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2007-10
ARTICLE I

GENERAL PROVISIONS

Section1.1 RECITAL - WITNESSETH

This Agreement is entered into this first day of August 2007 by and between Edmonds Education
Association, hereinafter called the "Association,” and the Edmonds School District No. 15, the County
of Snohomish, Washington, hereinafter called the "District."”

WHEREAS, the Board has a statutory obligation, pursuant to RCW 41.59, to bargain with the
Association as the exclusive representative of its certificated non-supervisory personnel with respect to
hours, wages, terms and conditions of employment, and;

WHEREAS, the parties have reached certain understandings which they desire to confirm in this
Agreement;

In consideration of the following mutual covenants, it is hereby agreed as follows:

Section1.2 RECOGNITION

The Board of Directors of the Edmonds School District No. 15 recognizes the Edmonds Education
Association as the exclusive bargaining representative for all certificated non-supervisory employees
under a regular, a noncontinuing, a provisional or part-time (.2 or more) contract in positions which
require the employee to hold a teacher or educational staff associate certificate, excluding principals,
assistant principals, the Superintendent, and all supervisory and administrative positions identified as
Administrators, Levels I through IV, and Superintendent's Staff.

Section 1.3 DEFINITIONS

Unless the context in which they are used clearly requires otherwise, when used in this Agreement:

v The term "Agreement" shall mean this entire negotiated Procedural Agreement.

' The term "Association™ shall mean the Edmonds Education Association.

v The term "Board" shall mean the Board of Directors of the Edmonds School
District No. 15.

v The term "District” shall mean the Edmonds School District No. 15.

1 The term "employee"” shall refer to all certificated employees represented by the
Association in the bargaining unit as defined in Section 1.2 of this Agreement.

1 The term "days" shall mean contracted workdays unless otherwise specifically
defined in this Agreement.

v The term "Act" shall mean the Educational Employment Relations Act, RCW
41.59.

v The term "Section" followed by numbers shall mean a section of this Agreement.

Unless the context in which they are used clearly requires otherwise, words used in this Agreement
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denoting gender shall include both the masculine and feminine; and words denoting number include
both the singular and the plural.

Section 1.4 RELATIONSHIP OF THE PARTIES

The relationship between the Association and the District is articulated in the Trust Agreement
between the parties. Some topics previously addressed in this Agreement have been deleted or moved
to the Trust Agreement. These changes are not meant to abrogate the rights previously enumerated as
of July 31, 1995. The parties commit to a continuous problem solving process related to the contents
of this Agreement.

Section 1.5 NO STRIKE
During the duration of this Agreement and any extensions thereof by mutual agreement, the

Association, its officers, or agents, acting individually or in concert with others, shall not engage in
any strike, slowdown, or work stoppage against the District.

Section1.6 SAVINGS CLAUSE

It is the intent and belief by both parties that this Agreement is lawful and is in compliance with all
applicable provisions of State and Federal law, including all individual employee contracts subject to
this Agreement.

Should any provision of this Agreement be held to be contrary to law, such provision or application
shall have affect only to the extent permitted by law and the remainder of the Agreement shall
continue in full force and effect.

If any provision is declared or determined to be contrary to law by a court of competent jurisdiction,
the parties shall mutually agree to renegotiate said provision as soon thereafter as reasonably possible
and such negotiations shall be confined to the one issue declared or determined to be contrary to law.
If a satisfactory agreement on the provision in question is not achieved, all other conditions of the
negotiated Agreement shall continue to apply in full force and effect without interruption.

In any event any of the salary increases provided for herein are held by a court of competent
jurisdiction to be unlawful, the parties will commence negotiations on said salaries as soon as
reasonably possible. Meanwhile, and pending exhaustion of any judicial appeals, the District shall pay
those salaries allowed by the court order.

The parties acknowledge the necessity for the District to comply with State compensation limitations.
The parties intend that nothing in this Agreement shall operate to preclude the District from complying
with State compensation laws nor to vest employees with compensation in excess of that provided for
by law.
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Section 1.7 PUBLICATION AND DISTRIBUTION OF AGREEMENT

Within thirty (30) days following signing of this Agreement, the District agrees to print and distribute
one copy of this Agreement to each Association Building Representative, one copy to each school
office, and post to the District’s web page.

Section 1.8 APPENDICES

The appendices are integral parts of this Agreement and by this reference are incorporated herein.

Section1.9 AGREEMENT WAIVERS

Employees and administrators may jointly request that the District and the Association waive
requirements of this Agreement.

A. Such a request must be for the purpose of program improvement.
B. Such a request must include:
1. Reference to the specific provisions of the Agreement requested to be waived,
2. Evidence of both employee and administrator participation in the decision making

process leading up to the request;
3. Rationale attesting to the need for the waiver;
4, Time lines (if applicable);
5. Costs (if applicable);
6. Affect of waiver on other areas of the Agreement.

C. The waiver request must be submitted to the Superintendent or designee and the Association
concurrently, and will be granted only if both the District and Association agree.

D. A waiver, if granted, shall expire no later than the end of the current contract year. Waiver
requests may be submitted each year.
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2007-10

Section 2.1

A

ARTICLE Il
RIGHTS OF THE PARTIES

ASSOCIATION RIGHTS

The Association has the exclusive right and duty to represent the employees covered by this
Agreement.

Regarding other District matters not covered by this Agreement, the Association has the right
to openly address the Board at Board meetings before final action is taken by the Board.

The Association and its representatives shall have the right to use District facilities for
meetings and to transact business and print shop services, provided that:

1. All meetings are cleared with the building administrator so as not to conflict
with prior scheduled events.

2. The Association shall be charged at the established District rate for meetings
requiring custodial services.

3. The full cost of print shop services for services requested by the Association
shall be charged to the Association. Materials printed by the District for the
Association shall not be in conflict with the District mission, and shall not
cause the District to be in violation of the laws regulating use of District
facilities and equipment for campaign or election purposes.

Duly authorized representatives of the Association shall be permitted to transact official
Association business on school property with bargaining unit members during the workday,
provided this is cleared with the building administrator and does not interfere with or disrupt
normal school operations.

The Association shall have the right to post notices, bearing the signature of an Association
official, of activities and matters of Association concern on at least one-half (¥2) of one (1)
faculty room bulletin board which shall be provided in each school building. The
responsibility to promptly remove notices from the bulletin board after they have served their
purpose shall rest with the individual who posted such notices.

The Association may use employee mail boxes for communication to employees provided
that a copy of each item so distributed, except bargaining surveys, grievance information,
Association financial information and Association election ballots, is delivered to the office of
each building where such distribution is made, and to the Superintendent's office, at the time
of the distribution.

The District agrees to make available to the Association in response to reasonable requests
available information concerning the financial resources of the District, including annual
financial reports and audits, budget information, agendas and minutes of all Board meetings,
treasurer's reports, enrollment data, names and addresses of all employees covered by this
Agreement, salaries paid thereto, and educational credits affecting salary placement.
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Section 2.2

A.

The District shall make available to the Association, upon request, one copy of Board meeting
materials, except materials classified as confidential. Such information shall be made
available to the Association at the same time as it is provided to Board members.

The Association has the right to periodic consultation with District representatives on matters
of mutual concern.

No rival organization shall enjoy any of the rights contained herein except as provided by law.

AGENCY FEE

All employees hired after June 1, 1978 may elect to become members of the Association or
may pay an agency fee equivalent to the dues of the Association. Employees who fail to
authorize payroll deductions will have the agency fee deducted from their salary and paid to
the Association, pursuant to RCW.41.59.

An employee who was a member of the Association on November 3, 1976 shall thereafter
maintain his/her membership in good standing in the Association during the life of this
Agreement or pay an agency fee equivalent to the dues of the Association pursuant to RCW
41.59.

Individuals who were employees of the District but not members of the Association on
November 3, 1976 and who are not as of September 15, 1989 members of the Association,
shall pay a representation fee equivalent to the dues of the Association less the amount
determined by the Association to be attributable to political and ideological activity. Such fee
may be paid either to the Association or according to the process outlined in Section 2.2.D.
Employees who fail to authorize payroll deductions will have the agency fee deducted from
their salary and paid to the Association pursuant to RCW 41.59.

In order to safeguard the right of employees based on a bona fide religious objection, the
teachings or tenets of a church or religious body of which such employee is a member, said
employee may pay an amount of money equivalent to the agency fee to a nonreligious charity
mutually agreed upon by the employee affected and the Association, pursuant to RCW
41.59.100.

The District shall furnish the Association a listing by name of all employees employed by the
District and their school location by November 30 of each year. A list of corrections and
changes to this list shall be furnished to the Association at monthly periods thereafter.

On or before August 25 of each school year, the Association shall give written notice to the
District of the dollar amount of dues and representation fees of the Association which are to
be deducted in the coming school year under payroll deduction. The amount of this deduction
shall not be subject to change during the school year. The deduction authorized above shall
be made in twelve (12) equal amounts from each paycheck beginning the pay period in
September through the pay period in August of each year. Employees who commence
employment after September or terminate employment before June shall have their deductions
prorated at one-twelfth (1/12) of the total amount for each month the employees are
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employed. The District agrees to promptly remit directly to the banking institution designated
by the Association all monies so deducted, accompanied by a list of employees from whom
the deductions have been made. A duplicate list shall be provided to the Association. The
Association agrees to reimburse the District those sums in excess of the total amount due,
provided the Association actually received the excessive amount.

Section2.3 MANAGEMENT RIGHTS

The Board, acting on behalf of the electorate of the District, has the exclusive right and responsibility
conferred upon and vested in it by the regulations of the State Board of Education, the Laws and
Constitution of the State of Washington and/or the United States to manage and transact all the
business and operations of the District, either through its own employees or through contracting or
subcontracting, provided that such contracting or subcontracting shall not result in layoff of
employees covered by this Agreement, and provided further that the District will, at the request of the
Association, engage in collective bargaining prior to making a final decision to subcontract those
work functions which have traditionally been assigned to employees in this bargaining unit.

All rights, powers, authority and functions of management, whether heretofore or hereafter exercised
and regardless of frequency or infrequency of their exercise, shall remain exclusively vested in the
District and its Board of Directors except as expressly and specifically surrendered or limited by the
express provisions of this Agreement. The exercise of these rights shall not be subject to the
Grievance Procedure as defined and set forth in this Agreement.

Section2.4 EMPLOYEE RIGHTS

A. Pursuant to RCW 41.59, the parties agree that employees have the right to self organization,
to form, join or assist the Association, to bargain collectively through the Association and
shall have the right to refrain from any or all such activities. The District shall not discourage,
deprive or coerce any employee in exercising or refraining from exercising such lawful rights.

B. Nothing contained in this Agreement shall be construed to deny an employee or restrict an
employee any rights he/she may have under law. Such rights assured by law shall be subject
to appeal through established legal processes for alleged violation or abridgement of said
rights and are thereby excluded from redress through the Grievance Procedure in this
Agreement.

C. The Association shall not engage in discrimination of any kind that infringes on the civil or
human rights of employees with respect to membership in the Association.

D. Employees shall have the right to refuse to:
1. Participate in private research projects not specifically approved by the Superintendent
or designee.
2. Participate on interview teams for hiring new employees.
3. Accept the assignment of student teachers to them.
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E. No electronic or recording device shall be used for purposes of employee surveillance without
the employee's prior knowledge and approval.

Section2.5 NONDISCRIMINATION

All terms and conditions of employment included in this Agreement shall be applied without regard
to race, color, religion, creed, national origin, gender, sexual orientation, marital status, age, or the
presence of a disability, or any other basis prohibited by law or Edmonds School District policy.
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Section 3.1

A.

Section 3.2

A

ARTICLE I
CONTRACTS, SALARIES, STIPENDS AND BENEFITS

EMPLOYEE CONTRACTS

All contracts issued for each school year covered by this Agreement will state they are subject
to the terms of this Agreement. All contracts issued for the school year after the expiration
date of this Agreement will state that they are subject to the terms of the Agreement in effect
for that year.

The District shall provide each employee a basic District employee contract, and shall provide
each eligible employee a Separate Contract, as provided for in Appendix 5, both of which
must be promptly signed and submitted by the employee in order to be eligible for
employment. These two individual contracts together with the Agreement cover all work
performed by employees. No other individual contracts will be issued.

Copies of contracts: Two (2) copies of each contract shall be given to the employee prior to
the designated date for signing and submission. The employee shall retain one (1) signed
copy of each contract. One (1) signed copy of each contract shall be forwarded to the Human
Resources Office.

Release from contracts: An employee under contract (basic District Employee Contract and
Separate Contract) for the following year shall be released from the obligations of the
contracts upon request under the following conditions:

1. A letter of resignation submitted prior to July 1 to the Human Resources Office;

2. Iliness or other personal matters which make it impossible for the employee to

continue in the District.

SALARIES and STIPENDS

2007-08 Certificated Employees’ Salary Schedule. All employees shall be paid in
accordance with the provisions of the Certificated Employee’s Salary Schedule as found in
Appendix 3-a provided that Appendix 3-a will be increased by the percentage, if any, the
Legislature increases the State Salary Schedule for 2007-08. The arrangements contained in
Sections 3.2.A.1 through 3.2.A.4 shall be utilized, based on the District’s salary flow-through
capacity pursuant to the appropriate sections of the then current State Budget.

1. Eligible employees shall be credited with experience and education increments at the
beginning of the contract year to the extent allowed by law.

2. The parties acknowledge the necessity for the District to comply with State
compensation limitations. On or about March 1, the District and the Association will
review the District’s compliance with State law. The parties intend that nothing in this
Agreement shall operate to preclude the District from complying with State
compensation laws nor to vest employees with compensation in excess of that
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provided by law.

3. If the parties hereafter find themselves in disagreement over appropriate 2007-08
salaries as specified above, the subject of salaries shall thereupon be treated as a
negotiable matter rather than a contractual matter and the above paragraph(s) in
dispute shall be deemed null and void, except as may be agreed in subsequent
negotiations.

4. In the event the Legislature hereafter authorizes and funds an additional salary
increase for nonsupervisory certificated personnel, the Association may reopen
negotiations on salaries.

TRI Schedule.
1. Employees are eligible to supplemental pay under a separate contract as set forth in
Appendix 5-a.

2. The supplemental pay schedule is set forth in Appendix 3-b.

3. After January 1, 2008, the District and the Association shall determine the mean total
compensation of nine comparison districts (Bellevue, Everett, Highline, Lake
Washington, Marysville, Mukilteo, Northshore, Shoreline, and Snohomish) in the
manner set forth in the implementation memorandum. No later than March 31, 2009,
retroactive to September 1, 2007, the District shall increase the Supplemental Pay
Schedule by an amount that permits the District’s average total compensation (base
salary plus TRI pay) to equal the mean total compensation of the nine comparison
districts. In the event the District’s Maintenance and Operations Levy at the
maximum capacity should fail, the Supplemental Pay Schedule shall be renegotiated
by the District and the Association.

2008-09 Certificated Employees’ Salary Schedule. All employees shall be paid in
accordance with the provisions of the Certificated Employee’s Salary Schedule, provided that
Appendix 3-a will be increased by the percentage, if any, the Legislature increases the State
Salary Schedule for 2008-09. The arrangements contained in Sections 3.2.A.1 through
3.2.A.4 shall be utilized, based on the District’s salary flow-through capacity pursuant to the
appropriate sections of the then current State Budget.

2009-10 Certificated Employees’ Salary Schedule. All employees shall be paid in
accordance with the provisions of the Certificated Employee’s Salary Schedule, provided that
Appendix 3-a will be increased by the percentage, if any, the Legislature increases the State
Salary Schedule for 2009-10. The arrangements contained in Sections 3.2.A.1 through
3.2.A.4 shall be utilized, based on the District’s salary flow-through capacity pursuant to the
appropriate sections of the then current State Budget.

Extended Contracts. Employees who are contracted for additional days beyond the base
work year shall be paid at the employee's per diem rate of pay for such days worked.
Effective with the 1991-92 contract year, additional days shall not be provided on basic
employment contracts for employees not previously having additional days.
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Sixth Period Teaching Assignment. The term "6th period teaching assignment” means a
regular teaching assignment that is beyond the employee's 1.0 FTE teaching assignment.
When the District finds it necessary to offer a 6th period teaching assignment to 1.0 FTE
employees and a 1.0 FTE employee opts to accept a 6th period teaching assignment, the pay
for the 6th period teaching assignment shall be determined by multiplying 20% (for a one [1]
hour class) of the employee's per diem rate times the number of days of the teaching
assignment.

Part-Time Teachers. Part-time teachers shall be paid the actual percentage of the regular
teaching day normally assigned a full-time teacher, and shall be provided proportionate paid
planning time. They shall assume the proportionate share of noninstructional duties
associated with the teaching assignment.

Extra Duty Assignments.

1. The extra duty stipends, discretionary amounts and hourly rates are shown in
Appendix 4. The District shall determine extra duty positions. The filling or not
filling of an extra duty position(s) and the assignment of staff to such extra duty
position(s) shall not be subject to the Grievance Procedure.

2. Employees assigned District extra duty assignments pursuant to the Extra Duty Salary
Schedules in Appendix 4 of this Agreement will be notified of the assignment and the
duration of that assignment. Stipends of three hundred dollars ($300) or less will be
paid in one payment on the June paycheck. Stipends of more than three hundred
dollars ($300) will be divided in equal monthly payments beginning the pay period
following notification of assignment to Human Resources.

3. Termination of an extra duty assignment during the term of the assignment shall be for
good reason and shall be subject to the Grievance Procedure contained in this
Agreement. The decision not to continue an extra duty assignment for an ensuing year
shall be at the sole discretion of the District and shall not be subject to the Grievance
Procedure.

Senior Employee Stipend. Each continuing contract employee who has been at the fifteenth
(15th) year salary schedule step for one (1) year will be eligible for a stipend equal to four (4)
days at the employee's per diem rate of pay to complete a project for the District. Such
stipend will be issued one (1) time only during the remainder of the individual's employment
with the District and the project must be completed during one (1) contract year. The project
plan must be developed between the employee and the immediate supervisor by October 15 of
the year in which the project is to be completed. The stipend will be paid in a lump sum at the
completion of the project.

Salary Payments.

1. Employees beginning employment at the beginning date of school in the fall shall be
paid in twelve (12) monthly instaliments. Those employees beginning employment
after that date shall be paid in equal monthly installments through the following
August.
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Section 3.3

Section 3.4

A.

2. Pay shall be issued to employees on the last business day of each month.

3. All compensation owed to an employee who terminates his/her services with the
District shall, upon request, be paid at the end of the month, provided that such request
is received prior to the tenth (10™) day of the month. Requests for payment that are
received after the tenth (10™) day of the month shall be paid at the end of the next
month.

Vocational Stipend. In recognition of the training requirements to periodically renew the
highest level of vocational certificate, the District will provide pay at the employee's regular
daily rate for District-approved attendance at summer SPI vocational inservice workshops to
obtain the required training for renewal of the highest level of certification available in the
employee's vocational field.

Conditions. Without endeavoring to prejudge future developments, the parties acknowledge
that the salaries provided for above necessarily will require the expenditure of substantial
District resources and may possibly entail a reallocation of priorities with an attendant impact
upon elements of the overall educational program, including possible reductions in staffing
levels.

RULES AND REGULATIONS PERTAINING TO SALARY SCHEDULE
PLACEMENT

Experience Credits. Documentation recognized by the Office of Superintendent of Public
Instruction for granting experience credit must reach the District's Human Resources Office
by October 15 to be applied to salary placement for the year, unless the employee's contract
becomes effective after the first day of school, in which case the necessary documents shall
reach the District's Human Resources Office within forty-five (45) days of the issue date of
the contract. The rules regarding experience credit for placement on the Salary Schedule will
be those used by the Office of the Superintendent of Public Instruction for placement on the
Statewide Salary Allocation Schedule for Instructional Staff (the "State Salary Schedule™).

Education Credits. Rules regarding education credits for placement on the Salary Schedule
will be those used by the Office of the Superintendent of Public Instruction for placement on
the State Salary Schedule. Certificates, college transcripts, and required letters of
substantiation from authorities involved must reach the District's Human Resources Office by
October 15 to be applied to salary placement for the year, unless the employee’s contract
becomes effective after the first day of school, in which case the necessary documents shall
reach the District's Human Resources Office within forty-five (45) days of the issue date of
the contract.

LIABILITY INSURANCE BENEFITS/WORKER'S COMPENSATION

The District shall designate employees as additional named insureds on the District's general
liability policy. The scope of an employee's coverage shall be limited by the terms of the
District's policy. The District shall also provide employees with the same liability protection
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Section 3.5

A.

as provided the Superintendent and administrators for errors and omissions and will provide
the Association with a copy of applicable insurance policy(ies) and updates as coverages
change.

Pursuant to the requirements of RCW 28A.400.370, the District shall provide insurance
covering employees engaged in the maintenance of order and discipline or the protection of
school personnel and students or the property thereof. Limits of coverage for personal
property shall be:

Five-hundred dollars ($500) per occurrence for personal property with a ten-dollar
($10) deductible payable by the employee. (Personal property is limited to
indispensable personal property necessarily worn by the employee, such as eyeglasses,
hearing aids, dentures, watches, clothing, and other personal property used in the
educational process and approved in advance by the District.)

When an employee receives time-loss payments for an injury covered by worker's
compensation, the District shall pay the employee the difference between the time-loss
payments and the employee's regular salary and charge the difference payment to employee's
sick leave account, provided the employee has sufficient accumulated sick leave to cover the
difference payment.

HEALTH, LIFE AND DISABILITY INSURANCE

2007-10

1. Concept. The District's program of insurance premium contributions will operate on
a pooling basis and will be designed to deliver, to the extent feasible, full District
payment of premiums for dental, Long-Term Disability (LTD), vision, and medical
insurance coverage. Employees will also be able to select coverages beyond those
paid for by the District, with the premiums paid by the employee.

2. Eligibility. Employees employed on a contract of .4 FTE or more will be eligible for
inclusion in the District's dental, LTD, vision and medical insurance program.

3. Aggregate District Contribution to Insurance Pool. The District's aggregate
insurance pool contribution will be calculated at the rate of six hundred three dollars
and thirty-eight ($603.38) per month for October 2007 and for the following eleven
months, on a pro rata, FTE basis. The monthly contribution is based on the State
insurance benefit allocation of $582.47 [reflecting payment by the District from levy
funds of the $45.45 retiree subsidy] plus a $20.91 additional contribution [reflecting
the mean contribution of the nine comparison districts set forth in Section 3.5.B.2].

4, October 2007. For the month of October 2007, the insurance program will operate as
follows: Each eligible employee will be entitled, on a pro rata, FTE basis, to a
maximum District contribution of $603.38. The monthly District contribution will
first be applied to coverage under District dental, vision and LTD plans, then to
District medical insurance plans. Any shortfall will be covered by the employee.
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October 2007 Pay Warrant Contribution Adjustment

a. Following the open enrollment period in September 2007, the District will
calculate its 2007-08 aggregate insurance pool contribution, as set forth above,
and in light of the limitations of RCW 28A.400.200, and will compare the size
of the pool to the District's projected expenditures for 2007-08 premium
contributions for dental, vision, LTD, and medical insurance based upon (1)
the September 2007 payroll and (2) projected changes in employees'
participation in the District's dental, vision, LTD, and medical insurance
programs.

b. If the aggregate insurance pool so allows, the District will increase, for
October 2007 pay warrant through September 2008 pay warrant, its pro rata
contribution for individual employees above $603.38 for dental, vision, LTD,
and medical insurance in a manner designed to utilize fully the aggregate
insurance pool within the compliance limits of RCW 28A.400.200 (which
addresses basic education and nonbasic education certificated instructional
staff, respectively).

