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PREAMBLE

This Agreement is entered into by and between the Burlington Board of School Commissionets,
hereinafter called the "Board" and the Burlington Administrators' Association, hereinafter called the

"Association.”
WITNESSETH:

WHEREAS, the Board and the Association recognize and declare that providing a quality
education for the children of the Burlington School System is their mutual aim and that the character of
such education depends upon the quality and morale of the administering service, and;

WHEREAS, the Board and the Association wish to maintain and strengthen the management
team concept,

WHEREAS, the members of the Association are particularly qualified to advise the formulation
of policies and programs designed to improve educational standards, and,

WHEREAS, the Board under the laws of the State of Vermont has the responsibility to determine
the policies of the Burlington School System, and;

WHEREAS, the parties have reached certain understandings which they desire to confirm in this
Agreement:

In consideration of the following covenants, it is hercby agreed as follows:



ARTICLE 1
RECOGNITION

1.1 The Board recognizes the Association as the sole and exclusive representative for collective
bargaining purposes concerning matters of salary, related economic conditions of employment,
procedures for processing complaints and grievances subject to the terms and conditions of this
Agreement relating to employment, and any mutually agreed upon matters not in conflict with the
statutes and laws of the State of Vermont for all administrators employed by the Board. The term
"administrator" shall be defined by 16 VSA, Chapter 57, Section 1981 (1) and 1982 (b), as amended,
and shall include the position of Burlington High School Guidance Director and interim administrative
positions unless otherwise agreed upon between the Association and the Board. Recognition by the
Board under this section shall exclude, assistant superintendent, teachers and all other employees.

1.2 Unless otherwise indicated, the term "administrators" when used hereinafter in this agreement
shall refer to all administrative employees represented by the Association, as above defined.

1.3 The "Board" is understood to mean the body of elected officials who represent the citizens of
Burlington in the establishment of policy for the Burlington Educational System.

1.4 Despite reference in this Agreement to the Board or the Association as such, each reserves the
right to act hereunder by committee (which committee will not exceed fifteen (15) in number),
individual members, or designated representatives whether or not a member.

1.5 Except as otherwise specifically provided in this Agreement or otherwise specifically agreed to
in writing between the parties, the determination of educational policy, responsibility for the operation
and management of the schools, and the control, supervision and direction of the staff are vested
exclusively in the Board.

ARTICLE 11
PROCEDURE FOR NEGOTIATION OF SUCCESSOR AGREEMENT

2.1 If either party desires to terminate or modify this Agreement, notice shall be given to the other
party in writing on or before November 1 of the year immediately preceding the desired modification or

termination.

22 If notice pursuant to Section 2.1 is given, the Association shall submit to the Board its written
contract proposal no later than the following November 15. The Board and the Association agree to meet
not later than the following December 1, for the purpose of establishing negotiation ground rules,
exchanging points of view and presenting data relevant to the proposal. The Board shall submit to the
Association its written counter contract proposal no later than the following December 15. The timeline
for exchange of proposals may be waived by mutual agreement between the parties.

23 After the exchange of proposals pursuant to Section 2.2, the parties shall negotiate in good faith
in an effort to reach agreement on a successor contract. If after discussion of all negotiable matters the
parties fail to reach agreement on any such matter, either party may declare an impasse, and in the event
that a final agreement is not reached by the following March 1, impasse will be automatically declared
unless mutually agreed upon. Within three (3) days after the declaration of impasse, the parties will
attempt to select a person to serve as mediator and to obtain a commitment from such person to serve. If
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the parties are unable to agree upon a mediator and/or to obtain such a commitment within said time,
cither party may request the American Arbitration Association to appoint a mediator. The American
Arbitration Association will, within fifteen (15) days after the receipt of such request, appoint a mediator
in accordance with rules and procedures prescribed by it for making such appointment. The mediator will
not, however, without the consent of both parties, make findings of fact or recommend terms of
settlement. The costs for the services of the mediator, including, if any, his/her per diem expenses and
his/her actual and necessary travel and subsistence expenses, will be shared equally by the Board and the
Association.

24 If the mediator is unable to effect settlement of said controversy within fifteen (15) days after the
first meeting with the parties, either party may, by written notification to the other, request that said
controversy by submitted to fact-finding. Within five (5) days after receipt of the aforesaid written
request, each party will appoint one (1) person to serve on the fact-finding panel and the two (2) persons
so appointed will attempt to designate a third person to serve as chairperson of the panel and to obtain a
commitment from said person to serve. If within five (5) days after their appointment, the two (2)
appointees are unable to agree upon a chairperson and/or to appoint its fact-finder within the aforesaid
five-day (5) period, either party may request the American Arbitration Association to designate a
chairperson. The American Arbitration Association will, within fifteen (15) days after receipt of such
request, designate a chairperson in accordance with rules and procedures prescribed by it for making such
designation. The chairperson so designated will not, without the consent of both parties, be the same
person who was appointed mediator under the preceding paragraph.

2.5 The panel will, within ten (10) days after the designation of the chairperson, meet with the parties
or their representatives, or both, forthwith, make inquiries and investigations, hold hearings, or take such
other steps as it deems appropriate. All such proceedings will be conducted in accordance with the rules
and procedures of the American Arbitration Association. If such controversy is not resolved prior thercto,
the panel will make findings of fact and recommend terms of settlement of the controversy, provided,
however, its authority will be limited to make findings and recommendations with respect to negotiable
subjects only. Said recommendations will be advisory only and will be made within thirty (30) days after
the designation of the chairperson. The panel shall make such findings and recommendations public if
the issues in dispute are not settled within ten (10) days of delivery of the report. The costs for the
services of the chairperson, including per diem expenses, if any, and actual and necessary travel and
subsistence expenses and the costs of a hearing room and transcript, if any, will be shared equally by the
Board and the Association.

2.6 It is the intent of the parties that negotiations will be conducted between the Board (and/or others
whom the Board may designate) and duly appointed members of the Association (and/or others whom the
Association may designate) which committee will not exceed six (6) members each in numbers.
Consultants to either party may be available at any time during negotiations.

2.7 If any provision of this Article or any application thereof to any administrator or group of
administrators if found contrary to law, then such provision or application will be valid and subsisting
only to the extent permitted by law; all other provisions or applications will continue in full force and
effect.

2.8 The time limits specified in this Article are calendar days and may be extended by mutual
agreement.

29 Upon tentative agreement between the parties, all items of agreement shall be reduced to writing
and submitted to the Board and the Association for ratification.



2.10  Upon ratification by the parties, a mutually acceptable written agreement shall be signed by the
Chairperson of the Board and the President of the Association. Said agreement shall then be binding
upon the parties for its duration.

2.11  All negotiation, mediation, and fact-finding sessions will be conducted at mutually agreed upon
times.

ARTICLE III
RESPONSIBILITIES OF THE PARTIES

3.1 This Agreement is intended to set forth rates of pay, evaluation process, days of work, and other
mutually agreed-upon conditions of employment, so as to promote orderly and peaceful relations with the
administrative personnel; and to achieve the highest level of administrative performance consistent with
safety, good health, and professional effort; and promote the general welfare of the Burlington School
District schools, its professional staff, and its students.

