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UPPER MERION AREA SCHOOL DISTRICT 

Management Compensation Plan 

July 1, 2024 – June 30, 2027 

 

THIS MANAGEMENT COMPENSATION PLAN IS ADOPTED BY THE BOARD OF 

SCHOOL DIRECTORS THIS _8th _DAY OF ___January___      , 2024, FOLLOWING MEET 

AND DISCUSS SESSIONS BETWEEN THE BOARD OF SCHOOL DIRECTORS AND 

REPRESENTATIVES SELECTED BY THE MANAGEMENT TEAM. 

 

I. PHILOSOPHY 

The Upper Merion Area School District Management Compensation Plan is based on the 

philosophy that management duties and responsibilities are different from other employees' and 

unique in many respects.  Accordingly, their compensation plan should be different and unique.  

This plan's intent is to provide compensation for Upper Merion Area School District Managers 

which is internally fair and consistent, and externally competitive in the four-county suburban 

Philadelphia area. 

 

II. TERM OF MANAGEMENT COMPENSATION PLAN 

This Plan is effective July 1, 2024 and shall continue until June 30, 2027. 

 

III. MANAGEMENT POSITIONS 

A. Management Positions/Assignments (Managers) 

Assistant Director of Technology 

Assistant Principal, High School 

Assistant Principal, Middle School 

Director of Athletics and Student Activities 

Director of Curriculum and Instruction - Humanities 

Director of Curriculum and Instruction – STEM 

Director of Operations  

Director of Student Services 

Director of Technology 

Principal, Elementary School 

Principal, High School 

Principal, Middle School 

  Supervisor of Food Services 

Supervisor of Special Education 

 

B. Temporary Management Positions/Assignments (Temporary Managers) 

Certain Temporary Administrative positions which may be created by the Board (i.e., 

Temporary Managers) may fall within the framework of the management classification 

with consideration to the duties/responsibilities, credentials, experience and duration of 

the position/assignment.  The determination as to whether or not a Temporary Manager 

falls within the framework of this Plan shall be left solely and exclusively to the 

determination of the Superintendent of Schools. 
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IV. COMPENSATION  

A. Premise 

The Upper Merion Area School District Board of Directors believes that our Managers, 

as leaders of the Upper Merion Area School District, should be both held accountable for 

and compensated for the well-being and growth of the district.   

 

As a management team, our leaders acknowledge that working together they have greater 

strength and effectiveness than any one individual. 

 

Our leaders acknowledge that to be most effective as a management team they must share 

their strengths with each other and seek out others to assist with their challenges. 

 

Our ultimate goal is to inspire excellence in every student, every day.  If successful in 

meeting that goal, we will assure students’ academic success, and we will create for 

students a nurturing environment that challenges them, supports them, and enhances their 

lives.  Regardless of individual areas of responsibility, the results of all of our efforts 

should flow toward meeting that goal. 

 

B. Components 

1. Evaluation Instrument 

a. Professional Employee Managers – Managers who are professional 

employees (currently, Assistant Principal High School, Assistant Principal 

Middle School, Director of Curriculum and Staff Development - 

Humanities, Director of Curriculum and Staff Development-STEM, 

Director of Student Services, Principal Elementary School, Principal High 

School, Principal Middle School, and Supervisor of Special Education) 

shall be subject to the principal/school leader rating form (PDE 82-2) and 

the procedures established under Pennsylvania Department of Education 

regulations for the evaluation of principals/school leaders. 

b. Non-Professional Managers – Managers who are non-professional 

(currently, Assistant Director of Technology, Director of Athletics and 

Student Activities, Director of Operations, Director of Technology, and 

Supervisor of Food Services,) shall be subject to the performance 

evaluation instrument attached as Exhibit “A” hereto, which shall be 

utilized to evaluate Managers during the term of this Plan. 
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2. Evaluation/Conference 

Each Manager will be given an evaluation report and the opportunity to discuss 

the report.  In the event a Manager will likely receive either a needs improvement 

or an unsatisfactory evaluation, the Manager’s evaluator shall give the Manager at 

least twenty-four (24) hours’ notice of the potential for receiving such a rating.  