C. If the aggregate insurance pool is insufficient to cover full dental, vision, LTD,
and health insurance premiums for 2007-10, the District's maximum monthly
contribution for October 2007 pay warrant through September 2008 pay
warrant will be set at a level designed to utilize the aggregate insurance pool
within the limits of RCW 28A.400.200. Any shortfall will be covered by
payroll deduction.

d. In light of the complexities of law, insurance plans, contribution data, and
aggregate insurance pool calculations, the parties agree that, in the event of a
dispute between the District and Association concerning the insurance pool,
the subject of District insurance contributions shall be treated as a negotiable
matter rather than a contractual matter and the District's pass-through
commitment for State insurance monies herein shall be deemed null and void
except as may be agreed in subsequent negotiations.

Menu of Plans. Representatives of the District and the Association shall jointly
determine the menu of plans on an annual basis. The menu of plans will be made
available to employees during the District's annual open enrollment period.

Compliance. It is the intent of the parties to comply with the limitations imposed by
RCW 28A.400.200 and the State appropriations acts as they relate to expenditures for
employee benefits. No provision of this Section shall be interpreted or applied so as to
place the District in breach of the benefit limitations imposed by State law or to
subject the District to a penalty. Pursuant to RCW 28A.400.275(1), the parties agree
to abide by state laws relating to school district employee benefits. The parties
acknowledge that the above insurance agreement is for a term of one year, subject to
automatic extension for the ensuing year in the absence of written notice otherwise by
one party to the other prior to June 1.
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Section 3.6

A

Section 3.7

8. The District and the Association agree to provide access to mental health services,
through an Employee Assistance Program. Employees shall share in the cost of this
benefit through a monthly payroll deduction.

Overview.

1. For 2008-09 and for 2009-10, the concept and methodology set forth for 2007-08 will
be utilized based on the State insurance benefit allocation per month plus a District
contribution above that amount in the amount and manner set forth in the
implementation memorandum, provided that the District and the Association may
mutually agree to adjust the menu of available plans or other details of the insurance
program.

2. After January 2008 and January 2009, the District and the Association shall determine
the mean insurance contribution of the nine comparison districts (Bellevue, Everett,
Highline, Lake Washington, Marysville, Mukilteo, Northshore, Shoreline, and
Snohomish) in the manner set forth in the implementation memorandum. Effective
October 2008 and October 2009, the District shall make a contribution over the State
insurance benefit allocation (exclusive of the State-mandated retiree subsidy) equal to
the mean contribution of the nine comparison_districts. In the event the District’s
Maintenance and Operations Levy at the maximum capacity should fail, the insurance
contribution shall be renegotiated by the District and the Association.

TRAVEL REIMBURSEMENT

In-District. An employee whose assignment requires travel between schools or travel within
the District on school business will either have a school vehicle assigned on a regular basis or
will be compensated on a per mile basis at the maximum allowable mileage rate recognized
by the Internal Revenue Service as a deductible business expense.

Out-of-District. An employee who is required to travel out of the District shall be
compensated for such required travel on a per mile basis at the maximum allowable mileage
rate recognized by the Internal Revenue Service as a deductible business expense when no
District vehicle is available. If a District vehicle is available and the employee chooses to use
his/her own vehicle, the mileage rate shall be the maximum allowable mileage rate recognized
by the Internal Revenue Service as a deductible charitable expense.

Effective Dates of Changes. Changes in the rates set forth in Section 3.6.A and B, shall be
effective as of the date of receipt by the District of a publication of the Internal Revenue
Service recognizing the new rates.

PAYROLL DEDUCTION

Upon presentation of a completed authorization form, an employee may have access to payroll
deduction to any financial institution in which 10 percent of the District's regular employees
participate. As of the date of this Agreement, the qualifying financial institutions include:
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! Educational Community Credit Union
! Washington School Employees' Credit Union

Section 3.8 SUBSTITUTE UNAVAILABILITY

Each building will, at the beginning of the school year, develop a plan for covering classes in
the event that no substitute is available.

If Human Resources has been contacted to provide a substitute for an absent teacher, and no
substitute is available, an amount equal to the daily substitute rate, or a half day rate, will be
provided as follows:

Using the building plan, certificated staff covering for the absent teacher may be paid. An
amount of the daily substitute rate proportionate to the part of the day covered will be
available for this purpose. If no certificated staff are willing to cover, funds may be used to
hire paraeducators. Unused funds will go to the building budget.

Article Il - Page 8






2007-10

Section 4.1

A

ARTICLE IV

LEAVES OF ABSENCE

COMPENSATED LEAVE DAYS - SICK LEAVE

Accumulation

1.

Sick leave shall be earned at a rate of one day per month, to a total of twelve (12) days
per year for each full-time employee. Leave shall be awarded at the beginning of the
school year. Less than full-year employees shall receive a day of sick leave for each
full month of contracted employment; employment that commences on or before the
15™ of the month shall count as a full month of employment for leave accrual
purposes. A day of sick leave is equivalent to the employee’s contracted FTE (full
time equivalency) multiplied times 7 hours per day. Unused portions of these leave
days shall be accumulated from year to year pursuant to current State law and
regulations. For leave use only, the maximum accumulation for each employee shall
be the total number of contracted days in any given year, currently a minimum of one
hundred ninety-two (192) days for a 1.0 FTE employee contracted for a full school
year

The annual allocation of twelve (12) days each year may be used without reducing the
maximum accumulation for employees who at the beginning of the school year have
attained the maximum number of days. Each year an employee may carry over up to
the maximum of sick leave for employees (180 days).

Personal illness or disability, including medical or dental appointments which cannot
be scheduled outside the regular workday, and to care for a child of the employee
under the age of eighteen with a health condition that requires treatment or supervision
up to the limit of accumulated days. Supporting statements from the attending
physician or licensed practitioner may be required for each personal illness or
disability absence of five (5) or more consecutive workdays or for each absence of
five (5) or more consecutive workdays to care for a child under the circumstances
described above.

Up to nine (9) days in any school year for serious immediate family or household
member illness other than to care for a child of the employee under the age of eighteen
with a health condition that requires treatment or supervision. The immediate family
shall consist of spouse, domestic partner, other children, parents, grandparents, and
siblings of the employee or spouse, or as provided in Section 4.2. (See also Section
4.2 Family Care Leave.)

Up to three (3) days in any school year for emergencies.
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An emergency is defined as follows:

1.

The problem must have been suddenly precipitated and must be of such a nature that
preplanning is not possible.

The problem cannot be one of minor importance or of mere convenience, but must be
of a serious nature that cannot be handled outside the regular workday.

Car trouble (with the exception of an accident) and participation in or attendance at
recreational or sporting activities or travel related to such activities shall not be valid
reasons for emergency leave.

Requests for emergency leave shall be subject to the following procedures:

1.

The employee must follow current District procedures to arrange for a substitute
during his/her absence from work as a result of the emergency.

An employee requesting emergency leave shall make application on forms provided in
each school no later than two (2) days after he/she returns to work following the leave.

Employees who take leave for reasons not valid under the above definitions will be subject to
appropriate disciplinary action.

The Superintendent or designee shall review and approve or disapprove each application for

leave.

Attendance Incentive Program

1.

Attendance Incentive Program - Annual Conversion. Provided that RCW
28A.400.210 is valid and in effect, any employee who at the end of the calendar year
shall have accumulated in excess of sixty (60) days of unused sick leave may elect to
convert unused sick leave earned the previous year in excess of sixty (60) days to
monetary compensation at the rate of twenty-five percent (25%) of the employee’s
current, regular daily rate of compensation for each full day of eligible sick leave.
Any such election shall be made by written notice to the District payroll officer during
the month of January. Any such conversion shall be subject to the terms and
limitations of applicable statutes and regulations.

Attendance Incentive Program - Separation from District Employment. Provided
that RCW 28A.400.210 is valid and in effect, any employee “eligible” under
RCW28A.400.210(2) or such eligible employee’s estate shall receive monetary
compensation at the rate of one day's current compensation of the employee for each
four (4) days of accrued sick leave. No more than one hundred eighty (180) accrued
sick leave days shall be eligible for conversion. Any such conversion shall be subject
to the terms and limitations of applicable statutes and regulations.

Program Continuation. The goal of this program is to reduce absenteeism.
Therefore, should the bargaining unit absenteeism average more than 7.0 days per
full-time employee over any two (2) consecutive years (beginning with the 1983-84
school year), the Association and District agree to reexamine the Attendance Incentive
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Section 4.2

Section 4.3

A.

Program for possible change.

FAMILY CARE LEAVE

An employee may use accumulated sick leave and other paid leave to care for (a) a child of
the employee with a health condition that requires treatment or supervision; or (a) a spouse,
parent, parent-in-law, or grandparent of the employee who has a serious health condition or
an emergency condition. Advance leave may not be used for this purpose until it has been
earned. All normal conditions relating to appropriate use of leave shall be applicable to
family care leave, including reasonable notice where possible and documentation of need
upon reasonable request for verification.

COMPENSATED DAYS - NOT DEDUCTED FROM SICK LEAVE

Employees may take the following leaves:

1. Up to one (1) day in any school year for the father at the birth of or the parents at the
adoption of a child.

2. Up to three (3) days in situations in which the attending physician or licensed
practitioner deems that death is imminent for a member of the employee's immediate
family. The immediate family shall consist of spouse, domestic partner, children,
parents, grandparents, and siblings of the employee or spouse.

3. Up to five (5) days for bereavement in the event of the death of a member of the
immediate family, as defined above, excluding spouse/domestic partner, for
bereavement. Up to ten (10) days for bereavement in the event of the death of a
spouse or partner (as defined by the benefit program) for bereavement. Up to two (2)
additional days will be allowed for travel when such travel is outside the State of
Washington.

4, Up to one (1) day for attendance at the funeral or memorial service for another relative
(non-immediate family) or close personal friend.

5. Up to ten (10) employees from any one building will be released for any one funeral
or memorial service. Approval of this leave for any given date shall be subject to the
availability of substitutes.

6. For contract years 2007-08 and 2008-09, a total of three (3) days of annual leave shall
be available to each full-time employee at the beginning of each school year. For
contract year 2009-10, a total of four (4) days of annual leave shall be available to
each full-time employee at the beginning of the school year. Employees under a
contract as part-time and/or less than full year employees shall receive that portion of
one day as the total number of days contracted forbears to one hundred eighty-two
(182) days.

Annual leave shall be subject to the following:
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a. The employee must call the substitute desk to arrange for a substitute during
his/her absence from work as a result of the leave;

b. Contingent on the successful passage of the District's Maintenance and
Operations Levies, and as an employee incentive to reduce the use of annual
leave, each employee with unused annual leave remaining at the end of the
school year will automatically receive an amount equal to the daily substitute
rate for each full day of unused annual leave remaining in August of that
school year. Employees have the option of waiving the automatic cashout
provision by submitting a request to carry over remaining annual leave to the
following year, up to a maximum of 5 (five) days available during any school
year. Request for carrying over annual leave for the ensuing year must be
submitted on an Annual Leave Carryover Request form prior to May 15" of
any school year.

C. Those employees who resign or retire prior to August who had an opportunity
to use annual leave during the year and who have unused annual leave on their
termination date, will receive with their final pay warrant an amount equal to
the daily substitute rate for each full day of unused annual leave remaining.

d. Notwithstanding any other portion of this Procedural Agreement, in any given
year if the percentage of annual leave events exceeds 60% of the total annual
leave allocation to the bargaining unit (for example, number of employees x 3
days for 2007-08), the parties will reopen negotiations on the use of funds
provided in Section 4.2.A.6. d. as an incentive to employees to reduce the use
of annual leave. In addition, the parties will reopen negotiations to discuss
placing restrictions on the use of annual leave if complaints are received that
bargaining unit employees or individual schools are being negatively impacted
by the annual leave use practices of EEA staff.

Upon written prior approval of the District, leave may be granted for:

1.

2.

Professional improvement visitations.
Conferences.
Conventions.

Subpoenas resulting from service as a District employee in actions to which the
employee is not a party.

Upon written request, leave will be granted when an employee:

1.

Is called for and serving jury duty service, whereupon the employee shall return to the
District the jury duty fees. Arrangements for covering extra duty assignment(s) will
be made at the work site at no additional cost to the District.

Who is a member of the National Guard or of any Reserve Branch of the Armed
Forces of the United States is ordered to active duty. This military leave of absence
shall be granted for a period not exceeding fifteen (15) days during each calendar year,
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Section 4.4

A.

Section 4.5

A

and shall be granted without loss of pay or other benefit.

In the event that employees are subpoenaed for a court appearance on behalf of the plaintiff
when the District is a defendant, up to three (3) employees, for a maximum of three (3) days
for each employee, shall be authorized leave with compensation provided that the Association
assumes the cost of substitutes for such days.

There shall be a total of one hundred-fifty (150) days granted to employees without pay
deduction to work on the implementation of this Agreement, provided that:

1. No one employee exceeds a limit of fourteen (14) days per year under this Section.

2. The number of persons released are only those necessary to any one meeting, not to
exceed eighteen (18) employees for any one day.

a. Exceptions to the eighteen (18) maximum employees for any one day shall be
granted for the annual EEA building representative retreat and WEA
Representative Assembly. On these two occasions, the number of persons
released shall not exceed the number of representatives required for each
activity.

3. Prior notice shall be given the District in accordance with the District’s normal
substitute request procedures.

4, The granting of leave is contingent on substitute availability.
5. The Association assumes the cost of the substitute(s) for such days.
6. The provisions of Section 4.2.E may be adjusted in individual situations upon mutual

agreement of the parties.

PARTIALLY COMPENSATED LEAVE - SHORT LEAVE

With five (5) days prior notice to the District, contingent on the availability of a qualified
substitute, an employee may take one day per year up to a maximum of five (5) days during
any five (5) consecutive years to receive an award for himself/herself, child or
spouse/domestic partner, to engage in educational travel or for any other educationally related
purpose which is acceptable to the District.

A deduction for each day of absence pursuant to this Section shall be made at regular daily
substitute rate.

EXTENDED LEAVES OF ABSENCE WITHOUT COMPENSATION

Mandatory approval with increment.

1. Upon written application of any employee who will have completed two (2) years of
employment with the District prior to the leave, a leave of absence of one (1) or two
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B.

C.

(2) year(s) shall be granted for the following purposes:

a. Participating in exchange teaching programs or foreign teaching programs in a
K-12 level teaching program.

b. Participating in the Peace Corps or VISTA as a full-time participant in a K-12
level teaching program.

A military leave of absence shall be granted to any employee for the purpose of
induction, enlistment, or call-up for military duty in any branch of the Armed Forces
of the United States.

Health insurance and other insurance benefits approved through the District may
remain in force throughout the period of such leave, at the employee's discretion, by
the employee submitting to the District the monthly premium in advance of each
payment provided that such continuation of benefits is allowed by the insurance
carrier.

Upon expiration of said leave, subject to eligibility under layoff and recall provisions
in effect at the time of expiration, the employee shall be returned to his/her former
position or one of similar nature, and unused accumulated leave in Section 4.1.A to
which the employee is entitled before the leave shall be maintained and restored to the
employee upon return to active employment, and for purposes of salary schedule
placement the year of leave shall be considered the same as a year of local service.

Mandatory approval with no increment.

1.

Upon written application by any employee who will have completed two (2) years of
employment with the District prior to the leave, a leave of absence of up to one (1)
year shall be granted for the following purposes:

a. To serve as an elected or appointed official to any public or private office.

b. To serve in any volunteer or paid staff position in any public or private
organization other than a school.

Health insurance and other insurance benefits provided through the District may
remain in force throughout the period of such leave, at the employee's discretion, by
the employee submitting to the District the monthly premium in advance of each
payment provided that such continuation of benefits is allowed by the insurance
carrier.

Upon expiration of said leave, subject to eligibility under layoff and recall provisions
in effect at the time of expiration, the employee shall be returned to his/her former
position or one of similar nature, and unused accumulated leave in Section 4.1.A to
which the employee is entitled before the leave shall be maintained and restored to the
employee upon return to active employment.

Permissive approval with increment.
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Upon written application of any employee who will have completed two (2) years of
employment with the District prior to the leave, a leave of absence of up to one (1) year may
be granted, subject to prior approval of the Superintendent or designee for the purpose of
certificated employment in another school district in the United States where the employee
will be serving in the other district in a provisional status. Requests for such leave shall
include a proposed plan and purpose for which the leave will be used. Applications must be
submitted no later than March 15 preceding the year the leave is to be taken, unless this date
is specifically waived by the District due to circumstances that made it impossible to meet
that date for the particular leave purpose. A leave granted under this section shall be for one
(1) year only. No more than two (2) employees may be granted such leave during a given
school year.

Upon expiration of said leave, subject to eligibility under layoff and recall provisions in effect
at the time of expiration, the employee shall be returned to his/her former position or one of
similar nature, the unused accumulated leave in Section 4.1.A to which the employee is
entitled before the leave shall be maintained and restored to the employee upon return to
active employment.

Permissive approval with no increment.

1. Upon written application of any employee who will have completed two (2) years of
employment with the District prior to the leave, a leave of absence of up to one (1)
year may be granted, subject to prior approval of the Superintendent or designee, for
the following reasons:

1 Academic study

! Research

v Travel

1t Alternative work experience (not including certificated employment in another
school district or school)

Requests for such leave shall include a proposed plan and purpose for which the leave
will be used. Study, research, travel, or work experience must be directly related to the
employee's current or proposed assignment with the District, related to meeting
certification requirements for career advancement or related to completion of the
employee's chosen advanced degree program. While on such leave, an employee shall
not work as a certificated employee in another school district or school other than as a
casual, daily substitute. Applications must be submitted no later than March 15
preceding the year the leave is to be taken, unless this date is specifically waived by
the District due to circumstances that made it impossible to meet that date for a
particular leave purpose. Health insurance and other insurance benefits provided
through the District may remain in force throughout the period of such leave, at the
employee's discretion, by the employee submitting to the District the monthly premium
in advance of each payment provided such continuation of benefits is allowed by the
insurance carrier.
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Upon expiration of said leave, subject to eligibility under layoff and recall provisions
in effect at the time of expiration, the employee shall be returned to his/her former
position or one of similar nature, and unused accumulated leave in Section 4.1.A to
which the employee is entitled before the leave shall be maintained and restored to the
employee upon return to active employment.

Upon written application of any employee, a leave of absence of up to one (1) year
may be granted subject to prior approval of the Superintendent or designee, for the
following purposes:

a. Health Leave:

1)

)

(3)

(4)

For illness and/or physical or mental disability, health leave shall be
granted to any employee upon written application. Such application
shall be accompanied by a recommendation from the attending
physician or licensed practitioner.

Health insurance and other insurance benefits provided through the
District may remain in force throughout the period of such leave, at the
employee's discretion, by the employee submitting to the District the
monthly premium in advance of each payment provided such
continuation of benefits is allowed by the insurance carrier.

Employees must exhaust all accumulated sick leave prior to going on
unpaid leave.

The employee may return to work on the date anticipated in the health
leave application provided that at least five (5) days prior to the return
date the employee submits a physician's or licensed practitioner's
statement certifying fitness to return to duty. The employee will be
assigned to his/her previous position or to a position of similar nature,
subject to the layoff and recall provisions in effect at the time of the
proposed return.

The employee may return to work before the date anticipated in the
health leave application provided that at least five (5) days prior to the
preferred return date the employee submits a physician's or licensed
practitioner's statement certifying fitness to return to duty and provided
further that the previous position or a position of similar nature is
available, subject to the layoff and recall provisions in effect at the time
of the proposed return.

b. Child Care Leave: Child care leave shall be granted under the following
conditions:

1)

Written request must be submitted to the District's Human Resources
Office at least thirty (30) calendar days prior to the beginning of the
leave, except as otherwise specified by law.

Article IV-Page 8





(2)  If the employee desires a leave of less than a full year, the request shall
indicate the anticipated date of return to full employment. At least sixty
(60) calendar days prior to the termination of said leave, the employee
will notify the District's Human Resources Office of his/her intent to
return.

(3)  Health insurance and other insurance benefits provided through the
District may remain in force throughout the period of such leave, at the
employee's discretion, by the employee submitting to the District the
monthly premium in advance of each payment provided such
continuation of benefits is allowed by the insurance carrier.

C. Employees will enjoy those Family and Medical Leave rights required by
federal law.

Special Leave. Employees eligible for retention or rehire under layoff and recall provisions
in effect at the time of the application for leave may, upon application, be granted a special
leave of absence without pay for the ensuing school year, to the extent that there is a
reduction in force within the category held by the employee.

1.

All requests for special leave must be received by the Human Resources Office on or
before August 15 in order to be eligible for consideration for the ensuing school year.

a. The number of special leaves granted (FTE basis) to applicants of a given
category held shall not exceed the number of employees reduced in force in
that category (FTE basis).

b. In the event that the number of requests for special leave exceeds the number
of employees of that category in the reduction in force pool, such leaves shall
be granted on the basis of seniority as defined in Section 8.2.B.5.b.

If, after August 15, reduction in force within a category exceeds the number of special
leave requests, additional leave requests will be granted on a first-come basis, until the
leaves granted equal the number of individuals of that category in the reduction-in-
force pool. (All calculations shall be on an FTE basis.)

Any special leave granted will be limited to two (2) consecutive renewals or a
maximum of three (3) consecutive school years.

While on special leave, an employee shall not be employed by any nonpublic

preschool-grade 12 educational program in Snohomish or King Counties.

Review Procedures: An ad hoc committee consisting of two (2) members appointed
by the District and two (2) members appointed by the Association shall be formed as
needed for the following purposes:

a. Investigate alleged violations of Section 4.4.E.4;
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A.

b. Clarify the terms and conditions of special leaves for individual employees;

C. In the event this committee cannot reach agreement, a mutually agreed upon
impartial third party shall be selected to join the committee to formulate a
recommendation. All recommendations of the committee will be forwarded to
the Superintendent.

Upon his/her return from leave, the employee shall be assigned to his/her former
position or one of similar nature, subject to layoff and recall provisions in effect at the
time, and shall resume his/her position on the salary schedule.

Health insurance and other insurance benefits provided through the District may
remain in force throughout the period of such leave at the employee's discretion by the
employee submitting to the District the monthly premium in advance of each payment
provided such continuation of benefits is allowed by the insurance carrier.

General Conditions Affecting Extended L eaves.

1.

An employee on any extended leave except health leave shall notify the District's
Human Resources Office in writing prior to March 15 of his/her intent to return the
following year or the employee’s relationship with the District will be terminated at
the end of the leave period.

Upon written application by the employee, a leave provided for in Section 4.5 may be
extended at the discretion of the Superintendent or designee, for one additional year
only, not to exceed a total of two consecutive years of leave unless otherwise noted.

Subject to all other applicable leave provisions, an employee may take a maximum of
two (2) years of any combination of extended leaves in any seven (7) consecutive
years. Exceptions will be made only in instances where the subsequent granting of
health, child care, special, and/or legally-mandated leaves would cause the employee
to exceed this limit.

The District reserves the right to consider and grant leaves for reasons other than
previously stated to any employee completing two (2) years of employment with the
District. The granting of such leaves shall be based upon written application.

Employees who take unpaid leave will be eligible for District contributions toward
benefit premiums on a pro-rated basis during the months of June, July, and August,
based upon the individual's number of paid basic contract days divided by the total
number of that individual's basic contract days.

EXTENDED LEAVE WITH PARTIAL COMPENSATION

Eligibility. Employees shall be eligible to apply for sabbatical leave for:

1.

Study
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Research
Travel

Work experience (commercial or industrial) that will be of service to the individual,
the school, and the students of the District. Sabbatical leaves may be granted for
commercial or industrial work experience which will enhance the applicant's service
in his/her assignment.

Sabbatical leave shall be granted in accordance with the following stipulations:

1.

2.

Employees shall have served six (6) or more continuous years in the District.

Sabbatical leave may be granted up to one (1) full year to not more than two-thirds
percent (2/3%) of the total number of the employees in the bargaining unit in any one
(1) year, said percent to be rounded to the nearest complete individual.

