachers that these periods will be used primarily for educational
planning, team meetings, and parental contact.

(2) Elementary Teachers. All teachers in elementary schools, including specialists and itinerant
specialists, will be scheduled for four 48-minute planning and development periods per week. No teacher
shall be scheduled for more than two such periods per day.

Effective September 1, 1995, elementary teachers shall receive a 48-minute common planning
period each week.

This common planning period may be used for such purposes as common planning time; group,
cluster, or departmental planning; team teacher planning; meeting with mentor or consulting teachers;
modeling of lessons by demonstration teachers; staff meetings; parent/teacher meetings; or workshops
sponsored by the Center for Leadership Development.

Effective January 1, 2001 the weekly common planning period shall be administratively directed.

So long as SPED teachers continue to receive the SPED 96-minute administrative period, such
period shall count as two (2) planning and development periods in compliance with this section (1).

A teacher not receiving any such period will be paid 1/5 of the per diem substitute teacher rate.
(3) Middle and High School Teachers. All teachers in middle and high schools will be scheduled for

240 planning and development minutes per week. Teachers will have planning and development time each day
and will be scheduled in blocks/periods of continuous time that are no less than 40 minutes in duration.
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(¢) Administrative Periods

“Administrative periods” are those periods during which a teacher is programmed for an activity
other than teaching. “Homeroom classes™ are those in which children assemble in the morning, during the
school day, and at the close of the day for administrative purposes. The time involved is of short duration.
Home room periods of other than short duration are considered administrative periods. Administrative
periods shall be distributed as widely as possible among teachers not scheduled for teaching or other duties
at a given time. Every effort shall be made to relieve a teacher of an administrative period if a teacher covers
a class during one of his or her planning and development periods.

(d) Normal Teaching Load
In order to meet the new State Requirement of 990 instructional hours per year, the maximum
teaching time at the secondary level shall be increased to 240 minutes per day. Teachers shall not be required

to teach more than 165 minutes without a lunch break, planning and development period, or an administrative
duty. Teachers shall receive a minimum of 240 minutes of planning and development time each week.

(e) Duty-Free Lunch

(1) Elementary Schools. The parties agree to provide for every elementary teacher an adequate
duty-free lunch period of at least 40 minutes. This was and shall continue to be effectuated within a teaching
day beginning at 8:30 and not extending beyond 2:30 p.m. with a 40-minute lunch period and a 15-minute

recess. Elementary teachers’ duty-free lunch will be held at regularly—scheduled lunch periods.

(2) All secondary school schedules shall provide for a minimum of a twenty-five minute duty free
lunch for teachers.

(3) Leaving School Premises. Staff shall be permitted to leave the building during their duty-free
lunch period with the approval of the Headmaster or Principal or Assistant Principal or Teacher-in-Charge.

() Limits on Additional Work

Except as otherwise provided in this Agreement, a teacher shall not be required to be present at a
school for more than the regular working day for that level, unless they agree to do so voluntarily.

(g) Cooperating Teachers

Any teacher requested to accept a trainee shall have at least one week’s advance notice, and may
refuse.

(h) Flexible Workdays for Non-Classroom Professionals

The Headmaster/Principal can develop a flexible work year or work day for Guidance Counselors,
Librarians, or any other non-classroom professional so long as the bargaining unit member agrees.

4. Relief from Non-Teaching Tasks

The parties agree that the present practice of requiring teachers to perform non-teaching tasks is
uneconomical; further it has a deteriorating effect on the vitality and effectiveness of the teacher in the
practice of his or her profession. It is therefore agreed as follows:

(a) Elementary Schools

The Committee and the Union recognize the desirability of relieving teachers of non-teaching
duties such as lunch duty, traffic duty, duplicating of materials, collecting money for purposes such as milk,

insurance, pictures and school banking. As a first step in effectuating these principles, the parties agree that
elementary teachers shall have no bus duty before or after school.
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(b) Middle Schools

A person will not be required to perform street duty where police protection is considered necessary
but it is not available. A person is not required to perform traffic patrol.

