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ARTICLE 1

RECOGNITION

A The Board hereby recognizes the F.T.S.A.A. as the exclusive and sole representative for
collective negotiations concerning the terms and conditions of employment for certificated
administrative personnel under contract, on leave, currently employed, or employed any
time during the contract year by the Board including, but not limited to:

Principals
Assistant/Vice-Principals
Directors
Assistant Directors
Supervisors
Assistant Supervisors

and others whose terms of employment and/or assigned duties include responsibilities of
staff evaluation.

B. Notwithstanding any provisions of paragraph (A) above, the F.T.S.A.A. shall not represent
members of the Superintendent’s Cabinet.



ARTICLE 2

NEGOTIATION OF SUCCESSOR AGREEMENT

The parties agree to enter into collective negotiations over a successor Agreement in
accordance with the New Jersey Employer-Employee Relations Act, N.J.S.A. 34:13A-1 et
sed., as amended, in a good-faith effort to reach agreement on all matters concerning terms
and conditions of employment. Such negotiations shall begin in accordance with law.
Any agreement so negotiated shall be reduced to writing, be signed by representatives of
the Board and the F.T.S.A.A., and shall apply to all Association employees.

During negotiations, the Board and the F.T.S.A.A. shall present relevant data, exchange
points of view and make proposals and counter-proposals.

Neither party in any negotiations shall have any control over the selection of the
negotiations representatives of the other party. The parties mutually pledge that their
representatives shall be clothed with all necessary power and authority to make proposals,
consider proposals, and make counter-proposals in the course of negotiations. It is
understood that any agreement reached by the bargaining teams must be ratified by their
respective members.

Within a reasonable time prior to the meeting, each party shall submit to the other an
agenda covering matters they wish to discuss.

This Agreement incorporates the entire understanding of the parties on all matters which
were the subject of negotiation. During the term of this Agreement neither party shall be
required to negotiate with respect to any such matters whether or not covered by this
Agreement and whether or not within the knowledge or contemplation of either or both of
the parties at the time they negotiated or executed this Agreement.

This Agreement shall not be modified in whole or in part by the parties except by an
instrument in writing duly executed by both parties.

Upon written request by the Association President, the Board agrees to make known to the
President when and where the information is available that the Board is required by law to
release.



ARTICLE 3

GRIEVANCE PROCEDURE

A "grievance" is a claim by an Administrator, group of Administrators, or the
Association, based upon the interpretation, application or violation of policy,
agreements or administrative decisions affecting them. In no event shall a
grievance, as defined aforesaid, be subject to Level Five of the Grievance
Procedure set forth herein.

A grievance, which is subject to all five levels of the Grievance Procedure as set
forth herein, shall be a claim by an Administrator, group of Administrators or the
Association, confined to and based upon an alleged violation, misinterpretation or
misapplication of the expressed provisions of this Agreement.

All references in this Article to "days" shall be "working days."

For purposes of this Article, "working days" shall be Monday through Friday,
except holidays.

The purpose of this procedure is to secure equitable and proper solutions to grievances at
the lowest possible level. Both parties to this agreement agree that these proceedings will
be kept as informal and confidential as may be appropriate at any level of the procedure.

Rights of Administrators to Representation

1.

Any Administrator may be represented at all stages of the Grievance Procedure by
himself/herself, or, at his/her option, by a representative selected or approved by
the Association.

Even when an Administrator is not represented by the Association in the
processing of the grievance, the Association shall: (1) at the time of the
submission of the grievance, at Level Two, be notified by the Director of
Personnel or the Superintendent that the grievance is in process; (2) have the right
and responsibility to be present; (3) render its position in writing; and (4) receive
a copy of all decisions rendered.

Procedure - Grievance Steps

1.

Failure at any step of this procedure to communicate the decision on a grievance
within the specified time limit shall permit the aggrieved party to proceed to the
next step.



Failure at any step of this proceeding to appeal the grievance to the next step
within the specified time shall be deemed a forfeiture of the right to process the
grievance at a higher level.

Time limits may be extended at any step in the proceeding by mutual written
consent.

In the event a grievance is filed at such time it cannot be processed through all the
steps in this Grievance Procedure by the end of the school year and, if left
unresolved until the beginning of the following year, could result in irreparable
harm to an employee, the time limits set forth herein shall be adjusted by mutual
written consent so that the Grievance Procedure may be completed as soon after
the school year as is practicable.

It is understood that the grievant shall, during and notwithstanding the pendency
of any grievance, continue under the direction of his/her Superintendent and
supervisors, to perform all assignments and adhere to all policies, procedures and
rules and regulations of the Board, until such grievance and the effect thereof
shall have been fully determined.

The number of days indicated at each level should be considered as the maximum,
and every effort should be made to expedite the process.

Levels of the Grievance Procedure

1.

Level One:

Any Administrator who has a grievance shall file written notice with the
immediate supervisor, within fifteen (15) days from the day after the grievant
knew or should have known of the occurrence of the event giving rise to the
grievance. Upon receipt of the aforesaid written notice, the immediate supervisor
shall meet with the grievant as soon as is practical in an attempt to resolve the
matter informally at that level.

If, as the result of the informal discussion, the matter is not resolved to the
satisfaction of the grievant within five (5) days, he/she shall set forth his/her
grievance in writing, on the form jointly developed and provided by the Board, to
his/her immediate supervisor.

The immediate supervisor of the grievant shall meet with the grievant in an
attempt to resolve the matter as quickly as is practical.

The immediate supervisor of the grievance shall communicate his/her written
decision to the grievant and the Association within five (5) days of the receipt of
the grievance.



Level Three:

If the grievant is not satisfied with the disposition of his/her grievance at Level
Two, or if no decision has been rendered within five (5) days after presentation of
the grievance, he/she shall appeal the grievance in writing to the Superintendent
within five (5) days after the decision at Level Two, or ten (10) days after the
grievance was presented, whichever is sooner.

The Superintendent shall meet with the grievant in an attempt to resolve the
matter as quickly as is possible but within a period not to exceed ten (10) days.
The Superintendent shall communicate his or her decision in writing to the
Administrator, the Association and the immediate supervisor within fifteen (15)
days of the grievance or five (5) days after meeting with the grievant.

Level Four:

If the Administrator is not satisfied with the disposition of his/her grievance at
Level Three, he or she shall file his/her grievance, in writing, with the Board of
Education, except that a grievance involving the following shall not proceed to
Level Four or Five of the Grievance Procedure set forth herein:

a. Any matter for which a detailed method of review is prescribed by law, or
by any rules, regulations, or by-laws of the State Commissioner of
Education or State Board of Education such as but not limited to questions
of tenure, and suspension.

b. Any matter which, according to law, is beyond the power of the Board of
Education.
C. A Claim of non-employment by a non-tenured Administrator.

The grievance must be filed within five (5) days after receipt of the decision at
Level Three or twenty (20) days after submitting the grievance to the
Superintendent whichever is sooner.

