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PREAMBLE

This Collective Bargaining Agreement, hereinafter "Agreement" is entered into by and between the Monroe School District
No. 103, through its Board of Directors, hereinafter "District" or "Board," and the Monroe Education Association,
hereinafter "Association”.



ARTICLE I - RECOGNITION AND DEFINITIONS

Section 1: Recognition

A. Bargaining Unit Defined

The District recognizes the Association as the sole and exclusive representative for all employees included in the
bargaining unit. The bargaining unit is comprised of all certificated educational employees, except the following:

1. The chief administrative officer

2. The chief administrative officers, including the superintendent, assistant superintendents, executive directors,
directors, assistant directors, and business manager

3. All confidential employees including the Board negotiators

4. All principals and assistant principals

5. All supervisors including the Athletic Director and Health Services Coordinator

6. All casual employees who shall be defined as substitute certificated employees employed by the District
sporadically on call as needed and who have not worked at least 30 days during a period of 12 months ending
during the current or immediately preceding school year.

B. Substitutes

It is expressly understood and agreed that in addition to the certificated employees recognized to be in the
bargaining unit by the foregoing, the following categories of employees shall also be included in said unit:

1. Part-time substitutes who shall be defined as substitute certificated employees employed by the District for
more than 30 days of work within any 12-month period ending during the current or immediately preceding
school year and who continue to be available for employment as substitute teachers, and

2. Long-term substitutes who shall be defined as substitute certificated employees employed by the District
where it is anticipated or comes to pass that a member of the bargaining unit will be absent from his or her
regular assignment and will be replaced in such assignment for a period in excess of 20 consecutive workdays.

C. New Positions

Prior to the appointment of any person filling a new certificated position arguably includible in the bargaining unit,
which does not exist on the date of this recognition, the Board or its representative will deliver to the Association
the job designation and description and the Association may give its rationale for whether the position is
supervisory or non-supervisory. If the Board disagrees with the Association's rationale, the Association has the
right to seek a determination from the Public Employment Relations Commission; PROVIDED that the Board
may determine the job title, job description, and fill the position pending such determination.

D. Contracting Out

It is acknowledged the Association may have concerns regarding the District contracting out services that would
normally be provided by employees who are members of the Association’s bargaining unit. The Labor



Management Committee will from time to time review the current extent of any such contracting out and will
discuss new proposed contract out situations prior to implementation. It is acknowledged the

Association shall have the right to demand bargaining regarding the impact of any newly proposed contracting out
of services that normally would be provided by the Association’s bargaining unit members.

In the event that the District is considering contracting out work customarily performed by the District in its own
facilities utilizing nonsupervisory employee positions which are and have been held by members of the bargaining
unit represented by the Association, the Association shall be notified.

Section 2: Definitions
Unless the context in which they are used clearly requires otherwise, when used in the Agreement:
The term "Days" shall mean calendar days unless otherwise specifically defined in this Agreement;
The term "Agreement" shall mean this entire contract;
The term "Association" shall mean the Monroe Education Association;
The term "Board" shall mean the Board of Directors of the Monroe School District No. 103;
The term "WEA" shall mean the Washington Education Association;
The term "NEA" shall mean the National Education Association;
The term "Association Representative" shall mean an individual elected, appointed, or designated by the Association;
The term "Employee(s)" shall refer only to a member(s) of the bargaining unit as defined in Article I, Section 1;
The terms “he” or “his” also mean “she” or “hers”;
The following terms related to employee pay shall be defined as follows:
a) Per diem — the employee’s base contract divided by the number of assigned days in the contract

b) Hourly rate — for assigned work beyond the normal work day/year; the amount as noted in Article VII, Section 1,
Subsection C;

In compliance with RCW 26.60.030, the term “domestic partner” shall mean:
To enter into a state registered domestic partnership the two persons involved must meet the following requirements:
(1) Both persons share a common residence;
(2) Both persons are at least eighteen years of age and at least one of the persons is
sixty-two years of age or older;
(3) Neither person is married to someone other than the party to the domestic partnership and neither person is in a state
registered domestic partnership with another person;
(4) Both persons are capable of consenting to the domestic partnership; and
(5) Both of the following are true:
(a) The persons are not nearer of kin to each other than second cousins, whether of the whole or half-blood computing
by the rules of the civil law; and
(b) Neither person is a sibling, child, grandchild, aunt, uncle, niece, or nephew to the other person
In order for an employee to access benefits provided by this Agreement for a domestic partner, the employee must be
registered by the State of Washington as a domestic partner per RCW 26.60, or submit a confidential affidavit to the
District to be kept in the employee’s confidential health file.


http://app.leg.wa.gov/RCW/default.aspx?cite=26.60.030

ARTICLE II - STATUS AND ADMINISTRATION OF AGREEMENT

Section 1: Definition of Agreement

This Agreement, made pursuant to RCW 41.59 by and between the Monroe Education Association and Monroe School
District, shall be in effect according to the duration clause of this Agreement. This Agreement may not be reopened, except
by mutual consent of the parties, during the duration hereof. The parties hereby further agree that they have fully bargained
with respect to wages, hours, and terms and conditions of employment and that all wages, hours, and other terms and
benefits to be received by the employee from the District are contained in this Agreement and not otherwise.

This Agreement shall supersede any rules, regulations, policies, resolutions, or practices of the District, which shall be
contrary to or inconsistent with its terms.

Rules, regulations, policies, resolutions or practices, other than those dealing with hours, wages, and terms and conditions
of employment, not in conflict with this Agreement, shall remain in full force subject to change by Board action;
PROVIDED that the Association shall have its right to make a presentation to the Board prior to final action by the Board
on the matter.

Nothing herein shall be interpreted as a waiver of Association bargaining rights, if such rights are otherwise allowed by law
and this Agreement.

Section 2: Relation to Individual Contract

All individual employee contracts shall be subject to and consistent with Washington State Law and the terms and
conditions of this Agreement. Any individual employee contract hereinafter executed shall expressly provide that it is
subject to the terms of this Agreement. If any individual employee contract contains any language inconsistent with this
Agreement, this Agreement, during its duration, shall be controlling as long as it is consistent with law.

Section 3: Conformity to Law

This Agreement shall be governed and construed according to the Constitution and laws of the State of Washington,
Washington Administrative Code (WAC), and Court decisions binding upon the District. If any provision of this
Agreement shall be made invalid by applicable legislation or binding regulations, or found contrary to the law by any court
of competent jurisdiction, such provision or application shall have effect only to the extent permitted by law, and all other
provisions or applications of this Agreement shall continue in full force and effect. In such events, the parties agree, upon
request by either party, to meet and negotiate substitute sections for those so affected.

Section 4: Distribution of Agreement

Within a reasonable period of time following the signing and ratification of this Agreement, the District shall provide the
Association with an electronic copy of the agreement. In addition, the Association shall advise the District as to the number
of printed copies desired. The District and the Association shall divide equally the cost of providing requested copies of
this Agreement to the Association. The Association and a District representative shall discuss and attempt to agree on
format and style of the printed contract. The Association shall be responsible for delivering a copy of this Agreement to
each member of the bargaining unit who requests it. The District shall be responsible for providing a copy of this
Agreement to all employees newly hired by the District.

Section 5: Administration of Agreement

Association representative(s) may meet with the Superintendent or a designee at least once a month during the school year
to review and discuss current school problems and practices, and the administration of this Agreement.



Section 6: Contract Waiver

The District and the Association may agree to waive specific provisions of this Agreement in accordance with the
provisions of this Section.

A. Waiver Request

Requests from a school or work site must be submitted on the Contract Waiver Request Form (Appendix A). The
building principal and Association building representative must both sign the form if the request is to be
considered by the Association and District. The principal’s signature indicates knowledge of, and concurrence
with, the waiver request. The building representative signature indicates the belief that the request represents
bargaining unit member support. The completed contract waiver request form must be submitted to the
Superintendent and the Association president concurrently and will be granted only if both the District and
Association approve such request in accordance with the provisions of this section.

B. Waiver Request Form

A contract waiver request must include the following:

L. Reference to the specific provisions of the Agreement request to be waived.

2. Rationale for the waiver.

3. The specific timelines, i.e. beginning and ending dates for the waiver.

4. Identification of the position(s) that would be affected by the waiver and how the position(s) would be
affected.

5. Description of how the decision to request the waiver was made and evidence it reflects an effort to reach

consensus of the staff including concurrence of the building principal. A decision to request a waiver
shall be confirmed by at least 90 percent approval of those in the Association’s bargaining unit at the
school or work site. (The 90% approval shall be determined by secret ballot vote. The Association and
District shall agree on a list of eligible voters.)

6. Description of the cost or budget impact of the waiver, if any.

7. Explanation of how the waiver, if granted, might affect other employees outside of the school site and
other operations of the District, if any.

C. District and Association Consideration

Upon receipt of a contract waiver request, the District and Association representatives shall meet and consider
these options:

1. Accept the waiver request as written and communicate that acceptance to the school or work site.

2. Deny the waiver request but with specific written conditions under which the waiver could be granted. In
this case, the school or work site may either accept the conditions through the same process as indicated
above, accept the denial, or counter propose to the Association and District through a revised Contract
Waiver Request Form, using the same process as described above.

3. Deny the waiver request as written and provide written reasons for that denial to the school or work site.
In this case, the school or work site may wish to consider whether to submit a revised Contract Waiver
Request Form, approved through the same process as described above, that is intended to satisfy the
reasons given for the waiver denial.



Duration

No contract waiver request shall be granted without agreement by the District and Association on its duration (i.e.,
beginning and ending dates). A waiver shall not be granted for a period extending beyond the expiration date of
this Agreement, nor for more than one calendar year, unless the parties agree otherwise. A waiver may be
terminated at any time if the parties mutually agree.

Non-precedent

The Association and District agree that any waivers granted are not precedent setting. The parties further agree
that once the waiver has expired, all waived provisions shall return to the status contained in the Collective
Bargaining Agreement at the time of the waiver’s expiration.

Site-based Decision Limitation

Schools shall not use site-based/shared decision making to implement conditions of employment that are contrary
to the terms of this Agreement without first obtaining a waiver as described in this section.

Relationship to Agreement

A contract waiver agreed on by the District and Association will be considered an addendum to this Agreement,
and any dispute as to its interpretation or application will be solved by the parties through use of these two steps:

L. Informal discussion between District and Association representatives.

2. If the above does not resolve the dispute, then the Association may utilize the grievance procedure
contained in this Agreement.



ARTICLE III - ASSOCIATION RIGHTS

Section 1: Exclusivity

Throughout this Agreement certain rights and functions are accorded and ascribed to the Association. These rights and
functions are afforded to the Association as the legal representatives for all employees covered under this Agreement. The
rights and privileges afforded the Association as specifically enumerated in this Agreement shall not be granted to any
competing labor organization or any organization seeking to represent or otherwise communicate with employees
represented by the Association.

Section 2: Access

A. General

At reasonable times, both before and after the regular employee workday, and including the period before pupils
arrive at school and the period after pupils leave the school, and during the 30 minute duty-free lunch period, duly
authorized representatives of the Association shall be permitted to transact official Association business with
employees on school property; PROVIDED, however, that any Association business does not interfere with or
interrupt normal school operations or the employees carrying out their contractual responsibilities; and
PROVIDED FURTHER, that the District shall retain discretionary authority to grant or deny permission for such
transactions. When the District deems it necessary to deny permission for official Association business, the reason
for such denial shall be given.

B. New Employee Orientation

The Association will be placed on the agenda for any District orientation program scheduled for newly hired,
certificated employees. As provided by state law the Association will be provided thirty (30) minutes to meet with
new employees at a mutually agreed time within 90 days of hire. No employee will be mandated to attend the
Association presentation as provided in state law. The Association may include Association information and
forms in new-hire District packets.

C. Representative Council and Executive Board

For Representative Council and Executive Board meetings scheduled to commence before or after ordinary
working hours, the Association will arrange with the facility use coordinator for scheduling and complete a
Facility Use Request one week prior to said meeting. Use of the building shall be at no cost to the Association, as
long as the custodian is present in the building and normal clean up and room arrangement are provided for by the
Association.

D. Principal and Building Representative Meetings

Individual school principals are authorized to meet with Association building representatives at the request of the
principal or the building representative. The purpose of these meetings shall be to discuss the administration of
this Agreement as it relates to that particular school; PROVIDED that neither the principal nor the Association
building representatives have the authority to reach any decision which changes this Agreement. Such meetings
may also be held at a time mutually agreeable between the building representative and the principal.

Section 3: Equipment Use

The Association shall be permitted to use, at reasonable times, school equipment when such equipment is not otherwise in
use and as long as such use does not disrupt District activities. The Association shall supply all materials incidental to such
use, and where such equipment is damaged or rendered inoperable thereby, shall repair or replace said equipment as
required. The Association agrees to pay $.03 per copy when duplicating information and shall report the number of copies
printed and receive billing from the District.



Section 4: Membership Communication

The Association shall have the exclusive right of education employee organizations to utilize space on staff bulletin boards,
at least one of which shall be provided in each school in the District, and located in the faculty lounge or a place having
reasonable access to employees and unavailable to students and the public generally. Such use shall be for notice of
activities and matters of Association organization.

The Association shall have the right to use the employee mail boxes located in the individual buildings, PROVIDED a copy
of items of general distribution shall be given to the building principal and Superintendent. The Association shall have the
right to use the District’s email system and employee mailboxes.

The parties recognize that the use of employees' mailboxes and the District’s email system to distribute political
endorsements is prohibited by law.

Section 5: Availability of Information

A. Financial Documents

When prepared and available for release, the Board or its agents upon request shall furnish to the Association, at
no cost to the Association, the following financial documents:

Preliminary budget

Final budget

Monthly financial statements

Monthly cash and investment status

Annual report

Monthly enrollment summary

Weighting factor and computation; and

State generated revenue reports F203 and F1191

PN

If forms for the above are changed, the District will furnish the equivalent information, where prepared in the
ordinary course of business.

B. Association Bargaining Unit Information

The Board or its agents shall furnish to the Association, at no cost to the Association, the names and addresses of
all employees represented by the Association. In the event of staff changes, at least quarterly the District shall
furnish the names and addresses of staff alterations so as to account for additions, resignations, leaves of absence,
and retirements. The parties hereby agree, in connection with collective bargaining, to provide pertinent and
relevant information to the other party as may be necessary, from time to time, in order that collective bargaining
may proceed. Such information will be provided at no cost to the party requesting the information.

Section 6: Employee Organization Membership and Representation Fees

A. Association Membership Dues

The Association shall have the right to have deducted from the salaries of its members and other employees in the
bargaining unit, the dues required for membership in the Association. Members of the Association shall also be
entitled to have WEA and NEA political action committee dues deducted. On or before August 25 or within one
(1) week after the execution of this Agreement, or a successor Agreement, the Association shall procure and
deliver to the district: (a) a verification of the dues for membership in the Association, or the equivalent thereof
and a breakdown thereof, and (b) signed payroll authorization forms from each employee within the bargaining
unit authorizing the payroll deduction. Such payroll authorization shall continue for the current school term and be
automatically renewable annually during the term of this Agreement; PROVIDED that such authorization may be
revoked by any employee at any time through the WEA. Employees who have joined the Association and paid by
means other than payroll deduction, as verified by the Association, shall not be subject to payroll deduction for
dues.



B. Notice of New Employees

The District will notify the Association of all new employees within two weeks after their official appointment by
the Board of Directors.

C. Payroll Deductions

Deductions of membership, fair share, or representation fees will be made monthly by the District during the
school term, in equal monthly installments, based on the prorated figures given the District by the Association.

For employees commencing employment after the beginning of the school year or terminating during the school
year, deductions shall be prorated to provide payment of such fees during the period of that year's employment.
The District will remit such deductions to the employee organization or designated depository monthly. A list of
all persons for whom the district is making deductions will be furnished to the Association at the beginning of each
school term and any changes thereafter will be provided monthly, as required. These provisions shall be applied
without cost to the employee or Association.

D. Hold Harmless

The Association hereby agrees to defend and hold the District harmless from any or all suits, actions, claims,
demands, damages, fees, and costs, including attorney's fees, asserted or claimed against the District as a result of
or arising from the District's enforcement, application, or carrying out of this provision, except that the Association
shall not be responsible for any unauthorized deductions made at the District's fault. It is understood that the
Association shall have the right to utilize an attorney of its choice in defending and holding the District harmless
as provided above. The Association, nevertheless, agrees to reimburse any employee from whom such fees in
excess of the amount authorized herein were deducted, as long as the Association received such excess amount.
The Association agrees that the District assumes no responsibility in connection with such deductions except as to
forwarding moneys as herein set forth.

Section 7: Released Time

The parties recognize that ordinarily proceedings in connection with collective bargaining and grievances shall not take
place during normal employee working hours, without the mutual consent of both parties or their representatives.

Whenever Association representatives, who are designated beforehand and are directly involved in negotiations as
spokesperson or regular negotiations team personnel or as participants as witnesses or grievants, are mutually scheduled
with the Board's or Administration's representatives to participate in negotiations or grievance hearings during working
hours, said persons shall suffer no loss of pay.

Section 8: Released Time for Association President

The District agrees to release an employee who is serving as Association President from his/her regular assignment either
half-time or full-time for the year, or other employee up to full-time for the year.

Based on the Association President’s contract FTE (full-time equivalent) during the school year previous to the school year
term of office, those contractual rights accorded employees with the same FTE will be accorded the Association President
during the school year term of office.

The Association shall reimburse the District the percentage of FTE for release time times the total cost of the President’s
salary and benefits. Unless otherwise mutually agreed by the Superintendent and Association President, reimbursement
shall be paid monthly upon receipt of a billing by the District. This provision is permissive and will be implemented at the
Association’s request and upon the Superintendent’s receipt of written notice prior to June 1 of any term. Said notice shall
specify the amount of release time to be used for the following year.

The District administrative designee will work directly with the Association President to determine the most appropriate
assignment that allows the necessary work required by the Association President to be fulfilled that would not cause
additional barriers to the work being done. The District and Association agree that it is best for both parties that the
assignment should be one that facilitates the ability for the Association President to be available to the District and the
MEA membership. The District and Association will utilize vacancies to achieve this.



Upon completion of the school year, the released Association President shall be guaranteed his/her original position for the
following school year, except for modifications/changes that occur as a result of provisions of this Agreement.
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ARTICLE 1V - EMPLOYEE RIGHTS

Section 1: Individual Rights

A. Citizenship Rights

Employees shall be entitled to full rights of citizenship. The Board recognizes that the employee has all the
political rights and responsibilities incumbent upon American citizens and encourages the exercise of these rights
and responsibilities. Nothing contained herein shall be construed to deny or restrict to any employee such rights as
he/she may have under applicable laws and WAC provisions, subject to the provisions of this Agreement.

B. Employment Discrimination

There shall be no discipline or discrimination with respect to the employment of any employee because of such
person's age, sex, marital status, race, creed, color, national origin, sexual orientation, or the presence of any
sensory, mental, or physical handicap, unless the particular handicap prevents the proper performance of the
particular employee involved.

C. Domicile

Although domicile is not included hereunder, in the event the Board considers making such matter a qualification
for employment and after notification to the Association, such matter, at the request of the Association, shall be the
subject of collective bargaining, subject to all duties, rights, and limitations thereof.

D. Application of Agreement

The provisions of this Agreement shall be applied without regard to race, creed, religion, color, national origin,
age, sex, sexual orientation, disability, or marital status except as otherwise required by the District's affirmative
action program or in accordance with the law.

Section 2: Right to Join and Support Association

Employees shall have the right to freely organize, join, and support the Association for the purpose of engaging in
collective bargaining, through representatives of their own choosing, and for mutual aid and protection. Employees shall
also have the right to refrain from any and all such activities covered in this provision, except to the extent that they may be
required to pay a representation fee in accordance with this Agreement.

The District shall not discriminate against any employee in regard to hiring, tenure of employment, or any term or condition
of employment as a result of membership in the Association or institution of any grievance, complaint, or proceeding under
this Agreement.

Section 3: Employee Discipline and Just Cause

A. Notification of a Non-Disciplinary Concern

There may be occasion when an employee’s supervisor has a need to discuss a concern/allegation with an
employee and the supervisor knows that no disciplinary action is warranted. The supervisor may discuss the
concern or allegation with the employee. During the discussion the employee will be afforded time to provide
additional information. The discussion may be summarized by the supervisor in a written Conference Summary
consistent with the following guidelines:

1. A Conference Summary is not disciplinary, does not take the place of any of the disciplinary steps, shall
make no findings of misconduct, shall impose no sanctions, and shall not be used as evidence of
discipline in any future disciplinary action. A Conference Summary may include the date, time,
and subject matter of the informal discussion that was held. A Conference Summary may be used to
remind or clarify an existing rule, policy, or conduct expectation that is expected of all employees. In the
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disciplinary process, the Conference Summary may be used only as evidence that an issue has been
addressed with an employee if the same/similar issue is raised again.

The supervisor shall provide copies of a Conference Summary in a timely manner to the employee. A
copy may be maintained by the employee’s supervisor in a working file. A copy shall not be placed in
the employee’s personnel file. The employee shall have the right to have a response to the Conference
Summary attached to the supervisor’s working file copy. If there have been no further issues related to
the subject matter or clarified existing rule or conduct expectation described in said Summary, an
employee may have a Conference Summary removed from the supervisor’s working file after two (2)
years from the date of entry, provided this limitation shall not apply to a subject matter, rule, or conduct
expectation that relates to student health and/or safety.

Notification of Disciplinary Investigation

There are other occasions when an administrator/designee has a need to discuss a concern/allegation with an
employee and should the concern/allegation be true, the administrator/designee believes there is potential for
disciplinary action to be taken.

Any concern/allegation made against an employee by any parent, student, or other person will be called to the
attention of the employee if disciplinary action is a potential result. Any concern/allegation not called to the
attention of the employee within twenty-five (25) calendar days from administrative knowledge of the
concern/allegation may not be used as the basis for any disciplinary action against the employee. Nothing in this
Section precludes the District from taking investigatory steps prior to notification to the employee of the
allegation.

Notification to the employee will be done in one of the following ways:

1.

Normal Notification

The administrator/designee will meet with the employee and inform the employee that a concern/allegation
has been brought to his/her attention. The administrator/designee will inform the employee of the general
nature of the concern/allegation unless to do so would jeopardize the integrity of an investigation.

Notification Including Administrative Leave

There may be some occasions it would be reasonable to conclude, based on a concern/allegation assumed to
be true, that an employee’s continued presence in the workplace could pose a threat or danger to a student,
another employee, self, or District property, and/or could interfere with the ability of the
administrator/designee to conduct a thorough investigation into the concern/allegation against the employee,
and/or could disrupt the educational or work environment. At the time the District decides to place an
employee on administrative leave and before the employee is informed, the President of the Association shall
be informed of the specific reason(s) that warrant such leave. In the event the President of the Association is
not available, the Uniserv representative assigned to the District shall be informed.

To place an employee on administrative leave, the administrator/designee will meet with the employee and
inform the employee that a concern/allegation has been brought to his/her attention and that the employee is to
be placed on paid administrative leave. This leave is not disciplinary in nature and does not presume guilt.
Any conditions attached to such administrative leave shall be in writing and shall be reviewed with the
employee at this meeting. It will be the administrator/designee’s decision as to whether to inform the
employee at the time of being placed on administrative leave of the general nature of the concern/allegation.

Given the difficult situation an employee faces when on administrative leave, the District will complete its

investigation in an efficient and timely manner. The Association President shall be given regular updates as to
the status of any investigation being conducted when an employee has been placed on administrative leave.
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3. When Employee is Initially Informed of Concern/Allegation per Paragraphs 1 or 2, Above

If the administrator/designee informed the employee of the general nature of the concern/allegation, the
administrator/designee will advise the employee that this meeting is not for investigative purposes and thus
the employee will not be asked for a response to the concern/allegation. An investigative meeting will be
arranged in a timely manner at a time convenient to all parties involved. Prior to the meeting, the
concern/allegation will not be discussed with the employee.

4. When Employee is Not Initially Informed of Concern/Allegation per Paragraphs 1 or 2, Above

If the administrator/designee did not inform the employee of the general nature of the concern/allegation,
another meeting will be scheduled within a reasonable period of time for that purpose. This additional meeting
is not for investigative purposes and thus the employee will not be asked for a response to the
concern/allegation. An investigative meeting will be arranged in a timely manner at a time convenient to all
parties involved. Prior to the meeting, the concern/allegation will not be discussed with the employee.

C. Investigative Meeting(s)

At the initial investigative meeting, the administrator/designee will provide information as to the nature of the
concern/allegation so that the employee may have the opportunity to provide additional information, answer
questions, and provide his/her version of the events under discussion. No disciplinary action will be taken at this
meeting as the purpose of the meeting is to gather information and provide the employee with the opportunity to
tell his/her side of the concern/allegation under investigation.

If after the initial investigative meeting the administrator/designee believes additional investigation is warranted,
the administrator/designee will set a tentative timeline for a subsequent meeting with the employee and his/her
Association representative. If additional investigation is not needed, the administrator/designee will set a follow-
up meeting to inform the employee of the results of the investigation and the disciplinary action, if any, to be
taken.

If during the course of an investigation an additional concern or allegation is surfaced from sources other than the
employee under investigation, the employee and the Association President shall, prior to the employee being
interviewed regarding such additional concern or allegation, be given notice of the additional concern/allegation.

D. Right to Respond to Complete Investigative Record

The witness statements and other information forming the basis for possible disciplinary action will be made
available to the employee before the conclusion of the investigation. The employee shall have the right, before
any disciplinary action is taken, to receive and respond to the witness statements and other information that
contributes to the potential decision of the District to take disciplinary action. This right may require another
investigative meeting with the employee even if the employee had been interviewed earlier in the investigative
process.

E. Results of Investigation

There may be three outcomes of an investigation:
1. The concern/allegation is proven to be false so no disciplinary action is taken;

2. The evidence is inconclusive regarding whether the concern/allegation is true or false and thus no disciplinary
action is taken; or

3. Disciplinary action may be taken in accordance with paragraph G, below.

If the outcome of an investigation is either 1, or 2, above, a brief letter will be written to the employee indicating
the result of the investigation was either that the allegations were shown to be false or that the evidence was
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inconclusive. In either event, the letter will also state that no disciplinary action will be taken. A copy of the letter
will be maintained in the employee’s personnel file but is subject to purging as identified in Article IV, Section 5
of this Agreement when requested by the employee.

Just Cause and Progressive Discipline

No employee shall be disciplined without just cause. Progressive discipline minimally includes verbal warning,
written reprimand, suspension without pay, and discharge. The seriousness of an employee incident or action can
be sufficient cause to forego one or more of these disciplinary steps. The District shall observe a policy of
progressive discipline except where the circumstances warrant greater discipline. Any disciplinary action taken
against an employee shall be appropriate to the behavior which precipitates said action.

Association Representation

An employee shall be advised they are entitled to have an Association representative present at any meetings held
for the purposes outlined in paragraphs B through E. The employee may proceed with the meeting without union
representation, although the District and Association prefer that a union representative be present. The burden of
ensuring Association representation will be the employee’s.

The Association President shall be notified of any requested meeting with an employee.

A bargaining unit member who is not under investigation but is interviewed during the course of an investigation
shall be entitled to have an Association representative present. The Association agrees to provide representation in
a timely manner so as not to delay meetings.

Appeal Process

In all disciplinary actions against employees, the employee so affected will have the option of appealing through
the grievance procedure contained in this Agreement or through applicable appeal procedures provided in current
or subsequent state statutes. The employee must provide written notification of the appeal procedure selected in
accordance with the grievance timelines herein or within the timeline provided by the statutory procedure.

Miscellaneous

Any discipline administered as a result of District Policy #3510 (Drug Free Schools, Community and Workplace)
will be consistent with this section.

Section 4: Academic Freedom

A.

General Provisions

Education may be fostered and promoted in an atmosphere in which academic freedom for staff is encouraged and
promoted, with due consideration to the rights of the students and community in connection therewith.
Accordingly, it is understood that teachers may adjust pace and make minor adjustments to materials to assist
students with accessing the curriculum and meeting standards.

Academic freedom in study, learning, and instructing for all employees is allowed subject to accepted standards of
professional responsibility and reasonable administrative control exercised consistent with the provisions herein.
These responsibilities include a commitment to democratic tradition; a concern for the rights, welfare, equity,
growth, and development of children; consideration for the concerns and desires of the community; and an
insistence upon objective scholarship.

Accordingly, the District and Association agree as follows:

1. The presentation and discussion of controversial issues in the classroom should be on an informative basis. In
handling controversial issues, employees shall endeavor to develop in students an ability to meet issues
without prejudice and to withhold judgments while facts are being collected, assembled, weighed, and
relationships seen before drawing inferences or conclusions. Employees shall notify their building principal
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whenever controversial matters are planned to be discussed in the classroom. When any guest speaker is
invited into the classroom, employees shall give their building principal three (3) days’ notice; provided that
mitigating circumstances may cause said notice to be less than three (3) days.

2. Student achievement is impacted by: classroom management, teaching for and a belief in student learning,
home and parent involvement and culturally competent teaching. Core curriculum delivery shall be based on
the needs of the students, established learning standards, and professional judgment in alignment with
evidence based instructional practice. The teacher may adjust the pace of instruction, which may vary in
individual classrooms, in order for all students to meet the identified essential standards.

3. Employees shall have the authority to select the methods and materials used for the instruction of students
consistent with any District guidelines regarding the curriculum and the selection of instructional materials.

B. Electronic Surveillance

No electronic device shall be used to listen to or view a certificated employee or group of certificated employees in
their designated classroom or work area without their permission unless it is court ordered or unless it is agreed to
be done in writing by the Association President and Superintendent. If court ordered, the President will be notified
and provided a copy of the court order prior to implementation.

The provisions of the paragraph above are not intended to prevent the District from utilizing security cameras in
common areas such as parking lots and school hallways.

Section 5: Personnel Files

A. Right for Employee Inspection and Copying

Employees or former employees whose personnel files are still maintained shall, upon request and making an
appointment with the appropriate personnel administrator, have the right to inspect, during usual District office
hours, all contents of their complete personnel files kept within the District. Another person, at the employee's
request, may be present at any file review, however, the employee will sign a consent form for that purpose. Upon
request, one copy of any documents contained therein, exclusive of the employee's certificate, copies of annual
contracts, transcripts of academic records, evaluation reports, and TB or health report, shall be afforded the
employee at District expense; additional copies shall be at the employee's expense but at no more than six cents
($.06) per page. Upon request by the employee, the Superintendent or his/her official designee shall sign an
inventory sheet to verify contents of a personnel file at the time of inspection by said employee.

A separate file for processed grievances shall be kept apart from the employee's personnel file, which separate file
shall also be open for inspection by the employee.

B. Contents

An employee's personnel file shall contain the following minimum items of information, together with such other
items as are deemed appropriate by the Board and/or administration as long as consistent with the provisions of
this Agreement, to wit:

The employee's certificate
Copies of annual contracts
Transcript of academic records
Evaluation reports

W N =

C. Copy of New Material

Before anything additional is placed in the employee's personnel file, a copy will be given to the employee
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D. Right to Respond

No correspondence or other material making any reference to an employee's, or former employee's competence,
character, or manner, shall be kept or placed in a personnel file without allowing the employee to attach a short,
concise statement of his/her own written position on such matter.

E. Removal of Derogatory Material

Except for material that relates to student health and/or safety, no derogatory material shall remain in an
employee's file for more than two (2) years from the date of entry unless a continuation of the same type of
problem is shown in the file within the two (2) year period.

F. Accessibility by Others

Material in the employee's personnel file will not be copied or made accessible to persons other than the employee
or his/her agent, and District personnel with a need for access.

Section 6: Employee Protection & Safety

A. Hold Harmless

The District shall protect and hold harmless any employee from any action, claim or proceeding instituted against
them while within the scope of employment and arising out of the performance of duties for, or employment with,
the District and hold them harmless from any expenses connected with the defense, settlement or monetary
judgment from such actions, provided that the District shall not be obligated to assume any costs or judgments
held against the employee when such damages are proved to be due to the employee's willful negligence, violation
of law or criminal act as determined by a court of law.

B. Required Safety Training

The District shall attempt to provide opportunities during the workday and work year for all employees required
by policy, law or job description to obtain or maintain such required certification (i.e. CPR, CPI, First Aid, Right
Response, etc.). If the District elects to provide such trainings outside of the contracted work day, employees will
receive per diem pay if they choose to attend.

C. Compliance with Law

The District and employees shall comply with state and federal laws pertaining to employee safety and health.
Employees shall be expected to exercise reasonable care with respect to the safety and health of pupils and the
safety of property.

D. Safe Work Environment

It is the District’s policy to provide a safe and healthy environment for students and employees. The District and
the Association will commit to ensure the safety of students and staff including a safe and civil educational
environment for all students, employees, volunteers and patrons, in which harassment, intimidation and bullying
are consistently responded to and actively discouraged. The District will partner with social agencies and other
organizations to help preserve the health and safety of our schools.

1. Threatening/Inappropriate Behavior Directed towards Employees

The District is committed to employee safety. Employees who perceive that their safety is threatened, in any
manner, are encouraged to immediately contact their direct supervisor and/or a District administrator and the
Association President.

The District will support an employee faced with abusive, intimidating, threatening, or harassing behavior,

whether in a verbal, written, or electronic form, from any student, parent, guardian, or other person in the
following ways, where appropriate:
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a. If such behavior is disruptive to the environment of the classroom or work area, the employee may
ask the individual to leave. If that person refuses, the employee has the right to contact an
administrator, security or School Resource Officer (SRO) and ask to have the individual removed.

b. When an employee is faced with communication of an abusive, intimidating, threatening or harassing
nature, the employee will not be obliged to respond directly to this communication.

i. The employee shall inform the building administrator who will assist in resolving or
responding to the issue by working with the employee to create a mutually agreeable plan.

ii. If the inappropriate behavior comes from a parent, and remains unresolved after working
with the building administrator, the employee and the building administrator will report the
event together to Human Resources. The employee will not be required to directly interact
in-person, electronically or by any other means of communication with the offender until a
resolution is found. Any essential communication prior to resolution will be communicated
through the building administrator. A meeting will be held between the HR designee, the
impacted employee, building administrator, and Association President or designee with the
purpose of planning strategies to support and assist the teacher.

c. Appropriate forms shall be made available for employees to file complaints with the District.

2. Safeguards for Employees Experiencing Verbal Threats and Physical Assault

The District will take necessary and reasonable steps to protect and support employees who are the subjects of
verbal and/or physical assault, victims of stalking, harassment and/or bullying, by students, parents, or
community members when the employee is targeted in the workplace because of their status as an employee
of the school district. The following assistance shall occur when an employee has been assaulted, where
appropriate:

a. Any case of verbal threats to bodily harm and/or physical assault upon an employee or by an employee
shall be promptly reported in writing, to the building administrator and the Association President.

b. The employee will be provided other available assistance as needed at the time of the incident; this can
include but is not limited to leave with pay on the day of the incident which will not be charged to any
accumulated leave. The impacted employee may request up to three additional days of leave by submitting
a written request with rationale to Human Resources. If Human Resources denies the request, the employee
may submit a written appeal. The Executive Director of Human Resources will discuss the matter with the
Association President and the employee prior to rendering a decision. The decision will be considered
final.

c. The District shall provide necessary support to fill out required paperwork and/or online incident report
forms.

d. The District will provide information to assist the employee in accessing the Employee Assistance
Program.

E. Personal Property Loss or Damage

The District shall provide protection under the provisions of its insurance policy for loss or damage to personal
property of school employees while such employees are engaged in the maintenance of order and discipline and
the protection of school personnel and students and the property thereof, when it is deemed necessary by the
employee.

Employees will be reimbursed for essential personal property used in the course of their duty when such loss or
damage is willfully and maliciously inflicted by students or persons known or unknown on school premises.
Educators shall submit a written record of items damaged or destroyed to the District for reimbursement at the cost
of replacement for like items up to a maximum pay out of $250 per item. Employees may request additional
reimbursement by submitting their request to the Human Resources department.
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Vehicle Damage

The Monroe School District shall reimburse or repair the damage to an employee's personal vehicle should such
damage occur during the normal teacher workday; and PROVIDED such loss occurred on school property in an
area assigned for teacher parking. Any loss to the vehicle will be paid PROVIDED the loss is not the result of the
employee's failure to take reasonable preventive measures. The District shall pay for loss under this section on a
one (1) time basis per employee, each academic year, up to a maximum of two hundred and fifty ($250) dollars.
Claims submitted for reimbursement under this section must be completed on proper District forms and shall
include valid and documented evidence to support the employee's position.

Personal Injury

Whenever an employee is absent from employment and unable to perform duties as a result of personal injury
sustained in the course of employment, said employee shall be entitled to use accumulated sick leave or, when
applicable, the provisions outlined in letter A #2. Safeguards for Employees Experiencing Verbal Threats and
Physical Assault.

In the event the employee acquires Industrial Insurance benefits in the form of time-loss payments, the employee
shall have the option of having sick leave benefits provided on a pro rata basis so that the combination of time-loss
payments and sick leave benefits will equal the employee's regular salary (under no combination of the above shall
an employee be paid greater than their current salary amount), or said employee may choose to utilize full
accumulated sick leave before accepting time-loss payments. Under the first option, deductions from accumulated
sick leave will be made on the same pro rata basis.

Upon exhaustion of sick leave, said employee shall be entitled to leave without pay (except for any Industrial
Insurance Award) for the balance of the school year and then shall be entitled upon verification of a physician of
the employee's physical ability to perform to return to service by the immediate beginning of the following school
year.

School Closure Due to Unforeseen Extraordinary Circumstances

In the event that a school(s) building is closed, shut down, or uninhabitable due to a natural disaster, epidemic,
facilities issue (ex. plumbing, water, environmental, etc.), school violence event, or other extreme events for more
than four (4) days, the District will meet to negotiate the working impacts with the Association.

MEA Building Health and Safety Reps

In keeping with WAC 296-800-13020, The building administrator will work with the building MEA Health and
Safety reps, as part of the Building Safety Committee, to ensure adherence to all health and safety protocols and
behavior support plans within the buildings. This team will work together to increase knowledge of what Labor
and Industries health and safety guidance mandates in each building as well as creating and implementing
building-wide protocols in response to repetitive and severe student behavior events.

