
154

2010-2016
AGREEMENT
Between the

School Committee
of the City of Boston

and the
Boston Teachers Union,

Local 66,
AFT,

AFL-CIO

Substitute Teachers and Nurses

Effective from September 1, 2010
through August 31, 2016

Article I
Purpose and Scope of Agreement

A. Recognition and Duration

This Agreement is made and entered into on the 16th day of October, 2012, by and between 
the School Committee of the City of Boston (hereinafter referred to as the “Committee”) and the 
Boston Teachers Union, Local 66, American Federation of Teachers, AFL-CIO (hereinafter referred 
to as theUnion”). The Committee recognizes the Union as the exclusive bargaining representative for 
substitute teachers and nurses who meet the qualifications for membership in the bargaining unit set 
forth in Section I(B) of this Agreement.

This Agreement and each of its provisions shall become effective upon signature by both par-
ties following ratification, and shall be in full force and effect from September 1, 2010 through August 
31, 2016. Negotiations for a subsequent agreement will commence on or after January 2, 2016 upon 
the request of either party.

This agreement and each of its provisions shall be in full force and effect from the period of 
September 1, 2010 to August 31, 2016 and continuing thereafter until such time as the parties have a 
successor to the 2010-2016 agreement. 

B. Qualifying as a Member of the Bargaining Unit

1. Annual Qualification

For the purpose of becoming a bargaining unit member, substitute teachers/nurses must com-
plete sixty (60) workdays in the same school year. All substitutes who work sixty (60) workdays or 
more in a given school year shall be considered bargaining unit members on the first day of their 
re-employment in each subsequent school year. However, if after reaching bargaining unit status in a 
particular school year, a substitute teacher/nurse is not re-employed in the next school year following, 
but returns in a subsequent year, he/she must work sixty (60) days in that year to be reinstated as a 
member of the bargaining unit.



155

2. Removal and Reinstatement

A substitute teacher/nurse who has obtained bargaining unit membership and works fewer 
than sixty (60) workdays in the following school year shall be removed from membership in the bar-
gaining unit on the first day of the next school year. Such person shall be reinstated as a bargaining 
unit member upon the completion of the sixtieth (60) workday as a substitute in the next school year 
following removal.

C. Purpose

The purpose of this Agreement is to promote the parties’ joint goal of achieving the best possi-
ble education of the children in the Boston Public Schools by structuring an effective and professional 
working relationship between the parties. That relationship should help the school system achieve 
maximum benefit from the combined expertise and coordinated efforts of the parties. It should also 
ensure fair and equitable compensation and fair and professional treatment for those employees rep-
resented by the Union.

D. Scope

The parties intend that matters which were raised during the life of this Agreement but with-
drawn will not be negotiated as a supplement to this Agreement, but rather may be addressed in the 
negotiation of the successor Agreement. The Committee shall not be deemed to have agreed to any 
past practice not specifically protected by this Agreement.

E. Management Rights

Except as otherwise provided in this Agreement, the Committee and the Superintendent retain 
all powers, rights, duties, and authority which they had prior to entering into the Agreement. Such 
rights of the Committee include but are not limited to the following rights:

– to establish educational policy;
– to establish the standards and qualifications for hire and promotion;
– to determine the size of the work force consistent with the terms of this Agreement;
– to establish job duties for new or substantially changed positions (except that changing the 

duties of existing positions shall be subject to collective bargaining to the extent required by law);
– to determine which textbooks shall be used in the schools;
– to prescribe curriculum and rules governing student discipline; and
– to establish educational programs and to determine the number, age, and qualifications of 

pupils to be served by any such programs.

F. Savings Clause

If any provisions of this Agreement are or shall at any time be contrary to law, the remainder 
of this Agreement shall continue in force. The provisions of any federal order shall preempt and super-
sede any conflicting provision of this Agreement.

