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PREAMBLE 
 

This Agreement entered into by the School Committee of the Town of Plymouth (hereinafter the 
Employer or the Committee) and Collective Bargaining Relief Association (“COBRA”) (hereinafter 
the Association), on behalf of the School Cafeteria employees, Custodians, Head Custodians and 
Skilled Craftsmen of this Committee as described in Article I has as its purpose the promotion of 
harmonious relations between the Employer and the Association; the establishment of an equitable and 
peaceful procedure for the resolution of differences; and the establishment of rates of pay, hours of 
work and other conditions of employment. 

This Agreement is pursuant to the provisions of Massachusetts General Laws, chapter 150E. Nothing 
in this Agreement shall diminish the authority and power of the School Committee or Superintendent 
of Schools as established by law. 

 

ARTICLE 1  
RECOGNITION 

The Committee recognizes the Association as the exclusive bargaining agent for the purpose of 
establishing salaries, wages, hours and other conditions of employment for all full and part time 
Custodians, Head Custodians and Skilled Craftsmen, who have been in continuous employment with 
the School Department for more than six (6) continuous months, and for Cafeteria Workers who have 
worked at least one-half of the school year, e.g. 91 of 182 days, excluding substitute, temporary or 
part-time employees, employees whose salaries are funded with Federal or State grants, managerial 
and confidential employees and all other employees of the School Department. Said recognition is in 
accordance with the certifications issued by the Massachusetts Department of Labor Relations on 
December 19, 2012 in MCR-12-2022 (Cafeteria), MCR-12-2023 (Custodians), MCR-12-2021 (Head 
Custodians), and MCR-12- 2020 (Skilled Craftsmen). 

The employer will not aid, promote or finance any labor group or organization which purports to 
engage in collective bargaining, or make any Agreement with any such group or individual for the 
purpose of undermining the Association or changing any condition contained in this Agreement. 

 

ARTICLE 2  
FAIR PRACTICES 

As sole collective bargaining agent, the Association will continue its policy of accepting into voluntary 
membership all eligible persons in the Association. The Association will represent equally all persons 
without regard to membership, participation in or activities of the Association. 

The School Department agrees that it shall not discriminate against any employee because of his/her 
activity or membership in the Association or because of his/her non-membership in the Association. 

The School Department further agrees that there will be no discrimination against any member of the 
bargaining unit for his/her adherence to any provision of the Agreement. However, nothing in this 
Agreement shall be deemed to excuse an employee from carrying out requests, instructions or orders of 
his/her superiors. The only acceptable method of questioning work assignments is to carry them out as 
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directed and then to initiate a grievance. The parties agree that they must comply with all applicable 
employment statutes and regulations and, therefore, the provisions of this Agreement shall be 
administered subject to the requirements of State and Federal law, regulations or policy. 

 

ARTICLE 3 

UNION DUES AND AGENCY SERVICE FEES 
 

A. Monthly Membership Dues 

Employees shall tender the monthly membership dues by signing the authorization of dues form. 
During the life of this Agreement, and in accordance with the terms of the form of authorization of 
check-off dues levied in accordance with the constitution of the Association, the employer shall 
deduct said amounts from the pay of each employee who executed or has executed such form, and 
shall remit the aggregate amount to the treasurer of the Association along with a list of employees 
who have had said dues deducted.  Such remittance shall be made by the 15th day of the 
succeeding month. 

B. Agency Fee 

Any member of the bargaining unit who is not a member of the Association shall during the life of 
this collective bargaining agreement pay an agency service fee to the Association in an amount 
that is in compliance with G.L. Chapter 150E. The Association will annually certify to the 
employer that it is in compliance with all Agency Fee statutes and regulations. The Association 
agrees to hold the employer harmless from any violations of this Article. The agency service fee 
for any member of the bargaining unit who is not a member the Association, and who elects to pay 
an agency fee, shall begin on and after the thirtieth (30th) day following the commencement of his 
employment or the effective date of this Agreement, whichever is later. The employer agrees to 
deduct Association dues, assessments and/or the agency service fee from the salary of each 
member of the bargaining unit who signs an authorization permitting the deductions to be made. 
The dues, assessments and/or agency service fees that are deducted shall be forwarded by the 
employer to the Secretary-Treasurer of the Association at the beginning of the month following 
the month for which the deductions have been made. This section of the contract shall be applied 
in conformance with Chapter 150E, Section 12, and Chapter 180, Section 17A, of the General 
Laws of Massachusetts. 

C. Indemnification 

In consideration of this Agreement, the Association agrees to hold the School Department 
harmless from any liability, civil or criminal, which may arise out of the implementation of this 
Article. 

ARTICLE 4 

GRIEVANCE AND ARBITRATION PROCEDURE 
 

A. Grievance shall be defined as a dispute between the Parties covered by this Agreement involving 
an alleged specific and direct violation of the expressed language or application of a specific 
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provision of this Agreement. 

At each level of the grievance and arbitration procedure, the term “union representative” shall 
mean an Association steward and/or the Association President or the President’s designee. 
Meetings shall be scheduled by mutual agreement and if either the grievant and/or the Association 
representative is scheduled to be at work at the time of the meeting, he shall be granted time off, 
with pay, to participate in the meeting. 

Any grievance or dispute which may arise between the Parties shall be settled in the following 
manner: 

Level One: The Association representative, with or without the aggrieved employee shall take up 
the grievance or dispute in writing with the immediate Supervisor within  five (5) working days 
of the date of the grievance or of the date on which the aggrieved employee knew or should 
reasonably have known of the occurrence of the grievance. For purposes of this Article the 
expression “immediate supervisor” shall mean the Director of Facilities for Custodial, Head 
Custodial, and Skilled Craftsmen and the Food Services Director for Cafeteria workers. 

The immediate supervisor shall attempt to adjust the matter and shall respond to the Association 
representative within five (5) working days, in writing. The immediate supervisor may extend 
this time period for the purpose of further investigation of the grievance provided he gives the 
Association a written notice within the initial five-day adjustment period. 
Any grievance not submitted at Level One within the time limits therefore shall be deemed to be 
waived. Any grievance in course shall also be deemed to have been waived if the action required 
to present it to the next level in the procedure shall not have been taken within the time specified 
therefore. The employer may deny grievances or arbitrability because of procedural infractions 
made at any level of the procedure and may assert this objection at any stage up to and including 
arbitration. 

Level Two: If the grievance has not been settled, it shall be presented in writing to the 
Superintendent of the School System within five (5) working days after the immediate 
Supervisor’s response is due. The Superintendent or his/her designee shall, within five (5) 
working days thereafter, meet with the employee and the Association's authorized representative 
in an effort to settle the grievance. The Superintendent or his/her designee shall respond to the 
Association representative in writing within five (5) days of said meeting. 

1. The decision of the Superintendent or his/her designee as regards all personnel decisions and/or 
other authority given him/her under the Education Reform Act of 1993, if not acceptable, may be 
submitted to the Level Four - Arbitration only. 

2. The decision of the Superintendent or his/her designee as regards all other items under School 
Committee authority, if not acceptable, may be submitted to the Committee at Level Three within 
ten (10) days of the Level Two decision or within ten (10) days of when it was due. 

Level Three: If the grievance remains unsettled, either party may, within thirty (30) calendar days 
after the reply of the Superintendent, as appropriate, is due, by written notice to the other, request 
arbitration. If arbitration is requested, it shall be referred to the American Arbitration Association 
for the purposes of conducting the arbitration proceedings in accordance with its then current 
rules. 
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The parties agree to be bound by the rules and procedures of the American Arbitration Association 
for submission of a matter to it and in the selection of an arbitrator. 

If the grievance is not submitted in accordance with the provisions of this Article and/or if the 
grievance is not processed in accordance with the time limits prescribed in this Article, it shall be 
considered that the grievance has been settled and that the right to any further procedures under 
this Article has been waived. 

Arbitration: 

The arbitrator shall have jurisdiction only over disputes arising out of grievances as defined in this 
Article.  The function of the arbitrator is to determine whether or not there has been a violation of 
a specific provision of this Agreement not excluded from arbitration. The arbitrator shall not have 
the authority to alter, modify or amend this Agreement, nor shall he have the authority to 
substitute his judgment for that of the Superintendent and/or the School Committee when they 
exercise their judgment pursuant to their management rights or their authority under the law or use 
their discretion when they are requested to do so by the provisions of this Agreement. The 
decision of the arbitrator, if within the scope of his jurisdiction, shall be final and binding upon the 
parties hereto, and the grievant, and the arbitrator shall be requested to issue his decision within 
thirty (30) days after the conclusion of testimony and argument and the submission of briefs. The 
arbitrator will be without power or authority to make a decision or an award which violates any of 
the Committee's promulgated educational policies not modified by this Agreement, or an award 
requiring the employer to act or engage in conduct prohibited by state or federal law, or any rules, 
regulations, or decisions issued under the authority of the Commonwealth of Massachusetts or of 
the United States Government, or an award which requires the commission of an act prohibited by 
law. 

The arbitrator shall be without authority to determine any violation or alleged violation which 
occurred prior to the effective date of this Agreement, and he shall not recommend a right or any 
relief for any period of time prior to the effective date of this Agreement. 

When an arbitrator determines that the provisions of this Agreement require the conclusion that 
the School Department take a certain course of action, he may not require the School Department 
to take said course of action if, by agreeing to those provisions, the School Department has 
exceeded its "non- delegable authority" as that authority is derived in accordance with 
Massachusetts General Laws, Chapter 71, and as that authority has been interpreted and found by 
the Courts of competent jurisdiction. 

Miscellaneous: 

A. All documents, communications, and records dealing with the processing of a grievance will be 
filed separately from the personnel files of the participants and will be available to the Association 
and the administrators included in the proceedings. 

B. Forms for filing grievances, serving notices, taking appeals, making reports and recommendations, 
and other necessary documents will be jointly prepared by the Superintendent or his/her designee 
and the Association and given appropriate distribution so as to facilitate operation of the grievance 
procedure. Grievances which are incomplete as to alleged contract cite(s), grievant(s), remedies 
sought, etc., and which are not endorsed by the Association steward will not be accepted for 
processing of the grievance. 
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C. Decisions rendered at Levels One, Two and Three of the grievance procedure will be in writing, 
setting forth the decision and the reasons therefore, and will be transmitted promptly to all parties- 
in-interest. 

 

ARTICLE 5  
SENIORITY 

Seniority shall be defined as the number of years, months and days of continuous service within one of 
the four groups that comprise the bargaining unit. Seniority shall only be broken by resignation, 
retirement or termination and shall not accrue during unpaid leaves of absence. 

Seniority is not transferable between school systems, different bargaining units, or from other 
unaffiliated school department positions. 

For Custodians only: All floaters may be assigned to any building and any shift by the Director of 
Facilities without regard to seniority. 

For Cafeteria only: Seniority shall not accrue during unpaid leaves of absence over thirty (30) days. If 
two or more employees have identical seniority, then a lottery will be used to determine seniority. 
There shall be two (2) seniority lists, a full time seniority list [thirty (30) or more scheduled hours of 
work per week] and part-time [less than thirty (30) hours scheduled per week]. 

 
ARTICLE 6 

REDUCTION IN FORCE 
PART I 

Custodian, Head Custodian and Skilled Craftsmen Unit Employees 
 

The expression “employees” for Part I of this article shall refer exclusively to bargaining unit 
employees that are Custodians, Head Custodians and Skilled Craftsmen. 

A. If the School Department, when necessary, exercises its right and responsibility to reduce and/or 
alter, and/or combine the number of custodian, head custodian, and/or skilled craftsmen positions, 
then the procedures set forth in this Article will govern the rights of the employee affected 
thereby. 

B. The employer reserves unto itself, in accordance with its responsibilities under the General Laws, 
the sole discretion to determine the structure of and the number of its custodian, skilled craftsmen, 
and head custodian positions. 

C. In the event of a layoff, the order of layoff within the unit will be probationary employees first, 
and then full-time employees. Employees within the unit will be laid off by seniority within each 
classification (i.e., custodians, head custodians, skilled craftsmen). 

D. There shall be no bumping rights between custodian, head custodian, and skilled craftsmen units. 

E. Those employees being laid off shall be given notification no less than fourteen (14) days prior to 
such layoff. 
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F. If permitted by Massachusetts General Laws, Chapter 32B, employees who were eligible to be 
covered by the Group Health and Life Insurance program while previously employed may 
continue such coverage by reimbursing the Committee for premium cost. Failure to forward 
premium payments to the Committee shall terminate this option. 

 

PART II 

Cafeteria Unit Employees 

The expression “employees” for Part II of this article shall refer exclusively to Cafeteria bargaining 
unit employees. 

A. In the event of a layoff or reduction of work, the layoff or reduction of employees shall be 
determined by the length of continuous service of the employees in the bargaining unit in cafeteria 
unit positions, treating full-time employees separately from part-time employees. 

B. For purposes of this article, full-time employees shall be defined as those employees who work 
thirty (30) or more hours per week. Part-time employees shall be defined as those who work less 
than thirty (30) hours per week. 

C. A part-time employee reached for layoff may displace only less senior part-time employees. 

D. Employees with the least seniority shall be laid-off or demoted first. Employees who are laid off 
shall be placed on a recall list for a period of time equal to their length of service up to a 
maximum of two (2) years. Reinstatement shall be in the reverse order of seniority, that is, the 
person with the most seniority shall be rehired or reinstated first. Those employees being laid off 
shall be given notification fourteen (14) prior to such layoff. 

E. Reduction of Hours: The employer may reduce the number of hours of work per week to less than 
twenty hours per week in vacant positions provided that after posting the positions, employees 
who were hired prior to 30 June 1985 are not appointed to fill those positions. 

 

ARTICLE 7  
JOB POSTING 

All vacancies shall be posted as outlined below. 

Employees are not entitled to bid for openings within their own classification or lower classification;  
however, they may request, in writing, to be considered for transfer to such an opening within their job 
classification. Job classifications are indicated in Article XXVIII, SALARIES AND DIFFERENTIAL  
PAY, under WAGES. Transfers will be made upon recommendation of the appropriate Director  
and are subject to approval of the building Principal and the Superintendent of Schools. 
 
The following procedure shall pertain to promotional positions within each of the four groups  
(Cafeteria, Custodians, Head Custodians, and Skilled Craftsman): Whenever a vacancy in a  
promotional position in another job classification within one of the four groups covered by this  
agreement occurs, and it is determined that it shall be filled by appointment, the following procedures  
shall be followed: 
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1. Notice of such vacancy shall be provided by email to the Association President and all members 
within the applicable groups listing the job title, location, and closing date of the posting. The 
posting shall state the date by which the Committee expects to fill the position. A printed copy 
will also be provided to previously identified stewards of each bargaining unit. If the District 
decides not to fill the position (or shall delay posting a vacant position more than 14 days), the 
Association shall be notified as well. 

2. This notice of vacancy shall remain posted for ten (10) working days. 

3. Employees who are interested in a particular promotional vacancy will apply in writing and submit 
a new and complete application form for the position within the ten (10) day period. 

4. Within a reasonable period of time to allow for reviewing of applications, the appropriate Director 
or the building Principal will notify the Superintendent's office which applicant is being 
recommended for appointment. The appropriate Director or building Principal will consider, but 
not be limited to, the following in determining the recommended applicant: seniority, attendance, 
prior disciplinary action within the previous two years, written performance evaluations of 
supervisors, prior experience, experience within the position sought, skill, ability, other 
qualifications and training, availability for an extended workday or work week in overtime, and if 
interviews are to be conducted then they shall be conducted for all candidates and conducted in the 
same format with the same basic questions (which process shall not prohibit spontaneous 
questions or dialogue) with same notice to content of interviews, and recommendations from 
immediate supervisor.  If the Education Reform Act is repealed, this Article will be re-opened. 

