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I1.

I11.

IVv.

RECOGNITION CLAUSE

The Board of Education recognizes the Cheshire Administrative Personnel (C.A.P.) as the
exclusive bargaining representative of all administrative employees eligible under the
provisions of Section 10-153b(a)(1) of the Connecticut General Statutes. The term
"Administrator" when used in this contract refers to administrator as defined in the
Connecticut General Statutes. C.A.P. recognizes that the Board of Education has and
retains the full and exclusive powers to manage, operate, and administer the Cheshire Public
School System except to the extent such powers are abridged or modified by a specific
provision of this Agreement or by statute.

NONDISCRIMINATION CLAUSE

There shall be no discrimination or coercion of any kind against any administrator for any
reason whatsoever, including but not limited to, marital status, age, sex, creed, color,
religious belief, national origin, ancestry, union activity or handicapped status, except in the
case of a bonafide occupational qualification or need, either by the Cheshire Board of
Education (hereinafter "Board") or the Cheshire Administrative Personnel (hereinafter
"C.A.P.").

SALARIES

This Agreement shall continue in full force and effect through June 30, 2018.

The Board of Education and C.A.P. agree to the salaries as shown in Appendix A for the
period beginning July 1, 2014 and ending June 30, 2018.

In addition to the Salary specified in Appendix A; C.A.P. members shall receive a Tax
Sheltered Annuity contribution paid by the Board of Education. The amount of the
contribution shall be $5,000 per school year. Employees working less than full-time shall
receive the contribution on a pro-rated basis.

Any administrator, who for just cause, is in danger of having his/her increment and/or
his/her salary increase withheld, shall be notified by the Superintendent no later than June
30th prior to the contract year in which the withholding would be made.

Placement of newly hired persons on the salary schedule for Administrators will be
determined by the Superintendent after consultation with C.A.P., subject to approval of the
Board.

VACATION
A. All personnel on twelve-month contracts will receive vacation on the following
schedule:

Year 1-2* 20 days
Years 3-15 25 days
Year 15+ 27 days

*For new hires, Superintendent’s discretion up to 25 days based upon experience.



The dates are to be arranged between the Superintendent and individual, with the
goal of at least two weeks consecutive vacation period for each member. The
Superintendent, at his/her discretion, may grant additional time on an individual
basis.

B. In the first year of employment as a Cheshire administrator, *administrators shall
receive vacation on the following schedule:

Begins employment July 1 - July 31 4 weeks
Begins employment August 1 - November 30 3 weeks
Begins employment December 1- February 28(29) 2 week

Begins employment March 1 - June 30 0 weeks

*The Superintendent may have the discretion to adjust these days based on
member’s prior experience.

Such provision shall not apply to administrators promoted from Cheshire teacher
positions. Said administrators shall receive four weeks vacation pro-rated based
upon the fraction of the contract year employed in an administrative position.

C. All vacation must be taken during the contract year in which it is granted. However
an administrator shall be able to carry-over unused vacation from a prior year as long
as the unused time is taken prior to July 31% of the subsequent year. Any
administrator leaving the system at the end of a contract year who, due to conditions
of work, was unable to take vacation during the year it was granted, shall be
compensated on a per diem basis for any unused vacation days. Any administrator
who leaves the system during a contract year shall be eligible for a pro rata per diem
payment for unused vacation days.

INSURANCE AND OTHER BENEFITS

All personnel covered by this Agreement shall be eligible to receive at their option one of
the following medical benefit coverages, below:

A. Anthem Blue Cross/Blue Shield - Century Preferred Plan (PPO)

In-Network Services

$ 15.00 Office Visit
$100.00 Hospital Admissions
$ 50.00 Emergency Room

Out-of-Network Services

$ 500.00 Deductible per Individual
$1,000.00 Deductible per Family

30% Co. Insurance

$3,500.00 Maximum out of pocket individual
$7,000.00 Maximum out of pocket family

The above mentioned medical program will cover eligible dependent children to age
26 in accordance with applicable law. Coverage for eligible depending children will
end on the last day of the month in which the dependent child turns age 26.



