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COLLECTIVE BARGAINING AGREEMENT
PUYALLUP PUBLIC SCHOOL DISTRICT NO. 3
PUYALLUP EDUCATION ASSOCIATION

THIS AGREEMENT IS MADE AND ENTERED INTO by and between Puyallup School District No. 3
(hereinafter referred to as the "District") and the Puyallup Education Association, (hereinafter referred to as
the "Association" or “PEA™), as follows:

PART | - ADMINISTRATION
ARTICLE 1. ADMINISTRATION OF AGREEMENT

Section 1.1 Recognition

The District recognizes the Association, an affiliate of the Washington Education Association (WEA), as the
sole and exclusive negotiating representative for all regular employees of the District and all regular substitute
certificated employees. The term “regular substitute certificated employees” shall mean substitutes who in
the previous or current school year worked 20 full consecutive days in the same assignment or 30 full days
during the year in various assignments. The term “certificated employees” shall include all personnel
regularly employed and under contract by the District or on an approved leave or layoff, excluding all
administrative staff. Exclusions for newly created positions shall be reviewed jointly by the District and
Association utilizing Public Employment Relations Commission (PERC) guidelines or services if required.
Although the Association has functions not herein described, the District recognizes that the function of
negotiations is exclusively accorded the Association as the representative of certificated employees as is the
function of grievance representation.

Unless otherwise noted, the terms “staff,” “certificated staff,” “employee,” and “certificated employee” shall
mean employees of the District covered by this bargaining unit and Collective Bargaining Agreement (CBA).

Section 1.2 Management Rights
Consistent with the provisions covered in this Agreement or those items which are mandatory topics of
negotiations, the District shall have the right to carry out management functions as required.

Section 1.3 Duration

This Agreement shall become effective when ratified and signed by authorized representatives of the District
and the Association and may be changed only after written request(s) for amendment by either party and then
only by the mutual consent of both parties, with such amendments being arrived at through negotiations and
formalized in the same manner as this Agreement.

This Agreement and any amendments hereto shall remain in force until August 31, 2021. Either party shall
notify the other party in writing of its intent to amend, modify, or terminate the Agreement not less than 120
days, or more than 150 days, prior to the expiration day of this Agreement.

Section 1.4 Status of the Agreement

Both the District and the Association recognize the need for adherence to rules, regulations, policies, and this
Agreement, in carrying out their respective functions. In cases where there is a conflict between this
Agreement and said rules, regulations, policies, or individual employee's contracts, or the application thereof,
this Agreement shall prevail. The Appendices are integral parts of this Agreement and by this reference are
incorporated herein.

Section 1.5 Savings Clause
Any part of this Agreement or of its application found to be contrary to law by a tribunal of competent
jurisdiction shall be invalid only while contrary, and only to the extent that it is contrary, but such invalidity

8
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shall not invalidate any other portion of this Agreement. If any provision of this Agreement is so held to be
contrary to law, the Association and the District shall commence negotiations on said provisions to arrive at
a valid provision as soon thereafter as reasonably possible.

Unless otherwise provided in this Agreement, nothing contained herein shall be interpreted and/or applied so
as to adversely affect current individual salaries and employee benefits or other provisions which have
heretofore been recognized, practiced, or accorded by the District.

Section 1.6 Funding

In the event the Legislature substantially reduces Puyallup School District funds or there is any major financial
setback to the District (e.g. substantial enrollment decline, elimination of block grants, levy failure, etc.) and
recognizing that program changes are a Board decision, the PEA will still have authentic participation and a
significant voice in collaborative discussions of potential District budget reductions. If this financial setback
occurs, this Agreement shall be subject to reopening for bargaining on the various monetary items included
therein.

Section 1.7 Distribution
This agreement shall be posted on the District’s website for prospective and current employees to access.

Section 1.8 Subcontracting

Bargaining unit work presently held by unit members shall not be contracted to any other employee group or
entity unless no bargaining unit member can be found to perform the work, provided that any such position
shall be filled for up to one (1) year only, when at such time it shall be posted in accordance with the transfer
process.

ARTICLE 2. ASSOCIATION RIGHTS
Section 2.1 Cooperation

Section 2.1.1 Availability of Information

The names, work assignments, work locations, hire date, hours per day per assignment, phone number,
mailing address, email address, pay, and salary information of employees shall be provided to the
President of the Association monthly, after the completion of final payroll.

The Association President shall be furnished, upon request, reasonable and appropriate available data
pertinent for use in carrying out the Association's negotiation and representation functions. All parties
shall exercise discretion in the utilization of such data.

Section 2.1.2 Labor Management Meetings
Representatives of the Association and the District shall meet regularly during the school year to review
and discuss current items of concern or of interest to either party, including this Agreement.

Section 2.1.3 Electronic Communication

All employees, including the Association President, shall be provided with email addresses. The
President’s email address shall be made available to all staff and the Association President shall be
included on the “All-District” email communications lists. Members of the Association shall be
permitted to use the District email communications system to conduct Association business. District
email shall not be used by the Association for the purpose of advocating for specific political action,
work stoppage, or other communication use prohibited by law.
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Section 2.1.4 Orientation Meetings

An opportunity shall be provided for Association representatives to participate in orientation meetings
for new employees including substitutes. In addition, the Association President shall have access to
newly hired employees for at least one (1) hour, including breakfast or lunch, at one of the new employee
work days prior to the start of the school year.

Section 2.1.5 Equipment Use

The District shall honor reasonable requests by the Association for the use of facilities and equipment,
the use of in-District mail service, and making bulletin board space available. The Association shall
follow proper District procedures in requesting use of resources.

Section 2.1.6 Access

Representatives of the Association shall be permitted to transact Association business on school property
and shall follow site check-in/check-out procedures. Such business shall preferably be transacted outside
of the student day, but under no condition shall be conducted at times which interfere with normal school
operation or interrupt other employees during the performance of their assigned duties.

Section 2.2 Association Leave

In order to provide proper representation of members of the bargaining unit and/or to confer with the District
or its representative(s), leave shall be granted by the District according to the provisions of this section. All
such leave shall be granted upon request of the Association President. Request for leave shall be submitted
in writing as far in advance as possible but never later than three (3) school days before the leave is to take
effect unless circumstances prevent earlier notification, in which case a discussion will be held with the
Director of Human Resources. The arrangements for the leave shall be discussed with the Association
President. Billing for the leave shall be made to the Association by the District using the following guidelines
in accordance with current practices regarding frequency or for purposes as mutually agreed between the
Association and the District:

A. District-scheduled meetings such as grievance processing shall not be billed.

B. Professional meetings affecting employer/employee relationships shall be billed at the cost of
the substitute including the hourly rate, employer FICA costs, Workers’ Compensation, and
retirement compensation if applicable.

C. Employee interest activities such as lobbying, and Association training sessions shall be billed
to provide full reimbursement to the District for salaries and employer costs paid.

D. The Association shall reimburse the District for leave billed within 75 days of the date of use.

Employees using such leave shall be responsible to provide appropriate preparation and lesson plans as
necessary for their substitutes, as well as to provide appropriate follow-up after such leave. Contract
provisions for Association Release time and Supplemental Conditions of the Grievance procedure are deemed
not to be in conflict with this section.

Section 2.3 Association Released Time

In order to provide proper representation of members of the bargaining unit, the Association President shall
be released up to full-time from regular employment to perform Association duties, to conduct Association
business, and/or to confer with the District or its representatives. The Association shall request released time,
if any, 30 days prior to the end of the semester preceding the one for which the leave is sought, except in cases
where such notice is not possible.

10
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If the Association President remains a part-time employee, he/she will receive full salary and benefits as
though employed full-time. However, the Puyallup Education Association will reimburse the Puyallup School
District for the difference between what the Association President would have received as a part-time
employee and the amount the Puyallup School District actually pays in compensations and benefits, except
as specified below in items one (1) through three (3).

If the Association President has full-time release, the District will be reimbursed for all compensation paid by
the Puyallup School District during the period of release whether the full-time release is for the entire school
year or a portion of a school year. Any additional stipend the Association President receives, as determined
by the Association, shall be paid by the District as extended days and reimbursed by the Association.
Compensation that exceeds the highest paid employee in the Association will not be accepted by the
Department of Retirement Services.

However, it is agreed the Association President shall be deemed an employee of the District during the period
of release and shall not be penalized in regard to salary, seniority, benefits, or rights pertaining to employment.
Specifically, the Association President: 1) will accrue leaves as other full-time employees; 2) will receive
payment for supplemental days at the same rate as other full-time employees as approved by the Association;
3) will be eligible for State Retirement System employer contributions by the District only to the extent the
law requires payment by the District during such leave.

The Association President shall have full rights to reinstatement subject to the Layoff/Recall provisions, if
applicable, to his/her original job at termination of his/her term of office. If the original position is no longer
in existence, the Association President shall be treated as an involuntary transferee with the rights afforded
thereto.

Any employee elected or appointed to a position with the Summit UniServ Council requiring release time
shall be granted the requested release and will be provided the same rights as identified for the Association
President above. Reimbursement for said release time shall be paid to the District by the Summit UniServ
Council as appropriate.

Any employee elected or appointed to a full-time position with NEA or WEA requiring full time release time
shall be granted the requested release for the length of the term of office and shall be reinstated to a position
for which they are qualified. Reimbursement for said release time shall be paid to the District by NEA or
WEA as appropriate.

Section 2.4 Payroll Deductions

Section 2.4.1 Dues Deductions

The Association shall have the exclusive right to payroll deduction of dues and assessments required for
membership for employees, provided, that the Association shall present said deductions to the District in
one (1) billing which shall change no more than three (3) times per fiscal year, exclusive of the addition
or deletion of individuals. Written authorization and/or revocation of membership shall be provided to
the District by the Association. The District shall continue to provide such deduction service during the
period of this Agreement. The Association shall notify the District immediately of any employee’s
election to rescind their written authorization. Written authorizations/revocations received after the
District’s monthly payroll cutoff date will be processed the following month.

Section 2.4.2 Hold District Harmless

The District shall be held harmless by the Association for compliance with this article, including reasonable
attorney fees.
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Section 2.4.3 Other Deductions

The District shall, upon receipt of written authorization from an employee and as permitted by State law,
deduct from said employee's salary and make appropriate remittance for medical plans, tax-sheltered
annuities, salary insurance, United Way, savings plans, or any other plans or programs jointly approved for
deduction by the Association and the District.

ARTICLE 3. GRIEVANCE PROCEDURE

Section 3.1 General

The purpose of the following grievance procedure shall be to provide for the orderly and expeditious
adjustment of grievances at the earliest possible time. This procedure shall be utilized as a method of solving
problems in the interest of educational programs and in the spirit of cooperation among the administration
and the employees.

Section 3.2 Terms and Definitions

A

B.

A "grievant" shall mean an employee(s) or the Association.

A "grievance" shall mean a claim by a grievant that there exists a violation, misinterpretation,
or misapplication by the District of a specific provision of the Collective Bargaining
Agreement or any other written agreement between the Association and the District. In the
case of a grievance filed by the Association, the Association shall state the specific instance(s)
or circumstance(s) which precipitates said grievance.

"Days" shall mean school days during the period September 1 through May 30 and all
weekdays during the remainder of the year.

If stipulated "time limits” are not met by the District, the grievant shall have the right to appeal
the grievance to the next step. If the stipulated time limits are not met by the grievant, the
grievance is deemed satisfied and may not be appealed further. The parties involved may by
mutual written agreement modify any time limits contained in the procedure. The District and
the Association shall receive copies of such agreements.

Section 3.3 Procedure
The following steps are designed to secure, at the administrative level closest to the grievant, solutions to any
grievance which may occur.

Step 1.

Step 2.

The District and the Association acknowledge, and the parties involved are advised that it is
desirable for an employee and the appropriate administrator to resolve problems through free
and informal communications. If an employee chooses to meet informally with his/her
supervisor, he/she may have a representative join him/her at any grievance meeting. Every
effort shall be made to resolve the grievance at this level. An employee must notify his/her
immediate supervisor of a grievance within 30 days of his/her knowledge of a disagreement or
violation of the contract or the incident will be considered invalid and subject to no further
process.

If the grievant is not satisfied with the disposition of the grievance at Step 1 it may be presented
as a written grievance by the grievant and/or his/her designated association representative to
the appropriate administrator within ten days following the supervisor’s response to the
informal meeting. The grievance shall state the fact(s) upon which it is based, the issue
involved, any Agreement provisions allegedly violated, and the relief sought. The appropriate
administrator shall arrange for a meeting with the grievant through the designated association
representative within five (5) days after receipt of the written grievance. The date, time, and
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Step 3.

Step 4.

location of the meeting shall be mutually agreeable to all parties. Within ten (10) days after
the meeting between the parties involved, the appropriate administrator shall provide the
grievant and the association representative with a written response. Such response shall
include the reason(s) for the decision.

If the grievant is not satisfied with the disposition of the grievance at Step 2, the decision may
be appealed to the Superintendent or designated representative within ten (10) days of the
receipt of the written response. The Superintendent or designated representative shall arrange
for a hearing with the grievant through the association representative within five (5) days of
receipt of the written appeal. The hearing date, time, and location shall be mutually agreeable
to all parties. Upon conclusion of the hearing, the Superintendent or designated representative
shall within ten (10) days, provide the grievant and the association representative with a written
response. Such response shall include the reason(s) for the decision.

Arbitration:

A. General. Any grievance which pertains to the Collective Bargaining Agreement or
other written agreements between the District and the Association may be presented to
the Association for submission in binding arbitration if the grievant is not satisfied with
the disposition at Step 3. Such request shall be presented in writing to the Association
within five (5) days of receipt of the written response at Step 3. If the Association
determines that the grievance involves an alleged violation, misinterpretation, or
misapplication by the District of a specific provision of the Collective Bargaining
Agreement or other written agreements, the Association may, by written notice to the
Superintendent presented within 15 days after receipt of the request at Step 4, submit
the grievance to binding arbitration. If any questions arise as to the arbitrability of the
grievance, such questions shall first be ruled on by the arbitrator selected to hear the
grievance.

The arbitrator shall be without power or authority to rule on any of the following

conditions:
1. The termination of services or failure to re-employ any provisional employee.
2. The content of an employee's evaluation or of an administrator's report pursuant

to evaluation or probation, except for any procedural requirements which may
affect such content.

3. Any matter involving non-renewal, discharge, or probation, where other
remedy is provided by law.

B. Procedure. The following procedures shall be followed in processing arbitrable
grievances.
1. Within ten (10) days after written notice of submission to binding arbitration,

the District and the Association shall seek agreement upon a mutually
acceptable arbitrator who will serve. If the District and the Association are
unable to agree upon or get commitment to serve from an arbitrator within the
ten (10) day period, a request for a list of arbitrators shall be made by the
Association to either the Federal Mediation and Conciliation Service (FMCYS)
or the American Arbitration Association (AAA). Upon receipt of the list, the
parties shall individually strike the names on the list they find unacceptable,
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number the remaining names in order of preference, and return the list to the
selected agency within ten (10) calendar days. The parties involved, and the
arbitrator shall be bound by the rules and procedures of the selected agency,
except as provided below.

2. Neither party shall be permitted to assert in the arbitration proceedings any
evidence which was not submitted to the other party before the completion of
Step 3.

3. The arbitrator selected shall confer with the Superintendent or designated

representative and the Association and hold hearings promptly and shall issue
the decision not later than 30 days from the date of the close of the hearings, or
if oral hearings have been waived, then from the date the final statements and
proofs are submitted. The arbitrator's decision shall be in writing and shall set
forth his findings of fact, reasoning, and conclusions on the issues submitted.
The arbitrator shall be without power or authority to make any decisions which
require the commission of an act prohibited by law or which is in violation of
the terms of written agreement between the Association and the District. The
decisions of the arbitrator shall be submitted to the District and the Association
and shall be final and binding on both parties.

4. The cost for the service of the arbitrator, including per diem expenses, if any,
travel and subsistence expenses, and cost of any hearing room shall be borne
equally by the District and the Association. All other costs, including attorney
fees, shall be by the party incurring them except as provided herein.

Section 3.4 Representation

A

The District recognizes the Association as the sole and exclusive grievance representative for
all employees represented by the Association. The grievant may, at the grievant’s option,
request the assignment of an Association Representative during formal grievance proceedings.
The Association may investigate grievances at any level.

If, in the judgment of the Association, a grievance affects a group of employees or the
Association, or if the grievance involves more than one (1) supervisor or an administrator
above the building level, the grievance may be filed at step 2 directly with the Chief Human
Resources Officer who will assign the grievance to the appropriate administrator.

The parties involved may include in the proceedings such witnesses as they deem necessary to
develop facts relevant to the grievance.

Nothing herein shall be construed as limiting the right of any employee having filed a formal
grievance to have the problems adjusted without the intervention of the Association provided
that: 1) the Association shall be notified of the scheduled meetings; 2) the Association shall
be permitted to send a representative to scheduled meetings and may offer an opinion pertinent
to the grievance; and 3) the Association shall be notified in writing of the disposition of the
grievance. Such notification shall include the reason(s) for the decision.

The Association on its own may continue any grievance filed and later dropped by a grievant,
provided that the grievance involves the application or interpretation of the Collective
Bargaining Agreement or any other agreement between the Association and the District, and
the Association exercises this option within ten (10) days.
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F.

Resolution of grievance shall be consistent with agreements between the District and the
Association, and the grievance procedure shall not be used for the purpose of creating new
agreements between the District and the Association.

Section 3.5 Supplemental Conditions

A.

All individuals who might possibly contribute to the acceptable adjustment of a grievance are
urged to provide any relevant information that they may have to the grievant or the District at
the earliest possible time.

The grievant, District, and Association shall cooperate in the investigation of any grievance
and shall furnish such information as is required for the processing of any grievance.

No reprisal will follow any involvement in this grievance procedure.

Should the mutually established meetings related to the investigation or processing of any
grievance require that a grievant or an Association representative be released from his/her
regular assignment, the release shall be without loss of pay or benefits. Substitute costs shall
be borne by the District.

All documents, communications, and records dealing with the processing of a grievance shall
be filed separately from the personnel files of the participants.

The Association and the District recognize that confidentiality and good faith are key elements
to a successful grievance procedure. Accordingly, both pledge themselves to participate in
good faith in the execution of this procedure and to hold all matters pertaining thereto in
confidence and to admonish and require all parties involved to limit the number of additional
persons knowing of the grievance to those necessary to a successful resolution and/or
implementation.

PART Il - PERSONNEL

ARTICLE 4. INDIVIDUAL RIGHTS

Section 4.1 Rights of Citizenship and Nondiscrimination

Employees shall be entitled to full rights of citizenship as granted to citizens generally. Employees shall not
be discriminated against by reason of race, creed, religion, color, marital status, sexual orientation, gender
expression or identity, gender, age, national origin, domicile, bona fide political activity or lack thereof, or
the presence of any sensory, mental, or physical disability, except as permitted in accordance with this

Agreement or by law, nor shall the position on the salary schedule affect an employee's assignment and/or
promotion.

The private and personal life of any employee shall not be within the concern of the Superintendent unless
there is actual or probable adverse effect on the duties and responsibilities of the employee.

It is agreed that employees shall have the right, freely and without fear of penalty or reprisal, to join the

Association. Each employee shall have the right to bring matters of personal concern to the attention of

appropriate Association representatives and/or appropriate officials of the District.
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Section 4.2 Just Cause

Section 4.2.1 Non-Disciplinary: Verbal warnings and Letters of Direction are not disciplinary in
nature but shall be documented in the supervisor’s working file.

Section 4.2.2 Progressive Discipline: An employee will not be disciplined without just cause or for an
arbitrary or capricious reason. The extent of any disciplinary action will be in keeping with the
seriousness of the infraction and appropriate to the behavior which precipitates such action. A process
of progressive discipline will be used. Verbal Warnings and Letters of Direction may be used as a
precursor to formal discipline when appropriate. Progressive discipline includes written reprimand,
suspension without pay, or termination. Copies of discipline shall be placed in the employee’s
personnel file and given to the employee and Association.

Section 4.3 Right to Representation

In accordance with the law, all employees have the right to Association representation at any meeting they
reasonably believe could lead to disciplinary action. When an administrator reasonably expects that a meeting
may lead to disciplinary action against an employee, the administrator shall advise the employee of his/her
right to representation prior to discussing the matter with the employee. All employees have the right to stop
any such meeting to obtain such representation. The specific grounds forming the basis for disciplinary action
shall be made available to the employee and to the Association in writing if requested. In the event that an
allegation of misconduct is investigated and not supported by the available evidence, such records shall be
retained by the District to substantiate that a thorough investigation was conducted and concluded.

Section 4.4 Personnel File and Complaints

The District shall keep one (1) copy of the employee's personnel file at the District office, and the employee
shall be given permission to review the contents of that file by making an appointment through the Human
Resources Office. A working file may be kept at the worksite. All employees shall have the right to review
and respond to any and all files maintained for and/or about them. If requested, file materials shall be
reproduced for the employee promptly.

Section 4.4.1 Derogatory Materials

No derogatory materials concerning the employee's conduct, service, character, or personality shall be
placed in any file unless an employee has had an opportunity to read and respond to them within 30
business days. The employee shall acknowledge having read such material by affixing his/her
signature to the copy to be filed. The employee shall have the right to write his/her version of the
incident or occurrence, and have the statement permanently attached to the original document.

Section 4.4.2. Complaints. Complaints and accusations shall be called to the attention of the employee
within five (5) school days of receipt or at the time a determination is made that there is sufficient
reason to call the complaint or accusation to the employee’s attention. Any complaint or accusation
not called to the employee’s attention may not be used as the basis for any disciplinary action against
the employee and may not be included in the employee’s evaluation.

Section 4.5 Administrative Leave

The district may place an employee on paid administrative leave upon receipt of a complaint or allegation of
inappropriate behavior by the employee and when the employee’s continued presence in the workplace may
threaten or endanger the health, safety, or well-being of students or employees, disrupt the educational setting,
or interfere with the investigation. The Association shall be notified of any employee placed on administrative
leave.

The employee shall be notified of the decision to place him/her on administrative leave in a respectful, private
and discreet manner, whenever reasonably possible with a face to face conversation at the end of the
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end of the employee’s work day.

The employee shall be notified in writing of the specific complaint or allegation to be investigated as soon
thereafter as possible. Investigations shall be conducted as quickly as possible. Administrative leave is not
considered disciplinary. At the conclusion of an investigation, if the employee requests, a meeting will be held
to disclose the results of the investigation, and if applicable, to discuss disciplinary results and identify
transition supports prior to returning the employee to work.

ARTICLE 5. STAFF PROTECTION

Section 5.1 Coverage

All employees shall be covered by the District's liability insurance policy. The District shall make a
reasonable effort to protect employees from bodily harm and property damage while carrying out assigned
duties.

Section 5.2 Hold Harmless

Providing an employee, at the time an act or omission is complained of, was acting in a reasonable and prudent
manner within the scope of his/her employment and/or under the direction of the District, the District shall
use the provisions of RCW 28A.320.100 to hold said employee harmless and defend him/her from any
financial loss, including reasonable attorney's fees, for legal actions arising from such alleged acts or
omissions.

Section 5.3 Workers’ Compensation (RTW Program)

Employees covered by Workers’ Compensation and State Industrial Insurance laws shall, upon loss of time
due to a job-related injury or illness and after establishment of eligibility for such benefits, make a decision
regarding use of accumulated regular illness, injury, or emergency leave. Provided further that if the employee
has exhausted all sick leave prior to the effective date of the beginning of the Workers’ Compensation
eligibility, the District will provide up to three (3) additional days of leave or whatever portion thereof is
needed. Employees may choose to supplement disability payments from Puget Sound Workers’
Compensation Trust with a proportionate share of accrued leave to equal a normal day of pay, choose to
receive a full day of appropriate accrued leave benefits in addition to the disability payment, or receive only
disability payments from Puget Sound Workers’ Compensation Trust. The Director of Risk Management will
provide an election form when notified of the job-related injury or illness.

A work-related illness or injury may run concurrently with FMLA. The Human Resources department must
be notified of forthcoming absences as a result of a job-related illness or injury. Upon determination of an
approved work injury claim, the Human Resources department will determine FMLA eligibility. Upon
approval of FMLA eligibility, all related employee absences will be counted toward the employee’s annual
12-week FMLA leave entitlement.

Additionally, the District will pay the medical insurance premiums for the balance of the school year for an
employee eligible for Workers’ Compensation who has exhausted all sick leave.

Section 5.4 Personal Property

When employees use personal property in a school-related situation at any time inside or outside the work
day with appropriate safeguards against loss or damage, the District shall provide insurance to protect the
property from loss or damage to a maximum of $2,000 total value per individual. Such insurance protection
shall apply only to items identified in written or video record for which prior approval has been given each
year in writing by the Principal or program director. Items totaling more than $2,000 need prior approval of
the Superintendent or designee. Such approval must also be sought each school year and in no case extend
beyond the third day after the school year ends.
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Employees will not be held financially responsible for loss or damage of District owned instructional materials
issued to students, including, but not limited to computers/laptops. The District will reimburse personal
insurance deductibles for stolen district issued technology.

Section 5.5 Vehicle Damage

Damage to a vehicle parked in the school setting shall be covered by the individual's insurance policy. All
damage due to acts of God are the employee's responsibility. However, when an employee’s vehicle is
damaged in a school setting by vandalism, which includes a reportable hit-and-run incident, the District will
reimburse the amount of the employee’s deductible to a maximum of $2,000. Employees who have vehicles
which are not covered by insurance shall receive the same benefit. Damage to an employee's vehicle by the
District, or as the result of a District action, will be fully covered per the District’s coverage agreement in
force at the time of the incident. VVehicles need not be listed with the Principal.