32 Unless otherwise specified, any administrator covered by this agreement shall have the right to
BAA representation during any disciplinary, grievance or arbitration process.

ARTICLE 1V
ADMINISTRATOR EMPLOYMENT

4.1 Non-Renewal for Performance

a. An administrator not to be rehired for performance will be notified in writing pursuant to
Article VI and in accordance with state law by February 1.(see 16 V.S.A. §243(c).)

b. An administrator whose contract will not be renewed as a result of the City March tax vote
shall be so notified in writing by the last day in March. If the same tax question is subsequently
put before the voters and neither the School Department budget nor programs have been altered
in the interim, and if the proposed tax increase is approved, the administrator may consider that
this contract will be renewed and shall be so notified in writing within ten (10) workdays of the
second election. If between the first and the second elections either the School Department
budget or programs have been either altered, then unless notified to the contrary, the non-renewal
of the administrator's contract shall remain unchanged.

42 Probationary Period

a. An administrator shall be on probationary status during the first two years of administrative
employment by the Board. An administrator who changes administrative positions after one year
will have their probationary period extended by an additional year. If performance has been
satisfactory during this period, the administrator will receive service credit.

b. Re-employment rights during the probationary period shall be at the discretion of the
Superintendent and decisions in this matter are not subject to appeal. Written notification of
employment status for the forthcoming school year under this section will occur on or before
April 15.



4.3

c. The Superintendent may at any time place an administrator on probation for job performance
reasons with just cause. The Superintendent shall set forth in writing to the affected administrator
the reasons for such probation and indicate performance standards for improvement and a time
period within which such improvements must be accomplished. The substance of the
Superintendent's decision to place an administrator on probation shall not be subject to grievance
or appeal. The Superintendent shall meet with the affected administrator at the end of the time
period specified above to either lift the probationary status or notify the administrator of pending
termination. At this time, the parties may agree to continue the probationary status for a specific
time period. The administrator shall be entitled to appeal to the Board within ten calendar days of
the receipt of the termination notice whose decision in the matter shall be final. The appeal
hearing before the Board will occur at the next regular Board meeting, but no sooner than 5 work
days after the date of the notice of appeal. Notwithstanding the provisions of Subsections (a) and
(b), the Superintendent may at any time remove an administrator from probationary status.

Reduction in Force

a. The Board agrees that reductions of the administrative staff and changes in administrators'
workdays shall be the result of sound educational policy as developed by the Board, fiscal need,
and/or decreasing enrollment.

b. In the event that a reduction in administrative staff is necessary, the decision of the
Superintendent as to which administrators shall be reduced shall not be subject to review as long
as the Superintendent makes his/her decision on the basis of the reverse order of seniority as an
administrator in the district or selects an administrator on probationary status. If the
Superintendent decides to pass over a less senior administrator to reduce a more senior
administrator, the Superintendent will notify in writing the administrator whose job is being
reduced with reasons for that administrator’s reduction. Such notification might include, but is
not limited to: appropriate licensure and the extent of basic academic and experiential
qualifications, and/or job performance. Such administrator may then challenge the
Superintendent’s decision through the grievance and arbitration procedures of this agreement. In
order to prevail, such administrator must establish beyond a reasonable doubt that the
Superintendent’s decision to reduce his position rather than that of a less senior administrator was
arbitrary and capricious. If an administrator’s appeal is unsuccessful, his/her employment shall
end per the reduction in force and no right exists to displace a less senior administrator.

c. For administrators whose assignment includes teaching, that portion of their employment shall
have the full protection of this agreement.

d. An administrator who has been terminated as a result of a reduction in force will be placed on
a recall list for a period of two (2) years during which time the administrator shall receive written
notice of any administrative vacancy for which such administrator is certified and qualificd as
well as prior consideration for such position as long as the administrator has provided the Board
with a current mailing address and has in writing expressed interest in such position after
receiving notice of such vacancy. If more than one administrator on such recall list expresses
interest in a vacant position, the decision of the Board as to which administrator should be hired
to fill such position shall be final

e. An administrator who has been terminated as a result of a reduction in force will be placed on
a list for a one (1) year period giving the administrator first consideration for available teaching
positions after the District has met its other contractual obligations as long as the administrator is
certified and qualified for the teaching positions. An eligible administrator may simultaneously



4.4

choose the benefits as described in Subsections (d) and (e), above, but no benefit may be
combined with that described in Subsection 4.4(a).

g. If an administrator's employment is terminated (except being fired, dismissed or being non-
renewed because of unsatisfactory job performance or for reasons listed in V.S.A. Title 16.
Section 1752), note 5.4(b), as a result of reduction in force and that administrator is eligible for
termination as described in section 4.4(a) herein, the administrator must make an irreversible
decision known to the District in writing within twenty (20) days of the end of his/her
employment by the District or the District will deem that he/she has chosen the benefit of section
4.4(a) herein. It is agreed that an administrator who has chosen the termination benefit in Section
4.4(a) thereby loses all seniority and accumulated sick leave should such administrator ultimately
be reemployed by the District. An administrator who has chosen the benefit of the recall list
pursuant to Section 4.3 shall retain his/her accumulated sick leave and seniority should such
administrator subsequently be recalled to an administrative position. No further sick leave or
seniority time shall be carned during the time that the administrator is on the recall list. An
administrator who has chosen the benefit pursuant to Section 4.3(e) and who is reemployed by the
District in a teaching position shall retain his/her accumulated sick leave to the maximum
permissible pursuant to the teacher contract.

Separation of Employment
a. If an administrator’s employment ends (except being fired, dismissed or being non-renewed
because of unsatisfactory job performance or for reasons listed in V.S.A. Title 16 §1752) note
5.4(b) due to death, voluntary resignation or retirement, he/she or the estate shall be
eligible for the following severance pay:

1. After 7 years of consecutive administrative service, $7500 upon departure

2. After 9 years consecutive administrative service, $10,000 upon departure

3. After 11 years consecutive administrative service, $12,000 upon departure

Administrators must notify the District of their retirement by August 31 for the following school
year to be eligible for this severance pay benefit.

b. Retiree's Health Insurance Benefits

1. An administrator retiring as defined by applicable State Education Statutes after fifteen (15)
years of educational service in the Burlington School District and either the attainment of age
fifty-five (55) or thirty (30) years of Vermont public school teaching experience shall be
entitled to single or two-person coverage as applicable, under the BC/BS or alternative health
insurance plan provided by the State Teachers’ Retirement System or the health insurance
coverage provided by the District to the teaching staff, whichever is less expensive, with the
District paying fifty percent (50%) of the cost of such coverage until such administrator has
attained the age of sixty-two (62). The professional service must consist of no less than 12
years as an administrator. To be eligible for this benefit, the administrator must have worked
through the end of the school year immediately preceding the retirement and have notified the
Administration of the intention to retire no later than the date for return of administrator
contracts. The District at its sole discretion may permit an administrator who has met the age
and length of service requirements to receive the benefits of this section without compliance
with the requirements of the immediately preceding sentence. A District decision on this issue
shall be non-grievable.