5. The successful applicant, if from within the bargaining unit, shall be given a thirty (30) calendar 
day trial period in the new position at the applicable rate of pay. If the successful applicant is an 
employee of the School Department and if at the end of the trial period it is determined that the 
employee is not well qualified to perform the work, he or she shall be returned to his previous 
position and rate or to a substantially equivalent position and rate. (New employees are subject to 
the probationary provisions of the contract.) 

An employee who successfully bids for a promotional position or is transferred to another position 
within the same job classification is required to remain in that position for one calendar year 
following the effective date of the appointment or transfer. He may not bid for other positions 
during that time.  However, the Superintendent may, at his/her discretion, transfer this employee 
or any employee to other positions based upon School Department needs. 

6. An employee who is promoted to a new position within this bargaining unit may, at his request, 
return to his previous position or to a substantially equivalent position, said placement decision to 
be at the discretion of the Superintendent, provided the employee's request is received by the 
appropriate Director within thirty (30) calendar days of the employee's having been promoted. 

 

ARTICLE 8  
PROBATION 

All employees of the School Department who are new to this bargaining unit shall be considered as  
probationary employees, with the exception of Cafeteria personnel. They shall remain as probationary  
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employees until they have actually worked for six (6) consecutive calendar months as employees in  
this bargaining unit. Cafeteria workers shall be on a probation until completion of one-half (1/2) of the  
work years, e.g. 91 of 182 days. During the probationary period employees are ineligible for any of the 
 benefits, protections or procedures of this contract (including the grievance and arbitration provisions).  
They may be disciplined or discharged without cause. The probationary period may be extended by the  
School Department for an additional thirty (30) calendar days. 

 
ARTICLE 9 

RESIGNATION OR ABANDONMENT OF POSITION 
 

Individuals who leave the employment of the School Department must immediately submit a letter of  
resignation. Failure to submit such a letter of resignation within a reasonable period of time, but in no  
case for a period of time longer than three (3) weeks will result in the termination of employment. 

 

ARTICLE 10  
VACATIONS 

 

Vacation benefits shall be provided for Custodians, Head Custodians and Skilled Craftsman. 

1. Vacation Accrual Rate 

Effective July 1st of the first fiscal year after the start of the employee’s employment and each 
July 1st thereafter the employee shall be credited vacation days as follows (note special rule for 
first year): 

 
CURRENT BENEFIT LEVEL 

 
Year of Employment Vacation Days posted July 1 
1st year Special first year rule (posted first of month, not July 1st): 

*Accrue 1 day per month up to maximum of 10 days 

*Available only in first full month after probation 

*If start 16th to 31st of month no accrual first month 

2nd year 11 days 
3rd year 12 days 
4th year 13 days 
5th year 14 days 
6th year – 10th year 15 days 
11th year – 20th year 20 days 
21st year onward 25 days 
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Tenth and Twentieth Year - Special Rule 

1. If an employee’s 10th or 20th anniversary date is between July 1st and December 31st, the employee 
will be posted the aforementioned vacations days in that fiscal year.  

If an employee’s 10th or 20th anniversary date is between January 1st and June 30th, the employee 
will be posted the aforementioned vacations days in the next fiscal year. 

2. Continuous service includes only days actually worked and, therefore, does not include, for 
example, time when an employee is on Workers’ Compensation or any leaves of absence (except 
sick leave). 

3. Employees may carry over vacation leave on a limited basis, from one vacation year to the 
following vacation year with the following limitations. 

 No more than five (5) days of vacation entitlement may be so “carried over”. 

 The employee desiring to carry over any of his vacation entitlement must request the same of the 
Director of Facilities, or his/her designee in writing, prior to May 1st of the vacation year; failing 
same, he/she will not be entitled to so carry over vacation entitlement. 

4. Upon termination of employment the employees shall receive payment equal to the amount of 
vacation pay he would have received had the termination not occurred. If termination is caused by 
death, such payment shall be made to the employee's estate. 

5. Upon the death of an employee who is eligible for vacation under these rules, payment shall be 
made to the estate of the deceased in an amount equal to the vacation allowance as accrued in the 
vacation year prior to the employee's death but which had not been granted. In addition, payment 
shall be made for that portion of the vacation allowance earned in the vacation year during which 
the employee died up to the time of his separation from the payroll. All vacation leave is calculated 
on a July 1 – June 30 basis. 

6. Employees who are eligible for vacation under these rules and whose services are terminated by 
dismissal through no fault or delinquency of their own, or by retirement, or by entrance into the 
armed forces, including the time during which they are not working because of sick leave, shall be 
paid an amount equal to the vacation allowance as accrued, and not granted, in the vacation year 
prior to such dismissal, retirement, or entrance into the armed forces.  In addition, payment shall be 
made for that portion of the vacation allowance accrued in the vacation year during which such 
dismissal, retirement, or entrance into the armed forces occurred up to the time of the employee's 
separation from the payroll. 

7. An employee shall not be allowed to work during his vacation leave and be compensated with extra 
pay without approval of the Director of Facilities. 

8. All vacation requests shall be turned in to the Director of Facilities between May 1st and May 30th. 
After May 30th, seniority will not be considered for choice of vacation time. 

 After May 30th, any employee who has submitted his request for vacation time and has received 
written approval from the Director of Facilities cannot have his vacation changed due to a more 
senior employee selecting that vacation time, without the employee's permission. 
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9. No employee will be allowed to take more than two consecutive weeks of vacation from May 1 to 
June 30 each year. 

10. Any 180 Day Custodian moving to a year-round position shall have vacation time credited, 
immediately upon award of assignment, for all years employed in the system (e.g., if a custodian 
has worked 10 years in a 180 Day Custodian position without vacation benefits, and begins 
working in a full-year position after completing the 10

th year of service, the custodian shall receive 
vacation benefits at the level of a custodian that has completed the10th year of service). 

 
ARTICLE 11  

PRORATED BENEFITS 
 
For Custodians, Head Custodians, and Skilled Craftsmen who are absent from work (with or without 
pay, excepting those employees who are receiving compensation pursuant to the Sick Leave provisions 
in this Agreement) shall be paid and/or earn the following fringe benefits if otherwise available based 
upon the amount of time they are absent from employment during a fiscal year in accordance with the 
formula below: 
 

1. Vacations 
2. Sick Leave 

 
Formula: 
 

1. An employee who does not perform any work for the School Department for the entire 
fiscal year shall receive none of the listed benefits for that year. 

2. Employees who are absent from work for sixty (60) calendar days or more in a fiscal 
year shall lose one sixth (1/6) of each of the listed benefits and one twelfth (1/12) of the 
listed benefits for each thirty (30) calendar days of absence thereafter. 

 
Upon return from such absence or leave, all previously earned benefits shall be restored unless they 
were utilized by an employee on Workers Compensation to make up the difference in pay between the 
Workers Compensation benefit and the regular salary of the employee. 
 

ARTICLE 12 
STANDARDS OF ATTENDANCE 

 
A. The maintenance of good attendance is important and necessary to the successful performance of 

all the duties and functions of an employee. 

B. Employees are required to work on a regular, continuing and consistent basis. Any excessive or 
unusual amount of absence from work, for whatever reason, is contrary to the employer's 
attendance requirements. 

C. The employer has the right to establish written policies pertaining to standards and requirements 
of attendance, as well as policies which define indices of patterns of and/or excessive absenteeism 
subject to bargaining obligations under M.G.L. Chapter 150E. Copies of policies shall be given to 
the Association. 

D. Notwithstanding the preceding provisions of this Article, and in addition to the rights established 
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therein to determine attendance policies, it is agreed that any employee who, for any reason of 
absence exceeds five (5) days of absence per year or three (3) separate instances of absence per 
year for any reason or reasons, may be requested to meet with the Superintendent, the Director or 
a designee, to discuss the absenteeism and the legitimacy of the absences.  An Association 
representative may accompany the employee.  

E. The employer reserves the right to review and record employee absenteeism from the work place 
and impose disciplinary action, including the withholding of pay increments or wage increases, for 
violations of its attendance policies. An employee’s absence will be excused if the absence is for a 
known medical condition. The employee is responsible to provide documentation within one week 
from the last date of absence, if possible, from a medical provider for an excused absence. 

F. The Superintendent, or his designee, may meet with, talk to or otherwise be in contact with, 
employees concerning their attendance performance. An Association representative may 
accompany the employee. 

G. This Article is subject to the Grievance and Arbitration provisions of this Agreement. 
 

ARTICLE 13 
TEMPORARY LEAVES OF ABSENCE 

 

A. Family Bereavement 

1. Paid time off for family bereavement is available to each employee in accordance with 
the chart set forth below: 

Family Bereavement Chart 

Relationship to 
Individual 

Amount of Days Relationship to 
Individual 

Amount of Days 

Spouse 
Child 
Life Partner 
Son-in-Law 
Daughter-in-Law 
Parent 
Father-in-Law 
Mother-in-Law 
Sibling 
Resident of Immediate      
Household 

 
 
 
 
Five (5) Days 

Grandfather 
Grandmother 
Brother-in-Law 
Sister-in-Law 
Uncle 
Aunt 
Niece 
Nephew 
Cousin 
Grandchild 
*Please note if the individual listed 
above is a member of immediate 
household they are entitled to the 
aforesaid five (5) days. 

 
 
 
 
 
Three (3) Days 

 

2. One (1) working day at full pay, or additional days at the discretion of the 
Superintendent in the event of death of a less immediate family member or if 
circumstances support time in addition to that specified above. 

 
B. Family Sickness 
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1. Every employee shall be entitled to use five (5) days of accumulated sick leave per 

year during required absence from work because of the serious illness of the 
employee's spouse, children or parents. 

2. "Required absence" is defined as requiring the personal attendance of the employee 
for the personal care of the seriously ill member and the unavailability of any other 
adult family member. 

3. "Serious illness" is defined as one requiring the immediate and continuous 
availability of an adult person to furnish necessary care. 

4. The School Department may require a medical certificate setting forth the nature of 
the illness and certifying the need of the employee to remain at home. 

 
C. Family Medical Leave Act (FMLA) 
 

1. If approved, unpaid FMLA leave petitioned for personal illness or family health 
care under defined Federal law shall be concurrent and coterminous with other 
provided leaves herein and shall not be granted as added time. 

2. If approved, unpaid FMLA leave petitioned for the birth of a child, the placement of a 
child for adoption or foster care under defined Federal law shall be concurrent and 
coterminous with other provided leaves herein, and except as provided below, shall not 
be granted as added time. It is understood that an approved FMLA leave would 
provide four (4) additional weeks of unpaid leave to an employee who took a maternity 
leave pursuant to Massachusetts General Laws, Chapter 149, Section 105D. 

 
D. Other 
 

1. One working day may be granted to attend the wedding of son, daughter, sibling, 
parent, or legal guardian if the wedding occurs on a working day. 

2. Under extenuating circumstances, up to three (3) working days may be granted for an 
employee’s own wedding, when recommended by the Director of Facilities and 
approved by the Superintendent if the wedding occurs on a working day. 

3. Two working days may be granted for extenuating family concerns. 
 

ARTICLE 14  
SICK LEAVE 

 
A. Sick Leave Accrual. All employees, except Cafeteria workers, shall be allowed one and one-

quarter (1 1/4) days leave with pay for each month of employment in which there were no 
unauthorized absences from work. Cafeteria employees shall be allowed 1.5 days for each month 
of work. Sick leave may only be used for sickness, injury or disability which prevents the 
employee from performing his/her normal duties. All employees may accumulate up to fifteen 
(15) days of sick leave per year. 

B. Carry-over of sick leave. 
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Part I – Custodians, Head Custodians and Skilled Craftsmen: 
Custodians, Head Custodians, and Skilled Craftsmen shall be credited with the unused portion of 
leave granted under subsection (A) up to a maximum of one hundred ninety 
(190) days. Employees who begin a work year with one hundred ninety (190) days of accumulated 
sick leave may earn fifteen (15) days of noncumulative sick leave during the year, as above. 

Part II – Cafeteria: 
Cafeteria employees shall be credited with the unused portion of leave granted under subsection 
(A) up to a maximum of the number of days the employee is scheduled to work during the school 
year. Example: 168 day employees will accrue up to 168 days per year; 180 day employees will 
accrue up to 180 days per year. Employees who begin a work year with the maximum number of 
days he/she is entitled to accrue, may earn 15 days of no-cumulative sick leave during the year, as 
above.  

Sick Leave – Partial Day - Custodians, Head Custodians and Skilled Craftsmen. For Custodians, 
Head Custodians, and Skilled Craftsmen only: Employees who report to work but who leave work 
due to illness prior to completing two (2) hours of their shift shall have a full sick day deducted 
from their entitlement. Employees who leave work early due to illness, but who have worked 
more than two (2) hours of their scheduled shift shall have one-half (1/2) day deducted from their 
entitlement. Employees who have worked most of their shift, but are unable to finish, may be 
dismissed with permission of their supervisor. 

C. Any employee who uses or attempts to use sick leave in violation of any provision of this Article 
shall have a day's pay deducted for each such unauthorized day of use and shall be subject to 
further discipline. The appropriate Director, or his/her designee, may require a staff member to 
produce a medical note from a regularly licensed and participating physician or physician’s 
assistant when a staff member’s use of sick leave is reasonably suspected of being excessive. 

D. Sick Leave Bank.  If the amount of leave credit provided under subsection (B) has been or is about 
to be exhausted, an employee may make application for additional allowances to that provided 
under subsection (B). Such application shall be made through the Sick Leave Bank Committee 
which is authorized to grant such additional allowances as it may determine to be equitable after 
reviewing all the circumstances, including the employee's attendance and performance record 
prior to his application and other conditions supporting his request for additional allowance. 

E. Notification of Supervisor. An employee, in order to be eligible to use sick leave, must notify the 
appropriate Director on or before the first day of any absence for which the employee intends to 
use sick leave, the nature of the illness, injury, or disability and medical diagnosis, if possible at 
that time, together with an estimate of the time the employee expects to return to work. The absent 
employee who is claiming sick leave is expected to keep the appropriate Director informed of the 
progress of the sickness and may be required to provide additional doctor's certificates in the form 
set forth above from time to time at the discretion of the appropriate Director. If an employee is 
out of work due to illness or injury, he/she will notify the appropriate Director at least ten (10) 
work days in advance of the anticipated return or as soon as possible thereafter.  

If deemed in the best interest of the employer, the Superintendent may require any employee 
receiving sick leave pay to be examined by a physician chosen by the School Department, such 
examination shall be administered without charge to the employee. During such absence, no salary 
or wage shall accrue to such employee except during periods of authorized sick leave in 
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accordance with this Article. 

F. Discipline – Sick Leave Abuse. In cases where the appropriate Director has reason to suspect that 
an employee is abusing the sick leave provided for in this Article, or in cases of excessive 
absenteeism or an unusual pattern of absences (including unexcused absences prior to or following 
a holiday, vacation period, weekend, or leave), the Director of Facilities or his designee shall issue 
a written warning to the employee with a copy to be forwarded to the Association steward. 

Following such notice, the appropriate Director may require medical examination of any 
employee who following receipt of such warning reports his inability to report for duty because of 
illness. This examination shall be at the expense of the employer by a physician appointed by the 
School Department. Such employees may be required to submit a medical certificate in 
substantiation of each absence due to claimed illness regardless of duration. If there is no 
improvement, the employees will be advised in writing that all future requests for sick leave must 
be supported by a medical certificate. The School Department shall pay for such medical 
certificates. 

G. Injury, illness or disability self-imposed, or resulting from the abuse of alcohol or drugs that are 
classified under the Federal Narcotics Act or Drug Abuse Control Act shall not be construed a 
proper claim for leave under this section. Employees with substance abuse problems are further 
subject to the Drug Free Workplace Policy of the Committee. 