(c) Teachers relieved by school paras of administrative assignments shall not be assigned to teaching
duties in lieu of such administrative assignments.

(d) No industrial arts, vocational education, or home economics teacher shall be required to perform
work that is not part of the pupil instructional program or part of the teacher’s job duties.

Teachers are encouraged to cooperate in meeting reasonable requests made with reasonable lead time
prior to events related to school activities.

5. Teacher Assignment Procedures
(a) High and Middle Schools

(1) No later than February 1%, programming preference sheets shall be distributed to all teachers.
Programming preferences will be honored to the extent consistent with the provisions of this Agreement. All
preference sheets shall be returned by March 1. No later than ten (10) school days prior to the end of the
school year, teachers shall be given the following information on their programs for the next school year:

— Subjects and grades of subject to be taught.

— Any special information about particular classes teachers may be required to teach and the grade
and particular type of home room.

No later than five (5) school days before the end of the school year, teachers should receive their total
program for the following school year, which shall include the periods and rooms where their assignments
are scheduled. Programs may be considered subject to change if necessary because of changes in subject
enrollments, faculty changes, or programming conflicts. Reasons for any such change shall be given by the
Principal or Headmaster to any teacher affected. No teacher shall be required to teach out of certificate and no
teacher will teach out of certificate if it prevents others from being appointed from the rated list.

Ateacher may consent to teach outside of his or her primary program area to avoid being involuntarily
excessed, provided the teacher is state certified and the assignment does not cause the layoft or prevent the
recall of another teacher.

(2) Whenever possible teacher programs should follow these guidelines:

— Teachers shall be programmed so as to have a minimum of lesson preparations. Program requests
of teachers shall be taken into consideration in determining this minimum. This policy shall be followed
especially for beginning teachers and teachers having home room classes with maximum teaching loads.

— Teachers should be assigned to teach in their area of certification.

— There should be no more than three consecutive teaching assignments and no more than four
consecutive working assignments except for teachers normally programmed for double periods.

— The number of different rooms in which assignments occur should be kept to the absolute minimum.

— Equitable standards should be applied within each school for exemption from home rooms and
building assignments.

(b) Elementary Schools
No later than February 1+ preference sheets shall be distributed to teachers. Teachers should indicate
their preferences in order of priority of grade level and type of class, with the understanding that if an opening

exists, such preferences will be honored where it is consistent with the educational needs and requirements
of the particular school.
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Teachers should be given an opportunity to discuss their assignment request with their principal. All
preference sheets should be returned to the principal on or before March 1.

Where there is a vacancy and more than one qualified internal candidate desires the position, the
principal or headmaster has the right to select an individual to fill a particular grade and/or assignment.

With regard to requests as to grade level or special assignments, teachers with the highest seniority
should be given preference if the teachers’ qualifications for the position are the same.

Looping at the Elementary Level: If the principal with a majority of the teaching staff at an elementary
school adopts a “looping model,” the principal shall be allowed to assign teachers to implement this program.
Kindergarten classes will be excluded from any looping program.

(¢) Rotation

The policy of equitable assignment of teachers for all teaching duties should be followed insofar
as possible. The policy of equitable rotation of teachers for all non-teaching duties (including home room
classes) should be followed insofar as possible, provided, however, no teacher shall be required involuntarily
to perform a specific non-teaching assignment for a period in excess of two (2) school years.

On or before February 1%, a list of all non-teaching assignments for which administrative periods
are given in a teachers’ program shall be posted in each school. These assignments may be applied for in the
teacher’s program preference sheet as herein provided.

An applicant for such a non-teaching assignment who does not receive the assignment shall, upon
his/her request, be given the reasons for not having been selected by the Principal or Headmaster.

(d) Granting Permanent Status To Provisional Teachers:

Principals will be required to make recommendations as to which provisional teachers they want
to make permanent teachers by February 1% of each year. Principals will be notified by February 15" if
their recommendations have been approved. The Superintendent shall make permanent appointment of
provisional teachers by March 27%.

6. Project Promise

(a) All Project Promise positions will be posted as more desirable positions under Article V(I)(2)(a)
and filled by teachers who voluntarily apply and are selected.