Anthem Blue Cross/Blue Shield — BlueCare Plan (HMO)

The Board will also offer alternative coverage through a qualified Health
Maintenance Organization in lieu of the insurance benefits provided in this article.
Effective July 1, 2011, the office visit co-payment shall be $5.00. Should a
sufficient number of employees enroll in a Health Maintenance Organization thereby
requiring the Board to offer this option in lieu of existing insurance benefits, the
Board will contribute on behalf of each employee for participation in the Health
Maintenance Organization, an amount not to exceed the premium the Board would
have paid for such employee under the group insurance plans. Details such as
enrollment periods, forms, etc. shall be handled administratively.

The above mentioned medical program will cover dependent children to age 26
subject to applicable law. Coverage for eligible dependent children will end on the
policy’s renewal date of July 1* following the dependent child’s turning age 26..

CatamaranRx Prescription Drug Plan

Prescription drugs provided with an unlimited annual maximum as follows:

- three (3) tier prescription drug program

a. retail co-pays as follows: $5, generic; $20, brand-preferred; $30, brand-non-
preferred

b. mail order at 1 X retail co-pay for minimum 90 day supply

c. up to 34 days or 100 doses (whichever is less) at retail per fill

d. experimental drugs for cancer (undergoing Phase II Clinical trials) other drugs
require FDA approval

e. prior approval on drugs

f. concurrent review of manufacturer dosage limits, drug interaction and
manufacturers approval program

g. coverage to current coverage and exclusion list

h. mandatory generic substitution with physician override

All employees electing this plan will be provided with a detailed outline of
coverages, benefits and services upon enrolling in the plan.

All administrators covered by this agreement may elect either individual coverage, 2
person coverage or full family coverage as it relates to health insurance and shall
contribute seventeen percent (17%).

The Board shall allow administrators to pay medical and dental benefit contributions
with pre-tax dollars to the extent permitted by Section 125 of the Internal Revenue
Service.

Anthem Blue Cross/Blue Shield — Lumenos Health Savings Account (HSA)

The Board will also offer alternative coverage through a Health Savings Account,
which shall be in lieu of the health insurance plans offered in A. and B. above, which
plan shall have the following deductibles and co-insurance:

Annual Deductibles:



$1,500 individual; $3,000 for two-person or family coverage;

0% in-network co-insurance;

20% co-insurance for out-of-network

Out of pocket maximums: $3,000 individual; $6,000 two-person or family;
Prescriptions are included in the above deductibles.

The Board will contribute into an account each year for each employee selecting the
HSA plan $1,000 for single coverage and $2,000 for two-person or family coverage.

Employees selecting the HSA shall contribute towards the cost of insurance as
follows:

e After 7/1/14 5%

The above mentioned medical program will cover unmarried dependent children to
age 26 in accordance with applicable law. Coverage for eligible dependent children
will end on the last day of the month in which the dependent child turns age 26.

Anthem Blue Cross/Blue Shield — Full Dental Plan

The Board shall pay the full cost of employee dental coverage. Employees may
cover families by paying fifty percent (50%) of the appropriate dependent costs.

The above mentioned dental program will cover eligible dependent children to age
19 in accordance with applicable law. Coverage for eligible dependent children will
end on the last day of the month in which the dependent child turns age 19.

The Board shall also make available on an option basis, a Section 125(b) Flexible
Spending Account for qualified healthcare expenses and dependent care assistance.

Life: A life insurance policy with accidental death and dismemberment rider equal
to two and one-half (2.5) times the administrator's annual salary for the contract year.

Upon the death of an administrator, his/her spouse and dependent children [under
age 26] shall have the option of continuing the group medical and dental insurance
programs as specified in paragraph A above, at the spouse and/or dependent
children's expense. Such option shall continue for twelve (12) years from the date of
death, or until the spouse is eligible for coverage under another group insurance
program or until the spouse is eligible for coverage under Medicare, whichever
comes first.