Under such circumstances, at the Manager’s annual evaluation, the Manager may 

request to have another member of the Manager’s group present as an observer to 

the conference.  The Manager’s evaluator shall attempt to accommodate the 

schedule of the other observing Manager to the extent possible, but under no 

circumstances shall it be used as a method to ultimately delay the evaluation 

conference. 

 

3. Evaluation Calendar 

 July   - Develop Goals 

 August   - Goals Conference 

 January, February - Mid-year Review 

 June 15  - Manager Self-Evaluation Due 

 June 15 - July 15  - Evaluation Report 

    July 15   - Establish Salary  

   

 C. Salary  

UMASD strives to remain fair and consistent with its salary practices for Act 93 

employees.  All salaries for incoming Administrators are calculated based on internal 

structure and equity as well as county salary demographics. This data helps to pair with 

the new employee's own education and experience to determine an initial salary 

placement. 

 

D. Corridor Compensation 

Individuals serving in the position of Assistant Principals, Director of Curriculum and 

Instruction, Supervisor of Special Education, Elementary Principal, Middle School 

Principal, or High School Principal will be subject to a corridor formula. 

 

1. Rationale – In considering salary adjustments for Managers whose positions 

require a professional certificate issued by the Pennsylvania Department of 

Education, the District places high importance on the level of education obtained 

by each Manager, their responsibility within the organization, and how effectively 

they meet that responsibility.  The District acknowledges the demand for 

educational leaders and values long-term relationships with those who lead the 

District. 

 

2. Corridor Formula – Beginning with the fourth full year of employment as a 

Manager at the District, salaries of Managers who, received at least a satisfactory 

performance evaluation in each of the years in question, shall earn base level 

compensation which is at least equivalent to the highest salary of teachers with 

the same level of education, as indicated in the salary schedule that is part of the 

Collective Bargaining Agreement between the District and the Upper Merion 
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Area Education Association, plus the following corridor amounts: 

 

Salaries shall be adjusted incrementally during Years 2 and 3 towards the Year 4 

final adjustment.  These increments shall be recommended by the Superintendent 

to the Board of School Directors. 

 

 E. Salary Increases 

  Salary increases shall be provided pursuant to the schedule listed in the Management 

Compensation Plan Evaluation Guidelines (Exhibit “A”). 

 

  Salary increases shall be based on job performance evaluation as described in this plan 

and shall be calculated based on the actual salary of each Manager. 

 

An individual Manager shall not receive any salary increase if his/her achievement is 

judged as needs improvement or unsatisfactory.   

 

 

V. FRINGE BENEFITS 

A.  Medical Insurance 

1. During the term of this Plan, the Board agrees to contract with:   

 (a) Independence Blue Cross/Blue Shield to provide Personal Choice Option 

215 (Personal Choice 215 Plan). 

 (b) Independence Blue Cross/Blue Shield to provide Keystone Direct C1-F1-

O1 Point of Service (Point of Service Plan). 

 (c) Independence Blue Cross/Blue Shield to provide Keystone Direct C2-F1-

O1 Point of Service (Point of Service Plan). 

 

2. During the term of this Plan, the Board agrees to pay the following amounts 

toward the premium cost of the Health Benefit Plans for Manager’s and their 

eligible dependents selecting coverage thereunder: 

(a) The Board shall pay one hundred percent (100%) of the premium cost of 

the Personal Choice 215 Plan less monthly mandatory payroll deductions 

of twenty percent (20%) of the District’s monthly premium cost per 

month. 

(b) The Board shall pay one hundred percent (100%) of the premium cost of 

the POS C1-F1-O1 Plan less monthly mandatory payroll deductions of 

Position Corridor Amount 

Added to Base Salary 

of Manager 

Assistant Principals $ 5,000 

Director of Curriculum and Instruction $ 5,000 

Supervisor of Special Education $ 5,000 

Elementary Principal $10,000 

Middle School Principal $12,000 

High School Principal $15,000 
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eleven percent (11%) of the District’s monthly premium cost per month 

(c) The Board shall pay one hundred percent (100%) of the premium cost of 

the POS C2-F1-O1 Plan less monthly mandatory payroll deductions of 

nine percent (9%) of the District’s monthly premium cost per month. 

 

3. District shall offer Telemedicine with a $0 copay associated with telemedicine 

appointments. Per member/ per month fee and claims incurred will be considered 

in the rate/premium share calculation.  