H. Payments made under the provisions of this section shall be limited to an employee who is 
receiving Worker's Compensation to the difference between the amount paid in Worker's 
Compensation and the employee's regular rate. These payments shall be made until the employee 
has exhausted his previously earned vacation entitlement and sick leave accumulation. 

I. Notice of accumulated sick leave will be posted annually in each department. 

J. Employees may be requested to take sick leave when, in the opinion of the appropriate Director 
and/or Superintendent of Schools, it is undesirable for physical and other health reasons for such 
employee to carry on such employee’s assigned duties. 

K. The employer and the Association agree that the maintenance of good health and physical fitness 
are important to the successful performance of all the duties and functions of the employees. 
Employees may be required, at School Department expense, to complete an annual physical 
and/or medical examination, the results of which shall be forwarded to the employer, including a 
copy to the employee. 

L. Employees are expected to be at work on a regular, continuing and consistent basis. An excessive 
or unusual amount of absence from work is contrary to the employer's attendance expectations and 
requirements. 
 

M. For Custodians, Head Custodians, and Skilled Craftsmen groups only:  Any employee who 
exceeds the average number of separate times out for personal illness for the unit, in a year, shall 
be considered to be excessively absent, and in addition, any employee who uses all his annual sick 
leave in any year shall also be considered to be excessively absent. The average shall be computed 
from July through April in the prior fiscal year, within each of the three groups separately (e.g., 
Custodians’ average shall be computed only based upon sick time use of employees in the 
Custodians group), using the total number of sick days accounted for as Personal Illness Full Day, 
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Personal Illness Half Day, Family Illness Full Day, and Family Illness Half Day (full or half 
personal or family illness days taken without a doctor’s note). Excessive absence may be cause for 
the withholding of salary adjustment as referenced in Article XXVIII. In the event of unauthorized 
absences for which no compensation is to be provided, deductions shall be made at the rate of one-
fifth (1/5) of the weekly rate of pay for each working day during which a staff member so absents 
himself/herself.  Deductions in pay shall also be made for unauthorized absences of less than one 
day in accordance with Article XII, STANDARDS OF ATTENDANCE. Such deductions shall be 
made from the pay period next following the Superintendent’s determination that the leave is not 
under existing policies. 

N. After five (5) years of continuous employment in the school system, an employee in this unit may 
be granted a leave of absence, without pay, for up to six (6) months for personal health reasons. 
Requests for such leave will be supported by appropriate medical evidence. 

O. Up to five (5) days shall be allowed for illness in the immediate family which demands the 
presence of the employee. All such family illness days will be charged against personal, 
accumulated sick leave. 

P. 1. Members of the Bargaining Unit who elect and enroll in the Town of Plymouth Long Term 
Disability Insurance (LTD) plan may accumulate unused sick leave days to a maximum of one 
hundred eighty (180) days. If a member of the Bargaining Unit has more than this maximum 
accumulated number of days at the time he/she first enrolls in the LTD plan, the excess 
number of days beyond the maximum cited above shall be relinquished. Any days that were 
relinquished shall be restored if a subsequent decision by the member is made to decline 
participation in the LTD plan. 

2. Members of the Bargaining Unit who enroll in the Town of Plymouth Long Term Disability 
Insurance (LTD) plan will not be eligible for the Annual Sick Leave Buy Back contained in 
Article XVI of the Collective Bargaining Agreement. Members of the Bargaining Unit who 
later decline the LTD plan shall be eligible to access the Annual Sick Leave Buy Back 
subsequent to their de-enrollment from the LTD plan. 

3. Members of the Bargaining Unit who enroll in the Town of Plymouth Long Term Disability 
Insurance (LTD) plan will not be eligible for the sick leave buy back benefit contained in 
Article XV of the Collective Bargaining Agreement. A member of the Bargaining Unit who 
later declines coverage under the LTD plan shall be able to access that benefit if he/she has 
declined LTD coverage for at least five (5) years prior to his/her retirement or death. 

 
 

ARTICLE 15 
SICK LEAVE BUY-BACK UPON RETIREMENT OR DEATH 

 
PART I 

Custodian, Head Custodian and Skilled Craftsmen 
 

The employer agrees that it shall pay to the employee upon said employee’s voluntary retirement, or 
upon the death of said employee to the named beneficiary of said employee, $35.00 for each day of 
accumulated unused sick leave remaining in the account of said employee for fifty percent (50%) of 
the total days of said accumulated sick leave. In order to be eligible for this benefit, said employee 
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must have been employed as a member of this bargaining unit for five (5) years or more. 
 

PART II 

Cafeteria 

The employer agrees that it shall pay to the employee upon said employee’s voluntary retirement, or 
upon the death of said employee to the named beneficiary of said employee, $35.00 for each day of 
accumulated unused sick leave remaining in the account of said employee for fifty (50%) percent of 
the total days of said accumulated sick leave.  In order to be eligible for this benefit, said employee 
must have been employed as a member of this bargaining unit for ten (10) years or more and must have 
one hundred (100) days of unused, accumulated sick leave to her credit on the date of her retirement or 
death. 

Part-time employees shall have the amount paid for each day of accumulated unused sick leave 
prorated based upon the number of hours of work performed.  

 
ARTICLE 16 

ANNUAL SICK LEAVE BUY-BACK 
 
The purpose of this benefit is to reduce the average use of sick leave per employee in the bargaining 
unit, as a whole, in a measurable and meaningful amount. Therefore, this benefit is for the duration of 
this Agreement only. The parties agree to review the data during the negotiations for a successor 
Agreement to determine whether or not the benefit has achieved its goal. 
 

PART I 
Custodian, Head Custodian and Skilled Craftsmen 

 

The provisions of the benefit are: 

A. The benefit applies only to those employees who begin a fiscal year (1 July) with seventy-five 
(75) days of sick leave accumulation. 

B. Any eligible employee who during a fiscal year uses less than four (4) days of sick leave shall 
earn $200.00. 

C. Any eligible employee who during a fiscal year uses less than two (2) days of sick leave shall 
earn $250.00. 

D. Said money shall be paid in July of the following year in a lump sum (less any deductions). 

PART II 
Cafeteria 

 

All absences, whether paid or unpaid with the exception of personal days and bereavement days, will 
count against the sick leave buyback. The provisions of the benefit for full time employees (six (6) 
hours or more per day) are: 

A. The benefit applies only to those employees who begin a fiscal year (1 July) with the maximum 
sick leave accumulation available (presently 130 days). The qualification guideline of 130 days 
will be suspended for the term of this contract. If employee attendance does not improve during 
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this period, then the 130 day qualification guideline will be restored. 

B. Any eligible employee who during a fiscal year uses less than four (4) days of sick leave shall earn 
$110.00. 

C. Any eligible employee who during a fiscal year uses less than two (2) days of sick leave shall earn 
$150.00. 

D. Said money shall be paid in a lump sum (less any deductions) in the final paycheck of the fiscal 
year. 

The amount of money paid under this benefit shall be prorated for part-time employees (less than six 
(6) hours per day) by comparing the number of hours the part-time employee works to the hours of full 
time (6 hours or more per day) employee. 

 
ARTICLE 17  

PERSONAL LEAVE 
 

For purposes of this Article the expression “immediate supervisor” shall mean the Director of Facilities 
for Custodial, Head Custodians, and Skilled Craftsmen and the Food Services Director for Cafeteria 
workers. 

In any school year, an employee may be granted one (1) day of paid leave to conduct personal business 
under the following conditions: 

A. It is recognized that the absence of the employee from work interrupts the continuous operations, 
upkeep and productivity of the highest quality which is expected of our employees and must 
therefore be held to a minimum. It is understood that employees will make every effort to attend to 
their personal business on "nonworking days" and that requests for personal leave will be 
submitted only when every effort has been made to schedule personal business so as not to 
interfere with the working commitment. 

Personal business leave may be granted for the following reasons only: 

1. Court obligations 
2. Mortgage closings 
3. Adoption of children 
4. Summons by a government agency 
5. Equivalent personal business affairs which cannot be reasonably scheduled during nonworking 

hours 
 It is further understood that approval of any requests for personal leave will be at the discretion of 

the appropriate immediate supervisor but in no case may more than one (1) personal day be granted 
per building per shift. Such leave will be for the purpose of conducting personal and/or legal 
business which requires the absence of the employee during work hours and which cannot 
otherwise be scheduled. 

 Application for personal leave (except in cases of emergency) will be made at least forty-eight (48) 
hours before taking such leave and shall be subject to the approval of the immediate supervisor in 
advance of such absence. Employees who fail to request approval in advance shall forfeit full pay 
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for each day of unauthorized absence. If, because of lack of time in an emergency situation, 
permission is sought and granted orally, such permission must be confirmed in writing using the 
standard procedure. If the immediate supervisor believes the purpose of the leave not to be of a 
nature requiring the absence of the employee, he may refuse to pay for such leave. Said 
determination shall not be subject to the grievance and arbitration provisions of this Agreement. 

 Custodians, Skilled Craftsmen, Head Custodian and Cafeteria employees may request a personal 
business day before or after a holiday or vacation which request may be granted provided there is 
adequate coverage. 

B. Any employee who, due to an emergency, makes his/her request orally, shall submit said request in 
writing within seven (7) days. 

C. An employee who misuses any paid or nonpaid leave shall be subject to disciplinary action 
including, but not limited to, deprivation of any further leave. An employee who misuses paid 
leave shall have one (1) day's salary deducted from his/her weekly salary for each day of 
unauthorized absence, in addition to being subject to additional disciplinary action by the 
employer. 

D. An unused Personal Business Day may be carried over to a subsequent year, up to a maximum of 
two (2) days. 

 
ARTICLE 18  
JURY DUTY 

 
The employer agrees to make up the difference in an employee's wages between a normal week's 
wages and compensation received for jury duty. Employees must present court verification of jury 
service to the School Department when received from the court. Compensation received for jury duty 
must be signed over to the School Department if an employee continues to receive full School 
Department wages for the involved release time for jury duty. If the employee receives more 
compensation from the Court than his or her wages would have been, the employee may keep the court 
compensation and he or she shall not receive any wages from the Committee for that period of time. 
 

 
ARTICLE 19 

SICK LEAVE BANK 
 
A. Effective July 1, 1980, a sick leave bank for use by eligible members of the Association covered by 

this Agreement who have exhausted their own sick leave and who have serious illness, shall be 
established. There shall be one (1) common sick leave bank for members of the Custodial, Head 
Custodians, Skilled Craftsmen and Cafeteria units. 

B. All unit employees shall initially contribute two (2) days of their accumulated sick leave to the 
joint sick leave bank (this requirement shall apply to current cafeteria employees upon joining the 
Sick Leave Bank for the first time upon implementation this contract). Probationary employees, 
upon award of permanent status, shall donate two (2) days of their retroactive sick leave grant to 
the sick leave bank. 

C. If the sick leave bank should become exhausted, it shall be renewed by the contribution of one 
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additional day per member of the Association covered by this Agreement. Such additional days 
will be deducted from each member's annual total of sick leave days. The Sick Leave Bank 
Committee shall decide at what point the bank needs to be replenished. Any grant of sick leave by 
the Sick Leave Bank Committee to an eligible employee shall not exceed thirty (30) days. Upon the 
exhaustion of any grant, the employee shall apply to the Sick Leave Bank Committee for further 
sick leave. 

D. The sick leave bank shall be administered by a Sick Leave Bank Committee consisting of eight (8) 
members. Four (4) shall be designated by the School Committee, and four (4) shall be designated 
by the Association (one for each of the four groups participating in the sick leave bank, Cafeteria, 
Custodians, Head Custodians, and Skilled Craftsmen). 

E. The Sick Leave Bank Committee shall determine the eligibility for use of the bank and the amount 
of leave to be granted. The following criteria shall be used by the Committee in administering the 
bank and in determining eligibility and the amount of leave to grant. 

1. Adequate medical evidence of serious illness. The Sick Leave Bank Committee will provide to 
the School Department copies of any medical certification submitted by the applicant in its grant 
petition when notifications are issued. Sick Leave Bank grants will not be processed for 
payment absent such medical documents at the Superintendent’s office. 

2. Prior utilization of all eligible sick leave, vacation and personal days. 
3. Length of service to the School Department. 

Any days that are granted to an eligible member that are not used or needed, shall be returned to the 
sick leave bank. 
 

ARTICLE 20  
PATERNITY LEAVE 

 
A. An employee who is absent from work, during which period of time she bears a child, shall be 

deemed to be on a maternity leave under the terms of either Option A or Option B, as provided 
herein. 

B. A leave of absence shall be granted for parental, adoption, or welcoming of foster children 
purposes to bargaining unit employees on the terms and conditions set forth in this Article. 

C. As soon as the employee determines she is pregnant, she shall notify the Superintendent, in 
writing, of her pregnancy. The employee shall give at least two (2) weeks' notice of the date she 
wishes to commence her leave of absence. At the time of the latter notification, the employee will 
select one of the following two (2) options: 

 Option A - Extended leave without pay with entitlement to sick leave benefits for certified 
disability for childbirth and recovery therefrom during the period of this leave. 

Option B - Unpaid Massachusetts Statutory Maternity Leave (MGL Chapter 149, Section 150D) 
with guarantee of sick leave benefits for certified disability for childbirth and recovery therefrom 
during the period of this leave. 

 If approved, unpaid FMLA (Family Medical Leave Act) leave petitioned for the birth of a child or 
the placement of a child for adoption or foster care, under defined Federal law, shall be concurrent 
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and coterminous with other provided leaves herein, and except as provided below shall not be 
granted as added time. It is understood that an FMLA leave would provide four (4) additional 
weeks of unpaid leave to a person who took maternity leave pursuant to Massachusetts General 
Laws, Chapter 149, Section 105D. 

D. The provisions of Option A are as follows: 

1. The duration of the leave shall be for a period of two (2) years from the date of its 
commencement. 

2. At the time the employee requests her maternity leave, she shall select a September return date 
within a period of two (2) years from the commencement of her leave. 

3. If an employee wishes to change her return date to a September different from the one specified 
in her original request, she shall notify the Superintendent, in writing, no later than 1 March of 
the school year preceding the September return date originally requested. 

4. If the employee complies with this notification, she will be able to change her return date to a 
September different from the one originally selected provided said new September return date 
is within a period of two (2) years from the commencement of her leave. 

5. When an employee returns to work at the beginning of a school year, as prescribed above, she 
shall be returned to her original position, if possible, or to a substantially equivalent position. 

6. An employee may request to return to work at any time other than at the beginning of a school 
year within a period of two (2) years from the date her leave commenced. She shall be able to 
return to work if there is an available position, or one that becomes available, for which she is 
qualified. An available position is defined to be one that is not being held by a another 
employee under Contract. 

7. An employee must notify the Superintendent, in writing, by March 1st of the school year 
preceding the September return date agreed upon, of her intention to return to duty at the 
expiration of her leave. 

8. If the employee fails to so notify the Superintendent in writing or does furnish said written 
notice and fails to return to duty at the expiration of her leave, she shall be deemed to have 
resigned, and the obligation of the employer to provide a position for her shall cease. 

9. A employee electing Option A must return to work for one (1) year before being granted an 
additional leave under Option A or before being granted a leave for child care under Paragraph 
9 of this Article. 

E. Option B: A female employee who has been employed for at least three (3) consecutive months as 
a full-time employee, who is absent from such employment for a period not exceeding eight (8) 
weeks for the purpose of giving birth, said period to be hereinafter called "Maternity Leave", and 
who shall give at least two (2) weeks' notice to her employer of her anticipated date of departure 
and intention to return, shall be restored to her original position with the same status, pay, length 
of service credit, and seniority, wherever applicable, as of the date of her leave.  If an employee 
wishes to change her return date from the disability period originally declared, she shall do so by 
submitting a new leave request under the provisions of Option A of this Article. 

