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ARTICLE 1 - EXCLUSIVE RECOGNITION
A. The Board of Directors of the Rochester School District No. 401, hereafter referred to as the
District or Management, recognizes the Rochester Education Association, hereafter referred to
as the Association, as the exclusive bargaining representative for certificated employees under
individual employment contracts with the District, excluding the Superintendent, and other
certificated directors & administrators. Any new position posted by the district that meets the
definition of an administrator (i.e. supervision/evaluation of employees within this agreement)
will be excluded from the bargaining unit. The term "employee", when used hereafter in
this Agreement, will refer to all employees represented by the Association in the bargaining
unit as defined above.
Substitutes who work 20 consecutive days, or 30 non-consecutive days, during the current or
preceding school year will be considered a member of the bargaining unit for determining
salary.
B. Substitute employees
1. Substitutes: Starting on the 21st consecutive day, substitutes who work more than 20
consecutive days in the same assignment will be placed on the salary matrix at the
appropriate years of experience and education. This rate will be retroactive to the first day
of the assignment. Substitutes who work 30 non-consecutive days, in any assignment will
be paid at a rate of $10/day more than the Lewis County Substitute Cooperative starting on
the 31st day and continuing for the remainder of the school year.
2. Long term and/or leave replacement employees will be paid their appropriate per diem rate
retroactive to the first date of hire for the position.
3. All substitutes will receive one (1) hour of sick leave for every forty (40) hours worked.
This Agreement will supersede all regulations, policies, resolutions or practices of the employer
that are contrary to or inconsistent with its terms.
ARTICLE 2 - RIGHTS OF MANAGEMENT
The Association recognizes that the Board of Directors is legally charged with the responsibility
for operation of the District. All management rights necessary to discharge that responsibility will
remain vested exclusively in the District. It is expressly recognized that such rights, powers,
authority, and functions, include, but are by no means whatever limited to, the full and exclusive
control, management, and operation of its business and its affairs; the determination of the scope
of its activities, business to be transacted, functions performed, and methods pertaining thereto;
the locations of its offices, schools and places of business and equipment to be utilized, and the
layout thereof; the right to establish or change shifts, schedules of work and standards of
performance; the right to establish change, combine or eliminate jobs, positions, job classifications
and descriptions; the right to establish compensation for new or changed jobs or positions; the right
to establish new or change existing procedures, methods, processes, facilities, machinery and
equipment or make technological changes; the right to maintain order and efficiency; the right to
contract or subcontract any work; the right to designate the work and functions to be performed;
the right to make and enforce safety and security rules and rules of conduct; the determination of
the number of employees and the direction of the employees, including but by no means whatever
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limited to hiring selecting and training of new employees, and suspending or discharging for cause,
scheduling, assigning, laying off, recalling, promoting, retiring, demoting and transferring of its
employees. The District and the Association agree that the above statement of management rights
is for all illustrative purposes only and is not to be construed or interpreted to preclude those
prerogatives so mentioned which are inherent to management, including those prerogatives
granted by law. It is the intention of the District and the Association that the rights power, authority
and functions and management will remain exclusively vested in the District except insofar as
expressly and specifically surrendered or limited by the express provisions of this Agreement. The
exercise of these rights will not be subject to the grievance procedure of this Agreement.
ARTICLE 3 - RIGHTS OF THE ASSOCIATION
It is the right of the Association to negotiate wages, hours, and terms and conditions of
employment. It is further recognized that it is the right of the Association to be the sole bargaining
agent. In addition, the Association and its representatives have the following rights:
The Association and its representatives have the right to schedule the use of District buildings for
meetings and to transact Association business provided the time falls outside the regular working
hours and the buildings are not otherwise in use. Scheduling will be done with the prior approval
of the Superintendent or his/her designee. The Association will have the right to use the District's
equipment provided the equipment is not in use for normal affairs and the time of use is outside
regular working hours. Supplies for such equipment will be furnished by the Association.
ARTICLE 4 – LABOR MANAGEMENT/CONTRACT MAINTENANCE
Association representatives designated by the Association president will meet with the
Superintendent to discuss current school practices and problems and maintain compliance with the
contract. This committee will meet with the Superintendent prior to September 30 and at least
monthly throughout the school year as mutually scheduled by the parties.
ARTICLE 5 - CONFORMITY TO LAW
This Agreement will be governed and construed according to the Constitution, Rules and
Regulations, and the Laws of the State of Washington. If any provision of this Agreement, or any
application of this Agreement to any certificated employee or groups of certificated employees
covered hereby will be found contrary to law, rules or regulation, such provision or application
will have effect only to the extent permitted by law, rule or regulation and all other provisions or
applications of the Agreement will continue in full force and effect.
If any provision of this Agreement is found to be contrary to law, the Board and Association agree
to commence bargaining of such provision as soon as reasonably possible.
ARTICLE 6 - RIGHT TO JOIN AND SUPPORT THE ASSOCIATION
The District will not interfere with, restrain, coerce, or prevent employees from exercising his/her
legal right to organize, join and participate in the Association, providing such participation does
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not interfere with the educational process of the District or other terms of this Agreement.
Furthermore, the District agrees that it will not discriminate or retaliate against any employee
because of membership in the Association or activities involving the representation of member’s
interests. This section will be subject to adjudication by the PERC and not the grievance procedure
herein.
A. In accordance with the provisions of the RCW 41.59.060, the district will withhold association,
UniSERV, WEA, and NEA dues required for membership in the association. The association
shall provide the district with signed authorization slips for new members in a timely manner
indicating the date the deduction is scheduled to begin. Dues deduction forms and
authorizations shall remain in effect from year to year unless withdrawn in writing by the
employee. The district shall provide timely notification to the association of such withdrawal.
Beginning with the first month of employment, dues deductions shall be withheld in equal
monthly installments from the paychecks of all employees with WEA dues remitted directly
to association.
B. The Association agrees to indemnify and save the District harmless against any liability which
may arise by reason on any action taken by the District to comply with the provisions of this
Article I.G including reimbursement for any legal fees or expenses incurred in connection
therewith. The District agrees to notify the Association promptly, in writing, of any claim,
demand, suit or other form of liability in regard to this Section and, if the Association so
requests in writing, to surrender claims, demands, suits or other forms of liability.
C. Orientation Program
The Association will be given thirty (30) minutes during new employee orientation held by the
district upon hire to present Association programs to employees within the bargaining unit.
The Association and District will agree to the times and places of such programs, provided
such times and places do not disrupt the regularly scheduled school activities. The Association
will be notified when new employees are hired.
ARTICLE 7 - NONDISCRIMINATION
The District and the Association will not discriminate against any certificated employee on the
basis of race, color, national origin, religion, creed, age, sex, sexual orientation, gender expression
or identity, honorably discharged veteran or military status, pregnancy, the presence of any
sensory, mental or physical disability, the use of a trained guide dog or service animal, or any other
basis prohibited by law. There will also be no discrimination against any employee because of
such employee’s domicile, or political activity or lack thereof. The District will comply with all
state and federal guidelines and/or regulations. This is in accordance with the Title VI of the 1964
Civil Rights Act; Section 504 of the Rehabilitation Act; the Americans With Disabilities Act; and
Title IX, RCW28A.640 of the Education Amendments.
ARTICLE 8 - DUE PROCESS
An individual's employment condition or status shall not be adversely affected by the Employer
or its representative(s) without sufficient and just cause. No employee will be disciplined,
including written reprimands, without just cause (see Exhibit H). The District will follow a policy
of progressive discipline, which normally would be a verbal warning, written warning, suspension,
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or termination; however, any discipline action taken against an employee will be appropriate to
the behavior which precipitates said action.
An employee will be entitled to Association representation at his/her request when the employee
is being formally reprimanded, warned, disciplined, or adversely affected for any infraction of
rules or delinquency. When a request for such representation is made, no action will be taken with
respect to the employee until such representation of the Association is present. District
administrators will advise employees of their right to representation prior to taking disciplinary
action as defined above.
Written allegations received by the District concerning misconduct by an employee covered by
this agreement will be acted upon by the District in a timely manner following their receipt.
Allegations not shared with an employee within five (5) working days of receipt, may not be used
to discipline an employee, nor be included in the employee evaluation. Anonymous complaints,
other than allegations of discrimination, harassment, assault or sexual misconduct, will not be
investigated.
All information and artifacts forming the basis for any formal, punitive, or reprimanding action to
be taken by the district or its representative(s) against an employee shall be made available when
requested to the employee and the Association. Student records not used as the basis for formal,
punitive, or reprimanding action will not be released without written parent permission to the
District. The district shall be responsible for providing sufficient proof that any particular action
taken was justified, and shall not include anonymous complaints or artifacts that do not meet the
standards of just cause.
ARTICLE 9 - CALENDAR
No later than January 1st, the District and the Association will meet to negotiate two calendar
options that will include district and building directed days prior to the start of the school year,
holiday breaks, parent conferences, weather make-up days, and any other items agreed to by the
parties. Association membership will vote on the two acceptable options; the selected option will
be forwarded to the board for approval. Other bargaining units may be included in the discussion
and vote regarding calendar proposals. The calendar is attached as Exhibit C.
A. Starting Day
The starting day for students will be the Wednesday before Labor Day unless approved
otherwise by the members of the Association, in collaboration with the District.
B. Contracted work days prior to the start of school will not be scheduled more than six (6) days
prior to the first student day. The following will be scheduled:
1. Two days for district/building directed professional development.
2. One day for district/building level meetings, exclusive of two (2) hours that will be reserved
for teacher directed room preparation.
3. One day for teacher directed work, exclusive of two (2) hours that may be scheduled by
the building principal for grade level/department meetings. This day will be scheduled in
5
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coordination with the scheduling of Open House. The workday start time may be
determined at the building level in conversation with the site leadership team.
4. One and one/half (1.5) building directed days will be scheduled by building for the current
school year, no later than October 1st.
i.
Should a change of schedule need to occur due to an emergency (i.e. weather, bomb
threat, electrical outage, cancellation by presenter), a reschedule date will be chosen
by a majority vote of impacted Association members.
ii.
Should a staff member need to miss a scheduled district-directed event because of
other school business, s/he will submit an Alternate Use of Time Form (Exhibit A4) to the principal for approval.
5. Additional Special Education, counseling, and specialist specific meetings may not be
scheduled prior to the beginning of the school year or will be scheduled in lieu of district
and building workdays.
6. Other pre-service days provided by the district will be optional and will be paid by
timesheet at the employee’s per diem.
7. ITL training may be scheduled prior to the beginning of the school year in accordance with
the supplementary contract.
Compensation for District directed activities for which a staff member is unable to attend will
be deducted from the employee’s July pay warrant. District directed time will be submitted
via sign-in sheet.
C. Make-up Days for Inclement Weather.
Make-up days will be used prior to the end of the school year in the following order.
Fall State Professional Day
Semester Break Day
Day after Presidents’ Day
If use of the above days is not possible, make-up days will be added to the end of the school
year unless otherwise agreed to by the Association and the District. Such agreement must be
determined at least ten (10) working days prior to any change.
D. Holidays and Non-Contract Days
Labor Day
Fall State Professional Day
Veterans' Day
Thanksgiving and the day after Thanksgiving
Winter Break (will be two full weeks and will include Christmas Eve),
Christmas Day, New Year's Eve, and New Year's Day)
Martin Luther King Day
Semester Break Day (between semesters)
President's Day
One day after President’s Day
Spring Break (will be one week long—the first full week of April)
Memorial Day
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E. Early Dismissals
Early dismissals will occur three (3) hours early the day before Thanksgiving, the day before
winter break, and four (4) hours early on the final day of the school year.
F. Academic Collaboration Time (ACT)
Unless mutually agreed to by the Association and the District students will be released 75
minutes early on Fridays, with the following exceptions:
1. The first week of school,
2. the last day before winter break,
3. the last Friday of school.
The time will be used for the certificated staff of the Rochester School District to work in
groups to improve academic achievement and student growth. District or building directed
trainings or activities will not occur more than one time per month. All staff will participate
in Academic Collaboration Time (ACT), or other collaborative activities. ACT may be
cancelled to the extent needed for the District to meet the educational hours per grade level
requirement established by the State Board of Education.
G. Summer Programs
The operation of summer programs will be in addition to the calendars specified in Exhibit C.
ARTICLE 10 – CLASSROOM MANAGEMENT AND STUDENT DISCIPLINE
The safety of students and teachers shall be the highest priority of the District. All employees shall
assume the responsibility for maintaining a professional atmosphere which will serve to prevent
undesirable student conduct, and result in positive outcomes to our worksite and learning
environment. To guarantee that all employees are able to maintain order and discipline of students,
the school district shall support and assist all employees in enforcing student discipline, in addition
to abiding by state, District, and school wide code(s) of conduct.
Discipline shall be enforced fairly and consistently regardless of race, color, sex, religion, creed,
national origin (including languages), age, marital status, sexual orientation including gender
identity or expression, previous arrest or incarceration, the presence of any sensory, mental or
physical disability, or the use of trained guide or service animal by a person with a disability. Such
discipline shall be consistent with applicable district, state, and federal laws, rules and
requirements.
The Board, Superintendent, and building principals will support employees in their efforts to
maintain discipline in the District and will give a timely and appropriate response to all employee
requests regarding discipline problems. Further, the authority of employees to use prudent
disciplinary measures for the safety and well-being of students and staff will be supported by
administrators. In the exercise of authority by an employee to control and maintain order and
discipline, the employee will use reasonable and professional judgment concerning matters not
provided for by specific policies by the Board and consistent with federal and state laws or
regulations.
Each school shall have an administrator or administrative designee present within the district.
7

REA Collective Bargaining Agreement 2019-2020
Requests for assistance regarding discipline problems will not be considered in the employee’s
performance evaluation.
Teachers with students who frequently demonstrate behavior violations, resulting in the disruption
of the learning process may use their best professional judgement to initiate a formal intervention
request using the school’s existing Student Study Team (SST). The following staff members shall
be invited to SST meetings: at least one administrator, the school counselor, the teacher who
initiates the request, and both the academic and behavior interventionist. A meeting will be
rescheduled if neither an administrator nor a counselor can attend. If the student has an IEP, the
special education case manager shall be included in the process prior to calling a SST meeting.
All staff currently and/or potentially working with the student shall be invited to SST meeting to
provide input. At the recommendation of the team, behavior support plans shall be developed and
monitored for disruptive students. Plans developed consistent with district, state, and federal policy
and/or law as required, shall be communicated with the parent and all staff involved in working
with the student.
When a student has a documented behavior support plan in place, either through an IEP or 504
Plan, it becomes the teacher’s responsibility to carry out the plan as documented. If the teacher
believes a change to the plan is needed, the request must be referred to the appropriate student
study team or IEP team for modification. No one person, including the behavioral specialist or
administrator may decide to place a student on a behavioral plan. Communication will occur
among those responsible for implementing a behavior plan prior to any formal plan revisions.
Each employee shall use such action as is necessary to protect herself or himself, a fellow
employee or administrator, or a student from attack, physical abuse or injury.
Any student who creates a disruption of the educational process in violation of the building
disciplinary standards while under a teacher’s immediate supervision may be excluded by the
teacher from his or her individual classroom or instructional activity for all or any portion of the
balance of the school day, or up to the following two days. Behaviors that do not conform to
student conduct expectations shall be addressed in accordance with the approved district
protocol. Parents will be provided with a written notice of all level 3 infractions. All teachers of
record will receive electronic notifications of all offenses entered into Skyward. The student will
not be allowed to return to their classroom/instructional activity until the principal or designee and
teacher have conferred. Parents will be notified of the in-school exclusion by school administration
as soon as reasonably possible; said notification will be documented and provided to teacher(s) of
record via email or by hard copy within 2 school days. For extreme incidents, the parents must
be invited to participate in the re-entry plan. If a behavior plan is developed as part of the re-entry
plan, input will be sought from the student’s teacher(s) of record.
Except during emergency circumstances, the teacher first must attempt one or more alternative
forms of corrective action. In no event without the consent of the teacher may an excluded student
return to the class during the balance of that class or activity period, or up to the following two
days, or until the principal or his/her designee and the teacher have conferred. (Reference: RCW
28A.600.020(2)).
Before any student is admitted into a class (a) after having assaulted, threatened, or intimidated by
threat of force or violence an employee; including verbal attacks, and verbal abuse which are in
violation of the prescribed district and/or student conduct expectations; or (b) if the student has a
documented history of violent or threatening behavior, all receiving employees and any other
personnel who, in the judgment of the principal with input from one or more of the employees to
8
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whom the student is assigned, supervise the student or should be aware of the student’s record,
will be notified.
School principals will meet with the faculty annually to establish and/or review building
disciplinary procedures to ensure uniform enforcement of those procedures.
It is agreed that it is mutually advantageous for administrators and instructional personnel to
disclose pertinent information concerning specific student issues, which may impact the
instructional climate, and/or safety of personnel. It is Administration’s responsibility to ensure
this pertinent information is communicated from room to room, and building to building, as
appropriate.
Each year in August or September a Superintendent designee or building principals will meet with
the faculty to establish and/or review safety procedures in regard to disruptive or assaultive
behaviors by students and/or adults as outlined in the student handbook.
An employee will be advised of any complaint from an identifiable source made to the principal
or other school District administrator regarding the employee’s discipline of students. The
employee will be given the opportunity to present her/his version of the incident with the building
administrator prior to meeting with the complaining party in the event that a conference with the
complaining party is arranged.
ARTICLE 11 – EMPLOYEE SAFETY
A. Staff and students will be entitled to work and learn in an environment free of hostility, assault
and harassment.
B. Prior to the end of September, the Superintendent or designee will meet will faculty to review
the Annual Employee policy manual.
C. Should an employee be harassed, bullied, threatened with an assault or be assaulted by a
student, parent, or other person while on District property or at a school/district sponsored
event, the employee will report the threat/assault to the employee’s supervisor or designee.
Following District policy and procedures the supervisor/designee will investigate the incident
and inform the employee what action has been taken in response to the allegation in accordance
with state and federal regulations.
D. The District will take all necessary and reasonable steps to protect employees who are the
subject of harassment (including sexual harassment), bullying (including cyber bullying),
and/or stalking, intimidation, impersonation, assaults or threats, when an employee is engaged
in activities related to the performance of duties for the District. This includes activities that
may occur on/off the school campus and before or after school hours.
E. District administrators will:
1. investigate all complaints, allegations, or evidence of such misconduct;
2. take disciplinary actions against students and/or employees for engaging in such
misconduct;
3. notify law enforcement agencies regarding such misconduct, as appropriate; and
4. report to the employee any findings and actions resulting from the investigation
9
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F. When there is reasonable belief of imminent assault or harassment to an employee the student
will not be returned to the employee’s classroom or instructional area without mutual consent
of the employee and building administrator (RCW 28A.600.020). Prior to being returned to
the classroom or instructional area, the District will create a behavior contract which may
include mental health evaluation and support for the student.
G. An employee may seek legal redress, without fear of coercion or retaliation from the employer,
for violations of the law committed by students, parents/guardians, or members of the public
against the employee, when such violations occur during performance of the employee’s
duties. The District will cooperate with law enforcement and prosecutors in such instances.
ARTICLE 12 - SALARY
A. Salary
The salary schedule is included in Appendix A. This professional salary includes the 180-day
school year and the following professional responsibilities:
Professional Preparation and Performance
1. Support and enactment of state and federal education reform acts such as, but not limited,
planning for student lesson/activities that support state standards.
2. Preparing for school opening and closing.
3. Communicating with parents and attending required parent meetings to include IEP
meetings, etc. without additional compensation.
4. Conferencing with parents and attending meetings such as Booster Club, PLC, MDT, SST,
etc.
5. Providing individual help to students, tutoring, etc.
6. Committee work.
7. Evaluating student work.
8. Preparation and revision of materials.
9. Planning with other staff in areas of instruction and curriculum.
10. Instructional coaching cycle.
11. Analysis of student work as professional development.
12. Curriculum and grade level standards alignment work.
13. Peer coaching in other classrooms.
14. Researching educational materials and supplies.
15. Attendance at staff meetings.
16. Teacher initiated special projects.
B. Schedule Placement
Bargaining unit members will be placed on the salary schedule in accordance with WAC 392121-264 and the reporting standards of S-275 in place as of August 2018, except as may be
otherwise described in this section.
1. Clock hours will be counted as college credit for placement purposes, with ten (10) clock
hours equaling one quarter credit hour.
2. The calculation of years of service for occupational therapists, physical therapists, speechlanguage pathologists, audiologists, nurses, social workers, counselors, and psychologists
regulated under Title 18 RCW will include experience in schools and other non-school
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positions. The calculation will be that one year of service in a non-school position counts as
one year of service. All non-school service must be verified by the previous employer or
through other official documentation that indicates job title.