 

 District shall offer Ovia, Propeller and Livongo at no cost to Managers. Per 

member / per month fee and claims incurred will be considered in the 

rate/premium share calculation. 

 

4.         As a method to permit Managers to pay for their share of Health Benefit Plan 

premiums (and other eligible premiums) on a pre-federal income tax instead of 

after-federal income tax basis, the Board agrees to sponsor an Internal Revenue 

Code Section 125 Cafeteria Plan - Flexible Spending Account Program.  This 

benefit is contingent upon the same being permitted by law. 

 

  5. Prior to the beginning of each “Plan Year” as designated in the Section 125 

Cafeteria Plan, each Manager shall have the ability to select coverage under a 

health plan for the upcoming year, as well as to elect not to be covered under any 

Board sponsored Health Benefit Plan for the plan year.  Any Manager, who 

waives all coverage available to the Manager and all eligible dependents for a 

plan year, shall be eligible to receive a cash opt-out benefit equal to $5,500. 

 

Any Manager who has so waived coverage and received a cash opt-out benefit 

and (i) is permitted under the terms of the Section 125 Plan to revoke the 

Manager’s waiver for the remainder of the plan year by reason of a qualifying 

change in status event or (ii) ceases employment with the District prior to the end 

of the plan year for which the coverage has been waived, agrees to reimburse the 

District (and be deemed to have authorized the payroll withholding therefor) for 

an amount equal to the number of working days left in the plan year on the date of 

revocation or cessation of employment divided by the total number of working 

days in the school year multiplied by the cash opt-out benefit.  The District may 

elect the payment schedule providing for the payment of a cash opt-out benefit on 

or before the first pay in October. 

 

B. Prescription Plan  

In each contract year, the District will pay the cost of coverage for each full-time eligible 

employee and each of such employee’s family member subscribers subject to a $5 

generic deductible/$30 preferred brand name deductible/$55 non-preferred brand name 

deductible.  Maintenance drugs as defined by the carrier must be filled through the 

Capital Rx mail order maintenance program or Broad 90 Program (one copay for a 90-

day supply).   
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The District may enroll in and utilize the following prescription drug utilization 

management programs: Rx Control, Rx Enhance, Rx Cares, Exclusive Specialty 

Pharmacy, Retrospective and Concurrent Drug Reviews, Concurrent Audit, Liberty 

Formulary, Drug Quantity Management, Opioid Management, Compound Drug 

Management, Cap-Rx Pharmacy Audit Program, Rx Contain, Rx Smart Save, Rx Helix, 

Rx Unite, and Step Therapy, except that the latter program shall not apply to any 

medication that would otherwise be subject to the Step Therapy program and for which a 

prescription to a Professional Employee commenced prior to July 1, 2021. 

 

C. Dental Insurance 

  1. The Board will pay the premium cost for the basic dental care and supplemental 

basic prosthetics and periodontics coverage for each full-time Manager.  The 

coverage for basic care is 100% and for supplemental basic, prosthetics and 

periodontics 80% of eligible claims.  The maximum benefit for basic dental care 

and supplemental basic, prosthetics and periodontics is $1,500 per year. 

 

2. The Board will pay 75% of the premium cost for basic and supplemental dental 

care for family coverage for each full-time Manager with eligible dependents.  In 

order to receive the coverage, the following rules apply: 

 

(a) Enrollment regulations of the insurance carrier will apply; 

(b) Board premium payment with respect to Managers working less than full-

time on a regular basis shall benefit shall be adjusted proportionately;  

(c) The Manager’s portion of the premium must be payroll deducted. 

 

D. Carrier/Plan Design Substitution 

The Board may substitute carriers and/or plan designs provided all coverage, 

requirements, and procedures are substantially equivalent to the plan for which the 

substitution was made. If a substitution is made, the Board will notify the Managers of 

the following: 

 (a)  The identity of the new carrier/plan design.  

(b)  The address and telephone number of the new carrier or substance of the plan design.  

 (c)  The person to be contacted at the new carrier/third party administrator's office.  

(d)  A summary plan description of the benefits will be provided by the new carrier/plan 

design.  