F. Payment for disability due to pregnancy, childbirth, or recovery therefrom shall be made in the 
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same manner as payment for any other illness or injury.  Employees who have sick leave days 
available and who desire to receive disability pay pursuant to this Article shall comply with the 
customary procedures for (1) notification of disability, and (2) notification of the termination 
thereof. 

G. In order for entitlement to sick leave benefits to apply for certified disability for childbirth and 
recovery therefrom in connection with additional siblings, the employee will have to return to full- 
time active service and be granted an additional leave of the type provided under Option A or 
Option B above. 

 The parties agree that sick leave benefits for disability due to childbirth and recovery therefrom 
will not be allowed for an employee who is on any other kind of approved extended leave of 
absence. In addition, employees will not be entitled to sick leave benefits for any other illnesses 
and/or disabilities incurred while on maternity leave, except as provided in this article. 

H. The employer shall grant an unpaid leave of absence of up to two (2) years to a woman who is 
adopting a baby.  It is further agreed that any woman who may be on this unpaid leave for the 
purpose of adopting a baby shall return from said leave at the beginning of a school year. 

I. An employee shall be granted a leave of absence, without pay, for up to one (1) year for the 
purpose of caring for his/her child under the age of six. A leave for child care may be granted at 
the discretion of the employer for an older child. A second consecutive year's leave for child care 
may be granted at the discretion of the employer. In order to be granted additional child care leave, 
the employee must return to work for a period of time equal to the length of the previous leave. 

J. All benefits to which the employee was entitled at the time his/her leave of absence commenced, 
including any unused accumulated sick leave, shall, except as is otherwise provided herein, be 
restored to him/her upon his/her return.  Upon his/her return, he/she shall be advanced to the next 
step on the salary schedule, provided he/she has taught at least ninety-one (91) days during the 
year in which his/her maternity leave commenced. 

K. Male bargaining unit members in the event of childbirth and adoption, and all employees in the 
event of welcoming of foster children, shall receive no less than eight (8) weeks of unpaid leave. 
The employee shall give at least two (2) weeks’ notice of the date he or she wishes to commence 
his or her leave of absence. Employees covered by the provision shall also receive any and all 
leave entitled under the Family Medical Leave Act (FMLA). Such FMLA leave shall run 
concurrently with the leave granted under this provision. 

 
ARTICLE 21  
INSURANCE 

 
A. Effective June 30, 2018, the employer will pay seventy-five percent (75%) of the cost of the type 

of insurance coverage listed below for all qualified employees: 

1. A $2,000 term life insurance plan of the type presently available to unit members. Additional, 
optional life insurance is available within the group plan at the employee's expense. 

2. Individual or family coverage of group health insurance provided by the Town of Plymouth 
for eligible employees. The Committee agrees that the level of benefits shall be substantially 
equal to the level of benefits provided as of 1 July 1997. 
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3. Except to the extent required by law, the employer shall not be required to pay the premiums 
outlined above for those unit members who are on a non-paid leave of absence. 

B. If an employee elects to enroll in the Town of Plymouth Long Term Disability Plan, he/she shall 
be subject to the Town’s conditions including any related to sick leave accumulation, annual sick 
leave buy back, and sick leave buy back benefits. (See ARTICLE XIV, SICK LEAVE, Section Q) 

C. Eligible members of this group shall be covered under the “Home Rule Petition” as enacted by the 
Senate and House of Representative in General Court assembled, and by the authority of the same, 
as follows: 

SECTION 1. Notwithstanding any general or special law to the contrary, any employee who 
retired or will retire from the service of the town of Plymouth after February 26, 1998 and is 
enrolled in a health or dental plan offered by the town as of July 1, 2003 or at least 5 years before 
their retirement, their spouse and dependents shall be entitled to receive the same percentage of 
premium contribution provided by the town on the date of hire of the employee, but no greater 
than 90 per cent, for so long as the retiree remains continuously enrolled in the benefit plan, 
notwithstanding any alteration in health plan premiums by the town. 

SECTION 2. This act shall apply to all non-union employees who are eligible for health insurance 
benefits and to employee groups who agree, within 60 days of the effective date of this act, to an 
increase in the percentage paid by active employees to 20 percent effective July 1, 2003. This act 
shall also apply to any employee who is enrolled in a health or dental plan offered by said town 
and retired from the service of the town after February 26, 1998 but before July 1, 2003. 

SECTION 3. Employee groups that do not agree, within 60 days of the effective date of this act, to 
an increase in the percentage paid by active employees to 20 per cent effective on July 1, 2003 
shall not be guaranteed the rate of hire percentage contribution upon retirement. 

SECTION 4. If the commonwealth mandates an increase in the minimum percentage contribution 
active employees only shall pay toward their health insurance, the provisions of this act governing 
the percentages to be paid by retirees shall not be affected. 

SECTION 5. This act shall take effect upon its passage. 

 
ARTICLE 22  

UNIFORM ALLOWANCE 
 
1. General 

All employees shall be required to wear a uniform designated by appropriate Director. Employees 
who are observed not wearing the uniform properly during work will be subject to disciplinary 
action. 

Staff identification badges provided by the School Department are to be considered as part of the 
required uniform of each employee and are to be worn on all assigned shifts. Location of these 
badges on the uniform will be determined by Department directive. 

2. Custodians and Head Custodians. 

Except as otherwise provided at ARTICLE 42, Deferred Compensation, all employees will 
receive a uniform allowance of $350.00 (three hundred fifty dollars) per year for the purchase, 
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replacement, cleaning and maintenance of their uniforms. Uniform allowances for Custodians and 
Head Custodians will be issued in a separate payment for employees with direct deposit and a 
separate check for employees without direct deposit annually during the month of August. 

This allowance shall be prorated for new employees and for employees who leave the service of 
the School Department.  It will be based upon the number of months worked during the year. 

3. Skilled Craftsmen. 

Except as otherwise provided at ARTICLE 42, Deferred Compensation, Skilled Craftsmen will 
receive a uniform allowance of $350.00 (three hundred fifty dollars) per year for the purchase, 
replacement, cleaning, and maintenance of their uniforms. Uniform allowances will be issued in a 
separate payment for employees with direct deposit and a separate check for employees without 
direct deposit annually during the month of August. 

4. Cafeteria. 

Uniforms for cafeteria workers shall be provided by the employer.  The employer will provide, 
annually, 2 polo shirts, 2 aprons, and 2 visors to each employee. The employee is responsible for 
cleaning and maintenance. Employees are required to work in proper uniform and if they are not 
in proper uniform, they shall lose both work and pay for each day, and shall be subject to other 
discipline. A Committee will be established to select appropriate footwear for cafeteria workers, 
including quality, style, color, etc. 
Employees who purchase such footwear will be reimbursed for each purchase up to $50.00 
annually upon submission of a paid receipt.  These employees are required to wear the footwear 
each workday. 

Employees who choose not to purchase and wear such footwear will not receive any footwear 
reimbursement. The employer will provide one hundred and ten ($110.00) dollars to purchase 
clothing  per year to each employee. Pants shall be cotton/poly blend black or white. Jeans are not 
permitted. The Director of Food Services and the union will mutually agree upon a selection. 

 
ARTICLE 23  

STANDARD WORK WEEK 
 

1. For Custodians, Skilled Craftsmen and Head Custodians the workweek shall consist of five (5) 
consecutive eight (8) hour days. 

1.2. Eight (8) consecutive hours of work within the twenty-four (24) hour period shall continue at 
the various schools and shall constitute the regular work day. The Association will be given 
notice of any changes in hours of work and reason for the change. 

1.3. Eight (8) consecutive hours of work within the twenty-four (24) hour period shall constitute 
a work shift. 

1.4. Each eight (8) hour shift shall be exclusive of an unpaid meal period of thirty (30) minutes. 

2. Cafeteria Workers shall have a published schedule of work days and hours. 

3. All employees shall be scheduled to work on a regular work shift, and each shift shall have a 
regular starting and quitting time. Split shifts which overlap regular work shifts may be 
established by the Department based on organizational needs with any provided differentials to be 



27  

proportionally calculated for the overlapping hours. Hours are not to be changed without the 
express authorization of the appropriate Director. 

4. Except for emergencies, work schedules shall not be changed unless the employees affected by the 
change are given a five (5) day written notice. Snowstorms, fires, and serious building problems 
are to be considered emergencies under this section.  Work schedules shall not be changed to 
avoid payment of overtime. 

5. In the event of an emergency, all employees are to report to work in accordance with the policy of 
the appropriate Director in order to be eligible to be paid for that day.  Employees who are 
required to work during an emergency and who fail to report to work for their regular shift may 
not be allowed to work a later shift and shall lose pay for the missed work. 

6. During school vacations, all full year employees may be required to work on the day shift. They, 
however, will be paid their usual rate of pay, including any differential pay. 

7. Employees shall not be required to take time off for any overtime work performed. 

8. (a) After five (5) days when a bargaining unit member is out of work on personal illness and/or 
vacation, the head custodian designated by the Superintendent of Schools or his designee to 
fill said position, shall receive the higher rate of pay if applicable until the absent worker 
returns to service or is permanently replaced. 

(b) Any employee in the Custodians group who is assigned by the Employer to a vacant position 
in a higher grade position (e.g., Team Leader, Head Custodian) and assumes all the duties 
required of that position, shall be paid at the wage of the higher grade position that is 
higher/closest to the current wage of such employee for each hour so worked. 

(c) Any employee in the Cafeteria group who is assigned by the Director to a vacant position in a 
higher grade and assumes all the duties required of that position shall receive the salary rate at 
Step 1 for the higher position as of the first day of the assignment. 

 
ARTICLE 24 

OVERTIME AND EXTRA ACTIVITES 
 

Part I  
Cafeteria 

A. Cafeteria employees covered by this Agreement shall be paid overtime at the rate of 1½ times 
their regular rate of pay for work in excess of forty (40) hours in one week. 

 Cafeteria employees shall be available for a reasonable amount of overtime work as part of their 
job. 

B. Extra student and staff functions scheduled during normal school hours shall be paid at the 
employee's regular rate of pay. 
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C. Cafeteria employees, who are voluntarily requested to work in the cafeteria for extra activities, 
shall be paid at a time-and-one-half rate. Extra activities shall mean those functions which are 
scheduled after the normal school day, evenings, Saturdays, Sundays, and/or during school 
vacations. 
 

Part II 
Custodians, Head Custodians 

 

A. Overtime 

1. Any work performed by Custodians and Head Custodians beyond the regular eight (8) hour 
day shall be compensated at the rate of time and one-half. Overtime associated with 
emergencies is defined in Article 23, section 4. 

2. The Director of Facilities or his designee(s) shall keep records as currently practiced of the 
overtime worked. These will serve as a record for the workweek as well as a record for 
overtime work performed. In case of a grievance involving such record(s), the record(s) shall 
be available for examination by the Association representative or shop steward with the 
Director of Facilities or his designee and a designated representative of the School Department 
may be present. 

3. All overtime shall be equally and impartially distributed among Custodians and Head 
Custodians within each building according to building seniority.  It is the responsibility of the 
Head Custodian in each building to maintain and administer the overtime list. Time offered, but 
not worked, shall be charged as worked. Custodians and Head Custodians who work overtime 
as an emergency fill- in for another employee who failed to work an agreed overtime shift shall 
not have those hours charged as worked. If an insufficient number of employees volunteer to 
work overtime, the district-wide overtime policy will be followed. The policy currently in 
effect is appended to this Agreement. The Committee reserves the right to modify this policy if 
circumstances warrant. The Committee agrees to do so in compliance with M.G.L.c. 150E. 
 

4. Payment for overtime will be based upon the next available payroll preparation once verified 
overtime notices are endorsed by the Director of Facilities or his designee and received by the 
Payroll Department. 

5. All callback time for department tasks is to be preapproved by the Director of Facilities or his 
designee. Callback time for Custodians and Head Custodians will be paid at the rate of time 
and one-half for the actual hours worked as authorized by the appropriate administrator(s) with 
three (3) hours of pay at time and one-half minimally guaranteed for the "callback". There will 
be no pyramiding of overtime hours. 

B. Extra Activities 

1. For activities sponsored or approved by the school administration or the School Department 
and for non-sponsored activities, the following shall apply: 

1.1 The building administration and/or the Director of Facilities or his designee, in 
consultation with the head custodian, shall determine whether a department employee will 
be present and working for the activity.  This does not require one custodian per group. 

1.2 Payment for this work will be made by the employer in accordance with their customary 
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practices for payment of overtime as noted in section A.4 above. 

2. Parent Advisory Councils and Home/School Associations shall be considered a school-
sponsored group. 

3. The following will be used to cover extra activities: 

3.1 Extra Activities, both school sponsored and non-school sponsored, may or may not 
require extra coverage. The Principal, Supervisor, or designee, in consultation with the 
Head Custodian will make this determination. Those activities for which extra coverage 
is not provided will be set-up/cleaned up by on-duty staff. If a custodian who is working 
a regular shift (not hired to work the activity) is instructed to perform work in 
connection with an activity, he/she will leave a written note for the Head Custodian 
describing the change in his/her scheduled work. The practice of paying overtime 
during the school day for school activities is discontinued. 

3.2 Those activities which require only minimal departmental coverage will be assigned to 
an on-duty individual(s) as a shift extension. Custodians and Head Custodians may 
indicate that they do not wish to work the shift extension subject to Management Rights, 
Article 33, and Section H. 

3.3 Those activities which require more extensive department coverage will be assigned to 
call-back personnel per section A.3 above. 

4. Custodians and Head Custodians may not leave their assigned or regular work station(s) to 
cover any paid activity without the knowledge and approval of the Head Custodian of the 
building. In such cases, the Custodians and Head Custodians will be expected to make up the 
hours of work missed in covering the paid activity. Make-up time shall be recorded by the 
Head Custodian and submitted in writing to the Director of Facilities and/or his designee.  

Part III: 
Skilled Craftsmen 

A. Overtime. 

1. Overtime worked by Skilled Craftsmen over eight (8) hours worked in a day and/or 
more than 40 hours worked in a week shall be compensated at the rate of time and one-
half 

2. Three (3) hours of pay at time-and-one-half is guaranteed for a "call back". 

B. Extra-Activities 

1. For activities sponsored or approved by the School Administration or the Committee 
and for non- sponsored activities, the following shall apply: 

(a) The Administration shall determine whether a skilled craftsman will be working 
according to present practice. 

(b) Payment for this work will be made by the School Department in accordance 
with its customary practices for payment of overtime. 

2. Payment for overtime will be based upon the next available payroll preparation after 
verified overtime notices are endorsed by the Director of Facilities or his designee and 
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received by the Payroll Department. 
 

ARTICLE 25 
DISTRICT OVERTIME PROCEDURE 

 
The expression “employees” shall refer to Custodians, Head Custodians and Skilled Craftsmen in this 
article. 
 
A. A form will be provided from June 1 – June 30, on an annual basis, for employees to sign up for 

the district wide overtime list. This will constitute the overtime list for the next fiscal year. New 
employees will be given two weeks after they have completed their probationary period to sign up 
for this overtime. 

B. The Director of Facilities, or his/her designee, will maintain the District Wide (DW) Overtime list. 

C. All Head Custodians will maintain the building overtime list as per the collective bargaining 
agreement. All members of the bargaining unit who have signed up will be on the list in order of 
Building Seniority. 

D. When overtime is available in a building, the Head Custodian will offer the work to the person on 
the list whose turn it is, and ask if he/she wants to work or pass. If he/she passes, the Head 
Custodian will record the pass and keep offering down the list until someone agrees to work the 
overtime.  When a custodian agrees to work the overtime, it will be marked on the list as 
“worked”. The next person on the list is the first person asked for the next overtime work. 