The grievance shall be submitted in writing to the Board through the
Superintendent who shall attach all related papers and forward the grievance to
the Board of Education. A hearing shall be scheduled with the grievant by the
Board at a mutually reasonable time.

Such hearing shall be held within twenty (20) days of receipt of the grievance.
The decision of the Board or Board Committee shall give a decision forwarded by
the Superintendent or a named designee to the grievant and to the Association,
within twenty-five (25) days of receipt of the grievance by the Board. The Board
reserves the right to refuse to hold a grievance hearing in the event the Board is in
agreement with the action taken by the Superintendent at the previous step.



In the event the Board decided not to hold a grievance hearing, it shall
communicate its decision to the aggrieved person within twenty (20) days of
receipt of the grievance.

Level Five:

If the Administrator is not satisfied with the disposition of his/her grievance at
Level Four, and the grievance is a claim confined to and based upon an alleged
violation, misinterpretation or misapplication of the expressed provisions of this
agreement, he/she may, unless otherwise precluded by the express provisions of
this agreement, within five (5) days after a decision by the Board, request the
Association in writing to submit the grievance to arbitration. Should the
Association decide to submit the grievance to arbitration, it shall submit the same
within fifteen (15) days after receipt of the request by the Administrator. The
Association shall notify the Board through the Superintendent of its request for
arbitration.  The Association shall submit the grievance to the PERC and the
parties agree to be bound by the rules and regulations of the PERC. The
following procedure will be used to secure the services of an arbitrator.

a. A request shall be made to the Public Employment Relations Commission
(PERC) to submit a roster of persons qualified to function as arbitrator in
the dispute in question.

b. In the event a mutually acceptable arbitrator cannot be selected, then the
parties agree to be bound by the rules and procedure of the Public Employment
Relations Commission (PERC) for the selection of an arbitrator

The arbitrator shall limit himself/herself to the issues submitted to him and shall
consider nothing else. The arbitrator shall have full and exclusive power to hear
the issues submitted and make a final determination. Unless otherwise set forth in
the within contract, the arbitrator's determination shall be binding on both parties.
The arbitrator does not have the right to add to, subtract from or modify this
Agreement in any manner whatsoever.

F. The Costs of Arbitration

1.

2.

Each party shall bear the total costs incurred by its members.

The fee and expense of the arbitrator are the only costs which shall be shared
equally by the parties.

Time lost by an Administrator due to the arbitration proceedings shall be with
pay.

The filing fee will be borne by the moving party.



G.

1.

Miscellaneous

The Board and the Association shall insure the individual's freedom from
restraint, interference, coercion, discrimination and reprisal in presenting his/her
appeal, with respect to his or her personal grievance.

Commencing with Level Three and all subsequent levels, the decision by the
administration and/or the Board shall include a statement of the reasons for the
position taken at that level.

If, in the judgment of the Association, a grievance affects a group or class of
Administrators, the Association may submit such grievance in writing to the
Superintendent. The processing of such grievance shall commence at Level
Three.

All documents, communications and records dealing with the processing of a
grievance shall be filed in a separate grievance file and shall not be kept in the
personnel file of any of the participants.









ARTICLE 4

ADMINISTRATORS RIGHTS AND RESPONSIBILITIES

Pursuant to Chapter 12, P.L. 1974, as amended, the parties hereby agree that every
employee in the bargaining unit shall have the right freely to organize, join and support
the F.T.S.A.A. and its affiliates for the purpose of engaging in collective negotiations and
other lawful concerted activities for mutual aid and protection, or to refrain from same.

As a duly elected body exercising governmental power under the laws of the State of
New Jersey, the Board undertakes and agrees that it shall not directly or indirectly
discourage or deprive or coerce any employee in the enjoyment of any rights conferred
by Chapter 123, P.L. 1974, as amended, or other laws of New Jersey or the Constitutions
of New Jersey and the United States; that it shall not discriminate against any employee
with respect to hours, wages, or any terms or conditions of employment by reason of his
or her membership in the F.T.S.A.A. and its affiliates, his/her participation in any lawful
activities of the F.T.S.A.A. and its affiliates, collective negotiations with the Board, or
his/her institution of any grievance, complaint or proceeding under this agreement or
otherwise with respect to any terms or conditions of employment.

Nothing contained herein shall be construed to deny or restrict to any Administrator such
rights as he/she may have under New Jersey School Laws or other applicable laws and
regulations. The rights granted to administrators hereunder shall be deemed to be in
addition to those provided elsewhere.

No Administrator shall be disciplined, reprimanded or reduced in rank or compensation
without just cause. Any such action asserted by the Board, or any agent or representative
thereof, shall be subject to the Grievance Procedures unless otherwise required by law.

Whenever any Administrator is required to appear before the Superintendent, Board or
any committee or member thereof concerning any matter that may adversely affect the
status of his/her employment, he/she shall be given 48 hours prior, written notice if
feasible of the reasons for such a meeting or interview and may have (a) representative(s)
of the Association present to advise him/her and represent him/her during such meeting
or interview. Any suspension shall be in compliance with the pertinent statutes.

The F.T.S.A.A. shall have the right to be present to protect the interests not only of the
individual involved, but also of the organization as the bargaining representative
exclusively recognized.

The Board and the Association agree that as a matter of practice, negative criticism by a
Board of Education member and/or immediate supervisor, of an Administrator, shall be
offered in a private, confidential setting to the Administrator.

It shall be the responsibility of each Administrator to carry out those duties and
responsibilities required of them by the Superintendent of Schools, as executor of the
policies of the Board of Education.



The Administrators' Negotiations Team shall be provided with opportunities to discuss
contract proposals relevant to the F.T.S.A.A.'s contract under consideration by the
Board's Negotiations Committee; and to offer recommendations and advice concerning
their implementation and their effect on the educational program.



ARTICLE S5

ASSOCIATION RIGHTS AND RESPONSIBILITIES

The Association or its representatives shall have the right to enter and to use school
buildings in conformity with the policies and procedures of the Board of Education.
There shall be no capricious or arbitrary restrictions placed upon such use. Under
extenuating circumstances, provision for the granting of requests for building use on the
basis of a notice less than the time period specified by the policy is acknowledged.

The Association shall have the right to the use of the school mailboxes and the inter-
school mail facilities, provided appropriate approval has been given, by the
Superintendent, which approval shall not be withheld arbitrarily.

The Board maintains a Policy book online and access is available to all Administrators.

The Board shall maintain a copy of the most recent F.T.E.A. Agreement on the Districts
web site.

The President of the Association may absent himself/herself from his/her duties one full
day per month, with pay, to perform Association business. The President shall also have
the option to designate the Vice-president of the Association to take the place of the
President on one or more of these occasions; this option shall sunset on June 30, 2015.