G.	 Deinitions

1. Per Diem Substitute

A “per diem” substitute is any person subject day-to-day assignments or reassignments to fill 
positions on an interim basis.
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2. Long Term Substitute

A “long term” substitute teacher/nurse is any person with proper qualifications who is as-
signed to fill a position of teacher which is a temporary vacancy and serves continuously in the same 
assignment in the same school. A temporary vacancy is one which is anticipated to be vacant for more 
than twenty (20) consecutive workdays but less than a full school year, or one in which an assigned 
substitute actually serves continuously for more than twenty (20) consecutive days.

3. Cluster Substitute

A “cluster” substitute teacher is any person with proper qualifications (including, but not lim-
ited to a satisfactory performance evaluation as a long term substitute teacher in a prior year) who is 
assigned to a cluster office for a full year to rotate in the various cluster schools, as needed, on a daily 
basis.
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Article II
Working Conditions

A. Work Schedule and Duties

Substitute teachers will generally be required to perform the work schedules and duties, in and 
out of the classroom, of the regular teacher who is being covered by the substitute; provided, however, 
the teacher assignment procedures, teacher program guidelines, and teaching load provisions of the 
teachers’ contract shall not be considered as established policy or binding contractual commitment. No 
long term substitute teacher may be assigned teaching periods or administrative duties in excess of the 
maximum allowed for other teachers in the building.

Long term and cluster substitutes shall participate in professional days along with regular 
teachers/nurses and shall be compensated therefore.

All substitutes will receive a duty free lunch, consistent with the school schedule.

Effective 9/1/07, retired teachers who return to substituting shall not be required to take or 
pass any test.

B. Method of Assignment

1. General

The School Department shall, when assigning substitute teachers, attempt to take into consid-
eration the expressed geographic and grade level preference of the substitute teacher, their qualifica-
tions, their teaching experience, areas of state certifications(s), and educational background, while 
staffing in accordance with the needs of the system, the particular district(s) and school(s).

The School Department in deploying substitutes to long-term assignments, will first seek to 
place persons holding certification in the particular area, provided that all other needs of the system 
and the particular school or classroom will be met.

Retired teachers who return to substituting shall not be required to take or pass any test.

2. Cluster Substitutes

The Central Office will attempt to assign all cluster substitute teachers to their respective clus-
ter offices by November 1 in each school year. However, cluster substitute teachers may be assigned to 
any cluster throughout the school year depending upon the needs of the various clusters.

Cluster substitutes will be assigned to a Cluster Office by the School Department. Daily as-
signments to specific schools within the cluster will be made by the appropriate Cluster Leader or 
designee. Cluster substitutes must be assigned first to schools within their cluster. However, when 
necessary, cluster substitutes may be assigned to other schools. Cluster substitutes, when not assigned 
to a school, shall report to the cluster office on a daily basis.

Persons serving as cluster substitute teachers shall not be eligible to receive a teacher contract, 
nor shall they have claims to tenure status if they hold the position of cluster substitute for more than 
3 years. However, such persons may be eligible for a teacher contract in vacancies filled by them 
that later materialize into non-tenured teacher positions, provided, however, that all other conditions 
(including, but not limited to, Federal Court Orders and the current teachers’ collective bargaining 
agreement) have been satisfied.

Effective September 1, 2000, the Office of Human Resources shall assign a minimum of 12 
cluster substitutes to each of the ten Clusters.
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3. Long Term Substitutes

A Long Term Substitute shall be granted a provisional contract on or before December 1, if 
the assignment in which he or she is serving becomes vacant for the remainder of the school year, pro-
vided that such provisional contract does not negate the rights of a teacher on the recall list. Provisional 
contracts granted under this Section shall be prospective.

C. Performance Evaluation

All substitute teachers will be subject to evaluation after fifteen (15) consecutive work days 
in the same assignment in the same school, and may be subsequently re-evaluated periodically by the 
building administrator or their designee outside of the bargaining unit. Cluster substitute teachers shall 
be evaluated by the responsible administrator of the school when serving at the school for more than 
fifteen (15) days. A cluster substitute teacher shall be given two (2) overall performance evaluations 
for the academic year by the appropriate Cluster Leader or their designee outside of the bargaining 
unit.

An overall mark of unsatisfactory shall be expunged following a subsequent year in which a 
substitute receives an overall mark ofMeets Expectations” orExceeds Expectations.”