E. In the event no one in a building wants to work the overtime, the Head Custodian will call the 
Maintenance Department Office and report the available function, its date and times. The 
Maintenance Department will offer the overtime using the DW overtime list. It will use the same 
system as described in par. 4. 

F. If someone agrees to work the overtime, the appropriate Head Custodian will be told his/her name. 
If no one agrees to work the overtime, the Head Custodian will be so advised. 

G. The Head Custodian will then return to the Building overtime list. He will again ask each person 
in the original order if he/she will work the overtime and not be “charged” as having worked the 
overtime.  If still no one agrees to work, the Head Custodian will direct the least senior person(s) 
to perform the work. In subsequent cases, the work will be assigned by continuing to use inverse 
seniority. 

 
ARTICLE 26  
HOLIDAYS 

 
For Custodians, Head Custodians and Skilled Craftsmen the following days shall be considered paid 
holidays: 

New Year’s Day 
Washington's Birthday 

Good Friday 
Patriot's Day 

Martin Luther King Day 



31  

Memorial Day 
Independence Day  

Labor Day  
Columbus Day  
Veteran's Day  

Thanksgiving Day 
Day after Thanksgiving  

Christmas Day 
 
In addition, the day preceding Christmas and the day proceeding New Year's Day, are to be paid 
holidays, only if the day directly before Christmas and/or New Year's Day falls on a workday and if 
school is not in session. 

Employees shall not be required to work later than 7:00 P.M. on the night before Christmas and New 
Year's. 

Whenever any of the holidays listed above shall fall on a Saturday, the employees shall be paid eight 
(8) hours at a straight time rate. 

Whenever any of the holidays listed above shall fall on a Sunday, the succeeding Monday shall be 
observed as the holiday if Federal and/or State law recognizes such.  

Any employee required to work on a holiday shall receive in addition to the regular holiday pay an 
amount equal to one and one-half (1 1/2) times his regular rate of pay for all hours worked, but in no 
case shall this be less than an amount equal to four (4) hours work at the above rate. 

All third shift Custodians shall work the second shift on the eve of any holiday. 
 

ARTICLE 27  
MISCELLANEOUS PROVISIONS 

A. Bulletin Boards 

Announcements shall be posted in conspicuous places where employees enter or leave the 
premises. Parties to this Agreement both of whom may use the bulletin boards for notices of 
routine nature, agree that it would be improper to post denunciatory or inflammatory written 
material on such bulletin boards. 

B. Access to Premises. 

The employer agrees to permit representatives of COBRA to enter the premises at any time for 
individual discussion of working conditions with employees, provided care is exercised by such 
representatives that they do not interfere with the performance of duties assigned to the employees. 
COBRA representatives may discuss appropriate Association business with bargaining unit 
Association officers during work by calling the building office. Office staff will notify the 
Association officer of the call. The Association officer may return the call provided his/her work is 
not being interrupted. 

C. Performance Evaluation 

The parties agree to implement the use of a new evaluation system and form, a copy of which is 
attached hereto.  (See Skilled Craftsmen Appendix.) 
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D. Reimbursement for Seminar(s)/Conference(s) 

With the pre-approval of the appropriate administrator, any unit member attending seminars or 
conferences related to their employment shall do so without loss of pay and shall be reimbursed for 
all expenses accrued, to include: registration fees, meals, lodging, parking, etc. Authorized travel 
pay compensated at the rate paid by the Town of Plymouth. 

In addition to reimbursements for conferences or seminars above, unit members may request 
tuition reimbursement for courses which are directly related to their essential job functions as 
identified in relevant job descriptions and which are for the purpose of improving job performance. 
With the prior approval of the Superintendent or designee as to the course, a unit member may be 
reimbursed not more than $500.00 annually from an aggregate pool of funds not to exceed 
$5000.00 annually and segregated by the committee for such purposes. 

Reimbursements will be reviewed and issued, if approved, on a first come first serve basis. In no 
case shall the committee’s liability hereunder exceed $5000.00 annually. 
 

E. Union Officials and Capacity in which They Serve 

The Association shall furnish the School Department with a list of officials and the capacity in 
which they serve. The Association shall furnish the School Department with the list of the 
Association Stewards and alternates for each shift. Lists shall be furnished as soon as practicable 
after designation and the Association shall as soon as practicable notify the School Department of 
any changes. 

F. Copy of Association Contract 

A copy of the collective bargaining agreement will be provided to all bargaining unit members. 

G. Emergency Closing 

In the event that employees covered by this Agreement are sent home after the start of their shift as 
a result of inclement weather or emergency conditions, said employees shall receive a full day's 
pay only for the day on which they were sent home. Cafeteria workers will have an additional day 
added to the end of the school year if the date lost to weather or emergency is rescheduled to meet 
length of school year or instructional time requirements of the state or school committee and lunch 
will be served to students at the school. 

H. Cafeteria Training and Cross-Training 

Employees shall be notified of all training sessions, in advance. The Employer shall rotate all jobs 
at all schools in order to allow equal training for purpose of promotional opportunity. This shall be 
implemented in the following manner: If an employee of the cafeteria unit is out of work for any 
contractually authorized absence (e.g., vacation, sick leave, workers compensation, approved leave 
of absence without pay), the remaining employees in the Cafeteria Unit, by seniority, will have the 
opportunity to train in the position held by said employee that is out of work due to contractually 
authorized absence. Training will rotate, by seniority, every two (2) weeks unless other 
arrangements are made through mutual agreement between the Association and management.” 

I. Cafeteria Substitutes List 

In September and February of each school year the School District shall provide the Association 
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President with a copy of the substitutes list. 

J. Assault Pay 

 Any employee injured through the assault of another person or persons in the performance of such 
employee’s job duties shall, in addition to workers’ compensation pay, receive the difference in 
pay between his/her regular weekly compensation and weekly workers’ compensation pay for the 
duration of any leave required by such injury. 

 
ARTICLE 28 

VIDEO CAMERAS 
 
A. Video cameras will not be used for supervision of work performance. 

B. Effective June 1, 2001, the Plymouth School Committee (Committee) may install and activate 
video surveillance equipment without notice to the Association when it plans to investigate alleged 
illegal activity. If the Committee plans to install and activate video surveillance equipment for 
other purposes, it will notify the Association prior to the installation and activation. 

C. In accordance with current provisions of Massachusetts law, video cameras will record video only. 
The recordings will be marked with the date and time of the recording. The Committee agrees to 
notify the Association if audio will also be recorded. 

D. If the Committee intends to use a video recording as evidence in any matter against a bargaining 
unit member, it will call the Association, show the videotape to the Association, and provide a copy 
thereof to the Association prior to taking any action. The superintendent or his designee will 
provide the tape to the Association. 

 
 

ARTICLE 29 
SUBSTITUTE FOR CUSTODIANS, HEAD CUSTODIANS,  

OR CAFETERIA EMPLOYEES 
 
Any Custodian, Head Custodian or Cafeteria employee who is assigned by the Director to a vacant 
position in a higher grade and assumes all the duties required of that position shall receive the salary 
rate at Step 1 for the higher position as of the first day of the assignment. 
 

ARTICLE 30  
DISCIPLINE AND DISCHARGE 

 
Disciplinary action or measures shall include, but shall not be limited to, the following: 

1. Oral Reprimand/Recorded verbal warning 

2. Written Reprimand 

3. Suspension - (Notice to be given in writing) 

4. Discharge 

Disciplinary actions shall not be issued without just cause, provided that such disciplinary actions may 
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or may not be taken in the order above depending on the severity of the infraction. 

The employer shall have the right to discharge, suspend or discipline any employee for just cause. 
Without limitation and only for illustrative purposes just cause shall mean, among other things, 
dishonesty (including dishonest falsifying of time records); insubordination; consumption or 
possession of alcoholic beverages and/or non-prescribed drugs on the employee's person or property or 
in motor vehicles during working hours (including lunch or other breaks); giving false information in 
connection with time records; theft; willful and deliberate damage or destruction of materials or 
equipment; unauthorized absence from work, except in emergencies; gambling while on duty; 
persistent or serious infraction of reasonable rules or instruction promulgated by the employer; failure 
to report any accident in which the employee is aware or has knowledge of on the day in which it 
occurred; refusal to do reasonable work assigned; the use, receipt or obtaining of any benefit of this 
Agreement contrary to the provisions of this Agreement, or through any misrepresentation by the 
employee or any other person in connivance with the employee; violation of any State or Federal 
statute or regulation. 

Disciplinary action may be imposed upon an employee only for failing to fulfill his responsibilities as 
an employee.  Any disciplinary action or measure imposed upon an employee may be processed as a 
grievance through the regular grievance procedure, provided that oral reprimands/Recorded verbal 
warnings may not be grieved and submitted to arbitration. If the employer has reason to reprimand any 
employee, it shall be done in a manner that will not embarrass the employee before other employees or 
the public. 

If, in any case, the employer feels that there is just cause for discharge the employee shall be 
suspended for five (5) days. The employee and his steward will be notified in writing that the 
employee has been suspended and is subject to discharge.  The Association shall have the right to take 
up the suspension and/or discharge as a grievance at the fourth (4th) step of the grievance procedure, 
and the matter shall be handled in accordance with this procedure through the arbitration step if 
deemed necessary by either party. The arbitrator will determine the remedy for any employee found to 
be unjustly suspended or discharged. 

 

ARTICLE 31 
SALARIES AND DIFFERENTIAL PAY 

 
A. Salary and Differentials are set forth for each of the four groups in Appendix 1.1 (Cafeteria); 

Appendix 2.1 (Custodians); Appendix 3.1 (Head Custodians), and Appendix 4.1 (Skilled 
Craftsmen). 

B. All of the financial provisions of this agreement, including wages and other economic fringe 
benefits, may be subject to approval by the Town Meeting as follows: 

C. If the School Committee proposes wages and economic benefits and expressly conditions the 
proposal on Town Meeting appropriation, then, upon ratification of the Tentative Agreement by 
both parties, the School Committee shall make a request to Town Meeting for an appropriation to 
fund the salary or economic benefits for the first year of a multi- year agreement. If Town 
Meeting approves the salary and economic benefits as set out in the first year of a multi-year 
agreement, then the salary and economic benefits in subsequent years of the agreement by 
operation of law shall also be approved. 
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D. Salary adjustments are not to be considered automatic; they shall be reviewed annually and 
approved by the Superintendent.  The Superintendent, in making his decision, shall base it upon 
the attendance record and the written performance evaluations of the employee. Any employee 
whose salary adjustment is recommended to be withheld shall be advised of that recommendation 
in writing, on or before 15 June of the prior work year. If the decision to withhold a salary 
adjustment is approved by the Superintendent, the employee shall be entitled to have the decision 
to withhold a salary adjustment reviewed by the Superintendent prior to the close of the work 
year in which the notice was given. 

E. If the salary adjustment is withheld, a decision whether to reinstate retroactive to the beginning of 
the school year one-half (1/2) of the salary adjustment will be made by 31 January of the year in 
which it is withheld. A similar decision regarding reinstating the second one-half (1/2) of the 
salary adjustment will be made prior to the close of school during the work year in which the 
salary adjustment is withheld. The employer agrees that salary adjustments shall not be 
unreasonably withheld. 

F. This Article is subject to the Grievance and Arbitration provisions of this Agreement. 
 

 

ARTICLE 32 
LONGEVITY 

 
Longevity shall be paid based upon years of continuous service on the basis of the following 
schedules: 
 
 Cafeteria Schedule Custodians, Head Custodians and  
 Skilled Craftsmen Schedule 
 

Years 
of 

Service 

FY 19-21 

$ Amount 
Years of 
Service 

FY 19-21 

$ Amount 
Completed 

Years 

FY 19-21 

$ Amount 
Completed 

Years 

FY19-21 

$ Amount 
5 $115 21 $750 5 $125 23 $1,450 

6 $140 22 $800 6 $175 24 $1,525 

7 $165 23 $850 7 $225 25 $1,600 

8 $190 24 $900 8 $275 26 $1,600 

9 $215 25 $950 9 $325 27 $1,600 

10 $275 26 $1,000 10 $375 28 $1,625 

11 $300 27 $1,050 11 $425 29 $1,700 

12 $325 28 $1,100 12 $475 30 $1,775 

13 $350 29 $1,150 13 $525 31 $1,850 

14 $375 30 $1,200 14 $575 32 $1,925 

15 $475 31 $1,250 15 $650 33 $2,000 
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16 $525 32 $1,300 16 $725 34 $2,075 

17 $575 33 $1,350 17 $800 35 $2,150 

18 $625 34 $1,400 18 $875 36 $2,225 

19 $675 35+ $1,450 19 $950 37 $2,300 

20 $700 
 20 $1,225 38 $2,375 

 21 $1,300 39 $2,450 
22 $1,375 40 $2,525 

Those employees eligible for longevity shall receive their longevity pay in a separate check 
during the last pay period of November. 

For Cafeteria workers, longevity for part-time employees shall be prorated based upon the number of 
hours worked.  

 
ARTICLE 33  

MANAGEMENT RIGHTS 
 

Except where such rights, powers, and authority are specifically relinquished, abridged, or limited by 
the provisions of this contract, the employer has and will continue to retain, whether exercised or not, 
all of the rights, powers and authority heretofore had by it, and it shall have the sole rights, 
responsibility and prerogative of management of the affairs of the schools and direction of the working 
forces, including but not limited to the following: 

A. To determine the care, maintenance and operation of the equipment and property used for and 
on behalf of the purposes of the Town. 

B. To establish or continue policies, practices and procedures for the conduct of the employer's 
business, and from time to time, to change or abolish such policies, practices or procedures. To 
discontinue processes or operations or to discontinue their performance by employees. 

C. To select and to determine the number and types of employees required to perform the 
employer's operations. 

D. To prescribe and enforce reasonable rules and regulations for the maintenance of discipline and 
for the performance of work in accordance with the requirements of the School Department, 
provided such rules and regulations are made known in a reasonable manner to the employees 
affected by them. 

E. To insure that related duties connected with school operations, whether enumerated in job 
descriptions or not, shall be performed by employees. Nothing herein is intended to add to or 
subtract from the District’s rights in accordance with past practice to assign work performed by 
one group to one of the other four groups. 

F. To determine the schedule and hours of duty, and the assignment of employees to work. 

G. To require from each employee the efficient utilization of his services. 

H. To require reasonable overtime. 
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I. To employ, transfer, promote or demote employees, or to lay off, terminate, suspend or 
discipline, or otherwise relieve employees from duty for lack of work or just cause. 

 
ARTICLE 34 

CONTINUITY OF OPERATIONS 
 
No employee nor the Association nor any officers thereof shall engage in, induce or encourage any 
strike, (as defined in Massachusetts General Laws, c.150E), walk-out, work stoppage, sit down, slow 
down, withholding of services, boycott, concerted absences or resignations or any other direct or 
indirect interferences with the operations of the school system. 

The Association and the employees within the bargaining unit in consideration of the value of this 
Agreement and its terms and conditions and the legislation which engendered it will not authorize, 
instigate, sanction or condone any strikes, work stoppages or delays or any concerted refusal to 
perform normal work duties as such actions are defined by Massachusetts General Laws, c.150E. 

Should any employee or group of employees covered by the Agreement or otherwise employed by the 
School Department engage in any strike or work stoppage, or withholding of services, the Association 
shall forthwith disavow any such action and refuse to recognize any picket line established in 
connection therewith. Furthermore, at the request of the employer, the Association shall take all 
reasonable means to induce such employee or group of employees if in this bargaining unit, to 
terminate the strike, work stoppage, slow down, or withholding of services, and return to work 
forthwith. 