3. The calculation for years of service for Career and Technical Education instructors will
include all CTE qualifying years (as defined in WAC 181-77-003) worked within the
instructor’s career field, regardless of whether the service occurred within an educational
setting. All non-school service must be verified by the previous employer or through other
official documentation that indicates job title.
4. For computing a year of experience in items 2 and 3 above, a full year will be deemed to
be 1,440 or more hours within a twelve-month period.
All bargaining unit members will be placed on the negotiated salary schedule based on the
individual’s years of experience and credits earned as shown in Exhibit A.
C. Salary Payment: Unofficial transcripts of credits and/or clock hours acquired will be received
in the office of the Superintendent by September 15 of the year earned to be applied toward
the current year’s salary. Official transcripts must be received no later than October 1.
Payment of salaries will be made by direct deposit.
D. Rates of Pay
1. Hourly Per Diem pay—The employee’s hourly per diem rate will be based on the
individual employee’s salary as shown in Appendix A-1 for a 180-day contract. The per
diem rate is determined by dividing the employee’s base salary by 180 days and again by
7.5 hours. Hourly per diem pay is provided when employees do additional work that
requires their skills, training, and professional judgement while working as an instructor.
2. Curriculum pay—The hourly curriculum rate of pay will be the employee’s per diem rate
up to thirty-six ($36) per hour. Hourly curriculum pay is provided when employees do
additional work that is not directly associated with the act of teaching.
E. IPD (Implicit Price Deflator)
The amount of salary increase from the I.P. D. (Implicit Price Deflator) will be added to the
salary schedule located in Exhibit A-1.
ARTICLE 13 - CO-CURRICULAR
There will be a supplementary co-curricular employee contract for specified co-curricular and
special assignments, which will not exceed one year. Supplemental contracts do not affect
teaching seniority. Supplemental contracts will be paid according to Exhibit B in the month of
May of each school year, upon completion of duties outlined within the contract and
documentation of hours to be paid. Stipends will be based on a base of $38,000. The cocurricular salary schedule will have five (5) columns of experience with an increase of 4%
between each column. See Exhibit B.
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Prior to the start of each school year, a list of the open co-curricular positions within the school
will be published. Open summer school positions will be announced the week following Spring
Break. In order to be considered for an open co-curricular position, interested certificated staff
members must submit a letter of interest to their building principal/designee. Staff will be given
a minimum of (5) days to apply. Positions will be filled within ten (10) days of closing date.
Interviews will be conducted if interest is expressed by more than one staff member. Previous
service performance may be considered for those staff members wishing to serve a subsequent
term. Unless otherwise noted in this agreement, co-curricular positions are for one year. A list
of the people filling the co-curricular positions will be posted by building.
Two (2) hours will be paid for participation in building open house activities at the employee’s
hourly per diem.
ARTICLE 14 - DISTRIBUTION OF AGREEMENT
Within thirty (30) days following the ratification and signing of this Agreement, the Board or
someone acting for the Board will print and make available to the Association sufficient copies of
the Agreement for Association leadership and District administration. All certificated individuals
offered employment with the District will be provided an electronic copy of the agreement by the
District.
ARTICLE 15 - PAYROLL DEDUCTION
Upon appropriate written authorization from a certificated employee, the District will deduct from
the salary of any certificated employee and make appropriate remittance for dues, fees, annuities
and any other plans or programs jointly agreed to by R.E.A. and the Board.
The Association will indemnify and hold the Board harmless from any claim filed by any employee
regarding any of the provisions of this section. The Association will reimburse the District for any
damages or attorney fees incurred by them as a result of any claim made by any employee as a
result of this section.
ARTICLE 16 - PERSONNEL FILE
Certificated employees will have the right to inspect the contents of their complete personnel file,
which will be maintained in the District Office. Such inspections will be at the convenience of the
employee and the District. Upon request, a copy of any documents contained therein will be
afforded the employee at no cost to the employee.
Each certificated employee's personnel file will contain (1) evaluation reports, (2) copies of annual
contracts, (3) a facsimile of credential(s), (4) transcript(s) of academic records, and (5)
employment records. Upon each inspection the employee will verify by signature and date, their
review of the contents of the personnel file.
If any materials other than items 1-5 above are included, the employee will be notified in writing
within five (5) business days of receipt and placement in the file.
12

REA Collective Bargaining Agreement 2019-2020
No record of a complaint from a parent, student, co-worker, or member of the community will be
placed in the file unless the Superintendent or designee has notified the employee of the complaint
and provided a copy to the employee within five (5) business days of receipt. If warranted, the
District will investigate to determine if there is a basis for the complaint.
Upon request by the employee and approval of the Superintendent, materials may be removed
from the personnel file after three (3) years, if the disciplinary action was a written reprimand or
less, and if the employee has not repeated the action that caused the discipline to be initiated. Any
documents, required by law to remain in the personnel file, such as discipline concerning sexual
or physical abuse, will not be removed. If the superintendent denies the request for the removal
of disciplinary notices, the employee will receive a written explanation of the reasons for such
denial.
All materials related to an employee's discipline or complaints held at the work location, except
for the building copy of the formal evaluation, will either be transferred to the District personnel
file or will be destroyed at the end of each school year. A copy of any/all materials transferred to
the district personnel file will be provided to each employee prior to the time of transfer.
If a public information request is made to review and/or copy any material from an employee's
personnel file, the employee will be notified within 48 hours of the request.
ARTICLE 17 - PROVISION FOR LIABILITY INSURANCE
The District will continue to meet its statutory obligations for liability insurance as prescribed in
RCW 28A.400.360.
A. Employees are entitled to apply for workers’ compensation if they have sought medical
attention and are not cleared by a physician to return to work within three (3) calendar days
following an on-the job injury or illness. Such incidents will be handled according to
procedures set forth by the Workers’ Compensation Trust and the industrial insurance laws of
the State of Washington.
B. The District will reimburse employees for replacement of clothing or other personal property
damaged or destroyed in a disturbance as provided by RCW 28A.400.370.
C. When an on-the-job injury occurs, the employee must:
1. Report the injury to the building administrator as soon as possible.
2. Obtain and complete the Employee Incident Report and accompanying forms from the
District Office.
ARTICLE 18 - WORK DAY/WORK YEAR
A. Work Year
The work year will consist of 180 days.
B. Standard Workday
The standard workday for grades P-12 will not exceed seven hours and thirty minutes (7 1/2
hours), these hours include a continuous, duty free thirty (30) minute lunch. The length of
workday for each building will remain in place unless modified by mutual agreement of the
building staff and administration. Mutual agreement requires a majority vote of the staff.
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Employees may work with their principal/supervisor to schedule flexible hours to accommodate
family and/or personal needs so long as: 1) there is no impact to the student day, instructional time,
or program services; 2) the employee arrives at least 15 minutes prior to the start of the student
day; and 3) there are no additional costs for the building or the district. The principal/supervisor
has sole discretion in determining whether the flexible schedule meets the above requirements. If
a flexible schedule has been approved and the principal/supervisor later determines that the flexible
schedule no longer meets the above requirements, he/she may require the employee to meet the
building’s regular schedule.
C. Professional Teaching Responsibilities
Within the standard workday, certificated employees will use unassigned time-including the
time in which children are not in actual attendance in the classroom of any employee for
instructional duties such as, but not limited to, the following: the instructional program,
conferring with parents, pupils and administration; studying and maintaining records; and any
other instructional duties deemed appropriate by the Board. All teachers will be actively
involved in planning, preparation, gathering materials, and conferencing with parents or
students, and like activities.
D. Traveling Employees
The Superintendent and the Association President will review traveling employees’ schedules
no later than September 20. The goal of this meeting is to develop a schedule that will provide
an equitable workday for traveling employees in relation to other bargaining unit members.
Traveling employees will be compensated at the IRS rate for mileage driven between locations.
Adequate travel time, as mutually agreed by the employee and the district, will be provided
outside of the employee’s contracted duty free lunch and preparation period.
E. Early Dismissals
Early dismissal for employees covered by this Agreement include the day before
Thanksgiving, the day before winter break, and the last student day of the school year, and
days traded in return for conducting evening conferences.
F. Additional Responsibilities & Duties
1. Employees will have readily available lesson plans for review by appropriate
supervisors and for use by substitutes.
2. Employees will seek and accept supervisory assistance when needed.
3. Employees will attend all meetings, as required by the District.
4. Employees will accept reasonable, non-teaching duties when assigned during the
working day necessary for the proper functioning of the school.
ARTICLE 19 - HEALTH BENEFITS
Insurance Benefits
For the period September 1, 2019 through December 31, 2019 the district will match the pool
amount applied to certificated employees during the 2018-19 school year. A new pool will not be
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established for this four month period.
continue to be offered.

All plans offered during the 2018-19 school year will

Beginning January 1, 2020, employees will be eligible to participate in the School Employees
Benefits Board (SEBB). The District will pay the full rate established by SEBB for employees
anticipated to work 630 hours or more during the school year.
Optional benefits not covered in the SEBB program will be determined by a benefits
committee. The Benefits Committee will include one (1) representative from each district
bargaining unit and two (2) district office employees. SEBB has final approval of optional benefits
that are offered in the district.
A. School Employees Benefit Board (SEBB) Program:
Beginning January 1, 2020, the District shall pay the full portion of the employer contribution
to the School Employees Benefit Board (SEBB) for insurance program as adopted in the
School Employees Health Care Coalition agreement for all employees who meet the eligibility
requirements outlined below. The employer contribution will be equal to the state funded
allocation rate and will paid throughout the school year. For purposes of benefits provided
under the SEBB, school year shall mean September through August.
SEBB will implement the School Employees Health Care Coalition agreement when
establishing the employee rates which will be paid to the Health Care Authority (HCA) through
payroll deduction for the month in which the employee receive benefits.
Benefits provided by the SEBB will include but not be limited to:
a)
b)
c)
d)
e)

Basic Life and accidental death and dismemberment insurance (AD&D)
Basic Long-term Disability
Vision
Dental including orthodontia
Medical Plan