No evaluation mark may be grieved except an overallunsatisfactory.” Anoverall” mark for a 
long-term substitute teacher is the overall mark received from the building administrator during the 
final performance evaluation while serving in the same assignment for more than fifteen (15) consecu-
tive days.

Substitute teachers who are subject to disciplinary action, including dismissal, will be afforded 
progressive disciplinary measures pursuant to the policies and procedures of the Committee set forth 
in the Deputy Superintendent circular.

D. Professional Development

(1) Commencing August 1, 1999, new substitute teachers may be required to attend up to three 
days of training to prepare them for teaching in the Boston Public Schools.

(2) The Center for Leadership Development will establish a program to assist substitute teach-
ers with certification.

(3) Commencing September 1, 1999, long term and cluster substitutes will be required to 
attend the eighteen hours of professional development required of teachers. This professional develop-
ment is scheduled beyond the school day and long term and cluster substitutes will be paid for this 
time.

E. Application for Teaching Positions

Those substitute teachers who are certified, recommended as a result of central interview, have 
a letter of recommendation from a Boston Public Schools administrator and who apply for teaching 
positions will be guaranteed up to four interviews.
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Article III
Compensation	and	Beneits

A. Salary Schedule

1. General

Salary Schedule - Substitute Teachers

Effective  11/1/11 11/1/12 11/1/13 11/1/14 11/1/15  

  1% 2% 3% 3% 3% 
Per Diem  126.97 129.51 133.40 137.40 141.52 
Long Term - After 10 days  141.25 144.08 148.40 152.85 157.44 
Long Term - After 25 days  255.58 260.69 268.51 276.57 284.87 
Cluster  154.58 157.67 162.40 167.27 172.29

Effective September 1, 2004, the Long Term* (after 30 days) rate shall take effect after twenty-
five (25) consecutive workdays in the same assignment. Effective 9/1/07, all substitute teachers who 
hold an active, Massachusetts teaching license shall receive a differential equal to three percent (3%) 
of the per diem rate.

2. Pay for Long Term Assignments

A long-term substitute assignment must be approved by the Director of Personnel or their 
designee. A long-term substitute shall be paid prospectively at the daily rate for long-term substitute 
assignment beginning with the eleventh (11th) consecutive workday, or beginning such earlier date 
upon approval of the Director of Personnel and or their designee.

In the event that the assigned substitute serves continuously in a temporary vacancy for more 
than ten (10) consecutive workdays in a situation when the vacancy was not anticipated or expected to 
last so long, such substitute will be paid as of the eleventh (11th) day at the long-term substitute daily 
rate, from the date of approval by the Director of Personnel or their designee.

B. Sick Leave

Long Term and Cluster Substitutes shall receive prospectively one (1) day of sick leave for 
every twenty (20) days worked. Sick leave will be cumulative from year to year, provided that the 
substitute teacher remains a bargaining unit member. Accumulated sick leave cannot be used while 
serving as a per diem substitute.

All substitutes shall be eligible for professional development activities under guidelines estab-
lished by the Professional Development Committee.

Substitutes shall carry over earned sick leave upon becoming teachers or paraprofessionals.

C. Health Insurance

The Committee’s contribution to all group hospitalization insurance premiums shall be as fol-
lows:

75% of the total monthly premiums for the policy selected by the employer, including master 
medical or the equivalent benefits.

90% of the total monthly premiums for all approved and authorized health maintenance orga-
nizations.
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The employer contribution to the life insurance portion of the group insurance plan ($5,000 
policy) shall be 50% with a provision for level and long-term substitute teachers to purchase more life 
insurance at a low rate.

Substitute teachers’ eligibility for health insurance is determined by statutory requirements, 
as may be amended. In 1999 the statutory requirements are as follows: An employee must work a 
minimum of twenty (20) hours per week on a regular basis, and cannot be a seasonal or emergency 
employee to be eligible for health insurance.

The parties agree to comply with the Memorandum of Agreement between the City of Boston 
and the Public Employee Committee attached hereto as Appendix “C”.

