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ARTICLE 1 

 

RECOGNITION 
 
For the purpose of collective bargaining on the question of wages, hours, and conditions 
of employment, the Committee recognizes the Association as the exclusive bargaining 
agent and representative of all Housemasters, Assistant Principals, Directors, Department 
Heads, Coordinators, Supervisors, Dean of Students and Supervisor of Nurses.  For the 
purpose of this Agreement, the term "administrators" shall be used to collectively 
designate these persons.    
 

ARTICLE 2 

 

SALARIES 
 
A. Basic Salary Schedule 
 

The Committee agrees that the salary schedules attached hereto and made a part 
hereof shall apply to all administrators covered by this Agreement. 

 
B. Method and Time of Payment 

 
1. All administrators will be paid on a weekly basis in fifty-two (52) equal 

installments.  Administrators shall have the option of choosing to receive 
their yearly salary by being paid said salary in forty-two (42) equal 
installments during the work year.  Administrators will be paid on the 
Wednesday before Thanksgiving. 

 
2. Notwithstanding the above, administrators may elect to be paid on a 

weekly basis on equal installments on Thursdays, from September to the 
end of the school year in June, with no monies deferred during the school 
year for payments in July and August.  When Thursday is a holiday, 
administrators who elect this option will be paid on the day before. 

 
3. Administrators who desire to change their method of payment shall so 

notify the Superintendent, in writing, before August 1, to take effect the 
first pay period of the new work year.  No change in payment will be 
made during the work year.   

 
C. Lump Sum Payments 
 

The Superintendent or his/her designee shall provide an appropriate form for 
administrators no later than April 15th to allow an administrator to collect lump 
sum summer payment.  This request must be submitted on the official form by the 
administrators no later than May 1st to be eligible for the lump sum summer 
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payment.  This payment is to be made on or before June 30th for each year.  
Administrators choosing the above-mentioned option no longer require a lump 
sum.   

 
D. Salary Step and Sick Days Notification 
 

On or before October 15 of each year, administrators shall be notified, in writing, 
of their salary step and of their number of accumulated sick days as of September 
1st of the school year.   

 

ARTICLE 3 

 

SUPPLIES AND BUDGET 
 
A. Notification of Alterations and Deletions 
 

As soon as Central Administration is notified, administrators shall be notified of 
any alterations or deletions from orders of books, supplies, and the like.  
Administrators will be notified, in writing, of "no-bid" items by October 15.  If a 
policy is devised as a result of consultations pursuant to the Unit A Contract, said 
policy shall supersede this section.   

 
B. Budget Cut Review 
 

Administrators will be given the opportunity to review cuts in their budget 
recommendations with the Superintendent or his/her designee before they are 
implemented.   

 

ARTICLE 4 

 

RESIGNATION OR RETIREMENT 
 

A. Notice of Resignation or Retirement 
 

All administrators are required to give notice to the Superintendent of resignation 
or retirement at least thirty (30) days in advance of its effective date.  Notice of 
resignation or retirement effective in the month of September must be filed with 
the Superintendent at least sixty (60) days prior to their effective date.   

 
B. Additional Compensation 
 

The Committee/Superintendent agrees to provide an administrator, who has or 
will have at least ten (10) years of service with the New Bedford School 
Department and has notified the Superintendent, in writing, of his/her intent to 
resign or retire at the end of the school year, with a lump sum payment as 
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additional compensation of $3,000.00 for a resignation, or $5,000.00 for a 
retirement under the Massachusetts Teachers Retirement Program or the City of 
New Bedford Retirement Program.  The effective date of resignation or retirement 
must be no later than August 31 of the school year in which resignation or 
retirement is elected. 

 
C. Payment of Additional Compensation 
 

Such written notice must be made to the Superintendent of Schools on or before 
March 1.  Payment will be made to the administrator on or before September 1.  If 
an administrator fails to resign or retire at the end of the school year pursuant to 
his/her notice to the Superintendent, and has been paid the lump sum payment, the 
administrator must repay the additional compensation in a lump sum as a 
condition of continued employment with the New Bedford School Department.   

 

ARTICLE 5 

 

ADMINISTRATIVE EVALUATION AND DISCIPLINE 

 
A. Adverse Action 
 

The Superintendent shall not dismiss, suspend, demote, nor reduce the salary of 
any administrator except in accordance with the provisions of General Laws, 
Chapter 71.   

 
No adverse action, as herein defined, shall be taken against any Unit B employee 
for disciplinary or other reasons without just cause.  For the purposes of this 
Agreement, the term “adverse action” shall mean only the following type of 
action: 

 
1. Admonishment:  An admonishment is a disciplinary action taken against 

a  Unit B person by the appropriate supervisory official for some 
infraction which is not of a serious nature.  An admonishment may be oral 
or in writing and shall be carried out in as much privacy as possible. 

 
2. Reprimand:  A reprimand is a statement of official censure in a formal 

letter to the Unit B person from the School Committee and/or its agents 
for a serious violation. 

 
3. Suspension:  Suspension is an enforced temporary non-pay status and 

absence from duty of a professional employee directed by the Committee 
and/or its agents.  The Unit B person will be given written notice of 
his/her suspension and the reasons therefore prior to the effective date of 
such a suspension. 
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4. Demotion:  Demotion, except as is otherwise provided herein, is a change 
from one position to another position lower in rank or compensation.  The 
term "demotion", as used herein, shall not include any action taken by the 
Committee in not reappointing a Unit B person to assignments and/or 
positions demotions and the reasons therefore prior to the effective date of 
said demotion.   

 
B. Discipline 
 

No administrator shall be disciplined or deprived of any professional position or 
advantage held by said administrator, in cases not covered by Chapter 71 of the 
Massachusetts General Laws, without cause.  The previous sentence shall not 
apply to a Superintendent’s decision not to renew the appointment of an 
administrator with less than three (3) years service in any position covered by this 
Agreement. 

 
C. Work Performance 
 

It is understood that administrators are continually under observation of their 
work performance by the Central Administration and that such observation is 
conducted openly in their daily contact with the administration.  In the event work 
performance is not satisfactory, the Superintendent or his/her designee will call to 
the attention of the administrator the basis for such a determination and afford the 
administrator the opportunity to correct or improve his/her performance prior to 
instituting any disciplinary or other adverse action.   

 
D. Evaluation Report 
 

1. Administrators will be given a copy of any evaluation report prepared by 
their evaluator, and administrators will have the right to discuss such 
reports with their evaluators before the reports are submitted to the 
Superintendent or his/her designee or placed in their personnel files. 

  
 

2. Upon review of his/her evaluation report, if the administrator is of the 
opinion the report refers to anonymous material or statements; i.e., the 
complainant refuses to identify him/herself, the administrator may request 
to meet with the Superintendent, and the Superintendent shall meet with 
the administrator to discuss the propriety of including such material or 
statements in the evaluation report.  No anonymous material shall be 
included in the administrator's personnel file.   

 
3. An administrator shall have the right to rebut, in writing, in whole or in 

part, his/her evaluation report and may request a meeting with the 



 5

Superintendent in the event he/she is of the opinion the evaluation is unfair 
or incomplete.   

 
 4. Evaluation System 
 

The evaluation system for administrators is incorporated as Appendix H in 
this agreement.   

 
 5. Evaluation Committee 
 

The parties agree to establish a Committee for the purpose of discussing 
the Unit B evaluation process and instrument. 
 
The Committee will make its recommendation to the Superintendent. 
 
Nothing herein shall be construed as a waiver of the Associations right to 
bargain over any proposed changes to the status quo. 
 

E. Notice of Report 
 

Administrators wishing to discuss any report referred to in paragraph D above, 
shall notify their superior, in writing, within ten (10) school days of notice of said 
report.   

 
F. Complaints 
 

Any complaints regarding an administrator made to the administration by any 
parent, student, or other person will be promptly called to the administrator's 
attention.  The full nature of the complaint and the name of the complainant will 
be provided to the administrator.  In the event that "anonymous" information is 
given to the administration and passed on to an administrator, no action will be 
taken against an administrator based on this anonymous information.  In the event 
the administrator is required to be present at more than one (1) meeting, the 
administrator shall be given two (2) working days notice of such meeting(s) 
between the complainant and the administrator, unless the Superintendent 
determines that the circumstances require an earlier meeting, no less than one (1) 
working day notice of the meeting.  The administrator shall have the right to have 
representatives of the Association present.   

 
G. Disciplinary Action 
 

If an administrator is to be formally reprimanded, suspended, demoted or 
dismissed by the Superintendent, he/she will be entitled to have Association 
representation.  Such disciplinary action shall be carried out in private and may be 
held after school hours. 
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ARTICLE 6 

 

ADMINISTRATORS' FILES 
 
All administrators' files shall be maintained under the following circumstances:   
 

1. No material derogatory to an administrator's conduct, service, character, or 
personality shall be placed in the files unless the administrator has been 
previously notified in writing and given ten (10) school days to review it.   

 
2. No material pertaining to the conduct, service, character, or personality of 

an administrator that is not substantiated shall be placed in the 
administrator's file.   

 
3. An administrator shall have the right to answer any material put in his/her 

personnel file and have the answer attached to the file copy.   
 

4. The Superintendent or his/her designee shall, at the request of an 
administrator, permit the administrator, by appointment, to inspect the 
contents of his/her personnel folder, files, cards, and records, and make 
copies of such contents and records in the presence of the Superintendent 
or his/her designee, and if he/she so desires, a representative from the 
Association, as concerns his/her work or him/herself.   

 

ARTICLE 7 

 

TRANSFERS AND ASSIGNMENTS 

 
A. Posting 
 

1. All vacancies, including newly created positions in Unit B, shall be 
posted, as soon as known, in every school or included in the Personnel 
Bulletin.  A vacancy is defined as any unfilled Unit B position.  Such 
posting shall clearly set forth a description and qualifications for the 
position including the duties and salary thereof.  Such qualifications, 
duties and salary shall not be changed after having been posted unless the 
position is re-posted in which case the notice will clearly indicate that this 
is a re-posting.  A copy of the posting or re-posting will be sent to the 
Association.  The posted qualifications will be adhered to by the Principal 
and/or Superintendent. 

 
2. When school is in session, such notice of vacancies or other promotional 

opportunities shall be posted, or included in the Personnel Bulletin, as far 
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in advance as practicable, ordinarily, at least fifteen (15) school days 
before the final date of application, but in no event less than ten (10) 
school days before said date. 
 
When school is not in session, such notice of vacancies or other 
promotional opportunities shall be sent to each administrator as far in 
advance as practicable, ordinarily, at least fourteen (14) days prior to the 
final date of application, but in no event, less than seven (7) days before 
said date. 
 

3. Administrators who desire to apply for such positions shall submit their 
applications, in writing, to the Superintendent of Schools or his/her 
designee within the time limit specified in said notice. 
 

4. In filling such vacancies and promotional positions, the Principal with the 
approval of the Superintendent shall consider requests for transfer and 
reassignments, the professional background the performance and 
professional licensure of all applicants, their length of time in the school 
system, the instructional requirements and the best interests of the school 
system.  Each administrator not selected will receive notification from the 
Superintendent of Schools or his/her designee that he/she was not selected 
prior to the appointment being announced. 
 

5. If the Committee creates a new category, the New Bedford Educators 
Association, Inc. shall be notified, and representative of Unit B and the 
Committee shall meet to establish the salary and other conditions of 
employment for the newly created administrative category.  If the parties 
are unable to agree, the Committee may post the position, pursuant to this 
Article, with the statement that the salary and other conditions of 
employment are subject to negotiations. 
 

B. Conditions of Employment 
 

1. All decisions relative to the filing of vacancies, assignments, transfers and 
promotions shall be made without regard to age, creed, race, color, 
religion, nationality, marital status, sex, sexual preference, ancestry, or 
physical handicap unless based upon a bona fide occupational 
qualification. 