Violations of the terms of this Article shall subject an employee to disciplinary action, including 
discharge and should the employee process a grievance concerning his discipline, the only issue 
subject to the jurisdiction of the arbitrator shall be the question whether or not the employee, in fact, 
violated the provisions of this Article. 

 
ARTICLE 35 

SEPARABILITY 
 
If any Article or Section of this Agreement or any amendments thereto should be held invalid by 
operation of law or by any tribunal of competent jurisdiction; or are superseded, nullified or otherwise 
affected by any legislation (federal or state); or if compliance with or enforcement of any Article or 
Section should be restrained by such tribunal pending a final determination as to its validity; the 
remainder of this Agreement and of any amendment thereto, or the application of such Article or 
Section to persons or circumstances other than those as to which it has been invalid, or as to which 
compliance with or enforcement of has been restrained, shall not be affected thereby. 

If any provision or provisions of this Agreement or the application thereof to any employee or group of 
employees covered by this Agreement shall be found 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 and applications will continue in full force and effect.  The parties recognize and agree 
that the provisions of this Agreement are intended to be construed in accordance with the terms of the 
Massachusetts Education Reform Act of 1993 and any subsequent mandatory amendments thereto.  It 
is the parties' intention that the obligations of this Agreement continue to be fulfilled even though 
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statutory powers to act may have been delegated to and must be exercised by persons or entities other 
than those expressly named herein. 

 
ARTICLE 36 

NONDISCRIMINATION 
 
A. There will be no reprisals of any kind taken against any unit member by reason of his/her 

membership in the Association or participation in its lawful activities. 

B. The School Department and the Association agree to continue their policy of nondiscrimination in 
compliance with all State and Federal laws as well as all regulations promulgated under those 
laws. 

ARTICLE 37 
ELECTIONS 

 
Custodians, Head Custodians, and/or Skilled Craftsmen who work for the Town of Plymouth Town 
Clerk on an election day will be paid $150.00 by the Town Clerk. They will open and close the 
buildings and perform other work under the direction of the Town Clerk. They will be available for 
one callback during the election. 

 
ARTICLE 38 

CORI CHECK AND FINGERPRINT CHECK 
 
A. All employees will complete and sign a CORI request form and submit to a CORI check at least 

every three years as required by M.G.L.c. 385 of the Acts of 2002. 

B. Employees shall be required to submit fingerprints to the extent required by Chapter 459 of the 
Acts of 2012 as codified (“An Act Relative to Backgrounds Checks”); provided that, should either 
of the following conditions occur, the Association may serve notice to reopen negotiations 
regarding terms and conditions relating to fingerprinting: (a) if any other bargaining unit in the 
School District obtains monetary compensation in consideration for fingerprinting; or, (b) if the 
aforementioned fingerprint law is amended or changed in any way, or repealed. 

 
ARTICLE 39 

CLEANING AND MAINTENANCE OF SCHOOL PROPERTY AND USE OF COMMUNITY 
VOLUNTEERS 

 
Regarding bargaining unit work performed by Custodians and Head Custodians: 

The Committee has always encouraged the use of the school facilities by the community at large. The 
Committee encourages such use and the utilization of volunteers in conjunction with those programs 
and activities. There is a long history of permitting community volunteers to perform certain functions 
in its schools and on school property. This practice varies considerably from school to school, and may 
even vary from time to time at a particular school, depending upon changing circumstances and needs. 
For example, volunteers have performed outside beautification projects and have taken care of some 
sports fields used by school teams and private or Town groups. 
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The Committee and the Association have acknowledged that it is the Committee’s responsibility to 
determine the care and maintenance of all school property, including, but not limited to, the school 
buildings and the grounds outside of the buildings. Normally, school employees, especially those in the 
custodial work force, are the people who clean and maintain the buildings and grounds. Sometimes, 
however, community volunteers have participated in such activity. It is the Committee’s goal to 
proceed with these activities, consistent with its long standing past practices, into the running of the 
school system. In so doing, it is not the Committee’s intention to eliminate, or even reduce the 
customary work performed by its employees. 
 

Regarding bargaining unit work performed by Cafeteria and Skilled Craftsmen: 

The parties agree that this article shall not be construed to add to, or subtract from, the right of the 
employer, if any, to use outside individuals to perform bargaining unit work for Cafeteria and Skilled 
Craftsmen, and the right of the Association to challenge any such use. Whatever limitations or rights 
related to this are unaffected by the article. 
 

ARTICLE 40 
COMPLETE AGREEMENT 

 
This Agreement constitutes the entire agreement of the Committee and the Association arrived at as a 
result of collective bargaining negotiations, except such amendments hereto as have been reduced to 
writing and signed by both parties. 

The parties acknowledge that during the negotiations which resulted in this Agreement, each had the 
unlimited right and opportunity to make demands with respect to any subject matter not removed by 
law from the area of collective bargaining, and that the understandings arrived at are set forth in this 
Agreement. Therefore, the Committee and the Association, for the life of this Agreement each 
voluntarily and unqualifiedly waive the right, and each agrees that the other shall not be obligated to 
bargain collectively with respect to any subject matter referred to or covered by this Agreement, or 
with respect to any subject matter not specifically referred to or covered in this Agreement even though 
such subject or matters may not have been within the knowledge or contemplation of either or both 
parties at the time that they negotiated, and even though they may not have been mentioned during the 
bargaining or there may be no mention of them in the Agreement.  These provisions may be waived by 
mutual consent. 

Any waiver or breach of a condition of this Agreement by either party shall not constitute a precedent 
for future enforcement of all the terms and conditions of this Agreement except to the extent that the 
informal grievance agreements will be enforceable for the term of this Agreement as to the employee 
involved. 

All written memoranda, oral or written agreements, policies, and employment and work practices, are 
existent, effective and enforceable by the Association through the grievance and arbitration procedure 
only to the extent they are expressly set forth in this Agreement, however, nothing in this Agreement 
shall prohibit the Association from filing a charge of prohibited practice with the Massachusetts Labor 
Relations Commission in the event the Association alleges that the Committee has made a unilateral 
change in working conditions without meeting its obligations under MGL Ch. 150E. 
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ARTICLE 41 
CONTRACT DATES AND RENEWAL 

 
A. Effective Dates 

This Agreement between the authorized representatives of the Association and the Employer as 
described by page one (1) of this Agreement shall become effective on July 1, 2018 and shall 
remain in full force and effect until June 30, 2021. 
 

B. Continuation of Contract Pending Negotiations 

If the parties fail to reach agreement by the nominal expiration date of this contract, June 30, 2021, 
the Agreement will remain in force and effect until a new agreement is successfully negotiated. 

C. Changes 

Should either party to this Agreement wish to inaugurate collective bargaining discussions over 
changes they may wish to introduce into this Agreement, it is agreed that notice of the substance of 
the changes and the language with which such changes are to be expressed, shall be mailed to the 
authorized parties signatory to the Agreement prior to the thirty (30) days before termination date 
of this Agreement. The parties receiving such notice of the desired changes shall forthwith seek 
establishment of a meeting for the purposes of discussion and amicable accommodation for the 
desired changes. 

Nothing in this Article shall preclude the Association from modifying proposals during the course of the 
negotiations.  
 

ARTICLE 42 
DEFERRED COMPENSATION 

 
Effective July 1, 2019, the School Committee will match fifteen percent (15%) of a permanent 
employee’s weekly contribution to an approved School Committee deferred compensation plan. This 
match is based on the maximum amount an employee can evenly contribute over a 52 week period 
without exceeding the IRS maximum annual regular contribution. If an eligible employee should 
choose to participate in more than one plan, the School Committee will match the employee’s 
contribution as above to only one deferred compensation plan. To be eligible for this deferred 
compensation benefit Custodians, Head Custodians, and Skilled Craftsmen must agree to waive 
payment of the uniform allowance provided at Article 22 of this Agreement. Such waiver must be 
provided in writing before July 1, 2019 for incumbent skilled craftsmen, custodians and head 
custodians and by July 1st following the date of hire for new employees in these job titles.  Any 
employee may change an initial waiver by notifying the School Department in writing by the next 
succeeding July 1st of such change. Absent such notification, an employee’s last preceding election of 
benefit shall remain unchanged.  

ARTICLE 43 
JOINT LABOR MANAGEMENT COMMITTEE 

 
The Joint Labor Management Committee (Committee) will consist of four members appointed by the 
School Committee and four members appointed by COBRA with one COBRA committee member  
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Appendix 1 – Cafeteria 
 
Section 1.1 SALARY AND DIFFERENTIALS 
 

The wage scale below shall be modified to reflect across-the-board wage increase effective: 
 
July 1, 2018-----2% (Retroactive) 
July 1, 2019-----2% 
July 1, 2020-----2% 
 
Effective July 1, 2019, the part-time assistant cook job title shall replace the baker job title on the 
wage chart and the incumbent assistant cooks shall,  at that time, be moved to Step 1 on the chart 
and thereafter be advanced on each annual anniversary date of their placement on the chart to the 
succeeding step. 

WAGES 
 

 
CAFETERIA 

 

STEP 

 

2018 - 2019 

 

2019 - 2020   2020 - 2021   

 Percentage % Increase 
 

2.0% 
 

2.0% 
 

2.0% 
 

Cooks 

STEP 1 
 

 $          18.15  
 

 $       18.51     $       18.88  
 Hourly 

 
  

 
      

 STEP 2 
 

 $          19.24  
 

 $       19.62     $       20.01  
 Hourly 

 
  

 
      

 STEP 3 
 

 $          20.19  
 

 $       20.59     $       21.00  
 Hourly 

 
  

 
      

 STEP 4 
 

 $          21.32  
 

 $       21.74     $       22.18  
 Hourly 

 
  

 
      

 
         

Part-Time Assistant 
Cooks 

STEP 1 
 

 $          15.48  
 

 $       15.79     $       16.11  
 Hourly 

 
  

 
      

 STEP 2 
 

 $          15.94  
 

 $       16.26     $       16.59  
 Hourly 

 
  

 
      

 STEP 3 
 

 $          16.42  
 

 $       16.75     $       17.09  
 Hourly 

 
  

 
      

 STEP 4 
 

 $       16.84  
 

 $       17.18     $       17.52  
 Hourly 
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Team Leaders 

STEP 1 
 

 $          16.94  
 

 $       17.28     $       17.63  
 Hourly 

 
  

 
      

 STEP 2 
 

 $          17.43  
 

 $       17.78     $       18.14  
 Hourly 

 
  

 
      

 STEP 3 
 

 $          17.92  
 

 $       18.28     $       18.65  
 Hourly 

 
  

 
      

 STEP 4 
 

 $          18.31  
 

 $       18.68     $       19.05  
 Hourly 

 
  

 
      

 
         

FT Cafeteria Worker 
(More than 20 

hours) at Secondary 
Schools 

STEP 1 
 

 $          15.48  
 

 $       15.79     $       16.11  
 Hourly 

 
  

 
      

 STEP 2 
 

 $          15.94  
 

 $       16.26     $       16.59  
 Hourly 

 
  

 
      

 STEP 3 
 

 $          16.42  
 

 $       16.75     $       17.09  
 Hourly 

 
  

 
      

 STEP 4 
 

 $          16.84  
 

 $       17.18     $       17.52  
 Hourly 

 
  

 
      

 
         

PT Cafeteria 
Worker (Less than 

20 hours) at 
Secondary Schools 

STEP 1 
 

 $          14.37  
 

 $       14.66     $       14.95  
 Hourly 

 
  

 
      

 STEP 2 
 

 $          14.80  
 

 $       15.10     $       15.40  
 Hourly 

 
  

 
      

 STEP 3 
 

 $          15.30  
 

 $       15.61     $       15.92  
 Hourly 

 
  

 
      

 STEP 4 
 

 $          15.73  
 

 $       16.04     $       16.36  
 Hourly 

 
  

 
      

 
         

PT Cafeteria 
Worker (Less than 

20 hours) at 
Elementary Schools 

STEP 1 
 

 $          13.80  
 

 $       14.08     $       14.36  
 Hourly 

 
  

 
      

 STEP 2 
 

 $          14.25  
 

 $       14.53     $       14.83  
 Hourly 

 
  

 
      

 STEP 3 
 

 $          14.76  
 

 $       15.05     $       15.36  
 Hourly 

 
  

 
      

 STEP 4 
 

 $          15.13  
 

 $       15.43     $       15.74  
 Hourly 

 
  

 
      

  
Section 1.2 COUNTING MONEY 
 

In schools that have a Team Leader, that person will perform cashiering and accountings of monies 



45  

collected and maintain the daily records.  In all other schools, cafeteria workers will perform 
cashiering and accounting of monies on their register. The Cafeteria Manager of the secondary schools 
will then perform the full accounting of all monies collected and maintain daily records. 
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Section 1.3 BANK DEPOSITS 
1. In schools with Team Leaders, the Team Leaders will make bank deposits. 

2. The Team Leader has been allotted one hour daily to reconcile money, complete paperwork and 
make the bank deposit. 

3. This is a total of five (5) hours per week, which compensates for time and travel allowance. 
 
Section 1.4 CAR ALLOWANCE 
 

Any employee required to use his or her vehicle to perform job related duties shall be compensated at 
the rate as set from time to time by the Internal Revenue Service. 
Section 1.5 MEAL PERIODS AND BREAKS 
 

Employees who work 6.5 hours or more per day will receive an unpaid meal period. No other breaks 
will be permitted for either full, or part-time, employees. 
 
Section 1.6 SAFETY COMMITTEE 
 

The parties have agreed to establish a Safety Committee comprised of three members each from the 
bargaining unit and management. It shall meet at mutually agreeable times to discuss safety and health 
issues pertaining to Food Service employees. 
 
Section 1.7 Other Leaves of Absence  

A.  Unpaid Leaves. 

1. Employees may be granted short leaves of absence, without pay, not to exceed a total of ten days 
per year, at the discretion of the Director of Food Services.  No more than one employee per 
building in the elementary schools may be absent at any time, and no more than two secondary 
employees per building may be absent at any one time. Employees must submit a written request 
at least one week in advance and requests will be granted on a first come, first serve basis. 
Requests may be denied for reasons of staffing shortages or other business reasons. 

 
2. Employees may be allowed to request unpaid leaves of absence for health reasons. This leave will 

be for a period of not more than six (6) months unless extended by the Superintendent in 
extenuating circumstances. 

B. Other Temporary Leaves of Absence 
 
1. One working day to attend the graduation of a son, daughter, or spouse from a secondary or post-

secondary school, if the day of graduation occurs on a working day. 
 

2. Cafeteria employees covered by this Agreement shall be granted three (3) days with pay for 
emergency illness within the immediate family upon approval of the Director of Food Services. 
 

3. It is understood that the granting of leave under the provisions of this paragraph is upon the 
condition that the employee's personal attention is necessary for the care of the member of the 
immediate family and that no one else is available to perform such care. 
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Section 1.8  24-Hour Notice – Discussions about Absence. 
 

Cafeteria employees shall receive 24-hour notice of meetings called to discuss absences under Article 
12, ¶4 of the Master Agreement. 
 
Section 1.9 – Physical or other medical exam 
 
Cafeteria employees may be required, at School Department expense, to complete a physical or other 
medical examination. The results of said examination will be sent to the School Department. 
 
Section 1.10 – Clothing Allowance 
 
The existing annual pant allowance for cafeteria employees shall be converted to a clothing allowance 
and increased to one hundred ten dollars ($110.00) effective July 1, 2019. The annual shoe allowance 
shall remain at fifty dollars ($50.00). 
 
Section 1.11 
 
Cafeteria employees will be allowed to team lift heavy objects. 
 
