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ARTICLE 1
RECOGNITION

The Board hereby recognizes the Cascade Bargaining Council (OEA/NEA), for the
Redmond Education Association, as the exclusive bargaining representative for all
licensed personnel, including but not limited to: teachers, librarians, and counselors
employed by the Board during the term of this Agreement. Such representation shall
exclude substitutes, supervisory and confidential employees, including but not limited to:
the positions of superintendent, assistant superintendents, curriculum coordinators,
principals, assistant principals and business managers.

In collaboration with the Council, when it is beneficial to students, the District can
exclude from the bargaining unit an employee who is hired temporarily to teach one
class/course. Temporary means up to one (1) year. The District will first make all efforts
to assign bargaining unit members.

The term Ateacher, 0 when used her ei lcanfed ¢

employees represented by the REA in the bargaining or negotiating unit as herein
defined and references to male teachers shall include female teachers.

The Boardagr ees not to negotiate with or rec
than the REA for the duration of this Agreement.

Temporary teachers are covered by all terms and conditions of this Agreement and are
considered members of the bargaining unit when it is known the assignment shall
exceed sixty (60) consecutive work days. Insurance coverage shall also apply when the
contract for employment exceeds sixty (60) consecutive calendar days. Temporary
employees do not have contractual rights associated with continued employment such
as those contained in the provisions of this agreement under RIF or dismissal, at the
conclusion of their temporary period of employment.
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ARTICLE 2
NEGOTIATIONS PROCEDURE

Not later than April 15 of the year this Agreement expires, the date on which
negotiations will begin with the REA over a successor Agreement will be agreed upon.
Any agreement so negotiated will be reduced to writing and signed by the REA and the
Board.

Nothing contained herein shall be construed to deny any teacher his or her rights under
the Constitution and laws of the United States and State of Oregon or under any other
applicable laws and regulations. Rights granted under the terms of this Agreement, not
covered by applicable law as stated herein, shall be deemed to be in addition to those
not granted by said laws.

There shall be two (2) signed copies of the final Agreement for the purpose of records.
One (1) shall be retained by the District and one (1) by the REA.




ARTICLE 3
GRIEVANCE PROCEDURE

Both parties acknowledge the right of teachers within the bargaining unit to file grievances and
the protections provided any person filing such grievance by ORS Chapter 243. Teachers
within the bargaining unit represented by the CBC are encouraged to utilize the provisions of
this Article without fear of any legally prohibited sanctions being imposed against said teacher
or any other person involved in the grievance procedure by reason of the processing of such
grievance.

Both the Association and the District recognize that most problems can be resolved with a
conversation. To that end, it is encouraged that the employee and his/her supervisor sit down
and have a conversation about the potential grievable issue. If that conversation resolves the
issue, no grievance is necessary. In the event that is does not, the employee may choose to
move to step one (1) of the grievance process.

In an effort to resolve problems before they escalate, in a mutually acceptable and expeditious
fashion, the following grievance procedure is agreed to:

A. Definitions and Provisions

1. POLICY GRIEVANCE - a complaint by an employee or group of employees, class of
employees, or the Council that a district policy affecting terms and conditions of
employment has been violated or inequitably applied.

2. CONTRACT GRIEVANCE - a complaint by an employee or group of employees, class
of employees, or the Council that there has been to him/her (or them, or it) a violation of
or incorrect interpretation of any provision(s) of the contract.

3. BOARD/ADMINISTRATIVE ACTION/PRACTICE GRIEVANCE - A complaint by an
employee or group of employees, class of employees or the Council, that there has
been an unfair or inequitable Board/Administrative action/practice.

4. AGGRIEVED or GRIEVANT - the person or persons, or Council who has (have) the
grievance or is (are) presenting the complaint.

5. IMMEDIATE SUPERVISOR - the person who has direct administrative or supervisory
responsibilities over the aggrieved.

6. EMPLOYEE i any bargaining unit member.

7. REPRESENTATIVE - a person who may speak for and/or advise the party in interest.

8. DAYS - working school days and, thus, weekends, holidays, and vacation days are
excluded. During the summer, all days are considered working school days except

weekends and July 4th.

9. CLASS OF EMPLOYEES - Employees affected by a similar action.




10. CLASS GRIEVANCE i When two (2) or more members are affected by the same
issue.

11.AIl N WRI TIANGO ref erences to Ain wr i-mailnsgah
acceptable form of writing.

The Board acknowledges the right of the aggrieved to have the local Council grievance
representative(s) and/or legal counsel in the processing of the grievance at all levels and that
no employee may be required to discuss any grievance without such representative and/or
counsel. The local Council grievance representative(s) shall process Council grievances.

Any and all time limits specified in the grievance procedure may be waived by mutual
agreement of the parties. Failure by the District to submit a reply within the specified time
limits shall permit the aggrieved to proceed to the next level.

B. Levels of Grievance Procedure

1. STEP 1 - ALL GRIEVANCES - CONVERSATION OF INTENT TO FILE A
GRIEVANCE The grievant employee shall discuss the grievance with his immediate
supervisor or building principal within ten (10) working days from the occurrence thereof
or of the employee's first knowledge thereof. Such supervisor shall respond to the
grievance as quickly as reasonable but no later than ten (10) working days after the
grievance is first discussed.

In the event of a class grievance, the grievance will begin with a written grievance to the
Superintendent with a copy to the immediate supervisor.

2. STEP 2 1 ALL GRIEVANCES - SUBMIT IN WRITING. If the grievance remains
unresolved, the grievant shall submit the grievance in writing to the supervisor within 10
days of the conversation of intent. with a copy to the Superintendent within ten (10)
working days from the receipt of the immediate supervisor's reply. Such written
grievance shall include:

a. A clear statement of the grievance and relevant facts.
b. Specific identification of the specific article or portions thereof allegedly violated.

c. A clear statement of the specific remedy sought.

Suchsupervisor, and the superintendent, o
respond to the employee in writing within ten (10) working days from receipt of the
grievance.

3. STEP 31 ALL GRIEVANCES - SUBMIT TO SCHOOL BOARD. If the grievance
remains unresolved, the grievant shall submit the written grievance set forth in Step 2 to
the School Board within ten (10) working days from the receipt of the Superintendent's
and supervisoros reply.

Within five (5) working days of the receipt of the grievance, the School Board will notify
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all persons of a hearing to be held within ten (10) working days. The Board shall hear
arguments, review correspondence and relevant facts of the Superintendent and the
aggrieved, and respond to the grievance in writing within ten (10) days of the hearing.
The decision of the Board on a policy grievance shall be final and binding.