2. Administrators who retire from the system after fifteen (15) years of educational service retain
the right to remain a member of the District Medical Insurance Plan upon reaching age sixty-
two (62) at his/her own expense. This provision is subject to acceptance by the District's
nsuring agent.

4.5 An administrator may be employed as an interim administrator when the need arises. An
administrator may not be employed in such status for longer than fifteen (15) months without the
approval of the Association. An interim administrator has the protection of the BAA contract during
his/her service, but no entitlement to continued employment beyond the terms of the interim contract. An
interim administrator, unless assigned to the interim position from a regular administrative assighment,
shall not be eligible for the termination benefits pursuant to Section 4.4 (b). Further, such interim
administrator shall not accrue seniority as an administrator unless subsequently employed in a regular
administrative position, at which time such administrator shall be credited for seniority purposes with all
time spent as an interim administrator for the district.

4.6 Individual administrator assignments and contracts for the following year shall be issued by the
District no later than April 15 of any year or fifteen (15) days after a successor agreement has been
executed, whichever date is later. Individual administrator contracts shall be returned by the
administrators within ten (10) calendar days of receiving the contract. If a successor agreement is not
negotiated by July 1 of any year, each individual administrator's contract and benefits shall be continued
under the present Agreement until the successor agreement is executed. If a successor Agreement has not
been negotiated by April 15, any administrator to be involuntarily reassigned shall receive notice of such
reassignment on or before April 15.

4.7 Seniority

a. A seniority list will be provided as Appendix D. Administrators shall be placed on the
list using their first day of work as the commencement of their seniority. Administrators shall be
deemed to have the same amount of seniority if there is not more than three (3) months difference
in seniority between them.

b. Administrators will accumulate administrative seniority in the bargaining unit in direct
proportion to their years of service to the District in administrative positions covered by the
agreement with the exception of service in a probationary status. The initial probation service
will not be credited towards administrative seniority until the administrator has completed the
initial two year probationary period. In instances where an administrator is placed on
probationary status by action of the Superintendent, service in that initial probationary status will
accrue toward administrative seniority and seniority previously accrued will be recognized in a
RIF situation; however, any extension of this probationary period will not accrue towards
administrative seniority and seniority previously accrued will not be recognized in a RIF
situation. Service to the District in positions outside of the bargaining unit will not be credited
toward seniority unless such service is in an interim capacity and the Association agrees, in
advance, to credit for such service.



ARTICLE V
TRANSFERS AND ASSIGNMENTS

5.1 All administrative positions will be posted for a minimum of 10 working days except that internal
and external posting may occur simultaneously during the months from May through August.
Administrators who are interested in a vacant position shall notify the Director of Human Resource
Services in writing by setting forth their qualifications and other related information. Upon
recommendation of the Superintendent, the Board shall make the final determination for all licensed
positions.

52 Administrators who wish to transfer within their area of competence within the system shall make
such request in writing to the Superintendent. If an administrator's request for transfer is denied, the
administrator shall be notified in writing of the reason(s) for the denial. The administrator may request a
meeting with the Superintendent (or the Superintendent's designee) within 10 calendar days of the denial
to discuss the reason(s) for the denial. After due consideration, the Superintendent’s decision shall be
final.

53 An administrator who is transferred to a lower category will be held at their current salary for the
first year after their transfer. Administrators transferring to a higher category will have their salaries
increased to the appropriate levels per the salary index for the next school year.

54 Emergency Assignment

a. The District may change the assignment, academic or geographic, of any administrator once
said administrator has accepted a contract offered by the District. In the event of any such
change, the administrator so affected shall be notified in writing of the reassignment.

b.

55 An administrator who wishes to voluntarily return to full-time teaching shall be given the first
vacancy for which the administrator is certified and qualified after the Board has met its other contractual
obligations, provided that the administrator has made timely application for such position.

ARTICLE VI
ADMINISTRATOR RIGHTS

6.1 As a duly elected body exercising governmental power within the laws of the State of Vermont,
the District hereby agrees that every administrator shall have the right freely to organize, join and support
the Association for the purpose of engaging in collective negotiations. The District shall not discriminate
against any administrator by reason of his/her membership in the Association and its affiliates, his/her
participation in any activities of the Association, collective negotiations with the Board, or his/her
institution of any grievance, complaint or proceeding under this Agreement.

6.3 Evaluations

a. The District and the Association agree that it is the Superintendent’s right to evaluate
administrators in order to improve the quality of education in the school system and to foster the
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professional competence and growth of administrators. The District recognizes the value of
seeking administrator input in developing an evaluation system. The Association and the District
agree that the evaluation system will be developed jointly. By October 2018, a draft description
of the evaluation system to be used shall be presented to the Association in writing. The
Association may use the grievance and arbitration procedures of this Agreement to challenge the
evaluation system. In order to prevail in such a challenge, the Association must establish beyond
a reasonable doubt that specific provisions of the evaluation system promote arbitrary and
capricious judgments concerning the performance of administrators or do not conform to the
stated purposes of cvaluation. An arbitrator shall be authorized to agree or disagree with the
position of the Association, but shall not be authorized to revise the evaluation system. Rather,
an arbitrator may require the District to revise the evaluation system to correct identified
deficiencies. A grievance under this section must be filed within fifteen (15) workdays of the
presentation of the evaluation system to the Association. Upon the adoption of an evaluation
system, the Association by means of the grievance procedure in Article X may grieve alleged
procedural defects in the implementation of the evaluation system, except that Level 3 will be to
the Board. The decision of the Board shall be final.

b. The Association by means of a class grievance may grieve to the Board alleged procedural
defects in the implementation of the evaluation system. The decision of the Board shall be final.

c. An administrator may have the results of his/her evaluation reviewed by the next higher
administrative level whose decision shall be final unless as a result of such evaluation, the
administrator was terminated for performance reasons as set forth in Section 4.2(c) of this
Agreement.

6.4 Any suspension or dismissal of an administrator shall be governed by V.S.A. Title 16, Chapter
53, Section 1752 as amended. A non-renewal shall be governed by 4.1 and a RIF shall be governed by
article 4.3

6.5 Whenever any administrator is required to appear before the Superintendent or his designee or
representative, Board or any committee thereof concerning any matter which could adversely affect the
continuation of the administrator in that office, position, or employment, the administrator shall be
entitled to have a representative of the Association present to advise and represent the administrator
during such meeting or interview. Administrators shall be advised of the nature of any such meeting at
least twenty-four (24) hours in advance. Routine evaluation conferences between the administrator and
his/her immediate supervisor or the Superintendent or designee are exempted from the provisions of this
Section. This Section is not intended to limit the Superintendent's legal administrative responsibility.