(b) Faculty members in designated Project Promise schools who are interested in participating in
Project Promise shall so inform their principals in writing. No such teacher shall be required to fill out a
formal application or submit resumes, transcripts, or letters of recommendation.

(c) Atany school which is designated a Project Promise type school as, for example, the Timilty and
Thompson Schools in the 1986-87 school year, a teacher who does not apply for Project Promise or who
applies but is not selected may be excessed or otherwise involuntarily assigned elsewhere in the system.

(d) Hours

Notwithstanding any contrary provisions of Article V(E), all teachers selected for Project Promise

shall be required to work two hours beyond the regular work day on Monday through Friday and may be
required to work three hours on Saturdays.

33



(e¢) Work Schedule and Assignments

The teaching schedules and assignments of Project Promise teachers shall be determined by the
individual clusters established at each school; however, all Project Promise teachers shall be entitled to
contractual provisions regarding lunch time, administrative periods, and planning and development time.

() Compensation

The extra hours of work, Monday through Friday, shall be compensated at the contractual hourly
rate and the annual salary of Project Promise teachers shall be increased to annualize this premium. Each
Saturday actually worked will be paid at one-half the teacher’s actual per diem rate.

(g) No teacher will be laid off or denied recall rights as a consequence of the Project Promise program.
7. Summer Program

A voluntary summer program may be available for students in certain of the Boston Public Schools.
The purposes of the summer program shall include enrichment of the educational experience of students,
to provide opportunities for student remediation, to integrate work and community service opportunities
with educational experience, and to allow for greater opportunities for sports, arts, and vocational education.

The School Department shall determine the summer program curriculum, all aspects of operation
and administration of the program, including employment in the program, salary, hours, and conditions of
employment. Employee participation in the summer program shall be voluntary. Selection of employees
shall be as determined by the Department.

8. Hiring of Substitutes: Class Coverage

(a) Teachers having an instructional program who are allowed to attend an educational convention,
or are called for a full-day professional conference or meeting by the Superintendent or a vote of the
Committee, shall be relieved by a per diem substitute and the teacher shall be compensated.

A teacher shall lose no compensation for participation in case conference(s), home visit(s), attendance
at council meeting(s), or attendance at any other approved meeting(s) which take one-half (1/2) or more of
the day.

(b) It is the policy of the Committee that substitutes shall be hired to cover classes of regularly
assigned teachers when they are absent.

(c) In the event the Committee after a good faith effort is unable to hire a substitute for a classroom
teacher who regularly works with a paraprofessional, that paraprofessional may be requested to serve as a
substitute teacher under the following conditions:

(1) The paraprofessional has a teaching certificate or five or more years of service.

(2) The paraprofessional is requested to substitute only in those classes in which he or she normally
works.

(3) The paraprofessional is paid $9.00, and effective 8/31/18, $10.00 per hour in addition to his or
her regular salary.

(d) The Department will make a good-faith effort to hire a substitute when a regularly assigned nurse

is absent for more than one day. In any event, a substitute will be provided whenever a nurse is absent for
three or more days.
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9. Final Records: Marks
(a) Elementary Schools

No final records will be required of teachers until May 1st for Grade 5, and 15 days before the close
of school for all other grades.

(b) Middle Schools

Final marks shall not be required of any teacher before May 1st for Grade 8, and 15 days before the
close of school for Grade 6 and 7.

(¢) High Schools

The number of marking periods for all schools shall not exceed five (5) in number. Final marks shall not
be required of any teacher before May 1st for seniors, and 15 days before the close of school for other students.

(d) Other

(1) Marks may be subject to change if the teacher submits the request in writing to the principal or
headmaster.

(2) Grades for all high school and Latin School students shall be recorded by the data processing
method and no teacher shall be required to record numerical grades on duplicate records at the school.

(3) Ajoint Union/Management Committee shall be established with the specific goal of developing
a program for the computerization of elementary report cards and all other elementary student records.
The committee shall be appointed by the Steering Committee no later than December 1, 2000, and the
recommendations of the committee on computerization shall be due by May 1, 2001. It is the goal of the
Union and the School Department to provide for the computerization of elementary report cards and records
by September, 2001.