 
2. New appointees must be properly certified for the position at the time of 

appointment to that position.  A Master’s Degree is preferred but not 
required as a condition of employment.  

 
3. When an administrator is promoted or appointed to a position in a 

different Unit B category, he/she shall be placed on the first step of the 
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salary range for the new position unless the first or higher steps are equal 
to or less than his/her present salary, in which case the administrator shall 
be placed on the step in the salary range of the new position which is 
immediately above his/her present salary. 

 
4. In the event an administrator is demoted to a position in a different Unit B 

category, he/she shall be placed at the step in the position to which he/she 
is demoted which is next below his/her current salary. 

 

ARTICLE 8 

 

ADMINISTRATIVE HOURS AND LOAD 
 
A. Workday 
 

1. The workday for administrators with regular school assignments shall be 
as follows: 
 
 Elementary Schools  7:30 - 3:30 pm 
 Pulaski School   7:30 - 3:30 pm 
 Middle Schools  7:15 - 3:15 pm 
 High School   7:00 - 3:00 pm 
 West Side   7:00 - 3:00 pm 
 

It is agreed that the workday for all administrators shall be eight 
(8) hours notwithstanding the start and end times of the school 
buildings.   

 
2. The workday for Administrators without regular school assignments shall 

begin at 8:00 a.m. and end at 4:00 p.m.  Administrators without regular 
school assignments shall have at least a one (1) hour daily duty-free lunch 
period. 

 
3. Any administrative workday beyond 185 days shall commence at 8:00 

a.m. and end at 12:00 noon. 
 

It is understood that Unit B members have duties related to their individual 
positions which must be performed in the days preceding the opening of 
school.  Therefore, it is agreed that Unit B members will be provided with 
adequate time to perform such duties during this period.   

 
B. Work Year 
 

1. The work year of all administrators shall not exceed one hundred ninety 
(190) days and shall not begin prior to the Monday before Labor Day. 
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2. The work year shall encompass the regular school year with all vacations 

and holidays as provided in the Unit A Agreement being vacations and 
holidays for said administrators.  

 
C. Emergencies 
 

The Committee may, in its discretion, extend the school year for any particular 
school by a number of school days equal to the number of school days lost by any 
school as a result of such action by the Superintendent.   

 
D. Meetings 
 

1. Past practice shall be maintained regarding administrative meetings.   
 

2. Administrative personnel shall not be required to attend more than one (1) 
evening meeting for open house and/or parent visitation and such meeting 
shall not last more than two (2) hours.  In addition, such administrator may 
be required to be on duty no more than one (1) evening per year for such 
functions as plays, shows, and recreational events for the pupils.   

 
  a. Administrators at New Bedford High School 
 

Administrators at New Bedford High School shall attend the 
following events: 
 
Housemasters: 

Two Open Houses; Academic Awards, Graduation, 8th Grade 
Parents Night, Senior Prom, Junior Banquet and Senior Banquet 
 
Instructional Coordinators: 

Two Open Houses; Academic Expo, 8th Grade Parents Night. 
 
   High School Based Directors and Department Chairs: 

  Two Open Houses; Academic Expo, Academic Awards 
 

3. A monthly meeting between the Superintendent and representatives of 
Unit B shall be scheduled upon request of the Association or the 
Superintendent.   

 
E. Administrators Serving as Substitutes 
 

No administrator shall be required to serve as a substitute teacher in the New 
Bedford Public Schools.   
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Whenever a principal’s absence is such that an acting principal is needed, the 
following procedure will be adhered to: 

 
1. Elementary Schools 

 
If an elementary school has an Assistant Principal, then in the absence of 
the Principal, the Assistant Principal or the most senior Assistant Principal 
in that building, will be given the opportunity first, to replace the Principal 
for no more than five (5) days. 

 
In the event the  most senior Assistant Principal on a rotating basis,  
declines the position,  the opportunity will next be given to the least senior 
in that building and then to the least senior Assistant Principal in the New 
Bedford Elementary Schools.  

 
The Assistant Principal will be paid starting on the first day of coverage, a 
minimum of thirty dollars ($30.00) per day or the per diem rate of the 
Principal, whichever is greater for no more than five (5) days of coverage.  
In the event absence is due to school business, payment will commence on 
the third (3rd) day of absence. 

 
In the event the absence exceeds five (5) day, the administration reserves 
the right to appoint an Acting Principal for the remainder of the absence. 

 
 2. Middle Schools 
 

At the Middle Schools, the most senior Assistant Principal in the building 
of an absent Principal will be given the opportunity first, to replace the 
building Principal for a period of no more than five (5) days. 

 
In the event the most senior Assistant Principal on a rotating basis, 
declines the position, the opportunity will next be given to the least senior 
in that building and then to the least senior Assistant Principal in the New 
Bedford Middle Schools. 

 
The Assistant Principal will be paid starting on the first day of coverage, a 
minimum of thirty dollars ($30.00) per day or the per diem of the 
Principal, whichever is greater, for no more than five (5) days of coverage.  
In the event the absence is due to school business, payment will 
commence on the third (3rd ) day of absence. 

 
In the event the absence exceeds five (5) days, the administration reserves 
the right to appoint an Acting Principal for the remainder of the absence. 
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3. High School 
 

In the event the Headmaster or the Assistant Headmaster must be replaced, 
the most senior Housemaster will cover for the Headmaster or Assistant 
Headmaster and will receive thirty dollars ($30.00) per day or the per 
diem rate of the Headmaster or Assistant Headmaster whichever is greater, 
commencing on the first day of coverage for no more than five days (5) of 
coverage. 

 
 If the Housemaster must be replaced, the Instructional Coordinator in that 

house will cover for the Housemaster and receive thirty dollars ($30.00) 
per day or the per diem rate of the Housemaster whichever is greater 
commencing on the first day of coverage for no more than five (5) days of 
coverage.   

 
If the Housemaster’s absence is due to school business, payment will 
commence on the third (3rd) day of the absence. 

 
In the event the absence exceeds five (5) days, the administration reserves 
the right to appoint an “Acting” replacement for the absent administrator.” 

 
F. Notices 
 

As soon as possible, administrators shall be notified, in writing, of any change in 
program, duty, or in-building assignment no later than one (1) full school week 
before school closes in any school year or at least twenty-five days before such 
change during the school year. 

 
G. The parties agree to re-open the pertinent sections of Article 8, during the 2008-

2009 school year to discuss any modifications that may be needed due to the 
recommendations from the Joint Committee working on the New Bedford High 
School schedule. 

 

ARTICLE 9 

 

REDUCTION IN FORCE 

 
In the event it becomes necessary for the Superintendent to reduce the number of 
administrators because of financial limitations, reasons of economy, decreases in pupil 
enrollment or reorganization, the procedures set forth in this Article shall govern the lay 
off of employees who are affected by such reduction. 
 
A. Definitions 
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1. For the purpose of this Article, administrative categories shall be defined 
as follows:   

 
a. Assistant Headmaster of New Bedford High School 
b. Housemasters 
c. Assistant Principal - Middle School 
d. Assistant  Principal - Elementary 
e. Directors 
f. Coordinators 
g. Supervisors/Dean of Students 
h. Department Heads 

 
2. The term “seniority” shall mean total years of service in a position covered 

by Unit B, whether such service is continuous or not, including 
assignments to a non-Unit B position (e.g. principal) or while on an 
authorized leave of absence provided for in the Agreement.  In the event 
that there is a tie in categorical seniority between potential administrators 
to be laid off, seniority within Unit B shall be the determining factor.  The 
seniority status for Unit B personnel in Unit A shall be determined in 
accordance with the provisions of the Unit A Contract, provided that when 
an administrator reenters Unit A, he/she shall carry full seniority accrued 
while being a member of Unit B, plus any seniority gained while being a 
member of Unit A.   

 
3. In the event of a tie in Unit B seniority, the length of service in Unit A 

shall be the deciding factor of who is more senior.  If a tie continues to 
exist, seniority shall be decided by a lottery.   

 
4. In the event an administrator enters a category after lottery has established 

the seniority ranking of an administrator causing an additional tie in 
seniority the administrator who enters after the lottery shall be ranked 
below the ranking of the administrator whose seniority date has been 
previously established by a lottery. 

 
B. Procedures for Layoff 
 

1. Assistant Headmaster and Housemasters 
 

In the event of the layoff or abolition of the position of Assistant 
Headmaster, the Assistant Headmaster shall replace the least senior 
Housemaster. 
 
In the event that layoffs are necessary in the position of Housemaster, 
Housemasters shall be laid off in the inverse order of seniority as a 
Housemaster. A Housemaster who is laid off may replace the least senior 
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teacher in an area where the Housemaster is certified. If certified in more 
than one (1) area, the Housemaster will be returned to the area of teaching 
he/she formerly held if there is a teacher in such area with less seniority. 
In the event there is no teacher with less seniority in the administrator’s 
area, then the Superintendent shall assign the administrator to a position 
for which he/she is certified and there is a teacher with less seniority. 

 
2. Assistant Principals at Middle School Level 

 
In the event that layoffs are necessary, the Assistant Principals at the 
Middle School level shall be laid off in the inverse order of seniority as 
Assistant Principals.  In the event the Assistant Principal at the Middle 
School level is laid off because of his/her seniority, he/she may replace the 
least senior teacher in an area where the Assistant Principal is certified, 
provided that if he/she is certified in more than one (1) area, the 
administrator will be returned to the area of teaching he/she formerly held 
if there is a teacher in such an area with less seniority and, in the event 
there is no teacher with less seniority in the administrator's area, then the 
Superintendent shall assign the administrator to a position in which he/she 
is certified and there is a teacher with less seniority.   

 
3. Assistant Principals at the Elementary Level 

 
In the event that layoffs are necessary, the Assistant Principals at the 
Middle School level shall be laid off in the inverse order of seniority as 
Assistant Principals.  In the event that the Assistant Principal at the 
Elementary level is laid off because of his/her seniority, he/she may bump 
the least senior teacher in an area where the Assistant Principal is certified, 
provided that if he/she is certified in more than one (1) area, the 
administrator will be returned to the area of teaching he/she formerly held 
if there is a teacher in such an area with less seniority; and in the event 
there is no teacher with less seniority in the administrator's area, then the 
Superintendent shall assign the administrator to a position in which he/she 
is certified and there is a teacher with less seniority.   

 
4. Directors, Coordinators, and Department Heads 

 
In the event that layoffs are necessary in the administrative categories of 
Directors, Coordinators, or Department Heads, the layoffs shall not be in 
the inverse of seniority, but shall affect the administrator whose position is 
reduced because of financial limitations, reason of economy, decreases in 
pupil enrollment, or reorganization.  If a Director, Coordinator or 
Department Head is laid off and directly supervises a supervisor and meets 
the posted qualifications for the present position or has held the position of 
supervisor previously, then he/she may replace the Supervisor provided 
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the Director, Coordinator, or Department Head has greater continuous 
Unit B seniority.  In the event the administrator is laid off because of 
his/her seniority, he/she may replace the least senior teacher in an area 
where the administrator is certified, provided that if he/she is certified in 
more than one (1) area, the administrator will be returned to the area of 
teaching he/she formerly held if there is a teacher in such an area with less 
seniority, and in the event there is no teacher with less seniority in the 
administrator's area, then the Superintendent shall assign the administrator 
to a position in which he/she is certified and there is a teacher with less 
seniority.   

 
5. Supervisors 

 
Except for Supervisors in Bilingual, Secondary, or Special Education, in 
the event that layoffs are necessary, the Supervisors (including Chapter I 
Elementary Supervisor) shall be laid off in the inverse order of continuous 
seniority in the category of Supervisor.  Supervisors in the Bilingual, 
Secondary, or Special Education areas shall be laid off in the inverse order 
of seniority as Supervisors in the program.  In the event that a Supervisor 
is laid off because of his/her seniority, he/she may replace the least senior 
teacher in an area where the supervisor is certified, provided that if he/she 
is certified in more than one (1) area, the administrator will be returned to 
the area of teaching he/she formerly held if there is a teacher in such area 
with less seniority; and in the event there is no teacher with less seniority 
in the administrator's area, then the Superintendent shall assign the 
administrator to a position in which he/she is certified and there is a 
teacher with less seniority.   

