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POTTSTOWN SCHOOL DISTRICT
POTTSTOWN, PA

ADMINISTRATORS/SUPERVISORS
SALARY AND BENEFITS AGREEMENT
JULY 1, 2007 - JUNE 30, 2007

TERM OF AGREEMENT

This four year agreement becomes effective July 1, 2007, and ends
June 30, 2011.

SALARY PROVISIONS

A.

An Administrator/Supervisor shall be eligible to participate
through the job performance system referenced through section E
of this Article and, based upon the rating received through said

evaluation process, will be eligible to receive salary increases
as follows:

(i) July 1, 2007 through June 30, 2008.

Administrators/Supervisors shall participate through a
job performance evaluation during the month of December
2007. Depending upon the rating provided through the
evaluation process, the Administrators/Supervisors shall be
eligible for a merit pay increase only to take effect
January 1, 2008 through June 30, 2008. During this review
period, Administrators/Supervisors receiving a rating of
Unsatisfactory or Needs Improvement shall receive no merit
pay increase, whatsoever. Administrators/Supervisors who
receive a rating of Proficient shall receive a merit pay
increase of 2% and Administrators/Supervisors who receive a

rating of Excellent shall receive a merit pay increase of
3%.

(i) July 1, 2008 through June 30, 2009.

Beginning with the fiscal year commencing July 1,
2008 and each subsequent fiscal year throughout the
remaining term of this Agreement,
Administrators/Supervisors shall be eligible for a base
pPay and merit pay salary increase. For the fiscal year
beginning July 1, 2008, Administrators/Supervisors who
receive a rating of Unsatisfactory shall receive no
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base pay or merit pay increase, whatsoever.
Administrators/Supervisors who receive a rating of Needs
Improvement shall receive a base pay increase of 1.5%
with no merit pay increase, whatsoever.
Administrators/Supervisors who receive a rating of
Proficient shall receive a base pay increase of 1.5%
together with a merit pay increase of 3% (for a total
increase of 4.5% to take effect as of July 1, 2008).
Administrators/Supervisors who receive a rating of
Excellent shall receive a base pay increase of 1.5%
together with a merit pay increase of 4% (for a total
increase of 5.5% to take effect as of July 1, 2008).

(iii) July 1, 2009 through June 30, 2010.

Base pay and merit pay percentage increases to be
determined by the Board as part of its budget process for
this fiscal year.

(iv) July 1, 2010 through June 30, 201l1.

Base pay and merit pay percentage increases to be
determined by the Board as part of its budget process for
this fiscal year.

* It is agreed that throughout the term of this Agreement the
base salary increase will never be less than 1.5% with, again,
the base salary increase and merit pay increase to be determined
by the Board as part of its annual budget process for the last
two fiscal years of this Agreement.

The yearly increase listed above will be added to the

administrators/supervisors salary and become a new base for the
subsequent year.

Minimum and maximum salary ranges will be updated and adjusted
on a yearly basis, and the latest years update will be used to
determine the new minimum and maximum base salary for the
subsequent year.
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The minimum and maximum salaries for the respective positions

for 2007 are as follows:
Position
High School Principal

Middle School Principal
High School Assistant Principal

Director of Career & Technical Ed.

Middle School Assistant Principal
(225 days)

Elementary Principals (260 days)
Position

Supervisor of Accounts

Supervisor of Buildings & Grounds
Director of Food Services
Elementary Supervisor of Sp. Ed.
Secondary Supervisor of Sp. Ed.
Technology Coordinator

Dir. of Co-Curricular Activities
Transportation Coordinator
Supervisor of Human Resources

Minimum Maximum
91, 200 136,800
87,200 130,800
76,000 114,000
83,200 124,800
66,060 98, 655
83,200 124,800
Minimum Maximum
60, 000 90,000
67,200 100,800
60,000 90,000
83,200 124,800
83,200 124,800
76,000 114,000
60, 000 90,000
41, 000 62,400
67,200 100,800

90,000

District Head Nurse/Middle School Nurse 60,000
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E. Evaluation System

1.

Evaluations will be based on the following components.

A job performance evaluation is based on the
individual job description.

Accomplishments of goals/projects.

(1) It will be the responsibility of the supervisor
to provide feedback to the individual they are
supervising at the mid-year goal update
conference regarding the progress being made
toward goal completion.

Job Performance Evaluation

a. An administrator/supervisor will be rated through
the performance evaluation system developed in
conjunction with Capraro Associates, LLC known as the
“Total Rewards Program for Administrators and
Supervisors”. The use of this performance evaluation
system is intended to serve as a guide for rewarding
accomplishments of goals/objectives in the form of
merit pay increases. The percentage increases are
more fully outlined through Article II of this
Agreement with actual percentages for the third and
fourth years of this Agreement to be determined by the
Board as part of its annual budget process for those
particular fiscal years. The terms and conditions of
the performance and evaluation system may be modified,
in whole or in part, at the sole discretion of the
Board.

The “Total Rewards Program for Administrators and Supervisors”
is contained in the Appendix section of this document for
reference purposes only beginning with the fiscal year July 1,
2007 through June 30, 2008.

III. GROUP HEALTH INSURANCE

A. The ADMINISTRATOR/SUPERVISOR and the BOARD hereby agree that
Independence Blue Cross, Personal Choice 10/20/70 shall be the
core group health insurance plan for the Pottstown School
District (the “Core Plan”).
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Effective July 1, 2007 through June 30, 2008 the BOARD shall
contribute an amount equal to 100% of the total premium for the
Core Plan. Beginning July 1, 2008 through June 30, 2009 the
ADMINISTRATOR/SUPERVISOR shall contribute the sum of $30.00 per
pay period toward the total cost of the premium for the Core
Plan. Beginning July 1, 2009 through June 30, 2010 the
ADMINISTRATOR/SUPERVISOR shall contribute the sum of $40.00 per
pay period toward the total cost of the Core Plan. Beginning
July 1, 2010 through the end of the term of this Agreement, the
ADMINISTRATOR/SUPERVISOR shall contribute the sum of $50.00 per

pay period toward the total cost of the premium for the Core
Plan.

In addition to the Core Plan, the BOARD shall also make
available to the ADMINISTRATOR/SUPERVISOR Independence Blue
Cross Personal Choice 5 and Personal Choice 20. The
ADMINISTRATOR/SUPERVISOR, in addition to the contribution to be
made as outlined in Subparagraph B above, shall contribute an
amount equal to 100% of the difference in premium cost between
the Core Plan and either Independence Blue Cross Personal Choice
5 and/or Personal Choice 20 as may be elected by the
ADMINISTRATOR/SUPERVISOR.

The administrator/supervisor through mandatory payroll
deductions, shall contribute as defined in Subparagraph C a co-
payment for the difference between the insurance plan premium
selected and the Boards contribution.

The administrators/supervisors may choose only one plan for
health insurance coverage. Married couples, both of whom are

working for the school district, shall be entitled to one health
benefit plan.