4. STEP 4 - CONTRACT GRIEVANCE ONLY. If after ten (10) working days from the
receipt of the School Board's reply, a contract grievance remains unresolved, the
contract grievance as set forth in writing in Step 2 may be submitted to an arbitrator in
accordance with the following procedures:

a. The parties will attempt to mutually select an arbitrator within five (5) working days of
the submission to arbitration.

b. A list of seven (7) names shall be requested from the Oregon Employment Relations
Board and the parties shall alternately strike one name from the list until only one
name remains. This name shall be the arbitrator.

c. All meetings and hearings under this procedure shall be kept informal and private
and shall include only such parties in interest and/or designated representatives.
The parties shall be bound by the rules of the AAA for the conduct of the hearing.
The arbitrator shall render a decision within thirty (30) days from the date of the
formal hearing. The power of the arbitrator shall be limited to interpreting this
Agreement and determining if the disputed article or portion thereof has been
violated.

The arbitrator shall have no authority to alter, modify, vacate, or amend any terms of this
Agreement or to substitute her/his judgment on a matter or condition for that of the District
where the District has not negotiated and limited its authority on the matter or condition. The
decision of the arbitrator within these stated limits shall be final and binding on both parties.

d. No issue whatsoever shall be arbitrated or subject to arbitration unless such issue
results from an action or occurrence which takes place following the execution date
of this Agreement and no arbitration determination or award shall be made by the
arbitrator which grants any right or relief for any period of time whatsoever prior to
the execution date of this Agreement.

e. Expenses for the arbitrator's services and the proceedings shall be borne equally by
the parties. However, each party shall be completely responsible for all costs of
preparing and presenting its own case, including compensating its own
representatives and witnesses. If either party desires a record of the proceedings, it
shall solely bear the cost of such record.

f. In the event the arbitrator finds that she/he has no authority or power to rule in the
case, the matter shall be referred back to the parties without decision or
recommendation on the merits of the case.




C. Miscellaneous

1. Forms for filing grievances and other documents necessary under this procedure shall
be provided by the District and shall be available to all employees. All decisions shall
be in writing with copies to all parties to the grievance.

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

3. Any decision, course of conduct or other action which becomes the subject of a
grievance shall not be stayed pending the processing of the grievance except with the
written consent of the Superintendent or the Board. A decision at any level of the
procedure in favor of the aggrieved person, however, may provide appropriate remedy
for the period during which the grievance was suffered. It is understood that employees
shall, during and notwithstanding the pendency of any grievance, continue to observe
all assignments and applicable rules and regulations of the Board until such grievance
and any effect thereof shall have been fully determined.

4. The Board reserves to itself the right to review any decision made at any lower level
provided notice of such action is given to the aggrieved person and all parties in interest
within thirty (30) days and the aggrieved person and all parties in interest be given an
opportunity to be heard by the Board.




ARTICLE 4
COMPLAINT PROCEDURE

. Definition: Any complaint or concern regarding a teacher made to any member of the
administration by any parent, student, or other person which does or may influence the
evaluation or discipline of a teacher.

. In the event a complaint against a teacher might be the basis for an action taken against a
teacher, the complaint must be reduced to writing by the complainant or by an
administrator. The teacher shall be entitled to a notification of the complaint, with a copy of
the complaint, the identity of the complainant or substantiating witness(es) and any
documentation regarding the complaint dependent on the situation, along with the specifics
of the complaint in a timely manner, not to exceed ten (10) work days. If the teacher is
absent, the timeline shall be extended by the length of the absence. Notification need not
be given by the timelines stated above, until authorized by the authorities, if the complaint
is criminal in nature or if it involves a child abuse investigation.

. In the event a complaint could result in any action being taken against the teacher, the
teacher shall be entitled to a conference with his/her administrator before any such action is
taken. The administrator will attempt to resolve the matter to the satisfaction of all parties
involved to the extent possible. If there is no conference within sixty (60) calendar days
after notification, the complaint will be deemed invalid.

. Complaints regarding a teacher's performance shall not be considered in evaluations
unless the complaint has been discussed with the teacher and he/she has been provided
the opportunity to place written statements regarding the complaint in the work
performance file.

. Teachers may appeal disciplinary action taken as a result of any complaint. The appeal
shall be taken to the Superintendent. If, in the opinion of the teacher, the response of the
Superintendent is unsatisfactory, the teacher shall be entitled to appeal the complaint to the
Board. The teacher shall have the right of representation at all levels of the appeal.
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ARTICLE 5
LAYOFF AND RECALL

A. The District shall provide a ninety (90) calendar day notice to the Council prior to any layoff
of a bargaining unit member, except when an unforeseen financial crisis makes such notice
impossible. In such event, the District shall give as much advance notice as is practicable.

B. Layoff. Provisions of ORS 342.934 shall be followed for reduction in staff resulting from the
District's lack of funds to continue its educational program at its anticipated level or
resulting from the District's elimination or adjustment of classes due to administrative
decision as provided in ORS 342.934.

C. Recall. Teachers shall be recalled to available jobs in accordance with the following
provisions:

1. Seniority shall be determinative in recalling employees unless the Board can
substantiate that the following factors, applied sequentially, necessitate a different order
of recall:

a. Experience, which will be determined by examining:

Years of in-district experience.

Years of out-of-district experience in public schools.
Years of out-of-district experience in private schools.
Years of educational experience in the public sector.
Years of educational experience in the private sector.

b. Qualifications, which will be determined by examining:

Certification/Licensure

Quiality of in-district experience as measured by recent written evaluations
Recency of experience

Grade level or subject matter experience

c. Program/curriculum needs, which will be determined by examining:

Grade level

Subject matter

Self-contained classrooms
Departmentalized classrooms
Special education programs
Unique situations

2. Seniority will be calculated from the first day of actual service as a teacher with the
School District inclusive of approved leaves of absence. Ties shall be broken by
drawing lots.

3. When recall occurs, the District will notify an employee of an available position by
certified letter, sent return receipt requested, to the last address given to the District by

11




the employee. An employee shall have 14 days after the recall notice has been mailed
to notify the District of his/her acceptance of the position. No out-of-district employees
will be hired until the recall list and recall procedures have been exhausted.

4. An employee who is laid off shall remain on the recall list for twenty-seven (27) months
after he/she is laid off unless he/she:

a. Waives his/her recall rights in writing.
b. Resigns.

c. Fails to accept recall to a position within fourteen (14) days after the recall notice has
been mailed. If an employee has accepted employment elsewhere or is unable to
report for work due to iliness or injury, he/she will be allowed forty (40) days from the
date of acceptance of a recall position before being required to report for work.
Failure to report for work within forty (40) days will be considered the resignation of
the employee. If an employee considers this forty (40) day limit an undue hardship,
an extension may be requested in writing from the Superintendent. No extension
will be granted beyond twenty-five (25) additional days.

5. Upon acceptance of a position with the District, all accruable benefits will be restored to
the employee. All employees on the recall list will be considered employees of the
District on approved leave without pay. An employee on recall will continue to maintain
rights under the Oregon Fair Dismissal Law.