 

Appendix 2 – Custodians 
Section 2.1 SALARY AND DIFFERENTIALS 
 

The wage scale below shall be modified to reflect across-the-board wage increase 
effective: 
 
July 1, 2018-----2% (Retroactive) 
July 1, 2019-----2% 
July 1, 2020-----2% 
 
Custodians appointed are to start on the probationary step and remain there for a six (6) month 
period. The School Department, in the process of employing a candidate, may place him/her above 
the probationary step, if in its judgment, past experience and qualifications so warrant. At the 
completion of the six (6) month period, the custodian shall receive a permanent appointment and be 
placed on Step One (1) upon recommendation of the Director of Facilities. One (1) year from the date 
of the initial appointment, the custodian will advance to Step Two (2) and then annually move 
towards maximum, subject to the recommendation of the Director of Facilities. 
1. Custodian 

1st shift shall be the applicable published rate. 2nd Shift shall be the applicable 1st shift rate plus 
a 10% differential.  3rd  shift shall be the applicable 1st shift rate plus a 12% differential. 

2. Custodial Matron 
Salary shall be the applicable custodian rate. This is a 180-day work year, 8 hours per day, 
scheduled on the 180 days the students are scheduled to be in school. Pay will include vacation 
and holidays to a total of 196 days. 
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3. Custodial Floater 
Salary shall be the applicable custodian rate plus a 10% differential. This is a 180-day work 
year, 8 hours per day, scheduled on the 180 days the students are scheduled to be in school.  
Pay will include vacation and holidays to a total of 196 days. 

4. Truck Drivers 

Salary shall be the applicable custodian rate plus 10% plus ten-cent differential. 

5. Groundsman Floater 

Salary shall be the applicable custodian rate plus a 10% differential. 

6. Maintenance Custodial Floater 

Salary shall be the applicable custodian rate plus 10% plus ten-cent differential. 

7. Team Leaders 
Salary shall be the applicable custodian rate of pay plus an annual $2500 stipend to be divided 
equally over 26 pay periods. There shall be a one hundred twenty (120) day probationary 
period for new hires. 
Team leaders shall be responsible for all school property and equipment during their shift. 
They are to instruct all employees on their shift in cleaning procedures, and use and 
maintenance of equipment. Team leaders will instruct all employees on their shift in the 
performance of minor maintenance tasks, be available to assist the public and organizations 
who have use of the building. The Team Leader is also responsible for utilizing his/her staff to 
accommodate various building needs during his/her shift. 

8. Shift Differentials 

The regular shifts shall be: 

A. 1st Shift 7:00 A.M. to   3:30 P.M. 

B. 2nd Shift 3:00 P.M. to 11:30 P.M. - 10%  

C. 3rd Shift 11:00 P.M. to   7:30 A.M.  - 12% 

D. Split shifts which overlap regular work shifts may be established by the Department 
based on organizational needs with any provided differentials to be proportionally 
calculated for the overlapping hours. 

9. Any employee required to use his or her vehicle to perform job related duties shall be 
compensated at the rate as set from time to time by the Internal Revenue Service.  
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WAGES 
 

 
CUSTODIAN'S  

 

STEP 

 

2018 - 
2019 

 

2019 - 
2020 

 

2020 - 
2021   

Percentage % 
Increase 

  
2.0% 

 
2.0% 

 
2.0% 

        

CUSTODIAN 1ST 
SHIFT 

PROBATION 
 

 $  37,613  
 

 $  38,365  
 

 $  39,132  
Hourly 

 
 $    18.08  

 
 $    18.44  

 
 $    18.81  

STEP 1 
 

 $  38,225  
 

 $  38,990  
 

 $  39,769  
Hourly 

 
 $    18.38  

 
 $    18.75  

 
 $    19.12  

STEP 2 
 

 $  38,917  
 

 $  39,695  
 

 $  40,489  
Hourly 

 
 $    18.71  

 
 $    19.08  

 
 $    19.47  

STEP 3 
 

 $  39,758  
 

 $  40,553  
 

 $  41,364  
Hourly 

 
 $    19.11  

 
 $    19.50  

 
 $    19.89  

STEP 4 
 

 $  40,794  
 

 $  41,610  
 

 $  42,442  
Hourly 

 
 $    19.61  

 
 $    20.00  

 
 $    20.40  

        

CUSTODIAN 2nd 
SHIFT AND 

GROUNDSMAN 
FLOATER 

PROBATION 
 

 $  41,376  
 

 $  42,203  
 

 $  43,047  
Hourly 

 
 $    19.89  

 
 $    20.29  

 
 $    20.70  

STEP 1 
 

 $  42,052  
 

 $  42,893  
 

 $  43,751  
Hourly 

 
 $    20.22  

 
 $    20.62  

 
 $    21.03  

STEP 2 
 

 $  42,806  
 

 $  43,662  
 

 $  44,536  
Hourly 

 
 $    20.58  

 
 $    20.99  

 
 $    21.41  

STEP 3 
 

 $  43,732  
 

 $  44,607  
 

 $  45,499  
Hourly 

 
 $    21.03  

 
 $    21.45  

 
 $    21.87  

STEP 4 
 

 $  44,873  
 

 $  45,770  
 

 $  46,686  
Hourly 

 
 $    21.57  

 
 $    22.00  

 
 $    22.45  

        

CUSTODIAN 3RD 
SHIFT 

PROBATION 
 

 $  42,126  
 

 $  42,969  
 

 $  43,828  
Hourly 

 
 $    20.25  

 
 $    20.66  

 
 $    21.07  

STEP 1 
 

 $  42,815  
 

 $  43,671  
 

 $  44,544  
Hourly 

 
 $    20.58  

 
 $    21.00  

 
 $    21.42  

STEP 2 
 

 $  43,585  
 

 $  44,457  
 

 $  45,346  
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Hourly 
 

 $    20.95  
 

 $    21.37  
 

 $    21.80  
STEP 3 

 
 $  44,529  

 
 $  45,419  

 
 $  46,327  

Hourly 
 

 $    21.41  
 

 $    21.84  
 

 $    22.27  
STEP 4 

 
 $  45,689  

 
 $  46,603  

 
 $  47,535  

Hourly 
 

 $    21.97  
 

 $    22.41  
 

 $    22.85  

        

TEAM LEADER 2nd 
SHIFT + $2,500 

Stipend 

PROBATION 
 

 $  43,876  
 

 $  44,703  
 

 $  45,547  
Hourly 

 
 $    19.89  

 
 $    20.29  

 
 $    20.70  

STEP 1 
 

 $  44,552  
 

 $  45,393  
 

 $  46,251  
Hourly 

 
 $    20.22  

 
 $    20.62  

 
 $    21.03  

STEP 2 
 

 $  45,306  
 

 $  46,162  
 

 $  47,036  
Hourly 

 
 $    20.58  

 
 $    20.99  

 
 $    21.41  

STEP 3 
 

 $  46,232  
 

 $  47,107  
 

 $  47,999  
Hourly 

 
 $    21.03  

 
 $    21.45  

 
 $    21.87  

STEP 4 
 

 $  47,373  
 

 $  48,270  
 

 $  49,186  
Hourly 

 
 $    21.57  

 
 $    22.00  

 
 $    22.45  

        

TEAM LEADER 3RD 
SHIFT + $2,500 

Stipend 

PROBATION 
 

 $  44,626  
 

 $  45,469  
 

 $  46,328  
Hourly 

 
 $    20.25  

 
 $    20.66  

 
 $    21.07  

STEP 1 
 

 $  45,315  
 

 $  46,171  
 

 $  47,044  
Hourly 

 
 $    20.58  

 
 $    21.00  

 
 $    21.42  

STEP 2 
 

 $  46,085  
 

 $  46,957  
 

 $  47,846  
Hourly 

 
 $    20.95  

 
 $    21.37  

 
 $    21.80  

STEP 3 
 

 $  47,029  
 

 $  47,919  
 

 $  48,827  
Hourly 

 
 $    21.41  

 
 $    21.84  

 
 $    22.27  

STEP 4 
 

 $  48,189  
 

 $  49,103  
 

 $  50,035  
Hourly 

 
 $    21.97  

 
 $    22.41  

 
 $    22.85  

        

180 DAY 
CUSTODIAL 
MATRON 

PROBATION    $  28,360     $  28,927     $  29,506  
Hourly    $    18.09     $    18.45     $    18.82  
STEP 1    $  28,815     $  29,392     $  29,980  
Hourly    $    18.38     $    18.74     $    19.12  
STEP 2    $  29,343     $  29,930     $  30,529  
Hourly    $    18.71     $    19.09     $    19.47  
STEP 3    $  29,964     $  30,563     $  31,174  
Hourly    $    19.11     $    19.49     $    19.88  
STEP 4    $  30,743     $  31,357     $  31,985  
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Hourly    $    19.61     $    20.00     $    20.40  

        

180 DAY 
CUSTODIAL 

FLOATER 

PROBATION 
 

 $  31,200  
 

 $  31,824  
 

 $  32,461  
Hourly 

 
 $    19.90  

 
 $    20.30  

 
 $    20.70  

STEP 1 
 

 $  31,705  
 

 $  32,339  
 

 $  32,986  
Hourly 

 
 $    20.22  

 
 $    20.62  

 
 $    21.04  

STEP 2 
 

 $  32,276  
 

 $  32,922  
 

 $  33,580  
Hourly 

 
 $    20.58  

 
 $    21.00  

 
 $    21.42  

STEP 3 
 

 $  32,965  
 

 $  33,624  
 

 $  34,296  
Hourly 

 
 $    21.02  

 
 $    21.44  

 
 $    21.87  

STEP 4 
 

 $  33,836  
 

 $  34,512  
 

 $  35,203  
Hourly 

 
 $    21.58  

 
 $    22.01  

 
 $    22.45  

        

TRUCK DRIVER 
AND 

MAINTENANCE 
CUSTODIAL 

FLOATER 

PROBATION 
 

 $  41,679  
 

 $  42,512  
 

 $  43,363  
  

 
 $    20.04  

 
 $    20.44  

 
 $    20.85  

STEP 1 
 

 $  42,354  
 

 $  43,201  
 

 $  44,066  
  

 
 $    20.36  

 
 $    20.77  

 
 $    21.19  

STEP 2 
 

 $  43,113  
 

 $  43,975  
 

 $  44,855  
  

 
 $    20.73  

 
 $    21.14  

 
 $    21.56  

STEP 3 
 

 $  44,039  
 

 $  44,920  
 

 $  45,818  
  

 
 $    21.17  

 
 $    21.60  

 
 $    22.03  

STEP 4 
 

 $  45,178  
 

 $  46,082  
 

 $  47,004  
  

 
 $    21.72  

 
 $    22.15  

 
 $    22.60  

 
 
 

Appendix 3 – Head Custodians 
Section 3.1 SALARY AND DIFFERENTIALS 
 

The wage scale below shall be modified to reflect across-the-board wage increase 
effective: 
July 1, 2018-----2% 
July 1, 2019-----2% 
July 1, 2020-----2% 
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HEAD CUSTODIAN CLASSIFICATIONS & SALARY SCHEDULE 
 

GROUP 1 GROUP 2 GROUP 3 
 
Intermediate Schools  
High Schools Nathaniel 
Morton 

 
Federal Furnace 
Indian Brook  
South Elementary 
West Elementary 

 
Cold Spring 
Hedge 
Manomet 
PPS Admin Bldg 

 
HEAD 

CUSTODIAN 
       

STEP  2018 - 2019 2019 - 2020 2020 - 2021   

Percentage Increase  2.0%  2.0%  2.0%  

GROUP 1   $ 55,245    $ 56,350    $ 57,477   
Hourly   $   26.56    $   27.09    $   27.63   

GROUP 2   $ 49,422    $ 50,411    $ 51,419   
Hourly   $   23.76    $   24.24    $   24.72   

GROUP 3   $ 48,572    $ 49,543    $ 50,534   
Hourly   $   23.35    $   23.82    $   24.30   

 
 

Authorized Travel Pay 

Authorized travel pay compensated at the rate as set from time to time by the Internal 
Revenue Service shall be paid to any employee required to use his or her personal vehicle 
to perform job related duties. 
Section 3.2 DRINKING WATER WELL STIPEND 
 

A Drinking Water Well Stipend of $300.00 per year per site will be paid annually to a member 
or members of the bargaining unit selected by the Superintendent. The appointment is for one 
year only. Currently, there are two sites, Plymouth South High/Middle School and Plymouth 
South Elementary School. The selected operator(s) must have, and must maintain, all 
appropriate licenses and will perform all tasks as assigned by the Director of Facilities. To the 
extent permitted by law, the Superintendent will annually reappoint or replace the person(s) 
receiving the Drinking Water Well Stipend.  The operator(s) shall notify the Director of 
Facilities at least sixty (60) days prior to the expiration of his/her operator’s license if he/she 
elects not to renew the license. 
 
Section 3.3 TRANSFER BENEFITS 
 

If an employee of the Town of Plymouth who is a member of COBRA bargaining unit, transfers, 
without a break in service, to the employ of the School Department as a member of this bargaining 
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unit, he/she will be credited with his/her number of years of service in the Town for purposes of 
vacation entitlement and longevity pay. He/she will receive the vacation and longevity benefits that are 
in this agreement and not those they may have previously received. 
They do not carry seniority with them. 
 

Appendix 4 – Skilled Craftsmen 
Section 4.1 SALARY AND DIFFERENTIALS 
 

The wage scale below shall be modified to reflect across-the-board wage increase 
effective: 
July 1, 2018-----2% (Retroactive) 
July 1, 2019-----2% 
July 1, 2020-----2% 
 

SKILLED CRAFTSMEN SALARY SCHEDULE 
 
 

SKILLED CRAFTSMEN'S 

STEP 

 

2018 - 2019 

 

2019 - 2020 

 

2020 - 2021   

 

Percentage 
Increase 

 2.0%  2.0%  2.0%  

ENTRY LEVEL 
 

 $ 63,346  
 

 $ 64,613  
 

 $ 65,905  
 Hourly 

 
 $   30.45  

 
 $   31.06  

 
 $   31.69  

 1 
 

 $ 66,272  
 

 $ 67,598  
 

 $ 68,949  
 Hourly 

 
 $   31.86  

 
 $   32.50  

 
 $   33.15  

 2 
 

 $ 66,937  
 

 $ 68,275  
 

 $ 69,641  
 Hourly 

 
 $   32.18  

 
 $   32.82  

 
 $   33.48  

 3 
 

 $ 68,274  
 

 $ 69,640  
 

 $ 71,033  
 Hourly 

 
 $   32.82  

 
 $   33.48  

 
 $   34.15  

  
 
Authorized Travel Pay 

Authorized travel pay compensated at the rate as set from time to time by the Internal 
Revenue Service shall be paid to any employee required to use his or her personal vehicle 
to perform job related duties.  
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Section 4.2 PERFORMANCE APPRAISAL SYSTEM WITH MERIT PAY 
 

Each employee in the Skilled Craftsmen bargaining unit will receive his annual salary as per Article 
XXVIII, Wages – Annual Salary, of this Collective Bargaining Agreement. In addition, an employee 
who receives an annual performance appraisal in “The Annual Review” at a level of 4 – Exceeds 
Requirements or 5 – Outstanding, as those categories are defined in the Performance Appraisal 
System, will receive, as merit pay, an additional salary of ¼% for level 4 or ¾% for level 5. 
Conversely, a deduction to salary of ¼% for level 1 and ½% for level 0. This additional salary will be 
paid in a lump sum, less deductions, before the end of the fiscal year.  The deduction will be made in a 
lump sum before the end of the fiscal year. It is intended that merit pay will qualify as salary for 
retirement benefits. 
If there is a lack of concurrence between the Evaluator of Record and the person conducting the 
Second Level Review, the Superintendent or his designee and a designee chosen by the Association 
will meet with the evaluators to reach a concurrence. 
It is the understanding between the parties that all rating decisions by the Evaluator of Record, the 
Director of Facilities, will be based only upon the criteria of the Performance Appraisal System. 
Evaluations will not be based upon budgetary restraints. 
The only provisions of the Performance Appraisal System which are subject to the Grievance and 
Arbitration provisions of the Collective Bargaining Agreement are the procedures for conducting the 
Performance Appraisals that are contained in the section entitled, “INSTRUCTIONS”. None of the 
mid-year Ratings or Comments, or Annual Ratings or Comments, or Second Level Review 
decisions, may be grieved. 
 