Personnel covered by this Agreement may elect to waive all Anthem Blue
Cross/Blue Shield coverage and in lieu thereof, to receive $1,200.00. Payment to
those employees waiving coverage will be made on a prorated basis.

The Board agrees to deduct from the wages of all administrators, who are members
of a professional union organization, the monthly organization dues and transmit the
same by first class mail to the treasurer of the organization not later than the second
Friday of each month. The administrator agrees to submit to the Board a written
authorization request, duly signed by such member, authorizing this deduction. This
authorization shall be in accordance with the requirements of applicable law.



VI

VIIL.

L. Long Term Disability Plan

Benefits - Two thirds (2/3) of monthly salary, up to a maximum payment of
$7,000.00 per month. Benefits to be paid in accordance with the "Schedule of
Benefits" found in the existing master contract.

Payments will not be made for a member until after the Board sick leave is used up,
or after a waiting period of one hundred eighty (180) calendar days after a disability
due to accident or sickness, whichever comes later. An employee who does not have
one hundred eighty (180) Board of Education sick leave days, will be granted the
difference in Board of Education sick leave days between accumulated sick leave
days of the employee and sick leave days necessary to complete the waiting period
of one hundred eighty (180) calendar days of disability due to accident or sickness.

Survivor benefits will be paid as outlined in the master policy.

PROFESSIONAL GROWTH

The Board and C.A.P. agree on the importance of continued professional development of
administrators. To that end, the Superintendent may approve requests for participation in
conferences, courses, professional leaves of absence and technology, a leave of absence or
reimbursement for technology expenses must be approved by the Superintendent, when such
requests are accompanied by clearly stated objectives and plans for the improvement of
management skills.

The Board shall reimburse members for successful completion of graduate courses in a
program that has been approved by the Superintendent of Schools. Members shall be
reimbursed for 75% of the tuition cost.

Employees achieving an earned doctorate shall be eligible for a stipend of $2,500 per year.

ADMINISTRATORS' RETENTION INCENTIVE PLAN

1. In order to be eligible for the Retirement Incentive, the administrator must, at the
time of retirement:

(a) Have at least twenty-two (22) years of credited service in public education, of
which the last ten (10) years of service shall be in the Cheshire Public School
System, at least five (5) years of which shall be as an administrator;

(b) Any military service time which might be purchased by the administrator
should not be included as part of the 22 years.

(©) Give notification of his/her intention to retire to the Board of Education
before December 1, with final confirmation of retirement before January 15,
of the last school year of service.

2. Any administrator who meets such requirements is eligible for four (4) payments,
each payment equal to Three Hundred dollars ($300.00) for each year of service.
One payment will be made during the month of July in each of the four (4) fiscal
years immediately following the year of the administrator's retirement.



Effective July 1, 2008, administrators who are otherwise eligible for and participate
in the Retirement Incentive Plan shall, upon retirement and for eight (8) years or
until eligible for Medicare, whichever event comes first, be eligible to continue all
existing health care and life insurance, excluding long-term disability. The Board
shall be responsible for all premium payments, including premium increases, for the
individual retiree's insurance coverage.

The retiring member may continue during the coverage period the right of group
health insurance for family at his/her own expense.

If an administrator who retired under this Plan dies before all payments are received,
the remaining payments, as specified in Section 2 above, shall be made to the
beneficiaries as designated by the administrator, and if no named beneficiaries, the
decedent's estate, in the same manner as such payment would have been made
directly to the retired administrator. His/her spouse and/or dependent children shall
have the option of continuing in the group health insurance programs as specified
above, at their expense. Such option shall continue for twelve (12) years from the
date of death, or until the spouse is eligible for coverage under another group
insurance program or until the spouse is eligible for coverage under Medicare,
whichever event comes first. In any event, however, dependent child coverage shall
cease upon the child reaching age 26 if the spouse's coverage is not otherwise
terminated.

VIII. GRIEVANCE AND ARBITRATION PROCEDURES

A.