6. An employee on the recall list may remain enrolled in the District's insurance program if
the employee pays the premium after the first thirty (30) days. The District shall pay the
premium for the first thirty (30) days of the layoff.

An employee on the recall list is subject to COBRA and will make payments directly to
Benefit Help Solutions.

7. Upon return to the District, the employee shall be placed at a step on the salary
schedule equivalent to his/her educational level and years of experience.

D. Grievances concerning this Article shall be subject to the grievance procedure under Article
[l of the Agreement, through and including arbitration.

E. The provisions of this Article shall be subject to ORS 342.934, excluding section 7.
F. Temporary employees do not have contractual rights associated with continued

employment such as those contained in the provisions of this agreement under RIF or
dismissal, at the conclusion of their temporary period of employment.

12




ARTICLE 6
RIGHTS OF PROFESSIONAL EMPLOYEES

A. Required Meetings or Hearings

If the need arises for a meeting between an employee and a supervisor (including
administrators and/or the Board) and the supervisor reasonably believes that the meeting
may result in the discipline of the employee or that the meeting may adversely affect the
continued employment of the employee (excluding possible reduction in force situations),
the supervisor shall inform the employee, in person and by e-mail invitation of the need for
the meeting, including the nature of the meeting, and the right of the employee to have a
representative present. If, during the course of a meeting between an employee and a
supervisor, the employee reasonably believes that the meeting may result in the discipline
of the employee or that the meeting may adversely affect the continued employment of the
employee, the employee has the right to have a representative present.

If a representative is requested and one is to be provided, the employee will be given a
reasonable time to secure a representative. The employee will be given reasonable time to
confer with the representative prior to the meeting.

B. Evaluation of Students

The teacher shall maintain the right and responsibility to determine grades and other
evaluation of students. No grade or evaluation shall be changed without the approval of
the teacher, unless the teacher is not available and the District has made every reasonable
effort to contact the teacher, including a certified letter being sent, provided the teacher
grades in accordance with District policy and/or administrative rules of the State Board of
Education.

C. Criticism of Teachers
Any questions or criticism by a supervisor, administrator or Board member of a teacher and

his/her instructional methodology shall be made in confidence and not in the presence of
students, other teachers, parents or other public gatherings.
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ARTICLE 7
PERSONAL AND ACADEMIC FREEDOM

The personal, religious and political life of a teacher is not the concern of the Board except as it may
directly prevent the teacher from properly performing his/her assigned functions during the workday.

The Board and the Council will provide a teaching and learning atmosphere that is free from restraint

upon free inquiry, learning and academic freedom.
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ARTICLE 8
PROTECTION UNDER THE LAW

Nondiscrimination:

All applicable practices, procedures and policies of the school system shall clearly demonstrate that
there is no discrimination in the hiring, training, assignment, promotion, transfer or discipline of
teachers or in the application or administration of this Agreement on any illegal basis including race,
creed, color, religion, national origin, gender, sexual orientation, age, union activity, disability,
domicile, marital status or political beliefs.
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ARTICLE 9
TEACHER EVALUATION

A. Teachers shall be evaluated in accordance with the provisions of ORS 342.850. All
observations of a teacher's work performance shall be conducted openly. Teachers will
have the opportunity to request to discuss the results of such observations with the
evaluator.

Use of video for observations shall be by mutual agreement. Such videos shall be
maintained by the District as personnel records. Observation videos will not be shown to
others for training purposes without written (email) permission of the unit member.

The results of the observations made as a part of teacher evaluations shall be in writing
and acknowledged by signature of the teacher. The teacher may attach to the evaluation
any relevant comments including documentation of any extenuating circumstances that
might have affected the evaluation. Probationary teachers receiving an evaluation
recommending nonrenewal may, within seven (7) working days of such receipt by the
probationary teacher request and have conducted another evaluation prior to March 15.
The District shall also notify the Association of the non-renewal recommendation.

B. In compliance with ORS 342.850, and in order to ensure collaborative effort as it relates to
the Professional Growth and Evaluation system, the District and the Association agree to
maintain an evaluation team comprised of at least as many licensed educators as
administrators for the purpose of continuous improvement related to the professional
growth, including SIW, and evaluation system. The team shall meet no fewer than three
times each school year unless mutually agreed upon by the parties.

To the extent that Student Learning and Gr

growth and evaluation process, unit members will not be required to use Smarter Balanced
Assessment data for student learning and growth goals unless required by applicable laws.

C. Where significant deficiencies are noted in the evaluation process, a teacher may be
placed on a program of assistance for improvement (aka Plan of Assistance or POA). The
plan, developed by the evaluator(s) in consultation with the teacher shall include:

1. The specific deficiencies and expectations.

2. The assessment techniques by which the District will measure and determine whether
the teacher has sufficiently corrected the deficiencies to meet District standards.

3. The specific assistance to be offered by the District.
4. The timeline for improvement.
5. Regular conferences with written progress reports.
D. When a POA is initiated, the District shall provide written notification to the REA Executive

Board designee. Failure to notify is considered a technical procedure that shall not cause
the overturning of a dismissal, non-extension of contract, nonrenewal of contract or other

16

oW



disciplinary action unless the teacher suffered a substantial and prejudicial impairment in
the teacher's ability to comply with school district standards. When a mutually agreed upon
peer assistant is identified on a POA, the peer assistant assetcol
are to remain confidential between the peer assistant and the employee on the POA. Such
information will not be used in the evaluation process, non-renewal or discipline without the
mutual consent of the District and the teacher provided with the assistance.

17




ARTICLE 10
PERSONNEL FILES

. These provisions do not i mit the admini
personnel file.

. Nothing that reflects negatively on the teacher shall be placed in a teacher's personnel file
unless the teacher has seen and had an opportunity to sign the material. All written
reprimands shall be placed in the personnel file.

. Each teacher shall have the right, upon request, to review the contents of his/her own
personnel file exclusive of materials received prior to the date of his/her employment by the
District. A REA representative may accompany a teacher during such review upon request
of the teacher.

. The teacher may respond in writing to any item placed in such personnel file and may
indicate to the Superintendent any materials which he/she believes to be obsolete or
otherwise inappropriate for retention. Any such specific item over five (5) years old, for
which corrections have been made and documented, will be removed, unless the item
involves an unlawful or criminal act or a program of assistance for improvement under
Article 9 or is required by statute to be retained. The teacher shall have the right to appeal
any refusal to remove material through the grievance procedure to arbitration.

. Working Files: The purpose of the working file is to chronicle the working relationship
between the principal and the teacher or informally document employment related matters.
Actual documents placed i n @ thé pesonkel fieaglthoudhi
the substance may be referred to in subsequent documentation. All written documents in
the working files will stay with the administrator and will not be passed on to future
administrators. If a departing administrator wants to carry over any material from their
working file to a new administrator; the departing administrator, employee and association
representative must meet and the employee must agree to the carryover. If agreement to
transfer the working file is not reached, the departing administrator may summarize the
working file documents in a narrative to be placed in the personnel file.