1. Building safety committees will cover the following topics:

a. Enforces, monitors and adjusts the school wide building safety plan as outlined in Section 7. B.
District Student Discipline Plan and Supports. Building staff will be provided any updates to the
building safety plan prior to implementation.

b. Review safety and health inspection reports to help correct safety hazards.

c. Evaluate the accident investigation reports submitted since the last meeting to determine if the
cause(s) of the unsafe situation was identified and corrected. These accident investigations will
include but are not limited to classroom clears, physical assault of students (including self) or staff,
destruction of property, as well as any incident that is results in an out of building suspension or
expulsion that relates to or has an impact on building safety.
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Section 7:

d. Evaluate your workplace accident and illness prevention program and discuss recommendations for
improvement, if needed.

e. Document attendance of the individuals present at each meeting.

f.  Write down subjects discussed.

g. Each meeting must be recorded.

h. Prepare minutes from each safety committee and:

i.  Maintain the recordings as well as meeting minutes for a minimum of one year.

J- Meeting minutes must be available for review by safety and health consultation personnel of the
department of labor and industries, District administrators and MEA leadership. The minutes
resulting from each meeting shall be emailed out to all staff members within three school days of the
meeting by the building administrator. The building administrator shall be responsible for redacting
personal student information within the written minutes that cannot be shared publicly. It is the joint
responsibility of the building safety representatives and the building administration to ensure that
these meetings are held monthly.

Selection of MEA Representatives

Representation for the building safety committee is determined by the building employees and there shall be
at least one MEA member per school who will serve on these teams and be paid per diem for any time spent
in meetings outside their contracted day. Selection of the MEA team member will be in accordance with
WAC 296-800-13020, which establishes that members must be elected or appointed by MEA. It also
establishes term limits of a maximum of one year (the same individual can be elected or appointed to
unlimited terms). The total number of employer-selected representatives must make up no more than half of
the committee.

In compliance with building safety committee regulations and requirements all items needing further
investigation and/or resources will be forwarded to the District Safety and Risk Director for review or
resolution. The Safety and Risk Director will work with the building principal to resolve the issue and the
outcome of the process will be disseminated to the building safety committee for their next meeting. MEA
building team members will report items needing further investigation and/or resources to the MEA President.

Student Behavior

Monroe School District shall “administer discipline in ways that respond to the needs and strengths of students, support
students in meeting behavioral expectations, and keep students in the classroom to the maximum extent possible.”
Washington Administrative Code 392-400-010 (5) The parties agree, student behavior is a form of communication that
conveys unmet need, and that many unseen factors influence the perception and occurrence of misbehavior in our
classrooms, including gender, culture, socioeconomic status, and exposure to household dysfunction and trauma, as well as
undiagnosed health disorders. Taking steps to understand misbehavior allows us to prioritize relationships, respond with
empathy and equity, and prevent the behavior from happening in the future.

A. District and Building Administrator Support

The Board and Superintendent shall support teachers in their efforts to maintain discipline and a safe learning
environment in accordance with state law, district discipline policy, and building rules. At least one
administrator will be physically available to teaching staff during the contracted day when students are
present.
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District Student Discipline and Behavior Plans and Supports

The parties agree that student discipline and student behavior expectations are a mutual responsibility of the staff
and administration and that such discipline must take into consideration student learning differences, diversity of
background, and the physical, emotional, and psychological needs of the student. In exercising student discipline
and behavior expectations, the parties will address social emotional learning (SEL); cultural responsiveness and
equity in student discipline; school climate; using exclusionary discipline as a last resort; and best practices such as
restorative justice, behavior monitoring, trauma-informed approaches, and family engagement. To assist
employees in their exercise of such disciplinary efforts, the District shall:

1. Ensure that staff administer discipline in ways that respond to the needs and strengths of students, support
students in meeting behavioral expectations, and keep students in the classroom to the maximum extent
possible.

2. Prior to each school year, require that each building administrator and certificated staff meet to collaboratively
review, revise, and/or develop building discipline and behavior expectations and the determined enforcement
of those expectations, including application to special education students. Building discipline and behavior
expectations shall include an immediate response plan for emergencies that may occur in the building or on
the playground, as well as a written procedure for student discipline referrals when the building administrator
is not available. Building principals shall provide a copy of the discipline plan developed by the building to
each employee by September 20th.

3. This plan will be posted in a physical space, and online, where it is easily accessible by all employees in the
building. This plan shall be reviewed at the beginning of second semester, at each building safety meeting and
any time procedural and informational changes are made.

4. Ensure an administrator or a certificated supervisory designee will be available during school hours to provide
immediate assistance and support to employees in connection with student discipline and behavior problems.
In the event an administrator is not on site, a clear plan will be in place that establishes who the office staff
should call if immediate administrative assistance is needed. Building administrators are responsible to make
and communicate plans in advance when possible. For the purpose of this paragraph, administrative interns,
deans, and TOSAs with student supervision components in their job descriptions, will qualify as the
administrative designee. The administrative designee will not hold supervisory rights over other certificated
staff while fulfilling the administrative designee role.

5. Provide per diem compensation to employees when it is necessary to clean work areas, outside the contracted
workday, that are damaged by students in crisis and reimburse employees for the personal items damaged or
destroyed. In the event an incident occurs during the school day and at the request of the teacher, the building
administrator will provide support to the educator while the classroom is being cleaned in order to welcome
students back to a safe learning environment.

6. Use of restraint, isolation, and other forms of reasonable force may be used on any student when reasonably
necessary to control spontaneous behavior that poses an imminent likelihood of serious harm. Serious harm
includes physical harm to self, another, or district property. Staff will closely monitor such actions to prevent
harm to the student and will use the minimum amount of restraint and isolation appropriate to protect the
safety of students and staff. The restraint, isolation, and other forms of reasonable force will be discontinued
when the likelihood of serious harm has dissipated.

Serious harm: A substantial risk that physical harm will be inflicted by a student

a. upon his or her own person, as evidenced by threats or attempts to commit suicide or inflict physical harm
on oneself;
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b. upon another, as evidenced by behavior that has caused such harm or that places another person or
persons in reasonable fear of sustaining such harm;

c. upon the property of others, as evidenced by behavior that has caused substantial loss or damage to the
property of others; or

d. after the student has threatened the physical safety of another and has a history of one or more violent
acts.

Restraint, isolation, or other forms of reasonable physical force must be administered in such a way so as to
prevent or minimize physical harm to the student. If, at any time during the use of restraint, isolation, or other
forms of reasonable physical force, the student demonstrates significant physical distress, the technique must
be reduced immediately and, if necessary, school staff must take immediate steps to seek medical assistance.

An adult must continually monitor any student when restraint, isolation, or other forms of reasonable physical
force is used. The monitoring must be conducted by continuous visual monitoring of the student. Monitoring
must include regularly evaluating the student for signs of physical distress.

Any school employee, school resource officer or school security officer who uses restraint, isolation, or other
forms of reasonable physical force, on any student during school-sponsored instruction or activities, will
inform the principal or a designee as soon as possible and within two (2) business days submit a written report
of the incident to the district office.

Recognize the right of employees to expect acceptable behavior from all students and specifically to recognize
the right of a teacher to take disciplinary action to correct a student who disrupts normal classroom activities.
Before administering a classroom exclusion, short-term suspension, or in-school suspension, the district must
first attempt one or more other forms of discipline to support the student in meeting behavioral expectations.

Before deciding whether any suspension or expulsion is warranted, or the length of a suspension or expulsion,
the district will consider the student’s individual circumstances, the nature and circumstances of the
behavioral violation and impact on the learning environment.

Provide a detailed procedure and timeline describing the District suspension/expulsion student appeal process,
including any required action on the part of school administration as part of this process. This information will
be included in the individual building safety plans.

For students under long term suspension or expulsion, a re-engagement meeting with the student and family,
and an administrator shall occur prior to the student’s return to school for the purpose of establishing a re-
engagement plan that allows for student success. The certificated staff of record will be invited, but not
required, to attend the re-engagement meeting. In the event this meeting is held during the contracted work
day, a substitute will be provided at the request of the employee. While a student is suspended or expelled, the
classroom teacher will provide the student with the grade-level curriculum and/or assigned homework.

Recognize an employee’s right to be notified by the administrator:

a. Teachers of record will be provided relevant information regarding the students in their classes whenever
said administrator has been notified from a statutorily authorized source, including the county sheriff’s
office, the courts, the department of social and health services, and/or the department of corrections, that
a student has been convicted in adult criminal court or adjudicated or entered into a diversion agreement
with the juvenile court on any of the following offenses as defined by law:

] A violent offense;

= A sex offense;

] Inhaling toxic fumes;

] A controlled substance violation;

. A liquor violation;

) Assault--physical harm;

. Kidnapping, unlawful imprisonment, and custodial interference;
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10.

11.

12.

13.

14.

] Harassment; and
] Arson, reckless burning, and malicious mischief.

b. Whenever said administrator learns that a new student at the school or a student already enrolled at the
school has a history of violent behavior and/or a history of serious disciplinary matters that have resulted
in long term suspensions or expulsions the educator(s) of record will be notified.

c. The notification(s) referenced in paragraph a and/or b above shall be made within two school days upon
discovery, and if time permits, prior to the student’s entry into the teacher’s classroom. The classroom
teacher shall be provided access to the student’s records relevant thereto, unless otherwise restricted by
law.

Recognize and support an employee's right to remove a student from a class and direct such student to a
designated site consistent with building discipline procedures, when the employee deems such action
necessary to maintain order or discipline, provided that, except in emergency circumstances, the teacher shall
have first attempted one or more alternative forms of corrective action. (RCW 28 A600.020).

a. Such temporary removal may be for all or any balance of the school day, or up to the following two (2)
days.

b. Inno event, without the consent of the teacher, may an excluded student return to the class or activity
period until a building administrator and the teacher have conferred. If the teacher is unsatisfied with the
results of the conference with the administrator, they may request the involvement of a district level
administrator and association leadership while not extending the temporary student removal beyond two
days. This item is subject to compliance with student IEP’s and 504 Plans.

c. In such instances of temporary removal, the employee has the right to be consulted regarding the facts of
the situation and any actions to be taken with the student, including recommended suspension or
expulsion.

d. It shall be the responsibility of a building administrator to contact the student’s parent(s) or guardian in
cases of suspension or expulsion.

e. If student misconduct affects other students, such as when a room needs to be evacuated, or when
students witness a verbal or physical harm or assault, if time permits, a building administrator and the
impacted teacher will meet and discuss what is communicated, who it is to be communicated to (i.e. staff,
families, school community), and how the communication is delivered. If the impacted teacher is
dissatisfied with the communication, they may refer the matter to the Human Resources department and
Association President for discussion and review.

Take no final action on an employee referred student discipline case without prior input from the employee
involved.

Notify the employee immediately of any instance in which a student or parent instigates any grievance
procedure relative to any student disciplinary matter in which the employee may be involved. In addition, the
District shall keep all involved employees apprised of the status and disposition of all student disciplinary
appeals, including appeals of suspension or expulsion.

Recognize the right of any employee involved in any formal student disciplinary hearing or appeal to have
their own representation.

Notify educators of record when a student is suspended and for what reason. If the District believes the

student may retaliate due to any form of discipline with violent behavior, the educator(s) of record at the
building will be notified
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15. Facilitate a meeting between the employee, their building administrator and district level administration to
discuss and determine appropriate classroom assignment/placement if one or more of the following activities
is directed toward the teacher: assault or physical harm, kidnapping, unlawful imprisonment, custodial
interference, luring, trafficking and coercion of involuntary servitude, harassment, arson, reckless burning and
malicious mischief. The educator will be granted union representation during this process.

C. Emergency Situations
In emergency situations including but not limited to the exercise of authority by a teacher to control and maintain
order and discipline, the teacher shall use reasonable and professional judgment concerning matters not provided
for by specific Board or building policies and not inconsistent with Federal and State laws and regulations.

D. Exceptional Behavior Needs
The following provisions are intended to support the success of general education students with exceptional
behavioral needs:

a. Upon the request of either teacher or administrator, the teacher and building administrator shall meet and
agree to a plan which provides for the safety and well-being of staff and other students.

b. The teacher and an appropriate administrator shall meet to discuss the need for any additional resources to
support students with exceptional behavior.

c. Teachers assigned students with 504 plans shall have an opportunity to participate in the development of
behavioral support plans of students assigned to them.

d. The teacher has the right to refer the student to the guidance team or start the process in order to make a
special education referral.

E. Student Discipline Meetings, Due Process Hearings and Re-Entry Meetings
When an employee is required to attend (or submit information to) student discipline committees, due process
hearings, or re-entry meetings that occur outside the workday or during an employee’s planning period, the
employee shall be compensated at their per diem rate. If a teacher should be required to attend a due process
meeting for purposes of being questioned by administration, the teacher shall have the right to union
representation.

Section 8: Individual Contract

The District shall provide each employee with a written contract defining all regular assignments and, if applicable, all co-
curricular duties and assignments, which latter duties and assignments shall be in the supplemental contract, all in
accordance with state law and lawful reopener provisions. Contracts may be distributed electronically.

Individual contracts shall include the following statement:

"This contract shall be subject to the terms and conditions of the Collective Bargaining Agreement between the District and
the Monroe Education Association. Should any of the terms of this individual employee contract be inconsistent with the
terms of the Collective Bargaining Agreement, the terms of the Collective Bargaining Agreement shall prevail."

Section 9: Supplemental Contract

There shall be a supplemental contract for extended time, District-specified co-curricular and supplemental assignments.
Appointments to co-curricular, special and supplemental assignments are for one (1) year and shall be in accordance with
current statutory provisions. The District shall notify employees, in writing, of appointments for the next year as early as
possible and, if possible, no later than thirty (30) days before the assignment is to begin. If an employee is not to be issued
a supplemental contract for the next year in an area where he/she holds a contract for the current year, he/she will be
notified by the District at least by the last teaching day of the current contract. Normally, each employee shall receive a
supplemental contract detailing salary, position, and days, prior to the first day the assignment commences.
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All co-curricular and supplemental assignments will be filled by members of the bargaining unit represented by the

Association.

Section 10:

Assignment, Vacancies, and Transfer

This section shall apply to the regular duties of employees covered by this Agreement. To assure that pupils are taught by
employees working within their areas of competence, the administration will make every effort to assign employees to
subjects, grades, and/or classes in their major or minor fields of study or qualifications in specialty areas. Seniority for the
purposes of this Section shall be defined in the same way as defined in Article X herein. Transfer for purpose of this
section means assignment outside of an employee’s current building or work site. Assignment means a change of duties
within the employee’s current building or worksite. A move is a change of classroom.

A. Assignments within Current School

Preference for Next School Year

Within their current school location, employees shall have the right prior to April 1 of the current school year
to indicate their preference for a specific teaching program, specialist program, subject(s), or grade level for
the subsequent year for which they hold certification.

Notification of Assignment

The administration, prior to June 1 of the current school year, shall notify employees, in writing, of any
changes in their current programs that are to occur for the next school year, including any changes in grade
assignments at elementary level, course assignments at the secondary level, and other special assignments.
When a change of assignment occurs after June 1, the administration shall immediately notify the affected
employee as soon as the change is known; the reason for the change shall also be provided.

Voluntary Reassignment Request

Employees may request a reassignment to their building principal in writing by email. Requests for
reassignment should be completed no later than May 15 (or whenever positions become available) in order to
provide ample time for consideration of the request.

Effort to Meet Needs Voluntarily

When it is evident that program needs cannot be met except by reassigning current staff within that school, the
building administrator or appropriate supervisor shall give written notice to the staff, explain the cause or
causes, and schedule a meeting to discuss the situation with the staff so that there are opportunities to meet the
reassignment needs voluntarily and cooperatively.

B. Voluntary Transfer

Voluntary Transfer Request
Employees may request a voluntary transfer to a vacant position outside their current school location.

Employees who desire a transfer will apply through the online application system.

1.

Preference over New Hires
Employment of any individual outside the District for a specific position shall not be made until all those

employees who have applied through the online application system for transfer have been determined not to
meet the qualifications for the position as defined in paragraph 2 b, below.
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Procedures

To assure that employees are given every consideration in filling any vacancies or newly created positions
which occur at any time within the District, the following procedures shall be used:

a. Notices of Vacancies and New Positions

All vacancies and new positions shall be publicized to the staff through a written notice which shall be
posted on the District’s online application system and emailed to the association president as far in
advance of the date of the opening of any vacancy or new position as possible. Said notice of vacancy or
new position shall clearly set forth the qualifications for the position and procedures for applying. All
posted vacancies will be open for a minimum of five (5) days. After August 15, posted vacancies will be
open for a minimum of three (3) days.

b. Qualifications

All vacancies or new positions shall be filled on the basis of qualifications for the position. A current
employee who applies for a vacancy or new position will be deemed to be qualified for a position if that
employee meets all of the following criteria:

1) They have appropriate certification for the position;

2) They have proficient evaluations for the two (2) years directly preceding the request for transfer;

3) Employees may accept a maximum of one voluntary transfer per year without approval from a
human resources administrator.

c. Selection

If there is only one qualified current employee applicant for a position, that person will be-offered the
position and provided two (2) business days to accept or decline. If the offer is accepted, that person will
be transferred to the position.

If there is more than one qualified current employee applicant, the position shall be given to the person
who meets the following criteria in priority order:

1) The greatest seniority as defined by Article X herein.

2) The greatest seniority as a certificated employee in the District.

3) The most advanced degree.

4) The person chosen by lot.

d. IfRequest is Denied

In cases where the employee’s pending request for transfer or reassignment is refused, the employee
shall, upon request, be given written reasons for such refusal.

e. District Right to Set Aside

The District may set aside the application of paragraphs “b” and/or “c”, above on no more than two (2)
occasions per school year, provided these paragraphs are followed for all other vacancies and new
positions. The District will notify the Association, in writing, when said paragraphs are to be set aside.
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C. Involuntary Transfer

1.

Seniority

In the event of involuntary transfer, the least senior employee shall be transferred, unless the District shows
there is reasonable cause and it is in the best interests of students, employees, and the District to transfer a
more senior employee. If requested by the affected employee, the District will provide a written explanation
of the reasons for the transfer.

Notification

An employee who is to be involuntarily transferred shall be given at least five (5) days written notice, said
notice specifying the reasons for the transfer, except in the case of an emergency and where no qualified
substitute is available.

First Right of Refusal

An employee who is involuntarily transferred shall be given the first right of refusal to any open or unfilled
position they are qualified to teach within the district before any positions are posted or before any other
employee is placed in a position.

Consideration of Return

Employees who are transferred will be given priority consideration on returning the following year to the
position from which they have been transferred, provided that when first transferred for the following school
year and an opening for which the employee is qualified occurs at his/her current school before the start of the
next school year or within 5 days after the start of the next school year, then the transfer, at the employee’s
option, shall be negated and the employee shall remain at their current school or have the option of returning
to their previous school.

Limit on Consecutive Transfers

The administration will make a reasonable effort to avoid involuntarily transferring an employee during two
consecutive years. No employee will be involuntarily transferred between buildings two years in a row.

Transfer of Senior Employee

When considering involuntary transfer of a senior employee based on program needs, the District shall first
use any available state codes or certification rules which may allow it to transfer a less senior employee.

D. Moving or Change of Assignment Support

Employees shall have the option of three (3) days release or three (3) days pay at the per diem rate for any
involuntary transfer or move (the move shall be accomplished with District assistance, if requested).

Employees who are reassigned after August 15 or during the school year to a different grade level, course, or
content area the employee has not previously taught shall receive at the employee’s option three (3) days release
time or three (3) days of pay at the per diem rate.
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Section 11: Release from Contract

A.

Release for Following School Year

An employee under a signed contract for the current or following school year shall be released from the
obligations of the contract upon request under the following conditions:

1. A letter of resignation must be submitted to the Superintendent's office, and:

2. Arelease from contract for the following school year shall be granted PROVIDED a letter of resignation is
submitted prior to July 15, or

3. When a request for a release from contract for the following school year is submitted after July 15, the release
shall be granted if a qualified replacement can be obtained, or the Board approves such release because of
emergency circumstances.

Release for Current School Year

A release from contract for the current school year shall be granted PROVIDED a qualified replacement can be
obtained and is not detrimental to the educational program or if the Board approves such release.

Release for Special Circumstances

A release from contract shall be granted upon the employee's request in case of illness or other personal matters
which make it impossible for the employee to continue in the District. The employee seeking

release may be required to provide doctor verification of illness or details of request for release for personal
matters.

Section 12: Job Sharing

A.

Definition and Voluntary Nature

Job sharing shall be defined as two (2) bargaining unit members sharing one (1) position. Participation in a job
share shall be voluntary for the affected employees and subject to District approval.

Relinquishment of Continuing Contract Rights

Employees who job share relinquish continuing contract rights to full-time positions.

Job Sharing Request

Job sharing shall be available only to bargaining unit members who have continuing contracts with the District and
who have indicated in writing to the Human Resources Office a desire to job share. If requested by affected
employees, the immediate supervisor will provide written reasons if a job share proposal is denied. The parties
agree that such reasons are not subject to the grievance procedure.

Division of Responsibilities

Job responsibilities for participants shall be divided according to a plan designed by the job share participants and
is subject to approval and modification by the immediate supervisor.

Replacement during School Year

In the event a replacement is required during the school year for a job share partner, the District will ask the job
share partner if he/she would like to fill the whole position. If the remaining partner would like to continue to job
share, but no qualified replacement partner can be found, the position will become whole and will be filled by the
remaining partner.
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Compensation and Benefits

Job share partners shall be treated in the same manner as other part-time bargaining unit members with relation to
compensation and benefits.

Seniority

Seniority for the purpose of transfer shall be determined by the seniority of the senior job share partner. Seniority
shall be defined as it is in Article X herein.
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ARTICLE V- MANAGEMENT RIGHTS

The District and the Association jointly recognize that the Board retains the exclusive right to formulate and implement
policies and rules governing the educational programs and services of the District. The Board retains the exclusive right to
manage the District and to direct its employees, including the customary and usual rights, powers, functions, and authority
of management vested in school districts. The Board retains the right to delegate such management rights to management
personnel as appropriate. No other delegation of such responsibility is intended or is to be implied by any provision of this
Agreement. This Article shall be subject to the express terms and conditions of this Agreement.
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ARTICLE VI — LEAVES

Section 1: General Provisions

A.

Granting of Whole or Partial Days

Leaves will be granted in increments of half or whole days at the request of the employee, in the event a substitute
is required to cover the absence. Certificated staff may use their personal, annual or other contractual leaves in 15-
minute increments of time in the event a substitute teacher is not needed and/or the absence can be covered
internally with existing staff who are willing to cover the time. In non-emergency situations, employees who
volunteer to cover teachers electing to take leaves for less than one hour will be compensated for the time they
cover without considerations for minimum compensation as stated in other sections of this agreement.

Leaves of three and a half hours, however, shall be charged as one-half day of leave regardless of how the absence
is covered/not covered. Leaves of more than three and a half hours shall be charged as one day of leave.

Leave Days Relationship to FTE

Where a limited number of leave days are allocated to an individual employee or a group of employees, leave time
taken shall be charged against time reserve or accumulation for that individual or group at the same rate which is
equal to the FTE teaching assignment of the individual or group using the leave.

Superintendent Discretion

The Superintendent may extend any leave or group of leaves at his/her discretion to meet extenuating
circumstances.

Leaves with or without Pay

Leave granted with pay shall be at the same compensation the employee would have received had leave not been
taken. Leave granted without pay shall result in salary deduction for each day of absence at the daily rate for the
employee, calculated by dividing total salary by total contracted days in the base contract for the individual
employee. In cases of absence without leave, a salary deduction shall be made as provided above, and such
absence may also be cause for disciplinary action.

Return to District

Employees who return to the District from a granted leave of absence shall retain prior service credits.

Duration of Leaves

Leaves granted for less than a school year shall be for a specific time agreed upon. If a leave is granted for a
school year, written notice of the employee's desire to return to service must be given by April 1 of the year of the
absence.

Transferability

Annual leave granted pursuant to RCW 28A.400.300 shall be transferable within the state of Washington. Such

leave accumulated in the Monroe School District will be reinstated to an employee upon re-employment in the
Monroe School District following a break in service.
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H. Limitation on Leave Usage

On any contracted day, not more than 2% of employees subject to this Agreement shall be eligible for leave
pursuant to Section 5 and Section 6 of this Article.

Section 2:

Sick Leave

A. Accrual of Sick Leave

All full-time employees under paid contract status for a full school year, inclusive of those employees with
accumulation of at least one hundred eighty (180) days, shall be granted twelve (12) days of sick leave per year.
For full year, part-time employees, the days granted shall be of a length in proportion to the part of full-time
worked.

B. Leave Accumulation

Leave not taken shall accumulate from year to year. A maximum of one hundred eighty (180) days may be
accrued and cashed out at retirement.

C. District Accounting of Sick Leave

Leave balances will be available in Skyward Employee Access on an ongoing basis. Leave balances will provide
each employee with an accounting of their accumulated sick leave days, which accounting will indicate the total
number of leave days, including the current year’s annual allotment available to the employee at the beginning of
said employee’s contract year.

D. Uses of Sick Leave

Leaves granted under this section shall be with pay and shall be available for:

1.

Disability

Illness or injury of the employee which disable him or her from performing his or her assignment, including
disabilities caused or contributed to by pregnancy, miscarriage, abortion, or childbirth and recovery therefrom;
PROVIDED, any employee absent under this provision for more than five (5) consecutive workdays may be
required to provide a physician's certificate, and failure to provide such a certificate when required shall result
in the absence being considered as without leave so long as there is no conflict with RCW 28A.400.300 and
WAC 392-136.

Care of a Child

Care of a child of the employee with a health condition that requires treatment or supervision. “Child” means
a biological, adopted, or foster child, a stepchild, a legal ward, or a child of a person standing in loco parentis
who is: (1) under 18 years of age; or (2) 18 years of age or older and incapable of self-care because of mental
or physical disability. The employee may be required to submit a physician’s certification of such health
condition at the discretion of the Superintendent.

Care of Certain Relatives and Permanent Household Member

For purposes of this section, "family member" means any of the following:

a. A child including a biological, adopted, or foster child, stepchild, or child to whom the employee stands
in loco parentis, is a legal guardian, is a de facto parent, regardless of age or dependency status;
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b. A biological, adoptive, de facto, or foster parent, stepparent, or legal guardian of an employee or the
employee's spouse or registered domestic partner, or a person who stood in loco parentis when the
employee was a minor child;

A spouse;

A registered domestic partner;

A grandparent;

A grandchild; or

A sibling.

© Mo Ao

The employee may be required to submit a physician's certification of such illness or emergency
condition at the discretion of the Superintendent.

4. Emergencies

Other emergencies of an urgent, unforeseen nature which require that the employee be absent during the
regular working day; PROVIDED, all leaves under this paragraph shall be granted upon the request made by
the employee to the building principal, or Executive Director of Human Resources, as to the length of the
leave granted.

E. Attendance Incentive Program

The Board agrees to implement the state approved Attendance Incentive Program which provides for the annual
buy-back of accumulated annual leave and for cash out of annual leave upon death, retirement, or in some cases
separation from employment. Should the provisions of this law be altered by the Legislature, both parties agree to
reopen for purposes of negotiating solely on this issue. Key provisions of the current law, WAC 392-136 are
included as Appendix J.

Section 3: Industrial Injury Leave

A. Basic Provisions

An employee who is absent due to injury resulting from an accident sustained while performing in an official
capacity as an employee of the District shall be placed on leave while the employee is receiving temporary
disability benefits under the Industrial Insurance Law. Accumulated annual leave shall be applied as a supplement
to Industrial Insurance payments to maintain the employee at his or her full level of compensation. In the event the
injury results from the misbehavior of a student, the District will provide additional leave between the time the
worker’s compensation application is submitted and when benefits commence. The employee shall have the option
of using annual leave before applying for time loss benefits.

B. When Annual Leave Exhausted

If an employee covered by Paragraph A above, remains disabled following exhaustion of his or her accumulated
annual leave, the District may continue supplemental compensation to such employee for up to sixty (60)
additional workdays while the employee continues to receive temporary disability payments under the Industrial
Insurance Law: PROVIDED, that the benefit granted under this paragraph shall not be available where the
accident or injury was due to the contributory negligence of the employee.

Section 4: Parental Leaves

A. Relationship to Annual Leave

For purposes of computation of the twelve-month period allotted for parental leave pursuant to this section (Article
VI, Section 4), any consecutive prenatal period and/or disability period covered by annual leave shall be included
in the twelve-month period allotted for parental leave.
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B. Childcare Leave
1. Basic Provisions

Childcare leave following the birth of an employee’s child, or the adoption of a child shall be granted for the
length of time requested by the employee, not to exceed twelve (12) months or to extend 12 months beyond
the date of birth or adoption.

Any employee who desires a leave of absence for the purpose of child care shall be granted a leave of absence
without pay for a length of time as requested by the employee, not to exceed twelve (12) months. Except in
case of emergency, the employee shall inform the Superintendent or designee at least thirty (30) calendar days
in advance of his or her intention to take childcare leave, and shall indicate the approximate date on which he
or she expects to return to work.

2. Beginning and Ending Dates

The beginning and ending dates of a childcare leave granted under the terms of this section shall be
determined in collaboration with by the District Human Resources Office, the employee and the building
administrator. The employee returning from child care leave will retain the same rights to their original
position that they would have had if they had not taken leave.

C. Paid Leave at Birth, Guardianship, Foster Care, or Adoption Proceedings

Up to four (4) days of paid leave per year may be taken for the birth of an employee’s child, or attendance by
either or both adoptive parents at court and legal proceedings, including guardianship, foster care, home study and
evaluation of home visitations required by an adoption agency in connection with the adoption of a child by the
employee. This leave is in addition to any other leaves provided by this Agreement which could also apply to
these purposes.

D. Family Leave Laws
The District will abide by all state and federal laws related to family leave.
Section S: Sabbatical Leave
A. Eligibility

All employees in the Monroe School District who have rendered service to the District for at least seven (7)
consecutive years immediately preceding the leave.

A sabbatical leave is not a right which an employee is entitled to after seven (7) years of service, but a privilege

which may be granted to employees who present evidence to indicate that this leave will make them better able to
serve the District.

B. Length of Leave

A sabbatical leave shall not be granted for more than one (1) year.

C. Basis for Granting a Leave of Absence: (in order of consideration)

In order of consideration, the following shall be possible uses for a sabbatical leave.

1. Study and/or research
2. Education and work experience; and
3. Educational travel
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D. Pay

Pay will be one-half (1/2) the regular contracted salary based upon that current year's adopted salary schedule.

E. Method of Obtaining a Leave of Absence:

1.

2.

An application is to be filed with the Superintendent specifying the professional study program planned.

Applications will be referred to an employee/administrative committee appointed by the Superintendent which
will consist of one employee and one principal from each level.

This committee will set up additional necessary rules and procedures.

Recommendations by the committee shall be made to the Superintendent who shall have the authority to
accept or reject the recommendation of the committee.

Only sabbatical leave requests approved by the Superintendent shall be presented to the Board of Directors
who shall have final authority to approve or deny the request.

F. The Recipient Agrees:

1.

2.

3.

To submit a brief summary of his/her work to the Superintendent when he/she returns to his/her position.
To not be gainfully employed during the period of leave without the written consent of the Board of Directors.

To agree, in writing, to return to District No. 103 for not less than one year immediately following the leave,
or return the entire school district stipend, except in case of death or total employment disability.

G. The Board of Directors Agree:

1.

Section 6:

To grant any employee on leave such automatic increase in salary rating as would have been received had he
or she remained in active service.

That the employee who has been on leave be reinstated in a position that is comparable to that held when the
leave was granted. This presupposes, however, that conditions have not arisen which would have changed

such employee's location and type of work had he or she remained in active service.

Leave of Absence

The Board of Directors, at its discretion, may authorize a leave of absence, without pay or benefits, for employees for up to
twelve (12) months. Consideration will be given for the purpose of study, unique travel opportunities, or activities related
to public service. Employees who are granted such a leave of absence shall not accept other employment without prior
approval of the Board, and failure to observe this condition could result in a termination of such leave. Notice of the
employee's desire to return to service must be given by April 1 of the year of the absence, or by prior agreement, the
specific date for return of the employee may be designated.

Section 7:

Discretionary Leaves

In this section are various other leaves that are to be granted upon the discretion of the District.

A. Release Time

The Monroe School District will make every effort to provide release time for employees for curriculum
improvement. The request for this release time will be submitted by the staff member to the Superintendent
through the principal or administrative assistant.

If approved by the Superintendent, the Monroe School District shall provide substitutes for these occasions.
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B. School Visitation Leave

Leave of absence for employees may be granted by the Superintendent for the purpose of visiting other schools or
attending to school business without loss of pay.

C. Sabbatical Leave - See Section 5.

Section 8: Legal Responsibility Leaves

The following circumstances detailed below will be approved leave pending receipt of applicable documentation of
associated leave.

A. Jury Duty Leave

The Board and administration of the Monroe School District do not discourage employees from participating in
jury duty. If an employee is called for jury duty, the employee will advise the District and request leave for such
purpose. Pay received by the employee from the court is for reimbursement for expenses and will not be deducted
by the District from the employee’s salary.

B. Subpoena Leave

Leaves of absence with pay will be granted when an employee is subpoenaed as a witness to appear in a court of
law. The employee will report to the court clerk and any witness fees received shall be turned over to the district.
The loss of pay between the per diem pay as a witness and the regular pay as an employee will be paid by the
District. No such leave shall be granted with pay if the employee instigates and has a direct interest in the
outcome of litigation against the District.

C. Military Leave

Military leave shall be governed by Board Policy #5407 Military Leave and by state/federal regulations.
Section 9: Association Leave

A. Association President

The President of the Monroe Education Association shall be offered a maximum of forty (40) days of release time
with pay provided that the Association reimburses the District for the cost of a substitute. For the purpose of this
section, a day will be prorated by FTE assigned to district duties (I.E. If the President is on a .5 leave, a day will
equal 3.5 hours). In the event the Association President needs additional leave, the Association President will meet
with Human Resources to discuss the need and possible ways to facilitate additional leave days.

B. Additional Association Leave

Association leave, with pay, shall be granted to employees other than the President designated in writing by the
Association to participate in Association meetings or business, as long as such procedure is in accordance with all
current Washington statutes. The Association shall reimburse the District for the cost of any substitutes utilized. If
such a leave is to attend negotiating sessions as a representative for the Association, the District and Association
will work collaboratively to minimize any out of classroom or student contact time, however no substitute pay
deduction shall be made. No employee, except the President, shall be granted more than fifteen (15) days of
Association leave annually.

However, special consideration will be made for MEA members who hold WEA state level and/or Pilchuck
UniServ Council leadership positions. In these circumstances an employee, other than the President, may be
granted up to twenty (20) days of Association Leave annually. A request for this time shall be in writing from the
MEA President to Human Resources. This provision will be considered for approval by the Superintendent or their
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designee after receipt of the Association’s written request. Requests will not be unreasonably denied. If the request
is denied the Superintendent will submit the reasons for the denial to the Association President in writing.

Section 10: Personal Leave

A. Basic Provisions

Personal leave granted under this section shall be with pay and shall be available for individual personal affairs.
The employee shall not be required to state reasons for the leave beyond the term "personal”. No more than four
(4) days of leave shall be granted under this paragraph to any one (1) employee per school year.

B. Limitations
1. Personal leave days can accumulate to a maximum of six (6) from year to year.
2. Personal leave days may not be taken on District Professional Development days.

3. The maximum number of employee personal leave days granted on any single day shall not exceed five
percent (5%) of the total bargaining unit membership, to the least whole person.

C. Cash Out

Employees shall be reimbursed a stipend equal to the preferred daily substitute teacher rate for a maximum of six
(6) days of personal leave not used during the school year. Personal days may be paid out in hourly increments, in
which case they will be reimbursed at an hourly rate based on the preferred substitute rate divided by seven (7).
The stipend shall be paid annually in August.

Section 11: Bereavement Leave

Up to five (5) days bereavement leave shall be granted on the occurrence of the death of the employee's spouse, domestic
partner, son, daughter, father, mother, stepparent, sister, brother, grandchild, mother-in-law, father-in law, grandparents,
son-in-law, daughter-in-law, brother-in-law, sister-in-law and any other relative who is a member of the employee's
household, or an individual of whom the employee is the sole support. The same relatives as listed above of an employee’s

spouse or domestic partner shall also be included.

Two (2) days bereavement leave shall be granted for the death of the aunt or uncle of the employee or employee’s spouse or
domestic partner.

Two (2) days per year to attend the funeral of a relative not previously defined in this section.

Additional bereavement leave days, in excess of the days allocated according to this section, shall be considered and may
be granted at the discretion of the Superintendent or his/her designee. Bereavement leave is non-cumulative.

Section 12: Leave for Reason of Faith or Conscience

Up to two (2) of an employee’s accumulated annual leave days per year shall be available to the employee for a reason of
faith or conscience or an organized activity conducted under the auspices of a religious denomination, church, or religious
organization. Restrictions on certain leave days located within this agreement shall not apply to this section.

Section 13: Leave Sharing

Employees may donate leave to a fellow employee, consistent with law, when one of the following circumstances has
caused or is likely to cause the employee to take leave without pay or terminate his/her employment:

(a) The employee is suffering from or has a relative or household member suffering from an extraordinary or severe
illness, injury, impairment, or physical or mental condition;
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(b) The employee is sick or temporarily disabled due to pregnancy disability;

(c) For parental leave to bond with the employee’s newborn, adoptive, legal guardian, or foster child;
(d) The employee is the victim of domestic violence, sexual assault, or stalking; or

(e) The employee has been called to service in the uniformed services.

An employee participating in leave sharing may maintain up to forty (40) hours of annual leave in reserve and forty (40)
hours of sick leave in reserve.

Section 14: Washington State Paid Family and Medical Leave (PFML)

Commencing January 1, 2020, employees shall be eligible to receive Paid Family and Medical Leave (PFML) under the
Washington State Family and Medical Leave and Insurance Act. To be eligible for this leave, employees must have worked
a minimum of 820 hours within the last calendar year.

Such leave shall be used consecutively with the employee’s other leave entitlements unless the employee elects otherwise.
The District shall use the state insurance as the carrier for PFML to ensure ongoing compliance with the law.

Beginning second semester of the 2021-2022-year employees may use paid leave to ‘top off” Washington State Paid Family
Medical Leave. Employees wishing to do so must communicate with Human Resources prior to taking such leave and
adhere to all payroll documentation requirements and deadlines. Under no circumstance shall an employee be paid greater
than their current salary amount.
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Article VII — SALARIES AND BENEFITS

Section 1: Employee Salary Schedules (Regular and Enrichment)

A. Flow Through of State Funding for Salary

During the term of this Agreement, state authorized funds for salaries shall be applied to the salary schedules in
the manner and to the maximum allowed and funded under the State Appropriations Law and implementing
regulations.

B. Regular Schedule (Appendix B)

The salary schedules pertaining to this Section are shown in Appendix B. If this Agreement is a multi-year
contract, one or more schedules may be added to Appendix B as they are known.