Section 5.6 Assault or Physical Harm

Any case of assault or physical harm caused by a student arising out of an employment related situation upon
an employee shall be promptly reported to the District. The District shall render assistance to the employee in
connection with handling of the incident by law enforcement and judicial authorities. If the employee submits
a workers’ compensation claim noting physical harm by a student and the claim is approved, the employee
shall be reimbursed by the district for documented out of pocket expenses incurred from the assault or physical
harm, and/or reimbursed for the value of leave days not covered by workers’ comp, to a maximum of $1,500,
provided the supporting documentation is submitted to the HR department within six (6) months of the date
of the assault. If necessary, the employee may request an extension from HR to gain a period longer than six
(6) months to submit documentation when the employee anticipates a delay in billing of health care expenses,
not to exceed one (1) year. This paragraph does not apply to civil litigation instituted by the employee.

ARTICLE 6. TEACHING OF CONTROVERSIAL ISSUES

Any democracy, if it is to remain a democracy, must expect and anticipate change politically, socially and
economically. In a democracy, change should come through law and through orderly procedure rather than
through revolution and use of force. There are controversial issues inherent in change, which if correct
solutions are to be found, must be freely and openly discussed.

Consistent with accepted professional standards and practices, all pupils shall have an opportunity to learn
and employees to teach, relevant to the course content, to find facts, to collect factual materials, to organize
factual materials, to interpret factual materials, to examine attitudes, to survey prejudices, to note appeals, to
rethink assumptions, and to consider what ought to be as well as what is, and to generalize upon the basis of
this material. Employees who teach any subject area tied to a content area standard, shall not be subject to
discipline for potential controversy resulting from presenting content as fact.

No employee shall use his/her position to propagandize in the interests of any religious, social, economic, or
political creed. The techniques of dealing with controversial issues are the most valuable outcomes of those
classes and include an ability to collect information, to refrain from passing judgments before sufficient facts
have been secured upon which to base these judgments, to organize materials, to seek relationships, and to
draw inferences and conclusions. Every employee shall have the right to express personal views on
controversial subjects, as long as other views/perspectives are also presented. No employee shall express
personal views at a time or in a manner that would interfere with the achievement of these outcomes or would
condition the thinking of the pupil upon the controversial issues under consideration before that pupil has
basic facts.
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ARTICLE 7. STAFFING: REASSIGNMENT, TRANSFER (VOLUNTARY AND
INVOLUNTARY), LAYOFF AND RECALL

Section 7.1 Terms

“Open position" is a vacant position, not occupied by an incumbent, for which the site administrator
has submitted a requisition and the District intends to fill.

“Assignment” means the specific teaching work within a building department, grade level, or program
schedule that a staff member holds for a school year.

“Program” for the purpose of this article includes the following areas: Library, Elementary Health and
Fitness, K-12 Music, Career-Technical Education, Occupational Therapists, Physical Therapists,
Speech Language Pathologists, Psychologists, Deaf and Hard of Hearing, Developmental
Kindergarten, Summit/IAES, KITE, Advance, Excel, WRAP, Early Childhood Special Education
(ECSE/preschool), Resource, Support Centers, Elementary and Secondary Title I/LAP, AVID,
QUEST and PAGE.

“Staffing Seasons” include:
»  “Open Season” — Generally no earlier than September 1 and no later than May 31
= “Placement Season” — Placement Staffing Season shall be generally no later than June 1
through August 31

“Displacement” means either reassignment or involuntary transfer.
"Voluntary Transfer" means a change from an employee's current position to an open position.

"Involuntary Transfer" means an employee on a continuing contract who has been involuntarily
transferred from his/her position with written notice from the Human Resources Department.

"Placement"” means the appointment of an employee by the Human Resources Department to a position
within the bargaining unit.

"Position" means an employment opportunity in a building or program.

"Reassignment™ means a change in assignment within a building or a program by the appropriate
administrator. For program staff it means a change of location. Reassignment does not mean a change
in the number of sections in each department.

“Seniority” means:

“District Seniority” shall be defined as the number of years of experience in the Puyallup
School District, and partial shall be calculated as they are for the S-275 Form.

“State Seniority” shall be defined as the number of years of service granted upon entry into the
District, plus one (1) additional year of seniority granted for each year of service thereafter that
meets the criteria for advancement on the salary schedule (Appendix E).

All staff members may review their documented seniority and credits online at any time.
Following annual electronic notification by the District no later than November 15, it shall be
the responsibility of the employee to review the seniority and credit information and to report
to the District any errors by December 15 of each school year. “Tie Breaker.” In the event
ties exist in number of years in the District, the employee(s) having the highest number of
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college or university credits beyond the B.A. degree earned by September 1 and as documented
in the Human Resources Office by October 1 of the current school year shall have preference.
If ties remain, the decisions shall be determined by lot.

The “Core/Lead Team” shall be defined as employee’s representative of grade levels and subject areas
serving as the planning faculty for a new school.

“Qualified” means an employee shall be qualified for a position when holding a Washington State
certificate (including required endorsements) that allows the employee to hold the position.

“Layoff” means an employee on a continuing contract for whom the District does not have a position
in the following school year.

“Recall” means offering a laid-off employee a continuing contract.

Section 7.2 New School Year Assignment and Reassignment

Section 7.2.1

On or before February 1 of each year, each Principal or program administrator shall distribute an
assignment preference form to each employee at a school or program for the purpose of determining
each employee’s first, second, and third preference for assignment for the following year. Employees
shall have five (5) work days to return the form.

Section 7.2.2

Reassignments shall be made only for valid educational reasons regarding staffing, program, or student
needs. The term “valid educational reason” is defined as an authentic rationale directly related to
improving student learning, as distinguished from one that is arbitrary, capricious, or based on
personality, race, religion, creed, gender, age, or other irrelevant factors. Employees who are
reassigned will be provided with a written explanation upon request of the reason for the reassignment.

Section 7.2.3

If it becomes necessary to make reassignments due to staffing or student enrollment changes or other
building or program needs, Principals or program administrators shall involve impacted staff members
in determining general assignment or schedules for the upcoming school year, and such teams may
create an initial assignment or schedule based on employee preferences. However, the final assignment
or schedule is the responsibility of the Principal or program administrator who will make those
assignment decisions based on individual qualifications, district seniority, preferences, and the best
interest of the building or program. Employees in the process of pursuing National Board Certification
shall have priority in reassignment decisions to be placed in the same grade level or department in
order to continue the certification process.

Section 7.2.4
A reassignment shall not result in an employee being moved from one educational program to another
(i.e. K-6 teacher to special services, secondary teaching staff to a K-6 teaching position, etc.).

If a reassignment would result in an identified increase in the work year for an employee, said position
must be made available to employees through the voluntary transfer process.

Section 7.2.5

Employees shall be notified of their final teaching and room assignments as soon as possible but no
later than one (1) week before the last day of school.
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If a change is made after the final notice, the employee affected by the change will be notified of the
change and the reason as soon as possible.

Upon request, the Principal/program director will meet with an employee or employees whose
assignment(s) have been changed to discuss the reasons for the change(s).

Section 7.2.6

When an employee is required to change rooms within the same school at any time, the employee will
receive up to four (4) hours of pay at the professional rate, will be provided packing boxes and tape,
as well as assistance with moving district materials and equipment in order to complete the move to
the new room. Upon request, written notice including the rationale for the move will be provided to
the impacted employee. Additional hours of pay may be approved by building administrators for
employees who experience unique circumstances requiring additional time to move.

Section 7.3 General Timeline for Filling Open Positions
The District will fill open positions occurring at the following times as described below:

Section 7.3.1 Open Staffing Season

Generally, for jobs posted no earlier than September 1 and no later than May 31: For these postings,
the Principals will select the most senior applicant (using District seniority) or interview and
recommend from the following qualified applicants:

A. At least three (3) most senior applicants (using District seniority) defined by the collective
bargaining agreement.

B. Up to three (3) applicants identified by Human Resources as qualified involuntary
transfers, unassigned new hires, or leave of absence returnees.

C. If there are two (2) or fewer qualified applicants from subsections A or B, the interview
pool may include the temporary incumbent (the person presently in the position that was
filled after the school year began). If there are no qualified applicants from subsections A
or B, the interview pool may include qualified external candidates.

If the candidates are nearly equal, the candidate who has greater district seniority will be awarded
the position.

Section 7.3.2 Placement Staffing Season

Placement Staffing Season shall be generally no later than June 1 through August 31 or until all eligible
employees have been placed. Open positions which have not been filled by June 1 (or an earlier date
mutually agreed to by the parties) will be filled by qualified involuntarily transferred employees, any
employees returning from leave, and unassigned new hires. If the parties agree that employees eligible
for this season in a particular job category have been placed, the parties agree to close this placement
process for that job category and return to the Open Staffing Season process.

During this season, open and new positions shall first be filled by qualified involuntarily transferred
employees and employees returning from leave, then employees from the employment recall pool, if
applicable, then unassigned new hires. Placement shall be made based on qualifications, expressed
interest of the employee, and State seniority.
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Section 7.4 General Staffing Procedures

Section 7.4.1
An employee interested in transferring to an open position shall follow the internal bid process
communicated to all employees by the Human Resources department.

Section 7.4.2

The Human Resources Department will notify the appropriate administrator of the names of the
applicants to be interviewed in accordance with Open Staffing Season procedures. Said administrator
will establish a process to review and interview the members of the interview pool and will make his
or her recommendation for the person to fill the position to the Human Resources Department,
however, the administrator may choose to recommend the most senior qualified applicant (using
District seniority), in which case the other members of the interview pool will not be interviewed.

Section 7.4.3

The successful applicant for an open position shall have 16 ESC business hours from receipt of
notification to accept or reject the position. Except for employees assigned to positions during
placement season, once an employee accepts a position, said employee may not apply for another open
position effective that same school year.

Section 7.4.4

When an employee is selected for or placed into a position, the Human Resources Department, in
consultation with the appropriate administrator and the employee, will establish the beginning date for
the position and will provide moving assistance. Positions that are opened after the 5™ work day prior
to the first day of school will be filled by a long-term substitute or employee on a replacement contract.
During open staffing season, the position will be re-posted and filled permanently for the next contract
year, unless the position is reduced within the regular staffing process.

Section 7.4.5
All employees who are interviewed for an open position will be notified by the Human Resources
Department within five (5) work days after the open position has been filled.

Section 7.4.6 Opening of New Schools

When new schools are opened, the District will select a “Core/Lead Team” and building staff in
advance of the reassignment and involuntary transfer process. The parties will collaboratively establish
a timeline for the posting of positions and the criteria and requirements for the selection of staff for
new schools and notice of involuntary transfers related thereto.

Section 7.4.7 Consensual Transfer

At any time upon agreement by and between the affected administrator(s), one (1) or more employees,
the Human Resources Department, and the Association, employees may transfer to a different position
for the benefit of the employee, a program, a school, or other District needs.

Section 7.4.8. FTE Increase
The District may add up to .2 FTE to any existing employee or assignment without utilizing the posting
process.

Section 7.5 Involuntary Transfer

An involuntary transfer shall occur when necessitated by an elimination or reduction in program, declining
student enrollment, closure of schools, changes in school boundaries, or reduction in staffing ratio.
Involuntary transfer will not be made arbitrarily or capriciously but will be based on staffing, program, or
student needs. Involuntary transfer may occur to provide gender diversity in secondary school health and
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fitness departments in order to provide locker room supervision. Building administrators and program
supervisors will begin the involuntary transfer process by asking for volunteers. If the volunteering employee
has an evaluation of “does not meet criterion,” the District and Association must agree that the employee may
volunteer for involuntary transfer.

The District shall meet with the Association prior to an involuntary transfer. The Association and the District
shall annually conduct a meeting for all involuntary transfers in order to review their rights and the process
for being placed, and answer questions.

Section 7.5.1

Involuntary transferees will be identified in the following manner:

A.

The District will involuntarily transfer the person with the least State seniority within
the staffing category in the building or program, unless another employee in the staffing
category volunteers and is qualified to be transferred. Staffing categories are the
categories identified in the layoff and recall provision, and world language (by
language). Special programs shall include: Library, Occupational Therapists, Physical
Therapists, Speech Language Pathologists, Psychologists, Development Kindergarten,
Deaf and Hard of Hearing, Elementary Health and Fitness, K-12 Music, Career-
Technical Education, Summit/IAES, KITE, Advance, Excel, WRAP, ECSE, Resource,
Support Centers, Elementary and Secondary Title I/LAP, AVID, QUEST and PAGE.

Each secondary school may by-pass one (1) employee per school year for involuntary
transfer due to the employee’s critical assignment(s) (activities, athletics, or academics)
if no other employee assigned to the building is willing and qualified to accept the
critical assignment(s).

No later than May 1 of each year, employees who have been identified as involuntary
transferees will be notified in writing of their transfer. If the District cannot reasonably
calculate its staffing because of the State Legislature’s failure to act upon a K-12 budget,
the parties to this Agreement will mutually agree to a reasonable extension of the
involuntary notification timeline.

If during the fall of the subsequent school year, a school is determined to be overstaffed,
the building administrator will identify the involuntary transferee utilizing the
aforementioned process. If this occurs, the involuntary transferee will be transferred
to a different building or site.

Employees who are involuntarily transferred shall have the right to return to their
former position (an assignment in the relevant staffing category or school site from
which the employee was involuntarily transferred) for a period of two (2) school years
of working in the new assignment. If a position opens within the first 15 school days
after the expiration of an employee’s right of return, the employee shall have the right
to claim the position when the position is posted at the next open staffing season. It is
the employee’s responsibility to monitor the District’s posted positions for which the
employee may have return rights and to notify Human Resources that the employee
believes he or she has return rights for a position before the position closes. If the
employee does not notify Human Resources of his or her return rights or opts to not
return to his/her former position the employee’s right to return shall end unless
mutually agreed otherwise, due to extenuating circumstances. After such time, the
employee will be considered for subsequent openings consistent with the general
staffing procedures.
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E. When an involuntary transfer occurs during the school year, up to three (3) days of
release time shall be given to the affected employee to complete the move and become
oriented to the new building or site. Outside the school year, when an employee is
involuntarily transferred from one school to another, the employee will receive up to
15 hours of pay at the professional rate in order to complete the move and become
oriented to the new building. The District shall provide packing boxes and tape, as well
as assistance as needed in transporting district equipment and materials.

F. When an employee is involuntarily transferred to a new subject area, grade level,
special program or service area, release time for appropriate observations of other
employees will be arranged.

G. In instances where teaching positions within a building are combined or where
declining enrollment in separate buildings causes the combining of teaching positions,
the Principal and the employees involved who are qualified to meet the identified
instructional needs will attempt to arrive at a mutually acceptable identification of who
will fill the respective positions. If the employees cannot agree, the employee with the
greatest State seniority will be given his/her choice of the remaining position(s) or of
being identified as an involuntary transferee. The aforementioned process will be
followed going from the most senior to the least senior employee, until no positions
remain. In the case where none of the employees involved are interested in the
remaining positions, said positions shall be awarded to the employee(s) with the least
length of service in the State.

Section 7.5.2

Employees may be transferred involuntarily for valid educational reasons when continuation in the
assignment is detrimental to the program and/or employees due to serious conflict between employees
or the employee and administration. Such valid educational reasons must be directly related to
improving the learning/work environment or improving staff relationships and not for arbitrary or
capricious reasons. Before the employee may be involuntarily transferred, the employee shall have
been notified of those concerns by his/her immediate supervisor and shall be provided a reasonable
opportunity/time to remediate the problem. The amount of time may vary depending on the situation.
(e.g. employee(s) refuses the opportunity to remediate).

Prior to providing notice to the employee of the District’s intention to implement such involuntary
transfers above, the District and the Puyallup Education Association will meet and discuss the
circumstances of, and necessity for, the proposed transfer.

An Association representative may make a request to the District in writing that an employee be
transferred. Such written request shall include the reason(s) for the transfer. The District and the
Association will meet and discuss the reasons for the request.

Employees involuntarily transferred under this section do not have return rights to their former
position.

Section 7.6 Openings for Building Department Coordinators

Department staff may annually recommend a member of the department to act as department coordinator.
Building administration may accept the recommendation or select another employee to serve as the
department coordinator.
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Section 7.7 Layoff and Recall

Section 7.7.1 Overview

Determination by the District that any employee of the District shall be laid off for the following
school year by reason of financial necessity, including, but not limited to, levy failure or decreased
State support, redirection, reduction, or reduced enrollment necessitating layoff or discontinuation of
a position(s) including those resulting from termination or reduction of funding of categorically funded
projects over and above attrition, shall be made pursuant to the provisions of this agreement, and shall
be based upon financial resources available for the following school year.

A. The term "layoff" as used herein refers to action by the District to reduce the number
of employees in the District over and above attrition, and due to economic reasons only;
it does not refer to decisions to discharge or non-renew an individual employee for
cause.

B. Layoff of employees with valid contracts shall not be made during any school year.
All layoffs shall commence at the end of the school year. In the event of layoff, the
District shall provide written notice of non-renewal to all affected employees on or
before the statutory notification date (usually May 15, unless the State has failed to
adopt a budget). The Association shall be notified of the possibility of layoffs not later
than April 15.

C. The District shall make a thorough effort to secure cooperation and funding from local,
State and Federal government and non-government resources. Copies of written
reports submitted to the School Board detailing these efforts shall be provided to the
Association.

D. Retained programs and activities shall attempt to minimize the consequence of the
reductions upon the student(s). Health and safety standards shall be maintained.

E. Layoff of employees shall not occur unless the District can show there is a financial
problem that would prevent the District from employing staff at the same level as the
previous year, or there is a reduction in enrollment necessitating layoff over and above
attrition, or there is discontinuation of a position(s) including those resulting from
termination or reduction of funding categorically funded projects. The District shall
provide the Association, upon its request, with a detailed report on the financial affairs
of the District, including copies of documents related to said finances and information
related thereto.

Section 7.7.2 Procedures for Staff Reduction

In the event that it is necessary to reduce the number of employees, those employees who will be
retained to implement the District's reduced or modified program and those employees who will be
terminated from employment or adversely affected in contract status will be identified by using the
following procedures:

A. Determination of Vacant Positions. The District will determine, as accurately as
possible, the total number of staff leaving the District for reasons of retirement, family
transfer, normal resignations, leaves, discharge, or non-renewal, etc., and these
vacancies will be taken into consideration in determining the number of available
positions for the following school year.
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Certification. Possession of any valid Washington State Certificate with the necessary
endorsements which may be required by statute or administrative code for the
position(s) under consideration shall be a prerequisite for retention.

Employment Categories. The following categories and specialties are established to
ensure the qualifications of personnel assigned to retained positions:

1. Elementary teachers will be considered for retention in one category (K-6).

2. Secondary teachers (7-12) will be considered for retention by teaching
endorsements such as science, math, social studies, language arts, etc.

3. Other employees will be considered for retention according to their
endorsement, which will include:

English Learner (EL)

School Nurses

Counselors

Librarians

Deaf and Hard of Hearing

Special Education Teachers
ECSE (Preschool)

Audiologists

Psychologists

Social Workers

Speech Language Pathologists
Physical Therapists

Occupational Therapists
Teachers of the Visually Impaired
Mobility and Orientation Specialists

Employees on leave from the District shall be placed in the category appropriate
to said employees, and employees employed on one (1) year non-continuing
contracts shall not be so included.

Retention by Employment Category. Each staff member will be considered for
retention in the category(ies) for which they are certified or endorsed.

Selection Within Employment Categories. Employees shall be considered for retention
in available positions within the categories or specialties for which they qualify, in
accordance with the provisions for retention by employment category. In the event
there are more qualified employees than available positions in a given category or
specialty, employees shall be recommended for retention by State seniority.

Action by Superintendent or his/her Designee. The procedures for staff reductions shall
be implemented on or before the statutory deadline (usually May 15, unless the State
has failed to adopt a budget) of the school year prior to the school year in which any
staff reductions may be necessary. The Superintendent or his/her Designee shall take
such action as may be required by statute to non-renew or adversely affect the
employment contracts of affected employees. Employees non-renewed are eligible to
join the substitute roster and shall receive priority consideration for substitute
assignments.
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Layoff & Recall Pool.

All employees who are not recommended for retention in accordance with these
procedures shall be terminated from employment and placed in a pool for possible
reemployment for a period of up to two (2) years.

As positions become available (if there are no qualified unassigned involuntary
transfers), the Human Resources Department shall reinstate qualified individuals from
the layoff pool, using qualifications and State seniority. Individuals returning to work
in a position with the District shall be recalled and returned to continuing contract
status.

The District may hire new employees only where there is no individual in the layoff
pool who meets the certification and qualification criteria specified herein for the
available position.

Individuals who obtain additional certification, qualifications, or college preparation
while in the layoff pool shall be entitled to update their records with the Human
Resources Department. In filling a vacancy, the most recent category eligibility and
certification, qualification and college preparation information on file in the Human
Resources Department shall be determinative.

An individual in the layoff pool shall have the right to reject one (1) offer of recall. If
an individual in the layoff pool rejects a second offer of recall, his/her name shall be
removed from the layoff pool and shall constitute forfeiture of all recall rights.

An individual in the layoff pool shall have 16 ESC work hours to respond following
actual notice by telephone, in person, or in writing (including e-mail) of an offer of
recall. If the individual fails to respond, his/her name shall be passed over for the
position. If the individual fails to respond a second time to an offer of recall, his or her
name shall be placed at the bottom of the seniority list for the layoff pool in the relevant
categories. The individual is responsible for keeping the Human Resources
Department informed of his or her most current contact information and if the
individual’s address, telephone number, or e-mail address is no longer valid when the
District attempts to offer recall, it shall count as a failure to respond.

ARTICLE 8. RELEASE FROM CONTRACT

A teacher under contract shall be released from the obligations of the contract upon request under the

following conditions:
A.

B.

A letter of resignation must be submitted to the Director of Human Resources.

A release from contract, prior to July 1, shall be granted provided a letter of resignation is
submitted prior to that date.

A release from contract shall be granted after July 1 provided a qualified replacement
(satisfactory to the District) has been obtained, or upon mutual consent of the District.

A release from contract shall be granted upon the teacher's request in case of illness or other
personal matters which make it impossible for the teacher to continue in the District.
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ARTICLE 9. SALARY GUIDES

Section 9.1 General

The purpose of the District Salary Schedule shall be to secure new employees who are personally competent
and professionally well prepared, encourage the professional growth of employees while in service, and
retain the most competent employees in the school system. The salary schedules are presented in Appendix
A.

Section 9.2 Placement on Salary Schedule

All employees will be placed on the negotiated base salary schedule (Schedule A) according to qualifying
highest degree, number of credits, and experience as determined by the regulations promulgated by the
Washington Office of Superintendent of Public Instruction and printed in the “S-275” instructions. Placement
of ESA staff will include one year of clinical experience for each full year (2080 hours) of experience directly
related to the position, in a non-school setting.

Section 9.3 Salary Deductions and Payments

A. Salary Deductions for Absences. In case of absence other than those for which paid leave
applies, the salary deduction shall be one full day's pay in accordance with the contracted
days of employment.

B. Payment of Salaries. Payment of salaries shall be on the last business day of each month. Upon
the employee's appropriate written instructions, warrants/pay stubs shall be held at the
Education Service Center to be picked up by the employee. In the absence of such written
instruction, or in the event the document being held at the Education Service Center for pickup
is not so claimed within a one-week period, the document shall be mailed to the employee's
address of record.

C. All employees shall be paid through direct bank deposit. Employees shall complete a direct
deposit form and submit it to the Payroll Department within the first five (5) days of hire.
Early Payout. Upon application, employees retiring from the teaching profession shall receive
the balance of their salary payments on the June payday during the year in which they leave.
The District may elect to pay off any other employee(s) at the time he/she leaves the District.
All deductions due for the remainder of the year for which this salary is paid shall be made at
this time and appropriately transmitted by the District, along with fringe benefits due for this
time period. At the request of the employee, the District shall continue to deduct insurance
contributions due for the months of June, July and August, and shall make its normal
contribution for those months in the normal manner. Employees should consult a tax
accountant to review possible tax implications regarding this section.

D. Errors in Contract Salaries. Following notification to the employee, errors resulting in over or
underpayments shall be corrected on the next month’s payroll. If requested by the employee,
the Human Resources Department and the employee will work out a repayment agreement
prior to any adjustment to the employee’s pay warrant. In the event an employee is notified of
an overpayment prior to receiving said payment, the District may elect to deduct the amount
of overpayment from the employee’s next pay warrant.

Section 9.4 Part-Time Contracts

An employee's prorated pay for less than a full year shall be figured in the following manner: use as the
numerator the actual number of days that the employee is employed, and as the denominator the actual number
of basic contract days in the entire year. This fraction times the annual salary for said employee's position on
the salary schedule shall equal their pay for the part of the year employed. Partial day employment pay shall
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be similarly prorated.

Section 9.5 Supplemental Contracts
When supplemental contract positions are known, these contracts shall be issued to the employee to facilitate
the beginning of payment by the end of the October pay period.

For Additional Assignment Schedules, see the Appendices.

Section 9.6 Mid-Contract Increase

In the event the School District receives from the State of Washington more funds for the specific purpose of
increasing employee’s salaries and/or benefits than the District has contracted to pay for the given school
year, the District shall notify the Association and begin negotiations with the Association on the distribution
of such funds for application to the salaries and/or benefits for employees for said year and shall then make
such adjustments, including amendments to the individual employees' contracts, if necessary, as soon as
practicable.

ARTICLE 10. INSURANCE BENEFITS

In the event the State institutes a School Employees Benefits Board, this article would be subject to change,
accordance with law.

Section 10.1 Benefit Allocation

For all years of this agreement, the District shall allocate the amount identified in the State Appropriations
Act (for educational employees) for each full-time employee for mandatory long-term disability insurance,
vision, life, and dental insurance, all jointly approved by the District and the Association. Part-time employees
will receive a prorated allocation based on their FTE. Job share staff will be eligible to share one (1) benefit
allocation on a pro rata basis. The District is solely responsible for paying the HCA premium for retirees.