The Association agrees to encourage its members to comply with policies, rules and
procedures of the Board of Education, providing such policies, rules and procedures are
not contrary to the provisions of this Agreement.

The Board of Education shall seek and provide opportunities for F.T.S.A.A. input into the
development of the annual school calendar.

The Association shall designate members to act as representatives on any committee
appointed by the Superintendent to select, devise, and implement a program to develop
in-District administrative talent.



ARTICLE 6

BOARD OF EDUCATION RIGHTS

Except as otherwise provided in this Agreement and under the provisions of the New Jersey
Employer-Employee Relations Act, N.J.S.A. 34:13A-1 et seq., the Board reserves the
responsibility and exclusive authority to manage and direct, on behalf of the public, all the
operations and activities of the Franklin Township School District to the full extent authorized by
law.



ARTICLE 7

ADMINISTRATORS' WORK YEAR

The contractual year for twelve (12) month Administrators shall consist of:

219 Working days
22 Vacation days (Paid)

In the 2016-2017 school year 17 Holidays (Paid) as below:

The holidays shall be those listed in the calendar adopted by the Board for
Administrators. If the calendar designates less than 17 holidays, the remaining number of
holidays shall be considered "floating holidays."”

Floating holidays may be scheduled during the Christmas or Spring Recess, or at another
time with prior approval of the Superintendent. While Administrators and Principals are
generally expected to be at work while school is in session, vacation may be granted
during this time under special circumstances. No vacation time may be taken during the
last ten (10) working days prior to the first day that teachers are required to report, so that
Administrators will be available to attend mandatory in-district professional development
sessions, which shall count toward fulfillment of the professional development
requirement in Article 19 E. Floating holidays may be used when school is in session
with two weeks’ notice and the approval of the Superintendent.

In the 2017-2018 school year 16 Holidays (Paid) as below:

The holidays shall be those listed in the calendar adopted by the Board for
Administrators. If the calendar designates less than 16 holidays, the remaining number of
holidays shall be considered "floating holidays."

Floating holidays may be scheduled during the Christmas or Spring Recess, or at another
time with prior approval of the Superintendent. While Administrators and Principals are
generally expected to be at work while school is in session, vacation may be granted
during this time under special circumstances. No vacation time may be taken during the
last ten (10) working days prior to the first day that teachers are required to report, so that
Administrators will be available to attend mandatory in-district professional development
sessions, which shall count toward fulfillment of the professional development
requirement in Article 19 E. Floating holidays may be used when school is in session
with two weeks’ notice and the approval of the Superintendent.

Administrators hired into the Unit on or before December 31, 2015 may carry over up to
ten (10) unused vacation days per year, however, no Administrator shall accumulate more
than thirty (30) unused days from previous years. In the event an Administrator who has
already accumulated 30 unused days is unable to schedule all current vacation days in a
particular school year, due to the demands of his/her position, the Superintendent may



authorize payment of up to five (5) days of unused vacation from the current year.
Payment will be at the Administrator's daily rate (annual rate divided by 240). The
Superintendent must certify that the Administrator was unable to schedule the days (for
which compensation is being made) due to the demands of his/her position.
Administrators must submit requests to use vacation days and floating holidays to their
immediate supervisors for approval in writing, using the appropriate District form, at
least one (1) week in advance, except in cases of emergency. When the written request
cannot be submitted at least one (1) week in advance, Administrators will speak directly
to their immediate supervisors, in advance of or at the time the need for absence arises,
and obtain verbal approval of their vacation or floating holiday usage. Such approval
shall not be unreasonably withheld.

Administrators hired into the Unit on or after January 1, 2016 may carry over up to one
year’s allotment of vacation days for use in the subsequent school year. Payment for
unused vacation days at retirement or separation from the School District will be at the
Administrator's daily rate (annual rate divided by 260).

Paid Holidays shall be granted in accordance with the Board adopted calendar, but not
less than and not more than 17 days annually in the 2016-2017 school year and 16 days
annually in the 2017-2018 school year.

Twelve (12) month Administrators with ten (10) or more years of service in the District
shall receive one (1) additional paid vacation day.

The Contractual Year for ten and one-half (10 1/2) month Administrators shall consist of:
197 Working Days - Specific days subject to administrative approval.
Paid Holidays shall be in accordance with the Board adopted calendar.

Administrators assigned to a ten and one-half (10 1/2) month Contractual Work Year
may be assigned additional work during the summer by the Board. Such additional work
shall be paid at a per diem rate based on the annual salary.

If the Board plans to make such additional assignments, affected Administrators shall be
notified of the assignment not later than April 30 so as to permit planning of summer
schedules.

In the event that all District schools and all District offices are closed due to inclement
weather, Administrators shall not be expected to report to work.

The phrase professional responsibilities shall represent an acknowledgement by members
of the Administrator Unit to maintain a safe and appropriately supervised environment
for their staff and students during regular school hours and during student related
functions held during non-school hours Monday through Thursday.



This requires the Building Administrator and/or his/her designee to be present on school
grounds. In the event that the Building Administrator is not able to be present,
notification must be made to the Central Office, or in the case of the assistant principal, to
his/her building principal.

Building Administrators shall report to work prior to the contractual start time for
teaching staff and will remain in District after-school until the completion of the regular
bus routes from his/her school building.

The Administrator’s evaluation model has language in it that speaks to the
professionalism of administrators. It is the responsibility of the evaluator to address
his/her evaluatee’s adherence to accepted expectations for an administrator through the
evaluation model.

The Superintendent of Schools shall annually distribute a Memo that provides further
clarification of the expectations for the professional responsibilities.



ARTICLE 8

ADMINISTRATOR EMPLOYMENT

Administrators hired with a letter of eligibility issued by the New Jersey Department of
Education will be reimbursed by the Board for one-half (1/2) of the costs required for
completion of state certification as an Administrator, provided the Administrator
continues to be employed as an Administrator in the District for three (3) years.

Reimbursement for one half the cost will be made after the employee has been in the
position for three consecutive years and has attained his/her Standard Certificate.

In order to be eligible for reimbursement, the Administrator must be employed in the
District as an Administrator on the date the payroll is made. Separation from
employment terminates all rights to reimbursement.



ARTICLE 9

COMPENSATION

THE PARTIES AGREE TO SUSPEND ARTICLE 9 A. THROUGH AND
INCLUDING ARTICLE 9 I. AND ARTICLE J. 2 FOR THE LIFE OF THIS
AGREEMENT.

1. The purpose of the Administrators' compensation performance management
process is to provide educational excellence by encouraging result-oriented
activities with resultant awards for the attainment of goals.

2. Due to the lead time necessary to determine whether or not an Administrator has
proposed and accomplished appropriate goals over an entire school year, salary
increases for the 2012-13 and 2013-14 school years will not be established
through the merit pay system. Instead, salary increases for the 2012-13 and 2013-
14 school years shall be as stated in paragraph J.1. of this Article.