6.6 All monitoring, observation or evaluation of the work performance of an administrator shall be
conducted openly and with full knowledge of the administrator. If any adverse comment about an
administrator by another employee of the District, student, parent or citizen is of substantial weight in
such administrator's evaluation, the adverse comment should be brought to the administrator's attention
within a reasonable period from its receipt, thereby giving such administrator an opportunity to explain
and/or rebut the substance of such comment.

6.7 The foregoing will in no way limit the authority of the Superintendent to suspend an
administrator and/or to recommend dismissal under State Law to the Board, or the authority of the Board,
under State Law, to dismiss administrators providing that any administrator shall be accorded due process
prior to dismissal according to State Statutes.

6.8 Personnel File
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a. An administrator shall have the right, upon request, to review the contents of his/her personnel
file and to receive copies at District expense of any documents contained therein. An
administrator shall be entitled to have a representative of the Association accompany him/her
during such review. At least once every three (3) years, an administrator shall have the right to
indicate those documents and/or other materials in his/her file that shall be the basis of a review
by the Superintendent or his/her designee. Upon mutual agreement documents can be removed.
The Superintendent's decision after reviewing the indicated documents shall not be made
arbitrarily, capriciously or without rational basis in fact.

b. No material derogatory to an administrator's conduct, service, character, or personality shall be
placed in his/her personnel file unless the administrator has had an opportunity to review such
material. Upon administrator request, the Superintendent will review and determine which
derogatory material shall be removed from the file. The Superintendent’s decision after
reviewing the indicated documents shall not be made arbitrarily, capriciously or without rational
basis in fact. The administrator shall acknowledge that he/she had the opportunity to review such
material by affixing his/her signature to the copy to be filed with the express understanding that
such signature in no way indicates agreement with the contents thereof. The administrator shall
also have the right to submit a written answer to such material and his/her answer shall be
reviewed by the Superintendent or his/her designee and attached to the file copy. The
Superintendent, or his/her designee, shall sign the administrator's file copy of any written answers
submitted by the administrator, with the understanding that such signature in no way indicates
agreement with the content thereof.

6.9 The Board recognizes the right and responsibility of the individual administrator to participate or
not to participate in professional or service organizations of the administrator's choice.

6.10  Access to an administrator's personnel files is restricted to the administrator's immediate
supervisor, Human Resources Director, the Superintendent, their respective secretaries, and District legal
counsel, unless the administrator's approval is granted in writing.

6.11  Action by the District under the provisions of Section 6.4, 6.6 and 6.7 shall not be subject to the
grievance and arbitration procedures of this Agreement. Action by the Administration under the
provisions of Section 6.5 shall not be subject to the arbitration procedures of this Agreement.

ARTICLE VII
PROTECTION OF ADMINISTRATORS

7.1 Administrators shall not be required to work under unsafe or hazardous conditions or to perform
tasks that endanger their health or safety.

7.2 The Board shall give full support to the administrators including legal and insurance coverage as
is presently carried, for court action brought by parents or citizens against the administrator which acting
in the proper discharge of the administrator's duties and shall give full support including legal and
insurance coverage as is presently carried for any assault upon the administrator while acting in the proper
discharge of the administrator's duties.
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7.3 Whenever an administrator is absent from employment and is unable to perform his/her duties as
a result of wrongful assault sustained in the course of his/her employment, administrators will be on paid
leave and no part of such absence shall be charged to his/her personal or accumulated sick leave.

7.4 Administrators shall immediately report cases of assault suffered by them in connection with their
employment to their immediate supervisor. Such notification shall be immediately forwarded to the
Superintendent (or his/her designee) and the administrator shall comply with any reasonable request from
the Superintendent for information in the possession of the administrator relating to the incident or the
person involved. The Superintendent or designee shall act if needed as liaison between the administrator,
the police and the courts.

7.5 The District shall provide liability coverage, including legal assistance for administrators to the
extent and subject to the conditions set forth in the Liability Insurance provided by the District for matters
related to the scope of the administrator’s duties.

7.6 The District shall reimburse administrators for the replacement of any clothing or other personal
property damaged or destroyed as a result of assault or by accident not caused or significantly contributed
to by negligence of the administrator while on duty in the school, on the school premises, or at a school
sponsored activity. Upon appropriate documentation, total reimbursement shall be limited to the
uninsured actual cash value of the clothing or personal property or one thousand dollars ($1,000.00),
whichever is less.

7.7 The District shall protect an administrator from public charges of impropriety concerning
teaching methods and materials under his/her control, as long as the administrator has functioned within
the bounds of Board policies. It is agreed that the Superintendent is free to issue directives that interpret
Board policies to meet specific situations as they arise.

The District shall not require that any administrator act in an unprofessional or illegal manner with respect
to the disclosure of personal information received by an administrator from the students or staff in his/her

charge.

ARTICLE VIII
DEFINITION OF CONTRACT

8.1 Work Year

a. Effective July 1, 2021, the standard work year for all Administrators employed under this
contract shall be twelve months, or two Hundred and Sixty (260) duty days, unless otherwise
agreed by the Superintendent. .

8.2 The per diem calculation of an administrator's salary shall be derived by dividing the
administrator's annual salary by his/her number of contracted duty days per Appendix C. In the event an
employee is hired after July 1 of the current school year, their annualized salary will be calculated by per
diem rate multiplied by the number of remaining duty days in the fiscal year.

8.3 Reduction in Duty Days
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a. Duty days per Appendix C will not be reduced during the life of this Agreement. If, during
subsequent agreements, an administrator's required number of duty days is reduced, his/her salary
shall be reduced by an amount equal to the administrator's per diem salary multiplied by the
number of duty days by which such administrator's position has been reduced.

b. Any notice to an administrator of a reduction of his/her duty days shall be within the time lines
set forth in Sections 4.1 and 4.7 of this Agreement.

ARTICLE IX
RATES OF PAY
9.1 A salary index will be established for each category of administrative positions, with minimum
and maximum steps (Appendix C, Position).
9.2 No individual administrator's salary can be below the minimum or above the maximum for

his/her category without approval of BAA, except where the administrator is required to work under a
provisional license.

9.3 Administrators shall be paid bi-weekly.

9.4 For those Administrators who did not move on step for the 2020-21 school year and are employed
by the District on the date of ratification of this Agreement, their annual salary shall be increased by
1.75%, retroactive to July 1, 2020. Effective July 1, 2021, all Administrators shall be placed on the
Salary Grid in Appendix C based on their years of experience with the District and will be accordingly
compensated by Category and through Steps 0-10 as specified in Appendix C.