(e) Submission Deadline

Teachers at all levels shall have at least 2 school days following any week long vacation to submit
their students’ marking term grades and attendance reports (scanner sheets), making them due no earlier than
noon on the Wednesday following the vacation.

10. Goals (Effective 9/1/2007)

(a) Unit Finals, Assessments

All teachers required to input assessment data of any kind on any section of MyBPS or in spreadsheet
form at the school or central level, but especially math end of unit tests, midyear and final tests shall be
provided time during the work day that does not conflict with the teachers P&D or lunch to input student data
that results from these or other assessments. Otherwise this task is completely voluntary and at the teacher’s
own discretion.

(b) Official School Department Tests

All BPS and official school tests must be printed, collated and stapled in a timely manner prior to the
need to distribute, and sufficient copies will be provided to teachers.
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(¢) Grades, Inputting of Data

Grades and warning notices for all high school and Exam School students shall be recorded by the
data processing method and no teacher shall be required to record numerical or letter grades or comments on
duplicate records at the school.

11. Scholarship Standards

The parties agree that a continuing study will be given to suiting the curriculum to the student and
developing optimum teaching-learning conditions. The following are recommended:

(a) Extension of the academically talented program in the Middle Schools.

(b) School rules for dismissal for athletic events will be enforced.

(c) Class interruptions for notice or other matters shall occur only when necessary.
(d) Out of district students shall not be admitted if overcrowding results.

(e) Teachers and assistant headmasters (subject areas) shall receive notice when a curriculum
committee is to be established. Teachers will have an opportunity to submit recommendations to their
curriculum committee.

Proposed major revisions in curriculum will be made available to teachers through their council or
school representative in their area of education for their comment before such revisions are adopted.

(f) A joint committee shall be established to develop a curriculum guide for the extended day
Kindergarten program.

(g) Individualized Benchmark Testing Effective September 1, 2004, all elementary teachers
for grades K2 - 3 will be provided with substitute teacher coverage while administering individualized
benchmark testing. These teachers will receive substitute coverage for the equivalent of two days- the
equivalent of one in September and the equivalent of one in June-per teacher per year. In dual-language
programs where teachers must complete this benchmark testing in two languages, the teachers will receive
substitute coverage for the equivalent of four days -- two of which shall be in September and the remaining
two in June -- per teacher, per year. The substitute will be compensated at the rate of $15.00 per hour. The
union will facilitate the hiring of retired teachers and others for this purpose. But if a regular substitute teacher
is used, he/she will be paid in accordance with the collective bargaining agreement

B. Special Groups

1. Kindergarten and Pre-Kindergarten

(a) The schedule of student morning arrival and length of school day for the kindergarten and pre-
kindergarten teachers shall be no longer than that for the rest of the staff in an elementary school. The School
Department will use its best efforts, subject to programming needs, to reduce the distance between schools

for K1 and K2 teachers assigned to two schools.

(b) All administrative policies on kindergarten and pre-kindergarten teachers shall be made available
to teachers and principals.

(c) Classes for kindergarten students shall not commence until the Monday following Labor Day.

(d) Involuntary traveling assignments for all K1 and K2 teachers will be made in reverse order of
seniority.
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(e) A full-time paraprofessional will be assigned to all KO, K1 and, starting in the 2020-21 school
year, K2 classes. For the SY19-20 school year, BPS will consider high needs K2 classrooms where it is
feasible to add a K2 paraprofessional and, where appropriate, paraprofessionals remaining on the excess or
recall list will be assigned to said added classrooms.

2. Teachers of Music

(a) Teachers of Music who qualify shall be permitted to rate for the position of Supervisor of Music/
Arts Education.

(b) No member of the Music Department instructional staff may be required to participate in
professional conferences or other activities sponsored by any teacher organization.

3. Industrial Arts and Home Economics Teachers

When a qualified Industrial Arts or Home Economics substitute is not available, the shop is to be
closed.