3. For the 2014-15 school year, in addition to the salary increases stated in paragraph
J.1., all Administrators will also be eligible for a merit increase, in accordance
with the provisions of this Article, including paragraph J.2.

4. The Superintendent, by October 15 annually, will advise the President of the
Association if administrators should establish merit pay goals for the following
school year.

5. Participation in the performance compensation (merit) system is optional at the
discretion of each Administrator.

In order to maximize Total Compensation including Base and Performance, an
Administrator must receive an overall satisfactory annual performance review and each
specific goal needs to be achieved annually. Base Compensation is defined as the
contractual amount approved by the Board of Education at the beginning of the
contractual year (contract effective dates). Performance Compensation is defined as the
eligible amount above the contractual base that is added to the contractual base (and is
pensionable) and is determined by the results of predetermined goals. An administrator
shall only be eligible for a merit increase to his/her salary effective July 1% if, in the
Superintendent’s judgment, s/he satisfactorily completes his/her goals for the previous
school year and s/he continues to be actively employed in the District in his/her same
administrative capacity on July 1* as during the previous school year.

1. In collaboration with the Superintendent or an Assistant Superintendent, each
Administrator who wishes to qualify for a merit increase will establish at least one



(1) specific measurable goal, and a plan to attain that goal, per academic year, as
listed in paragraph F.

The Superintendent may approve the collaboration of two or more Administrators
to work toward the achievement of the same goal.

Each goal will be assigned a percentage with all goal percentages equaling 100%.
The assigned percentages will be mutually agreed upon at the establishment of the
goals.

Administrators will be provided with a mid-year review of goals.

The schedule for establishing goals and evaluating performance shall be:

A. Step 1: February 1 of pre-goal year — deadline to submit goal/plan to
Superintendent. If not approved, Administrator will have until March 1 to
submit a revised goal/plan.

Step 2: June 30 of goal year — deadline for the submission of evidence of
the completion of plan designed to achieve the approved goal.

Step 3: July 1 of post-goal year — effective date of any merit compensation
awarded to an Administrator, however, the Superintendent shall have until
August 31 of the post-goal year to evaluate an Administrator’s
performance and determine merit pay (retroactive to July 1), if any.

B. The following definitions shall apply to the above process:
o] “pre-goal year” means the school year prior to carrying out the
goal/plan (e.g., 2012-13);
o] “goal-year” means the school year in which the goal/plan is carried
out (e.g. 2013-14); and
o] “post-goal year” means the school year in which a merit increase,

if any, takes effect (e.g. 2014-15).

Each goal must be fully achieved in order to attain the assigned percentage for
that goal.

To be eligible for Performance Compensation, the sum of the assigned
percentages of all achieved goals must equal at least 50%.

The maximum Performance Compensation is defined in Paragraph J(2) below.
An individual's actual Performance Compensation is equal to the maximum

Performance Compensation, times the sum of the assigned percentages of all
goals achieved.



At the Superintendent's recommendation, the Board of Education has the right to waive
the need to attain the necessary 50% as indicated in D(2) above, if they feel extenuating
circumstances caused a failure to attain the desired results.

Goals for each job classification will fall into, but are not limited to, the following target
areas:

Instructional Leadership

Student Performance

School Climate

Program Coordination/Implementation
Curriculum

Facilities Management

Community Relations

Staff Performance

School Finance Management

0. Other as identified

RBOooo~NoTOR~WNE

All goals will be collaboratively established by the Superintendent or an Assistant
Superintendent and the Administrator. Annually the Board of Education will receive a
copy of the Administrators' goals for the upcoming school year.

All goals and measurements shall be mutually agreed upon when the goals are
established. The Superintendent will determine if a goal has been successfully achieved
after the Administrator has had a chance to present the results to the Superintendent.

An appeal of the decision of the Superintendent can be made to the Board of Education if
the Administrator disagrees with the decision. It is agreed that performance
compensation decisions and measurements are not subject to the grievance or arbitration
procedures. The process is grievable and arbitrable.

1. Base Compensation:  Effective July 1 of each school year of this Agreement,
each employee’s salary shall be increased as follows:

2015-16 2.45% over prior year base

2016-17 2.7% over prior year base

2017-18 2.7% over prior year base,
Distributed as $3,402 per individual.

2018-19 2.3% over prior year base



2. Performance Compensation: For the 2014-15 school year, Administrators will be
eligible for an additional salary increase of up to 2.5%, of the employee’s salary,
applied to his/her prior year base salary.

When a payday falls on or during a school holiday, vacation, or weekend, Administrators
shall receive their paychecks on the last prior workday, in accordance with present
practice.

The schedule of payment shall be consistent with the District teaching staff.

Administrators may individually elect to have a portion of their salary deducted as part of
a savings plan. The Secretary of the Board of Education is authorized to deposit the
funds in such institution as the several employees' Associations and the Board may agree
upon.

Any Administrator employed during part of a school year within the term of this
Agreement will receive a prorated salary increase commensurate with the length of
employment.  Administrators commencing employment after January 1 will not be
eligible for an increase in the following fiscal year.

Any Administrator hired between 7/1/15 and the ratification date of this Agreement will
receive (a) salary increase(s) only if s/he was advised at the time of initial employment
that his/her salary would be adjusted upon completion of negotiations, and such future
adjustment was evidenced by Board meeting minutes.



ARTICLE 10

ADMINISTRATOR ASSIGNMENT

All Administrators shall receive a written notice of their tentative assignments, salary and
building assignment for the following school year by May 15, subject to administrative
change in the event of material change in circumstances or emergencies.

Upon the instance of a known vacancy due to retirement of an Administrator or for other
reasons which would leave an administrative post vacated for any specified amount of
time, the Superintendent of Schools shall post and attempt to fill the position on or about
the time of said Administrator’s departure date.

Supervisors will not teach more than the following number of classes per day:

1. Supervisors with ten (10) or less teachers in their subject area/department shall
teach three (3) classes.

2. Supervisors with twenty (20) or less teachers in their subject area/department
shall teach two (2) classes.

3. Supervisors with twenty-five (25) or less teachers in their subject area/department
shall teach one (1) class.

4. Supervisors with more than twenty-five (25) teachers shall not teach classes.



ARTICLE 11
TRANSFER

An Administrator who desires a change in assignment shall file a written request with the
Superintendent by April 15. Such written request shall be acknowledged in writing by
the Superintendent. The request shall be renewed each year should the Administrator
continue to desire a transfer.

In case of proposed INVOLUNTARY TRANSFER, the same shall be discussed with the
administrator prior to such transfers.

No reprisals shall be taken against an Administrator as a result of a request for transfer.

Notice of INVOLUNTARY TRANSFER or REASSIGNMENT shall be given to
administrators as soon as is practicable and except in cases of emergency, not later than
May 15th if the transfer is effective on July 1. The determination of emergency shall be
within the discretion of the Superintendent. An INVOLUNTARY TRANSFER shall not
be subject to the grievance procedure.

