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2019-22 COLLECTIVE BARGAINING AGREEMENT

ARTICLE |. Recognition

This agreement is entered into between the Board of Education on behalf of Pioneer School District
No. 402, Mason County, Washington, hereinafter referred to as the "Board" or the "District", or
the "Employer”, and the Pioneer Education Association, hereinafter referred to as the
"Association." “Employee” herein is defined as a member of the Pioneer Education Association.

The Employer hereby recognizes the Association as the sole and exclusive bargaining
representative for all certificated employees under contract, or on leave, who are employed by the
employer. Such representation should exclude the superintendent and principals.

All employees may select to become members of the Association. Authorized payroll deductions
by the employee shall be made in equal installments from each paycheck beginning with the pay
period in September through the pay period in August of each year. There will be no cost to the
employee or Association for these deductions. Employees who commence employment after
September or terminate employment before June shall have their deductions prorated at the total
annual amount for each month the employee is employed. In any event, such dues deductions shall
continue until the employee(s) request in writing to the Washington Education Association the
discontinuation of dues deductions. Washington Education Association will notify the Employer
in writing of any revocation of Association dues in a timely manner. The Employer will notify the
Union prior to stopping payroll deduction of dues. Nothing in this article shall render the District
liable for payment of any dues or fees to the Association

The transmittal of all dues and fees will occur within five (5) working days after the deduction is
made and each transmittal will include the name of each employee for whom the deduction was
made, and the amount deducted from each employee’s pay.

The Employer agrees to provide to the Association the name, home address, telephone number,
work email, work location, department, and job title of each bargaining unit member at least once
annually, and when requested by the Association. The District will submit the same information
whenever a new bargaining unit member is hired into the district throughout the year within five
(5) days of board approval hire.

The association will be given access and a minimum of 30 minutes exclusive time to any
bargaining unit orientation for new staff. The Association will be given at least a ten (10) day
notification of all employee and orientation meetings. If the District holds or co-sponsors a job
or benefit fair, the Association will be given notice not less than thirty (30) days in advance and
will have the right to operate its own table or booth to provide information to participants
throughout the duration of the event.



The Association agrees to indemnify, defend, and hold the District harmless against any liability
which may arise by reason of any action taken by the District to comply with the provisions of
Article 1, Paragraph 3.

ARTICLE Il. Contract Compliance

All individual employee contracts shall be subject to and consistent with Washington State Law
and the terms and conditions of this contract agreement. Any individual employee contract
hereinafter executed shall expressly provide that it is subject to the terms and conditions of this
and subsequent agreements between the Employer and the Association. A review committee,
consisting of the PEA Executive Board, will review any special contract negotiated by the district
prior to submission to the School Board for approval.

It is agreed and understood that matters appropriate for consultation and negotiation between the
District and the Association are those relating to hours, wages, grievance procedures and general
working conditions of employees of the bargaining unit subject to this agreement.

ARTICLE Ill. Agreement Administration

The Association will be allowed to discuss with the superintendent, matters that are appropriate,
by request at mutually agreed times, during the school year to review problems and practices
concerned with the administration of this agreement.

ARTICLE V. Printing and Distribution of Agreement

Within 30 days of ratification and signing of this agreement by the parties, the District will publish,
print and distribute to all members of the bargaining unit copies of this agreement. (Five additional
copies to the Association.)

All new employees of the district shall be provided a copy of the current Agreement by the district
on issuance of their personal contract.

A copy of this agreement shall be made available for inspection for persons requesting such
inspection.

The District will make the contract available online. The District will also provide the Association
President a copy on the contract in Microsoft Work.

ARTICLE V. Association Privileges and Responsibilities

The Association and its representatives shall have the right to use the Employer's buildings for
meetings and to transact Association business, outside of the regular duty hours. The Association
shall be responsible for claims arising from incidents, theft and loss or damage occurring in the
room actually being used by the Association. After regular custodial hours, it will be the
responsibility of the Association to see that all areas used are secured upon leaving.

The Association can post notices of activities and Association reports on the bulletin board in the
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staff room. The Association shall assume responsibility for the materials posted on the bulletin
board.

The employer shall furnish, upon written request from the Association, information and data so
that the Association can fulfill its representation responsibilities. Such information shall consist
of board minutes, agendas, budget status reports, and any other budgetary data necessary for
analysis.

Should negotiations be mutually scheduled during working hours, the Association representatives
shall be released from their assigned duties without loss of pay or benefits. Release time with pay
for employees to attend to Association business shall be mutually agreed upon and scheduled
between the superintendent and the Association president. The costs of substitutes for all
association business will be paid for by the Association.

ARTICLE VI. Payroll Benefits

The Association and its affiliates, WEA (Washington Education Association) shall have the right
to automatic payroll deduction of membership dues for employees.

The Association shall submit a signed authorization form to the district business office for
processing. Amounts of annual dues deductions shall be made known by the Association to the
district business office by October 1 of each school year.

Dues deductions for new members after the commencement of the school year shall be
appropriately pro-rated.

Upon appropriate written authorization from an employee, the District shall offer a service to
deduct from the salary of an employee and remit accordingly using the ACH (Automated Clearing
House) process. This is also known as direct deposit.

The District shall have the responsibility to correct, as soon as feasible, clerical or machine errors
in the payroll deductions. However, the Association shall hold the District harmless against related
claims.

ARTICLE VII. Personnel Files

A permanent personnel file will be maintained in the district personnel office for each employee
covered by this agreement. The employee may review his/her personnel file and have a
representative of his/her choice present at the inspection.

Written notification by the employer to inform the employee of the receipt of any derogatory
material within five(5) teaching days of such receipt shall be required. Any reprimand or warning
following such incident shall occur within five (5) teaching days of the stated infraction, unless
the District is currently investigating the allegation, in which the District will take action within
five (5) teaching days of completing the investigation.



The employee shall acknowledge that he/she has read such material by affixing his/her signature
and date posted with the understanding that such signature merely signifies that he/she has read
the material to be filed. Such signature does not indicate agreement with its content.

Material reviewed by the employee and judged to be derogatory to the employee's conduct, service,
character, or personality may be answered by the employee in writing. Such responses shall
become a part of the district personnel records.

With the exception of annual contracts, applications, evaluations, transcripts, certificates, and any
other material required by this Agreement or state law; an employee may request removal of the
material judged by the employee to be derogatory, discriminatory, or prejudicial to the employee's
conduct, service, character, or personality. Noticeable improvement shall, upon request, be so
noted. The district reserves the right to make final determination regarding material to be retained.

ARTICLE VIII. Save Harmless Clause

The employer agrees to save employees harmless and defend from any action taken or not taken
by him/her during the proper performance of his/her duties in accordance with the rules and
regulations of the district, provided such rules and regulations of the district have been made
known to each employee verbally and/or in writing.

ARTICLE IX. Academic Freedom and Responsibility

The District and the Association recognize that the ability of a pupil to progress and mature
academically is a combined result of school, home, economic, and social environment and that the
teacher alone cannot be held accountable for all aspects of the academic achievement of the pupil
in the classroom.

The District hereby respects the professional rights of the employees covered by this Agreement,
including protection from unjustifiable personal attack or violation of the rights of inquiry and
academic freedom to teach. (Academic freedom will be guaranteed to the employees covered by
this agreement; however, this guarantee cannot, by law, supersede the rules and regulations of the
District, the State Superintendent of Public Instruction, the State Board of Education and State
statutes.)

As a vital component of academic freedom, teachers shall be responsible for decisions regarding
the methods of instruction within the districts approved curriculum and/or state
standards/common core.

Employees subject to this Agreement must be free to think and express ideas. Such freedom must
be unrestricted except as it conflicts with the basic responsibility to utilize the current District
authorized course of study. The employee must submit an outline to his/her immediate supervisor
of any controversial areas in order that the board and administration are aware of such areas for
appropriate action to be taken.

While the employees must be free to teach, the employees must always be concerned that there
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will be no infringement upon the freedom of those individuals the employees serve.

ARTICLE X. Due Process and Discipline

It is agreed that all disciplinary matters pursuant to this article shall be subject to the grievance
procedure contained in this agreement. Disciplinary matters are hereby held separate and distinct
from evaluations, discharge, non-renewal, and probation proceedings which are subject to the
provisions of the appropriate statutes.

No employee shall be reprimanded, disciplined, adversely affected or deprived of any
professional advantage without just cause. It is expressly understood that the District will follow
a policy of progressive discipline. Such discipline shall include: (1) verbal warning, (2) letter of
reprimand, (3) suspension, (4) discharge. Any disciplinary action taken against an employee
shall be appropriate to the behavior of said action. The District may bypass steps in progressive
discipline if the infraction warrants bypass.

An employee shall be entitled to have present representative of the Association during any
disciplinary action or during any investigatory meeting that the employee reasonably believes
could lead to disciplinary action. When a request for such representation is made, no action shall
be taken with respect to the employee until such representative of the Association is present.

ARTICLE XI. Student Teachers

In those instances in which the Employer shall decide to sponsor a student teacher program in the
District, the following shall apply:

A qualified mentor teacher shall be selected by the District.
The mentor teacher selected has the option to accept or reject offer.

The selected supervisory teachers for student teachers shall receive the total
compensation provided by the contracted university.

The supervising teacher may recommend dismissal of a student teacher to the building
principal and the college/university supervisor. Accompanying the recommendation for
dismissal, the supervising teacher shall provide a written explanation to the building
principal, the college supervisor and the student teacher involved.

ARTICLE XII. Beginning/Mentor Teacher Program

Mentor teachers shall be selected by the individual beginning teacher(s) from a list of qualified
teacher applicants submitted to the administration. This selection shall be made by the end of the
first three weeks of employment.

Participation on the part of the mentor teacher shall be voluntary. Employees desiring to
participate in the mentor-teacher selection process shall do so in accordance with WAC 392.196.



Said employee shall apply in writing to the administration and shall possess the appropriate
minimum qualifications:

1. The mentor shall be employed full-time, primarily as a classroom teacher, vocational
teacher, or an educational staff associate (ESA).

2. The mentor shall have been employed primarily as a classroom teacher,
vocational teacher, or an educational staff associate (ESA) for one school year
within the district and two additional years within any public or private school
in any grade, preschool - 12.

3. The mentor shall hold a valid continuing teaching, vocational, or ESA
certificate issued pursuant to Chapter 180.77 or 180-WAC or be eligible for
conversion to such certificate pursuant to WAC 180.79.045.

The applicant must also possess the following district criteria standards:

1. Teaching experience within the same or similar grade level or subject areas
assigned the beginning teacher, or at the digression of school principal.

2. Previous three years of satisfactory teaching evaluations.

No participating employee shall be subject to any additional evaluation procedure not outlined in
the current agreement. A mentor teacher shall not, in any way, participate in, or contribute to, the
performance evaluation of a beginning teacher. The Association shall be involved in any
state/district evaluation of the mentor teacher program.

Both beginning and mentor teacher shall fulfill their required obligation for program participation
and receive compensation in accordance with the rules and guidelines set forth by the Office of
the Superintendent of Public Instruction (OSPI).