Application for sabbatical leave shall be filed with the Superintendent not later than
March 15 prior to the school year for which it is requested.

A proposed plan of study, research, or travel to which the time spent on leave will be
devoted, must accompany the application.

Applications shall be evaluated on the following five (5) criteria, in order of priority:

a. The merit of the proposed plan of study, research, travel, or work experience
and its relationship to service to the District in terms of the individual's
professional background.

b. Proportionate employee representation of the different levels of the District
schools such as elementary, middle and high schools, and support services
employees such as nurses, counselors, case workers, etc.

C. If more than two-thirds percent (2/3%) of employees apply and meet all
qualifications, seniority will be considered.

d. First sabbatical

e. Second sabbatical

Applications approved by the Superintendent shall be presented to the Board for final
approval. Once approved by the Board, any change of the sabbatical shall be
presented in writing and must be approved in advance by the Superintendent.

An applicant who is taking part in a two-year study, upon evaluation of his/her

program, may request one (1) year of sabbatical leave and one (1) year's leave of
absence under Section 4.5.D.
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10.

11.

12.

13.

14.

15.

16.

17.

An employee on sabbatical leave shall receive a stipend equal to sixty percent (60%)
of total salary, excluding extra-duty stipends, to a maximum of 1.22 times the base of
the salary schedule or fifty percent (50%) of total salary, excluding extra duty,
whichever is greater.

An employee taking a sabbatical leave shall post a fidelity bond equal to the sum of
the sabbatical stipend. At the time the employee returns to the District and the
employee has signed a contract for the next school year, he/she shall post a bond for
one-half (*2) of the sabbatical stipend. No bond will be required at the beginning of
his/her second year of employment with the District.

In the event an employee on sabbatical leave fails to return to service in the District at
the end of the leave, the stipend received shall be repaid in full to the District
immediately, either through the bond, personal check, or cash.

The potential stipend repayment obligation shall be canceled upon the immediate
return of the employee to the District in the following manner:

a. One-half (¥2) of the potential stipend repayment obligation shall be canceled
after the first year's service to the District.

b. The remaining one-half (*2) of the potential stipend repayment obligation shall
be canceled after the second year of service.

Should an employee be unable to return to the District due to a physical or mental
disability, any repayment obligation will be suspended until the employee is again fit
and able to return to his/her assignment in the District.

A second sabbatical leave may be granted after fourteen (14) years of professional
service. Approval of the second sabbatical leave will be subject to the criteria in item
5 above and there being a six (6) year period between leaves.

The District retains the right to grant no sabbatical leaves, or fewer than two-thirds
percent (2/3%) of employees in the bargaining unit, in years of funding insufficiencies
as determined by the District, whose right and determination shall be final and not
appealable in any forum.

Upon expiration of said leave, subject to eligibility under layoff and recall provisions
in effect at the time of expiration, the employee shall be returned to his/her former
position or one of similar nature. Unused accumulated leave in Section 4.1.A to
which the employee was entitled before the granting of the leave shall be restored to
the employee upon return to active employment. For purposes of salary schedule
placement, the year of leave shall be considered the same as a year of local service.

An employee on sabbatical leave shall not seek employment for compensation during
the period of study, research, travel, or work experience other than to supplement
sabbatical leave income while carrying out the approved program.

Within thirty (30) days of his/her return from sabbatical leave, the employee will file
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with the Superintendent a report giving the substance of the program of study, travel,
research, or work experiences in which he/she was engaged, indicating the value to the
District which he/she believes grew out of his/her experience.

18. Employees may at any time request leave to accept scholarships up to one (1) full year
which would not involve the District in any financial obligation, in which case all
other provisions of the sabbatical leave policy except the percentage limitations shall

apply.

19. Health insurance and other insurance benefits provided through the District may
remain in force throughout the period of such leave, at the employee's discretion, by
payroll deduction from each sabbatical stipend warrant, provided such continuation of
benefits is allowed by the insurance carrier.

Section 4.7LOCAL, STATEWIDE OR NATIONAL ASSOCIATION OFFICER LEAVE

A.

The District shall grant a leave to the President of the Association or statewide or national
association officer for each school year covered by this Agreement on the basis of the portion
of the school day determined by the Association. Such leave shall be granted in multiples of
.2 at the secondary level or in multiples of .5 at the elementary level.

Provided that the Association shall reimburse the District monthly in advance for the full
scheduled salary and benefit costs to the District, the District shall:

1. Make salary payments to the President inclusive of contracted additional days as if
he/she were not on leave.

2. Allow the President to participate in District-approved insurance programs, provided
that such participation is allowed by the insurance carriers.

3. Grant a total of twelve (12) days sick leave at the beginning of each school year,
prorated on an FTE basis. Use and cash out of sick leave shall be the same as that
described in Section 4.1.

In the event the Association fails to reimburse the District in advance as required above, the
District may, at its discretion, cancel this Section in its entirety.

Upon expiration of said leave, subject to eligibility under layoff and recall provisions in effect
at the time of expiration, the employee shall be returned to his/her former position or one of
similar nature, and unused accumulated leave in Section 4.1.A to which the employee is
entitled before the leave shall be maintained and restored to the employee upon return to
active employment, and for purposes of salary schedule placement the year of leave shall be
considered the same as a year of local service.

The Association agrees to indemnify the District and hold it harmless against any and all
claims, demands, suits, attorney fees, or other forms of liability that may arise out of or by
reason of the District's compliance with the terms of this Section. The Association shall have
the right to select the legal counsel to be used. The District shall cooperate by providing all
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information available to it that is deemed necessary by the legal counsel for adequate
representation of the District.
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Section 5.1

A.

ARTICLE V
RIGHTS
STUDENT BEHAVIOR MANAGEMENT

There shall be an annual review of District and building student behavior management
policies, procedures, and plans at the building level during the month of September. Conduct
of this review shall be jointly led by representatives of the District and Association and shall
include materials related to student and teacher rights and due process in maintaining order
and discipline. For employees hired after the September review, the annual review materials
shall be provided by the District during the first ten (10) work days.

The employee shall have the right to use reasonable and prudent disciplinary measures,
including such physical restraint when reasonable and necessary to protect any student or
other person from physical injury or to prevent the commission of a crime. The employee
shall have the primary responsibility for maintaining order and discipline in the employee's
work site(s) based on District and building student behavior management policies, procedures,
and plans; the highest consideration should be given to the judgment of qualified certificated
educators regarding conditions necessary to maintain the optimum learning atmosphere.
Employees shall receive assistance from the principal or designee in discipline cases and shall
receive prompt response to a request for assistance.

Pursuant to RCW 28A.600.020(2) any student who creates a disruption of the educational
process in violation of the building disciplinary standards while under a teacher's immediate
supervision may be excluded by the teacher from his or her individual classroom and
instructional or activity area for all or any portion of the balance of the school day, or up to
the following two days, or until the principal or designee and teacher have conferred,
whichever occurs first: (1) PROVIDED, that except in emergency circumstances, the teacher
shall have first attempted one or more alternative forms of corrective action; (2) PROVIDED
FURTHER, that in no event without the consent of the teacher shall an excluded student be
returned during the balance of that class or activity period or up to the following two days, or
until the principal or his or her designee and the teacher have conferred.

Pursuant to WAC 180-40-225 the employee has the right to recommend suspension or
expulsion for student misconduct included in "District Rules Defining Misconduct.” Instances
where student behavior warrants suspension or expulsion from school shall be carefully
documented by the employee, specifying dates of occurrence and specific acts.

The employee shall have the responsibility to notify parents of student behavior which may
lead to suspension or expulsion.

The above shall be subordinate to any inconsistent requirement of law, implementing
regulations or Board Policy.

Disputes relating to matters outlined in Section 5.1 shall not be subject to the grievance
procedures as defined and set forth in this Agreement and shall be resolved through the
following problem-solving procedures. These problem-solving procedures are available when
an employee(s) has a concern with: (1) the principal's or designee's handling of discipline of a
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Section 5.2

A.

student(s) in the employee's class(es), or (2) the implementation of the building's student
behavior management plan.

The employee may discuss, with or without an Association representative, the concern(s)
with: (1) the principal or designee involved; (2) the building student behavior management
committee if any. It is the intention that resolution be achieved at the level closest to the issue
as possible. The employee may begin the problem-solving sequence with any of the steps
outlined above.

If the concern has not been resolved after pursuing one or more of the above outlined steps the
employee and the principal or designee involved may meet with the appropriate assistant
superintendent and Association President to discuss the concern. Any decision made at this
level shall be binding and not subject to further review or appeal.

PERSONNEL FILES

The District shall maintain a single Personnel File which shall be kept in the office of the
Assistant Superintendent, Human Resources and shall be controlled by the Assistant
Superintendent, Human Resources and/or his/her designee.

Any material or complaint not shown to an employee or a copy provided the employee within
ten (10) days of receipt shall not be used in evidence in any grievance or disciplinary action
against the employee.

The employee shall have the right to examine his/her Personnel File in the presence of the
Assistant Superintendent, Human Resources or his/her designee at a time and place mutually
agreeable. Such review may be done in the company of a person of the employee's own
choosing.

Removal of Materials from the Personnel File.

1. After two (2) years, at the request of the employee, any warning or reprimand and the
materials related thereto shall be removed from the District Personnel File, provided
that no subsequent warning(s) or reprimand(s) has been issued the employee during
that period.

2. Materials which have been in the employee's Personnel File for two (2) years and are
removed pursuant to Section 5.2.D.1 may be retained for an additional two (2) years in
a separate file in the office of the Assistant Superintendent, Human Resources if the
warning(s) or reprimand(s) involved one or more of the following:

a. Sexual abuse or harassment of students or other persons;

b. Sexual contact with students;

C. Violence, excessive use of force, or physical abuse directed at students or other
persons;
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A.

d. Racial, ethnic or sexual slurs;
e. Improper off-duty conduct involving students.

Such materials will be considered part of the employee's Personnel File for a total of
four (4) years from the date materials were placed in the Personnel File.

The District shall maintain no Personnel Files other than those cited in Section 5.2.A. It is
understood and agreed by the parties that listings and objective forms which include an
employee’'s name and objective data shall not be construed to be a part of the contents of any
Personnel File.

Examples: Affirmative action reports and records, equal opportunity for employment
information and records, records of absence, payroll data, fringe benefit reports and
records, rosters, certification information and records, information and records
regarding health certificates, retirement information and records, authorizations for
withholding from pay and employee withholding exemption certificate.

BUILDING FILES

Supervisors may maintain an information file at the work site for employees for whom they
have formal evaluation responsibility subject to the following conditions:

1. It may contain material related to employee evaluation;

2. It shall be available to review by the employee in the presence of the principal,
supervisor, or his/her designee;

3. Copies of evaluation materials stored in an electronic format will be treated in the
manner as non-electronic formatted materials;

4, After five (5) years, at the request of the employee, materials other than formal
observations and final evaluations shall be removed provided that no record of
subsequent related incidents occurred during that period,;

5. The building file may only be transferred to a subsequent evaluating supervisor under
the following conditions:

a. The evaluation of the employee is transferred to another administrator in the
same building who has been in that building at least one year;

b. The evaluating supervisor is replaced during the school year.
Any material or complaint not shown to an employee or a copy provided the employee within

ten (10) days of receipt shall not be used in evidence in any grievance or disciplinary action
against the employee.
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A

Section 5.5

STAFF PROTECTION - PROCEDURES FOR ASSAULT CASES

Job related assault shall be defined as any physical attack upon an employee which takes
place during the workday, at a school-sponsored event, while performing work-related duties
at the work site, or at any other time as a result of the employee's performance of work-related
duties. Inappropriate acts/behaviors directed toward EEA staff, as a result of their
employment with the Edmonds School District, whether occurring on or off school premises,
shall be subject to building/district level investigation and may result in disciplinary or other
appropriate action toward the perpetrator, as determined by the District.

The employee shall be assisted by the supervisor on duty in:
1. Gaining medical attention as appropriate;

2. Reporting the incident to and filing charges with the appropriate police agency
(detailing the incident, supplying witnesses' names, etc.);

3. Reporting the incident to the Human Resources Office so that industrial insurance
procedures can be initiated.

The District, through the Superintendent or designee, shall arrange a conference with an
attorney at District expense. The attorney shall provide the employee with information and/or
direction in regard to:

1. Filing the complaint with police;

2. Criminal trial procedure;

3. The availability of civil remedies, including lawsuits;

4. Source(sj for locating an attorney to represent the employee in any civil remedy
pursued.

Upon receipt of a request, the District shall provide the Association information pertaining to
an assault on a bargaining unit member, provided that no information of a confidential nature
shall be released without the consent of the employee.

Upon receipt of a request, the Association shall provide the District information pertaining to

an assault on a bargaining unit member, provided that no information of a confidential nature
shall be released without the consent of the employee.

JUST CAUSE

In other than emergency situations, building administrators or their designees, who are
investigating a complaint against an employee, shall inform the employee of the concerns or
allegations prior to commencing the investigation.
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No employee shall be disciplined by written warning or written reprimand without just cause.
The specific grounds forming the basis for disciplinary action will be made available, upon
the employee’s request, to the employee and the Association in writing. Complaints from
complainants whose identity is undisclosed to the employee shall not be used as the basis for
a written warning or written reprimand except in sexual abuse and/or sexual harassment cases.
The employee shall have an opportunity to attach a written response to the warning or
reprimand. Any such discipline shall be subject to the Grievance Procedure through all steps.

Letters of Direction to an employee do not constitute disciplinary action.

Any disciplinary action taken against an employee shall be appropriate to the behavior which
precipitates said action.

An employee shall be entitled to have present a representative of the Association during any
disciplinary action. When a request for such representation is made and an Association
representative is not available, any disciplinary action will be postponed for a maximum of
one (1) workday to accord an opportunity for an Association representative to be present.

The parties agree that redress for District actions resulting in discharge, nonrenewal of
contract, or action adversely affecting individual contract status are covered by Statute and
will not be pursued under this Agreement.
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Section 6.1

A.

ARTICLE VI

CONDITIONS OF EMPLOYMENT

WORK YEAR, WORK WEEK, WORK DAY

The length of the work year covered by the basic employee contract shall be 182 days for
continuing employees and 185 days for employees new to the District.

Upon mutual consent of the employee and the supervisor, or sufficient consensus as determined
through the building decision-making process at the building level, contractual time may be
measured on a weekly basis. If this choice is made, the average work week shall consist of thirty-
five (35) hours plus an uninterrupted daily 30-minute duty-free lunch period; otherwise
contractual time shall be measured on a daily basis as described in Section 6.1.C below.

The workday shall consist of seven (7) hours per day, plus an uninterrupted daily 30-minute duty-
free lunch period. The following provisions shall apply:

1. Except as agreed to in Section 6.1.H, no teacher shall be required to exceed five (5) hours
per day or twenty-five (25) hours per week of classroom and/or instructional activities.

2. An employee may be assigned a maximum of two (2) hours noninstructional supervisory
duties (such as bus supervision, playground supervision, and lunch supervision) per week.

An employee may be required to attend one (1) staff meeting per month that extends beyond the
regular workday up to one hour. The building principal/immediate supervisor may call an
additional such meeting in any given month if he/she determines that an emergency exists.

An employee may be required to participate in no more than six (6) hours of uncompensated
school or school-related functions outside the regular workday during a school year.

The District will maintain planning periods at the 7-12 level for the duration of this Agreement.

The District will maintain planning periods at the K-6 level for the duration of this Agreement.
In addition, each elementary building will be allocated two (2) hours per day of paraeducator time
to be used to provide more planning time for elementary teachers.

The early release of students for testing at the secondary level and/or inservice/special projects at
all levels may be instituted, provided the reduction of the student day does not and would not
violate the Basic Education Act as determined by the appropriate State agency. If the District is
not or would not be in compliance with the Basic Education Act by such early release of students,
amajority vote of a building staff shall allow for the lengthening of the student day up to ten (10)
minutes to accommodate such early release of students. Inservice and special projects are subject
to approval/disapproval of the Superintendent or designee.
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The employee shall not be expected to use technology which the district has not yet made readily
available.

The employee may use the District email system for non-political Association communication

and business. The District email system may not be used for campaign or election purposes, or to
organize or promote work stoppages.

ASSIGNMENT TO MORE THAN ONE DUTY STATION

Assignment to more than one duty station shall be done when necessary, under the following conditions:

A

Section 6.3

Scheduling will be such that a teacher teaches all classes at one building before beginning to
teach classes at the second building.

Reasonable travel time will be provided in addition to a thirty- (30) minute, duty-free lunch
period.

Mileage allowance will be provided pursuant to Section 3.6.

The required workday will end seven and one-half (7 %2) hours after the required reporting time at
the first duty station.

An employee who is required to travel between buildings during his/her planning period will be
compensated for such travel time on a prorated per diem basis.

On days when assigned to teach at more than one school, elementary music and physical
education teachers shall be assigned no more than 8 sessions per day.

ADDITIONAL TIME FOR SPECIALISTS

Continuation of this compensation is contingent upon successful passage of the District’s Maintenance
and Operations levies at the maximum capacity allowed by state law.

A

Middle School Counselors shall be employed twelve (12) days in excess of the length of the basic
employee contract.

High School Counselors shall be employed sixteen (16) days in excess of the length of the basic
employee contract.

The District will provide a pool of four thousand dollars ($4,000) for extra counselor hours to be
administered by the Superintendent or designee.

Library Media Specialists shall be employed five (5) days in excess of the basic employee
contract.
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A.

Section 6.5

Regular high school activity coordinators shall be employed two (2) days in excess of the basic
employee contract.

Elementary psychologists shall be employed ten (10) days in excess of the basic employee
contract. Middle school and high school psychologists shall be employed twelve (12) days in
excess of the basic employee contract.

PARENT CONFERENCES

The District shall provide for elementary school conferences on the following basis:

1.

Five (5) days of early dismissal for students in grades 1-6 scheduled the eighth week of
school.

One (1) day of early dismissal for students in grades 1-6 scheduled in March.

Five (5) days of early dismissal for each section of kindergarten students, the first section
scheduled the eighth week of school, the second scheduled the tenth week of school. One
day of early release for each section of kindergarten will be scheduled in March.
Alternatively buildings may decide to provide for conferences via release time or
additional paid staff time (at curriculum rate) equivalent to six (6) days of early release
time for each section of kindergarten.

One evening, in lieu of one afternoon, to be determined by building staff during the five
(5)-day fall conference schedule.

A building staff may initiate a request for a deviation from the District-established parent
conference dates, provided such request must be submitted to the Superintendent or
designee for approval/disapproval no later than September 30. In those years when the
school calendar has been altered after the beginning of the year due to emergency closure,
the timeline for submitting a waiver request may be extended by mutual consent of the
District and the Association.

Any additional costs incurred as a result of using an alternative conference schedule will
come from the building budget.

The conferences referred to in Sections 6.4.A.1 and 6.4.A.2 shall be for the purpose of reviewing
pupil progress and pupil goals.

Additional conferences shall be scheduled at the request of either the teacher or parent.

EMPLOYEE FACILITIES

The District shall make available the following facilities and equipment for employees:

A.

Desk, chair, filing cabinet and lockable storage at the employee's work station.
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A

A work area containing equipment and supplies for the preparation of instructional materials.

Restrooms and dining areas separate from students.

Parking area designated for employees.

Faculty lounge or work area equipped with an operating telephone with an outside line.

Two-way communication system between the main office and the classrooms.

In addition to individual computer workstations, the counseling center at each high school and
middle school shall be provided one laptop computer to be shared among department staff.

In addition to individual computer workstations, the district Nursing Department shall be
provided two laptop computers to be shared among department staff.

SCHOOL CALENDAR

The District shall establish the Traditional School Calendar using the following criteria:

1.

In years when Labor Day falls on September 1, 2, 3, or 4, school will commence on the
first Tuesday following Labor Day. In years when Labor Day falls on September 5, 6, or
7, school will commence on the Thursday preceding Labor Day.

The Wednesday, Thursday, and Friday prior to the first teacher non-student contract day
will be contracted workdays for new employees.

There shall be one hundred eighty (180) instructional days for students, unless altered
through mutual agreement and approved by state waiver.

Two (2) LID days will be scheduled annually, one on the second Friday in October, and
one by mutual agreement.

The winter break will be two (2) consecutive weeks.
The spring break will be one (1) week, scheduled the first week of April.
A midwinter break will be scheduled during the week of Presidents’ Day in February.

School make-up day(s), resulting from school closure, shall be scheduled by the District
immediately following last scheduled day of school, as needed.

Except for changes in grading periods there shall be no change in the school calendar except by
mutual agreement of the District and the Association unless the Superintendent or designee
determines that an emergency condition exists because of an occurrence such as fire, earthquake,
or weather. A school staff may change the grading period for itself without using the waiver
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A.

process, provided the school's shared decision-making process is used.

Quarter/Trimester/Semester - Grade Sheets/Report Cards. The District shall determine the
beginning and ending dates of the quarters, trimesters and/or semesters. Grade sheets and/or
report cards are due at the close of the employee workday, on the fourth (4th) scheduled workday
following the day designated as the last day of the quarter, trimester or semester. At the end of the
second semester/third trimester and/or fourth quarter, report cards and/or grade sheets shall be
turned in to the responsible building administrator no later than the end of the last day of school.

Classes in the kindergarten program are not necessarily scheduled on a daily basis. Therefore, it
is acknowledged that the school calendar for kindergarten teachers may vary from the negotiated
calendar.

WORK LOAD RELIEF

Class Load Relief System

1. In the interest of alleviating class load concerns in the District, the following system of
class load relief will be undertaken. The components and sequence of the system are set
out below.

2. The process will begin with the establishment of base staffing ratios by the District in the

spring for the ensuing year. For 2007-08 the District set the following staffing ratios:

Grades K-1 21:1
2-4 25:1
5-6 27:1
7-8 24.1:1
9-12 24.3:1
3. The following are the class-size norms and teaching load norms for 2007-08:
Grades K-1 CN = 20
2-4 CN = 24
5-6 CN = 26
7-8: TLN = 23.1 x 6/5 x5 =138.6 (rounded to 139)
9-12: TLN = 23.3 x 6/5 x5 =139.8 (rounded to 140)

(TLN = daily Teaching Load Norms for a 1.0 FTE teacher; 6/5 = periods in student day
divided by 1.0 FTE teaching load; 5 = periods taught by 1.0 FTE teacher.)

4. Trigger points for class load relief will then be established by adding an allowed overage
number to the respective class-size norms. That is,

Class-size (or teaching-load) norm + allowed overage number +1 = trigger point for
relief.
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In calculating a given teacher's class load, the following rules will apply:

a.

h.

Elementary special education students assigned to a regular classroom for part of
the school day will count as 1.0 FTE. Where teachers team teach or otherwise
share students, Section 6.7.A.5.b shall take precedence over this subsection.

Where more than one teacher shares a class, e.g., in cases where an overload
situation has been remedied by the addition of a part-time teacher, the class size
will be determined by dividing the class enrollment by the FTE teachers assigned
to the class. (For example, a class of 40 being taught by 1.5 FTE teachers would
have an adjusted class size of 27 for purposes of determining eligibility for class
load relief.)

Part-time teachers will be treated on a pro rata basis for determining eligibility for
relief and the amount of relief, if any. (For example, a .6 FTE secondary teacher
with 99 students will be deemed to have a class load of 165 on a 1.0 FTE basis
[99 divided by .6]. Relief for an eligible .6 FTE teacher would be .6 of the full
relief.)

Eligibility for relief for full-time kindergarten teachers will be determined based
on the average size of both sessions. Relief for eligible half-time kindergarten
teachers will be .5 of the full relief.