Before an Administrator is involuntarily transferred or reassigned, the Board will
consider the Administrator's stated preference, if any.



ARTICLE 12

POSTING OF VACANCIES

The Superintendent of Schools will maintain lists of all known vacancies in
administrative positions. This list will be maintained on the District’s website.

Where special qualifications are required for the vacant position, such qualifications, to
include the Job Description for the posted position, shall be listed/attached to the notice
of vacancy.

The Superintendent shall notify all Administrators of any vacancy in a position for which
they may desire to apply. Such notification shall be given no less than ten (10) business
days before the final date of applications. In addition, the Superintendent shall post all
announcements of vacancies to be filled during the summer period on the District website
and shall email a copy to each Administrator. A copy of said announcements shall be
sent to the Association President.

Administrators who desire to apply for such vacancies shall submit their applications
through the District’s automated application system within the time limit specified in the
notice.

Applicants who are not to be interviewed for said vacancies shall be notified as soon as is
practicable.

Qualified and appropriately certified district administrators shall be granted courtesy
interviews.

All Administrators shall be provided the opportunity to make application for posted
vacancies. Provided all other factors are equal, preference shall be given to qualified
Administrators already employed by the Board in filling such vacancies.



ARTICLE 13

ADMINISTRATOR EVALUATIONS

All Administrators shall be evaluated in accordance with the following procedures:

1. Non-tenured Administrators shall be evaluated at least three times per year by the
Superintendent or his/her designee.

2. Tenured Administrators shall be evaluated at least twice per year by the
Superintendent or his/her designee.

An appropriate evaluation tool in accordance with the New Jersey Administrative Code
shall be utilized for evaluation of tenured and non-tenured personnel.

All such evaluations shall be made, in writing, followed by a conference with the
administrator who will be given opportunity to disagree or concur with its content
verbally and in writing.  All such correspondence shall become part of the
Administrator's personnel file.

Administrators shall be required to either sign or initial evaluations reports. In the event
the Administrator refuses to sign or initial the report, the Evaluator will so note this on
his/her report and enter it into his/her file. Signing or initialing of the evaluation reports
by the Administrator does not necessarily indicate agreement with the report. It does
indicate that he/she has been made aware of its contents and has received a copy of said
report.

Administrators shall be provided the opportunity to attach their written comments to
evaluation reports thereby making them a part of that report and the personnel file.
Contents of the evaluation shall not be subject to the grievance procedure except where
provided by law.

The final evaluation of the school year of all Administrators is to be completed in
accordance with applicable Statutes and Code.

All Administrators represented by the Association shall be permitted reasonable perusal
of their personnel file excluding confidential materials from college placement offices,
prior employers or personnel references that were obtained at the time of his/her
employment. The Administrator shall review his/her file in the presence of the
Administrator responsible for the maintenance of personnel files and will be informed of
the inclusion of any memoranda in his or her personnel file and be allowed an
opportunity to place written communications in such file in response to material placed in
the file. Nothing shall be placed in such personnel file without the immediate knowledge
of the Administrator.



ARTICLE 14

SICK LEAVE

Administrators on a ten (10) month contract shall be allowed ten (10) days sick leave per
year.

Administrators on a twelve (12) month contract shall be allowed twelve (12) days sick
leave per year.

Administrators whose contracts are extended during the summer for continuation of the
regular duties shall be allowed eleven (11) sick days per year.

Administrators must notify their immediate supervisors of their use of sick days in
writing, using the appropriate District form, in advance except in cases of emergency or
sudden illness. When the written request cannot be submitted in advance, Administrators
will verbally notify their immediate supervisors of their absence, in advance of or at the
time the need for absence arises.

If any Administrator requires, in any school year, less than the specified number of sick
leave with pay allowed, all days of such leave not utilized that year shall be accumulative
to be used for additional sick leave in subsequent years.

Sick leave is defined to mean absence of the administrator because of personal disability
due to illness or injury, or because of exclusion from school on account of contagious
disease or quarantine for such disease, or to care for an ill family member.

1. There shall be established a reserve of sick leave days for restricted use,
by employees covered by this Agreement, who choose to join the sick bank, in
cases of emergency or exceptional need. Said "sick leave bank" shall be
established in the following manner:

a. Upon open enrollment, employees who wish to join the sick leave bank
must sign an Agreement to Join. The form of the Agreement to Join will
be mutually developed by the FTSAA and the Board.

b. Each employee who joins the sick leave bank shall contribute one sick day
from his/her accumulated sick leave. Once contributed the sick day shall
not be returned.

C. The Board will match the contribution of each employee who joins.
2. Once established, new employees may join within 60 days of commencement of

service. Employees who have previously decided not to join the sick leave bank
may join only pursuant to # 3 below.



When the number of days in the sick leave bank falls below 15, each employee
who wishes to remain in the sick leave bank must contribute one more day, to be
matched by a Board contribution of one day. Employees not in the sick leave
bank may join at this time.

The use of days from the "sick leave bank" shall be closely regulated and use
granted only after approval by a committee composed of three (3) members of the
FTSAA and three (3) Administrators who are not in the bargaining unit.

The exact composition of such committee and procedure for administering this
"bank™ shall be mutually agreed upon by the Superintendent and the Association.

The sick days to be awarded from this "bank™ will apply only in cases where all of
the individual's accumulated sick leave and partially compensated leave has been
used. Employees who receive days from the sick bank shall be compensated at
their regular daily rate of pay.

Administrators shall be given a written statement of all sick leave days each school year.



ARTICLE 15

TEMPORARY LEAVES OF ABSENCE

Leaves of absence with pay, or without pay where so indicated, may be granted for the following
reasons upon the approval of and in the discretion of the Superintendent of Schools.

A.

A death in the family entitles an Administrator to the following leave days:

1. Death in immediate family: Five (5) consecutive weekdays with pay, one of
which shall be the day of death or the day of funeral. Relationships in this
category include spouse, father, mother, sister, brother, son, daughter, father-in-
law, mother-in-law, son-in-law, daughter-in-law, grand-parent, grand-child,
domestic partner or any member of the family living in the household of the
employee.

2. Death in the family - not immediate: One (1) day's leave with pay, which shall be
within three (3) days of the date of death or the day of funeral, includes aunt,
uncle, niece, nephew, grandparents of spouse, first cousin, brother-in-law, sister-

in-law.

3. The Superintendent can make exceptions to paragraph 1 and 2 in appropriate
circumstances, however, the maximum number of days available cannot be
changed.

Administrators shall be eligible to receive three (3) days personal leave per year.
Notification should be made to the superintendent in advance when possible.
Administrators must submit requests to use personal days to their immediate supervisors
for approval in writing, using the appropriate District form, at least one (1) week in
advance, except in cases of emergency. When the written request cannot be submitted at
least one (1) week in advance, Administrators will speak directly to their immediate
supervisors, in advance of or at the time the need for absence arises, and obtain verbal
approval of their personal day usage. Such approval shall not be unreasonably withheld.