 
C. Reduction in Force and Recall 
 

1. If a transfer or reassignment is caused by a reduction in force at a 
particular school or schools, then a list of open positions in the school 
system will be made available to all administrators being involuntarily 
transferred or reassigned.  Such administrators may request the positions 
in order of preference to which they desire to be transferred.  
Administrators being involuntarily transferred or reassigned because of a 
reduction in force shall have preference over those seeking voluntary 
transfer or reassignments, provided it is within the area of competence of 
the administrator and he/she is otherwise qualified for the position by 
educational or work experience.   

 
2. For a period of two (2) years from the effective date a layoff commences, 

administrators who are laid off and have returned to Unit A shall be 
entitled to bid for openings in Unit B, notwithstanding their assignment to 
Unit A.  Voluntary transfers within Unit B shall be considered first by the 
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Superintendent and, at such time as there are no voluntary requests, 
administrators who are laid off shall be considered, provided it is within 
the area of competence of the former administrator and he/she is otherwise 
qualified for the position by educational or working experience or length 
of service.   

 
Whenever a member of Unit B is forced into Unit A, he/she shall maintain 
his/her seniority in Unit B for a five (5) year period; if recalled to Unit B, 
he/she shall not carry his/her Unit A seniority with him/her.   

 
D. Reinstatement of Positions 
 

If an administrative position is abolished for any reason, and is reestablished for 
the following school year, the administrator who was either terminated or 
demoted from that position shall be reinstated to the position without loss of 
continuous Unit B seniority.   

 
E. Seniority List 
 

On October 31st of each year, the Association shall be provided with an updated 
seniority list of all Unit B administrators.  This list shall provide the date of 
appointment of each Unit B administrator in regards to continuous service in Unit 
B and, in addition, total combined seniority in Unit B and Unit A.   

 
F. Disciplinary Transfers 
 

No administrator shall be involuntarily transferred for disciplinary reasons.   
 
G. Assignments 
 

Upon consolidation of schools and/or the opening of new schools, due weight 
shall be accorded to an administrators length of service, qualifications and 
evaluations, by the Superintendent of Schools, or his/her designee, in the staffing 
and reassignment of administrators. 



 16

ARTICLE 10 

 

TRAVEL REIMBURSEMENT 

 
A. Reimbursement for Travel Outside of City 
 

All administrators will be reimbursed at the IRS rate for all travel outside the city 
connected with the performance of their duties such as attendance at any 
conference or meeting to which they have been assigned or which they are 
attending with the advance approval of the Superintendent. 

 

 

ARTICLE 11 

 

SICK LEAVE 
 
A. Annual Sick Leave 
 

1. Annual sick leave with full pay shall be allowed all administrators on 
annual salary at the rate of one and one-half (1 1/2) days for each 
month of service, not to exceed fifteen (15) days in any one year.  
Unused sick leave may be accumulated from year to year, but not in 
excess of one hundred eighty-five (185) days.   

 
Professional employees will be allowed to use five (5) of their fifteen 
(15) days per year in cases of family illness of a spouse, child, or 
parent living in the household. 

 
2. If an administrator begins the school year with the maximum 

accumulation of sick leave and serves the entire school year, he/she shall 
be allowed additional sick leave accumulation above the maximum 
accumulation of one hundred eighty (180) days for severance pay 
purposes only under Paragraph F in accordance with the following 
formula:   

 
0-5 sick days used – accrue 10 additional 

   6 sick days used – accrue 8 additional 
   7 sick days used – accrue 6 additional 
   8 sick days used – accrue 4 additional 
   9 sick days used – accrue 2 additional 

10 sick days used – accrue 0 additional 
 

3. Unused personal days will be added to accumulated sick leave for the 
following school year if the professional employee does not have 
maximum accumulation.  If an administrator is at maximum accumulation, 
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the unused personal leave will be credited to sick leave for buy-back 
purposes only.   

 
B. Physician's Certificate 
 

Administrators may be required, at the discretion of the Superintendent, to furnish 
a certificate from an attending physician when sick leave extends beyond three (3) 
consecutive school days.   

 
C. Independent Examination 
 

The Committee, at its own expense, reserves the right to have an additional 
physician examine any administrator taking sick leave whenever, in its opinion, 
the administrator may not be entitled to sick leave benefits.   

 
D. Use of Sick Leave 
 

It is specifically agreed that any administrator who does not have any accrued sick 
leave to his/her credit may, during any one (1) school year, use that school year's 
sick leave prior to its actual accrual.  In the event an administrator borrows leave 
as provided in this paragraph, and terminates employment with the system prior to 
actually earning sick leave as provided in paragraph one of this Article, the 
administrator agrees that an amount equal to the number of used but not earned 
sick leave days multiplied by 1/190th for all administrators, of his/her annual 
basic salary will be deducted from his/her final paycheck.   

 
E. Extended Illness Plan 
 

The Committee agrees to provide administrators with the following extended 
illness plan: 

 
1. In the event that an administrator shall be absent from school due to illness 

or accident of an extended nature which is verified by a physician to be 
twenty (20) school days or longer in duration, the administrator shall be 
entitled to benefits under this extended illness plan.   

 
2. Such administrator(s) who comply with the above requirements shall be 

entitled to an additional number of sick days equal to the number of actual 
accumulated sick days at the inception of his/her extended illness.  In the 
event that an administrator has the maximum accumulation of 180 sick 
days, he/she shall be entitled to 2 full years of sick leave (380 days). 

 
3. The rate of compensation for his/her actual accumulated sick leave shall 

be full pay in accordance with current Committee policy.  The rate of 
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compensation for the additional days in accordance with the extended 
illness plan shall be calculated in accordance with the following formula:   

 
Actual accumulated sick 
days at the inception of 

  Rate of Pay  X  extended illness          =  Rate of pay  
  Total possible accumulated   during extended illness 
  sick leave since inception of  
   employment as specified in  
  Section 1.                               

 
4. Upon return from an extended illness, an administrator shall continue to be 

eligible for the extended illness plan in the following manner:  
 

An administrator shall be entitled to additional sick days equal to the 
number of actual accumulated sick days since his/her return to work.  
Said days shall be compensated at the rate of pay calculated by 
multiplying his/her daily rate of pay times the ratio of actual 
accumulated sick days since his/her return to work.   

 
5. Continuous treatments for the prolonged illnesses, including but not 

limited to those listed below, shall qualify for extended sick leave even 
though the absences are not consecutive: 

 
Cancer 
Disabling paralysis caused by brain or spinal tumors, polio, or  
Multiple Sclerosis 
Addison's Disease 
Coronary or cerebral thrombosis 
Disabling major bone fractures or dislocations 
Cystic fibrosis 
Disabling limb amputations 
Chronic tuberculosis 
Chronic congestive heart failure 
Chronic rheumatic fever 
Dialysis 
AIDS or AIDS Related Complex 

 
F. Severance Pay - Resignation/Retirement 
 

Each administrator, who is retired by the City or State Retirement Board after ten 
(10) years of satisfactory service in the New Bedford School Department, or who 
resigns with ten (10) years of satisfactory service with the New Bedford School 
Department shall receive, in one lump sum, a payment of one hundred ten dollars 
($110.) in 2008-2009; one hundred twenty dollars ($120.00) in 2009-2010, one 
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hundred twenty-five dollars ($125.00) in 2010-2011 for each accumulated sick 
day.   

 
G. Severance Pay - Death 
 

Upon the death of an administrator, his/her estate shall receive the appropriate 
amount as determined under Section F above.   

 
H. Sick Leave Limitation 
 

Sick days shall be deducted only for lost school days.   
 
I. Verification of Illness 
 

A doctor’s verification of illness may be required by the Superintendent, 
regardless of duration, in cases when a pattern of sick leave indicates abuse of 
sick leave privileges.  A requirement for medical verification in substantiation of 
an absence due to illness, regardless of duration, will not be invoked without first 
advising the employee of his/her questionable sick leave record, and giving 
him/her an opportunity to improve for a period of sixty (60) school days.  At any 
meeting with the Superintendent dealing with this paragraph, the Unit B employee 
shall be entitled to Association representation.  If there is no improvement, the 
employee may be advised, in writing, that future requests for sick leave may be 
supported by the medical verification as a condition of sick leave payment for the 
next forty (40) school days.  If an administrator is absent due to illness during this 
period, he/she may call the Superintendent and notify the Superintendent of 
his/her illness.  The Superintendent may, at that time, request a verification of said 
illness.  If no call is made to the Superintendent regarding said sick day, medical 
verification must be provided for sick day payment.  Expenses, if any, resulting 
from verification of illness will be the responsibility of the employee.  The 
Superintendent shall not act in an arbitrary manner with regard to this Article.   

 
J. Sick Leave Bank 
 

1. Establishment 
 

A Sick Leave Bank shall be established for the purpose of making 
additional sick leave days available to professional employees who have 
exhausted their entire sick leave accumulation through prolonged illness, 
and who have serious illness or injury.  Participation in the Sick Leave 
Bank shall be voluntary.  Any employee who voluntarily participates in 
the Sick Leave Bank shall be eligible to use the Bank after using sick 
leave under Article 15, Section E, Extended Illness.  Payment under the 
Sick Leave Bank shall be at the same rate of pay as payment under Article 
15, Section E; however, the Bank will be charged one (1) full day.   
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2. Funding 

 
The Sick Leave Bank will be initially funded by deducting one (1) sick 
day from the accumulated sick leave days of each professional employee 
who has agreed to participate in the Bank, and contributing such day(s) to 
the Bank.  When the Bank is depleted to twenty (20) sick leave days, an 
additional assessment of one (1) day of sick leave shall be made against 
the sick leave account of each professional employee who has agreed to 
continue to participate in the Bank.  A donation or assessment voluntarily 
made shall be considered use of a sick day under paragraph A. 2. above.   

 
3. Granting of Days 

 
The initial grant of sick leave days from the Bank shall not exceed forty 
(40) days, after which the professional employee may reapply for no more 
than an additional twenty (20) days.  Requests for Sick Leave Bank days 
shall be submitted, in writing, to the Sick Leave Bank Committee, and 
shall include a written statement from the professional employee's 
physician indicating the nature and the extent of the illness or injury and 
the estimated time that the professional employee will be absent from 
work.   

 
4. Membership 

 
Administrators wishing to join the Bank must submit an application for 
membership by November 1st on a form approved by the Sick Leave Bank 
Committee. 

 
5. Administration 

 
The Sick Leave Bank shall be administered by a Sick Leave Bank 
Committee comprised of five (5) persons, three (3) appointed by the 
Association and two (2) by the Committee.  The decisions of the Sick 
Leave Bank Committee shall be final and shall not be subject to the 
grievance procedure.   

 
6. Unit B members shall participate in a combined sick leave bank program 

with Unit A of the New Bedford Educators Association. 
 

7. Workers' Compensation 
 

Professional employees who are drawing on Workers' Compensation will 
not be eligible to draw from the Sick Leave Bank.  
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ARTICLE 12 

 

TEMPORARY LEAVES OF ABSENCE 
 
Administrators shall be entitled to the following temporary leaves of absence, with pay, 
each school year:   
 
A. Bereavement Leave - Immediate Family 
 

In case of death in the immediate family of an administrator, an absence of three 
(3) calendar days, including the funeral.  The term "immediate family", as used in 
this Article and Article 14, means husband, wife, parent, grandparent, grandchild, 
son, daughter, brother, sister, or such in-laws.  These three (3) funeral days, if 
used, must be taken within five (5) calendar days immediately following the 
death.  No funeral leave will be paid for any day during school vacation weeks.  
Notwithstanding the above, for cremation, the three (3) funeral days need not be 
consecutive, and not necessarily be within the five (5) day framework. 