When a portion of this contribution is applied to a combination of medical insurances, the application shall
be first to the mandatory insurances in this Article, then to health insurance up to the amount of the premium.
The allocations identified in this article are dependent on the State both authorizing and providing funding to
pay such benefit allocation. If the State fails to authorize and fund the District to the full extent of the
allocation stated above, the District shall pass through any State funding actually received.

Section 10.2 Pooling

All unused insurance allocations from the section above shall be pooled for the benefit of bargaining unit
members. Funds shall be distributed equally to all employees with out-of-pocket costs for medical insurance
on a dollar for dollar basis until all such funds are fully expended. Part-time employees shall receive a prorated
allocation of these pooling dollars based on their FTE.

The pooling calculation shall be made once each year no later than December to apply to the earliest pay
period practicable thereafter, and for the following 11 months. Benefit amounts published during the open
enrollment period shall reflect out-of-pocket costs with zero pooling assistance.

ARTICLE 11. TRAVEL, TIME, AND REIMBURSEMENT

Employees shall be reimbursed for reasonable expenses of mileage, meals, housing, and registration fees
when such employees are on official business.

Section 11.1 Travel Within the District
Reimbursement for travel expenses of employees shall be limited to those cases where work requires regular
and frequent travel from school to school and the Director of Human Resources has approved reimbursement.
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When needed, adjustments will be made to provide reasonable travel time as follows:

1. For traditionally itinerant employees (librarians, music teachers, elementary PE teachers, ELL
teachers, nurses, SLPs, etc.) the first priority is to schedule their work day so that travel time can
be accommodated within the work day, along with contractual planning time and lunch break.

2. If an employee is placed in assignments at more than one site during a work day (a split
assignment), and the work schedule cannot be adjusted to accommodate travel, contractual
planning time and lunch break, then the addresses of the sites will be entered into the directions
function of mapquest.com to establish a standard mileage and time for travel between the two (2)
sites. The employee will submit monthly mileage claims based on the number of days during the
month that the employee traveled between work sites, using the mapquest.com mileage. Mileage
claims shall not be submitted for days the employee was absent or otherwise did not travel between
the sites.

3. The employee will be compensated on a monthly basis, at the per diem rate for that employee, for
the time determined by mapquest.com, plus ten (10) minutes, per day that travel was required, as
compensation for lost planning time. This compensation will be suspended for leaves of absence,
but not for short term absences. In the event the employee is unable to complete the required travel
in the time allowed on a substantial and consistent basis, the employee will document actual travel
time and request an increase in the time allowed. In the event the employee encounters occasional
or seasonal instances when the allotted travel time is insufficient, the employee may log those
instances and request at the end of the year that the extra time be balanced against any absences
when the employee was compensated for travel time anyway. If the balance favors the employee
by at least 30 minutes, the employee will be compensated for the difference.

4. The Director of Human Resources shall approve and coordinate the implementation of the
arrangements required by Paragraphs two (2) and three (3).

5. Any agreement to pay employees for time spent traveling does not apply to an employee accepting
two (2) separate part-time positions or requesting a split assignment. If an employee requests a
split assignment, he or she may claim mileage as established by mapquest.com.

Section 11.2 Travel Outside of the District

Prior approval of the District shall be required for reimbursement of employees who travel outside of the
District on school business. Direct billing and/or advance payment of travel, registration fees, lodging and
subsistence costs may be authorized, provided that advance approval of overnight travel has been approved
by the District.

Section 11.3 Reimbursement

Mileage reimbursement shall be paid at the IRS rate. Mileage records shall conform to State Examiner
requirements. On forms provided by the Principal, meals and mileage shall be listed and receipts for
registration fees and lodging attached.

Section 11.4 Employee Travel for Trainings and Meetings

Mileage will be reimbursed for travel between work sites when such travel is required for District directed
trainings or meetings. However, if the employee is directed to report to a single, alternate work site and will
not be driving between two (2) work sites during one work day, no mileage will be reimbursed. The building
administrator must approve such travel in advance. To the extent possible, staff will make efforts to carpool.

30



O© 00 N O O~ WN P

GO a s BDDMDEAEDDIREDED®WWOWOWOWWWOWWWWNRNRNNMNNMNONNNNMNNERRRRRERPRP P P
N PP O ©®WNoO RN OWMNRP,OOOMNOOORNWO®MNPRPO O©OOMNOARNWNRPEOOO®OWNOOONWNLPRERO

ARTICLE 12. EVALUATION OF CERTIFICATED EMPLOYEES

Section 12.1 General

All certificated employees shall be evaluated during each school year in accordance with the procedures and
criteria set forth herein, per RCW 28A.405 and WAC 392-191A. The written evaluation report shall not be
the method used to formally discipline an employee; provided, however, that this is not intended to prevent

discussion of disciplinable problems as these affect teaching competency.

Principals and teachers working together can provide an environment that ensures instruction centered on
high expectations for student achievement; fosters a safe, positive learning environment with the teacher
participating in the collaborative effort to improve instruction; advances the knowledge and practice of
teaching as a profession; and ultimately has positive impact on student learning. Extenuating circumstances
(including but not limited to placement in an unfamiliar content area/grade level or extreme
workload/overload situations), shall be acknowledged in evaluation of employee performance. The District
may, at its discretion, provide supports (i.e.: coaching, mentors, etc.) to employees with performance
concerns.

A. Definitions
1. Criteria shall mean one of the eight (8) state defined categories to be scored.
2. Component shall mean the sub-section of each criterion.

3. Artifacts shall mean any products generated, developed or used by an employee. Artifacts
should not be created specifically for the evaluation system. Additionally, tools or forms used in
the evaluation process may be considered as artifacts.

4. Evidence shall mean examples or observable practices of the teacher’s level of performance in
relation to the instructional framework rubric. It should be gathered from the authentic planning,
classroom environment, instruction, and/or professional responsibilities of teachers.

5. Student Growth Data shall mean the change in student achievement between two points in
time. The teacher and evaluator will use multiple measures to demonstrate growth that are
appropriate, relevant, and may include formative and summative options.

Section 12.2 Responsibility for Evaluation

Within each school the Principal or trained designee shall be responsible for the evaluation of employees
assigned to that school. Within the District, program directors or their trained designees shall be responsible
for the evaluation of employees assigned to those programs.

Employees assigned to more than one school or job shall be evaluated by the Principal or designee of one
school or by the program director or designee. Such employee may request additional evaluations at
assignments other than those evaluations provided by the District.

Responsibility for evaluation shall not be designated to members of the bargaining unit.

Section 12.3 Evaluation Timelines

Prior to September 30th of each year, employees shall be notified of the name of their intended evaluator.
The evaluation tool, criteria and process shall be discussed with employees on or before the goal setting
conference, which shall take place no later than November 30. At the goal setting conference, the classroom
teacher will be prepared to discuss the self-assessment and preliminary student growth goals that may be
used for the evaluation.
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The intended evaluator shall not be changed without good cause and the employee shall be notified of said
change within ten (10) school days of the decision to make the change. The intended evaluator shall not be
changed after February 1 of each school year unless there are unusual circumstances. In the event of such
unusual circumstances, the employee and the administration shall mutually agree upon another evaluator
within ten (10) school days.

A Comprehensive/Long Form evaluation is required at least once every four years. In the years when a
Comprehensive/Long Form evaluation is not required, teachers who received an overall rating of proficient
or distinguished in the previous year may be evaluated using the Focused evaluation, and ESA/Support
personnel whose performance was rated Meets Expectations in the previous year may be evaluated using a
Short Form evaluation.

A teacher on provisional status (first three years of teaching, or first two years with Superintendent
approval) must be on a Comprehensive evaluation. A teacher with two or more years of successful teaching
in a Washington school district who moves to a new district will begin a new four-year cycle, starting with a
Comprehensive evaluation during that provisional status year.

Should an evaluator determine that an employee on a focused/short form evaluation should be moved to a
comprehensive/long form evaluation for that school year (outside the normal statutory cycle), the employee
must be informed of this decision in writing at any time on or before December 15. Written rationale will be
provided, if requested by the employee. By the end of February, employee and evaluator will hold a mid-
year conference as outlined in the Comprehensive /Long Form Process. The evaluator shall write the final
evaluation and both the employee, and the evaluator shall sign the completed evaluation by May 15.

In any school year, after an evaluator develops concerns regarding the performance of an employee for any
evaluative criterion, a conference must occur within five (5) school days of each required observation. Prior
to the preparation of the final written evaluation, any teacher may request an evaluation conference.

All copies of the evaluation form shall be signed by the evaluator and the employee. Signature of the
employee does not necessarily imply agreement with the evaluation. The employee may submit signed
comments concerning the evaluation report and such comments shall be attached to the evaluation report in
the personnel file. The original evaluation shall be submitted to the Director of Human Resources or
designee for review and filing in the personnel file. A second copy shall be provided to the employee and a
third copy shall be retained by the Principal or the Director of Human Resources or designee. The
Evaluation Conference shall not be used as a disciplinary meeting to issue a formal warning, reprimand, or
discipline, provided, however, that this is not intended to prevent discussion of disciplinable problems as
these affect teaching competency.

Evaluation statements based on complaints from other data sources shall only be incorporated as per the
Complaint Procedure section.

Section 12.4 Evaluation Criteria
Required forms and supporting resources will be posted online and employees will be informed where these
forms can be found at the beginning of the Evaluation Cycle.

Evaluation related forms other than what is posted online will not be required. Any changes in the required
forms and supporting resources posted online will be done by mutual agreement of the District and the
Association.

A. Classroom Teachers: All employees serving as classroom teachers, music teachers,
elementary physical education teachers, reading improvement teachers, special education
teachers, and resource teachers shall be evaluated during each school year on the basis of the
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adopted criteria and appropriate criterion indicators:

Eight (8) Evaluation Criteria, per RCW 28A.405.100:

1.

2.

Centering instruction on high expectations for student achievement,
Demonstrating effective teaching practices,

Recognizing individual student learning needs and developing strategies to
address those needs,

Providing clear and intentional focus on subject matter content and
curriculum,

Fostering and managing a safe, positive learning environment,

Using multiple data elements to modify instruction and improve student
learning,

Communicating and collaborating with parents and the school community,
and

Exhibiting collaborative and collegial practices focused on improving
instructional practices and student learning.

Educational Staff Associates and Support Personnel: All employees serving as
educational staff associates (ESAS): psychologists, counselors, nurses, speech language
pathologists, audiologists, occupational therapists, and physical therapists, and support
personnel, including but not limited to: librarians, Indian Education specialists, district
improvement specialists, GLAD specialists, Gateway and Advance, medically fragile
instructors, behavior support specialists, education specialists and instructional coaches, shall
be evaluated during each school year on the basis of the adopted criteria and appropriate
criterion indicators, and may include comments in alignment with the District adopted
Instructional Framework.

Five (5) Evaluation Categories, per WAC 392-191A-210:

1.

Knowledge and Scholarship in Special Field: Each support person
demonstrates a depth and breadth of knowledge of theory and content in the
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 the area of specialty into
the total school milieu.

Specialized Skills. Each support person demonstrates in their performance a
competent level of skill and knowledge in designing and conducting
specialized programs of prevention, instruction, remediation and evaluation.

Management of Special and Technical Environment: Each support person
demonstrates an acceptable performance in managing and organizing the
special materials, equipment and environment essential to the specialized
programs.
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The Support Person as a Professional: Each support person demonstrates
awareness of their limitations and strengths and demonstrates continued
professional growth.

Involvement in Assisting Pupils, Parents and Educational Personnel: Each
support person demonstrates an acceptable level of performance in offering
specialized assistance in identifying those needing specialized programs.

Section 12.5 Evaluation Process — Classroom Teachers

Section 12.5.1. Comprehensive Evaluations

A

Comprehensive Evaluation Process
Whenever feasible and appropriate, evaluation meetings should occur in the teacher's
classroom.

1.

Teacher Self-Assessment/Goal Setting:

The purpose of the self-assessment form is to serve as a resource for
reflection. Each teacher reflects on his/her practice and may complete a self-
assessment using the 8 WA State Teacher Criteria and the District adopted
Instructional Framework, to help guide the teacher. This is a personal
reflection of practice and the teacher has the option of sharing or not sharing
the results with the administration.

Individual teachers are to develop a student growth goal in Criteria 3 and 6
and an active group collaboration goal for Criterion 8. Each teacher may use
his/her self-assessment, building and district initiatives, and student
information as the foundation for the student growth goals.

Collaborative Goal Conference:

The teacher will come prepared to discuss student growth goals for Criteria 3,
6 and 8 (See Form A). The conversation will include brainstorming types of
evidence and artifacts that will be necessary to demonstrate progress with the
goals and performance on all the criteria, and/or to justify revisiting or
modifying goals as appropriate in subsequent conversations until the goals are
considered proficient.

Pre-Observation Conference:

The teacher and evaluator shall meet and discuss the focus of the observation.
The goals may be referenced if applicable. Additional information gathered
during the pre-conference becomes a part of the evidence. (Note: The
Collaborative Goal Conference and the Pre-Observation Conference may be
combined.)

Formal Classroom Observation:

Step 1: No later than the day of the observation and prior to the observation,
the teacher will provide the evaluator with a completed lesson plan (Form B).
If the evaluator is unable to complete the observation and the lesson plan
(Form B) was considered proficient an updated version of Form B will not be
required.
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Step 2: Evaluator conducts the observation of practice, and collects evidence
using the evidence gathering tool.

Post-Observation/Progress Process:

Step 1: The evaluator will share the observation notes with the teacher, within
5 school days from the date of the observation and prior to the post-
observation conference.

Step 2: The teacher prepares for the post conference by reviewing the post
observation reflection questions and notes provided by the evaluator.

Step 3: The teacher and evaluator meet for the post-observation conference
within 5 school days from the date of the observation. Together they discuss,
with equal voice, the lesson, the areas of strength(s), progress towards goals
and determine any areas where the teacher will need to provide additional
evidence. The teacher and evaluator will discuss preliminary levels of
performance ratings.

Midyear Evaluation Conference:

Teacher and Evaluator will hold a mid-year conference to discuss all 8
criterion and applicable preliminary scores. This conference could be
completed as part of an observation conference and must be held no later than
the end of February.

Informal observation and On-Going Evidence Development:

The teacher and evaluator will have on-going collaboration regarding
evidence collection and will continue to discuss preliminary levels of
performance ratings throughout the school year, to be included in the evidence
gathering tool.

Final Summative Conference:

Step 1: The Summary of Overall Ratings is shared with the teacher and
contains all the accumulated evidence throughout the cycle before the
conference is held. The Evidence Gathering Tool will be available for
viewing by the teacher during the conference.

Step 2: During the conference, the teacher and evaluator acknowledge the
criteria where they agree and discuss the criteria/criterion if there is a
difference.

Step 3: If the evaluator scores a criteria/criterion lower than the teacher does,
one or more of the following may occur:

A. The teacher and evaluator have further discussion about the
specific components.

B. The teacher may provide more evidence/artifacts, if relevant.

C. The evaluator may conduct more observations if the criterion
can be evaluated by observation.
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D. The teacher or evaluator may request these additional
observations and/or artifacts to aid in the assessment of the
classroom teacher's professional performance when compared
to the instructional framework rubrics.

Step 4: In the event that the evaluator and teacher cannot come to agreement,
the teacher will be given an opportunity to provide additional evidence
of the year’s teaching experience. If agreement still cannot be
reached, then the evaluator’s assessment will be recorded, and the
teacher may submit a response to be attached to their evaluation in
their personnel file.

Final Scoring Document:

Final Scoring will be recorded on the Comprehensive Evaluation Form. The
final summative evaluation score, including the student growth impact rating,
shall be determined by an analysis of evidence and artifacts. This analysis will
be based on a holistic assessment of the teacher's performance over the course
of the year. A preponderance of the evidence for the components will be used
to develop the overall criterion scores. Criterion scores will be added to reach
the final summative score.

If the evaluator assigns the teacher a final summative score below Proficient,
the evaluator must provide rationale, per the Comprehensive Evaluation Form

B. Comprehensive Evaluation Rules

Rules of Observation for the Comprehensive Evaluation:

A. All classroom teachers will be observed at least twice each year when
subject to the comprehensive evaluation. The total observation time
for the school year will not be less than sixty minutes. Observations
may occur outside of the classroom, as appropriate (such as parent
conferences, evening concerts, etc.).

B. New teachers will be observed at least once for a total observation
time of thirty minutes during the first ninety calendar days of the new
employee's employment period.

C. Teachers in the third year of provisional status will be observed a
minimum of three times. The total observation time for the school
year will not be less than ninety minutes.

Conducting the Comprehensive Evaluation:

A. All eight teaching criteria must contribute to the overall summative
evaluation and must be completed.

B. The evaluation must include an assessment of the criteria using the
District adopted Instructional Frameworks and OSPI's approved
student growth rubrics. More than one measure of student growth data
will be used in scoring the student growth rubrics.
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C. The evaluator must make observations and written comments.
D. Teachers may attach written comments to his/her evaluation report.

E. Criterion scores, including instructional and student growth rubrics,
must be determined by an analysis of evidence.

F. An overall summative score shall be derived by a calculation of all
criterion scores and shall determine the final four-level rating based on
the OSPI determined summative evaluation scoring band.

G. Upon completion of the overall summative scoring process, the
evaluator will combine only the student growth rubric scores to assess
the classroom teacher's student growth impact rating.

H. The student growth impact rating will be determined by the OSPI
student impact rating scoring band.

l. A student growth score of "1" in any of the rubric rows will result in
an overall low student growth impact rating.

J. Evaluators must analyze the student growth score in light of the
overall summative score and determine outcomes.

Section 12.5.2. Focused Evaluation Process and Rules
Whenever feasible and appropriate, evaluation meetings should occur in the teacher’s classroom.

A.

Focused Evaluation Process

A summative score is assigned using the summative score from the most recent
comprehensive evaluation. This score becomes the focused summative evaluation
score for any of the subsequent years following the comprehensive summative
evaluation in which the teacher is placed on a focused evaluation. Should a teacher
provide evidence of exemplary practice on the chosen focused criteria, a level 4
(Distinguished) score may be awarded by the evaluator. Should an evaluator
determine that a teacher on a focused evaluation should be moved to a comprehensive
evaluation for that school year, the teacher must be informed of this decision in
writing at any time on or before December 15. Written rationale will be provided, if
requested by the employee.

Focused Evaluation Rules

1. Rules of Observation for the Focused Evaluation:
All classroom teachers will be observed at least twice each year when subject
to the focused evaluation. The total observation time for the school year will
not be less than sixty minutes. Observations may occur outside of the
classroom, as appropriate (such as parent conferences, evening concerts, etc.).

2. Conducting the Focused Evaluation:

A. One of eight criterion for classroom teachers must be assessed in every
year that a comprehensive evaluation is not required.

B. The selected criterion must be approved by the teacher's evaluator and
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may have been identified in a previous comprehensive summative
evaluation as benefiting from additional attention.

C. The evaluation must include an assessment of the criterion using the
instructional framework rubrics.

D. Teachers on the focused evaluation may choose criterion 3, 6 or 8, as
the single area of focus for evaluation. If instead, the teacher chooses,
criterion 1, 2, 4, 5 or 7, the teacher must also choose a student growth
goal from criterion 3 or 6 to be included in the focused evaluation.

Section 12.5.3 Procedural Standards for Outcomes of the Student Growth Ranking

1.

The following outcomes of the student growth impact rating analysis will apply:

A

Classroom teachers with preliminary rating of distinguished with low student
growth rating will receive an overall proficient rating.

Classroom teachers with low student growth rating will engage, with their
evaluator, in a student growth inquiry pursuant to WAC 392-191A-010.

The evaluations of classroom teachers with a preliminary rating of
unsatisfactory and high student growth rating will be reviewed by the
evaluator's supervisor.

Procedural Standards for Conducting a Student Growth Inquiry WAC 392-191A-100.
Within two months of receiving the low student growth score or at the beginning of
the following school year, one or more of the following must be initiated by the
evaluator:

A

Examine student growth data in conjunction with other evidence including
observation, artifacts and other student and teacher information based on
appropriate classroom, school, school district and state-based tools and
practices.

Examine extenuating circumstances which may include one or more of the
following: Goal setting process; content and expectations; student attendance;
extent to which standards, curriculum and assessment are aligned.

Schedule monthly conferences focused on improving student growth to
include one or more of the following topics: Student growth goal revisions,
refinement, and progress; best practices related to instructional areas in need
of attention; best practices related to student growth data collection and
interpretation.

Create and implement a professional development plan to address student
growth areas.
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Section 12.5.4 Summative Performance Rating Definitions

1.

Unsatisfactory: Professional practice at Level 1 shows evidence of not
understanding the concepts underlying individual components of the criteria. This
level of practice is ineffective and inefficient and may represent practice that is
harmful to student learning progress, professional learning environment, or individual
teaching or leading practice. This level requires immediate intervention.

Basic: Professional practice at Level 2 shows a developing understanding of the
knowledge and skills of the criteria required to practice, but performance is
inconsistent over a period of time due to lack of experience, expertise, and/or
commitment. This level may be considered minimally competent for teachers early
in their careers, but insufficient for more experienced teachers.

Proficient: Professional practice at Level 3 shows evidence of thorough knowledge
of all aspects of the profession. This is successful, accomplished, professional, and
effective practice. Teaching and leading at this level utilizes a broad repertoire of
strategies and activities to support student learning. At this level, teaching and
leading a school are strengthened and expanded through purposeful, collaborative
sharing and learning with colleagues as well as ongoing self-reflection and
professional improvement.

Distinguished: Professional practice at Level 4 is that of a master professional
whose practices operate at a qualitatively different level from those of other
professional peers. To achieve this rating, a teacher would need to have received a
majority of distinguished ratings on the criterion scores. A teacher at this level must
show evidence of average to high impact on student growth. Ongoing, reflective
teaching and leading is demonstrated through the highest level of expertise and
commitment to all students learning, challenging professional growth, and
collaborative practice.

Section 12.6 Evaluation Process — ESA/Support Personnel

12.6.1 Long Form Evaluation

A

Long Form Evaluation Process
Whenever feasible and appropriate, evaluation meetings should occur in the teacher's
classroom.

1. ESA/Support Person Self-Assessment/Goal Setting:
The purpose of the self-assessment form is to serve as a resource for
reflection. Each ESA/Support person reflects on his/her practice and may
complete a self-assessment using the District adopted Instructional
Framework, to help guide the ESA/Support person. This is a personal
reflection of practice and the ESA/Support person has the option of sharing or
not sharing the results with the administration.

2. Collaborative Goal Conference:
The ESA/Support person will come prepared to discuss goals. The
conversation will include brainstorming types of evidence and artifacts that
will be necessary to demonstrate progress with the goals.
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Pre-Observation Conference:

The ESA/Support person and evaluator shall meet and discuss the focus of the
observation. The goals may be referenced if applicable. Additional
information gathered during the pre-conference becomes a part of the
evidence. (Note: The Collaborative Goal Conference and the Pre-Observation
Conference may be combined.)

Formal Classroom Observation:

Step 1: No later than the day of the observation and prior to the observation,
the ESA/Support person will provide the evaluator with a completed lesson
plan. If the evaluator is unable to complete the observation and the lesson
plan, was considered satisfactory an updated version will not be required.

Step 2: Evaluator conducts the observation of practice, and collects evidence
using the evidence gathering tool.

Post-Observation/Progress Process:

Step 1: The evaluator will share the observation notes with the ESA/Support
person, within 5 school days from the date of the observation and prior to the
post-observation conference.

Step 2: The ESA/Support person prepares for the post conference by
reviewing the notes provided by the evaluator.

Step 3: The ESA/Support person and evaluator meet for the post-observation
conference within 5 school days from the date of the observation. Together
they discuss, with equal voice, the lesson, the areas of strength(s), progress
towards goals and determine any areas where the ESA/Support person will
need to provide additional evidence. The ESA/Support person and evaluator
will discuss preliminary levels of performance ratings.

Midyear Evaluation Conference:

ESA/Support person and Evaluator may hold a mid-year conference to discuss
all 5 criterion and applicable preliminary scores. This conference could be
completed as part of an observation conference and must be held no later than
the end of February.

Informal observation and On-Going Evidence Development:

The ESA/Support person and evaluator will have on-going collaboration
regarding evidence collection and will continue to discuss preliminary levels
of performance ratings throughout the school year.

Final Evaluation Conference:

Step 1: The Summary of Overall Ratings is shared with the ESA/Support
person.

Step 2: During the conference, the ESA/Support person and evaluator will
discuss and review the final evaluation.
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Step 3: If the evaluator ratings are lower than the ESA/Support person, one or
more of the following may occur:

A The ESA/Support person and evaluator have further discussion
about the ratings.

B. The ESA/Support person may provide more evidence/artifacts,
if relevant.
C. The evaluator may conduct more observations if the criterion

can be evaluated by observation.

D. The ESA/Support person or evaluator may request these
additional observations and/or artifacts to aid in the assessment
of the professional performance when compared to the
criterion.

Step 4: In the event that the evaluator and ESA/Support person cannot come
to agreement, the ESA/Support person will be given an opportunity to provide
additional evidence of the year’s ESA/Support person experience. If
agreement still cannot be reached, then the evaluator’s assessment will be
recorded, and the ESA/Support person may submit a response to be attached
to their evaluation in their personnel file.

Final Scoring Document:

Final Scoring will be recorded on the Long Form Evaluation. This analysis
will be based on a holistic assessment of the ESA/Support person’s
performance over the course of the year. A preponderance of the evidence for
the components will be used to develop the overall criterion rating.

If the evaluator assigns the ESA/Support person a final rating of Does Not
Meet Criterion, the evaluator must provide rationale, per the Long Form
Evaluation.