Both beginning and mentor teachers can submit travel claims for mileage and meals as they occur.
Stipend payments will be made upon completion of the project and related activities.

The District agrees to compensate the mentor teacher $1000 for the year-long participation. Any
changes to the agreement which suspends or changes a mentee’s designate mentor will result in
prorating the stipend. Any new teacher hired mid-year will be provided access to a mentor. The
mentor compensation will be prorated for the year.

ARTICLE XIII. Substitute Employees

The employer agrees to maintain a list of qualified persons sufficient to serve as substitutes for
regular employees who may be absent on any given work day. Employees in the bargaining unit
shall have the right to request substitutes in order of their preference. The employer shall
employ the preferred substitutes unless unavailable.
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Substitute Pay

Beginning on the twenty-first (21%) consecutive day of employment, the long-term substitutes
shall receive all contractual rights under Board Substitute Employment (adopted 10/28/04).

A regular bargaining unit employee prior to an absence, may request a particular substitute
employee. The employer shall employ a preferred substitute unless such requested substitute is
unavailable.

If no request for a specific substitute has been made, or if the requested substitute is not
available, the substitute shall be called from the substitute pool.

Substitute Vacancy and Transfer

Highly Qualified certificated substitute employees shall be transferred to Leave Replacement
positions. No one from outside the substitute pool shall be hired for a leave replacement position
unless no one from within the substitute pool, that is qualified, has applied. When the
qualifications of those applying from within the pool are equal the building administrator and
teacher will select the substitute teacher who best meets the needs of the students.

Quialifications for the leave replacement position shall not be greater than the qualification used
to place the person on leave in that position.

ARTICLE XIV. Employee Workday and Payment

Employees shall be paid in twelve (12) equal monthly payment installments with payments being
made the last weekday of each month including the month of December.

The total length of employees' workday shall be seven and one-half (7 1/2) hours which shall
include the following:

A thirty (30) minute duty free lunch period for each employee;

Thirty (30) minutes before the scheduled instruction day for conferring with patrons
and students.

Thirty (30) minutes after the scheduled instructional day for conferring with patrons
and students.

The District shall provide a total of sixty (60) minutes of preparation time each day, for
each certified staff, one period of which must be a minimum of thirty (30) minutes of
continuous and uninterrupted time for school related work. This does not preclude the
scheduling of two recesses per day, the time limits of which would be determined by grade
level staff and building administrator.

All employees grades 6-8 shall be given one preparation period which shall consist of fifty
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(50) minutes of uninterrupted time each day. Grades 6-8 certificated staff who agree to
teach under contract during prep time will be offered an additional contract equivalent to
one hour extra pay based on the employee’s per diem for as long they continue to teach
during prep time

When a certified employee is asked to cover for another class/teacher, the certificated
teacher will be paid per diem per planning coverage or the classroom teacher may request
to be compensated by equal preparation time or shortened days not to exceed thirty (30)
minutes per day.

There will be no more than one meeting per week requiring attendance of certificated
employees scheduled by district administrators of administrative designees outside the
contract day, 8:00 a.m. to 3:30 p.m. It is noted the 4-5 grade and 6-8 grade meetings are
called by lead teachers for the purpose of planning, information dissemination and problem
solving and are not included in the one meeting per week.

If additional meetings are required by the District to conduct school business, the District
will provide release time during the contract day for those employees who the District
requires to attend the particular meeting or the District will pay the employees whose
attendance is required at the meeting(s) before the beginning of the contract day or after
the end of the contract day the rate of per diem per hour for attendance at the meeting(s).

If the district mandates a training for certified employees, the rate of compensation shall
be at the employee’s per diem rate.

As a means of providing teachers with appropriate breaks and additional planning time, the district
shall have all recess periods covered by non-certificated personnel. This includes before school,
morning, noon, and afternoon recess and after school duty. In the event of a shortage of personnel,
teachers may be asked to volunteer to help with duty in any emergency.

ARTICLE XV. Employee Contracts

Employee contracts shall be subject to and consistent with Washington State law and terms and
conditions of the Agreement. Signing of the individual contract by the employee shall constitute
agreement with the placement on the salary schedule and said employee shall have no legal
recourse regarding such placement, unless filing objection at the time of signing, nor is it subject
to the grievance procedure; however, employees shall have until October 1 of each year to present
official college credit transcripts (of courses previously approved by the educational credit
committee) in order to have their placement on the salary schedule adjusted for that year. The
district shall provide a credit status report upon employee request.

The District and the PEA shall work together to clarify the salary schedule issues for employees.
All employees shall be notified in writing by the District that there may be an error in their salary
schedule placement. Mutually agreed errors in underpayment and overpayment of employee
salaries based on salary schedule misplacement shall be corrected retroactively to the first day of
the school year. The District shall not seek repayment of overpayments which occurred prior to
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the beginning current school year except for those employees who were notified and corrected in
the previous school year. Both underpayments and overpayments shall be recouped by the end of
the school year in which the error is found.

An employee shall receive a one (1) step advancement on the salary for each year of experience
in the district. An employee’s number of years of experience shall be computed on an
accumulated basis only. The accumulated total shall be rounded off to the next year if the part
year total was for at least one semester on full-time basis. Part-time employees are based on a
prorated basis. An employee’s number of years of experience shall be computed in accordance
with appropriate statutes.

Military experience shall count up to one year on the salary schedule and shall be granted; subject
to the district receiving a copy of the employee's military DD-214.

The total length of an employee's individual contract (see EXCEPTION below) shall be equal to
the legislative mandated school year, pay for which is based on the state allocation model (also
referred to as LEAP 1A).

Enrichment Days

The Enrichment stipend is in recognition for responsibilities outside of basic education duties that
supplement the regular program of instruction. The District and Association will form an
enrichment subcommittee to determine the duties that fit under enrichment stipend. Subcommittee
will consist of four (4) individuals from both the District and PEA, selected by the respective
teams.

Enrichment Days will follow the schedule below:
School Year 2019-20 = 5 District days, 2 Teacher days
School Year 2020-21 = 4 District days, 3 Teacher days
School Year 2021-22 = 4 District days, 3 Teacher days

ARTICLE XVI. Professional Development

Effective staff development is necessary in providing continuing opportunities for employees. To
that end the district may, from time to time, implement employee development activities such as
classroom observation or visitation and employee workshops. The employee shall report back to
the relevant staff presenting an overview of the program observed.

A one-day visitation period will be made available, upon prior approval of the Administration, to

any employee who wishes to observe in an outside school district. The observation would include
an outstanding program and/or instructor in the employee's job area.

ARTICLE XVII. Employee Facilities and Support
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The district will strive to maintain each building and provide in each building the following
facilities and equipment for the use of the employees:

Space to store instructional materials and supplies.

A work area to aid in the preparation of instructional materials.

A desk, chair, and filing cabinet in each room, upon request.

District maintained parking area which is designated for employee parking.

Each grade level group, PreK-3, 4-5 and 6-8 will have a lead teacher with a job description,
outlining duties and responsibilities.

ARTICLE XVIII. Work Station Visitations

To provide individuals the opportunity to visit classrooms with the least interruptions of the
teaching process, the following will be adhered to:

All visitors to a classroom will first obtain approval from the Administrator or
his/her designee and the classroom teacher to be observed. The time for the visit is
to be arranged after the administrator confers with the employee to be observed.
Any visitor attending classroom activities must have a clearly defined purpose of
such visit.

Employees shall be afforded the opportunity to confer with the visitor after leaving
the visitation, provided the visitor concurs.

If the visitor/observer becomes a disruptive influence, the teacher has the right to
terminate the observation at that time.

Maximum number of observers at any one time shall be two.

ARTICLE XIX: Collaborative Decision-Making

The District and the Association agree to collaborate on decision making which impacts the
educational needs of the students.

Building Leadership Teams will be active, with regular monthly meetings. Each building team will
consist of the building principal, certificated and classified staff members, and a parent.
Membership is determined by interest, position, and reviewed on a yearly basis to encourage equal
opportunity.

The Association agrees to abide by the Administrative Procedures on collaborative decision
making as delineated in Pioneer District Policy.

ARTICLE XX: Class Size

Refer to WAC 180.16.220, and WAC 180.16.210, Student to Certified Staff Ratio Requirements.
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Continuing with the present board action, class size will be held to current WAC minimums when
physically and financially possible. The board agrees to attempt to maintain the following pupil
class load impact upon its employees:

All classroom (teachers and specified specialists) employees shall be impacted with the
following minimums to FTE (full-time equivalent) pupils for whom the employee has
instructional responsibilities. The formula used to calculate class overloads shall include
all mainstreamed and merged students.

Early Learning Program, in excess of 10

Grades K-3 in excess of 23

Grades 4-5, in excess of 26

Grades 6-8, in excess of 28

Any administration mandated combination classes in excess of 20

If the administration impacts any employee above the minimum, then the following shall apply
(within two (2) weeks from effective date of exceeding the maximum):

1. At all elementary levels (K-8) where the maximum is exceeded by two (2)
pupils, a teacher's assistant will be provided on a half-time basis until the
overload is decreased to the agreed maximum.

2. If exceeded by three (3) students, a full-time teacher's assistant shall be
provided until the overload is decreased to the agreed maximum.

3. Atelementary levels K-3, where class size necessitates a teacher's assistant for
a given class, a teacher's assistant will be provided for the said class during a
specialist (library, PE, and music) times.

4. Atthe early learning level, unless agreed upon otherwise by negotiation, one(1)
teacher's assistant will be provided on a full-time basis. Where the maximum
is exceeded by three (3), an additional teacher's assistant will be provided on a
half-time basis until the overload is decreased to the agreed maximum. Where
the maximum is exceeded by four (4) students, an additional full-time teacher's
assistant shall be provided until the overload is decreased to the agreed
maximum.

5. Ifthe impacted employee or the administration deems that the district or student
needs would be better served with a different solution than the above, the
employee and/or administrator may submit an alternative plan to the
superintendent for consideration.

OVERLOAD CHOICE: In the event that class(es) size(s) necessitates creating combination
overload class(es), open negotiations between administration and involved teachers may be held
at the request of either impacted teachers or administrator. These negotiations would determine
whether impacted teacher(s) want(s) to remain at their current overload status or refer students to
the overload combination class(es). Teacher assistant provisions would remain intact for teachers
choosing to remain at the overload status. Impacted teachers will have the option of having a PEA
representative present during negotiations if desired.
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The impact of Special Education, Title I, LAP and 504 students on individual classes shall be a
negotiable issue at any time that negotiation is requested by the impacted classroom teacher.
Negotiations will be between the teacher and involved administrator(s) with the goal of assessing
and relieving the impact on the regular program by assigning additional assistance to the
classroom. In the event that an agreement cannot be reached, the matter shall be negotiated by the
impacted teacher, an association representative, involved administrator(s), the superintendent, and
appropriate specialists (i.e. school psychologist, counselor, etc.). If still not resolved, the matter
will be referred to the grievance procedure. This provision does not negate the class size provisions
stated above.