 
B. Bereavement Leave - Other 
 

In the case of the death of an aunt, uncle, niece, nephew or first cousin of a 
professional employee or spouse of the professional employee, an absence of one 
calendar day may be used to attend the funeral. 

 
C. Personal Leave 
 

Administrators shall be granted three (3) days of personal leave annually.  
Personal days may be taken in one-half (1/2) day segments.  Such days shall be 
prearranged whenever possible.  

 
D. Additional Bereavement and Personal Leave 
 

Additional leave, in Sections A, B and C above, may be granted at the discretion 
of the Superintendent. 

 
E. School Visitation 
 

1. The Superintendent, without referral to the Committee, may grant 
permission to administrators to visit schools in the city or elsewhere 
without loss of pay when, in the opinion of the Superintendent, the best 
interests of the New Bedford Public Schools will be advanced thereby.  
However, not more than two (2) such visiting days may be allowed any 
administrator in one (1) school year, and any expenses incurred shall be 
paid by the administrator requesting the permission.   
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2. Request for permission to visit schools shall be made directly to the 

Superintendent of Schools at least one (1) week in advance of the 
anticipated absence.  Notice of return to duty shall be made on the day of 
return in the same manner as notice of return to duty following an absence 
due to personal illness.  A written report, if requested by the 
Superintendent, shall be submitted to the Superintendent within one (1) 
week following each visiting day.   

 
F. Religious Policy 
 

Existing religious policy on leave will be continued.   
 
G. Court Appearances 
 

1. When an administrator is required to be absent from his/her assignment 
for a court appearance on matters connected with his/her official duties 
with the School Department, such absence shall not be deducted from 
his/her sick leave or personal leave.   

 
2. If an administrator is required by the Superintendent to appear in court as 

a witness on school-related business during school vacations, he/she shall 
be paid at the following rates for the time spent in court, with a minimum 
of two (2) hours:   
 
 The hourly rate will be $35.00 for all unit members for 2008-2011. 
 

3. In the event an administrator is required by subpoena to appear in court on 
matters not related to school business, the Superintendent may, at his 
discretion, grant court leave with pay. 

 
H. Jury Duty 
 

An administrator required to serve on Jury Duty and thus absent from regular 
work duty shall, upon application, be paid the difference between regular 
compensation from the School Department and compensation received for Jury 
Duty upon presentation of certification of compensation paid by the court.  Travel 
allowances are not included in compensation paid by the Court. 
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ARTICLE 13 

 

EXTENDED LEAVES OF ABSENCE 
 
A. Maternity/Adoption Leave 
 

1. An administrator who is pregnant shall be entitled, upon request, to a 
leave, without pay, to begin at any time between the commencement of the 
pregnancy and one (1) year after the termination of her pregnancy.  Said 
administrator shall notify the Superintendent, in writing, of her desire to 
take such leave and, except in case of emergency, shall give such notice at 
least thirty (30) days prior to the date on which her leave is to begin.  She 
shall include with such notice either a physician's statement certifying her 
pregnancy, or a copy of the birth certificate of her child, whichever is 
applicable.  An administrator who is pregnant may continue in active 
employment as late into her pregnancy as she desires provided she is able 
to properly perform her required functions.   

 
2. An administrator on maternity leave shall notify the Superintendent of 

Schools as soon as possible of her intent to return during the one (1) year 
period after the termination of the pregnancy, and shall be entitled to 
return to her former position unless such position has been eliminated, in 
which case the administrator shall be assigned as nearly as comparable a 
position as possible.   

 
3. Unless an administrator returns to duty on the expiration of the one (1) 

year period, her employment shall be terminated unless the leave is 
extended using the procedure as provided in Section H of this Article.   

 
4. Upon written application of an administrator, a maternity leave may be 

extended or curtailed if unusual conditions exist, at the discretion of the 
Superintendent.   

 
5. An administrator, who has been employed ninety-one (91) days of the 

school year, upon return, will be given credit on the salary schedule for a 
full year’s work; however, the administrator will not earn sick leave while 
on unpaid maternity leave. 

 
6. An administrator shall be entitled to take paid sick leave to cover that 

period of the maternity leave during which she was actually physically 
disabled due to the pregnancy or the termination thereof, in accordance 
with the regulations issued by the Massachusetts Commission Against 
Discrimination under Massachusetts General Laws, Chapter 151(B), 
Section 4, and Chapter 149, Section 105(D).  The inclusion of the 
Massachusetts Commission Against Discrimination regulations shall not 
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act so as to create a six (6) month probationary period and/or to limit sick 
leave benefits to administrators on maternity leave of eight (8) weeks of 
less.   

 
7. An administrator may alternately request maternity leave, without pay, for 

two (2) school years, provided that if the administrator exercises this 
alternate, she may not return during the two (2) year leave of absence 
without the approval of the Superintendent of Schools whose decision 
shall be final, and provided, further, the administrator will be assigned to 
as nearly as comparable a position s possible and will not be assured the 
opportunity to return to her former position.   

 
8. An Administrator shall be granted up to eight (8) weeks leave for the 

purpose of adoption.  Said leave shall be paid leave provided that 
sufficient sick leave time has been accrued.   

 
B. Leave for Family Illness 
 

1. A leave of absence, without pay or increment, of up to one (1) year, will 
be granted for the purpose of caring for a sick member of an 
administrator's immediate family.   

 
2. The administrator shall be reinstated to his/her former position unless the 

position has been eliminated; in which case, the administrator shall be 
assigned to as nearly as comparable a position as possible.  If the position 
is eliminated, then the person becomes an involuntary transfer.   

 
C. Personal Illness 
 

Any administrator whose personal illness extends beyond the period compensated 
by sick leave will be granted a leave of absence, without pay, for such time as is 
necessary for complete recovery from such illness not to exceed one (1) year.  
Upon return from such leave, every effort will be made to assure that the 
administrator is assigned to the same position she had before taking the leave, if 
available.   

 
D. Maintenance of Rights 
 

All benefits to which an administrator was entitled at the time his/her leave of 
absence commenced, including unused, accumulated sick leave, will be restored 
to him/her upon his/her return, provided that the administrator returns to service 
immediately upon expiration of his/her leave.   
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E. Requests for Leaves 
 

In unusual or grave personal circumstances, or for the purpose of restoration of 
health, professional improvement, or special educational service, or military 
service other than those cases specifically covered above, an administrator may, 
upon the recommendation of the Superintendent and confirmation by the 
Committee, be granted a limited leave of absence, without pay, when such leave 
seems to be in the best interests of the school system as well as of the individual 
administrator.   

 
F. Educational Leave 
 

A leave of absence, without pay or increment, for one (1) school year, will be 
granted for the purpose of additional formal educational in a school-related area.  
The Superintendent of Schools shall determine whether the request is for a 
school-related area.   

 
G. Leave for Federal/State Assignment 
 

A leave of absence, without pay or increment, will be granted for one (1) school 
year for the purpose of permitting the administrator to accept an assignment with 
a federal or state educational agency.   

 
H. Extension of Leave of Absence 
 

All requests for extended leaves of absence will be applied for and granted, in 
writing.   

 
I. Assault Leave 
 

When a professional employee is injured as the result of an assault in the 
performance of his/her duties and must be absent from school due to such injury, 
the School Committee shall pay the professional employee his/her full salary for 
the first five (5) days of absence, and the professional employee shall not suffer 
loss of any sick days for this period of time.  

 
After the first five (5) day period the School Committee shall, for the period of up 
to twenty-one (21) days, pay the professional employee the difference of what 
Workers' Compensation pays and the amount the professional employee earns on 
a daily basis.  During this period of time, the professional employee shall suffer 
no loss of sick days.  After the twenty-one (21) day period, the School Committee 
shall pay the same difference in pay of what Workers' Compensation pays and 
what the professional employee earns on a daily basis, however, the professional 
employee will lose that percentage of what the School Committee pays in sick 
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days.  Example:  Workers' Compensation pays 2/3, the School Committee pays 
1/3, and the professional employee loses 1/3 of a sick day.    

 
J. Family Medical Leave Act   (FMLA)  
 

1. The leave provisions set forth in other sections of this Agreement will 
prevail except in those instances where the FMLA provides greater 
benefits.  Unpaid leaves of absence under the Agreement are inclusive of 
benefits provided under FMLA. 

 
2. The Committee shall not require the use of personal leave or sick leave, as 

set forth in Articles 12 and 13 of this Agreement, as a condition of taking 
an FMLA leave, but, if used, said personal or sick leave shall be inclusive 
of benefits provided under FMLA. 

 
3. Where both spouses are employed by the School Department, they are 

entitled to a combined total of twelve (12) weeks leave for:  (1) birth, 
adoption or foster care; or (2) in order to care for a parent with a serious 
health condition. 

 
4. When both spouses are employed by the School Department, each 

employee is entitled to a twelve (12) week leave, without counting leave 
time taken by the other spouse, for their own serious health condition or to 
care for their child. 

 

ARTICLE 14 

 

SABBATICAL LEAVE 
 
A. Condition of Leave 
 

Any administrator, subject to the approval of the Superintendent, may be granted 
a leave of absence for not more than one (1) year for the purpose of advanced 
study at any accredited institution of higher learning provided he/she agrees to 
return immediately to the New Bedford School System for two (2) years unless 
excused for serious reasons. 

 
B. Compensation 
 

An administrator on sabbatical leave will receive no less than one half the annual 
salary of the administrator, including base salary, Professional Improvement 
Compensation and Longevity.  Upon return the administrator will be given full 
credit on the salary schedule for the period of his/her leave and will have restored 
to him/her all benefits to which he/she was entitled at the time the sabbatical leave 
commenced, including unused, accumulated sick leave.  During the time an 
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administrator is on sabbatical leave, he/she shall continue to receive the health 
insurance and group life insurance benefits as set forth in Article 24, Benefits.  No 
sick leave will be earned while on sabbatical leave. 

 
C. Request 
 

Written request for sabbatical leave of absence, addressed to the Superintendent, 
shall be in the office of the Superintendent at least three (3) months prior to the 
beginning of the sabbatical leave of absence.  The administrator will receive a 
response to his/her request within one and one-half (1 1/2) months of the 
submission of the request for the sabbatical leave.   

 
D. Requirement for Service Upon Return 

 
Prior to the granting of the sabbatical leave, the professional employee shall enter 
into a written agreement with the Superintendent that, upon termination of such 
leave, he/she will return to service in the New Bedford Public Schools for a 
period equal to twice the length of the sabbatical leave, and that, in default of 
completing such service, he/she will refund the City of New Bedford an amount 
equal to such proportion of salary received by him/her while on said leave, as the 
amount of service agreed to be rendered.  This section shall not apply to 
employees who are excused by the Superintendent from this requirement for 
serious reasons. 

 

ARTICLE 15 

 

PROTECTION 
 
A. Reporting Assaults 
 

Administrators will immediately report, in writing, to their immediate supervisor 
all cases of assault suffered by them in connection with their employment.   

 
B. Availability of Information 
 

This report will be forwarded to the Committee which will comply with any 
reasonable request from the administrator for non-privileged information in its 
session relating to the incident or the persons involved.   

 
C. Insurance Coverage 
 

The Committee agrees to maintain existing levels of insurance covering any 
automobile used by an employee in the course of their employment.   
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D. Right to Legal Counsel to the School Committee 
 

Upon request to the Superintendent, administrators will be allowed to discuss with 
counsel to the School Committee, any grievance by any employee prior to a 
scheduled hearing before the School Committee.   

 
E. Legal Counsel 
 

The School Committee shall provide legal counsel for administrators when legal 
action is initiated against the administrator for performance of his/her duties.  This 
provision shall apply when the Superintendent has determined that the 
administrator was not at fault and engaged in the normal performance of his/her 
duties.   