Unused days of personal leave shall be accumulated as sick leave.
Personal leave shall be used only to conduct necessary business which cannot be

scheduled outside of regular working hours and shall in no case be used for vacation or
other leisure time purpose.



ARTICLE 16

EXTENDED LEAVES OF ABSENCE

Pursuant to this section and following any leave of absence, the Administrators shall be assigned
to the same position he or she held at the time the leave commenced, if feasible.

A. Child care shall be granted subject to the following:

1.

Any Administrator shall, upon request, be granted a leave of absence without pay
for child care purposes following the birth or adoption of a child for a period of
not more than two (2) years.

In the absence of such a leave, any pregnant Administrator shall be entitled to
continue working as long as she is physically able to do so, to be absent without
pay as may be required by her for maternity purposes and to return to her duties
when physically able to do so.

An employee who is disabled due to pregnancy will be eligible to use
accumulated sick leave as would any other disabled employee. If sick leave is
exhausted, the disability leave will be without pay, subject to the employee's right
to request additional sick leave.

An Administrator granted child care leave, shall upon resuming his/her regular
duties, be eligible for the same salary he/she would have received had he/she
completed the school year in which the leave was granted, assuming the leave was
granted after January 31.

Both parties agree to comply with Title VII, U.S. Code of the Civil Rights Act of
1964, as may be amended, and the policies of this Agreement.

B. Any Administrator seeking child care leave shall apply, in writing, to the Board at least
thirty (30) days prior to the beginning of such leave unless an emergency prevents such
notice. At the time of the application, the employee shall specify in writing the date on
which he/she wishes to return to work after birth. The application of the employee must
be accompanied by a physician's certification verifying pregnancy, and supporting the
requested child care leave duties.



Exchange or FOREIGN ADMINISTRATIVE LEAVE provisions shall include:

1. A one (1) year leave of absence shall be granted for exchange or Foreign
Administrative duties. The Administrator shall have been an employee of the
Board and obtained tenure and shall agree to return to this system for at least one
(1) full year following the leave of absence.

2. Salary and payments to the Pension and Annuity Fund shall be determined by the
conditions of the exchange agreement.

3. Experience credit on the salary guide shall be granted for exchange or Foreign
Administrative duties. Upon return, the Administrator's salary shall be adjusted in
accordance with any changes made in the guide during his or her leave of
absence.

Extended leave for STUDY, TRAVEL, REST, RECUPERATION or other reasons will
be provided under the following conditions.

1. Extended leave of absence for reasons other than illness may be granted without
pay to Administrators for study, travel, rest, recuperation, and other reasons.

a. The Administrator shall be certified and be tenured.

b. The length of leave shall be for either one (1) semester or for one (1) year,
to be specified in the request.

C. The Administrator shall re-enter the school system at the beginning of the
school year. Re-entry at other time may be made only at the convenience
of the Franklin Township School District.

d. The Administrator shall agree to work in the Franklin Township School
District for at least one (1) year after the leave of absence has been
completed. This requirement may be waived by the Board when requested
leave is for rest or recuperation.

e. No experience credit shall be granted toward salary advancement for the
duration of the leave of absence except for exchange for foreign
Administrative duties, and up to four (4) years for military leave.

2. The Administrator's new salary shall be adjusted in accordance with any change
made for all other Association members during his or her leave.

On application to the Board, via the Superintendent, a leave of absence, without pay, may
be granted a tenured Administrator for up to one (1) year, who joins the PEACE CORPS,
NATIONAL TEACHERS CORPS, VISTA, or serves as an exchange administrator or



overseas administrator, and is a full-time participant in either of such programs, or
accepts a Fulbright Scholarship.

Military Leave without pay shall be provided for enlistment in the Armed Forces of the
United States. Such Administrator shall be reinstated to a position in the system with full
credit including annual increments provided that he/she makes application for
reinstatement within three (3) months after discharge from the Armed Forces.

A leave of absence without pay up to one (1) year shall be granted for the purpose of
caring for a sick member of the Administrator's immediate family. No increment shall be
earned during this period.

Other Leaves of Absences may be granted by the Board for good reason.

Pursuant to this section and following any leave of absence, the Administrator shall be
assigned to the same position he or she held at the time the leave commenced, if feasible,
and he/she shall be entitled to all benefits as of the time the leave commenced.

The Board shall not be responsible for any payments to the Pension and Annuity Fund
during the Administrator's leave of absence without pay.

When deemed necessary, the Superintendent may require the Administrator taking leave
and the person assuming the responsibilities of the position to spend sufficient time
together in order that a smooth transition may be realized.

The payment of salary in cases not covered by rules shall be determined by individual
consideration by the Board.

All extensions or renewals of leaves shall be applied for in writing, and the Board shall
respond in writing in a timely manner.



ARTICLE 17

TERMINAL LEAVE

A. Terminal Leave payment shall be capped at $20,000.00 effective June 30, 2019, except
for any unit member providing prior notice of retirement effective July 1, 20109.

15 (+) Years 20 (+) Years
2015-19 $80.00 $85.00
1. Notice of intention to retire shall be submitted to the Superintendent of Schools at

least two (2) months before the final budget involving the year of retirement; and

2. Payment shall be calculated on the number of unused accumulated sick leave
credited to the Administrator on the effective date of retirement.

3. The Board shall, in a timely manner, comply with all Federal and State
requirements for submissions relative to retirement of Association members.

4. Retirement is defined as eligible to receive retirement benefits under TPAF.
5. One half of the benefit in this article is payable to the estate of an Administrator

who dies while in active service, provided the Administrator would otherwise
have been qualified for the benefit.



ARTICLE 18

AGENCY FEE

Upon receipt of written authorization, the Board shall deduct a representation fee from
the wages of each Administrator who is not a member of the Association and shall remit
the monies collected to the Association once each month, not later than the 15th of the
month.

The Association agrees to indemnify and hold harmless the Employer from any causes of
action, claims, loss or damages incurred as a result of this clause.

Any employee in the bargaining unit on the effective date of this Agreement who does
not join the Association within 30 days thereafter, any new employee who does not join
within 30 days of initial employment within the unit and any employee previously
employed within the unit who does not join within 10 days of re-entry into employment
within the unit shall as a condition of employment pay a representation fee to the
association by automatic payroll deduction.

The representation fee shall be in an amount not to exceed 85% of the regular
Association membership dues, fees, and assessments as certified to the Board by the
Association.  The Association may revise its certification of the amount of the
representation fee at any time to reflect changes in the Association membership dues, fees
and assessments. The Association entitlement to the representation fee shall continue
beyond the termination date of this Agreement so long as the Association remains the
majority representative of the employees in the unit, provided that no modification is
made in this provision by a successor Agreement between the Association and the Board.