Section 4.3 Transfer Benefits 
 

If an employee of the Town of Plymouth who is a member of COBRA, bargaining unit, transfers, 
without a break in service, to the employ of the School Department as a member of this bargaining 
unit, he/she will be credited with his/her number of years of service in the Town for purposes of 
vacation entitlement and longevity pay.  He/she will receive the vacation and longevity benefits that 
are in this agreement and not those they may have previously received. They do not carry seniority 
with them. 
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Section 4.4 Skilled Craftsmen Performance Evaluation 
 
 

 

 

PLYMOUTH PUBLIC SCHOOLS PLYMOUTH, MA 02360 
 
 

PURPOSES OF THE APPRAISAL SYSTEM 
 
To clarify what is expected of each employee. 
 
To provide direct, constructive information on each employee’s performance, identifying 
strengths and areas needing attention and improvement. 
 
To reward performance through financial and non-financial incentives. 
 
 

INSTRUCTIONS 
 
The appraisal system consists of eight criteria for appraising an employee’s performance. At 
the beginning of each school year, the supervisor will meet with his or her employees. This 
meeting can be conducted on an individual basis or in a group setting. The purpose of the 
meeting will be to review the eight criteria and to ensure that each employee is clear on the 
meaning of each of the criteria, and how they relate to his or her job. 
 
At mid-year (sometime in January), the supervisor will make an advisory appraisal of each 
employee’s performance based on the first six months of the year. A meeting of the supervisor 
with each employee will be held to discuss the appraisal. 
 
At the close of the year (sometime after May 15), the supervisor will conduct the Annual 
Review, i.e., an appraisal of each employee’s performance during the year. The supervisor 
will again meet with each employee to review the annual appraisal. The percentage of merit 
increase will be established from the documentation contained in the Annual Review. 
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PLYMOUTH PUBLIC SCHOOLS 
SKILLED CRAFTSMEN PERFORMANCE APPRAISAL 

 
1.  QUANTITY OF WORK Mid-Year Review Annual Review 

OUTSTANDING 
Output of work far exceeds school and department standards 
on a regular basis. Continuously organizes work and manages 
time in such a way that work is always completed ahead of 
schedule and often well ahead of schedule. Consistently 
demonstrates the capacity to handle large amounts of varied 
work. 

  

EXCEEDS REQUIREMENTS 
Output is consistently above standards. Organizes work and 
uses time in ways that insure deadlines are met and frequently 
completes work ahead of schedule. Demonstrates the capacity 
to handle larger than normal workloads with some variety. 

  

MEETS REQUIREMENTS 
Output meets the standards on a regular basis. Organizes work 
and manages time in such a way as to consistently meet 
deadlines. Demonstrates the capacity to handle normal 
workloads with minimal variety. 

  

NEEDS IMPROVEMENT 
Output is below standards. Person does not make efficient use 
of time or organize work in an effective way. Sporadically 
meets deadlines. Does not demonstrate consistently the 
capacity to meet normal workloads. 

  

UNSATISFACTORY 
Output is well below standards. Consistently fails to organize 
work or use time efficiently.  Hardly ever meets deadlines. 
Generally fails to handle normal workloads. 

  

 
Comments: 
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PLYMOUTH PUBLIC SCHOOLS 
SKILLED CRAFTSMEN PERFORMANCE APPRAISAL 

 
2.  QUALITY OF WORK Mid-Year Review Annual Review 

OUTSTANDING 
Work is done exceptionally well. It is consistently thorough and 
complete; nothing is left unfinished and attention is paid to each 
detail.  Work is performed with great care and accuracy or with 
an exceptional degree of craftsmanship. It is virtually error-free 
and always neat. 

  

EXCEEDS REQUIREMENTS 
Work is performed at a level that consistently exceeds 
standards or quality. It is thorough and neat and done with a 
high degree of accuracy or craftsmanship. 

  

MEETS REQUIREMENTS 
Work is performed at a standard level of quality.  It is generally 
complete and produced in a reasonably neat manner. Errors are 
infrequent; craftsmanship is fully satisfactory. 

  

NEEDS IMPROVEMENT 
Work is below standards of quality. Assignments are often 
unfinished; details are quite often overlooked. Errors are very 
noticeable and sometimes costly to the department, or 
craftsmanship is below standard. 

  

UNSATISFACTORY 
Work is well below standards of quality. It is generally done 
in a sloppy manner and is nearly always incomplete in some 
respect. Errors are frequent causing confusion, delays, and 
sometimes monetary loss; or craftsmanship is shoddy. 

  

 
Comments: 
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PLYMOUTH PUBLIC SCHOOLS 
SKILLED CRAFTSMEN PERFORMANCE APPRAISAL 

 
3. JUDGMENT Mid-Year Review Annual Review 

OUTSTANDING 
Demonstrates exceptional ability to (1) weigh all aspects of a 
decision, e.g., goals of the department, legal requirements, 
good professional practices, operational procedures, costs, and 
the effect on citizens and co-workers; and (2) make decisions 
independent of the supervisor when asked to. Nearly always 
makes sound judgments in emergency situations. 

  

EXCEEDS REQUIREMENTS 
Demonstrates the ability to weigh most aspects of a decision, 
most of the time, and to make decisions independently of the 
supervisor under most (but not all) circumstances. Generally 
makes sound decisions in emergency situations. 

  

MEETS REQUIREMENTS 
Demonstrates the ability to think through and make decisions 
by following departmental procedures and past precedents. 
Makes limited decisions without supervisory review. Can 
handle most emergency situations, making acceptable 
judgments. 

  

NEEDS IMPROVEMENT 
Has difficulty thinking through decisions often overlooking 
one or more important aspects. Needs considerable supervision 
in areas of judgment. Does not handle emergency decisions 
adequately. 

  

UNSATISFACTORY 
Fails in every category of decision making, even the most 
routine. Needs constant supervision in areas of judgment and 
demonstrates little ability to handle emergencies. 

  

 
Comments: 
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PLYMOUTH PUBLIC SCHOOLS 
SKILLED CRAFTSMEN PERFORMANCE APPRAISAL 

 
4. COOPERATION/FLEXIBILITY Mid-Year Review Annual Review 

OUTSTANDING 
Adjusts with relative ease to changes in procedures, varied 
duties, new situations, and fluctuations in workloads. Works 
exceptionally well with others; adjusting to different work 
styles, always helping out, and freely sharing information. 
Can be considered an ultimate “team player”. 

  

EXCEEDS REQUIREMENTS 
Goes beyond what is normally expected in adjusting to 
changes and handling varied work assignments. Works very 
well with others. Can definitely be considered a “team 
player”. 

  

MEETS REQUIREMENTS 
Demonstrates the ability to adjust to most situations, although 
those adjustments are sometimes difficult. Is willing and able 
to work with others, but doesn’t go out of his or her way to do 
so.  Would be considered a reliable team player. 

  

NEEDS IMPROVEMENT 
Has difficulty adjusting to changes and handling varied duties. 
Does not work well with others often doing only what is 
directly assigned and failing to help others or to cooperate 
fully.  Would not be considered a reliable team player. 

  

UNSATISFACTORY 
Resists most changes strongly; rarely makes the adjustment. 
Demonstrates an inability to handle varied assignments. 
Consistently refuses to cooperate with others. Definitely not a 
“team player”. 

  

 
Comments: 
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PLYMOUTH PUBLIC SCHOOLS 
SKILLED CRAFTSMEN PERFORMANCE APPRAISAL 

 
5.  PUBLIC RELATIONS Mid-Year Review Annual Review 

OUTSTANDING 
Always meets citizens in a friendly and professional manner 
and treats them with courtesy and respect. Goes out of his or 
her way to find prompt solutions to citizens’ problems, 
consulting with other departments and agencies go find an 
answer or a solution. Is exceptionally skillful in handling 
complaints or irate citizens, nearly always addressing the 
complaint or defusing their anger. 

  

EXCEEDS REQUIREMENT 
Meets and serves the public in a friendly, professional and 
respectful manner. Goes beyond what is expected in finding 
answers and solving problems. Handles adverse situations 
calmly and with considerable skill. 

  

MEETS REQUIREMENTS 
Is courteous and professional in most interactions with citizens. 
Generally, provides answers and responds to problems, 
although not always promptly. Doesn’t generally take the extra 
step in providing such assistance. Handles most adverse 
situations, but needs supervisory assistance with some. 

  

NEEDS IMPROVEMENT 
Does not deal well with the public. May be courteous and 
respectful in some situations, but impatient and tactless in 
others.  Allows biases to enter into some interactions. 

  

UNSATISFACTORY 
Has real difficulty in dealing with citizens. Easily loses 
patience in adverse situations and becomes abrupt and 
discourteous. Easily allows biases to enter into interactions. 
Responds slowly (and sometimes not at all) to questions and 
problems. 

  

 
Comments: 
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PLYMOUTH PUBLIC SCHOOLS 
SKILLED CRAFTSMEN PERFORMANCE APPRAISAL 

 
6. INITIATIVE Mid-Year Review Annual Review 

OUTSTANDING 
Always seeks better ways to do things, coming up with useful 
suggestions for improvements. Always volunteers for new 
assignments; eagerly takes on new responsibilities. Generally 
assumes the lead on informal team efforts. Readily tackles 
problems without waiting for direction and guidance. 

  

EXCEEDS REQUIREMENTS 
Is continuously alert to potential improvements, often 
suggesting new approaches. Readily volunteers for new 
assignments and occasionally takes the lead on informal 
teams.  Tackles most problems with minimal guidance. 

  

MEETS REQUIREMENTS 
Is sometimes alert to potential improvements and occasionally 
offers new approaches or ideas. Takes on problems voluntarily, 
but often requires guidance from supervisors. 

  

NEEDS IMPROVEMENT 
Usually not alert to potential improvements; tends to look to 
the supervisor to initiate changes. Hesitates to take on 
problems independently and instead waits for directions and 
guidance.  Does not volunteer for new assignments. 

  

UNSATISFACTORY 
Hardly ever seeks improved ways of doing things or tries out 
new ideas.  Waits to be told before taking on almost any task or 
attempting to deal with problems, and always needs specific 
directions. 

  

 
Comments: 
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PLYMOUTH PUBLIC SCHOOLS 
SKILLED CRAFTSMEN PERFORMANCE APPRAISAL 

 
7.  JOB KNOWLEDGE Mid-Year Review Annual Review 

OUTSTANDING 
Fully understands all aspects of the job; can move from one 
task to another with ease. Continuously seeks additional 
knowledge and skills, going well beyond what is normally 
expected. Additional knowledge and skills are translated into 
very high-level performance, increased efficiency, and/or cost 
savings. 

  

EXCEEDS REQUIREMENTS 
Has a solid understanding of most aspects of the job; can move 
from one task to another with minimal instruction. Takes the 
initiative (beyond what is normally expected) to acquire 
additional knowledge and skills, resulting in a better 
understanding of the work, improved performance, and ideas 
for improving departmental operations. 

  

MEETS REQUIREMENTS 
Understands job (policies, procedures, work methods). Has 
acquired the knowledge and skill to meet normal requirements 
of the job. Can move from one task to another with some 
instruction and reminders. 

  

NEEDS IMPROVEMENT 
Lacks some of the knowledge and skill needed to meet normal 
job requirements. Often needs detailed instructions before 
moving to another aspect of the job. Has not demonstrated the 
initiative to acquire the necessary job knowledge. 

  

UNSATISFACTORY 
Lacks fundamental skills and knowledge and shows no interest 
in acquiring them. Demonstrates an inability to function 
without close supervision, continuous and repeated instructions, 
and constant reminders on what to do and not do. 

  

 
Comments: 
 
 
 
 
 
 
 
 
 
 



63  

PLYMOUTH PUBLIC SCHOOLS 
SKILLED CRAFTSMEN PERFORMANCE APPRAISAL 

 
8. DEPENDABILITY Mid-Year Review Annual Review 

OUTSTANDING 
Can always depend on this person to: be on time, complete 
assignments, and carry his or her weight. Will always stay late 
or willingly rearrange his or her schedule to deal with peak 
workloads or unusual circumstances. Exercises careful 
discretion in dealing with sensitive matters. You would be 
comfortable leaving this person in charge of the office or work 
crew. 

  

EXCEEDS REQUIREMENTS 
With few exceptions, can be counted on to be punctual, 
complete assignments on time, and do his or her part. Will 
work late or put in an extra effort when required. Exercises 
careful discretion in dealing with sensitive matters. 

  

MEETS REQUIREMENTS 
Can generally depend on the person to complete most 
assignments, to be on time most of the time, and to do his or 
her part. Can generally count on person giving an extra effort 
during peak periods. Handles most sensitive matters with 
discretion, occasionally forgetting and committing an 
indiscretion. 

  

NEEDS IMPROVEMENT 
Cannot depend on this person. Has a sporadic attention 
record, fails to complete some assignments and frequently 
does not do his or her part, causing a burden for co-workers. 
Does not always handle sensitive matters well. 

  

UNSATISFACTORY 
Highly undependable. Is late much of the time or leaves early. 
Leaves work undone and seldom responds to peak periods, or is 
absent during big projects requiring extra efforts. Exercises 
very little discretion with sensitive matters. 

  

 
Comments: 
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THE ANNUAL REVIEW 
 
Please refer back to your appraisal of this employee on the eight performance criteria, and place 
the number corresponding to each rating in the appropriate box below. For example, if you 
checked “Exceeds Requirements” on the criterion “Quantity of Work”, you would write a “4” in 
the second box next to that criterion. Then add the numbers in the vertical columns to produce 
five subtotals, and add the subtotals to produce the total score. 

 
 
Performance Criteria 

5 
Outstanding 

4 
Exceeds 

Requirements 

3 
Meets 

Requirements 

1 
Needs 

Improvement 

0 
Unsatisfactory 

 
1. QUANTITY OF WORK 

     

 
2. QUALITY OF WORK 

     

 
3. JUDGMENT 

     

 
4.   COOPERATION/FLEXIBILITY 

     

 
5. PUBLIC RELATIONS 

     

 
6. INITIATIVE 

     

 
7. JOB KNOWLEDGE 

     

 
8. DEPENDABILITY 

     

 

SUBTOTALS 

     

 
5- Outstanding - Score of at least 37; no category lower than 4 
4- Exceeds Requirements - Score of at least 29; no category lower than 3 3- Meets 
Requirements - Score of at least 24; no category lower than 3 
 

Overall Score (sum of totals):    
Overall Comments: 

 
 
 
 
 
 
 
 
 

 
 ___________________________ 

 

Supervisor’s Signature  Date 
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ANNUAL REVIEW 
 
 
I have had an opportunity to discuss my Annual Review with my supervisor. 
 
 
 
 
 _____________________________ 

 

Employee’s Signature Date 
 

Employee Comments (if any): 
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Second Level Review (School Business Administrator) 
Based upon my (our) review of the supervisor’s appraisal, and a discussion with that 
supervisor, I (we): 
 

   Concur with the overall appraisal. 
 

   Do not concur and modify the appraisal as follows: 

Overall Score:    

   The Union steward, or designee, and Superintendent, or designee, 
will decide the overall score if the Supervisor and second level reviewer cannot agree 
on an overall score. 
 
  
 __________________________ 

 

Reviewer’s Signature Date 
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