Class loads will be measured by the principal at the following times:

Grades K-12: 14th day of school

(Semester System) 8" day of 2nd quarter
11th day of 2nd semester (3rd quarter)
8" day of 4th quarter

Grades K-12: 14th day of school
(Trimester System) 8" day of 2nd trimester
8" day of 3rd trimester

The elementary school principal will promptly report to the appropriate assistant
superintendent which teachers are entitled to relief along with the relief selected
by each teacher. Secondary school principals will be responsible for providing
the relief selected from funds allocated to the building for this purpose.

After the first measurement date elementary classes seven (7) or more students
over the class-size norms will receive relief on the eighth (8th) consecutive day of
the overload. Secondary teachers with teaching loads thirty-five (35) or more
over teaching-load norms will receive relief on the eighth (8th) consecutive day of
the overload.

After each measurement date, it is the responsibility of the employee to notify the
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principal or designee in writing if his/her class load reaches the trigger point for
relief. If the class load continues at trigger point for more than six (6) consecutive
days after the employee's written notification is received by the principal or
designee, and if such notification is received during the first half of the
quarter/trimester, the full relief amount will be provided for that quarter/trimester.
If the class load continues at trigger point for more than six (6) consecutive days
after the employee's written notification is received by the principal or designee,
and if such notification is received during the second half of the quarter/trimester,
half the relief amount will be provided for that quarter/trimester.

Classroom teachers entitled to class load relief, based upon class loads equal to or in
excess of the applicable trigger point, will select one of the following forms of relief:

a.

b.

Option A: Paraeducator time until the next time overloads are measured (see
Section 6.7.A.5.e).

Option B: Compensation in the form of a stipend.

Overage numbers, creating entitlement to relief, shall be as follows:

a.

At the elementary level relief will be granted at four (4) students over the class-
size norms and for every additional two (2) students thereafter.

At the middle and high school levels relief will be granted at fifteen (15) students
over the teaching-load norms and for every additional ten (10) students thereafter.

Relief levels will be defined as follows:

Trigger Points Option A Option B
At four (4) above at elementary or | One (1) hour assistant | $498.75 per
fifteen (15) above at secondary. time per day. quarter or $665 per
trimester.

For each additional two (2) above at | Additional one (1) | Additional $498.75
elementary or ten (10) at secondary. | hour assistant time per | per quarter or $665

day. per trimester.

Two-grade combination classes at the elementary level will receive relief at two
(2) students above the class-size and for every additional two (2) thereafter. The
class size norm will be the staffing ratio of the lower grade.

Three-grade combination classes at the elementary level will receive relief at two
(2) students above the class-size norm and for every additional two (2) thereafter.
The class-size norm will be the staffing ratio of the middle grade.

Relief shall remain in place until the implementation point following the next
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measurement point described in Section 6.7.A.5.e.

8. Additional provisions are as follows:
a. Class load relief will be inapplicable to elementary instrumental music teachers.
b. Secondary music teachers shall receive relief according to Section 6.7.A.4 for that

portion of the teacher's assignment which excludes the following classes:

Band Choir Orchestra
Cadet Band Choir Concert Orchestra
Concert Band Concert Choir Orchestra
Marching Band Symphonic Choir Symphony Orchestra
Symphonic Band
Wind Ensemble
Wind Symphony
C. Elementary vocal music and physical education teachers shall receive relief

(Option B) for each class session taught per week which is at the first trigger point
at the following rates per quarter or trimester:

Example:

1 class per week at the first trigger point

2 classes per week at the first trigger point
3 classes per week at the first trigger point
4 classes per week at the first trigger point
5 classes per week at the first trigger point
6 classes per week at the first trigger point
7 classes per week at the first trigger point
8 classes per week at the first trigger point
9 classes per week at the first trigger point

For classes at second and third trigger points relief will be provided at double and

triple these amounts respectively.

In addition elementary vocal music and physical education teachers who teach
more than 45 sessions per week shall receive a sixty-six dollars and fifty cents
($66.50) relief allocation per quarter or an eighty-nine dollars and eleven cents
($89.11) relief allocation per trimester (Option B) for each session over 45.

Example: Quarter
45 classes assigned = no relief
46 classes assigned = $66.50 relief

49 classes assigned $266.00 relief

Quarter Trimester

$11.08 $14.78
$22.16 $29.56
$33.24 $44.34
$44.32 $59.12
$55.40 $73.90
$66.48 $88.68
$77.56 $103.46
$88.64 $118.24
$99.72 $133.02

Trimester

no relief
$89.11 relief
$356.44 relief

e 50 classes assigned = $332.50 relief $445.55 relief

d. Teachers with both high school and middle school assignments will have class
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loads measured by the principal using the grades 7-12 quarter system checkpoints
set forth in Section 6.7.A.5.e. Relief for such teachers will be based on the class-
size norm for high school or middle school, whichever is lower.

e. Classroom teachers of grades 7-12, whose total teaching loads do not reach
trigger point but who teach one or more classes larger than the result of dividing
the first trigger point by five (rounded up), shall receive relief in the form of a
stipend according to the following:

(1)  Schools on semester/quarter schedule — ninety-nine dollars and seventy-
five cents ($99.75) for each class over the number of students determined
in Section 6.7.A.8.e. and one hundred ninety-nine dollars and fifty cents
($199.50) for each class two (2) over the number of students determined
in Section 6.7.A.8.e.

(2) Schools on trimester schedule -- one hundred thirty-three dollars
($133.00) for each class over the number of students determined in
Section 6.7.A.8.e and two hundred sixty-six dollars ($266.00) for each
class two (2) over the number of students determined in Section 6.7.A.8.e.

Class loads will be measured by the principal at the times listed in Section
6.7.A5.e.

f. Advisory periods, sustained silent reading, priority periods, home rooms, and
similar activities outside the basic curriculum shall not be counted as part of
secondary teaching loads.

g. Any appeal related to the disapproval of a proposed plan for implementing relief
under the provisions of this section shall be directed to the appropriate assistant
superintendent. The appeal will not be subject to the Grievance Procedure.

B. Workload Relief For Specialists

1.

Occupational Therapist/Physical Therapist (OT/PT) Workload: The District shall
establish the staffing levels for Occupational Therapists and Physical Therapists in the
spring for the ensuing year; in the event that such staffing levels cause an increase in the
workload standard for OT/PTs the subject of OT/PT workload shall thereupon be treated
as a negotiable matter rather than a contractual matter and Section 6.7.B.1 and its
subsections shall be deemed null and void, except as may be agreed to in subsequent
negotiations. Student contact time for Occupational Therapists and Physical Therapists
shall be divided into ten (10) minute segments called Intervention Units (IUs). One
hundred fifty (150) IUs per week shall constitute the standard workload for an OT/PT.

1) Intervention Units shall consist of time spent on the following activities:

(@)  Direct student therapy
(b)  Assessment, including observation, testing, and consultation
(c)  Equipment adaptation
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(d)  Professional consultation

(e)  Attendance at mandatory District meetings

() Child study team meetings during the student day
(g)  Travel between schools

2 Intervention Units shall not include time spent on the following activities:

(@)  Parent conferencing
(b)  Planning

(c) Child study team meetings outside the student day
(d)  Duty-free lunch and breaks

3) Workloads will be measured by the appropriate administrator at the times
indicated for grades K-6 in Section 6.7.A.5.e.

4) An OT or a PT will be entitled to relief Option B when his/her workload exceeds
one hundred fifty-five (155) 1Us per week, using the following formula:

(@) 156-168 1Us per week = relief, $498.75
(b) 169-175 IUs per week = relief, $997.50
(©) 176-188 1Us per week = relief, $1,496.25

(5) Part-time OT/PTs will be treated on a pro rata basis for determining eligibility for
relief and the amount of relief.

Speech Language Pathologists (SLP) Workload: The District will allocate $42,000 to
be used for the purpose of providing workload relief for Speech Language Pathologists.
Specific allocation of these monies will be determined by the SLPs and the
Superintendent or designee.

SLPs who are required to travel during their planning periods will be compensated on a
per diem basis for the amount of time required for such travel and will receive
compensation according to the District's mileage reimbursement rate schedule. Requests
for such per diem and mileage compensation will be made on forms provided for this
purpose by the District.

The parties recognize that if the funds described above are used to hire a continuing
contract employee for workload relief, there will not be an opportunity to subsequently
redeploy those funds until a vacancy of at least the FTE amount of the continuing contract
exists within this group of employees.

In addition to the lump sum workload relief for SLPs described above, individual SLPs
will be entitled to workload relief based on the following norms:

€)) for 2007-08, 60 students
(b) for 2008-09, 55 students
(©) for 2009-10, 50 students
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Workload relief shall be paid at the first (1%) student above the norm, and again for every
four (4) students above that first trigger point. (Example: workload relief in 2007-08
shall be paid when an SLP is assigned 61 students, and again when an SLP is assigned
their 65" student.)

Workloads will be assigned by the appropriate administrator, and measured at the times
indicated in Section 6.7.A.5.e. for semester schedules. Part-time SLPs will be treated on
a pro rata basis for determining eligibility for relief and the amount of relief.

Nurse Workload: The District will allocate $55,000 each year to be used for providing
workload relief for nurses. Specific allocation of these monies will be determined by the
nurses and the Superintendent or designee.

The parties recognize that if the funds described above are used to hire a continuing
contract employee for workload relief, there will not be an opportunity to subsequently
redeploy those funds until a vacancy of at least the FTE amount of the continuing contract
exists within this group of employees.

Psychologist Workload: The District will allocate $30,000 to be used for the purpose of
providing workload relief for psychologists. Specific allocation of these monies will be
determined by the psychologists and the Superintendent or designee.

The parties recognize that if the funds described above are used to hire a continuing
contract employee for workload relief, there will not be an opportunity to subsequently
redeploy those funds until a vacancy of at least the FTE amount of the continuing contract
exists within this group of employees.

Psychologists who are assigned to participate in an emergency threat assessment will be
paid at per diem for the number of hours required to complete the threat assessment.

Special Education Teacher Workload: Each school building, except Maplewood
Center, Alderwood Early Childhood Center, and Options, shall receive $938 annually for
the purpose of funding the processes of prevention and problem solving of workload
issues of special education teachers. Maplewood Center, Alderwood Early Childhood
Center, and Options shall each receive $469 annually.

The District annually will provide each special education teacher one (1) day of release
time or 4.5 additional hours at the per diem rate of pay, as well as two (2) hours at the per
diem rate of pay per IEP for the purpose of preparing student Individualized Educational
Programs (IEPs). The District, also, annually will provide each building two (2)
additional release days, or the equivalent amount of additional time at the per diem rate of
pay per special education teacher on an FTE basis, to be used for IEP preparation
according to a plan developed by the special education teachers in the building and the
principal. Please refer to the Implementation Memo for additional information regarding
this compensation.

In addition to the IEP workload relief described above, individual special education
teachers will be entitled to workload relief when their workload exceeds the following

Article VI - Page 11





norms:

(@  Elementary Emotionally Behaviorally Disordered (EBD) teachers: 10 students
(b)  Elementary Intensive Support (IS) teachers: 10 students

(c)  Secondary EBD teachers: 12 students

(d)  Pre-school Deaf and Hard of Hearing (DHH) teachers: 7 students

() K-12 DHH teachers: 13 students

() Secondary learning support teachers: 25 student IEPs, and 25 students per class

Workloads will be assigned by the appropriate administrator, and measured at the times
indicated in Section 6.7.A.5.e. The administrator will determine the appropriate workload
relief (paraeducator support or trigger pay) for each situation. Part-time special education
teachers will be treated on a pro rata basis for determining eligibility for relief and the
amount of relief.

Workload relief shall be provided based on the following formula:

1. For EBD, IS, and DHH teachers, relief shall be provided at the first (1*) student
above the norm, and again for every two (2) students above that first trigger point.
(Example: when an EBD teacher is assigned 11 students, and again when they
are assigned their 13th student.)

2. For LS teachers, relief shall be provided at the first student above the norm, and
again for every four (4) students above that first trigger point. (Example: when a
LS teacher is assigned 26 students, and again when they are assigned their 30"
student.)

Secondary English Language Learner (ELL) Workload Relief

a. Secondary English Language Learner (ELL) teachers shall be entitled to
individual workload relief when their workload exceeds 25 students per class.

Workloads will be assigned by the appropriate administrator, and measured at the
times indicated in Section 6.7.A.5.e. The administrator will determine the
appropriate workload relief (paraeducator support or trigger pay) for each
situation. Part-time ELL teachers will be treated on a pro rata basis for
determining eligibility for relief and the amount of relief.

Workload relief shall be provided at the first (1%) student above the norm, and
again for every four (4) students above that first trigger point. (For example,
when an ELL teacher is assigned their 26" student, and again when they are
assigned their 30" student.)

b. Required initial placement and annual testing of secondary ELL students will be
conducted and documented by a district assessment team.

Elementary Learning Support Workload Relief
In addition to their contractual planning periods, elementary learning support teachers
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shall be released 2.5 hours per week to complete student assessments.

8. High School Counselor Workload Relief
Each comprehensive high school shall be staffed with a minimum of 4 full-time FTE
counselors. Based on September head count enrollment, a high school shall be provided
with additional EEA counseling FTE staff in .1 FTE increments when no less than an
additional .5 FTE is required to achieve a ratio of 1 FTE counselor per 350 students.

9. K-8 Librarian Workload Relief
Each K-8 library shall be assigned a minimum of three (3) hours per day of paraeducator
support.

10. Kindergarten Workload Relief
Beginning in 2008-09, the District shall ensure that each half-day kindergarten session is
assigned a minimum of one hour of paraeducator support.

11. “Flight Team” Emergency Support
EEA staff who serve on a district “flight team” to provide emergency support will be paid
$100 per flight team event.

Building Class Load Relief Funds

Each school building, except Maplewood Center, Alderwood Early Childhood Center, and
Options shall receive four thousand dollars ($4,000) annually for the purpose of resolving class
load issues not addressed by the provisions in Section 6.7.A & B above. Maplewood Center,
Alderwood Early Childhood Center, and Options shall each receive two thousand dollars
($2,000) annually. In addition, in 2007-08, 2008-09, and 2009-10, eighty thousand dollars
($80,000) will be provided to be distributed among the buildings according to October 1 student
head count for the same purpose. Continuation of the eighty thousand dollars ($80,000) in future
years shall be contingent on the successful passage of the District's Maintenance and Operations
Levies at the maximum capacity provided by state law.

In addition, for 2007-08 a total of fifteen thousand dollars ($15,000) shall be provided to be
distributed among middle school and high school buildings according to October 1 student head
count for the purposes described in the preceding paragraph. This amount shall increase to a total
of twenty-five thousand dollars ($25,000) in 2008-09, and to a total of thirty-five thousand dollars
($35,000) in 2009-10. Provision of these additional funds shall be contingent on the successful
passage of the District’s Maintenance and Operations Levies at the maximum capacity provided
by state law.

Uses of these allocations will be determined by building classload committees which shall be
comprised of employees and building administrator(s). Emphasis will be given to workload
problems created by the presence of students with special needs. In middle schools and high
schools, the presence of 7 or more special needs students (IEP, ELL,504) in a regular
education classroom, as reported by the teacher, will result in a meeting with the principal
regarding relief for that classroom. Classload relief, if provided, shall be funded from
Building Class Load Relief Funds.
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Section 6.8 PATRON COMPLAINTS

A.

A District administrator who receives a patron complaint about an employee will recommend that
the patron discuss the complaint with said employee.

Prior to disciplinary action of any employee in connection with a patron complaint, the employee
will have the opportunity to meet with the immediate supervisor.

Section 6.9J0OB SHARING

A.

Section 6.10

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

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 Assistant Superintendent, Human
Resources a desire to job share. Job responsibilities for job share participants shall be divided
according to a plan designed by the job share partners and is subject to approval and modification
by the immediate supervisor.

In the event a replacement is required for a job share partner during the school year, the District
will ask the remaining 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.

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

JOINT COMMITTEES

Joint Committees shall be established annually by District and Association agreement.

Section 6.11

INDIVIDUAL DISCRETIONARY FUNDS

The District will provide three hundred dollars ($300) for 2007-08, and three hundred fifty dollars ($350)
for 2008-09 and 2009-10 per 1.0 FTE employee to the building budgets for the purchase of materials,
equipment, supplies, conference/workshop fees. This amount will be prorated for employees who are
less than 1.0 FTE.

Kindergarten teachers shall be allocated the 1.0 FTE employee amount of the individual discretionary
funds for each class session of kindergarten they are assigned to teach. A full-time Kindergarten teacher
assigned one class for the full day shall be allocated the 1.0 FTE amount for that class; a full-time
kindergarten teacher assigned two half-day sessions of kindergarten shall be allocated the 1.0 FTE
amount for each half-day session.
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(See Discretionary Funds Memo/Implementation Memo, which includes form and parameters.)
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2007-10
ARTICLE VII

GRIEVANCE PROCEDURE

Section 7.1  DEFINITIONS

A. A grievance is a claim by an employee, a group of employees, or the Association that there
has been a violation, misinterpretation, or misapplication of any provision of this Agreement
which directly affects that employee, group of employees or the Association, respectively, and
may be processed as a grievance as hereinafter provided. Once an employee has initiated a
formal grievance, the Association, at its discretion, may process that grievance through the
remaining steps of the procedure, irrespective of the wishes of the employee who initiated the
grievance.

B. A grievant may be an employee, a group of employees, or the Association having a grievance.

Section 7.2 GRIEVANCE STEPS

In the event that a grievant believes there is a basis for a grievance, the employee may first discuss
the alleged grievance with the immediate supervisor in person accompanied by an Association
representative. If the grievance is not thus resolved, formal grievance procedures may be instituted.
However, the exhaustion of the informal procedure is not a condition precedent to invoking the
formal Grievance Procedure.

A Step 1

1. The grievant may invoke the formal Grievance Procedure through the Association on
the form set forth in Appendix 7 which will be available from the Association
representative in each building, setting forth the following:

a. The facts upon which the grievance is based;

b. Reference to the specific provision(s) of this Agreement which is/are alleged to
have been violated,

C. Remedy sought.

2. A copy of the grievance form shall be delivered to the immediate supervisor. If the
grievance involves more than one school building, or is based on action of a District-
level administrator, it may be filed with the Superintendent or designee. A grievance
form must be filed within twenty (20) days of the occurrence of which the grievant
complains or twenty (20) days of the time when the grievant learned of the occurrence
of which he/she complains, whichever is later.

3. Within five (5) days of receipt of the written grievance, the immediate supervisor shall
meet with the grievant and an Association representative in an effort to resolve the
grievance. The immediate supervisor shall indicate his/her disposition of the
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Section 7.3

grievance in writing within five (5) days of such meeting, and shall furnish a copy
thereof to the grievant and the Association.

Step 2

If the Association and/or grievant is/are not satisfied with the disposition of the grievance, or
if no disposition has been made within five (5) days of such meeting or ten (10) days from the
date of filing, whichever shall be later, the grievance shall be transmitted to the
Superintendent. Within ten (10) days of receipt of the grievance form the Superintendent or
designee shall meet with an Association representative and the grievant on the grievance and
shall indicate his/her disposition of the grievance in writing within five (5) days of such
meeting, and shall furnish a copy thereof to the grievant and to the Association.

Step 3

1. If the Association is not satisfied with the disposition of the grievance by the
Superintendent or designee, the Association may proceed to Step 4 or the Association
and the Superintendent may mutually agree to submit the grievance to an impartial
mediator within five (5) days of the decision by the Superintendent or designee.

2. The parties shall select a mutually agreed-upon mediator. If the parties cannot agree
upon a mediator, PERC will be contacted to provide a mediator who shall not be a
PERC Hearing Officer.

3. The parties shall meet with the mediator for a period of time not to exceed two (2)
days. If no solution acceptable to the Association is achieved within that time period,
the Association may proceed to Step 4.

Step 4

The Association shall exercise its right of arbitration by giving the Superintendent written
notice of its intention to arbitrate within twenty (20) days of receipt of the written disposition
of the Superintendent or designee or ten (10) days following completion of mediation,
whichever comes later. The arbitrator shall be selected by the American Arbitration
Association in accord with its rules which rules shall likewise govern the arbitration
proceeding. Neither the District nor the Association shall be permitted to assert in such
arbitration proceeding any ground or to rely on any evidence not previously disclosed to the
other party during Steps 1 through 3. The decision of the arbitrator shall be final and binding
upon both parties.

ARBITRATION COSTS

Each party shall bear its own costs of arbitration except that the fees and charges of the arbitrator
shall be borne equally by the District and the Association.
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Section 7.4

A.

Section 7.5

A

Section 7.6

JURISDICTION OF THE ARBITRATOR

The arbitrator shall have no power to alter, add to, or subtract from the terms of this
Agreement. The arbitrator shall decide all substantive and procedural arbitrability issues.

The award of the arbitrator may be entered in any court of competent jurisdiction should
either party fail to implement the award. If a motion to vacate the arbitrator's award is entered
in a court of competent jurisdiction, and the initiating party does not prevail in the litigation,
such party shall bear the full costs of such action including, but not limited to, the adverse
party's court costs, legal fees and other related expenses incurred as a result of defending such
action.

TIME LIMITS

The resolution of grievances shall be accomplished as rapidly as is possible. To that end, the
number of days in each step shall be considered as maximum and efforts should be made by
the parties to expedite the process.

The time limits provided in this Article shall be strictly observed unless extended by
agreement of the parties. In the event a grievance is filed after May 15 of any year, the
District shall use its best efforts to process such grievance prior to the end of the school term
or as soon thereafter as possible. Failure of the Association to proceed with its grievance
within the times hereinbefore provided shall result in dismissal of the grievance. Failure of
the District or its representatives to take the required action within the times provided shall
entitle the Association to proceed to the next step on the Grievance Procedure.

GRIEVANCE AND ARBITRATION HEARINGS

All hearings or conferences pursuant to this Grievance Procedure shall be scheduled at a time and
place which will afford a reasonable opportunity for all parties entitled to attend to be present,
including witnesses.

Section 7.7

FREEDOM FROM REPRISAL

Employees involved in the processing of grievances whether as a grievant, a witness, a representative
of the Association or otherwise shall not suffer any restraint, interference, discrimination, coercion or
reprisal, or prejudice in any manner as a result of their participation in the grievance process. All
documents, communications and records dealing with grievances and their adjustments shall be filed
separately from the grievant's personnel file.

Section 7.8

INDIVIDUAL COMPLAINTS

If an individual teacher has a personal complaint which he/she desires to discuss with the supervisor,
he/she is free to do so without recourse to the Grievance Procedure. However, no grievance as
defined herein shall be adjusted without prior notification to the Association and opportunity for an
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Association representative to be present, nor shall any such adjustment of the grievance be
inconsistent with the terms of this Agreement. In the administration of the Grievance Procedure, the
interest of the employee shall be the sole responsibility of the Association.

Section 7.9

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 7.10 ASSISTANCE IN INVESTIGATION

A.

The District shall provide to the Association upon request such information as is necessary to
the processing of a grievance. Requests for such information shall be submitted to the
Superintendent by a designated Association leader or agent.

All matters pertaining to specific grievances shall be confidential information and shall not be
unnecessarily or indiscriminately related or divulged by any participant in the grievance
adjusting process or by any employee of the District.

The Association shall obtain from the grievant and every participant in the processing of any
grievance on behalf of the grievant a signed commitment that the above confidentiality will be
maintained and the Association will hold the District harmless from any claim and damages in
any case in which this confidentiality is violated by the grievant or any participant in the
processing of the grievance on behalf of the grievant.
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2007-10

Section 8.1

A.

Section 8.2

ARTICLE VIII

LAYOFF AND RECALL

EMPLOYEE SENIORITY AND CATEGORY LISTS

By January 15 of each year the District will send a form to each employee, including those on
leave, asking each employee to update his/her records of employment category qualifications
and to verify his/her seniority and academic credits. Each employee shall be required to
identify, by January 31, all employment categories for which he or she may be qualified. The
submission of this information shall be on a form provided by the District.

Employees will not be allowed to delete employment categories.