B.

Purpose

The purpose of this procedure is to secure, at the lowest possible administrative
level, equitable solutions to problems which may arise affecting the welfare or
working conditions of administrators. Both parties agree that these proceedings shall
be kept as confidential as appropriate.

Definitions

1. A grievance shall mean a complaint by an administrator that (1) he/she has been
treated unfairly or inequitably, or (2) there has been a violation, misinterpretation or
misapplication of the provisions of this Agreement.

2. "Administrator" shall mean any certified professional employee member of this
bargaining unit and may include a group of administrators similarly affected by a
grievance.

3. When "days" are referred to in the time limits hereof, such shall mean working
days.

Time Limits

If an administrator does not file a grievance in writing within ten (10) days after
he/she knew or should have known of the act or conditions on which the grievance is
based, then the grievance shall be considered to have been waived. Failure by the
aggrieved administrator at any level to appeal a grievance to the next level within the
specified time limit shall be deemed to be acceptance of the decision rendered at that
level.



Informal Procedures

If an administrator feels that he/she may have a grievance, he/she shall first discuss
the matter with his/her immediate supervisor or other appropriate administrator in an
effort to resolve the problem informally.

If the administrator is not satisfied with such disposition of the matter, he/she shall
have the right to have C.A.P. assist him/her in further efforts to resolve the problem
informally with his/her supervisor or other appropriate administrator.

Formal Procedures

Step 1

a.

Step 2

If the aggrieved administrator is not satisfied with the disposition of his/her
grievance on an informal basis, he/she may file in writing a grievance either
with C.A.P. or with the Superlntendent directly, with a copy to C.A.P. Such
filing must take place within the ten (10) day period as set forth in Section C
above.

If the grievance is filed with C.A.P., C.A.P. shall, within ten (10) days after
receipt, refer the grievance to the Superintendent but prior to doing so, C.A.P.
shall provide an opportunity for the aggrieved administrator to meet with the
appropriate committee to review the grievance.

The Superintendent shall, within ten (10) days after receipt of the written
grievance, meet with the aggrieved administrator and with representatives of
C.A.P. for the purpose of resolving the grievance.

The Superintendent shall, within ten (10) days after the hearing, render
his/her decision and the reasons therefore in writing to the aggrieved
administrator with a copy to C.A.P.

If the aggrieved administrator is not satisfied with the disposition of his/her
grievance as defined in Section B1(2) above, at Step 1, he/she may within
three (3) days after the decision or within six (6) days after the hearing, file
the grievance with C.A.P. or directly with the Board with a copy to C.A.P.

If the grievance is filed with C.A.P., C.A.P. shall, within three (3) days after
receipt, refer the appeal to the Board.

Upon receipt of the written grievance, the Board shall, at its next regularly
scheduled meeting, but not sooner than ten (10) days after receipt by the
Board, meet with the aggrieved administrator and with representatives of
C.A.P. for the purpose of resolving the grievance.

The Board shall, within ten (10) days after such meeting, render its decision
and the reasons therefore in writing to the aggrieved administrator, with a
copy to C.A.P.



IX.

F. Arbitration

1. If the aggrieved administrator is not satisfied with the disposition of his/her
grievance at Step 2, he/she may within three (3) days after the decision or
within six (6) days after the Board meeting, request in writing to the
President of C.A.P. that his/her grievance be submitted to arbitration. Only
grievances as defined in Section B1(2), however, shall be subject to the
arbitration provisions of this Agreement.

2. C.A.P. may, within ten (10) days after receipt of such request, submit the
grievance to arbitration, with a copy of the submission to the Board.

3. The Chairman of the Board and the President of C.A.P. shall within ten (10)
days after such written notice; jointly select an arbitrator who is an
experienced and impartial person of recognized competence. If the parties
are unable to agree on an arbitrator within ten (10) days, the matter shall be
submitted to the American Arbitration Association under the Rules of
Voluntary Arbitration of the American Arbitration Association.