D. Health and Welfare Fund

Cluster Substitutes shall be included in the Paraprofessional Health and Welfare Fund Benefit.

  8/31/10 11/1/11 9/1/12 11/1/12 2012 -2013 11/1/13 2013-2014 11/1/14 2014-2015 11/1/15 2015-2016

  Prior Cntrct Full Rate New Full rate Blended rate Full rate Blended Rate Full rate Blended Rate Full rate Blended Rate

  1%  2%  3%  3%  3% 

Paras  887 898  914 910 941 936 969 963 1,008 1,000
Cluster Substitutes 887 898  914 910 941 936 969 963 1,008 1,000

E. Per Diem Substitute Bonus

Those individuals who served as per diem substitutes for 120 days or more during the school 
year will receive a bonus of $1,000 in June of that year.  Those individuals who served as per diem 
substitutes for 150 days or more during the school year will receive a bonus of $1,500 in June of that 
year.  Effective 9/1/07, the following sentences are deleted: However, in no event shall the cost of this 
item exceed $100,000 annually.  If the cost will exceed $100,000, the amount of the bonus will be 
reduced so as not to exceed $100,000 in any year

F. Cluster Substitute Bereavement Leave

Cluster Substitute teachers shall be granted bereavement leave as follows:

(1) Death in the immediate family, including mother-in-law, father-in-law, and anyone residing 
in the same household with the substitute teacher:  5 days, no loss.

(2) Death of niece, nephew, uncle, aunt, or in-law other than above:  1 day, no loss.

(3) Death of grandchild or grandparent:  3 days, no loss.
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Article IV
Collective Bargaining

A. Payroll Deduction of Union Dues or Agency Service Fee

Substitute teachers who are members of the bargaining unit shall be subject to payroll deduc-
tion for Union dues or payroll deduction of agency service fees as set forth in Sections IX(c)(2) and 
IX(C)(3) of the 1994-1997 teachers’ agreement.

B.	 Non-discrimination	and	Afirmative	Action

As sole collective bargaining agent, the Union will continue its policy of accepting into volun-
tary membership and will continue to represent equally all eligible persons in the unit without regard 
to race, color, creed, national origin, sex, marital status, sexual preference, age, or handicap.

The Committee agrees to continue its policy of not discriminating against any person on the 
basis of race, creed, color, national origin, sex, marital status, sexual preferences, age, handicap, or 
participation in or association with the activities of any employee organization.

This section shall not interpreted as a barrier to affirmative action.

Any affirmative action plan adopted by the Committee shall be negotiable as contemplated by 
law. Furthermore, the Union and the Committee shall cooperate in developing and implementing ef-
fective affirmative action in the areas of promotion, teacher assignments, coaching positions, and paid 
and unpaid extra-curricular activities.
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Article X
Dispute Resolution

A. General

It is the declared objective of the parties to encourage the prompt resolution of disputes arising 
under this Agreement. The parties recognize the importance of prompt and equitable disposition of any 
complaint at the lowest organizational level possible.

Whatever means are used to resolve a dispute arising under this Agreement, a resolution should 
be sought that provides fair redress of grievances while giving due consideration to the best interests 
of schoolchildren.

Any person(s) or the Union shall have the right to present a dispute and have it promptly 
considered on its merits. Staff subject to this Agreement shall not suffer a loss of pay for time spent 
in conferring and meeting on a grievance; provided, however, that conferences and meetings will not 
normally take place during periods when the individuals involved have classroom duties, except as 
otherwise provided herein.

A grievance of a continuing nature alleging that it uniformly affects a class of bargaining unit 
employees need only be filed once and shall be considered to include all subsequent violations. Any 
discipline in relation to collective bargaining unit members shall be for just cause.

B.	 Deinitions

Agrievance” shall mean a complaint

(1) that there has been as to a member of the bargaining unit a violation, misinterpretation, or 
inequitable application of any of the provisions of this agreement or

(2) that a member of the bargaining unit has been treated unfairly or inequitably by reason of 
any act or condition which is contrary to established policy or practice governing or affecting employ-
ees, except that the termgrievance” shall not apply to any matter as to which the Committee is without 
authority to act. As used in this Article, the termperson” orteacher” shall mean also a group of teachers 
having the same grievance.