During the term of this agreement, each administrator/supervisor
who selects coverage under a plan and consents to the deduction
from pay of the administrators/supervisors cost of the health
plan premium, as set forth above, as long as permitted under the
Internal Revenue Code of 1986, as amended, the Board agrees to
sponsor a ACafeteria Plan@ as set forth in the Internal Revenue
Code, Section 125, and the regulations promulgated thereunder to
permit administrators/supervisors eligible for health plan
benefits to elect any of the following:

1. To select coverage under either of the Personal Choice
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Plans and to pay the administrators/supervisors share of
the premiums determined above deducted from the
administrators/supervisors pay on a pre-federal income and
FICA tax basis; or

2. To decline all coverage.

Any changes to the administrators/supervisors election will be
subject to the requirements of the Vendor of the applicable plan
and applicable law, including, but not limited to, Internal
Revenue Code, Section 125. The Section 125 Plan shall be the
exclusive basis upon which such administrator/supervisor may pay
for the administrators/supervisors share of the premium cost.

Under this Section 125 Plan, eligible administrators/supervisors
shall, prior to the period of time designated by the Board as
the APlan Year,@ as required by federal tax law requirements, in
addition to the option of selecting coverage under the health
benefit plan for the upcoming Plan Year, also shall have the

option to elect not to be covered under any Board sponsored
health benefit plan.

Any administrator/supervisor who waives all coverage for the
administrator/supervisor, the administrators/supervisors spouse,
and all dependent(s), or if the administrator/supervisor does
not have a spouse or dependent(s), then the
administrator/supervisor, for a contract year, shall be eligible
to receive a cash payment equivalent to 50% of the annual cost
of the discontinued coverage paid in January of the Plan Year.
An administrator/supervisor who never had coverage under a plan
shall be deemed to have had “Employee Only Coverage” under the
Personal Choice Plan for purposes of determining the amount of
the payment. This election may be made annually.

Any administrator/supervisor who has so waived coverage and
received a cash payment and (i) is permitted under the terms of
Section 125 Plan to revoke the administrators/supervisors waiver
for the remainder of the contract year or (ii) terminates
employment prior to the end of the school year for which coverage
has been waived, agrees to reimburse the Board (and be deemed to
have authorized the payroll withholding therefore) for an amount
equal to the number of working days left in the contract year on
the date of revocation or termination over the total working days
in the school year times the cash payment.
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P.

This payment is not considered as part of the
administrators/supervisors base salary and will not be reported

to the Pennsylvania School Employees Retirement System (PSERS)
for the purpose of retirement.

An administrator/supervisor may renew within one calendar year
provided there has been a qualifying event and the carrier will
allow such re-enrollment provided the administrator/supervisor
returns the payment to the district in its entirety.

The Board will pay the percentage of cost of the health plan
premium, as described above, for the administrator/supervisor,
the administrators/supervisors spouse, and all unmarried
children under nineteen (19) years of age. Unmarried dependent
children in full-time attendance at an accredited secondary
school, college or university, whose legal residence is the
administrators/supervisors home may also be included as part of

this insurance plan up to (but not including) age twenty-three
(23).

Upon application to and acceptance by the insurance carrier,
administrators/supervisors may also include unmarried, dependent
children nineteen (19) years of age or older who are incapable
of

self-support due to a physical or mental handicap which occurred
prior to age nineteen (19), and who were eligible for coverage
and were dependents prior to age nineteen (19).

The health insurance coverage will be made available to
administrators/supervisors and their dependents, beginning with
the day the administrators/supervisor submits the required
application forms to the school district Business Office,
providing the administrator/supervisor begins work before the
fifteenth (15th) day of the month coverage is to begin. If the
administrator/supervisor begins work on the fifteenth (15th) day
of the month or thereafter, coverage will be effective the first
day of the following month. Following termination of
employment, an administrator/supervisor shall be allowed to
continue coverage in accordance with the Consolidated Omnibus
Budget Reconciliation Act of 1985 (COBRA) regulations. The
continued coverage will be at the administrators/supervisors

expense. Termination for retirement purposes will be in
accordance with Article V.

Administrators/supervisors who are on sabbatical leave, or who
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Iv.

are entitled to full payment of salary while on approved sick
leave, bereavement leave, emergency leave, and/or leave for
serving jury duty may continue their health insurance coverage
with the Board paying their share of the premium, as described
in Paragraphs C and D.

Administrators/supervisors on any type of unpaid leave of
absence for one (1) to six (6) days inclusive in any one school
year may continue to participate in the health insurance plan
with the Board paying their share of the health insurance
premium, as described in Paragraphs C and D.

Administrators/supervisors on any type of unpaid leave of
absence for more than six (6) days in any one school year may
continue to

participate in the health insurance plan at their own expense
(but subject to the provisions of Article XXV). The amount of
monthly premium to be paid by the administrator/supervisor shall
be prorated on a daily basis.

Administrators/supervisors are responsible for reporting changes
in dependents or types of coverage by completing the required
forms and submitting same to the Business Office.

Booklets describing the details of the group insurance benefits
are available to administrators/supervisors in the school
district Business Office.

PRESCRIPTION DRUG PLAN

A.

Effective July 1, 2007 the Prescription Drug Plan made available
for ADMINISTRATORS/SUPERVISORS will include a ten dollar ($10)
co-pay for select formulary generic drugs, a twenty dollar ($20)
co-pay for select formulary brand-name drugs, and a thirty-five
dollar ($35) co-pay for non-select formulary drugs.

Beginning July 1, 2007 through the end of the term of the
Agreement, the BOARD shall pay 95% of the total cost of the
premium charge for the 10/20/35 Prescription Drug Plan. An
ADMINISTRATOR/SUPERVISOR will be responsible to pay the
difference in the premium through mandatory payroll deduction.

Married couples, both of whom are working for the school
district, are entitled to have only one (1) Prescription Drug
Plan with the district.
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The district will institute an IRS Section 125 plan that will
permit administrators/supervisors contributions for premiums
deducted from the administrators/supervisors pay on a pre-
federal income, FICA, and state tax basis. The same terms and
details for the Section 125 plan included in Article III - Group
Health Insurance pertain to the Prescription Drug Plan.

Any administrator/supervisor who waives all coverage for the
administrator/supervisor, administrators/supervisors spouse, and
all dependent(s), or if the administrator/supervisor does not
have a spouse or dependent(s), then the administrator/supervisor
for a contract year, shall be eligible to receive a cash payment
equivalent to 50% of the annual cost of the discontinued
coverage paid in January of the Plan Year. An
administrator/supervisor who never had coverage under a plan
shall be deemed to have had Employee Only Coverage under the
Prescription Drug Plan for purposes of determining the amount of
the payment. This election may be made annually.

Any administrator/supervisor who has so waived coverage and
received a cash payment and (i) is permitted under the terms of
Section 125 Plan to revoke the administrators/supervisors waiver
for the remainder of the contract year or (ii) terminates
employment prior to the end of the school year for which
coverage has been waived, agrees to reimburse the Board (and be
deemed to have authorized the payroll withholding therefore) for
an amount equal to the number of working days left in the
contract year on the date of revocation or termination over the
total working days in the school year times the cash payment.