The salary schedule will be increased by IPD plus .5% for 2024-2025, IPD plus 1.0% for 2025-2026, and IPD plus
.5% for 2026-2027. The District and the Association acknowledge in the event the state regionalization schedule is
rebased; the parties will meet to negotiate the impacts. The District will make every effort to post the MEA salary
schedule within thirty (30) days of the state’s determination of the current year’s IPD rate.

C. Curriculum Rate of Pay

The curriculum rate of pay for the 2024-25 school year shall be $43.00 per hour and will be increased annually by
IPD. The curriculum rate is paid for any assigned work beyond the normal workday and/or work year, except as
provided elsewhere in this Agreement.

D. Reopeners

If any court of competent jurisdiction rules that compensation limitations imposed by state law have no effect,
and/or provide increased flexibility to local school districts to allow additional compensation or insurance benefits
for their employees, then the Association shall have the right to reopen negotiations on the salary, hourly rates,
stipend, and insurance benefit provisions contained herein.

The right to reopen shall also be available to the Association in the event that legislative or administrative
agencies' actions provide increased flexibility to local school districts to allow additional compensation or benefits
for their employees. Pending the outcome of such negotiations, salaries or insurance benefits shall continue to be
paid in accordance with the provisions herein. Any additional increase or decrease in salaries resulting from such
reopened negotiations may be applied retroactively to the beginning of the employment year.

If the District transitions to a public health plan (i.e.: SEBB or PEBB) or has the option to transition to a public
health plan, this is a mandatory subject of bargaining and would reopen the contract.

After the effective date of this Agreement, if the state takes any action adversely impacting the state salary
schedule funding or should the State significantly alter the current system for allocating state money for salary
purposes, both, the Association and the District retain the right to reopen Article VII, Sectionl, Paragraphs A and
B herein.

E. Enrichment Schedules

Pursuant to RCW 28A.400.200(4), RCW 28A.150.200, and RCW 28A.150.276 a Professional
Learning/Enrichment stipend will be paid on a supplemental contract and will compensate employees for
additional time, additional responsibilities, and incentives that are outside of the state’s basic education
commitment, and within the definition of enrichment. In accordance with State law, this separate contract is not a
part of the employee’s continuing contract and not subject to the restrictions herein.

38



The parties agree to meet and confer during the life of this agreement to discuss the responsibilities contained in
the enrichment schedule, including the possibility of utilizing technology resources. Such work shall be informed
by the OSPI workgroup on enrichment.

The following provisions shall apply:
1. Based on Individual’s Placement

Compensation shall be in accordance with the individual’s placement on the Enrichment schedule.
2. The District and Association agree with and affirm the following:

a. The success of the District is dependent upon hiring and retaining the highest quality employee.

b. Providing a quality education for students requires from employees a commitment to the profession
beyond the base contract, normal workday hours and school year.

c. State law allows additional compensation for additional time, additional responsibilities or incentives.

d. Local levy funding can be utilized for enrichment activities.

Teaching is an honorable profession. As such, teachers exhibit professional judgment in supporting the
students they serve.

3. Enrichment Compensation and Extended Leaves
Employees who take a one (1) year approved leave of absence regardless of pay status will not be eligible for
Enrichment compensation for that contract year.

4. Levy Failure Contingency

In the event the District is subject to a double levy failure and/or reduction in state or federal funding, either
party may reopen this section.

5. MEA members will annually sign a verification form stating that they have completed additional time, and/or
additional responsibilities, that are outside of the state’s basic education commitment, and within the
definition of enrichment

F. Doctorate Degree
All employees with a Doctorate degree will receive a stipend of $2,200 per year.
Section 2: Provisions Governing Employees' Salary Schedule
A. Placement in Accordance with State Guidelines

Placement on the salary schedules shown in Appendix B and Appendix C herein shall be governed by the
placement guidelines for the Monroe School District salary schedule.

B. October 1°** Documentation of Credits and Degrees Deadline

For any school year, an employee's placement on the salary schedule shall be based on what is on record with the
District by October 1% with regard to the following:

1. The employee's highest degree
2. Eligible credits beyond the highest degree, and years of experience: Experience for nurses,

occupational/physical therapists and speech/language_pathologists shall include work experience in their
specialized area outside of education up to four (4) years. New employees who transfer from other districts
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within the state shall be granted similar experience credit as bargaining unit members who have the same total
years of service.

3. Inthe event that an employee completes an initial master’s degree after the August 31st deadline but prior to
January 3 1st, their salary will be adjusted accordingly beginning on February 1st. To be eligible for the salary
increase, official verification of degree completion must be submitted to the Human Resources department no
later than March 1st of the same year.

Employees hired after September 1% will have 45 days to provide the above requirements to Human Resources for
placement on the salary schedule.

Deadline for and Verification of Completed Course Work

Course work for advancement on the salary schedule must be completed by August 31. Evidence of earned
education credit shall be in the form of official college transcripts and shall be filed with the District's Human
Resources Office no later than October 1. If for some circumstance beyond the control of the employee, the
college transcripts are not available and the District has been advised in writing by the college prior to October 1%
of the credits, the employee shall be granted the allowance for credits; PROVIDED, that if the transcript does not
thereafter reach the District by January 1, the credit shall be canceled and all overpayments repaid.

Criteria for Credit Approval

Recognition Criteria: Credits earned after September 1, 1995 MUST meet criteria established by the Legislature
(RCW 28A.415.023) before they can be used for placement on the salary schedule. At the time credits are recognized
by the school district, the content of the course MUST meet at least one of the following:

1. Itis consistent with a school-based plan for mastery of student learning goals as referenced in RCW
28A.655.110, the annual school performance report, for the school in which the individual is assigned.

2. It pertains to the individual's current assignment or expected assignment for the following school year.

3. Itis necessary for obtaining endorsement as prescribed by the Washington Professional Educator Standards
Board.

4. Tt is specifically required for obtaining advanced levels of certification.

5. Isincluded in a college or university degree program that pertains to the individual’s current assignment, or
potential future assignment, as a certificated instructional staff of the school district where the potential of the
future assignment is agreed upon by the school district and the individual.

6. It addresses researched-based assessment and instructional strategies for students with dyslexia, dysgraphia,
and language disabilities when addressing learning goal one under RCW 28A.150.210, as applicable and
appropriate for individual certificated instructional staff.

7. It pertains to the revised teacher evaluation system under RCW 28A.405.1000, including the professional
development training provided in RCW 28A.405.106.

Credits which have been determined to meet one or more of the criteria listed above (A-G) shall continue to be
recognized in subsequent school years and by subsequent school district employers.

Credits not recognized in a school year may be recognized in a subsequent school year if there is a change in the
qualifying criteria such as a change in professional educator standards board rules, a change in the district’s strategic
plan a change in the school-based plan for the school in which the individual is assigned, a change in the individual’s
assignment, or a change in the individual’s employer.

Should the criteria listed above be changed by the State, the parties to this Agreement shall meet and negotiate the
impact of those changes.
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Section 3: Contract Issuance

Employee contracts shall be issued after ratification of a successor bargaining agreement, PROVIDED that if a successor
agreement has not been ratified prior to May 15, individual employee contracts may be issued if they contain a provision
stating that wages, hours, and terms and conditions of employment will be subject to any successor collective bargaining
agreement; and that for purposes of economic benefits, the effective date of the successor bargaining agreement shall be
retroactive to the commencement of the subsequent school year. Such individual contracts must be signed and returned by
the employee no later than June 15.

In the event a contract is not signed and returned by June 15th, the District will make efforts to contact the employee and
notify the Association. Employees who have not signed their contract or submitted their resignation by July 15th, will be
assumed to be maintaining employment with the District. Employees seeking to be let out of their contracts after that date
will be subject to District approval as outlined in Article IV, Section 11 of this Agreement.

Section 4: Payment

A. When Paid — Regular Schedule

Employees shall be paid in twelve (12) equal monthly installments, which installments shall be issued to the
employee on the last Monday-Friday calendar day of each month. Payments for June, July, and August will be the
last District Office working day.

When the employee and the District mutually agree to make annual salary installments in other than twelve (12)
equal installments, the annual salary shall be paid to the employee in the mutually agreed upon format.

B. Payment Errors

In the event of a mistake in payment, the following rules shall apply:
1. Underpayment

In the event of underpayment, correction will be made on the employee's next paycheck, if the error is brought
to the District's attention by the 10th of the month; otherwise, on the following paycheck.

2. Overpayment

In the event of overpayment, reimbursement to the District will begin with the second check following
notification, and will be pro-rated in equal amounts through the remaining months of the employee’s work
year. If there is no remaining month, the District and employee will make a good faith effort to agree on the
manner of repayment. If no agreement is reached, the manner of repayment will be determined by the
District.

If overpayment amounts to 20% or more of an employee's monthly net check, deduction may be prorated over
a 12-month period, PROVIDED the employee remains so long employed; otherwise, the District and
employee will make a good faith effort to agree on the manner of repayment. If no agreement is reached, the
manner of repayment will be determined by the District.

Other means of payment or repayment than those described in paragraphs 1 and 2, above, may also be
mutually agreed between the District and the employee.

3. Time Limitation
Unless due to exceptional circumstances the District and employee agree otherwise, in the case
underpayments or overpayments are discovered, both parties agree that the payout or recovery of funds shall

extend only one (1) calendar year from the date of discovery, PROVIDED the one-year limit on payout or
recovery is in accordance with state regulations and/or statutes.
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Section 5: Basis for Position on Salary Schedule

Employees shall be notified annually of the number of years’ experience with which they are credited and both the total
number of credits for which the District has records and the number of credits which apply to their position on the salary
schedule. Years of substitute experience will count as years of experience on the salary schedule.

Section 6: Summer School, Special Needs Tutors, and Presenter’s Pay

A. Teaching Students
Employees who are teaching summer school or other classes for students, including special needs tutors, shall be
issued a supplemental contract. Employees teaching such classes shall receive compensation at their per diem
contract rate of pay. Employees teaching summer school shall be provided thirty (30) minutes of paid planning
time for each ninety (90) minutes of instructional time.

B. Teaching or Presenting to Other Staff
Any employee teaching or presenting to other staff members outside of their building and regular duties shall be
paid their per diem rate of pay. Employees presenting to other staff members as part of their regular job
duties/description will not receive additional compensation.

C. Posting of Openings

All openings for summer school and adult education teachers shall be posted in each school building within a
reasonable time after the decision is made to carry out the program. Applications must be submitted within one
(1) week of the posting of said notices. Employees who have applied for such summer school positions shall be
notified in writing of the action taken regarding their application.

Section 7: Curriculum Work Stipend
Curriculum work shall be compensated as follows:

The curriculum rate shall be applicable for employees assigned to serve on curriculum committees outside the regular
workday and/or work year. Under the direction of the administrator in charge of Curriculum and Instruction, additional
work may be assigned to a curriculum committee member. Such additional work outside of the committee meetings will be
compensated at the hourly curriculum rate.

Section 8: Other Salaries

The Board and the Association agree that they or their representatives will immediately meet to negotiate wages, hours, and
other terms and conditions of employment where such items differ from the original bargaining unit of any additional
educational employees, or group of employees, who were not originally but have become members of the bargaining unit
by determination of a controlling legal authority.

Section 9: Insurance Benefits

A. School Employees Benefits Board (SEBB) Program

The District shall pay the full portion of the employer contribution to the School Employees Benefits Board
(SEBB) for insurance programs as adopted in the statewide collective bargaining agreement for all employees who
meet the eligibility requirements outlined below.

SEBB will implement the Statewide Collective Bargaining Agreement when establishing the employee rates
which will be paid to the Health Care Authority (HCA) through payroll deduction for the month in which the
employee receive benefits.
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Benefits presently provided by the SEBB include but not be limited to:

Basic Life and accidental death and dismemberment insurance (AD&D)
Basic Long-term Disability

Vision

Dental including orthodontia

Medical

Employees are eligible to participate in the SEBB offered Medical Flexible Spending Arrangement (FSA) and
Dependent Care Assistance Program (DCAP). Employees will also have the option of enrolling in a Health
Savings Account (HSA) when a qualifying High Deductible Health Plan (HDHP) is selected for their medical
insurance (payroll deduction shall be made available if possible). Voluntary Life insurance is available on a self-
pay basis.

Dependent Coverage

Legal spouses, state-registered partners, children up to age 26 (biological and adopted children, children of the
employee’s spouse or state-registered domestic partner, children for which a court order of divorce decree created
a legal obligation to provide support or health care coverage) and children of any age with a developmental or
physical handicap who are not capable of self-support are dependents covered within the SEBB programs.

Upon moving to the new plan, should an employee have dependents that were covered as of December 31, 2019
but who no longer qualify for coverage under SEBB, the employee will have the opportunity to enroll these
dependents at the employee’s cost for a period up to 36 months.

Eligibility

Certificated staff, including substitute employees, shall be eligible for full insurance coverage under the SEBB
program if they work, or are anticipated to work, 630 hours or more in a school year. For the purposes of counting
hours for eligibility, SEBB defines the year to be from September 1 through August 31. All hours worked during
the school year shall count for purposes of establishing eligibility. Employees who are hired late in the year but are
anticipated to work 630 hours or more the following year are eligible for coverage.

Paid leave hours shall count towards the 630 hours used to determine eligibility for benefits under this section.
Employees on unpaid leave status will be considered in an employment status for the provisions of this section and
will receive benefits when allowed by SEBB policy.

Benefit Enrollment/Start

Benefit coverage for new employees will begin the first day of the month following the first day of work when it is
expected that the employee will work 630 hours, except during the month of September when the employee’s
benefit coverage will begin in September if the employee is expected to work 630 hours or more during the school
year and that employee begins on or before the first day of school in September.

Continuity of Coverage

When a new employee to the district was previously employed by a SEBB employer and was eligible for SEBB
coverage, that employee will have uninterrupted benefit coverage if they are anticipated to work 630 hours or
more in the school year. If an employee was not anticipated to work 630 hours in a school year but meets that
eligibility criteria during the school year, the employee will become eligible for SEBB benefits and will begin
coverage in the month following this establishment of eligibility.

VEBA

The district shall contribute $70 per month to each employee’s VEBA account.
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G. Benefit Termination/End

Any employee terminating employment shall be entitled to continue receiving the District insurance contribution
for the remainder of the calendar month in which the contribution is effective. In cases where separation occurs
after completion of full contract obligation (i.e. the end of the student school year in June) benefit coverage will
continue until August 31. Any exceptions to this shall be discussed with MEA prior to implementation.

Monthly, the District will report to the Association the represented employees not covered by SEBB and those
whose benefit coverage will change in the ensuing month. Any changes in benefits reasonably anticipated or
occurring in July or August shall be discussed at the final Labor Management meeting.

H. Legislative Changes

If the Washington State Legislature changes provisions of the SEBB to allow for changes in employer
contributions towards elective benefits, or substantially changes the medical coverage provisions, either party can
reopen this agreement for negotiation over the changes to the extent allowed by law.

I. Additional Items
With proof of insurance, an employee may decline coverage through the SEBB and therefore not have any
payments or premiums deducted from their paychecks for this purpose.

All of the provisions of Article 7, Section 9 shall be interpreted consistent with the rules and regulations of the
SEBB.

Section 10: Payroll Deductions

In addition to mandatory state and federal deductions, deductions may be made if authorized by the individual and
approved by the District. Examples of such deductions would be for payment to teacher credit unions or for tax sheltered
annuities. The District and the Association shall annually consult which plans shall be available through the benefits
committee process. A list of approved organizations and/or agencies for payroll deductions will be distributed at the
employee’s time of hire by the Benefits Coordinator or upon request by an employee or by the Association. Said list shall
also be posted on the District’s intranet site.

Section 11: Co-Curricular Pay Salary Schedule

The co-curricular pay schedules are shown in Appendix F-1, and F-2. The following provisions shall apply:

A. Annual Cost of Living Adjustment

The Co-Curricular Pay Salary Schedule shall be increased by the state funded IPD % in each year of the
agreement.

B. Experience Credit
Experience must be in the same activity in which the increment is being paid. Employees continuing in the same
position will receive experience increments in accordance with their total in the Monroe School District for that
position.

C. Job Descriptions

All co-curricular jobs shall have descriptions stating minimum requirements.
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D. Evaluation

All directors or advisers will be observed during the term of their activity by the principal/designee, with a formal
evaluation conducted at the end of said term.

E. Posting for Openings

Openings for co-curricular positions shall be made known to all employees in accordance with posting provisions
of this Agreement.

F. Addition of Positions

New positions may be added to the co-curricular schedule during the term of this Agreement as mutually agreed
by the District and Association.

G. Title IX

It is recognized that the District shall remain in compliance with Title IX regulations. Upon awareness of a
violation of Title IX regulations, appropriate action will be taken to bring the District into immediate compliance.

H. Clinics and Conferences

Each co-curricular adviser shall be entitled to attend clinics or conferences during non-school time which are
directly related to his/her co-curricular assignment. The District will provide a maximum of $100 per employee
per year to cover expenses associated with attendance. By March 31, or earlier if requested by Association,
unused funds will be pooled and advisors may apply to use up to a total of $300 on a first-come, first-served basis.

I. Payment

Employee's co-curricular pay shall be prorated over the twelve (12) month budget year or from the time the co-
curricular assignment is made to the end of the budget year if the assignment is made after September 10,

J. Pay for Time beyond Normal
Non-athletic activity advisers will receive additional compensation for additional time beyond the normal duration
of their assignment due to advanced student competitions in that activity. In that event, the employee shall receive
1/12th of their regular stipend for each additional competition.

Section 12: Travel

When authorized or required by their supervisor or job assignment, employees utilizing their private automobile to travel on
school business shall be compensated at the rate set by the Internal Revenue Service.

Section 13: Professional Fund

All educators shall be provided adequate basic consumable supplies to teach their assignment. Additionally, in recognition
of personal expenses incurred by new employees to enhance the educational experience of the students they serve, the
District shall provide an annual payroll stipend of $675 per 1.0 FTE employee for the first two (2) years of experience in
the profession. Stipend amounts will be prorated according to FTE status (i.e. .5 FTE teachers receive 50% of associated
stipend). Stipends will be included in the October paycheck of each school year.

Section 14: Program Coordinator
Program Coordinators shall receive a supplemental contract for a stipend of $1,739. The stipend shall be paid in equal

monthly installments. The District may approve requests by Program Coordinators for released time and/or paraeducator or
clerical time on a needs basis. If release time is provided, the coordinator will not be eligible for the stipend.
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The Association and District hereby agree that on the effective date of this Agreement, the positions eligible to receive a
Program Coordinator stipend under this section are the following:

e Library Program Coordinator

e  Curriculum Development (depending on subject area) as identified each year by the Assistant Superintendent for
Curriculum and Instruction

Section 15: Building Decision Making

Decisions at the building level shall be made by the staff and administration at each site. Each building shall endeavor to
create an inclusive and positive decision-making process.

Leadership Committees Frequency and Associated Stipend
e District Guiding Coalition + Teachers Weekly Bi-Weekly | Monthly | Quarterly
e Building Guiding Coalition (1hr) (1hr) (1hr) (1hr)
e School Advisory Team (SAT)/Team Leaders
e Behavior Teams (PBIS/MTSS) $2,000 $1,000 $500 $250
e Any Other District/Building Required Committee

A. Committee Goals

The goal of a School Advisory Team (SAT) and Building Guiding Coalitions is to represent staff with the focus
being student learning as it relates to the school learning improvement plan and professional learning
communities. The building administrator, in collaboration with the committee members, shall determine the
frequency of meeting dates and communicate these dates to Human Resources by September 30" of each year.
The team will collaborate with building administration regarding student learning, discuss issues and provide
feedback from the educators they represent. SAT and Guiding Coalition representatives shall report to educators
on what was discussed during their meetings.

Neither the SAT nor Building Guiding Coalitions shall be used to make building-wide decisions that have to do
with working conditions or potential changes to the MEA/MSD collective bargaining agreement.

B. Make-up of the Committees
The committees shall include members selected in accordance with this Section. A building administrator will
represent administration on each committee. An additional administrator may sit as a non-voting member of the
team. At the discretion of the team, a member of the classified support staff may be added to the team as an ex-
officio member, using building funds.

C. Committee Team Member Limit and Selection Process
Members of the School Advisory Team (SAT) will be democratically elected by their teaching group. If SAT is
combined with any other leadership committee listed below, that committee must have the same number of elected
members as required for the building SAT. (example: If a building’s SAT is combined with their Building Guiding
Coalition, the elected number of members must match the required number of members of the building’s SAT,
outlined in the chart below. The remaining members of the combined team may be appointed by the building
administrator or designee.)

1. School Advisory Team (SAT)/Team Leaders: Elementary Schools (5), Middle School (7), High School (9)
2. District Guiding Coalition + Teachers: One Certificated Staff per Building

3. Building Guiding Coalition: Administrator’s will seek input from staff, but Admin will make the final
decision.
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4. Behavior Teams

5. Any Other District Mandated Committee: Building Administrators will bring the possible new committee to
the building representatives and the proposal will be brought to the Labor Management Committee for final
approval.

D. Committee Representation
In support of an inclusive and positive decision-making process, elected members shall communicate and seek
input in order to effectively represent their teaching group.

E. Representative Term Limits
Committee member positions are annual (September 1 through August 31) and can be renewed to a maximum of
three (3) consecutive years. District and Building Guiding Coalition members may be extended beyond three (3)
consecutive years.

Section 16: Additional Compensation

Certificated staff who attend District directed classes outside of their normal contract day shall be compensated at their
curriculum rate of pay.

Section 17: Clock Hours

The District shall offer a variety of clock hours in order to meet state requirements and support employees in various
positions. At a minimum, the District shall offer forty (40) clock hours annually. Evaluation forms will be available on the
last day of class. Evaluations will be open for thirty (30) days following the completion of a class. If there are unforeseen
extenuating circumstances with the employee’s ability to submit clock hours, the District will make every effort to allow
the teacher to correct the issue(s).

Section 18: Equity and Inclusion

The parties agree to collaborate to develop a shared vision for implementing specific steps designed to promote equity for
marginalized populations who attend, live and work in the Monroe School District. These steps will include but are not
limited to:

1. Assessing problems and underlying conditions in the school community affecting members of marginalized
communities and identifying specific factors that perpetuate inequities.

3. Professional development with a focus on culturally responsive instructional practices, and building safe,
healthy, and inclusive school environments and implicit bias training;

4. Recommendations for allocating District resources to support student centered equity efforts, other District
structures that promote progress towards racial and social justice, and meaningful partnerships with families
and the community, and,;

5. Using data related to marginalized communities to inform our thinking and practices.

6. Recruit and retain educators of color (EOC) and other marginalized individuals to the Monroe School District.

A. CCDEI Committee

For the 24-25, 25-26, and 26-27 school years, there will be a Culturally Competent, Diversity, Equity and Inclusion
(CCDEI) Committee. Continuation of the committee for future years will be subject to the bargaining process.

1. The District will ensure equitable representation of district-wide committee representatives who serve on the
committee. Administrative representatives will not make up the majority of the CCDEI Committee. The
Association President will appoint their CCDEI members.

2. The CCDEI committee’s agenda will be collaboratively developed by committee members.

3. The CCDEI committee will meet at minimum once every two months, not to include months when school is
not in session.

4. Up to four MEA members will be on the committee.
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5. Participants will be compensated at per diem for time worked outside their contracted day.
B. Translation and Interpreter Services

No certificated staff shall be required to translate or provide interpreter services. This includes translation services
and interpretation services for instructional materials, parent and district communications and any other documents
or meetings that would require translation or interpreter services. These services will be provided and
communicated by the District. The District will provide information for the translation and interpretation programs
that are chosen prior to the start of the school year. Information will include where to locate the program(s), how
to use the program, and any other necessary logistical details needed for staff use.

Upon the request of an administrator, if a certificated staff member chooses to translate or interpret in the areas
listed above who has the linguistical knowledge or is multi-lingual, the individual will receive their per diem rate
of pay for the duration of time spent translating or interpreting.

For the purposes of this section, a certificated staff member utilizing their multilingual skills in the performance of
their own duties is not considered translation or interpreting.

In order to assist all families with receiving messages in their home language, teachers will generally be expected
to use the District adopted parent communication (currently Parent Square) when sending group messages to
parents of entire classes. Messages that can be better handled via Skyward such as distributing progress reports are
an exception to this expectation. Other exceptions may be granted by the employee's supervisor as necessary.

C. Equitable Hiring Practices
1. Recruitment

The District will notify the Association of any planned in-person recruitment activities and invite the
Association to participate. If the event occurs during the contracted day, the District will fund a release day for
a MEA representative to attend.

2. Hiring

School District interview teams will be provided implicit and anti-bias guidance as part of the team orientation
prior to interviewing candidates.

3. Retention

The District and the Association agree to pilot the use of Nakia Academy trained mentors for the 24-25
through 26-27 school years. For the duration of the pilot, in order to better support new educators of color in
their first years of teaching in Monroe, the parties agree to the following:

a. Association leadership will provide a list of active Nakia Mentors who are employed in the Monroe
School District.

b. New teachers will have an opportunity to indicate a preference for a Nakia trained mentor in the B.E.S.T.
questionnaire. A Nakia trained mentor will be assigned contingent upon preference and availability.

¢. The District will include discrimination as a reporting category in the Guardian Reporting System. In the
event the District does not continue to subscribe to Guardian, another pathway will be established.

4. Exit Interviews

Whenever a certificated employee separates from employment with the District, at the employee’s discretion,
a meeting may be held with the employee, Association President, employee’s mentor or designee, and a
Human Resources representative to discuss the information related to their employment and/or separation.
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The information provided during the exit process will not be used against the employee when applying to
other school districts. Information resulting from the exit process shall only be shared in circumstances to
improve District culture or in the event there are patterns of behavior that need be addressed to improve the
employment experiences of staff. The District will make a concerted effort to maintain confidentiality of the
information gathered during the exit process. Exceptions to this may occur if information is brought forth that
the District is obligated to address and maintaining the confidentiality of the reporter is not possible or
practical. The District will notify the individual if such action is necessary.

D. Professional Development

The District will provide CCDEI professional development opportunities that align with the District strategic plan.
As part of that process, the District will seek input from the Association.

The District and the Association will use Labor and Management meetings to move this work forward. The Joint
District and Association Equity Committee (CCDEI) will be informed of and given the option of adding
recommendations to all mutually identified committees impacting instruction and learning. These committees shall
be identified at monthly Labor Management meetings and will include but not be limited to hiring, professional
development, and curriculum committees. The Joint District and Association Equity Committee will make every
effort to assure that the Committee reflects racial and ethnic diversity that is representative of the student
population.
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ARTICLE VIII - OTHER TERMS AND CONDITIONS OF
EMPLOYMENT

Section 1: Work Year

A. Normal Length

The employee work year will bel180 days, as long as Washington State continues to fund employee salaries on a
180 day base. All references to per diem throughout the Agreement shall be revised to 180 days in establishing
per diem pay. Should Washington State revise its funding of employee salaries to a different number of base days,
subsequent work years would be likewise adjusted. The work year for new employees shall be 185 days with
additional days as determined by the District paid at the employee’s per diem contract rate.

B. New Teacher Seminars

All beginning teachers with zero (0) years of experience will be given the opportunity to attend a District seminar
during their first year in the District. The seminar will not exceed 35 hours per year. Clock hours shall be
available. Said employees shall receive pay at the hourly rate.

C. Professional Improvement Day (PID)

For the 2024-25 school year only, one (1) District directed optional day will be provided to support the
professional growth of teachers. Those teachers who choose to participate will be paid at per diem. Optional day
activities will support the building Learning Improvement Plan and/or provide additional training activities related
to identified staff development needs. Optional days will be paid via a timesheet.

Employees shall have the option of working one (1) optional PID during this Agreement in accordance with the
following provisions:

1. Employees shall be paid for these days at their per diem contract rate of pay.
2. The purpose for the optional days shall be determined by the District.

3. The date for the optional day each year shall be determined by mutual agreement between the District and
Association.

4. Employees with less than a full-time assignment may work this day at the daily rate they would earn if they
were a full-time employee.

5. Teachers retiring from the District will be provided the option of working the PID as part of their end-of-year
checkout proceedings overseen by their building principal. This optional day must be completed and

documented no later than the last regular business day of June.

Employees attending administration approved out of District meetings will need to provide reasonable and
appropriate documentation of attendance as the District may determine.

D. Additional Days
1. Additional Days

An extended time pool shall be implemented with days to be allocated administratively, according to District
needs.
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While not an exhaustive list the following positions may have supplemental contracts for additional days as
assigned by the administration:

Marketing Education Instructors

High School Counselor(s)

High School Band Instructor(s)

Middle School Counselor(s)

Occupational and Physical Therapist(s)
Psychologist(s)

Speech and Language Pathologist(s)
Vocational Agriculture Instructor(s)
Family & Consumer Science Instructor(s)
School Nurses

Teachers on Special Assignment (TOSAs)
Instructional Technology Specialists / Librarians
High School, Middle_School ASB

The Chief of Special Services shall have access to one (1) half day of the additional days for in-service
activities.

These additional days are to be worked on site but may be in partial or full days. The employee will submit a
plan and calendar to their supervisor for approval prior to any work taking place and may be worked before or
after the regular work year and also on any non-regularly contracted workday including, but not limited to,
weekends and holidays.

Each CTE employee shall meet with the CTE Director in the spring of each year, no later than June 1, to
assess the needs of the program for extended time for the following school year. The Director and the
employee shall attempt to mutually agree on the number of days of extended time, provided that in the event
of disagreement over the number of days, the MEA president and a Human Resources administrator or
designee will meet to resolve the issue.

In the event any individual employee should receive a reduction in extended time days greater than 15% over
the extended time days contracted during the preceding year, said employee shall be notified, in writing, by
May 15 of the year preceding the reduction including reason(s) for the reduction, which shall be limited to
insufficient funding, program reduction, modification, or elimination as determined by the District.

Other than the foregoing, contracts in excess of the normal contract length shall be made at the discretion of
the administration in the form of a supplemental contract. Any contract providing for days over and above
185 days for certificated employees will be computed on the basis of 1/185 for each additional day.

2. Other Positions and Additional Days
Nothing shall preclude the District from offering additional days of employment on supplemental contracts for

other positions than those listed in paragraph 1 above. The Association shall be provided, upon request, a list
of any other additional days by position that are offered to employees on supplemental contracts.

3. Pay for Additional Days
The pay for these additional days shall be at the employee's per diem contract rate of pay.

E. Curriculum Night, Open House or Yearly Kick-off Events

Employees are expected to attend either one curriculum night, open house or one required beginning of the year
kick-off event as designated by building administration not to exceed two (2) hours not to extend past 8 pm.
Employees unable to attend will be expected to use leave time consistent with the cause for the absence. There is
no expectation for certificated staff who used leave time to attend any other call back like event. On the first day of
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school or prior to, building administrators will notify their staff of the event that will be considered the official call
back night for the school year. All other events outside of this official event will be considered voluntary.

F. Calendar
1. Current Calendar

See Appendix G.
2. Release Time

Prior to Breaks: On the workday prior to Thanksgiving, the beginning of the winter (Christmas) recesses, and
the last day of the school year, the length of the workday shall be shortened by two and one-half (2 %) hours.
Such time shall be taken from the afternoon portion of the day.

3. Conference Days

Conference days shall be scheduled on the annual school year calendar. Building staff may decide to work
beyond the normal work day for conferences on not more than two days provided the staff is given time off
for the equivalent amount of time worked and a break of at least one hour is provided for dinner.

a. Elementary Conferences

Elementary conferences will take place two times throughout the school year. The Fall conferences will
span one week for the purpose of providing all families the opportunity to conference. The Spring
conferences will span three days to conference with families of students who the teacher selects based on
data and student need. Teachers will conference with parents or guardians throughout the year upon
request.

b. Secondary Conferences

Secondary conferences will take place once throughout the school year, in fall. Secondary Fall
conferences will span one week for the purpose of providing all families the opportunity to conference.

The way in which conferences are conducted and led will be at the discretion of the individual certificated
staff member. In the event the established building leadership team at a specific building chooses to prescribe
a specific way for conferences to be conducted, teachers will be provided with necessary planning time and
training. This decision needs to be made and communicated by September 30" of each school year.

4. Early Release Fridays

For the duration of this contract, there will be weekly early releases (75 minutes), which are currently held on
Fridays, with the exception of existing early release days. Early releases will begin the first Friday school day
of September. The Friday early releases will be for individual, collaborative, PLC, and professional
development work. The time after release shall be split as follows: The first five (5) minutes will be for
student dismissal, the following fifty (50) minutes will be individual teacher directed, and the remaining fifty
(50) minutes will be building and District directed. In the event teachers are released early in exchange for
extended staff meetings, the equivalent time will be taken from the building/district directed time on the
corresponding Friday.

One (1) hour per quarter, optional jobs alike meetings may occur. Certificated staff who teach similar
subjects cross-District will have the opportunity to collaborate on programming and curriculum. If these
meetings occur outside of the contracted hours staff will submit a timesheet at the curriculum rate.

In the event that there are no job alike positions available in the district, certificated staff may reach out to
their professional networks to develop their own individual collaborative team. The District will allow team
members to timesheet one (1) hour per quarter at the curriculum rate. Certificated staff will notify their
building admin when they are going to be participating in out of district collaborative team meetings.
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Semester Break Day

There shall be a semester break day immediately prior to the first day of second semester for all certificated
staff designated on the calendar. The semester break day is one of the two Professional Development Day
(PDD) days that are split 50% teacher and 50% district directed each year.

G. Professional Learning Communities and the Use of Collaborative Team Time

1.

The District and Association have a common interest in creating/developing PLCs in our District as an
important way to improve student learning for all students. “Professional Learning Community” (“PLC”) is a
collaborative team process based on participants reaching consensus on their norms, students’ academic goals
and outcomes. Collaborative discussions around shared-goals, shared decision-making, and shared
responsibility are foundational. In a PLC, staff work collaboratively in recurring cycles of collective inquiry
and action research in order to develop high quality curriculum, instruction, interventions, and assessments
with the goal of improved student learning.

Collaboration time shall be known as the time spent working on the preparation, scaffolding and differentiated
instructional content and materials for groups of teachers who share students and/or content areas building
wide. Collaboration time may be provided by the District during building directed early release time. In the
event a group of teachers would like to use their teacher directed early release time as collaboration time, they
may do so at the individual employee’s discretion.

Collaborative teams shall be defined as the group of educators who regularly work together in one of the
following types of teams: content teams, grade level teams, singleton teams (i.e. cross content), and vertical
teams (i.e. cross grade-level). Educators and building administrators will work together to identify the one
team that each teacher will be a part of for the year. Educators may also be a part of a district-level
collaborative team or task force.

H. Professional Development Calendar

Each building shall establish a Professional Development Calendar that is aligned to the School Improvement Plan
(SIP) determined collaboratively by staff. The focus should be on topics that directly impact student learning and
be based upon data the school is using for its annual school improvement plan.

The School Advisory Team (SAT), student behavior teams and/or the Building Guiding Coalition in collaboration
with the building administrator will be responsible for developing and adjusting the building’s PD calendar. The
calendar will be planned by individual semester prior to the first day of each semester.

1.

Principals Role in PD Development

The principal shall act as a facilitator during professional development sessions, providing resources and
leading discussions to support the learning, but not as the main expert voice each session. Principals shall
notify staff of the topic and necessary resources needed for each professional development session at least two
days in advance.

Preparation and Delivery of Professional Development

If agreed upon by staff, the principal may request that staff prepare for professional development sessions by
completing aligned tasks or readings not to exceed 30 minutes of preparation time. Any employee(s) that are
required to prepare for a session shall be compensated at the curriculum rate of pay for the necessary time to
prepare, not to exceed the 30 minutes.
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3. Professional Development Leadership Opportunity

Staff who have applicable experience and/or qualifications may volunteer to lead no more than two times per
year, a Professional Development session as individuals or as a team, to be coordinated in collaboration with
the building administrator. Staff who volunteer to lead a professional development session may be reimbursed
for the additional time needed to prepare for up to three hours at the hourly curriculum rate.

I. Professional Development Days (PDD)

For the duration of this Agreement, two (2) professional development days shall be scheduled prior to the start of
the school year.

The purpose of these days is to address required training, specific building needs, and opportunities for
collaborative time. Time shall be split with fifty percent (50%) teacher directed and fifty percent (50%)
District/building directed. The dates for these days shall be mutually agreed upon by both parties.

In the event the District is not able to provide relevant professional development for non-classroom teachers, the
District shall provide two (2) paid release days each school year for these individuals to attend relevant
professional development outside the District PD. Employees will work and be compensated in accordance with
their assigned FTE.

J. Professional Learning Days (PLD)

Professional Learning Days funded by the state will be scheduled in collaboration with the Association. Current
state funding provides for three (3) PLD days.

The District and the Association shall meet and agree on the date(s) and collaborate on the professional
development offered on the Professional Learning Day(s).

Employees are required to work Professional Learning Days. All employees will work and be compensated full
days regardless of assigned FTE

Section 2: Workday

A. Length

Employees shall begin their workday at least thirty (30) minutes before the students' school day begins and shall
continue at least thirty (30) minutes after the students' school day ends. The total length of the workday shall not
exceed seven and-one-half (7-1/2) hours, including the thirty (30) minute duty-free lunch period, for all
certificated employees. All employees shall have a duty-free lunch period of not less than thirty (30) continuous
minutes.

B. Elementary Schedules

The following language is limited to comprehensive elementary schools and relates to general education
classrooms and their daily instruction schedule. This language does not apply to the placement of events like
recess, specialists, acceleration block, and lunch. In addition, the language does not apply to temporary schedule
changes for events like assessment, early release days, field days, etc.

When an instructional schedule change is being considered at comprehensive elementary schools, building
administration will provide a schedule survey for staff with the intent to seek input and perspective to possible
changes. The results will be shared with the entire building Existing building leadership committees will then
discuss and potentially make any changes that result from the building’s survey responses. Building administrators
will create a schedule document outlining any changes in expectations and provide guidance to communicate the
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intent of the changes to staff. In the event these changes trigger a change in working conditions, the Association
and the District will be required to negotiate impacts prior to implementation.

C. Flex and Intervention Time

Areas of time within the building schedule that are set aside for flex-time (Connections and Hawk time) shall not
be considered an additional course or prep period meaning that the instruction that takes place during this time will
be one that is collaboratively determined with the principal and building leadership team and aligned to the School
Improvement Plan.

The Association recognizes the time could be utilized for Social Emotional Learning (SEL) instruction or for
academic intervention.

Secondary Flex Time and Intervention

Teachers will implement supports and/or extensions for students that meet the school’s stated academic
purpose for the allotted time. General education teachers will not be required to prepare for this time during
their regular prep period.