4. Guidance Counselors

(a) The School Department shall maintain a single list of guidance counselors that includes all
permanent guidance counselors and former guidance advisors and student development counselors (SDCs),
and the term “guidance advisors” shall not be used. This merged list shall be ranked by total years of service
in the Boston School system and used for determining layoff, transfer, excessing, and all other appropriate
purposes under this Agreement.

(b) A joint Union/Management Committee shall be established for Guidance Counselors.

(c) All bilingual guidance counselors shall have the same transfer and assignment rights as all other
guidance counselors to “regular’” guidance positions.

(d) Effective 9/1/2007, the school department shall provide opportunities for guidance counselors to
earn PDPs through workshops.

5. Vocational Education Teachers
When a qualified Vocational Education substitute is not available the shop is to be closed.

Effective 9/1/2007, a citywide task force shall be set up to look at the various specific needs of the
vocational programs in Boston.

6. Coaches

(a) Employees serving in coaching positions prior to September 1, 1980 shall be grandfathered in
such positions which shall not be posted annually, provided, however, on and after September 1, 1981, no
person may hold more than two (2) coaching jobs.

Any person holding more than two (2) coaching jobs prior to September 1, 1981 shall, prior to April,
1981, choose the two (2) coaching jobs he/she wishes to keep; any coaching job not so chosen will be posted
under paragraph (b).

An employee will lose grandfather protection based on an “unsatisfactory” evaluation rating of his
performance as a coach.

(b) Coaching vacancies arising after September, 1980 shall be for a term of one year only,
notwithstanding any contrary prior practice, and shall be reported annually.
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(1) All coaching positions shall be filled by qualified members of the teachers’ or paraprofessionals’
bargaining unit, except as provided in sections (2) and (4) below.

(2) If no bargaining unit member applies for a specific coaching position or if the only applicant or
applicants have previously been rated unsatisfactory as a coach, the School Department may hire a coach
from outside the bargaining unit. Such positions shall be reposted the following year and the incumbent shall
be eligible for reappointment as long as there is no break in service.

(3) Any coach who is promoted out of the bargaining unit shall not retain his or her coaching
position.

(4) Non-bargaining unit members who coached during the 1985-86 school year shall remain eligible
for reappointment to a coaching position in the same sport in the same school.

(5) New coaching appointments shall be recommended by the personnel subcommittee of the
School Site Council at each school.

(d) Coaches shall be evaluated annually by the Principal/Headmaster in consultation with the
Athletic Director.

(e) The parties, having a joint interest in exploring options for expanding and maximizing the quality
and depth of the school system’s athletic programs through collaboration with the nonprofit Boston School
Sports and Fitness Corporation (“BSSFC”), agree to maintain a Coaches Committee composed of four (4)
representatives of the School Department appointed by the Superintendent, four (4) coaches appointed by the
Union, and two representatives appointed by BSSFC.

This Coaches Committee shall continue to meet and make recommendations relative to coaches’
issues. The Coaches Committee’s recommendations shall be considered by the Steering Committee.

(f) New Coaches: The Coaches Committee shall determine a rules based way to add athletic
coaches and/or athletic programming. For the life of this contract (2018-2020), the School Committee shall
add funds of at least $75,000 for assistant coaches, to be added based upon program need as determined by
the Senior Director of Athletics, or designee, with priority in sports where they don’t already exist.

7. Swimming Instructors

This Section defines the full agreement between the parties concerning swimming instructors.

(a) Salaries

Swimming instructors will be paid according to the teachers’ salary schedule and advance annually
to the next higher step, except that the salary of a swimming instructor without teacher certification shall be
capped at Step 5.

(b) Layoff and Recall

The layoff and recall procedures for swimming instructors will be that specified in Article V(L)
of this Agreement. For that purpose, swimming instructors shall be considered as a separate program and
certification area.