Employees are eligible to participate in the SEBB offered Medical Flexible Spending
Arrangement (FSA) Dependent Care Assistance Program (DCAP). Employees will also have
the option of enrolling in a Health Savings Account (HSA) when a qualifying High Deductible
Health Plan (HDHP) is selected for their medical insurance. In addition, employees will be
able to utilize payroll deduction for any supplemental insurance that they choose to enroll
through SEBB (e.g. increased AD&D, Long-term disability, etc.).
Dependent Coverage for the Purpose of SEBB:
Legal spouses, state-registered partners, children up to age 26 (biological and adopted children,
children of the employee’s spouse or state-registered domestic partner, children for which a
court order of divorce decree created a legal obligation to provide support or health care
coverage) and children of any age with a developmental or physical handicap who are not
capable of self-support.
Upon moving to the new plan, should an employee have dependents that were covered as of
December 31, 2019 but who no longer qualify for coverage under SEBB, the employee will
have the opportunity to enroll these dependents at the employee’s cost for a period up to 36
months. Such payments will be made through payroll deduction by the district and paid to the
HCA for this purpose.
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Eligibility:
All Employees, including substitute employees, shall be eligible for full insurance coverage
under the SEBB program if they work, or are anticipated to work, 630 hours or more in a school
year. All hours worked during the school year shall count for purposes of establishing
eligibility. Employees who are hired late in the year but are anticipated to work 630 hours or
more the following year are eligible for coverage based on the HCA rules for mid-year hires.
Paid leave hours shall count towards the 630 hours used to determine eligibility for benefits
under this section. Employees on unpaid leave will be considered in an employment status for
the provisions of this section. An employee on approved leave under the federal Family and
Medical Leave Act (FMLA) or the Washington State paid Family Medical Leave Program may
continue to receive the employer contribution toward school employees benefits board (SEBB)
insurance coverage in accordance with the federal FMLA or RCW 50A.04.245.
For an employee on leave without pay who is no longer anticipated to meet the eligibility
standard for employer paid insurance benefits by the end of the school year, the employee will
have the option of self-paying the premium to HCA.
Benefit Enrollment/Start:
Benefit coverage for new employees will begin the first day of the month following the first
day of work when it is expected that the employee will work 630 hours, except during the
month of September when the employee’s benefit coverage will begin in September if the
employee is expected to work 630 hours or more during the school year and that employee
begins on or before the first day of school in September.
Should an employee who previously was not expected to be eligible for benefits under SEBB
works 630 hours in one year, the employee will become eligible for benefits to begin the month
after attaining 630 hours. Should the employee meet the 630-hour eligibility mid-year for two
consecutive year, the employee will be anticipated to work 630 hours going forward and
therefore be eligible for benefits under SEBB.
Continuity of Coverage:
When a new employee to the district was previously employed by a SEBB employer and was
eligible for SEBB coverage, that employee will have uninterrupted benefit coverage if they are
anticipated to work 630 hours or more in the school year. If an employee was not anticipated
to work 630 hours in a school year but meets that eligibility criteria during the school year, the
employee will become eligible for SEBB benefits and will begin coverage in the month
following this establishment of eligibility.
Benefit Termination/End:
Any Employee terminating employment shall be entitled to continue receiving the District
insurance contribution for the remainder of the calendar month in which the contribution is
effective. In cases where separation occurs after completion of full contract obligation (i.e. the
end of the student school year in June) resignations will not be effective and benefit coverage
will continue until August 31.
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B. Approved Insurance Plans
From September 1 - December 31, 2019 the Association approved insurance plans will
include mandatory coverage for dental/orthodontia, vision and long-term disability. Any
change to current plans will be negotiated. Current plans include:
Current plans include:
1. Delta Dental Service Plan I - Full Family plus Orthodontia Plan D - Full Family or
Willamette Dental
2. Vision Service Plan - Full Family
3. WEA Select Long-Term Disability
Employees may select from the WEA and Kaiser Permanente available options for basic
benefits. In addition, employees may choose to pay out of pocket for the following plans:
1. WEA Select Voluntary Short Term Salary Insurance Plan/American Fidelity
Assurance Company
2. AFLAC or American Fidelity Cancer, Health and Accident Insurance
Beginning January 1, 2020 SEBB approved plans will be offered in place of those listed
above.
C. Former Insurance Benefit Pool:
The District will contribute the $110,000 previously known as the insurance Pool into the base
salary where it will remain.
ARTICLE 20 - CERTIFICATED TRANSPORTATION/TRAVEL REIMBURSEMENT
When acting in accordance with an approved assignment, and when no District vehicle is available,
transportation reimbursement for use of a personal car by certificated employees will be at the rate
allowed by the IRS. Rochester School District guidelines will be used for all other approved travel
expenses. Employees will not be expected, nor directed to provide transportation for students in a
personal vehicle.
ARTICLE 21 - LEAVES
Compensated leaves must be taken in blocks of time no shorter than one hour with time beyond
the initial hour submitted in half-hour increments. If a teacher needs a substitute for less than a
half-day, the following will occur:
1. The teacher will inform the principal in writing of the exact time the substitute is needed
for coverage, as soon as feasible after requesting a substitute.
2. The principal will assign the substitute duties for the time he/she is not needed for leave
coverage.
A. Sick Leave
1. Full time employees will be entitled to twelve (12) days of sick leave annually. Unused
sick leave is accumulated and carried over annually.
2. Sick leave may be used for illness, injury, medical, dental, optical, appointments for
the employee or immediate family. In any instance involving use of a fraction of sick
leave, the minimum charge to the employee's sick leave account will be one hour. The
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employee may be required to furnish a certificate issued by a licensed physician or other
satisfactory evidence of illness for any absence in excess of five (5) consecutive days.
3. Immediate family will be understood to include spouse or partner, children, siblings and
parents including in-laws, foster children, grandparents, and/or other dependents who may
occupy the household, and for whom the employee is the legal guardian or primary care
giver.
B. Sick Leave Cash Out
Pursuant to RCW 28A.400.210 and IRS 501(c)(9) the following conditions will apply:
1. On or before January 31 or the last business day of January, employees may elect to be
compensated at the ratio of 4:1 at their per diem rate for Sick Leave accumulated in excess
of sixty (60) days which was earned but unused during the previous calendar year.
a. The applicable employee group will vote annually on whether the cash out is received
in net wages or by deposit of excess sick leave into the employee’s VEBA account. If
the applicable employee group votes to VEBA annual sick leave, those employees with
one hundred eighty (180) or more sick leave days at the start of the school year, before
accruals are granted for the following school year, can deposit excess sick leave into
the employee’s VEBA account.
b. Employees with sixty-one (61) to one hundred seventy-nine (179) days accumulated
sick leave can cash out the earned unused sick leave from the previous calendar year to
their net wages regardless of the VEBA vote. The cash out will not be eligible for
VEBA and will be paid to the employee.
2. Employees who retire will be entitled to compensation for all unused Sick Leave up to one
hundred and eighty (180) day maximum at the ratio of 4:1 at their per diem rate as allowed
by law. The applicable employee group will vote annually whether the cash out is received
in net wages or by deposit of excess sick leave into the employee’s VEBA accounts.
C. Family Medical Leave Act (FMLA)
The Family Medical Leave Act (FMLA) entitles eligible employees to take unpaid, jobprotected leave for specified family and medical reasons with continuation of group health
insurance coverage under the same terms and conditions as if the employee had not taken leave.
Eligible employees are entitled to twelve workweeks of leave in a 12-month period for:
a. the birth of a child and to care for the newborn child within one year of birth;
b. the placement with the employee of a child for adoption or foster care and to care for
the newly placed child within one year of placement;
c. to care for the employee’s spouse, child, or parent who has a serious health condition;
d. a serious health condition that makes the employee unable to perform the essential
functions of his or her job;
e. any qualifying exigency arising out of the fact that the employee’s spouse, son,
daughter, or parent is a covered military member on “covered active duty;” or
Twenty-six workweeks of leave during a single 12-month period to care for a covered
servicemember with a serious injury or illness if the eligible employee is the servicemember’s
spouse, son, daughter, parent, or next of kin (military caregiver leave).
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D. Washington State Paid Family and Medical Leave (PFML)
Commencing January 1, 2020, employees will be eligible to receive Paid Family and Medical
Leave (PFML) under the Washington State Family and Medical Leave and Insurance Act. To
be eligible for this leave, employees must have worked a minimum of 820 hours within the
qualifying period. Such leave will be used consecutively with the employee’s other leave
entitlements unless the employee elects otherwise. Commencing January 1, 2019, the District
will pay 100% of the premium. The District will use the state insurance as the carrier for PFML
to ensure ongoing compliance with the law. When such leave is used for pregnancy/maternity
disability, the District will maintain health insurance benefits during periods of approved
PFML leave.
E. Definitions
Immediate family will be understood to include spouse or partner, children, siblings, and
parents including in-laws, foster children, grandparents, and/or other dependents that may
occupy the household and for whom the employee is the legal guardian or primary care giver.
a) Child
A "child" includes a biological, adopted or foster child, a stepchild, a legal ward, or a child
of a person standing in for a parent.
b) Minor Child
A parent may use available paid time off when their child has a “health condition that
requires treatment and supervision”, which includes:
• A medical condition requiring treatment or medication that the child cannot selfadminister;
• A medical or mental-health condition which would endanger the child's safety or
recovery without the presence of a parent or guardian; or,
• A condition warranting treatment or preventive health care such as physical, dental,
optical or immunization services, when a parent must be present to authorize the
treatment and when sick leave may otherwise be used for the employee’s preventative
health care.
c) Adult Son or Daughter
If an adult son or daughter (i.e., 18 years of age or older) is “incapable of self-care because
of a mental or physical disability that limits one or more activities of daily living,” then
s/he is covered under this law. The disability does not need to be a chronic condition to be
covered. Traumatic injuries, surgery, illness, and some conditions relating to pregnancy
may also cause a temporary disability for an individual. A disabling condition is one that
prevents an individual from engaging in activities such as bathing, dressing, eating,
cooking, shopping, or using public transportation without active assistance.
d) Spouse, Registered Domestic Partner, Parent, Parent-in-law, or Grandparent
An employee may use “sick leave or other paid time off” when a spouse, registered
domestic partner, parent, parent-in-law, or grandparent has an emergency health condition
demanding immediate action or a serious health condition (defined by WAC 296-130-020)
that:
• Requires an overnight stay in a hospital or other medical-care facility;
• Results in a period of incapacity or treatment or recovery following inpatient care; or
• Involves continuing treatment under the care of a health care services provider and
includes any period of incapacity to work, attend school, or perform other regular daily
activities.
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F. Emergency Leave:
Emergency leave will be granted with pay to certificated employees due to a problem requiring
the personal attention of the certificated employee that has been suddenly precipitated or where
preplanning was not possible.
In the event the leave is found by the District to not qualify as an emergency leave, the District
will so notify the employee in writing within five (5) days of the application for the leave.
Emergency leave will be deducted from sick leave.
G. Parental Leave:
Compensated leave for the purpose of childbirth and adoption will be granted and regarded as
sick leave, and may be used at the employee’s discretion in conjunction with the Family
Medical Leave Act.
The following leaves (*) are not deducted from sick leave:
H. *Bereavement Leave:
Up to five (5) days leave with pay will be authorized by the District for each occurrence of
death of any member of the immediate family or and/or other dependents who may occupy the
household, or for whom the employee is the legal guardian or primary care giver. Any
additional days needed for bereavement may be taken from the employee’s accumulated sick
leave.
I. *Jury and Subpoena Leave:
Leave of absence with pay will be granted for jury duty and/or when an employee has been
subpoenaed to appear in a court of law in his/her capacity as an employee of the District. The
employee will notify the District when notified to serve on jury duty or when so served with a
subpoena. Any compensation received by the employee for services performed applicable
under this section on and during contracted days will be deducted from the employee's salary,
less documented expenses incurred in fulfilling such service. Jury/Subpoena leave will not be
deducted from an employee's sick leave. If an employee is named as a co-defendant with or a
witness for the District in a court action, the provisions of this section will apply. If the
employee is the plaintiff against the District, this section will not apply and the employee must
use leave without pay.
J. *Personal Leave:
An employee will be granted two (2) days personal leave per year. This leave may be
accumulated up to six (6) days. No more than five (5) consecutive days may be used without
approval from the superintendent.
Personal Leave Restrictions:
Personal leave will not be taken during the first or last week of school, in conjunction with
winter or spring break, or during parent-teacher conferences, unless prior permission is
granted by the building principal or Superintendent. Personal leave must be requested with
24 hours prior notice. Exceptions may be made for serious, unavoidable, personal or family
situations. Not more than three (3) employees per building may use personal leave on any
given day except with the approval of the building principal. In the event that the leave is
denied, the principal will provide a written explanation as to why the leave was denied. If
an employee wants to use his/her personal leave during the restricted times the following
criterion must be met: at least two weeks advance notice, the availability of a substitute,
lesson plans must be prepared in advance, the Superintendent has granted approval.
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Personal Leave Cash Out
1. Any employee not using his/her personal leave day may apply to the District to “cash
out” two (2) days per year at the employee’s per diem. The applicable employee group
will vote annually on whether the cash out is received in net wages or by deposit of
personal leave payment into the employee’s VEBA account. All individuals covered
under this agreement will be bound by the determination of the group vote. Individual
choice is not allowed.
2. When retiring an employee may cash out six (6) days may be cashed out when retiring
at the employee’s per diem. The applicable employee group will vote annually on
whether the cash out is received in net wages or by deposit of personal leave payment
into the employee’s VEBA account.
K. *Military Leave:
As required by RCW 38.40.060, an employee who is a member of the Washington National
Guard or of the Army, Navy, Air Force, Coast Guard, or Marine Corps Reserve of the United
States, or of any organized reserve or armed forces of the United States will be entitled to and
will be granted military leave of absence for a period not exceeding twenty-one (21) days
during each calendar year. Such leave will be granted in order that the person may take part
in active training duty in such manner and at such time as he may be ordered to active training
duty. Such military leave will be in addition to sick leave and will not involve any loss of
privileges or pay. During the period of military leave, the employee will receive his or her
normal pay.
During a period of military conflict, an employee who is the spouse of a member of the armed
forces of the United States, national guard, or reserves who has been notified of an impending
call or order to active duty or has been deployed is entitled to a total of fifteen (15) days of
unpaid leave per deployment after the military spouse has been notified of an impending call
or order to active duty and before deployment or when the military spouse is on leave from
deployment.
An employee who seeks to take leave under this provision must provide the employer with
notice, within five business days of receiving official notice of an impending call or order to
active duty or of a leave from deployment, of the employee's intention to take leave. All other
terms under RCW 49.77.030, will apply.
L. *Certification Leave:
1. National Board candidates will, once tuition fees have been paid by said candidate, be
entitled to a total of four (4) release days or the monetary equivalent for substitutes during
their candidacy.
2. Pro-Certification candidates will be entitled to two (2) release days or the monetary
equivalent for substitutes during their candidacy.
M. Association Leave:
Leave for attendance at local, state, or national meetings of the Association for a maximum of
eighteen (18) days per year will be requested of the District by the Association president and
reimbursed by the Rochester Education Association. This leave will be extended on an annual
basis as authorized by the Rochester Education Association.
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Leave for attendance at local, state, or national meetings of the Association for a maximum of
sixteen (16) days per year will be granted to the Association Representative (Rep) and
reimbursed by the Rochester Education Association.
Reimbursement to the District
The Association will reimburse the District on a quarterly basis, based on the current substitute
rate.
N. Leave for Holidays of Faith And Conscience
Employees may request up to two days of leave per calendar year for a reason of faith or
conscience or an organized activity conducted under the auspices of a religious denomination,
church, or religious organization. The employee may choose to take unpaid leave or use
personal leave. The District will approve this unpaid leave unless the employee’s absence
would impose an undue hardship on the District. The District will follow School Board policy
and Washington State statutes for implementation of this Leave.
O. Leave of Absence
The district may grant leave of absence for health reasons or to pursue further education and travel
without pay for specific periods of time for up to one school year upon application by a staff
member, the recommendation of the superintendent and the approval of the board as stipulated in
board policy (Board Policy 5021).
P. Leave without Pay
The superintendent may grant leave without pay upon application by a staff member and approval
of leave time by building administrator. Staff must use all personal leave days prior to leave without
pay. (Board Policy 5021)
Q. Leave to Attend Meetings/Conferences
The district may grant leave, subject to the recommendation of the superintendent and approval by
the board, to staff for the purpose of attending meetings or conferences that are likely to be of value
to the staff member’s performance.
Sick Leave Sharing:
A. Pursuant to RCW 41.04.665, a district employee is eligible to receive donated leave if:
1. The staff member suffers from, or has a relative or household member suffering from, an
extraordinary or severe illness, injury, impairment or physical or mental condition or who
has been called to service in the uniformed services or who is a victim of domestic violence,
sexual assault, or stalking which has caused, or is likely to cause, the staff member to:
a. Go on leave-without-pay status;
b. Terminate his/her employment;
2. The staff member has depleted or will shortly deplete, his/her personal and sick leave
reserves.
3. The superintendent will determine the amount of leave, if any, which a staff member may
receive under this policy. However, a staff member will not receive more leave than the
number of contracted days remaining in the current school year. In the event that the
condition requiring the employee’s absence continues beyond the current school year, the
employee will not receive a total of more than 522 days of donated leave during total
district employment.
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B. District employees may donate leave as follows:
1. An employee who has an accrued sick leave balance of more than twenty-two (22) days
may request that the superintendent transfer a specified amount of sick leave to another
person authorized to receive such leave. A staff member may not request a transfer that
would result in an accrued sick leave balance of fewer than twenty-two (22) days. Sick
leave as defined in RCW 28A.400.300 means leaves for illness, injury and emergencies;
2. The number of leave days transferred will not exceed the amount authorized by the
donating staff member;
3. Any leave donated by a staff member which remains unused will be returned to the donor.
To the extent administratively feasible, leave transferred by more than one staff member
will be returned on pro-rata basis.
C. Leave will be calculated on an hour donated and hour received basis.
ARTICLE 22 - EMPLOYEE FACILITIES
A. To permit freedom of access both during and after regular school hours, all employees will be
given and held responsible for keys and/or a keycard to their classroom/office, faculty lounge,
work area, and outside door of their assigned building. The District may close schools to
certificated employees to conduct cleaning or maintenance District will make a reasonable
effort to notify employees of scheduled building closures. Anticipated summer maintenance
work schedules will be posted in each building prior to the end of the school year. The intent
is to be done by seven (7) days prior to the first teacher workday, unless extenuating
circumstances require a change to the schedule.
In the event an employee loses their assigned keys or key card, he/she will promptly report the
loss to a building administrator. Certificated employees will be charged for the cost of rekeying a school if security is jeopardized as a result of the loss of their key(s). In the event a
building needs to be re-keyed, the employee will be provided a specific itemized list of the
charges/costs. The District will make arrangements for payment by the employee of these costs
following completion of the work.
B. The following procedures will be used by all certificated employees in the acquisitions,
disbursement and maintenance of supplies, equipment and repairs within each classroom.
1. All certificated employees will be given the opportunity to express in writing their needs
for supplies, equipment and room repairs for the following school year.
2. Their requests will be given to the building principal through the procedure established
at each building. The building principal will then review the requests for approval or
denial and will provide feedback either in writing or electronically to employee.
C. The District understands and supports the need for a communications system linking each
class/work area with the office and will make all good faith attempts to maintain the system.
D. Safe Working Conditions
The District agrees to comply with the health and safety regulations of all appropriate state and
federal regulations.
1. Standards: The District will provide safe and non-hazardous working conditions for
employees at their place of employment in accordance with WISHA for employees (WAC
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296-800-11005). The District will comply with health and safety regulations and respond
to unsafe or hazardous conditions accordingly. The District will take reasonable measures
to provide an appropriate working and learning environment for employees and students.
2. Procedure: Employees will not be required to work under unsafe or hazardous conditions,
or to perform tasks which endanger their health, safety or well-being, as verified by trained
district personnel, an industrial hygienist, and/or a licensed professional. Employees
believing that a condition is unsafe or hazardous will notify the building principal or
appropriate supervisor in writing, stating the safety concerns. The building principal or
supervisor will respond to such notification within three (3) working days.
3. Safety Committee: A safety committee will be established pursuant to WAC 296-800130 for evaluating safety and health issues brought by the employees or the district. The
safety committee will meet at least three times during the school year and will be composed
of at least one certificated representative from each building as appointed by the
Association, as well as classified employees and administrative representatives.
The committee will:
a. Review and make recommendations for change to the District safety and health policy
prior to board approval. This policy will be shared with all employees at least once
yearly prior to the beginning of the school year. This procedure will include lockdown,
fire and earthquake safety evacuation plans, and any other health safety procedure
required by law.
b. Review safety and health inspection reports to help correct safety hazards.
c. Evaluate the accident investigations conducted since the last meeting to determine if
the cause(s) of the unsafe situation was identified and corrected.
d. Evaluate the District’s workplace accident and illness prevention program and discuss
recommendations for improvement, if needed.
e. Communicate any changes to employees regarding accident and illness reporting or
prevention.
ARTICLE 23 - ASSIGNMENT TRANSFER AND VACANCIES
The employment, assignment and direction and management of all employees of the District is the
exclusive right and responsibility of the Board of Directors of the District. The District will have
the right to hire, assign and transfer the personnel of the District to meet the educational program
and needs of the District.
To assure that employees are given every consideration in filling any vacancies which may occur
at any time within the District, these vacancies and new positions will be publicized to the staff
and Association through an electronic notice or reference to an on-line job posting as far in advance
of the date of the opening of any vacancy or new position as possible. Employees will be notified
of vacancies which occur during summer break via District email. If an alternate email address is
preferred, the employee will provide it to the Superintendent’s secretary by the last day of school.
For this section, vacancies mean newly created or recently vacated positions, after in building
transfers are completed.
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A. When an involuntary transfer or reassignment is necessary due to changes in staffing,
enrollment, adjustment of master schedule (secondary schools) or other changing building
needs, the following provisions will apply:
1. A list of qualified candidates based on certification, major or minor field of study, length
of service within the District, length of service in the building, grade or subject from which
transfer or reassignment is contemplated will be provided to the Association. Other
relevant factors, including legal certification requirements and/or most recent summative
evaluation, will be considered in determining which employee is to be transferred or
reassigned.
2. The building administrator will notify building staff that a position will need to be reduced,
and ask for voluntary transfers from qualified candidates.
3. The employee will be notified as soon as possible, when feasible, no later than one week
prior to the first contracted/pre-service work day of the employee’s new assignment. Such
notification will be made in writing and will include the reason for the transfer, the position,
building, grade level, subject, program, or course and other pertinent information including
a statement of employee rights/options, concerning the assignment.
4. An employee who is involuntarily transferred will have the first right of return to his/her
previous position, if it becomes available prior to the first student day.
5. No employee will be involuntarily transferred more than one time in a three (3) year period.
B. Certificated employees who are directed to change classrooms will be granted up to two (2)
days of pay at the curriculum rate. The district will provide boxes, tape, and moving assistance.
Additional days may be approved as needed under extraordinary circumstances.
C. Certificated employees who are voluntarily transferred or reassigned to an alternate school
and/or district office will be provided boxes, tape, and moving assistance by the district.
Additional days may be approved as needed under extraordinary circumstances.
D. Certificated employees will be notified of changes in assignment as soon as they are known,
and the affected employee will be given the opportunity to confer with the administration
regarding the need for the change in assignment.
New Teaching Assignment Support
Teachers new to a building will be provided one (1) day to meet with a principal appointed
designee for building orientation.
One (1) additional day will be provided to meet with a principal appointed staff member for
reviewing subject area or grade level curriculum content, materials and pacing schedules.
When a teacher is transferred to a new assignment during the school year, s/he will be provided
one (1) day to meet with a principal appointed staff member for reviewing subject area or grade
level curriculum content, materials and pacing schedules.

25

REA Collective Bargaining Agreement 2019-2020
All teachers who participate in these support days will be paid at the curriculum rate or furnished
a substitute. This section does not apply to a building collectively undergoing a systemic change,
unless approved by the Superintendent.

ARTICLE 24 - GRIEVANCE PROCEDURE
DEFINITION: As used in this statement:
A. A grievance is defined as an alleged violation of a specific term of this Agreement or a dispute
regarding an interpretation of the Agreement.
B. A “grievant” will mean an employee or group of employees who are members of the bargaining
unit.
C. “Days” will mean “business days” which are any days the District office is open and operating.
GENERAL CONDITIONS:
A. Timelines may be extended by mutual written agreement of the parties. If the Association fails
to meet a required timeline, the grievance will be considered to be withdrawn. If the District
fails to meet a required timeline, the grievance will be deemed resolved in favor of the grievant.
Grievances filed after the end of the employees’ work year will be processed using District
business days.
Notwithstanding the expiration of the Agreement, any claim or grievance arising may be
processed through the grievance procedure until resolution.
B. Contents of the Grievance: During each step of a grievance a written statement will be
submitted by the Grievant, which will clearly specify:
1. The name of the Grievant(s);
2. The facts upon which the grievance is based;
3. The specific terms of the Agreement alleged to have been violated;
4. When the alleged violation occurred;
5. The proposed remedy or remedies for resolution.
C. A grievance may be withdrawn or settled at any step without establishing prejudice or
precedent.
D. No reprisals will be taken by the employer against any employee because of the employee’s
participation in a grievance.
E. Representation: An employee has the right to process a grievance directly with administration
through Steps one (1) and two (2) and three (3), or to request assistance from the Association.
If an employee files a grievance as an individual the district will notify the union of the filing.
Association assistance and representation may be requested at any step of the grievance
procedure.
F. Grievance of a Group: If, a grievance affects a group of certificated employees or the
Association, the Association may submit a written grievance to the Superintendent directly at
Step 3.
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G. Time of Meetings: Every attempt will be made to schedule meetings or discussions involving
grievances at times that do not interfere with classroom instruction. When the investigation
or processing of any grievance requires employees or Association representatives to be absent
from their assignment, they will be released without loss of pay or benefits.
PROCEDURE:
Step 1: Informal resolution: An employee may attempt to resolve an alleged violation informally
with his/her immediate supervisor. If an agreement is reached through an informal meeting, a
summary of the agreement will be documented in writing and shared between the parties.
Attempting resolution through the informal process is not to be construed as postponing the twenty
(20) days in which a Step 2 grievance may be filed. If the grievance is not resolved through the
informal process, the grievance will be reduced to writing and filed at Step 2.
Step 2: Within twenty (20) days of the occurrence of an event that gave rise to a dispute or become
known to the grievant, the grievant or the Association will submit the claim in writing per section
B and filed with the immediate supervisor. Upon receipt of the grievance, the supervisor and
employee will meet within five (5) days to discuss resolution. The supervisor will provide a
written decision no later than five (5) days following the meeting with the grievant.
Step 3: If the grievance is not settled at Step 2, the employee or the Association may file the
grievance in writing to the Superintendent within ten (10) days after receipt of the supervisor's
Step 2 response. The Superintendent or designee will arrange for a hearing with the Grievant to
take place within five (5) days of receipt of the appeal. The Superintendent or designee will provide
a written decision no later than ten (10) days after receipt of the written grievance.
Step 4: Optional Grievance Mediation: If the grievance is not resolved at Step 3, the Association
may request grievance mediation, or may choose to file directly for arbitration at Step 5.
A.
Within five (5) days of receipt of the step 3 response, the Association may provide a
written request to the District for mediation.
B.
Within five (5) days of receipt of the Association’s request, the District will provide a
written response accepting or rejecting mediation.
C.
If the parties agree to mediation, within five (5) days following the agreement, the
parties will file jointly with the Federal Mediation and Conciliation Service (FMCS) or
Public Employment Relations Commission (PERC) requesting a mediator.
D.
The mediator will have the authority to meet separately with either party, but will not
have the authority to compel resolution of the grievance.
E.
The presentation of facts and considerations may not be limited to those presented at
Step 3.
F.
Any settlement agreed to will be reduced to writing by the mediator and, if necessary,
will be enforceable through the grievance procedure of the Agreement.
G.
The fees and expenses of the mediator and related costs will be borne equally by the
parties.
H.
If no settlement is reached, the grievance may be continued to arbitration.
Step 5: If the Grievant is not satisfied with the decision at Step three (3) or if no decision has been
rendered within ten (10) days of filing, the Association may request arbitration subject to the
following procedures. Within twenty (20) days following the grievant’s request, the Association
will notify the District of its intent to seek arbitration, and will request a list of arbitrators from the
American Arbitration Association (AAA) or the Federal Mediation and Conciliation Service
(FMCS). If the parties cannot agree on an arbitrator, the Superintendent and the Association will
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strike names from the list until one individual's name remains. The arbitrator selected will confer
with representatives of the District and the Association to schedule a hearing.
Within thirty (30) days following the close of the hearing, the arbitrator will issue an award
deciding all procedural and substantive issues. The findings of the arbitrator will be final and
binding on the parties. The parties may agree to a longer period if necessary.
Nothing in the agreement will prevent the District and the Association from mutually agreeing
upon another method of arbitration. Nothing in this grievance procedure will prevent the parties
from proceeding to mutually agreed mediation through FMCS or PERC.
COSTS:
The fee and expenses of the arbitrator will be shared equally by the Board and the Association.
All other expenses will be borne by the party incurring them and neither party will be responsible
for the expenses of witnesses called by the other.
POWERS OF THE ARBITRATOR:
A. It will be the function of the arbitrator, after due investigation and hearing, to submit a written
decision subject to the following limitations:
1. The arbitrator will have no power to alter, add to, subtract from, or modify the terms of this
Agreement between the District and the Association.
2. The arbitrator is empowered to include in his/her award the financial reimbursement as the
arbitrator judges to be proper.
3. The decision or award of the arbitrator will be final and binding on the employee involved
and the Rochester School District.
B. The following matters are excluded from the binding arbitration provisions of this grievance
procedure.
1. The placing of a certificated employee on probation by the Superintendent;
2. Matters pertaining to the discharge of an employee for which the specific terms of the
Agreement are not applicable;
3. Matters for which another method of review is specifically required by law.
4. Relative to the evaluation procedure, the arbitrator will be limited to questions of
procedure.
NO REPRISALS:
No reprisals will be taken by the District against an employee because of his/her participation in
any grievance. Materials relating to any grievance will not become a part of a certificated
employee's personnel file.
ARTICLE 25 - REDUCTION IN FORCE
A. General:
The Board of Directors will determine the educational program and services for the
Rochester School District No. 401 based upon the educational goals of the District and the financial
resources available for the following school year. Any determination by the Board that the
certificated staff of the District should be reduced for the following school year will be by reason
of financial necessity resulting from levy loss, declining enrollment, or other loss of revenue, (e.g.,
a substantial reduction in the state per-pupil allocation of funds). In the event a RIF may become
necessary, the District will notify the Association no later than March 1st of the current school
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year and engage in problem solving to prevent loss of staffing in district wide programs, which
will include a collaborative meeting at each building between the building principal and two (2)
building representatives of the association, followed by a district level meeting to include district
administrators, the aforementioned building representatives, principal representatives, and the
Association Executive Board.
The District will protect the professional integrity of all certificated staff members who are
released from contract status because of conditions due to the loss of revenues as stated above, and
that their non-renewal should not reflect in any way upon their professional competency. In the
event of RIF status, school district administration will assist the employees in finding positions of
equal status in another district wherever possible.
The building principal will invite a local association representative to jointly meet with association
represented employees who are likely to receive RIF notices.
The district shall provide monthly budget status reports to the Association.
B. It will be the responsibility of the Board to determine within the following guidelines, which
certificated employees, will be retained.
1. The District will determine, as accurately as possible, the total number of certificated staff
known as of the week following spring break leaving the District for the following year for
reasons of retirement, family transfer, normal resignations, leaves, discharge or nonrenewal, etc.; and these vacancies will be taken into consideration in determining the
number of available certificated positions for the following school year.
2. The possession of any valid Washington State Certificate, which may be required for the
position(s) under consideration, will be a prerequisite for retention.
3. The following categories and specialties are established to ensure the qualifications of
personnel assigned to retained positions and to allow for the least disruption of the ongoing
program:
a. Preschool
b. Elementary teacher (Kindergarten through grade 5) will be considered for retention in
one category. Additional K-5 categories will be physical education, art, and music.
c. Middle level teachers (grades (6-8) will be considered for retention in the following
teaching specialties: English/Language Arts, Mathematics, Science, Social Studies
(History, Economics, Civics/Government, Geography), Designated World Languages,
Music, Visual Arts, Drama/Theatre, Physical Education, Health, Technology, and
specialties requiring specific certification.
d. Secondary teachers (grades 9 through 12) will be considered for retention in the
following teaching specialties: Math, Science, English/Language Arts, Social Studies
(History, Economics, Civics/Government, Geography), Music, Career and Technical
Education (CTE) – (Business & Marketing Education, Health Sciences, Human
Services, Skilled & Technical Sciences, Agriculture Education, STEM), Physical
Education and Health, Visual Arts, Drama/Theatre, Designated World Language, and
specialties requiring special certification.
29