 
 

ARTICLE 16 

 

SPECIAL DUTY PAY 

 

An administrator who is assigned or appointed to additional administrative duties in the 
titles listed below, such as summer or evening school or other after school projects (e.g., 
supervisor of the bilingual pre-school program) shall be paid at an hourly rate determined 
by the assigned or appointed position.   
 
The hourly rate for all bargaining unit members shall be thirty-five dollars ($35.00) for 
2008-2009; thirty-six dollars ($36.00) for 2009-2010; thirty-seven dollars ($37.00) for 
2010-2011. 

 
 

ARTICLE 17 

 

ACCIDENT BENEFITS 
 
Whenever an administrator is absent from school as a result of personal injury 
compensable under the Massachusetts Workers' Compensation Laws, caused by an 
accident arising out of and in the course of his/her employment, he/she may elect to 
charge all or part of such absence during the period of temporary disability due to the 
accident to sick leave, in which event he/she shall receive the sick leave pay to which 
he/she is entitled for the period so charged, less the amount of any Workers' 
Compensation award made for temporary disability due to said injury for any period for 
which sick leave pay is paid.  In the absence of such election, such administrator shall not 
receive his/her sick leave payments during the period of his/her absence for temporary 
disability due to the accident, and his/her sick leave credit shall not be reduced by any 
reason of any Workers' Compensation payments he/she may receive for temporary 
disability due to injury.  An employee may elect to draw upon such wages as have been 
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earned by said employee prior to his/her injury and withheld for payment as so-called 
"summer monies" during that period of time between the occurrence of the injury and the 
determination by the City Solicitor as to coverage by Workers' Compensation.  An 
employee who makes such an election must take his/her remaining "summer monies" as a 
lump sum payment.   
 

ARTICLE 18 

 

USE OF SCHOOL FACILITIES 

 
A. School Facilities 
 

In accordance with the Committee's usual policies on building use, the 
Association shall have the right to use school buildings without cost, except for 
custodial fees, at reasonable times outside of school hours for meetings.   

 
B. Association Notices 
 

The Association will have the right to place notices, circulars, and other material 
on faculty bulletin boards in the schools and in administrators' mail boxes.  It is 
expressly understood that no member of the Administration will assume 
responsibility for the posting or distribution of materials for the Association or 
any other teacher organization.    

 

ARTICLE 19 

 

GRIEVANCE PROCEDURE 
 
A. Definition 
 

A grievance is a claim based upon an event or condition which affects the welfare 
and condition of employment of any employee or group of employees and the 
interpretation, meaning, or application of any term of this Agreement.   

 
B. Time Limits 
 

1. All time limits herein shall consist of calendar days exclusive of legal 
holidays.  The time limits indicated hereunder shall be considered 
maximum limits unless extended by mutual agreement, in writing.  In the 
event a grievance is reported which cannot be resolved to the satisfaction 
of the Association using the time limits set out herein, prior to the 
termination of this Contract and no succeeding Contract has as yet been 
signed by the parties hereto, then the Association may submit the 
grievance directly to arbitration. 
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2. Failure at any step of this procedure to communicate the decision of a 
grievance with the specified time limits to the aggrieved employee and to 
the President of the Association shall permit the aggrieved party or parties 
to proceed to the next step.   

 
3. Failure at any step of this procedure to appeal the grievance to the next 

step within the specified time limits shall be deemed to be acceptance of 
the decision rendered at that step.   

 
4. When a grievance arises, the grievance must be filed within thirty (30) 

days from the day of the event upon which the grievance is based or from 
the date when the administrator had or should have had knowledge that 
he/she is aggrieved.   

 
C. Adjustment of Grievances 
 

Level 1 
 

An administrator with a grievance shall, with or without a representative of the 
Association, present it to his Principal and/or immediate Supervisor within the 
time limit specified in Paragraph B 4.  Should the grievance involve a decision of 
the Superintendent of Schools, or School Committee, it may be commenced at 
Level 2 of this procedure.   

 
Level 2 
 
In the event that the grievance shall not have been disposed of at Level 1 to the 
satisfaction of the aggrieved employee, or in the event that no decision has been 
reached within seven (7) days after presentation of the grievance to the immediate 
supervisor and/or Principal, the grievance shall be reduced to writing and referred 
to the Superintendent of Schools within fourteen (14) days after the issuance of 
the unsatisfactory disposition or the expiration of the seven (7) day time limit 
provided herein, whichever comes first.  Within fourteen (14) days after the 
receipt of the written grievance by the Superintendent, he/she or his/her designee 
shall meet with the aggrieved employee and representatives of the Association in 
an effort to settle the grievance.   

 
Level 3 

 
In the event that the grievance shall not have been satisfactorily disposed of at 
Level 2, or in the event that no decision has been rendered within twenty-one (21) 
days after the Level 2 meeting, the grievance shall be referred in writing to the 
Committee within twenty-one (21) days after the issuance of the unsatisfactory 
disposition or the expiration of the twenty-one (21) day time limit provided 
herein, whichever comes first.   
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Within twenty-one (21) days after receipt of the written grievance, the Committee 
or its designees will meet with representatives of the Association in an effort to 
settle the grievance.  In the event that such a hearing is held by designees, the 
decision shall be in writing and approved by the  Committee prior to its issuance.  
The grievant shall be granted a hearing by the full Committee at his/her request on 
any disciplinary matter.   

 
 Level 4 
 

In the event that the grievance shall not have been satisfactorily disposed of at 
Level 3, or in the event that no decision has been rendered within twenty-one (21) 
days after the Level 3 meeting, the Association may refer the grievance, in 
writing, to the American Arbitration Association for arbitration under their rules 
within twenty-one (21) days after the issuance of the unsatisfactory disposition or 
the expiration of the twenty-one (21) day time limit, provided herein, whichever 
comes first.  The results of such arbitration shall be final and binding on both 
parties.  

  
D. General Provisions 
 

1. The Association shall have the right to use, in its presentation of any level 
of this grievance procedure, any representative or representatives of it’s 
choosing.   

 
2. The costs for the services of the arbitrator, including per diem expenses, if 

any, and actual and necessary travel and substance expenses, will be borne 
equally by the Committee and the Association.  

 
3. The Committee acknowledges the right of this Association to participate 

in the processing of a grievance at any level.   
 

4. Provided the parties agree, Level 1 and/or Level 2 of the Grievance 
Procedure may be by-passed and the grievance brought directly to Level 3.   

 
5. No reprisals of any kind will be taken by the Committee or the school 

administration against any administrator because of his/her participation in 
this Grievance Procedure.   

 
6. The Committee and the administration will cooperate with the Association 

in its investigation of any grievance, and further, will furnish the 
Association with such information as is requested for the processing of 
any grievance.   
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7. All documents, communications, and records dealing with the processing 
of a grievance will be filed separately from the personnel files of the 
participants.   

 
8. If a grievance affects a substantial portion of the membership of a group or 

class of administrators, the Committee may submit such a grievance, in 
writing, to the Committee directly, and the processing of such a grievance 
will be commenced at Level 3.   

 
9. All decisions rendered at Levels 1, 2, and 3 of the Grievance Procedure 

will be in writing, setting forth the decision and the reasons therefor, and 
will be transmitted promptly to the grievant and/or the Association.   

 
10. The powers of the Arbitrator are limited as follows:   

 
A. He/she shall have no power to add to or subtract from or modify 

any of the terms of the Agreement.   
 

B. He/she shall have no power to set standards or policy or to decide 
any question which, under this Agreement, is within the 
responsibility of the Committee to decide.   

 
C. He/she shall confine his/her decision to the subjects submitted for 

arbitration.   
 

D. Where arbitration is elected by the employee(s) as the method for 
resolving disputes involving suspension, dismissal, removal, or 
termination, or any other disciplinary matter, it shall be the 
exclusive procedure for resolving any such dispute.  However, 
once an action has begun under these arbitration procedures, the 
Administrator waives all rights to resolve the dispute under the 
statutory procedure set forth in Chapter 71.  Such a waiver of the 
administrator's rights under Chapter 71 must be in writing and is a 
condition of precedent to filing for arbitration under this Article.  
Also, an administrator may not file a grievance under this Article 
once he/she has initiated judicial review of a School Committee 
action made pursuant to Chapter 71.   

 
 11. Nothing contained in this Article shall be construed as limiting the right of 

any aggrieved employee from discussing his/her grievance informally 
under the Grievance Procedure, and from having his/her grievance 
adjusted without the intervention of the Association, provided any such 
adjustment is not inconsistent with the terms of this Agreement, and 
provided that the Association has been given the opportunity to be present 
at such adjustment to state its views.  The Association may appeal any 
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adjustments inconsistent with the terms of this Agreement made pursuant 
to this paragraph directly to binding arbitration pursuant to Level IV of the 
Grievance Procedure contained herein.  Further, no dispute may be 
submitted to binding arbitration without the consent of the Association.   

 

ARTICLE 20 

 

DUES DEDUCTION 

 

A. Association Dues 
 

The Committee agrees to deduct from administrators' salaries, dues for the New 
Bedford Educators Association, the Massachusetts Teachers Association and the 
National Education Association as the administrators, individually and 
voluntarily, authorize the Committee to deduct, and to transmit the amount so 
authorized to the Financial Secretary of the New Bedford Educators Association, 
Inc.   

 
B. Authorization 
 

Each administrator who desires to authorize such deduction shall file with the 
Treasurer of the City of New Bedford through the School Department, a signed 
and dated New Bedford Educators Association, Inc., Payroll Deduction 
Authorization Form authorizing the Treasurer of the City of New Bedford to 
deduct from his/her weekly earnings and to remit to the Financial Secretary of the 
New Bedford Educators Association, Inc., an amount of money equal to the dues 
required for membership in the organization or organizations so specified.  He/she 
shall so permit a waiver of all right and claim against the Committee and the City 
of New Bedford and the officers and agents thereof, for monies deducted and 
remitted in accordance with said authorization, and an agreement that such 
deductions and remittances shall continue from year to year as so authorized, 
unless such administrator notifies the Treasurer of the City of New Bedford 
through the School Department, in writing, of his/her desire to discontinue or to 
change such authorization, said notice to be given at least sixty (60) days in 
advance of the effective date of such discontinuance or change.   

 
C. Payment 
 

Deductions shall be made weekly not later than September 30th of each school 
year and if possible, by September 15 of each school year. 

 
D. Association Responsibility 
 

The Association agrees to save the City harmless from any action growing out of 
these deductions and commenced by any employee against the City, and assumes 
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full responsibility for the disposition of the funds so deducted once they have 
been turned over to the authorized responsible Association official.   

 
E. Employee Absences 
 

If an employee who is absent because of sickness, leave of absence, or for any 
other reason has no earnings due him/her for a pay period, no deductions will be 
made from that employee for that pay period.  These deductions will be made up 
at the completion of the regularly scheduled dues deduction period.   

 
F. Other Deductions 
 

Deductions will be allowed at the request of the administrator for the following:  
Municipal Employees Credit Union, Massachusetts Teachers Association Credit 
Union, Life Insurance, United States Savings Bonds, Dental Insurance, and 
Annuity Programs as soon as practicable.   

 
G. Agency Fee 
 

The Committee agrees to require, during the term of this Agreement, that all 
employees covered by this Agreement, except those employees certified to the 
Committee by the Association as being members of the Association as of the 
fourth (4th) day of their employment or the thirtieth (30th) day after the effective 
date of this Agreement, whichever is later, shall pay to the New Bedford 
Educators Association, Inc., a service fee set by the Association, which fee shall 
not exceed the amount of dues paid to the Association by a regular active 
member.   

 
H. Employee Deductions 
 
 The Committee will deduct from the paychecks of employees who so indicate in 

writing an amount to be forwarded to the Association for participation in 
insurance programs offered and administered by the Association. 

 

ARTICLE 21 

 

GENERAL 

 
A. Association Rights 
 

The Committee shall not discriminate in any way against any administrator by 
reason of his/her membership in or participation in the activities of the 
Association or his/her exercise of rights granted under this Agreement.   
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B. Committee Agenda/Minutes 
 

The Committee will provide the Association with an advanced copy of the agenda 
for each official Committee meeting, and a copy of any supplementary agenda.  
Minutes of the School Committee will be provided to the Association.   