Long Form Evaluation Rules

Each provisional ESA/Support person shall be observed in the performance of the
work assignment for the purpose of evaluation at least twice during the first year of

employment. The first observation shall be made within 90 calendar days of
employment and shall be for a total observation of at least 30 minutes.

During each school year, each ESA/Support person shall be observed for the purpose

of evaluation at least twice in the performance of the assigned duties. Both

observations shall be for at least 30 minutes, and total observation time shall not be

less than 60 minutes.

In addition to required observations and evaluations, supervisors may make additional
observations and evaluations at any time during the school year. If such observations

result in potentially negative feedback, the supervisor will conference with the
ESA/Support person within five (5) school days.

At the request of either the evaluator or the ESA/Support person, a formal observation
series shall be preceded by a conference in which observation arrangements and the
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goals and objectives for the observation are discussed by the ESA/Support person and
the intended evaluator.

Following each formal observation or series of observations there shall be a post-
observation conference between the intended evaluator and the ESA/Support person.
The following shall be included in the discussion, as necessary, during this

conference:
1. The goals and objectives of the observation.
2. The observation.
3. Specific plans for improvement and supervision, if needed.

ESA/Support persons shall not be required to complete written questionnaires for a
pre- or post- observation conference. Written lesson plans may be required.

Evaluators may interact with students to gauge their understanding in an unobtrusive
and non-disruptive manner. Final conclusions and evaluation ratings shall be based on
a range of evidence and the evaluator’s professional analysis of that evidence.

The results of each observation shall be provided to the ESA/Support person in
writing within ten (10) school days of each observation.

Section 12.6.2 Short Form Evaluation Process

The short form of evaluation shall include either a 30-minute observation during the school year
with a written summary or a final annual written evaluation based on the criteria and based on at
least two (2) observation periods during the school year, totaling at least 60 minutes without a
written summary of such observations being prepared. However, the long form evaluation process
shall be followed at least once every four (4) years and an employee or evaluator may request that
the long form evaluation process be conducted in any given school year. The short form evaluation
process may not be used as a basis for determining that an ESA/Support person’s work is
unsatisfactory under subsection (1) of this section nor as probable cause for non-renewal under RCW
28A.405.210.

The above process will be available to building administrators but shall not be used if a staff member
prefers the long form process. If an administrator would like to use the short form process, it is
agreed that:
1. Notice of this request will be given to the ESA/Support person prior to September 30.
2. No person being evaluated by the process will be rated Does Not Meet Criterion.
3. The same summary form will be used as with the long form, but without narrative.
Section 12.7 Transferred, Resigned or Terminated Employees
If an employee is transferred after October 1 to another position not under the supervisor's jurisdiction, an
evaluation shall be made at the time of such transfer, if possible. If an employee resigns or is terminated

during the school year, a final evaluation shall be completed prior to his final date of employment, if
possible.
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Section 12.8 Relationship to the Grievance Procedure

Except for the procedural requirements of the evaluation and probation sections of this Agreement, the
content of an employee's evaluation, or of an administrator's report pursuant to the Articles regarding
Probation and Personnel Files, shall not be subject to the Grievance Procedure. Further, since the contracts
of replacement employees expire automatically as per RCW 28A.405.900, procedural errors regarding the
evaluations of these employees shall only be subject to Steps 1, 2 and 3 of the Grievance Procedure.

ARTICLE 13. PROBATION

Section 13.1 General

The probationary procedure as set forth herein shall provide an employee (excludes provisional and
replacement employees) with an opportunity to demonstrate improvement in the areas of deficiency and
offer assistance in the improvement of performance. The probationary period shall commence on or after
October 15 and shall extend for 60 school days. Days may be added if deemed necessary to complete a
program for improvement and evaluate the probationer's performance, as long as the probationary period is
concluded before May 15th of the same school year. The probationary period may be extended into the
following school year if the probationer is a classroom teacher, has five or more years of teaching
experience and has a comprehensive summative evaluation performance rating as of May 15th of Level 1.
During the period of probation, the employee may not be transferred from the supervision of the original
evaluator. Improvement of performance or probable cause for nonrenewal must occur and be documented
by the original evaluator before any consideration of a request for transfer or reassignment as contemplated
by either the individual or the school district.

The establishment of a probationary period does not adversely affect the contract status of an employee
within the meaning of RCW 28A.405.300. The purpose of the probationary period is to give the employee
opportunity to demonstrate improvements in his or her areas of deficiency. The establishment of the
probationary period and the giving of the notice to the employee of deficiency shall be by the school district
superintendent and need not be submitted to the board of directors for approval.

Provisional employees who are experiencing performance difficulties will be advised by the District
administration of their right to contact the PEA President or UniServ Director for representation at a
meeting with the employee’s evaluator. This meeting will be conducted prior to any official personnel
action.

Section 13.2 Probationary Conference
If the supervisor recommends that an employee be placed on probation, the supervisor shall:

A. Review the reasons for the contemplated probation and specify which of the evaluative
criteria in Article 12 the employee is failing to demonstrate satisfactorily.

B. Review the improvements required according to the instructional framework rubrics and
“look fors” to be considered proficient in performance.

C. Discuss the specific and reasonable action plan/program of improvement needed for the
employee’s performance to be considered proficient.

The probationary conference may be held at any time. At the request of the employee, Association
representation may be present.

The three (3) items above will be provided to the employee in writing prior to the probationary conference
and in the same document the employee shall be notified that he/she is entitled to Association representation
during the probationary conference.
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Section 13.3 Establishment of Probationary Period

If the Superintendent concurs with a supervisor's judgment that the performance of an employee is not
satisfactory, the Superintendent shall place the employee in a probationary status. After October 15 but no
later than 60 school days before the end of the school year, said employee shall be given written notice of
the action of the Superintendent which notice shall contain the following information:

A. Specific areas of performance deficiencies.

B. Improvements required according to the instructional framework rubrics and “look fors” to
be considered proficient in performance and a suggested specific and reasonable program for
improvement.

C. A statement indicating the duration of the probationary period and that the purpose of the
probationary period is to give the employee the opportunity to demonstrate improvement in
his/her area(s) of deficiency.

An employee's performance shall be deemed "not satisfactory” when:

A. A classroom teacher receives a rating of:
1. level 1 (Unsatisfactory); or
2. level 2 (Basic) if the teacher has a continuing contract with more than five years'

experience and if the rating is received for either two consecutive years or two out of
three consecutive years.

B. A support personnel/ESA receives a rating of:
1. Does not Meet Criterion

Section 13.4 Evaluation, Assistance and Recommendation
During the probationary period, the evaluator shall meet with the employee at least twice monthly to
supervise, observe, and make a written evaluation of the progress, if any, made by the employee.

The evaluator may authorize one additional evaluator to evaluate the probationer and to aid the employee in
improving his or her areas of deficiency. Should the evaluator not authorize such additional evaluator, the
probationer may request that an additional evaluator become part of the probationary process and this
request must be implemented by including an additional experienced evaluator assigned by the educational
service district in which the school district is located and selected from a list of evaluation specialists
compiled by the educational service district. Such additional evaluator shall be immune from any civil
liability that might otherwise be incurred or imposed with regard to the good faith performance of such
evaluation. In addition, the Association may designate an individual to provide support and coaching
throughout this process to assist the employee in making improvement in the areas of identified deficiency.

If a procedural error occurs in the implementation of a program for improvement, the error does not
invalidate the probationer's plan for improvement or evaluation activities unless the error materially affects
the effectiveness of the plan or the ability to evaluate the probationer's performance.

The probationer must be removed from probation if he or she has demonstrated improvement to the

satisfaction of the evaluator in those areas specifically detailed in his or her initial notice of deficiency and
subsequently detailed in the program for improvement. Employees must be removed from probation if:
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1. A classroom teacher has demonstrated improvement that results in a new comprehensive
summative evaluation performance rating of:

A level 2 or above for a provisional employee or a continuing contract employee with
five or fewer years of experience, or

B. level 3 or above for a continuing contract employee with more than five years of
experience.
2. An ESA/support personnel employee has demonstrated improvement that results in a new

evaluation rating of Meets Expectations.

Lack of necessary improvement during the established probationary period, as specifically documented in
writing with notification to the probationer constitutes grounds for a finding of probable cause under RCW
28A.405.300 or 28A.405.210. During the period of probation, the employee may not be transferred from the
supervision of the original evaluator. Improvement of performance or probable cause for nonrenewal must
occur and be documented by the original evaluator before any consideration of a request for transfer or
reassignment is contemplated by either the individual or the school district.

At the conclusion of the probationary period, the Principal or director shall complete a written evaluation for
each probationary employee and recommend to the Superintendent:
A. That the employee has demonstrated sufficient improvement in the stated area(s) of
deficiency to justify the removal of the probationary status, or

B. That the employee has demonstrated sufficient improvement in the stated area(s) of
deficiency to justify removal of the probationary status if accompanied by a letter identifying
areas where further improvement is required, or

C. That the employee has not demonstrated sufficient improvement in the stated area(s) of
deficiency and action should be taken to not renew the employment contract of the employee.

When a continuing contract classroom teacher with five or more years of experience receives a performance
rating of Level 1 for two consecutive years, within 10 calendar days of the second evaluation or May 15th
(whichever is earlier), the school district must initiate the procedures for notification of discharge.

Should the required reports of the employee's probationary progress, if any, contain information not
previously made known to the employee, the employee may submit a written statement which shall be
appended to such report.

Section 13.5 Action by Superintendent

Probationary employees shall be notified as soon as possible of the Superintendent's decision regarding the
disposition of their probationary status. Following the probationary period and at the Superintendent’s
discretion, the Superintendent may remove the employee from his or her assignment and place the employee
in an alternative assignment at the same rate of pay and benefits or place the employee on paid leave for the
balance of the contract term, provided that the employee’s reassignment shall not displace another
employee.

ARTICLE 14. INSTRUCTIONAL SCHEDULES

Section 14.1. Advisory
The staff of any school implementing a bell schedule that includes advisory (including homeroom, JAG time,
etc.) shall on an annual basis, discuss the effectiveness, viability, and parameters of using instructional time
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in this manner. The discussion shall include the designated amount of time, placement of time in the schedule,
content addressed, and compensation for workload impact. The schedule shall be determined by an effective
building staff decision making model, aligned with the principles of the site-based decision model contained
in this agreement.

Section 14.2 Response to Intervention

Response to intervention is a multi-tier approach to the early identification and support of students with
learning and behavior needs. The RTI process begins with high quality instruction and universal screening
of all children in the general education classroom. Therefore, every school in the district will have a plan for
RTI that addresses the unique academic and social/emotional needs of students. Details of implementation
regarding RTI shall be made by an effective building staff decision making process aligned with the
principles of the site-based decision model contained in this agreement.

Each school in the district will write and execute a plan for RTI that aligns with their comprehensive school
improvement plan.

At a minimum, RTI shall operate under the following parameters:

1. Librarians, and ESAs, including Counselors, Nurses, Audiologists, Occupational Therapists,
Physical Therapists, Psychologists, and Speech Language Pathologists shall act as a resource to
provide support in their areas of expertise.

2. Employees responsible for implementing RTI shall be provided curriculum resources upon request,
tied to skill deficiencies identified through assessments (i.e., state, district, school, and/or
department)

3. Staff assignments related to RTI and enrichment shall be discussed with the Comprehensive School
Improvement Planning Team.

Beginning September 1, 2018, the base contract pay for all employees includes added compensation in
recognition of RTI planning, preparation and support.

Evidence of support, preparation and/or planning related to RTI will be coordinated through the
building/program administrator, and may include the following:

e Participating in grade level and/or content area team meetings on a regular basis

e Establishing student growth goals aligned to identified essential standards

e Determining and/or developing common assessments tied to skill deficiencies (i.e., state, district,
school, and/or department

e Utilizing the intervention block established within the master schedule to provide differentiated
instruction

The District and Association will continue to discuss, and problem solve questions regarding school RTI
goals, definitions, and plans.

ARTICLE 15. PROFESSIONAL DEVELOPMENT

Section 15.1 Professional Opportunities and Funds

Employees need opportunities for the development of increased competence beyond that which they may
attain through the performance of their assigned duties. In light of their impact upon the lives of students and
in keeping with the breadth of experience and training which they possess, opportunities need to be especially
rich and varied. These opportunities include such activities as visits to other classrooms and other schools,
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conferences involving other personnel from the District, county, state, region or nation; membership on
committees, training in classes and workshops offered within the District; released time and leaves of absence
for travel and study; and further training in institutions of higher learning. The District shall encourage such
activities.

Professional Funds: Beginning September 1, 2018, the base contract pay for all employees includes added
compensation of $375 for the following purpose(s):

A. To pay for tuition costs or expenses related to attending a workshop/conference on a non-work
day, or to pay for memberships to professional organizations.

B. For literature subscriptions and journals.

C. To purchase instructional materials, supplies, or equipment. Said materials or equipment shall
be considered property of the employee.

D. To pay for licensing fees, certification fees, and testing fees.

Section 15.2 National Board Certification
For as long as the State provides funding in recognition of National Board Certification, the District will
provide support for staff members seeking their National Board Certification (for the first attempt only). Such
support will take the form of:

A. Payment of the application fee for up to three (3) years (currently $75 per year).

B. Reimbursement for up to $2,000 for component, Jumpstart, and/or Homestretch fees.

C. One (1) release day per component to work on National Board portfolios and/or exams (these
days shall not be taken in June).

D. Paper supplies and copying necessary to complete the National Board portfolios.

Candidates who fail to submit all four (4) components within the three (3) year timeline must reimburse the
District for any fees accessed in items A and B above.

Section 15.3. ESA Stipends
For as long as the State provides funding in recognition of National Board certification per Section 15.2, the
District will provide a stipend equal to the base National Board stipend for the following:

Nurse: National Board for Certification of School Nurses (NBCSN)

SLP: Certificate of Clinical Competence (CCC)

OT: National Board for Certification in Occupational Therapy (NBCOT)

PT: National Physical Therapist Examination (NPTE)

Psychologist: National Certification in School Psychology (National Association of School
Psychologists); or American Board of Professional Psychology Diplomate

Educational Audiologists: Certificate of Clinical Competence (CCC)

e American Board of School Neuropsychology Practice (ABSNP)

ARTICLE 16. LEAVES

It is agreed that employees need to be able to access reasonable amounts of leave to maintain and restore their
health and to deal with emergencies and other personally compelling events.
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It is also agreed that regular attendance is important to provide students with the optimum learning experience,
to balance the workload for all staff, and to enhance the operation of each school.

The District understands that employees have legitimate privacy concerns regarding some circumstances that
call for the use of leave and will work with employees to minimize the disclosure of information.

The Association recognizes that employees must collaborate with their supervisors and the Human Resources
Department to ensure that leave is used properly and that District operational needs are efficiently addressed.

Section 16.1 llIness, Injury and Emergency Leave (Sick Leave) for All Employees

A full-time employee shall be allowed 12 days a year for the employee's personal illness, injury, and
emergency leave. The 12 days shall be posted to the credit of the employee effective the first day each school
year but shall be reduced proportionately for an employee who fails to complete the first quarter of the school
year for any reason other than illness, injury, or emergency. Such leave shall be accumulated from year to
year as allowed by law. No deduction from salaries shall be made during these days. Employees working
less than a full year shall be allowed sick leave as follows: number of days worked, divided by 180, multiplied
by 12. An employee may choose to use such leave to care for his/her children, spouse or partner, parents,
parents-in-law, grandparents, grandchildren, or children over age 18 with disabilities with a serious health
condition as defined by the Family and Medical Leave Act (FMLA). Upon request by an employee to the
Director of Human Resources, use of sick leave to care for any other individual will be considered on a case
by case basis.

The District may inquire regarding an employee’s use of leave under this section after three (3) consecutive
days absent from work, when the employee has demonstrated a pattern of leave usage of concern to the
District, if an employee uses leave in lieu of a denied personal leave request or to extend a personal leave, or
when the District is concerned the leave may have been misused. A medical practitioner’s release to return to
work (with or without restrictions) or other verification of absence may be required.

The District will require a medical practitioner’s verification of an employee’s absence and release to return
to work (with or without restrictions) after five (5) consecutive days absent from work.

An "emergency" is defined as an unforeseen and suddenly precipitated occurrence of a serious nature beyond
the control of the employee which threatens the physical well-being or property of the employee or his/her
immediate family and is of such nature that pre-planning is not possible or could not relieve the necessity for
the employee’s absence. Emergency leave shall be subject to approval by the Human Resources Department.

Even though some employee positions do not require substitute coverage when the employee is absent, the
provisions regarding leave usage and deductions of sick leave shall be used for all employee absences.

Sick leave shall also apply to disabilities caused or contributed to by pregnancy, miscarriage, abortion,
childbirth and recovery therefrom. Additionally, employees may access up to sixty working days of their own
available sick leave to care for a newborn, newly placed foster child, or adopted child within the first year of
the child’s birth or placement.

Eligible employees may utilize the FMLA for their own serious health condition. All the provisions of the
FMLA shall be extended to employees with work assignments of seven and one half (7.5) or more hours per
day and at least 180 days per year who meet all other FMLA eligibility requirements.

Section 16.1.1 Attendance Incentive Program

Non-VEBA Conversion: Employees may elect an annual conversion of accumulated sick leave in
accordance with letter “A” below. Employees may elect a conversion of sick leave upon retirement,
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separation from service or death for monetary compensation in accordance with letter “B” below. The
conversion procedures are as follows:

A

Annual Conversion: Any employee who at the end of the previous calendar year shall have
accumulated in excess of 60 days of unused sick leave, may convert unused sick leave earned
the previous year in excess of the said 60 days to monetary compensation at the rate of 25
percent of the employee's current full-time daily rate of compensation for each full day of
eligible sick leave up to 12 days. Any such election shall be made by written notice to Human
Resources during the month of January. Any such annual conversion of accumulated sick
leave shall be in accordance with law.

Conversion Upon Retirement, Separation from Service or Death: Any employee who shall
retire, separate from service or die while employed by the District may elect (personally or by
a personal representative, as appropriate) to convert accumulated unused sick leave days to
monetary compensation at the rate of 25 percent of the employee's full-time daily rate of
compensation at the time of retirement, separation from service or death for each full day of
eligible sick leave up to a maximum of 180 days. Any such conversion of sick leave upon
retirement, separation from service or death shall be in accordance with law, including RCW
28A.400.210 and RCW 28A.400.212.

VEBA Conversion: The Association will annually notify the District of its intent to participate in
VEBA I1l1. Any such conversion of sick leave annually or upon retirement, separation from service or
death shall be in accordance with the law, including Internal Revenue Code Section 501(c)(9).

Section 16.2 Bereavement Leave

The District and the Association understand the deep impact that death can have on an individual and
family. Therefore, the following bereavement leave provisions are available to provide employees time off
from work to plan and attend a funeral/memorial service and to deal with immediate family matters
surrounding a death.

A.

Employees shall be allowed bereavement leave for the death of any relative residing in the
employee's household and/or the following family members: spouse, domestic partner, parent,
step-parent, child, step-child, sibling, parent-in-law, child-in-law, sister-in-law, brother-in-law,
grandparent, grandchild, aunt, uncle, niece and nephew. Upon request by an employee to the
Director of Human Resources, bereavement leave for the death of any other close family
member as defined by the employee will be considered on a case by case basis and will not be
unreasonably withheld. The number of days of leave, not to exceed five (5) per occasion of
death shall be allowed according to the circumstances of each case as determined by the
Director of Human Resources. Bereavement leave days need not be used consecutively but
shall normally be used within one (1) month following the death, unless the Director of Human
Resources has authorized an extended usage period. Bereavement leave days are not
cumulative or transferable. No deductions from salaries or sick leave shall be made during
these days. Additional emergency leave days from the employee’s sick leave may be utilized
upon approval from Human Resources.

An employee who has a death of a student with whom the employee directly works shall be
authorized one (1) day of bereavement leave to attend the memorial and/or a funeral service.
An employee who has a death of a colleague or a former student may be authorized a half day
or one (1) full day of bereavement leave by the District to attend the memorial and/or a funeral
service. No deduction from the employee’s salary or sick leave shall be made for this day.
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C. For the death of any individual of personal significance to the employee not covered above,
the employee may use up to three (3) days of personal leave or emergency leave to attend a
funeral/memorial service.

Section 16.3 Personal Leave

Employees shall be allowed four (4) days of personal leave for important compelling personal matters,
including family illness not otherwise covered by sick leave. This leave shall not be used for conducting
income producing business and shall not be used for a strike against the Puyallup School District. Personal
leave shall not be used on the following “blocked” days: State funded professional development days,
Supplemental Days, snow make-up days, the WSPA career fair day, or during the first or last five (5) days of
school. Additionally, if a Principal confirms an employee’s presence is required for End of Course Exam days,
State or Federal testing days, the employee may not use Personal Leave on such days. Personal Leave
approved prior to notification of the testing schedule shall be honored. An employee may request special
consideration for personal leave to be granted during the blocked days for personally compelling reasons.
The District shall grant personal leave in the order the requests are received provided the requests are made
in compliance with the above conditions. On Fridays, and the day before or after a holiday or vacation period,
only 20 personal leave requests shall be honored. On all other work days, a maximum of 45 personal leave
requests shall be honored. Requests for personal leave from employees not requiring a substitute shall not
count against the above limits. Employees may request personal leave days as early as one (1) year in advance
and will receive approval or denial as soon as possible. If an employee does not have the requested number
of personal leave days to use at the time the leave is to be taken, the absence days will be denied and leave
without pay will not be available.

Personal leave days may be carried into the following school year, to a maximum accumulated of ten (10)
days. A maximum of five (5) days, excluding family illness or bereavement days, may be used in any one (1)
school year, unless additional use is approved by the Director of Human Resources.

Employees may receive monetary compensation at per diem for four (4) of their unused personal leave days.
A request for monetary compensation must be made by June 1 on a form provided by the Human Resources
Office. Upon notice of retirement or resignation to Human Resources by March 1, an employee may cash out
up to five (5) additional days of Personal Leave at per diem. Under special circumstances where
resignation/retirement notice was not possible prior to March 1, HR may grant this personal leave cash out
after the March 1 deadline.

Two (2) days of unused personal leave may be shared with other employees at the option of the individual
employee. Employees may not donate or receive more than two (2) days of personal leave per school year.
Employees who choose to share personal leave must complete the Personal Leave Sharing Authorization
Form before transferring leave to another employee.

Section 16.4 Family and Medical Leave (FMLA)

In accordance with the FMLA, full time employees (employees who work at least seven and one half (7.5)
hours per day and at least 180 days per year), who have also worked for the District at least one (1) year in
the preceding year shall be entitled to 12 work weeks of unpaid FMLA leave during any 12-month period for
the following:

A. To care for a newborn or adopted child of the employee who is under the age of 18 at the time
of placement for adoption, or a newly placed foster child,;

B. To care for a spouse, domestic partner, parent or child of the employee who has a serious health
condition; or
C. For a personal health condition if it renders the employee unable to perform his or her job.
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FMLA shall run concurrently with all applicable paid leave time available to the employee.

Leave taken to care for a newborn, newly placed foster child, or adopted child shall be completed within one
(1) year after the date of birth or placement. FMLA leave authorized under this policy must be taken full time
and consecutively unless an alternative schedule is approved by the Human Resources Department or where
intermittent or reduced leave is medically necessary. Instructional staff may not take reduced or intermittent
leave without the approval of the Director of Human Resources. An instructional employee may be transferred
to an alternative equivalent position that would accommodate reduced or intermittent leave, if such a position
is available. Employees may access their own available sick leave during their approved FMLA to care for a
newborn, newly placed foster child, or adopted child.

The District will continue to pay its portion of the employee’s medical and dental benefit during approved
FMLA leave.

If both parents of a newborn, newly placed foster child, or newly adopted child are employed by the school
district, they shall be entitled to a total of 12 work weeks of Family Leave during any 12-month period, and
leave shall be granted to only one (1) parent at a time. Spouses will not be required to combine their FMLA
entitlements if taking FMLA leave related to their own serious health condition.

The Human Resources Department shall require written verification from the employee's health care provider.

The District may obtain the opinion of a second health care provider, at District expense, concerning any
information pertinent to the employee's leave request. If the opinions of the health care providers differ on
any matter determinative of the employee's eligibility for FMLA leave, the two (2) health care providers shall
select a third provider, whose opinion, obtained at the employer's expense, shall be conclusive.

Return to Work. Any employee returning from an authorized FMLA leave within 12 work weeks, shall be
entitled to the same position held by the employee when the leave commenced, or to a position with equivalent
benefits and pay.

Reinstatement of an employee returning from FMLA leave need not occur if: 1) the specific job is eliminated
by a bona fide restructuring, or a reduction-in-force resulting from lack of funds or lack of work, 2) an
employee on leave takes a position with another employer outside the home, or 3) the employee fails to
provide the required notice of intent to take leave or fails to return on the established ending date of leave. If
an employee fails to return from leave for a reason other than the employee’s death, the District may recover
the costs of the employee's health benefits paid during the leave. Instructional staff may be required to delay
their return from family leave to the beginning of the next semester under the following circumstances:

A. The employee began leave five (5) or more weeks before the end of the semester, the leave is
for more than three (3) weeks, and the employee would otherwise return to work within three
(3) weeks of the end of the semester.

B. The employee began family leave (except for a personal health condition) less than five (5)
weeks before the end of the semester, the leave is for more than two (2) weeks, and the
employee would otherwise return to work within two (2) weeks of the end of the semester.