9.5 New Hires

New hires will be placed on the salary schedule at Step 0. With the agreement of BAA and the
Superintendent, new hires may be placed on a higher step due to the new administrator possessing special
skills, experience, licenses/certificates, or due to challenges recruiting into the position. However, new
hires will not be placed at a step higher that the highest paid administrator for the specific position. For
instance, an elementary principal being hired new to the district and who requests placement on a step
higher than Step 0, will not be placed on a step higher than the step of the highest paid elementary
principal. Exceptions to this will require the agreement of BAA and the Superintendent. Requests for
advanced placement should be submitted to HR utilizing the Request for Advanced Placement on Salary
Schedule form.

a. Provisional License Holders

Administrators who hold a provisional administrative license will receive $3,000 less than the
lowest step in a category until they receive Level 1 administrative licensure in the State of
Vermont when they will move to Step 1 of the salary schedule the next contract year. Provisional
administrators have up to two years to secure a permanent administrative license. After two years,
such administrators will no longer be able to serve in an administrative capacity in the school
district unless there is an agreement of BAA and the Superintendent to seek a waiver from the
state. This provision does not apply to administrators who already have administrative licensure
in another state and who are in the process of applying for licensure in the State of Vermont,
except where the administrator is required by the State to work under a provisional license to
complete additional coursework or other requirements.
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ARTICLE X
GRIEVANCE AND ARBITRATION PROCEDURES

10.1  Definitions

a. A grievance is a claim made by the Association or an Administrator that there has been a
violation, misinterpretation, or misapplication of provisions of the Agreement.

b. A "grievant:" is either the Administrator or the Association making the claim of violation.
c. All days specified in this Article shall mean workdays.

10.2  Purpose

To settle equitably and promptly any question arising out of the provisions of Section 10.1 of this
Article.

Level One:

Between the Administrator and his/her supervisor. A written grievance must be presented to the
immediate supervisor within ten (10) calendar days of the Administrator's reasonable knowledge
of the occurrence(s) of the basis of the grievance. A hearing will be held within three (3) work
days of the receipt grievance. The supervisor will give his/her answer within three (3) work days
of the date of hearing. It will include the specific reasons for reaching whatever conclusion is
made. If no satisfactory settlement is reached at this level, the grievance may be submitted in
writing to Level Two.

Level Two:

A copy of the grievance and the Level One response shall be forwarded to the Superintendent of
Schools or his/her designee within five work (5) days of the receipt of the Level One response.
The Superintendent or his/her designee will hold a hearing within five work (5) days of the
receipt of the grievance and will give the written answer within five work (5) days with the
specific reasons for reaching whatever conclusion is made.

If satisfactory settlement is not reached, the grievance may be submitted to arbitration subject to
the provisions of Level Three of this Article X.

Level Three:

A demand for final and binding arbitration must be filed within twenty (20) days of the receipt of
the Level Two response. Failure to do so will result in the grievance being considered withdrawn
and cannot be resubmitted. Arbitration procedures shall follow the voluntary labor arbitration
rules of the American Arbitration Association.

10.3  Each party shall bear the full costs for its representation in the arbitration. The cost of the

arbitrator and the AAA will be divided equally between the parties. Should either party request a
transcript of the proceedings, then that party will bear full costs for the transcript.
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10.4  The Board acknowledges the right of the Association's grievance representative to participate in
the processing of a grievance at any level. The grievant shall not be required to discuss any grievance if
the Association's representative is not present.

10.5  No grievance shall be considered under this Article unless it is presented in the manner set forth
herein within ten (10) days of the administrator's reasonable knowledge of the occurrence(s) or
reoccurrence(s) of the basis of the grievance.

10.6  The time periods specified in this procedure may be extended by mutual agreement.

10.7  Provided the Association and the Superintendent agree, Level 1 and/or Level 2 of the grievance
procedure may be bypassed and the grievance brought directly to the next level. Class grievances
involving an administrator may be filed by the Association at Level 2.

10.8  No reprisals of any kind will be taken by the Board or the Superintendent against any
administrator because of his/her participation in this grievance procedure.

10.9  The parties to this contract will cooperate in the investigation of any grievance and either party
will provide to the other such information as is reasonably requested and reasonably available for the

processing of any grievance.

10.10  All documents, communication, and records dealing with the processing of a grievance will be
filed separately from the personnel files of the participants.

10.11 A grievance may be withdrawn or settled at any level prior to an arbitration award without
establishing precedent.

10.12 In no event shall an arbitrator have the authority to add or subtract from, alter, or modify any of
the provisions of this Agreement.

ARTICLE XI
INSURANCE

11.1  The Board agrees to maintain in effect insurance plans for all eligible administrators, so long as
they remain on the Burlington School District payroll, equal to or better than that provided for by this
Agreement.

112 The Board itself will not pay the benefits referred to in Section 11.1, but will obtain policies or
contracts from insurance companies which will administer said benefits. Failure by an administrator to
comply with all rules, regulations, and requirements of the insurance companies that result in coverage
will not cause the Board to pay any claim.

11.3  Should any Federal or State legislation become effective during the term of this Agreement
providing benefits paralleling any of those referred to above and imposing the cost thereof on the Board,
the disposition hereunder shall be subject to negotiations.

11.4  The Board will provide group term life insurance protection for each administrator, face amount
of $50,000 to be paid to the administrator's estate or designated beneficiary. In the event of accidental
death, the insurance will pay double the specified amount.
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Provided that neither the costs to the Board nor the coverage to the group described above are adversely
affected, the Board will make available to each Administrator the opportunity to buy an additional thirty-
seven thousand, five hundred dollar ($37,500.00) term life insurance protection.

11.5 Medical Insurance

a.

Until December 31, 2020, the Board shall contribute eighty (80%) percent and the administrators
shall contribute (20%) percent of the premium cost for the Gold CDHP health insurance
plan made available by VEHI regardless of the Plan selected by the administrators from
among the four available Plans.

L. The amount of monthly dollar contributions by the Board shall be determined by
the teacher’s selection of the appropriate coverage level: single, adult and
child(ren), two-person or family coverage.

2. Such coverage shall be subject to the waiting periods, application procedures,
transfer and reapplication requirement of the insurance providers: VEHI and Blue
Cross Blue Shield of Vermont. In no event will the Board be obligated to
directly provide of pay from such medical coverage, but instead shall be
responsible for making such insurance coverage available.

3. With regard to out of pocket (OOP) expenses, the Board shall establish and be
responsible for the administrative costs of Health Reimbursement Arrangement
(HRA), and shall be responsible for the administrative decisions of such HRA.

4. A covered administrator shall be obligated to pay the first Four Hundred ($400)
Dollars for a single-person Plan and the first Eight Hundred ($800) Dollars for all
other Plans, with the Board responsible for the remainder of OOP costs to the
maximum authorized by the Gold CDHP Plan.

b. Commencing on January 1, 2021: The Board shall provide health insurance and
related benefits to administrators as required by the arbitration award and the
resolution of negotiations between the Commission on Public School Employee
Health Benefits pursuant to the provisions of 16 V.S.A. Chapter 61 (§§2101-
2108).

11.6 125 Plan

The District shall establish and maintain for administrators a 125 Plan through which
administrators will make their health care premium contributions from their paychecks unless
they elect not to participate in the 125 Plan and/or refuse insurance coverage per §11.7.