4. The arbitrator so selected shall confer promptly with representatives of the
Board and C.A.P., and shall hold such further hearings with the aggrieved
administrator and other parties in interest as he/she shall deem requisite.

5. The arbitrator shall render his/her decision in writing to all parties in interest,
setting forth his/her findings of fact, reasoning and conclusions on the issues
submitted. The decision of the arbitrator shall be final and binding upon all
parties in interest to the extent permitted by law.

6. The cost of the services of the arbitrator shall be borne equally by the Board
and C.A.P.
G. Representation

Either party shall take no reprisals of any kind by any member of the administration
or C.A.P., against any participant in the grievance procedure by reason of such
participation.

SICK LEAVE AND PERSONAL LEAVE

Each administrator is entitled to fifteen days leave for personal illness each school year.
Unused days will be accumulated. In case of absence because of personal illness,
quarantine, or injury other than that arising out of and incurred in the course of employment,
a substitute shall be provided and no salary deduction will be made for a period not to
exceed the administrator's accumulated sick leave.

If the illness, quarantine, or injury other than that arising out of and incurred in the course of
employment requires a period of absence longer than that covered by accumulated sick
leave, a deduction shall be made equal to the substitute's salary for a period of no longer
than 45 school days. Beyond the 45 day period a deduction shall be made each day equal to
1/200 of the administrator's annual salary for the remainder of the school year. The Board
may grant an extension either of sick leave or of the 45 day period, dependent on the nature
of the illness, the circumstances involved, and the service record of the administrator
concerned. A physician's statement may be required for any illness.



In case of absence because of any injury arising out of and incurred in the course of
employment, a substitute shall be provided. The administrator will receive his/her full
salary at the rate received at the time of occurrence of said injury for the length of his/her
absence, but not to exceed 180 school days, except that any compensation received under
the Workers' Compensation Act will be deducted from his/her salary. No deduction shall be
made from sick leave.

Three (3) days per year will be allowed for personal reasons. These days may accumulate to
a total of five (5). Under no circumstances will an administrator be asked his/her reason for
taking a personal day. When school is in session, personal days before or after a holiday or
vacation period, require approval by the Superintendent. However Personal Days may be
taken in conjunction with vacation days or holidays during school vacation periods.
Personal days are not deductible from sick leave.

REDUCTION IN FORCE

1. If it becomes necessary to reduce the administrative personnel, it shall be on the
basis of seniority, certification and qualifications as defined hereinafter except the
Superintendent may make such determination based on the unique needs of the
school system or the unique talents of an individual administrator. In order to
promote an orderly reduction in the administrative personnel, the following
procedure will be used:

A. Any administrator relieved of his/her duties because of reduction of staff or
elimination of position shall be offered an administrative opening (if one
exists) in his/her job title within his/her salary group for which he/she is
certified and qualified.

B. If there is no existing administrative opening in his/her job title within his/her
salary group for which he/she is qualified and certified, and the displaced
administrator has the least seniority in his/her job title within his/her salary
group, he/she will be offered an administrative opening, if one exists, as
follows: first, in his/her current salary group for which he/she is certified and
qualified; and second, in any other lower grouped job title for which he/she is
certified and qualified.

C. If an administrator is relieved of his/her duties because of a reduction in staff
or elimination of position and another administrator position is not otherwise
available as aforesaid, he/she will be offered a teaching position for which
he/she is certified and qualified and which is held by a teacher with fewer
years of service in the Cheshire School System subject to the law
appertaining and the collective bargaining agreement between the Board and
the Cheshire Education Association.

D. In the event that a displaced administrator is placed in a lower salary group or
the teacher bargaining unit as a result of this article, the displaced
administrator will be entitled to a $5,000 severance payment. This severance
payment shall be paid in twelve (12) equal installments throughout the school
year in which the displacement becomes effective.