C. Availability of Mediators

The Steering Committee shall choose up to fifteen (15) employees of the Boston Public School 
system to be trained as mediators for the system. All persons chosen shall be acceptable to both the 
Union and the Committee. Employees chosen for this position should have demonstrated excellent 
interpersonal skills, creativity, and an orientation toward collaborative problem-solving in carrying out 
their duties in the system. The candidates chosen should as a group be highly representative of the ra-
cial and ethnic diversity of the school system. They should receive formal training in problem-solving 
mediation. Appointments as a mediator should be voluntary.

Appointments should be reviewed annually and terminable at the discretion of the Superinten-
dent with or without cause.

These mediators shall be available in addition to their regular duties to confer with employees 
of the system involved in contract-related disputes on a confidential basis seeking to assist the parties 
in resolving such difficulties. They may talk in person or by phone. Mediators shall be called on to 
mediate a building-level discussion of a grievance in Step 1 of the dispute resolution process outlined 
in the following section. However, no mediator shall mediate a building-level discussion of a grievance 
that they have previously discussed with an employee, unless all parties to the mediation so request 
in writing.
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The School Department will circulate at least annually to all employees a list of mediators and 
their phone numbers. School Department policy shall be to encourage employees to seek help from a 
mediator to resolve work-related difficulties informally.

D. Dispute Resolution Process for Grievances

Grievances of employees within the bargaining unit shall be presented and adjusted in the 
following manner:

1. General Procedures

(a) Step 1: School Level

An employee or his or her Union representative may either orally or in writing present a griev-
ance to the Principal, Headmaster, or Director within a  reasonable time, normally thirty (30) school 
days after knowledge by the employee of the facts giving rise to the act or condition which is the basis 
of her or his grievance.

The Principal, Headmaster, or Director of the school shall confer with the employee at the 
time of the complaint or within five (5) school days with a view to arrive at a mutually satisfactory 
resolution of the grievance. At that conference, the employee may present the grievance personally or 
he or she may be represented by a Union representative; but where the employee is represented, he/
she must be present. Whenever a grievance is presented by the employee personally, the Principal, 
Headmaster, or Director shall give the Union representative the opportunity to be present and state the 
views of the Union.

The Principal/Headmaster or Director shall communicate his/her decision orally or in writing to the 
aggrieved employee and to any Union representative who participated in this Step within five (5) school days 
after receiving the complaint or within five (5) school days after the conference, whichever is earlier.

If the grievance is unresolved, a mediator shall be assigned within three (3) school days to 
assist the parties in attempting to resolve the complaint. If the dispute is not resolved within three (3) 
school days following the assignment of a mediator, the grievance may be appealed to the next step.

The parties shall observe the grievance procedure pertaining to Steps 1, 2, and 3 without re-
gard to the mediation process specified herein until the utilization of mediators contemplated by this 
Agreement is made operational by the School Department and written notice of that implementation 
is provided to the Union.

(b) Step 2: Cluster Leader or Manager for Employee Relations

If the grievance is not resolved at Step 1, the aggrieved employee or the Union may appeal by 
forwarding the grievance in writing to the appropriate Cluster Leader within five (5) school days after 
he or she has received the Step 1 decision. The appeal shall include:

(1) The name and position of the complainant.
(2) A statement of the grievance and the facts involved.
(3) The corrective action requested.
(4) Name of Union Representative at Step 1; if any.
(5) Signature of each grievant or Union representative.