11.7  Dental Insurance
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11.8

12.1

a. The District agrees to pay the full cost for an individual dental plan and for those
administrators on the two-person or family dental plan, seventy percent (70%) of the difference in
cost between the costs for an individual plan and the cost of the plan selected by the
administrator.

b. The District shall make appropriate deductions from the salary of administrators depending on
the plans selected by administrators pursuant to this article.

Cash in lieu of Medical Health Insurance

An administrator other than an administrator whose spouse is entitled to coverage under the
District's health insurance plan by virtue of such spouse's employment by the District, shall on or
before July 1 of each year be paid twenty-five percent (25%) of the amounts not paid by the
District for health insurance for which such administrator was eligible under rules of the carrier
and pursuant to this Agreement, due to the waiver of such coverage by the administrator.

ARTICLE XII
LEAVES OF ABSENCE

Leaves

a. Personal Days: Each administrator shall have five (5) days to be taken at the discretion of the
administrator for all purposes such as religious holidays, weddings, personal business, etc.
Personal days shall not be used for vacation or to travel to or return from vacations. Personal
days shall be non-cumulative and shall be paid leave. Personal days shall be prorated in any year
that the Administrator has not been employed for a full year.

b. Bereavement Leave: The District shall grant up to three (3) days bereavement leave to an
administrator in any one year and up to two (2) additional days may be granted by the
Superintendent to allow for travel. Bereavement leave under this Article is defined as leave to
attend funerals of:

Spouse Children Father-in-Law

Parents Grandparents Mother-in-Law
Grandchildren Son-in-law Daughter-in-Law
Sisters Brothers Immediate Aunt/Uncle

Civil Union Partner
Bereavement leave shall be non-cumulative and shall be paid leave.

c. Vacation Leave: Effective July 1, 2021, twenty (20) days vacation leave shall be provided
annually, exclusive of thirteen (13) holidays. Without authorization of the Superintendent,
vacation days shall not be taken when school is in session or on in-service days. The vacation
days shall be prorated in any year the Administrator has not been employed for a full year. Upon
termination, end of service, or at the end of each fiscal year, any accrued unused vacation time
will be paid out at the Administrator’s current per diem rate. Vacation days may not be rolled
over to the next fiscal year.
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12.2

d. Procedure: To be eligible for a leave of absence under this Section, written notice shall be
presented to the Superintendent or designee at least twenty-four (24) hours prior to any such leave
of absence, except in a case of emergency in which case as much advance notice as is reasonably
possible shall be given to the Superintendent or designee.

e. Holidays: Effective July 1, 2021. Employees shall be entitled to the following holidays when
school is not is session:

Independence Day New Years Day
Bennington Battle Day Martin Luther King Day
Labor Day Lincoln’s Birthday
Columbus/Indigenous People’s Day Washington’s Birthday
Veterans Day Town Meeting Day
Thanksgiving Day Memorial Day
Christmas Day

If a holiday listed above occurs while school is in session or on an in-service day, it will be
considered a “floating holiday” and the Administrator may take the day at another point in the
year that is mutually agreeable to the Superintendent and the employee. Unused holidays are
forfeited at the end of each fiscal year.

Sick Leave

a. Sick Leave shall be accrued beginning with the first pay period of the fiscal year or
the beginning with the first pay period of employment. 1.0 FTE employees will be
credited a maximum of twenty (20) sick leave days per fiscal year. Any employee
whose employment starts after July 1, or any employee who is working less than a
1.0 FTE may have their sick leave prorated to reflect the reduced number of
contractual days or work hours. Sick leave may not be used until it has been
accrued.

b. Maximum Balance and Carryover: Sick leave may be accrued up to a maximum of
120 days. However, not more than 100 days may be carried over from one contract
year to the next.

c. Substantiation: The Board retains the right to review how an employee is using sick
leave. The Superintendent or their designee may require additional documentation
to verify the absence’s legitimacy. A pattern of using sick leave on days preceding or
following scheduled time off is one possible example of misuse.

d. Call Out: Employee are expected to call their Superintendent or their immediate
supervisor on each occasion of absence from work. While emergencies may occur,
it is expected than an employee calls in before the start of the employee’s regular
scheduled shift.

e. Termination: Accumulated sick leave will not be paid out to terminating employees at
the time of separation.

f. The District’s Parental, Medical and Family Care Leave Policy(D16), as it may be amended
from time to time by the District to comply with changes in state and federal law is
incorporated herein by reference. Please refer to D16 relating to administrator’s use of sick
leave for his/her own illness and to care for family members, etc.
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g. The immediate supervisor and/or the Superintendent may require medical evidence when sick
leave absence under this Section exceeds five (5) work days.

12.3  The District will comply with its statutory responsibilities with regard to an employee who is
absent due to work-connected illness or accident (workmen's compensation).

12.4  Release time and visiting days: The Superintendent may grant release time to members of the
administrative staff without loss of pay for attendance at meetings, conferences, and/or visitations.

12.5  Parental Leave: The Board’s Parental, Medical and Family Care Leave Policy will apply with the

following additions:
a. No leave may be for a period in excess of one (1) year and the administrator shall specify the

leave period sought in the written request.

b. Where adoption of a child is conditioned by the applicable court or agency upon the
administrator's taking a leave, parental leave for the required duration, up to one (1) year, will be
granted pursuant to this section.

c. 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.

12.6  Leaves of absence may be granted by the District upon request and on the approval of the
Superintendent for professional improvements, exchange administering, Peace Corps, Teacher Corps, and
the best interest of the School Department. Said leaves shall be paid or not paid at the discretion of the
District.

12.7  Military leave of absence shall be granted by the District in accordance with existing State and
Federal Statutes.

12.8  An administrator who is granted a leave of absence under the provisions of 12.6 or 12.7 shall
have the following benefits and reemployment rights.

a. Upon return to the Burlington School System, said administrator shall immediately be
assigned the same position or a position equivalent to the one which he/she held at the time the
leave commenced, except that if parental leave was scheduled for less than, and did not exceed
six (6) weeks, the administrator will be assigned upon return to the same position held
immediately prior to the commencement of the leave.

b. Upon return to the Burlington School System, the administrator's seniority and other benefits
shall be the same as they would have been had the period of leave been spent in the Burlington
School System. The administrator shall not be entitled to salary credit for any year during which
the administrator missed more than one-half (1/2) the work year between July 1 and June 30,
unless after application therefore, the administrator is able to satisfy the Superintendent that the
time was spent in administration, professional study, or other pursuits which logically produce
growth in administrative competence. The decision of the Superintendent on this issue shall be
final. Salary credit shall mean that portion of an administrator's salary increase attributable to the
increase of the maximum for such administrator's salary range from the year in question to the
year of return.
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For Leave under 12.5, the Board’s Parental, Medical and Family Care Leave Policy(D16), will
govern benefits and employment rights.