By February 15 of each year the District will provide to each work site Preliminary Employee
Seniority and Category Lists for each employment category listed in Section 8.2.B.4. Any
employee who believes that an error has been made in his/her placement on one or more
employee lists must notify the District Human Resources Office of the alleged error by March
1.

By March 15 the District will provide to each work site Final Employee Seniority and

Category Lists. The Final Employee Seniority and Category Lists shall be the basis on which
layoff and recall decisions are made.

PROVISIONS FOR LAYOFF

In the event the District adopts a reduced educational program by reason of financial necessity, those
teachers and other nonsupervisory certificated employees (collectively “certificated employees”
herein) who will be retained to implement the District's reduced or modified program and those
certificated employees who will be terminated from employment or adversely affected in contract
status shall be determined in accord with the following considerations:

A.

Educational Programs

1. The funds available for implementation of the educational programs.

2. The needs of the students evidenced by requirements for graduation, minimum
program requirements in accordance with WAC 180-16-200; Chap. 180-50 WAC;
Chap. 180-56 WAC, requirements for accreditation and historical participation of
students in programs.

3. The curriculum offerings and co-curricular program based on the material developed
pursuant to Sections 8.2.A.1 and 2.

4. The positions needed to operate the educational programs developed under Section
8.2.A.1, 2, and 3.
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Certificated Staff - General Provisions and Definitions. All certificated staff on approved

leaves of absence shall be considered for a position in the same manner as any other
certificated staff member not on a leave of absence and all portions of Article V111 shall apply.
No employee shall be considered for retention in a position of compensation because of
extended days salary than the position held by such employee at the time of the
implementation of this Article. The following provisions shall be applied in developing the
list of certificated employees.

1.

College credits must be supported by official transcripts (not simply grade slips) which
the individual has on file in the Human Resources Office, Educational Services Center
of the District. It shall be the responsibility of the individual employee to furnish the
District with such supporting transcripts. All transcripts and records of professional
credits and experience must be on file by October 15 of the school year that Section
8.2.B is to be applied, in order to be given consideration under Section 8.2.B.5.

A part-time employee shall not be eligible to be retained in a position of higher FTE
status than that held at the time of retention determination until such time as
employment has been offered to everyone in the employment pool in his/her category
or categories.

Each certificated employee employed under a continuing contract shall be considered
for retention in the employment category or categories for which the employee is
qualified. The employee shall first be considered for retention in the category or
categories appropriate to the position held and then in any other category or categories
for which the employee may be qualified according to the provisions of this paragraph.
For the purpose of this paragraph, an employee is qualified for a category if he/she has
the proper certification and if:

a. The employee is currently assigned or has previously been assigned .4 FTE or
more (under continuing or noncontinuing contract) for one full school year to
such category; or

b. The employee is currently assigned or has previously been assigned .2 FTE
(under continuing or noncontinuing contract) to such category for two or more
consecutive years; or

C. The employee has an academic major as stated on the official transcript or
presents written documentation from an appropriate college or university
official that such employee has earned credits in that field equivalent to a
major.

Substitute service, unless used for initial placement on the certificated
employees' salary schedule, cannot be used for category qualification.

The following categories are established:

a. Elementary teaching personnel will be considered for retention in the following
categories: Primary (K-3), Intermediate (4-6), Instrumental Music, Vocal
Music, Physical Education, Teacher of the Gifted, Learning Assistance
(LAP)/Chapter I, and Learning Support.
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Secondary teaching personnel will be considered for retention in the following
categories:  Agriculture, American Sign Language, Anthropology, Art,
Biology, Business Education, Chapter I, Chemistry, Computer Education,
Drama, Earth Science, Economics, English, English as a Second Language,
Foreign Language (by individual language), Gifted--Teacher of, Geography,
Health, History, Home Economics, Industrial Arts (by individual program),
Journalism, Learning Assistance (LAP), Marketing, Math--Advanced (higher
than Algebra 2), Math--General (Algebra 2 and lower), Music--Instrumental,
Music--Vocal, Physical Education, Physics, Political Science, Psychology,
Reading, Science (including all 7th and 8th grade Sciences), Scriber Lake (by
individual category), Sociology, Speech, and Technology Education.

Supportive staff personnel will be considered in the following categories:
General Counselor, Vocational Counselor, Specialist (by area of specialty),
Secondary Library Media Specialist, Elementary Library Media Specialist,
Psychologist, and Nurse.

Special Education personnel will be considered for retention in the following
categories: Preschool Special Education Teacher, Primary Special Education
Teacher (K-3), Intermediate Special Education Teacher (4-6), Secondary
Special Education Teacher, Teacher of the Blind, Teacher of the Deaf,
Educational Caseworker, Speech Language Pathologist, Audiologist,
Occupational Therapist, Physical Therapist, Specialist (by area of specialty).

Criteria for Retention. Certificated employees shall be considered for retention in
available positions within the employment categories for which they qualify under
Section 8.2.B.3. In the event that there are more qualified employees than available
positions in a given category, the following criteria shall be used to determine which
employee shall be retained:

a.

Seniority as a certificated employee as defined in Section 8.2.B.5.b shall be the
basis for retention in those categories identified in Section 8.2.B.4. using the
most recent Final Employee Seniority and Category List described in Section
8.1.B. Within each such category the employee(s) having greater seniority
shall be retained. In the event ties exist, the employee(s) having the highest
number of college, university and professional credits eligible for recognition
by the District for salary purposes shall have preference, provided that all such
credits must have been earned after the employee has been awarded his or her
Bachelor's Degree. If ties remain, the employee(s) to be retained shall be
determined by drawing lots among the employees who tie. Such drawing will
be held after affected employees and the Association have been notified of the
date, time and place of the drawing. The drawing shall be conducted openly
and at a time which would permit a reasonable opportunity for the affected
employees and Association representatives to be present.

"Seniority" shall mean experience recognized by the State for salary funding
purposes, rounding to the nearest tenth, under Section 3.3.A.1. (Also reference
Memorandum of Understanding for 2007-10 regarding ‘““Education Staff
Associates (ESA) certificates which are in ““hard-to-fill”” areas who have
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Section 8.3

A

experience credit recognized by the Edmonds School District.”)

6. It is recognized that certificated administrative personnel not included in this
bargaining unit may be eligible, under applicable Board policy and administrative
procedures, for retention in one or more of the employment categories identified in
Section 8.1.B.4; provided such administrative personnel shall be subject to the same
terms and conditions of employment as though they were members of this bargaining
unit.

7. An employee who qualifies for retention may be assigned up to .6 FTE to a category
for which he/she is otherwise eligible for retention.

8. An employee who otherwise qualifies for retention may be assigned .2 FTE to a
category for which he/she has not previously qualified. Placement in such .2 FTE
assignment in a nonqualifying category shall be made contingent on mutual agreement
between the employee and the administrator, the prior approval of a Human Resources
administrator and proper certification of the employee.

9. As soon as feasible after the beginning of each semester the District shall provide the
Association with a list of employees working in non-category areas, their assignments
and FTE in those assignments.

District Review and Action. The Superintendent shall review the recommendations of the
Assistant Superintendent, Human Resources. After review, the Superintendent shall take such
action as may be necessary and such notice shall be given certificated staff members as
required by law. All certificated personnel who are not recommended for retention in
accordance with these procedures shall be terminated from employment and placed in a
District employment pool.

PROVISIONS FOR RECALL

Employment Pool. Certificated persons whose names are in the employment pool will be
considered for any District teaching or support staff vacancy for which they are qualified
which thereafter occurs. Such employment shall be by a contract issued by the District either
on a continuing or noncontinuing basis.

1. Employment pool personnel will be given the opportunity to fill open positions
according to the criteria detailed in Section 8.2.B.5. An individual retains all rights of
the reemployment pool until he/she receives a continuing contract subject to other
provisions of this Article.

a. Said employment pool shall exist until the third November 1, following the
implementation of Article VIII, or until the employment pool is depleted,
whichever comes first. (If Article VIII is implemented again before the
termination date of an existing employment pool, a new employment pool will
be created with a termination date consistent with the provisions of this Article
after each name in the pool.)
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b. An employee in the employment pool who is not eligible for consideration in a
job category under Section 8.2.B.3 will be employed in a position for which
he/she is qualified by preparation and proper certification in preference to an
applicant from outside the District.

By January 15 of each year in which an employment pool exists, the District will
provide to each person in the employment pool a copy of the Layoff and Recall
provisions of the current collective bargaining agreement, with a cover letter inviting
such persons to let the District know by January 31 whether they wish to remain in the
employment pool and if so, to update their records of experience and category
qualifications and verify academic credits. If no response from an individual is
received by the District by January 31, that individual will be dropped from the
employment pool.

By February 15 the District will provide to each person in the employment pool a copy
of his/her Preliminary Employment Pool Seniority and Category Lists. Any person in
the employment pool who believes that an error has been made in his/her placement
on one or more employment pool lists must notify the District Human Resources
Office of the alleged error by March 1.

By March 15 the District will provide to each person in the employment pool a copy
of his/her Final Employment Pool Seniority and Category Lists. The Final
Employment Pool Seniority and Category Lists shall be the basis on which recall
decisions are made.

When a vacancy occurs for which a person(s) in the employment pool is qualified
under the criteria in Section 8.2.B.3, the District will attempt to contact such
individual(s) by telephone with the offer of the position.

a. Such individual(s) will have up to three (3) business days (during which the
District Human Resources Office is open) to accept or reject the position and
up to seven (7) calendar days to return to service with the District following
acceptance of a position.

b. It shall be the responsibility of the individual to provide the Human Resources
Office with a telephone number and address where he/she or his/her designee
can be reached at all times.

C. In the event that an individual cannot be reached by telephone, the District will
send the contract offer by certified U.S. Mail or by personal delivery. Such
individual will have three (3) calendar days from receipt of the written offer or
ten (10) calendar days from the date of mailing, whichever comes first, to
accept the position, and up to seven (7) days to return to service with the
District following acceptance of the position.

If an individual in the employment pool fails to accept two (2) positions offered, such
individual shall be placed at the bottom of the Final Employment Pool Seniority and
Category List for the employment category appropriate to the position offered.
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10.

Exceptions to the above would be:
a. Cases where a contract for less than .5 FTE is offered.

b. Cases where an elementary teacher is offered a position that is more than two
(2) grade levels from the last position held.

If in two (2) consecutive contract years an individual fails to accept two (2) positions
offered or if the offers cannot be delivered within ten (10) days of mailing, such
individual will be dropped from the employment pool. Exceptions to the above would
be:

a. Cases where a contract for less than .5 FTE is offered.

b. Cases where an elementary teacher is offered a position that is more than two
(2) grade levels from the last position held.

The District shall provide an employee who is recalled to a position during the school
year one (1) working day for orientation to the new position. The building principal
and/or designee will be responsible for such orientation.

The term "vacancy,” for purposes of this Article, shall mean all teaching and
supportive staff positions to be filled by the District for a period of sixty (60) or more
consecutive contracted days during any year in which an employment pool exists.

Individuals accepting contracts for positions of less than .5 FTE shall be given the
opportunity to fill vacancies for greater daily service in categories for which they
qualify under the criteria in Section 8.2.B.3 subject to the limitation in Section 8.2.B.2
before such vacant positions are offered to others in the employment pool. Only one
such improvement in daily contracted service which results in a transfer or
reassignment to another program or building will be allowed per individual during a
contracted year.

B. General Provisions

1.

The District will utilize employment pool personnel as substitutes on a first priority
basis, if those personnel have registered for substituting in the manner prescribed by
the District. The District will inform employment pool personnel of the proper
registration procedure.

For any administrative retention which occurs subject to Section 8.2.B.6, only those
who have previously held a position at the same or higher salary level will be given
preferential consideration.

Final action to terminate any contract shall be taken under statutes as may exist from
time to time.
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Section 9.1

ARTICLE IX

EMPLOYEE PROFESSIONAL ASSESSMENT

RESPONSIBILITY

Within each school and program, the principal, program manager or his/her designee shall be
responsible for conducting annual professional assessments of employees assigned to that school or
program. If an employee is assigned to more than one school or site, the principal or program
manager of the school or site to which he/she is assigned the greater part of the time shall be
responsible for that employee’s assessment. An evaluator for employees, other than those described
above, shall be designated by the District. Such evaluator may be a principal, his/her designee, a
program manager, or other administrator.

Section 9.2

A

PROFESSIONAL GROWTH AND ASSESSMENT PROCESS

Philosophy

The Professional Growth and Assessment Process (PGAP) is an annual, growth-oriented,
employee-centered process that encourages peer collaboration. PGAP includes self-
reflection, self-assessment and goal setting aligned with District and building/program goals
to increase student achievement. The evaluator and the employee share the responsibility for
developing and carrying out the PGAP. The fundamental activities of this process are 1) the
annual development of specific teaching and/or direct job-related growth goals between the
employee and the supervisor and 2) self-assessment related to attainment of the established
growth goals conducted by the employee unless otherwise stated below.

Employee Responsibilities

1. Prior to the annual goal setting conference described in Sections 9.2.C.2 and 9.2.D.1
below, the employee shall:

a. Attend the building/program information meeting described in Section 9.2.C.1,
below about the professional assessment forms and criteria.

b. Review the appropriate content, grade level or specialty area performance
standards.
C. Privately complete the Standards for the Teaching Profession Continuum (or

specialty area) prior to the development of the annual growth goals.
d. Review the annual building/program goals.

e. Draft individual annual growth goals that are aligned with District and
building/program goals to increase student achievement to be reviewed with
the evaluator. Be able to describe how each goal aligns with one or more
elements of the Standards for the Teaching Profession Continuum (or specialty
area). At least two goals must contribute to the attainment of the goals of the
building/program.
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f. For each goal, identify measurable indicators that gauge progress toward the
goal and specific strategies that will assist in attaining the goal. At least one
strategy per goal which is aligned to building/program goal needs to involve
collegial collaboration. Collegial collaboration activities are encouraged for
any goals, however, self-reflection alone may be appropriate.

g. Develop a proposal for utilization of the Individual Professional Development
Allocation.
h. Be able to describe how each goal aligns with one or more elements of

Standards for the Teaching Profession Continuum (or specialty area).

After the annual goal setting conference, the employee is responsible for working to
meet his/her annual growth goals as described on the Professional Growth Goal
Planning Worksheet (HR138-A-1).

Evaluator Responsibilities

1.

Each evaluator shall, within the first twenty (20) days of the school year or
employment, whichever comes later, advise employees of the professional assessment
forms to be used and the criteria upon which they will be assessed including expected
levels of employee performance where applicable. This normally occurs in a staff
meeting before school starts.

No later than the thirtieth (30th) day or within the first thirty (30) days of employment,
whichever comes later, the evaluator shall meet with the employee to confer on the
criteria and annual growth goals upon which the employee will be assessed and the
procedures and forms to be used.

The evaluator will offer input and assistance, and may provide guidance and coaching
to the employee during the annual Professional Growth and Assessment Process.

The evaluator may conduct informal or formal observations.

The evaluator may decide to move the employee to a Professional Growth Plan and
the Long Form Evaluation process after the employee’s annual growth goals have
been established, provided that the decision is made and communicated to the
employee in writing, including the reason for the decision, no later than March 1.

The evaluator shall submit copies of the annual Professional Growth and Assessment
Verification Forms (HR-138B) to Human Resources no later than ten (10) days after
the close of school.

Shared Employee/Evaluator Responsibilities

1.

The employee and evaluator will meet to cooperatively establish annual growth goals
at the conference described in Section 9.2.C.2, above and to complete the Professional
Growth Goal Planning Worksheet (HR138-A-1).
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Section 9.3

A

Engage together in learning-focused conversations during the course of the school
year.

No later than the fifth (5™) day prior to the end of school in the facility where the
employee is assigned, the employee and evaluator will meet to analyze and discuss
employee-gathered evidence related to the accomplishment of the established annual
growth goals and to complete the annual Professional Growth and Assessment
Verification Form (HR 138-B).

The PGAP is the locally bargained evaluation process emphasizing professional growth, and
it does not require Long Form Evaluation after the first four years of satisfactory Long Form
Evaluation except as required in Section 9.3.B, below.

LONG FORM EVALUATION PROCESS

Professional Growth Goals

1.

Professional Growth Goals shall be established annually for all employees on Long
Form Evaluation. The Professional Growth Goals shall be established by the
evaluator with input from the employee. In the case of employees who received a
Below Average or Unsatisfactory rating in any evaluation criterion on the final
evaluation, Professional Growth Goals shall be established for the next school year by
the fifth (5™) day prior to the end of school when the Below Average or Unsatisfactory
rating was received. Such Professional Growth Goals shall be reviewed by the
evaluator and the employee no later than October 1 of the following school year.

Conditions

1.

The following employees shall be placed on Long Form Evaluation:

a. Employees new to the profession or with no prior Washington public school
experience the first four (4) years of employment in the District.

b. Employees new to the District, but with experience in the public schools of
Washington for the first year of employment with the District and until the
employee has had four (4) years of satisfactory Long Form evaluations in the
District or elsewhere in Washington.

C. Employees who receive a Below Average or Unsatisfactory rating in any
evaluation criterion on the final evaluation—for the next school year.

d. Employees who hold non-continuing contracts, except those reemployed after
they have retired from District employment. Retired employees from another
district and who can provide documentation of four (4) years of satisfactory
evaluations in the state are eligible for PGAP after satisfactorily completing the
first year on the long form evaluation process.

e. Employees returning to District employment following an absence of five (5)
or more years.
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The following employees may be placed on Long Form Evaluation:

a. Employees returning to District employment following an absence of two (2)
or more years at the discretion of the evaluator or employee.

b. Employees changing assignments such as grade, level, subject area, specialty
area or building from the previous school year at the discretion of the evaluator
or employee.

C. Employees identified by the evaluator as having deficiencies or areas for

improvement. (Ref. 9.2.C.5.)

Formal Observations

1.

For all employees on Long Form Evaluation/Professional Growth Goal, the evaluator
shall conduct at least two (2) formal observations during the course of the evaluation
period.

For provisional employees, the evaluator shall make at least one formal observation
within the first ninety (90) calendar days of employment.

Formal observations shall be conducted in accordance with law, provided that
observations shall be for not less than fifteen (15) consecutive minutes, provided
further that the total observation time shall total at least sixty (60) minutes including
one observation of at least thirty (30) minutes.

The evaluator shall prepare a written report of each formal observation within five (5)
days following the observation. Within three (3) days after such written report is
prepared, the evaluator shall provide the employee with a copy of the written report
and shall hold a conference with the employee.

Final Long Form Evaluation

1.

A final Long Form Evaluation shall be completed by the evaluator for all employees
on Long Form Evaluation/Professional Growth Goal, all employees on probation, and
those whom the evaluator has found Below Average or Unsatisfactory in any criterion.

The final evaluation shall be based on the Evaluation Criteria listed in Section 9.6 and
the Professional Growth Goals.

The rating scale for each criterion on the final evaluation shall be Satisfactory, Below
Average, or Unsatisfactory.

No use of hearsay shall be injected into the documentation pertaining to evaluation.
The final evaluation shall be submitted to the employee who is on Long Form

Evaluation/Professional Growth Goal, probation or who has received a Below Average
or Unsatisfactory rating in any criterion on or before May 15.
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Section 9.4

A.

The evaluator shall hold a conference with the employee within five (5) days
following submission of the final evaluation report.

The employee shall be afforded the opportunity of filing a written response to the
evaluation no later than fourteen (14) calendar days after the close of school in the
year in which the evaluation was written. If a response is filed, the employee shall
have the opportunity to meet with the evaluator and the Superintendent or designee. At
the employee's option, an Association representative may be present at such meeting.

The evaluator shall submit copies of the Long Form Evaluation (Appendix 8-j, HR-
130B) to Human Resources no later than ten (10) days after the close of school.

PROBATION PROCESS

Any employee other than a provisional or noncontinuing contract employee whose services
have been judged unsatisfactory based on the Long Form Evaluation criteria may be placed
on probation by the Superintendent after October 15, but no later than a minimum of 60 days
prior to May 1 of any school year. Before such action is taken, the following steps shall be
implemented:

1.

The evaluator shall meet with the employee in an attempt to resolve matters relating to
performance before probation is recommended. The conference shall be held no later
than January 20. The employee shall have the opportunity to have an Association
representative in attendance at the conference.

If an employee is being considered for probation, the recommendation to the
Superintendent for probation must be made on or before January 20. The
recommendation for probation must be in writing and a copy of that recommendation
be sent to the employee. The recommendation for probation shall include the
following:

a. A definition of the problem in terms of deficiencies based upon the evaluative
criteria and/or the employee's Professional Growth Plan;

b. Expectations delineating levels of performance that would constitute
acceptable performance in the problem areas defined;

C. A prescription for remediation which spells out a course of action and time
expectations for the employee involved to reach an acceptable level of
performance;

d. A prescription for assistance which spells out a course of action whereby the

employee will be assisted, counseled, or mentored to improve the level of
performance to an acceptable level;

e. A tentative schedule which provides for at least twice monthly meetings during
the probationary period between the evaluator and employee to discuss and
provide a written assessment of the progress, if any, made by the employee
toward an acceptable level of performance.
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Section 9.5

3. The Superintendent or designee shall review the evaluator’s recommendation for
probation. If the Superintendent or designee determines that there is an alternative to
probation, he/she may continue to work with the parties involved.

4, If it is determined by the Superintendent that probation is warranted, then the
Superintendent shall notify the employee in writing and such notice shall include all of
the provisions of Section 9.6 as well as being consistent with other provisions of this
Agreement. The evaluator may receive assistance from the Superintendent or
designee to supply additional resources during the probationary period.

No later than May 5, a summarized written evaluation report with recommendations for future
action shall be prepared for the Superintendent. A copy shall be furnished to the employee.
In the event that the report contains any information not previously made known to and
discussed with the employee, the employee may submit a written, signed statement which
shall be attached to the evaluation report and recommendation. Within five (5) days from the
receipt of the report, the employee may request and will be given a meeting with the
Superintendent. The meeting shall be held within five (5) days of receipt of the request.

A provisional or noncontinuing contract employee whose services have been judged
unsatisfactory based on the evaluation criteria will be so advised no later than February 1 of
any school year, provided that such employee may be advised thereafter where circumstances
warrant.

EXCLUSIONS

Only the procedures outlined in Sections 9.1 and 9.2.B-D, 9.3, and 9.4 shall be subject to the
Grievance Procedure. Without limiting the generality of the foregoing, the substantive and subjective
aspects of an evaluation are specifically excluded from the Grievance Procedure.

Section 9.6

A.

CRITERIA FOR LONG FORM EVALUATION — TEACHERS

Teachers create and maintain effective environments for student learning.

1. Establishing a climate that promotes caring and positive relationships.

2. Establishing a climate that affirms individuality and diversity.

3. Establishing a climate that promotes responsibility.

4. Establishing and maintaining standards for student behaviors.

5. Planning and implementing classroom procedures and routines that support student
learning.

6. Creating and maintaining a physical environment that engages all students and is

conducive to learning.

Teachers demonstrate knowledge of the content they teach and knowledge of best teaching
practices for student learning.
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Demonstrating knowledge of subject matter content in designing effective learning
experiences.

Demonstrating knowledge of student development in designing effective learning
experiences.

Interrelating ideas and information across subject matter areas and applying them to
real-world settings when possible.

Teachers plan and design appropriate learning experiences for all students.

1.

4.

5.

Selecting learning goals based on standards from available District Curriculum
Frameworks or appropriate standards per subject area.

Choosing, adapting or developing challenging curriculum and materials that are based
on District Frameworks.

Planning, developing, and sequencing instructional activities for optimal student
learning.

Creating and using resources to meet learner goals.

Using personnel resources to meet learner goals and optimize learning.

Teachers implement best teaching practices that engage all students and optimize learning.

1.

Communicating purpose, expectations, and procedures clearly and effectively to all
students.