It is recognized that every effort should be made to insure equitable treatment for all employees in
terms of class and caseloads, and that every effort will be made in these negotiations to insure this
equality.

MULTI-AGE CLASS CHOICE: Teacher-requested, multi-age classes will be held at agreed
maximums for the given grade level. Provisions for regular classroom numbers of teacher's
assistants will also apply for teacher-requested multi-age classes with overloads.

EARLY LEARNING CLASS SIZE AND SPECIAL EDUCATION CASE LOADS
NEGOTIATIONS: Class size for the early learning program and special education caseloads will
be a yearly, negotiable issue. Negotiations will assess the special needs involvement of currently
enrolled and prospective students and the degree to which these students' special needs impacts
will require additional assistance for the teacher(s) involved. Negotiations will involve impacted
administrators and the early learning teacher or special education teacher(s), with the teacher(s)
having the option of including a PEA representative.

LIBRARY ASSISTANCE: One-half (.5) workday of paraprofessional assistance will be assigned
to each school library daily. Additional paraprofessional assistance due to increased student
numbers or class contact times will be yearly, negotiable issues. Negotiations will involve
impacted administrator(s) and librarian(s)/media specialist(s) impacted. The certified staff
involved in negotiations will have the option of including a PEA representative.

PSYCHOLOGIST: The school psychologist shall be offered the opportunity to use enrichment
days for program coordination and responsibilities.

SLP: Case overloads for SLP specialists may be addressed following the same procedures for
Special Education Case Load Negotiations provisions above.

SPECIALISTS: Additional assistance due to increased caseloads or class contact times will be
yearly, negotiable issues.

Before impacting any employee with students which would exceed the agreed maximum, the
building administrator shall make every effort to adjust class schedules so that no employee shall
be impacted with students above the agreed maximum.

ARTICLE XXI: Assignment and Transfer
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A. Voluntary Transfer:

Assignment of personnel will be the responsibility of the employer with all assignments made in
accordance with appropriate regulations of the State Board of Education, the district Affirmative
Action policy, and this agreement.

All employees will be subject to the transfer provided they are highly qualified (as determined by
the superintendent), to fill the position. In making transfer decisions, the best interests of the
district will also be considered.

All vacancies and new positions occurring during the working year shall be reported to the
Association and posted in the staff room on the bulletin board. A minimum of seven (7) calendar
days shall be allowed before the position is filled. Any current employee shall be given first
consideration for that position the following school year, provided their interest in said position is
made known in writing.

All known vacancies for the following work year shall be reported to the Association and posted.
The job posting list shall be updated, as new vacancies become available, with the new listing
being circulated to the employees in the bargaining unit.

By June 1, the employee shall file a written request for transfer to the employer. That employee
shall then be notified, in writing, of any vacancies which occur.

All employees requesting a transfer to a vacancy or new position shall be notified within five (5)
calendar days of the employer filling the vacancy or new position. Such notification shall include
a statement of acceptance or non-acceptance and reasons therefore.

In addition to existing criteria for assignment and transfer of staff, the district shall apply the
following criteria when determining position changes:

. Qualifications of the teacher.

. Requirements of the position and suitability of the teacher to meet those requirements.
. Seniority in district, then seniority in department

. Interests and aspirations of the teacher.

Sw N

Such transfer will not conflict with the instructional requirements and needs of the school district.
B. Involuntary Transfer:

Involuntary transfer will be used as a last resort to fill vacancies and will not be arbitrary or
capricious and shall be implemented in the event of the opening of new schools, reduction in force,

or loss of enrollment.

Employees involuntarily transferred will be given first consideration for voluntary transfer when
a position becomes available, consistent with provisions of voluntary transfer.
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Teachers shall be protected from involuntary transfer first who are most qualified to retain their
present position based on qualifications and the requirements of the position., and who have
seniority in the district and seniority in the department.

Employees required by the superintendent or principal to change classrooms will be reimbursed
$100 by the district to compensate for the extra work required.

C. Job Sharing:

The district shall comply with the requirements of Policy 5222 regarding job sharing.

e For the purpose of this agreement, job sharing shall mean the sharing of a single staff
position by two (2) individuals.

e Job sharing assignments will be filled only if the two individuals agree to work
together, and the administration approves of the joint plan.

e Responsibilities of an assignment by two (2) job sharers may be divided and/or
allocated according to a plan developed with the building administrator and the job
sharers. The ultimate decision about the plan or any modification of the plan rests with
the building administrator.

e Proposals for job sharing shall be submitted to the principal for

e determination by May 1.

e When a shared position is terminated, the employees may be re-employed in a
comparable full-time position if and when such a position is available.

e Salary, fringe benefits, sick leave, seniority, and other benefits included in the
negotiated will accrue to a person in a shared time position on a pro rata basis. The
experience and educational step for the employee will be calculated in accordance with
rules and regulations governing employee placement on the state-wide allocation
model salary structure. Retirement calculation shall be consistent with regulations of
the DRS Department of Retirement Systems governing the employment situation.

ARTICLE XXII: Employee Leaves

Personal Leave: All employees shall be granted two (2) days personal leave per year. The
scheduling of these days shall be contingent upon substitute availability. Unused personal leave
may be carried over to the next year. No more than two (2) personal leave days may be carried
forward from year to year. Personal leave days are available to the employee to conduct personal
business that cannot be conducted during a school day. The employee has the option of using a
personal leave day for a professional development workshop or visitation but the district cannot
require him/her to do so. Personal days may be applied and attached to non-extended weekends,
such as a three (3) or four (4) day weekend. Personal days cannot be used for scheduled “Snow
Days” or “Professional Development” days as indicated on the annual school calendar.
Employee’s using Personal Days for such events will be in non-compensated status for that/those
days, unless previously approved by his/her school principal. Teachers are allowed to convert two
(2) sick days to be used as personal days.
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Employees who have more than two (2) days accumulated and unused personal leave at the
completion of the school year may request to be paid for two (2) days at $135 per day.

Long-Term Leave: A professional leave of absence may be granted to teachers in the district by
the Board of Directors. Such leave may be granted for professional study, educational travel,
exchange teaching in a foreign country, or for work in a field which is contributory in specific skill
and subordinate to the employee's work assignment. No more than two employees per contract
year shall be granted long term leave.

The district is obligated to reemploy a teacher on professional leave upon written request received
by the district no later than March 15, prior to the school year he/she intends to return. The
employee on leave shall maintain his/her place on the salary schedule. A year of experience will
be recognized for each year of exchange teaching. The assignment of the returning teacher will
be at the convenience of the district and in an equivalent position, if possible.

Maternity/Paternity/Adoptive Parent Leave: Maternity leaves shall be granted upon three (3)
weeks written request for up to one (1) year. The employee must give one month written request
of her intent to return to work. Maternity leave shall be counted as sick leave for up to 24 weeks,
as provided by Family Medical Leave Act and Washington State Family Leave Act. If sick leave
is exhausted, any additional maternity leave shall be without pay. Attempt shall be made to return
the employee to the same or similarly contracted position held prior to the leave.

Jury Duty: Leaves of absence shall be granted for jury duty. Compensation received from the
court system for jury duty performed on contracted days belongs to the employee. Mileage
reimbursement may be retained by the employee.

Military Leave: Military Leave shall be granted in accordance with the district’s Military Leave
Policy No. 5407, and in accordance with the military leave provisions of the Family Medical Leave
Act and any applicable WAC regulations.

Sick Leave: At the beginning of each school year, each employee shall be credited with an
advanced sick leave allowance of twelve (12) days with full pay. Sick leave shall be granted for
absence caused by illness, injury, poor health, quarantine, or other disability of the employee. Up
to five (5) sick leave days may be used to care for an offspring, a spouse or parent with a health
condition that requires treatment or supervision, upon approval of the administration.

Every employee holding a regular full-time position shall accrue a total of twelve (12) days sick
leave each school year. Unused leave under this provision shall accumulate to 192 days. Sick
leave days will be taken from the highest accrued day, working down toward 180 days. Every
employee holding a regular part-time position shall accrue such leave with pay in proportion to
the relationship of his/her employment to a full-time position.

Upon retirement an employee with more than 180 days of accrued sick leave will only be allowed
as per state laws/regulations to buy back 180 sick leave days.
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In the event of such illness, the appropriate deductions will be made. Sick leave shall be cumulative
up to the statutory limits.

Pursuant to current state statute, employees may cash in unused sick leave days that are above an
accumulation of sixty (60) days at a ratio of one full day's monetary compensation for four (4)
days accumulated sick leave. At the employee's option, he/she can cash out his/her unused sick
leave days in January of each school year following any year in which a minimum of sixty (60)
days of sick leave has accrued at a rate equal to one day of employee's present monetary
compensation for each four (4) days of accrued leave. The employee's sick leave accumulation
shall be reduced four (4) days for each day compensated. No employee may receive compensation
for sick leave accumulated in excess of one day per month.

At the time of separation from school district employment due to an eligible retirement or death,
an eligible employee (or an employee’s estate) shall receive remuneration at a rate equal to one
day's current monetary compensation of the employee for each four (4) full day's accrued sick
leave.

Sick days cannot be scheduled in advanced to be used in lieu of “Snow Days” or “Professional
Development” days, unless previously approved by his/her school principal. Any employee using
sick days for such events will need to submit a doctor’s note for the day’s exclusion, either for
themselves or family member. Without medical verification or prior approval, any employee using
sick days for these scheduled work days will be in non-compensated leave status.

Attendance Incentive: On the last Monday of January and the last day of school, the district shall
provide one (1) day of pay at per diem to any employee who does not use any leave days (excluding
Family Medical Leave Act or Bereavement) during these time periods, for a possible two (2) extra
days of pay at per diem. Attendance incentive will be paid in March and August pay periods.

Shared Leave: Under the district’s Leave Sharing Policy No. 5406, and in accordance with RCW
28A-400-380 and WAC 392-126-075, eligible employees may donate sick leave to another
employee in the district provided the donating employee’s sick leave balance does not fall below
22 days. Leave may be donated to any other employee of the district provided the recipient meets
the requirements for Shared Leave eligibility.

Bereavement Leave: Bereavement leave for a death in the immediate family, (including father,
mother, spouse, children, stepchildren, brother, sister, grandparents, grandchildren, mother-in-law,
father-in-law, brother-in-law, sister-in-law, son-in-law, daughter-in-law, or immediate household),
shall be given up to five (5) days per occurrence with no deduction from the absent teacher's salary.
Additional leave may be granted by the superintendent, including providing up to five (5)
bereavement days for significant personal and/or foster relationships in employee’s life upon
request. A death of an aunt, uncle, niece, nephew or close friend shall be the occasion for one (1)
day of leave with pay. Any absence allowed under this provision shall not be deducted from sick
leave unless mutually agreed upon and cannot be cumulative from year to year. Additional leave
may be granted at the discretion of the superintendent.

Emergency Leave : Anemergency is defined as a suddenly precipitated problem which is of such
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a nature that preplanning was not possible or could not have relieved the necessity for the
employee’s absence. In the event that an employee is unable to report to work due to an emergency
situation, the employee may choose to take the absence as personal or sick leave.