 
C. Committee Rights 
 

Nothing in this Agreement shall be deemed to derogate from or impair any power, 
right, or duty hereto before possessed or retained by the Committee, except where 
such right, power, or duty is modified, amended, or limited by this Agreement.   

 
D. Separability Clause 
 

If any provision of this Contract or any application of this Contract to any 
administrator or group of administrators shall be found contrary to law, then such 
provisions or applications shall not be deemed valid and subsisting, except to the 
extent permitted by law, but all other provisions or applications shall continue in 
full force and effect.  Nothing in this paragraph shall act so as to diminish the 
supremacy of this Collective Bargaining Agreement as established in Section 7 of 
Chapter 150E of the General Laws of the Commonwealth of Massachusetts.   

 
E. Association Business 
 

The President of the New Bedford Educators Association, Inc., and his/her 
designee shall have released time for Association business.  Time for such 
Association activities shall be granted without loss of pay for an aggregate of not 
more than seven (7) school days per individual.  The maximum aggregate for the 
Association shall be twenty (20) school days.  Administrators shall also be 
allotted time to attend education conferences, if approved by the Superintendent.   

 
F. Modification 

 
The parties hereby agree that this Contract may be amended or modified by 
mutual agreement.  Any agreement so reached shall be reduced to writing and 
made a part of this Contract.   

 
G. Reports and Surveys 

The Committee agrees to supply the Association with copies of all reports and 
surveys open to the public conducted by or for the New Bedford Public schools.   

 
H. Interviews 

Each administrator shall have the opportunity to interview each teacher scheduled 
for assignment under his/her supervision before such assignment is finalized.   
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I. Out-Of-State Attendance 
Unit B personnel shall be entitled to leave with pay when authorized by the 
Superintendent of Schools to attend local and state conventions, conferences, or 
other activities of an educational nature.   

 
J. Non-Discrimination 

All decisions relative to employees shall be made without regard to age, race, 
creed, color, religion, nationality, marital status, sex, sexual preference, ancestry, 
or physical handicap, unless such considerations are based on a bona fide 
occupational qualification.   

 
K. Superintendent Meetings 

The Association may request a meeting with the Superintendent or his/her 
designee for the purpose of discussing matters as the Association determines 
twice during the school year, provided the Association submits a list of such 
matters, in writing, to the Superintendent at least ten (10) days prior to any 
meeting.   

 
L. Names of Unit Members 

The Committee agrees to provide the names of all Unit B professional staff 
members and their assignments for each year of the Agreement to the New 
Bedford Educators Association not later than September 30th of each school year 

 

ARTICLE 22 

 

STUDY COMMITTEE 
 
A. Study Committee 
 

1. Policy 
 

The School Committee and the Association desire to encourage the active 
participation and cooperation of the administrators in the development and 
implementation of the best possible educational program for the school 
children of New Bedford.   

 
2. Establishment 

 
To enhance this mutual development, study committees will be established 
when requested by either party to this contract by mutual agreement.   
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3. Composition of Committees 
 

Each study committee will consist of six (6) people, three (3) of whom 
shall be appointed by the School Committee and three (3) by the New 
Bedford Educators Association, Inc.   

 
 4. Conduct of Committees 
 

Each committee shall be responsible for electing its own chairman, calling 
its own membership, and shall make at least a concise interim report each 
thirty (30) days.   

 
5. Appointment by Parties 

 
Nothing in this Article shall require either the School Committee or the 
Association to appoint any members or establish any study committees for 
the purpose intended by this Article.   

 
6. Reports 

 
Any final report from the study committee will be sent to the President of 
the Association and the Superintendent or his/her designee.   

 
7. Policy and/or Regulation Change 

 
The committee agrees to advise the Association of any proposed changes 
of policies or regulations and to provide copies of such proposed changes 
at least ten (10) days prior to submission of said proposal for action by the 
committee.  The committee agrees to consider proposals for the revision of 
policies or regulations submitted by the Association.   

 
B. Advisory Committee 
 

The purpose of this committee is to improve lines of communications and to 
promote a free exchange of ideas to facilitate the educational and administrative 
process.  This advisory committee shall submit reports by February 1st and June 
1st of each school year to the School Committee.  This report will be from the 
whole committee.  Recommendations from the committee will be of an advisory 
nature.  Said committee may file additional reports as it deems necessary.  The 
advisory committee will consist of no more than one (1) representative from each 
administrative category within Unit B.  In addition, the Superintendent and/or 
his/her designee shall be a member of the advisory committee.   
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ARTICLE 23 

 

NO STRIKE OR LOCKOUT CLAUSE 

 
A. Association's Agreement 
 

The Association agrees that it will not engage in, induce, or encourage any strike, 
work stoppage, slowdown, or withholding of services by administrators.  The 
Committee reserves the right to discipline, suspend, demote, or discharge any 
employee or employees who violate the provisions of this Article.   

 
B. Committee's Agreement 
 

The School Committee and Superintendent agrees that they will not interfere 
with, restrain, or coerce administrators in the exercise of their rights guaranteed in 
Chapter 150E of the General Laws.  They will refrain from dominating or 
interfering with the formulation, existence, or administration of the Association.  
They will not discharge or otherwise discriminate against an employee because 
he/she has signed or filed an affidavit, petition, or complaint or has given any 
information or testimony relating to this Article.   

 
C. Lockout 
 

The Committee and Superintendent agree not to conduct a lockout during the term 
of this Agreement.   

 

ARTICLE 24 

 

BENEFITS 

 
A. Health Insurance 

 
Pursuant to Chapter 32B, Section 19, the New Bedford Educators Association and 
the City have joined together under a binding agreement to form a Public 
Employee Committee.  Based upon the terms of this PEC agreement, the health 
coverage for all active bargaining unit members and retirees shall be addressed 
and this agreement shall supersede any conflicting provisions under this or any 
future contract. 

 
B. Life Insurance 

 
The Committee shall provide to each professional employee group term life 
insurance of twenty thousand dollars (20,000).  The cost of seventy-five percent 
(75%) of the premium shall be paid by the City.  Additional coverage may be 
purchased at the discretion and expense of the employee. 
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C. Leaves of Absence 
 

Any administrator on an approved, unpaid leave of absence may maintain, at 
his/her expense, the health insurance and/or life insurance benefits.  
Notwithstanding the above, if an administrator is on an unpaid medical leave, the 
Committee will continue payment of its usual percentage contribution pursuant to 
Chapter 32B, Section 7A. 

 

D. Benefits 
 

The parties agree that the provisions of Article 24, Section A may be reopened by 
the School Committee during the term of this new Agreement.  The School 
Committee would not reopen this Article unless it is similarly seeking amendment 
with other bargaining units in the School Department with regard to health 
insurance.  It is understood and agreed by the parties that if a re-opener is 
triggered and an agreement between the parties can not be reached, the provisions 
of Article 24, Section A would continue to remain in effect until such time as a 
successor agreement is reached. 

 

ARTICLE 25 

 

PROFESSIONAL DEVELOPMENT 

 

A. Course Reimbursement 
 
1. Courses 
 
 The Committee shall reimburse a professional employee in an amount not 

to exceed seven hundred dollars ($700.00) in any contract year (July 1 – 
June 30) for a course approved in advance by the Superintendent or 
Assistant Superintendent and which, in the discretion of the 
Superintendent/Assistant Superintendent, is directly related to the 
employee’s area.  Computer courses are related to all areas.  
Reimbursement shall be contingent upon the employee's obtaining a 
satisfactory grade in any such course according to the standards of the 
institution and submitting evidence of such satisfactory completion to the 
Superintendent.  In no event will a grade lower than "C" be reimbursable.  
A C- will not be reimbursed.  Courses for reimbursement must be college 
credits although not necessarily graduate level credit.  CEU's will not be 
reimbursable.   

 
2. Notwithstanding Section 1 above, the maximum amount to be expended 

by the Committee for such course reimbursement shall not exceed ten 
thousand dollars ($10,000) in any contract year.  Administrators applying 
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for course reimbursement will be chosen on a first come first served basis.  
Notwithstanding the seven hundred dollar ($700.00) limit set forth above, 
if there are funds remaining after administrators have received approval 
for reimbursement for an approved course, an administrator shall be 
eligible for reimbursement for an additional course, in an amount not to 
exceed seven hundred dollars ($700.00), using the same first come, first 
served criterion for eligibility. 

 
B. Professional Development 

 
A professional development program for Unit B members will be developed by 
the Director of Professional Development working with a subcommittee of Unit B 
members.  The program will be subject to the approval of the Superintendent or 
his/her designee.  The program will address the needs of administrators on a 
yearly basis and the obligation of the District to provide a no cost option for re-
certification.  The first meeting will be prior to December 1, annually at which 
time there will be a review of the Needs Assessment and development of 
offerings that will begin in that school year.  These offerings may be scheduled 
during the workday and/or after the workday on evenings, weekends or during the 
summer.  Additional offerings will be discussed and the program refined at 
subsequent subcommittee meetings that will occur at least three (3) times per 
school year. 
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ARTICLE 26 

 

DURATION 
 
 

Unless otherwise specified, the terms of this Agreement shall take effect as of the 
first day of July 2008, and shall expire on the thirtieth day of June 2011.  Both parties 
agree to meet for negotiations on a successor Agreement, commencing no later March 1, 
2010. 

 
 

For the Committee     For the Association 

 

 

             

 

             
 
             
 
             

 

             
 
             
 
 
 
 
 
 
 



 42

APPENDIX A 

Salary Schedules 

Unit B 

Effective July 1, 2008 

 

 

 

Year 1  2% 
DOE 
Cert Masters M+15 M+30 M+45 Cags/M+60 Doc 

Housemaster        

Step 1 $72,069  $74,131  $74,858  $75,222  $75,584  $76,312  $76,999  

Step 2 $73,500  $75,562  $76,288  $76,652  $77,015  $77,743  $78,443  

Step 3 $79,235  $81,305  $82,037  $82,401  $82,767  $83,498  $84,250  

Step 4 $81,001  $83,118  $83,865  $84,238  $84,612  $85,359  $86,127  

Assistant Principal        

Step 1 $68,192  $70,251  $70,979  $71,343  $71,707  $72,433  $73,085  

Step 2 $69,514  $71,573  $72,302  $72,665  $73,029  $73,755  $74,419  

Step 3 $74,942  $77,013  $77,744  $78,110  $78,475  $79,205  $79,918  

Step 4 $76,613  $78,730  $79,477  $79,851  $80,224  $80,972  $81,700  

Directors        

Step 1 $72,069  $74,131  $74,858  $75,222  $75,584  $76,312  $76,999  

Step 2 $73,476  $75,537  $76,263  $76,628  $76,991  $77,719  $78,418  

Step 3 $79,235  $81,305  $82,037  $82,401  $82,767  $83,498  $84,250  

Step 4 $81,001  $83,118  $83,865  $84,238  $84,612  $85,359  $86,127  

Coordinators/Deans        

Step 1 $67,970  $69,949  $70,677  $71,040  $71,403  $72,130  $72,779  

Step 2 $69,212  $71,273  $72,000  $72,364  $72,727  $73,453  $74,114  

Step 3 $74,617  $76,687  $77,418  $77,783  $78,149  $78,879  $79,589  

Step 4 $76,281  $78,396  $79,144  $79,517  $79,892  $81,096  $81,826  

Dept 
Chairs/Supervisors        

Step 1 $64,968  $67,028  $67,755  $68,119  $68,483  $69,209  $69,832  

Step2 $65,643  $67,703  $68,431  $68,794  $69,158  $69,884  $70,513  

Step 3 $72,470  $74,541  $75,271  $75,637  $76,002  $76,734  $77,424  

Step 4 $74,086  $76,203  $76,949  $77,323  $77,696  $78,444  $79,150  
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APPENDIX A 