E. No Duplication of Benefits - Spouse Managers 

If both spouses are employees of the District, each shall be eligible for single insurance 

coverage benefits.  Either spouse, but not both spouses, shall be eligible for dependent 

coverage. 
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F. Remote Work Days 

Managers will be allowed, with full pay, up to three (3) days per year for remote work. 

 

Such remote work shall be limited to days when school is not in session.  Managers are 

required to maintain the same hours as a work day on location and be available as needed 

during a remote work day.  All unused remote work days will expire at the end of each 

fiscal year. 

 

G.  Vision Insurance 

 The Board shall make available access to Vision Insurance at the Manager’s sole cost. 

 

H. Life Insurance 

The District will provide, without charge, term life insurance coverage for all Managers 

working more than twenty (20) hours per week in the amount which is two times the 

Manager’s annual salary rounded to the next highest thousand dollars.   

 

I.  Tuition Reimbursement 

The District, with the advance preapproval of the Superintendent, will reimburse 

Managers 100% for related course work up to $8,000.00 in each Plan Year of this 

Agreement.  Managers in preapproved doctoral programs taking course work approved in 

advance by the Superintendent will receive an additional $1,500.00 of reimbursement 

each year.  In all cases, only grades of “B” or better or “pass” in a pass/fail course will be 

eligible for reimbursement.  

 

Application for tuition reimbursement shall include agreement by the Manager to return 

to the District all reimbursement received for courses taken during the fiscal year, if the 

Manager does not continue employment in the District for two (2) calendar years 

following the completion of the approved course.  An exception to this requirement will 

be made in the event termination of the Manager’s employment with the District results 

from death, disability or furlough, but no exception will be made in the event of 

termination by the District for cause.  

 

J.  Disability Program 

During the term of this Plan, the District shall sponsor a group term disability insurance 

program for all active full-time Managers subject to a benefit waiting period of 180 days 

or, if longer, exhaustion of the Manager's sick leave and providing a maximum monthly 

disability benefit of $6,500.00.  The sponsorship of this program is contingent upon at 

least 75% of the Managers enrolling in the disability insurance program. Managers shall 

pay 20% of the premium charges for this program through mandatory payroll deductions. 

 

 K.  Retirement Allowances 

1. Sick Leave Payment 

When a Manager retires from the District under any of the provisions of the 

Pennsylvania Public School Employees’ Retirement Law, the District shall make 

the following non-elective employer contribution to the Manager’s 403(b) plan 

account: 
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(a) An employer contribution equal to that Manager’s per diem rate of pay 

multiplied by any accumulated but unused sick days remaining at the end 

of the service year, up to a maximum of 60 days.  The per diem rate will 

be calculated by using the actual number of contracted days worked (210, 

220, or 228 for 12-month employees or 189 days for 10-month 

employees); and 

 

(b) Managers who submit written notice of intent to retire to the District’s 

Personnel Office at least five (5) months prior to retirement shall receive 

an additional lump sum contribution upon retirement in an amount equal 

to 50% the per diem rate of pay for the Manager’s last year of service 

multiplied by accumulated but unused sick days remaining at the end of 

the service year, up to a maximum of 30 days. 

 

Prior to the District’s contributions being made, an account shall be established by 

the eligible Manager consistent with the District’s Plan, designating one or more 

vendors from the list of vendors available to Managers under said Plan.  All 

District contributions will be considered non-elective contributions and will be 

subject to the limits established by law for such accounts. 

 

Further, if the District’s non-elective contribution exceeds the limits established 

for the Plan Year in which the Manager retires, such contribution shall be 

deposited in the subsequent year(s) until the full amount is deposited, provided 

that all such deposits shall cease upon the earlier of (i) five (5) years following the 

date of termination; or (ii) is the death of the Manager, and any remaining benefit 

shall be forfeited. 

 

2. Early Retirement and Performance Incentive Plan 

If the Manager earns a rating of distinguished or proficient in each of the last 

three years prior to retirement, unless specifically waived by the Superintendent 

and the Board of School Directors, the Manager shall be entitled to receive a 

District contribution toward the premium cost of hospitalization/major 

medical/surgical insurance coverage, provided that the Manager meets the 

following guidelines: 

   (a) Criteria for Eligibility 

The Manager seeking retirement must have, at the time of retirement, a 

minimum of five (5) years of employment with the Upper Merion Area 

School District as a full-time Manager. 