The job titles and salary groups referred to in this article are:

L Assistant Principals (Elementary/Middle School)
Special Education Supervisor

IIL. High School Assistant Principals

III.  Elementary Principals
Associate Principals (CHS)

Curriculum Coordinator
Coordinator of Adult Education & Teacher Development

IV.  Middle School Principal
Director of Pupil Personnel Services
Director of Curriculum and Instruction

V. High School Principal

Definitions:

A. The term "qualified" as used herein means recognized and satisfactory
experience in the general area into which the administrator seeks to be
placed.

B. Seniority shall be determined by continuous length of administrative service

in the system, including authorized paid or unpaid leaves and is to be
established by the date the initial contract of administrative employment was

signed by the certified staff member.

XI. OPENINGS WITHIN THE BARGAINING UNIT

1.

All openings within the bargaining unit shall be posted in each school by means of
bulletins stating job descriptions and qualifications of such openings as far in
advance of the appointment as possible (a minimum of two weeks).

During summer vacations, notices shall be distributed to each member of the

bargaining unit at their place of primary employment.

All administrators shall be given adequate opportunity to make application for such
If in the determination of the Superintendent the qualifications of
applicants are approximately equivalent, serious consideration shall be given to

positions.

qualified administrators then employed by the board.

10



This agreement is made and entered into on this 19" day of September, 2013, by and between the
Cheshire Board of Education and the Cheshire Administrative Personnel. It will be effective as of
July 1, 2014.

Greg J. Florio, Superintendent for Jeffrey F. Solan, President
Cheshire Board of Education Cheshire Administrative Personnel

Date Date
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CHESHIRE ADMINISTRATIVE PERSONNEL

APPENDIX A
2014/15 Step 1 Step 2 Step 3 Step 4 Step 5 Step 6
LEVEL I $112,145 $114,819 $117,495 $120,165 $122,839 $125,512
LEVEL II $114,820 $117,492 $120,167 $122,838 $125,513 $128,186

LEVEL III $118,752 $121,450 $124,153 $126,854 $129,558 $132,918
LEVELIV  $124,153 $126,854 $129,558 $132,258 $134,961 $138,457
LEVEL V $130,859 $133,532 $136,208 $138,881 $142,185 $146,909

2015/16 Step 1 Step 2 Step 3 Step 4 Step 5 Step 6
LEVEL 1 $114,388 $117,116 $119,845 $122,568 $125,296 $128,023
LEVEL II $117,117 $119,842 $122,570 $125,295 $128,023 $130,749

LEVEL III $121,127 $123,879 $126,636 $129,391 $132,149 $135,576
LEVEL IV $126,636 $129,391 $132,149 §$134,903 $137,660 $141,226
LEVEL V $133,476 $136,203 $138,932 §$141,659 $145,029 $149,847

2016/17 Step 1 Step 2 Step 3 Step 4 Step 5 Step 6
LEVEL 1 $116,962 $119,751 $122,541 $125,326 $128,115 $130,903
LEVEL II $119,752  $122,538 $125,328 $128,114 §$130,904 $133,691

LEVEL III $123,852  §$126,666 $129,485 §$132,302 §$135,123 $138,627
LEVEL IV $129,485 §132,302 $135,123 §$137,938 §$140,757 $144,403
LEVEL V $136,479 $139,267 $142,058 $144,846 $148,292 $153,219

2017/18 Step 1 Step 2 Step 3 Step 4 Step 5 Step 6
LEVEL 1 $119,594 $122,445 $125299 $128,146 $130,997 $133,849
LEVEL II $122,446 $125,296 $128,148 $130,997 $133,849 $136,699

LEVEL III $126,639 $129,516 $132,398 §135,279 $138,163 $141,746
LEVEL IV $132,398 §$135,279 $138,163 §$141,042 §$143,924 $147,652
LEVEL V $139,550 $142,401 $145,254 §$148,105 §$151,629 $156,666

Level I Assistant Principals (Dodd/Elementary), Special Education Supervisors
Level II Assistant Principals (High School)

Level 111 Elementary Principals, Curriculum Coordinato:

Level IV Middle School Principal, Director of Pupil Personnel Services,

Level V High School Principal
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