For the purposes of this provision, employees who are reappointed from year to year shall
be considered to be in continuous employment.

The Association shall establish and maintain at all times a demand and return system as
provided by N.J.S.A. 34:13A-5.5(c), et seq., and membership in the Association shall be
available to all employees in the unit on an equal basis at all times. In the event the
Association fails to maintain such a system or if membership is not so available, the
Board shall immediately cease making said deductions.

On or about the last day of each month, beginning with the month this Agreement
becomes effective, the Board will submit to the Association a list of all employees who
began their employment in a bargaining unit position during the preceding thirty (30) day
period. The list will include names, job titles, salary and dates of employment for all
such employees.



ARTICLE 19

PROFESSIONAL DEVELOPMENT AND EDUCATION IMPROVEMENT

Tuition Reimbursement — Graduate Studies (General)

Administrators working on a contractual basis of no less than half time on or
before February 1st shall be eligible to receive reimbursement annually (as set
forth below) to defray the costs of approved college course credits, providing that
such course credits are related to the Administrator's area of certification, result in
an advanced degree or certificate or unless otherwise approved by the
Superintendent, and further, in order to be eligible for reimbursement the course
grade must be either a “B” or higher or "pass” in a pass/fail system. Proof of
successful completion of the course shall be submitted to the personnel office
before payment can be made.

Administrators shall be eligible for reimbursement for up to 9 graduate credits per
school year at the Rutgers University graduate rate.

B. Tuition Reimbursement — Doctoral Studies

1.

Administrators working on a contractual basis of no less than half time on or
before February 1st shall be eligible to receive reimbursement (as set forth below)
of tuition and fees incurred for doctoral studies at an accredited college or
university.

Each Administrator enrolled in a doctoral program at an accredited college of
university will have a “pool” of reimbursement money available each year. The
amount of this pool shall equal the maximum graduate credit tuition
reimbursement available pursuant to Article 19(A) above [“Pool” = 9 x R.U.
graduate credit tuition].

An Administrator enrolled in a doctoral program as described above shall be
reimbursed each year for doctoral tuition and fees up to the amount of the pool
regardless of how many credits taken that year. Annual reimbursement of
doctoral expenses shall follow the same timeline and documentation requirements
as used for general graduate tuition reimbursement.

Once an Administrator who begins his/her doctoral work while employed in the
District receives his/her doctorate, and works for an additional three (3) years in
the District, the Board shall, upon the Administrator’s request and submission of
appropriate supporting documentation, reimburse the Administrator for all
previously unreimbursed tuition and fees s/he incurred in order to obtain the
doctorate. For Administrators initially enrolling in a doctoral program on or after
July, 1, 2009, the requirement in the preceding sentence for “an additional three



(3) years in the District” shall be changed to “an additional five (5) years in the
District.”

The Administrator shall be responsible for keeping adequate, accurate records to
support his/her application for “balance reimbursement” of his/her unreimbursed
doctoral tuition and fees.

a. The *“balance reimbursement” application shall consist of : i)
documentation from the college/university clearly identifying all tuition
and fees charged in pursuit of the Administrator’s doctorate (books,
supplies, and other costs are not eligible for reimbursement); i)
documentation showing actual payment of the tuition and fees made by or
on behalf of the Administrator (proof of actual loan repayment and/or
outstanding loan repayment obligation must be included if applicable);
and iii) proof of all tuition/fee reimbursement(s) made by the Board to the
Administrator from the date of enrollment in the doctoral program to the
date of degree conferral (the full 9 credit annual amount shall be presumed
to have been paid for any and all school years or portions thereof for
which reimbursement documentation is not provided).

b. The Administrator must submit his/her “balance reimbursement”
application to the Personnel Office no later than October 1% of the school
year in which s/he completes his/her third year of post-doctoral District

employment.

C. The Board shall reimburse the Administrator by July 31% of the school
year following the Administrator’s timely “balance reimbursement”
application.

Effective with any Administrator who enrolls in a Ph.D./Ed.D. program on
or after 7/1/07, to be eligible for Ph.D./Ed.D. “balance reimbursement”,
the Administrator must not be, or have been, the subject of any increment
withholding or tenure charges in the District.

b. Effective with any Administrator who enrolls in a Ph.D./Ed.D. program on
or after 7/1/07, to be eligible for Ph.D./Ed.D. “balance reimbursement”,
the administrator must not be, or have been, the subject of a professional
improvement plan based on identified deficiencies, or a performance
evaluation rating less than “satisfactory”, in the District during any of the
following periods: the two (2) years of District employment prior to the
Administrator’s enrollment in his/her doctoral program; the period of
District employment during the Administrator’s enrollment in his/her
doctoral program; the period of District employment after the
Administrator receives his/her doctorate, as required by the contract.



Conventions & Memberships

1.

Administrators working on a contractual basis of no less than half time on or
before February 1st shall be eligible to receive reimbursement of up the $500.00
per year for costs incurred from their attendance at professional development
workshops/seminars, conventions or conferences as may be approved by the
Superintendent in advance.

Administrators working on a contractual basis of no less than half time shall be
reimbursed for the full amount of their NJPSA dues per year or for membership(s)
in one or more professional associations that encourage and provide resources and
opportunities for professional development.

This is “single-use” money, and shall not be disbursed to any Administrator for
any purpose other than the purpose described in this Article 19(C).

No Administrator’s unused convention attendance reimbursement funds or
professional association reimbursement shall be carried over from one year to the
next.

Achievement Incentive

The Board believes that competition for recognition of our schools from outside the
District can serve as a catalyst for the improvement of our schools and for the growth of
our administrative, teaching, and support staff as well. Consequently, the Board wishes
to encourage District Administrators and their schools to engage in the pursuit of outside
recognition.

1.

If a school competes for a Blue Ribbon award (or its equivalent according to the
USDOE), a Star School award, or a National Green Ribbon award, the Board will
provide extra secretarial help to complete the application(s). The amounts and
uses of this extra secretarial help will be defined and approved in advance by the
Superintendent in each case.

When a building receives a Blue Ribbon award (or equivalent), a Star School
award or a National Green Ribbon Award, the Board will pay:

a. a one-time stipend to the administrator of the building ($2,500.00) for
Blue Ribbon award (or equivalent) ; ($1,750.00) for Star School award);
and ($1,000.00) for a National Green Ribbon award.

b. a one-time building grant for the school ($5,000.00) for Blue Ribbon
award (or equivalent); ($3,000.00 for Star School award; ($2,000.00) for
National Green Ribbon award, the expenditure of which shall be approved
by the Superintendent in advance.



E.

Continuing Professional Development

1.