Unmarried dependent children in full-time attendance at an
accredited secondary school, college, or university whose legal
residence is the administrators/supervisors home may also be

included as part of this insurance plan up to (but not
including) age 23.

Upon application to and acceptance by the insurance carrier,
administrators/supervisors may also include unmarried, dependent
children 19 years of age or older who are incapable of self-
support due to a physical or mental handicap which occurred

prior to age 19, and who are eligible for coverage and were
dependents prior to age 19.

The Prescription Drug Plan will be made available to
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administrators/supervisors and their dependents beginning with
the day the administrator/supervisor submits the required
application forms to the school district Business Office,
providing the administrator/supervisor begins work before the
fifteenth (15th) day of the month coverage is to begin. If the
administrator/supervisor begins work on the fifteenth (15th) day
of the month or thereafter, coverage will be effective the first
day of the following month. Following termination of
employment, an administrator/supervisor shall be allowed to
continue coverage in accordance with the Consolidated Omnibus
Budget Reconciliation Act of 1985 (COBRA) regulations. The
continued coverage will be at the administrators/supervisors
expense. Termination for retirement purposes will be in
accordance with Article V.

Administrators/supervisors who are on sabbatical leave or who
are entitled to full payment of salary while on approved sick
leave, bereavement leave, emergency leave, and/or leave for
serving on jury duty may continue their Prescription Drug Plan
with the Board paying their portion of the cost of the premium
as described in Paragraph B.

Administrators/supervisors on any type of unpaid leave of
absence for one (1) to six (6) days inclusive in any one school
year may continue to participate in the Prescription Drug Plan
with the Board paying their share of the premiums as described
in Paragraph B.

Administrators/supervisors on any type of unpaid leave of
absence for more than six (6) days in any one school year may
continue to participate in the Prescription Drug Plan at their
own expense but subject to provisions of Article XXV. The
amount of monthly premium to be paid by the
administrator/supervisor shall be prorated on a daily basis.

Information describing the details of Prescription Drug Plan
benefits are available to administrators/supervisors in the
school district Business Office.

HEALTH INSURANCE - RETIREMENT

A.

The Board will provide a full paid single premium for "Core
Health Plan" and single premium for the prescription plan or
comparable coverage. Group Health Insurance to any
administrator who retires pursuant to the provisions of the
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Pennsylvania Retirement System. For purposes of this

Provision, an administrator or supervisor is "retired" when his
or her application is approved by the Public School Employees'

Retirement Board and when, in addition, he or she has met any of
the following criteria:

1. Provided twenty-five (25) or more years of service.
2. Provided five (5) or more years of service and has

disability allowance approved by the Public School
Employees' Retirement Board.

3. Attained age sixty-two (62) with five (5) or more years of
service.

4. Qualifies for Retirement Incentive plan included in this
agreement.

Such coverage will be provided until the retiree attains the age
that Medicare Benefits are available or until the retiree
obtains similar coverage from subsequent employment elsewhere.
If the retiree dies before attaining the age that Medicare
Benefits begin, the coverage previously described will continue
to be provided to his or her surviving spouse until:

1. Such time as the deceased retiree would have attained
the age that Medicare Benefits are available (if still
living):;

2. The surviving spouse attains the age when Medicare

Benefits are available;

3. The surviving spouse attains similar coverage from his
or her own employment, whichever shall firs occur; pr

The surviving spouse attains similar coverage through
marriage.

EXAMPLE: Retiree, born in 1935, dies at age fifty-nine (59) and
is survived by a sixty-two (62) year old spouse; although six
(6) years would elapse before the retiree would have attained
sixty-five (65) years of age, benefits will continue for only
three (3) years because surviving spouse will reach the age of

sixty-five (65) before the anniversary of the deceased retiree’s
sixty-fifth (65") year.

VI. GROUP DENTAL INSURANCE
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A, A Group Dental Insurance plan is available to administrators

and supervisors with a maximum yearly coverage of $1,200. The

policy will provide complete family coverage. Administrators

and supervisors having comparable dental insurance coverage may

sign waiver cards and receive 50% of the premium as a cash

payment. All other terms are the same as Article III,

Paragraphs I-T.

VII. GROUP VISION INSURANCE

A, A Group Vision Insurance plan is available to administrators and
supervisors. The policy will provide complete family coverage.
Administrators and supervisors having comparable vision
insurance coverage may sign waiver cards and receive 50% of the
premium as a cash payment. All other terms are the same as
Article 1II, Paragraphs I-T.

VIII. GROUP LIFE INSURANCE

A, A Group Life Insurance plan is available to administrators and
supervisors. The Board will provide a basic plan of $50,000
with the option for each administrator to purchase up to $50,000
extended coverage.

IX. GROUP LONG TERM DISABILITY

A. A Long Term Disability plan will provide 60% per month of salary
integrated with primary Social Security, to a maximum of $5,000
per month, after a designated waiting period, until age 6S5.

X. HOLIDAYS

A, Administrators and supervisors working 260 days will be provided
with thirteen holidays during the term of this agreement.

B. Each 225 day Administrator or Supervisor will be provided with
twelve paid holidays during the term of this agreement.
Independence Day is not included as a paid holiday.

C. Any Administrator on less than a 225 day work year will not be
entitled to any holidays.

D. The holidays included in the Administrators/Supervisors Salary
Agreement are as follows:
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XII.
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Martin Luther King Birthday (effective January 2004)
President's Day

Spring Vacation
Spring Vacation
Memorial Day
Independence Day
Labor Day
Thanksgiving

Day after Thanksgiving
Winter Vacation
Winter Vacation
Winter Vacation
Winter Vacation

VACATION

A.

Two hundred sixty (260) day administrators and supervisors will
be entitled to 20 days of vacation per year up to and including
5 years of administrative service in the Pottstown School
District. Administrative and supervisory personnel with more
than 5 years of administrative service in the Pottstown School
District shall be entitled to 22 days of vacation per year.

New administrators/supervisors will be permitted to earn
vacation days at the rate of 1.5 days per month with an
additional one-half (1/2) day per quarter of service completed.
(Total earned will be 20.) The calculation for two hundred sixty
(260) day administrators starting in the middle of a fiscal year
would be the number of months worked multiplied by 1.67 for the
number of days (rounded to the next highest half day). By way
of example, an employee who started in August would receive 11

months at 1.67 hours for a total of 18.37 days which would be
rounded to 18.5 days.

Administrators and supervisors working 225 days will be entitled
to 10 days of vacation per year. New administrators/supervisors
will be permitted to earn vacation days at the rate of 1 day per
month for 10 months per vyear.

VACATION DAYS

A.

Two hundred sixty (260) day administrative employees will be

permitted to carry over up to 7 days of vacation to be used by
November 1.
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Two hundred twenty-five (225) day administrative employees will
be permitted to carry over up to 4 days of vacation to be used
by November 1.