Materials that are not to be carried over will be shredded or destroyed.

18
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ARTICLE 11
DISCIPLINE AND TERMINATION

No member of the bargaining unit covered by this Agreement will be disciplined or terminated without
due process.

For the purpose of this Article, discipline is defined to include formal written reprimand, suspension,
demotion, a reduction in basic compensation or dismissal.

For the purpose of this Article, due process is defined as follows:

1. The employee will be told the charges and given the information forming the basis
for such action.

2. The employee will have the opportunity to respond to the above.
3. The employee will have an opportunity to discuss the matter with his/her supervisor.

4. Upon request, the employee shall be allowed to meet informally with the Board to
discuss the reasons for such action(s).

a. Such disciplinary action shall be based on reasonable District policies, practices
and procedures.

b. The employee will have the opportunity to include a statement in his/her
personnel file.

No contract teacher shall be disciplined, terminated or suspended without pay without just cause.
Contract teachers who are terminated and desire to have the termination reviewed, must either elect
arbitration under the terms of the Agreement or proceed through the Fair Dismissal Appeals Board,
but not both. No probationary teacher shall be disciplined, or suspended without pay, without just
cause. It is expressly understood that probationary teachers are excluded from all just cause
provisions for nonrenewal or termination. It is understood that a nonrenewal or termination cannot be
overturned as a result of an arbitrator's decision on a just cause grievance.
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ARTICLE 12
TEACHER ASSIGNMENT

A. Notification of Assignments

A tentative teacher assignment schedule for each upcoming school year shall be
communicated no later than May 31. Licensed employees may be transferred to a new
assignment as a result of changes in student enrollment or other extenuating
circumstances after the established May 31 timeline. Teachers shall be notified of any
major changes in such assignments and the rationale for such changes at the time such
decisions are made.

A letter to the teacher's last recorded address shall constitute notification.

B. Traveling Teachers
Teachers who are required to use their own automobiles in the performance of their duties
and teachers who are assigned to more than one (1) school per day will be reimbursed for

all such travel at no less than current Board rate. The Board will consider IRS rate in
establishing the reimbursement rate.

20




ARTICLE 13
VACANCIES, PROMOTIONS AND TRANSFERS

A. Vacancies
Teachers shall be advised of vacancies during the school year through e-mail and through
the District employment website. All present staff members shall have equal opportunity to
apply and be screened for all vacant positions. Teachers who were applicants for a vacant
position shall be notified within ten (10) working days of the official selection and may
request the reasons for their denial within the same time period.

B. Voluntary transfers

A contract staff member who wishes to transfer shall indicate this desire by completing the
transfer request process facilitated by the Human Resource Department. The District shall
acknowledge receipt of the request by email within ten (10) days after its receipt. Teachers
may indicate an order of preference for appropriate consideration. Requests for transfers
must be renewed annually no later than March 31. Transfer requests shall be accepted
after this date for specific positions that become available.

Teachers who have applied for a transfer will be notified within ten (10) days of the transfer
decision and may request the reasons for the denial within the same time period.

C. Administrative Transfers

Administrative transfers may be made by school district administrators for members of the
bargaining unit for any of the following reasons:

School closures

Reduction in staff

Program needs

School population changes

Problems involving interpersonal relations

arwnE

Any involuntary transfer will be made only after a meeting between the teacher and the
supervisor at which time the teacher shall be notified in writing of the specific reasons for
the transfer.

No transfer is final without Board approval. Notification of intent to transfer shall occur no
later than May 315t. Teachers receiving an administrative transfer (principal or supervisor
directed) shall be compensated for moving their classroom at a rate of one-half (1/2) day
of curriculum level pay or comp time (unit member choice) for in-school moves and one
(1) full day of curriculum level pay or comp time (unit member choice) for moving between
schools. If the unit member opts for comp-time, it must be used in the fiscal year in which
it was earned. If it is not used by the end of the school year, it will be paid out on the June
paycheck at curriculum level pay.

No one shall be involuntarily transferred more than once in any three (3) year period,
except in unusual circumstances. In such circumstances, written notification of transfer will
be provided to the Executive Board designee. Should the need arise for a teacher to be
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transferred more than once in any three (3) year period, the teacher will receive
progressive compensation. The second transfer within this three (3) year period will result
in the employee receiving two (2) additional full days of curriculum level pay or comp time
(unit member choice). A third transfer will result in three (3) additional full days of
curriculum level pay or comp time (unit member choice).

The procedures included in this Article shall be subject to the grievance procedures;

however, reasons for the transfer shall remain exclusively with the District and are not
subject to binding arbitration.
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ARTICLE 14
RIGHTS AND PRIVILEGES OF THE CBC

A. Information

Upon request, the Board agrees to furnish to the CBC all information necessary for its
functioning as exclusive bargaining representative in negotiations and the processing of
grievances.

By October 15 of each year, the District shall provide to the Association an electronic
spreadsheet of each employee in the bargaining unit (active members and non-members)
that includes first date of service, FTE, classification or title, PERS classification, worksite,
position on the salary schedule, residential address, and residential phone number. For
every bargaining unit member hired after October 1, the District shall provide such
information within ten (10) days of hire.

B. Released Time for Meetings

Association members can meet during lunch, preparation time, and the last half hour at the
end of each work week. In addition, members can meet after staff meetings as long as it is
not during student contact time. Five (5) minutes will be available for CBC business during
any staff meeting or any SIW meeting.

Impromptu, or stand-up meetings cannot disrupt pre-scheduled school meetings (e.g.
Leadership, RTI, SpEd, etc.).

C. Use of School Facilities and Equipment

The CBC shall have the right to conduct CBC business and to use school facilities and
equipment at reasonable times and when not in use; the CBC shall replenish or pay for all
supplies and materials incident to such use.

D. Use of Bulletin Boards and Mail Facilities

In accordance with applicable State and Federal law, the CBC shall have the right to install
and use bulletin boards within each building. Teacher mailboxes may be used for CBC
business. All CBC postings and mailings shall be identified as to origin and name of
authorizing CBC official.

E. Leaves

The District will grant the CBC a total of three (3) days paid leave for CBC business
including, but not limited to, the Oregon Education Association Representative Assembly.

The District will grant the CBC thirty-five (35) days leave to be taken and paid for by the
CBC at substitute wages. The REA President shall consult with the Superintendent
regarding utilization. This leave will be allotted to various members of the CBC for the
purpose of attending to CBC business.
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F. REA President Release Time

The District shall provide full paid leave for the REA President to be released from teaching
responsibilities for at least 0.25 FTE, up to 1.0 FTE.

The REA shall fully reimburse the District for the pro-rata salary amount and all benefits
and associated payroll costs of the person serving as the REA President.