 

The Manager must not otherwise be eligible for a disability pension 

pursuant to the Pennsylvania School Employees’ Retirement System. 

    

The Manager must be retiring pursuant to the provisions of the 

Pennsylvania School Employees’ Retirement System and must submit to 

the Office of the Superintendent of the Upper Merion Area School District 
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verification of such compliance with the retirement provisions pursuant to 

the Pennsylvania School Employees’ Retirement System. 

 

This benefit will not be available in the event that the Manager would be 

completing a sabbatical leave or leave for professional development less 

than one (1) year prior to retirement. 

 

Managers who do not comply with all of the above requirements shall not 

be eligible for any of the benefits contained herein. 

 

   (b) Incentive Plan 

Upon fulfilling the criteria for eligibility stated in this Plan, the retiring 

Manager shall be entitled to receive a District contribution toward the 

purchase of hospitalization/major medical/surgical benefits, for a health 

benefit plan not offered by the District (such as the PSERS Health Options 

Plan, a plan of a private insurance carrier, or a plan offered by the 

Exchange), so long as the law permits. 

 

Such contributions shall be paid by the District until the earliest of the 

following events: 

    (1) Passage of ten (10) school years following the effective date of 

retiring; 

    (2) Reinstatement or rehiring of the retiring Manager as a full-time 

professional employee of any Pennsylvania public school district; 

or  

    (3) Death of the retiring Manager 

    Should the retiring Manager become Medicare eligible during the Plan 

coverage period, the District will only pay for the premiums for the 

Medicare supplement (Medigap coverage), beginning at the time 

when the Manager becomes Medicare eligible. 

 

In the event that the retiring Manager predeceases the retiring Manager’s 

spouse and/or eligible dependents, the surviving spouse and/or eligible 

dependents shall be entitled to continue the health insurance coverage 

under the terms and conditions described above subject to any restrictions 

imposed by law or the insurer. 

 

None of prescription, dental, vision, or life insurance is included in this 

benefit.  Notwithstanding the foregoing, dental benefits may be continued 

by the retiring Manager at the retiring Manager’s own expense pursuant to 

Section 5-513 of the Public School Code of 1949. 

 

   (c) Incentive Plan Contribution Schedule 

The District contribution toward health insurance benefits in accordance 

with the Incentive Plan shall be 50% of the premium cost under  

a health benefit plan offered by a non-District provider, such as the 



 

10 
29531803v2 

153171586.2 

 

 

PSERS Health Options Plan, a plan of a private insurance carrier, or a plan 

offered by the Exchange, up to a maximum of $10,000 per year of this 

Agreement. 

 

   (d) Payment of Premiums 

The full balance of the premium cost shall be paid by the retiring 

Manager.  Proof of such payment and of applicable coverage must be 

provided by the Manager to the District each year. 

  

L.  Death Benefit 

In the event of the death of a Manager entitled to receive benefits under this Management 

Compensation Plan before all benefits are received, any benefits due but not yet paid will 

be paid to the same beneficiary designated by the Manager to receive benefits under the 

Public School Employees’ Retirement System, so long as the same is permitted by law.  

In addition,  

beneficiary shall be paid the balance of the Manager’s salary for that week in which death 

occurs, plus all earned vacation days and any other applicable payments, except as 

otherwise specifically provided or not permitted by law. 

 

M.  Personal Leave 

Managers will be allowed, with full pay, up to five (5) days per year for personal leave. 

 

Such personal leave shall be for the purpose of transacting personal matters which cannot 

be transacted at a time other than during the school day.  All unused personal leave will 

be cumulative as sick leave. 

 

Whenever possible, application for approval should be submitted one week in advance, 

except in the case of an emergency.  When the day involved is that day preceding or 

following a holiday or vacation day, prior approval of the Superintendent is necessary. 
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N.  Sick Leave 

1. Personal Illness 

Managers working on a 12-month basis will be eligible for fifteen (15) days sick 

leave per year. Those Managers on a 10-month basis will be eligible for thirteen 

(13) days per year. Managers are eligible to use up to four (4) sick days per year 

for the illness of an immediate family member, as that term is defined for 

purposes of funeral leave in Subparagraph O. of this section. 