Carry over days will be used first before new vacation days.

Vacation days not used or carried over will be lost forfeited as
of June 30" of each year.

XIII. SICK LEAVE

A.

The Board of School Directors will provide 12 days of sick leave
per year for all members of the administrative and supervisory
staff on a 260 day contract. Personnel on a 225 day work year
will be entitled to 10 days of sick leave per year.

XIV. ACCUMULATED SICK LEAVE PAYMENT AT RETIREMENT

A.

Payment for unused accumulated sick leave at retirement will be
made to members of the administrative and supervisory staff
terminating their employment with the Pottstown School District
at time of retirement or death as specified in this section.

Retirement for the purposes of this provision shall refer to
those members of the administrative and supervisory staff whose
applications are approved by the Public School Employees
Retirement Board and meet at least one of the following
criteria:

1. Provided twenty-five (25) or more years of service.
2. Provided five (5) or more years of service and has

disability allowance approved by the Public School
Employees' Retirement Board. '

3. Attained age sixty-two (62) with five (5) or more years of
service.

4, Qualifies for Retirement Incentive plan included in this
agreement.

The amount of accumulated sick leave pay for those members of
the administrative and supervisory staff retiring during the
length of the agreement shall be determined by multiplying the
following established per diem rates times the number of days of
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accumulated sick leave:

1. $50 per day for the first 100 days
2. $60 per day for the second 100 days
3. $70 per day for any days over 200

The number of days of accumulated sick leave in this section
shall refer to only those days earned while employed by the
Pottstown School District. Days of sick leave earned while
employed by the Pottstown School District shall always be used
first in the event of absence as a result of illness or accident
before determining the amount to be paid to the member of the

administrative and supervisory staff under the provisions of
this section.

E. In order to be eligible for accumulated sick leave payment at
retirement, the member of the administrative and supervisory
staff planning to retire shall notify the Superintendent of
Schools, in writing, ninety (90) days prior to the effective
date of terminating employment. This requirement of notice of
intention may be waived by the Board of School Directors for
reasons of illness or urgent family circumstances.

Upon death of a full-time member of the administrative and
supervisory staff the Pottstown School District shall make
payment for unused sick leave which shall be calculated in the
same manner as described above for those members of the
administrative and supervisory staff that are retiring. 1In this
case, the payment shall be payable to said employee's

beneficiary as designated on his/her group life insurance plan
or to his/her estate.

F. Accumulated sick leave pay will be paid within sixty (60) days
after the effective date of retirement or sixty (60) days after
approval of the application for retirement allowance, whichever
occurs later. 1If payment is made to a beneficiary, it shall be
made within sixty (60) days of the date of death.

XV. RETIREMENT INCENTIVE

A. The Board of School Directors of the Pottstown School District
establishes the following procedures for a Retirement Benefit
Program for administrators and supervisors.
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B. Administrative/supervisory employees will be eligible to
participate in the Retirement Benefit Program provided that:

1.

The employee must have a minimum of five (5) years of
administrative/supervisory years of service in the
Pottstown School District and have at least twenty (20)
years of service credit with the Pennsylvania School
Employees' Retirement System.

The employee must retire under the Pennsylvania Public
Schocl Employees' Retirement System.

The employee must not be eligible to receive disability
retirement allowance under the provisions of the
Pennsylvania Public School Employees' Retirement System.

The employee must submit a written resignation to the
Superintendent of Schools at least ninety (90) days before
the effective date of retirement.

C. Administrative/supervisory employees having a minimum of five
(5) years of administrative/supervisory service to the Pottstown
School District and retiring under the provisions of the
Pennsylvania Public School Employees' Retirement System shall be
provided the following retirement benefit:

1. Five (5) to ten (10) administrative/supervisory years in
Pottstown - 10% of the final completed years base salary.

2. Eleven (11) to fifteen (15) administrative/supervisory
years in Pottstown - 20% of the final completed year's base
salary.

3. Sixteen (16) years to twenty-five (25) years total service
to Pottstown - 30% of the final completed year's base
salary.

4. Twenty-six (26) years to thirty-five plus (35+) years total
service to Pottstown - 40% of the final completed years
base salary.

D. Retirement Benefit Payments will be made:
1. After verification of credited years of service in the
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retirement system and in the district.

2. After retirement has been confirmed by the Pennsylvania
Public School Employees' Retirement System.

E. Payment Options:
l. Retirements between January 1°® and June 30%"

a. Lump sum payment no earlier than the first payday in
July following retirement.

b. Two equal annual payments with the first installment
paid no earlier than the first payday in July of the

retirement year. The second payment would be made the
following January.

c. Lump sum payment made January following retirement.
2. Retirements between July 1°® and December 31°t
a. Lump sum payment no earlier than the second payday in

January following retirement.

b. Two equal annual payments with the first installment
paid no earlier than the second payday in January of

the retirement year. The second payment would be made
the following July or January.

F. Any employee who retires and uses this benefit, and thereafter
returns to employment under the Pennsylvania School Employees'
Retirement System, shall forfeit any payment not already paid
pursuant to this plan.

G. No interest will be included on the deferred installment plan.

H. The retirement benefit shall be payable only if the employee is
living on the effective date of resignation.

I. Any balance due the employee after the effective date of
resignation will be paid to the employee or in the event of
death to the beneficiary designated by the employee.

J. In the event that the retiree qualifies for the health insurance
benefits stated in the preceding Section, and then subsequently
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becomes qualified for health insurance through other employment
or from a family or household member, then it is the duty of the
retiree to notify the District immediately of such other
coverage and such other coverage shall terminate the benefits
provided by the School District.

Failure to notify the school district of other group medical
coverage will result in forfeiture of all health related fringe
benefits.

The Retirement Benefit Article for Administrators and
Supervisors will become effective on July 1, 1997, and remain in
effect until a new agreement is formally renewed.

XVI. SEVERANCE PAY

A.

Severance Pay is available following the guidelines as outlined.

1. Upon termination of service other than for retirement, an
employee shall receive severance pay for all unused sick
days as follows:

a. $50 per day for the first 100 days.
b. $60 per day for the second 100 days.
c. $70 per day for any days over 200.

2. Employees shall be eligible providing:

a The individual is a full-time employee.

b. The employee has a minimum of fifteen (15) years total
service with the district.

c. Employee has a satisfactory rating for the year of the
termination of service.

d. Only sick days earned with Pottstown can be used for
severance pay.

Payments will be made sixty (60) days after the termination date
provided; however, that $750 will be withheld for six months and
then paid to the employee unless the employee has obtained
employment in another district in the Commonwealth of
Pennsylvania. Should the employee become employed in another
district within the six month period, then the number of
accumulated sick leave days, which such employee shall be
eligible to receive severance pay, shall be reduced by the
actual number of such days recognized by the new district for

EX1 165718v1 08/13/07
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sick leave and severance pay purposes.