Serious Family lllness (Emergency) Leave: Upon Request, leave may be granted when
necessary for serious illness in the immediate family in order to provide care for someone who is
dependent upon the employee for medical support for up to three (3) days in any one (1) calendar
year. Immediate family shall be understood to include any dependent member of the household,
spouse, domestic partner*, children, siblings, and parents. In order to access these emergency
leave days, all other forms of leave must be exhausted.

*Register with Pioneer School District by completion of affidavit

Association Leave: The acting PEA President will be afforded four (4) days of association leave
each year.

ARTICLE XXIII: Evaluation Procedure

CLASSROOM TEACHER

Introduction

The evaluation procedures set forth herein shall be to improve the educational program by
improving the quality of instruction. The evaluation process shall recognize strengths, identify
areas needing improvement, and provide support for professional growth. The evaluation system
will encourage respect in the evaluation process by the persons conducting the evaluations and
the persons subject to the evaluation by recognizing the importance of objective standards and
minimizing subjectivity. Within the selected instructional framework, teachers will be allowed to
exercise their professional judgment and will be evaluated on their own practice, skills, and
knowledge.

The parties agree that the following evaluation system is to be implemented in a manner
consistent with good faith and mutual respect, and as defined in RCW 28A.405.110 (1). “An
evaluation system must be meaningful, helpful and objective; (2) an evaluation system must
encourage improvements in teaching skills, techniques, and abilities by identifying areas needing
improvement: (3) an evaluation system must provide a mechanism to make meaningful
distinctions among teachers and to acknowledge, recognize, and encourage superior teaching
performance; and (4) an evaluation system must encourage respect in the evaluation process by
the persons conducting the evaluations and the persons subject to the evaluations through
recognizing the importance of objective standards and minimizing subjectivity.”

Additionally, the parties agree that the evaluation process is one which will be implemented with
collaboration between the evaluator and the bargaining unit member, as described in WAC 392-
191-025:
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To identify in consultation with classroom teachers and certificated teachers and
certificated support personnel observed, particular areas in which the classroom teacher
or support person needs to improve his or her performance.

Applicability

This evaluation system only applies to classroom teachers, specifically those staff with an
assigned group of students who provide academically focused instruction and grades for
students. The term “classroom teacher” is defined, by law, as, “a certificated employee who
provides academically focused instruction to students and holds one or more of the certificates
pursuant to WAC 181-79A-140 (1) through (3) and (6) (a) through (e) and (g).”

1. All classroom teachers shall receive a comprehensive summative evaluation at least once

every four years. A comprehensive summative evaluation assesses all eight evaluation
criteria and all criteria contribute to the comprehensive summative evaluation
performance rating.

2. The following categories of classroom teachers shall receive an annual comprehensive
summative evaluation:
a. Classroom teachers who are provisional employees under RCW 28A.405.220;
b. Any classroom teacher who received a comprehensive summative evaluation

performance rating of level 1 or level 2 in the previous school year.

3. Inthe years when a comprehensive summative evaluation is not required, classroom
teachers who received a comprehensive summative evaluation performance rating of
level 3 or above in the previous school year are moved to a focused evaluation.

Professional Development

Prior to being evaluated under the new evaluation system, as described herein, each teacher shall
receive the TPEP binder and copy of Enhancing Professional Practice: A framework for
Teaching by Danielson to continuing professional development to comprehend the framework
and understand the evaluation process.

Each employee within fifteen (15) days of employment or within fifteen (15) days from the
commencement of the school year, whichever is later, shall be given a copy of the evaluation
criteria, procedures, and any relevant forms or Danielson Framework materials appropriate to the
teacher’s position and track in the evaluation cycle.

In collaboration between the District and PEA, training will be made available to any teacher on
a comprehensive evaluation year.

The District will meet all state training requirements for principals/supervisors to evaluate
certificated staff. RCW 28A.405.120

State Criteria, Framework and Scoring

A. The state evaluation criteria are:
1. Centering instruction on high expectations for student achievement
2. Demonstrating effective teaching practices
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3. Recognizing individual student learning needs and developing strategies to address
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 instructions and improve student learning
. Communicating and collaborating with parents and the school community
. Exhibiting collaborative and collegial practices focused on improving instructional
Practices and student learning.
B. Instructional Framework
The parties have agreed to the adopted evidence-based instructional framework developed by
Charlotte Danielson, 2008 version, and approved by OSPI. The instructional framework shall be
included in the classroom teacher TPEP Binder, along with other documents, including a copy of
Enhancing Professional Practice: A framework for Teaching by Danielson.

oo ~NO O~

C. Criterion-Based, Summative Performance Scoring:
The parties agree to use the preponderance of the evidence model. See example:

Criteria Unsatisfactory Basic Proficient Distinguished Criterion Score
Component/Indicator
Criterion 1

Centering instruction
on high expectations P
for student
achievement.

2b

XX

3a

XX

3¢

XXX

Criterion 2

Demonstrating
effective teaching ?
practices

3b XX X B
4a X XX P

These questions will guide collaborative discussions:

» What else do I need to see or consider to make a final decision — what is available to me?

» What is the distribution of evidence over time?

« Has there been demonstrated and consistent improvement? If there was growth, was the growth
sustained?

* What would be the tipping point? If I consistently saw X, I would feel confident that the
performance is “Basic”— if I consistently saw “Y”, I would feel confident that the performance is
“Proficient”?

» What is the essence of this criterion? (i.e.: the big picture) — go back and find the key words in
the framework/rubric. What does the evidence tell you about the evaluatee’s performance and
growth with regards to this essential aspect of the components/indicators criterion?

» Is this evaluatee more basic than s/he is proficient, or more proficient than s/he is basic in this
area? What is your evidence based in the framework/rubric to support your decision?

D. Summative Scoring Rating*
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A classroom teacher shall receive a summative performance rating for each of the eight (8) state
evaluation criteria. The overall summative score is determined by totaling the eight (8) criterion-
level scores as follows:

1. 8-14 — Unsatisfactory

2. 15-21 — Basic
3. 22-28 - Proficient
4. 29-32 - Distinguished

*Subject to Change
Definitions

Acrtifacts: shall mean any products generated, developed or used or demonstrated, by a
certificated teacher. Artifacts need not be created specifically to meet the requirements of the
evaluation system. Tools or forms used as part of the evaluation process may be considered to be
artifacts.

Classroom teachers: teachers who provide academically focused instruction to students and hold
one or more of the certificates pursuant to WAC 181-79A-140 (1) through (3) and (6) (a) through
(e) and (9)

Component: shall mean the subsection of each criteria

Criteria: shall mean one of the eight (8) state defined characteristics to be scored

Evidence: shall mean examples or observable practices that relate to the teacher’s ability and
skill in relation to the instructional framework rubric. Evidence collection is not intended to
mirror a Pro-Teach or National Boards portfolio but, rather is a gathering of data to assist in the
decision about level of performance. Student and parent input, generated and introduced, by the
teacher may be used as evidence

Not Satisfactory: shall mean:

Level 1 — Unsatisfactory — Receiving | 1 is not considered satisfactory for any classroom teacher
Level 2 — Basic — If the classroom teacher is on a continuing contract with more than five years
of teaching experience, and if the level 2 has been received two years in a row within a
consecutive 3 year period, the teacher is not considered to be performing at a satisfactory level
Student Growth Data: shall mean the change in student achievement between two points in time.

Comprehensive Evaluation

A. A Comprehensive Evaluation must be completed at least once every four (4) years.
B. Process
1. Teacher Self-Assessment
a. Prior to the pre-observation conference, the member will complete a self-
assessment form and may choose to share with the administrator.
b. The teacher will use the self-assessment to help develop student growth goals and
other professional goals.
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2. Goal Setting: The teacher and evaluator shall determine a student growth goal for
Components SG-3.1, SG-6.1 and SG-8.1 on a Goal Setting form. The goal for SG-6.1
and SG-8.1 may be the same goal.

3. Evidence and Artifacts: Both the teacher and the evaluator will contribute to evidence
collection necessary to complete this evaluation. Said collection will be accomplished
openly and, whenever possible, jointly.

4. First Pre-Observation Conference: The pre-observation conference shall be held prior
to each formal observation. The teacher and evaluator will mutually agree when a
preconference and observation will occur. The purpose of the pre-observation
conference is to discuss the employee’s goals, to discuss such matters as the
professional activities to be observed, their content, objectives, strategies, and possible
observable evidence to meet the scoring criteria.

5. First Formal Observation:

a. The first of at least two (2) prearranged formal observations for each employee
shall be conducted within the first sixty (60) days. The teacher may request
additional observations. The total annual observation time cannot be less than
sixty (60) minutes. Any formal observation shall not be less than thirty (30)
minutes in length.

b. The observation will occur no later than ten (10) working days after the pre-
observation meeting.

c. Observations will not take place on half days, late start days, the day before
Winter or Spring Break, or on days of an assembly or a modified schedule, unless
otherwise agreed to by the teacher.

d. The evaluator will document all formal observations using the negotiated
Danielson framework form and provide copies to the employee within five (5)
working days.

e. The teacher or evaluator may provide additional evidence to aid in the assessment
of the teacher’s professional performance against the instructional framework
rubric, especially for those criteria not observed in the classroom.

6. First Post-Observation Conference:

a. The collaborative, post-observation conference between the evaluator and teacher
will be held no later than five (5) days after the formal observation, unless a
request for extension is mutually agreed upon.

b. The purpose of the post-observation conference is to review the evaluator’s and
teacher’s evidence related to the scoring criteria and rubrics, during the
observation, and to discuss the teacher’s performance.

c. If there is determined to be an area of concern, the evaluator will identify specific
concerns for meeting the applicable criteria and provide possible solutions to
address the concern, in writing.
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d.

If the teacher believes the scoring criterion score did not properly consider certain
teacher evidence, if there is an assertion that procedures outlined in this section
were not followed, and/or criteria were not objectively scored, upon request of the
teacher shall be granted the opportunity for an additional evaluator to review and
score the evidence. The said evaluator will be determined by the Superintendent.

7. The second and final round of conferences and observation shall occur no later than
Spring of that year, before April 15", Round two (2) procedures shall follow the same
guidelines as the procedures outlined for the first round, in Section Six (6) B,
provisions four (4) through six (6).

Informal Observations

8.

a.

An informal observation is a documented observation that is not required to be
pre-scheduled. Additional informal observations may be necessary to collect
additional evidence. Whenever possible the evaluator will elicit teacher’s
suggestions on when these observations might be best suited to occur in order to
gather the specific criteria evidence required.

An evaluator may conduct any number of informal evaluations.

Observations do not have to be in the classroom. Department or other collegial
meetings may be used for Informal Observations.

All informal observations may be documented in writing and a copy will be
provided to the teacher within five (5) days of the informal observation. However,
if there is an area of concern based upon any such informal observation, the
teacher shall be notified in writing in order for that evidence to be used in the
evaluation process.

Any time after an informal observation, a teacher or evaluator may request a post-
observation conference to discuss the informal observation and offer additional
evidence that may be pertinent.