 

2. Extended Illness 

In case of extended illness, when the Manager has exhausted all allotted and 

accumulated sick leave, salary may be continued for an additional period. 

 

In determining the amount and duration of any such payments, the following facts 

will be considered. 

(a) Value of Manager on assigned work 

  (b) Previous and potential contribution 

(c) Length of employment 

(d) Previous absence record 

(e) Other considerations such as the nature of the absence, the need, etc. 

(f) Payments previously made to other administrators under similar situation. 

 

The Superintendent of Schools may approve such continued salary for up to sixty 

(60) days.  Payment for an additional sixty (60) days for Managers with more than 

three (3) years of service may be made with the approval of the Board of School 

Directors. 

 

O.  Bereavement Leave 

The Board shall grant a Manager paid bereavement leave of up to five (5) days for the 

death of any immediate family member.  “Immediate family member” shall be defined as 

spouse, child, parent, sibling, parents-in-law, son-in-law, daughter-in-law, step-parents, 

step-siblings, step-children, step-parents-in-law, or near relative who resides in the same 

household or with whom the Manager has made his/her home.  Such absences shall be 

reported to the school on the first day.  Additional time may be granted at the discretion 

of the Superintendent. 

 

The Manager shall be entitled to two (2) days without loss of compensation in connection 

with bereavement for grandparent, step-grandparent, brother-in-law, step-brother-in-law, 

sister-in-law, or step-sister-in-law. 

 

The Manager shall be entitled to one (1) day without loss of compensation in connection 

with bereavement for a first cousin, aunt, uncle, niece or nephew. 

 

P.  Military Leave 

A military leave of absence shall be granted to any Manager for active military service in 

any branch of the armed forces of the United States. 
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Q.  Sabbatical Leave/Professional Development Leave 

Sabbatical and/or Professional Development leaves of absence shall be granted to eligible 

Managers in accordance with the Public School Code of the Commonwealth of 

Pennsylvania and Board policy. 

 

R.  Maternity Leave 

Childbearing Leave 

Childbearing Leave is defined as the period an Administrator 

must be absent from her assigned duties due to pregnancy, childbirth, and recovery. 

Requests for Childbearing Leave shall be accompanied by a licensed and authorized 

physician’s note certifying medical incapacity during the leave period. At the termination 

of Childbearing Leave, the Administrator will be returned to the same or similar position 

held before the leave. This leave shall be without pay after the exhaustion of any accrued 

paid time off and without benefits unless the Administrator is eligible for healthcare 

coverage under the Family Medical Leave Act (“FMLA”). The Administrator may 

purchase healthcare coverage through the District’s Health Benefit Plans, through 

COBRA, at his/her own expense. The Administrator shall notify the District of her intent 

to return sixty (6o) days before the commencement of the leave. Upon returning to work 

at the termination of a childbearing leave, all benefits and seniority rights accrued at the 

beginning of the childbearing leave or accrued during any sick leave, if any, shall be 

reinstated. 

 

  Childrearing Leave 

Childrearing Leave shall commence after Childbearing Leave or at the placement of an 

adopted child. This leave shall be without pay after the exhaustion of any accrued paid 

time off and without benefits unless the Administrator is eligible for healthcare coverage 

under the Family Medical Leave Act (“FMLA”). The Administrator may purchase 

healthcare coverage through the District’s Health Benefit Plans, through COBRA, at 

his/her own expense. The combination of Childbearing and Childrearing Leaves shall not 

exceed sixteen (16) months. Upon returning to work at the termination of maternity 

leave, all benefits and seniority rights accrued at the beginning of the maternity leave or 

accrued during any sick leave, if any, shall be reinstated. 

 

S.  Professional Visitations and Conferences 

Managers are encouraged to participate actively in professional meetings which will 

assist the Manager to grow in service to the School District.  To this end, the Board of 

School Directors will consider for approval requests for absence from duty for attendance 

at such meetings without loss of pay and will reimburse necessary expenses incurred in 

such attendance. 