Facilitating opportunities that promote learning.
Facilitating opportunities for multiple modality learning.

Facilitating learning experiences that promote interaction, independent learning, and
community/group responsibility.

Facilitating learning experiences that promote autonomy.

Being flexible and responsive to individual student’s needs by monitoring and
adjusting.

Teachers assess student learning and communicate results.

1.

2.

Implementing a variety of assessment tools.
Communicating assessment criteria and standards to all students.
Teaching and guiding student self-evaluation, reflection, and goal setting.

Communicating student progress with students.
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Section 9.7

5. Communicating student progress with families and others.
Teachers develop as professional educators.

1. Engaging in reflection on teaching practices, establishing professional goals, planning
professional development, and working with colleagues to improve practice.

2. Engaging in continuous improvement through professional development.

3. Applying and refining a philosophy of education in alignment with district mission
and goals as embraced by the Trust Agreement.

Teachers are members of the learning communities.
1. Participating in shared decision making.

2. Working collaboratively with communities, families, and colleagues to improve
student learning and professional practices.

3. Becoming involved in school and community.

CRITERIA FOR LONG FORM EVALUATION - CERTIFICATED SUPPORT
PERSONNEL

The following criteria will be used in the evaluation of certificated support personnel:

A

Knowledge and Scholarship in Special Fields. The employee demonstrates a depth and
breadth of knowledge of theory and content in a special field; the employee demonstrates an
understanding of and knowledge about common school education and the educational milieu
grades K-12, and demonstrates the ability to integrate an area of specialty into the total school
milieu by:

1. Providing a theoretical rationale for the employee's individual use of various
procedures;
2. Demonstrating understanding of the basic principles of human growth and

development;

3. Demonstrating awareness of personal and professional limitations and the ability and
knowledge to make appropriate referrals;

4. Relating and applying knowledge, research findings and theory deriving from the
employee’s discipline to the development of a program of services.

Specialized Skills. The employee demonstrates competency (skill and knowledge) in
designing and conducting specialized programs of prevention, instruction, remediation and/or
evaluation by:

1. Designing and conducting a program providing specific and unique services within the
employee discipline;
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2. Demonstrating ability to synthesize and integrate evaluation data concerning the
student;

3. Administering assessment procedures appropriate to the employee field or organizing
for and preparing those who will administer the assessment procedure;

4, Demonstrating ability to assist teachers, administrators and other employee personnel
to integrate specialized information into regular or specialized curricular programs;

5. Developing goals and objectives which will facilitate the implementation of programs
and service.

Management of Special and Technical Environment. The employee demonstrates
competency in managing and organizing the special materials, equipment and environment
essential to the specialized program by:

1. Selecting or recommending evaluative devices, materials, and/or equipment
appropriate to student needs;

2. Demonstrating the use of and an understanding of the limitations and restrictions of
devices, materials, and procedures;

3. Using comparative and interpretive data based on student needs;

4. Providing an environment which protects student and family right to privacy, as
mandated by federal and state regulations, and District policies.

The Employee as a Professional. The employee demonstrates awareness of his/her
limitations and strengths and attempts to improve and enhance competency by:

1. Demonstrating awareness of the law related to the area of specialization;

2. Demonstrating commitment to professional activities (attendance at local and state
meetings, consortium activities, participation on special committees, etc.);

3. Demonstrating commitment to the concept of career-long professional growth by
participation in workshops and seminars or graduate study.

Involvement in_Assisting Pupils, Parents, and Educational Personnel. The employee
demonstrates competency in offering specialized assistance and initiative in identifying those
needing specialized programs by:

1. Consulting with other certificated support personnel, school personnel and parents
concerning the identification of those needing specialized programs;

2. Consulting with other certificated support personnel, school personnel, and parents
concerning the development, provision, coordination, and/or extension of services to
those needing specialized programs;
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Section 9.8

A.

Planning and developing programs to meet the developmental needs of the school
population and the special needs for some students;

Interpreting characteristics and needs of students to parents, staff and community, in
group and individual settings via oral and written communications.

CRITERIA FOR LONG FORM EVALUATION - LIBRARY MEDIA SPECIALISTS

A Library Media Specialist’s role as Information Skills Teacher and Reading Advocate is
demonstrated by:

1.

8.

Designing, developing and implementing curriculum for the purpose of solving
problems and developing thoughtful positions on issues. Curricular areas of
responsibility are derived from the district frameworks and include:

. information literacy and the research process (LA/thinking skills framework)
. literature appreciation and reading for understanding (LA framework)

. media literacy (arts framework)

. information technologies

. library responsibilities.

Working collaboratively with teachers to plan, implement and evaluate instructional
activities.

Working collaboratively with teachers to facilitate student understanding and use of
the research process.

Offering a wide variety of activities that encourage a love of reading, literature
appreciation, and reading for understanding.

Assisting in the use of technology to access information outside the school,

Creating learning opportunities that encourage the use of a variety of media to
communicate ideas.

Using a variety of instructional methods with different user groups and demonstrating
the effective use of new media and technology.

Assisting students and staff in identifying, locating, and interpreting information.

A Library Media Specialist’s role as a Collaborative Resource is demonstrated by:

1.

Participating in building, district, department and grade-level curriculum development
and assessment projects.

Offering teachers assistance in using information and communication resources,
acquiring and accessing instructional materials, and incorporating information skills
into the classroom curriculum.

Working collaboratively with teachers to improve instructional activities.
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4. Providing staff with opportunities to learn new technologies.

5. Providing leadership in the assessment, evaluation and implementation of instructional
technologies.

6. Acting as an instructional leader by working with staff as a facilitator for professional
growth.
7. Encouraging community use of the library media center and its resources to support

learning and individual growth.

C. The Library Media Specialist’s role as Information Manager is demonstrated by:
1. Managing library staff and volunteers.
2. Providing maximum access to Library Media Center for students and staff.
3. Providing rich and diverse resources for meeting learning and personal needs.
4, Making resources available to students and staff through a systematically developed

library collection and through access to resources outside the school.
5. Promoting policies and procedures to ensure equitable access to information.

6. Avrticulating issues and procedures surrounding intellectual property such as
copyright and fair use.

7. Acrticulating intellectual freedom issues and managing challenges to materials
knowledgeably and diplomatically.

8. Providing access to the collection through an accurate and efficient management
system.
9. Providing timely and accessible information about new materials, equipment and

services that meet information needs and interests.
10.  Selecting and ordering library materials.
11. Managing the library media budget.
12. Providing coordination and liaison with technical support personnel.

Section9.9 CRITERIA FOR LONG FORM EVALUATION - COUNSELORS

A. Counselors share responsibility for guiding educational decisions and practices based on most
appropriate counseling strategies.

1. Knowledge and understanding of human growth and development, and the diverse
social and cultural environments of the school population.
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2. Knowledge and understanding of group dynamics, counseling theories, career
guidance, with individuals and groups.

3. Knowledge and understanding of current laws, rules, and regulations.

4. Knowledge and understanding of the diverse social and cultural environments of the
school population.

Counselors advocate for a school environment which supports all students” academic, social,
and personal growth.

1. Consulting with administration to establish, review, and revise procedures for a
developmentally appropriate comprehensive guidance and counseling program.

2. Assisting with the design, implementation, and evaluation of a developmentally
appropriate comprehensive guidance and counseling program.

3. Participating and assisting in the delivery of career education information.

4. Promoting the use of counseling and guidance activities and programs by the total
school community to enhance a positive school climate.

Counselors share the responsibility for assessing the socio-emotional, academic, personal, and
career strengths and needs of students and collaborating in the development of plans for
growth in these areas.

1. Utilizing surveys, interviews, needs assessments, personal observations and records to
evaluate a student’s educational program placement.

2. Engaging students in setting goals and assessing their individual strengths and needs.

3. Encouraging students to transfer individual strengths and needs into lifelong learning,
personal growth, and goal setting.

Counselors collaborate with family and community agencies to help facilitate the delivery of
appropriate educational planning and needed social service referrals.

1. Communicating the strengths and needs of students to family, teachers, and other
professionals.

2. Organizing and facilitating meetings with family and educational personnel to review
and plan educational programs for students when needed.

3. Identifying community agencies as resources for students and families.
4, Protecting the student’s and family’s right to privacy.

Counselors will maintain a commitment to professional growth and development.
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Section 9.10

A

Practicing the ethical standards and guidelines of the American School Counseling
Association.

Being involved in building, district, state, or national level work that promotes the
understanding of student growth and development.

Participating in continuing education and professional growth opportunities.

Building and fostering positive relationships with students, colleagues, families, and
the community.

CRITERIA FOR LONG FORM EVALUATION - PROFESSIONAL NURSES

The Educational Health Specialist demonstrates a depth and breadth of knowledge of theory
and content in the field of educational health and demonstrates the ability to integrate this
knowledge into the total school environment.

1.

Acquiring and maintaining current knowledge and competence in educational health
services program.

Demonstrating understanding of current laws, rules, and regulations affecting area of
practice, public schools, and special education.

Identifying the relationship between health status and the student’s ability to learn.

Utilizing opportunities to communicate and clarify the role of nurses within the
educational setting.

The Educational Health Specialist demonstrates the ability to organize and manage
information and the environment to enhance the educational health environment.

1.

Consulting with administration to establish, review, and revise procedures for a
comprehensive health program.

Communicating health needs of students to appropriate school staff.

Orienting, supervising, and evaluating health assistants and others involved in health
services delivery, as appropriate.

Providing formal health instruction in the classroom based on sound learning and
theory appropriate to student’s developmental level.

Providing individual/group health teaching/counseling for students, parents, and staff.

Acting as a resource person in health education to school personnel, students, and
families in promotion, prevention, wellness, and other self-care strategies.

The Educational Health Specialist is responsible for assessing student health and developing
appropriate intervention strategies.
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1. Selecting and administering formal and informal assessment tools and procedures
appropriate to the student, for health evaluation.

2. Analyzing assessment data to develop a plan of care to facilitate the student’s
educational program.

3. Interpreting results of assessment and summarizing implications for student program.

4. Evaluating and reviewing interventions systematically to revise plan of care, as
appropriate.

5. Completing assessment reports, records, and other required paperwork in a timely
manner.

The Educational Health Specialist collaborates with family members and the community in
the delivery of health and social services.

1. Functioning as a liaison for the school in ongoing school/community/agency
cooperation related to health issues.

2. Interpreting health-related characteristics and needs of students to parents, teachers,
and other professionals as they pertain to the student’s educational program.

3. Protecting the student’s and family’s right to privacy in accordance with federal and
state confidentiality requirements.

4. Organizing and/or participating in facilitation of meetings with parents and
educational personnel to review and plan for the student’s health needs.

5. Identifying community agencies as resources for students and families, and evaluating
each for appropriateness for client’s needs to include: eligibility criteria, costs,
accessibility, and other factors that may impact services to client.

6. Participating in school/community collaborative health projects.

7. Functioning as home/school liaison by making home visits as necessary to network
and collect data regarding health issues as related to the student’s educational
program.

The Educational Health Specialist promotes best practice by continued professional
enhancement and by demonstrating professional conduct.

1. Participating in professional activities at local, state, or national level.

2. Pursuing continued professional growth and development through educational
programs.

3. Maintaining professional responsibility, accountability, and behavior,
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4, Participating in evaluation of the efficacy of ongoing programs and communicating
findings to administration and program managers.

5. Following through on recommendations included in periodic and annual personnel.

Section 9.11 CRITERIA FOR LONG FORM EVALUATION - OCCUPATIONAL AND PHYSICAL

A.

THERAPISTS

The Therapist will possess and apply a strong knowledge of Occupational or Physical
Therapy principles and practices in a school setting to maximize a student’s performance.

1. Understanding normal and abnormal development.

2. Understanding general and pediatric anatomy, physiology, neurology, orthopedics,
kinesiology, pathology, neuromuscular and musculoskeletal systems.

3. Understanding sensorimotor systems.

4, Understanding perceptual systems (may not be applicable for P.T.s).
5. Understanding vocational and/or avocational readiness.

6. Understanding functional training in self-care and home management.
7. Understanding assistive technology.

8. Understanding adaptive and assisted equipment/devices.

9. Understanding pertinent state and federal laws and regulations.

10. Understanding special and general education laws and regulations.
11. Understanding treatment strategies.

12. Understanding current best practices and professional standards.
13. Understanding educational systems and processes.

14. Understanding educational relevance of therapy practices.

The Therapist is responsible for providing an environment in which safety, trust, and rapport
exist.

1. Establishing and maintaining an environment that maximizes student response.
2. Using positive reinforcement to elicit desired behaviors.

3. Responding to changes in the student’s emotional and physical status.

4, Setting necessary limits in response to undesirable physical or social behavior.
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5. Intervening when necessary at signs of fatigue and/or frustration.
6. Adhering to treatment precautions and contraindications.
The Therapist helps meet the student’s educational needs in a variety of physical settings.

(within individual therapy centers)

1. Using equipment in accordance with equipment manufacturer’s guidelines and/or
safety standards.

2. Using equipment and toys appropriately.

3. Inspecting equipment routinely.

4. Using space efficiently for the number and type of students.

5. Considering the use of space and its impact on colleagues and students.

6. Following universal precautions.

(within other educational settings)

7. Using adaptive/assistive equipment appropriately for the given setting.

8. Facilitating appropriate environmental adaptations.

9. Collaborating with and/or training school staff.

10. Communicating and instructing classroom, school, and district staff clearly and
appropriately.

The Therapist will utilize therapeutic approaches (program) to meet the student’s educational
needs.

1. Selecting treatment approaches (program) that demonstrate an understanding of
Occupational of Physical Therapy theory.

2. Choosing treatment approaches (program) that are appropriate to motor and/or sensory
deficits.

3. Demonstrating effective therapeutic handling techniques.

4. Utilizing a variety of age or developmentally appropriate and motivating activities.

5. Determining the logical sequence of treatment activities to attain established goals.

6. Modifying goals as student’s condition or response to treatment changes.

7. Demonstrating problem-solving skills in student treatment.
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The Therapist is responsible for employing a broad range of tests and measures appropriate to
student educational needs.

1.

10.

11.

12.

Employing a variety of assessment strategies to determine student deficits in motor,
sensorimotor, perceptual, self-care, vocational, and/or avocational readiness skills.

Gathering necessary information from staff, family (care giver), student; records and
selects relevant areas and methods to assess.

Administering the assessment according to standardized or recommended protocols.
Adapting assessment when usual procedures are not feasible.
Interpreting assessment data accurately.

Documenting and reporting the results of assessment and/or reassessment accurately,
completely, and understandably (lay terms) in accordance with district requirements.

Reassessing and documenting the student’s programs and progress at regular intervals
in accordance with professional and Individual Educational Program (IEP) protocols.

Establishing and documenting relevant and attainable short-term objectives and long-
term goals which reflect the assessment data.

Collaborating with Multidisciplinary Team (MDT), in establishing goals.

Establishing treatment priorities with students, family (care giver), and MDT
respecting cultural differences.

Reviewing progress with student, family (care giver), and MDT at regular intervals.

Orienting and instructing school staff and family (care giver) in support of treatment
programs.

The Therapist will work collaboratively with other professionals and family (care giver) to
serve the student’s needs in the community.

1.

2.

3.

4.

Utilizing clear and effective strategies to communicate with family (care giver) and
other professionals.

Working effectively with family (care giver) and other professionals.
Identifying and referring community resources as needed.

Being sensitive to diverse cultural backgrounds.

The Therapist is responsible for maintaining a commitment to professional development.
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Section 9.12

A

Maintaining and updating professional knowledge, skills, and abilities through
appropriate continuing education, professional literature, inservice training, and/or
higher education.

Complying with professional standards and code of ethics.

Working collaboratively with colleagues to promote effective treatment approaches.

Participating in decision making concerning the allocation of time, space, and other
resources.

CRITERIA FOR LONG FORM EVALUATION - SCHOOL PSYCHOLOGISTS

School psychologists possess the professional knowledge and expertise to effectively deliver
psychological services within the school setting.

1.

Knowledge of Psychological Foundations: biological bases of behavior; human
learning; social and cultural bases of behavior; child and adolescent development;
individual differences.

Knowledge of Educational Systems and Processes: organization and operation of
schools; curriculum and instruction; foundation in education of exceptional learners;
group processes; community resources.

Knowledge of assessment: psychoeducational assessment of personality, emotional
status, social skills and adjustment, intelligence and cognitive functioning, academic
skills, adaptive behavior, language and communication skills, sensory and perceptual-
motor functioning, educational setting, family/environment/cultural influences, career
and vocational development, aptitude, and interests; a variety of instruments,
procedures, and techniques, including interviews, observations, and behavioral
evaluations; test administration, scoring, interpretation.

Knowledge of Special Education Law: current state and federal regulations, history of
special education practices.

Knowledge of Statistics and Research Methodology: research and evaluation methods,
statistics, and measurement.

Knowledge of Professional School Psychology: NASP and APA ethical guidelines,
department procedures, roles and functions of the school psychologist, professional
issues and standards of practice.

School Psychologists are responsible for providing services that support the child’s learning
environment.

1.

Consulting and collaborating with parents, teachers, related professions, and
community personnel regarding educational, behavioral, and mental health concerns
(including, but not limited to, individual consultations, multidisciplinary team, child
study team, teacher assistance team, and IEP team).
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2. Designing, developing and evaluating programs and/or procedures for preventing
disorders, intervening to promote mental health and learning, and improving
educational systems.

3. Working collaboratively on a multidisciplinary team to develop individualized
educational and behavior support plans.

4. Providing skill enhancement activities regarding issues of human learning,
development, and behavior (such as parent education, student and parent counseling,
and inservice training).

5. Describing school psychological services and clearly communicating an access and
referral system for staff, parents, and other professionals.

6. Creating a safe environment for student and parent counseling (while maintaining
confidentiality) in such areas as referrals to outside agencies, developing interventions,
problem solving, assessment feedback, and educational planning.

School psychologists are responsible for assessing the psychoeducational functioning of
children and developing and practicing reflective strategies.

1. Conducting multifactored psychoeducational assessments, utilizing a variety of
instruments, procedures, and techniques.

2. Taking into account cultural, contextual, and setting influences when conducting
psychoeducational assessments.

3. Communicating interpretations of assessment results, in oral and written form, to
parents, students, and related professionals in a manner that is respectful, accurate,
understandable, and useful.

4. Integrating their knowledge of curriculum, instruction, the child’s needs, assessment
results, and the resources available to provide practical recommendations to those who
work directly with the child.

5. Conducting psychoeducational assessments and completing required documentation in
compliance with state, federal, and district regulations in a timely and organized
fashion.

School psychologists foster connections between schools, families, and the community.

1. Maintaining relationships and collaborating with other professionals in the community
who provide services to children and families.

2. Demonstrating respect for the parents’ role by involving them in decision making,
educational planning, and advocacy for their child.

3. Using effective communication skills, taking into account diversity in families’
culture, environment, and language.
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Section 9.13

4, Communicating with parents in an environment which protects student and family
rights to privacy in compliance with ethical and legal guidelines.

5. Referring families to community agencies and providing follow-up support as needed.

School psychologists are committed to their profession.

1. Participating in activities designed to continue, enhance, and upgrade professional
training and skills to help ensure quality service. This includes, but is not limited to,
membership in professional organizations, reading of professional journals and books,
discussion of professional issues with colleagues, and participation on special
committees.

2. Being aware of their professional and personal limitations and strengths in carrying
out professional activities.

3. Practicing in full accordance with ethical guidelines as published by professional
organizations.

4. Becoming integrated members of their assigned schools and department as evidenced
by participation in school and department activities and decision making.

5. Building and fostering positive relationships with colleagues.

CRITERIA FOR LONG FORM EVALUATION - SPEECH-LANGUAGE
PATHOLOGISTS

SLPs/Therapists possess a strong knowledge of normal communication development and of
the impact on student learning of communication disorders in the processes of hearing,
language, and/or speech.

1. Exhibiting awareness of and using current best practices and professional standards in
the fields of SLP/audiology/education.

2. Using appropriate and effective therapeutic strategies to facilitate student learning.
May include interventions for articulation, fluency, hearing impairment, language, and
voice.

3. Using appropriate technology to enhance student communication or functioning. May

include augmentative communication, FM systems, hearing aids, computers, and other
diagnostic equipment.

4, Maintaining appropriate reports and records. May include assessment reports, IEP
forms, Medicaid documentation, and therapy logs.

SLPs/Therapists establish a supportive learning environment.

1. Establishing rapport with students by demonstrating patience, acceptance, and positive
attitude.
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Communicating clear expectations for students’ goals, objectives and behavior.

Motivating students to learn by exhibiting enthusiasm, making tasks relevant and
encouraging self-assessment.

Establishing an environment that is conducive to learning considering appropriate
noise level, physical space, ventilation, lighting, privacy/confidentiality, etc.

Utilizing a variety of behavior management techniques appropriate to the students’
needs and abilities.

Providing a continuum of service delivery options as appropriate for student needs.
May include pull-out, small group, in-class, staff inservice, and/or parent education.

SLPs/Therapists are responsible for assessing children’s communication abilities and
developing reflective practices.

1.

6.

Employing a variety of assessment strategies which take into account individual
cognitive, physical, emotional, and social needs. May include formal and informal
evaluation; observations; feedback from student, teachers, and/or family; data
collection and information from district frameworks/benchmarks.

Qualifying students for services based on the Washington Administrative Code.

Using assessment results, data, and reflection to create and modify IEP
goals/objectives and to assess student progress.

Guiding students in developing self-monitoring and self-assessment skills.

Participating in multidisciplinary teams to provide and interpret assessment
information and to recommend goals and program placement/modifications.

Considering multicultural issues in assessment and service delivery.

SLPs/Therapists encourage connections among children, families, school, and community.

1.

2.

3.

Utilizing effective strategies to promote open, two-way communication with students,
families, and school staff. May include conferences, phone calls, written progress
reports/notes, completed work, and voice mail system.

Identifying and using resources from outside the school when appropriate.

Helping students/families access community resources and support when appropriate.

SLPs/Therapists are responsible for enhancing their professional development.

1.

Participating in planning and implementing professional growth and development
strategies for themselves and their colleagues.
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Participating as an active member of the SLP/Audiology/Educational community.
May include professional memberships, group meetings/forum participation, and
attendance at workshops, seminars, or conferences.

Collaborating with colleagues and parents regarding instructional strategies, goals, and
classroom/home interventions.
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Section 10.1

A

Section 10.2

A.

Section 10.3

A

ARTICLE X

VACANCIES, TRANSFERS AND ASSIGNMENTS

ASSIGNMENTS WITHIN A BUILDING AND/OR PROGRAM

Employees within a building and/or program shall be assigned to a grade level, subject(s)
and/or specialized area by the building principal and/or program manager.

Requests for a change in teaching assignment within a building and/or program are to be
discussed with the building principal and/or program manager.

CHANGES IN SUBJECT OR GRADE LEVEL ASSIGNMENT WITHIN A BUILDING

In the event that one or more of the following changes in assignment is made for the ensuing
year, the employee affected shall be notified and shall have the opportunity to meet with the
building principal and/or program manager regarding the change:

1. In the elementary, reassignment to a different level (primary, intermediate);

2. In the secondary, reassignment of class loads in which more than one additional
preparation will be required;

3. In the secondary, reassignment to a different category (as defined in Section 8.2.B.4.b,
c, and d).

After the eighth (8th) teaching day, until the succeeding year's assignments are made, no
involuntary change of assignment as defined in Section 10.2.A above shall be made without
the consent of the employee, except in cases of emergency or to prevent undue disruptions of
the instructional program or for changes in staff requirements or for changes in student
distribution. The principal and/or program manager shall discuss the reasons for the change
in assignment with the affected employee two (2) days prior to the effective date of the
change.

VACANCIES

Vacancies Defined

1. A permanent (continuing) vacancy shall be defined as a continuing contract position
within the bargaining unit which will be filled by the District for at least sixty (60)
contracted days.