Secondary Flex Time and SEL lessons

The pre-determined SEL lessons outlined on the SEL calendar will be provided to the certificated staff at least
one day in advance. Teachers will not be required to prepare their own materials for this time. In order to
meet the state mandates for SEL as well as maintain the certificated staff’s professional integrity, this time
will be used in a way that meets the needs of students but does not require employees to complete any
additional planning, assessing or grading.

Elementary “Intervention Time”

Intervention time shall be provided to students within the elementary schedule’s intervention block or at the
discretion of the teacher in the event there is no formal intervention block.

D. Preparation Time

1.

At Elementary Level

All employees at the elementary level (pre-school - grade 5) shall be guaranteed a minimum of 200 minutes
per week of preparation time within the student day. Elementary employees in pre-school - grade 5 shall be
scheduled for one period daily of forty (40) continuous minutes of duty-free preparation time within the
student day. The above amounts of time for elementary preparation may not be provided on early release
days, conference weeks/days, and testing days. The employees at each school shall work with their building
principal to provide as much planning time as possible on such days on an equitable basis.

By mutual agreement between an employee and the building Principal, an individual may have their
preparation time delivered in less than a daily basis but in no less than the same amount of time as would
otherwise be provided in a week as required by the above paragraph and in no less than blocks of forty (40)
continuous minutes within the student day. No more than two (2) employees per elementary school will be
allowed to flex their preparation time in this manner. The Association President will be informed by the
District prior to any implementation of any agreement such as described by this paragraph.
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At Secondary Level

Employees at the secondary level (grades 6 -12) shall have one class period of preparation time, uninterrupted
and continuous, within the students' day for each 1.00 FTE employee. Part-time employees will receive
prorated preparation time based on the employee’s FTE.

At Both Levels

The use of elementary and secondary daily preparation time shall be determined by the individual employee.
Employees who attend District mandated trainings or events during the school day shall be provided their
hourly per diem rate of pay for the missed time or comparable planning time through adjustment to the lunch
break and/or end times of scheduled trainings or events.

Travel Time

Employees who are required in the course of their employment to travel between buildings during the school
day shall be scheduled to provide sufficient time for such travel that shall be included in their total FTE. The
District shall make effort to minimize the number of certificated staff that are required to travel between
schools.

Travel Reimbursement

Each employee who travels between two (2) or more schools or work sites as part of their daily assignment or
who has no home base (e.g., permanent classroom, office, etc.) at his/her school location shall be compensated
$400 prorated on each 1.0 FTE.

In lieu of the compensation in the paragraph immediately above, employees who are required to travel may
elect to be compensated at the current IRS mileage reimbursement rate provided that the employee submits a
detailed travel reimbursement form no later than the tenth of the following month which is to be signed by the
employee’s direct supervisor.

Specialist Staff

Certificated specialist staff, including, but not limited to the following positions; music, art, and physical
education, librarians/digital learning, communication disorders specialists, reading consultants, counselors,
occupational therapists, physical therapists, psychologists, nurses, special education teachers, and any other
specialist staff will be provided preparation time to the same extent as regular classroom teachers previously
outlined in this agreement.

Prior to the start of the school year, nurses and their building principals shall work together to create the
nurse’s schedule for the year. In the event nurses work through their unpaid duty-free lunch, nurses shall be
compensated the equivalent amount of time missed or have the ability to be able to flex their schedule.
Building administrators shall be notified by the nurse in the event nurses work through their lunch and when
they will be flexing their schedules.

Nurses will be compensated to work an additional half day for every 200 students attending the schools they
are assigned to. Increments above multiples of 200 will round up (Example: 205 students would equal a full
day). The days can be calendared before or after the school year at the nurses’ discretion. In lieu of the above
language, the nurse assigned to Sky Valley Education Center will receive one additional work day regardless
of population size.
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E. Non-instructional Tasks Limits

Employees will not be assigned to more than 50 minutes total per week of student supervision outside of the
instructional time. Supervision of playgrounds during the instructional day shall not be assigned to or expected of
employees at the elementary and middle level.

F. Covering Classes

A building administrator his/her designee may only expect an employee to cover classes in cases of emergency or
in cases when a substitute teacher is not available.

K-12 employees who are required to give up a preparation period at the specific request of the principal or
designee to cover the class of another employee, shall be compensated at the employee’s per diem rate for the
amount of time spent covering the class and at a minimum of one hour if the coverage is less than sixty (60)
minutes. For schools who are on an 8-period schedule resulting in classes that are approximately 77 minutes,
teachers will be compensated at minimum for one hour and 20 minutes (entered as 1.33 hours). The District will
seek volunteers first and then make assignments on an equitable rotational basis. If a specialist is reassigned to a
classroom to replace an absent teacher, and they miss their planning time, the specialist will be compensated for
their loss of prep consistent with the language above.

In the event all other options are exhausted, only then shall MLL, Title or LAP specialists be asked to cover a
class. MLL, Title or LAP employees who are required to, at the specific request of the building administrator or
designee, cover the class of another employee they shall be compensated at the employee’s per diem rate
consistent with the language in the above paragraph.

A teacher will be paid at the per diem rate when they are in charge of two classes to be calculated in the same way
they are compensated when they forfeit a prep to cover a class. If students from a class without a teacher are sent
to more than one classroom, each affected teacher will receive a pro-rated portion of this payment.

If a daily substitute is not available when a co-teacher is absent for an entire period, the teacher left in charge of
the class will receive the preferred substitute rate of pay. In lieu of substitute pay the teacher may opt to receive in-
building coverage if there is a volunteer.

If the elementary specialists is required to cover more than 14 times in a semester they will receive a stipend of
one thousand ($1000.00) dollars. When less than full time elementary specialists voluntarily cover classes beyond
their FTE, these occurrences will not count in the total number of covered classes. If specialists miss their prep as
a result of coverage, they will be compensated accordingly.

G. Staff Meetings

Staff are expected to attend two staff meetings per month, maximum. One of those meetings will be within the
contract day. With fourteen (14) days’ notice, one of these meetings may extend 30 minutes beyond the contract
day. On weeks when the staff meeting extends beyond the staff contract day, staff will be dismissed on Friday
thirty minutes prior to the end of the normal contract day. Early Friday dismissal time for the year must fall during
building directed time. There will not be an extended staff meeting during the months of December and June.

H. Secondary Teaching Preparations
The District shall attempt to reduce the number of teaching preparations at the secondary level (6-12) with the goal
to have no employee teaching more than three (3) preparations daily. If it should be necessary for any employee to

have four (4) or more preparations during a given year, that employee shall be given priority consideration the
following year to have a reduction in his/her daily preparations. However, the District and the Association
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recognize that certain programmatic decisions, as determined by the Board, will require some staff members to
have more than three (3) preparations daily.

For grades 6-12, (not including schools that contain an ALE component), the number of different course
preparations/teaching sections shall not exceed three (3) per grading period in core required subjects (English,
Math, Science, and Social Studies). However, the District and the Association recognize that certain programmatic
decisions will require some staff to have more than three (3) preparations/teaching sections per grading period. In
the event employees in these job categories must exceed the limit of three core course preparations/teaching
sections per grading period, they may be assigned additional sections exceeding the above limits. However, those
employees will be entitled to the workload assistance language below.

For the purposes of this section: the following applies:
1. Teachers with 4 or more preps in English, Math, Science, or Social Studies qualify.
2. CTE courses that count as course equivalencies for core subjects count as core required subjects.

3. Advanced Placement courses count as a separate prep. Example: a teacher who teaches biology and AP
biology would be considered to have two preps.

4. A teacher who teaches 3 core subjects who also have other classes assigned qualify

5. Any courses added as a result in what is commonly known as a super contract will not be considered when
calculating the number of preps as teachers already receive additional compensation for those courses.

A teacher exceeding three (3) different course preparations/teaching sections as provided above is eligible for the
following: The employee may receive one release day per semester.

1. Ifthe employee prefers, they may accept a stipend in the amount of the preferred sub rate in lieu of taking a
release day.

2. Ifthe employee would like to discuss other relief options, they shall notify the Association President. The
Association President will facilitate a meeting with Human Resources and a building administrator, in order to
collaboratively determine assistance consistent with the needs of relief to which the parties agree.

3. Ifit should be necessary for any employee to have four (4) or more preparations during a given year, that
employee shall be given priority consideration the following year to have a reduction in his/her daily
preparations.

Teaching More than the Normal Instructional Workday

The District and Association agree that at times it may be in the best interest of both the District and staff to extend
a full-time teacher's contracted day or increase the normal amount of a teacher's instructional time by adding a
teaching section. A teaching section at the secondary level shall be considered to be one class period, passing time,
and supervision or approximately forty-five (45) minutes at the elementary level. The parties agree that such a
practice shall be a temporary means to solve a specific building scheduling or staffing problem, the practice shall
not be used to increase workloads. The following additional provisions shall apply:

1. Consideration of Other Options

In cases where adding a section may be needed, the District will first discuss the instructional and personnel
needs with the building principal to examine other solutions to solving the problem before opening any such
additional teaching section. An increase or extension of the workday or instructional time shall not be
implemented if there are other viable options available to the District.
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Section 3:

Notice to Association

After the situation has been discussed and other options explored as provided above, and if the District wishes
to proceed with adding a section, then the District will inform the Association President of the situation,
including the rationale for the addition. The Association shall be free to suggest alternatives that may or may
not have been considered.

Posting Requirement

The opening for the additional section shall be required to be posted throughout the District for a period of at
least five (5) workdays in order to allow all qualified employees the opportunity to apply. Other than this
posting requirement, the provisions of Article IV, Section 10 (Assignment, Vacancies, Promotions and
Transfer) shall not apply, and the District shall have the discretion to determine the employee who will be
assigned the additional section, provided that said assignment shall be strictly voluntary.

Supplemental Contract and Pay

The employee selected for the additional section within the school day shall be offered a supplemental
contract. The additional pay shall be based upon the employee's per diem contract rate of pay. A secondary
teacher volunteering to teach an additional section would be compensated an additional .20 times his/her per
diem contract rate of pay for each day the section meets. An elementary teacher volunteering to teach an
additional section would be compensated an additional .143 times his/her per diem contract rate of pay for
each day the section meets. All leave balances (annual leave, personal leave, etc.) will accrue/deplete
normally and will not reflect the additional FTE. If the teacher working more than a normal workday requires
a leave of absence, the supplemental contract will be re-assigned for the duration of the leave time period.
The teacher will retain rights to the supplemental contract upon return from leave status during the same
school year.

Employee’s Workday

If the additional teaching section is prior to or after the regular school day, the teacher's workday would be
extended by the additional time needed for instructional purposes only (i.e. 60 minutes at secondary or 40
minutes at elementary). No additional planning time will be provided or required on site. If the additional
section falls within the regular instructional schedule, the teacher's workday does not change and no additional
planning time will be provided. Planning time is the responsibility of the employee and it is assumed it will
be accomplished either on or off site.

Employee Facilities, Safety, and Instructional Materials

A. Facilities

1.

Basic Assurances

With respect to existing buildings, the District will furnish employees with necessary and adequate space and
equipment in each work station to store records, instructional materials, and supplies; a safe and secure
workspace; a serviceable desk, chair, bookcase, and filing facilities; well-lit and clean restrooms and, where
feasible, separate for each sex and separate from student rest rooms; a furnished faculty lounge, and a work
area with equipment to aid in the preparation of instructional materials. Each classroom shall be equipped
with two working computers. The building principal will work with staff members to ensure each room is
equipped as stated above.
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Those who are required to administer individualized services and assessments and have no permanent
workspace, shall be given a private, quiet, closed space, to administer such assessments

During the 2021-2022 school year teachers participating in a District professional development training will
be provided a new portable electronic device. Professional care and caution should be exercised when using a
device outside of the workplace. Except in cases of willful negligence, a violation of law, or a criminal act,
Article IV, Section 6 — A (Hold Harmless) shall apply.

2. Keys

In order that employees may do additional work when they feel a desire or need, each employee will be given
keys for contract duration so that they may enter and work at their work station, the faculty lounge, and work
areas at all times other than normal working hours, PROVIDED that building security keys will be issued on a
checkout basis, and PROVIDED that the employee assumes responsibility for building security during such
use.

3. Telephone

A telephone or extension will be provided for employee use at each school. This telephone will not be located
in an area of normal access by students or in the principal's, vice-principal's, or counselor's offices.

B. Safety

The District will endeavor to see that all facilities will be free from hazards that are likely to cause injury, sickness,
or death to employees or students. The District will make a reasonable effort to ensure that all building facilities
can be operated at reasonable temperatures.

C. Provision of Curriculum and Instructional Materials

For the purposes of this section, the term “professional development” refers to any and all activities facilitated or
provided by the school district to promote the development of its staff to promote high levels of learning for all
students.

The term “training” refers to the provision of information and skills development related to state and / or district
policies or procedures all staff are required to know for the annual management and operations of a school.

The District will guarantee the provision of approved curricular, instructional materials and equipment to teach the
grade levels or classes to which the teacher is assigned. The District will provide comprehensive professional
learning opportunities to support new programs, curriculum and/or initiatives. The provided learning opportunities
should be on-going with a portion provided prior to implementation.

Certificated staff will be offered options to attend professional learning primarily during District directed early
release Fridays or at minimum, within the contracted day, for the purposes of implementation of new programs
and/or curriculum. Certificated staff reserve the right to request additional or alternative learning opportunities to
become proficient in the chosen program or curriculum.

1. Process for Curriculum Adoption
The Instructional Materials Committee (IMC) shall use a collaborative decision-making model when making

recommendations to the superintendent and the school board when considering possible instructional
materials.
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Committee members will identify and review its charge(s), scope of authority, decision making model and
develop group agreements. Meeting dates, agendas, and notes from all meetings will be shared with
committee members and the Association President and be posted for all District employees to review. The
final recommendation(s) will be presented to the School Board for adoption.

2. Curriculum and Instructional Materials Committee

The District will attempt to include at minimum a primary teacher, an intermediate teacher, a middle school
teacher, two high school teachers, one MLL teacher, and one special education teacher on the Instructional
Materials Committee. The Association may appoint three of the committee members listed in the preceding
sentence. Remaining members will be invited by the District. The membership described in this paragraph
will be phased in as current members of the IMC three-year terms are completed.

MEA members who serve on the Instructional Materials Committee (IMC) will be paid at curriculum rate of
pay for the duration of time spent participating on the committee. The number of administrators will not
exceed the number of certificated instructional staff on the committee.

3. Ad Hoc IMC Members

In addition to standing committee members, there will also be a number of ad hoc members appointed to the
committee. The number of ad hoc members will be determined by the needs of those impacted by the change
in instructional materials. Ad hoc members will be paid at their curriculum rate of pay. One-third of the ad
hoc members will be appointed by the Association. Ad hoc members will only serve on the committee for the
time necessary to complete the pilot and adoption process and only join the committee for topics that relate to
their ad hoc position. These individuals must be those educators who are currently teaching in the content area
for which the instructional materials are being adopted.

Section 4: Classroom Observation

Parents and other citizens may visit the classrooms and confer with the employees and principals, subject to the approval of
the building principal, who is responsible for the health and safety of the students. Principals shall implement this section
in a manner to ensure that the optimum learning atmosphere of the classroom is maintained, and that the highest
consideration is given to the judgment of qualified employees regarding conditions necessary to maintain the optimum
learning atmosphere.

Section 5: Class Size and Workload Assistance Monitoring

The Labor Management Committee shall monitor and evaluate the class size and workload assistance program provided
herein with the view of considering changes which may improve the program. The District and Association have agreed to
the class size and workload assistance plans as provided in Sections 6 and 7 below.

Section 6: Regular Education Teachers

A. Process for Class Sizes Counts

Student enrollment shall be monitored on the first school day of the month beginning with October for purposes of
determining class size assistance as provided herein, provided that an overload existing on the first school day of
October that existed also in September shall be entitled to assistance for the month of October at twice the eligible
amount shown below. The District shall maintain class counts and a record of same in September in order to
implement the above provision. When the class size reduces to the base class size or lower during a given month,
the paraeducator time will not be reduced until the beginning of the subsequent monthly period.

The District shall insure regular monitoring of class sizes so that for any overload that is triggered the employee
will be notified in writing of their eligibility for overload. The relief option shall be assumed to be compensation
unless the employee within three (3) workdays of receipt of the eligibility notice submits a written request for a
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different relief option as allowed by this section, paragraph B 6, below. The intent of this process is to insure
appropriate administrative monitoring of class sizes and also to place the responsibility of the initial identification
of overload and initiation of the relief process on the building administration rather than the employee.

Trigger Event Charts and Guidelines

K-5 Classroom Chart

+1 +2 +3 +4 +5 +6*
Base 0.5 1.0 1.5 2.0 3.0 4.0 <Total
Hours
Para Time
Kinderg. 23 24 25 26 27 28 29
Grades 1 23 24 25 26 27 28 29
Grades 2 24 25 26 27 28 29 30
Grades 3 24 25 26 27 28 29 30
Grades 4 26 27 28 29 30 31 32
Grades 5 27 28 29 30 31 32 33
*with +6 and above there is + 1 hour per additional student
Secondary by Class Section Chart
+1 +2 +3 +4 +5 +6*
By Class Base 0.25 0.75 1.25 1.75 2.25 2.75 <Total
Sections Hours
Para Time
Secondary 30 31 32 33 34 35 36
*with +6 and above there is .5 hour per additional student
Secondary Total Load Chart
Middle School
+1 +2 +3 +4 +5 +6*
By Total Base 0.25 0.50 0.75 1.0 1.25 1.50 <Total
Load Hours
Para Time
Grades 6-8 140 141 142 143 144 145 146
*with +6 and above there is .25 hour per additional student
Comprehensive High Schools
+1 2 +3 +4 +5 +6*
By Total Base 0.25 0.50 0.75 1.0 1.25 1.50 <Total
Load Hours
Para Time
Grades 9-12 | 168 169 170 171 172 173 174

*with +6 and above there is .25 hour per additional student
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1. The secondary educator total load trigger is determined every first day of the month by multiplying 28
students by the total number of sections taught.

2. For secondary classrooms grades 6-12, the time allocated will be the higher of what is accumulated from
individual class sections or from the total daily load.

3. Any secondary certificated staff on a super contract shall have a maximum total daily load of 28
multiplied by the total number of sections taught.

4. Any “block” class at secondary level shall count as two (2) separate periods for the purpose of workload
compensation.

5. Inthe event the comprehensive high school shifts to a 6-period schedule, within the duration of this
agreement, they will revert to the middle school total overload chart.

K-5 Splits and Multi-Age Classes Chart

Efforts are to be made to fill elementary split assignments voluntarily before involuntarily assigning.

+1 +2 +3 +4 +5 +6*

Base 0.5 1.0 1.5 2.0 3.0 4.0 <Total

Hours

Para Time

Grades K-1 22 23 24 25 26 27 28
Grades 1-2 22 23 24 25 26 27 28
Grades 2-3 23 24 25 26 27 28 29
Grades 3-4 23 24 25 26 27 28 29
Grades 4-5 26 27 28 29 30 31 32

Elementary Specialists Chart

Elementary specialists (currently music, PE, and librarians) who teach the regular teacher’s class, in part to
provide preparation time for the regular teacher, shall be eligible for class size assistance in accordance with the
same trigger events outlined in the chart in Paragraph A above, provided such assistance shall be allocated on a
prorated basis in accordance with the chart below.

Given the comparatively small amounts of overload units that may be generated elementary specialists may
accumulate earned overload assistance for use when they deem it appropriate.

Number of Over by Over by Over by Over by Over by Over by Over by
meets 1 student | 2 students | 3 student | 4 students | 5 students | 6 students | 7 students
In month
0.5 hr. 0.5 hr. 0.5 hr. 0.5 hr. 1 hr. 1 hr. 1 hr.
Total 0.5 hr. 1 hr. 1.5 hr. 2.0 hr. 3 hr. 4 hr. 5 hr.
remedy>>>

1 $1.01 $2.03 $3.04 $4.06 $6.09 $8.11 $10.14
2 $2.03 $4.06 $6.09 $8.11 $12.17 $16.23 $20.29
3 $3.04 $6.09 $9.13 $12.17 $18.26 $24.34 $30.43
4 $4.06 $8.11 $12.17 $16.23 $24.34 $32.46 $40.57
5 $5.07 $10.14 $15.21 $20.29 $30.43 $40.57 $50.71
6 $6.09 $12.17 $18.26 $24.34 $36.51 $48.69 $60.86
7 $7.10 $14.20 $21.30 $28.40 $42.60 $56.80 $71.00
8 $8.11 $16.23 $24.34 $32.46 $48.69 $64.91 $81.14
9 $9.13 $18.26 $27.38 $36.52 $54.78 $73.03 $91.29
10 $10.14 $20.29 $30.42 $40.58 $60.87 $81.15 $101.44
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Pro-rating

The above charts are based on the assumption the teachers involved are 1.0 FTE. Teachers at less than a
1.0 FTE will be subject to the “pro-rating” provisions below:

a. Secondary (6-12) — Total Daily Load

For the purposes of calculating total daily load student contacts for secondary teachers who have less
than a 1.0 FTE assignment the relief will be prorated on the basis of each teacher’s FTE assignment.

b. Secondary (6-12) - Individual Class Size Sections

The relief generated by individual class sizes shall be as indicated in the chart above and shall not be
pro-rated based on the teacher’s FTE assignment.

c. Elementary (K-5)

A teacher who is less than a 1.0 FTE and who teaches an elementary class that is in overload will
have their “paraeducator time provided” prorated based on their FTE.

Secondary and Elementary Instrumental Music

Upon request of the teacher, paraeducator time equal to the instructional period will be provided for
secondary and elementary instrumental classes over 50 students, and secondary choral music classes over
50 students. Teachers in the above positions are not eligible for additional class size assistance provided
elsewhere in this section.

Secondary PE Trigger for Overload

Secondary P.E classes shall be no more than 38 students. Secondary P.E educators shall receive overload
pay starting at 39 students. Overload for secondary P.E. instructors will not be calculated based on the
Secondary Total Overload Chart.

Options for Class Overloads
1. Basic Options

The first option for overload will be stipend. The amount of the stipend will be determined by a
combination of two factors:

i. The amount of equivalent paraecducator time, and
ii. The base hourly rate of a paraeducator

In lieu of receiving a stipend per the above, the employee may select paraecducator time or a stipend
to be used for the purchase of instructional materials for classroom use. Employees selecting
instructional materials shall receive a 10% higher stipend than equivalent remuneration or
paraeducator time. Materials purchased are the property of the District and, as such, are subject to all
rules and regulations governing publicly funded expenditures. Any single item must be purchased
solely with District funds.

2. Splitting between Options
For those teachers eligible for a minimum of two hours of paraeducator time in compensation for

overload, the individual teacher may choose to split the overload assistance between any two of the
three compensation choices as provided by the contract:
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i. Employee remuneration
ii. Paraeducator support
iii. Instructional materials

Paraeducator time or the stipend must be chosen for an entire month. Changes in paraeducator time
or the stipend will not be permitted until the beginning of the next month.

C. Assignment of Students

The parties recognize that class size and workloads can have an effect upon the educational process as well as the
working conditions of employees. To the extent possible, in order to best serve all students’ needs, class
assignments shall be equitable among staff and take into consideration the unique characteristics and needs of
students. Considerations shall include IEP students, Multi-Language Learner (MLL) students, 504 students,
behavior concerns, number of students in each class/section, etc.

Section 7: Class Size and Workload Assistance —LAP, Title, MLL, Special Education, Counselors, Psychologists, and
Digital Learning Teachers

A. Review of Workloads

LAP, Title, MLL, Special Education, counselors, psychologists, and librarians who believe they have an excessive
workload may have a review and fact-finding conducted that will include, but not be limited to, the Student
Services administrator and building principals, and designated district level administrators.

B. Counseling Staffing Ratios
The District shall set staffing ratios for each year of this Agreement as follows:

Counselors: School counselor positions will be filled by a person with an ESA in School Counseling
e Elementary Minimum of 1 FTE counselor per Elementary School

e Secondary 1 FTE counselor per 400 students (inclusive of all students regardless of school or program type
i.e. Running Start students, Sno-Isle students etc.) Home school students who enroll in school with the sole
purpose of participating in extracurricular activities will not be counted towards the number of students.

If the actual number of students exceeds the counseling staffing ratios at a school using the ratios above, the District
shall within ten school days, offer additional counseling FTE to existing part-time counseling staff at the building, if
available. In the event the additional FTE is declined, or if there are no part-time counselors to offer the additional
work to, the District will attempt to hire additional counseling staff, or the existing full-time counselors will be offered
the additional hours up to a maximum total of 1.4 FTE. At 1.5 FTE, the District shall add an additional part-time
counselor to the impacted building. The District will attempt to provide a substitute for a counselor who is out on an
extended leave of absence.

C. Workload Model for School Counselors

In accordance with RCW 28A.410, the purpose and role of the school counselor is to plan, organize, and deliver a
comprehensive school guidance and counseling program that personalizes education and supports, promotes, and
enhances the academic, personal, social, and career development of all students, based on the national standards for
school counseling programs of the American School Counselor Association (ASCA).

The ASCA National Model recommends that school counselors spend 80% or more of their time in direct and
indirect services to students. These direct and indirect activities should come from the duties appropriate to the role
of the school counselor rather than inappropriate duties assigned to school counselors as listed in the ASCA National
Model Executive Summary (2019b).
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D. Roles and Duties

Direct and Indirect Services with Student Other Services
(80%) (less than 20% or 1.5 hours per day for 1.0
FTE)

Direct services are face-to-face or virtual
interactions between school counselors and
students and include the following:

e Instruction

e  Appraisal and Advisement

e Counseling

Program Planning

Annual Student Outcome Goals
Action Plans

Lesson Plans

Annual Administrative Conferences
Time Tracking

Annual/weekly Calendar Planning
Advisory Council

Indirect services are provided on behalf of
students as a result of the school counselors’
interactions with others including:

e Consultation

e Collaboration

e Referrals

No more than 20% of counselor’s time should be spent in program planning and school support activities. Fair-share
responsibilities, which are part of this 20%, should not preclude implementing, managing and accessing a school
counseling program. Planning for this portion of counselor assignments should be determined collaboratively
between counselors and administration as part of the annual calendaring process, no later than September 30th of
each school year.

Duties that fall outside of the school counselor’s role as described in the ASCA National Model should be limited
and performed by other school staff to support a school’s smooth operation and allow school counselors to continue
to focus on students’ academic, career, and social/emotional needs.

The following activities, as recommended by ASCA, are considered to be the limited (less than 20% or 1.5 hours
per day) portion of the daily activities to be fulfilled by school counselors.

e Being in charge of building the master schedule,

e Coordinating paperwork and data entry of all new students (does not apply to student schedules)

e Coordinating cognitive, aptitude and achievement testing programs

e Signing excuses for students who are tardy or absent.

e Performing disciplinary actions or assigning discipline consequences

e Providing long-term counseling in schools to address psychological disorders

e Covering classes when teachers are absent or to create teacher planning time

e Maintaining student records

e Computing grade point averages

e  Supervising classrooms or common areas

e Keeping clerical records

e  Assisting with duties in the principal’s office; including covering when a building administrator is absent

e Coordinating (schoolwide education plans, 504 plans, response to intervention plans, MTSS and school
attendance review boards.)

e Serving as a data entry clerk

In the event any counselor’s work responsibilities exceeds what is outlined above, the impacted counselor, building
administrator, Association President and Executive Director of Human Resources will meet to review and discuss
possible workload mitigants to ensure the counselor’s job duties align with the above parameters. Any written job
description for counselors shall be mutually agreed to by the District and the Association.
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Psychologists: 975 students to 1 FTE psychologist in K-12 traditional schools

Assignment of school psychologists FTE to buildings shall be determined after consulting with the school
psychologists as a group on the unique needs and caseloads of particular buildings.

Digital Learning: 500 at K-5 and 1,000 students to 1 FTE Digital Learning at 6-12

. Multi-Language Learners & Title LAP:

1. Elementary Supportive Mainstream MLL Model

a.

Elementary ML Specialist: Minimum Staffing

Elementary schools implementing the supportive mainstream MLL model will be staffed with a minimum
ofa.5 FTE ML Specialist. Staffing at elementary schools with larger MLL populations will be monitored
and staffed according to need. When a building’s ML student count is above seventy-five (75), the MLL
specialist allocation will increase by a .1 FTE for students above 75, and another .1 FTE for each 10
students thereafter up to a .8 FTE. If the MLL population exceeds 100 students, the MLL specialists will
be increased to a 1.0 FTE. For the purposes of this paragraph, the MLL population will be determined by
the October st count each year and will not include MLL students who have tested out. The level of need
will be impacted by the total population and the population of Beginner Level MLL learners and the
related services necessary to achieve student success benchmarks. The districtwide MLL TOSA will not
be counted in the overall elementary MLL FTE generated by the student population.

Elementary ML Specialist: Roles and Responsibilities

Elementary ML Specialists will provide coaching to help support and facilitate classroom instruction.
Each elementary ML Specialist shall be responsible for assisting general education teachers with
differentiating and scaffolding lessons for MLs, observing and coaching general education teachers in
English Language Development (ELD) strategies, and presenting ELD strategies / ML differentiation
strategies at PLC meetings. Coaching may be provided through observations, professional development,
online modules, help with lesson planning and scaffolding, and modeling instructional strategies.

Elementary ML specialists with more than one role: Roles and Responsibilities

ML specialists split between schools/programs shall meet with their principals, the ML TOSA and the
Categorical Programs Director by the end of September each year to review expectations and
responsibilities, including determining workday and work year schedules.

During this meeting, ML Specialists will outline their work schedule, including daily preparation times
outlined in the collective bargaining agreement, and establish a schedule that delineates when ML
coaching will take place and when other duties the ML Specialist may be assigned outside of the ML
program will take place.

In the event an ML Specialist believes their schedule is unmanageable, the parties agree to meet to adjust
the schedule and determine any other remedies deemed necessary. In the event that the district is
considering increasing an ML specialist role to more than two job titles for a future school year, the
following guidelines shall apply:

1. The District shall notify the employee and the MEA president prior to May 15™ for any change
impacting the following school year.
ii. The District will meet with the employee and union representative at the employee’s request to
discuss options for configuring the position.
iii. If the ML specialist does not accept any of the options, they will have the highest priority to
transfer to any open positions in the District for which they qualify.
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2.

Secondary Supportive Mainstream MLL Model

a.

Secondary ML Specialist: Minimum Staffing

Secondary schools implementing the supportive mainstream MLL model will be staffed at one hundred
and fifteen (115) students per 1.0 MLL FTE in the 2024-25. Beginning in the 2025-26 school year the
supportive mainstream MLL model will be staffed at one hundred (100) students per 1.0 MLL FTE. If
Sky Valley Education Center and Leaders in Learning students are served by ML staff from other
schools, those students will be counted in that school’s caseload.

Beginning with the 2025-26 school year, those secondary schools with less than seventy-five (75) MLL
students shall have a minimum staffing of .5 MLL FTE. For the purposes of this paragraph, the MLL
population will be determined by the October 1st count each year and will not include MLL students who
have tested out. The districtwide MLL TOSA will not be counted in the overall secondary MLL FTE
generated by the student population.

Secondary ML Specialist: Roles and Responsibilities

Secondary ML Specialists will meet with administrators prior to the end of September to develop a work
schedule that provides ample time for them to engage in their duties. Each secondary ML Specialist shall
be responsible for assisting general education teachers with differentiating and scaffolding lessons for
MLs, observing and coaching general education teachers in ELD strategies, and presenting ELD
strategies / ML differentiation strategies at collaborative team meetings. Coaching could be provided
through observations, professional development, online modules, help with lesson planning and
scaffolding, and modeling instructional strategies. ML specialists may also teach Beginner Level MLL
classes.

Secondary Beginner Level Teachers: Roles and Responsibilities

Secondary Beginner Level classes may be taught by a ML Beginner Level Teacher or an ML Specialist.
ML Beginner Level teachers will be responsible for teaching exclusive Beginner Level classes and are
not considered to be an ML Specialist, however, these assigned individuals must hold an EL Endorsement
or equivalent.

1. The District will make every attempt to find qualified volunteers to fill the ML Beginner Level
teacher role. In the event there are no qualified volunteers, the District will confer with MEA
leadership prior to assigning a qualified teacher to the position.

il. Each of the assigned teachers shall be provided two (2) days of training to support their
instruction as early as feasible this school year.

1. Each of the assigned teachers shall be provided five (5) hours of per diem pay to collaborate
with other ML Beginner Level teachers and support staff in order to coordinate program
alignment. This time should be submitted via timesheet.

d. Secondary Beginner Level Class Size and Overload Triggers

1. Each Beginner Level class shall have a class size maximum of 22 students. Students above 22
students will qualify for overload following the same procedures as outlined in Article VIII,
Section 7, Letter F, Letter D Dual Language Overload.

il. At the beginning of each semester, if beginner level classes exceed 27 students, the District will
attempt to add another beginner level section either through compensating existing staff to
teach another section or by posting the position for outside hire. Any addition of a super
contract will follow the terms outlined in the CBA.
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iii. The District shall comply with Article VIII, Section 6, Letter B, Secondary Total Load Charts
regarding the daily load assigned to other regular education teachers in the content areas in
which beginner level classes are being offered.

ML Specialist and ML Beginner Level Teacher

Any Secondary ML Specialist whose duties include being both the ML Beginner Level teacher and the ML
Specialist, shall meet with the building administrator to outline their work schedule, including daily
preparation times outlined in the collective bargaining agreement, and establish a schedule that delineates
when coaching will take place and when other duties the ML Specialist may be assigned outside of the ML
program will take place.

Yearly Content Area Focus

ML Specialists and ML Beginner Level Teachers will meet with the administrator in charge of Categorical
Programs prior to September 30" to recommend which content area will be the focus of the school year.

Curriculum

The Instructional Materials Committee (IMC) will adopt a ML Beginner Level curriculum for purchase once
the curriculum adoption process has been completed and a curriculum has been selected.

ML Specialist Supplemental Contract

All 1.0 FTE ML Specialists shall be compensated for 5 additional days for completing required administrative
and compliance duties as well as additional meetings outside of the contracted day. These days shall be
provided as a supplemental contract and the time shall be used at the employee’s discretion. Partial FTE ML
Specialists will have the above days/hours prorated according to ML assignment FTE.

District Provided ML Specialist Coaching Training

a. Yearly, ML Specialists will receive 7 hours of training. If the training is provided outside of the workday,
ML Specialists shall be compensated at the curriculum rate of pay.

b. All ML Specialists new to the profession shall be provided with a minimum of 14 hours of training to
introduce, educate and support classroom teachers in the ML Specialist role.

c. This training is not inclusive of Beginning and End of Year Review meetings nor the WIDA preparation
training already planned and provided by the District.

Communication

Categorical Programs in collaboration with ML Specialists and the ML TOSA, will communicate ML
Specialist responsibilities to building administrators and classroom teachers at the beginning of each school
year, no later than October 15%.

End of Year Review

a. Prior to October 15" of each school year, the administrator in charge of Categorical Programs in
collaboration with the District ML TOSA and Building ML Specialists will meet to determine the
following requirements for collecting district wide data:

1. Discuss what collections of data will be used.
il. The Program used to collect data sets.
iil. Program goals for the school year.
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b. Prior to the end of each school year, the collected data will be analyzed and discussed with all ML
Specialists, ML Beginner Level Teachers, the administrator in charge of Categorical Programs and the
ML TOSA.

H. Learning Assistance Program (LAP)/Title

1.

By the end of the 24-25 school year and prior to the end of each school year, each building’s SAT and
LAP/TITLE teachers will meet with their building administrator to discuss the LAP focus and necessary
staffing FTE for the following school year. After this process has been completed, the District Human
Resources Executive Director and the Association President shall review and discuss each building’s plan and
mutually agree on LAP/Title staffing allocations. Beginning with the 2025-26 school year, at minimum, those
schools (with the exception of Leaders in Learning) who serve students who qualify for LAP services students
will have .5 FTE allocated to this program.

LAP/TITLE Workload Stipend

Employees holding primary assignments of LAP/Title teachers shall receive a $2,000 annual stipend in
recognition of their extra workload requirements due to caseloads, coaching and compliance with state and
federal legal requirements. This stipend will be prorated by FTE for less than full-time teachers. In addition,
teachers working in designated Title 1 schools will receive an additional $1,000 per full time FTE, less than
full time teachers will receive a prorated stipend.

I. District Dual Language Program

1.

Additional Compensation for Workload

Classroom teachers working at Frank Wagner Elementary within the Dual Language Program shall receive
$2,350 annual stipend for each 1.00 FTE in recognition of the additional workload. This stipend will be
prorated by FTE for less than full-time teachers. In the event Dual Language is adopted into other schools
within the District, those individuals working the program will also receive this stipend.

Dual Language Conferences

In recognition of the number of conferences the Dual Language program completes for both English and
Spanish speaking students, Dual Language certificated staff shall receive two (2) additional days to prepare
for conference week(s).

Dual Language Curriculum

The District will provide age appropriate, bilingual, evidence-based curriculum.

Dual Language Overload

Dual Language certificated staff may choose how they would prefer to receive overload according to Section
6.B.5 Options for Class Overload.
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Elementary Dual Language by Class Section Chart

+1 +2 +3 +4 +5 +6* <Total
By Class Base 0.25 0.75 1.25 1.75 2.25 2.75 Hours
Sections Para Time
Grades
K-5 25 26 27 28 29 30 31

*with +6 and above there is .5 hour per additional student

Secondary Dual Language by Class Section Chart

] 2 3 +4 +5 +6*
By Class Base 0.25 0.75 1.25 1.75 2.25 275 | <Total
Sections Hours
Para Time
Grades 6-8 28 29 30 31 32 33 34
*with +6 and above there is .5 hour per additional student
Secondary Dual Language by Total Load Chart
By Class +1 +2 +3 +4 +5 +6* <Total
Sections Base 0.25 0.75 1.25 1.75 2.25 2.75 [Hours
Para Time
Grades 6-8 |Variable| (26 x number of dual language sections) + (28 x number of regular
sections)
Total Load Base

*with +6 and above there is .25 hour per additional student

For Special Education Teachers, Speech Language Pathologists, Physical Therapists, and Occupational
Therapists and Psychologist

District assistance to special education teachers, speech language pathologists, physical therapists, and
occupational therapists will be provided in accordance with provisions below.

Assistance Table

Column descriptions for the table below are as follows:

Column A:

Column B:

Column C:

Column D:

This column lists various positions that currently exist in the District.

This column indicates the minimum paraeducator support to be provided for each 1.0 FTE staff.
The support will be pro-rated based on the employee’s FTE if less than 1.0.