The current amount of CBC leave at 35 days shall be reduced to 20 days per year if the
REA elects to utilize the leave as described above. In a bargaining year the Association
may carry over up to ten (10) unused days from either or both of the prior two years.

Any concerns regarding finding a qualified replacement for the REA President shall be
resolved by mutual agreement of the REA and District. The Association and the building
Principal of the school in which the release time president works will be available to discuss
ways to minimize scheduling conflicts.

In the alternative, the REA may elect to utilize the leave provision that currently exists in
Article 14, section E. (i.e. the REA President would work full time for the District and have
the ability to use the 35 days leave and the REA would then reimburse the District for the
substitute wages).

If the REA elects to utilize this provision, they shall notify the District by May 315t each year
of who will serve as the REA President and which leave provisions they desire to use.

The Oregon Education Association, CBC and REA agree to hold harmless and to fully and
completely indemnify the District against any and all liability (including the cost of legal
defense or any administrative <costs) t ha
agreement to allow Association leave as provided in Article. The District agrees to
cooperate with the Association in the defense of any claim, suit, administrative action, etc.
that may arise based on the payment and reimbursement, and agrees that the Association
will select legal counsel should the need arise.

fPERSref uses to accept the Districtdés cont
provisions of the CBA and this Article, the District shall return /repay the Association the
value of such reimbursement. It is not the intent of the parties by this clause to hold
harmless and indemnify the individual employees against any loss of benefits or delay in an
anticipated date of retirement if PERS refuses to accept District payments to PERS on
behalf of an employee.

G. New Employee Orientation
New bargaining unit members will be paid at the curriculum rate for all orientation days
during inservice week. The district shall notify the Association of new hires at least one

week prior to orientation and shall give the Association 60 minutes to provide lunch and to
meet with the new bargaining unit members.
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ARTICLE 15
DUES, PAYROLL, AND PAYROLL DEDUCTIONS

A. The CBC shall have the right to payroll deductions of professional dues.
The District agrees to deduct Association dues, fees, and assessments from the salary of
each employee for payment to the Association in accordance with the deduction

procedures set forth in ORS 243.650 to 243.782, as may be amended from time to time.

B. Payroll deductions collected on behalf of REA shall be forwarded in a timely fashion.
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ARTICLE 16
TEACHING HOURS AND CONDITIONS

A. A normal day as used in this contract shall not exceed eight (8) hours of continuous shift, including

a thirty (30) minute duty free lunch period. Within the eight (8) hours, teachers and supervisors will
create a work schedule that will allow teachers at least thirty (30) minutes before student contact time
begins and at least thirty (30) minutes after student contact time ends. If it becomes necessary to go
beyond the regular work day, additional time may be flexed out by the teacher. Scheduling of the (30)
mi nutes before and after school candét be accom
standard as defined by ODE. This provision does not preclude the supervisor from scheduling before
and after school duties.

The Association and the District recognize that two evening family engagement opportunities per year
shall constitute exceptions to the normal workday. These two exceptions to the normal workday shall
not exceed two (2) hours in each case.

The first family engagement opportunity will be scheduled and on the school calendar by May 315t of
the school year prior and the second family engagement opportunity will be scheduled and on the
school calendar by September 30™. If other after school obligations are scheduled, they will be
optional and the employee shall be given the opportunity to flex the time during non-student contact
time.

The scheduling of flex time will be worked out between the teacher and his/her principal or

supervisor. On the last working day of the week, teachers may leave up to thirty minutes early-only
after all assigned tasks and professional obligations have been completed, buses have left, students
have | eft the teacherds area of supervi si-mals an
and phone messages (mailboxes and voice mail). It is understood that meetings will only be

scheduled after students leave on the last working day of the week in unusual circumstances.

B. All elementary teachers shall have a minimum of forty (40) minutes uninterrupted duty free
preparation time per day during student contact time. Exceptions to the 40 minute daily prep time

based upon a school &6s unique inability to provi

school 6s | eadership team and REA Building Repr
minimum of thirty-five (35) minutes uninterrupted duty free prep time will be provided.

The District recognizes the needs of teachers to have unassigned work time and will endeavor to
preserve that time.

In addition, elementary teachers shall have thirty (30) minutes of uninterrupted guaranteed prep time
before or after student contact time a minimum of fifty percent (50%) of the student contact days per
week without district or school mandated meetings. For example, on a five (5) day student contact
week, teachers will receive at least three (3) uninterrupted prep days. On a four (4) day student
contact week, teachers will receive at least two (2) uninterrupted prep days. The exception will be for
Individual Education Program (IEP) meetings.

All middle and high school teachers shall have a minimum of one (1) class period uninterrupted duty
free preparation time per day.
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C. Part-time teachers, shall receive a prorated amount of preparation time based on the amount of
preparation time similar grade level teachers receive. Part-time teachers are allowed to trade time on
other days for time worked on curriculum and inservice days beyond their regular hours as agreed
between affected teachers and administrators.

D. If the Board finds that financial constraints force elimination of elementary specialists
(Music/PE/etc.), the commitments contained in this section shall no longer be valid but the Board
agrees to immediately meet to negotiate the impact. The Board will notify the building sites and
Council that it is considering the elimination of elementary specialists. The sites will have sixty (60)
days from notification to develop a schedule for preparation time. If the Board approves the schedule,
the need to negotiate the impact is eliminated.

E. Teachers may be askedtome et wi th their supervisor or for
a voluntary basis. Teachers may also volunteer to cover a class for another teacher who must leave
the building for an approved reason. The decision to provide this coverage will be totally voluntary

and will only be requested when the teacher who must leave will be gone one or two periods. A
teacher has the right to refuse a request to gf
class. No expressed or implied reprisals of any kind will be taken against a teacher who refuses such
a request. Any teacher voluntarily covering another class during his/her prep period as per the
request of an administrator will be compensated at the current substitute rate.

F. If an elementary level classroom teacher is absent and a substitute teacher cannot be secured,

the school must ensure that students continue to receive education and supervision during the time

the classroom teacher is absent. In the rare instance described above, the students from one

el ementary teacheroés classroom can be split wup
period of time. The parties agree to the following when these circumstances occur:

1. School administration will place students into other classrooms as equally as possible.

2When the classroom teacherds student count
the teacher will receive four (4) hours of substitute compensation.

3.When the teacher 6ds st ud e day(lessthanmfdur houns) thecteacher s
will receive two (2) hours of substitute compensation.

4. The substitute compensation rate is set annually by the Oregon Department of Education
and will be used to provide compensation level.

5. Payment shall be initiated by the employee via submission (within the fiscal year) of a
supplemental timesheet (fAorchido) signed b))
Payroll Department by the appropriate deadline for the pay period worked (based on the
published pay period calendar), to be paid on the next regular payday.
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G. If the District determines it wishes to utilize a seven (7) period day, each teacher at the high
school level shall be assigned five (5) periods of instruction and one (1) period of assigned duty.
Teachers shall have the option to teach six (6) periods.