REA Collective Bargaining Agreement 2019-2020
e. Other certificated staff members will be considered for retention according to their
certification, which will include but may not be limited to:
Counselors
Librarians
School Psychologists
Reading Specialists
Special Education Teachers
Speech and Language Pathologists
Occupational Therapists
Physical Therapists
English Language Learner Teachers
f. Any certificated employee on leave of absence will be included on the appropriate
seniority lists(s).
4. Each certificated staff member is eligible in any category in which s/he is
certificated/endorsed as defined by federal and state requirements in the categories and
specialists listed in item 3b above.
5. Certificated employees will be considered for retention in available positions by considering
their certificated/endorsed fields. If there are more qualified employees than available
positions in a category or specialty the following criteria will be prioritized in the order it
is listed below, to determine which employees will be recommended for retention or
reduction in force:
a. Within each category or specialty, the employee(s) having the greatest seniority within
the state will be recommended for retention. In case of equal seniority, the determining
factor will be the greatest number of years of certificated experience in the Rochester
School District.
i. One year of experience is defined as contracted full-time employment for more
than 144 days during any school year. Experience less than one year will be
granted in increments of tenths of a year which will be the number of days of
full-time contracted employment in a school year divided by 180. Contracted halftime employment will be converted to proportionate full-time employment and to
tenth of a year as above.
ii.

Seniority” will mean the cumulative total of years and tenths of years of
certificated experience in the state.

iii. Rochester School District “seniority” will be calculated from the first day of
work under a regular, non-supplemental employment contract.
b.

Evaluation results for certificated classroom teachers may be used as one of multiple
factors in making human resources and personnel decisions.

c.

If a tie still exists, after applying the criteria listed above, the person(s) to be retained will
be determined by drawing lots.

6. No later than January 30th of each year, forms will be sent to all certificated personnel, on
which the employee can designate alternate categories for which s/he is qualified and
endorsed. Each employee will also be asked to confirm his/her years of experience in WA
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State, and credit hours for placement on the salary schedule. Employees who wish to
qualify for a new category or specialty must return the form to the District office by
February 20th.
7. Every certificated employee will be listed in conformity with sub-section 3 of this section.
The lists will be ordered from the highest rating with respect to the criteria to the lowest in
each category or specialty. In any year when a reduction in force is being considered,
employees will be notified no later than May 15th. Upon request, seniority lists will be
provided to the Association by March 1st of the current school year.
8. Any staff member may, in writing, and within five (5) days of receipt of the list, file with
the Superintendent his objections to the ranking order. The employee may request
consideration for the modification of the ranking order. The individual must include upon
request a full statement of the facts on which s/he contends the list should be modified.
Response to such requests will be in writing, with a copy to the Association.
9. The District will, when assignments are made outside an employee’s major area, provide
such opportunity for training and/or orientation to the new duties as may be appropriate
and as may be supported within the available revenues. In any event, the annual
evaluations of employees so assigned will bear the notation that the assignment upon which
they are then being evaluated is an emergency assignment outside of their major area.
10. All certificated personnel who are laid off will be placed in an employment pool for
possible reemployment. Employment pool personnel will be given the first opportunity to
fill any open positions within the categories or specialties identified in paragraph B (3) for
which they are qualified under paragraph B (5) will be applied to determine who will be
offered such position. A position is not open until all internal movement has occurred.
11. When an opening occurs for which person(s) in the employment pool qualify, notification
from the District to such individual will be by certified mail or by personal delivery. Such
individual will have five (5) working days from the receipt of the written offer to accept a
position offered. If the offer is not accepted, such individual will be dropped from the
employment pool, unless the offered position is less FTE than the employee’s contract at
the time of the RIF.
12. Employment pool personnel will remain in the employment pool until September 1st, of
the following calendar year. In the event there are not sufficient positions available to offer
a contract to all employment pool personnel, candidate may request continuation in the
employment pool for an additional school year.
13. The District will utilize employment pool personnel as substitutes on a first-priority basis
in positions for which they are qualified.
14. Certificated employees laid off will have the option of continuing to participate in
insurance programs at their expense: provided such practice is permitted by insurance
companies.
C. Affirmative Action Compliance:
The Association and District recognize the requirements of the Civil Rights Act of 1964 and
mutually agree to support the provisions of the District's Affirmative Action Program as
outlined in Board Policy 5010. In its implementation of the Reduction in Force procedures, the
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employer will not act in a discriminatory manner as defined in Article 7 of this agreement and
will objectively apply seniority and other listed criteria.
ARTICLE 26 - CLASSROOM TEACHER EVALUATION
SECTION 1—INTRODUCTION
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 employee as described in WAC 392-191-025:
“To identify in consultation with classroom teachers and certificated support personnel
observed, particular areas in which their professional performance is satisfactory or
outstanding, and particular areas in which the classroom teacher or support person needs to
improve his or her performance.”
SECTION 2 —DEFINITIONS
Artifacts will mean any products generated, developed, or used by a classroom teacher during the
course of instruction. Artifacts should arise naturally from classroom instruction or practices and
should not be created specifically for the evaluation system or at the direction of the evaluator.
Additionally, tools or forms used in the evaluation process may be considered as artifacts.
Classroom teacher (teacher) will mean a certificated employee who provides academicallyfocused instruction to regularly recurring and specifically defined groups of students.
Criteria will mean one of the eight (8) state defined categories to be scored.
Component will mean the sub-section of each criterion.
Evaluator will mean a certificated administrator who has been trained in observation, evaluation,
and the use of the specific instructional framework, the rubrics contained in this agreement, and
any relevant state or federal requirements. The evaluator will assist the teacher by providing
support and resources. School districts will require each administrator, each principal, or other
supervisory personnel who has responsibility for evaluating classroom teachers or principals to
have training in evaluation procedures. Before school district implementation of the revised
evaluation systems required under RCW 28A.405.100, principals and administrators who have
evaluation responsibilities must engage in professional development designed to implement the
revised systems and maximize rater agreement.
Evidence will mean examples or observable practices of the teacher’s ability and skill in relation
to the instructional framework criteria. Evidence should be gathered from the normal course of
the essential functions of the job and evaluation criteria. Evidence collection is not intended to be
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a professional portfolio but rather a sampling of observed practices and/or data to inform the
decision about level of performance. It is recommended that evidence will be minimally necessary
as most evidence should be gathered through the observation process.
Instructional Framework will mean the evidence-based instructional framework developed by
Robert Marzano as adopted by OSPI.
Observe or observation means the gathering of evidence made through classroom or worksite
visits, or other visits, work samples, or conversations that allow for the gathering of evidence of
the performance of the teacher’s assigned duties for the purpose of examining evidence over time
against the instructional framework rubrics.
Provisional Employee will mean a certificated employee who is in his/her first three years of
employment with the District per RCW 28A.405.220. If the employee has successfully completed
(evaluation rating of level 2 or above) at least two years of certificated employment in another
school district in Washington the employee will be considered a one (1) year provisional employee.
Not Satisfactory will mean:
• Level 1: Unsatisfactory – Receiving a summative score of 1 is not considered satisfactory
performance for all teachers.
• Level 2: Basic – If the classroom teacher is on a continuing contract with more than five
years of teaching experience and if a summative score of 2 has been received two years in
a row or two years within a consecutive three-year period, the teacher is not considered
satisfactory.
Student Growth will mean the change in student achievement between two points in time.
Student Growth Data will mean the assessments used to demonstrate growth which must
predominately originate at the classroom level and be initiated by the classroom teacher.
Assessments used to demonstrate growth must be appropriate, relevant, and may include both
formative and summative measures. The District will not require use of a specific data collection
document. (Appendix D-4 includes an optional student growth data collection sheet.)
eVal will be the secured electronic tool used to organize, store and share documentation pertaining
to the evaluation process. Password protected electronic, date/time-stamped electronic signatures
in the eVal system constitute the employee’s or supervisor’s signature.
SECTION 3 – GENERAL EVALUATION PROCEDURES
It will be the responsibility of the building administrator or his/her designee to evaluate all
classroom teachers. No later than September 20th, the building administrator will notify the teacher
whether s/he will be evaluated on the Comprehensive or Focused system and will name the
assigned evaluator for the school year.
1. During each school year all classroom teachers will be observed for the purposes of evaluation
at least twice in the performance of their assigned duties. At least one of these observations
will be a formal observation cycle that is scheduled in advance with the teacher. A formal
observation cycle may include a pre-conference and must include a post-observation
conference between the teacher and the evaluator.
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2. Total observation time for each teacher for each school year will be a minimum of sixty (60)
minutes.
3. A teacher in the third year of provisional status as defined in RCW 28A.405.220 will be
observed at least three (3) times in the performance of his or her duties and the total observation
time for the school year will not be less than ninety (90) minutes. At least two formal
observation cycles will be scheduled with the teacher, and will include a pre- and postconference.
4. Provisional teachers in their first year of employment with Rochester School District will be
observed at least once for a total observation time of thirty (30) minutes during the first ninety
(90) calendar days of their employment period.
5. Following each observation, or series of observations, and the associated post-observation
conference, the evaluator will promptly document the results of the observation in writing
through eVal, and will provide the teacher with a copy within three (3) business days after such
report is prepared, but no later than 7 business days following the post-observation conference.
6. Each certificated classroom teacher will have the opportunity for a confidential conference
with his or her immediate supervisor on no less than two occasions in each school year. Such
confidential conferences have as its sole purpose the aiding of the administrator in his or her
assessment of the employee’s professional performance.
a) Classroom teachers will meet with the evaluator for a student growth goal setting meeting
prior to October 31, which can be completed during a grade/subject level meeting.
b) A mid-year summative evaluation conference may be scheduled between the evaluator and
the teacher at the request of either party.
c) A final summative evaluation conference will be held and report provided no later than
May 31st.
7. A teacher may be asked but is not required to give up his/her preparation/planning period for
evaluation meeting.
SECTION 4 - PROCEDURES FOR EVALUATION OF CLASSROOM TEACHERS
A. The evaluative criteria as established by the superintendent of public instruction will include:
1. Centering instruction on high expectations for student achievement;
2. Demonstrating effective teaching practices;
3. Recognizing individual student learning needs and developing strategies to address
those needs;
4. Providing clear and intentional focus on subject matter content and curriculum;
5. Fostering and managing a safe, positive learning environment;
6. Using multiple student data elements to modify instruction and improve student
learning;
7. Communicating and collaborating with parents and the school community; and
8. Exhibiting collaborative and collegial practices focused on improving instructional
practice and student learning.
B. Summative Performance Rating
A four-level rating system shall be used to evaluate the certificated classroom teacher. A
classroom teacher will receive a summative performance rating for each of the eight (8) state
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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
C. Student growth data will be a substantial factor in evaluating the summative performance of
certificated classroom teachers. As used in this subsection, “student growth” means the change
in student achievement between two points in time.
D. The evaluator’s determination of proficiency level ratings will be based on multiple measures
and must be appropriate and relevant to the teacher’s assignment. It may include teacher
initiated formal and informal assessments of student progress as well as classroom-based,
school-based, district-based, and state-based tools.
E. Student growth data elements may include the teacher’s performance as a member of a
grade level, subject matter, or other instructional team within a school when the use of this
data is relevant and appropriate. Student growth data elements may also include the
teacher’s performance as a member of the overall instructional team of a school when use
of this data is relevant and appropriate.
F. Student Growth Criterion Score
The evaluator will determine a student growth score for each teacher using the student
growth components embedded in the instructional framework in criteria 3, 6, and 8. These
components are SG 3.1, SG 3.2, SG 6.1, SG 6.2, and SG 8.1 Evaluators will total the raw
score on these components to determine the employee score of low, average or high based
on the scores below:
1. 5-12—Low
2. 13-17—Average
3. 18-20—High
4. 29-32—Distinguished
G. A classroom teacher with a preliminary summative evaluation rating of Distinguished with
a Low student growth rating will receive an overall summative Proficient rating. If a
teacher receives an Unsatisfactory (1) on any of the five student growth components, it will
trigger the student growth inquiry plan.
H. Conduct of a student growth inquiry. Within two months of receiving a low student growth
score, or at the beginning of the following school year, one or more of the following will
be initiated by the evaluator:
1. Examine student growth data in conjunction with other evidence including
observation, artifacts and other student and teacher information based on appropriate
classroom, school, school district and state-based tools and practices;
2. Examine extenuating circumstances which may include one or more of the
following: Goal setting process; content and expectations; attendance; extent to
which standards, curriculum and assessment are aligned;
3. Schedule monthly conferences focused on improving student growth to include one
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or more of the following topics: Student growth goal revisions, refinement, and
progress; best practices related to instruction areas in need of attention; best
practices related to student growth data collection and interpretation;
4. Create and implement a professional development plan to address student growth
areas.
I. Comprehensive Evaluation
1. All classroom teachers will receive a comprehensive summative evaluation at least
once every six years. A comprehensive summative evaluation assesses all eight
evaluation criteria and all criteria contributed to the comprehensive summative
evaluation performance rating.
2. The following categories of classroom teachers will 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.
c. A teacher may be transferred from a focused evaluation to a comprehensive
summative evaluation at the request of the teacher, or at the direction of the
teacher’s evaluator, no later than December 15
J.

Focused Evaluation. Classroom teachers who receive a comprehensive summative
evaluation performance rating of Proficient or Distinguished in the previous school year
may complete a focused evaluation.
1. One of the eight criteria for certificated classroom teachers must be assessed in every
year that a comprehensive evaluation is not required.
2. The selected criteria must be approved by the teacher’s evaluator and may have been
identified in a previous comprehensive summative evaluation as benefiting from
additional attention, or as an area of expertise to be further developed. A group of
teachers may focus on the same evaluation criteria and share professional growth
activities.
3. The evaluation must include an assessment of the criterion using the instructional
framework rubrics and the superintendent of public instruction’s approved student
growth rubrics. More than one measure of student growth data must be used in
scoring the student growth rubrics.
4. The focused evaluation will include the student growth rubrics of the selected
criterion. If criterion 3, 6 or 8 are selected, evaluators will use those student growth
rubrics. If criterion 1, 2, 4, 5 or 7 is selected, evaluators will use criterion 3 or 6
student growth rubrics.
5. The summative score is determined through the scoring of the instructional and
student growth rubrics for the criterion selected.
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6. A group of teachers may focus on the same evaluation criteria and share professional
growth activities. As appropriate, the evaluation of the classroom teacher may
include the observation of duties that occur outside of the classroom setting.
7. All classroom teachers on the focused evaluation must be observed at least twice in
each school year, for a total of 60 minutes.
8. A summative score is determined using the most recent comprehensive summative
evaluation score. This score becomes the focused summative evaluation score for
any of the subsequent years following the comprehensive summative evaluation in
which the certificated classroom teacher is placed on a focused evaluation. Should
a teacher provide evidence of exemplary practice on the chosen focused criterion, a
“Distinguished” score may be awarded by the evaluator.
9. A classroom teacher may apply the focused evaluation professional growth activities
toward the professional growth plan for professional certificate renewal as required
by the professional educator standards board.
SECTION 5 -- PROBATION (Non-Provisional)
At any time after October 15th, an employee whose work is judged as not satisfactory based
on district evaluation criteria will be notified in writing of the specific areas of deficiencies
along with a reasonable and specific plan of improvement.
a. The following comprehensive summative evaluation performance rating(s)
means a classroom teacher’s work is judged not satisfactory:
i. Level 1; or
ii. 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.
b. 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.
c. A probationary period of sixty school days will 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 15th of the same school year. The probationary period
may be extended into the following school year if the probationer has five or
more years of teaching experience and has a comprehensive summative
evaluation performance rating as of May 15th of less than level 2.
d. 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.
37

REA Collective Bargaining Agreement 2019-2020
e. The establishment of the probationary period and the giving of the notice to the
employee of deficiency will be by the school district superintendent and need
not be submitted to the board of directors for approval.
f. During the probationary period the evaluator will meet with the employee at
least twice monthly to supervise and make a written evaluation of the progress,
if any, made by the employee.
g. The evaluator may authorize a second evaluator to evaluate the probationer and
to aid the employee in improving his or her areas of deficiency.
h. Should the evaluator not authorize an additional evaluator, the probationer may
request that an additional certificated employee evaluator become part of the
probationary process. This request must be implemented by including an
additional experienced evaluator assigned by the educational service district.
1. The probationary employee may be removed from probation at any time if he or she
has demonstrated improvement to the satisfaction of the evaluator.
2. If a procedural error occurs in the implementation of a program for improvement, the
error does not invalidate the probationer’s plan for improvement or evaluation activities
unless the error materially affects the effectiveness of the plan or the ability to evaluate
the probationer’s performance.
3. The probationer must be removed from probation if s/he has demonstrated
improvement to the satisfaction of the evaluator in those areas specifically detailed in
his or her plan of improvement.
a. A classroom teacher will be removed from probation if s/he has demonstrated
improvement that results in a new comprehensive summative evaluation
performance rating of level 2 or above for a continuing contract employee with
five or fewer years of experience, or of level 3 or above for a continuing contract
employee with more than five years of experience.
b.Lack of necessary improvement during the established probationary period, as
specifically documented in writing with notification to the probationer constitutes
grounds for a finding of probable cause for non-renewal under RCW
28A.405.300 or 28A.405.210.
SECTION 6--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 below level 2 for two
consecutive years, the school district will, within ten days of the completion of the second
summative comprehensive [comprehensive summative] evaluation or May 15th, 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
an alternative assignment for the remainder of the school year.
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ARTICLE 27 – CERTIFICATED SUPPORT PERSONNEL EVALUATION
Certificated support personnel will be evaluated during each school year in accordance with the
following procedures and criteria. The evaluative criteria must contain as a minimum the criteria
established by the superintendent of public instruction and will include:
1.
2.
3.
4.
5.

Knowledge and scholarship in a special field.
Specialized skills.
Management of special and technical environment.
The support person as a professional.
Involvement in assisting pupils, parents and educational personnel.