Salary Schedules 

Unit B 

Effective July 1, 2009 

 

 

 

Year 2   2% 
DOE 
Cert Masters M+15 M+30 M+45 Cags/M+60 Doc  

Housemaster         

Step 1 $73,511  $75,613  $76,355  $76,726  $77,096  $77,839 $78,539   

Step 2 $74,970  $77,073  $77,814  $78,185  $78,555  $79,298 $80,012   

Step 3 $80,819  $82,931  $83,677  $84,049  $84,422  $85,168 $85,935   

Step 4 $82,621  $84,780  $85,543  $85,922  $86,304  $87,066 $87,849   

Assistant Principal         

Step 1 $69,556  $71,657  $72,398  $72,770  $73,141  $73,882 $74,547   

Step 2 $70,904  $73,005  $73,748  $74,118  $74,490  $75,230 $75,907   

Step 3 $76,441  $78,553  $79,299  $79,672  $80,044  $80,789 $81,516   

Step 4 $78,145  $80,304  $81,067  $81,448  $81,829  $82,591 $83,334   

Directors         

Step 1 $73,511  $75,613  $76,355  $76,726  $77,096  $77,839 $78,539   

Step 2 $74,945  $77,048  $77,789  $78,160  $78,530  $79,273 $79,987   

Step 3 $80,819  $82,931  $83,677  $84,049  $84,422  $85,168 $85,935   

Step 4 $82,621  $84,780  $85,543  $85,922  $86,304  $87,066 $87,849   

Coordinators/Deans         

Step 1 $69,329  $71,348  $72,090  $72,461  $72,831  $73,573 $74,235   

Step 2 $70,596  $72,698  $73,440  $73,811  $74,182  $74,922 $75,597   

Step 3 $76,109  $78,220  $78,966  $79,339  $79,712  $80,456 $81,180   

Step 4 $77,806  $79,964  $80,727  $81,108  $81,489  $82,718 $83,463   

Dept 
Chairs/Supervisors         

Step 1 $66,267  $68,369  $69,110  $69,481  $69,852  $70,593 $71,229   

Step 2 $66,956  $69,057  $69,799  $70,170  $70,541  $71,282 $71,924   

Step 3 $73,919  $76,031  $76,776  $77,150  $77,522  $78,268 $78,973   

Step 4 $75,567  $77,727  $78,488  $78,870  $79,250  $80,013 $80,733   
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APPENDIX A 

Salary Schedules 

Unit B 

Effective July 1, 2010 

 

 

 

Year 3  2% 
DOE 
Cert Masters M+15 M+30 M+45 Cags/M+60 Doc 

Housemaster        

Step 1 $74,981  $77,125  $77,882  $78,261  $78,638  $79,395 $80,110  

Step 2 $76,470  $78,614  $79,370  $79,749  $80,127  $80,884 $81,612  

Step 3 $82,436  $84,590  $85,351  $85,730  $86,111  $86,872 $87,653  

Step 4 $84,274  $86,476  $87,254  $87,641  $88,030  $88,807 $89,606  

Assistant Principal        

Step 1 $70,947  $73,090  $73,846  $74,225  $74,604  $75,360 $76,038  

Step 2 $72,322  $74,465  $75,223  $75,600  $75,979  $76,735 $77,426  

Step 3 $77,970  $80,124  $80,885  $81,265  $81,645  $82,405 $83,147  

Step 4 $79,708  $81,910  $82,688  $83,077  $83,465  $84,243 $85,001  

Directors        

Step 1 $74,981  $77,125  $77,882  $78,261  $78,638  $79,395 $80,110  

Step 2 $76,444  $78,589  $79,344  $79,723  $80,101  $80,859 $81,586  

Step 3 $82,436  $84,590  $85,351  $85,730  $86,111  $86,872 $87,653  

Step 4 $84,274  $86,476  $87,254  $87,641  $88,030  $88,807 $89,606  

Coordinators/Deans        

Step 1 $70,716  $72,774  $73,532  $73,910  $74,288  $75,044 $75,720  

Step 2 $72,008  $74,152  $74,909  $75,287  $75,665  $76,421 $77,109  

Step 3 $77,632  $79,785  $80,546  $80,926  $81,307  $82,065 $82,804  

Step 4 $79,362  $81,563  $82,341  $82,730  $83,119  $84,372 $85,132  

Dept 
Chairs/Supervisors        

Step 1 $67,593  $69,736  $70,492  $70,871  $71,250  $72,005 $72,653  

Step 2 $68,295  $70,438  $71,195  $71,573  $71,952  $72,708 $73,362  

Step 3 $75,398  $77,552  $78,312  $78,693  $79,073  $79,834 $80,552  

Step 4 $77,079  $79,282  $80,058  $80,447  $80,835  $81,613 $82,348  

 

 



 45

APPENDIX B 

 

LONGEVITY 
 
Longevity shall be paid annually on the second payday in December in a lump sum for 
years of service in the system in accordance with the schedule set forth below: 
 
For purposes of longevity, 150 days shall be considered a full year. 

 
Time spent on unpaid leaves of absence shall not be counted for the purpose of accruing 
time towards longevity, however, an employee, who is eligible for longevity, who is on 
an unpaid leave of absence, will receive a longevity payment while on leave for 
previously completed years of service. Time spent on Sabbatical Leave shall be counted 
for the purpose of accruing time towards longevity. 
 

Effective 2008-2009  
 10-14 years  $650.00 
 15-19 years  $750.00 
 20-24 years  $850.00 
 25-29 years  $950.00 
 30-34 years  $1,050.00 
 35 or more years $1,300.00 
 
Effective 2009-2010  
 10-14 years  $675.00 
 15-19 years  $775.00 
 20-24 years  $875.00 
 25-29 years  $975.00 
 30-34 years  $1,075.00 
 35 or more years $1,325.00 
 
Effective 2010-2011  

 

 10-14 years  $700.00 
 15-19 years  $800.00 
 20-24 years  $900.00 
 25-29 years  $1,000.00 
 30-34 years  $1,100.00 
 35 or more years $1,350.00 
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Longevity Buy-Out 

 

Any bargaining unit member currently enrolled in the Longevity Buy-Out will continue 
to receive the nine thousand dollars ($9,000) payments, according to the 2005-2008 
Agreement. 
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APPENDIX C 

 

PROFESSIONAL IMPROVEMENT COMPENSATION 

 
 
Compensation for column placement shall be effective September 1 for the school year, if 
the administrator submits his/her evidence for pay adjustment for column placement to 
the Personnel Office no later than October 1 of the school year.  Evidence submitted 
subsequent to October 1, but no later than March 1 of the school year, shall be effective 
February 1 of the school year.  Evidence for pay adjustment submitted after March 1 shall 
be effective for September 1 of the following school year.  
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APPENDIX D 

 

ALTERNATIVE TO SUSPENSION PROGRAM 

 
Administrators assigned to supervise the Saturday alternative to suspension programs 
shall have added as regular compensation the following additional annual compensation 
payable in equal weekly amounts as follows: 
 
 The position(s) will be posted according to Article 7 and will be open to 

Instructional Coordinators and Housemasters at New Bedford High School.  The 
most senior applicant will be appointed first to the position. 

 
The payment will be in the form of a stipend for the second (2nd) and fourth (4th) Saturday 
(or the first (1st) and third (3rd) Saturday) of each month.  Each administrator shall be 
responsible for fifteen (15) Saturday sessions from 8:00 AM to 12:00 noon.  The stipend 
of eight thousand dollars ($8,000) will be divided among four (4) administrators. 
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Appendix E 

 

Mentoring 

 

Administrators who have successfully completed an approved Mentor Training Program 
and who agree to serve as mentors shall be compensated at the rate of: 
 
  2008 – 2011   $3,000 
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Appendix F 

403B Plan 

 
Any employee who upon retirement shall be eligible to receive a severance benefit 
pursuant to Article 16, Section F, may elect to have the gross lump sum of the benefit 
paid pre-tax to their designated contributory 403B account.   
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APPENDIX G 

 

New Bedford Public Schools 
Two Year Formal Evaluation Cycle 

Administrators 

 

 

The evaluation cycle consists of the Formal Evaluation Year and Individualization Year.  
The purpose of the Two-Year Formal Evaluation Cycle is to structure a program of 
assessment of leadership and professional development that is two fold.  In the first 
instance, it is the incumbent responsibility of the New Bedford Public School’s 
Administration to promote and assess the instructional effectiveness of all staff and 
maintain professional standards and expectations that directly support student learning 
and achievement.  In this capacity, administrator effectiveness, as defined within the New 
Bedford Public Schools’ Standards of Evaluation and Expectations, needs to be observed 
and evaluated in a formal sense in accordance with Massachusetts General Law, Chapter 
71, Section 38.    
 
In the second instance, administrators are supported and encouraged to continue their 
personal and professional growth in all areas that contribute to enhancing their 
instructional repertoire, remaining current in their content area and acquiring new skills 
that are relevant to their leadership assignment(s).  Concurrent with these aims is the 
additional mission to enable all administrators to successfully establish and complete an 
Individual Professional Development Plan for Massachusetts Educators that will directly 
provide for the Re-Certification (Licensure) of the administrator. 
 
What follows is a two-year scheme of personal/professional growth opportunities and a 
formal evaluation segment that responds to the needs of students, administrators and the 
administration.   

 
There is no “one starting point” in this two-year scenario and this means administrators 
can be placed within the cycle at any point.  Once in the cycle, however, it is suggested 
that a rotation of Evaluation, and then Individualization be followed for Professional 
Status Administrators.  Depending on individual administrators’ circumstances, a revised 
rotation is certainly possible.  This revision, if requested, can be managed cooperatively 
with his/her supervisor.  However, it should be noted that an administrator employed 

by the New Bedford Public Schools, who changes schools or changes their position 

in Unit B within the New Bedford Public School System, will be placed in the 

Formal Evaluation Year by the immediate supervising administrator.  No Unit B 

administrator will be evaluated by another Unit B administrator. 
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Formal Evaluation Year 

 

The primary purpose of the formal evaluation is the improvement of individual 
professional performance, reflecting an acceptable system-wide philosophy, and serving 
as a guide for constructive supervision.  All formal evaluations are predicated on a “best 
practices” approach, which are reflected in the Standards and Expectations for the New 
Bedford Public Schools. 
 
Criteria: (See New Bedford Public Schools Standards for Formal Observation 
                and Evaluation) 

1. Leadership  
2. Administration  
3. Equity  
4. Community Relationship   
5. Professional Responsibilities    

 
Timeline(s) for Formal Evaluation(s): 
 
Non Professional Status Administrators will be formally evaluated as follows: 
 

First Year - written evaluations will be completed and submitted to the Human 

Resources office on or before January 15 and April 30  

 

Second Year - written evaluations will be completed and submitted to the Human    

Resources office on or before January 15 and April 30  

  

Third Year - written evaluations will be completed and submitted to the Human 

Resources office on or before January 15 and April 30  

 
 
Professional Status Administrators (those who have completed three full years of 
employment in New Bedford Public Schools) will be formally evaluated at least once 
every two years before May 15 of the school year. 
 
The formal evaluation process will consist of the following protocol: 
 

1. Pre-conference 
2. Observation 
3. Post Conference (discussion of observation) 
4. Final Written Evaluation 
 The administrator will then sign the evaluation (not signifying approval) 

and have the option for rebuttal. 
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The result of the formal evaluation shall, within twenty (20) school days, be 
communicated orally and in writing to the administrator.  An administrator will have ten 
(10) school days, upon receipt of the written formal Evaluation to respond to the formal 
Evaluation, in writing.  Any written response to the formal Evaluation by the 
administrator will be attached to the formal Evaluation and placed in the personnel folder 
of the administrator with the formal Evaluation.  The administrator may present 
additional information, relative to the overall formal Evaluation, at any time during the 
formal Evaluation process. 
 