This column indicates the caseload and class load triggers that generate additional caseload relief
beyond the minimum allocated per Column B.

This column indicates the number of hours of caseload relief to be provided in accordance with
paragraph C-2 below the table.
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A B C D
Category Minimum Para educator support Base Student Caseload Relief
Caseload/
Class Load Triggers
Elementary 5 hours daily 28 .5 additional hr. per

Resource Room

student over 28

Secondary
Resource Room

5 hours daily

28 caseload

20 students per
individual class load

.5 additional hr. per
student over for 28
caseload/20
individual class load

Structured
Learning Center
(SLC)

2 (6.5 hour paras daily, if the number of students
go below five (5) the case manager will meet with
the Chief Student Services Officer and Association

Leadership to determine staffing needs.)

10

1 additional hr. per
student over 10

Developmental
Preschool

3.25 hours per session

10 per session

.5 additional hr. per
student over 10 per
session

PBS (Positive
Behavioral
Support)

2 (6.5 hour paras daily, if the number of students
go below five (5) the case manager will meet with
the Chief Student Services Officer and Association

Leadership to determine staffing needs.)

10

1 additional hr. per
student over 10

Physical &
Occupational
Therapists

33

.5 hr. per student over

33

If average caseloads
for district staff reach
36, a special
education
administrator will
meet with the group
to determine if
additional staffing
needs to be allocated.

Speech
Language
Pathologists

46

.33 hr. per student
over 46
.5 additional hr. per
student over 55

If average caseloads
for district staff reach
50, a special
education
administrator will
meet with the group
to determine if
additional staffing
need to be allocated.

Community
Based Programs
(CBP)

2 (6.5 hour paras daily, if the number of students
go below five (5) the case manager will meet with
the Chief Student Services Officer to determine
staffing needs.)

10

1 additional hr. per
student over 10




SLPs assigned to preschool assessments will have their caseload prorated based on amount of FTE assigned to direct
service of students’ IEPs in buildings. SLP staff assigned to preschool assessments will be reviewed and adjusted by
staff FTE, as necessary, quarterly. (Example; if assigned .800 FTE to buildings for serving IEPs, FTE caseload goal
would be 37 (.8 x 46) and would entitle overload relief when caseload numbers reach 38.)

SLP, OT, and PT caseloads will be based on students who receive Specially Designed Instruction, Related Services or
Supplemental Aids and Services. Students who are receiving OT/PT or SLP Consult as a Support for School Personnel
will not be listed on an OT/PT or SLP caseload.

It is recognized that the programming needs for students with disabilities varies from school to school and that additional
staffing may be merited based on students’ and schools’ unique needs. The design and implementation of program
interventions will be under the direction of the certificated teacher for all special education programs. If alternative special
education programs are in place at a school, those programs will be reviewed in collaboration with special education staff,
District BCBA and the Chief Student Services Officer or Designee and a report of recommendations will be made to the
Joint Labor Management Committee. In the event the recommendations to the Joint Labor Management Committee results
in a change in working conditions, the parties agree to meet and negotiate the impacts.

K. Special Education and Specialized Programs

If an employee working in a specialized program is having difficulty taking their duty-free lunch and/or their
planning time, they will work with their administrator to make adjustments to schedules to allow for their duty-
free lunch and/or their planning time. If after consulting with their administrator, the teacher is unable to take their
duty-free lunch and/or their planning time, they may time sheet the lost time at their per diem rate. It is understood
that there may be times when prior consultation is not possible. In these circumstances there will be timely
communication between the affected teacher and their administrator to ensure the loss of their duty-free lunch
and/or their planning time does not become a consistent issue. For individuals who work in special education
programs that are housed at non-traditional school locations with no uniform schedule which outlines planning
time, lunch and class periods, those individuals will be paid for a minimum of sixty (60) minutes for their lost
planning time at the rate specified above.

L. Service Delivery Models

It is recognized that the programming needs for students with disabilities varies from school to school and that
additional staffing may be merited based on students’ and schools’ unique needs. The design and implementation
of program interventions will be under the direction of the certificated teacher for all special education programs.
If alternative special education programs are in place at a school, those programs will be reviewed in collaboration
with special education staff, District BCBA and the Chief Student Services Officer or Designee and a report of
recommendations will be made to the Joint Labor Management Committee prior to implementation. In the event
the recommendations to the Joint Labor Management Committee result in a change in working conditions, the
parties agree to meet and negotiate the impacts.

M. Implementation of Caseload Relief

Caseload relief per the Assistance Table above will be implemented no later than ten school days after the first of
each month. The administration shall ensure regular monitoring of caseloads so that for any overload that is
triggered the employee will be notified in writing of their eligibility for overload. The relief option shall be
assumed to be compensation unless the employee within three (3) workdays of receipt of the eligibility notice
submits a written request for a different option as provided below by the Assistance Table. The intent of this
process is to ensure appropriate administrative monitoring of caseloads and also to place the responsibility of the
initial identification of overload and initiation of the relief process on the administration rather than the employee.
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Basic Options

The first option for overload will be stipend. The amount of the stipend will be determined by a combination
of two factors:

a. The amount of equivalent paraeducator time, and
b. The base hourly rate of a paraeducator

In lieu of receiving a stipend per the above, the employee may select paraeducator time or a stipend to be used for
the purchase of instructional materials for classroom use. Employees selecting instructional materials shall receive
a 10% higher stipend than equivalent remuneration or paraeducator time. Materials purchased are the property of
the District and, as such, are subject to all rules and regulations governing publicly funded expenditures. Any
single item must be purchased solely with District funds.

2.

Splitting between Options

For those teachers eligible for a minimum of two hours of paraeducator time in compensation for overload,
the individual teacher may choose to split the overload assistance between any two of the three compensation
choices as provided by the contract:

a. Employee remuneration
b. Paraeducator support
c. Instructional materials

Paraeducator time or the stipend must be chosen for an entire month. Changes in paraeducator time or the
stipend will not be permitted until the beginning of the next month.

When Staffed Beyond Minimum

If an employee assigned to a specialized program such as SLC, Community Based Transitions,
Developmental Preschool or PBS has been assigned an amount of para time in excess of column B in the table
above, the excess will be included in any overload relief determinations.

Pro-rating Based on FTE

The ratios above are based on students to one full-time teacher. Para-professional support and stipend
amounts will be pro-rated based on a particular teacher’s part-time FTE.

Allocation of Para-professional Time

The para-professional hours are allocated for providing direct instructional and therapy services to students
with disabilities. The case manager IEP teacher will work closely with the school principal to schedule
assigned para-professionals and supervise the implementation of planned IEP services.

Special Education Job Description Review

All special education job descriptions will be reviewed in collaboration with special education staff, the

Association and Chief Student Services Officer or designee and revised as necessary to ensure job descriptions
properly reflect the job responsibilities of each unique special education position. Additionally, if this process
identifies additional unmet needs, the creation of new job classifications will be addressed through Joint Labor
Management Committee.

Special Education Workload
Subsequent to the monthly enrollment and/or unit report, whenever there is work load concern for the special

education employee (s), the District will specifically evaluate the situation, and within ten (10) school days, take
the appropriate action to give relief to the employee(s) affected.



It is agreed that a caseload that is slightly fewer than the “base case load cap” established for each category shall
not be the sole measure to determine how an employee’s workload will be evaluated.

The Chief Student Services Officer will have the authority to allocate additional paraeducator time beyond what is
specifically outlined in this section. Such additional para educator time will be allocated based on a review of the
specific needs that justify such additional time.

In the event the review process is not being followed with fidelity or the workload relief determined is not
mutually agreed upon between the parties, the employee will have the opportunity to appeal to the Executive
Director of Human Resources or designee. The employee and the Association President shall meet with the
Executive Director of Human Resources or designee to discuss the reasons why the review process is not being
followed or why the relief determined is not sufficient. If warranted, the Association President, the employee and
the Executive Director of Human Resources or designee will work together to determine the necessary relief or
remedy. In addition, the Executive Director of Human Resources or designee will ensure that the review process is
being followed with fidelity by discussing expectations with their district and building administrators.

1. Time for Special Education Compliance

In order to address the unique workload concerns and the necessary IEP compliance time for employees in
special education programs, each certificated special education staff member will be given an additional
supplementary contract for six (6) days at the individuals per diem rate. Less than full-time employees will
receive a prorated amount based on their individual FTE.

In recognition of the increased workload demands at the beginning and end of the school year and necessary
compliance time needed, school psychologists will have a supplemental contract for five (5) additional work
days to complete work tasks that are necessary for the preparation of the school year as well as closing out the
school year.

2. IEP Workload Support Recognition

Employees holding positions described in the above table and psychologists shall receive a $1,700 annual
stipend in recognition of their extra workload requirements due to caseloads, IEP preparation, conferencing,
and compliance with state and federal legal requirements. This stipend will be prorated by FTE and/or
assignment in special education.

Employees, regardless of whether identified in the table above, responsible for the actual preparation and
writing of annual and/or initial Individual Education Plans (IEPs) shall be compensated at the hourly rate in
accordance with the following formula:

1-20 IEPs 21 hours
21-27 IEPs 28 hours
28-35 IEPs 35 hours
36 + IEPs Add one additional hour of compensation for every IEP over 35

It was the practice in implementing the above paragraph in past years that some employees who were not the
case manager (i.e., were not the person “responsible for the actual preparation and writing of” the IEPs), but
had some input into the IEP process, received compensation for their full caseload. Effective in 2006-07 this
practice will cease and only the actual case manager will be eligible for the compensation in accordance with
the scale above. However, employees who received such compensation based on the past practice during the
2005-06 school year, shall continue to be eligible to receive compensation in accordance with the past practice
so long as they remain employees in the District

3. Additional Compensation for High Needs Programs

High needs programs (SLC, PBS, CBP, Developmental Pre-K) require additional documentation and
assessment, some require behavior intervention plans, or Emergency Response Plans therefore one (1) SLC,
PBS, CBP, Developmental Pre-K IEPs will count as two (2) IEPs for compensation.
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Documentation for time worked shall be recorded on the “IEP Documentation of Compensation” form
available on the District’s website.

Required Specialized Training

All employees who require specialized training for their job duties will receive the training prior to their first day
with students. In the event an employee does not receive this training prior to serving students, the training will be
provided as soon as practicable and at the cost of the District. In the event this training must happen outside of the
contracted day, the employee will be paid at their curriculum rate of pay for the duration of the time spent being
trained.

Special Education and Inclusion

As the District continue to transition to more inclusive special education services, staff professional development
for general education and special education staff will occur. Buildings with multiple special education teachers
may assign a special education teacher within their building allocation to be available to general and special
education staff to mentor and develop building wide inclusion practices provided the needs of all students on IEPs
continue to be met. This teacher will receive professional development training opportunities and will be assigned
in collaboration with the building principal. The special education teacher serving this role will maintain a full
caseload while serving in this role.

As the District continues to expand its continuum of special education services, including inclusive practices, the
District will identify and provide appropriate professional development opportunities to ensure the success of
services for students with disabilities that will be offered during the employee’s contract day. In the event the
training must happen outside of the contracted day, the employee will be paid curriculum rate for the duration of
the time spent being trained. Additionally, appropriate materials, resources, and staffing will be provided to enable
the special education and general education staff to be successful.

1. Inclusionary Practices

Inclusion refers to the practice or principle of ensuring that all individuals, regardless of their background,
abilities, identities, or characteristics, are valued, respected, and provided with equitable opportunities and
access. For example, inclusion could look like students who in the past may have been in specialized
programs outside of the general education classroom who will now receive parts or all of their instruction in
the general education classroom. It is the District’s management right to determine the delivery model in
which students are served, however, in the event the District changes their delivery method, they must notify
the Association and negotiate the impact to the certificated staff’s working conditions prior to the change
being implemented.

2. Co-Teaching

A "co-teaching classroom" offers concentrated and collaborative instructional support for students with
disabilities (SWD) in order to support students learning in their least restrictive environment (LRE) as
determined by the IEP team. Typically, this includes two certificated staff sharing in the instructional
responsibilities to support both general education and students with disabilities in the same class period with
both instructors present in the classroom for the duration of the period.

a. The number of co-teaching classes and the content of those classes will be determined by the needs of the
student’s IEP and decided by the special education director in conjunction with the administration at each
school. The final number of students with IEPs who are recommended by the IEP team, to be served in a
co-teach model, and the number of co-teach sections will be communicated to the LMC each semester.

b. Principals will only non-voluntarily assign a co-teaching partnership if there is a need to establish co-
teach courses and no volunteers are available. If a non-volunteer is assigned to a co-teach, the principal
will notify the Association. General education teachers will not be assigned involuntarily to a co-teaching
assignment two years in a row if there is another teacher within their building who teaches the same
content, is qualified, and did not teach a co-teach the prior year.
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c. Prior to commencing a co-teaching partnership, the terms and responsibilities of a co-teaching assignment
within the general education classroom (including but not limited to the individuals involved, grading,
classroom discipline, pedagogy, parent communication, etc.) shall be mutually and equitably divided
between the two educators. Equity shall be defined as division of duties according to the individual
educator’s expertise and responsibilities. Once an agreement is reached, it will be communicated to the
building administrator.

District Provided Support for Co-Teaching

a. Each Co-teach partnership member will receive two hours of per diem pay per school year for preparation
purposes.

b. When a teacher engages in a co-teaching assignment for the first time in the District, they will receive a
$1,000 stipend. As part of the stipend, they will be expected to attend four hours of training. The
remaining part of the stipend is in recognition of the initial increased workload that accompanies learning
to implement the co-teach model.

Planning for all Co-Teaching Partnerships (including new partnerships)

Building administration will work to create a master schedule that affords co-teaching arrangements a
common planning period. As stated in Article VIII — Other Terms and Conditions of Employment; Section 2.
Workday; Letter B; #3. At Both Levels: the use of preparation time shall be determined by the individual
employee.

Student Assignment for Co-Taught Classes

For the specific classes that utilize the co-teaching model, the building administrator will work with the
general education and special education teacher to ensure students are equitably assigned. Beginning in the
2025-2026 school year, a co-taught class composition may consist of approximately 40% of students with
IEPs, who are recommended by the IEP team to be in that co-taught placement and 60% of students who are
not identified. When a class exceeds the 40% target due to enrollment fluctuations, a conversation between the
building administrator and impacted teachers will be held in order to establish additional workload supports.
The 40% of students described in this paragraph will be approximately 50% in the 24-25 school year.

Allocation of Overload Relief for Co-Taught Classes

The District shall comply with Article VIII Section 6.B Trigger Event Chart and Guidelines regarding the
daily load assigned to other regular education teachers in the content areas in which co-teaching classes are
offered. The general education teacher and the special education teacher will both receive the overload
payment per Article VIII Section 6.B of this agreement.

Support Monitoring

The District and Association will meet periodically to address any additional supports that may be needed to
support the co-teaching model. The district shall provide the Association a list of all general education
teachers and the corresponding special education co-teacher before the first workday of the year when known,
or at least by September 30

Push-In

Push-in is a practice where students receive individualized instruction, targeted interventions,
accommodations, or modifications which are integrated within a general education setting supported by two
or more employees (including the classroom teacher), rather than being pulled out into a separate setting. The
push-in schedule and the length of time in the classroom may vary. Examples of staff who may participate in a
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push-in inclusion model include but are not limited to: Multilingual learner teachers, special education
teachers, reading specialists, paraeducators, and SLPs or other ESAs.

The current inclusionary service delivery model at the elementary level for specialized services is primarily
push-in. In order for the push-in model to successfully serve students, the District must provide the necessary
support. The following supports provided will include but are not limited to the following:

a. Collaboration between teachers and building administrator prior to implementation to discuss the inclusionary
practice and the nature and expectations of the partnership between the educators in each building.

b. Two hours of related training will be provided during the 24-25 school year for all impacted staff and will be
provided for newly hired staff in subsequent years. In the event this training takes place outside of the
contracted day, teachers will be paid at the per diem rate.

c. Opportunities for training and guidance related to push-in and one-to-one support will be provided throughout
each school year.

d. Scheduled collaboration and common planning time for the educators involved.
e. Consultation between case manager or specialist and teacher.

Assignment of Special Education Students

When students with disabilities are assigned to general education classes, it will be done in such a manner so that
no single general education teacher’s class is impacted with a greater number of said students when there are other
alternative assignments that could be made.

Each year, students will be equitably placed among the general education teachers at each school for the following
year. This understanding does not preclude a building team utilizing an inclusive delivery model, such as co-
teaching or push-in, where students with disabilities are centrally assigned, and resources allocated. The team shall
include all staff directly impacted by the decision.

Role of General Education Teacher and Students with IEPs

The general education teacher of the student is as a member of the IEP team, and shall participate and/or give input
in the development of the IEP including the determination of appropriate behavioral supports, supplementary aids
and services, program modifications and specially designed instruction. The general education teacher and the
special education teacher work as a team to make decisions regarding the child’s program. They hold joint
responsibility to assist the student in achieving his/her IEP goals and objectives. General education teachers shall
not be responsible for writing the Individual Education Plans (IEPs). Teachers shall attempt to schedule IEP
meetings during the contracted day.

1. Inthe event an IEP meeting is scheduled to begin before or after contracted day, teachers shall be
compensated at the curriculum rate of pay for the duration of the meeting that falls outside of the contracted
day. Time will be recorded and rounded to the quarter hour. Meetings that begin during the contracted day but
continue beyond will not result in additional compensation.

2. If an IEP meeting sustains one half hour beyond the contracted day for elementary, the general education
teacher will be compensated at their curriculum rate for the portion of the meeting that is beyond more than
one half hour, beyond their contract day.

Notification and Receiving Special Education Students

During the school year, any placement of a known student with a disability into a general education classroom
must involve notification of the receiving teacher prior to the students first day of instruction.
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Without delaying student attendance, every effort will be made to obtain background information on new students
prior to assigning them to a classroom/schedule if the IEP team has not met with the teacher to develop an
appropriate IEP. This information shall include the following:

Overall academic levels;

Nature of disability and any related information;
Supplementary aids and services to be provided;
Procedure to obtain special education records; and/or
Any related information on a need-to-know basis.

R

IEP Team Meetings, Additional Support and Decision Making

IEPs will be prepared consistent with the District-sponsored Special Education Procedures that are aligned with
Washington State standards, state WACs and federal code. If an IEP team is not able to reach consensus or if
additional information is brought forth after the IEP meeting was completed, the IEP team will reconvene to
review the data and ensure all team members have an opportunity to give input regarding the programming needs
of the student. Determinations of a student’s programming needs must be made within the context of an IEP team
meeting.

In the event an IEP decision is overridden by any one individual, the employee will notify the Association
President, Executive Director of Human Resources, and Chief of Student Services and the parties will meet to
discuss the situation and find a solution that is in alignment with special education law.

It is the District’s intent to have an administrator serve as the district representative for all IEP meetings. In the
event there is an over reliance on certificated staff serving in the role of administrative designee, the topic will be
addressed at Labor Management Committee. Certificated instructional staff have the option to decline serving as
the administrative designee, in the event they feel they do not have the proper background or training necessary to
fulfill the role.

On early release Fridays, SPED and OT/PT/SLP/Psych may be released from district or building trainings in joint
collaboration with the principal/supervisor in order to use the time to support IEP development.

1. Scheduling and Use of Paraeducator Hours

The paraeducator hours are allocated to the special education program model in support of the needs of
special education students. After collaboration with the building admin and building Special Services
department’s paraeducator hours will be assigned within the building to support students.

By October 15th, the building administrator and/or designee and the SAT will meet to develop a plan for
coverage when paraeducator hours are unavailable, and no substitutes are available. Unless in an emergency
situation paraeducator hours shall not be taken from high-needs special education programs.

Special Education Curriculum

In collaboration with Special Education staff, the District will provide SLP, OT, PT, psychologist and classroom
teachers in the Special Education Department age appropriate, evidence-based curriculum.

. Special Education “Moving Up” Process

Each building will be allocated the equivalent of one (1) release day to be used during the regular contract day, for
the implementation and completion of the “Moving Up” process.
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X. Medicaid Billing Licensure and Support

If any member acquires the licensure for Medicaid billing while employed with the District, the District will reimburse
him/her for their state licensure fees. Funds generated from the billing and recording of Medicaid shall be returned to
the program for which the dollars were generated from.

Specialists who provide services for students who are Medicaid eligible, will complete the paperwork for Medicaid
eligible services and shall receive a year end stipend of five hundred dollars ($500).

Section 8: English Teacher

Secondary English teachers (grades 6-12) shall be additionally compensated $1,298 prorated on the number of sections of
English taught per semester. For example, one (1) section per semester would equal one-tenth (.10) of the $1,298 or
$129.80, and a two-hour block class is equal to one (1) English class. This additional compensation is in recognition of
additional time connected with the evaluation of student work.

In lieu of receiving the above stipend, secondary English teachers may voluntarily enter into a program by which student
written work is electronically scored and evaluated. The District intends to make this program available during the full
term of this Agreement.

Section 9: Mentor Program

A. General Provisions

A peer-mentoring program (‘“Program”) is established to assist new teachers and improve the quality of instruction
in the District. Mentors under this Section shall include, but not be limited to, Teachers on Special Assignment
(TOSA) who serve in a mentoring role. During the Nakia Mentoring pilot program, Nakia Mentors shall be
included as an option in the peer-mentoring program

B. Duration of Mentor Assignment

Employees chosen to be mentors may fulfill this role for three (3) consecutive school years, provided that after the
three (3) years, the position will be posted. Nothing will preclude the current mentor who has served for three (3)
consecutive years from applying again for the position. Mentors shall have the right to return to their prior
position or a comparable position from the level, i.e., secondary or elementary, of their prior position.

C. New Employees Assigned a Mentor

All new first and second year teachers shall be assigned a mentor TOSA. Assistance provided by a mentor shall
not be included in the final evaluation of an employee and shall not be used as a basis for nonrenewal. In addition,
beginning new teachers with zero years’ experience will have additional in-building support.

The building mentor will receive a stipend of $1000. Building mentors will participate in the Beginning Educator
Support Team (BEST) grant including Mentor Academies and local Mentor Roundtable collaboration. Stipend
availability is contingent upon ongoing BEST grant funding. Parties agree to renegotiate this section pending the
loss of any grant funding.

D. Assistance for Performance Difficulties

At the mutual request of an experienced employee and his/her program or building administrator, a mentor may
provide assistance to an employee that is having difficulties in the performance of his/her professional duties or an
employee on a plan of improvement. A mentor will not have evaluation responsibilities nor provide input into the
evaluation process. Assistance provided by, or information available from a mentor shall not in any way be
considered in the evaluation of an employee and shall not be used as a basis for nonrenewal.
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E. Probation Assistance

The District will not assign mentors to employees on probation. An employee on probation may, however, request
the assistance of a mentor consistent with the provision of Article IX, Section 1 (E) (9) (h).

Section 10: TOSAs (Teachers on Special Assignment)

The District shall determine the need for teacher leadership to provide instructional support for any content area or
program. All TOSA positions will be posted and open to all qualified applicants. Employees chosen to be TOSAs shall
fulfill this role until either the TOSA requests a return to the classroom, there is a mutually agreed upon decision for the
TOSA to return to the classroom, the district determines there is no longer a need for instructional support in that content
area or program, or it has been five years since the TOSA has last been in a classroom or has provided direct services to
students, at least part time. TOSAs shall have the right to return to their prior position or a comparable position from the
level, i.e., secondary or elementary, of their prior position.

Employees chosen to be TOSAs may fulfill this role for five (5) consecutive school years, provided that after the five (5)
years, the TOSA return to the classroom or provides direct services to students, at least part time. Nothing will preclude the
current TOSA who has served for five (5) consecutive years from applying again for the position after being in the
classroom or has provided direct services to students, at least part time, for one year. Seniority and transfer provisions are
not applicable in filling TOSA positions.

Section 11: ASB Director

Each comprehensive high school shall be staffed with a minimum .5 FTE ASB Coordinator with extended days and the
stipend. ASB Coordinators will receive one additional planning period within their contracted day to perform their position
duties. Extended days will be assigned on an FTE/prorated basis, but not limited to, the following:

e Leadership camp/training

e Homecoming prep

e  Back to school/welcome to building prep

e School Climate/Culture (staff and student)

e  Leadership breakfast

o District/ WESCO/WACA meeting/conferences
e  Graduation

e  Club advisor training

e  School Committees

Section 12: Alternative Programs

The District supports a variety of alternative programs to meet the needs of parents and students. These programs are
staffed by certificated employees under this Agreement. All provisions of this Agreement apply to these to the employees
who staff these alternative programs except where designated below.

A. Leaders in Learning

This secondary Alternative Learning Experiences (ALE) program provides for the educational needs of accepted
students not traditionally well served in a comprehensive school model. Leaders in Learning (LIL) operating under
the Alternative Learning Rules in RCW 28A.232 and WAC 392-550.

While Leaders in Learning High School may be co-located with another district program depending on the year, as

an ALE the school may not follow the District calendar and may have different daily schedules. The yearly
calendar will be made in collaboration with Leaders in Learning staff, the Association and District leadership. In
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the event schedules or program delivery change, the District and the Association will meet to negotiate the
impacts.

Students enrolled in this alternative high school are not scheduled by periods. Some students come in the a.m.,
some come in the p.m., and others move in and out based upon work schedules and credits needed. An evening
session is also available.

Leaders in Learning currently operates in a facility that does not accommodate student enrollment over 200 FTE
except for exceptional circumstances for short time periods. Though no specific overload relief is provided by this
Agreement, it is acknowledged that relief has been provided in prior years. An employee or employees at Leaders
in Learning may request overload consideration to the Executive Director of Human Resources, Association
President, Building Principal and impacted staff will meet to discuss and if determined necessary, mutually agree
to a solution that reduces workload. Remedies could include but are not limited to; a release day, reduction of
student caseload, reduced number of classes taught or compensation.

B. Sky Valley Education Center

This program provides for the educational needs of Kindergarten through 12th graders as a parent partnership
under the rules of alternative education. Sky Valley Education Center does not follow the District calendar,
scheduling staff development opportunities at different times and has a different start and end to the school year.

1. SVEC Calendar

Sky Valley Administration will establish a SVEC-specific calendar that may not include all components of the
District-wide calendar (e.g. grading days, conference days, class start and end dates, etc.) This calendar will
include the standardized and state tests and district adopted assessments all which are listed on the District’s
assessment calendar. Once developed, administration will present the calendar to the entire staff and collect
input, requested changes, and allow staff to vote on items such as dates of meetings and events. The yearly
calendar will be reviewed by the District and Association. In the event schedules or program delivery change,
the District and the Association will meet to negotiate the impacts.

2. SVEC Workload Relief Process

The flexible nature and alternative learning design for students enrolled at SVEC makes it difficult to identify
any one workload relief that would be equitable for all staff. Therefore, the District will ensure that Written
Student Learning Plan (WSLP) caseloads and the number of classes taught each semester will be equitably
distributed amongst certificated staff. In the event an individual believes their assigned number of WSLPs and
number of classes assigned, exceeds a reasonable workload, the Executive Director of Human Resources,
Association President, Building Principal and impacted staff will meet to discuss and if determined necessary,
mutually agree to a solution that reduces the individual’s workload. Remedies could include but are not
limited to; a release day, reduction of assigned WSLPs, reduced number of classes taught or compensation.

3. SVEC Program Changes

Should any programmatic changes occur at Sky Valley Education Center, the District and Association will
meet to discuss any potential revisions to this provision.

Section 13: Student Assessment Testing

A. General

The use of standardized and classroom-based (formative) assessments have increased in recent years. Though the
results of such assessments should be helpful in making instructional and curricular decisions, the administration,
scoring, and analysis of such assessments/tests can have a significant impact on the workload of employees.
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Student scores on assessments can be one important indicator of academic progress when considered with other
forms of daily classroom progress as monitored by employees. Employees and administrators shall work
cooperatively to evaluate student assessment results. Employees shall evaluate and analyze student assessment
results to improve instruction or assist any student(s) in his/her educational progress. Student assessments are an
appropriate form of feedback; however, assessment results should not be used as part of teacher evaluation
process, aside from TPEP.

B. State and District Assessments

1. A “District Assessment Matrix” for 2018-19 is included in Appendix L.

a. State Assessments

The District intends to comply with all required national and state assessments, providing as much central
support for the administration and analysis of the assessments as possible. This includes any assessments
required for special programs like Title I, LAP, and MLL. The building assessment coordinator will not
be a counselor.

b. District Assessments
1. The District has developed assessments or selected some standardized tests closely aligned to the

approved curriculum to more accurately reflect student progress and to provide additional
information besides SBAC/EOC data.

il The areas assessed are reading, writing, and math at all three levels. Central support for
administering, scoring, collecting data, and providing aggregated data results back to teachers is
provided.

iil. The District will publish a District assessment calendar each year for each level which will clearly

state the areas to be assessed, the assessments used, and administration dates.

iv. For the initial first grade administration of the F&P assessment (BAS) buildings shall work
collaboratively with the teachers to provide coordinated classroom support during the assessment
process.

Review through Labor Management Committee

By June 1 during each school year the Labor Management Committee will review what assessment testing is being
done in the District and the workload impact stemming from the use of standardized and classroom-based
assessments. By mutual agreement the parties may enter into agreements, including, but not limited to,
amendments to this Agreement during its term, that are designed to address any such workload issues.

Grading and Reporting

Report cards will be issued K-12 twice a year, at the end of the first semester and at the end of the school year.
Teachers will share progress during conferences. The District will communicate to the Association their intent to
change how grading is calculated and reported prior to implementation and before communicating with families
and the community. The parties will meet to discuss and negotiate any working conditions that are impacted by the
change. It is understood that the sixth-grade exploratory wheel will be graded on a quarterly basis.
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Section 14: Professional Certification Support

The district encourages teachers pursuing National Board teaching certification and supports teachers retaining their
professional certification.

A National Board candidate may determine whether to utilize (a) up to ten (10) hours of cohort support for certification or
recertification at the curriculum rate for after school meetings or (b) one (1) additional personal day per year approved by
Human Resources and up to three (3) hours of cohort support. Equipment such as cameras/recording equipment necessary
for the application will be provided by the district as needed and/or available.

Section 15: WaKIDS Support

A. WaKIDS Support
Schools participating in the Kindergarten Inventory of Developing Skills (WaKIDS) will have the following
conditions of employment:

1. Alternative Work Year

a. Teachers will be compensated for one additional day at the start of the school year at their per diem rate
for the purpose of WaKIDS Family Connection Meetings (parent/ guardian).
b. The first three (3) student days shall be used to hold Family Connection Meetings with parents/guardians

and their child.
1. Support will be provided to assist with conference scheduling and preparation.
il. Scheduling of the conferences will be at the discretion of the kindergarten teacher.
iil. Paraeducator support will be provided for Family Connection Meeting days

2. Support per district determined testing session

a. Kindergarten teachers shall be provided three (3) hours at their per diem for the purpose of planning,
scheduling conferences, collaborating, and inputting observational data for each required administration
of WaKIDS testing.

b. Specialized program teachers who serve kindergarten students will be provided four (4.0) hours at per
diem rate to conduct family connection conferences and to complete data entry.

B. WA AIM

Teachers shall be provided five (5) hours at their per diem for the purpose of planning, scheduling and
administering WA AIM Assessments.

C. WIDA

WIDA building plans will be developed in consultation with MLL instructional staff and will be submitted to the
District Assessment Coordinator. WIDA building plans will include a plan for space for administering tests, and a
plan for staffing the administration of the tests.

If a teacher is required to give up their planning time to administer an WIDA assessment, they will be paid for the
loss of planning time at the pier diem rate. Teachers shall be provided three (3) hours at their per diem for the

purpose of planning, scheduling and administering WIDA Assessments.

D. Kindergarten Jump Start
Participating kindergarten teachers will be compensated at their individual per diem rate of pay for 4.5 hours per

day on days that are calendared for student attendance. It is also understood that teachers are not required to
participate.
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Individual schools may choose to hold meetings beyond the scope of the Jumpstart program for the purposes of
planning or professional development. This time, provided that it is beyond the 4.5 hour day or offered on a
different day will be compensated at the per diem rate of pay as defined by the individual’s rate of pay outlined in
the Collective Bargaining Agreement between the parties.

Section 16: CPR / First Aid Training

All required First Aid/ CPR training shall be paid at the curriculum rate of pay if after the normal workday.
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ARTICLE IX - EVALUATION

Section 1: Procedure for Evaluation

A. Building Meeting on Procedure

Prior to the beginning of the evaluation process, a building level group meeting with the evaluator and employees
will take place to explain the procedure and forms to be used in the evaluation process.

B. Evaluator

The evaluator will be designated as the principal, or his or her designee, which may include any District level
administrator. An employee shall have the right to request through the Association to the Executive Director for
Human Resources a different evaluator than the one that is initially assigned. If a request is made by the end of the
first semester, the change of evaluator will be granted whenever possible. Prior to granting a request for an
evaluator change, the employee is expected to meet with the current evaluator and a Human Resources
administrator to discuss the reasons for the request. The employee may include an Association representative if
desired. If the request is made after that date the Association President and/or designee and District will meet to
discuss options for the employee.

C. Extension of Time Limits

When a time limit contained in this Article ends on a non-contract day, or upon the absence of the employee or the
evaluator, the time limit shall be extended to the next day.

D. Basic Evaluation Procedures

An evaluation shall be conducted in accordance with the following:
1. Based on Criteria and Indicators

Evaluations shall be based only on the appropriate criteria and indicators outlined in Appendix E.

2. Required Observations
There shall be at least two (2) prearranged observations of each evaluatee, and at least one (1) of the
evaluation observations will be at least twenty (20) minutes in length. Total observation time for an employee
shall be at least sixty (60) minutes, with a total of at least thirty (30) minutes for new employees within ninety
(90) days of active employment.

3. If Assigned to Multiple Buildings
Employees working in more than one (1) building shall in no case undergo more than one annual evaluation
process; PROVIDED, however, that the administrators supervising the employee may both observe the
employee, hold post-observation conferences, and share information prior to the writing of the final evaluation
by one of the administrators.

4. Goals

Instructional and professional goals shall be mutually developed and planned by the evaluator and employee
prior to the first observation cycle at a planning conference. Such goals are to be based on the established
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10.

evaluation criteria. Any such goals shall be based on measurable and/or quantifiable objectives. The form to
be used for this goal setting is found in Appendix H-2.

Pre-observation Conference

A pre-observation conference shall be held before the first observation and before any other formal
observation is conducted. At said conference, the evaluator and employee should discuss the evaluation
process and data collection methods for the criteria to be observed by the evaluator. The form to be used for
these conferences is found in Appendix H-3.

Post-observation Conference

A post-observation review conference between the employee and evaluator will be held within a week of each
observation, with follow-up conferences as agreed.

Documentation of Observations

The evaluator will promptly document all such observations in writing. The form found in Appendix H-4
may be used for this purpose or, alternatively, the documentation may be the notes taken by the evaluator
during the observation. The evaluator will review the observation documentation with the employee during
the post-observation conference. Following the post-observation conference, a written summary (form found
in Appendix H-5) of the post-observation conference will be provided to the employee within five (5) days
after said conference. The employee shall have the right to affix a written statement to any such observation
and/or post observation conference forms or documents. These forms or documents shall serve as work sheets
for the subsequent completion of the annual evaluation report.

Additional Observations

Observations, other than those required above, may be held at any time during the performance of assigned
duties, PROVIDED that such observations must be based upon the evaluation criteria and indicators outlined
below, and must be documented in the same manner as provided in paragraph E-7, above. Such additional
observations may be conducted at the discretion of the evaluator or may be prearranged by mutual agreement.
If there is an area of concern based upon such informal observation, the employee shall be notified in writing
within ten (10) days. If not notified in writing within ten (10) days, the informal observation may not be used
in any way as part of the employee’s performance evaluation. At employee request, there shall be a meeting
within five (5) days following any informal observation.

Pre-requisites for Unsatisfactory Evaluation

An overall "unsatisfactory" may not be included in the final evaluation of an employee unless the concern(s)
has been previously presented to the employee in writing, and suggestions for improvement indicated.

Annual Evaluation Report and Conference

The annual evaluation report (Appendix H-6 or H-7) and annual evaluation conference must be completed
for all employees no later than ten (10) school days before the end of any school year. For employees placed
on probation, the annual evaluation report and conference will be completed at the termination of the
probationary period. The annual evaluation conference may, at the discretion of the evaluator, be held in
conjunction with the second required post-observation conference. This annual conference shall be for the
purpose of reviewing the year and the employee’s annual evaluation report. No negative statement may be
included in the annual evaluation report unless the concern(s) has been previously presented to the employee,
in writing, and suggestions for improvement have been discussed. All comments, if not based on the
evaluator’s direct observation, the conferences, or the review of records shall be based upon factual
information furnished to the evaluator.
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11.

12.

Copies of Annual Evaluation Report

Within ten (10) days following the annual evaluation conference, the evaluator shall deliver to the employee
an original and two (2) copies of the final annual evaluation report (Appendix H-6 or H-7). The employee
shall have the right to affix written comments to the annual evaluation report and return the original and the
first copy to the evaluator. The employee’s signature does not necessarily indicate agreement or disagreement
with the evaluation. The completed annual evaluation form and observation forms shall be filed in the
employee’s personnel file.

Forms

Evaluation forms used in the annual evaluation process shall be shared with employees in accordance with the
provisions of Article IX, Section 1, Paragraph A.

Probation

When deficiencies and/or unsatisfactory performance are noted, the following procedures shall be followed if the
certificated employee is to be placed on probation:

1.

Completion of Observations and Conferences

All required observations and post-observation conferences must have been completed before any employee
may be placed on probation.

Superintendent’s Decision

The Superintendent shall place the employee on probation pursuant to statute. Notice thereof shall set forth
the areas of deficiencies along with a reasonable program for improvement.

Probationary Period and Purpose

A probationary period shall be established after October 15. The probationary period shall be sixty (60)
school days and shall end no later than May 1. The purpose of the probationary period is to give the employee
opportunity to demonstrate improvements in areas of deficiency.

Program for Improvement

The program for improvement shall include a description of what performance standards of the employee will
be acceptable to remediate the deficiencies, suggestions for achieving the performance standards, and such
other matters as the evaluator deems appropriate.

Evaluator

The original evaluator who recommended probation of the employee shall continue to be the evaluator during
the probation period. During the probation period, the employee may not be transferred from the supervision
of the original evaluator.

Additional Evaluator

The evaluator may authorize one (1) additional certificated employee outside of the bargaining unit

represented by the Association to evaluate the probationer and to aid the employee in improving his or her
areas of deficiency.
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10.

11.

12.