 

The Superintendent shall establish the following conditions requisite to approval: 

budgetary limitations; number of personnel requesting leave from any one building on 

any one day; unnecessary duplication of visitations and conferences. 
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T. Absence for Compensated Civic and Honorary Duties 

The Upper Merion Area Board of School Directors recognizes that Managers have civic 

and honorary duties for which they are required to attend (such as jury duty and 

professional honorary activities).  The Manager may receive his or her full salary less any 

reimbursement received for fulfilling the obligation.  Travel and other cost allowances 

shall not be considered compensation.  Managers on jury duty who are dismissed for one-

half day or more shall return to work. 

 

U.  Vacations and Holidays 

1. Vacations 

All Managers working on a 12-month basis will receive vacation days based on 

years of experience as a Manager with the District according to the following 

schedule: 

 

Number of Years as a    Number of  

Manager at UMASD   Vacation Days 

 

1-3      21 

4-6      22 

7-10      23 

11-13      24 

14 or more     25 

 

  

A Manager may not receive compensation for more than twenty one (21) vacation 

days upon resignation or retirement (per diem calculation based on 228 days).  

Twelve-month Managers who are employed for less than a complete school year 

due to termination of employment or being newly hired will receive vacations 

days on a prorated basis according to the following schedule.  

 

Number of Years as a    Prorated Days  

Manager at UMASD   Per Month 

 

1-3      1.75 

4-6      1.83 

7-10      1.92 

11-13      2.00 

14 or more     2.08 

 

Those Managers working on a 10-month basis will not be eligible for vacation 

days. 

 

During the period of June 1 - June 15, 2024, a Manager may request cash 

compensation in lieu of up to 7 vacation days which otherwise would be allocated 

during the 2024-2025 year, to be calculated at the per diem rate for the 2024-25 

year.  To illustrate, a manager may request the cash equivalent of 7 vacation days 
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from his/her 2024-2025 allocation between June 1, 2024 and June 15, 2024.  This 

compensation will be paid in the first payroll of July 2024.  The manager then will 

accrue 7 less vacation days than the number of vacation days otherwise granted in 

the table above in 2024-2025.  The cash payment will not become part of base 

salary and will not be counted as compensation for purposes of any other benefit.  

 

A similar election may be made during the period of June 1 - June 15 of each 

subsequent year of this Agreement subject to the same terms and conditions.  

  

In order to receive cash compensation in lieu of vacation days as provided herein, 

the Manager must agree, in writing to return to the District a pro rata portion of 

the compensation received, if the Manager does not continue employment through 

the duration required to accrue the number of days for which compensation was 

provided.  This pro rata calculation will be based on the accrual of days per month 

according to the following schedule: 

 

Number of Years as a    Prorated Days  

Manager at UMASD   Per Month 

 

1-3      1.75 

4-6      1.83 

7-10      1.92 

11-13      2.00 

14 or more     2.08 

 

 

Any vacation days accrued but neither used nor previously exchanged for 

compensation during a fiscal year may not be accumulated beyond August 31 of 

the second fiscal year immediately following the fiscal year in which the vacation 

days were credited.  For example, a Manager who has 10 accrued but neither used 

nor previously exchanged vacation days for the fiscal year beginning July 1, 2024, 

and ending June 30, 2025, must use those 10 days on or before August 31, 

2026).  Any of those vacation days remaining as of the August 31 cutoff date shall 

be forfeited.   

 

Under unusual circumstances, a Manager may request an extension beyond the 

August 31 cutoff date.  The Superintendent will consider the request with respect 

to the completion of building and District goals.  If the Manager was involved 

with special projects, assignments, or goals, the Superintendent is authorized by 

the Board to approve such requests.  In no event, however, shall any extension be 

permitted beyond December 31 following the cutoff date. 
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  2. Holidays 

All Managers working on a 12-month basis will receive twelve (12) paid holidays 

per year.  One of the twelve holidays will fall within the Christmas break.  The 

holiday will be designated by the Superintendent based on the staffing needs of 

the District. 

 

Holidays for the school year will be posted at the beginning of the school year. 

 

Those Managers working on a 10-month basis will not be eligible for paid 

holidays. 

 

V.  Tax Sheltered Annuity 

The District shall make an annual nonelective contribution for the benefit of each full-

time Manager to the Manager’s tax-sheltered annuity account under the District’s 403(b) 

Plan.  Such contribution shall be deposited by July 31 of each fiscal year and shall be in 

an amount equal to 2% of the Manager’s annual base salary.  