9. Final Summative Evaluation Conference:

a.

No later than May tenth, the evaluator and teacher shall meet to discuss the
teacher’s final summative score. The evaluator will determine the final summative
score, including the student growth score, by an analysis of the evidence. This
analysis shall take a holistic assessment of the teacher’s performance and growth
over the course of the year.

The teacher has the right to provide additional evidence for each criterion to be
scored, provided it is shared by May 1% with the understanding that the majority
of the evidence should have already been presented and discussed during the pre
and post conferences.

All evidence, measures and observations used in developing the final summative
evaluation score must be a product of the school year in which the evaluation is
conducted.
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d. The teacher will sign two (2) copies of the Final Summative Evaluation Report.
Each teacher shall sign the observation and evaluation forms to indicate receipt.
The signature of the teacher does not, however, necessarily imply that the
employee agrees with its contents. The teacher may attach any written comments
to the final annual evaluation report as well.

Focused Evaluation Option

The Focused Evaluation Option (FEO) focuses on improvement of teaching skills, content
knowledge, techniques, and abilities. If a non-provisional teacher has scored at Proficient or
higher the previous year, they are moved to the FEO process.

A. The professional growth activity shall be proposed by the teacher at the first pre-observation
conference, but must be approved by the evaluator.

B. The professional growth activity needs to be tied to one (1) of the eight (8) state evaluation
criteria. If the employee chooses criterion 1, 2, 4, 5, or 7, he/she must also complete the student
growth components in criteria 3 or 6.

C. The role of the evaluator is to assist the teacher in developing the professional growth activity
and then to assist in its implementation, particularly by making reasonable efforts to provide the
resources to implement it.

D. The score received on the selected criterion is the score assigned as the final summative score.
E. A group of teachers may focus on the same evaluation criteria and share professional growth
activities. This collaboration should be initiated by the teacher(s) and no individual shall be
required to work on a shared goal.

F. Observations, conferences and schedules for the focused evaluation shall follow the guidelines
set forth in the Comprehensive Evaluation process.

G. If a FEO results in an unsatisfactory or basic rating, the teacher will be required to complete a
comprehensive evaluation cycle the following year.

Student Growth Criterion Score

A. Embedded in the instructional framework are five (5) components designated as student
growth components. These components are embedded in criteria as SG 3.1, SG 3.2, SG 6.1, 6.2,
and SG 8.1. Evaluators add up the raw score on these components and the employee is given a
score of low, average or high based on the scores below:

1.5-12 - Low

2.13-17 — Average

3. 18-20 — High
B. Student growth data will be taken from multiple sources, and must be appropriate and relevant
to the teacher’s assignment. It will include teacher initiated formal and informal assessments of
student progress. Student achievement that is not calibrated to show growth between two points
in time shall not be used to calculate a teacher’s student growth criterion score.
C. If a teacher receives a 4 — Distinguished summative score and a Low student growth score,
they must be automatically moved to the 3 — Proficient level for their summative score.
If a teacher receives a low student growth score on the summative evaluation: at the beginning of
the following school year, one or more of the following must be initiated by the evaluator:
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1. Examine student growth data in conjunction with other evidence including
observation, artifacts, and other student and teacher information based on appropriate
classroom, school, district, and state-based tools and practices and/or;

2. Examine extenuating circumstances which may include one or more of the following:
goal setting process; content and expectation; attendance; extent to which curriculum,
standards, and assessments are aligned and/or;

3. 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 interpretations and/or;

4. Create and implement a professional development plan to address student growth

Provisional Employees

A. Before non-renewing a provisional teacher, the evaluator shall have performed an
evaluation in accordance with each provision of Section 6 above; A third year provisional
employee shall be observed 3 times for a total of 90 minutes.

B. The District will provide a mentor to any at-risk provisional employee upon request.

Probation

1. At any time after October 15™, a non-provisional employee whose work is not judged
satisfactory based on district evaluation criteria shall be notified in writing of the specific
areas of deficiencies along with a reasonable program for improvement.

2. The following comprehensive summative evaluation performance ratings mean a
classroom teacher’s work is not judged satisfactory:

a. Level 1;or

b. Level 2 if the classroom teacher is a continuing contract employee under RCW
28A.405.210 with more than five years of teaching experience and if the level 2
comprehensive summative evaluation performance rating has been received for
two consecutive years or for two years within a consecutive three-year time
period.

3. During the period of probation, the teacher 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.

4. A probationary period of sixty school days shall be established. 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 15" of the same
school year. The probationary period may be extended into the following school year if
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the probationer has five or more years of teaching experience and has a comprehensive
summative evaluation performance rating as of May 15" of less than level 2.

5. 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.

6. The establishment of the probationary period and the giving of the notice of the employee
of deficiency shall be by the school district superintendent and need not be submitted to
the board of directors for approval.

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

8. The evaluator may authorize one additional certificated employee to evaluate the
probationer and to aid the employee in improving his or her areas of deficiency.

a. Should the evaluator not authorize such additional evaluator, the probationer may
request that an additional certificated employee 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 complied by the educational service district.

Notice of Discharge, Removal From Assignment

1. When a continuing contract employee with five or more years of experience receives a
comprehensive summative evaluation performance rating of 2 or below for two
consecutive years, the school district shall, within ten days of the completion of the
second summative comprehensive [comprehensive summative] evaluation or May 15",
whichever occurs first, implement the employee notification of discharge as provided in
RCW 28A.405.300.

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

KNOWLEDGE AND SCHOLARSHIP IN SPECIAL FIELDS:

The ESA (Educational Staff Associate) demonstrates a depth and breadth of knowledge or theory
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and content in the Special Field; the ESA demonstrates an understanding of and knowledge about
common school education and the educational milieu, grades K-12, and demonstrates the ability
to integrate an area of specialty into the total school milieu.

All ESA’s are covered under the provisions and articles of the Collective Bargaining Agreement.
National Certification:

The District will provide $2500 to Education Support Associates who possess one or more of the
following recognized national certifications:

SLP Certificate of Clinical Competence

Registered Nurse National School Nurse Certification

oT National Board for Certification in Occupational Therapy
(NBCOT)

PT National Physical Therapist Examination (NPTE)

Psychologists National Certification in School Psychology/American Bd of Prof. Psych

*For PTs, passage of the National Physical Therapists Examination (NPTE) will be accepted in
lieu of national certification.

Each ESA holding a National Certification will have an opportunity to participate in the
Medicaid billing process and will be eligible for an additional $2500, which will be payable in
August. The income from Medicaid must exceed $10,000 annually in order for receipt of the
additional $2500.

Job Experience: Experience for employees in positions requiring an education staff associate
(ESA) certificate shall include experience for all prior positions in which the employee was
required to hold a professional certificate or license. One year of experience on the salary
schedule will be equivalent to working 1350 hours or more between September - August. Hours
worked below the 1350-hour threshold shall be prorated.

Clock hours: ESA staff will follow the same district process as all certificated staff in relations
to clock hours.

Equipment: The District will ensure that each ESA department maintains current and
appropriate testing equipment, protocols, scoring software and report writing material and that
each ESA has timely access to routinely used equipment/materials/working computers to
complete assessments in a timely manner.

Caseload:

Occupational Therapist See Below
Physical Therapist See Below
Speech Language Pathologist See Below
School Psychologist Not to exceed 850

The case load maximum for Occupational Therapists, Physical Therapists and Speech Language
Pathologists shall be an average of 1500 minutes of student service per week for a 1.0 FTE.
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If a caseload maximum is exceeded, a joint meeting between the Director of Student Services or
designee and involved staff will take place within eight (8) workdays. The purpose of the
meeting is to select appropriate alternatives(s) to remedy the situation to be reviewed monthly.
Options in alphabetical order, but not priority order, include but are not limited to additional
clerical time, additional COTA/PTA/SLPA time, additional OT/PT/SLP time, additional paid
IEP time at a per diem rate. Subcontracted services are not subject to the overload provisions
above.

Extended School Year (ESY): The District will set summer dates for possible ESY by May 1%,

ESA will respond within 8 working days to indicate availability. The District reserves the rights
to add possible ESY dates should the need arrive.

Compensation for Additional Time: Psychologist will receive a $500 stipend annually in
recognition of their role as the lead for evaluation/re-evaluations.

Planning Period: The District will provide the current planning time buyback benefits to all
ESA’s relative to the ESA’s contractual FTE.

The evaluation procedure assesses the ESA's competency to:
1.1  Provide a theoretical rationale for the ESA's individual use of various procedures.

1.2 Demonstrate understanding of the basic principles of human growth and
development.

1.3 Demonstrate an awareness of personal and professional limitations and have the
ability and knowledge to make appropriate referrals.

14 Relate and apply knowledge, research findings and theory deriving from the ESA's
discipline to the development of a program of services.

Specialized Skills:

The ESA demonstrates competency (skill and knowledge) in designing and conducting specialized
programs of prevention, instruction, remediation and/or evaluation.

The evaluation procedure assesses the ESA's competency to:

2.1  Design and conduct a program providing specific and unique services within the
ESA's discipline.

2.2  Demonstrate ability to synthesize and integrate testing and non-testing data
concerning the student.
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2.3

2.4

2.5

To help students integrate and assimilate data:

To help others involved with the student interpret and use data appropriately and
accurately, and;

To help other specialists by providing case study materials.

Administer assessment procedures or to organize and prepare those who will
administer assessment procedures.

Demonstrate ability to assist teachers and administrators integrate specialized
information into the regular curricular program.

Develop goals and objectives which will facilitate the implementation of programs
and services.

Management Of Special and Technical Environment:

The ESA demonstrates competency in managing and organizing the special materials, equipment,
and environment essential to the specialized program.

The evaluation procedure assesses the ESA's competency to:

3.1

3.2

3.3

3.4

Select and recommend testing and non-testing devices, materials, equipment
appropriate to student needs.

Demonstrate the use and an understanding of the limitations and restrictions of
devices, materials, and procedures, etc.

Use comparative and interpretive data.

Create an environment which provides privacy and protects student and family
information, as mandated by codes of ethics, federal and state.

The ESA as a Professional

The ESA demonstrates awareness of his/her limitations and strengths and attempts to improve and
enhance competency; the ESA demonstrates knowledge of, and commitment to, the ethical code
supported by his/her special competency area.

The evaluation procedure assesses the ESA's competency to:

4.1

4.2

Demonstrate awareness of the law as it refers to areas of specialization.

Demonstrate commitment to professional activities (attendance at local and state
meetings, consortium activities, participation on special committees, etc.).
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4.3  Demonstrate awareness of responsibilities to students, parents and other
educational personnel as defined by the professional code of ethics supported by
the ESA's competency area.

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

Involvement in Assisting Pupils, Parents, and other Educational Personnel:

The ESA demonstrates competency in offering specialized assistance and initiative in identifying
those needing specialized programs.

The evaluations procedure assesses the ESA's commitment and competency in offering specialized
assistance to:

5.1 Consult with other ESA staff, school personnel, and parents concerning the
development, coordination, and or extension of services to those needing
specialized programs.