Observations by Others

A probationer may schedule observations by other bargaining unit members or by outside education experts
for the purpose of recommending improvement of instruction during the probationary period. Within a month
of the probation notice, the probationer and the District shall develop separate or joint list(s) of those who
could assist in observation; the probationer and District shall meet in an effort to agree mutually on any
expert(s) to help in the procedure. If agreed upon, the District shall pay expenses associated with any outside
observer. The probationer retains the right to schedule peer evaluation or outside experts should mutual
consensus not occur.

Evaluator and Employee Meetings

During the probationary period, the evaluator shall meet with the employee at least twice monthly to supervise
and make a written evaluation of the progress, if any, made by the employee, with a copy given to the
employee.

Removal from Probation

The probationer may be removed from probation if he or she has demonstrated improvement to the
satisfaction of the principal in those areas specifically detailed in his or her initial notice of deficiency and
subsequently detailed in his or her improvement program. Lack of necessary improvement during the
established probationary period as specifically documented, in writing, with notification to the probationer,
shall constitute grounds for a finding of probable cause under State law.

Option to Remove from Assignment

Immediately following the completion of a probationary period that does not produce performance changes
detailed in the superintendent’s initial notice of deficiencies and improvement program, the employee may be
removed from his or her assignment and placed into an alternative assignment for the remainder of the school
year. This reassignment may not displace another employee nor may it adversely affect the probationary
employee’s compensation or benefits for the remainder of the employee’s contract year. If such reassignment
is not possible, the District may, at its option, place the employee on paid leave for the balance of the contract
term.

Determination of Nonrenewal

Any determination that the employment contract of an employee should not be renewed for the next ensuing
term shall be made in conformity with statutory requirements.

Appeal Rights

Only a claim regarding the procedural requirements of the evaluation process shall be subject to the grievance
procedure except in cases when a continuing contract employee is non-renewed for performance reasons. In
that event, the employee so affected will have the option of appealing through the grievance procedure
contained in this Agreement or through applicable appeal procedures provided in current or subsequent state
statutes. Such an employee must provide written notification of the appeal procedure selected in accordance
with the grievance timelines herein or within the timeline provided by the statutory procedure. A provisional
contract employee non-renewed for performance reasons may only appeal as provided by statute.
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Short Form Alternative

The District will implement the short form evaluation process per RCW 28A.405.100. All relevant portions of
Article IX shall apply to this process except those specifically altered by the regulations in this RCW. The key
components of the short form process are as follows:

1. Eligibility

An employee must have four (4) years of satisfactory evaluations via the regular evaluation process to be
eligible for the short form process.

2. Short Form Components

The short form of evaluation shall include one of the following as chosen by the employee:

a. A 30 minute observation during the school year with a written summary per paragraph E-7 herein.

b. A final annual written evaluation using Appendix H-6 or H-7 herein and based on the criteria included in
Appendix H-6 or H-7 herein and at least two (2) observation periods during the school year totaling at
least 60 minutes without a written summary of such observations being prepared.

c. A final annual written evaluation using Appendix H-6 or H-7 herein and based on the criteria included in
Appendix H-6 or H-7 herein and an accumulative total of sixty (60) minutes of walk-through
observations without a written summary of such observations being prepared.

d. The observation or evaluation reports required above shall also be accompanied with a completed form
found in Appendix H-8 herein.

3. Return to Regular Process
The regular evaluation process shall be followed at least once every three (3) years unless this time is
extended by agreement between the District and Association. The employee or evaluator may require that the
regular evaluation process be conducted in any given school year.

4. Limitation on Short Form

The short form evaluation process may not be used as a basis for determining that an employee’s work is
unsatisfactory or as probable cause for the non-renewal of an employee’s contract

. Professional Growth Plan Alternative

This Article has thus far described two evaluation options, i.e. the regular process commonly referred to as the
“long form” essentially described by Paragraphs D 1-12, and what is referred to as the “short form” process,
referenced in Paragraph F. This Paragraph G describes a third option, the Professional Growth Plan (PGP).
Employees are encouraged, but shall not be required, to participate in a Professional Growth Plan as described
below:

1. Definition

A Professional Growth Plan (PGP) is a form of personal evaluation in which the emphasis is on enhancements
and improvements in job related skills, techniques, and abilities.
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Eligibility

All employees who have achieved four (4) consecutive years of satisfactory evaluations under Article IX
herein, and who could be scheduled for the short form evaluation process, may voluntarily elect to complete a
Professional Growth Plan in lieu of receiving a short form evaluation.

Development of a Professional Growth Plan

a. No later than November 1, an employee desiring to utilize the Professional Growth Plan option shall
arrange a conference with his/her building principal/supervisor responsible for the employee’s evaluation
to discuss the plan and any assistance or recommendations which the supervisor may offer. A suggested
“planning worksheet” is found in Appendix H-9.

b. Needs — one (1) or more of the following sources of information shall be used by the employee in
determining the PGP:

= Peer review and evaluation

= Input by parents

= Input by students

= Personal and/or professional goals

= School District goals

=  Building goals

= Self-assessment

= Personal academic records, and

= School District observations and evaluations

¢. Goals of the PGP shall address one or more of the following areas:

= Instructional goals

= Student goals

*  Program/curriculum goals
= Personal/professional goals
= Other goals

d. Activities and timelines to accomplish goals should be included in the PGP.
e. The PGP should identify District resources and assistance needed to accomplish goals.

Plan Implementation

Following the establishment of the PGP, the employee will take primary responsibility for monitoring his/her
own progress with respect to achieving the goals outlined in the plan. The employee is encouraged to share
progress with other professional colleagues who would be able to provide support and assistance in achieving
the growth plan goals.

Relation to Evaluation

It is expected that employees participating in the PGP option will make good faith efforts toward achieving
established goals. However, there shall be no consequences if an employee does not achieve the stated goals.

A PGP shall not be used in any way whatsoever in the regular evaluation process, nor as a basis for
determining that an employee’s work is unsatisfactory, nor as probable cause for the non-renewal of an
employee’s contract under state law.

If the employee or the supervisor believes that the employee should not be on the PGP option, but should be
placed on the long form cycle after the year has progressed, a joint decision must be made no later than
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February 1. If after an additional thirty (30) days, the supervisor believes the employee should be on the long
form cycle, the supervisor must notify the employee in writing of the reasons for this decision by March 1.

6. Materials and Records

Materials, records, and portfolios expressly developed as a result of an employee’s participation in a
Professional Growth Plan shall be the property of the employee and shall not be retained in the employee’s
personnel file or used by the District in its evaluation of the employee.

7. End of Year Report

By June 1, the employee shall self-evaluate the progress which has been made and provide information to
his/her building principal/supervisor as to the results.

Without the written consent of the employee, the only reference to the PGP in the personnel folder shall be a
form, Appendix H-10 herein, jointly completed and signed by the principal/supervisor and employee
verifying completion of the Professional Growth Option Plan.

Section 2: Evaluation Criteria

The evaluation criteria herein set forth on the forms found in Appendix H-6 and H-7 herein shall be utilized by the
evaluator in performing the annual evaluation of each employee. The indicators listed below each criterion are guides
intended to assist the evaluator in judging whether the employee is meeting the criteria. The evaluator shall decide which
indicator(s) are appropriate for the particular employee being evaluated. The evaluator shall be limited to those criteria and
indicators contained on the forms. Any observation or evaluation form used by the evaluator in the implementation of this
Article shall call for the use of narrative comments which refer all observations and evaluations made to the criteria and
indicators included on the forms in Appendix H-6 and H-7.

Section 3: Teacher/Principal Evaluation Program
Teacher/Principal Evaluation Program (TPEP) for Certificated Classroom Teachers
Section 4: General Provisions

A. Evaluation Principles and Purpose

The parties agree that the following evaluation system is to be implemented in a manner consistent with good faith
and mutual respect, and as defined in RCW 28A.405.110 “(1) An evaluation system must be meaningful, helpful,
and objective; (2) an evaluation system must encourage improvements in teaching skills, techniques, and abilities
by identifying areas needing improvement; (3) an evaluation system must provide a mechanism to make
meaningful distinctions among teachers and to acknowledge, recognize, and encourage superior teaching
performance; and (4) an evaluation system must encourage respect in the evaluation process by the persons
conducting the evaluations and the persons subject to the evaluations through recognizing the importance of
objective standards and minimizing subjectivity.”

B. Applicability
This evaluation system only applies to classroom teachers, specifically those staff with an assigned group of
students who provide academically focused instruction and grades for students. The term "classroom teachers"

does not include ESAs, counselors, librarians, TOSAs, and other bargaining unit members who do not work with
regularly recurring and specifically defined groups of students.
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Training in Evaluation Process

Prior to being evaluated under provisions of this agreement, each teacher shall receive professional development to
introduce the Danielson framework and the evaluation process. The district will share professional development
planning with the Labor Management Committee.

The district shall comply with RCW 28A.405.130 by training evaluators on the new state evaluation criterion and
the Danielson Teaching Framework. No administrator, principal, or other supervisory personnel may evaluate a
teacher without having received training in evaluation procedures. Before evaluating classroom teachers using the
evaluation systems required under RCW 28A.405.100, principals and administrators must engage in professional
development designed to implement the revised systems and maximize rater agreement

Prior to the beginning of the evaluation process, a building level group meeting with the evaluator and employees
will take place to explain the procedure and forms to be used in the evaluation process.

Evaluator

The evaluator will be designated as the principal, or his or her designee, which may include any District level
administrator. An employee shall have the right to request through the Association to the Executive Director for
Human Resources a different evaluator than the one that is initially assigned. Deans of Students, TOSAs, and
administrative interns shall not be designated as evaluators.

Evaluation Processes to be Used

There are two (2) evaluation processes that may be used: (1) a comprehensive evaluation process, and (2) a
focused evaluation process. The comprehensive process is outlined in Section 5 herein and the focused evaluation
process in Section 6. A form will be used to identify for each classroom teacher what evaluation process is to be
used.

Accessibility by Others

Material in the employee’s personnel file, including evaluation results, will not be copied or made accessible to
persons other than the employee or his/her agent, the Association and District personnel with a need for access.
Nothing in this agreement prevents the District from complying with all federal and state laws including but not
limited to the Public Records Act.

Assignment Outside Area of Certification, Endorsement and/or Training

Evaluators shall not include evidence of content knowledge and pedagogy from classes or subjects outside the
employee’s certification, endorsements, and/or training.

Prerequisite for Unsatisfactory Final Evaluation

A final rating of unsatisfactory may not be included in the final evaluation (i.e., evaluation summary) of an
employee unless the concern(s) has been previously presented to the employee in writing, and suggestions for
improvement indicated. A program for improvement is only to be used if an employee is placed on probation.
References to a program for improvement in any observation or evaluation documents may only be made if an
employee is on probation. However, said documents may be used by the evaluator to indicate any concerns and to
make suggestions for improvement.
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I. Electronic Surveillance

No electronic device shall be used to listen to or view a certificated employee or group of certificated employees in
their designated classroom or work area without their permission unless it is court ordered or unless it is agreed to
be done in writing by the Association President and Superintendent. If court ordered, the President will be notified
and provided a copy of the court order prior to implementation.

The provisions of the paragraph above are not intended to prevent the District from utilizing security cameras in
common areas such as parking lots and school hallways.

J. Right of Employee to Respond

The employee shall have the right to affix written comments to any of the written reports of observation,
conferences, and/or evaluation.

Section 5: Definitions

The following are based on current definitions of terms found in 392-191A WAC. Should these definitions be changed
during the term of this agreement, the changes will be considered effective immediately.

Certificated classroom teacher and teacher mean a certificated employee who provides academically focused instruction
to students and holds one or more of the certificates pursuant to WAC 181-79A-140 (1) through (3) and (6) (a) through (e)
and (g).

Evaluation shall mean the ongoing process of identifying, gathering and using information to improve professional
performance, assess total job effectiveness, and make personnel decisions.

Evaluation criteria mean minimum evaluation criteria for classroom teachers specified in WAC 392-191A-006.

Evidence means observed practice, products or results of a certificated classroom teacher's work that demonstrates
knowledge and skills of the educator with respect to the four-level rating system.

Four-level rating system means the continuum of performance that indicates the extent to which the criteria have been met
or exceeded.

Instructional framework means one of the approved instructional frameworks adopted by the superintendent of public
instruction to support the four-level rating system pursuant to RCW 28A.405.100.

Observe or observation means the gathering of evidence made through classroom or worksite visits for the purpose of
examining evidence over time against the instructional framework rubrics pursuant to this section. As appropriate, the
evaluation of the certificated classroom teacher may include the observation of duties that occur outside the classroom
setting.

Rubrics or rubric row means the descriptions of practice used to capture evidence and data and classify teaching
performance and student growth using the evaluation criteria and the four-level rating system.

Scoring band means the adopted range of scores used to determine the final summative score for a certificated classroom
teacher.

Student growth means the change in student achievement between two points in time as determined by the teacher.

Student growth data means relevant multiple measures that can include classroom-based, school-based, school district-
based, and state-based tools.

Summative performance ratings means the four performance levels applied using the four-level rating system: Level 1 -
Unsatisfactory; Level 2 - Basic; Level 3 - Proficient; and Level 4 - Distinguished.
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Section 6: State Criteria and Instructional Framework

A. State Evaluation Criteria
Teachers are to be evaluated under the state required evaluation criteria identified in WAC 392-191A-060 listed
below:

1. Centering instruction on high expectations for student achievement. The related descriptor is:
Expectations; the teacher communicates high expectations for student learning.

2. Demonstrating effective teaching practices. The related descriptor is: Instruction; the teacher uses research-
based instructional practices to meet the needs of all students.

3. Recognizing individual student learning needs and developing strategies to address those needs. The
related descriptor is: Differentiation; the teacher acquires and uses specific knowledge about students' cultural,
individual, intellectual and social development and uses that knowledge to adjust their practice by employing
strategies that advance student learning. Student growth data must be a substantial factor utilizing the OSPI
approved student growth rubrics.

4. Providing clear and intentional focus on subject matter content and curriculum. The related descriptor
is: Content knowledge; the teacher uses content area knowledge, learning standards, appropriate pedagogy
and resources to design and deliver curricula and instruction to impact student learning.

5. Fostering and managing a safe, positive learning environment. The related descriptor is: Learning
environment; the teacher fosters and manages a safe and inclusive learning environment that takes into
account: Physical, emotional, and intellectual well-being of students.

6. Using multiple student data elements to modify instruction and improve student learning. The related
descriptor is: Assessment; the teacher uses multiple data elements (both formative and summative) to plan,
inform and adjust instruction, and evaluate student learning. Student growth data must be a substantial factor
utilizing the OSPI approved student growth rubrics.

7. Communicating and collaborating with parents and school community. The related descriptor is:
Families and community; the teacher communicates and collaborates with students, families and all
educational stakeholders in an ethical and professional manner to promote student learning.

8. Exhibiting collaborative and collegial practices focused on improving instructional practice and student
learning. The related descriptor is: Professional practice; the teacher participates collaboratively in the
educational community to improve instruction, advance the knowledge and practice of teaching as a
profession, and ultimately impact student learning. Student growth data must be a substantial factor utilizing
the OSPI approved student growth rubrics.

B. Instructional Framework

The parties have agreed to the Danielson instructional framework.

Section 7: Comprehensive Performance Ratings
Teachers are to be evaluated based on the eight overall criteria as set forth by law (Section 3 A, above), the sub criteria

within the eight overall criteria as set forth in the instructional framework, and special consideration is to be given to a
"student growth criterion" rating. Each of these is described below:
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A. Summative Performance Rating Based on the Eight Criteria

A teacher shall receive a summative performance rating for each of the eight (8) state evaluation criteria. The
overall summative score is determined by totaling the eight (8) criterion-level scores as follows:

Level 1: 8-14—Unsatisfactory
Level 2 15-21—Basic

Level 3 22-28—Proficient
Level 4 29-32—Distinguished

Receiving a summative score of one (1) is not considered satisfactory performance for all teachers. If the
classroom teacher is on a continuing contract with more than five (5) years of teaching experience and if a
summative score of two (2) has been received two (2) years in a row or two (2) years within a consecutive three-
year period, the teacher is not considered performing at a satisfactory level.

B. Component Performance Scoring

Under each of the eight (8) state evaluation criteria, sub elements referred to as components are outlined (see
Appendix B). The components of each state criterion should be a helpful factor in the determination by the
evaluator of the teacher's performance. However, the parties to this Agreement concur that instead of an evaluator
numerically rating each of those components in order to come up with the overall numerical rating for each of the
state evaluation criterion, the evaluator is to make an overall judgment of the criteria based on the observations and
preponderance of evidence available for each of the components.

C. Student Growth Criterion Rating

1. Embedded in the instructional framework are five (5) components designated as student growth components.
These components are embedded in criteria as SG 3.1, SG 3.2, SG 6.1, SG 6.2, and SG 8.1. Evaluators add
up the raw score on these components and the employee is given a score of low, average or high based on the
scores below:

5-12—Low
13-17—Average
18-20—High

2. Student growth data that is relevant to the teacher and subject matter must be a factor in the evaluation process
and must be based on multiple measures that can include classroom-based, school-based, district-based, and
state-based tools. The student growth rating will be based on the goals set by the teacher.

3. The following are possible outcomes of the student growth rating:

a. Certificated classroom teachers with preliminary rating of distinguished with low student growth rating
will receive an overall proficient rating.

b. Certificated classroom teachers with low student growth rating will engage, with their evaluator, in a
student growth inquiry as described in Section 4, C-4 below.

c. Certificated classroom teachers with a preliminary rating of distinguished with average or high student
growth rating will receive an overall distinguished rating and will be formally recognized and/or

rewarded.

d. The evaluations of certificated classroom teachers with a preliminary rating of unsatisfactory and high
student growth rating will be reviewed by the evaluator's supervisor.
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4. Within two months of receiving a low student growth rating on the summative evaluation or at the beginning
of the following school year, the teacher and evaluator will engage in a Student Growth Inquiry based on one
(1) of the following:

a. Examine student growth data in conjunction with other evidence including observation, artifacts and
other student and teacher information based on classroom, school, District and state-based tools and
practices;

b. Examine extenuating circumstances which may include one or more of the following: goal setting
process; content and expectations, student attendance; extent to which standards, curriculum and
assessment are aligned;

c. Schedule monthly conferences focused on improving student growth to include one or more of the
following topics: student growth goal revisions, refinement, and progress; best practices related to
instruction areas in need of attention; best practices related to student growth data collection and
interpretation; or

d. Create and implement a professional development plan to address student growth areas.

5. Student growth data elements may include the teacher's performance as a member of a grade-level, subject
matter, or other instructional team within a school when the use of this data is relevant and appropriate.

Student growth data elements may also include the teacher's performance as a member of the overall

instructional team of a school when use of this data is relevant and appropriate.

Section 8: Comprehensive Evaluation Process
A. General Provisions
1. Frequency
A Comprehensive Evaluation must be completed at least once every six (6) years.

2. Teacher Self Reflection

a. Prior to a Pre-Observation Conference, the teacher is encouraged to complete a Self-Reflection form. A
form for this purpose is in Appendix H-11.

b. No teacher will be required to complete or share the Self-Reflection form with his/her evaluator.
c. Use of the self-reflection form will in no way be used for the evaluative purposes.
3. Student Growth Goal Setting:

The teacher shall determine a student growth goal for Components SG-3.1, SG-6.1 and SG-8.1 on the
Comprehensive Goal Setting form (Appendix H-12). The goal for SG-6.1 and SG-8.1 may be the same goal.

4. Evidence

Both the teacher and the evaluator will contribute to evidence collection necessary to complete the evaluation. Said
collection will be accomplished openly and, wherever possible, jointly. A teacher may, but shall not be required to
submit artifacts for completion of the evaluation.
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B. Pre-Observation Conferences

A pre-observation conference shall be held prior to each formal observation. The teacher and evaluator will
mutually agree when to conference. The purpose of the pre-observation conference is to discuss the employee’s
goals, establish a date for the formal observation, and to discuss such matters as the professional activities to be
observed, their content, objectives, strategies, and possible observable evidence to meet the scoring criteria.

C. Formal Observations
1. Frequency and Length

At least two (2) observations for each employee must be conducted during the comprehensive evaluation
cycle, one of which must be a formal observation including a preconference, observation and post-conference.
The total annual observation time cannot be less than sixty (60) minutes. Any formal observation shall not be
less than thirty (30) minutes in length. The evaluator and/or the teacher may request additional formal
observations. Formal observations will be scheduled by mutual agreement.

If more than one formal prearranged observation is requested it will occur at a mutually agreed upon time
after the first formal observation and ideally, in a different grading period so that reasonable time can be
provided for continuing professional growth. The observation will occur no later than ten (10) days after the
pre-observation meeting.

Provisional employees must be formally observed for at least thirty (30) minutes during their first ninety (90)
days. Provisional employees in their first or second year of employment must be formally observed twice for
no less than 30 minutes. Provisional employees in the third year of status must be formally observed for at
least ninety (90) minutes of time and at least three (3) times during the third year.

2.  Documentation

After each formal observation, there will be a written observation summary prepared by the evaluator using
the form in Appendix H-4 with the employee receiving a copy within ten (10) days after the observation was
held.

3. Additional Evidence

The teacher may provide additional evidence to aid in the assessment of the teacher’s professional
performance against the instructional framework rubric, especially for those criteria not observed in the
classroom. The evidence provided by the teacher shall be reviewed during the post-observation conference,
and be considered in determining the final evaluation score.

D. Post-Observation Conferences

The post-observation conference between the evaluator and teacher will be held no later than a week after each
formal observation. The purpose of the post-observation conference is to review the evaluator’s and teacher’s
evidence related to the scoring criteria during the observation, and to discuss the teacher’s performance.
Evaluators should begin the discussion at the proficient level in each scoring criteria. If both the teacher and
evaluator agree on the score for a criterion, no evidence other than observation notes is required to be submitted
for that criterion. Otherwise, the teacher and/or the evaluator will provide additional evidence to aid in the
assessment of the teacher’s performance. If there is an area of concern, the evaluator will identify specific
concerns for the applicable criteria and provide possible solutions to remedy the concern in writing.

E. Additional/Informal Observations

Observation, other than those required above, may be held at any time during the performance of assigned duties,
PROVIDED that such observation must be based upon the evaluation criteria and must be documented in the same
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manner as provided in Section 5 C-2, above. Such additional observation may be conducted at the discretion of
the evaluator or may be prearranged by mutual agreement. If there is an area of concern based upon such informal
observation, the employee shall be notified in writing within ten (10) days. If not notified in writing within ten
(10) days, the informal observation may not be used in any way as part of the employee’s performance evaluation.
At employee request, there shall be a meeting within five (5) days following any informal observation.

Final Summative Evaluation Conference

1. No later than ten (10) school days before the end of the school year the evaluator and teacher shall meet to
discuss the teacher’s final summative score. The final summative score, including the student growth score,
must be determined by an analysis of evidence. This analysis will take a holistic assessment of the teacher’s
performance over the course of the year. The teacher has the right to provide additional evidence for each
criterion to be scored.

2. All evidence, measures and observations used in developing the final summative evaluation score must be a
product of the school year in which the evaluation is conducted.

3. If the evaluator judges the teacher to be below three (3) Proficient, the evaluator must show a preponderance
of evidence.

4. Ifan evaluator believes a teacher's overall summative rating is less than proficient (basic or unsatisfactory),
the final summative evaluation conference shall take place on or before May 10th.

5. Ifateacher believes there has been a lack of consideration of certain teacher evidence, procedures outlined in
this section were not followed, and/or the criteria were not objectively scored, resulting in criterion scores of
less than Proficient (Unsatisfactory or Basic), the following process will apply:

On or before May 15, and after meeting with their evaluator in an attempt to resolve any of the above issues, the
teacher may meet with the evaluator, the Executive Director of Human Resources and the MEA President for the
purpose of reviewing the issue(s) and determining a course of action, which may include:

a. Re-scoring of evidence;
b. Analyze additional evidence; or
c. Any other mutually agreed to applicable option.

The additional opportunities above will not be available for teachers being recommended for non-renewal beyond
May 15th.

6. The teacher will sign two (2) copies of the Final Summative Evaluation Report, Appendix F. Each teacher
shall sign the observation and evaluation forms to indicate receipt. The signature of the teacher does not
imply that the employee agrees with its contents.

Section 9: Focused Evaluation Option

The Focused Evaluation Option (FEO) focuses on improvement of teaching skills, content knowledge, techniques, and
abilities. If a non-provisional teacher scored a three (3) Proficient or higher the previous year, they may choose to be
evaluated using the FEO. The teacher can stay on the FEO for five (5) years before returning to the Comprehensive
Evaluation. The teacher or the evaluator can initiate a move from the Focused to the Comprehensive Evaluation. The
transition is to take place prior to December 15™. If an evaluator moves a teacher to the comprehensive evaluation they are
to provide the teacher written notice why and any areas of concern. The Association president shall also be notified.

If the evaluation of the teacher includes an assessment of a criterion that requires observation the following shall apply: all
classroom teachers who are subject to a focused evaluation must be observed at least twice each school year in the
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performance of their assigned duties and said teachers must be observed no less than sixty (60) minutes during each school
year. (WAC 392-191A-110)

A. The professional growth activity shall be proposed by the teacher at the first pre-observation conference, but must

be approved by the evaluator.

The professional growth activity needs to be tied to one (1) of the eight (8) state evaluation criteria. If the
employee chooses criterion 1, 2, 4, 5, or 7, they must also complete the student growth components in criterion 3
or 6. (See Appendix B.)

The role of the evaluator is to assist the teacher in developing the professional growth activity and then to assist in
its implementation, particularly by making reasonable efforts to provide the resources to implement it.

The score from the Comprehensive evaluation will be, at a minimum, the assigned score for the Focused
evaluation.

A group of teachers may focus on the same evaluation criteria and share professional growth activities. This
collaboration should be initiated by the teacher(s) and no individual shall be required to work on a shared goal.

Observations and conferences for the focused evaluation shall follow the guidelines set forth in the Comprehensive
Evaluation process, Section 5 B through F, above.

A summative score is determined through the scoring of the instructional and student growth rubrics for the
criterion selected.

Teachers in the focused system are also encouraged to complete a self-reflection form. (See Section 5 A 2 herein
and also Appendix H-11.)

The parties agree with the following regarding the implementation of the above focused option:

I.  Unless otherwise agreed, prior to the 2015-16 school year the above focused evaluation system will not be used
until staff have successfully completed a comprehensive evaluation and in its place will be a Transitional
Professional Growth Option (TPGO) for those teachers not on the comprehensive system.

J. The TPGO option shall be linked to Criterion 8§ only.

K. Other than the linkage to Criterion 8, this TPGO option shall be implemented in a manner similar to the
professional growth option in place in the 2012-13 school year and many years prior to that. (See Appendix H-
13.)

Section 10: Support for Teachers

Any teacher with more than five (5) years of experience who receives an overall Basic rating shall be offered one or more
of the following resources to support the teacher's professional growth:

1.

2.

Assigned a mentor;

Release time to observe other teachers;

Targeted professional development;

Clear ideas and strategies on how to reach proficient;

Any other support mutually determined by the teacher and evaluator.
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The Association will be notified of any employee who receives an overall Basic rating and the support that was offered.

One or more of these supports may also be offered to other teachers at any time that an evaluator wants to provide specific
support for the improvement of the teacher's performance in one or more criteria.

Section 11: Provisional Employees

A.

B.

A second year Provisional teacher who receives a summative rating of at least three (3) Proficient, will be
considered by the superintendent for early conversion to a continuing contract.

Provisional employees shall be observed at least once within the first ninety (90) days of employment. Observation
time shall be no less than thirty (30) minutes in length.

Third year provisional status employees shall be observed at least three times. Total observation time shall be no
less than ninety (90) minutes in length.

Section 12: Probation

A.

Purpose

The purpose of the probationary period is to give the employee opportunity to demonstrate improvements in his or
her areas of deficiency.

When Probation

At any time after October 15, a classroom teacher whose overall comprehensive score is judged unsatisfactory
based on the scoring criteria may be placed on probation, notified in writing by the superintendent of the specific
areas of deficiencies, and provided a written reasonable program of improvement.

A continuing contract teacher under RCW 28A.405.210 with more than five (5) years of teaching experience
whose comprehensive summative evaluation score is below three (3) Proficient for two (2) consecutive years or
for two (2) years within a consecutive three (3) year time period shall be placed on probation.

Comprehensive Only

Teachers may only be placed on probation based on the Comprehensive evaluation system described in Section 5
above.

Evaluator

During the period of probation, the employee may not be transferred from the supervision of the original evaluator.
Evaluator Report to Superintendent

In the event that an evaluator determines that the performance of a teacher under his/her supervision merits
probation, the evaluator shall report the same in writing to the Superintendent. The report shall include the
following:

1. The evaluation report prepared pursuant to the provisions of Section 5 above, and,

2. A recommended specific and reasonable program designed to assist the teacher in improving his or her
performance.
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F. Superintendent Decision on Probation

If the Superintendent concurs with the administrator’s judgment that the performance of the employee is
unsatisfactory, the Superintendent shall place the teacher in a probationary status for a period of not less than sixty
(60) school days, any time after October 15. The sixty (60) days probation period may be extended so long as the
period does not go beyond May 15th. The probationary period may also be extended into the following school
year if the teacher has more than five (5) years of teaching experience and the final summative rating as of May
15 is less than two (2) Basic. Before being placed on probation, the Association and the teacher shall be given
notice of action of the Superintendent which notice shall contain the following information:

1. Specific areas of performance deficiencies identified from the instructional framework;
2. A specific and reasonable program for improvement;

3. A statement indicating the duration of the probationary period and that the purpose of the probationary period
is to give the teacher the opportunity to demonstrate improvement in his/her area or areas of deficiency.

G. Program for Improvement

A program for improvement will be developed and will include the specific evaluative criteria which must be met
and the measures and benchmarks which will be used to determine the teacher’s success or failure. The program
will include a system for periodic feedback during the term of probation, supports provided and funded by the
District, and the dates those supports will be put in place.

H. Evaluation during the Probationary Period

1. At or about the time of the delivery of a probationary letter, the evaluator shall hold a conference with the
probationary teacher to discuss performance deficiencies and the remedial measures to be taken.

2. Once the areas of deficiency and criteria for improvement have been determined, they may not be changed
without mutual consent of both the teacher and the evaluator.

3. During the probationary period the evaluator shall meet with the probationary teacher at least twice a month to
supervise and make a written evaluation of the progress, if any, made by the teacher. The provisions of
Section 5 above shall apply to the documentation of observation reports during the probationary period.

4. The probationary teacher may be removed from probation at any time if he/she has demonstrated
improvement to the satisfaction of the evaluator in those areas specifically detailed in the notice of probation
and/or the program for improvement.

5. The evaluator may authorize one additional certificated employee to evaluate the probationer and to aid the
employee in improving his or her areas of deficiency. Should the evaluator not authorize such additional
evaluator, the probationary teacher may request that an additional certificated evaluator become part of the
probationary process and the request must be granted. This evaluator will be assigned by the ESD and will be
jointly selected by the District and the Association from a list of evaluation specialists compiled by the ESD.
In lieu of, or in addition to, requesting an evaluator per the ESD process above, the probationary teacher may
request the Association to provide an additional evaluator. The District will honor such a request.

6. The probationary teacher shall have the right to an Association representative present at all pre-observation
and post-observation conferences if the teacher so desires.
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Removal from Probation

A teacher who is on a plan of improvement must be removed from probation if he/she has demonstrated
improvement in the areas identified as deficient. The teacher must be removed if a teacher with five (5) or fewer
years of experience scores at two (2) Basic or above and a teacher of more than five (5) years scores at three (3)
Proficient or above.

Lack of Improvement

Lack of necessary improvement during the established probationary period, as specifically documented in writing
with notification to the probationer constitutes grounds for non-renewal under the law.

Evaluator’s Post-Probation Report

Unless the probationary teacher has previously been removed from probation, the evaluator shall submit a written
report to the Superintendent at the end of the probationary period, the report shall identify whether the
performance of the probationary teacher has improved and shall set forth one (1) of the following
recommendations for further action:

1. That the teacher has demonstrated sufficient improvement in the identified areas of deficiency to justify the
removal of the probationary status; or

2. That the teacher has demonstrated sufficient improvement in the identified areas of deficiency to justify the
removal of the probationary status if accompanied by a letter identifying areas where further improvement is
required; or

3. That the teacher has not demonstrated sufficient improvement in the identified areas of deficiency and action
should be taken to non-renew the employment contract of the teacher.

Action by the Superintendent

Following a review of the report submitted pursuant to paragraph J above, the Superintendent shall determine
which course of action is proper and shall take appropriate action to implement such determination.

. Alternative Assignment for the Remainder of School Year

Immediately following the completion of a probationary period that does not produce performance changes
detailed in the initial notice of deficiencies and program for improvement, the employee may be removed from his
or her assignment and placed into an alternative assignment for the remainder of the school year. This
reassignment may not displace another employee nor may it adversely affect the probationary employee's
compensation or benefits for the remainder of the employee's contract year. If such reassignment is not possible,
the district may, at its option, place the employee on paid leave for the balance of the contract term.

Records

Records of probation and supporting documentation for an unsatisfactory evaluation will be maintained in the
teacher’s file.
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Section 13: Non-renewal

When a continuing contract teacher with more than five (5) years of experience receives a comprehensive summative
evaluation rating below two (2) Basic for two (2) consecutive years, the District shall, within ten (10) days of the
completion of the Final Evaluation Conference or by May 15th, whichever occurs first, implement the teacher notification
of non-renewal as provided in RCW.28A.405.210.

When a teacher within their first three years of the profession is being considered for non-renewal due to performance
reasons, allowable by state law, the evaluator shall provide assistance to the teacher in making satisfactory progress toward
remediating deficiencies. Assistance shall include:

1. The Association President is notified in writing when support begins and what support is being provided for the
employee.

2. The building administrator will provide support, intervention and strategies in writing to provide the employee
opportunities for growth.

3. Upon the request of the employee or the association, the employee, building administrator, Human Resources and
the Association President, shall meet to discuss progress of the employee.

Upon MEA requests, the District will provide updates on the progress of all provisional employees and will share concerns
that could potentially lead to non-renewal of any particular, provisional employee at that time.

Section 14: Appeal Rights

Only a claim regarding the procedural requirements of the evaluation process shall be subject to the grievance procedure
except in the cases when a continuing contract employee is non-renewed for performance reasons. In that event, the
employee so affected will have the option of appealing through the grievance procedure contained in this Agreement or
through applicable appeal procedures provided in current or subsequent state statutes. Such an employee must provide
written notification of the appeal procedure selected in accordance with the grievance timelines herein or within the
timeline provided by the statutory procedure. A provisional contract employee non-renewed for performance reasons may
only appeal as provided by statute.

Section 15: Documentation and eVAL System
The District shall adhere to the following:

1. A copy of the final summative evaluation forms, as well as any teacher comments, if applicable,_shall be included
in the teacher’s personnel file.

2. Teachers shall not be required to use the eVAL tool or any portion thereof. Teachers who voluntarily choose to

use any portion of the eVAL system will be provided training. However, even teachers who are trained will not be
required to use any portion of the eVAL system unless they so choose.
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ARTICLE X — REDUCTION IN FORCE

Section 1: Application

When the Board of Directors determines that conditions including lack of funds, program or curriculum change that results
in the elimination of positions, and/or declining enrollment require a reduction in certificated personnel, the following
procedures and criteria will be applied in identifying and reducing the number of said employees:

Section 2: Notification to Association

In the event the Board anticipates a determination as above set forth, it will notify the Association at least two weeks before
making such a final determination and present a detailed financial report to the Association.

Section 3: Determination of Vacant Positions

The District shall determine, as accurately as possible, the total number of employees known to be leaving the District for
reasons of retirement, family transfer, normal resignations, long term leaves of absence, discharge or non-renewal, etc., and
these vacancies will be taken into consideration in determining the number of available positions for the following school
year.

Section 4: Certification

Legal qualifications, under current law and regulations, necessary to fill certificated positions in the District, and possession
of a valid Washington State Certificate, which may be required for the position(s) under consideration, shall be a
prerequisite for retention.

Section 5: Employment Categories:

The following categories and specialties are established to ensure the qualifications of personnel for available positions:

A. Elementary Employees
Elementary employees will be considered for retention in one category (K-5) except as provided in C below.

B. Secondary Employees
Except as provided in C below, secondary employees (6-12), will be considered for retention by specialties: Math,
Science, Social Studies, Language Arts, Industrial Arts, Home and Family Life, Business Education, Music, Art,
Physical Education, Health, and Foreign Language.

C. Other Employees
Other employees will be considered for retention according to their specialties, which will include Counselors,
Learning Resource Specialists, Nurses, Special Education Personnel (P-12), Alternative Learning and Montessori
(K-5).

D. Reconfiguration

The parties are open to further discussion and/or different options when District reconfiguration occurs.
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Section 6: Retention in Employment Category:

A.

Current Category

Each employee will, in accordance with the criteria set forth in Section 7 below, be considered for retention in the
category or specialty appropriate to the position held at the time of the implementation of these procedures. For
the purpose of this paragraph, an employee is currently performing in any given category or specialty if 40% FTE
or more of such employee's assignment is devoted to such category or specialty.

Additional Categories

Employees shall also be considered for retention in such additional categories or specialties as any such employee
may designate, in writing, to the Superintendent or his/her designee, PROVIDED, that in order to qualify for
consideration in any such additional category, the employee:

1. The employee has a recognized endorsement in such additional category or specialty. All written designations
for consideration in additional categories shall be submitted, in writing, within ten (10) working days after any
request for such information is made by the Superintendent or his/her designee.

Section 7: Selection within Employment Categories:

After a determination under the first paragraph has been made and the program determined, employees shall be considered
for retention to available positions within the categories or specialties for which they qualify under Sections 5 and 6 above,
with consideration to Section 6 A first and Section 6 B second. In the event that there are more qualified employees than
available positions in a given category or specialty, the following provisions shall be used to determine which employees
shall be recommended for retention:

A.

Seniority Preference

The position shall be given to the employee(s) who has the greatest seniority. Seniority is defined as years of
experience that are recognized for salary schedule placement in accordance with the S-275 and corresponding
WAC regulations. Years of experience that extend beyond what is actually recognized on the schedule shall be
included, again in accordance with the fore-mentioned placement guidelines.

Seniority List and Credits beyond Highest Degree

The District will annually publish, by February 1, a seniority list ranking each employee from greatest to least
seniority. In addition to a ranking in accordance with years of experience as defined herein, the seniority list shall
identify the number of credits beyond the highest degree earned, as recorded in the Human Resources Office by
October 1 of the current school year. A copy of said seniority list shall be provided to each employee and to the
Association President.