(¢) Fringe Benefits

Swimming instructors will receive health and welfare fund, sick leave, group health insurance,

military and reserve leave, and maternity leave under this Agreement, and personal leave as provided under
the Paraprofessional’s Agreement.
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(d) Payroll Deductions for Union Dues

The Union shall secure authorizations for payroll deductions for Union dues and shall provide
electronic copies of such authorizations to the Committee’s Chief Human Capital Officer or their designee.
Such authorizations may be revocable as provided by law. The Committee will request the Treasurer of the
City of Boston to submit such sums in total to the Union Treasurer no later than 30 days after such deduction
was made.

Upon request by the Union, the School Committee shall, to the extent allowed by law, provide the
Union with the name, employee identification number, and assignment of any employee from whom it has
received a written request to revoke dues deductions.

(e) Discipline and Discharge

No swimming instructor who has served a probationary period in excess of thirty (30) school days
shall be disciplined or discharged except for just cause.

(f) Grievance and Arbitration Procedure

Grievances as defined in this section 7 will be processed through the grievance and arbitration
procedure under Article X of this Agreement.

8. COSE
COSE shall be added as a program areas in Appendix “A” of the Agreement.

Eligibility and Placement Specialist position will be created starting in the 2020-21 school year.
This is similar to the “Citywide ETF.” This person will chair initial evaluation meetings and re-evaluation
meetings, and may assist in meetings where a change of placement is contemplated. The caseload for this
position shall be 150. Each case shall count as 1, re-convenes based on the initial shall be held by the Eligibility
and Placement Specialist but do not count as more than 1 case. In addition, this position will support school
based coordinators with development and planning activities, for example, scheduling, creating calendars,
organizing work year, setting up caseloads, and understanding processes of special education within Boston
for no more than 10 hours per month. The Specialist shall report to the Assistant Superintendent of Special
Education or designee. If a student is not found eligible for Special Education services, the Specialist shall
consider 504 eligibility and develop a plan should one be necessary.

Early intervention referrals and most service-only students will be removed from the school-based
COSE caseloads.

School Based Coordinators of Special Education:

+  Shall be assigned to no more than 3 schools

+  Shall be responsible for annual review and IEPs developed from those meetings

Shall be responsible for original 504 meetings and 504 plans developed from those meetings
(except those developed from initial IEP meetings)

Shall support school based student support team processes

Shall support school based compliance for services and accommodations

»  School-based caseload shall be 165 and each case (current IEP or 504 plan) counts as 1

The District will increase its allocation of COSE by a net number of 2 in the 2013-2014, 2014-2015
and 2015-2016 school years for a total of six (6) additional COSE.

During the 2012-2013 school year, and through August 31, 2016, the District shall make available
the equivalent of a 0.7 clerk to each 1.0 COSE.
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COSE will be allowed to participate in the PTPP.
Supplies shall be made available to COSE at each school he/she serves.

COSE shall be paid under the teacher salary schedule. The work year for COSE shall be the teacher
work year. In addition, COSE may be allotted summer work to be compensated at the contractual hourly
rate and to be scheduled cooperatively by the Assistant Superintendent of Special Education and Support
Services and the COSE, with such scheduling to be completed by July 15%.

viii. The Superintendent shall designate individuals to evaluate COSE.
9. Hub Community School Coordinator

In SY 2019-2020, the BPS, after consultation with the BTU president or designee, will establish
a year-round teacher on assignment position of Citywide Hub Community Schools Coordinator, a BTU
position. The Citywide Hub Community Schools Coordinator position will be maintained at least through
SY 2020-2021 and shall oversee any approved Hub Community Schools implementation in the district by
providing direct technical support and professional development to Hub Schools and/or schools interested
in becoming Hub Schools.

10. SEIMS Arbitration

1. Elementary Resource Room Teachers, Elementary Substantially Separate Teachers, Itinerant
Teachers. Each of said teachers shall be provided ninety (90) minutes in each week. A ninety (90) minute
period may be segmented into two (2) forty-five (45) minute periods in the discretion of the Department.
Such period(s) shall be used primarily to perform SEIMS duties and/or secondarily SPED related duties
as may be assigned by the Department or as may be determined by the teacher in the absence of such
assignment, provided, however, the following duties shall not be considered as SPED related duties to be
performed during the aforesaid 90 minutes each week.

a. Participating in 766 Team Meeting.
b. Conducting Formal Assessments.