5.2 Plan and develop an ESA program to serve the preventive and developmental needs
of the school population and the special needs for some students.

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

Article XXI1V: Student/Teacher Safety and Discipline

The District shall support employees in their lawful use of disciplinary measures to maintain order
and protect the safety and wellbeing of students in their charge as well as themselves.

When an employee exercises legal authority to control and maintain discipline, said employee
shall use reasonable and professional judgment. Behavior management will be_in accordance with
the state and federal law, district policies and established school discipline rules.

No later than September 30 of each year, each building principal shall review with his/her
employees, the Student Disciplinary Standards Handbook for Staff. Such review shall include
employee/employer responsibilities, building disciplinary standards, District policies on
progressive student discipline procedures, and State and Federal laws regarding student/staff
rights and responsibilities. This handbook will be reviewed and_updated to reflect any changes
in policies, laws, and standards referenced in this section annually. The District will provide staff
with a data system that allows staff to have timely access to discipline incidents. Utilizing a
collaborative decision making process, school teams will determine how often reports will be
provided to staff. These reports will include dates, location, and time of incidents and number of
incidents per students.
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Each spring, school principals will meet with staffs to review and/or make recommendations
regarding building disciplinary standards and procedures to ensure uniform understanding
an enforcement of building standards.

Each teacher is empowered to exclude any student who creates a disruption of the educational
process in violation of the building disciplinary standards while under the teacher' s immediate
supervision from his or her individual classroom and instructional or activity area for all or any
portion of the balance of the school day or until the principal or designee and teacher have
conferred, whichever occurs first: provided that, except in emergency circumstances, the
teacher shall have first attempted one or more alternative forms of corrective action: provided
further that in no event without consent of the teacher shall an excluded student be returned during
the balance of the particular class or activity period from which the student was initially excluded.

Students who have exhibited, or have a known history of violent or threatening behavior, will be
identified to the student's assigned staff, and to other staff on a need-to-know basis, as soon as the
information is known. The sharing of this information will be in compliance with FERPA.

Students will have access to an alternative learning location when excluded from classroom space.
The purpose of the alternative learning location is to refocus and de-escalate students while
minimizing outside time of the classroom.

Emergency Procedures

Additionally, each building principal shall, by September 30, review with his/her staff the
building/District emergency procedures in the event of a building lock-down, evacuation, or
other occurrences(s) requiring emergency procedures. Said review shall include specific
expectations of staff during emergency procedures. Said review shall additionally include
notification of staff of the schedule of periodic drills and practices during the school year
appropriate to the building. The review shall also include the specific building/District
commitments to assist staff members in the event of said emergency occurrences.

New Hires After September 30 Review of Discipline and Emergency Procedures

The building principal shall review all such provisions of Student Disciplinary Standards
Handbook and emergency procedures with each newly hired, contracted employee who begins
work after September 30, within fifteen (15) working days of hire.

Employee Access to Student Information:

When an employee is assigned a newly enrolled student, the employee has the right to said
student's records, including the building enrollment registration forms, unless otherwise restricted
by law.

Enrolling A New Student:
When enrolling a new student, the District will request the parent or guardian and the student to
briefly indicate in writing whether the student has:

1. Any history of placement in special education programs;
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2. Any past, current or pending disciplinary action;

Any history of violent or disruptive behavior, gang membership or criminal behavior, and

4. Any health conditions affecting the student’s educational need, including any history of
self-harm and behavioral or emotional concerns

w

The District will always have one administrator or administrative designee present in each
building. The school administrator will communicate to the employees when there will not be an
administrator present and who will be the designee. The District will commit to having one (1)
staff member per school assigned to behavioral interventions.

Assault Leave:

An employee who is assaulted while performing their job responsibilities shall be provided up to
3 days of assault leave per occurrence upon receipt of medical documentation in order to recover
from physical, emotional and psychological injuries. The employee will also be reimbursed for
any out of pocket medical expenses or damaged personal property when items damaged are used
within a professional capacity.

Safety and Discipline Professional Development:

Personnel assigned to work with a student whose IEP, 504 Plan, Health Plan or other documents
which indicates a student may be a safety risk to themselves or others, will be provides training
specific to these circumstances/documents.

The District will provide ongoing professional development for the behavior and intervention
system and protocols expected to be used by employees. This refers to programs such as PBIS.
Employees will also be trained in de-escalation techniques, proper restraint techniques, student
trauma and knowing their legal rights as they relate_to student discipline and the safety of
themselves and their students.

ARTICLE XXV: Reduction in Force

Need for Reduction in Force:

The necessity for, and the extent of, reduction in force will be determined by the Board of Directors
after receiving the recommendation of the superintendent. The following discusses the factors
considered in determining the education program to be provided and the employees who will be
employed to provide the educational program.

Reduction In Force Procedures:

In making a recommendation on the educational program to be provided by the district in case of
a reduction in force, the superintendent shall give consideration in the order listed, to the following
factors:

a. The needs of students as developed by historical grade enroliments of students,
requirements for accreditation, and the minimum program requirements.
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b. The board, having determined all funds available for the implementation of the
educational program;

c. The curriculum offerings based on the material developed under the preceding
two paragraphs; and

d. The number and category of employee positions required to operate the
educational program developed under the preceding paragraphs.

If an educational program in the district is to be reduced or eliminated, the superintendent shall
develop a list of employees to be recommended to the Board of Directors for retention by the
district to fill the positions required to operate the educational program as defined in the preceding
section pursuant to the following procedure:

The following categories are hereby established to ensure the qualifications of employees
assigned to retained positions provided that the most senior qualified employees will be
retained.

Grades PreK-8: Employees certified to, and currently teaching in grades PreK-8.

Specialists: Employees certified to, and currently teaching in, positions not included in the
preceding two paragraphs above, provided that the position is covered by this Article.

Throughout these categories, certification and "currently teaching” is construed as the date of the
Board's Resolution to implement this reduction in force procedure.

After the board determines the number of positions which will be required within each category
(i.e., PreK-8, and Specialists) employees will be retained in the category appropriate to the position
held at the time of implementation of this procedure. An employee shall also be retained in
additional categories if the employee qualified for that category; provided that employees will be
considered for additional categories only if they are not to be retained in the category appropriate
to the position held at the time of implementation of this procedure.

When more than one person qualifies for a particular position under the criteria listed above, the
employee who has the greatest length of service as an employee (teacher) within the State of
Washington shall be given the position. In the event a tie exists, the employee who has the greatest
length of service as an employee in the Pioneer School District No. 402 shall be given the position.
In the event ties still exist under the criteria listed above, the employee who has achieved the
greatest horizontal advancement on the salary schedule shall be given the position.

Board Review and Action:

The Board of Directors shall review the recommendation of the superintendent. After review, the
board shall take such action as may be necessary and such notice shall be given to certificated staff
members as required by law. All certificated employees who are not recommended for retention
in accordance with these procedures shall be terminated from employment and placed in an

36



employment pool for a period of one (1) year. Employment pool personnel will be given the
opportunity to fill open positions within the categories or specialties identified for which they are
qualified. If more than one such employee is qualified for an open position, the most senior
employee shall be offered the position.

It shall be the responsibility of each employee placed in the employment pool to notify the
superintendent of his/her current mailing address.

When a vacancy occurs for which person(s) in the employment pool qualify, notification from the
school district to such individual(s) will be by certified mail to the address last given by the
employee or by personal delivery. Such individual(s) will have five (5) calendar days from the
receipt of the letter to accept the position.

Teachers notified by certified mail to last known address shall accept or reject the recall within
five (5) working days of the notification and be available for work within ten (10) working days
of recall.

ARTICLE XXVI: Grievance Procedure

General:

Every effort shall be made to settle grievances at the lowest possible level of the grievance
procedure.

A grievant shall mean an individual employee or the Association.

Grievances will be processed in the following manner and within the stated time limits:

Step 1:

The grievant shall attempt to resolve the grievance informally with his/her principal.

If the grievance is not resolved informally, it shall be reduced to writing by the grievant
who shall submit it to the principal. If the grievant does not submit his/her grievance to
the principal, in writing, in accordance with Step 1 within fifteen (15) school days after the
facts upon which the grievance is based first occurred, or first became known to the
grievant, the grievance will be deemed waived. The grievant may be accompanied by an
Association representative when presenting the written grievance.

The principal will reply, in writing, to the grievant within five (5) school days after the
receipt of the written Step 1-A.:

Step 1-A shall be the same as Step 2 except that the grievance shall be appealed to the

superintendent before continuing to Step 2. This shall be used in the event the district was
to have a principal who is not also a superintendent.

Step 2:
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If the grievance is not settled in Step 1 and the grievant wishes to appeal the grievance to
Step 2, the grievant may file the grievance in writing, to the Board of Directors within
ten(10) school days after the receipt of the principal's written answer. The written
grievance shall give a clear and concise statement of the alleged grievance including the
actual happening upon which the grievance is based, the issues involved, the Agreement
provisions involved and the relief sought. The board, or its representative shall thoroughly
review the grievance, arrange for necessary discussions, and give a written answer to the
grievant as soon as possible, but not later than five (5) school days after the next regular
board meeting.

Should either the grievant or the district feel that sufficient time does not exist between the

date the grievance is filed with the board and the next regular board meeting, the board will
arrange for a special board meeting for the purpose of hearing the grievance.

Step 3:

Grievances not settled in Step 2 of the grievance procedure may be appealed to arbitration
provided:

Written notice of a request for arbitration is made to the superintendent within ten (10)
school days after receipt of the board's answer in step 2.

The issue must involve the interpretation, application, or meaning or a specific provision(s)
of this Agreement.

When a timely request has been made for arbitration, the grievance will be appealed to
arbitration under the voluntary rules of the American Arbitration Association.

The arbitrator shall schedule a hearing on the grievance and, after hearing such evidence
as the parties desire to present, shall render a written decision.

The decision of the arbitrator shall be final and binding upon the parties.

The arbitrator shall have no power to add to, subtract from, modify or amend any terms of
this agreement.

Monetary Provisions:

Should an arbitrator require that an employee be released from his/her assignment, he/she
shall be released with pay or benefits paid by the losing party.

Each party shall bear all costs of producing their own witnesses, preparation of exhibits
and other materials to include the production of a record or transcript of the proceedings
unless such record or transcript is desired by both parties. The fee and expenses of the
arbitrator and the cost of the hearing room shall be borne by the losing party.
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ARTICLE XXVII: Economic Provisions:

It is the intent of the parties to provide the maximum salary for certificated instructional staff.

A. The district will provide sufficient funds to pay salaries for all certificated instructional
staff with a current negotiated salary schedule.
a. 2019-20 school year = 5% increase (inclusive of IPD)
b. 2020-21 school year = 3.5% increase (inclusive of IPD)
c. 2021-22 school year = 3.5% increase (inclusive of IPD)

Longevity: Employees who have 20 years of service to the District will receive an
additional 2% in salary

B. Any additional salary capacity allowed as a result of the state legislature action to correct
salary errors or increases for the current school year will be applied to the adopted base
salary and will be in addition to the amount agreed to in Item A, above; provided that
additional moneys received for the current year will not exceed the current allocation base.