Same Seniority Ranking Tie Breaker One

In the event of more than one individual employee having the same seniority ranking, all employees so affected
will be ranked in accordance with the total seniority as certificated employees in the District from greatest to least,
and the employee(s) with the higher ranking will receive the position(s). Seniority in the District shall be
measured by years of experience in the District that are recognized for salary schedule placement in accordance
with the S-275 and corresponding WAC regulations. Years of experience that extend beyond what is actually
recognized on the schedule shall be included, again in accordance with the fore-mentioned placement guideline.
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D. Same Seniority Ranking Tie Breaker Two

In the event of more than one individual employee having the same seniority ranking after applying the above
provisions, all employees so affected will be ranked in accordance with the total number of education credits,
greatest to least, beyond the BA degree submitted to the District as of October 1 of the then current school year,
and the employee(s) with the greatest number of credits will receive the position(s).

E. If Same Number of Credits

In the event of more than one individual employee having the same number of credits after applying the above
provisions, the Superintendent will make the final determination concerning retention.

Section 8: Action by Superintendent

The provisions above shall be implemented on or before May 15 in the school year when any probable cause proceedings
may be taken, or as otherwise provided for in RCW 28A.405.210. The Superintendent shall take such action as may be
required by statute to non-renew, or adversely affect, the employment contracts of affected employees.

Section 9: Appeal Process

For action taken by the Superintendent per Section 8, above, employees with a continuing contract will have the option of
appealing through the grievance procedure contained in this Agreement or through applicable appeal procedures provided
in current or subsequent state statutes. The employee must provide written notification of the appeal procedure selected in
accordance with the grievance timelines herein or within the timeline provided by the statutory procedure. For action taken
by the Superintendent per Section 8, above, the rights of appeal for provisional employees shall be as provided by statute.

Section 10: Employment Pool

A. Basic Provisions

All employees who are not recommended for retention in accordance with these procedures shall be terminated
from employment and placed in an employment pool for possible re-employment for a period of two (2) years,
ending August 31 of the second year. Employment pool personnel will be given the opportunity to fill open
positions within the categories or specialties identified herein for which they are qualified. If more than one such
employee is qualified for an open position, the criteria set forth in Section 7 shall be applied to determine who
shall be offered such position.

B. Employee Responsibility to Notify

It shall be the responsibility of each employee placed in the employment pool to notify the Superintendent, or
his/her designee, in writing between April 1 and May 15, if such employee wishes to remain in the employment
pool for an additional one-year period after the first year. If such notification is not received, the name of any such
employee shall be dropped from the employment pool.

C. District Notification of Recall

When a vacancy occurs for which person(s) in the employment pool qualify, notification from the school District
to such individual will be by certified mail or by personal delivery. Such individual will have five (5) calendar
days from the receipt of the letter to accept the position. If an individual fails to accept a position offered, such
individual will be dropped from the employment pool.
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D. Use as Substitutes

If the employee requests, the District will utilize employment pool personnel as substitutes on a first priority basis.
Refusal by an employment pool person to accept substitute employment shall in no way jeopardize recall rights.

E. Restoration of Benefits

All benefits to which an employee was entitled at the time of his/her layoff, including unused accumulated annual
leave and credits toward sabbatical eligibility, will be restored upon his/her return to active employment, and the
employee will be placed on the proper step of the salary schedule for the employee's current position according to
the employee's experience and education.

Section 11: Eligibility Outside Bargaining Unit
It is recognized that certificated employees not included in the bargaining unit covered by this Agreement may be eligible,

under applicable Board policy and administrative procedures, for retention in one or more of the employment categories
identified herein.
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ARTICLE XI - SUBSTITUTE AND PART-TIME EMPLOYEES

This article is intended to specify rights and privileges for substitute employees and for regular part-time certificated
employees.

Section 1: Substitutes

A. Substitute Status

Substitute employees are temporarily employed by the District in order to perform professional educational
services necessitated by a leave of absence from the district, taken by a regular certificated District employee, and
therefore all permanent employment rights are vested with said regular employee and said substitute teacher's
services shall be required only as long as said regular employee's temporary absence continues. A substitute is
specifically not entitled to any continuing employment benefits pursuant to the Continuing Contract Law of the
State of Washington. However, substitutes who are employed for at least one hundred thirty (130) workdays in
any one school year shall be given every consideration when filling vacancies in regular teaching positions for the
following school year.

B. Applicability of Agreement

All provisions of the Certificated Bargaining Agreement between the Monroe School District and the MEA shall
apply to substitutes except to the extent as modified by the following:

1. Salary

a. Retired Monroe School District Substitutes

Retired Monroe School District educators who begin substituting within twelve (12) months of retirement
shall not be required to participate in District substitute training and will be paid a daily rate of $20 more
than the preferential rate until they meet long-term substitute status. Retired teachers must maintain
active substitute status to retain this rate of pay.

b. Long-term Substitutes

Long-term substitutes shall be paid the regular teacher contract rate as specified by Article VII, Sections 1
and 2 of the Agreement. This rate shall be made retroactive to the first day of assignment for any
employee who started as a substitute but who then worked twenty (20) continuous workdays in the same
position. In certain circumstances substitutes may also be eligible to receive TRI pay in accordance with
Article VII, Section 1, F, 6 of the Agreement.

c. Daily Substitutes

Daily substitutes shall be paid a daily rate of $205. Substitutes working less than a full day will receive
prorated hourly pay based on the time worked. The hourly rate will be determined by dividing their daily
rate of pay by seven (7). Substitutes may be required to work in a teaching or supervisory role during the
scheduled prep period with the exception of long-term substitutes.
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d. Preferential Substitutes

Preferential substitutes are those daily substitutes who work thirty (30) days in one school year within the
District. These substitutes shall be paid $235 per full day. Once any substitute accrues thirty (30) days of
work within the District, then the pay shall be retroactively increased, commencing with day one (1).
Substitutes once qualified as “preferential” shall remain in that category from year to year so long as they
are actively substituting in the District in consecutive years.

e. Pay Consideration during Term

Either party during the term of this Agreement may propose through the Labor Management Committee
an increase in substitutes’ pay due to changed market conditions.

f.  Erroneously Called

A substitute who is erroneously called by the District for work shall be paid a reporting fee of thirty-five
dollars ($35.00).

2. Insurance

a. Long-term Substitutes

Long-term substitutes, who in the judgment of the District will be employed for at least ninety-one (91)
workdays, shall receive full insurance benefits just as any other regular full-time employee. Those long-
term substitutes who are employed for less than ninety-one (91) workdays shall not receive District
contributions toward insurance premiums.

b. Fringe Benefits

No fringe benefits will be paid to substitutes who work for the District on a part-time basis. Part-time
substitutes are eligible to join insurance plans on a self-paid basis.

3. Leaves

Long-term substitutes shall receive all leave benefits as specified by Article VI of the Agreement, except that
if the duration of a long-term substitute assignment is indefinite or cannot be determined, the substitute
employee shall receive one (1) day annual leave for each (15) days worked up to the limit of twelve (12) days
of annual leave per year. Annual leave shall accumulate from year to year for long-term substitutes just as for
any other regular full-time employee. Daily substitutes shall not be entitled to any of the provisions of Article
VL

4. Reduction in Force

Because substitutes do not have continuing contract rights, Article X, Reduction in Force, shall be
inapplicable to said substitutes.

C. Substitute Utilization

The District agrees that substitutes shall only be hired and utilized to replace regular employees who are absent on
a temporary basis.

110



D. Employee Request for Substitute

Employees may request a particular substitute on the days they will not be in the classroom. The District shall
make every effort to assign the requested substitute, if available and pending administration approval.

Section 2:

Part-Time Employees

This section is intended to specify the wages, hours, and working conditions of part-time employees as defined in Article I,
Section 1 of the Agreement.

A. Part-time Employees Defined

Part-time employees shall be defined for the purposes of this section as:

1.

Employees who work a 180-day calendar year but less than a seven (7) hour workday, or

2. Employees who work less than a 180-day calendar but work a seven (7) hour workday, or

3.

Employees who work less than a 180-day calendar and less than a seven (7) hour workday.

B. Applicability of Agreement

All provisions of the Collective Bargaining Agreement between the Monroe Education Association and the
Monroe School District shall apply to part-time employees except as modified by the following:

1.

Salary

Part-time employees shall be paid the regular employee contract rate as specified by Article VII, Sections 1
and 2 of the Agreement. Part-time employees shall receive salary based on a prorated daily percentage of
time worked. Part-time employees shall be given credit for seniority on the salary schedule commensurate
with guidelines established by the State Allocation Model (SAM).

Insurance

Benefits for part-time employees shall be prorated on their FTE based on a 1.0 FTE equals a 180-day calendar
with seven (7) hour workdays. Part-time employees shall receive insurance benefits prorated based on the
individual’s FTE.

Contract Rights

Part-time employees shall be afforded continuing contract rights in accordance with current statutes.

Assignment, Vacancies, Promotion, Transfer

Part-time employees applying for any full-time position shall be covered by the provisions of Article IV,
Section 10 of the Agreement.
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ARTICLE XII - GRIEVANCE PROCEDURE

Section 1: Definitions

A. Grievant

A "Grievant" shall mean an employee having a grievance or, in connection with Association Rights, the
Association.

B. Grievance

A "Grievance" shall mean a claim by a grievant that a dispute or disagreement exists involving the interpretation
or application of this Agreement, provided, there are limitations on what can be grieved in Article IX (Evaluation)
and Article X (Reduction in Force).

C. Days

"Days" shall mean calendar days, except as otherwise indicated. If the stipulated time limits are not met by the
District, the grievant shall have the right to appeal the grievance to the next level of the procedure, unless the
grievant and the other person involved at that level mutually agree to an extension.

Section 2: Limitation

All grievance procedures, as hereinafter set forth, shall be initiated by the employee within thirty (30) days of the date such
grievance is discovered or reasonably should have been discovered. A grievance not presented in accordance with the
foregoing shall be considered to have been waived by the grievant and will be denied. This grievance procedure shall be
the exclusive method of resolving grievances covered hereby.

Section 3: Procedure

The parties agree that it is most desirable for problems to be resolved between the employee and the immediate supervisor,
and nothing herein shall prevent an employee from taking up any claimed grievance with the immediate supervisor.

A. Step One — Supervisor/Principal

Within the time period provided herein, the grievant or the Association representative shall present to the
immediate supervisor or building principal, as applicable, the grievance, on a grievance form provided by the
Association (see Appendix H for all grievance forms). The immediate supervisor shall arrange a meeting with
the grievant and an Association representative, if requested by the grievant, within seven (7) days thereafter.
Within seven (7) days after such meeting, the immediate supervisor or principal, as applicable, shall provide the
grievant with a written decision (Form B) and the reason or reasons therefore.

B. Step Two — Superintendent or Designee

If the decision rendered under Step One does not resolve the grievance, or if the supervisor or principal has failed
to meet the time limits, the grievant may, within seven (7) days thereafter, appeal the grievance in writing (Form
B) to the Superintendent or his designee, which designee may not be the supervisor involved. The Superintendent
or his designee shall arrange for a meeting by the grievant to take place within seven (7) days of receipt of the
appeal. The grievant and District shall have the right to include at the meeting such witnesses and evidence as
they deem necessary to develop facts pertinent to the grievance. Upon conclusion of the presentation, the
Superintendent will have seven (7) days to provide a written decision to the grievant (Form C) and the reason or
reasons therefore.
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C. Step Three — Arbitration
1. Association Request and Applicable Rules

If the Association is not satisfied with the decision of the grievance at Step Two, or if no decision has been
made within the period(s) specified therein, the Association may, within ten (10) days notice thereof, request
in writing that the grievance be heard before an impartial arbitrator. The Association shall include in any such
written request whether it intends to seek arbitrators through either the American Arbitration Association
(AAA) in accordance with its Labor Arbitration Rules or the Federal Mediation and Conciliation Service
(FMCS). If FMCS is chosen the request to FMCS will include a request for a list of at least eleven (11)
arbitrators. From that list each party will separately strike unacceptable arbitrators and rank the remaining in
order of preference. The highest-ranking common arbitrator remaining on the list shall be selected. If there is
no common arbitrator after the striking and ranking process, an additional list will be requested from FMCS.

2. Meeting with Arbitrator

The initial meeting before the arbitrator shall take place not more than fifteen (15) calendar days subsequent
to the date of notification to the arbitrator, unless a later date is found agreeable to the parties or necessary to
the convenience of the arbitrator.

3. Disclosure of Claims and Evidence

Neither party shall be permitted to assert in the arbitration proceedings any claim or to rely on any evidence
which was not previously disclosed to the other party.

4. Arbitrator Authority

The arbitrator shall have only such jurisdiction and authority as is specifically granted by this Agreement.
The arbitrator shall be limited to determining whether or not the District has violated or failed to apply the
specific provision or provisions of this Agreement. Neither the District nor the Association may assert in an
arbitration proceeding any ground or rely on any evidence or witness not previously disclosed to the other
party. The arbitrator shall have no power to destroy, change, add to, or delete from any of the specific terms
of this Agreement. The arbitrator shall be required to provide a decision in accordance with the express
language of this Agreement. Grievances not processed in accordance with the provisions of this Agreement
shall not be subject to arbitration. Any matter coming before the arbitrator which is not within the authority,
function, and jurisdiction as herein defined, shall be rejected on that basis without any further decision or
recommendation.

5. Arbitrator Decision
The decision of the arbitrator, when provided in accordance with the foregoing, shall be final and binding
upon both parties. The decision will be provided by the arbitrator within 20 days, unless the arbitrator

requests additional time.

6. Expenses
Except as otherwise provided in this Agreement, each party shall bear the expense of preparing and presenting

its own case. The cost, if any, of the arbitrator and incidental expenses shall be borne equally by the
Association and the District.
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Section 4: Representation

At least one (1) Association representative may, at the option of the grievant, be present for any meetings, hearings,
appeals, or other proceedings relating to a grievance during Steps One through Four, to make the Association’s views
known.

Section 5: Time Limit Exception

When a grievance is submitted on, or is in progress after June 1, time limits shall be thirty (30) days, exclusive of
Saturdays, Sundays and holidays.

Any deviation from the time limits must be by mutual consent of the grievant and the District, except as provided herein.

When a time limit ends on a non-contract day during the contract year, the time limit shall be extended to the next contract
day.

Section 6: Reprisals

No reprisals of any kind will be taken by the Board, the Association, or the school administration against any teacher
because of his/her participation, or lack of participation, in any grievance.

Section 7: Cooperation of Board, Administration, and Association

The Board and the Administration will cooperate with the Association in its investigation of any grievance, and further, will
furnish the Association such information as is pertinent to the processing of a grievance. The Association will likewise
cooperate with the Board and Administration in its investigation of any grievance and will furnish them such information as
is pertinent to resolving a grievance.

Section 8: Grievance Forms

Forms for filing and processing grievances shall be provided to the Association by the District; the Association shall see
that said forms are available to employees in each building in the District. Said forms are included herein as Appendix H.

Section 9: Continuity of Grievance

Notwithstanding the expiration of this Agreement, any claim or grievance arising hereunder may be processed through the
grievance procedure until resolution.

Section 10: Consolidation of Grievance
In connection with grievances by multiple grievants dealing with the same grievance and the same supervisor or principal,
the grievances shall be consolidated for proceedings at Step One. For grievances by multiple grievants dealing with the

same grievance, but different supervisors or principals, they shall be consolidated at Step One for the same supervisors or
principals, and at Step Two for further proceedings.
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ARTICLE XIII - LABOR MANAGEMENT COMMITTEE

The Monroe School District and the Monroe Education Association agree to the establishment of a Labor Management
Committee. The committee will be formed and operate as outlined below:

Section 1: Responsibilities/Function

The primary functions will be:

A. To deal with follow-up steps and interpretation issues stemming directly from current contract provisions.
B. To make good faith efforts to resolve new issues between labor and management as they arise.
C. To endeavor to find ways labor and management can cooperate on any matter of mutual concern.

Section 2: Accountability

The Association’s representatives shall primarily be accountable to the Executive Board (though Representative Council
and/or the general membership may be involved/consulted). The District’s representatives shall be accountable to the
Board of Directors.

Section 3: Make-Up

The committee shall consist of the following with maximum representation of eight (8) individuals for each party.

For the Association For the District

President Superintendent and/or designee
Chief Negotiator and/or UniServ Director Chief Negotiator

3-6 members appointed by the President 1-3 Central Office Administrator

1-3 Principals
Section 4: Process

This committee shall meet minimally on a monthly basis and will endeavor to deal with all issues either party submits in a
problem-solving manner. The committee will be free to form sub-groups or committees to accomplish its functions.

Section 5: Agenda Items

During the negotiations of this Agreement, the parties agreed to delegate certain items that will either directly or ultimately
be considered by the Labor Management Committee. Those items are:

A. Study of Time Issues
A joint committee comprised of administration and MEA representation shall:

1. Investigate current models in other districts regarding the use of early release or late arrival schedules, waiver
days, and other formats;

2. Consider the needs for all purposes of time — individual, grade level, school, and District;

Survey the staff and the community to obtain input; and

4. After considering all the data and information, develop a proposal to be presented to the Labor Management
Committee.

W

B. Climate Survey

The LMC will develop a District-wide, building by building, climate survey that will be implemented on an annual
basis.
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ARTICLE XIV — DURATION OF AGREEMENT

Duration
This Agreement shall be effective as of September 1, 2024 and shall continue in effect through August 31, 2027.
Reopening

This Agreement shall not be reopened except to the extent described below and as may be expressly provided
elsewhere in this Agreement or in any other agreement or understanding between the District and Association. In
the event the District is subject to a double levy failure, either party may reopen all economic issues (any contract
provision that costs money).

Bargaining a Successor Agreement

Negotiations between the parties on a successor Agreement shall begin at the least ninety (90) days prior to the
contract expiration date. If, pursuant to such negotiations, agreement on a successor Agreement is not reached
prior to the expiration date, this Agreement shall expire at such expiration date unless it is extended for a specific
period or periods by mutual written agreement of the parties.

Collaborative Problem Solving

The parties recognize they have interests which are in common and some which are not. The parties also recognize
that problem-solving processes to try and satisfy each other’s interests are likely to be more productive than other
more traditional ways of dealing with conflict or differences of opinion. Therefore, the parties agree as follows:

1. A renewed effort will be made to utilize problem-solving techniques to deal with issues, whether they occur
during the term of the Collective Bargaining Agreement or whether as a part of the actual bargaining process.
Exploration of potential joint problem solving training, or other appropriate training, will be considered.

2. Regular meetings between the Superintendent of designee and the Association President shall be held.

3. The District and Association, by separate Memorandum of Agreement have created a Labor Management
Committee (LMC). One of the primary purposes of the LMC will be to attempt to find resolutions to problems
or issues during the term of this agreement rather than letting all such problems or issues come to the
bargaining table for negotiations of the successor contract.

Superintendent, Monroe School District President, Monroe Education Association

Date Date

Association Bargaining Team: Robyn Hayashi, Courtney Ramirez, Tonya Mains, Duane Mogg, Tara Riddle, Tara
Zinn

District Bargaining Team: Dan Johnston, Cassandra Bunney, Noah Wallace, David Paratore, Christine Hillestad,
Jennifer Murphy
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APPENDICES

The Appendices on the following pages are considered part of this Collective Bargaining Agreement.
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APPENDIX A

Monroe School District and Monroe Education Association
CONTRACT WAIVER REQUEST FORM

The Collective Bargaining Agreement between the Monroe School District and the Monroe Education Association provides
a process for a school’s staff to obtain a waiver of a specific contract provision (see Article II, Section 6, of the Agreement).

This form must be used to request such a waiver.

SCHOOL: DATE:

THE WAIVER IS FOR WHAT SPECIFIC CONTRACT PROVISION:

WHAT IS THE RATIONALE FOR THE REQUESTED WAIVER?

WHAT ARE THE BEGINNING AND ENDING DATES FOR THE REQUESTED WAIVER?

(NOTE: A waiver will not normally be granted for a duration that extends beyond the expiration date of the current
Collective Bargaining Agreement or for more than one year.)

Beginning: Ending:

WHAT POSITIONS(S) ARE AFFECTED BY THE WAIVER AND HOW ARE THEY AFFECTED?

DOES THE DECISION REFLECT AT LEAST 90% APPROVAL OF THOSE IN MEA's BARGAINING UNIT AT
THE SCHOOL SITE?

Yes: No:

DESCRIBE BELOW HOW THE DECISION WAS MADE:
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Appendix A (continued)

WHAT IS THE POTENTIAL COST OR BUDGET IMPACT OF THE WAIVER?

EXPLAIN HOW THE WAIVER, IF GRANTED, MIGHT AFFECT OTHER EMPLOYEES OUTSIDE OF THE
SCHOOL SITE AND OTHER OPERATIONS OF THE DISTRICT.

THIS FORM MUST BE SUBMITTED TO THE SUPERINTENDENT AND ASSOCIATION PRESIDENT. FINAL
APPROVAL MUST BE RECEIVED FROM THE DISTRICT AND MEA PRIOR TO IMPLEMENTATION OF
THE REQUESTED WAIVER.

Building Principal MEA Building Representative

Date Date

RESPONSE TO WAIVER REQUEST

Request granted:

Request denied but would be granted under the following conditions:

Request denied for the following reason:

Signatures:
Monroe School District Monroe Education Association
Date Date
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Base Salary Schedule

2024-2025

APPENDIX B

\

P a

MONROE

SCHOOL DISTRICT

1 564,965 $66,588 $68,212 $69,836 $73,329 $76,994 $80,845 $84,887
2 566,654 $68,320 $69,985 $71,652 $75,234 $78,996 $82,946 $87,095
3 $68,385 $70,095 $71,804 $73,515 $77,191 $81,050 $85,102 $89,359
4 $70,164 $71,917 $73,673 $75,426 $79,198 $83,158 $87,315 $91,681
5 $71,988 $73,788 $75,589 $77,387 $81,257 $85,320 $89,587 $94,064
6 $74,148 $76,002 $77,855 $79,709 583,696 $87,880 592,272 596,887
7 576,372 $78,281 $80,190 $82,101 586,206 $90,516 595,042 $99,793
8 578,664 $80,630 $82,597 $84,564 588,791 $93,231 $97,893 $102,787
9 $81,024 $83,048 $85,075 $87,100 $91,455 $96,029 $100,829 $105,870
10 581,024 $85,541 $87,626 $89,715 $94,199 $98,910 $103,854 $109,047
11 $81,024 $85,541 $90,255 $92,405 $97,025 $101,876 $106,970 $112,318
12 $81,024 $85,541 $90,255 $95,177 599,935 $104,933 $110,180 $115,689
13 581,024 $85,541 $90,255 $98,032 $102,933 $108,079 $113,485 $119,159
14 581,024 $85,541 $90,255 $98,032 $106,021 $111,323 $116,888 $122,734
15 $81,024 $85,541 $90,255 $98,032 $109,202 $114,663 $120,396 $126,415
16 581,024 $85,541 $90,255 $98,032 $112,480 $118,102 $124,008 $130,209
17 581,024 $85,541 $90,255 $98,032 $115,854 $121,646 $127,727 $134,115
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2024-2025 Enrichment Schedule

APPENDIX C

1 $1,968 $2,017 $2,066 $2,115 $2,221 $2,332 $2,449 $2,571
2 $2,019 $2,069 $2,120 $2,170 $2,279 $2,393 $2,512 $2,638
3 $2,071 $2,123 $2,175 $2,227 $2,338 $2,455 $2,578 $2,707
4 $2,125 $2,178 $2,232 $2,285 $2,399 $2,519 $2,645 $2,777
5 $2,181 $2,235 $2,290 $2,344 $2,461 $2,584 $2,714 $2,849
6 $2,246 $2,302 52,358 $2,414 $2,535 $2,662 $2,795 $2,935
7 $2,313 $2,371 $2,429 $2,487 $2,611 $2,742 $2,879 $3,023
8 $2,383 $2,442 $2,502 $2,561 $2,689 $2,824 $2,965 $3,113
9 $2,454 $2,516 $2,577 $2,638 $2,770 $2,909 $3,054 $3,207
10 $2,454 $2,591 $2,654 $2,717 $2,853 $2,996 $3,146 $3,303
11 $2,454 $2,591 $2,734 $2,799 $2,939 $3,086 $3,240 $3,402
12 $2,454 $2,591 $2,734 $2,883 $3,027 $3,178 $3,337 $3,504
13 $2,454 $2,591 S2,734 $2,969 $3,118 $3,274 $3,437 $3,609
14 $2,454 $2,591 52,734 $2,969 $3,211 $3,372 $3,541 $3,718
15 $2,454 $2,591 $2,734 52,969 $3,308 $3,473 $3,647 $3,829
16 $2,454 $2,591 $2,734 52,969 $3,407 $3,577 $3,756 $3,944
17 $2,454 $2,591 $2,734 52,969 $3,509 $3,685 $3,869 $4,062
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2024-2025 Base + Enrichment

Appendix D

1 $66,933 $68,605 $70,278 $71,951 $75,550 $79,326 $83,294 $87,458
2 $68,673 $70,389 $72,105 $73,822 $77,513 $81,389 $85,458 $89,733
3 570,456 $72,218 $73,979 $75,742 579,529 $83,505 587,680 592,066
4 572,289 $74,095 $75,905 $77,711 581,597 $85,677 589,960 594,458
5 $74,169 $76,023 $77,879 $79,731 583,718 $87,904 $92,301 $96,913
6 $76,394 $78,304 $80,213 $82,123 $86,231 $90,542 $95,067 $99,822
7 $78,685 $80,652 $82,619 $84,588 $88,817 $93,258 $97,921 $102,816
8 $81,047 $83,072 $85,099 $87,125 $91,480 $96,055 $100,858 $105,900
9 583,478 $85,564 $87,652 589,738 594,225 $98,938 $103,883 $109,077
10 583,478 $88,132 $90,280 $92,432 $97,052 $101,906 $107,000 $112,350
11 583,478 $88,132 $92,989 $95,204 $99,964 $104,962 $110,210 $115,720
12 583,478 $88,132 $92,989 $98,060 $102,962 $108,111 $113,517 $119,193
13 583,478 $88,132 $92,989 $101,001 $106,051 $111,353 $116,922 $122,768
14 583,478 $88,132 $92,989 $101,001 $109,232 $114,695 $120,429 $126,452
15 583,478 $88,132 $92,989 $101,001 $112,510 $118,136 $124,043 $130,244
16 583,478 $88,132 $92,989 $101,001 $115,887 $121,679 $127,764 $134,153
17 583,478 $88,132 $92,989 $101,001 $119,363 $125,331 $131,596 $138,177
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Appendix E

2024-2025 Per Diem
1 $351.16
2 $360.29
3 $369.65
4 $379.26
5 $389.12
6 $400.80
7 $412.82
8 $425.21
9 $437.97
10 $437.97
11 $437.97
12 $437.97
13 $437.97
14 $437.97
15 $437.97
16 $437.97
17 $437.97

$359.94
$369.30
$378.89
$388.74
$398.85
$410.82
$423.14
$435.84
$448.91
$462.38
$462.38
$462.38
$462.38
$462.38
$462.38
$462.38
$462.38

$368.71
$378.30
$388.13
$398.23
$408.59
$420.84
$433.46
$446.47
$459.86
$473.65
$487.86
$487.86
$487.86
$487.86
$487.86
$487.86
$487.86

$377.49
$387.31
$397.38
$407.71
$418.31
$430.86
$443.79
$457.10
$470.81
$484.95
$499.49
$514.47
$529.90
$529.90
$529.90
$529.90
$529.90

$396.37
$406.67
$417.25
$428.10
$439.23
$452.41
$465.98
$479.95
$494.35
$509.18
$524.46
$540.19
$556.39
$573.09
$590.28
$608.00
$626.24

$416.18
$427.01
$438.11
$449.50
$461.19
$475.03
$489.28
$503.95
$519.08
$534.65
$550.68
$567.21
$584.21
$601.75
$619.80
$638.39
$657.55

$437.00
$448.36
$460.01
$471.97
$484.25
$498.77
$513.74
$529.15
$545.02
$561.37
$578.22
$595.57
$613.43
$631.83
$650.79
$670.31
$690.42

$458.85
$470.78
$483.02
$495.57
$508.45
$523.71
$539.42
$555.61
$572.27
$589.44
$607.12
$625.35
$644.10
$663.43
$683.32
$703.83
$724.95
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APPENDIX F-1

SCHEDULE A:
High School Positions

Appendix B
Based on % of 6-7 years
" +5% "+10% "+20%

5 6-7 8-10 11-15 16+

Years of Experience 0 1 2 3
ASB 5,218|5,393(5,573 5,762
Band
Drama

Choral Music

Yearbook 3,352 3,467 3,584 3,705
DECA

FFA

FCCLA

Jazz Band 2,608]2,697( 2,786 2,881

Newspaper

Hi-Q 2,235
Natl Honor Society

Link Crew

1,636

Art Club German Club
Bearcat Enterprises Knowledge Bowl
Debate Club Literacy Club
French Club Science Club

5,955

3,829

2,978

6,156 16,367 (6,685|7,004| 7,640

3,958 (4,092]4,297(4,502[ 4,911

3,079(3,184] 3,343 3,502 3,821

Skills USA

Spanish Club

Sports Medicine

Technology Student Association
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SCHEDULE B:

Middle/Elementary School Positions

Years of Experience

Middle School

Yearbook
Band
Jazz Band

Middle School
Choir

Middle School Advisors
Elementary School Advisors

Elementary/Middle Schools
Intramurals/ Activities

0

1,825

1,565

1,461

784

1,950

1,676

836

1,564

2,017

1,727

866

2,156

1,848

923

6-7

2,230

1,910

953

APPENDIX F-2

Based on % of 6-7 years
" +5% " +10% " +20%

8-10

2,341

2,006

1,001

16+

2,675

2,292

1,144

For each year of this Agreement the District may allocate to each elementary and middle school a number of full
stipends to be paid for supervision of intramural or other student activities that are not listed on the co-curricular
schedule. As soon as it is known, the District will inform the Association President of the number of full stipends
available at each school for each year of this Agreement. The pay for a full stipend shall be based on Group D,
years 0, 1, and 2, and in accordance with the following formula.

Stipend Level
Full
3/4
2/3
1/2
1/3
1/4

# of
Days

36
27
24
18
12
9

N e
(S REO, R, RIO, R0, B0, |

Tot.
Hrs.
54
40.5
36
27
18
13.5

The hours are to be worked in
addition to the 30 minute
before/after school requirement.
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p_ﬁ MONROE
/7M. SCHOOL DISTRICT

MONROE SCHOOL DISTRICT NO. 103
EVALUATION PROCESS IDENTIFICATION FORM

Teacher: «First_Name» «Last_Namex» School:
Grade/Subject: «Position> School Year:
Evaluator:

According to the current contract provision:

E. Evaluation Processes to be Used:

APPENDIX H-1

«Location>
{School Year}

«Evaluator:

There are two (2) evaluation processes that may be used: (1) a comprehensive evaluation
process, and (2) a focused evaluation process. The comprehensive process is outlined in
Section 5 herein and the focused evaluation process in Section 6. A form, Appendix A, will be
used to identify for each classroom teacher what evaluation process is to be used.

For the 2018-19 school year, your evaluation process will be:

Type of Evaluation: «M_201819

Teacher:

«First_Name:» «Last_Name:»

Evaluator:

«FEvaluator:

Date:

Date:
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APPENDIX H-2

Monroe School District
Instructional and Professional Growth Plan (Classroom Teacher)

EMPLOYEE SCHOOL YEAR
POSITION SCHOOL
SUPERVISOR POSITION

State two (2) instructional and/or professional goals on which you wish to focus during this school year. In choosing and
developing the goals, please consider district, building and/or department goals for the current year, as well as any
recommendations that were made on the previous year’s final evaluation report. (Attach additional pages as necessary.)

GOAL ONE:

ACTION PLAN:

MEASURE OF GOAL ATTAINMENT:

TIME LINE:

RELEVANT TO EVALUATIVE CRITERIA

GOAL TWO:

ACTION PLAN:

MEASURE OF GOAL ATTAINMENT:

TIME LINE:

RELEVANT TO EVALUATIVE CRITERIA

The above instructional and professional growth plan has been mutually developed and planned. Both of the undersigned
agree that the goals are reasonable and obtainable.

STAFF SIGNATURE DATE

SUPERVISOR SIGNATURE DATE
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APPENDIX H-3

MONROE SCHOOL DISTRICT
PRE-OBSERVATION CONFERENCE FORM

Name Evaluator

1. Objective of lesson:

2. Activities relevant to above objectives (include methods of data collection, measurement instruments, etc.):
3. Suggested times for observation:

Evaluatee Signature Evaluator Signature

Date Date

129



APPENDIX H-4

MONROE SCHOOL DISTRICT
OBSERVATION FORM (Optional for Evaluator)

Name From: to:

day/date time
Class/subject Planned activities (test, discussion, group, etc.)
Time: Event Notes:

General observations: (Classroom environment, organization within classroom, student management)

Date/time of post observation conference Evaluator
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APPENDIX H-5

MONROE SCHOOL DISTRICT
POST OBSERVATION CONFERENCE FORM

Name Post Observation Date

Comments and/or recommendations regarding observation held on

Note:  Any evaluatee comments are to be included as a separate item following evaluator comments and
recommendations.

Evaluatee Signature Evaluator Signature

Date Date

(Signature indicates receipt only; employee may attach or submit additional comments.)
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APPENDIX H-6
MONROE SCHOOL DISTRICT
ANNUAL EVALUATION REPORT
(Classroom Teacher)

90 day
Final
Other

Dates of Observations:

Evaluatee: Evaluator:

Position: Position:

Building:

EVALUATION CRITERIA:

1. INSTRUCTIONAL SKILLS The classroom teacher demonstrates competent level of knowledge and skill in

designing and conducting an instructional experience.

a) Considers the individual needs, skills and abilities of students in designing a learning experience.
b) Plans, develops and uses instructional activities that are consistent with identified District learning objectives.
c) Plans and develops instructional activities which accommodate individual differences.
d) Implements established instructional plans making adjustments as needed.
e) Assesses student progress using a variety of evaluation strategies.
f) Provides timely feedback to students concerning their progress.
g) Analyzes assessment information to plan future instructional experiences.
h) Reflects on their teaching to consider if goals were met and if a lesson is effective.
1) Selects and uses a variety of instructional methods consistent with the skills and abilities of the students, the
content and processes of the learning experiences and the desired learning outcomes.
COMMENTS:

2. CLASSROOM MANAGEMENT The classroom teacher demonstrates a competent level of knowledge and skill

in organizing the physical and human elements in the educational setting.

a) Establishes and communicates to parents and students clear expectations for classroom operational processes and
procedures e.g.. grading/reporting procedures, attendance policies, homework expectations, student behavior, etc.

b) Provides for active student participation by organizing individual, small group or large group activities as
appropriate to the specific learning experience.

¢) Organizes and implements a flow of activities that continually maintains learning.

d) Organizes and utilizes the physical environment so it contributes to learning.

e) Uses teaching strategies that personalize the learning process and encourage success for all students.

COMMENTS:

3. PROFESSIONAL PREPARATION AND SCHOLARSHIP The classroom teacher exhibits evidence of having

theoretical background and knowledge of the principles and methods of teaching and a commitment to
education as a profession.

a)

Is familiar with current learning theories and basic principals of human growth and development and considers
them in the design and implementation of learning experiences.
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Appendix H-6 (continued)

b) Selects and participates in professional activities apart from instructional responsibilities which contribute to the
learning environment.
c) Applies research, knowledge, and skills from professional development opportunities to improve practice.

COMMENTS:

4. EFFORTS TOWARD IMPROVEMENT WHEN NEEDED The classroom teacher demonstrates an awareness
of limitations and strengths and demonstrates continued professional growth.
a) Uses self-assessment to identify performance strengths, limitations and needs.
b) Uses information from a variety of sources to improve performance.
¢) Plans for performance improvement utilizing available mentoring and support.
d) Implements plans for performance improvement.

COMMENTS:

5. THE HANDLING OF STUDENT DISCIPLINE AND ATTENDANT PROBLEMS The classroom teacher
demonstrates the ability to manage the non-instructional human dynamics in the educational setting.
a) Establishes and communicates to students and parents specific expectations related to individual student behavior.
b) Responds to student behavior on a case by case basis in a manner intended to result in a positive behavior change.
c) Assists students in developing personal responsibility for their own behavior as related to established expectations.
d) Recognizes conditions and/or situations which may lead to disciplinary problems and responds in order to prevent

a potential problem.

e) Develops strategies for promoting positive interpersonal relationships in the classroom.
f) Recognizes and utilizes available resources to understand and respond to student behaviors.

COMMENTS:

6. INTEREST IN TEACHING STUDENTS The classroom teacher demonstrates an understanding of and
commitment to each student, taking into account each individual’s unique background and characteristics. The
classroom teacher demonstrates enthusiasm for or enjoyment in working with students.

a) Respects individual differences and demonstrates equitable treatment of students without regard to cultural, ethnic,
economic, religious, social, physical, gender, age, cognitive and/or other differences.

b) Encourages equitable student participation by accommodating individual difference

¢) Enjoys the process of working with students

d) Recognizes and acts to eliminate demeaning language and biases

e) Is sensitive to the level of participation of his/her students.

COMMENTS:

7. KNOWLEDGE OF SUBJECT MATTER The classroom teacher demonstrates a depth and breadth of
knowledge of theory and content in general education and subject matter specialization(s) appropriate to the
elementary and/or secondary level(s).
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Appendix H-6 (continued)

a) Implements programs(s) in a manner that demonstrates a depth and breadth of knowledge consistent with the
applicable subject matter area(s) and grade level.

b) Keeps current with new developments, ideas, and events in the subject matter(s)/area(s).

c) Integrates subject matter area(s) with other disciplines.

d) Assists students in understanding the relationships and relevance of subjects taught to the students’ educational or
life experiences.

e) Continues to grow and develop professionally by enhancing content knowledge, instructional skills, and
technological skills.

COMMENTS:

8. PROFESSIONAL RESPONSIBILITIES The classroom teacher interacts with students, colleagues, and

community members purposefully and effectively. The individual sees teaching as more than meeting with
students and works with peers to identify and act on problems in the classroom and schools.

a) Maintains accurate records of student completion of assignments, student progress toward learning, and non-
instructional areas, e.g. permission slips, attendance, lunch, etc.

b) Maintains appropriate communication with families about the instructional program and individual student
progress.

c) Contributes to efforts to achieve district and building goals.

d) Observes laws and District policies, procedures and regulations which have application to and implications for
the professional’s responsibilities.

e) Makes contributions to their school and District through professional relationships with colleagues, service to
their school, and participation in school and district projects.

f) Demonstrates professional and ethical conduct as defined by state law and district policy.