XVII. TUITION REIMBURSEMENT

A. The Board will reimburse tuition costs up to a maximum as
indicated:
2008 - $6,000
2009 - $6,500
2010 - $7,000
2011 - $7,500

1. Tuition payments will be made only in cases where the
professional employee has earned grades of A or B, or their
equivalent, for each course submitted for payment.

2, Each professional staff member requesting tuition payment
shall submit to the Superintendent's office a certified
receipt showing actual cost per credit paid for each course
taken at a college or university, plus an official
transcript of such courses. The information must be
furnished to the Superintendent's office prior to payment
for tuition by the school district.

3. If an administrator resigns from the school district (other
than for the purpose of retirement), prior to one year from
payment for tuition, the tuition payment will be returned
to the school district. The one year stipulation for
return of tuition payment is computed from date of actual
payment.

4, Tuition payment will only be for graduate credit courses
unless pre-approved by the Superintendent.

5. This benefit becomes effective upon Board approval of this
agreement.

XVIII. REIMBURSEMENT FOR EXPENSES - PROFESSIONAL MEETINGS

A, Employees may request permission to attend professional meetings
and conferences by submitting the required form to the office of
the Superintendent. If the request is approved, the district
will reimburse the employee the actual cost of expenses, not to
exceed the following maximums:

/
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Meals (including gratuities)

Breakfast $ 8.00
Lunch $12.00
Dinner $30.00
B. In lieu of the above individual allotments, an

Administrator/Supervisor may be granted a flat fifty ($50)
dollars per day for any full day for meals while attending a
professional meeting or conference, not to exceed actual cost.

Luncheon meetings and banquets shall be reimbursed at actual
costs.

C. Transportation costs will be paid as follows during the term of
this agreement:

e T < Tourist or Charter Rate

Bus - Train ...eiieeeeiennnnnaa Standard Rates

XIX. REIMBURSEMENT FOR OUT-OF-DISTRICT TRANSPORTATION

A. Each Administrator/Supervisor shall be reimbursed for
transportation costs at the rate established by the Board.
Payments are to be made only after expenses have been incurred.

Administrators/supervisors requesting reimbursement shall use
the forms designed by the Board.

B. Administrators/supervisors shall not be reimbursed for in-
district transportation costs.

XX. PROFESSIONAL ORGANIZATIONS

A, The Board will provide funds for membership fees to join three
professional organizations.

XXI. PAYROLL DEDUCTIONS

A. The Board will continue provisions for payroll deductions,
credit unions, savings bonds, and tax sheltered annuities.

XXII. JURY DUTY

A. The Board of School Directors believes that everyone has an
obligation to meet certain civic responsibilities. Employees
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called upon to exercise their duties as a citizen by serving on

@ jury will receive the difference between their regular salary
and the salary received from such services. Employees are

expected to report on any school day when their presence is not
required for jury duty.

XXIII. SALARY SUPPLEMENT - DOCTORATE DEGREE

In addition to the salary provided in the Administrators/Supervisors
Salary and Benefit Agreement previously adopted, each Administrator
who earns an Ed.D. or Ph.D. while in the employment of the Pottstown
School District shall receive a salary supplement. Said supplement
shall be computed by adding $5,000 to the administrators or
supervisors base annual salary at the time he or she receives the
doctorate. The new annual salary shall be used to compute the
regular biweekly salary payments from the date the degree was earned.
Provided, however, that if the administrator or supervisor who
receives this supplement resigns, retires, or otherwise terminates
his or her employment within one year of being awarded this
supplement, he or she shall be liable to the District for the amounts
paid under this memorandum of understanding, and said amounts will be

withheld from any payments due the administrator or supervisor by the
district.

A Super Maximum on the salary scale will be created for any
administrator who earns an Ed.D. or Ph.D. The Super Maximum shall

not exceed $5,000 over the maximum on the salary scale for the
position.

XXIV. EMERGENCY DAYS

A. All administrators and supervisors will be entitled to emergency

leave per year during the term of this agreement as defined by
the following reasons:

$ Disaster to administrators/supervisors home or personal
property.
$ Serious accident or illness to a member of the family as

defined in Section 1154 (b) of the Public School Code of
Pennsylvania, as amended.

$ Birth of a son/daughter.

$ Funeral of a close friend.

$ Appearance as a plaintiff, defendant or witness in a legal
case.

$ Son or daughter leaving for overseas military service (one
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day - one additional if point of departure is more than
300 miles from Pottstown).

$ Other legitimate requests for Emergency leave of absence

may be approved by the Superintendent of Schools.

These days will not be deducted from vacation or sick days.
There will be no carryover.

Eligibility for emergency leave is as follows:
Years 1 to 19 - 1 day
Years 20+ - 2 days

Years are total years of service in the Pottstown School
District.

XXV. FAMILY AND MEDICAL LEAVE

A.

Each administrator/supervisor will be allowed to utilize up to
three (3) days of sick leave per school year for care of his/her
immediate family. Additional days may be granted at the sole
discretion of the Superintendent. The days allowed for such
purpose will be deducted from accumulated sick leave, and may be
allowed only if administrator/supervisor has a sufficient number
of accumulated sick leave days, such that the use of days
hereunder will not cause such administrators/supervisors number
of accumulated sick days to be less then ten (10).

1. The following provisions of this Article XXV apply only to
leave taken pursuant to the Family and Medical Leave Act of
1993 (hereinafter Athe ActQ)

2. Eligibility for leave taken pursuant to the Act shall be
determined by the language of the Act itself; this section
of the Agreement supplements and clarifies, but does not
supersede, the mandates of the Act.

3. Consistent with the Act, employees are entitled to twelve
(12) work weeks of unpaid leave for every twelve (12)
consecutive calendar months for the following:

(a) care for a newborn child of an employee;

(b) placement of an adoption or foster child with
employee;

(c) caring for an ill spouse, child, or parent of
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administrator/supervisor who has a serious health
condition;

(d) employee unable to work due to a serious health
condition of his/her own;

In case of leave taken for birth or adoption, leave may
only be taken within the first twelve (12) months following
the date of birth or placement/adoption.

The types of leave described in the preceding paragraph are
not cumulative; an employee receives an aggregate of twelve
(12) weeks per calendar year pursuant to the Act (ex. -
employee does not receive twelve (12) weeks for newborn
child and twelve (12) weeks for a serious health condition
both within the same twelve (12) month period.)

In those areas where spouses both work for the district,
the two of them receive only one twelve (12) week leave
period per year for purposes of childbirth, adoption, or
care of a seriously ill parent/spouse/child; each is
entitled to a separate twelve (12) week leave as such might
relate to his or her own serious health condition.

When leave relates to the birth of a child or the placement

or adoption of a child, it shall be taken all at one time,
and not intermittently.

Intermittent use of leave under the Act is permissible when
related to a serious health condition, subject to the
following:

(a) When the need for intermittent use of the leave is
foreseeable (ex.- scheduled periodic medical
treatments), and would comprise more than twenty (20)
percent of the pupil days in that school term, the
administrator/supervisor shall schedule the leave with
the district in advance for fixed, predetermined
intervals so that the district can arrange for
coverage with minimal disruption.