The Cluster Leader will conduct a grievance hearing with the aggrieved employee, and his 
or her Union representative shall be given at least two (2) school days’ notice of the hearing. The ag-
grieved employee shall be given the opportunity to be present at the hearing. The Headmaster/Princi-
pal or applicable administrator may also be present at this hearing to state his or her views. A mediator 
may be present if requested by either party.
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The Cluster Leader shall issue a written decision on the grievance as soon as possible, but not 
later than ten (10) school days after the receipt of the appeal or five (5) school days after the hearing, 
whichever is earlier. A copy will be sent to the aggrieved employee and the Union. The following 
grievances shall be presented to the Manager for Employee Relations at Step 2 who shall act in ac-
cordance with the procedures and time requirements set forth above:

(1) A grievance alleging that the person was placed on the wrong step of the salary schedule.
(2) A grievance alleging the person’s wages were improperly paid.
(3) A grievance alleging the person was improperly denied an increment.
(4) A grievance alleging the person’s absence deduction was improperly calculated.
(5) A grievance alleging the person way improperly denied a sabbatical leave.
(6) A grievance alleging the person was improperly denied a leave of absence without pay.
(7) A grievance filed on behalf of a person who is not assigned to a level.
(8) A grievance that, by mutual agreement of the Cluster Leader and Union, should be heard 

directly at Central Administration.

(c) Step 3: Superintendent

A decision at Step 2 may be appealed in writing by the employee or the Union to the Superin-
tendent of Schools within ten (10) school days after the decision by the appropriate administrator at 
Step 2 has been received.

The Superintendent or his or her designated representatives shall meet with the aggrieved em-
ployee and the Union representative with a view to arriving at a mutually satisfactory resolution of the 
complaint. The aggrieved employee and the Union representative will receive at least two (2) school 
days’ notice of the meeting and shall be given an opportunity to be heard. The Headmaster/Principal or 
Director and the Assistant Superintendent or Director of Personnel may also be present at the meeting 
and state their views.

The Superintendent or her or his designated representatives shall communicate her or his writ-
ten decision together with supporting reasons to the aggrieved employee and to the Union as soon as 
possible, but not later than ten (10) school days after receipt of the appeal or five (5) school days after 
the conference, whichever is earlier.

2. Initiation of Grievances at Step 2 or Step 3

(a) Grievances arising from the action of officials other than the Principal, Headmaster, or Di-
rector may be initiated with and processed in accordance with the provisions of Step 2 of this dispute 
resolution process.

Where the action is initiated by the Superintendent of Schools, the grievance may be initiated 
at Step 3.

(b) Conferences held under this procedure at Step 2 or Step 3 shall be conducted at a time and 
place that will afford a fair and reasonable opportunity for all persons entitled to be present to attend. 
When such conferences are held during day school hours, all persons who participate shall be excused 
with pay.

3. Time Limits and Application

(a) The time limits specified in any step of this procedure may be extended in any specific 
instance, by mutual agreement.

(b) A grievance filed at an inappropriate step of the grievance procedure will be considered as 
properly filed, but the time limits for answering the complaint shall not begin until the grievance is 
referred to the appropriate step.
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(c) In the event that the immediacy of the grievance requires an employee to meet with his/
her Principal or Headmaster suddenly (on a non-scheduled occasion) he/she shall be allowed to have 
his/her Union representative present at the meeting, provided he/she first makes this request of the 
Principal or Headmaster.

(d) A failure by a teacher or the Union to process the grievance from one step to the next step, 
within the time limits provided for will result in an automatic appeal of the grievance to the next step. 
A failure of a Committee representative to answer a grievance at any step of the grievance procedure 
within the time limits provided shall be considered a denial of the grievance at that step.

E. Arbitration

1. Arbitration Defined

A grievance which was not resolved at Step 3 under the grievance procedure may be submitted 
by the Union to arbitration, except that the following matters shall not be arbitrable:

– performance evaluations–procedures and marks;
– methods of assignment;
– non-renewals, non-assignment disciplinary actions and dismissals;
– claims of unfair or inequitable treatment allegedly contrary to policy or past practice;
– grievances filed by or on behalf of per diem substitutes.

The arbitration may be initiated by filing with the Committee and the American Arbitration As-
sociation a request for arbitration. The notice shall be filed within thirty (30) school days after denial of 
the grievance at Step 3 under the grievance procedure, provided, however, if the Union did not receive 
a written reply from the Superintendent at Step 3, then said time limit shall be extended to sixty (60) 
school days after submission of the grievance to the Superintendent at Step 3. The voluntary labor 
arbitration rules of the American Arbitration Association shall apply to the proceeding.