A. Definitions:
1. Certificated Support Personnel means certificated employees who provide services to
students and are not classroom teachers. This includes, but is not limited to, counselors,
occupational therapists, physical therapists, speech language pathologists,
communication/behavioral specialists, nurses, school psychologists, instructional coaches,
and teachers on special assignment (TOSA).
2. Evaluator will mean a certificated administrator who has been trained in observation,
evaluation, and the use of rubrics contained in this agreement and will demonstrate
competence in observing certificated support personnel. The evaluator will assist the
employee by providing professional development, support, and resources as necessary.
B. Evaluation:
1. Responsibility for Evaluation: A qualified administrator will be responsible for the
evaluation of certificated support personnel. Support personnel will be notified no later
than September 20th of the assigned evaluator. After September 20th the association may
request a list of evaluators assigned to certificated support personnel.
2. Evaluation Criteria: Each employee will be evaluated in accordance with the evaluation
criterion rubric appropriate to the employee's position, which criteria are set forth in Exhibit
D.
3. Required Evaluation: All employees, including new employees, will be evaluated annually,
such evaluation to be completed no later than May 31st of each year.
4. Evaluation Procedures:
a. General: The evaluation of an employee’s performance will be based upon the
observation of the employee's assignment as provided in paragraph B.4 (b) below,
together with such other sources of documented information as may be pertinent to the
adopted criteria. Evaluators will conduct observations openly and with the
foreknowledge of the employee. Any criticism will be factually based and evidence
that timely notice of a concern was provided to the employee will be maintained.
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b. Observations: All provisional employees will be observed at least once for a minimum
of thirty (30) minutes and an Evaluation Report (Exhibit E) completed during the first
ninety (90) calendar days of employment.
During each school year, each employee will be observed for the purpose of evaluation
at least twice in the performance of his or her assigned duties for a period of no less
than 30 minutes, unless on PGO. Whenever possible the first observation will occur in
the first semester, and the second observation will occur during the second semester.
Total observation time for each employee for each school year will be a minimum of
sixty (60) minutes. These observations may be conducted while the employee is
facilitating a meeting or providing professional development for staff.
In addition to the required observations, evaluators may make additional observations
at any time during the school year. A series of observations of no less than 15 minutes,
conducted within a period of five (5) working days may be considered to be a single
observation. Following each observation, or series of observations, and the associated
post-conference the evaluator will promptly document the results of the observation in
writing, and will provide the teacher with a copy thereof within three (3) business days
after such report is prepared. The employee will sign the District's copy of the
observation report to indicate that s/he has been given a copy. The employee's signature
on the observation report does not imply agreement with the contents.
Observations will be documented by the assigned evaluator on the evaluation report
form attached in Exhibit F as negotiated. A copy of the observation report will be
provided to the employee.
c. Post-Evaluation Procedures: Evaluations will be documented using the evaluation
report form attached as Exhibit E. Evaluations will be based on and limited to the
certificated employee evaluation criterion rubric in Exhibit D.
Each employee will be provided with a copy of his or her final evaluation report and if
applicable a copy of the certificated employee evaluation criterion rubric indicating the
employee’s level of performance on each applicable standard within three (3) work
days after such report is prepared, but no later than May 31st. The employee will sign
the District’s copy of the evaluation report to indicate that s/he has seen the report and
has been given a copy thereof. The employee's signature on the evaluation report does
not imply agreement with the evaluation. The employee may write a rebuttal which
will be attached to the observation report and/or final evaluation report form.
If an employee does not meet standard in any area of the evaluation report, justification
will be included in the comment section of said area(s).
Following the completion of the evaluation report the evaluator will meet with the
employee no later than May 31st to discuss the contents. The District's copy of the
evaluation report will be forwarded to the District's personnel office for filing in the
employee's personnel file.
5. Short-Form (PGO) Evaluation Procedure
After an employee has received four (4) years of satisfactory evaluations in the District, a
short form evaluation as prescribed by law may be used. The short-form evaluation will
include either:
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a. One thirty (30) minute observation during the school year with a written summary, or
b. One final annual written evaluation based on at least two observation periods during
the school year totaling at least sixty (60) minutes without a written summary of the
observations being prepared.
c. The standard evaluation process will be followed at least once every three years.
d. The short-form evaluation process may not be used as a basis for determining that an
employee’s work is unsatisfactory, nor as probably cause for the non-renewal of an
employee’s contract under RCW 28A.67.070.
e. The PGO Short Form Observation/Evaluation Form is available in Exhibit G.
6. Probation
1. Evaluator’s Report: In the event an evaluator determines that an employee under
his/her supervision is unsatisfactory, the evaluator will submit a written report to the
Superintendent on or before January 25th. The report will include the evaluation reports
upon which the determination was made by the evaluator.
2. Establishment of Probationary Period: If the Superintendent concurs with the
evaluator’s report, the Superintendent will place the employee on a probationary status
beginning on or before February 1, and ending on or before May 1. On or before
February 1, the employee will be given written notice of the action of the
Superintendent which notice will contain the following information.
a. Specific areas of performance deficiencies;
b. A specific and reasonable plan for improvement;
c. A statement indicating the duration of the probationary period. The purpose of the
probationary period is to give the employee the opportunity to demonstrate
improvement in his or her area(s) of deficiency.
3. Evaluation during the Probationary Period: The evaluator will hold a personal
conference with the probationary employee to discuss performance deficiencies and
the remedial measure to be taken. The evaluator may authorize additional certificated
employee(s) to aid the employee in improving his or her areas of deficiency.
During the probationary period, the evaluator will meet with the probationary employee
at least twice monthly to supervise and make a written evaluation of the progress made
by the employee. The provisions of paragraph B.4 (b) above will apply to the
documentation of observation reports during the probationary period.
d. The evaluator may authorize a second evaluator to provide observations and
feedback and to aid the employee in improving his/her areas of deficiency.
e. Should the evaluator not authorize an additional evaluator, the teacher may request
a second evaluator as part of the probationary process. The district will assign an
additional qualified evaluator from within the Rochester School District.
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The probationary employee may be removed from probation at any time if he or she
has demonstrated improvement to the satisfaction of the evaluator.
4. Supervisor's Post-Probation Report: Unless the probationary employee has previously
been removed from probation, the evaluator will submit a written report to the
Superintendent at the end of the probationary period which will identify whether the
performance of the probationary employee has improved and which will set forth one
of the following recommendations for further action:
f. That the employee has demonstrated sufficient improvement in the stated areas of
deficiency to justify the removal of the probationary status; or
g. That the employee has demonstrated sufficient improvement in the stated areas of
deficiency to justify the removal of the probationary status if accompanied by a
letter identifying areas where further improvement is required; or
h. That the employee has not demonstrated sufficient improvement in the stated areas
of deficiency and action should be taken to non-renew the employment contract of
the employee.
5. Action by the Superintendent: Following a review of the report submitted pursuant to
paragraph 4 above, the Superintendent will implement an appropriate course of action.
7. Provisional employees will be specifically excluded from this probationary process as defined
by law. The District and the Association believe it is vital that all certificated employees are
treated with dignity and respect. Before non-renewing a provisional employee for alleged
performance deficiencies, the evaluator will have made a good faith effort to assist or secure
support for the employee in remediating said deficiencies. A provisional employee whose
performance does not meet minimum requirements will be informed of the deficiencies and
afforded the opportunity to improve.
ARTICLE 28 - WORKLOAD
The District recognizes the value of lower class size and will attempt to keep class numbers as
low as economically feasible. The District will meet or exceed the state staffing guidelines as
contained in RCW 28A.l50.100. During the first Labor/Management meeting following the
October 1st count and again in March, the Superintendent will publish the staff-student count and
discuss class size district-wide.
The parties recognize that individual and combined student needs can disproportionately impact
the learning environment in a classroom. To enhance learning opportunities for students a
reasonable effort will be made before a school year or semester begins to distribute workloads
equitably, taking high impact factors into account. Furthermore, prior to finalization of the master
schedule in every building the District will:
• Balance core academic classes with pull out services and specialist classes at all levels.
• Strike an effective balance between preserving electives and moving toward lower class
size and caseload at the secondary level.
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Employees who have been assigned a workload that is excessive and requires work beyond the
contracted employee’s workday, and which negatively impacts the learning process, may apply to
their building workload committee or administrator for assistance. In considering the request for
assistance, the supervisor and the employee will involve all impacted staff in the exploration of
resolutions.
If the impacted employees are unable to reach a consensus with the principal regarding a resolution
to the situation giving rise to the request, the situation may be reviewed by a building workload
committee. This committee will consist of the impacted teacher(s), building principal, building
REA representative and/or REA officer and, at the option of the District, a district representative.
This meeting will be scheduled within three (3) school days of the issue being raised. If no
resolution is reached within five school days, the issue will be appealed to the District Workload
Committee. If no acceptable resolution is provided by the Committee, the issue may be appealed
to the Superintendent or designee.
SECTION 1: SPECIAL SERVICES CASELOAD
A. Special Services Caseload:
Pre-School
K-5 Resource
K-12 Behavior
6-12 Resource
K-12 Life Skills
HS Transitions
OT
PT
SLP
Psychologist

18:1
25:1
10:1
27:1
10:1
16:1
50:1
40:1
50:1
950:1

If the case load is over the guideline, the following conditions will apply:
1. In a circumstance where an overload exists, the impacted teacher staff member, the
principal, a REA representative, and a district designee will convene within 5 day to seek
an acceptable solution.
2. Any solution reached during this meeting will be reduced to writing, all parties to the
agreement will sign it, and copies will be given to all participants, including REA.
B. IEP’s
The District shall provide 10 extra paid days for special education teachers to complete IEPs.
Special Education Teachers will be paid at the per diem rate or furnished a substitute for the
day or a combination of these two options.
C. For Special Education teachers who have three (3) or more WA-AIM students on their
caseload, they may also request one WA-AIM collection day for each of the required 2
data points. This involves bringing in a substitute to teach their normal class while the special
education teacher remains at school working with their WA-AIM students to gather the data
points and enter them into the WA-AIM system.
D. A Collaboration pool of 200 hours paid at the per diem rate will be available for special
education teachers to draw upon for time to plan with and train assigned educational
assistants. To ensure equity between buildings. The special education director or building
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principal will pre-approve requests, the special education director shall report the use of these
hours to REA leadership quarterly.
E. Speech and Language Pathologist:
1. Number of students with IEPs receiving direct services, designated services and/or regularly
scheduled consultations exceeds fifty (50) per FTE.
2. Number of schools served exceeds three.
3. Schedules for direct service students, designated services, indirect service,
evaluation/assessment time, planning time, travel time and required IEP meetings exceed
time available in the work week.

F. Occupational Therapist:
Schedules for direct service students, designated services, indirect service, evaluation and
assessment time, planning time, travel time and required IEP meetings exceeding time available
in the scheduled work week exceeds fifty (50) students.
G. School Psychologist:
There will be a ratio of one (1) school psychologist, including contractors, assigned to directly
serve every 950 (1:950) students enrolled in the District. A school psychologist will be
assigned to no more than two schools.
H. Physical Therapists:
The department-wide physical therapist average caseload ratio will be one (1) physical
therapist to forty (40) students (1:40). Individual caseloads may vary above or below these
ratios.
I. Caseloads for Special Education Teachers, Counselors, SLPs, OTs, PTs, and School
Psychologists will be monitored quarterly. If a concern arises, then the District Workload
Committee will attempt to ensure equity in workload distribution.
SECTION 2: OTHER
A. Special Education Curriculum – The District shall make available supplemental curriculum
materials in addition to regular education curriculum to meet the needs of students who qualify
for specifically designed instruction in the areas for which they have a specific IEP goal. These
supplemental materials shall be available through the Special Education Department.
Additional materials may be requested by the student’s case manager and shall be provided if
approved by the Director of Special Education.
B. Elementary Special Education teachers will be provided the opportunity to give input on the
building schedule.

SECTION 3: GENERAL EDUCATION CLASS SIZE
A. The District will attempt to maintain class sizes during the course of a school year within the
guidelines and following the process outlined below. To the maximum extent feasible
distribution of students will be balanced in regard to all factors (gender, ability, etc.)
1. The term "class size" means the ratio between the total number of students assigned to

a class and the number of teachers in that class. Music, PE, or other specialists who
may provide supplementary instruction will not be counted in the class size ratio.
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2. The term "caseload" means the ratio of IEP students per case manager/special education
teacher, or the total number of students assigned to a secondary teacher in a day
Elementary Class Size
Kindergarten
23:1
First
23:1
Second
23:1
Third
24:1
Four
26:1
Five
27:1
Specialists
Will not exceed grade level limits
Secondary Class Size/Caseload
Class

Class Size

Daily Caseload

*General Education Classes

30:1

Daily caseload will be calculated as the number
of periods taught multiplied by the maximum
class size.

Visual Art/Theater Art

28:1

Daily caseload will be calculated as the number
of periods taught multiplied by the maximum
class size.

General Music

30:1

Daily caseload will be calculated as the number
of periods taught multiplied by the maximum
class size.

Performing Ensembles MS

40:1

Daily caseload will be calculated as the number
of periods taught multiplied by the maximum
class size.

Performing Ensembles HS

50:1

Daily caseload will be calculated as the number
of periods taught multiplied by the maximum
class size.

PE/Fitness

30:1

Daily caseload will be calculated as the number
of periods taught multiplied by the maximum
class size.

Weight Training

30:1

Daily caseload will be calculated as the number
of periods taught multiplied by the maximum
class size.

Metal Shop: Intro to Metal Shop

26:1

Daily caseload will be calculated as the number
of periods taught multiplied by the maximum
class size.

Metals: Design and Fabrication 1 or 2

24:1

Daily caseload will be calculated as the number
of periods taught multiplied by the maximum
class size.

Power Mechanics or Advanced Power22:1
Mechanics

Daily caseload will be calculated as the number
of periods taught multiplied by the maximum
class size.

24:1

Daily caseload will be calculated as the number
of periods taught multiplied by the maximum
class size.

Construction24:1

Daily caseload will be calculated as the number
of periods taught multiplied by the maximum
class size.

Environmental Science, Agricultural30:1
Biology, Animal Science or Horticulture

Daily caseload will be calculated as the number
of periods taught multiplied by the maximum
class size.

Robotics, Engineering
Physical Science

Daily caseload will be calculated as the number
of periods taught multiplied by the maximum
class size.

Woods: Design and Fabrication 1 or 2

Engineering
Technology

and

or

Applied24:1
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Office User, Video Production or App24:1
Design

Daily caseload will be calculated as the number
of periods taught multiplied by the maximum
class size.

Digital Arts 1 & 2

28:1

Daily caseload will be calculated as the number
of periods taught multiplied by the maximum
class size.

ASL 1 & 2

30:1

Daily caseload will be calculated as the number
of periods taught multiplied by the maximum
class size.

Medical Careers

30:1

Daily caseload will be calculated as the number
of periods taught multiplied by the maximum
class size.

*General Education classes include English Language Arts, Math, Social Studies/History, Health,
Science, Humanities, World Language, etc.
At the secondary level, a teacher’s workload must exceed both the class size ratio and the daily
caseload limit before an overload condition exists.
1. RHS teachers with more than three (3) preps will be compensated $500 per semester, per
assigned prep over three (3). A prep is defined as a class where a teacher is responsible for
a gradebook that is transcripted and the grade will impact a student’s GPA. It is a course
that can include curriculum planning, lesson design, assessment of skills, and adhere to a
set of content standards. Core Support and Readiness or such support classes and stipend
courses would not be calculated in the maximum number of preps.
2. Stipends will be paid to employees for the following assignments, which is payment in lieu
of the 4 prep stipend:
a. AVID - $1,000 per year
b. Bridge to College - $1,000 per year
c. College in the High School staff will be paid the greater of $1,000, or the amount
issued by the college.
The money shall be paid on a supplemental contract. Teachers who currently receive a
stipend for AVID, Bridge to College, or College in the High School will not be eligible for
this stipend, unless they are assigned five (5) preps.
th

Only students who receive core instruction in the classroom in grades K-5 are included in the
general education count.
B. If the class size is over the guideline and the teacher has a concern, the following conditions
will apply:
1. In a circumstance where an overload exists, the impacted teacher, the principal, a REA
representative, and a district designee will convene within 5 days to seek an acceptable
solution.
2. Any solution reached during this meeting will be reduced to writing, all parties to the
agreement will sign it, and copies will be given to all participants, including REA. A
teacher may opt to:
• Receive one (1) hour of educational assistant time, per day, per student in excess
of the guideline;
• Receive compensation at the rate of $10 per student/per day, in excess of the
guideline;
• Use a combination of educational assistant time and pay as a remedy;
• Use another mutually agreed upon remedy.

C. Counselor Caseload: If the counselor is required to manage more than twenty (20) - 504
plans during the school year, the District will provide additional time and/ or
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compensation. Counselors in each building will collaborate with
administrator to determine how the extended days will be used.
504 Caseload
20-39
40+

the

building

Compensation
2.5 additional hours paid, at the per diem rate, for each additional 504
plan.
District and building administrators with convene with counselor(s) to
remedy overload of caseload and discuss: clerical support,
compensation, and monitoring of 504 plans.

DISTRICT WORKLOAD COMMITTEE
The Labor Management Committee will serve as the District Workload Committee.

The purpose of this committee will be to review class size and caseloads on a quarterly basis
or as needed and to review any concern brought to the committee by an employee(s) who is/are
not satisfied with the decision arrived at in the process outlined in the class size. The committee
shall meet no later than five (5) school days following receipt of a written request for review
by the employee.
The committee will look at all options available and recommend in writing to all parties,
including the School Board, the relief assistance that would best meet the needs of the students
and/or the staff involved. This committee will have no authority other than making
recommendations.
ARTICLE 29 –PROFESSIONAL DEVELOPMENT
A.

District Professional Development Compensation:
Employees participating in a District required professional development program or
working on various District approved projects will be compensated at the employee’s
per diem.

B.

District Professional Development Committee:
A District Professional Development Committee will be composed of a least one (1)
employee from each building to be appointed by the Association president and one (1)
administrator. The purpose of the committee will be to identify in-service needs, and to
review mini-grant applications.
A survey will be conducted every two (2) years to gain membership priorities for the use
of PD time. The results of the survey will be reviewed by the professional development
committee and shared with the staff no later than May 1st of the survey year. The committee
will make recommendations to the District on trainings to be offered to employees beyond
state and federal requirements.

C. Professional Development Pool:
1. A pool of District funds totaling $35,000 will be set aside each school year for the purpose
of continuing an ongoing staff development program.

47

REA Collective Bargaining Agreement 2019-2020
2. It is the intent of the parties that these funds be expended for programs/activities planned
and developed to meet building, program and District level goals and/or upgrading
personal/professional competence.
3. Throughout the school year employees seeking to utilize funds from this pool will
request mini-grants up to $850 per grant, until the May Professional Development
meeting, on a form provided by the committee so that the request may be reviewed and
approved or disapproved by the District Professional Development Committee. In the
event the pool is depleted early and not all requests made during a given month are
possible, all accurately completed mini-grant applications received prior to the deadline
will be entered into a random drawing. Mini-grant applications will be randomly drawn
until all remaining funds are allocated.
4. Mini-grants cannot be used to purchase technology hardware, even if a device is included
in the price of a workshop/course. Mini-grants cannot be used to pay for an employee’s
time to attend a workshop, course, or conference. Projects must receive the approval of
the curriculum director or building principal prior to being submitted.
5. For proposals involving salary stipend requests, such proposal will state the services to be
performed, the number of hours for which pay would be received for performing these
services and the means by which accountability for performance of these services can be
monitored.
6. In reviewing such proposals, the District Professional Development Committee, will
approve or disapprove proposed expenditures consistent with negotiated intents of the
parties. The existing membership will be maintained for the duration of the agreement. It
is the intent of the parties that the entire bargaining unit has equal access.
7. Any funds not used or applied for by the May Professional Development Committee
meeting will be available, as mini-grants of $500 or less. At the May Professional
Development Committee meeting, a mini-grant application due date will be established.
Certificated employees will be notified of the due date at least five school days prior to
the deadline. All accurately completed mini-grant applications received prior to the
deadline will be entered into a random drawing. Mini-grant applications will be
randomly drawn until all remaining funds are allocated. An employee's total in annual
mini-grants will not exceed $1,350.
8. Travel reimbursement will be in accordance with IRS Mileage Rate and Rochester School
District's Travel Rates, Requirements and Restrictions.
9. Professional development funds may not be used for National Board Certification.
D. Support for State-Initiated Curriculum, Learning Standards and Testing Changes
When the state initiates substantial changes to the curriculum, learning standards, state
assessment(s), and/or graduation requirements for either a grade level or a specific secondary
course, the grade level team or department in which these courses are taught will be provided
the equivalent of one day per member of that grade level or department team, to be used at the
team’s discretion, to realigning curriculum and making necessary change to lesson plans and
assessments.
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All teachers who participate in these support days will be compensated at per diem for any
work completed outside of the regular workday or will be furnished a substitute.
ARTICLE 30 –TIME, RESPONSIBILITIES, INCENTIVES (TRI)
The District and Association agree that the success of the Rochester School District is dependent
upon hiring the highest quality teachers; providing a quality education for students requires from
teachers a commitment to the profession beyond the base contract, normal workday hours
and school year; state law allows additional compensation for additional time, responsibilities,
or incentives (TRI) RCW 28A.400.200(4).
A. Time: Each employee will be entitled to additional days as indicated in the chart below
at his/her hourly per diem rate for activities outside the normal workday, prorated based
on FTE. All TRI activities shall commence at the end f the contracted work day.
1. Family Engagement Events: The District may choose to offer optional evening or
weekend family engagement events, that are paid at the per diem rate, and submitted
by time sheet for this supplemental activity. Possible activities could include, but are
not limited to:
a. Kindergarten Family Dinners
b. Math Nights
c. Curriculum Nights
d. Other activities that qualify as enrichment or family engagement.
District/building directed professional hours will be used for the following activities outside the
contract workday:
1. Four (4) District/Building directed days will be used prior to the opening of school.
Administrators will allocate 7.5 hours of time in segments to be used for
individual school year preparations.
2. One and one half (1.5) days will be used as directed by the building administration.
Staff will be notified of Building Directed TRI Activities no less than 30 calendar
days prior to the event.
District/building directed hours will be used between August 15th and before June 30th or by
the last working day of June whichever comes first.
1. In instances when an employee is unable to attend building directed TRI for sick leave
eligible reasons, the employee shall be given the opportunity to use sick leave. To be
eligible for the use of sick leave for full (7.5 hr.) TRI days a note from a healthcare
provider will be required. TRI rosters will need to have the employee’s name written
with a sick leave notation added.
2. In instances when an employee is unable to attend building directed TRI due to
approved bereavement leave, sick leave may be used.
3. For absences due to school business see exhibit A4.
B. Responsibility
The days formerly in this category are now part of the base contract and salary schedule.
The responsibilities attached to those days are now part of the regular contracted salary.
Any future additional compensation for responsibility must conform to the rules regarding
enrichment activities.
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Total for 1.0 FTE
Self-directed
District-directed

2019-20
5.5 days
Included in base salary
5.5 days

C. TRI hours/days will consist of a combination of district/building professional time prorated
based on an employee's FTE.
D. Compensation for the district-directed days will be paid in twelve (12) equal installments
throughout the school year. Hours paid will be recaptured in the employee's July paycheck
if needed.
E. Incentive/Longevity
In recognition of the years of service in education, the District will pay a longevity
incentive beginning in year 17 that will be included in the employee’s base contract. See
the Longevity Salary Schedule in Exhibit A-3 for longevity incentive amounts.
ARTICLE 31 - PREPARATION-PLANNING TIME
The District will provide duty free preparation-planning time for each employee on all full
school days in the following amounts:
Grade 6-12:
Grades K-5:
Preschool:

A total of no less than one (1) regularly scheduled period during each
workday.*
No less than thirty (30) continuous minutes per workday.*
No less than 2.5 hours per week.