(b) In addition to the above, if an
administrator/supervisor seeks leave prior to the last
five (5) weeks of the term, the leave is for at least
three (3) weeks duration, and would be scheduled to
bring the administrator/supervisor back to work during
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the last three (3) weeks of the school term, the
district may, at its option, compel the leave to be
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extended to the end of the school term; similarly, the

district may compel the leave to extend to the end of
the term if it starts during the last five (5) weeks
of the term, is at least two (2) weeks in duration,
and would bring the administrator/supervisor back to
work during the last two (2) weeks, or if it is taken

during the last three (3) weeks of the school term and

is at least five (5) days in duration.

Administrators/supervisors shall provide the district with
at least thirty (30) days notice of an intention to take a
leave pursuant to the Act. When the nature of a serious

health condition or pregnancy or placement of a child makes

it impossible to provide such notice, the
administrator/supervisor shall provide notice as
immediately as is practicable.

In the case of any leave that relates to a serious health
condition, the administrator/supervisor shall obtain from
his or her health care provider, and turn over to the
district, a certification in the form attached hereto as
Exhibit A, of the serious health condition which includes:

(a) the date on which such condition commenced;

(b) the probable duration of the condition;

(c) a brief description of the medical facts upon which
the diagnosis of the condition is made;

(d) as applicable, that the administrator/supervisor
cannot perform his or her tasks, or that the
administrator/supervisor is needed to care for his or
her child/spouse/parent;

(e) when the leave is intermittent, the expected dates of
the planned medical treatment and a statement that
intermittent use of the leave is medically necessary:;

(£) when intermittent and related to the care of the
administrators/supervisors child/spouse/parent, an
additional statement that the
administrators/supervisors leave will assist in the
recovery of that person.

The district may, in its sole discretion, and at its
expense, order the administrator/supervisor to obtain a
second opinion from a physician of the districts choosing,
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concerning any affirmation provided by the health care

provider who issued the certificate. 1In the event that the
second opinion differs from that which is stated in the
original certification, the district and
administrator/supervisor shall jointly agree upon a third
health care provider to provide an opinion, at the expense
of the district, and the opinion of that third health care
provider shall be binding upon both parties.

The district may request that the administrator/supervisor
obtain re-certifications from his or her health care
provider, on a reasonable basis.

In the event that an employee does not make a timely return
following the conclusion of leave pursuant to this Act,
then, unless the failure to return is for reasons beyond
the control of the administrator/supervisor, the district
may recover from the administrator/supervisor all premiums
which were paid on the employees behalf for health care

coverage during the entire period of the preceding unpaid
leave.

During the period of leave under the Act, the
administrator/supervisor is not entitled to any accrual of
seniority or employment benefits for the period of leave,
and the administrator/supervisor retains only such rights,

benefits and position of employment as would be held in the
event that leave was not taken.

The district may from time to time and as it best sees fit
contact any administrator/supervisor during a period of
leave under this Act to determine the

administrators/supervisors status and intention to return
to work.

XXVI. CHILDBEARING/CHILDREARING LEAVE OF ABSENCE

A.

Childbearing/Childrearing leaves of absence shall be granted in

accordance with the provisions of this Article.

B. Definitions

1.

EX1 165718v1 08/13/07

Childbearing - That period of time during which an
administrator/supervisor is physically disabled as a result
of pregnancy (including miscarriage, abortion, and related
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disabilities), and cannot perform her usual assigned
duties.

Childrearing - That period of time during which an
administrator/supervisor is no longer physically disabled,
but continues on unpaid leave of absence, caring for the
needs of her child. This particular paragraph shall be
equally applicable to the mother and the father in
accordance with current laws and regulations and includes
children by birth or adoption.

Pregnancy - The state of being in gestation. Pregnancy is
a physiological process. Pregnant women, however, have a
variable degree of disability on an individual basis during
which time they are unable to perform their usual
activities.

c. Childbearing Leave of Absence

1‘
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An administrator/supervisor anticipating giving birth to a
child may apply in writing to the Superintendent of Schools
for childbearing leave of absence as soon as pregnancy is
confirmed by a physician but shall make application not
later than three (3) months after confirmation. This
written notification shall include a statement indicating
the anticipated date when the childbearing leave will
begin.

An administrator/supervisor will begin a childbearing leave
of absence at such time as her physician indicates that
continued employment would be detrimental to the
administrator/supervisor or the students.

When the anticipated date of birth is established, the
administrator/supervisor shall inform the Superintendent of
Schools. Administrators/supervisors requesting a
childbearing leave are urged to comply, to the extent
possible, with the Boards request that the
administrator/supervisor give notice of such actual date
when childbearing leave will begin at least thirty (30)
calendar days before such date.

Disability for childbearing

a. During the period of disability for childbearing, the
administrator/supervisor shall be entitled to the same
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pay and benefits as other temporarily disabled
administrators/supervisors providing the
administrator/supervisor has sufficient sick leave
days to cover the period of disability.

b. The period of disability for childbearing shall be
assumed to be six (6) weeks.

c. Exceptions to this six (6) week period will be granted

on an individual basis by the Superintendent of
Schools depending upon justification and documentation
from a physician. The Board may require a review and
examination by a physician selected by it.

Administrators/supervisors not requesting a childrearing
leave are expected to return to work at the conclusion of
the six week disability period. The Superintendent of
Schools may request a statement from her physician stating
that she is physically able to return to active employment.

D. Childrearing Leave

1.
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An approved childrearing leave of absence shall be in
effect for a maximum of twelve (12) months following the
birth of a child. At the discretion of the Board of School
Directors, the childrearing leave of absence may be
extended up to an additional twelve (12) months. No
additional extensions will be considered by the Board.

The administrator/supervisor shall notify the
Superintendent of Schools in writing of her intention to
return to work at least ninety (90) calendar days prior to
the expiration of her childbearing/childrearing leave of
absence. The Superintendent of Schools may request a
statement from her physician stating that she is physically
able to return to active employment.

The Board maintains a flexible position on when employees
may return to service from childrearing leave and suggests
that employees time the return from unpaid leave to fall on
the start of a semester or school year. The Board also
maintains the right to deny requests that may be
detrimental to the welfare of children attending the
Pottstown public

schools, handicap the educational program, or reduce the
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efficiency of services that may result in increased costs
to the school district.

Status of Administrator/Supervisor on Childrearing Leave of
Absence

Except for the specific period of disability associated with
childbearing, an administrator/supervisor on childrearing leave
of absence shall be considered to be on a leave of absence
without pay. The administrator/supervisor, while on unpaid
leave of absence, shall not be entitled to any benefits (subject
to the provisions of Article XXV), accumulation or use of sick
leave, salary increments, or payments on behalf of the
administrator/supervisor to the Public School Employees
Retirement System.