2. When a permanent (continuing) vacancy is filled after the start of the school year, the

District will issue a continuing contract, although such continuing contract may not
always be issued to the individual filling the vacancy.
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A vacancy created as a result of a leave shall be defined as a temporary (non
continuing) vacancy. When a temporary (non continuing) vacancy for at least sixty
(60) contracted days is filled, the District will issue a non-continuing contract,
although such non-continuing contract may not always be issued to the individual
filling the vacancy.

Fifty percent (50%) of the 1.0 FTE and fifty percent (50%) of the less-than-full-1.0
FTE vacancies at each level (elementary, middle, high) which open during the
voluntary transfer process may be exempt from the voluntary transfer process. All
permanent (continuing) vacancies for the ensuing year that are posted prior to August
1, are open to voluntary transfer except the 30% noted here, and the categories of
Elementary Instrumental and Vocal Music, Nurse, Specialist (categories 66 & 72),
Psychologist, Audiologist, Educational Caseworker, Speech Language Pathologist,
Teacher of Blind, Teacher of Deaf, Occupational Therapist, Physical Therapist, and
any “miscellaneous” position in which 50% or more of the assignment does not fit
under any of the employment categories listed in Section 8.2.B.4 are exempt from
transfer.

Posting of VVacancies

1.

Vacancies for the following school year for positions, both permanent (continuing)
and temporary (non continuing), which are known at least five (5) days before the last
scheduled school day, will be posted at each work site, at the Educational Services
Center, and on the District’s web site, and copies provided to the Association.
Employees may make application for such positions through the prescribed procedure.

Vacancies open to voluntary transfer will be posted for five (5) business days. If there
are no transfer requests for these positions they will become open to the customary
hiring process.

It shall be the responsibility of the employee interested in transferring or in applying
for positions advertised during the summer break to keep him/herself apprized of the
openings posted in the Educational Services Center, on the District’s web site, and
announced on the Job Line.

Vacancies of less than .5 FTE may be assigned (without posting) to a less than 1.0
FTE qualified staff member in the building in which the vacancy occurs provided that
such assignment does not cause the employee’s FTE to exceed 1.0. The District will
notify the Association of the filling of such positions by in-building assignment.
(Reference Implementation Memo related to Section 10.3.B.4.)

Principals may choose to re-hire, without posting, non-continuing employees in
situations where the same position is re-opened by the leave extension of the
continuing contract employee to whom the non-continuing employee is matched.
Non-continuing positions are not subject to the transfer cycle. The posting for a NCC
vacancy can be waived if the administrator elects to roll over a current NCC employee
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Section 10.4

A.

Section 10.5

A.

to a NCC vacancy for the following school year.

PROVISIONS CONTROLLING VOLUNTARY AND INVOLUNTARY
TRANSFERS

For the purposes of this Article, transfer means the assignment of an employee to a different
building from the one to which he/she is currently assigned.

The District and the Association encourage transfers as a positive process.

Transfers are subject to approval or disapproval by the assistant superintendent and/or the
Assistant Superintendent, Human Resources.

Each employee shall be notified of a change in building placement as soon as practical after
the determination is made.

Each employee who transfers to a different building for the following school year will be
provided two (2) days beyond the basic employee contract, at the moving rate of pay. The
selection of the dates of such days and the duties to be performed will be determined by the
principal/program manager and the employee. The length of the days will be prorated based
on the FTE of the employee.

Each employee who transfers to a different building during the school year will be provided
two (2) days release time, or two (2) days beyond the basic employment contract at the
moving rate, at the employee’s discretion. The selection of the dates of such days and the
duties to be performed will be determined by the principal/program manager and the
employee.

VOLUNTARY TRANSFER

An employee may apply for a voluntary transfer to a permanent (continuing) vacancy position
pursuant to Section 10.3.

Each employee seeking a transfer will complete an Application for Voluntary Transfer
(Appendix 6 attached) and submit it to the Human Resources Office by the deadline stipulated
on the job announcement. A separate Application for Voluntary Transfer must be submitted
for each position sought.

To be eligible for transfer an employee must:

! hold the employment category(ies) of the position sought;

! hold continuing contract FTE entitlement equal to that of the position, and not be on
leave for any portion of their entitlement in the year for which the transfer is sought;

! meet the certification and published qualifications requisite to the position.
Qualifications will describe skills, abilities, and knowledge, required. Neither
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Section 10.6

A.

experience nor educational level will be used as a qualification in the voluntary
transfer process;

! not have received an "unsatisfactory” in any criterion or overall performance on
his/her last Final Evaluation Report; and,

! request to transfer his/her total FTE.

Upon receiving the signed agreement of the employee and all supervisors affected, Human
Resources will waive the eligibility criteria to transfer the total FTE and not to be on leave for
any portion of their entitlement in the year for which the transfer is sought.

If more than one employee requests a transfer to a given transfer position and meets the
eligibility requirements set forth in Section 10.5.C. above, the position shall be filled by the
employee recommended by the building selection team.

An employee may voluntarily transfer only once for a given school year.

INVOLUNTARY TRANSFER

The District may initiate the involuntary transfer of employees under the following
conditions:

1. School Closure. Employees transferred as a result of school closure will be given first
priority to fill vacancies.

a. When final School Board action has identified a specific building to be closed,
the District will notify that building's employees of their new building
assignment as soon as possible.

b. Employees of a closed building will have the first opportunity to accompany
students to their newly-assigned service area school(s) to the extent positions
are available.

C. Employees not assigned to a comparable level (elementary, middle, high

school) when first transferred from a closed building will have first priority to
fill vacancies available at their previous level for two years. Such transfers
will normally be made at the beginning of a school year.

d. The District will provide released time for employees of buildings identified by
final School Board action for closure to meet with the administration and/or
level/subject area employees of their newly-assigned building.

2. Reduction or Elimination of a Program. An employee(s) may be transferred

(surplussed and reassigned) when a program is reduced or eliminated, thereby

requiring fewer staff.

3. Enrollment Reduction in a Building or Program. An employee(s) may be transferred
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(surplussed and reassigned) when enrollment in a building or program is reduced,
thereby requiring fewer staff.

Change in Student/Teacher Ratios. An employee(s) may be transferred (surplussed
and reassigned) when a change in the student/teacher ratio requires fewer staff.

Educational Program. Notwithstanding any other provision(s) of this Article, an
employee may be transferred to maintain or improve the educational program. Such
transfers, not to exceed three percent (3%) of the certificated staff district wide, may
be made without following the provisions of this Article, provided such transfers will
not supersede Sections 10.6.A.1 and 10.6.A.2. Prior to such transfer, the affected
employee will have an opportunity to meet with the principal and/or program manager
and the level assistant superintendent and/or program director.

Partial Resignations not due to documented health conditions. When an employee
requests a partial resignation (not due to documented health conditions), the District
may, in its sole judgment, determine it is unable to accept the partial resignation due to
concerns with the resulting impact on the building to which the employee is assigned.
If the District determines it will not grant the request, the following options may be
considered:

a. The employee may withdraw their request and remain at their current FTE, or

b. During the normal surplus process and working in cooperation with the
District, the employee may initiate a voluntary surplus to another building that
is better able to accommodate the partial resignation. If the voluntary surplus
cannot be accommodated at the current time, the employee may reinitiate the
request the following year.

Alternatively, and with the mutual agreement of the employee, the District may accept
the partial resignation and initiate an involuntary transfer of the employee to another
assignment within the District that would result in less impact on the building.

The Association shall be notified when the District does not accept a partial
resignation.

Involuntary transfers shall be based on “in-district experience.” “In-district experience”
means the experience that is reported to the State for salary funding purposes minus any out-
of-district experience.

The District will identify staff to be involuntarily transferred in instances of enrollment
reduction, program reduction, or elimination or changes in student/teacher ratios as follows:

1.

The District will first request volunteers for transfer. Should transfers be necessary
beyond those accommodated by volunteers, the employee(s) having the lesser in-
district experience within the applicable category shall be transferred. Assignments
for those thus surplussed will be made first for those who volunteered, and then for
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Section 10.7

A

those involuntarily transferred in order of greater in-district experience into positions
that are vacant at that time.

An employee who has been involuntarily transferred or volunteered to transfer in lieu of an
employee being required to involuntarily transfer shall be exempt from further involuntary
transfer for five (5) years following the involuntary transfer, provided an involuntary transfer
may be made in cases of school closure, program and/or enrollment reduction and/or program
elimination if there is no other employee who meets the reduction need.

An employee who is involuntarily transferred to a different building for the following school
year will be given the first right to return to the building from which the employee was
transferred via the voluntary transfer process, provided that he/she submits a timely Voluntary
Transfer Application by the deadline stipulated on the posting. (Reference Implementation
Memo about spring and fall surplussing procedures.)

An employee who is involuntarily transferred or volunteered to transfer in lieu of an
employee being required to involuntarily transfer to a different building during the school
year shall for one (1) calendar year hold the first right of refusal on the first position for the
following school year for which s/he is qualified that opens in the building from which s/he
was transferred.

VOLUNTARY EXCHANGE

An employee may arrange for an exchange of teaching assignment with another employee,
provided both employees are eligible for retention under the provisions of Article VIII.
Mutual agreement by the employees involved in the exchange and approval of the affected
building principals/program managers is required. Such exchange may be between levels or
programs. The exchange must be for a mutually agreed, specified period of time not to
exceed one (1) school year.

For purposes of layoff and recall, an employee will not gain entry to a new category as the
result of a voluntary exchange.

Employees seeking a voluntary exchange shall request such via a jointly signed letter of
application submitted to the Human Resources Office by March 15.

The Human Resources Division will coordinate voluntary exchanges.

Before March 15 of the exchange school year by mutual agreement of the two (2) employees
and their supervisors and by so notifying the Human Resources Division in writing, signed by
all parties, an exchange may be made permanent or extended for another then-to-be-
determined period of time.
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Section 10.8 SPECIAL EDUCATION TRANSFER

A.

The parties agree to make an effort to facilitate alternative teaching experiences for
individuals who have worked in the District for five (5) or more consecutive years as special
education teachers.

In order to implement such effort, notwithstanding any other provision(s) of this article, the
District will consider any plans, such as job sharing, team teaching and part-time assignments,
proposed by a teacher or group of teachers in regard to special education teacher assignments.

Experience which employees gain under this section shall not qualify such employees for
category(ies) not already held.
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2007-10

ARTICLE XI

CERTIFICATED SUBSTITUTES

This Article shall govern the wages, hours, and working conditions of certificated substitutes represented by the
Association. Provisions contained in other portions of the Agreement shall apply to such certificated substitutes
only to the extent specifically incorporated by reference into this Article XI.

Section 11.1

A.

Section 11.2
A.

AGENCY FEE - THE FOLLOWING WILL BE IMPLEMENTED AT THE REQUEST OF
THE ASSOCIATION

A substitute shall, following his/her first workday, either become a member of the Association or
pay an agency fee equivalent to the dues required of membership for substitutes in the
Association. Substitutes who fail to authorize payroll deductions will have the agency fee
deducted from their salary and paid to the Association, pursuant to RCW 41.59.

In order to safeguard the right of substitutes based on a bona fide religious objection, the teaching
or tenets of a church or religious body of which such substitute is a member, said substitute may
pay an amount of money equivalent to the applicable agency fee to a nonreligious charity
mutually agreed upon by the substitute affected and the Association, pursuant to RCW 41.59.100.

The District shall furnish the Association a listing by name and address of all substitutes
employed by the District. This list shall be provided to the Association by September 30 of each
year and shall be updated. In addition, a list of long-term substitutes shall be provided to the
Association quarterly.

On or before August 25 of each school year, the Association shall give written notice to the
District of the dollar amount of dues of the Association which is to be deducted in the coming
school year under payroll deduction. The amount of this deduction shall not be subject to change
during the school year. The District agrees to promptly remit directly to the bank identified by
the Association all monies so deducted, accompanied by a list of substitutes from whom the
deductions have been made. A duplicate list shall be provided the Association. The Association
agrees to reimburse the District those sums in excess of the total amount due, provided the
Association actually received the excessive amount.

RATES OF PAY

There shall be four rates of pay for certificated substitutes: regular daily, intermediate daily, 120-
day, and long-term, as listed in the Certificated Hourly and Substitute Rates Implementation
Procedure.

Substitute rates of pay shall be increased in September of each year by the Cost of Living
Adjustment (COLA), if any, approved by the State Legislature for that year for nonsupervisory
certificated employees.

After January 1, 2008, the District and the Association shall determine the mean total
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compensation of nine comparison districts (Bellevue, Everett, Highline, Lake Washington,
Marysville, Mukilteo, Northshore, Shoreline, and_Snohomish) as described in Article 11I.

For 2008-09, the District shall increase the four rates of pay for substitutes by a percentage that
equals the overall percentage increase for certificated employees applied in March 2008. In the
event the District’s Maintenance and Operations Levy at the maximum capacity should fail, the
substitute pay rates shall be renegotiated.

For 2009-10, the District shall increase the four rates of pay for substitutes by a percentage that
equals the overall percentage increase of the supplemental pay schedule for certificated
employees applied in March 2009. In the event the District’s Maintenance and Operations Levy
at the maximum capacity should fail, the Supplemental Pay Schedule shall not be increased in the
manner described above.

1. Regular Daily Substitute

a.

A regular daily substitute is defined as a person who works as a District substitute
for thirty (30) or fewer substitute teaching assignments (half-day or full-day
assignments) during the current school year.

During the 2007-08 school year, a regular daily substitute shall be paid at the rate
of $133.43 per full day. The half-day rate shall be sixty percent (60%) of the daily
rate ($80.06).

2. Intermediate Daily Substitute

a.

An intermediate daily substitute is defined as a person who has worked as a
District substitute for thirty-one (31) or more substitute teaching assignments
(half-day or full-day assignments) during the current school year.

During the 2007-08 school year, an intermediate daily substitute shall be paid at
the rate of $146.79 per full day. The half-day rate shall be sixty percent (60%) of
the intermediate daily rate ($88.07).

An intermediate daily substitute will begin receiving the rates noted in 11.2.A.2.b
beginning with the thirty-first (31%) substitute assignment in a school year and for
all subsequent assignments for the remainder of that school year, except as
defined in 11.2.A.4.a. A substitute who is paid the intermediate daily substitute
rate at the end of one school year shall be paid at the intermediate daily substitute
rate for substitute assignments at the beginning of the subsequent school year.

3. 120-Day Substitute

a.

A 120-day substitute is defined as a person who has worked for the District for
one hundred and twenty (120) or more substitute teaching assignments (half-day
or full-day assignments) during the previous school year.

During the 2007-08 school year, a 120-day substitute shall be paid at the rate of
$164.31 per full day. The half-day rate shall be sixty percent (60%) of the 120-
day daily rate ($98.58).
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C. A substitute who is paid the 120-day daily substitute rate at the end of one school
year shall be paid at the 120-day daily substitute rate for substitute assignments at
the beginning of the subsequent school year.

4, Long-Term Substitute

a. A long-term substitute is defined as a person who has worked as a District
substitute for forty-five (45) or more days in the same assignment during the
current school year.

b. Beginning on the forty-fifth (45th) day in the same assignment, a long-term
substitute will be paid according to his/her placement on the Certificated
Employee's Salary Schedule retroactive to the first day in the assignment. No
more than four (4) days of absence shall be allowed in a sixty (60) day period of
such assignment without losing placement on the Certificated Employee’s Salary
Schedule. Such days of absence shall be without compensation and shall not
count towards the forty-five (45) days to achieve the placement on the
Certificated Employee’s Salary Schedule.

The maximum full day substitute daily rate is $164.31. However, the rate of pay for substituting
in the full assignment of a teacher with a 6th period teaching assignment or when additional
teaching duties are accepted by a substitute during the planning period of a full day assignment
shall be the applicable daily substitute rate plus 20% of that rate.

A substitute who is erroneously called by the District and reports for duty as assigned may choose
to remain at the building on an alternate assignment designated by a building administrator for
one-half (2) day and shall be paid at the applicable half-day rate, providing he/she cannot be
immediately reassigned by the Substitute Office. If the substitute cannot be immediately
reassigned by the Substitute Office or refuses the alternate assignment offered by the building
administrator or Substitute Office, a reporting fee of $20.00 will be paid.

The following will apply regarding substituting at schools with 3 and 4-period day schedules:

1. The rate of pay for a full day substitute assignment will be the same as the applicable
daily substitute rate, regardless of whether or not the teaching schedule for the daily
assignment contains a planning period.

2. The rate of pay for a half-day substitute assignment will be the same as the applicable
half-day rate; a half-day assignment is 3.5 hours in length, and no attempts will be made
to convert a full day assignment containing a planning period into a half-day substitute
assignment.

3. The applicable daily substitute rate plus 20% will be paid when additional teaching duties
are accepted by a substitute during the planning period of a full day assignment.

4. The District will provide information for substitutes about the 3 and 4-period school
schedules at the annual fall Substitute Workshop.

5. Teachers will take particular care to leave adequate lesson plans to assist substitutes in
successfully carrying out instructional activities during the longer class periods.

6. Schools considering adopting non-traditional schedules will include substitutes in
planning and decision making activities that affect them; this may involve providing pay
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F.

G.

for substitutes to attend building meetings. The schools will be proactive in
communicating information to substitutes which affects them via notices either placed in
the substitute folders or directly from the office manager.

Schools utilizing non-traditional schedules will assist the Association and the District, as
requested, to implement periodic gathering and tracking of data for review of substitute
usage at their buildings.

Professional Development Opportunities

1.

4.

Professional Development Opportunities Designed for Substitutes:

In recognition of the value of substitute teachers to the District and in furtherance of the
District’s educational program, the District will annually offer at least seven (7) hours of
professional development for substitute teachers. All those who substitute for the District
are eligible to attend. The professional development subjects, activities, and dates will be
collaboratively planned by representatives of the District and the Association.

a. Each substitute who worked at least twenty (20) days during the preceding school
year who participates in District-offered professional development activities for
substitutes during the current year will be compensated at the applicable half-day
substitute rate.

b. Each substitute who worked less than 20 days in the preceding school year, but
did work at least twenty (20) days during the current school year who
participates in District-offered professional development activities for substitutes
during the current year will be compensated at the regular daily substitute rate,
divided by seven (7) hours, for each hour of attendance up to a maximum of
three-and-one-half hours.

District-wide Professional Development Opportunities: The District will transmit to the
Association the times, dates, places, and subjects of District-wide professional
development activities open to substitute teachers. No compensation will be provided to
substitutes to attend District-wide professional development activities, unless provided by
a specific building or department.

Building/Department, Quad or Grade Level Professional Development Opportunities: A
building, department, quad, or level may choose to pay a substitute to attend professional
development activities which are offered by that building, department, quad, or level.

Provide in-district clock hours at no cost to substitutes.

In the event any of the salary increases provided for herein are held by a court of competent
jurisdiction to be unlawful, the parties will commence negotiations on said salaries as soon as
reasonably possible. Meanwhile, and pending exhaustion of any judicial appeals, the District
shall pay those salaries allowed by the court order.

The parties acknowledge the necessity for the District to comply with State compensation
limitations. The parties intend that nothing in this Agreement shall operate to preclude the
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Section 11.3

A

District from complying with State compensation laws nor to vest employees with compensation
in excess of that provided by law.

From time to time, the Association may request substitutes through the District to perform
association duties, provided the Association reimburses the District for all related costs.
Employees who serve as the substitute EEA President shall have these activities counted toward
attainment of the 31-day or 120-day substitute rate, whichever is applicable.

CONDITIONS OF EMPLOYMENT

Workday

1. Substitutes may be assigned for a half day (three and one-half [3 1/2] hours) or a full day
(seven and one-half [7 1/2] hours). Full-day assignments include a 30-minute duty-free,
uninterrupted lunch time. Full-day assignments will include the planning time scheduled
for the absent employee; half-day assignments will include 30 minutes of planning time.

2. When a substitute is required to set up a class, either prior to the start of school or after
the school year begins, s/he will be provided three (3) additional days for such class setup
and be paid at the applicable rate for the class setup and assignment.

3. Substitutes will be expected to follow the same schedule under the same conditions and
perform responsibilities that would have held for the regular employee whose position the
substitute is filling whether the assignment occurs at one or more duty stations. These
duties may include attendance at staff meetings, parent conferences, visitations to homes
of students which are required of the regular employee, e.g. special education, vocational
education, nurses, home instruction, or as may be required by state law and state
regulations, and/or participation in any uncompensated school or school-related functions
outside the regular work day.

Substitutes may volunteer to participate in noncontracted activities occurring after the normal
student day and on nonschool days or overnight (i.e., outdoor education and other similar
programs) on an unpaid basis. Participation or lack thereof shall not adversely affect any
substitute in his/her employment.

The District will attempt to assign substitute teachers as requested by contracted teachers
following the daily placement of substitute teachers with employment pool rights.

The District's Human Resources Division will be responsible for:

1. Ensuring that a minimum of two (2) substitute teachers who apply for posted positions
and meet the qualifications for the position(s) sought are interviewed; only those
substitutes who have had fewer than two (2) interviews and meet or exceed the
qualifications of those applicants selected for interview will be interviewed pursuant to
this section.

Section 11.4 STAFF PROTECTION - PROCEDURE FOR ASSAULT CASES
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Section 11.5

A

B.

Job-related assault shall be defined as any physical attack upon substitutes which takes place
during the workday, at a school-sponsored event, while performing work-related duties at the
work site, or at any other time as a result of the substitute's performance of work-related duties.
Inappropriate acts/behaviors directed toward EEA staff, as a result of their employment with the
Edmonds School District, whether occurring on or off school premises, shall be subject to
building/district level investigation and may result in disciplinary or other appropriate action
toward the perpetrator, as determined by the District.

The substitute shall be assisted by the supervisor on duty in:
1. Gaining medical attention as appropriate;

2. Reporting the incident to and filing charges with the appropriate police agency (detailing
the incident, supplying witnesses' names, etc.);

3. Reporting the incident to the Human Resources Benefits Office so that industrial
insurance procedures can be initiated.

The District, through the Superintendent or designee, shall arrange a conference with an attorney
at District expense. The attorney shall provide the substitute with information and/or direction in
regard to:

1. Filing the complaint with police;

2. Criminal trial procedure;

3. The availability of civil remedies, including lawsuits;

4, Sources for locating an attorney to represent the substitute in any civil remedy pursued.

Upon receipt of a request, the District shall provide the Association information pertaining to an
assault on a substitute provided that no information of a confidential nature shall be released
without the written consent of the substitute.

Upon receipt of a request, the Association shall provide the District information pertaining to an

assault on a substitute provided that no information of a confidential nature shall be released
without the written consent of the substitute.

DISCIPLINE OF STUDENTS

The District's student discipline policy shall be made available to all substitutes.

Substitutes shall be responsible for maintaining order and discipline in their work site(s) as
related to the District-adopted student discipline policy. Substitutes shall receive assistance from
building administrators in discipline cases and shall receive prompt response to a request for
assistance.
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Section 11.6

A.

Section 11.7

A.

Section 11.8

A

The substitute shall have the right to use reasonable and prudent disciplinary measures for the
safety and well-being of students and employees.

The substitute shall have the responsibility to notify the building administrator of deviant or
disruptive behavior of a student which may lead to suspension or expulsion.

Instances where student behavior warrants suspension or expulsion from school shall be carefully
documented, specifying dates of occurrence and specific acts.

Prior to the student being permanently readmitted to class following suspension and expulsion

recommended by a substitute, there shall be a meeting between the substitute, if still in the
assignment, student, and principal.

RELEASE FROM ASSIGNMENT/EXCLUSION FROM A BUILDING

A substitute shall not be terminated from an assignment of a scheduled duration of two or more
days prior to the end of the assignment without the approval of a Human Resources administrator.
The substitute will be informed of the reason for the termination from such assignment.