12.9  Unpaid leave may be granted or denied in the sole discretion of the Superintendent. The
Superintendent’s decision to grant or deny such leave shall be final and shall not subject to the grievance
procedures outlined in this Agreement. For authorized sick leave beyond that accumulated, or authorized
leave for family illness beyond the provision Article 12.2, the per diem deduction will be in accordance
with the individual administrator's annual contract.

12.10 Leave for any reason not addressed in this Agreement will be granted and paid or not paid at the
discretion of the Board consistent with Policy D16.

12.11 For an unauthorized leave of absence, the deduction will be as described in Article 12.9. This
section will not operate to deny the District any other rights to deal appropriately with unauthorized
leaves.

12.12 Sick Bank.

a. Effective July 1, 2021, a Sick Bank (“Sick Bank”) will be established and be available to
accept donated days and provide additional leave to eligible Administrators in accordance with this
Section 12.12. The Bank will have a maximum balance of 150 days.

b. Eligibility. All Administrators who donate a minimum of five (5) sick leave days to the Bank
on July 1, 2021 in accordance with the parameters outlined in the June, 2021 side letter of agreement
relating to the Sick Bank shall be eligible to draw from the Sick Bank during fiscal year 2022. Thereafter
(and for Administrators hired after July 1, 2021), all Administrators who wish to be eligible to draw from
the Sick Bank during the following fiscal year must donate at least one (1) personal leave day during the
previous fiscal year’s donation period. If the Bank is filled to its maximum balance of 150 days, an
Administrator shall be eligible to draw from the Bank if such Administrator donated at least one (1)
personal leave day during the most-recent donation period where the Bank was accepting days.

c. Donation Period. Annually, through a process established by the District, an employee may,
during the donation period of April 1 — April 14, donate any number of available personal days to the Sick
Bank per year, subject to the maximum Sick Bank balance of 150 days.

d. Drawing from the Bank. An eligible Administrator who has exhausted their leaves and is
stricken with a catastrophic and serious health condition may apply for consideration for Sick Bank time.
Sick Bank days can only be used for employee illness and not be used to cover other family members.
The Sick Bank request will be submitted through the process established by the District and will be
subject to approval by the Sick Bank Committec. The Sick Bank Committee will be made up of two
members designated by the Superintendent and two members designated BAA Administrators. An
employee's request cannot exceed the current Sick Bank balance or extend beyond the contractual days or
time left in the fiscal year.

ARTICLE XIII
PROFESSIONAL GROWTH AND DEVELOPMENT

13.1  Professional Development and Training

a. The District will pay the full cost of administrator training that the District deems essential
except for that necessary to maintain certification or obtain remediation (see section b and except
as qualified by section d).
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b. The District shall provide not more than $2,000 annually per administrator for purposes of
professional growth and development, and for attendance at professional conferences. These
monies may be used for the purpose of professional renewal, maintenance of professional
knowledge and skills, for expansion of skills in the area of educational administration, and for
remediation of knowledge or skill deficits as perceived by the administrator or the administrator's
supervisor. Reimbursement shall be contingent upon prior approval of the Superintendent or the
Superintendent's designee. Reimbursable expenses may include books, periodical subscription,
conferences (including tuition and travel expenses), workshops, courses, and dues for
organizations whose primary goal is the improvement of management, instruction, and
curriculum and which have no significant objective of dealing with members' salaries, benefits, or
conditions of employment. Receipts are necessary for pre-payments and/or for reimbursements.
Unencumbered monies may not be carried over into future years. For purposes of this section,
"years" shall be considered the contract year that begins on July 1 and ends on June 30.

c. The District shall provide up to nine hundred dollars ($900) annualty commencing FY'18 for
the purposes of paying dues and membership fees to organizations whose primary goal is the
improvement of management, instruction, curriculum and professional skills.

d. Decisions of the Superintendent concerning reimbursement of expenses under section 13.1(b)
and 13.1 (c) may be appealed to the Board or Committee of the Board, whose decision shall be
final.

ARTICLE X1V
NOTICE UNDER AGREEMENT

14.1  Whenever written notice to the Board is provided for in this Agreement, such notice shall be
addressed to the Superintendent of Schools, at the appropriate legal address for school business purposes.
Whenever written notice to the Association is provided for in this agreement, such notice shall be
addressed to the President of the Association at his/her school location. Either party by written notice
may change the address at which future written notices to it shall be given.

ARTICLE XV
MISCELLANEOUS PROVISIONS

15.1  If any provision of this Agreement or any application of this Agreement to any employee is held
to be contrary to law, then such provision or application shall not be deemed valid and subsisting, except
to the extent permitted by law, but all other provisions or application shall continue in full force and
effect.

152  Any individual contract between the District and an individual Administrator, heretofore or
hereafter executed, shall be subject to and consistent with the terms and conditions of this Agreement. If
an individual contract contains any language inconsistent with this Agreement, this Agreement, during its
duration, shall be controlling.

15.3. The Board and the Association agree that there shall be no discrimination in the hiring, training,
assignment, promotion, transfer, or discipline of administrators or in the application or administration of
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this Agreement on the basis of race, creed, color, religion, national origin, sex, domicile, sexual
orientation or marital status.

15.4 A copy of this Agreement shall be made posted on the school district web page within thirty (30)
days after the Agreement is signed.

15.5  Physical examinations as required by the District shall be at the expense of the District and will
be done by a physician mutually agreed to by the Superintendent and the Administrator. If mutual
agreement on a physician to conduct a physical examination cannot be reached, the Superintendent shall
make the selection.

15.6  The District will permit the use of the School Department mail run by the Association for the
distribution of Association organizational materials. Such distribution shall not be injurious to the
Burlington educational system, its students, faculty or administration nor in violation of any of the
provisions of this Agreement. The Association agrees that school staff and/or school time shall not be
used in connection with this Section 15.6

15.7  Administrator Travel Reimbursement (Conferences and Meetings)

a. Administrators shall receive the same per mile rate paid by the State of Vermont as of July 1
of each year for use of a personal vehicle to conduct all required or assigned school department
duties and responsibilities.

b. Administrators may be allowed commercial travel expense via airplane or bus when approved.

c¢. Administrators will be reimbursed for approved out-of-pocket expenses such as meals,
overnight accommodations, and conference registration fees.

d. If utilization of a personal vehicle is required, said requirement shall be in writing to the
administrator from the Board of School Commissioners or the Superintendent.

15.8  If a home telephone is required, the Superintendent shall so state in writing. Administrators will
be reimbursed for actual phone costs of work-related business conducted at home.