C. All employees (both PEA and non-PEA) will be paid on the same negotiated salary
schedule.

D. Itisagreed that after September 1, 1988, that all certificated staff employees will be placed
on the current salary schedule based on hard credit placement; and those employees not
having hard credits for placement will have their salaries frozen at the current salary dollar
amount until the salary schedule catches up to them or they obtain the hard credits to move

up.

E. Any credits for advancement on the state-wide salary allocation schedule must be certified
by an accredited college or university, and the official transcripts must be on file in the
district office.

F. The District will pay $25.00 per hour for staff members who voluntarily provide district-
approved student services or curriculum development or other after-school programs. If
the district requires that Beginning Band is an after-school class as part of the curriculum,
the Beginning Band teacher will be compensated at the individual’s per diem.

Extra-Curricular_Stipends: (Based on the following % of base pay, as per state allocation
schedule)

(3) 6" grade Outdoor Education 4.0
(1) ASB 4.0
(1) Athletic Director 7.5
(1) Primary Lead Teacher 4.0
(1) Intermediate Lead Teacher 4.0
(1) Middle School Lead Teacher 4.0
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(1) Music Director 4.25 (must have prior District approval)
(4) WAKIDS — Kindergarten 4.0

If no staff within the district want the positions:
A. The district will advertise outside the district to other schools.
B. Qualified community members will be contacted as a last effort.

Club Stipends:

Any club which has fifteen or more participants, number of music participants may be smaller,
will be paid at the rate of $25.00/hour.

All extra-curricular activities must receive prior approval by the administration.

WAKIDS — Kindergarten:

Full-day kindergarten teachers will administer Fall TS GOLD assessments to all kindergarten
students in the developmental areas as required by the State of Washington. Full-day kindergarten
teachers will also enter data from TS GOLD Fall assessments into the State database each year.

Pioneer Lead Teacher:

1. Serve as liaison between administration, faculty, and office staff. Serve as spokesperson
for the assigned grade levels in an effort to promote harmony and consistency in
professional relationships.

2. Organize assigned grade level meeting agendas in cooperation with the principal; publish
and distribute minutes of the meetings.

3. Run assemblies in the absence of the building principal.

4. Order reading and math materials at the end of the year if applicable.
5. Serve as PTSA liaison for the staff.

6. Assist principal in organizing events such as open house.

7. The above expectations are not all-inclusive. Other duties not included above may be
assigned at the discretion of the building principal.

Technology Support:

The IT Technician shall be offered a supplemental contract of fifteen per diem days for each school
year. These extra days are to be used for repair, reassignment of Chromebooks, purchasing and
inventory. These days must be approved by the building principal in advance.
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Insurance Benefits:

Insurance Benefits and Retiree Subsidy

The employer shall provide for all employees a family medical/dental/vision program. Beginning
September 1 of each year of the contract, the District shall provide the state health benefit
allocation per FTE, funded by the legislature, toward the payment of premiums for approved
insurance plans. Employees who are less than full (1.0) FTE shall receive prorated allocations.

Beginning September 1, 2013, the employer will pay the full retiree subsidy based on the rate
established by the legislature for the 2013-14 school year. This rate will remain in effect for the
duration of this contract.

School Employees Benefit Board (SEBB)
The District is required to provide Medical Insurance coverage to employees through Washington
State Health Care Authority (HCA), SEBB starting January 1, 2020. District and employees will
comply with the SEBB requirements as set out in state law and HCA rules and regulations, these
include but are not limited to the following:

e Eligible employees for medical coverage is defined by HCA
e Plans offerings, premium rates and employee contributions are all determined by HCA
e District payments for employee contribution are determined by HCA

Paid Family and Medical Leave (PFML)
The District will pay the employer premium for the Washington PFML

Private Vehicle Mileage Reimbursement:

The employer shall reimburse the employee at a rate to be determined by the Office of Fiscal
Management whenever an employee utilizes a private vehicle on district-approved business.

Tuition Incentive Program:

Tuition incentive will be offered at the amount of $500 per certificated staff member for
class/workshop enrollment and credit fees. All claims must be accompanied by appropriate
receipts. All class/workshop enrollments and credit fees must be approved by the administration
prior to enrollment.

Moneys not used for tuition incentive grants will be placed in a pool for equitable distribution of
the unused dollars up to an additional $300 per certificated staff beyond the $500 base. All claims
must be submitted to the superintendent's office no later than August 1 of each year.

In the event that a class/workshop offers supplies, materials, and/or technology devices as a part
of the fee, it is understood that those materials or devices will become the property of the Pioneer
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School District. These supplies, materials, and/or technology will remain at the discretion of the
employee who attended the class/workshop. When these supplies, materials, and/or technology —
3 years old, are declared as surplus by the district the employee mentioned above will be
considered first for the purchase of the equipment. It is also agreed that any technology devices
received under this program must be protected from potential security threats by district approved
software.

Consumables Fund:

All certified staff will have available $250 each year to purchase classroom supplies as needed.
This fund shall be available from the beginning of school until June 15. Principals will
communicate to staff the accessibility and procedures for use of this fund. Staff who have dual
assignments shall be provided with an additional $150.00. Certificated staff members teaching at
both the primary and intermediate/middle school will be eligible for an additional $150. The
intent of this fund is to recognize that, is some instances, staff member need to purchase items on
short notice. Receipts must accompany any reimbursements.

ARTICLE XXVIII: Employee Rights

The employer shall not unlawfully discriminate against any employee on the basis of age, race,
creed, color, national origin, sex, marital status, sexual orientation, family, domicile, handicapping
condition, political activity or lack thereof, membership or organization activities in any employee
organization.

Criticism of any agent of the District (staff, administration, or board) shall be made in confidence,
and never in the presence of students, parent of students, or other employees, or at any public
gatherings. All criticisms shall be confidential.

ARTICLE XXIX: Annexation

If annexation occurs, the following will apply to all certificated staff covered under this agreement:
No loss in hours, wages, and terms and conditions of employment during the duration of this
contract.

ARTICLE XXX: Duration:

The duration of this agreement shall be from September 1, 2019 to August 31, 2022, with re-
openers to address legislative impacts, District calendar and/or other items mutually agreed upon
by the parties. Re-openers are to show good faith in making adjustments by the District and
Association for the betterment of employees and District.

The employer agrees to notify the Association of any contemplated changes in policies and/or
practices not covered by the Agreement that affect wages, hours, terms and conditions of
employment. Such notification shall be in writing, and the Association shall have the right to
present their position.
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The District and association agree to have a calendar committee made up of equal parts
association and administration members. Other bargaining units, in equal parts, may or may not
be involved in the bargaining committee. A final calendar will be brought to the board no later
than February 15" of the new year. Legislative re-openers may be applicable.

ARTICLE XXXI: Entire Agreement Clause:

This agreement expressed herein constitutes the entire agreement between the parties and no oral
statement shall add to or subtract from any of its provisions. This agreement shall supersede any
rules, regulations, or practices which are contrary to, or inconsistent with its terms and provisions.

ARTICLE XXXII: Attestation Clause:

Signed this __ day of , 2016 at Shelton, Washington.

FOR THE ASSOCIATION FOR THE DISTRICT
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ADDENDUM 1
Comprehensive Summative Form

Name: School Year:

Building: Evaluator:

CRITERION 1: Centering instruction on high expectations for student achievement
Component . . | Teacher | Teacher | Teacher | Summative

2b: Establishing a Culture for Learning

3a: Communicating with Students

3c: Engaging Student in Learning

Criterion Cumulative Score

CRITERION 2: Demonstrating effective teaching practices
Component Obs. | Obs. | Teacher | Teacher | Teacher | Summative

3b: Using Questioning and Discussion

4a: Reflecting on Teaching

Criterion Cumulative Score

CRITERION 3: Recognizing individual student learning needs and developing strategies to
address those needs.

Component Obs. . Summative

1b: Demonstrating Knowledge of
Students

3e: Demonstrating Flexibility and
Responsiveness

Student Growth Goals Goal w: Final Check
Setting Check In In

3.1: Establish Team Student Growth | [/ [
Goal(s)
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3.2: Achievement of Student Growth
Goal(s)

Criterion Cumulative Score

CRITERION 4: Providing clear and intentional focus on subject matter content and
curriculum.

Component : . | Teacher | Teacher | Teacher | Summative

la: Demonstrating Knowledge of Content
and Pedagogy

1c: Setting Instructional Outcomes

1d: Demonstrating Knowledge of
Resources

1e: Designing Coherent Instruction

Criterion Cumulative Score

CRITERION 5: Fostering and managing a safe, positive learning environment.

Component : . | Teacher | Teacher | Teacher | Summative

2a: Creating an Environment of Respect
and Rapport

2c¢: Managing Classroom Procedures

2d: Managing Student Behavior

2e: Organizing Physical Space

Criterion Cumulative Score

CRITERION 6: Using Multiple student data elements to modify instruction and improve
student learning.

Component : . Teacher | Teacher | Teacher | Summative

1f: Designing Student
Assessments

3d: Using Assessment in
Instruction
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4b: Maintaining Accurate
Records

Student Growth Goals

Goal

W: Check
In

Setting

6.1: Establish Team Student
Growth Goal(s)

6.2: Achievement of Student
Growth Goal(s)

Criterion Cumulative Score

S: Check

Final Check
In

CRITERION 7: Communicating and collaborating with parents and the school community.

Component

4c: Communicating with Families

Criterion Cumulative Score

Obs.

Obs.

Teacher

Teacher

Teacher | Summative

CRITERION 8: Exhibiting collaborative and collegial practices focused on improving
instructional practice and student learning.

Component

Obs.

Teacher

Teacher | Teacher | Summative

4d: Participating in Professional
Communities

4e: Growing and Developing
Professionally

4f: Showing Professionalism

Student Growth Goal

Goal

Setting

8.1: Establish Team Student Growth
Goal(s)

Criterion Cumulative Score

I

STUDENT GROWTH GOALS

CRITERION 3: Student Growth Goal
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Component Goal W: Check- | S: Check- | Final Check- | Rating
Setting in in in
3.1: Establish Team Student Growth | |/
Goal(s)
3.2: Achievement of Student Growth | |/ /| |/ | |/
Goal(s)
CRITERION 6: Student Growth Goal
Component Goal W: Check- | S: Check- | Final Check- | Rating
Setting in in in
6.1: Establish Team Student Growth | ]
Goal(s)
6.2: Achievement of Student Growth | |/ /[ |/ | |/
Goal(s)
CRITERION 8: Student Growth Goal
Component Goal W: Check- | S: Check- | Final Check- | Rating
Setting in in in
8.1: Establish Team Student Growth | |/
Goal(s)
FORMATIVE #1
Teacher Signature: Date:
Supervisor Signature: Date:
FORMATIVE #2
Teacher Signature: Date:
Supervisor Signature: Date:

SUMMATIVE EVALUATION
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Overall Rating: Student Growth Rating:

Teacher Signature: Date:

Supervisor Signature: Date:

Comments (Required when Basic or below):

Evaluation Recommendation Next Year:

Comprehensive: Focused:

Copy Distribution: Supervisor, Employee, and Human Resources (Original)

Criterion 1: Focus Summative Form
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Name: School Year:

Building: | Evaluator:

CRITERION 1: Centering instruction on high expectations for student achievement

Component

Obs.