A substitute shall not be excluded from working in a classroom or a building by a building
administrator without the approval of a Human Resources administrator. The substitute will be
informed of the reason for such exclusion from a classroom or building.

A substitute who is removed from the substitute list by a Human Resources administrator will be
informed of the reason for such removal.

A substitute affected under Section 11.6.A, B, or C will have the opportunity to meet with a
Human Resources administrator.

SUBSTITUTE TEACHER HANDBOOK

All new substitutes shall be provided a copy of the Substitute Handbook. Replacement copies
will be furnished upon request.

Substitutes may submit suggestions to the Human Resources Office for revisions of the
handbook.

TRAVEL REIMBURSEMENT

In-District. A substitute whose assignment requires travel between schools or travel within the
District on school business will be compensated on a per mile basis at the maximum allowable
mileage rate recognized by the Internal Revenue Service as a deductible business expense.

Out-of-District. A substitute who is required to travel out of the District shall be compensated
for such required travel on a per mile basis at the maximum allowable mileage rate recognized by
the Internal Revenue Service as a deductible business expense.

Article XI - Page 7





Section 11.9

A.

Section 11.10

A

Section 11.11

LIABILITY INSURANCE BENEFITS

The District shall designate substitutes as additional named insureds on the District's general
liability policy. The scope of a substitute's coverage shall be limited by the terms of the District's
policy. The District shall also provide substitutes with the same liability protection as provided
the Superintendent and administrators for errors and omissions and will provide the Association
with a copy of applicable insurance policy(ies) and updates as coverages change.

Pursuant to the requirements of RCW 28A.400.370 the District shall provide insurance covering
substitutes engaged in the maintenance of order and discipline or the protection of school
personnel and students or the property thereof. Limits of coverage for personal property shall be:

Five hundred dollars ($500) per occurrence for personal property with a ten dollar ($10)
deductible payable by the substitute. (Personal property is limited to indispensable personal
property necessarily worn by the substitute, such as eyeglasses, hearing aids, dentures, watches,
clothing, and other personal property used in the educational process and approved in advance by
the District.)

PERSONNEL FILES

The District shall maintain a single personnel file which shall be kept in the office of the
Assistant Superintendent, Human Resources and shall be controlled by the Assistant
Superintendent, Human Resources and/or his/her designee.

The District shall maintain no personnel files other than those cited in Section 11.10.A. It is
understood and agreed by the parties that listings and objective forms which include a substitute's
name and objective data shall not be construed to be a part of the contents of any personnel file.

Example: Affirmative action reports and records, equal opportunity for
employment information and records, records of absence, payroll data, fringe
benefit reports and records, rosters, certification information and records,
information and records regarding health certificates, retirement information
and records, authorization for withholding from pay and employee withholding
exemption certificate.

The substitute shall have the right to examine his/her personnel file in the presence of the
Assistant Superintendent, Human Resources or his/her designee at a time and place mutually
agreeable. Such review may be done in the company of a person of the substitute's own
choosing.

MANAGEMENT RIGHTS

The Board, acting on behalf of the electorate of the Edmonds School District, has the exclusive right and
responsibility conferred upon and vested in it by the regulations of the State Board of Education, the
Laws and Constitution of the State of Washington and/or the United States to manage and transact all the
business and operations of the District, either through its own employees or through contracting or
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subcontracting, provided that such contracting or subcontracting shall not result in layoff of substitutes
covered by this Article, and provided further that the District will, at the request of the Association,
engage in collective bargaining prior to making a final decision to subcontract those work functions
which have traditionally been assigned to substitutes.

All rights, powers, authority and functions of management, whether heretofore or hereinafter exercised
and regardless of frequency or infrequency of their exercise, shall remain exclusively vested in the
District and its Board of Director's except as expressly and specifically surrendered or limited by the
express provisions of this Article. The exercise of these rights shall not be subject to the Grievance
Procedure as defined and set forth in this Article.

Section 11.12 SUBSTITUTE RIGHTS

A

Pursuant to RCW 41.59 the parties agree that substitutes have the right to self organization, to
form, join or assist the Association, to bargain collectively through the Association and shall have
the right to refrain from any or all such activities. The District shall not discourage, deprive or
coerce any substitute in exercising such rights or refraining from exercising such rights.

Nothing contained in this Article shall be construed to deny a substitute or restrict a substitute
any rights he/she may have under law. Such rights assured by law shall be subject to appeal
through established legal processes for alleged violation or abridgement of said rights and are
thereby excluded from redress through the Grievance Procedure in this Article.

No substitute shall be denied membership in the Association because of race, color, religion,
creed, national origin, gender, sexual orientation, marital status, age, or the presence of a
disability, or any other basis prohibited by law or Edmonds School District policy or by provision
of this Article.

Substitutes shall have the right to refuse to:

1. Participate in private research projects not specifically approved by the Superintendent or
designee;

2. Participate on interview teams for hiring new employees;

3. Accept the assignment of student teachers to them.

No electronic or recording device shall be used for purposes of substitute surveillance without the
substitute's prior knowledge and approval.

A substitute teacher who is subsequently employed by the District on a continuing or
noncontinuing contract shall be allowed to count full-day equivalent substitute service with the
District, for purposes of salary schedule placement, on the same basis as contracted certificated
employee experience is allowed (i.e., experience shall be calculated to tenths of years, based on a
180-day school year).
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Section 11.13 NONDISCRIMINATION

Staff will be treated with respect and dignity and will treat each other that way. Students, parents and
community members will be treated with respect and dignity. The obligations of law related to non-
discrimination will be met by all employees and students. The District shall not engage in discrimination
of any kind that infringes on the civil or human rights of employees.

All terms and conditions of employment included in this Agreement shall be applied without regard to
race, color, religion, creed, national origin, gender, sexual orientation, marital status, age, or the presence
of a disability, or any other basis prohibited by law or Edmonds School District policy except to the
extent permitted by law.

Section 11.14 NO STRIKE

During the duration of this Article and any extensions thereof by mutual agreement, the Association, its
officers, or agents, acting individually or in concert with others, shall not engage in any strike, slowdown
or work stoppage against the District.

Section 11.15 GRIEVANCE PROCEDURE

A

Definitions

1.

A grievance is a claim by a substitute, a group of substitutes, or the Association that there
has been a violation, misinterpretation, or misapplication of any provision of this
Agreement which directly affects that substitute, group of substitutes or the Association,
respectively, and may be processed as a grievance as hereinafter provided. Once a
substitute has initiated a formal grievance, the Association, at its discretion, may process
that grievance through the remaining steps of the procedure, irrespective of the wishes of
the employee who initiated the grievance.

A grievant may be a substitute, a group of substitutes or the Association, having a
grievance.

Grievance Steps. In the event that a grievant believes there is a basis for a grievance, the

substitute may first discuss the alleged grievance with the immediate supervisor either personally
or accompanied by an Association representative. If the grievance is not thus resolved, formal
grievance procedures may be instituted. However, the exhaustion of the informal procedure is
not a condition precedent in invoking the formal Grievance Procedure.

1.

Step 1

a. The grievant may invoke the formal Grievance Procedure through the Association
on a form which will be available from the Association representative in each
building, setting forth the following:

(1)  The facts upon which the grievance is based;
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(2)  Reference to the specific provision(s) of this Article which is/are alleged to
have been violated;

(3) Remedy sought.

b. A copy of the grievance form shall be delivered to the immediate supervisor. If
the grievance involves more than one school building, or is based on action of a
District-level administrator, it may be filed with the Superintendent or designee. A
grievance form must be filed within twenty (20) days of the occurrence of which
the grievant complains or twenty (20) days of the time when the grievant learned
of the occurrence of which he/she complains, whichever is later.

C. Within five (5) days of receipt of the written grievance, the immediate supervisor
shall meet with the grievant and an Association representative in an effort to
resolve the grievance. The immediate supervisor shall indicate his/her disposition
of the grievance in writing within five (5) days of such meeting, and shall furnish a
copy thereof to the grievant and the Association.

Step 2

If the Association and/or grievant is/are not satisfied with the disposition of the grievance,
or if no disposition has been made within five (5) days of such meeting or ten (10) days
from the date of filing, whichever shall be later, the grievance shall be transmitted to the
Superintendent. Within ten (10) days of receipt of the grievance form the Superintendent
or designee shall meet with an Association representative and the grievant on the
grievance and shall indicate his/her disposition of the grievance in writing within five (5)
days of such meeting, and shall furnish a copy thereof to the grievant and to the
Association.

Step 3

a. If the Association is not satisfied with the disposition of the grievance by the
Superintendent or designee, the Association may proceed to Step 4 or the
Association and the Superintendent may mutually agree to submit the grievance to
an impartial mediator within five (5) days of the decision by the Superintendent or
designee.

b. The parties shall select a mutually agreed-upon mediator. If the parties cannot
agree upon a mediator, PERC will be contacted to provide a mediator who shall
not be a PERC Hearing Officer.

C. The parties shall meet with the mediator for a period of time not to exceed two (2)
days. If no solution acceptable to the Association is achieved within that time
period, the Association may proceed to Step 4.

Step 4

The Association shall exercise its right of arbitration by giving the Superintendent written
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notice of its intention to arbitrate within twenty (20) days of receipt of the written
disposition of the Superintendent or designee or ten (10) days following completion of
mediation, whichever comes later. The arbitrator shall be selected by the American
Arbitration Association in accord with its rules which rules shall likewise govern the
arbitration proceeding. Neither the District nor the Association shall be permitted to
assert in such arbitration proceeding any ground or to rely on any evidence not previously
disclosed to the other party during Steps 1 through 3. The decision of the arbitrator shall
be final and binding upon both parties.

Arbitration Costs

Each party shall bear its own costs of arbitration except that the fees and charges of the arbitrator
shall be borne equally by the District and the Association.

Jurisdiction of the Arbitrator

1. The arbitrator shall have no power to alter, add to, or subtract from the terms of this
Article. The arbitrator shall decide all substantive and procedural arbitrability issues.

2. The award of the arbitrator may be entered in any court of competent jurisdiction should
either party fail to implement the award. If a motion to vacate the arbitrator's award is
entered in a court of competent jurisdiction, and the initiating party does not prevail in the
litigation, such party shall bear the full costs of such action including, but not limited to,
the adverse party's court costs, legal fees and other related expenses incurred as a result of
defending such action.

Time Limits

1. The resolution of grievances shall be accomplished as rapidly as is possible. To that end,
the number of days in each step shall be considered as maximum and efforts should be
made by the parties to expedite the process.

2. The time limits provided in this section shall be strictly observed unless extended by
agreement of the parties. In the event a grievance is filed after May 15 of any year, the
District shall use its best efforts to process such grievance prior to the end of the school
term or as soon thereafter as possible. Failure of the Association to proceed with its
grievance within the times hereinbefore provided shall result in dismissal of the
grievance. Failure of the District or its representatives to take the required action within
the times provided shall entitle the Association to proceed to the next step in the
Grievance Procedure.

Grievance and Arbitration Hearings. All hearings or conferences pursuant to this Grievance
Procedure shall be scheduled at a time and place which will afford a reasonable opportunity for
all parties entitled to attend to be present, including witnesses.

Freedom from Reprisal. Substitutes involved in the processing of grievances whether as a
grievant, a witness, a representative of the Association or otherwise shall not suffer any restraint,
interference, discrimination, coercion or reprisal, or prejudice in any manner as a result of their
participation in the grievance process. All documents, communications and records dealing with
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grievances and their adjustments shall be filed separately from the grievant's personnel file.

Individual Complaints. If an individual substitute has a personal complaint which he/she
desires to discuss with the supervisor, he/she is free to do so without recourse to the Grievance
Procedure. However, no grievance as defined herein shall be adjusted without prior notification
to the Association and opportunity for an Association representative to be present, nor shall any
such adjustment of the grievance be inconsistent with the terms of this Article. In the
administration of the Grievance Procedure, the interest of the substitute shall be the sole
responsibility of the Association.

Continuity of Grievance. Notwithstanding the expiration of this Article, any claim or grievance
arising hereunder may be processed through the Grievance Procedure until resolution.

Assistance in Investigation

1. The District shall provide to the Association upon request such information as is
necessary to the processing of a grievance. Requests for such information shall be
submitted to the Superintendent by a designated Association leader or agent.

2. All matters pertaining to specific grievances shall be confidential information and shall
not be unnecessarily or indiscriminately related or divulged by any participant in the
grievance adjusting process or by any substitute of the District.

3. The Association shall obtain from the grievant and every participant in the processing of
any grievance on behalf of the grievant a signed commitment that the above
confidentiality will be maintained and the Association will hold the District harmless
from any claim and damages in any case in which this confidentiality is violated by the
grievant or any participant in the processing of the grievance on behalf of the grievant.

Definition. For purposes of this Grievance Procedure only, "days" shall mean scheduled days of
student instruction.

Section 11.16 DEFINITIONS

Unless the context in which they are used clearly requires otherwise, when used in this Article:

The term "Article™ shall mean this Article XI of the Procedural Agreement.

The term "Association™ shall mean the Edmonds Education Association.

The term "Board" shall mean the Board of Directors of the Edmonds School District No. 15.
The term "District” shall mean the Edmonds School District No. 15.

The term "substitute" shall mean all certificated substitutes as defined in Section 11.2.A of
this Article.

The term "days" shall mean substitute workdays unless otherwise specifically defined in
this Article.

The term "Section” followed by numbers shall mean a section of this Article.

Unless the context in which they are used clearly requires otherwise, words used in this Article denoting
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gender shall include both the masculine and feminine; and words denoting number include both the
singular and the plural.
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ARTICLE XII

DURATION AND TOTALITY OF AGREEMENT

This Agreement shall be in effect August 1, 2007 through July 31, 2010.

Thereafter, if this Agreement is not to be extended for an additional three (3) years beyond 2010, either party
must give written notice to the other of the same no later than March 1, 2010. Absent such notice, this
contract shall be deemed extended for an additional three (3) years. Subsequent triennial extensions will
likewise occur unless the requisite notice is given by March 1 of the third year in each three-year extension.

The parties commit to a continuous bargaining/problem-solving process related to the contents of this
Agreement, as described in the Trust Agreement. All portions of this Agreement will be reopened for
amendment upon request of either party except Section 1.5 No Strike, 5.5 Just Cause, 6.7 Work Load Relief,
and Articles Il Rights of the Parties, VII Grievance Procedures, VIII Layoff and Recall, and XII Duration.
Requests for amendment by either party must be in writing and must include a summary of the proposed
amendment.

EDMONDS EDUCATION ASSOCIATION EDMONDS SCHOOL DISTRICT NO. 15
Dan Wilson Ann McMurray
President Board Vice President
David L. Wood Nick Brossoit
UniServ Representative Secretary to the Board
Marla Miller

Assistant Superintendent, Business & Operations

Date: Date:
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TRUST AGREEMENT
between the
EDMONDS SCHOOL DISTRICT NO. 15
and the
EDMONDS EDUCATION ASSOCIATION
2007-2010

PREAMBLE

This Trust Agreement describes the principles upon which the Edmonds School District No. 15 and the
Edmonds Education Association base our relationship, our mutual interests, and joint commitment to
achieve mutual interests. By creating this Agreement we hereby commit to continuing a collaborative
relationship which aspires to last beyond the tenure of those currently in leadership positions in our
respective organizations. Our Agreement is intentionally general and brief because we believe that the
existing relationship is based on sufficient trust and respect that detailed language which can result in
lack of flexibility for buildings and staff is unnecessary.

PRINCIPLES OF THE RELATIONSHIP

This Agreement is founded on the belief that all people take pride in their work, want to be involved in
decisions that affect them, and share in the success of their efforts.

We hereby commit to work together to establish a vibrant and successful learning community that
actively involves students, staff and community. We will enjoy a relationship which promotes success
for our students, our schools and our community by:

» creating an atmosphere of mutual trust and respect;

* nurturing a culture of collaboration;

* recognizing individual talents and strengths;

* increasing staff diversity;

* encouraging innovation and risk-taking with a focus on improvement;

* learning from failure;

* building upon our successes;

» providing opportunities for individual growth;

» openly sharing information, knowledge and experience; and

» providing a caring, safe learning and working environment that is clean, healthy, functional,
non-violent, and free of discrimination, intimidation, and harassment.

MUTUAL INTERESTS

The Association and the District are committed to achieving the following mutual interests:

A. Support for the District Mission and goals. The District's mission was developed through the
combined interaction of community members and staff. It acknowledges the importance of

maximizing the personal, creative and academic potential of each person in the school system.
We commit to operating in ways which help realize this mission for all learners.

OUR MISSION
To ADVOCATE for all students by PROVIDING a learning environment which EMPOWERS
students, staff and the community to MAXIMIZE their personal, creative and academic potential
B. in order to BECOME lifelong learners and responsible world citizens. g






2007-10 Trust Agreement - Page 2
structures to increase the mutual responsibility of those participating in the school system.

We support the Washington State learning goals and standards with a focus on essential
academic learning requirements. We recognize that certain conditions advance successful
student learning which include:

Time and opportunity for students to learn

Manageable student/teacher ratios

Minimal disruption to curriculum delivery due to standardized testing
Time for staff planning and collaboration

Sufficient resources: instructional, technology, staff, and leadership
Community and parent support and involvement

Professional development

Compensation to attract and retain quality school employees

We believe that multiple indicators should be used to determine if the District’s instructional
program is successful in helping students improve their academic performance. The sole use of
any single test for the purpose of making high stakes decisions about the quality of schools and
student achievement would be inappropriate. For the same reasons, it would be inappropriate to
reference specific test scores in an employee’s evaluation.

At the same time, we believe that the absence to reference of specific standardized test scores
should not in any way restrain or discourage individual, collegial, and building work towards
preparing students for maximum performance on these assessments. We share joint
responsibility for creating optimum learning environments in which students are able to perform
at their highest level on these assessments.

Teachers, students, and parents share mutual responsibility for student performance, and the
community is accountable for making available the resources needed to meet the learning needs
of its families and their children.

Solvency. The resources currently available to educate children in the public schools do not
allow all expectations to be met. With sufficient resources, proven methods exist to educate
children to their full potential. Despite these challenges, we jointly accept the responsibility for
doing our best with the resources currently available. We intend to demonstrate student
achievement as part of persuading the community that adequate resources will make an
important difference, and for diligently seeking adequate and secure sources of revenue to
support student learning. We have a joint responsibility to utilize resources effectively, maintain
a balanced budget, and ensure the success of the District in helping all members of the school
system reach their potential.

Professionalization of Teaching and Teaching Support. We commit to a District-wide staff
development initiative designed to improve student achievement and to increase the
community's respect for the education profession. In addition, we share an interest in engaging
staff in professional development activities that are relevant to their work and designed to meet
their professional learning needs.

Our long-standing practice of establishing joint task forces and committees has constituted a
major step in the establishment of an appropriate climate for this professionalization initiative.
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The next logical phase of the professionalism process is to move toward shared decision making
in those areas that directly affect the delivery of educational programs and services.
Accordingly, we agree to jointly create effective structures for training teachers and support staff
and a compensation system that supports the professionalization of teaching and teaching
support.

Shared Decision Making. The District and the Association have mutually worked to
decentralize decision making and empower staff to make judgments about programs and
resources at the point at which services are delivered. Our actions are based on a mutual belief
that decision making at the point of service delivery increases the quality of learning for both
students and adults and maximizes the use of available resources. We view shared decision
making at school sites as a positive benefit for students, staff, and the community.

The shared decision-making process will be evaluated regularly to determine how students,
staff, and community believe it is working. This evaluation will assess the areas of positive
support and the areas where improvements should be undertaken. The results of these
assessments will be shared with staff and others as appropriate.  Action plans to build on the
areas of strength and correct the areas of weakness will be addressed at the building level, with
the assistance and support of EEA and the District, where appropriate.

Individual Rights and Responsibilities. The Association and the District acknowledge that
we are working toward the ultimate goal of creating a system where the delineation of specific
individual employee rights and responsibilities within our Agreements becomes unnecessary
because they will be the understood values, norms, and operating principles of the District and
Association. We understand that in order to create such a system, a deeper level of trust must
exist. This trust will be created when all administrators and bargaining unit members
consistently behave in ways that reflect shared values, norms and operating principles. As
deeper trust develops we will modify this section in acknowledgment of that progress.

To initiate the process, the following guiding principles will be utilized to acknowledge the
unique responsibility the organizations have to the individuals who work within them:

»  Staff will be treated with respect and dignity and will treat each other that way. Students,
parents and community members will be treated with respect and dignity. The obligations
of law related to non-discrimination will be met by all employees and students. The
District shall not engage in discrimination of any kind that infringes on the civil or human
rights of employees.

* Learning is fostered and promoted in an atmosphere in which there is freedom to provide for
the free and orderly flow and examination of ideas so that students may gain the skills to
gather and synthesize information, discriminate between fact and opinion, discuss differing
viewpoints, analyze problems, and draw conclusions. The educational program shall
respect the rights of students to examine issues, have access to information, learn in an
environment free from prejudice and hold and express their own opinions without personal
prejudice or discrimination.

o Staff will exercise professional judgment when presenting subject matter.  The
appropriateness of the subject matter and maturity of the students shall be considered. Staff
are expected to make professional judgments regarding the selection of methods or
techniques to be used. The teacher is expected to maintain a high professional standard of
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teaching and to employ the most effective teaching techniques to meet the District's mission.
»  Staff have the responsibility to conduct themselves in a manner befitting the profession.

G. Parent and Community Involvement. We jointly commit to continue efforts to involve
parents and community members in the schools. This commitment is based on the belief that
parent and community support is key to maintaining an effective public education system in a
democratic society.  The Association and the District welcome parents and community
members in the schools to observe, assist, and participate in the educational process.

RELATIONSHIP OF THE TRUST AGREEMENT TO THE COLLECTIVE BARGAINING
AND PROCEDURAL AGREEMENTS

The Trust Agreement may be modified during its 2007-10 term by our mutual agreement. The Trust
Agreement is one part of the Collective Bargaining Agreements between the District and the
Association. The Trust Agreement expands the traditional collective bargaining relationship between
the District and the Association. The Collective Bargaining Agreement focuses primarily on
documenting procedural agreements. We believe that if the relationships between people are governed
by the principles and interests described here, the need for a traditional collective bargaining document
as a protection will be reduced. In this environment the traditional collective bargaining agreement is
evolving into a less formal document that can be updated and communicated as issues are jointly and
continuously addressed. During this evolutionary phase we expect to shift some elements currently
contained in the collective bargaining agreement to the Trust Agreement. Our traditional collective
bargaining agreement is known as the Procedural Agreement. The grievance procedure is being
maintained in the Procedural Agreement and a dispute resolution process is being created to respond to
issues covered by the Trust Agreement.

Dispute Resolution: We recognize that creating a culture of collaboration in an environment where
statutes and regulations are oriented to the traditional collective bargaining mode will present
challenges. However, we commit to continuing the utilization of collaborative problem-solving
methods before resorting to adversarial processes to resolve conflicts.

We agree that the ultimate goal of our dispute resolution process is to preserve our positive working
relationship. Therefore, the provisions of this Trust Agreement will be subject to the following
procedures:

. Parties to the dispute must be named. Anonymous complaints will not be acted upon, unless
required by law.

. The parties involved in a dispute related to the provisions of this Trust Agreement will meet for
the purpose of resolving the issue.

. If resolution is not achieved, the Association and the District agree to mediate the dispute with
the assistance of a third party mediator mutually selected.

. Ultimately, if a mediated agreement cannot be reached, we agree to submit the dispute to
binding arbitration by an arbitrator mutually selected.

We agree to equally share the costs of this process.





EDMONDS EDUCATION ASSOCIATION

President

UniServ Representative

Date
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EDMONDS SCHOOL DISTRICT NO. 15

Board Vice President

Secretary to the Board

Assistant Superintendent, Human Resources

Date