An administrator/supervisor returning from a
childbearing/childrearing leave of absence will be subject to
the following conditions:

1. An administrator/supervisor will not suffer a loss in
seniority which accrued immediately prior to the
childbearing/childrearing leave of absence.

2. An administrator/supervisor while on
childbearing/childrearing leave of absence will accrue time
for seniority and salary increments only during the period
of disability as described in Paragraphs C.4.a.b.c.

Upon return to employment following a childbearing/childrearing
leave of absence, the Pottstown School District shall offer the
administrator/supervisor the position she held prior to the
childbearing/childrearing leave of absence or a substantially
equivalent position (in pay and skill).

INCLEMENT WEATHER DAYS

The Administration Building and all school buildings will be
open when schools are closed for inclement weather.

As a public school institution, we are dedicated to serving the
educational needs of the community and, therefore, all
administrators/supervisors are asked to make a reasonable effort
to get to work during difficult weather conditions. It is
recognized, however, that administrators/supervisors are
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professional employees and, therefore, shall use their

professional judgment in determining their ability to report to
work on days where adverse weather conditions exist. To the
extent it is determined by the administrator/supervisor that it
is not safe to travel on a particular inclement weather day,
administrators/supervisors are required to notify their
supervisor as to their inability to report to their office and
shall whenever possible complete their duties and assignments at
home during such period of inclement weather.

The superintendent may close the buildings earlier than the
normal quitting time on a day that schools are closed for

inclement weather. This time does not need to be performed
later.

On rare occasions, the superintendent will close the
Administration Building and the school buildings because of a
governmentally imposed weather emergency. This time does not
have to be performed at a future date.

Sick days will not be permitted to be used as a reason for not
reporting to work on inclement weather days unless the

administrator/supervisor produces a doctors note within four
days of the day of illness.

If we have a severe winter which requires the school calendar to
be extended beyond the normal ending date for
administrators/supervisors who work 225 or fewer days, the
superintendent will make adjustments to the '
administrators/supervisors calendar as appropriate. 1In this
case, administrators/supervisors who work 225 or fewer days may
be told not to report on certain inclement weather days since
these days will be added to the end of the year.

EXI1 165718v1 08/13/07
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Pottstown School District 2007-2008

[TOTAL REWARDS PROGRAM FOR ADMINISTRATORS AND SUPERVISORS|

Effective July 1, 2007 through June 30, 2008

Introduction

It is the mission of the Pottstown School District to provide quality resources, innovative programs and responsible leadership to meet the educational and social
service needs of our schools and community.

To that end and in cultivating a respectful and collaborative environment that encourages teamwork, motivation to succeed and institutional pride, the Pottstown
School District Board of Directors establishes and maintains compensation and benefit plans for the Administrators and Supervisors (Act 93) staff that is competitive

with similar positions statewide, in the region that ate of similar size with generally similar accountabilities and responsibilities and with the business community.

Pottstown School District has developed a Total Rewards Program (TRP) for Act 93 Administrators and Supervisors. Total Rewards include salary, benefits and
performance-based tewards. The recognition for performance-based rewards should mirror the high standards and results-oriented expectations of school and district
leaders. The development of the Total Rewards Program is based on the following concepts:
»  Recognition of performance and results
Maintenance of a competitive program within the Commonwealth of Pennsylvania
Encouragement and reward for performance to achieve district/building/department goals
Focus and reward for leadership skills that drive performance
Fiscal responsibility

The Compensation Program at Pottstown School District includes:
Salary ranges

Salary

Salary increases

Benefits

Performance-based rewards

Annual review

T!\c Supetintc.m;lcnt ot the designee.has the responsibility for the Pottstown School District’s goals and for the administration and the review of the Total Rewards Program.
with the Administrators and Supcrvisors. The Board approves the TRP and all recommended petformance-based rewards annually. TRP exists at the discretion of the Board,
and may be terminated and/ot modified in whole or in part at the sole discretion of the Board. The TRP will be in effect throughout this agreement.

To ensure excellence, it is the obligation of the Board to provide appropriate funding based on the potential rewards for excellent petformance by all participants.

This document is intended to provide an explanation and description of the Total Rewards Program presently in effect through the Pottstown School District, and should not
be deemed to be or relied upon as a binding contract between the Pottstown School District and the Act 93 Administrators and Supervisors, ’
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Pottstown School District
[TOTAL REWARDS PROGRAM FOR ADMINISTRATORS AND SUPERVISORS|

s Petformance-based rewards:

Performance-based rewards ate in addition to annual salary increases and are based on achievement of goals. The performance-based plan is based on results in three critical

areas focused on student learning. They arc:
= District goals
®  Building/Department goals
*  Leadership Skills

District Goals (10%) o . '
District Goals ate valued at 10% of the potential performance-based reward. Each year the Supetintendent and the Board sets a district goal that results in meeting

AYP goals, for example. Specific targets of performance are set priot to the beginning of the fiscal year.

Building/Department Goals (60%)
Building/Department Goals are valued at 60% of the potential performance-based reward. Each year the building /department heads set two or three strategic goals

that are linked to the strategic plan. Each year the building /department heads meet with the Supetintendent or the designee to set specific targets of performance prior
to the beginning of the new school year. A quarterly, year-end review and self-assessment of the performance on these goals is conducted between the

building/department heads and the Superintendent or the designee.

Leadership Skills (30%)
Leadership Skills are valued at 30% of the potential performance-based reward. Focus and improvement in Leadership Skills are recognized by the Administrators and

Supervisors as significantly impacting performance results/evidence. There are three competencies as listed in the following chart. Employees who do not meet any
standards are rated as unsatisfactory.

Excellent Proficient Needs

Competencics Examples of Behavior
I t
1. Plans Proactively mprovene?
Effectively defines short- and Consider the standards for project M
. . eets all
long-term objectives and makes execution and resource standards at Mcc;s a(lil Mects some
provisions for their achievement. management and change hich 1 la standards standards
. management. igh levels
2. Implements with Excellence
Prioritizes and executes action Consider the standards for
plans to achieve results. personal effectiveness, problem :;i::ts all at Meets all Meets some
solving, decision making and b d"I d’l standards standards
. . project tracking and monitoring. gh levels
3.Builds Alignment
Engages others and gains their Consider the standards for
shared understanding and stakeholdes management and Mcc:ls a;]jl Meets all Meets some
commitment to the common communication. ;”ta; I v:; at standards standards
gh levels
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Annual Petformance Summary
Pottstown School District Strategic Goal: Student Learning

Position Title

District Goals: Improve academic achievement of all students

Measures/Dates Key Results Achieved/Evidence

Objectives/ Targe_té

Key Results Achieved/Evidence

Building/Department Goals:
Objectives/Targets Measures/Dates

Leadetship Skdlls:

Competencies / Targets " Measures/ Dates Key Results Achieved/Evidence

1. Plans proactively
2. Implements with excellence

3. Builds alignment
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Performance-Based Rewards Rating Guide
ved/evidence for district/building/department goals and leadership skills in one of the

Administrators and Supetvisors receive a performance rating based on key results achie
eted by the Supervisor/ Building/Department Head and approved by the

following performance levels (see Definition of Terms). The performance rating is compl
Superintendent or designee, who secks the final approval of the Board.

de the rating for each petformance level, an example of how the system works and the scale that is used to determine the final rating for the employee.