If enroliment increases or if program modifications or scheduling needs occur, then teachers may be
required to teach during the assigned duty period. This requirement may be for one or both
semesters.

Should the District determine it wishes to utilize a five (5) period day, each teacher at the high school
level shall be assigned four (4) periods of instruction and one (1) period of preparation for the year.
Half-time (1/2) teachers will teach two (2) periods in a five (5) period schedule and three (3) periods if
there is a seven (7) period day.

The high school administration and teachers are encouraged to work cooperatively in the entire
scheduling process; however, the administration will determine the final decisions.

H. Elementary Parent Conferences
1. Elementary teachers will hold parent conferences during the week designated for
conferences in the adopted RSD calendar as follows:

a. Any exceptions will be considered and are subject to approval by the principal.

b. All elementary unit members mustbeinthebui | di ng on Thur sday
even if conferences are complete. Thursday start and end times may be flexed
depending on the need to provide later conference times.

c. If ateacher or specialist conducts conferences on Monday, Tuesday, and/or
Wednesday evenings during the conference week, the teacher or specialist may flex an
equivalent amount of time on the Friday of conference week.

d. Teachers will schedule conferences for 30 minutes unless the teacher must schedule
more than 30 conferences, in which event the teacher may schedule 20-minute
conferences.

e. Families will be provided opportunities to conference in evening times. If the teacher
does not provide evening time slots on Monday, Tuesday, and Wednesday of
conference week, then the teacher will provide evening time slots on Thursday
evening. Any exceptions will be considered and are subject to approval by the principal.
Monday, Tuesday and Wednesday conferences will be scheduled no later than 5:30 PM
in an effort to be finished by 6:00 PM. Thursday conferences will be scheduled no later
than 7:30 PM (for an 8:00 finish time).

f. Specialists and support staff will be available for afternoon/evening conferences during
the conference week. Teachers will make efforts to involve them in scheduling ahead of
time.

g. Each year, school leadership teams shall establish methods designed to reach as close
to 100% parent conference participation as possible (e.g., requiring each teacher to
make at least two contact attempts for any parents who do not sign up for a conference,
or permitting parents to attend a conference by phone).

2. Principals/Specialists will make efforts to avoid scheduling morning and afternoon team
meetings during conference week to free time up for conferences.

3. Paid Leave Benefits: Absences during Monday through Thursday of conference week
require use of paid leave benefits. The District will only approve use of personal days during
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conference week for extenuating circumstances, which does not include vacation or outside
employment. Unit members will hold makeup conferences as close to conference weeks as
possible.
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ARTICLE 17
TEACHER WORK YEAR

A. For the duration of this agreement and except as noted in Section B, the regular 190-day
contract year shall be reduced by one day per year by eliminating the February Curriculum
Day for the 2019-2020 and 2020-2021 school years.

The work year calendar shall include up to 175 student contact days, up to four (4) in-
service days, and six (6) paid holidays.

One (1) workday will be provided at the end of each grading period to prepare grades and
two (2) workdays will be provided during August inservice week, before students arrive.
For the first of the two August workdays, certified staff will be required to be in the building
during normal contract hours.

Elementary teachers will have the last workday of the school year to prepare grades.

The six holidays are Labor Day, Thanksgiving, Christmas, New Year's, Memorial Day and
Veterans Day. Each teacher will be provided a copy of the District calendar.

The District can use one (1) day as a transition day for grades six and nine.

Thirty hours within the 175 student contact days may be used for curriculum work as
determined by the Superintendent.

B. Teachers in their first year of employment with the District may be required to work an
additional 5 days at or near the beginning of the year, and will be compensated at the
curriculum rate.

C. The Association shall have input into the yearly calendar.
D. School Improvement Wednesdays

1. School Improvement Wednesdays (SIW) will be designated for job embedded
professional development/collaboration.

2. Ten (10) School Improvement Wednesdays will be designated as individual teacher
driven job embedded professional development. Additionally, two (2) SIW days will be
used for team/department/grade level work sessions as approved by building
administration and with reasonable accountability.

3. The District will seek input from REA representation on the scheduling of School
Improvement Wednesdays. Excluding reasons of illness, attendance at all School
Improvement Wednesdays is expected unless appropriate leave has been approved.
Disciplinary action including, but not limited to, a written reprimand and leave without
pay may result for non-attendance without approved leave.
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ARTICLE 18
VEHICLE LIABILITY COVERAGE

The District shall continue to maintain non-owned vehicle liability coverage as part of its automobile
policy. According to provisions in the policy, District coverage may be excess over primary coverage

provi ded

by

t he

vehicle owner 6s

wHorized \Distichbudiness. t
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ARTICLE 19
PROFESSIONAL COMPENSATION

A. Compensation
1. Salary

The base on the 2019-2020 salary schedule will be increased by .25% effective July 1,
2019. A cost of living increase in the amount of 3.0% will be applied to the salary
schedule effective July 1, 2019.

The base on the 2020-2021 salary schedule will be increased by 1.0% effective July 1,
2020. A cost of living increase in the amount of 3.0% will be applied to the salary
schedule effective July 1, 2020.

Eligible employees will receive full-steps and lanes effective July 1,-annually.

2. PERS Membership

Employees who are not PERS members at the time of hire by the District shall receive
94.34% of their salary cell placement until the date that the employee begins paying a
PERS contribution. This provision shall not be applied to employees who are PERS
retirees.

3. Placement on the Salary Schedule

Initial salary schedule step placement shall be determined by counting all successfully
completed years of service as a licensed teacher. To receive credit for a year of service,
a minimum of 135 days must have been worked.

Initial salary column placement shall be determined by counting all successful
completed upper division and graduate level courses from an accredited institution that

are applicable to the teacher 6s a siztioglaveie[nt
beyond the conferred degree that is the basis for teaching.

Initial placement of unit members coming into unique or non-traditional positions such
as CTE or nursing - the District, in consultation with the association, may grant
experience credit on the salary schedule to newly-hired employees for verified full-time
work experience directly related to the licensed position for which they have been hired.
Generally, new hires will receive one (1) year of experience credit for each two (2) years
of applicable work in the field, not to exceed a maximum of 10 years of experience
credit.

Credit for successfully completed lower division or repeated coursework must be pre-
approved by the District in order for the credit to be eligible for use for initial placement
on the salary schedule.

4. Advancement on the Salary Schedule
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Credit for column advancement on the salary schedule shall be provided for all upper
di vision or graduate l evel cour sewor k
endorsement area that is successfully completed with documented verification by
university or college grade report or official transcript provided to the District by
September 15" at 5:00 p.m.

Credit for successfully completed lower division or repeated coursework must be pre-
approved by the District in order for the credit to be eligible for use for advancement on
the salary schedule.