K-5 Specialists:
* K-5 specialists will have no less than thirty (30) continuous minutes per workday. Specialists
shall have at least an equal number of planning minutes per week as other general education
teachers during standard weeks.
A process to establish planning schedules for all school days will be developed within each
building.
To reduce the K-5 work load, teachers at RPS and GMES will each be assigned one hour of
teacher directed educational assistant time per full work week. Efforts will be made to assign
a consistent time for each teacher; however, schedule changes will occur, and time may be
reduced on shortened weeks, conference weeks and in emergency situations.
If the District requests any employee to give up planning time to cover instruction in another
class during any school year due to lack of substitutes, the District will compensate said employee
at the per diem rate. Time will be paid in increments of .25 hour and paid in the December
pay period for August-December and the June pay period for January-June. This does not include
teachers covering for one another.
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ARTICLE 32 – DURATION
This contract will be in effect from September 1, 2019 to August 31, 2020. The parties agree to
reopen if the need arises. In the event of a double levy failure or an actual reduction in state funds
of ten (10) percent or more, the parties will reopen this contract.
ROCHESTER SCHOOL DISTRICT #401

ROCHESTER EDUCATION ASSOCIATION

BY:
Kim Fry, Superintendent

BY: __________________________________
Teresa Kelley, REA Board President

DATE:

DATE: ________________________________
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Exhibit A-1
Base Salary Schedule
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Exhibit A-4
TRI Alternative Use Form
Alternative District Directed TRI Form
Name

Scheduled Activity

Date

Time

# Hours

Date

Time

# Hours

Date

Time

# Hours

Date

Time

# Hours

Proposed Alternate Activities

Supervisor Pre-Approval

Date

I certify that I completed the above stated activities on the above stated dates as indicated by my
signature.
Employee
Date
I certify the employee completed the above stated activities on the above stated dates as indicated
by his or her signature.
Supervisor Approval
Date
Budget Code: 0100-27-2000-Building Code
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Exhibit B
Co-Curricular Salary Schedule
It is agreed that members of the District CURRICULUM COMMITTEE will receive the
following stipend:
Member*
Chair*

$400
$250 (Additional)

It is agreed that members of the CURRICULUM STUDY COMMITTEE will receive the
following stipend:
Member*
$400
Chair*
$250 (Additional)
Grade Level/Leadership
Each building will receive $3500 for educational leadership positions as determined by
building site-based teams (RPS, GMES, RMS, RHS). Every attempt will be made to
include a representative from each grade level or PLC group.
* Multi-year positions are defined by the committee by-laws (DCC & Curriculum Study
Committee)
** Multi-year positions due to link to teaching position (Band Director, Choral Director,
Jazz/Stage Band, Drama, Music Specialists, & MS Advisory Coordinator)
*** The following positions will be paid by timecard for actual hours worked up to but not
surpassing the indexed salary below. All timecard and stipends will be paid in May. (.0125 =
20 hours; .025 = 40 hours; .0375=60 hours, .05 = 80 hours, .10=160 hours, .15=240 hours).
.0125 RHS Department Heads for departments of up to 3 members.*** District
Art Festival (every other year- per individual member)***
.025 RHS Department Heads for departments of more than 3 members.***
Art Coordinator (GMES)***
Science Coordinator-(GMES)***
Tech Coordinator (two (2) positions @ .025 per building
@ RPS, GMES, RMS, RHS)
Young Authors***
Robotics Club (RMS)
8th Grade Celebration
.0375 Honor Choir (GMES)**
Jazz/Stage Band (3 days per week RHS/RMS)**
High School Marching Band Director
.05

Choral Director (RHS)**
Honor Society (RHS)
Knowledge Bowl (RMS & RHS)
Math Team (RMS)**
ASB Advisor (RMS/RHS)**
PBIS Coordinator (RMS/RHS)***
Destination Imagination
57

REA Collective Bargaining Agreement 2019-2020
Band Director (RMS)**
High School Yearbook
.10

High School Advisors (Shared)

.15

Drama (2 plays)**
Band Director (RHS)**
Activities Coordinator (RHS)**

Extended Day Contracts
Extended day contracts are prorated monthly and added to the total monthly salary of the
employee. Documentation of hours worked must be submitted by employees by the end of the
last business day in June. Submission of forms must occur in one (1) of the following methods:
mailed, faxed, hand delivered, or scanned and emailed. Hours paid will be recaptured in the
employee's July paycheck if forms are not submitted. If an Agriculture, Business or STEM
teacher is not 1.0 FTE in the CTE Program, the CTE Director will work with the teacher to develop
program needs and expectations. The number of extended days may be adjusted as needed to
reflect the workload. The following positions receive extended day contracts:
Counselors
15 days
Band Director (RMS/RHS)
5 days
ESA Staff (School Psychs, SLPs, OTs, PTs)
10 days
RHS CTE Business Education Teacher
8 days
RHS CTE Agriculture Teacher(s)
30 days
STEM (RHS)
30 days
Career and Technical Education (CTE) Director $4,000 with two (2) release periods;
or $5,500 if only one (1) release period.
New CTE Programs: Digital Arts, American Sign Language and Sports Medicine will
have the opportunity to receive up to 10 days. Hours will be time carded monthly and
approved by the CTE Director.
The English Language Learner teacher group will receive 6 days divided between
them proportionally based on caseload.
Co-Curricular
Schedule
Index

0.1500
0.1000
0.0500
0.0375
0.0250
0.0125

Salary

0 Years

5,700
3,800
1,900
1,425
950
475

1 Year

1.04
5,928
3,952
1,976
1,482
988
494

2 Years

1.08
6,156
4,104
2,052
1,539
1,026
513

3 Years

1.12
6,384
4,256
2,128
1,596
1,064
532

Hourly rate for stipends paid through time card
0 Years
1 Year
2 Years
3 Years

1
22.31
$38,000

1.04
23.21

1.08
24.10

1.12
24.99

4 Years

1.16
6,612
4,408
2,204
1,653
1,102
551

4 Years

1.16
25.88

5 Years

1.2
6,840
4,560
2,280
1,710
1,140
570

5 Years

1.2
26.78

Salary Base + IPD = $38,760 for 2019-20

Each year a new co-curricular salary base will be calculated by adding IPD to the previous year’s
co-curricular salary base.
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Exhibit D-1
Marzano Instructional Framework Rubric

For the most current Marzano Instruction Framework go to the Office of the Superintendent of Public Instructions (OSPI) website at
http://tpep-wa.org/resources/instructional-frameworks/marzano/
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Exhibit D-2
RSD School Counselor Benchmarks & Rubric
Candidates at the Pro Cert level are aiming to meet standard at the professional level.
STANDARD 5A School Counseling Program: Certified school counselors develop, lead, and evaluate a data-driven school counseling program
that is comprehensive, utilizes best practices, and advances the mission of the school.

A. Implements a comprehensive school counseling program aligned with the mission of the school.
B. Works with stakeholders to define, use, and communicate measurable career, personal/social, and academic benchmarks and outcomes.
C. Works with stakeholders to use a variety of data to inform decision-making and demonstrate accountability.
D. Seeks and adapts informational resources a technology to respond to the individual and system needs in delivery and evaluation of a
comprehensive program.
A. Program implementation

B. Program measures

Basic
Design and lead a comprehensive school
counseling program aligned with the
mission of the school.
Define, use and communicate measurable
career, personal/social, and academic
benchmarks and outcomes.

C. Program data

Use data to inform decision-making and
demonstrate accountability.

D. Program technology

Select and use informational resources
and technology to facilitate delivery and
evaluation of a comprehensive program.

Proficient
Implements a comprehensive school
counseling program aligned with the
mission of the school.
Works with stakeholders define, use
and communicate measurable career,
personal/social, and academic
benchmarks and outcomes.
Works with stakeholders to use a
variety of data to inform decisionmaking and demonstrate
accountability.
Seeks and adapts informational
resources and technology to respond to
the individual and system needs in
delivery and evaluation of a
comprehensive program.
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Distinguished
Leads in continuous improvement of a sustainable
and evolving comprehensive school counseling
program aligned with the mission of the school.
Leads others to define, use, and communicate
measurable career, personal/social, and academic
benchmarks and outcomes in relationship to
educational decisions.
Leads analysis of data to inform decision-making
and demonstrate accountability.

Leads in the adaptation of informational resources
and technology to respond to the individual and
system needs in delivery and evaluation of a
comprehensive program.
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STANDARD 5B Student Learning and Assessment: Certified school counselors use their knowledge of pedagogy, child development,
individual differences, learning barriers, and Washington State learning requirements to support student learning. They work effectively with
other educators to monitor and improve student success.
A. Analyze and utilize assessment information to facilitate interventions that promote student success.

B. Apply strategies, methods, and results in working with other educators and families to support student learning needs.
C. Recognize and respond accurately to multiple factors that may affect student success.
D. Develop and conduct strength-based programs that promote student career development and life role readiness skills.
Basic

Proficient

Distinguished

A. Assesses student learning Select appropriate assessment strategies to Analyze and utilize assessment information to Utilize a broad array of assessment strategies
evaluate student progress.
facilitate interventions that promote student
to consult, plan, and advocate effectively with
success.
and for
students.
B. Collaboration on student Consult with educators and
learning
parents/guardians to support student
learning needs.

Apply strategies, methods, and results in Participate in and build effective teams of
working with other educators and
educators and families to support student
learning needs.
families to support student learning needs.

C. Barriers to learning

Recognize and respond accurately to the
multiple factors that may affect student
success.

Counselors convene, lead, and collaborate with
others in addressing systemic barriers to learning.

Develop and conduct strength-based
programs that promote student
career development and life role readiness
skills.

Counselors facilitate groups to identify programs
and facilitate life/career development across the
curriculum.

D. Career readiness

Assess the barriers that impede students'
academic development and develop
plans to address these
barriers.
Conduct programs to enhance student
development and prepare students for a
range of post-secondary options.
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STANDARD 5C Counseling Theories and Techniques: Certified school counselors use a variety of research-based counseling approaches
to provide prevention, intervention and responsive services to meet the academic, personal/social and career needs of all students.
A. Builds respective and positive relationships with students, families, and staff members in order to effectively support student
development and facilitate transitions.
B. Effectively applies best-practices to respond to a range of student needs and disruptions to the learning environment.
C. Identifies student needs through consultation and assessment; develops individual and group interventions to promote academic and life
success.
D. Leads in the planning and implementation of research-based guidance programs designed to meet the identified needs of students.

E. Works with stakeholders to respond and facilitate student academic success; distinguish and respond to underlying issues in addressing
behavior concerns.
Basic

Proficient

Distinguished

A. Relational Counseling Establish an environment of respect and Builds respective and positive relationships
rapport in order to serve the needs of all with students, families, and staff members
in order to effectively support student
students
development and facilitate transitions.
B. Responsive Services

Respond effectively and lead others
through crisis and disruption of the
learning environment.

Effectively applies best- practices to respond
to a range of student needs and disruptions
to the learning
environment.

Builds effective partnerships across stakeholder
groups and K-12 systems to support student
development and facilitate transitions.

Implements and leads others to take a systemic
approach to student needs and responsive
services according to best
current research practices.
Develops identification systems that are
predictive and responsive to the academic,
personal/social, and career development needs of
students.

C. Individual and group Conduct individual and group
counseling
counseling to meet identified student
needs.

Identifies student needs- through consultation
and assessment; develops individual and
group interventions to promote
academic and life success.

D. Guidance programs

Leads in the planning and implementation of In coordination with K-12 stakeholders, assesses
research- based guidance programs designed the effectiveness of guidance program adoptions
to meet the identified needs of students.
and makes recommendations for district- wide
program improvement.
Works with stakeholders to respond and
Collaborates and consults with staff and
facilitate student academic success;
community partners to coordinate services for
distinguishes underlying
students who need intensive support services to
be successful in school.
issues in addressing behavior concerns.

Plan, lead and assess guidance
programs to promote student
development and future planning.

E. Intervention services Implement procedures for the
assessment and management of highrisk behaviors.
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STANDARD 5D Equity, Advocacy, and Diversity: Certified school counselors understand cultural contexts in a multicultural society,
demonstrate fairness, equity, and sensitivity to every student, and advocate for equitable access to instructional programs and activities.
A. Collaborate in providing culturally relevant counseling, instruction, and communication
B. Collaborate with educators and families to integrate the academic language needs of students in comprehensive guidance and counseling
practice.
C. Collaborate in the development of school policies, programs, and services that are equitable, responsive, and prevent harassment and
marginalizing behaviors.

A. Culturally relevant
counseling

Basic

Proficient

Distinguished

Provide culturally relevant
counseling, instruction, and
communication.

Collaborate in providing culturally relevant
counseling, instruction, and communication.

Lead others in providing culturally relevant
counseling, instruction, and communication.

B. Academic language Collaborate with educators to address the Collaborate with educators and families to
academic language needs of students.
integrate the academic language needs of
students in comprehensive
guidance and counseling practice.
C. Equitable services
and policies

Leads others to integrate the academic language
needs of students in comprehensive guidance and
counseling practices.

Advocate for school policies, programs, Collaborate in the development of school
Lead in the development of school policies,
and services that are equitable,
policies, programs, and services that are
programs, and services that are equitable, responsive,
responsive, and prevent harassment and equitable, responsive, and prevent harassment and prevent harassment and marginalizing behaviors.
marginalizing behaviors.
and
marginalizing behaviors.
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STANDARD 5E School Climate and Collaboration - Certified school counselors collaborate with colleagues, families, and community
members to establish and foster an inclusive, nurturing, and physically safe learning environment for students, staff, and families.
A. Builds collaborative relationships with school, family, and community stakeholders to foster a positive school learning environment.
B. Monitors student needs data to identify school-wide needs and safety concerns; communicates effective counseling program response to
concerns.

C. Utilizes data and systems change theory to advocate for school policies, programs, and services that enhance a positive school climate.
D. Facilitates teams to address school-wide needs and prepare for disasters and crises.
Basic

Proficient

Distinguished

A. Learning
environment

Engage in positive and productive
relationships with colleagues, students,
parents/guardians, and community
partners.

Builds collaborative relationships with school,
family, and community stakeholders to foster a
positive school learning
environment.

Establishes collaborative partnerships with school
district and community stakeholders to foster a
positive P-12 learning
environment.

B. Assesses
school-wide
needs

Assess and articulate school-wide
needs and safety concerns.

Monitors student needs data to identify schoolwide needs and safety concerns; communicates
effective counseling program
response to concerns.

Develops processes to monitor student needs data,
identify concerns, and effectively implement
counseling program
responses.

C. Policies and
services

Advocate for school policies, programs,
and services that enhance a positive
school climate.

Utilizes data and systems change theory to
advocate for school policies, programs, and
services that enhance a positive school
climate.

Leads school-wide efforts to identify barriers to
student learning and create an inclusive, nurturing,
and physically safe learning
environment.

D. Crisis preparedness Participates on teams to address school- Facilitates teams to address school-wide needs
wide needs and prepare for disasters or and prepare for disasters and crises.
crises.
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Collaborates with district personnel and local agencies
to coordinate school crisis response with
community crisis response.
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Standard 5F Professional Identity and Ethical Practice: Certified school counselors engage in
continuous professional growth and development and advocate for appropriate school counselor identity and roles. They adhere to ethical practices
and to the Washington State and federal policies, laws, and legislation relevant to school counseling.
A. Engages in professional growth planning as a habit of practice, accessing the expertise of peers and professional associations.

·

B. Models reflective practice and modification of behaviors to peers.
C. Facilitates conversations and rationale for counselor identity and program.
D. Collaborates with others to assure adherence to ethical and legal standards in school counseling, including prevention and reporting of
child abuse and neglect, harassment, intimidation, and bullying.
Basic
A. Professional
growth
planning

Proficient

Distinguished

Maintain current knowledge and skills
Engages in professional growth planning as a
through professional growth. planning and habit of practice, accessing the expertise of
participation in K-12 guidance teams,
peers and professional associations.
professional organizations and trainings.

Leads others to build systems of professional
learning.

Reflect upon the impact of their own
practice, strengths, limitations, and biases
and make
adjustments as needed.
Articulate, model and advocate for an
appropriate school counselor identity and
program.

Models reflective practice and modification of
behavior to peers.

Leads others to create an environment of reflective
practice.

Facilitates conversations and rationale for
counselor identity and program.

Leads system redesign to enhance counselor identity
and programs.

\

B. Reflective
practice

C. Counselor
program
identity

D. Ethical and
Apply and adhere to the ethical and legal Collaborates with others to assure adherence to
legal standards standards in school counseling, including ethical and legal standards in school counseling,
prevention and reporting of child abuse and including prevention and reporting of child
neglect, harassment, intimidation, and
abuse and neglect, harassment, intimidation,
bullying.
and bullying.
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Leads in the design of curriculum, structures, and
policy to assure adherence to ethical and legal
standards in school counseling, including
prevention and reporting of child abuse and neglect,
harassment, intimidation, and
bullying.
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Exhibit D-3
RSD Instructional Coach Evaluation Criteria Rubric
Domain: Learning (Knowledge & Growth)
Indicator

Ineffective

Developing

Effective

Highly Effective

L1 Demonstrates
knowledge of
pedagogy, best
practices, and principles
of differentiated
instruction to meet the
needs of all learners.

Instructional coach’s plans and
practice display little knowledge of
the content and/or instructional
best practices. Coach does not
attempt to apply the principles of
differentiated instruction.

Instructional coach’s plans and
practice display some
knowledge of content and/or
instructional best
practices. Coach attempts to
apply the principles of
differentiated instruction.

Instructional coach’s plans and practice
display a wide knowledge of content and
instructional practices. Coach applies some
of the principles of differentiated instruction
when coaching teachers to address the needs
of all students including EL’s, students with
special needs, and students of diverse
backgrounds and cultures.

Instructional coach’s plans and practice
display a wide knowledge of content and
instructional practices. Coach
consistently applies the principles of
differentiated instruction when coaching
teachers to address the needs of all
students including EL’s, students with
special needs, and students of diverse
backgrounds and cultures.

L.2 Demonstrates
knowledge of
Washington State
standards, content and
RSD curriculum and
best practices.

IC has a superficial understanding
of WA state standards and RSD
curriculum and best
practices. Uses out of date
material or material not aligned
with standards, RSD curriculum
and/or best practices when
coaching teachers.