159 Rank Order

a. New administrative positions shall be rank ordered by the Superintendent prior to hiring
someone to fill them. The President of the Association shall be told of the placement and shall be
given an opportunity to discuss the placement of the administrative position with the
Superintendent within ten (10) days of receiving the notification. If after this discussion the
Association wishes to appeal the placement decision of the Superintendent, it shall submit a
request for a hearing to the Committee of the Board within ten (10) days of the conference
between the President of BAA and the Superintendent. At the hearing of the Committee, BAA
shall present an alternative placement in the rank order along with substantiating reasons. The
Committee shall make the final determination in this matter.

b. Any administrator of the Association may request that the Superintendent change the rank
order of his/her position for cause. If the Superintendent agrees with the result, the process
written in 15.9(a) shall be followed. If the Superintendent disagrees, the administrator may
appeal to the Committee of the Board under the conditions stipulated in 15.9(a).
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c. The Superintendent may change the rank order of existing positions. The notice and appeal
provisions of 15.9(a) shall apply to any such action by the Superintendent.

d. Should the rank order level decision of the Superintendent or the Committee result in a new
rank order category, then the Superintendent will establish a meeting with the President of BAA
in order to mutually agree upon a salary range and related benefits. Failure to agree to such shall
invoke impasse and subsequent procedures described in Article 2.3 and the remainder of Article 2
shall apply.

ARTICLE XVI
NO STRIKE CLAUSE

16.1 The Association and the Board subscribe to the principle that differences shall be resolved by
peaceful and appropriate means without interruption of the school program. The Association agrees that
there shall be no strikes or sympathy strikes, work stoppages, or other concerted refusal to perform work
by the administrators covered by this Agreement, no any instigation thereof during the life of this
Agreement.

ARTICLE XVII
DURATION OF AGREEMENT

17.1 This Agreement is effective from July 1, 2020 at 12:01 a.m. and shall continue in full force and
effect until 12 o'clock midnight, June 30, 2023, and from year to year thereafter unless written notice of
desire to terminate or modify this Agreement is given by either party to the other by certified mail on or
before November 1, 2023, or on a subsequent November 1st.

ARTICLE XVIII
FINAL RESOLUTION

18.1  This Agreement represents the final resolution of all matters in dispute between the parties, and
shall not be changed or altered unless the change or alteration has been agreed to and evidenced in writing

by the parties hereto.

18.2 ACKNOWLEDGEMENT OF ARBITRATION

The parties understand that this Master Agreement contains an agreement to arbitrate, and that
after singing this Agreement the parties covered by this Agreement will not be able to bring a lawsuit
concerning any dispute that may arise which is subject to arbitration under this Agreement, unless it
regards a question of Constitutional or Civil Rights, instead, the parties agree to submit any dispute to an
impartial arbitrator.

In accordance with 12 V.S.A. §5652(b).
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Agreed to at Burlington, Vermont this [ 2 & day of ) 48

by e = i

Witnessed by:

Clare Wool, Board Chairperson

@7 W/{ W Burlington School District
¢

Bénnic Johnsg A ten,
istrators’ Association
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APPENDIX A
Placement Position Classification and Salary Ranges

Steps by
Y2022  BAA's Position Classification Grid Newtiire  Year of
Service®
Category Job Title Days 0 | 2 3 4 5 6 1 8 9 10
Assistant Principal for a Middle School and High School, and Director of
1 Counseling %0 % 100,000 | $ 101,000 | $ 102,000 | 5 103,000 | $ 104,000 | $ 105,000 | $ 106,000 | $ 107,000 | $ 108,000 | $ 105,000 | 110,000
BTC Director, Early Education Programs Director Principals of an Bementary
2 School or Middle School, Princial of OnTop & Horizon Programs %0 $ 120,000 | $ 121,000 | $ 122,000 | § 123,000 | § 124,000 | $ 125000 | § 126,000 | $ 127,000 | § 128,000 | $ 125,000 | § 130,000
3 |HighSchool Prindpal 260 | § 126,000 | § 127,000 | § 128,000 | § 129,000 | § 130,000 | § 131,000 | § 132,000 | § 133,000 | § 134,000 | $ 135,000 | § 136,000

All annual slaries, feaves credited, and group heath benefits reflect fuft
time work, s o 1.0 FTE, over 260-Days within a Fiscal Year, anything less

Note: then full-time s subject to proration. New Administrators will be placed
at Step 0 and will than advance in salary each year through step 10.

* Year of Service: A year of service is credited after the completion of year
of work s an administrator,
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New administrators will be placed on Step 0 and advance in salary each year through Step 10. After
reaching Step 10, administrators will receive a percent annual increase for each subsequent year of
service as negotiated in the BAA contract (see section 9.4)

New hires will be placed on the salary schedule at Step 0. With the agreement of BAA and
the Superintendent, new hires may be placed on a higher step due to the new administrator
possessing special skills, experience, licenses/certificates, or due to challenges recruiting
into the position. However, new hires will not be placed at a step higher than the highest
paid employee for the specific position. For instance, an elementary principal being hired
new to the district and who requests placement on a step higher than Step 0, will not be
placed on a step higher than the step of the highest paid elementary principal. Exceptions to
this will require the agreement of BAA and the Superintendent. Requests for advanced
placement should be submitted to HR utilizing the Request for Advanced Placement on
Salary Schedule form.

Administrators who hold a provisional administrative license will receive $3,000 less than
the lowest step in a category until they receive Level 1 administrative licensure in the State
of Vermont. Once they have of obtained said licensure, they will then move to Step 0 of the salary
schedule the next contract year. Provisional administrators have up to two years to secure a
permanent administrative license. After two years, such administrators will no longer be
able to serve in an administrative capacity in the school district unless there is an agreement
of BAA and the Superintendent to seek a waiver from the state. This provision does not
apply to administrators who already have administrative licensure in another state and who
are in the process of applying for licensure in the State of Vermont.
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Administrator Seniority

APPENDIX B

FY2021: July 1, 2020 - June 30,
2021

FT Category SVC YRS
NAME POSITION LOCATION E DOH FY2021 FY21
Johnson-Aten, Bonnie Principal EES 1.0 | 7/1/2006 3 14
Perez, Herb Assistant Principal BHS 1.0 | 7/1/2007 2 10
OnTop/
Riley, Robert Principal Horizons 1.0 | 7/1/2012 1 8
Phelan, Leonard Principal SMITH 1.0 | 7/1/2014 3 6
Whitmore-Sells, Lashawn Principal JJ FLYNN 1.0 | 7/1/2015 3 5
Curtis, Stacie Director EARLY ED 1.0 | 7/1/2016 1 4
Scheidt, Mattie Principal HUNT 1.0 | 7/1/2016 3 4
Kelley, James Assistant Principal HUNT 1.0 | 7/1/2017 2 3
Hughart, Margaret Director of Guidance BHS 1.0 | 7/1/2019 1 1
Oropeza, Nina Principal SUSTAINABILITY | 1.0 | 7/1/2019 3 1
Resteghini, Joseph Principal CHAMPLAIN 1.0 | 7/1/2019 3 1
Robinson, Kevin Principal IAA 1.0 | 7/1/2019 3 1
Gingold, Jason Director BTC 1.0 | 7/1/2020 1 0
Westdijk, Sabrina Assistant Principal EMS 1.0 | 7/1/2020 2 0
Kiefer, James Interim Principal EMS 1.0 | 7/1/2020 3 0
McBride, Lauren Principal BHS 1.0 | 1/1/2021 4 0

FY2022: July 1, 2021 -
June 30, 2022
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