Column advancement resulting from the
granted when official documented verification of conferment of degree is provided to the
District by September 15" at 5:00 p.m. or by March 15" at 5:00 p.m. If verification is
received prior to, or on September 15", advancement on the salary schedule will occur
as of the beginning of the contract year. If verification is received after September 15™"
but prior to, or on March 15", advancement will occur on March 15,

Advancement based on in-district credit shall be granted at a ratio of ten (10) hours, of
District approved professional growth training, to one (1) quarter unit. Advancement
credit may be limited by the District to those employees within a specific work
assignment or TSPC endorsement or authorization related to the training. Verification
of approved training will be completed by the Human Resource Department.

5. Advancement on the Salary Schedule (Regarding Protected Leave)

The District will provide annual salary step increases to bargaining unit members who
were paid for 120 days or more in the previous school year.

If a bargaining unit member does not meet the 120-paid-day threshold by virtue of
taking leave covered under the Family Medical Leave Act or the Oregon Family Leave
Act, the person will nonetheless receive the step increase.

If the District exercises its rights under the FMLA/OFLA Special Rules for Teachers to
require the bargaining unit member to remain on leave through the end of the term, and
such period causes the bargaining unit member to drop below the 120-day threshold,
the member will nonetheless receive the step increase. Alternatively, if the District
allows the bargaining unit member to return to work within that "Special Rules" period, it
may at its discretion assign the teacher to perform other types of work, including, but not
limited to, substitute teaching, at the bargaining unit member's regular rate of pay.

B. Extra Compensation

1. Compensation for designated teacher leadership roles will be paid using a
percentage of the extra responsibility amount designated on the salary schedule
specified in Appendix B. (The extra responsibility figure is equivalent to 0.0677 of
the base.)

2. Extra Duty
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Extra duty for events such as chaperoning dances, etc., will be paid at the following
rates:
0.1% of the base teachers' salary per event. If the event lasts more than 3 hours;
0.033% of the base teachers' salary per hour or portion thereof.

Positions will be filled on a volunteer basis from District staff.

Any positions not filled on a volunteer basis will be assigned to teachers from the
building whose event it is. Notice will be given to the teacher ten (10) calendar days
before the date of the assignment.

3. Licensed employees who are asked and agree to do curriculum or instruction related
work for the District that is in addition to the contracted work days will be paid for the
hours worked at the hourly rate of $24.00 for 2015-16.

The hourly rate for 2016-17 will be $27.00 plus any cost of living adjustment or base
increase to the Licensed Salary Schedule agreed to for 2016-17.

From 2017-18 forward, this rate shall be adjusted annually based on cost of living
adjustments or base increases to the Licensed Salary Schedule.

The teacher could be compensated by time off in lieu of compensation with the
agreement of the supervising administrator. The award of time off in lieu of
compensation will be calculated based on the number of hours of curriculum or
instruction related work performed. This time off may only be taken by a teacher in 4
or 8 hour increments scheduled by mutual agreement between the employee and
the supervising administrator. Any unused time off in lieu of compensation that
remains at the end of the school year will be paid at the current hourly state
substitute rate.

4. Outdoor School
Each 5th grade licensed classroom teacher, or other licensed support team member,
who accompanies their class to a District approved outdoor school program will
receive a nominal stipend for each night spent at the program. While the state of
Oregon funds Outdoor School Education, the allocation varies. As a result, the
nominal stipend may vary due to actual allocation received, special needs of 5th
grade participants, and number of 5th grades the District sends to outdoor school in
a given school year.

Eligibility for the stipend requires each bargaining unit member complete and submit
an orchid form for the appropriate amount after the trip is complete. Upon approval
and submission to payroll by the 15th of the month, payment will be made on the
regular payday of that month. Orchids received after the 15th will be paid on the
regular payday the following month.
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ARTICLE 20
INSURANCE

A. For the 2019-2020 & 2020-2021 fiscal years, the District shall provide full family medical,
full family dental with orthodontia, full family vision care and long term disability with a 60
day waiting period.

Effective October 2019 payroll, the District will pay up to $1,320 per employee per month
for the 2019-2020 plan year, toward the cost of the monthly premium for the benefits
outlined above. The District will pay up to $1,365 per employee per month for the 2020-
2021 plan year.

The long term disabiltypr ovi si on will be paid for out
cost.

Insurance coverage shall apply when the contract for employment exceeds thirty (30)
consecutive calendar days.

Employees eligible for a District insurance contribution, but who choose not to obtain

i nsurance coverage may HfAopt outo in acco
Education Benefit Boar d. Empl oyees choosi
insurance coverage and sign a letter opting out of the District insurance benefit. If an
eligible employee chooses to fAopt out o or

shall be effective until the next open enroliment period. An employee can reinstate the
insurance benefit and forfeit future benefit stipends should there be a qualified status
change as defined by OAR 111-040-0040.

An eligible employee who opts out of the District insurance benefit by meeting the
requirements outlined above shall receive a monthly stipend in lieu of the contractual
insurance cap and such payment will be considered taxable income. The stipend amount
shall be 30% of the District paid cap amount, but not less than $330.00 per month.

The District will provide Section 125 under the elected carrier at no cost. The Section 125
will not apply to the long term disability premium cost.

B. 1. All part-time employees will receive a percentage of the total amount paid for full fringe
benefit coverage in the same percentage as their salary is prorated.

For example: If an employee received 50% of the full teaching salary, he or she will
receive 50% of the total amount paid for fringe benefit coverage for a full-time
employee.

1. Fringe benefits for part-time employees will be subject to the following conditions:

a. An employee may select full family medical coverage or employee only medical
coverage.

b. An employee who selects full family medical coverage must select full family vision
and dental coverage. An employee who selects employee only medical coverage
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must select employee only vision and dental coverage. All employees must receive
employee only long term disability insurance.

2. Employees must pay any difference between the cost of the plans chosen and the
amount of the District contribution (actual District cost x %) toward their fringe benefit
coverage through payroll deduction.

If there is an additional insurance package option made available to teachers which
costs less than the cap as provided herein, the savings which result from those who
choose to enroll in that option shall be pooled and used to equally offset the out-of-
pocket premium expense of those enrolled in the other package options. This
calculation shall be made at the end of the annual enrollment period for each year. The
District shall provide an annual statement to the Redmond Education Association of this
calculation

3. Money provided to part-time employees for fringe benefits can only be applied toward
the following insurance programs: medical, dental, vision and employee only long term
disability and can only be applied in the manner described above.

C. Health Savings Account Option

1. For the life of the contract and to the extent a Health Savings Account is made available
to teachers in compliance with OEBB plan offerings and is selected by a teacher, the
District wildl contribute the amount over
HSA.

2. Any such contribution will conform with OEBB rules and will occur only up to limits set by
the IRS for such contributions. Any such contributions may be limited by other applicable
IRS rules.