COMMENTS:

EVALUATOR RECOMMENDATION/SUMMATION:

Satisfactory Unsatisfactory

EVALUATEE COMMENTS:

DATE OF ANNUAL CONFERENCE:

EVALUATOR SIGNATURE: (date delivered: )

EVALUATEE SIGNATURE: (date received: )
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APPENDIX H-7
MONROE SCHOOL DISTRICT
ANNUAL EVALUATION REPORT

(Support Staff)
90 day
Final
Other
Dates of Observations:
Evaluatee: Evaluator:
Position: Position:

Building:

EVALUATION CRITERIA:

1. KNOWLEDGE OF SCHOLARSHIP IN SPECIAL FIELD Each certificated support person demonstrates a
depth and breadth of knowledge of theory and content in the special field. He/she demonstrates an understating
of and knowledge about common school education and the education in grades K-12 and demonstrates the
ability to integrate the area of specialty into the school.

a) Observes Washington State and federal laws, rules and regulations applicable to the area of specialization.

b) Implements district policies and procedures consistent with state and federal regulations.

c¢) Demonstrates an understanding of learning theory and basic principles of human growth and development.

d) Provides rationale for the procedures and processes used in the area of specialty.

e) Relates and applies knowledge, research findings, and theory derived from the individual’s area of specialty to the
development of a program of services.

f) Utilizes skill in the area of specialty to support the students’ total educational program.

g) Selects and participates in professional activities apart from assigned responsibilities which contribute to the
educational environment.

COMMENTS:

2. SPECIALIZED SKILLS Each certificated support person demonstrates in a competent level of skill and
knowledge in designing and conducting specialized programs of prevention, instruction, remediation and
evaluation.

a) Administers assessment instruments and/or instructs others who will administer assessment instruments.
b) Prepares case study materials and provides to others as required.
c) Assists students, parents and staff in understanding and using evaluative information consistent with the intended
use/limitations of the given data.
d) Uses comparative and interpretive data to develop a program that provides services for students consistent with
information provided by the data.
e) Assists other staff in using information from the area of specialty to student(s) in the classroom program.
f) Develops goals and objectives which facilitate the implementation of programs and services for students.
COMMENTS:
3. MANAGEMENT OF SPECIAL AND TECHNICAL ENVIRONMENT Each certificated support person

demonstrates an acceptable level of performance in managing and organizing the special materials, and
environment essential to the specialized programs.
a) Selects or recommends materials, equipment and/or assessment tools consistent with the student needs.
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Appendix H-7 (continued)

b) Demonstrates and understanding of the intended use, limitations and restrictions of materials, procedures and/or
assessment tools within the area of specialty.

c¢) Uses materials, procedures and/or assessment tools within the area of specialty in accordance with intended
purposes.

d) Fosters an environment which provides privacy and protects student and family information consistent with
federal and state regulations and district policies.

e) Continues to grow and develop professionally by enhancing content knowledge, instructional skills,
and technological skills.

COMMENTS:

4. THE SUPPORT PERSON AS A PROFESSIONAL Each certificated support person demonstrates awareness
of personal limitations and strengths and demonstrates continued professional growth.
a) Keeps current with changes in the law, new developments, ideas and events related to the special field(s).
b) Uses self-assessment to identify performance strengths, limitations and needs.
¢) Uses information from a variety of sources to improve performance.
d) Responds to suggestions for performance improvement by providing rationale for acceptance or rejection.
e) Plans for performance improvement utilizing available mentoring and support.
f) Implements plans for performance improvement.
g) Selects and participates in professional growth activities.
h) Applies research, knowledge, and skills from professional development opportunities to improve
practice.
i) Contributes to efforts to achieve district and building goals.

COMMENTS:

5. INVOLVEMENT IN ASSISTING STUDENTS, PARENTS AND EDUCATIONAL PERSONNEL Each
certificated support person demonstrates an acceptable level of performance in offering specialized assistance in
identifying those needing specialized programs.

a) Respects individual differences and demonstrates equitable treatment of students without regard to cultural, ethnic,
economic, religious, social, physical, gender, age, cognitive and/or other differences.

b) Identifies those students needing specialized programs and/or services.

¢) Consults with other staff, school personnel, parents and students concerning the development, coordination, and/or
extension of services to those needing specialized programs.

d) Develops and implements preventive and developmental program(s) that serve the needs of the school population
and the special needs of students.

e) Communicates the characteristics and needs of students to parents, staff, students and community members in
group and individual settings.

COMMENTS:

6. PROFESSIONAL RESPONSIBILITIES The support person interacts with students, colleagues, and
community members purposefully and effectively. The individual sees teaching as more than meeting with
students and works with peers to identify and act on problems in the classroom and schools.

a) Reflects on their teaching to consider if goals were met and if a lesson is effective.
b) Is sensitive to the level of participation of their students.
¢) Makes accurate judgments about the effectiveness of their lessons.
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Appendix H-7 (continued)

d) Maintains accurate records of student completion of assignments, student progress toward learning, and non-
instructional areas e.g. permission slips, attendance, lunch etc.

e) Maintains appropriate communication with families about the instructional program and individual student
progress.

f) Makes contributions to their school and District through professional relationships with colleagues, service to
their school and participation in school and district projects.

g) Continues to grow and develop professionally by enhancing content knowledge and instructional skills, and
by providing service to their profession.

h) Makes contributions to his/her school and district through professional relationships with
colleagues, service to his/her school, and participation in school and district projects.

i) Demonstrates professional and ethical conduct as defined by state law and district policy.

COMMENTS:

EVALUATOR RECOMMENDATION/SUMMATION:

Satisfactory Unsatisfactory

EVALUATEE COMMENTS:

DATE OF ANNUAL CONFERENCE:

EVALUATOR SIGNATURE: (date delivered: )

EVALUATEE SIGNATURE: (date received: )
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APPENDIX H-8
MONROE SCHOOL DISTRICT

SHORT FORM ANNUAL EVALUATION REPORT

Name _ School

Assignment School Year

The above named employee has qualified for a short form evaluation by receiving a satisfactory annual evaluation for four
(4) years as a certificated employee of the Monroe School District. This short form evaluation is based upon verified factual
information and direct observation obtained through one of the following. Observation dates are to be included in the
appropriate blanks.

A. One (1) thirty (30) minute observation with a written summary which occurred on
B. Two (2) observations totaling sixty (60) minutes without written summaries which occurred on
and on
C. A series of walk-through observations totaling sixty (60) minutes without written summaries. These observations

occurred on the following dates:

EVALUATION:

The above named certificated employee has been evaluated and found to be satisfactory. (Check one.)

A. A written summary of a thirty (30) minute observation. Attach a copy of the observation report.

B. An annual evaluation report based on two (2) observations and totaling sixty (60) minutes without written
summaries. Attach a copy of the annual evaluation report.

C. An annual evaluation report based on an accumulative total of sixty (60) minutes of walk-through observations
without written summaries. Attach a copy of the annual evaluation report.

Employee’s Signature Date

Evaluator’s Signature Date
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MONROE SCHOOL DISTRICT

PROFESSIONAL GROWTH OPTION PLAN

APPENDIX H-9

Planning Worksheet
Staff Member: Assignment: Supervisor:
School Year: Work Site: Conference Date:
Goal(s) Activity(ies), Procedures Indicators of Goal Evaluation
Resources for Goal Accomplishment
Staff Signature: Supervisor Signature:

Support Personnel (If applicable):
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APPENDIX H-10
MONROE SCHOOL DISTRICT

PROFESSIONAL GROWTH OPTION PLAN

VERIFICATION
Name: School: Year:
Supervisor: Grade:

Subjects:

Goal(s): Teacher, Student, Program, Organizational (to be completed by staff member)

Identify Self-Assessment Instrument(s) Used:

To be completed by supervisor:

Planning worksheet and activities verifying progress toward goal attainment were completed.

Through routine observation, ‘s overall performance has
been satisfactory and has met statutory requirements.

Staff Signature: Date:

Supervisor Signature Date
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APPENDIX H-11, H-12, H-13

TPEP EVALUATION FORMS (noted in CBA):

1. Appendix H-11 — Teacher Self-Evaluation

2. Appendix H-12 — Comprehensive Goal Setting

3. Appendix H-13 — Transitional Professional Growth Option (TPGO Form)

If using a paper contract and unable to click on links above, the following navigation will take you to the
documents:

Monroe.wednet.edu/staff-hub/directory 2 Departments 2 Human Resources 2 Evaluations 2 Certificated
Staff & Administrators 2 bottom of page 2 Monroe Education Association Collective Bargaining Agreement
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https://www.monroe.wednet.edu/uploaded/STAFF_HUB/Human_Resources/Evaluations/Certificated_Admin_Evaluations/TPEP_-_Appendix_H-11_Teacher_Self-Evaluation.pdf
https://www.monroe.wednet.edu/uploaded/STAFF_HUB/Human_Resources/Evaluations/Certificated_Admin_Evaluations/TPEP_-_Appendix_H-12_Comprehensive_Goal_Setting_-_wr.docx
https://www.monroe.wednet.edu/uploaded/STAFF_HUB/Human_Resources/Evaluations/Certificated_Admin_Evaluations/TPEP_-_Appendix_H-13_TPGO_Form_(WR).pdf

APPENDIX I-1
Grievance Form A

NOTICE OF GRIEVANCE
Type or Print:
Grievant Date
Home Address of Grievant
Telephone School
Immediate Supervisor
Years in School System Subject Area or Grade

Association Representative

STATEMENT OF GRIEVANCE:

Date of Grievance

Sections of Agreement relied on or claimed to be violated

Persons/persons involved

Nature of grievance and circumstances out of which it arose:

RELIEF SOUGHT:

Signature of Grievant
DISTRIBUTION OF FORM:

Association Representative
Association

Immediate Supervisor
Grievant

Superintendent
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APPENDIX I-2
Grievance Form B

DECISION OF SCHOOL PRINCIPAL OR IMMEDIATE SUPERVISOR

(To be completed by school principal or immediate supervisor within 7 days after meeting.)

Grievant Date of Meeting

School

School Principal/Immediate Supervisor

DECISION AND PROPOSED SETTLEMENT OF SCHOOL PRINCIPAL OR IMMEDIATE
SUPERVISOR AND REASONS THEREFOR:

Date of Decisions Signature of School Principal or Immediate Supervisor

GRIEVANT’S RESPONSE: (To be completed by grievant within 7 days of decision.)

I accept the above decision.

I hereby refer the above decision to the Superintendent for review.

Date of Response Signature of Grievant

DISTRIBUTION OF FORM:
Association Representative
Association

Immediate Supervisor
Grievant

Superintendent
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APPENDIX I-3
Grievance Form C

DECISION BY SUPERINTENDENT OR DESIGNEE

(To be completed by superintendent within seven (7) days after meeting.)

Grievant

Date Appeal Received by Superintendent Date of Meeting Held by Superintendent

DECISION OF SUPERINTENDENT AND REASONS THEREFOR:

Date of Decisions Signature of Superintendent

GRIEVANT’S RESPONSE: (To be completed by grievant within 7 days of decision.)

I accept the above decision.

I hereby submit this grievance to Step 3.

Date of Response Signature of Grievant

DISTRIBUTION OF FORM:
Association Representative
Association

Immediate Supervisor
Grievant

Superintendent
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APPENDIX J

Chapter 392-136 WAC

FINANCE—CONVERSION OF ACCUMULATED SICK
LEAVE

WAC

392-136-003 Authority.

392-136-005 Purpose.

392-136-010 Definitions.

392-136-015 Annual conversion of accumulated sick leave.

392-136-020 Conversion of sick leave upon separation from district
employment.

392-136-025 Conversion of sick leave upon retirement or death for
postretirement medical benefits.

392-136-060 Application to school districts.

392-136-065 School districts—Board authority—Subject to collec-
tive bargaining if applicable.

392-136-070 School districts—Basis of accounting for accumulated
sick leave balance for buy out purpose.

392-136-075 School districts—Annual one hundred eighty-day limi-
tation on accumulated sick leave balance for buy
out purpose.

392-136-085 School districts—Previous payments in connection with

excess accumulations of sick leave disregarded.

WAC 392-136-003 Authority. The authority for this
chapter as applied to educational service districts is RCW
28A.310.490 which authorizes the superintendent of public
instruction to adopt rules and regulations related to a manda-
tory attendance incentive program for all employees of edu-
cational service districts. The authority for this chapter as
applied to school districts is RCW 28A.400.210 which autho-
rizes the superintendent of public instruction to adopt rules
and regulations related to a permissive attendance incentive
program for employees of school districts.

[Statutory Authority: 1990 c33. 90-16-002 (Order 18), § 392-136-003, filed

7/19/90, effective 8/19/90. Statutory Authority: RCW 28A.21.360 and
28A.58.096. 84-04-034 (Order 84-2), § 392-136-003, filed 1/26/84.]

WAC 392-136-005 Purpose. The purpose of this chap-
ter is to implement RCW 28A.400.210 and 28A.310.490
which provide for compensating school district and educa-
tional service district employees for accumulated sick leave.
The rules set forth in this chapter are not intended to govern
the leave policies of a district for other purposes.

[Statutory Authority: 1990 ¢ 33. 90-16-002 (Order 18), § 392-136-005, filed
7/19/90, effective 8/19/90. Statutory Authority: RCW 28A.21.360 and
28A.58.096. 84-04-034 (Order 84-2), § 392-136-005, filed 1/26/84. Statu-
tory Authority: RCW 28A.58.097. 82-16-036 (Order 82-6), § 392-136-005,

filed 7/28/82. Statutory Authority: 1980 ¢ 182 §§ 5 and 6. 80-12-029 (Order
80-23), § 392-136-003, filed 8/28/80.]

WAC 392-136-010 Definitions. As used in this chapter:

(1) The term "month of employment” shall mean each
calendar month during which an individual is considered by a
school or educational service district to be an employee of the
district by virtue of the existence of an oral or written con-
tractual relationship which either obligates the individual to
perform services during the month or thereafter or obligates
the district to provide compensation to the individual during
the month or thereafter for services provided, or both.

(8/23/05)

(2) The terms "full day" and "full day of sick leave" shall
each mean and be equivalent to one day of full-time employ-
ment for each employee or classification of employees as
established by policies now or hereafter adopted by each
individual school and educational service district board or by
the pertinent terms of applicable collective bargaining con-
tracts, or both.

(3) The term "full-time daily rate of compensation” shall
mean the salary of an employee or classification of employ-
ees for each full day of employment exclusive of supplemen-
tal pay such as extracurricular pay, overtime pay, standby pay
and premium pay, and exclusive of fringe benefits such as
health insurance premiums and other forms of insurance pre-
miums.

(4) The term "sick leave" shall mean leave granted to an
employee for the purpose of absence from work with pay in
the event of illness or injury, or both.

[Statutory Authority: RCW 28A.21.360 and 28A.58.096. 84-04-034 (Order

84-2), § 392-136-010, filed 1/26/84. Statutory Authority: 1980 ¢ 182 §§ 5
and 6. 80-12-029 (Order 80-23), § 392-136-010, filed 8/28/80.]

WAC 392-136-015 Annual conversion of accumu-
lated sick leave. (1) Commencing in January 1981, and each
January thereafter, each eligible, current employee of a
school district and educational service district may elect to
convert excess sick leave to monetary compensation as pro-
vided in this section.

(2) Eligible employees, excess sick leave and the conver-
sion of excess sick leave to monetary compensation shall be
determined as follows:

(a) Eligible employees: In order to be eligible to convert
excess sick leave days to monetary compensation, an
employee:

(1) Shall be an employee of an educational service dis-
trict or an employee of a school district that has adopted an
attendance incentive program covering such employee pursu-
ant to WAC 392-136-065;

(i1) Shall have accumulated in excess of sixty full days of
unused sick leave at a rate of accumulation no greater than
one full day per month (a maximum of twelve days per year)
as of the end of the previous calendar year; and

(i11) Shall provide written notice to his or her employer
during the month of January of his or her intent to convert
excess sick leave days to monetary compensation.

(b) Excess sick leave: The number of sick leave days
which an eligible employee may convert shall be determined
by:

(1) Taking the number of sick leave days in excess of
sixty full days that were accumulated by the employee during
the previous calendar year at a rate of accumulation no
greater than one full day per month of employment as pro-

[Ch. 392-136 WAC—p. 1]



392-136-020

vided by the leave policies of the district(s) of employment (a
maximum of twelve days per year), and

(11) Subtracting therefrom the number of sick leave days
used by the employee during the previous calendar year.

The remainder, if positive, shall constitute the number of
sick leave days which may be converted to monetary com-
pensation.

(c) Rate of conversion: Sick leave days that are eligible
for conversion shall be converted to monetary compensation
at the rate of twenty-five percent of an employee's current,
full-time daily rate of compensation for each full day of eligi-
ble sick leave. Partial days of eligible sick leave shall be con-
verted on a pro rata basis.

(3) All sick leave days converted pursuant to this section
shall be deducted from an employee's accumulated sick leave
balance.

(4) Compensation received pursuant to this section shall
not be included for the purpose of computing a retirement
allowance under any public retirement system in this state.
[Statutory Authority: RCW 284 .21.360 and 28A.58.096. 84-04-034 (Order

84-2), § 392-136-015, filed 1/26/84. Statutory Authority: 1980 ¢ 182 §§ 5
and 6. 80-12-029 (Order 80-23), § 392-136-015, filed 8/28/80.]

WAC 392-136-020 Conversion of sick leave upon
separation from district employment. (1) Eligible employ-
ees: Upon separation from district employment the following
employees may personally, or through their estate in the
event of death, elect to convert all eligible, accumulated,
unused sick leave up to a maximum of one hundred eighty
days to monetary compensation as provided in this section:

(a) Eligible educational service district employees are
those who terminate employment with the educational ser-
vice district due to either retirement or death.

(b) Eligible school district employees are those who
qualify under an attendance incentive program established by
the school district board of directors pursuant to WAC 392-
136-065 and who:

(1) Separate from employment with the school district
due to death or retirement; or

(i1) After June 7, 2000, separate from employment with
the school district and are at least age fifty-five and:

(A) Have at least ten years of service under teachers'
retirement plan 3 as defined in RCW 41.32.010(40), or under
the Washington school employees' retirement system plan 3
as defined in RCW 41.35.010(31); or

(B) Have at least fifteen years of service under teachers'
retirement system plan 2 as defined in RCW 41.32.010(39),
under Washington school employees' retirement system plan
2 as defined m RCW 41.35.010(30), or under public employ-
ees' retirement system plan 2 as defined in RCW 41.40.010
(34).

(¢) In order to receive reimbursement for unused sick
leave, by virtue of retirement pursuant to subsection (1)(a) or
(1)(b)(1) of this section the employee must have separated
from such employment and have been granted a retirement
allowance under the laws governing the teachers' retirement
system, the public employees' retirement system, or the
school employees' retirement system whichever applies;
however, it is not necessary that the employee actually file
for retirement prior to the date of his or her separation so long
as the application is thereafter filed within a reasonable

[Ch. 392-136 WAC—p. 2]

Sick Leave Time

period of time and without the occurrence of any intervening
covered employment.

(d) Eligible school district employees who qualify under
an attendance incentive program established by the school
district board of directors pursuant to WAC 392-136-065 and
who have previously separated from a school district due to
retirement may cash out subsequent eamned sick leave under
the following exceptions:

(1) The employee ceases receipt of retirement benefits
and reestablishes membership in the retirement system,
including resuming payments into the system; or

(i1) The employee establishes, and makes payment into,
a second retirement system from which they may subse-
quently retire.

(2) Eligible sick leave days include all unused sick leave
days that have been accumulated from year to year up to a
maximum of the number of contracted days agreed to in a
given contract, but not greater than one year, by an eligible
employee, less sick leave days previously converted pursuant
to WAC 392-136-015 and those credited as service rendered
for retirement purposes.

(3) Rate of conversion: Sick leave days that are eligible
for conversion shall be converted to monetary compensation
at the rate of twenty-five percent of an employee's full-time
daily rate of compensation at the time of termination of
employment for each full day of eligible sick leave. Partial
days of eligible sick leave shall be converted on a pro rata
basis.

(4) Deduction of converted days: All sick leave days
converted pursuant to this section shall be deducted from an
employee's accumulated sick leave balance.

(5) Exclusion from retirement allowance: Compensation
received pursuant to this section shall not be included for the
purpose of computing a retirement allowance under any pub-
lic retirement system in this state.

[Statutory Authority: Chapter 28A.150 RCW. 05-17-175, § 392-136-020,
filed 8/23/05, effective 9/23/05. Statutory Authority: RCW 28A.400.210.
01-11-098, § 392-136-020, filed 5/18/01, effective 6/18/01. Statutory
Authority: RCW 28A.21.360 and 28A.58.096. 84-04-034 (Order 84-2), §
392-136-020, filed 1/26/84. Statutory Authority: RCW 28A.58.100(2). 82-
16-038 (Order 82-8), § 392-136-020, filed 7/28/82. Statutory Authority:

1980 ¢ 182 §§ 5 and 6. 80-12-029 (Order $0-23), § 392-136-020, filed
$/28/80.]

WAC 392-136-025 Conversion of sick leave upon
retirement or death for postretirement medical benefits.
School districts and educational service districts may, in lieu
of monetary compensation, as provided for in WAC 392-136-
020, make payment to an organization for postretirement
medical benefits when each of the following conditions have
been met:

(1) The organization is authorized under law to engage in
the receipt and management of moneys for postretirement
medical benefits; and

(2) The organization and the employee have furnished a
signed statement holding the school district or educational
service district harmless for any loss, liability, or damages
that may occur arising from making the payment to the orga-
nization for postretirement medical benefits.

Moneys paid under this section for postretirement medi-
cal benefits shall not be included for the purpose of comput-

(8/23/05)
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Sick Leave Time

ing a retirement allowance under any public retirement sys-
tem in this state.

[Statutory Authority: RCW 28A.21.360 and 28A.58.096. 90-16-043 (Order
20), §392-136-025, filed 7/24/90, effective 8/24/90.]

WAC 392-136-060 Application to school districts.
The provisions of this chapter as applied to school districts
are applicable only to school district employees included
within an incentive attendance program established pursuant
to WAC 392-136-065. The provisions of WAC 392-136-060
through 392-136-085 are applicable only to school districts.

[Statutory Authority: RCW 28A.21.360 and 28A.58.096. 84-04-034 (Order
84-2), § 392-136-060, filed 1/26/84 ]

WAC 392-136-065 School districts—Board author-
ity—Subject to collective bargaining if applicable. Every
school district board of directors may establish an attendance
incentive program as provided for in this chapter for any or
all certificated and noncertificated employees: Provided,
That the terms and conditions of an attendance incentive pro-
gram for employees represented by a bargaining representa-
tive pursuant to either chapter 41.56 or 41.59 RCW, shall be
established and implemented in accordance with chapter
41.56 or 41.59 RCW, whichever chapter 1s applicable.

[Statutory Authority: RCW 28A.21.360 and 28A.58.096. 84-04-034 (Order
84-2), § 392-136-065, filed 1/26/84.]

WAC 392-136-070 School districts—Basis of
accounting for accumulated sick leave balance for buy
out purpose. Sick leave for buy out purpose shall be earned,
used, and converted to monetary compensation on a last-in
first-out (LIFO) basis in accordance with the provisions of
this chapter. The reduction to one hundred eighty days on
December 31, 1983 and each vear thereafter, as provided in
WAC 392-136-073, shall be on a LIFO basis, after the
December 31 balance has first been reduced for any front end
loaded unearned days which may be posted for sick leave
purpose but not earned for sick leave buy out purpose.

[Statutory Authority: RCW 28A.21.360 and 28A.58.096. 84-04-034 (Order
84-2), § 392-136-070, filed 1/26/84.]

WAC 392-136-075 School districts—Annual one
hundred eighty-day limitation on accumulated sick leave
balance for buy out purpose. The maximum accumulated
sick leave balance for buy out purpose shall be controlled as
follows:

(1) Commencing at midnight December 31, 1983 and on
each midnight December 31 thereafter, and prior to the addi-
tion of sick leave earned for January, but after the transac-
tions for sick leave earned and used for December and after
reductions of sick leave balance due to conversion of sick
leave during January, each employee of a school district shall
be limited for sick leave buy out purpose to a maximum
earned sick leave balance of one hundred eighty days on such
date and time. This balance does not include any front end
loaded or other days which may be posted for sick leave pur-
pose but not earned for sick leave buy out purpose.

(2) Commencing on January 31, 1984 and on the end of
each month thereafter there shall be added to the accumulated

(8/23/05)

392-136-085

sick leave balance of each employee for sick leave buy out
purpose sick leave eamed during that month.

(3) Each employee whose sick leave balance for buy out
purpose exceeds one hundred eighty days on midnight
December 31, computed in accordance with the first para-
graph of this section, shall lose days accumulated that are in
excess of this maximum in January of each year if such
employee fails to exercise the annual buy out option provided
for in this chapter or if such employee's sick leave buy out
balance exceeds this maximum for any other reason.

[Statutory Authority: RCW 28A.21.360 and 28A.58.096. 84-04-034 (Order
84-2), § 392-136-075, filed 1/26/84.]

WAC 392-136-085 School districts—Previous pay-
ments in connection with excess accumulations of sick
leave disregarded. Nothing in this chapter shall be construed
as requiring or allowing, on account of a previous accumula-
tion of sick leave in excess of one hundred eighty days, the
recovery of payments for either used or converted sick leave
made during the period of June 13, 1980, through July 23,
1983, to any school district employee who had been allowed
by his or her school district of employment to accumulate an
unused sick leave balance in excess of one hundred eighty
days. And nothing in this chapter shall be construed as requir-
ing or allowing the accumulated unused and unconverted sick
leave balance of any employee of a school district to be
reduced on account of any such payment.

[Statutory Authority: RCW 28A.21.360 and 28A.58.096. 84-04-034 (Order
84-2), § 392-136-085, filed 1/26/84.]

[Ch. 392-136 WAC—p. 3]
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APPENDIX M-1

Regular Classroom Teacher K-5
Hours earned

overby: overby: overby: overby: overby: overby:

1 2 3 4 5 6
Number of times per MONTH 12 H 12 H 12 H 1/2H 1H 1H
1 0.5 1.0 1.5 2.0 3.0 4.0
2 1.0 2.0 3.0 4.0 6.0 8.0
3 15 3.0 4.5 6.0 9.0 12.0
4 2.0 4.0 6.0 8.0 12.0 16.0
5 2.5 5.0 7.5 10.0 15.0 20.0
6 3.0 6.0 9.0 12.0 18.0 24.0
7 3.5 7.0 10.5 14.0 21.0 28.0
8 4.0 8.0 12.0 16.0 24.0 32.0
9 4.5 9.0 13.5 18.0 27.0 36.0
10 5.0 10.0 15.0 20.0 30.0 40.0
11 5.5 11.0 16.5 22.0 33.0 44.0
12 6.0 12.0 18.0 24.0 36.0 48.0
13 6.5 13.0 19.5 26.0 39.0 52.0
14 7.0 14.0 21.0 28.0 42.0 56.0
15 7.5 15.0 22.5 30.0 45.0 60.0
16 8.0 16.0 24.0 32.0 48.0 64.0
17 8.5 17.0 255 34.0 51.0 68.0
18 9.0 18.0 27.0 36.0 54.0 72.0
19 9.5 19.0 28.5 38.0 57.0 76.0
20 10.0 20.0 30.0 40.0 60.0 80.0
21 10.5 21.0 31.5 42.0 63.0 84.0
22 11.0 22.0 33.0 44.0 66.0 88.0
23 11.5 23.0 34.5 46.0 69.0 92.0
24 12.0 24.0 36.0 48.0 72.0 96.0
25 12.5 25.0 37.5 50.0 75.0 100.0
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Regular Classroom Teacher K-5
Dollars earned

APPENDIX M-2

| $19.61 | over by:| over by:| over by:| over by: | over by: over by:
1 2 3 4 5 (3
0.5 hr 0.5 hr 0.5 hr 0.5 hr 1 hr 1 hr
0.5 hr 1 hr 1.5 hr 2 hr 3 hr 4 hr

Number of 1 $11.63 $23.26 $34.89 $46.52 $69.78 $93.04
school days 2 $23.26 $46.52 $69.78 $93.04 $139.56 $186.08
in MONTH 3 $34.89 $69.78 | $104.67 $139.56 $209.34 $279.12
4 $46.52 $93.04 | $139.56 $186.08 $279.12 $372.16

5 $58.15 | $116.30 | $174.45 $232.60 $348.90 $465.20

6 $69.78 | $139.56 | $209.34 $279.12 $418.68 $558.24

7 $81.41 | $162.82 | $244.23 $325.64 $488.46 $651.28

8 $93.04 | $186.08 | $279.12 $372.16 $558.24 $744.32

9 $104.67 | $209.34 | $314.01 $418.68 $628.02 $837.36

10 $116.30 | $232.60 | $348.90 $465.20 $697.80 $930.40

11 $127.93 | $255.86 | $383.79 $511.72 $767.58 $1,023.44

12 $139.56 | $279.12 | $418.68 $558.24 $837.36 $1,116.48

13 $151.19 | $302.38 | $453.57 $604.76 $907.14 $1,209.52

14 $162.82 | $325.64 | $488.46 $651.28 $976.92 $1,302.56

15 $174.45 | $348.90 | $523.35 $697.80 | $1,046.70 $1,395.60

16 $186.08 | $372.16 | $558.24 $744.32 | $1,116.48 $1,488.64

17 $197.71 | $395.42 | $593.13 $790.84 | $1,186.26 $1,581.68

18 $209.34 | $418.68 | $628.02 $837.36 | $1,256.04 $1,674.72

19 $220.97 | $441.94 | $662.91 $883.88 | $1,325.82 $1,767.76

20 $232.60 | $465.20 | $697.80 $930.40 | $1,395.60 $1,860.80

21 $244.23 | $488.46 | $732.69 $976.92 | $1,465.38 $1,953.84

22 $255.86 | $511.72 | $767.58 | $1,023.44 | $1,535.16 $2,046.88

23 $267.49 | $534.98 | $802.47 | $1,069.96 | $1,604.94 $2,139.92

24 $279.12 | $558.24 | $837.36 | $1,116.48 | $1,674.72 $2,232.96

25 $290.75 | $581.50 | $872.25 | $1,163.00 | $1,744.50 $2,326.00
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Regular Classroom Teacher 6-12
Trigger event (per student, per period/section

APPENDIX M-3

Students Over 1 2 3 4 5 6
Total Hours .25hr .75hr 1.25hr |1.75hr |2.25hr 2.75hr
Base>>30 31 32 33 34 35 36
*Hours per student> 0.25 0.5 0.5 0.5 0.5 0.5
*Para educator time
Regular Classroom Teacher 6-12
Dollars earned (per student, per period/section)

S 23.26 over by: |overby: |overby: |overby: |overby: over by:
Hours per student 0.25 0.5 0.5 0.5 0.5 0.5
Total Hours 0.25 0.75 1.25 1.75 2.25 2.75
School 1S 582|S 1745(S 29.08 (S 40.71|S 5234|S 6397
Daysin 2| S 1163 (S 3489 (S 5815 (S 8141 |S 10467 | S 127.93
month 3| S 1745 (S 5234 | S 87.23 (512212 (S 157.01 | $ 191.90

4| S 23.26|S 69.78 | $116.30 | $162.82 | S 209.34 | S 255.86
5($ 29.08 | $ 87.23 | $145.38 | $203.53 | S 261.68 | S 319.83
6| S 34.89 | $104.67 | $174.45 | $244.23 | S 314.01 | $ 383.79
7S 40.71 | $122.12 | $203.53 | $284.94 | S 366.35 | S 447.76
8|S 46.52 | $139.56 | $232.60 | $325.64 | S 418.68 | $ 511.72
9 $ 52.34 [ $157.01 | $261.68 | $366.35 | S 471.02 | S 575.69
10| $ 58.15 | $174.45 | $290.75 | $407.05 | $ 523.35 (S 639.65
11| $ 63.97 | $191.90 | $319.83 | $447.76 | $ 575.69 | $ 703.62
12| S 69.78 | $209.34 | $348.90 | $488.46 | S 628.02 | S 767.58
13| $ 75.60 | $226.79 | $377.98 | $529.17 | S 680.36 | S 831.55
14| S 81.41 | $244.23 | $407.05 | $569.87 | S 732,69 [ S 895.51
15| $ 87.23 | $261.68 | $436.13 | $610.58 | S 785.03 | § 959.48
16/ S 93.04 | $279.12 | $465.20 | $651.28 | S 837.36 | $1,023.44
17| S 98.86 | $296.57 | $494.28 | $691.99 | S 889.70 | $1,087.41
18| $104.67 | $314.01 | $523.35 [ $732.69 | S 942.03 | $1,151.37
19| $110.49 | $331.46 | $552.43 | $773.40 | § 994.37 | $1,215.34
20[ $116.30 | $348.90 | $581.50 | $814.10 | $1,046.70 | $1,279.30
21 $122.12 | $366.35 | $610.58 | $854.81 | $1,099.04 | $1,343.27
22| $127.93 [ $383.79 | $639.65 | $895.51 | $1,151.37 | $1,407.23
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Regular Classroom Teacher 6-12
Trigger event (per student, per day)

APPENDIX M-4

Total Hours .25 hr .S5hr .75 hr 1.0 hr 1.25hr 1.5hr
Base>>140 141 142 143 144 145 146
*Hours per student>> 0.25 0.25 0.25 0.25 0.25 0.25
*Para educator time
Regular Classroom Teacher 6-12
Dollars earned (per student, per period/section)
S 23.26 | overby: |overby: |overby: |overby: |overby: over by:
Number of Students 1 2 3 4 5 6
Hours per student 0.25 0.25 0.25 0.25 0.25 0.25
Total Hours 0.25 0.5 0.75 1 1.25 1.5
School 1S 5825 11.63|S 1745(S 23.26 (S 29.08|S$S 34.89
Days in 2| S 1163 (S 23.26 (S 3489 (S 4652 (S 5815|S 69.78
month 3| S 1745 (S 3489 (S 5234 (S 69.78 S 87.23 | S 104.67
4]S 23.26|S 4652 |S 69.78|S 93.04 | S 11630 | S 139.56
5(S 29.08 (S 58.15 (S 87.23 (511630 | S 14538 | S 174.45
6| S 3489 (S 69.78 | $104.67 | $139.56 [ S 174.45 | S 209.34
7S 4071 (S 81.41 (512212 ($5162.82|S 203.53 | S 244.23
8|S 4652 S 93.04 | $139.56 | $186.08 | S 232.60 | S 279.12
9 S 52.34 | $104.67 | $157.01 | $209.34 | S 261.68 | S 314.01
10/ $ 58.15 | $116.30 | $174.45 [ $232.60 [ $ 290.75 | S 348.90
11| $ 63.97 | $127.93 [ $191.90 | $255.86 | $ 319.83 | § 383.79
12| S 69.78 | $139.56 | $209.34 [ $279.12 [ $ 348.90 | S 418.68
13| $ 75.60 | $151.19 | $226.79 | $302.38 | § 377.98 | § 453.57
14| S 81.41 | $162.82 | $244.23 [ $325.64 [ S 407.05 | S 488.46
15| S 87.23 | $174.45 | $261.68 | $348.90 [ S 436.13 | S 523.35
16/ $ 93.04 | $186.08 | $279.12 | $372.16 [ S 465.20 | S 558.24
17| S 98.86 | $197.71 | $296.57 | $395.42 | § 494.28 | § 593.13
18| $104.67 | $209.34 | $314.01 | $418.68 [ S 523.35| S 628.02
19| $110.49 | $220.97 | $331.46 | $441.94 | $ 552.43 | $ 662.91
20[ $116.30 | $232.60 | $348.90 | $465.20 | S 581.50 | S 697.80
21 $122.12 [ $244.23 | $366.35 | $488.46 | S 610.58 | S 732.69
22 $127.93 [ $255.86 | $383.79 | $511.72 | $§ 639.65| S 767.58
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APPENDIX N

7'/, .‘ MONROE SCHOOL DISTRICT

Stipends and Additional Pay CBA 2024-2027

Cash out of unused personal leave days

Curricum rate $43.00/hour
Summer School or other classes for students, including special needs perdiem
Employee teaching or presenting to other staff (not normal duty) perdiem
Covering classes perdiem
Professional Funds(Beginning employees less than 2 years experience) x FTE |$675

Program Coordinators $1,739

New Teacher Mentors $1,000

New Teacher Seminars (Curriculum rate) S43/hour
Optional Professional Improvement Day Perdiem
Additional days (some positions offered additional work days) per diem
Travel-Traveling over 100 miles per month may be paid at the IRS

Reimbursement Rate $200 per semester
Additional days (some positions offered additional work days) perdiem
Additional pay to psycholgists $1,700 plus 11 days
Additional pay to special education, speech language pathologists,

occupational & physical therapists $1,700 plus 6 days
Dual Language Program Workload Stipend $2,350

MLL Workload Stipend prorated by FTE 5days per diem
English Teachers (6th grade-12th grade) Pro-rated on number of English

sections taught per semester $649 per semester
Doctorate Degree $2,200

Substitute Pay- Daily Rate $205 per day
Substitute Pay- Preferential rate (after 30 days) $235 per day
Substitute Pay- Returning retired MSD Teachers $255 per day

The above chart does not include the regular salary schedule, enrichment schedule, or co-curricular salary
schedule. It also does not include reference to the relief awarded in cases of certain class size or case load
overloads. And finally, it does not include reference to the employer contricution for insurance benefits.
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MEMORANDUM OF AGREEMENT
between the
Monroe School District (“District™)
and the
Monroe Eduncation Association (“Association™)

The District and Association agree to grant MEA members with more than 180 days of allocated
annual leave “grandfathered” status. Members identified at the beginning of the 2010-2011 schoo! year
of having more than 1267 annual leave hours (181 days) are allowed to retain their excess leave hours
and utilize this leave time through the remainder of their contractnal working status with the District.
This excess leave will be designated as “grandfathered leave™ and associated grandfathered balances
will no longer accrue.

Grandfathered leave can be utilized for anntual leave purposes AFTER front loaded annual leave (12
days) has either been nsed up or sold back during the January Leave Buy Back timeframe. Front
loaded days (12 days) must be zero balanced prior to accessing grandfathered leave.

Grandfathered leave cannot be donated or cashed out by the MEA member. Upon retirement,
grandfathered leave will not be eligible for cash out purposes as outlined in WAC/RCW/CBA

language.
The Distriet will uphold this agreement barring any future QSPI audit directives or legal ﬁndiﬁgs.

U f} Blrh— B/

For tWMonme.SchnoI Digfrict
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