Obs.

2b: Establishing a Culture for Learning

3a: Communicating with Students

3c: Engaging Student in Learning

STUDENT GROWTH GOALS - Select One Criterion Student Growth Goal

CRITERION 3: Student Growth Goal

Summative

Component Goal W: Check- | S: Check- | Final Check- | Rating
Setting in in
3.1: Establish Team Student Growth | ]
Goal(s)
3.2: Achievement of Student Growth | |/ | ] | |/
Goal(s)
CRITERION 6: Student Growth Goal
Component Goal W: Check- | S: Check- | Final Check- | Rating
Setting in in
6.1: Establish Team Student Growth | ]
Goal(s)
6.2: Achievement of Student Growth | |/ | ] | |/

Goal(s)

CUMULATIVE CRITERION & STUDENT GROWTH GOAL SCORE
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FORMATIVE #1
Teacher
Signature: Date:

Supervisor
Signature: Date:

FORMATIVE #2
Teacher
Signature: Date:

Supervisor
Signature: Date:

SUMMATIVE EVALUATION
Overall Rating: Student Growth Rating:

Teacher
Signature: Date:
Supervisor
Signature: Date:
Evaluation Next Year: Comprehensive: Focused:

Copy Distribution: Supervisor, Employee, and Human Resources (Original)

Evaluation Criteria for Certificated Support Personnel

Criterion 2: Focus Summative Form




Name: School Year:

Building: | Evaluator:

CRITERION 2: Demonstrating effective teaching practices

Component

Obs. 1

Obs. 2

Teacher

3b: Using Questioning and Discussion

4a: Reflecting on Teaching

Teacher

Teacher

Summative

STUDENT GROWTH GOALS - Select One Criterion Student Growth Goal

CRITERION 3: Student Growth Goal

Component Goal W: Check- | S: Check- | Final Check- | Rating
Setting in in in
3.1: Establish Team Student Growth | ]
Goal(s)
3.2: Achievement of Student Growth | |/ | ] | |/
Goal(s)
CRITERION 6: Student Growth Goal
Component Goal W: Check- | S: Check- | Final Check- | Rating
Setting in in in
6.1: Establish Team Student Growth | ]
Goal(s)
6.2: Achievement of Student Growth | |/ | ] | |/

Goal(s)

CUMULATIVE CRITERION & STUDENT GROWTH GOAL SCORE
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FORMATIVE #1

Teacher

Signature: Date:
Supervisor

Signature: Date:

FORMATIVE #2

Teacher

Signature: Date:
Supervisor

Signature: Date:

SUMMATIVE EVALUATION
Overall Rating: Student Growth Rating:

Teacher
Signature: Date:
Supervisor
Signature: Date:
Evaluation Next Year: Comprehensive: Focused:

Copy Distribution: Supervisor, Employee, and Human Resources (Original)

Criterion 3: Focus Summative Form

Name: School Year:
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Building: | Evaluator:

CRITERION 3: Recognizing individual student learning needs and developing strategies to

address those needs.

1b: Demonstrating Knowledge of
Students

3e: Demonstrating Flexibility and
Responsiveness

STUDENT GROWTH GOALS
CRITERION 3: Student Growth Goal

Component Teacher | Teacher | Teacher | Summative

Component Goal W: Check- | S: Check- | Final Check-
Setting in in in
3.1: Establish Team Student Growth | ]
Goal(s)
3.2: Achievement of Student Growth | |/ | ] | |/
Goal(s)

Rating

CUMULATIVE CRITERION & STUDENT GROWTH GOAL SCORE
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FORMATIVE #1

Teacher

Signature: Date:
Supervisor

Signature: Date:

FORMATIVE #2

Teacher

Signature: Date:
Supervisor

Signature: Date:

SUMMATIVE EVALUATION
Overall Rating: Student Growth Rating:

Teacher
Signature: Date:
Supervisor
Signature: Date:
Evaluation Next Year: Comprehensive: Focused:

Copy Distribution: Supervisor, Employee, and Human Resources (Original)

Criterion 4: Focus Summative Form
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Name: School Year:

Building: | Evaluator:

CRITERION 4: Providing clear and intentional focus on subject matter content and
curriculum.

Component Teacher | Teacher | Teacher | Summative

la: Demonstrating Knowledge of
Content and Pedagogy

1c: Setting Instructional Outcomes

1d: Demonstrating Knowledge of
Resources

1e: Designing Coherent Instruction

STUDENT GROWTH GOALS - Select One Criterion Student Growth Goal
CRITERION 3: Student Growth Goal

Component Goal W: Check- | S: Check- | Final Check- | Rating
Setting in in in
3.1: Establish Team Student Growth | |/
Goal(s)
3.2: Achievement of Student Growth | |/ /| |/ /| |/
Goal(s)

CRITERION 6: Student Growth Goal

Component Goal W: Check- | S: Check- | Final Check- | Rating
Setting in in in
6.1: Establish Team Student Growth | ]
Goal(s)
6.2: Achievement of Student Growth | |/ /| |/ /| |/
Goal(s)
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CUMULATIVE CRITERION & STUDENT GROWTH GOAL SCORE

FORMATIVE #1
Teacher
Signature: Date:

Supervisor
Signature: Date:

FORMATIVE #2
Teacher
Signature: Date:

Supervisor
Signature: Date:

SUMMATIVE EVALUATION
Overall Rating: Student Growth Rating:

Teacher
Signature: Date:
Supervisor
Signature: Date:
Evaluation Next Year: Comprehensive: Focused:

Copy Distribution: Supervisor, Employee, and Human Resources (Original)

Criterion 5: Focus Summative Form
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Name: School Year:

Building: | Evaluator:

CRITERION 5: Fostering and managing a safe, positive learning environment.

Component Obs. | Obs. Summative

2a: Creating an Environment of Respect
and Rapport

2c¢: Managing Classroom Procedures

2d: Managing Student Behavior

2e: Organizing Physical Space

STUDENT GROWTH GOALS - Select One Criterion Student Growth Goal
CRITERION 3: Student Growth Goal

Component Goal W: Check- | S: Check- | Final Check- | Rating
Setting in in in
3.1: Establish Team Student Growth | ]
Goal(s)
3.2: Achievement of Student Growth | |/ | |/ | |/
Goal(s)

CRITERION 6: Student Growth Goal

Component Goal W: Check- | S: Check- | Final Check- | Rating
Setting in in in
6.1: Establish Team Student Growth /| |/
Goal(s)
6.2: Achievement of Student Growth | |/ | ] | |/
Goal(s)
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CUMULATIVE CRITERION & STUDENT GROWTH GOAL SCORE

FORMATIVE #1

Teacher

Signature: Date:
Supervisor

Signature: Date:

FORMATIVE #2

Teacher

Signature: Date:
Supervisor

Signature: Date:

SUMMATIVE EVALUATION
Overall Rating: Student Growth Rating:

Teacher
Signature: Date:
Supervisor
Signature: Date:
Evaluation Next Year: Comprehensive: Focused:

Copy Distribution: Supervisor, Employee, and Human Resources (Original)

Criterion 6: Focus Summative Form
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Name: School Year:

Building: | Evaluator:

CRITERION 6: Using Multiple student data elements to modify instruction and improve

student learning.

Component Obs. 1 | Obs. 2 | Teacher | Teacher | Teacher | Summative
1f: Designing Student Assessments
3d: Using Assessment in Instruction
4b: Maintaining Accurate Records -
STUDENT GROWTH GOALS
CRITERION 6: Student Growth Goal
Component Goal W: Check- | S: Check- | Final Check- | Rating
Setting in in in
6.1: Establish Team Student Growth [ |/
Goal(s)
6.2: Achievement of Student Growth ! |/ | |/ [ |/

Goal(s)

CUMULATIVE CRITERION & STUDENT GROWTH GOAL SCORE
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FORMATIVE #1
Teacher
Signature: Date:

Supervisor
Signature: Date:

FORMATIVE #2
Teacher
Signature: Date:

Supervisor
Signature: Date:

SUMMATIVE EVALUATION
Overall Rating: Student Growth Rating:

Teacher
Signature: Date:
Supervisor
Signature: Date:
Evaluation Next Year: Comprehensive: Focused:

Copy Distribution: Supervisor, Employee, and Human Resources (Original)

Criterion 7: Focus Summative Form

Name: School Year:

Building: | Evaluator:
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CRITERION 7: Communicating and collaborating with parents and the school community.

Component Obs. 1 | Obs. 2 | Teacher | Teacher | Teacher | Summative

4c: Communicating with Families

STUDENT GROWTH GOALS - Select One Criterion Student Growth Goal
CRITERION 3: Student Growth Goal

Component Goal W: Check- | S: Check- | Final Check- | Rating
Setting in in in
3.1: Establish Team Student Growth | ]
Goal(s)
3.2: Achievement of Student Growth | |/ | ] | |/
Goal(s)

CRITERION 6: Student Growth Goal

Component Goal W: Check- | S: Check- | Final Check- | Rating
Setting in in in
6.1: Establish Team Student Growth | ]
Goal(s)
6.2: Achievement of Student Growth | |/ | ] | |/
Goal(s)

CUMULATIVE CRITERION & STUDENT GROWTH GOAL SCORE

FORMATIVE #1
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Teacher

Signature: Date:
Supervisor
Signature: Date:

FORMATIVE #2

Teacher

Signature: Date:
Supervisor

Signature: Date:

SUMMATIVE EVALUATION
Overall Rating: Student Growth Rating:

Teacher
Signature: Date:
Supervisor
Signature: Date:
Evaluation Next Year: Comprehensive: Focused:

Copy Distribution: Supervisor, Employee, and Human Resources (Original)

Criterion 8: Focus Summative Form

Name: School Year:

Building: | Evaluator:




CRITERION 8: Exhibiting collaborative and collegial practices focused on improving
instructional practice and student learning.

Component Obs. | Obs. | Teacher | Teacher | Teacher | Summative

1

4d: Participating in Professional
Communities

4e: Growing and Developing
Professionally

4f: Showing Professionalism

STUDENT GROWTH GOALS
CRITERION 8: Student Growth Goal

Component Obs. 1 | W: Check | Obs. 2 | S: Check | Rating

8.1: Establish Team Student Growth Goal(s)

CUMULATIVE CRITERION & STUDENT GROWTH GOAL SCORE
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FORMATIVE #1
Teacher
Signature: Date:

Supervisor
Signature: Date:

FORMATIVE #2
Teacher
Signature: Date:

Supervisor
Signature: Date:

SUMMATIVE EVALUATION
Overall Rating: Student Growth Rating:

Teacher
Signature: Date:
Supervisor
Signature: Date:
Evaluation Next Year: Comprehensive: Focused:

Copy Distribution: Supervisor, Employee, and Human Resources (Original)
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