IC understands WA state
standards, RSD curriculum,
and best practices. Utilizes
some material aligned with
standards, RSD curriculum
and/or best practices when
coaching teachers.

IC displays and uses in depth knowledge of
WA state standards and RSD curriculum and
best practice and applies the knowledge,
when coaching teachers

IC displays and uses in depth knowledge
of WA state standards and RSD
curriculum and best practice and applies
the knowledge by appropriately
connecting it to other disciplines and/or
grade levels when coaching teachers.

L.3 Demonstrates a
learner’s stance and
uses reflective practices
to learn.

IC does not reflect on practice, or
the reflections are inaccurate or
self-serving.

IC’s reflection on practice is
moderately accurate and
objective without citing
specific examples, and with
only global suggestions for
growth as a learner.

IC’s reflection provides an accurate and
objective description of practice, citing
specific examples and characteristics for
successes and improvement. Makes specific
suggestions as to how the program might be
improved.

IC’s reflection is highly accurate and
perceptive, citing specific
examples. Draws on extensive repertoire
to suggest alternative strategies,
accompanied by a prediction of likely
successes and barriers.

L.4 Demonstrates a
desire and development
of learning that will
best leverage coaching
for positive change.

Instructional coach does not
participate in professional learning
on improving practice.

Instructional coach only
participates in required
professional learning and
makes limited attempts to share
professional learning with
others.

Instructional coach seeks professional
learning opportunities to improve
professional practice. Seeks out
opportunities to share professional learning
with others.

Instructional coach actively pursues
professional learning
opportunities. Coach applies this
learning to support the growth of skills
and professional knowledge of
colleagues.
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Domain: Coaching (Skills & Capacity)
Indicator

Ineffective

Developing

Effective

Highly Effective

C.1 Builds trust and respect with
teachers; honors teachers as the
primary problem solver.

Relationships between teachers
and instructional coach are selfserving, negative, or
divisive. Coach accepts
current school culture of
learning without making efforts
to improve it.

Relationships between
teachers and instructional
coach are somewhat
respectful. Coach makes
minimal attempts to improve
school’s culture of learning.

Relationships between teachers and
instructional coach are mutually respectful
and honor the teacher’s central role in their
own improvement. Coach is consistently
seeking opportunities to improve school’s
culture of learning.

Relationships between the teachers
and instructional coach are highly
respectful and trusting. The coach
consistently honors the teacher’s
central role in his or her own
improvement. Coach in integral in
improving school’s culture of
learning.

C.2 Uses a variety of coaching
tools to promote reflection and
learning.

Instructional coach rarely
implements coaching strategies
in an effective manner
( modeling, coteaching/planning, observing
and facilitating reflection)

Instructional coach sometimes
implements coaching
strategies in an effective
manner (modeling, coteaching/planning, observing
and facilitating reflection)

Instructional coach consistently
implements coaching strategies in an
effective manner (modeling, coteaching/planning, observing and
facilitating reflection)

Instructional coach
consistently implements
differentiated coaching strategies in
an effective manner ( modeling, coteaching/planning, observing and
facilitating reflection)

C.3 Supports teachers using
formative and summative data to
plan for instruction

Instructional coach has little or
no knowledge of how to retrieve
and analyze data to support
instruction.

Instructional coach has basic
knowledge of how to retrieve
and analyze data to support
instruction.

Instructional coach has sufficient
knowledge of how to retrieve and analyze
data to support differentiated instructional
planning.

Instructional coach is highly
effective at retrieving and analyzing
data to assist in planning instruction
for individual student needs.

C.4 Understands the change
process and is sensitive to where
teachers are in the process and
uses gradual release of
responsibility and cognitive
coaching to develop capacity of
teachers; is a positive catalyst for
change.

Instructional coach conveys the
sense that the work of
improving instruction is
externally mandated and is not
sensitive to the change
process. Coach does not
mediate thinking to affecting
positive change through
conversations.

Instructional coach is
somewhat sensitive to the
change process and attempts
to affect positive change
through mediated thinking
and questioning.

Instructional coach is sensitive to the
change process and structures
conversations that mediate thinking
through planning, reflecting, and problem
solving to develop teachers progress
toward positive change.

Instructional coach proactively
plans conversations that are
sensitive to the change
process. Coach structures activities
that mediate thinking through
planning, reflecting and problem
solving to develop teachers progress
toward positive long-lasting change.

C.5 Understands and applies the
principles of adult learning when
designing and implementing
professional development.

Instructional coach’s PD is
either non-existent or poorly
aligned to the professional
development outcomes and does
not represent a coherent
structure for adult learning.

Instructional coach’s PD
shows partial alignment to
professional development
outcomes, reflects some
knowledge of adult learning
and attempts to implement
that knowledge in its
structure.

Instructional coach structures opportunities
that align to professional development
outcomes. The activities and structure
reflect knowledge of adult learning.

Instructional coach structures
opportunities that consistently align
to professional development
outcomes. The activities,
conversations and structure reflect
knowledge of adult learning.
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Domain: Professionalism (Time Management & Builds Relationships)
Indicator

Ineffective

Developing

Effective

Highly Effective

P. 1 Prioritizes schedule to allow
for sustained coaching activities
that are directly working with
teachers on activities that impact
student learning.

Instructional coach
demonstrates poor judgment in
setting priorities. Work carried
out primarily in reactive mode
with little or no attention to
priorities or proactive
strategies.

Instructional coach
demonstrates moderately good
judgement when prioritizing
coaching and effective team
collaboration. Essential work
is implemented with prompting
from administration.

Instructional coach demonstrates good
judgment in setting priorities and
independently carries out essential work
including coaching and effective team
collaboration.

Instructional coach consistently
demonstrates excellent time
management skills to maximize the
priorities of coaching and team
collaboration.

P.2 Attends school and district
meetings and models positive
engagement and contribution to the
learning.

Instructional coach does not
participate in district or school
meetings, committees, projects
and/or events.

Instructional coach participates
in required school/district
meetings, committees, projects,
and/or events and makes
limited attempts to be
positively engaged and
contribute to the learning.

Instructional coach actively participates
and positively contributes to
school/district projects, committees,
and/or events.

Instructional coach seeks
opportunities to participate in
school/district committees, projects,
meetings, and/or events and makes a
significant contribution to these,
often taking a leadership role.

P.3 Listens effectively,
demonstrates a learning attitude.

Instructional coach takes a
consultative stance in
conversations. Instructional
coach does not attempt to
invite thinking of staff.
Coach’s thinking and actions
are fixed.

Instructional coach takes a
consultative stance in
conversations. Coach attempts
to use collaborative practices to
invite thinking of staff with a
fixed mindset on actions and
beliefs.

Instructional coach takes a coaching
and/or collaborative stance in
conversations. Coach uses collaborative
practices in asking meditative questions
to create a culture of inquiry. Coach
displays adaptive thinking.

Instructional coach takes a coaching
and/or collaborative stance in
conversations. Coach is skillful in
utilizing collaborative practices to
mediate thinking of staff to create a
culture of inquiry. Coach displays
adaptive thinking.

P.4 Maintains a clear distinction as
a supportive peer and not an
evaluator and demonstrates
trustworthiness and integrity. .

Instructional coach does not
honor confidentiality and acts
with low levels of
integrity. Coach’s words and
actions reinforce a belief of an
evaluative stance instead of a
supportive peer. Collegial
relationships indicate a low
level of trust.

Instructional coach is
inconsistent in honoring
confidentiality and professional
integrity. Coach does not
attempt to reinforce their role
as supportive peer instead of
evaluator. Collegial
relationships indicate a low
level of trust.

Instructional coach demonstrates high
standards of honesty, integrity and
confidentiality. Coach makes efforts to
reinforce their role as a supportive peer
instead of evaluator. Collegial
relationships indicate a significant level
of trust.

Instructional coach is well regarded
as someone who consistently
displays the highest standards of
honesty, integrity, and
confidentiality. The coach
consistently reinforces their role as
a supportive peer in interaction with
colleagues. Colleagues seek out and
trust this coach.

P.5 Is proactive in working with
school leadership in order to impact
school-wide improvement.

Instructional coach does not
attempt to align work with
school wide improvement
strategies. Coach does not
attempt to work with
leadership.

Instructional coach
inconsistently aligns work with
school wide improvement
strategies. Coach
inconsistently attempts to work
with leadership.

Instructional coach is proactive in
aligning work with school wide
improvement strategies. Coach
consistently works with school
leadership.

Instructional coach is proactive in
aligning work with school wide
improvement strategies and
collaboratively works with school
leadership to impact school
improvement.
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P.6 Demonstrates positive
relationships with students that are
sensitive to student needs and
displays a mutual respect.

Interactions with any student
are negative, demeaning,
inappropriate, or insensitive to
student’s age, cultural
background, developmental
need, or ability. Lacking a
demonstrated respect from
students.

Interactions with students are
generally positive and sensitive
to each student’s age, cultural
background, developmental
need, and ability, with a few
inconsistencies, or
favoritism. Creates a positive
climate of respect and
communicates high
expectations for student
behavior and student
achievement.
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Interactions with students are consistently
positive and sensitive to each student’s
age, cultural background, developmental
need, and ability. Exhibits general
warmth and care. Creates a positive
climate of respect and communicates high
expectations for student behavior and
student achievement. Demonstrated
respect from students.

Interactions with students are
consistently positive and sensitive to
each student’s age, cultural
background, developmental need,
and ability. Exhibits general
warmth and care. Creates a positive
climate of respect and
communicates high expectations for
student behavior and student
achievement. Demonstrated respect
and high degree of comfort and trust
from students.
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Exhibit D-4
Optional Student Growth Worksheet
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Exhibit E-1
Evaluation Report – Teacher (Comprehensive/Focused)

eVAL Final Report
Report Date:
School Year:
Teacher:
Principal:
District:
School:
Evaluation Type:

Final Evaluation Score
Criteria

Student Growth

Final

Submission Status

Observation Summaries

Self-Assessment Summaries
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State Rubric View
Session #

C1

C2

C3

C4

C5

C6

C7

C8

C1

Score

SCORE

Centering instruction on high expectations for student achievement.
1.1: Providing Clear Learning Goals and Scales (Rubrics)
1.2: Celebrating Success
1.3: Understanding Students’ Interests and Backgrounds
1.4: Demonstrating Value and Respect for Typically Underserved Students
C2

SCORE

Demonstrating effective teaching practices.
2.1: Interacting with New Knowledge
2.2: Organizing Students to Practice and Deepen Knowledge
2.3: Organizing Students for Cognitively Complex Tasks
2.4: Asking Questions of Typically Underserved Students
2.5: Probing Incorrect Answers with Typically Underserved Students
2.6: Noticing When Students Are Not Engaged
2.7: Using and Applying Academic Vocabulary
2.8: Evaluating Effectiveness of Individual Lessons and Units
C3

SCORE

Recognizing individual student learning needs and developing strategies to
address those needs.
3.1: Effective Scaffolding of Information Within a Lesson
3.2: Planning and Preparing for the Needs of All Students
SG 3.1: Establish Student Growth Goal(s)
SG 3.2: Achievement of Student Growth Goal(s)
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C4

SCORE

Providing clear and intentional focus on subject matter content and curriculum.
4.1: Attention to Established Content Standards
4.2: Use of Available Resources and Technology
C5

SCORE

Fostering and managing a safe, positive learning environment.
5.1: Organizing the Physical Layout of the Classroom
5.2: Reviewing Expectations to Rules and Procedures
5.3: Demonstrating “Withiness”
5.4: Applying Consequences for Lack of Adherence to Rules and Procedures
5.5: Acknowledging Adherence to Rules and Procedures
5.6: Displaying Objectivity and Control
C6

SCORE

Using multiple student data elements to modify instruction and improve student
learning.
6.1: Designing Instruction Aligned to Assessment
6.2: Using Multiple Data Elements
6.3: Tracking Student Progress
SG 6.1: Establish Student Growth Goal(s)
SG 6.2: Achievement of Student Growth Goal(s)
C7

SCORE

Communicating and collaborating with parents and the school community.
7.1: Promoting Positive Interactions about Students and Parents – Courses, Programs
and School Events
7.2: Promoting Positive Interactions about Students and Parents – Timeliness and
Professionalism
C8

SCORE

Exhibiting collaborative and collegial practices focused on improving instructional
practice and student learning.
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8.1: Seeking Mentorship for Areas of Need or Interest
8.2: Promoting Positive Interactions with Colleagues
8.3: Participating in District and School Initiatives
8.4: Monitoring Progress Relative to the Professional Growth and Development Plan
SG 8.1: Establish Team Student Growth Goal(s)

Student Growth Rubric View
Session #

C3

C6

C8

C3

Score

SCORE

Recognizing individual student learning needs and developing strategies to
address those needs.
SG 3.1: Establish Student Growth Goal(s)
SG 3.2: Achievement of Student Growth Goal(s)
C6

SCORE

Using multiple student data elements to modify instruction and improve student
learning.
SG 6.1: Establish Student Growth Goal(s)
SG 6.2: Achievement of Student Growth Goal(s)
C8

SCORE

Exhibiting collaborative and collegial practices focused on improving instructional
practice and student learning.
SG 8.1: Establish Team Student Growth Goal(s)
Final Notes
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Final Recommendations
Report Date:
School Year:
Teacher:
Principal:
District:
School:
Evaluation Type:
Principal Signature:

______________________________ Date: _______________

Teacher Signature: ________________________________ Date: _______________
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Exhibit E-2
RSD Evaluation Report - Counselor
Rochester School District No. 401
Evaluation Report
Counselor
Type of Evaluation
Annual
90-day
Other
Date:

Name:
School:
Evaluator’s Signature _______________________________________

1.C

Distinguished

1.D

2.A
2.B
2.C
2.D

Basic

Proficient

Unsatisfactory
Unsatisfactory

1.B

Criterion 1: School Counseling Program
Develop, lead, and evaluate a data-driven school counseling program that is
comprehensive, utilizes best practice and advances the mission of the school.

Implements a comprehensive school counseling program aligned with the mission of the
school.
Works with stakeholders to define, use, and communicate measurable career, personal/social,
and academic benchmarks/outcomes.
Works with stakeholders to use a variety of data to inform decision-making and demonstrate
accountability.
Seeks and adapts informational resources and technology

Basic

1.A

Proficient

Distinguished

If an employee is rated unsatisfactory or basic justification shall be included in the comment section.

Criterion 2: Student Learning and Assessment
Use the knowledge of pedagogy, child development, individual differences,
learning barriers, and Washington State learning requirements to support
student learning. Work effectively with other educators to monitor and
improve student success.

Analyze and utilize assessment information to facilitate interventions that promote student
success.
Apply strategies, methods, and results in working with other educators and families to support
student learning needs.
Recognize and respond accurately to the multiple factors that may affect student success.
Develop and conduct strength-based programs that promote student career development and
life role readiness.
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3.C

Distinguished

3.D

Basic

Proficient

Unsatisfactory
Unsatisfactory

3.B

Criterion 3: Counseling Theories and Techniques
Use a variety of research-based counseling approaches to provide prevention,
intervention, and responsive services to meet academic, personal/social and
career development needs of all students.

Builds respective and positive relationships with students, families, and staff members in order
to effectively support student development and facilitate transitions.
Effectively applies best-practices to respond to a range of student needs and disruptions to the
learning environment.
Identifies student needs through consultation and assessment; develops individual and group
interventions to promote academic and life success.
Leads in the planning and implementation of research-based school counseling programs
designed to meet the identified needs of students.

Basic

3.A

Proficient

Distinguished
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Criterion 4: Equity, Advocacy, and Diversity
Understand cultural contexts in a multicultural society, demonstrate fairness,
equity, and sensitivity to every student, and advocate for equitable access to
instruction programs and activities.

Collaborate with educators and families to integrate the academic language needs of students
in comprehensive school counseling practice.
Collaborate in the development of school policies, programs, and services that are equitable,
responsive, and prevent harassment and marginalizing behaviors.

Distinguished

4.C

5.A
5.B
5.C
5.D
5.E

Unsatisfactory

4.B

Basic

Collaborative in providing culturally relevant counseling, instruction, and communication.

Proficient

4.A

Criterion 5: School Climate and Collaboration
Collaborate with colleagues, families, and community members to establish
and foster an inclusive, nurturing, and physically safe learning environment
for students, staff, and families.

Builds collaborative relationships with school, family, and community stakeholders to foster a
positive school learning environment.
Monitors student needs data to identify school-wide needs and safety concerns;
communicates effective school counseling program response to concerns.
Utilizes data and systems change theory to advocate for school policies, programs, and
services that enhance a positive school climate.
Facilitates teams to address school-wide needs and prepare for disasters and crises.
Participants in the supervision of students, and carries out other assigned duties which aid in
the effective operation of the school.
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Unsatisfactory

Basic

Criterion 6: Professional Identity and Ethical Practice
Engage in continuous professional growth and development and advocate for
appropriate school counselor identity and roles. Adhere to ethical practices
and to the Washington State and federal policies, laws, and legislation
relevant to school counseling.

6.D

Collaborates with others to assure adherence to ethical and legal standards in school
counseling, including prevention and reporting of child abuse and neglect, harassment,
intimidation, and bullying.

Unsatisfactory

Facilitates conversations and rational for counselor identity and program.

Basic

6.C

Proficient

6.B

Engages in professional growth planning as a habit of practice, accessing the expertise of peers
and professional associations.
Models reflective practice and modification behavior to peers.

Distinguished

6.A

Proficient

Distinguished
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Criterion 7: Career and College Readiness
Demonstrate a commitment to preparing students for career and college.

7.C

Partners with families and school community.

7.D

Demonstrates cultural competency.

7.E

Participates in professional development to assure best practice.

Unsatisfactory

Utilizes current and accurate career information in career planning.

Basic

7.B

Proficient

Provides leadership in personalized planning.

Distinguished

7.A

Criterion 8: Closing the Gap
Demonstrate a commitment to closing the opportunity gap.

8.A

Identifies barriers to achievement and implements strategies to close resulting gaps.

8.B

Demonstrates a commitment to close the opportunity gap.

8.C

Provides evidence of growth in student learning.
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ADMINISTRATIVE COMMENTS_________________________________________________

NEXT STEPS _________________________________________________

Eligible for PGO next
school year

YES

NO

OVERALL
RATING

Does Not Meet
Standard

Meets
Standard

My signature below indicates that I have seen this evaluation. It does not necessarily indicate agreement with the
findings.