The charts below provi
Rating; Example; Rating Scale:
Performance Level Rating Strategic Priority Rating | Weight Weighted Performance Rating | Scale based
A : ' Value Level , on TOTAL

Excellent 3 District Goal 3 10% 3 Excellent 3 2.4-3.0
Proficient 2 Building/Department Goals 2 60% 1.2 Proficient 2 1.6-2.3
Nccd:f Improvement 1 Leadership Skills 3 30% 9 Needs 1 B8-15
Unsatisfactory 0 Plans Proactively 3 10% 3 Imptovement

Implements with Excellence 3 10% 3 Unsatisfactory | 0 <.8

Builds Alignment 3 10% 3

TOTAL 100% 24
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Performance-based rewards model

Our Total Rewards Program for 2007/2008 is as follows:

Mid-Year TRP | Bascline Salary Increase | Benefits Plan TRP Petformance set by Board for Total Impact on
Level of Pesformance | Petformance set by Board as described District/Building/Department Goals | Salary

set by Board in agreement /Leadership Skills

Effective-1/1/08 Effective 7/1/08 Effective 7/1/08 Effec;i;rfllolsllos-

Excellent 3% 1.5% All Benefits 4% 8.5%
Proficient 2% 1.5% All Benefits 3% 6.5%
Needs Improvement 0% 1.5% All Bencfits 0% 1.5%
Unsatisfactory 0% 0% All Benefits 0% 0%
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Definition of Terms

Performance Levels-
s Excellent - performance consistently exceeds expectations of the goals and leadership skills. Demonstrated behavior significantly enhanced results with evidence. Employee is recognized

as a top performer and may act as a coach to others.

= Proficient — performance consistently meets expectations of the goals and leadesship skills. Level of demonstrated competency contributes to the efficient and effective attainment of

results with evidence.

*  Needs Improvement - performance frequently meets some expectations of goals and leadership skills. Employee requires coaching/influencing in improvement areas.

*  Unsatisfactory — pesformance docs not meet expectations on goals and leadership skills.

1. Plans Proactively

Project execution and resource management -Structures work, cstablishes priorities, anticipates resource needs and allocates resources when planning own wortk or others whom one
supports.

*  Change management-Works effectively during times of organizational stress, ambiguity and change by adapting own approach to new opportunities or requirements, and maintains own
morale and the monale of team members.

2. Implements with Excellence
®  Pemonal effectiveness-Takes initiative and responds appropriately and professionally to demands and challenges and works effectively with various levels of staff.
*  Problem Solving- Identifies and applies solutions to problems or opportunitizs, develops innovative or creative solutions that defy traditional or previously tried solutions.

*  Decision making ~Makes decisions in a rapidly changing environment, using sound logic and information, considering short- and long-term outcomes, when options are limited, data
incomplete or risks are involved.

*  Project tracking and monitoring-Monitors and evaluates progress toward goals, identifies and anticipates problems, risks and obstacles and implements corrective action.
3. Builds Alignment

*  Stakeholder management-Develops and implements activities, plans, and strategics that engage, inform, persuade and gain the support of all participants in a process.



Dear Act 93 Staff:

Hope that everyone is enjoying the summer season. It has gone by unbelievable fastl

The purpose of this note is to update each of you on our progress with our new Total Rewards
Program (TRP) and the district goal-setting process. On August 1, the Executive Team met with
Capraro Associates LLC to discuss the schedule of events for goal-setting in our School District.

Our schedule of events is as follows:

Date Event

August 3 General Announcement to Act 93 Staff in email

August 14 . Cabinet meeting to discuss district-wide goals which will align with the TRP
and goal-setting process

August 15 Meeting with Act 93 Staff to update all on TRP and the goal-setting process
for 2007/2008

August 20-31 Act 93 Staff will set appointment with their Supervisor to discuss potential
goals for 2007/2008 and leadership skills

September 14 Act 93 Staff will finalize their goals for 2007/2008

December 16- 31

Supervisors meet with Act 93 Staff to evaluate performance for one-time mid
year increase based on achievement on mid year milestones for the 2007/2008
goals and leadership skills

March 15-31 Supervisors receive quarterly updates via e-mail from Act 93 Staff to conduct
quarterly review of 2007/2008 goals and leadership skills
Junel-15 Act 93 Staff will set appointment with their Supervisor to evaluate

performance on the 2007/2008 goals and leadership skills

June - To be Set

Board determines the annual salary action based on the TRP and performance
on goals and leadership skills

June - To be Set

Board communicates the annual salary plan for the Act 93 Staff

The Executive Team looks forward to meeting with you on August 15. On August 15, we
will fully explain the above events. Should you have any other questions, please contact
me at your convenience.

Jeff

1 [~ ——— ———
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Guide to Setting Goals
Goals
Goal setting is an important element in the Total Rewards Program. -
A goal is a commitment by the individual to a specific achievement.
A goal should be stated so that its outcome is quantifiable and measurable.

Goals should be cleady stated, realistic, and consistent with overall school
district plans.

A goal differs importantly from a forecast, which is a prediction without
commitment-usually an intelligent analysis of external forces beyond the
control of the individual making it.

Goals normally are not changed during a planning period unless a major
planning assumption proves to be erroneous early in that period or an
extraordinary event.
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Guide to Setting Goals

Action Program

An action program is a formal sequence of objectives/targets or milestones
outlined in writing, which will be taken to achieve a specific goal.

Significant to a good action program ate performance measures with dates to
show our progtess.

The best results are supported by EVIDENCE as to achievement.

Action programs describe an activity and are a means to an end rather than an
end in itself. Thus, a series of training sessions for supervisors might be the
action program aimed at a goal of increasing the knowledge of school security.

Action programs should be developed before the plan petiod begins so as to
provide a test of the feasibility of the goals and ensure that action programs can
be instituted as eatly as possible.
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Guide to Setting Goals

Guides to Goal Setting

The following guide should be considered during the goals setting process.

Select goals that will have the greatest impact on short-term or long-term
school district events.

Establish relatively few goals so that effort will not be dissipated over an
untealistically broad range of activities.

Consider present work load and how much time will be requited to achieve
goals.

Allocate sufficient time for achieving goals during the plan year.
Guard against setting time deadlines that are so short that all goals appear

achievable early in the planning period. This tesult may seem desirable but
often indicates that goals are not sufficiently demanding,

Specify goals in such a way that they are clear, concise and capable of
subsequent measurement.

Reassess goals after selection to be sure they are demanding but not
unrealistic.

Consider them carefully in terms of the action programs and milestones
proposed.

Make sure that goals are presented in enough detail to ensure full
understanding of the implications of their achievement.

Goal setting is not an exact science.

It is a means, however, toward highly desirable results for Pottstown
School District.