C. The employee began family leave (except for a personal health condition) three (3) or fewer

weeks before the end of the semester and the period of leave is more than five (5) working
days.
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Section 16.5 Long-Term General Leave

After a minimum of three (3) years of employment, employees may be granted a long-term leave of absence
greater than three (3) months without pay for a period not to exceed one (1) calendar year. Employees
requesting a long-term general leave of absence for the following school year must normally do so on or
before March 1. Employees requesting a long-term general leave of absence for the following semester must
do so by March 1 (for first semester of the following school year) or December 1 (for second semester). The
District cannot always grant a long-term leave of absence as there is no certainty of a vacancy to make room
for the employee when returning. The Director of Human Resources, however, will consider such cases
individually. Leave may be granted beyond one (1) calendar year under special circumstances if approved by
the District. The returning employee will not necessarily be assigned to the identical position occupied before
the leave but will be reinstated to a position equivalent in duties and annual salary to that held at the time the
leave of absence began. Such reinstatement is contingent upon the availability of such a position. A
salary/step/longevity increment shall not be given for the year during which the leave of absence is taken
unless the individual is engaged in a District approved teaching assignment or has been drafted into the United
States Armed Services.

Long term general leaves of absence due to an employee’s temporary disability will be deducted from the
employee’s accumulated sick leave. Long term general leave may run concurrently with any FMLA leave
taken, depending on the nature of the long-term leave. An employee on a long-term general leave of absence
may continue in the District approved insurance plans; provided, the employee reimburses the District prior
to the first of each month for the total premium costs. The employee will retain accrued leave balances and
seniority rights while on an approved long-term leave of absence. However, leave balances and seniority shall
not accrue while the employee is on an unpaid leave of absence. Long term general leaves are not granted for
the purpose of gaining or maintaining other employment. Unless approved by the Director of Human
Resources, if an employee on leave engages in other employment during his/her regular work hours, he/she
will be terminated.

Section 16.6 Short-Term General Leaves of an Extraordinary Nature

Application for unpaid, short-term (less than three (3) months) general leaves shall be made to the Director of
Human Resources. Such leaves may be approved at the discretion of the Director of Human Resources, and
may include, but not be limited to, personal business of an urgent nature involving possible loss of money or
property, or severe hardship to self or the immediate family, or for extraordinary personal reasons after the
employee’s personal leave has been exhausted. Short-term general leaves of absence are intended for
extraordinary or unexpected situations and shall not normally exceed three (3) months. If applicable, short-
term general leaves of absence will be deducted from the employee’s accumulated sick leave. Short-term
general leaves may run concurrently with any FMLA leave taken, depending on the nature of the leave.

Section 16.7 Pregnancy Disability/Adoption/Parental Leave

16.7.1 Pregnancy Disability Leave

A pregnancy disability leave of absence shall be granted to a female employee upon her request for
the period of temporary disability and as verified in writing by her personal physician or licensed
health care provider. Pregnancy disability leave shall be a leave with compensation during the
temporary disability within the limitations of the sick leave provision.

An employee who becomes pregnant shall notify her immediate supervisor and Human Resources by
the beginning of the seventh (7') month of pregnancy, in order to prepare arrangements for her leave.
At that time, she shall indicate in writing to her immediate supervisor and the Director of Human
Resources whether she plans to:

1. Take pregnancy disability leave only for time of temporary disability;
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2. Take FMLA leave for a period of up to 12 weeks including the period of pregnancy
disability, if eligible. The District will extend the employee’s health benefits during
any period of unpaid FMLA leave;

3. Request a combination of #1 and #2;

4. Request a general leave to care for the child. If an employee is eligible for FMLA leave
and has leave remaining, the general leave would include any leave available under the
FMLA;

5. Resign from her employment.

The pregnancy disability leave shall begin at a time determined suitable by the employee and as
verified in writing by her personal physician or licensed health care provider, after consultation with
her immediate supervisor and the Human Resources Department. The official date of leave shall not
begin until the school day following the day she leaves the job. Pregnancy Disability Leave, including
time taken as FMLA leave and/or general leave to care for a newborn child shall not exceed one (1)
year.

Assignment upon return from the pregnancy disability leave shall be guaranteed and shall be into the
employee's former position. She shall retain all rights, seniority and benefits commonly afforded
employees on leave, including those under the Continuing Contract Law.

Before returning in her contracted duties, the employee's personal physician or licensed health care
provider shall certify that the employee is in good health and ready to resume her contracted duties.
After receiving certification to return to work from her personal physician or licensed health care
provider, the employee shall return to her contracted duties at a time which she and the Director of
Human Resources deem appropriate.

16.7.2 Adoption/Parental Leave

An employee shall be allowed a maximum of three (3) days leave with pay for purposes of gaining
custody of an adopted child and/or transacting the legal requirements necessary in the adoption
process. A maximum of two (2) additional days at the cost to the District of a substitute being deducted
from the employee's salary shall be allowed. Adoption leave without pay shall be granted pursuant to
the provisions of the General Leave section for the adoption of a child. It shall run concurrently with
any FMLA leave for which the employee is eligible. The employee shall notify his/her immediate
supervisor and the Human Resources Department as soon as possible of his/her intention to take
adoption leave and his/her planned time for adoption. Leave shall then begin on the first school day
after custody of the child is obtained provided, however, that this beginning date may be extended by
the District, if needed, to obtain a satisfactory replacement. All conditions pertaining to his/her return
to his/her contracted duties are the same as the above provisos for pregnancy disability leave except
that the certification of his/her personal physician or licensed health care provider shall not be required
at any time and that the position returned to may be a comparable.

Extension of pregnancy disability or adoption leave to the beginning of the employee's next normal
contract year shall be mutually reviewed by the District and the employee if the leave period expires
after the beginning of the fourth quarter of a school year.

In addition to any other leaves, within the first year of a child’s birth to, or placement with, an
employee, such employee shall be allowed three (3) days of parental leave with pay. As well, two (2)
additional days may be taken upon agreement by the employee to reimburse the District for the cost
of a substitute.
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Eligible employees may utilize the FMLA leave to care for their newborn, newly placed foster child,
or newly adopted child. All the provisions of the FMLA shall be extended to employees with work
assignments of seven and one half (7.5) or more hours per day and at least 180 days per year who meet
all other FMLA eligibility requirements.

Section 16.8 Leave Sharing

16.8.1 Receiving Shared Leave

An employee is eligible to receive donated leave if the use of shared leave is justified and the employee
has abided by District rules regarding sick leave use, and the employee has depleted, or will shortly
deplete, their annual leave and sick reserves in addition to any of the following:

A.

1. The employee requests shared leave to care for a newborn, newly placed foster
child, or adopted child; or

2. The employee requesting shared leave suffers from, or has a relative or
household member suffering from, an extraordinary or severe illness, injury,
impairment or physical or mental condition which has caused, or is likely to
cause, the employee to:

a. Go on leave-without-pay status; or
b. Resign from his/her employment.
The employee has been called to service in the uniformed services;

A state of emergency has been declared anywhere within the United States by the
Federal or State government, and the employee’s volunteer service has been accepted
by either a governmental agency or to a nonprofit organization involved in
humanitarian relief in the devastated area;

The employee is a victim of domestic violence, sexual assault, or stalking;

If the employee is later found to be eligible for industrial insurance benefits, the
employee agrees to and shall reimburse the District for the time loss compensation that
is paid to him/her to the extent that the employee is paid time loss compensation
(temporary total disability compensation or loss of earning power compensation) and
shared sick leave for the same day(s). An employee will be allowed to use shared sick
leave or donated leave to supplement the difference between time loss compensation
and either net or full wages.

The Director of Human Resources shall determine the amount of leave, if any, which an employee may receive
under this policy. Normally an employee shall not receive more leave than the number of contracted days
remaining in the current school year. However, in the event that the condition requiring the employee's
absence continues beyond the current school year, the employee shall not receive a total of more than 522
days of shared leave except as noted in RCW 41.04.665.

Section 16.8.2 Donating Shared Leave
District employees may donate or sick leave as follows:
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A. A staff member may not request a transfer that would result in an accrued sick leave
balance of fewer than 176 hours of sick leave. “Sick Leave” means leave for illness,
injury or emergencies of extraordinary or severe nature pursuant to RCW 28A.400.300.

B. Employees may request interagency leave sharing in accordance with the law and on a
cost-neutral basis to the District. Requests shall be made to the Superintendent for
consideration on a case by case basis.

The donation of leave is totally voluntary. No employee shall be coerced, threatened, intimidated or
financially induced into donating leave.

The number of leave days transferred shall not exceed the amount authorized by the donating staff
member.

Leave transferred is based upon the current salary rate of the person receiving the leave. The receiving
staff member will continue to be paid his/her regular rate while on shared leave. For example, if a
staff member earning $20.00 an hour donates one (1) day of leave to someone earning $10.00 an hour,
the recipient would get two (2) days of sick leave. However, if the $10.00 an hour employee donates
one (1) day to the $20.00 an hour employee, the higher paid employee would receive one-half day
(1/2) of leave.

Any leave transferred under this policy which remains unused shall be returned at its original value to
the staff member who donated the leave.

Section 16.9 Jury Duty, Subpoena

Leave with pay shall be allowed for jury duty. Leave with pay shall be granted to a subpoenaed employee
while appearing as a witness in court or in an administrative hearing in which the employee is not a party in
interest, or if such appearance is related to the employee's District responsibility.

Section 16.10 Public and Military Service Leave

A. Civic Service. Employees shall be encouraged to take an active part in civic organizations.
Such activity, however, should be outside of the regular school hours. Employees who are
called upon occasionally to take regular school time for club or community service may do so
with prior approval of their immediate administrator.

B. Political Leave. Subject to the conclusion of mutually satisfactory arrangements between the
District and employee, the District shall grant an unpaid leave of absence to such an employee
for the purpose of serving in an elective or appointive public office or of campaigning for such
an office. Upon conclusion of such public service leave, the employee shall be restored to
his/her former position, or if this position is not available, to a substantially equivalent position.

C. Military Leave. Employees shall be authorized to participate in military service, and the
District will allow leave for the same as provided in WAC 251-22-170.

Section 16.11 Fringe Benefits While on Leave

Employees on non-compensated leave may, at said employee's option, be continued in any fringe benefit
programs of the District, provided said employee reimburses the cost of the programs to the District in advance
by the first of each month. Employees on compensated leave shall receive all fringe benefits for which they
are eligible.

While on an approved leave, an employee will retain accrued sick leave, personal leave and seniority rights.
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However, sick leave, personal leave and seniority shall not accrue while the employee is on a leave of absence.

Section 16.12 Religious Observance

In accordance with Federal and State law, the District shall reasonably accommodate employees whose
religious affiliation mandates religious obligations that prevent them from working by granting unpaid
leave. Employees may also use accrued personal leave or emergency leave for such obligations.

Section 16.13. Domestic Violence Leave

Per RCW 49.76, Domestic Violence Leave Law and District Policy, employees may take Domestic
Violence Leave. Those interested in obtaining confidential support regarding this leave, should contact the
Human Resources office directly.

ARTICLE 17. CALENDAR

Section 17.1 Calendar

The parties will schedule spring break so that the State required assessments do not occur the week following
spring break, if possible. In the event of a change in vacation breaks of an approved calendar, and in
recognition that this change may result in some employees being unable to obtain refunds for previously
planned travel, the District agrees to provide 1-5 days of substitute coverage for up to 20 employees for the
previously scheduled break, on a first come, first served basis (this provision does not apply to designated
snow make-up days). The District shall provide notice of this opportunity to all staff via email and bulletin
boards. Employees who are absent under this agreement during the previously scheduled break must agree
to work the number of days they were absent during the new break. The District will arrange activities
designed to promote the Strategic Directions for these employees to work on during this time.

The normal student calendar shall be developed using the following formulas for key dates. If calendar
anomalies occur in any given year, the parties will discuss alternatives. Each year, no later than, December 1
the student calendar shall be finalized for the following year.

1. First Day of School. The first Thursday in September, or the Wednesday after Labor Day,
whichever is earlier.

2. State In-Service Day. As recognized by the State (typically the second Friday in October).

3. Winter Break. At least ten (10) week-days, ending after New Year’s Day. If New Year’s Day
falls or is observed on a Monday, students will return to school on the next day (Tuesday).

4. Mid-winter Break. President’s Day and the preceding Friday.

5. Spring Break. Five (5) days, scheduled upon mutual agreement of the District and Association.

6. Snow Make-up Days. At least three (3) snow days shall be scheduled, including the Friday
before Memorial Day in May, and the first two (2) days following the last day of school in June.
Additional snow make-up days may be added in June as necessary.

7. Holidays. Labor Day (when school begins before this day in September), Veterans Day
(November), Thanksgiving Day (November), the day after Thanksgiving Day (November),
Martin Luther King Jr. Day (January), Presidents’ Day (February), and Memorial Day (May).

8. Supplemental Days. To be scheduled through the regular calendar setting process in labor
management between the District and Association.
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9. School Improvement and Conference Release Days. Students will be released 150 minutes
early on the following days, used for School Improvement and conferencing work:

A October — for elementary, three (3), and for secondary, two (2) consecutive
days for conferences

B. November — one (1) day for School Improvement
C. January — one (1) day for School Improvement
D. March — for elementary, two (2), and for secondary, three (3) consecutive

days for conferences, and one (1) day for School Improvement

Effective School Improvement time is designed to be coherent, relevant, meaningful,
collaborative, engaging and focused on the best interest of student achievement.

Evening conferences may be scheduled at each site to accommodate parents. Each building
may designate at least one (1) evening conference date per semester. A Principal or designee
will be present at the building evening conferences. Needs related to night conferences (i.e.
heat, lighting) should be communicated to the Principal or designee.

When an evening conference is held, Principals shall compensate employees by allowing them
to leave an equal amount of time early on another early release conference day.

10. Grading Release Days. Students will be released 150 minutes early on the following days for
grading scheduled within the open grading window:

A Elementary: One half (1/2) day near the end of first and second trimester
B. Secondary: One half (1/2) day at the end of first semester
ARTICLE 18. LENGTH OF WORK YEAR AND PROFESSIONAL RESPONSIBILITY

Section 18.1 Regular Work Year
The length of the regular employee work year shall be 180 days plus any State or District provided additional
days. Employee per diem shall be calculated at 1/180.

Section 18.2 Professional Responsibility

A. The District and Association agree and affirm the following beliefs: 1) the success of the
Puyallup School District is dependent upon hiring and retaining the highest quality teachers;
2) providing a quality education for students requires from teachers a commitment to the
profession beyond the base contract, normal workday hours and school year; 3) The District
has added additional compensation for additional time, additional responsibilities or incentives
(formerly known as TRI) to the base salary 4) the additional commitment required of
Puyallup's teachers cannot be accurately measured in hours or days; and 5) the time necessary
to fulfill any one teacher’s responsibilities will vary from that of another teacher as determined
by the individual’s own professional judgment.

B. The additional compensation included in base salary recognizes that employees will provide a
professionally responsible level of service in the following areas:
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7.
8.
9

10.
11.
12.
13.
14.

Preparation for school opening

Work connected with the conclusion of the school year
Conferencing/communicating with students or parents

Supporting school/student activities

Providing individual help to students

Evaluating student work, including preparation of progress reports and report
cards

Workshops, classes and in-service work

Researching educational materials and supplies

Improving and maintaining professional skills

Preparation and revisions of materials

Planning with other employees in areas of instruction and curriculum
Working with computers and other technology as related to educational uses
Attending District and/or school-connected meetings such as PTSA, etc.
Attending IEP meetings to participate as required by law and to fulfill
professional responsibilities

Section 18.3 Supplemental Days
All employees will be required to work five (5) supplemental days for training, professional development,
student learning activities, and/or work related to the building’s Comprehensive School Improvement Plan.

If an employee is sick, he/she may use sick leave and must call in their absence to the Principal/program
administrator and the substitute office automated attendance system. In addition, the employee shall contact
the Principal/program administrator for missed content and/or assignments. Part time and job share employees
will be required to work and will be paid for 7.5 hours on such days regardless of their FTE. Required days
will be paid through the term of each employee’s contract in equal monthly payments, according to each
employees per diem, except in circumstances where an employee’s pay has been stopped.

A. For itinerant staff and specialists not assigned to classrooms, curriculum night activities can be
satisfied by an appropriate alternative parent contact activity approved by their immediate

supervisor(s).

B. In the event an employee believes activities scheduled during a supplemental day are not
relevant to their work assignment, the employee may work with their immediate supervisor to
determine if a mutually agreeable alternative activity is appropriate.

C. Employees not assigned to a specific building are responsible for participating in program-
directed activities unless approved by a building Principal to attend a specific building activity.

D. In addition to the days above, employees new to the District shall attend one (1) orientation
day prior to the first day of school, and up to 15 hours of mandatory professional development
paid at the employees per diem rate of pay.

Section 18.4. Professional Development Hours

Beginning August 1, 2018, annually each employee shall be required to participate in 15 hours of
professional development (outside of time already compensated), to focus on the District’s instructional
framework, cultural competency and social justice, response to intervention (RTI), Teacher/Principal
Evaluation Project (TPEP), etc. Options include:

Attending weekly district-offered professional development made available throughout the year
Attending site-based RTI meetings

Attending the annual PLC conference (in August, for the upcoming school year)

Attending the AVID summer institute (in August, for the upcoming school year)
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e Professional development mutually agreed upon by the employee and a specific program Director or
Principal

Verification of attendance will be made through the professional development website, and any reductions
necessary made in July.

Section 18.5 State Funded Professional Development Days

Section 18.5.1 Purpose

For as long as the State shall fund them, in addition to the base contract year of 180 days, there shall
be State Funded Professional Development Days, whose purpose it is to provide time for instructional
and ESA staff to work with administrators. All employees will be required to work these days and
will be paid for seven and one half (7.5) hours on such days regardless of their FTE. If an employee
is sick, he/she may use sick leave and must call in their absence to the Principal/program administrator
and the substitute office automated attendance system. In addition, the employee shall contact the
Principal/program administrator for missed content and/or assignments.

Section 18.5.2 Definitions
A State Funded Professional Development Day is a scheduled workday (or two half days) other than
one of the 180 base contract days.

ARTICLE 19. LENGTH OF WORK DAY

Section 19.1 Contracted Day

The normal contracted day shall be defined as the period from the required arrival time to the permitted
departure time and shall consist of seven and one half (7.5) hours. Included in the normal contracted day are
the required half hour on duty before and after the student school day for student/patron time, the Revised
Code of Washington required half hour duty free lunch period, and the planning periods or release time
wherever in force.

Section 19.2 Payment for Work Beyond Contracted Day

A. Assigned supervision of student activities outside the 7.5-hour day not compensated on the
additional Assignment Schedule, or from activity stipends, will be compensated at the
activity rate which shall be equal to half the professional hourly rate (item C below) or on a
per event basis agreeable to the employee. Any such supervision shall be at the discretion of
the employee and purely optional.

B. Elementary staff who are responsible or requested to return to school for a school program
will receive the full professional hourly rate.

C. Except for the monthly staff meeting, staff will receive the professional hourly rate for building
level and district level meetings they are asked to attend outside the 7.5-hour work day.

D. The professional hourly rate to be paid per each half hour completed or each half class period
"covered" will be 0.076% of the base salary (BA - 0 Step) of the salary schedule.

E. Employees who provide training to other District employees shall be allowed one-half (1/2)
hour of preparation time for each hour of the training length at the Presentation Rate which
shall be equal to 1.25 times the Professional Rate. Employees presenting the same presentation
for the third time will be allowed a maximum of one (1) hour preparation time. If the training
occurs outside of the work day, the employee providing the training will be paid at the
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Presentation Rate. If the presentation is during the work day the employee will be paid for the
preparation time only.

F. Bargaining unit members who are paid on an hourly basis for extra contract work shall be
paid the Activity, Professional or Presentation Rate. This shall not be deemed the exclusive
method of payment for extra contract work. If not previously identified in the collective
bargaining agreement, the employee shall be informed of the rate of pay prior to performing
the work.

Section 19.3 Non-Instructional Detention

Supervision of non-instructional detention will be offered at the site, by seniority to employees. If no
bargaining unit members desire the work, it may be offered as the District chooses. Payment will be at the
Activity Rate.

ARTICLE 20. RELEASE TIME AND PLANNING PERIODS

Section 20.1 Collaboration and School Improvement Time

Every Monday in which school is in session, all students will begin school 60 minutes later than the
Tuesday/Wednesday/Thursday/Friday start time. One (1) Monday each month (except December and June)
shall be designated as School Improvement time.

On all other Mondays, this time shall be used by employees for individual time or team/department
collaboration and administration shall not schedule meetings during this time.

The intent for the use of School Improvement time is for administration and staff to work together to improve
student learning and achievement. Professional development and communications are necessary for the
improvement of student learning. This can only occur in an environment where people collaborate,
compromise, examine things from the other person’s point of view, treat each other with courtesy and respect,
and focus on what is in the best interest of the students.

The Principal is the educational leader in a school and is therefore responsible to work continuously with staff
to bring about the improvement of instruction and student learning. Principals are obligated to bring
legislative mandates, legal requirements, School Board and administrative initiatives, and school issues to the
staff.

It is important for ESAS to participate in School Improvement work in the building in which their role directly
impacts student achievement and to be involved in collaborative work, professional development, and job-
alike meetings with their peers.

Part time employees will participate in School Improvement work if they are assigned to work on Monday
mornings. On a case-by-case basis, part time employees may request or be requested by the building
administrator to participate on a Monday morning and be paid at the employees per diem rate of pay.

It is important that School Improvement activities be appropriate and related to an employee’s assignment. In
the event an employee believes a scheduled School Improvement time activity is not relevant to his/her work
assignment, the employee shall discuss the matter with his/her supervisor. The employee and supervisor shall
mutually agree on an alternate activity for the employee aimed at improving student learning.

Section 20.2 Elementary Supervision Duty

In order to ensure adequate planning time for elementary teachers, teachers shall not be required to do bus
duty, before or after school student supervision duty, or recess duty. However, to ensure the safety of students,
teachers will walk students to the bus pick up area and may be expected to do bus duty in extenuating
circumstances.
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Section 20.3 Secondary Planning Time

All employees teaching in grades 7-12 shall be provided the equivalent of one (1) teaching period per day for
planning. Principals will work with employees to mitigate the impact of school schedule anomalies that reduce
employee planning time and will assign preferred planning times fairly among staff members. A secondary
teacher who regularly teaches an assigned class during his/her preparation period shall receive additional pay
prorated according to the total number of teaching and planning periods in the day. Students shall not be
assigned to an employee during their planning period unless the employee agrees. When buying out the
planning period of any staff member, qualified teachers in seniority order who have the same planning period,
or where student and master schedules can be adjusted with minimal impact, will be given the first option for
the buyout. Buyouts will be calculated using a multiplication factor of 0.2 FTE.

Section 20.3.1
It is recognized that counselors and librarians need time to do work without students. Employees shall
work with their Principal to schedule such time.

Section 20.3.2

All secondary librarians shall receive three (3) additional days and 12 hours of classified support
time, to be used for the opening or closing of a library, including ordering, collection/book
inventory, textbook inventory and technology inventory. Librarians assigned as a double lead shall
receive two (2) additional days to complete this work. These days will be authorized through
issuance of a supplemental contract and will be paid at each librarian’s per diem rate. Secondary
libraries will be open through the next to last day for in-library use of selected materials for all
grade levels.

Section 20.4 Elementary Planning Time
The following provisions apply to elementary teachers' planning time.

A. Eligibility. All elementary classroom teachers (preschool, K-6), music specialists, physical
education specialists, and remediation specialists are eligible for planning time.

It is recognized that counselors and librarians need time to do work without students.
Employees shall work with their Principal to schedule such time.

Principals will work with employees to mitigate the impact of school schedule anomalies that
reduce employee planning time.

B. Average Minutes Per Day. Elementary classroom teachers (ECSE, Title/LAP and K-6) will
receive one (1) or more daily planning periods of at least 30 minutes for a total of 240 minutes
of planning per week, prorated by FTE. Planning time during the student day will be provided
by specialists, recess, or other method agreed upon by the staff and administration.

C. Staff Breaks. To address the need for short breaks for all staff who do not have a break, the
faculty of each elementary school shall meet prior to the end of the second week of school to
discuss how breaks will be provided to staff. Consistent with the Staff Utilization section, non-
staff may be utilized whenever possible to release staff. It shall be the expectation to implement
solutions that will not reduce instructional time. Another possible solution may include having
staff members work collaboratively to arrange for coverage through joint supervision of
students.

D. Specialists. Classroom starting time for music, physical education, and librarians will be the
first day of school and will continue through the last full day of school.
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Any time a specialist believes their workload is excessive, the specialist may request a
workload impact meeting with the program administrator, and a PEA representative if
requested, to resolve the situation.

E. Librarians Starting Time and Closing Time. Librarians will begin having classes the first day
of school.
1. All elementary library materials will be due eight (8) school days prior to the

end of the school year. All elementary libraries will be open for kindergarten
through grade six (6) through the day before school ends, or as planning is
scheduled. The elementary library will be open through the next to last day for
in-library use of selected materials for all grade levels.

2. All elementary librarians shall receive four (4) days and 12 hours of classified
support time to be used for the opening or closing of a library, including
ordering, collection/book inventory and textbook inventory. Librarians
assigned as a double lead shall receive two (2) additional days to complete this
work. These days will be authorized through issuance of a supplemental
contract and will be paid at each librarian’s per diem rate.

3. After scheduling planning for building staff and other educational program
needs, consideration will be given to provide librarians with time prior to the
first class to accommodate open library and the check in/report printing process.

4. To address librarian workload issues during the last four (4) weeks of the
school year, a team of four (4) paraeducators shall be trained and assigned
to assist with inventory for the elementary librarians in the final weeks of
school. The inventory team will be assigned to each school for a period
of four (4) to six hours depending on the size of the library collection.
Paraeducator time will be assigned as follows:

a. Schools with a library inventory count of less than 11,000
will receive a total of 16 hours of paraeducator time (four
(4) days, four (4) hours each).

b. Schools with a library inventory count of 11,000-13,000
will receive a total of 20 hours of paraeducator time (four
(4) days, five (5) hours each).