_______________________

______________________________________

Date

Counselor
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Exhibit E-3
RSD Evaluation Report – OT/PT
Evaluation Report
Occupational & Physical Therapist
Name
School
Date

________________________________________________
________________________________________________
_________________________________________________

Type of Evaluation
Annual
90-day
Other

Comments must be made in each category. If an employee does not meet standard, justification will be included in the comment section.
I. Organization and Planning
Evaluation of Performance

Satisfactory

Needs Improvement*

Satisfactory

Needs Improvement*

Satisfactory

Needs Improvement*

A. Is punctual and regular in attendance
B. Utilizes work time effectively
C. Demonstrates initiative and good judgment
D. Performs other duties as appropriate and/or directed
E. Evaluations and eligibility determinations are completed within 35 school days
of parent consent
F. IEP’s are developed with parental input.
G. IEP’s are completed within due dates.
Related Comments: **
II. Interpersonal Relations and Communication
Evaluation of Performance
A. Creates an inviting and professional atmosphere
B. Maintains a cordial and effective relationship in meeting the public
C. Demonstrates courtesy and professionalism in all communications
D. Appropriately and effectively communicates with co-workers, administration
and the general public
E. Follows district/building procedures/protocols for sharing information
F. Involves parents in their child’s evaluations, IEP and program development
Related Comments: **

III. Professional Responsibilities/Qualities
Evaluation of Performance
A. Maintains effective working relationships with other employees; works
collaboratively as a team member; maintains positive attitude
B. Upholds standards of confidentiality
C. Demonstrates willingness to pursue professional development, training and
growth opportunities
D. Observes and promotes safe work practices
E. Demonstrates flexibility in adapting to new ideas and/or approaches for
working with special education students and systems
F. Demonstrates problem-solving skills and abilities
G. Adheres to and promotes Board policies and procedures
Related Comments: **

* A mark in this column requires explanation in the related comments.
**When necessary, it is appropriate to make related comments on an attached page and to incorporate that page by reference.
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IV. Knowledge and performance of job responsibilities
Evaluation of Performance

Satisfactory

A. Administers standardized and/or functional performance supplemental assessments
for the purpose of measuring the motor or adaptive development of children and/or
determining eligibility for services in conformance with state and federal regulations
and/or making recommendations.
B. Provides as related services development, corrective, and supportive services as are
required to assist a student eligible for special education to benefit from special
education.
C. Collaborates with a variety of groups and/or individuals (e.g. parents, teachers,
physicians, administration, team members, other professionals, etc.) for the purpose of
communicating information, resolving issues and providing services in conformance
with established guidelines.
D. Compiles information from a variety of sources (e.g. teachers, nurse, mental health
agencies, other professionals, etc.) for the purpose of producing a comprehensive
evaluation report in compliance with state and federal guidelines
E. Consults with teachers, parents, other personnel and/or outside professionals for the
purpose of providing requested information, developing plans for services, making
recommendations and/or coordinating services with those of other disciplines.
F. Provides specially designed instruction which includes adapting, as appropriate the
content, methodology, or delivery of instruction to the needs of an eligible student.
G. Develops classroom motor, curriculum modifications, etc. and trains staff in their
implementation for the purpose of implementing treatment programs.
H. Interprets medical reports for the purpose of providing information and/or ensuring
that treatment plans are appropriate.
I. Maintains files and/or records (e.g. evaluation reports, student files, treatment plans,
required documentation, quarterly reports, screening results, etc.) for the purpose of
ensuring the availability of information as required for reference and/or compliance.
J. Participates in meetings, workshops, and seminars (e.g. training, IEP’s, team
meetings, parent conferences, etc.) for the purpose of conveying and/or gathering
information.
K. Prepares a wide variety of written materials (e.g. letters of medical necessity for
equip., correspondence, memos, Medicaid billings, reports, required documentation, etc.
) for the purpose of documenting activities, providing written reference and/or
conveying information.
L. Provides direct services to eligible students for the purpose of developing programs
to help educate students with disabilities.
M. Uses evidence-based practices to guide intervention and treatment techniques,
assessment tools, and methods, community resources, etc., for the purpose of
determining the appropriate approach for addressing students needs.
N. Responds to inquiries (e.g. parents, teachers, staff, students, outside agencies, etc.)
for the purpose of providing information and/or referral as appropriate.
O. Reviews transfer records for the purpose of ensuring when IEP’s are appropriate,
making recommendation and/or taking corrective action as needed to ensure that a
legally sound IEP/Eligibility report is in place.
P. Provide parents clear assessment information in a sensitive manner to promote
positive working relationships.
Q. Addresses the unique needs of the student that result from the student’s disability.
R. Ensures access of the student to the general educational curriculum.
S. Provides travel training instruction as appropriate to students with disabilities for
their safe and effective movement from one place to another within their school
environment.
T. Works to improve, develop or restore students’ motor functions and improve their
ability to perform tasks for independent functioning if functions are impaired or lost
through illness, injury, or deprivation.
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Needs
Improvement*

N/A
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U. Works to prevent, through early intervention, initial or further impairment or loss of
students’ motor function.
V. Participates through both special education and related service collaboratively with
the student IEP team and or other service providers identifying assistive technology
devices the student needs access to in order to receive FAPE.
Related Comments:

* A mark in this column requires explanation in the related comments.

Eligible for PGO next
school year

Yes

OVERALL
RATING

No

Does Not Meet
Standard

Meets
Standard

Conference notes and/or agreements:

_____________________________________________________
Evaluatee’s Signature

_______________________________
Date

_____________________________________________________
Evaluator’s Signature

_______________________________
Date

_____________________________________________________
Reviewer’s Signature

_______________________________
Date
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Exhibit E-4
RSD Evaluation Report – School Psychologist
Staff Performance Evaluation
School Psychologist
Name
Evaluator
Date

I.

________________________________________________
_____________________________________________
_________________________________________________

Type of Evaluation
Annual
90-day
Other

Organization and Planning
Evaluation of Performance

Satisfactory

Needs
Improvement*

Satisfactory

Needs
Improvement *

A. Is punctual and regular in attendance.
B. Utilizes work time efficiently.
C. Demonstrates initiative and good judgment.
D. Performs other duties as appropriate and/or directed.
E. Manages assigned caseload so that non-compliance with Federal and State laws,
including critical timelines involving evaluation completion, is limited to unavoidable
situations.
II.

Interpersonal Relations and Communication

Evaluation of Performance
A. Maintains a cordial and professional demeanor.
B. Acts in a respectful manner in meetings with staff, parents, and the general public.
C. Demonstrates courtesy and professionalism in all communications.

D. Communicates professionally and in a timely manner with staff, parents, and the
general public.
E. Adheres to Federal, State, and District guidelines when disclosing information about students.
III. Professional Responsibilities/Qualities
Satisfactory

Evaluation of Performance
A. Maintains effective working relationships with other employees, works effectively as a
team member; maintains positive attitude.
B. Upholds standards of confidentiality.
C. Demonstrates willingness to pursue professional development activities.
D. Observes and promotes safe work practices.
E. Demonstrates flexibility in work assignments and schedule.
F. Demonstrates problem-solving skills and abilities.
G. Adheres to RSD Board policies and procedures.
H. Demonstrates professional judgment based on sound integration of current theory,
research-based practices, and information about students.
IV.

Knowledge and performance of job responsibilities
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Satisfactory

Evaluation of Performance

A. Maintains compliance with State and Federal regulations pertaining to students with
disabilities; provides guidance to staff at the building level; informs District administrators
about issues affecting compliance; adheres to generally recognized professional standards.
B. Acts as casemanager for evaluations and ensures that the determination
of eligibility for services is in conformance with regulations.
C. Selects, administers, and interprets standardized tests and other assessments (used for
the purpose of measuring the intellectual, adaptive, academic, social, emotional, perceptual, and
and language development of children) in conformance with the guidelines of the test
producer and generally recognized professional standards.
D. Compiles information from a variety of sources (including information provided by
the parent) for the purpose of producing individual reports, and the comprehensive
evaluation report. Ensures that evaluation results are presented in a professional manner
that is understandable to the general public.
E. Schedules and conducts meetings for the purpose of presenting evaluation results and/or
reviewing previously provided information relevant to the determination of eligibility.
F. Writes comprehensive evaluation report, obtains signatures of team members, and
provides copies to parent and special education teacher. Sends notice of results to parent.
G. Maintains confidential files and records which are part of an ongoing evaluation in a
secure location; ensures that access is limited to authorized personnel only; ensures that
files are complete when turned into District Office at conclusion of evaluation process.
H. Reviews transfer records for the purpose of ensuring compliance with Washington
Administrative Codes; determining when eligibility reports and IEP’s are appropriate;
making recommendations and/or taking corrective action as needed to ensure that a legally sound
eligibility report and IEP is in place.
I. Conducts the manifestation determination meeting; participates in the FBA/BIP process; assists
in the development of behavior plans when special expertise is required.
J. Collaborates with others for the purpose of communicating information, resolving
issues, and assisting them with the completion of their work activities.
K. Participates in meetings, workshops, inservice activities, and self-study for the purpose
of professional development; stays informed about changing practices in the field.
L. Responds to inquiries (parents, teachers, staff, students, outside agencies, etc.) for the purpose
of providing information and/or documenting referral.
M. Researches resources and methods ( intervention and treatment techniques, assessment
tools and methods, community resources, etc.) for the purpose of determining the most
appropriate approach for addressing a student’s needs.
N. Prepares written materials (correspondence, memos, Medicaid billings, etc.) for the
purpose of documenting activities, providing written reference, and conveying information.
O. Supports special education staff in developing programs for students with disabilities,
when time permits.

Comments pertaining to “Needs Improvement” only:
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General Comments:

Conference notes and/or agreements:

Eligible for PGO next school year:

Yes

No

Employee’s Signature

Date

Evaluator’s Signature

Date

Signature acknowledges participation in, but not necessarily concurrence with, appraisal conference. Additional comments and/or
recommendations made by the evaluator may be attached. A statement may also be attached by the employee.

Reviewer’s Signature

Date
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Exhibit E-5
RSD Evaluation Report – Speech-Language Pathologist
Evaluation Report
Speech-Language Pathologist

Type of Evaluation
Name
_______________________________________________
Evaluator
___________________________________________
Date
_________________________________________________

Annual
90-day
Other

Comments must be made in each category. If an employee does not meet standard, justification will be included in the comment section.
I. Organization and Planning
Evaluation of Performance

Satisfactory

Needs Improvement*

Satisfactory

Needs Improvement*

Satisfactory

Needs Improvement*

A. Is punctual and regular in attendance
B. Utilizes work time effectively
C. Demonstrates initiative and good judgment
D. Performs other duties as appropriate and/or directed
Related Comments: **

II. Interpersonal Relations and Communication
Evaluation of Performance
A. Creates an inviting and professional atmosphere
B. Maintains a cordial and effective relationship in meeting the public
C. Demonstrates courtesy and professionalism in all communications
D. Appropriately and effectively communicates with co-workers, administration
and the general public
Related Comments: **

III. Professional Responsibilities/Qualities
Evaluation of Performance
A. Maintains effective working relationships with other employees; works
effectively as a team member; maintains positive attitude
B. Upholds standards of confidentiality
C. Demonstrates willingness to pursue professional development, training and
growth opportunities
D. Observes and promotes safe work practices
E. Demonstrates flexibility work assignments and schedule; is available for
altered work schedules
F. Demonstrates problem-solving skills and abilities
G. Adheres to and promotes ESD 113 board policies and procedures
Related Comments: **

* A mark in this column requires explanation in the related comments.
**When necessary, it is appropriate to make related comments on an attached page and to incorporate that page by reference.
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IV. Knowledge and performance of job responsibilities
Evaluation of Performance

Satisfactory

A. Administers standardized and/or functional performance supplemental assessments
(e.g. hearing screenings, etc) for the purpose of identifying students with communication
disorders.
B. Assesses students communication skills (e.g. articulation, fluency, voice, expressive
and receptive language, etc.) for the purpose of identifying communication disorders,
determining program eligibility and developing recommendations for treatment.
C. Collaborates with a variety of groups and/or individuals (e.g. parents, teachers,
physicians, administration, team members, other professionals, etc.) for the purpose of
communicating information, resolving issues and providing services in conformance
with established guidelines.
D. Consults with teachers, parents, other personnel and/or outside professionals for the purpose
of providing requested information, developing plans for services, making recommendations
and/or coordinating speech/language therapy services with those of
other disciplines.
E. Coordinates meetings and processes for eligible students (e.g. testing/screening,
IEP’s, parent conferences, pre-referral staffings, GQP meetings, etc.) for the purpose of
presenting evaluation results, developing treatment plans, and/or providing training to
parents/students/staff.
F. Designs therapeutic strategies for the purpose of modifying communicative behavior
and/or identifying appropriate assistive devices.
G. Develops treatment plans, interventions and/or educational materials for the purpose
of minimizing the adverse impact of communication disorders in conformance with
state and federal regulations.
H. Directs the work of assigned Communication Therapy Aides for the purpose of
providing guidance and ensuring that program objectives are achieved.
I. Instructs Communication Therapy Aides and other staff for the purpose of providing
information on communicative disorders, use of assistive devices and feeding
techniques and/or implementing prescribed treatment plans.
J. Instructs eligible students in the use of appropriate communication technologies (e.g.
hearing aids, FM systems, augmentative communication devices, etc.) for the purpose
of minimizing the adverse educational impact of communication disorders as per state
and federal regulations.
K. Interprets medical reports within the scope of Speech/Language Pathologist’s
experience and goals for the purpose of providing information and/or ensuring that
treatment/intervention plans are appropriate.
L. Maintains files and/or records (e.g. progress reports, activity logs, billing
information, treatment plans, required documentation, quarterly reports, screening
results, etc.) for the purpose of ensuring the availability of information as required for
reference and/or compliance.
M. Participates in meetings, workshops, and seminars (e.g. training, IEP’s, team
meetings, etc.) for the purpose of conveying and/or gathering information.
N. Performs site visits at multiple work sites including home visits for the purpose of
providing therapy and assistance as required.
O. Prepares a wide variety of written materials (e.g. activity logs, correspondence,
memos, treatment plans, Medicaid billings, reports, required documentation, etc.) for
the purpose of documenting activities, providing written reference and/or conveying
information.
P. Provides speech and language therapy to students for the purpose of minimizing the
adverse impact of speech and language disorders on student success.
Q. Researches resources and methods (e.g. intervention and treatment techniques,
assessment tools and methods, community resources, etc.) for the purpose of
determining the appropriate approach for addressing students needs.
R. Responds to inquiries (e.g. parents, teachers, staff, student, etc) for the purpose of
providing information and/or referral as appropriate.
S. Transports supplies and equipment to a variety of sites for the purpose of ensuring
the availability of items as needed.
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T. Assists other personnel for the purpose of supporting them in the completion of their
activities.
Related Comments:

* A mark in this column requires explanation in the related comments.

Conference notes and/or agreements:

_____________________________________________________
Employee’s Signature

_______________________________
Date

_____________________________________________________
Evaluator’s Signature

_______________________________
Date

Signature acknowledges participation in, but not necessarily concurrence with, appraisal conference. Additional comments and/or
recommendations made by the evaluator may be attached. A statement may also be attached by the employee.

_____________________________________________________
Reviewer’s Signature
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Exhibit E-6
RSD Evaluation Report – Instructional Coach (TOSA)
Type of Evaluation
Annual
90-day
Other

Name
___________________________________________
School
__________________________________________
Teaching Assignment
_______________________________
(If less than full-time specify)

Date
_________
Evaluator’s Signature
___________________
Comments must be made in each category. If an employee Ineffective standard, justification will be included in the comment
section.
LEARNING (KNOWLEDGE & GROWTH)
L.1 Demonstrates knowledge of pedagogy, best practices,
principles of differentiated instruction to meet the needs
of all learners.

and
Ineffective

L.2 Demonstrates knowledge of Washington State standards,
content and RSD curriculum and best practices.
L.3 Demonstrates a learner’s stance and uses reflective
practices to learn.

Developing

Ineffective

Ineffective

L.4 Demonstrates a desire and development of learning
that will best leverage coaching for positive change.

Effective

Developing

Developing

Highly

Effective

Effective Highly

Effective

Effective Highly

Effective

Ineffective

Developing

Effective Highly Effective

Ineffective

Developing

Effective Highly

Effective

C.2 Uses a variety of coaching tools to promote reflection
and learning.

Ineffective

Developing

Effective Highly

Effective

C.3 Supports teachers using formative and summative data
to plan for instruction.

Ineffective

Developing

Effective Highly

Effective

COACHING (SKILLS & CAPACITY)
C.1 Builds trust and respect with teachers; honors teachers
as the primary problem solver.

C.4 Understands the change process and is sensitive to
teachers are in the process and uses gradual release
responsibility and cognitive coaching to develop capacity
of teachers; is a positive catalyst for change.

where
of
Ineffective

C.5 Understands and applies the principles of adult learning
when designing and implementing professional development.
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Developing

Ineffective

Developing

Effective Highly

Effective

Effective Highly

Effective
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PROFESSIONALISM (TIME MANAGEMENT & BUILDING RELTIONSHIPS)
P.1
Prioritizes
schedule
to
allow
for
sustained
coaching
activities that are directly working with teachers on
Ineffective Developing
Effective Highly
Effective
activities that impact student learning.

P.2 Attends school and district meetings and models
positive engagement and contribution to the learning.

Ineffective

Developing

Effective Highly

Effective

Ineffective

Developing

Effective Highly Effective

P.4 Maintains a clear distinction as a supportive peer and
not an evaluator and demonstrates trustworthiness and integrity.

Ineffective

Developing

Effective Highly

Effective

P.5 Is proactive in working with school leadership in order
to impact school-wide improvement.

Ineffective

Developing

Effective Highly

Effective

P.6 Demonstrates positive relationships with students that
are sensitive to student needs and displays a mutual respect.

Ineffective

Developing

Effective Highly

Effective

P.3 Listens effectively, demonstrates a learning attitude.

Eligible for PGO next

Yes

Ineffective Effective
Standard
Standard

No

OVERALL RATING

school year

My signature below indicates that I have seen this evaluation. It does not necessarily indicate agreement with the findings.

___________________
Date

_____________________________________________________
Teacher

91

REA Collective Bargaining Agreement 2019-2020
Exhibit F-1A
Observation Report Non-Classroom Certificated Staff
Rochester School District No. 401
Evaluation Report
(Classroom Teacher)

Name
___________________________________________
School
__________________________________________
Teaching Assignment
_______________________________
(If less than full-time specify)

Type of Evaluation
Annual
90-day
Other

Date
_________
Evaluator’s Signature
___________________
Comments must be made in each category. If an employee does not meet standard, justification will be included in the
comment section.
INSTRUCTIONAL SKILL
Lesson Plan and Preparation

Does Not Meet
Standard

Approaching
Standard

Meets
Standard

Does Not Meet
Standard

Approaching
Standard

Meets
Standard

Does Not Meet
Standard

Approaching
Standard

Meets
Standard

Does Not Meet
Standard

Approaching
Standard

Meets
Standard

Does Not Meet
Standard

Approaching
Standard

Meets
Standard

Does Not Meet
Standard

Approaching
Standard

Meets
Standard

Does Not Meet
Standard

Approaching
Standard

Meets
Standard

Does Not Meet
Standard

Approaching
Standard

Meets
Standard

Does Not Meet
Standard

Approaching
Standard

Meets
Standard

Instructional Practice

Assessment
CLASSROOM ENVIRONMENT
Classroom Procedures

Student Management

Student/Teacher Rapport
PROFESSIONAL EXPECTATIONS
Professional Growth and Responsibility

Communication and Reporting of Information

Professional Contribution
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ADMINISTRATIVE COMMENTS (Optional)

Does Not Meet
Meets

Eligible for PGO next

Yes

No

Standard

Standard

OVERALL RATING

school year

My signature below indicates that I have seen this evaluation. It does not necessarily indicate agreement with the findings.

___________________
Date

_____________________________________________________
Teacher
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Exhibit F-1B
Observation Report – Classroom Certificated Staff
The observation form for staff on the new evaluation system can be found in eVal.
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Exhibit G
PGO Form
Rochester School District #401
Teacher Accountability
PGO Form

Name:

_____________________________

School:

____________________________

Assignment:

________________________

Goal Sharing Conference Date:
Observation Date:
Class Observed:
Time – From:

_________

__ _________________
_____________________
To:

Observations Post-Conference Date:
Goal Outcome Conference Date:

___________
_____
_________

Summary of Observation:

My signature below indicates that I have seen this observation. It does not necessarily indicate agreement with the findings.
I know that I am permitted to attach a written response which will accompany this report.

_________________________________________
Employee’s Signature

________________________________________
Observer’s Signature

The employee will be given a copy of this report within three days of the observation.

Statement by teacher attached

Yes

No

95

REA Collective Bargaining Agreement 2019-2020
Exhibit H
Just Cause

JUST CAUSE/THE SEVEN TESTS
The basic elements of just cause which different arbitrators have emphasized have been reduced by Arbitrator
Carroll R. Daugherty to the seven tests. These tests, in the form of questions, represent the most specifically
articulated analysis of the just cause standard as well as an extremely practical approach.
A “no” answer to one or more of the questions may mean that just cause either was not satisfied or at least was
seriously weakened in that some arbitrary, capricious, or discriminatory element was present.
1. NOTICE: Did the employer give to the employee forewarning or foreknowledge of the possible
consequences of the employee’s disciplinary conduct?
2. REASONABLE RULES AND WORK ORDERS: Was the employer’s rule or managerial order
reasonably related to (a) the orderly, efficient, and safe operation of the employer’s business, and (b) the
performance that the employer might properly expect of the employee?
3. INVESTIGATION: Did the employer, before administering the discipline to an employee, make an
effort to discover whether the employee did in fact violate or disobey a rule or order of management?
4. FAIR INVESTIGATION: Was the employer’s investigation conducted fairly and objectively?
5. PROOF: At the investigation, did the company “judge” obtain substantial evidence or proof that the
employee was guilty as charged?
6. EQUAL TREATMENT: Has the employer applied its rules, orders and penalties even-handedly and
without discrimination to all employees?
7. PENALTY: Was the degree of discipline administered by the employer in a particular case reasonably
related to (a) the seriousness of the employee’s proven offense, and (b) the record of the employee in
his/her service with the employer?
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Exhibit I
Article 10 Form
According to Article 10 of your collective bargaining Agreement:
“It is agreed that it is mutually advantageous for administrators and instructional personnel to share pertinent
information concerning special problems of students which may impact the instructional climate and/or safety
of personnel. Procedures will be maintained for accomplishing this communication from room to room, grade
to grade, and building to building.”
In keeping with this article, each certificated staff member is being asked to fill out the following form for each
student in their current classroom which fits the above-mentioned description.
Grade Level: _____________________
Student Name: _____________________________________________
Name of Teacher completing form: ___________________________________________
What behaviors did the student display this year that would cause you to feel that he/she may impact the
instructional climate and/or safety of personnel next school year?

Additional pertinent information:
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