Each Administrator shall complete thirty (30) hours of professional development
activities related to the District’s current needs and/or goals each year. To be
credited toward this requirement, professional development activities must be
approved as such by the Superintendent or his/her designee in writing and in
advance. Each Administrator shall be entitled to reimbursement of up to $500.00
per year, in addition to any reimbursement available under Article 19(C), for
registration fees and/or fees for materials incurred to fulfill this requirement.
Reimbursement is only authorized if it is also requested and approved in
accordance with applicable law and Board Policy. This is “single-use” money,
and shall not be disbursed to any Administrator for any purpose other than the
purpose described in this Article 19(E). No Administrator’s unused continuing
professional development reimbursement funds shall be carried over from one
year to the next.



ARTICLE 20

PERSONAL AND ACADEMIC FREEDOM

The personal life of an Administrator is not an appropriate concern or attention of the
Board except as it may directly prevent the Administrator from performing properly

Administrators shall be entitled to full rights of citizenship, and no religious or political
activities of any Administrator or the lack thereof shall be grounds for any discipline or
discrimination with respect to the professional employment of such Administrator
providing said activities do not violate any local, State or Federal law.



ARTICLE 21

REDUCTION IN FORCE

The Board shall carry out reductions in force in accordance with New Jersey Statutes and
rules and regulations of New Jersey Department of Education, and the same shall be
subject to the first four levels of the Grievance procedure only, and in no event subject to
Arbitration (Level 5).

There shall be no reduction in administrative staff during the life of this Agreement
without prior notification to the Association.



ARTICLE 22

INSURANCE PROTECTION

The Board will provide the following (or equivalent), medical, prescription and
dental insurance plans:

a. The Board will offer the Direct Access plan with the following features:

1) Hospital precertification.
@) Mandatory second surgical opinion.

3) Comprehensive (first dollar) major medical, with all benefits
subject to the deductible and coinsurance provisions.

4) Coinsurance of 80%/20% of the first $2,000.00
5) Emergency Room copay of $100.00
(6) In-network office visit co-pay is $15.00

(7 Prescription co-pays are $10.00 generic/$20.00 Preferred Brand/
$30.00 Non-Preferred Brand/1x mail-order.

b. The Board will pay 100% of the cost of premiums (less any contribution
required by law) for coverage (including family coverage) in the Horizon
HMO Plan.

(1) In-network office visit co-pay is $10.00

(2)  Emergency room co-pay of $100.00

(3) Prescription co-pays are $10.00 generic/$20.00 preferred brand
name/$30.00 non-preferred brand/1x mail-order.

C. The Board will pay 100% of the cost of premiums (less any contribution
required by law) for coverage (including family coverage) in Cigna Open
Access plan.

(1)  The in-network office visit co-pay shall be $10.00

(2)  Prescription co-pays shall be $10.00 generic/$20.00 pref’d
brand/$40.00 non-pref’d brand/2x mail-order.

Employees hired after July 1, 1996 may select the Horizon Direct Access plan,
and shall in addition to contributions required by law and through payroll
deductions, contribute toward premium as follows:

Single - $600.00 annually
P/C or H/W- $1,500.00 annually
Family - $1,800.00 annually.



3. For employees who began employment prior to July 1, 1996, the Board will pay
100% of the cost of premiums, less any contribution required by law, for coverage
(including family coverage) for all plans offered.

1. The Board shall provide a basic dental plan (e.g., Horizon Dental PPO), including
full family coverage for all Administrators, with an annual maximum benefit of
$1,500.00. The Board shall pay 100% of the premium cost for single through
family coverage (less any contribution required by law).

2. The Board shall also provide an enhanced dental plan, with an annual maximum
benefit of $1,500.00, including full family coverage for all Administrators.
Administrators have the option of enrolling in the enhanced dental plan, but must
pay any additional premium cost beyond the cost for the dental plan provided
pursuant to Article 22(B)(1) through payroll deduction, which payment shall be in
addition to any contribution required by law.

An employee’s benefits will terminate at the end of the month of the last day worked.



ARTICLE 23

TRANSPORTATION

Generally an Administrator shall not be required to transport children in his or her own
vehicle. If an Administrator is so required, the Board will pay a portion of the premium
on liability coverage for said Administrator's vehicle as herein set forth:

Any Administrator whose assignment requires the transportation of students in his
vehicle must file a Certificate of Insurance with the Secretary of the Board of Education,
providing $100,000.00/300,000.00 liability insurance and proper classification for this
purpose. Upon approval by the Superintendent of Schools, the Administrator will receive
up to $100.00 reimbursement to bring his or her present insurance coverage up to the
Board's requirements.

All Administrators using their privately owned vehicle for transportation to activities
directly related to their assignment shall be compensated at the rate established by the
State and/or Department of Education for school districts.



ARTICLE 24

LIAISON COMMITTEE

The Liaison Committee of the Association will be established to meet with the Superintendent
for the purpose of communication. Meetings of the Committee may be called by the
Superintendent or by members of the Committee. The party requesting the meeting shall submit
an agenda at the time of the request. Barring matters of urgency, meetings shall not be requested
more frequently than once per month. The Liaison Committee shall consist of the President of
the Association and up to four (4) of his/her designees as warranted.



ARTICLE 25

MISCELLANEOUS PROVISION

The Board and the Association agree that there shall be no discrimination in the hiring,
training, assignment, promotion, transfer, or discipline on the basis of race, creed, color,
religion, national origin, sex, domicile, marital status, age or handicap.

A copy of the Agreement shall be posted on the District website.

During inclement weather conditions, when teaching staff members and other employees
are not required to be present, administrators remain responsible to ensure that their
assigned buildings are prepared to receive students when schools are reopened.
However, Administrators will not be required to be present in the buildings until such
time as roads are clear and may be safely traversed.

Notices under this Agreement shall be given by either party to the other by telegram or
certified letter as follows:

To the Board: 1755 Amwell Road
Somerset, New Jersey 08873

To the Association: President of the F.T.S.A.A.




ARTICLE 26

DURATION OF AGREEMENT

This Agreement shall be effective as of July 1, 2015 and shall continue in effect until June 30,
2019 subject to the Association's right to negotiate over a successor Agreement in accordance
with the New Jersey Employer-Employee Relations Act, N.J.S.A. 34:13A-1, et seq.

This Agreement shall not be extended orally, and it is expressly understood that it shall expire on
the date indicated.

IN WITNESS WHEREOF, the parties hereto have caused this Agreement to be signed by their
respective Presidents, attested by their respective Secretaries and/or Vice Presidents, and their
corporate seals to be placed hereon, all as of the day and year first above written.

FRANKLIN TOWNSHIP SCHOOL FRANKLIN TOWNSHIP
ADMINISTRATORS ASSOCIATION BOARD OF EDUCATION
By__ Albert Fico By __ Christine Danielsen
By__Phyllis Bruno By  Edward Potosnak

Date: 3/22/16 Date: 3/22/16




Appendix A

Minimum Salaries

2012-15
Director; Principal $90,000
Vice Principal; Supervisor $80,000
Assistant Supervisor; $75,000

Assistant Director