C. Schools with a library inventory count greater than 13,000
will receive a total of 24 hours of paraeducator time (four
(4) days, six (6) hours each).

It is understood that hours are allocated to be spent only if paraeducators are
available to be hired or assigned.

Section 20.5 Class Coverage and Loss of Planning Time

Employees will be compensated at the professional rate for lost planning time or “class coverage” when
substitutes or specialists are not available or for any other reason resulting in lost planning time. Employees
shall be paid for actual planning time lost.
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In the event an employee takes on responsibility for supervising a class in addition to their regular assignment,
the employee shall be paid at the professional rate for the time spent with the additional students. If a class
of students is divided among a number of employees, each employee shall receive a proration of the
professional rate based on the division of the class.

Administration will meet with building staff to mutually determine a substitute coverage plan for situations
when substitutes are not available.

Section 20.6 Primary Assessments

The District will provide 12 total hours of paraeducator support during the first two (2) weeks of the school
year for kindergarten student assessment and classroom support. Additionally, one (1) day of substitute
assistance will be provided during each trimester of the school year to provide kindergarten teachers with time
for assessing students. It is understood that this release time will be subject to the scheduling availability of
substitutes and will be coordinated by the Chief Academic Officer and scheduled through the substitute office.
The District will provide two (2) substitute release days at the employee’s discretion for conferences. These
days shall not be used for vacation purposes or to extend any school break period. In addition, each
kindergarten, first, and second grade teacher shall be granted one (1) day of release time to conduct one-on-
one State and District required student assessments near the start of the school year, if they submit a requested
schedule for these days to their Principal by September 15. Upon mutual agreement of the Principal and
employees, assessments may occur prior to the start of the school year with employees paid at the professional
rate instead of utilizing the release time. These days shall not be used for vacation purposes, to extend any
school break period, or to extend any use of personal leave days.

Section 20.7 Special Circumstances

Special circumstances may require additional released time for individuals within each building, i.e.,
lunchroom supervision, federal projects, vocational instruction, attendance at national conferences, student
performances or awards, etc. Release time for such circumstances shall be considered by the
building/department administrator.

Section 20.8 ESA Planning Time

ESAs shall have a minimum of five (5) hours per week of planning in no less than 30-minute increments.
Each ESA shall have flexibility in scheduling his/her planning time. Any ESA not receiving a minimum of
five (5) hours per week of planning will meet with the Special Services Director, or the appropriate
coordinator, and a PEA representative to reach a mutually agreeable solution, one of which may be submitting
time sheets for the lost time.

Section 20.9 Release Time and Stipends for Athletic Coordinators
Prior to the District filling vacant athletic coordinator positions, current employees may express interest in
filling the open positions.

Section 20.9.1 Senior High Athletic Coordinators

The senior high athletic coordinator shall have release time equivalent to 0.4 FTE per day. In addition,
senior high athletic coordinators shall receive a stipend of $7,500 for work performed outside their
contracted day and work year. Additionally, two (2) days at their per diem rate shall be provided to be
used prior to the start of the school year. Coordinators shall provide support and coordination in
carrying out the directives of the supervisor for the athletic program, coordinate setup and tear down
of facilities for events, coordinate transportation with the District Athletic Director for all events and
oversee all athletic related Booster Clubs and ASB Athletic Activities to ensure they meet District
policies and expectations.
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Section 20.9.2 Junior High Athletic Coordinator

Junior high athletic coordinators shall receive a stipend of $5,500 for work performed outside their
contract day. In addition, they shall receive 12 release days to be used during the school year. These
days shall not be used for vacation purposes or to extend any school break period. They will receive a
total of three (3) days of per diem rate to be used prior to the start of the school year.

Junior High Athletic Coordinators shall evaluate Junior High Head Coaches within 30 days of the end
of the season in which they coach, in accordance with the PECAAA negotiated procedures and
evaluation form. The Junior High Athletic Coordinators will be paid a stipend of $450 for completing
evaluations from August-July annually, to be paid on the employee’s July pay warrant.

Section 20.9.3 National Athletic Certification

Athletic Coordinators who hold the NIAAA Certified Athletic Administrator certification (CAA)
shall be compensated $1,000 annually and Athletic Coordinators who hold the Certified Master
Athletic Administrator certification (CMAA) shall be compensated $1,500 annually. Stipends will
be paid annually in November for employees who have submitted their certification to Human
Resources by November 1.

Section 20.10 Exercise Programs for Staff

Both the District and the Association recognize that employees who are in good physical condition will be
better prepared to meet the physically and mentally demanding tasks of teaching students. Therefore, the
District agrees to allow exercise programs which are conducted within the confines of their assigned school
site and which do not interfere with assigned responsibilities.

Section 20.11 English Teachers

English teachers in grades 9-12 shall receive two (2) release days each year to evaluate and assess student
work. These days shall be prorated by the number of 1 credit English classes (9" through 12" grade) assigned,
with each section (.2 FTE) equal to a %2 day of release up to a total of two (2) release days. Release days must
be requested in whole or half day increments. Requests shall be granted if made at least two (2) weeks in
advance of the requested release day, to a maximum of five (5) requests per day. Requests made less than two
(2) weeks in advance of the requested release day will be granted based on availability. Release days must be
approved in advance by the employee’s supervisor for purpose of checking availability on the professional
development calendar. These days shall not be used for vacation purposes or to extend any school break
period.

ARTICLE 21. PROFESSIONAL RESPONSIBILITY

Section 21. Professional Responsibility

Members of the bargaining unit do not have the authority to direct or control the actions of other members of
the bargaining unit. Non-administrators, such as but not limited to, Department Coordinators, Education
Specialists, Athletic and Activities Coordinators, Career Specialists, On-Time Graduation Specialists, ESA
Coordinators, etc., shall provide support and coordination for programs in carrying out the programs and
directives of their supervisors but shall not have the authority to perform supervisory functions (i.e. discipline,
evaluation, directing, etc.).

Prior to November 15 each year, the District shall provide the Association a list of employees holding
supplemental assignments not addressed in this agreement. The list shall include the employee’s name,
assignment, and form of compensation.

Employees who need access to a secure printer will work with their building Principals/Supervisors to identify
a secure printer and submit a service request form to EdTec.
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ARTICLE 22. JOB SHARE

Employees who job share shall: 1) receive compensation based on their respective FTE, times the amount for
which they would qualify in a full-time position, 2) share one (1) benefit allocation on a prorated basis, 3) be
eligible to work full State funded professional development days and supplemental work days, 4) share one
(1) professional growth fund, and 5) any other compensation provision agreed to by the parties.

PART 111 - INSTRUCTION

ARTICLE 23. CLASS SIZE
Section 23.1 Class Size Goals
*|f the State provides funding for class sizes smaller than those provided here, the parties will re-open these
class size goals.

The District and Association agree to set the following goals for average class size in the District:

Elementary Secondary

Kindergarten 22 7-12 General Classroom 150/day
First Grade 22 PE 170 /day
Second Grade 23 JH Music 230/day
Third Grade 24 HS Vocal Music 205/day
Fourth Grade 26 HS Instrumental Music 180/day

Fifth Grade 28
Sixth Grade 28

The District will try to maintain the above class size goals. In the event class size goals are exceeded and
additional certificated staffing is not provided, the employee will receive additional compensation and be
considered for paraeducator class size support.

The District shall provide a class size report to the Association weeks following the start of each semester,
and thereafter upon request.

Section 23.2 Workload Relief

If an employee experiences excessive workload due to the combination or unique needs of students, the
employee may request a meeting with the building administrator (and PEA representative if requested by the
employee) to discuss potential solutions to provide workload relief.

Section 23.3 Elementary Class Size Triggers

A $750 stipend will be provided each semester to classroom teachers when the class size exceeds the class
size goal by one (1) or more students, based on the average monthly count completed on the first student day
of each month October through January, and February through June.

Additionally, paraeducator class size support shall be allocated to each school site in August based on
enrollment projections. Each school site shall be allocated class size support using the following formula: one
(1) hour of class size paraeducator support for every two (2) students over the class size goal for each
classroom, multiplied by 70%, up to a maximum of 210 hours District-wide. The building Principal, shall
assign each school site’s allocation in an equitable manner, based on identified needs once the school year
begins. Those classes with the largest class sizes will receive priority consideration.
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An additional count will be taken on the 10™ school day for the purpose of allocating remaining class size
paraeducator support (not to exceed 300 hours District-wide per school year) and reallocating existing class
size paraeducator support as necessary throughout the District. The additional para educator support will be
authorized no later than the 12" school day and filled pursuant to the regular staffing practice.

On February 1, an additional count will be taken for the purpose of adding or reallocating class size
paraeducator support (not to exceed 300 hours District-wide per school year) in an equitable manner
throughout the District, to accommodate changes in class size.

Work of the paraeducator shall be directed by the assigned teacher.

Following the count days, District administrators and PEA representatives will meet to discuss the class size
loads district-wide and any anticipated problem situations. Throughout the year, as specific class size issues
arise, the parties will meet to discuss the issues.

If an individual class is six (6) or more students over the class size goal, or 33% of classrooms at a school are
above the class size goal, the Chief Academic Officer, the Association, and the affected teachers, including
specialists, will meet to discuss additional paraeducator assistance, release time, balancing class sizes within
the building, additional staffing (certificated or classified), and/or compensation.

Resource room teachers are excluded from the process above. Staffing is done using a different process,
which includes the consideration of individual student needs. A resource staffing report will be provided to
the PEA by October 15.

Section 23.4 Combination Classrooms

The Principal shall conduct a staff meeting among all classroom teachers affected by the establishment of a
combination classroom to discuss the criteria and the procedures for its formation. The number of students
in a combination primary room shall not be more than 23 students and 25 in an intermediate room. The number
of students in a combination primary/intermediate room shall not be more than 24 students. The District will
make a reasonable effort not to assign non-sequential combination classes.

Upon creation of a combination classroom the appropriate Chief Academic Officer will meet with the
impacted employee(s) and a PEA representative to consider options to alleviate the curriculum concerns,
including but not limited to additional certificated or paraeducator assistance, release time, and compensation.

Section 23.5 Inclusion of Special Education Students

Where special education students from self-contained classes are in an elementary classroom for instruction,
those students count as part of the class size if they are in that class more than five (5) hours per week.
However, students mainstreamed for recess should not count as part of the class size.

Secondary special education students shall be included in class size counts if assigned.

Paraeducators who are assigned in Elementary or Secondary one-on-one assignments shall accompany the
student during time with specialists or in general education activities. If an Elementary or Secondary
paraeducator is not assigned in a one-on-one assignment, coordination of when the paraeducator shall
accompany students during time with specialists or in general education activities shall be made by the general
education teacher, the special education case manager, and the Principal (if requested by either party).

Section 23.6 Secondary Class Size Triggers

To address class size issues at the secondary schools, teachers with a total workload of 150 students and above
will receive a stipend based on the chart below.
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Stipend Per Total Student Stipend Per
Total Student Semester Workload (0.4 FTE) Semester
Workload (0.2 FTE)
31 $100 60 - 62 $200
32 $200 63 — 64 $400
33 $240 65 — 66 $480
34 $280 67 — 68 $560
35 or more $320 69 or more $640
PE: 35 $100 PE: 70-72 $200
PE: 36 $200 PE: 73-74 $400
PE: 37 $240 PE: 75-76 $480
PE: 38 $280 PE: 77-78 $560
PE: 39 or more $320 PE: 79 or more $640
Jr. Hi Music: 47 or more $200 Jr. Hi Music: 93 or more $400
Sr. Hi Vocal: 42 or more $200 Sr. Hi Vocal: 83 or more $400
Sr. Hi Instrumental: 37 or $200 Sr. Hi Instrumental: 73 or $400
more more
Total Student Stipend Per Total Student Stipend Per
Workload (0.6 FTE) Semester Workload (0.8 FTE) Semester
90 -93 $300 120 - 124 $400
94 — 96 $600 125128 $800
97 - 99 $720 129 - 132 $960
100 - 102 $840 133 -136 $1,120
103 or more $960 137 or more $1,280
PE: 105-108 $300 PE: 140-144 $400
PE: 109-111 $600 PE: 145-148 $800
PE: 112-114 $720 PE: 149-152 $960
PE: 115-117 $840 PE: 153-156 $1,120
PE: 118 or more $960 PE: 157 or more $1,280
Jr. Hi Music: 139 or more $600 Jr. Hi Music: 185 or more $800
Sr. Hi Vocal: 124 or more $600 Sr. Hi Vocal: 165 or more $800
Sr. Hi Instrumental: 109 or $600 Sr. Hi Instrumental: 145 or $800
more more
Total Student Stipend Per Total Student Stipend Per
Workload (1.0 FTE) Semester Workload (1.2 FTE) Semester
150 — 155 $500 180 - 186 $600
156 — 160 $1,000 187 - 192 $1,200
161 - 165 $1,200 193 - 198 $1,440
166 — 170 $1,400 199 - 204 $1,680
171 or more $1,600 205 or more $1,920
PE: 170-175 $500 PE: 204 - 210 $600
PE: 176-180 $1,000 PE: 211 - 216 $1,200
PE: 181-185 $1,200 PE: 217 - 222 $1,440
PE: 186-190 $1,400 PE: 223 -228 $1,680
PE: 191 or more $1,600 PE: 229 or more $1,920
Jr. Hi Music: 231 or more $1,000 Jr. Hi Music: 277 or more $1,200
Sr. Hi Vocal: 206 or more $1,000 Sr. Hi Vocal: 247 or more $1,200
Sr. Hi Instrumental: 181 or $1,000 Sr. Hi Instrumental: 217 or $1,200

more

more
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Junior High Microsoft Innovative Educators will receive a stipend based on the total number of students
served divided by two (2).

The following are excluded from the above provision: JAG, advisory, homeroom, and TAs. These excluded
positions shall be eligible for relief at the building level through the money distributed to the building on an
FTE basis.

Under special circumstances, an employee may have an unusually small class. In such cases, if the small class
negatively affects the overall daily class size trigger amount, the employee shall discuss the matter with
Human Resources and a PEA Representative to determine the appropriate class size trigger.

If an individual class is ten (10) or more students over the corresponding class-size goal, or the employee has
a total student workload impact of 20% more than the daily class-size goal, the Chief Academic Officer, the
Association and the affected teacher will meet to discuss additional paraeducator assistance, release time,
balancing class sizes within the building, additional staffing (certificated or classified), and/or compensation.

Stipends will be paid each semester based on the average monthly count completed on the first student day
of each month October through January, and February through June.

Section 23.7 Counselors

In addition to their base contract, and any other required supplemental days, elementary counselors will be
issued supplemental contracts for one (1) additional day to be paid at their respective per diem rate and
secondary counselors will be issued supplemental contracts for 15 additional days to be paid at their respective
per diem rate. Unless mutually agreed upon by a secondary counselor and his/her supervisor, ten (10) of these
days will be the ten (10) workdays prior to the beginning of school and five (5) will be scheduled at the
employee’s discretion to meet the duties of their job.

The District will continue to explore mental health counseling support for students in addition to the
traditional District counseling staff.

Section 23.7.1 Counselor Workload Stipends

To address Counselor workload, Counselors will receive a stipend each school year based on the chart
below. Stipends will be paid based on the official enrollment counts on October 1 divided by the total
counseling FTE. Counselors with a split assignment working at different levels shall receive a prorated
stipend by FTE/Student workload at each level. In the event an employee believes his/her total student
workload is excessive, a meeting with the Assistant Superintendent of Student Learning shall be
convened to consider options to relieve workload, including but not limited to, additional staffing,
classified assistance, or additional compensation.

ELEMENTARY:
Total Student Workload Stipend Per Year
650 — 699 $500
700 — 749 $750
750 — 799 $1,000
800+ $1,250
JUNIOR HIGH:
Total Student Workload Stipend Per Year
350 — 399 $500
400 — 449 $750
450 — 499 $1,000
500+ $1,250
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HIGH SCHOOL.:

Total Student Workload Stipend Per Year
350 — 399 $750
400 — 449 $1,000
450 — 499 $1,250
500+ $1,500

ARTICLE 24. SPECIAL SERVICES

Section 24.1 General

Special Services programs provide support and intervention for students who have health needs and/or who
have been identified for specific interventions. Current special services policies and regulations are available
on the Puyallup School District website. All students are general education students first. An individual
student can receive additional support through special services programs when he/she qualifies by meeting
eligibility criteria. Collaboration between special and general education staff is essential to plan, implement,
and assess appropriate support including but not limited to Individual Education Plans (IEP), Functional
Behavioral Assessments (FBA), and Behavior Intervention Plans (BIP). Placements of students with
Individual Education Plans (IEPs) will be in the least restrictive environment as determined by the IEP team
and will be consistent with State and Federal guidelines and regulations.

Workspace. Employees will work with special services administrators and assigned building Principals to
identify appropriate work and/or teaching spaces. A secure space will be available to keep confidential
materials. In addition, the employee will be given access to the following at their work site: locking storage,
a computer, a color printer, and a phone.

Special Services Program Definitions:

1. Special Education provides a full continuum of services for students with disabilities, ages 3-
21 within an appropriate, individualized program for each student in the Least Restrictive
Environment (LRE) consistent with State and Federal regulations. Certificated Staff include:
Elementary and Secondary Special Education Teachers, School Psychologists, Speech and
Language Pathologists, Behavior Specialists, Occupational and Physical Therapists,
Audiologists, Teachers of the Visually Impaired, Orientation/Mobility Specialists, Education
Specialists, Teachers of the Deaf & Hard of Hearing.

2. Title I/LAP (Learning Assistance Program) provides supplemental services in reading, writing,
or mathematics to struggling students. Certificated Staff include: Title I/LAP teachers.

3. English Learner (EL) program provides language acquisition instruction for students who
qualify. Certificated Staff include: teachers.

4. Health Services provides services to students having medical or health related concerns. Staff
include: Registered Nurses.

5. Section 504 (students) of the Rehabilitation Act of 1973 is a federal regulation that directs
school districts to provide accommodations for students with disabilities. These students may
or may not be eligible for special education services as well.

6. Support Center provides services in academic instruction to students with a variety of
disabilities ranging from severe to profound. In addition to instruction in academic subject
areas, the program also offers modified curriculum instruction which may include a
combination of the following: functional academics, daily living skills,
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10.

11.

12.

13.

14.

15.

16.

17.

prevocational/vocational skills, behavior skills, and social skills.

KITE (Kids in Therapeutic Education) provides services to students with behavioral challenges
(mild to severe) within a self-contained and general education setting. Instruction focuses on
behavior and academic areas.

EXCEL (Exceeding Challenges through Education and Life Skills) provides services to
students having moderate to profound physical and developmental disabilities, including some
students who are non-ambulatory and non-verbal. Instruction and therapy focus on functional
academics, communication and living skills.

DHH (Deaf and Hard of Hearing) provides services to students who are deaf and/or hard of
hearing. Instruction focuses on academic areas in a small group setting and/or general
education classroom.

WRAP provides services to students with significant delays in social skills, communication,
and behavior which is primarily related to or caused by autism, without accompanying
significant cognitive, language or adaptive delays. Students may also have associated sensory,
motor, and/or academic needs.

ECSE (Early Childhood Special Education /preschool) provides services to students age 3-5
having developmental delays.

Developmental Kindergarten provides services to kindergarten age students with
developmental disabilities within a self-contained setting.

Summit provides an interim program for secondary students that focuses on the reintegration
to a high school environment. Instruction focuses on academics as well as transition plans.

IAES (Interim Alternative Educational Setting) provides temporary placement for students
with discipline issues up to 45 school days.

Advance provides services to young adults age 19-21 with mild to moderate developmental
disabilities. Instruction focuses on independent living skills, community access and vocational
skills.

Gateway provides access and experiences for students age 19-21 that will assist in establishing
access to adult services, volunteer services, community accesses, and life skills.

Resource provides in-class or pull-out services to students with identified needs in all building
locations.

Section 24.2 Special Education Extra Supplemental Days

Each psychologist will receive 11 extra days at per diem. Each nurse will receive ten (10) extra days at per
diem. Each SLP will receive six (6) extra days at per diem. Each OT, PT, and Audiologist will receive three
(3) extra days at per diem, and each special education teacher will receive four (4) and one half (1/2) extra
days at per diem to prepare individual education plans and/or assessment reports, or hold meetings related to
such responsibilities as determined by the employee. One half (1/2) day of the four (4) and one half (1/2) days
will be used for District directed professional development related to compliance and special education
requirements. There will be more than one opportunity for these professional development trainings. Part-
time employees (except nurses) shall receive a pro-rated number of days based on their FTE.
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Each employee will have the option to convert one (1) of his/her extra supplemental days into three (3) days
of release time to complete work on or off site. Employees who elect to work off site must inform their
Principal of their selected work location and must be available by telephone. These days shall not be combined
with holidays, school breaks, or personal leave days. Employees electing this conversion must notify Human
Resources no later than October 1.

Payment for all extra supplemental days will be spread over the December-August pay periods in equal
installments.

Section 24.3 Class Balance/Work Load/Case Load

Classes are formed taking into consideration the balance of student needs and the consequent demands on
teacher/specialist time and available resources. At all times efforts will be made to ensure that the Special
Services and General Education teachers work together to create balanced classrooms. It is considered best
practice to look at scheduling and placement early to provide a smooth transition for each student.

The District will evaluate special services caseload and workload using student data. Caseload consideration
for special education staff will include current IEPs only (does not include referrals). A staffing report for
ESAs and special services staff will be provided to PEA by October 15.

The District shall make efforts to balance caseload numbers for equitable workload.

IEP case managers will be compensated $50 for each qualifying IEP on the employee’s caseload in the current
school year. Compensation will be based on the June 1 count to be paid on the employee’s July pay warrant.

An employee may request a workload impact meeting with the program administrator and a PEA
representative to discuss caseloads when one of the numbers below is reached or the employee believes his/her
caseload is excessive. If a mutually agreeable resolution cannot be reached, the employee and PEA
representative may request a meeting with the Executive Director of Special Services to resolve the issue.

Secondary Caseload Numbers:
Summit 14
IAES 12 per session
Resource 32
KITE 13
Advance 14
EXCEL 13
WRAP 14
Support Centers 14

Elementary Caseload Numbers:
ECSE 26
Resource 32
KITE 12
WRAP 12
EXCEL 9
Support Centers 14

The caseload numbers shall be pro-rated for part time employees.

A $750 stipend will be provided each semester to classroom teachers when the class size exceeds the caseload
goal by one (1) or more students, based on the average monthly count completed on the first student day of
each month October through January, and February through June.
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SLPs, OTs and PTs have caseloads which may include a combination of related, direct, consultative, and
integrated services. An employee may request a workload impact meeting with the program administrator and
a PEA representative to discuss solutions for workload concerns. If a mutually agreeable resolution cannot be
reached, the employee and PEA representative may request a meeting with the appropriate administrative
supervisor to resolve the issue.

The positions listed below are unique. An employee may request a workload impact meeting with the program
administrator and a PEA representative to discuss solutions for workload concerns. If a mutually agreeable
resolution cannot be reached, the employee and PEA representative may request a meeting with the
appropriate administrative supervisor to resolve the issue.

Audiologists EL

Nurses Teachers of the Visually Impaired
Psychologists Orientation and Mobility Specialists
Title I/LAP

The workload impact meeting conversation will include consideration of the following factors before a
solution is determined to be necessary:

Number of IEPs and number of minutes on IEPs

Existing paraeducator, COTA, SLPA, psych intern support
Space and equipment available

Number of sites/schools and travel time

Specific student and behavioral needs

Other unusual and/or impacting factors

A pool of $200,000 will be available for possible solutions.
ESAs and nurses shall not be assigned supervision for Advisory and homeroom.

Section 24.4 Determining Special Service Delivery Models

Each building staff will have the opportunity to be informed about the service delivery models at their site.
Discussions may include sharing research, identifying resources, sharing relevant information, and providing
feedback in order to best meet the individual needs of students.

Service delivery models are dependent on the student population and needs and must align with State and
Federal regulations.

Section 24.5 Review of IEP Program/Placement

If a student is not progressing as expected or projected on the IEP, the teacher will notify the case manager.
The case manager will call for an IEP team meeting, if appropriate, to be scheduled as soon as possible to
review the current program/placement.

Section 24.6 Students with Health Conditions

Employees will be notified when a student who has a health condition, which may require emergency
procedures, prior to being placed in any program. A meeting will be scheduled, if possible, before placement
to discuss and resolve concerns relating to the emergency procedures appropriate to the student and reflected
in the emergency plan.

Section 24.7 Special Education Student Information
The case manager will provide all relevant special education student information to each applicable service
provider(s), including general education staff and specialists, as soon as possible.
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Section 24.8 General Education Role as it Relates to Meeting the Needs of Students Receiving Special
Education Services

A

Role of General Education Teacher. The role of the general education teacher is to collaborate
with the special education teacher and IEP team in order to provide appropriate
accommodations and assist the student in achieving IEP goals and grade level expectations.
General education teachers in whose classes the student is enrolled are invited to and shall
participate in developing the individualized education plan and will support implementation
within the general education setting.

Role of Special Education Teacher. The role of the special education teacher is to be the case
manager for students with IEPs or in the referral process. The teacher works with the IEP team
to develop an appropriate IEP and implements, monitors, and collaborates with school staff
and parents. In addition, the special education teacher works with the IEP team to coordinate
appropriate accommaodations, assessments, instruction, evaluation, and resource materials. The
special education teacher will be the primary contact person with the parent for IEP related
issues or questions.

Role of Student Review Committee. The role of the Student Review Committee (SRC) is to
discuss student concerns and explore and recommend appropriate interventions,
accommodations, modifications, and options for any student based on the student’s physical,
social, academic, and psychological needs.

Role of Other Service Providers. The role of other service providers (SLP, OT/PT, school
psychologists, etc.) in supporting and serving staff and students will be determined by the
student’s IEP requirements for specially designed instructions and/or related services and
coordinated through the building support team and/or SRC, the classroom teacher involved,
and the special education teacher.