¢. Monitoring 502.1’s, provided however, in the case of Itinerant teachers only, said monitoring
may be required in one of said teachers 45" periods each week. The other 45” period of said Itinerant teacher
shall be dedicated to perform SEIMS duties only.

d. Completing Compliance Assurance Checklist

e. Secondary Resource Room Teachers and Secondary Substantially Separate Teachers. Each of
said teachers shall have two (2) of their scheduled administrative periods each week dedicated to SEIMS
duties or other SPED-related duties in accordance with paragraph #4 herein.

f. In the event the Department fails in any instance to provide the required administrative period
to a teacher, the Committee shall pay twelve dollars ($12.00) for each full forty-five (45) minute period not
provided.

2. The parties agree to promptly establish a Joint Committee consisting of four COSE appointed
by the President of the BTU and three administrators appointed by the Superintendent. Decisions of the
Committee shall be made by majority vote with the responsible administrator voting with the majority.
The Committee shall deal with such issues as it may deem appropriate including but not limited to, the
presentation of In-Service programs to regular education teachers concerning referrals, and SEIMS related
matters.
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3. Early Childhood Substantially Separate teachers shall be give 90 minutes of administrative time
on the day of which no children are assigned, for SEIMS and other SPED related activities.

11. Department of Implementation Personnel

Assignment
Information Transportation Transfer
9/1/2018 - 8/31/2019 Officer Officer Specialist
Base 77,562 90,346 102,973
After 8 Yrs 82,146 94,928 107,558
Assignment
Information Transportation Transfer
9/1/2019 - 8/31/2020 Officer Officer Specialist
Base 79,114 92,153 105,033
After 8 Yrs 83,789 96,826 109,709
Assignment
Information Transportation Transfer
9/1/2020 - 8/31/2021 Officer Officer Specialist
Base 80,696 93,996 107,133
After 8 Yrs 85,465 98,763 111,903

(b) Length of the Work Year

The work year shall be 12 months, but not to exceed 215 workdays. Vacation days will not be
scheduled between the first Monday in August and October 1.

(¢) Length of the Work Day

The regular workday shall be 6 hours and 55 minutes (exclusive of lunch).

(d) Overtime

Effective July 1, 2007, group IIT will no longer be entitled to compensatory time-off. However, any
compensatory time-off accrued prior to Julyl, 2007 will be valid. Overtime hours will be compensated at
the contractual hourly rate.

(e) Health and Welfare Fund

Department of Implementation personnel in the teachers bargaining unit will be included under the
provisions of Article VIII(O) of this Agreement.

(H) Discipline and Discharge

Department of Implementation personnel who have completed sixty (60) days shall not be disciplined
or discharged without just cause.

() Right of Return
An employee of the Department of Implementation who may be laid off from a position and who

was formerly a permanent teacher in the bargaining unit will be placed in the teacher excess pool. All years
spent in the Department of Implementation will count towards seniority.
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(h) Assignment with Salary Groupings

Department of Implementation personnel within the same salary grouping may be assigned as
needed to any position within that grouping.

(i) Additional Rights and Benefits

Department of Implementation personnel shall have all rights and benefits of this teachers’
Agreement.

(j) Layoff and Recall
Layoff and recall shall be by seniority by job title.

12. Investigative Counselors

(a) Salary
2018-19 2019-20 2020-21
Basic 87,479 89,229 91,013
After 8 years 91,957 93,796 95,672

(b) Length of Work Year
The work year shall be the regular school year plus twenty-two (22) days.

(1) Summer work assignments shall be scheduled cooperatively by the responsible administrator
and the investigative counselors; the summer schedule shall be completed by June 1 of each year.

(2) No investigative counselor shall be required to work during school vacation weeks.
(¢) Length of Work Day

The regular work day shall be eight (8) hours and 10 minutes, inclusive of lunch.

(d) Overtime

Compensatory time-off on an hour-for-hour basis shall be granted for the first thirty (30) hours of
overtime