 

W.  Meet and Discuss on Benefits 

Whenever the Board of School Directors approves a contract for the Professional 

Employees containing a fringe benefit which exceeds or is less than that available to the 

Managers, the Board and Managers agree to meet and discuss this item after receiving a 

request from the other party. 

 

 X.   Real  Estate  Tax  Language.   
Notwithstanding  the  compensation  and  benefits  provisions contained in this 

Agreement, if, during the term of this Agreement, the Upper Merion Area Education 

Association agrees to reopen its Collective Bargaining Agreement on the basis that the 

District is unable to maintain the prior fiscal year's total level of revenues plus an 

additional 2% incremental increase in revenues as the result of: (1) legislation that 

substantively limits the right of the District to increase its revenues by raising taxes, such 

as through backend or frontend referendum provisions; or (2) legislation that 

substantively limits the District's real estate tax income through any methodology, 

including but not limited to preventing the District from filing or defending real estate tax 

assessment appeals, or through the process of binding arbitration, the Act 93 Group 

agrees to modify the compensation and benefits provisions contained in this Agreement 

to parallel the modifications agreed to by the Upper Merion Area Education Association 

in the reopening of its Collective Bargaining Agreement based upon Paragraph 21.1.4 in 

the 2023-2026 Collective Bargaining Agreement between the District and the Upper 

Merion Area Education Association. In case of dispute, the District will be able to make 

modifications to parallel the concessions made by the Upper Merion Area Education 

Association. 
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VI. DISPUTES 

In the event that a dispute shall arise out of the terms of this Plan, such dispute shall be resolved 

in the following manner: 

 

A. Representatives of the Managers shall meet and discuss the dispute with the 

Superintendent of Schools and hopefully resolve the matter at that level; 

 

B. Representatives of the Board of School Directors and the Managers shall meet and 

discuss the dispute, and the Board of School Directors shall ultimately determine the final 

resolution of any such dispute. 

 

 

VII. AMENDMENTS TO PLAN 

In the event that there is any change in the law which impacts the delivery of any one of the 

terms and conditions of employment reflected in Plan, the Board reserves the right to amend this 

Plan in order to conform to the law within its discretion. 
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EXHIBIT “A” 

Upper Merion Area School District 

Management Evaluation and Compensation Plan 

Upper Merion Area School District 

Management Evaluation and Compensation Philosophy 

The Upper Merion Area School District Board of Directors believes that our Managers, as leaders of the 

Upper Merion Area School District, should be both held accountable for and compensated for the well-

being and growth of the district.   

As a management team, our leaders acknowledge that working together they have greater strength and 

effectiveness than any one individual. 

Our leaders acknowledge that to be most effective as a management team they must share their strengths 

with each other and seek out others to assist with their challenges. 

Our ultimate goal is to inspire excellence in every student, every day.  If successful in meeting that goal, 

we will assure students’ academic success, and we will create for students a nurturing environment that 

challenges them, supports them, and enhances their lives.  Regardless of individual areas of 

responsibility, the results of all of our efforts should flow toward meeting that goal. 
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Act 93 Management Compensation Plan Evaluation Guidelines 

Performance Indicators become a composite rating based upon criteria set forth in the UMASD 

Administrator Performance Appraisal modified in the agreement between the Board of School Directors 

and the UMASD Managers for the Compensation Plan affecting ratings for July 1, 2024 through June 

30, 2027. 

Performance will be evaluated by the immediate supervisor of each Manager and a recommendation will 

be made to the Superintendent.  The final rating for each Manager ultimately will be made by the 

Superintendent.   

Managers receiving a satisfactory or proficient rating will receive the following salary increases: 

For 2024-2025 based upon performance during the 2023-2024 year:  3.0% 

For 2025-2026 based upon performance during the 2024-2025 year:  3.0% 

For 2026-2027 based upon performance during the 2025-2026 year:  3.0% 

It is understood that in unusual circumstances a Manager’s performance or judgment might be so 

lacking in a particular area or in a particular circumstance as to override other rating considerations.  

Should that occur, the Superintendent will provide a written explanation of the rating to the Manager. 
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