Section 24.9 Special Services Professional Development

On an annual basis the District shall provide workshops available to general education staff members
regarding suggested interventions to assist students with behavioral and academic challenges, data
collection/documentation techniques, and other relevant topics as appropriate.

Section 24.10 IEP Review Process:

The IEP review process shall be used as a professional support system to assist employees with the
development of effective and compliant IEPs. If an IEP is requested for review, a reasonable schedule for
review shall be developed that provides the employee with at least three (3) school days for the employee to
make any recommended changes.

Section 24.11 Summer IEP Work

It is the expectation that IEP work be completed during the school year. On occasion when requested by a
PSS Administrator to undertake unexpected IEP work in the summer, employees agreeing to perform the
work shall be compensated at per diem for a pre-approved amount of time.

Section 24.12. WA-AIM
All special services staff administering WA-AIMs shall be allowed one (1) release day to prepare testing
materials, and up to four (4) hours paid at per diem for every WA-AIM submittal, submitted to the State by

the deadline.
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ARTICLE 25. PARAEDUCATORS

Section 25.1
Assistants and paraeducators may be employed to aid professional school personnel wherever it is indicated
that such services will provide for improvement in the school programs.

Assistants and paraeducators shall not assume professional responsibility for the guiding of instruction or the
control of students for instructional purposes. These responsibilities reside with the professionally certificated
employee.

Employees shall not be required to do paraeducator evaluations, however they are encouraged to provide
input, so a fair evaluation can be written for the paraeducator.

Section 25.2
Playground, bus, and recess supervisors shall not be considered as performing professional instructional
responsibilities.

Section 25.3

Employees who are assigned paraeducators shall only be responsible for supervision of the paraeducator while
the employee and paraeducator are at the same worksite. Employees shall not be responsible for supervision
of a paraeducator during the employee’s lunch or planning period.

Section 25.4 Staff Utilization

The safety of students at school is a shared responsibility of all the certificated and non-certificated staff. The
supervision of students before school, after school, in the lunchrooms, during recesses, during passing periods,
and in non-instructional settings shall therefore also be a joint responsibility. In making provision for the
prudent supervision of students, it shall be the goal in each building to balance the supervisory responsibility
among all staff members. However, within the limits of the staff hours allocated to each building, certificated
staff shall be utilized in roles where certificated persons are required to perform the work, and non-certificated
staff shall be utilized where possible to release certificated staff to perform those tasks. The assignments of
the personnel allocated will vary from building to building in response to the collaborative decisions of
building staff and administration. If an accord cannot be reached in a building, the administrator shall
implement temporary assignments and the parties shall seek facilitation of an accord in a timely fashion.

ARTICLE 26. BUILDING STANDARDS

Section 26.1

To ensure that an optimum learning environment exists in a new, remodeled or rebuilt school, an advisory
committee of five (5) members including the Executive Director of Facilities shall be formed to represent the
facility in question. The Central Administration shall appoint two (2) members; the Association shall appoint
two (2) certificated employees. The function of the committee shall be to:

A. Assist the Executive Director of Facilities in determining the progress toward readiness of the
facility to be opened using the Board approved educational specifications as the measure of
completion.

B. Make recommendations to the Executive Director of Facilities on what planned work is to be

completed before occupancy. This planned work will be incorporated into the punch list
attached to the “Certificate of Substantial Completion.”

C. Assist the Executive Director of Facilities in selecting alternate housing options or a delayed
school opening.
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Said committee shall make its recommendations on readiness or alternatives at least two (2) weeks in advance
of the opening of school. If said committee finds deficiencies with respect to the Educational Specifications,
it shall recommend what work needs to be completed before occupancy should occur to: 1) The Executive
Director of Facilities, who will incorporate items into the “punch list” attached to the “Certificate of
Substantial Completion”; 2) The Association President; and 3) The Superintendent, who will share the
recommendations with the School Board as a part of his/her regular reports on the status of District facilities.
If occupancy occurs before completion of the recommendations, the District shall report to the committee as
to the status of the committee's recommendations and specify the date by which the work is expected to be
completed.

Section 26.2
The District will provide each employee a laptop computer or access to a computer to effectively carry out
their work responsibilities.

Each existing classroom shall be equipped with a means of communicating with the Main Office. Each site
will have a phone designated for faculty use for private conversations. The need for staff members to receive
messages at work is recognized, and in each building this process will be collaboratively arrived at for utilizing
the system and persons available. However, it is agreed that staff members will, except in emergency cases,
restrict their use of phones to times that will not diminish the District from the educational process and that
personal business calls should be made outside the school day.

ARTICLE 27. STUDENT DISCIPLINE, SAFETY
AND SECURITY OF STUDENTS AND STAFF

Section 27.1 No Tolerance Policy

The District and the PEA are jointly committed to providing quality educational programs in a warm, open,
and supportive environment which protects the safety and security of all students and staff. Therefore, the
parties agree that an optimal teaching and learning climate for staff and students requires a no tolerance policy
for weapons, dangerous devices, and assaultive behavior. The parties recognize the increasing incidence of
weapons, dangerous devices, and serious assaults in the society in general and in the nation's schools, and
recognize that with such serious misbehavior, experience has shown that normal sanctions less severe than
expulsion have failed to preserve a safe and orderly educational environment.

Section 27.2 Prohibition of Weapons and Assaultive Behavior

To achieve the above, it is agreed that possession or use of weapons, explosives, firecrackers, illegal knives,
or other items capable of producing bodily harm shall be prohibited. Consistent with student due process and
other legal requirements, the normal penalty shall be expulsion for possession or use of any weapons or
dangerous devices, including but not limited to any weapon listed as a deadly weapon in RCW 9A.04.110 or
local ordinances. Likewise, when any item is used by the aggressor as a weapon, or which a victim reasonably
believes to be a weapon, the same sanctions will apply. Further, it is agreed that the normal penalty is
emergency expulsion and other appropriate sanctions for any student who commits a serious assault. Serious
assaultive behaviors are defined as either physical assaultive behavior (purposeful assaultive, aggressive
behavior, with intent to do serious harm), or verbal assaultive behavior (racial threat or threat to do serious
bodily physical harm, either student-to-student or student-to-staff). An emergency expulsion shall continue
if the Superintendent or designee has good and sufficient reason to believe the student’s presence poses an
immediate and continuing danger to an employee, a student, other students or school personnel, or an
immediate and continuing threat of substantial disruption of the class, subject, activity, or educational process
of the students’ school. In making that determination, the hearing officer shall solicit input from the staff and
administration of the building directly affected.
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Section 27.3 Assistance and Support

The District shall provide prompt assistance and support to employees in connection with student discipline
problems. An administrator or acting administrator, volunteering to be invested with the authority to act as
such, shall be available during school hours. When the administrator is away from the building but in the
District, an administrator shall be on call. When the building administrator is out-of-district or absent for half
(1/2) the day or more, a substitute shall be provided when needed to maintain the building administrative
coverage, unless a building's assistant Principal is available. Administrative Interns or former Interns may be
asked to accept the administrative responsibility as long as coverage is provided for their assigned classes. At
the beginning of each school year, the Principal will inform the staff of designees who will assist with
emergent issues in their absence.

In the maintenance of a sound learning environment, the employee and the District shall expect and work to
enforce acceptable behavior on the part of all students who attend schools in the District. Employees shall
operate within State law and District policy in maintaining good order and discipline in their classrooms at all
times.

Without revealing specific information regarding criminal histories, medical histories, or specifically
protected private information, employees who work directly with the student will be notified in an appropriate
manner of students who have exhibited serious assaultive behavior at least one (1) school day prior to their
admittance to classrooms, if such information is known in advance of the student’s admittance. Staff members
so informed shall treat the information as confidential. A safety plan shall be developed by impacted
employees and other appropriate building staff, (which may include the Principal, Counselor, Security,
Education Specialist, Special Services, etc.) and communicated to all impacted staff within three (3) student
days or less. The safety plan shall be implemented as quickly as possible.

In the event the employee experiences safety concerns in the workplace due to serious assaultive student
behavior, the employee shall report said concerns to his/her Principal or administrative supervisor who will
act to remediate the concern. Upon request by the teacher, remediation will include removing the student from
the classroom until such time as interventions can be implemented.

All Special Education staff who work with potentially violent students will be directed to attend age
appropriate training, either during the regular work day or, if the employee prefers, outside the regular work
day paid at the professional rate.

All employees working directly with potentially violent students may be directed and shall have the
opportunity to participate in training either during the work day or after the work day paid at the professional
rate.

All other employees working with potentially violent students may have the opportunity to participate in
training through professional development offerings scheduled throughout the school year.

Section 27.4 Removal from Class or Subject

If a student creates a disruption of the educational process in violation of the building disciplinary standards
while under a teacher's immediate supervision, the teacher shall first attempt one or more alternative forms of
corrective action. If reasonable attempts have been exhausted, or in emergency circumstances, the student
may be excluded by the teacher from his/her individual classroom and instructional or activity area for all or
any portion of the balance of the school day in accordance with Federal and State laws, if applicable, or until
the Principal or designee and teacher have conferred.

With the consent of the teacher, the excluded student shall be returned to the class once the disruption ceases
and the behavior has been addressed or the Principal/designee imposes corrective action and notifies the
teacher. An excluded student may be temporarily placed in another teacher’s classroom upon mutual
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agreement of the impacted employees.

If further concerns arise, within three (3) school days of written notification (to Principal or his/her designee)
of a behavior problem, the impacted employee shall have the right to meet and confer with the building
administrator.

If a student makes a serious unfounded allegation against an employee, the employee may request a meeting
with the Principal/supervisor to discuss options regarding the student. Further, the authority of certificated
employees to use prudent disciplinary measures for the safety and well-being of students and employees as
well as the authority to use standard disciplinary measures for each disabled student, except where notification
to the contrary has been provided to staff, is supported by the District. In the exercise of authority by an
employee to control and maintain order and discipline, the employee may use reasonable and professional
judgment, including reasonable and prudent use of physical constraint, to protect harm being done to a student,
another staff member, or to him/herself.

Section 27.5 Disciplinary Standards
On or before September 30 of each school year, each building Principal and his/her teaching staff shall meet
to develop and/or review building disciplinary standards and uniform enforcement of those standards. Visitor
access regulations will be in the employee handbook. In addition, the special education guidelines will be
reviewed.

ARTICLE 28. SAFE WORKING CONDITIONS

Employees shall not be expected to work, teach, or supervise students in an area where such work would
likely result in physical or emotional harm to said employee(s) or student(s). When the staff member(s) and
site administrator(s) indicate a hazardous condition exists, the concern will be acted upon within five (5)
working days. If there is a disagreement as to the hazardous condition, the matter may be referred by either
party to the appropriate state or county agency for determination. If the safety concerns relates to workload,
then it shall first be taken up with the Principal.

All rooms in which students are required to eat lunch shall be cleaned daily, including floor, sinks, and trash
removal.

Employees shall promptly report any safety hazards or unsafe conditions they are aware of to their immediate
administrator. The District shall advise employees of any unsafe working condition(s), as determined by a
state or county agency, which would pose an immediate and substantial threat to their or their students' health
in the areas in which they work. A copy of the notification to the employee(s) will be sent to the Association
President within five (5) working days of receipt of the same by the District. Within five (5) working days
following the District’s receipt of facility environmental testing prompted by an Association complaint, a
copy of all environmental test results shall be provided to the Association President.

ARTICLE 29. DISTRICTWIDE COMMITTEES

Section 29.1 Instructional Program

The Superintendent or his/her designee shall post the existence of regular District-wide instructional program
committees in each building each school year. Criteria for membership, contractual rate of pay, if offered, if
any, and the available openings on the committees, if any, shall be listed at the time of posting. Employees
shall have five (5) working days after the date of posting to indicate to the appropriate administrator their
desire to serve on said committee(s). Employees are not required to participate in district-wide committees
outside the seven and one-half hour (7.5) work day. Such participation is strictly voluntary. Administration
shall not coerce or intimidate employees to participate on committees, particularly employees new to the
District, and/or profession. Committee work outside of the seven and one-half hour (7.5) work day shall be
compensated at the stated professional rate of pay.
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Section 29.2. Educational Technology Committee

An ongoing educational technology committee, comprised of three (3) employee representatives (one
elementary, one junior high and one high school), shall be convened on a regular basis to address concerns
related to the current grade reporting technology tool (Schoology), use of 1:1 devices, and other educational
related technology tools/programs. The committee shall act as a clearinghouse for quick tips and work-around
tactics as well as provide feedback through the technology department to the software manufacturer for
updates and modifications to the program. The committee shall also have the opportunity to provide input,
pilot, and/or trouble shoot all new technology prior to implementation across the District.

The three (3) committee representatives will meet with the technology department at least three (3) times per
year to provide input and to address technology concerns. Committee representatives shall be paid at the
professional rate for attending meetings outside the regular work day.

One (1) employee volunteer from each work site shall be designated as the technology contact, who will
work with a committee employee representative to problem solve, provide input, and disseminate
information back to employees at the work site regarding technology issues. The building technology
contact will be eligible for a stipend from the building stipend funds in Appendix C.

Section 29.3. Evaluation Committee

An evaluation committee (consisting of no more than seven participants from PEA, seven building
administrators, and seven District administrators) will meet three times each year to review the process and
the quality of the outcomes (including professional development of teachers and Principals, ESA and
support personnel evaluation processes, and potential processes and supports for probationary employees);
to discuss needed revisions to the evaluation forms, and recommendations to be made back to the bargaining
teams. Participating employees will be compensated at their per diem rate for committee meetings outside
the seven and one half (7.5) hour work day. The district shall pay for the cost of the necessary substitutes for
teachers on the committee if meetings are held during the workday.

Section 29.4. Staff and Student Safety Committee

The District and Association agree that staff and student safety is paramount. A joint committee consisting
of no more than seven participants each from PEA and the District will meet during 2018-19 to review staff
safety concerns, options for students needing additional behavior supports, alternatives to classroom
exclusion, and tiers of intervention supports design to keep students engaged in the classroom. Participating
employees will be appointed by the PEA President and will be compensated at the professional rate for
committee meetings and work required by the committee chair outside the seven and one half (7.5) hour
work day. The District shall pay for the cost of the necessary substitutes for members of the committee if
meetings are held during the workday.

Section 29.5 Other Committees

The District may request that an employee serve on a District committee and building level administrators
may request that an employee serve on a building level committee. Each employee shall not be subject to
reprisals for choosing not to serve on District or building level committees. When the District or building
administrator deems appropriate, released time shall be provided for participation on said committee(s).
Employees who choose to participate on District wide or building level committees outside the seven and one
half (7.5) hour work day will be compensated at the professional rate.

Section 29.6 Composition

The composition of district wide task forces and committees shall be reviewed by the Association President
prior to a committee meeting to ensure appropriate representation of Association members.
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ARTICLE 30. STUDENT TEACHERS

The Board and Association agree that the acceptance and proper deployment of student teachers in the
Puyallup School District can constitute a significant contribution to the improvement of the educational
profession.

The following parameters will be in place regarding student teachers:

1. Assignment only with an experienced teacher
e Three (3) or more years of teaching experience
e Current evaluation rating of Proficient or Distinguished

2. Only one (1) student teacher per year per supervising teacher
3. The program is voluntary
4. If a placement is found to be unsatisfactory for any reason, the cooperating teacher, Principal,

university supervisor, and the administrator in charge of student teachers shall meet to discuss
the concern and consider a change in assignment.

5. Employees selected to work with a student teacher shall be compensated by the sponsoring
university and will be compensated in the same manner as any other employee if asked to cover
a class during their planning period.

ARTICLE 31. GRADING STANDARDS

Teachers are responsible for setting permissible standards for grading students, communicating those
standards, and fairly applying them. The use of standardized “pull down” comments shall be considered
sufficient and narrative comments shall not be required. Such grades and/or comments will only be changed
in accordance with the law or District policy. Prior to making any decision which alters any grade or comment
or making a recommendation to alter a grade or comment, a building administrator/supervisor will study the
records, ascertain the factors involved, and consult with the employee who gave the grade. If a grade or
comment is altered by a District representative, the employee and parent/guardian of the impacted student
shall be notified in writing, and a narrative comment will be noted on the report card indicating that the grade
or comment was provided by someone other than the employee. (See WAC 180-44-010 and RCW
28A.04.120)

Grading Reporting
In order to provide sufficient time for employees to adequately prepare student progress and report cards,
the following parameters will be in place:

1. The open window period for completing report cards shall be at least ten (10) school days.

2. The open window period for completing progress reports shall be at least five (5) school
days.

3. The open grading windows will be communicated to employees in September.

4. When applicable, administrator review of report cards shall begin no earlier than the 4" day

of the open window period.

5. If employees have provided the Principal with their report cards no later than the 4" day of
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the open grading window, they shall be notified of any requested changes no later than the 3™
to last day of the open window period.

ARTICLE 32. DIGITAL LEARNING

If the District provides digital learning opportunities for students, the following parameters shall be in place:

1.

The parties agree to have ongoing discussions regarding the operation and potential
expansion of the District’s On-Line Academy with the goal of providing learning
opportunities for students in a unique and flexible environment using digital curriculum.

Employees will be used to guide student learning, subject to all parameters of the negotiated
agreement. If employees are assigned online work within the regular work day, they shall be
compensated as part of their FTE or buy-out of their planning period. Online extra work
with students outside the contracted work day will be compensated at the professional rate.

Instructional and seat time for students varies with most students attending only one (1) to
two (2) labs weekly.

Flexible scheduling for staff may be necessary but will follow the regular CBA guidelines of
a continuous 7.5 hours work day with appropriate planning and lunch, unless an alternative
schedule is agreed upon by both administration and the impacted employee.

Employees shall have the professional responsibility to determine appropriate curriculum
modules for students within the digital learning platform.

Student Workload Stipends. Employees will be paid a stipend based on average monthly
counts completed on the first student day of each month October through January, and
February through June.

1.0 FTE = 200 students for CORE instruction courses (electives are provided by virtual
teachers monitored by paraeducators) and will be prorated for less than 1.0 FTE employees.

Numbers of Students for CORE Stipend Numbers of Students for CORE Stipend
courses 0.2 FTE courses 0.4 FTE

200-207 $200 200-207 $400
208-215 $240 208-215 $480
216-223 $280 216-223 $560
224-231 $320 224-231 $640
232-239 $360 232-239 $720
240-247 $400 240-247 $800
248 or more $440 248 or more $880
Numbers of Students for CORE Stipend Numbers of Students for CORE Stipend
courses 0.6 FTE courses 0.8 FTE

200-207 $600 200-207 $800
208-215 $720 208-215 $960
216-223 $840 216-223 $1,120

80



O© 00 N O O WOWN P

WWWWWRNNMNNMNRNRNNNMNNMNERRRR R R R R R
EONPOOONOUTRWNRPEPOOOONO®UO M WNIEPREO

224-231 $960 224-231 $1,280
224-231 $1,080 232-239 $1,440
240-247 $1,200 240-247 $1,600
248 or more $1,320 248 or more $1,760
Numbers of Students for CORE . Numbers of Students for CORE

courses 1.0 FTE Stipend courses 1.2 FTE Stipend
200-207 $1,000 200-207 $1,200
208-215 $1,200 208-215 $1,440
216-223 $1,400 216-223 $1,680
224-231 $1,600 224-231 $1,920
232-239 $1,800 224-231 $2,160
240-247 $2,000 240-247 $2,400
248 or more $2,200 248 or more $2,640

Counselor student workload: The workload of counselors will align with the state

requirements for each program (POA and PODS). The workload ratio requirements will be
monitored throughout the year and when ratios are exceeded, consideration for additional

staff will take place. A counselor may request a workload meeting with the program

administrators and a PEA representative to discuss solutions if they believe his/her workload

is excessive.

7. For purposes of Article 7, employees working within the PODS and POA programs

(including counselors), shall be considered their own “programs” (PODS and POA) for

Reassignment and Involuntary Transfers, but shall be grouped within the broader
“employment category” of Secondary Teacher or Counselor for Reduction in Force.

PART IV - SUBSTITUTES

Student Calendar

wCoNUR~wWNE

ARTICLE 33. SUBSTITUTES

Section 33.1 Application of Agreement
The provisions of this section apply only to represented substitutes as defined in Article 1. Only the sections
of this Collective Bargaining Agreement specifically referred to in this Article shall be applied to substitute
employees. The sections of this Agreement applying to substitutes shall be:

Article 1 (Administration of Agreement, Section 1.2 only)
Avrticle 2 (Payroll Deductions, Sections 2.4.1, 2.4.2 and 2.4.3 only)
Article 3 (Grievance Procedure)

Avrticle 4 (Individual Rights, Section 4.1 only)
Article 5 (Staff Protection)

Avrticle 6 (Controversial Issues)

Article 27 (Student Discipline)

Avrticle 28 (Safe Working Conditions)
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Section 33.2 Job Assignments

It is agreed that substitutes work on call and have no guarantee of employment on a day-to-day basis. When
assigning substitutes on a daily basis the following factors will be the basis for selection: Principal or
supervisor request, teacher request, reports of previous placements, formal training, certification,
endorsements, previous substituting experience, immediate availability, demonstrated willingness to accept
assignments, length of time with the District, and administrative convenience. Substitutes are responsible for
carrying out their responsibilities as outlined in the Puyallup School District Substitute Teacher Handbook,
including, but not limited to, following the teacher's lesson plan. The District shall notify substitutes of the
handbook and shall make this accessible.

Section 33.3 Job Exclusion

The District may elect in which buildings and classrooms to utilize a substitute. A substitute may be excluded
from a particular classroom upon request by the classroom teacher. A substitute will only be excluded from
a particular building if a problem is not remediable as determined by the Principal. The Human Resources
Department shall review any decision made by a building administrator to not use a specific substitute.
However, only when the District decides to drop a substitute from its substitute list is that decision grievable
and is grievable only to the extent there is no just cause. For this section, just cause shall include any material
or significant breach of the duties of employees and substitutes, including those outlined in the Substitute
Teacher Handbook, repeated parental complaints, exclusion from multiple schools and/or classrooms,
insubordination, unprofessional conduct, or conduct which reasonable educators would consider detrimental
to students or to their education.

Section 33.4 Compensation

Substitutes pay shall be 0.302% of the base salary for teachers. Senior substitutes shall be paid 103% of the
regular substitute pay rate. A half-day (1/2) shall be defined as four (4) hours and paid at 54% of the regular
substitute full day’s pay. On the 20th day of work in a single continuing assignment, retroactive to the first
day of the assignment, a substitute shall be paid at the per diem rate that employee would receive if paid on
the salary schedule for regular employees. Further, when substitutes are placed in assignments known from
the outset to extend more than 20 days, that per diem rate shall be paid from day one. Substitutes shall not be
asked to leave a long-term assignment (20 days or more) in order to avoid working 20 continuous days and
qualifying for the higher rate of pay. If an employee on a long-term assignment is absent due to illness or
emergency leave, the substitute shall continue to be paid on the salary schedule for regular employees when
able to return to work the assignment. Substitutes will be compensated for all work on the next month’s regular
payroll cycle.

Upon completion of the school year, substitutes shall receive one (1) of the following incentive bonuses: $200
for working the equivalent of 50 full days, $300 for working the equivalent of 70 full days, or $400 for working
the equivalent of 90 plus full days. Substitutes who work exclusively in assessment roles shall not be eligible
for the incentive bonuses.

Section 33.5 Long Term Assignments

When filling a long-term assignment (anticipated to be 20 days or more), the District may: 1) elect to post the
position, 2) select from its applicant pool, 3) retain in the position a substitute who can provide continuity for
the program, or 4) fill the assignment from the substitute pool in the same manner as selection of daily job
assignments. After working 90 days in a long-term assignment, substitutes may request that their building
administrators or program supervisors complete a positive letter of recommendation for their files. The
substitute shall have the option of having the letter placed in his/her personnel file.

Section 33.6 Length of Work Day

The length of the school day is 7.5 hours for substitutes. Except in the case of unusual circumstances, the
substitute shall have the same planning time as the employee for which the substitute has been assigned.
Substitutes expected to work beyond the 7.5-hour work day will be compensated at their extra hourly rate of
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pay. The hourly rate of pay will be based on a 7.5-hour work day and the individual substitute’s classification.
When a substitute teacher is asked to cover for another teacher during planning periods or when asked to teach
during a planning period that has been “bought out,” they shall receive additional compensation if they are
working for the third day or more in a single assignment. The District shall provide a duty-free lunch for
substitutes traveling between buildings, within a single assignment.

Section 33.7 Information Access

Each work site shall identify a mailbox for substitutes to receive copies of general correspondence. Each
substitute shall be provided a weekly bulletin, if available, and each site will determine any other appropriate
means of communicating staff information to substitutes. Substitute teachers shall be provided access to
district email. Substitutes may, upon request through a scheduled appointment, review the contents of the
substitute personnel files kept in the Education Service Center and the reports retained at the schools.
Information regarding high-risk students shall be incorporated in the substitute folder. The District shall
provide substitute teachers with permanent identification badges.

Section 33.8 Required Training Support

It is agreed that FBI and WSP fingerprint reports, and HIV/Hepatitis B training are conditions of employment,
and costs are to be assumed by any person seeking employment in the District. However, employees who
retire from the District and are eligible for rehire shall be automatically accepted into the substitute pool upon
request without application, interview, and FBI/WSP fingerprinting as long as there has been no break in
service from the time the employee retires to the time he/she joins the substitute pool. If the District requires
annual training or additional training of substitutes for specific assignments, the District agrees to compensate
substitutes using an hourly rate of pay, based on a proration of the daily substitute rate for attending such
training.

Section 33.9 Senior Substitutes

Employees who have retired from the District with proficient teaching performance and employees in the
layoff pool will be granted senior substitute status at their request. Any senior substitutes as of September 1,
2018 will be allowed to retain their senior substitute status, provided they abide by the expectations contained
in this article.