The Union will make a reasonable effort to use no more that two (2) witnesses during the same 
school hours in arbitration cases.

2. Power of the Arbitrator

No dispute or controversy shall be a subject for arbitration unless it involves the meaning, 
interpretation, or application of an express provision of this contract. Notwithstanding anything to 
the contrary, the arbitrator shall have no power to determine the meaning and scope of the matters 
expressly excluded from arbitration in Section V(E)(1) above. Furthermore, the arbitrator shall have 
no power to alter, add to, subtract from, or modify any provision of this Agreement. The parties are 
agreed that no restrictions are intended on the powers of the Committee except those set forth in the 
language of this Agreement.

3. Decision of the Arbitrator

The arbitrator shall issue his/her written decision not later than thirty (30) days from the date 
of the close of the hearings or, if oral hearings have been waived, then from the date of transmitting the 
final statements and proofs to the arbitrator. The decision of the arbitrator will be accepted as final by 
the parties to the dispute and both will abide by it.

4. Arbitration Award Application

The Committee agrees that it will apply to all substantially similar situations the decision of 
an arbitrator sustaining a grievance, and the Union agrees that it will not bring or continue and that it 
will not represent any employee in any grievance that is substantially similar to a grievance denied by 
the decision of the arbitrator. The arbitrator’s fee will be shared equally by the parties to the dispute.
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5. Alternate Arbitration Procedure

Notwithstanding any contrary provision of this Article, unresolved grievances at Step 3 may be 
submitted by the Union to a closed panel of arbitrators and not the American Arbitration Association, 
under an alternate arbitration procedure mutually agreed between the parties.

6. Staffing Clause

Notwithstanding any contrary provision of this Agreement, no provision of this Agreement 
shall be deemed to require the School Committee to hire any particular number or kind of teachers or 
other personnel or to maintain any level of staffing, nor shall any arbitrator have the power to order 
the hiring of any kind or number teachers or other personnel as a consequence of any violation of this 
Agreement. This provision shall not be deemed to restrict any arbitrator from ordering the reinstate-
ment of any employee in any case dealing with the question of just cause for dismissal.

7. Implementation

The Committee will use its best efforts to implement a settlement agreement or an arbitrator’s award 
within 30 days after approval of such settlement or receipt of such award and determination not to contest it. 
Such efforts shall include, but not be limited to, establishment of a payment system under which specified 
employees of the School Department are to be held accountable for compliance with this section.

F. Resolution of Differences by Peaceful Means

The Union and Committee agree that differences between the parties shall be settled by peace-
ful means as provided within this Agreement. The Union, in consideration of the value of this Agree-
ment and its terms and conditions and the Legislation which engendered it, will not engage in, insti-
gate, or condone any strike, work stoppage, or any concerted refusal to perform normal work duties on 
the part of any employee covered by this Agreement.
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1st MOA

OFF-THE-RECORD PACKAGE

MEMORANDUM OF AGREEMENT

BETWEEN

THE SCHOOL COMMITTEE OF THE CITY OF BOSTON

AND

THE BOSTON TEACHERS UNION, LOCAL 66, AFT-MASS, AFL-CIO

SUBSTITUTE TEACHERS 2010-2013

In witnesses whereof, the parties hereto have caused their names to be subscribed as the duly authorized 
officers and representatives in this 24th day of September, 2012.

 Boston Public Schools Boston Teachers Union
  Local 66, AFT-Mass., AFL-CIO

2nd MOA

OFF-THE-RECORD PACKAGE

MEMORANDUM OF AGREEMENT

BETWEEN

THE SCHOOL COMMITTEE OF THE CITY OF BOSTON

AND

THE BOSTON TEACHERS UNION, LOCAL 66, AFT-MASS, AFL-CIO

SUBSTITUTE TEACHERS 2013-2016

In witnesses whereof, the parties hereto have caused their names to be subscribed as the duly authorized 
officers and representatives in this 12th day of September, 2012.

 Boston Public Schools Boston Teachers Union
  Local 66, AFT-Mass., AFL-CIO