Based on the formal observation, and all other information at the disposal of the 
evaluator, consistent with the Standards and Expectations for Evaluation for the New 
Bedford Public Schools, a Summative Evaluative Category will be part of the formal 
Evaluation Instrument (see Evaluative Instrument) and part of the formal post 
observation conference with the administrator.  These categories are: 
 
Exemplary – This category indicates that the administrator has exceeded all or most of 
the Standards and this is documented by observation and with other data to support such 
a conclusion. 
 
Satisfactory – This category indicates that the administrator has met all Standards and 
this is documented by observation and with other data to support such a conclusion. 
 
Needs Improvement – This category indicates that the administrator has been found to 
be less than satisfactory in one or more Standard area(s).  An administrator receiving a 
rating in this category will be given specific information regarding the area(s) that 
need(s) improvement and prescriptive recommendations on how to proceed in the 
recommendation section of the evaluation report.   
 
Unsatisfactory - This category indicates that the administrator has been found to be 
deficient in one Standard area and remediating steps will be undertaken immediately.  An 
administrator receiving an Unsatisfactory rating, who is on Professional Status, will be 
given an *Administrator Assistance Plan.  An administrator who has Non-Professional 
Status will be given an *Administrator Assistance Plan, if this action is deemed in the 
best interests of the New Bedford Public Schools. 
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Administrator Assistance Plan 

 
When an administrator responsible for the evaluation of another administrator has 
concerns about the administrator’s performance, the evaluator may place the administrator 
into the evaluation cycle.  This is not a punitive response, but a corrective action to a 
documented area of concern.  It is anticipated that the Administrator Assistance Plan will 
enable the administrator to resolve the area of concern (Please note the reference to 
Administrator Assistance Plan in the Unsatisfactory category contained in the Evaluation 
Year of the Two Year Professional Development Cycle). 
 
It is also understood that before an administrator is assigned an Administrator Assistance 
Plan, the administrator responsible for that administrator’s evaluation will meet with the 
administrator to discuss why an Administrator Assistance Plan is necessary.  In 
conjunction with the administrator, the administrator will create an individualized program 
for the administrator and establish subsequent dates for additional evaluations of the 
administrator’s performance.  The Administrator Assistance Plan will also contain a 
specific timeline for the administrator to accomplish the specifics of the Plan. 
 
 
The Administrator Assistance Plan may include any or all of the following activities: 
 

• Formal observations with pre and post conference with written documentation 

• Informal observations (with or without written documentation) 

• Conferences and strategy sessions on a regular basis 

• Assistance from colleagues; such as, observation of other administrators as part 
of the plan 

• Attendance by the administrator at agreed upon workshops or conferences 

• Mutually agreed upon course work in a content area or on pedagogy 

• Administrators may observe peers who have demonstrated successful practices 
 
It is understood that all possible activities that may be needed for an Administrative 
Assistance Plan can not be detailed herein, but the primary purpose remains for the 
immediate supervisor and administrator to collaboratively construct a Plan to ameliorate 
the area of concern in a professional manner. 
 
A summary conference will be held before the end of the school year to review the 
administrator’s performance and plan next steps.  No administrator with an Administrative 
Assistance Plan will be required to participate in activities outside of the contractual 
school year unless the administrator agrees to such a provision. 
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Individualization Year 
 

The Individualization Year is one that enables the administrator to initiate, refine or 
complete work begun in other years.   
 
This year should follow the Evaluation Year within the two-year professional 
development cycle.  
 
The administrator in the Individualization Year of the cycle must meet with his/her 
immediate supervisor on or before October 1 and describe, in writing, and have approved, 
in writing, the nature of the work to be undertaken, but it is understood that an 
administrator’s personal professional development takes precedence in this year of the two 
year cycle.  
 
It is understood, however there exists a vast array of topics, projects, studies or activities 
beyond the above that are germane to the personal and professional development of the 
administrator.   By arrangement, two or more administrators may wish to work on a 
collaborative project during their Individualization Year.  
 
It is expected that administrators in the Individualization Year of the cycle will expend 45 
– 60 clock hours on the Project and will be awarded Professional Development Points at 
the rate of 1 per each clock hour. 
 
At the conclusion of the Individualization Year (By June 1), the administrator will submit 
a summary of the work accomplished during the year.  The summary will include the 
scope of the work accomplished, a conclusion reached as a result of the work and how the 
administrator will use this work.  A product such as a curriculum unit may accompany the 
summary. This summary will be placed in the administrator’s personnel file.  
 

Another option during the Individualization Year is the administrator will select a project 
to work on independently.  The project will be substantial and the goals/focus should 
contribute to the one’s professional knowledge and/or skill as an administrator.  This 
year’s work should contribute, significantly, to the administrator’s Individual Professional 
Development Plan and provide substantially for the recertification requirements of the 
individual. 
 
Sample activities may include, but not be limited to, the following: 
 

• Course work (Including on-line course offerings) 

• Workshops/Seminars (as presenter or participant) 

• Administrator exchange program 

• Independent or self-study 

• Study group (both collaborative and individual) 

• Experimentation of activities 

• Community service/involvement 
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• One-way observations and feedback (peer) 

• Teaching teachers course (graduate) 

• Other professional endeavors 

• Extensive review of specific literature on an instructional strategy or topic 

• Development of innovative curriculum unit(s) 

• Extensive reading on a specific topic associated with teaching area 

• Technology options 

• Assessment options  

•    Cross content approaches 

• A series of peer observations 

 

At the conclusion of the Individualization Year (June 1 unless a later date is agreed upon) 
the administrator will submit appropriate documentation to the immediate supervisor 
related to his/her activities for the year.  This documentation may consist of the following: 
 

• Transcripts 

• Curriculum documents 

• Resources connected to teaching area 

• Program analysis 

• Graduate course of study curriculum 

• Administrator evaluations from other sources 

• Narrative summary report  with conclusions and implementation possibilities 
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New Bedford Public Schools 
Formal Evaluation Report 

 
Administrator_____________________________ School ______________________ 

 
Title ______________________                                                                        
 
Non-Professional Status ___           Professional Status ___ 
 
Date of Formal Evaluation Pre-conference:  _______________ 
 
Date of Formal Evaluation Observation:  _______________ 
 
Date of Formal Evaluation Post Conference:  _________________ 
 
Date of Final Written Formal Evaluation Report:  _________________ 
 
Administrators are expected to review the Two Year Formal Evaluation Cycle and the Standards 
of Evaluation for the New Bedford Public Schools before participating in the Formal Evaluation 
Cycle. 
 
There are four ratings available for each category within the Formal Evaluation Process.  Each is 
described below. 
 
Exemplary – The administrator has exceeded the Standard and this is documented by 
observation and with other data. 
Satisfactory – The administrator has met the Standard and this is documented by observation 
and with other data. 
Needs Improvement – The administrator has been found less than satisfactory in the Standard 
and there are specific recommendations to resolve the situation. 
Unsatisfactory – The administrator has been found deficient in this Standard and specific 
remedial steps will be recommended immediately. 
 
6. Leadership  – The administrator has demonstrated a mastery of the leadership standards and 

is current regarding leadership  items contained in Standard 1 of the Standards of Evaluation. 

Evidence: 

 

 

 

 

 

 

Rating __________________ 
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(2) Administration  – The administrator  has an understanding of administrative               
objectives as defined in Standard 2 of the Standards of Evaluation. 

Evidence: 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Rating __________________ 

 

(3) Equity – The administrator has an understanding of the quality of educational   programs that 
address the needs of all students as defined in Standard 3 of the   Standards of Evaluation. 

Evidence: 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Rating: _________________ 
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(4) Community Relationship – The administrator understands the role of community             
involvement in the school district as defined in Standard 4 of the Standards of                      
Evaluation. 

Evidence: 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Rating: _________________ 

 

 

(5)  Fulfillment of professional responsibilities – The administrator demonstrates that            
he/she is a continuous learner and collegially interacts with others in the school                 
community as defined in Standard 5 of the Standards of Evaluation. 

Evidence: 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Rating:  _________________ 
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Summative Statement 

 
 
 
 
 
 
 
Commendations: 
 
 
 
 
 
 
 
 
Recommendations: 
 
 
 
 
 

 
 
 
 

 

Overall Rating: ________________________ 

 

Recommended continued service: Yes ___  No ___ 

 

Signature of Evaluator ______________________________  Date ____________ 

 

Title of Evaluator ___________________________ 

 

Signature of Administrator __________________________   Date ____________ 

         

      (This does not signify approval) 

After the administrator signs this Formal Evaluation Report, an administrator has ten (10) 

school days to submit a rebuttal or related material to the Human Resources Office.  The 

attachments will be included with this Formal Evaluation and will be placed in the 

administrator’s personnel file.  Attachments are optional, as determined by the 

administrator. 
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APPENDIX H 

 

New Bedford Public Schools 
Standards of Evaluation 

Administrators 

 

 

Application.  The Professional Standards for Administrators identify the knowledge and skills 
required for school administrators. These Standards are used by sponsoring organizations in 
designing their administrator preparation programs and by the Department in reviewing 
programs seeking state approval. They are also used by the Department as the basis of 
performance assessment of candidates for administrator licenses. Candidates shall demonstrate 
that they meet the Professional Standards by completing a Performance Assessment for Initial 
License. 
 

1. Leadership 

 

a. Articulates the purposes of education and the place of public schools in the United 
States of America 

b. Articulates vision and mission 
c. Reviews, evaluates, and revises instructional programs on the basis of sound 

information and relevant data 
d. Knows and encourages appropriate uses of instructional technologies 
e. Promotes activities that honor academic excellence 
f. Involves staff in preparing and implementing professional development plans that 

are related to improved student learning 
g. Helps staff align their curriculum with the state’s curriculum frameworks 
h. Understands principles of mentoring and supports new teacher with mentors 
i. Encourages experimentation and rigorous evaluation of new pedagogical 

approaches 
j. Plans effectively for the implementation of policy decisions, taking into account 

unanticipated consequences and costs 
 

2. Administration 
  

a. Demonstrates effective oral and written communication skills 
b. Uses effective methods of personnel selection, supervision, and evaluation 
c. Identifies, implements, and evaluates content-based instruction based on the 

Massachusetts Curriculum Frameworks 
d. Practices relevant fiscal management policies and procedures 
e. Uses technology appropriately for his or her professional position 
f. Acts with integrity, fairness, and professionalism 
g. Understands plant facilities and equipment management 
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3. Equity 
 

a. Assures presence and quality of educational programs that address the needs, 
interests, and abilities of all students 

b. Provides programs or activities that help all students acquire a positive civic 
identity and see themselves as integral members of our civic communities 

c. Fosters understanding that effort is a key factor in achievement 
d. Helps all students see themselves as unique individuals responsible for their own 

actions 
e. Assures high academic expectations for all students 
f. Holds teacher, students, and self to high standards of performance and behavior 

 

 

4. Community Relations 

 

a. Involves families and other community members in developing the vision, goals, 
improvement plans, and programs for the school/district 

b. Promotes partnerships among staff, families, the business community, and other 
community groups and uses community resources to enhance instruction 

 

5. Professional Responsibilities 
  

a. Meets his or her legal and moral responsibilities 
b. Maintains interest in current developments in the professional discipline 
c. Knows educational principles and research that promote sound practices 
d. Keeps current with educational research of relevance to professional 

responsibilities 
e. Is familiar with the rage of instructional programs and policies that can promote 

academic learning for all students 
f. Is familiar with the range of student support service 
g. Is familiar with the range of professional training programs and providers for 

prospective teachers 
h. Knows multiple strategies to assess student performance 
i. Understands approaches to organizational change, school-based management, and 

school restructuring 
j. Understands federal, state, and municipal laws and regulations affecting schools, 

Staff and students, including laws on disability, civil rights and responsibilities, 
issues of liability, and requirements of due process 

k. Demonstrates understanding of current issues in American Education  