A person requesting “senior substitute status” must accept the assignment when offered unless:
1. The substitute is ill or caring for a dependent family member;

2. The substitute has not requested placement at this grade level (K-3, 4-6, 7-12) or in the subject
area of the assignment; or

3. The substitute has not requested one (1) week in advance to be excused from assignments
during the period of the assignment.

A Human Resources administrator may revoke the “senior substitute status” of a substitute who has been

excluded from multiple schools, per section 33.3, or who have not demonstrated satisfactory substitute
performance.
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PART V - MISCELLANEOQOUS

ARTICLE 34. SITE-BASED DECISION MAKING

Section 34.1

The parties affirm a principle of modern management that recognizes some kinds of decisions in the operation
of an organization are best made by the individuals who actually provide a service. A site based decision-
making philosophy is comprised of three (3) main elements: 1) the decentralization and democratization of
appropriate building level decisions; 2) delegation of authority to the building Principal, the site staff and,
where appropriate, parents and community members at that school to make identified changes in the
instructional programs of the school which will improve the education being provided for the students; and
3) development of responsibility among site staff for the determination, execution, and evaluation of the
revised instructional program. Site-based decision making shall involve those who are affected by the
decision. Participation shall be direct or through representation of their choosing.

Section 34.2

Site-based decision making shall only address topics and actions that affect the instructional delivery system
of a specific school site and may include such items as staff development (building in-service), student
discipline, staff utilization, early release days, school goals, programs and priorities, and other building
instructional concerns, but excluding hiring decisions. Staff may at times be asked for their participation in
hiring processes, and their input and reactions to candidates may be solicited.

Section 34.3
Site-based decisions shall not violate Board policies, State law, or this Agreement.

Section 34.4

Special Services staff members who have no school site to which they are attached per se, and/or no building
staff with whom they need to be involved regarding a particular site decision, shall for the purposes of this
Article be considered part of a site-based team assigned to the Special Services Office.

The Comprehensive School Improvement Planning (CSIP) Team will use data and applicable information to
determine student improvement needs and professional development opportunities. The team will design the
annual plan which includes the work to be accomplished and the time lines for implementation. Team
members will ensure that other staff members have been given an opportunity to give input. Following this
input, the building administrator, as the instructional leader, will direct and facilitate the work to be
accomplished.

Prior to the end of each school year, building staff will choose grade level/department representation to reflect
a cross-section of the diversity within the school and community. One (1) team member may be designated
as the representative for more than one grade level or department. Membership is to include at a minimum:
the building Principal, teachers, other support staff, and when appropriate, a parent (if available) and student.
The CSIP committee meetings and assigned work which extends beyond the 7.5-hour workday shall be
compensated at the professional hourly rate. The CSIP team will regularly communicate with and solicit input
from the staff to ensure maximum staff participation in school-wide learning improvement efforts.

ARTICLE 35. TEACHER MENTORSHIP PROGRAM
Section 35.1. Teacher Assistance Program (TAP)
If funded, the District will follow the listed criteria and processes in implementation of the Teacher Assistance
Program in accordance with (WAC 392-196) and the criteria specified.

1. Selection of Mentor and Beginning Teachers
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It is recognized that funding may limit the participation of eligible teachers as per WAC 392-
196. Thus, selection of beginning teacher participants shall be based on their hiring seniority
and willingness to participate. In the event a beginning teacher is unable to participate, the
next eligible beginning teacher will be contacted by the building Principal for participation.

Mentor teachers must meet the criteria specified in the legislation and participation will be on
a voluntary basis. Mentor teacher selection will be based on: a) similarity of assignment to
the beginning teacher (i.e. same grade level and subject area) and b) a willingness to fully
participate in program seminars and related activities.

2. Funding and Compensation

The program will be funded through an allocation provided by the State. Compensation will
be based on 75% of the remaining funds to the mentor and 25% to the beginning teacher.

Section 35.2. Mentor Teacher Program
Individual mentors will be selected by administrators and/or directors. Employees may express interest and
be considered for mentor assignments if they have met the following criterion:

1. Must hold a valid teaching certificate
2. A minimum three (3) years’ experience
3. Must have received Proficient or Distinguished on most recent comprehensive evaluation

Every new employee hired to the district and/or teacher assigned to a different grade level or course will have
access to professional development designed around the District’s Instructional Framework. In addition,
newly hired employees, teachers assigned to a different grade level or course, and/or teachers who received
an evaluation score of “Basic” will have access to a mentor teacher who will provide monthly professional
learning community meetings that have a specific focus on Classroom Environment and Instruction.

Mentees shall have the opportunity to meet with their assigned mentor during scheduled times throughout the
school year and will be provided clock hours for this purpose.

Mentors will be compensated with a $1500 stipend for planning and leading professional development for
new teachers.

Section 35.3 Job Alike Support

Employees new to the District and those who change program or subject area assignment will be provided
with the opportunity to work with a worksite/job alike support person in their first year. Building
administrators/Directors shall select employees to act as support persons based on expressed interest,
experience, and job assignment of employees. Support persons will provide support directly to an assigned
employee new to the District or those who change program or subject area assignment on a day to day, as
needed basis. Up to 7.5 hours of release time shall be provided for the employee and/or support person to use
for observations. In addition, support persons shall be compensated for up to 30 hours at the professional rate
for time spent outside the workday on this assignment.
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For the District: For the Association:
Signature on File Signature on File
Amie Brandmire Date Karen McNamara Date

Chief Human Resources Officer

Memorandums of Agreement
Puyallup School District and the Puyallup Education Association (PEA)

Secondary Planning Time:

Due to planning time equity concerns raised at schools operating on a block schedule for first semester of
the 2018-19 school year, classroom teachers at GVJH will receive 8.5 hours of per diem compensation and
classroom teachers at ERHS will receive 12.5 hours of per diem compensation. Compensation shall be
prorated based on the employee’s FTE and active working days during the semester. Compensation will be
made on the February 2019 pay warrant.

If a long-term solution is not reached by second semester 2019, the same stipend will be applied each
semester in the same manner, until the discrepancy is resolved, throughout the duration of the agreement.

Special Education Collaborative Discussion
During the 2018-19 school year, the parties will meet to engage in collaborative discussions regarding
Special Education processes and current practices.

Schedule B and Schedule D MOU:

The parties will be reviewing Schedules B and D during the next open bargain in 2021. The parties agree to
apply $29,232 to Schedule B and $14,368 to Schedule D from funds that were held in advance from the
2018 open bargain.
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Puyallup School District Annual Salary
2018-20 PEA Salary Schedule 180 DAYS, 5 SUPPLEMENTAL DAYS & 2 PROF DEV DAYS
Years
of BA+90 MA+90
Experience BA BA+15 | BA+30 | BA+45 MA MA+45 PHD
Base Salary 50,073 51,074 52,095 53,138 56,326 59,705 63,288
0 Professional Development Days (PDD) 556 567 579 590 626 663 703
Supplemental Days (BTS) 1,391 1,419 1,447 1,476 1,565 1,658 1,758
Total 52,020 53,060 54,121 55,204 58,516 62,027 65,749
Base Salary 51,219 52,243 53,289 54,354 57,615 61,072 64,736
1 Professional Development Days (PDD) 569 580 592 604 640 679 719,
Supplemental Days (BTS) 1,423 1,451 1,480 1,510 1,600 1,696 1,798
Total 53,211 54,275 55,361 56,468 59,856 63,447 67,254
Base Salary 52,392 53,440 54,508 55,599 58,935 62,471 66,219
2 Professional Development Days (PDD) 582 594 606 618 655 694 736
Supplemental Days (BTS) 1,455 1,484 1,514 1,544 1,637 1,735 1,839
Total 54,429 55,518 56,628 57,761 61,227 64,900 68,794
Base Salary 53,592 54,663 35,157 56,872 60,285 63,901 67,736
3 Professional Development Days (PDD) 595 607 620 632 670 710 753
Supplemental Days (BTS) 1,489 1,518 1,549 1,580 1,675 1,775 1,882
Total 55,676 56,789 57,925 59,084 62,629 66,386 70,370
Base Salary 54,819 55,916 57,034 58,175 61,665 65,365 69,287
4 Professional Development Days (PDD) 609 621 634 646 685 726 770
Supplemental Days (BTS) 1,523 1,553 1,584 1,616 1,713 1,816 1,925
Total 56,951 58,091 59,252 60,437 64,063 67,907 71,981
Base Salary 56,074 57,196 58,340 59,507 63,077 66,362 70,874
5 Professional Development Days (PDD) 623 636 648 661 701 743 787
Supplemental Days (BTS) 1,558 1,589 1,621 1,653 1,752 1,857 1,969
Total 58,255 59,420 60,609 61,821 65,530 69,462 73,630
Base Salary 57,358 58,506 59,675 60,869 64,522 68,393 72,497
6 Professional Development Days (PDD) 637 650 663 676 717 760 806
Supplemental Days (BTS) 1,593 1,625 1,658 1,691 1,792 1,900 2,014
Total 59,589 60,781 61,996 63,236 67,031 71,053 75,316
Base Salary 58,672 59,846 61,042 62,264 65,999 69,959 74,156
7 Professional Development Days (PDD) 652 665 678 692 733 777 824
Supplemental Days (BTS) 1,630 1,662 1,696 1,730 1,833 1,943 2,060
Total 60,954 62,173 63,416 64,685 68,566 72,680 77,040
Base Salary 60,016 61,216 62,440 63,689 67,511 71,561 75,855
8 Professional Development Days (PDD) 667 680 694 708 750 795 843
Supplemental Days (BTS) 1,667 1,700 1,734 1,769 1,875 1,988 2,107
Total 62,350 63,597 64,868 66,166 70,136 74,344 78,805
Base Salary 60,016 61,216 63,870 65,147 69,056 73,199 77,592
5 Professional Development Days (PDD) 667 680 710 724 767 813 862
Supplemental Days (BTS) 1,667 1,700 1,774 1,810 1,918 2,033 2,155
Total 62,350 63,597 66,354 67,680 71,742 76,046 80,609
Base Salary 60,016 61,216 65,787 67,102 71,128 75,396 79,920
10 Professional Development Days (PDD) 667 630 731 746 790 838 888
Supplemental Days (BTS) 1,667 1,700 1,827 1,864 1,976 2,094 2,220
Total 62,350 | 63,597 | 68,345 | 69,712 | 73,894 | 78328 | 83,028
Base Salary 60,016 61,216 65,787 69,115 73,262 77,658 82,317
" Professional Development Days (PDD) 667 680 731 768 814 863 915
Supplemental Days (BTS) 1,667 1,700 1,827 1,920 2,035 2,157 2,287
Total 62,350 63,597 68,345 71,803 76,111 80,678 85,518
Base Salary 60,016 61,216 65,787 71,189 75,459 79,987 84,787
12 Professional Development Days (PDD) 667 680 731 791 838 889 942
Supplemental Days (BTS) 1,667 1,700 1,827 1,977 2,096 2:222 2:355
Total 62,350 63,597 68,345 73,957 78,394 83,098 88,084

revised: 9/17/2018
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Puyallup School District Annual Salary
2018-20 PEA Salary Schedule 180 DAYS, 5§ SUPPLEMENTAL DAYS & 2 PROF DEV DAYS
Years
of BA+90 MA+90
Experience BA BA+15 | BA+30 | BA+45 MA MA+45 PHD
Base Salary 60,016 61,216 65,787 71,189 17723 82,387 87,331
13 Professional Development Days (PDD) 667 680 731 791 864 915 970
Supplemental Days (BTS) 1,667 1,700 1,827 1,977 2,159 2,289 2,426
Total 62,350 63,597 68,345 73,957 80,746 85,591 90,727
Base Salary 60,016 61,216 65,787 71,189 80,056 84,859 89,950
14 Professional Development Days (PDD) 667 680 731 791 890 943 999
Supplemental Days (BTS) 1,667 1,700 1,827 1,977 2,224 2,357 2,499
Total 62,350 63,597 68,345 73,957 83,169 88,159 93,448
Base Salary 60,016 61,216 65,787 71,189 83,658 88,677 93,999
15 Professional Development Days (PDD) 667 680 731 791 930 985 1,044
Supplemental Days (BTS) 1,667 1,700 1,827 1,977 2,324 2,463 2,611
Total 62,350 63,597 68,345 73,957 86,911 92,126 97,655
Base Salary 60,016 61,216 65,787 71,189 87,506 92,757 97,213
Professional Development Days (PDD) 667 680 731 791 972 1,031 1,080
16 + Supplemental Days (BTS) 1,667 1,700 1,827 1,977 2,431 2,577 2,700
Retention Incentive 5 : - - - - 1,100
Total 62,350 63,597 68,345 73,957 90,909 96,364 | 102,094
$5000 annual stipend will be added for employees holding Doctorate degrees
[Educational credits must be from Accredited Universities
2019-20 Increase: 0% (2019-20 IPD was disbursed into the 2018-20 (2yr) salary schedule)
2020-21 Reopen for bargaining Salary Schedule A, Schedule B, Schedule D, and Articles 14, 18, 23, 24 and 27 Only

revised: 9/17/2018
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PUYALLUP SCHOOL DISTRICT
ADDITIONAL ASSIGNMENT SCHEDULE
SEPTEMBER 1, 2018 THROUGH AUGUST 31, 2020
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$ 286.88 APPENDIX B
1st Year 2nd Year 3rd Year 4th Year

HIGH SCHOOL
Activity Coordinator® 12.0 | $3,443 13.1 | $3,758 142 | $4,074 | 153 | $4,389
Annual 12.5 $3,586 13.2 $3,787 14.0 $4,016 14.6 $4,188
Athletic Coordinator N/A $7,500 See article 20.9.1 for release time
Band® 153 | $4,389 | 16.6 | $4,762 | 180 | $5,164 | 20.1 | $5,766
Chorus 14.3 $4,102 154 | $4,418 16.6 $4,762 17.7 $5,078
Debate - Head 12.5 $3,586 13.2 $3,787 14.0 $4,016 14.6 $4,188
Debate - Assistant 7.7 $2,209 8.4 $2,410 9.0 $2,582 | 9.669 | $2,774
Drama 12.5 $3,586 13.2 $3,787 14.0 $4,016 14.6 $4,188
Journalism 125 | $3,586 | 13.2 | $3,787 | 140 | $4,016 | 146 | $4,188
Orchestra 10.1 $2,897 10.9 $3,127 11.7 $3,356 | 12.74 | $3,655
Musical Production’ 15.0 | $4,303
Stage 10.3 $2,955 114 | $3,270 11.9 $3,414 12.6 $3,615
JUNIOR HIGH SCHOOL
Activity Coordinator 89 | $2553 | 9.7 | $2,783 | 105 | $3,012 | 11.2 | $3,213
Annual/Journalism 8.9 $2,553 9.7 $2,783 | 105 | $3,012 | 11.2 | $3,213
Intramural Coordinator (3 per school) N/A | $1,000
Band 8.9 $2,553 9.7 $2,783 10.5 $3,012 11.2 $3,213
Chorus 8.9 $2,553 9.7 $2,783 10.5 $3,012 11.2 $3,213
Drama 8.9 $2,553 9.7 $2,783 10.5 $3,012 11.2 $3,213
Athletic Coordinator N/A $5,500 See article 20.9.2 for release time
Orchestra 8.9 | $2553 | 9.7 | $2,783 | 105 | $3,012 | 11.2 | $3,213
ELEMENTARY
Chorus - Fall 2.5 $717
Chorus - Fall/Spring 50 | $1,434
Chorus - Full Year 7.5 $2,152

Stipends paid on this schedule shall not be split without the consent of the staff members directly involved.

Prior to the District exercising its authority to not fill a position(s) on Appendix B, the District will meet with
Association representatives to collaboratively discuss and explore any and all options.

'High School Activity Coordinators shall receive three (3) additional days at their per diem rate.
2To be used by the school producing a musical and divided among those participating.

¥ Senior High Band will receive an additional $100 stipend for participation in each additional post season game.
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APPENDIX C: BUILDING STIPENDS
PUYALLUP SCHOOL DISTRICT

Each large elementary (400 FTE students) will receive $8,000, each regular elementary and Walker High
School will receive $7,000, and each secondary school will receive $13,000 in additional stipends to allocate
as building needs dictate, including intramurals. These sums shall not be divided into sums smaller than
$400.00, and any such funds unused may be pooled between the schools. Each building staff shall determine
the distribution of said allocations, except that these funds will not be used to pay for stipends for
interscholastic athletics established after the effective date of this contract.

Each Junior High School shall be allocated $7,500 to provide before and after school student supervision.
Each building staff shall determine the distribution of said allocations. Stipends shall not be less than $500
and will be offered to staff on a voluntary basis.

Prior to the District adjusting any of the aforementioned allocations, District representatives will meet with
Association representatives to negotiate options.
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BUILDING DEPARTMENT COORDINATORS*
SEPTEMBER 1, 2018 THROUGH AUGUST 31, 2020

PUYALLUP SCHOOL DISTRICT

$ 286.88 APPENDIX D
1st Year 2nd Year 3rd Year
HIGH SCHOOL (ERHS, RHS and PHS) JOB
HS Art - Visual & Performing 4.0 $1,148 5.0 $1,434 5.5 $1,578 9200
HS Business & Mktg 3.0 $861 4.0 $1,148 4.5 $1,291 9200
HS Communications 3.0 $861 4.0 $1,148 45 $1,291 9200
HS Health 3.0 $861 4.0 $1,148 4.5 $1,291 9200
HS Home & Family Life 3.0 $861 4.0 $1,148 45 $1,291 9200
HS LA 7.0 $2,008 8.0 $2,295 8.5 $2,438 9200
HS Math 7.0 $2,008 8.0 $2,295 8.5 $2,438 9200
HS PE 4.0 $1,148 5.0 $1,434 5.5 $1,578 9200
HS Science 7.0 $2,008 8.0 $2,295 8.5 $2,438 9200
HS Social Studies 7.0 $2,008 8.0 $2,295 8.5 $2,438 9200
HS Special Education 4.0 $1,148 5.0 $1,434 5:5 $1,578 9200
HS Technology 3.0 $861 4.0 $1,148 4.5 $1,291 9200
HS World Languages 3.0 $861 4.0 $1,148 4.5 $1,291 9200
HIGH SCHOOL (WIIS) JOB
WHS Math 4.0 $1,148 5.0 $1,434 5.5 $1,578 9200
WHS Science 4.0 $1,148 5.0 $1,434 5.5 $1,578 9200
WHS LA 4.0 $1,148 5.0 $1,434 9.9 $1,578 9200
WHS Social Studies 4.0 $1,148 5.0 $1,434 5.5 $1,578 9200
JUNIOR HIGH SCHOOL JOB
JH Art - Visual & Performing 3.0 $861 4.0 $1,148 45 $1,291 9200
JH CTE 3.0 $861 4.0 $1,148 4.5 $1,291 9200
JHLA 4.0 $1,148 5.0 $1,434 5.5 $1,578 9200
JH Math 4.0 $1,148 5.0 $1,434 5.5 $1,578 9200
JH Science 4.0 $1.148 50 $1,434 55| $1578  |o200
JH PE 3.0 $861 4.0 $1,148 4.5 $1,291 9200
JH Social Studies 4.0 $1,148 5.0 $1,434 55 $1,578 9200
JH Special Education 3.0 $361 4.0 $1,148 4.5 $1,291 9200

*The money allocated to this Appendix may be used for positions identified in this Appendix if
such positions are assigned to employees or upon annual agreement of the staff, some or all of
the money may be used to pay employees to perform work related to the areas identified in this

Appendix.
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APPENDIX E: YEARS OF EXPERIENCE
PUYALLUP SCHOOL DISTRICT

Years of experience means the number of years of full-time and part-time professional education employment
as of August 31 prior to the current "snapshot"” date.

Professional education experience is limited to the following [WAC 392-121-264]:

1.

Employment in public or private preschools or elementary and secondary schools in positions which
require certification;

Employment in public or private vocational-technical schools, community/junior colleges, colleges,
and universities in positions comparable to those which require certification in the common schools;

Employment in educational institutions in any professional position, including but not limited to,
C.P.A., architect, business manager, physician, if employment is in an education agency or institution
such as an ESD, OSPI, or the United States Department of Education;

Educational agency or institution, as interpreted for this purpose, means a governmental agency
administratively responsible for providing public elementary and/or secondary instruction or
educational support services. This does not include school districts nor is it likely to include any
agency below the level of a regional education agency such as an ESD.

Experience in the following areas if recognized by the district for placement on the district salary
schedule:

a) Military, Peace Corps, or Vista service which interrupted professional employment;

b) Sabbatical leave; and

C) For vocational instructors who hold no degree, up to a maximum of six (6) years of
management experience acquired after the instructor meets the minimum vocational
certification requirements.

NOTES:

° Employment may be in Washington, out-of-state, or in a foreign country.

° Document years of experience in the employee’s file on a letter or any other document that
provides evidence of employment, including dates of employment [WAC 392-121-280(3)].

° Report all years of experience including those beyond the experience limit of the district's
salary schedule [WAC 392-121-264].

° The traditional nine-month academic year is considered as one school year. Count no more
than one year of experience for any 12-month period [WAC 392-121-264].

U Accumulate full- and part-time employment to three (3) decimals and report in tenths of school
years [WAC 392-121-215] and [WAC 392-121-264].

U Report substitute days as part-time professional education employment. Calculate years of
experience for substitute days, summer school and extended school year days by dividing the
accumulated number of full-time days by 180 and rounding to the nearest tenth. Report partial
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substitute days as part-time professional education employment by dividing the part of the day
worked by the full day as determined by the district and rounded to the nearest tenth of a day

[WAC 392-121-264].

EXAMPLE

A person worked 87 days full-time one year, 180 days half-time the second year, and 100
days full-time the third year. A full year in the District is 180 days. District files record this
experience as .483 FTE + .500 FTE + .556 FTE = 1.539 FTE. Report 1.5 years of experience.
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APPENDIX F: JOB SHARE GUIDELINES

PUYALLUP SCHOOL DISTRICT

. What is the difference
between a part-time
position, a part-year
position and a job share
position?

A part-time position is funded as a fraction of a full-time single
position, for example, a .5 FTE. A part-year position is a
position that is for less than 180 days and, therefore, is reported
as a fraction of an FTE, i.e., 160 divided by 180 would be a .89
FTE. A job share exists when two people share the
responsibilities of one full-time position at their request.

. What is the difference in
benefits between job share
and part-time positions?

Part-time employees will receive a prorated allocation as agreed
upon by the District and the bargaining unit. Job share staff will
be eligible to share 1 benefit allocation on a prorated basis. In
job sharing situations, the two staff members will each receive
their respective FTE times the amount of base compensation_for
which they would qualify in a full-time position.

. What about
planning/release, the 181st
Day and staff meetings?

Planning and release days are prorated based on the job share
FTE. Job share partners shall attend all State Funded
Professional Development Days and Supplemental Days. One
member of the team must attend building planning days and
staff meetings. Both members are responsible for keeping
abreast of building discussions, issues and concerns.

. Is the District obligated to
share a position?

The District is obligated to consider job sharing when there is
an open position.

. How does one get
permission to job share?

Job Share Application forms are available in Personnel. One
application is to be completed by each team. All applications
for reassignment in a building must be submitted in time to be
approved no later than May 1 of the preceding school year,
provided however, applications that cause no “domino effect”
may be submitted any time before the first student day.
Applications for open positions will follow the same timelines
required for transfers outlined in the Staffing Article of the
Collective Bargaining Agreement.

. What must be done before
a job share request is
approved?

a) Individuals interested in being reassigned to a job-sharing
position must identify a job share partner within the current
ranks of provisional and continuing District staff who is
acceptable to the building Principal. If no job share partner
is found in the ranks of current employees, the job share is
posted.

b) The potential job share team must then identify the position
they wish to share.

c) The Job Share Application form must be completed by the
team requesting the job share, approved or disapproved by
the Principal and returned to the Personnel Office for
review.

. Can ajob share team work
alternating weeks?

Alternating weeks if approved by a Principal and District
designee.

. Who authorizes a job
share?

The Director of Human Resources will authorize a job share
after reviewing the recommendation of the building Principal.
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What will be the basis for
consideration of job share
requests?

The consideration will be based on administrative and program
needs. The District will maintain a limited number of job share
opportunities per building depending on the number of
administrators, staff and special programs. If a job share
application is rejected, a written rationale for the denial will be
provided if requested.

10.

What happens to an
individual’s contract when
job sharing?

The individual retains the present year FTE and will be placed
on leave for the portion of the FTE being shared, e.g., 1.0 FTE
equals .5 leave and .5 assigned.

11.

How long is a position job
shared?

One school year. Job share teams will have the opportunity to
reapply in the following spring.

12.

Can a job share be started
mid-year?

The creation of job shares mid-year would be most unusual. All
requests to be reassigned to a job share must be submitted
pursuant to guideline #5.

13.

Can job shared teams trade
scheduled days?

Yes, with prior approval of the building administrator.

14.

Can one team member
substitute for another team
member?

Yes. The request must be made through the Substitute Office
and the pay for substituting will be at the regular substitute rate.

15.

To whom is the job share
position assigned?

a) Where a position already belongs to one team member, it
remains that member’s position when the job share team
dissolves.

b) Where a position is “open,” it shall be assigned to the senior
member of the team (by building and then by District
seniority).

16.

What happens when both
members want to end the
job share?

The person whose position was shared retains the position
unless staff reduction provisions of the contract have been
implemented. The other member may remain in the building if
there is a position available; otherwise, that member must
transfer. If one or both members of a team wish to job share
with new partners, the application process must start over again.

17.

Is special consideration for
continued job sharing
given to anyone?

Yes. Special consideration is given to job share teams that were
in existence prior to the 1993-94 school year because at the time
of the creation of those teams, the guidelines were not in place.
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