D. The Council will have the right and responsibility to select the insurance carrier. The
Council can elect to change and/or reduce benefits.
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ARTICLE 21
LEAVE INCREMENTS

The Association recognizes the need for teachers to be in the classroom. In recognition of this need
and to minimize the disruption to the learning process, leave that requires a % day substitute will be
deducted at no less than four hours.

Leave that requires a full-day substitute will be deducted at no less than eight hours. However, a unit
member whose absence is protected by OFLA or FMLA leave laws will have leave deducted only for
their fAnor mal 0 wdorlexamptehtlee distlicemay e wequired to pay a substitute for
an 8-hour day to cover a 6-Hour member who is on FMLA or OFLA leave. The member will only be
charged six hours.

Leave that does not require a substitute may be taken in quarter hour increments (15 minutes is a

qguarter hour). Furthermore, in order to ensure maximum teacher contact with students, leave will not
be restricted to the first or last four hours of the day.
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ARTICLE 22
SICK LEAVE

Licensed employees who are absent due to personal iliness shall receive compensation in accordance with the
following provisions. For the purpose of this Article, an absence due to problems arising from a pregnancy,
whether a miscarriage, a physician's statement of disability or a medical complication associated with
pregnancy, shall be considered a personal illness.

A.

Ten (10) full working days per year, with full pay, shall be allowed each licensed employee as
current annual sick leave accrual. There is no limit on the number of sick leave days an employee
may accrue, transfer from another Oregon district or use.

Sick leave benefits shall be available to the employee when the employee or a member of the
empl oyeeds i mmediate family is incapacitated

Immediate family shall be defined as spouse or domestic partner of the employee, as well as
children, parents, grandparents and siblings of employee, spouse of employee or domestic partner
of employee. In accordance with Oregon law, an employee taking OFLA leave may use any
accrued sick leave during the period of family leave.

. Employees shall notify their supervisors promptly on the first day of illness or other incapacitation.

When, in the judgment of an administrator, an employee is, by his/her behavior, utilizing sick leave
benefits in a manner that suggests the possibility of sick leave benefits being abused by the
employee, the District may require that the employee provide verification of illnesses of less than
five (5) days.

Each licensed employee will receive monthly updates of their sick leave usage and balance via their
monthly pay stubs. Leave balances may also be checked at any time via the Employee Self
Service portal.

. For the purpose of this Article, usage of accrued sick leave shall include retirement in accordance

with the provisions of ORS.
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ARTICLE 23
SICK LEAVE BANK

The parties agree to provide a Sick Leave Bank benefit as described below:
1. Administration:

a. Sick Leave Bank continued each year upon mutual agreement of the parties;

b. Association to recruit subscribers;

c. District to manage funds and records, and provide quarterly accounting reports.
District to be reimbursed for fund administration at the state approved "indirect
cost rate";

d. Disbursement Committee to develop operational guidelines® and review
applications. Committee compaosition:

I.  Three subscribers, elected to committee by subscribers in an election
conducted by REA
ii.  One individual appointed by REA Executive Council
iii.  One individual appointed by Superintendent

2. Funding

a. Subscription fee of $180.00/subscriber/year, deducted in equal monthly amounts
(12 months @ $15.00/mo.) by payroll deduction. Members employed at less
than 0.75 FTE shall have subscription fees of $90/subscriber/year, deducted in
equal monthly amounts (12 months @ $7.50/mo.) by payroll deduction;

b. District match subscription fees up to $5,000. The subscription match obligation
is annual, and the amount is determined each year by that year's annual
subscription fees (i.e., irrespective of any carryover);

c. Any year-end fund balance shall be carried over to the following contract year.

d. Upon expiration of the contract, the existence and operation of the Sick Leave
Bank shall be part of the status quo. If the parties negotiate a continued Sick
Leave Bank provision in the successor Collective Bargaining Agreement, any
existing fund balance shall be carried over and applied under the successor
provision. If the parties elect to discontinue a Sick Leave Bank provision, any
existing fund balance will be distributed to the various buildings' Student Body
Funds on a per capita basis.

3. Enrollment:

a. For each school year the enrollment deadlines shall be:
I. The same as the Section 125 enrollment period for staff employed at the
start of the school year;
. The 15" of the month following hire date for new hires hired after the start
of school;

1 The Disbursement Committee will be expected to establish guidelines for limitations on disbursement (e.g., aggregate lifnits,
periodic limits, etc.).
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b. Re-enroliment of existing subscribers shall be automatic each year that the provision
is continued, unless the payroll department is notified in writing of the subscriber's
desire to discontinue enrollment.

4. Eligibility:

a. Subscribers only;
b. For members' health condition, upon certification of medical condition by M.D. and
approval by committee
Upon exhaustion of all paid leaves
Following ten (10) consecutive working days initial qualification waiting period (which
is retroactively paid upon qualification)
e. Disqualified if eligible for or receiving:

I. Worker's compensation benefits,

ii. PERS disability benefits, or

lii. Social security disability benefits.

oo

5. Benefits and Disbursements:

a. Eligible member shall receive wages and fringe benefits at the same rates and levels
as prior to his/her absence for up to sixty (60) days, or until qualified for LTD benefits
or one of the enumerated disqualifying benefit programs.

b. Upon determination of member's eligibility and initiation of payment of benefits to
member, District may withdraw from fund and disburse to itself reimbursement for
the actual expended cost of the eligible member (i.e. the individual teacher's loaded
per diem).

c. Benefit availability for all members is limited to the funds actually available in the
fund account. Neither the District nor the REA is required to advance funds to meet
eligible member benefit levels.
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ARTICLE 24
OTHER PAID LEAVES OF ABSENCE

A. Personal Leave

The Association recognizes the concern of the District with regard to the possible financial
implications of unrestricted personal leave. Therefore, parties agree to the following:

1. The District recognizes that a licensed employee may need time off for reasons
other than illness. In recognition of this need, three (3) paid days of leave of absence
will be granted. Except in the case of an emergency, a request form shall be
submitted at least ten (10) working days in advance. The request may be denied if
an administrator has reason to believe the absence will result in a substitute
vacancy. Any denial will be in writing within three (3) working days after the request
was submitted.

2. For the days before and after Thanksgiving, Winter, and Spring Breaks, a request
form must be submitted to the teacher s
in advance of the requested leave date. A response to the request shall be in writing
within five (5) working days after the request was submitted. Denials will give the
specific reason for the denial, and may be made the subject of a grievance.

Up to two (2) days of an employeebs perso
backo to t He% ddthesstibstitute tate peoday. Requests for such payment must
be made prior to May 25th of each year.

B. Legal Leave

If a licensed employee is subpoenaed to appear as a witness - not a party of interest and
not as witness adverse to the District - or is called to jury duty in a case in court, the
Superintendent will authorize such absence without loss of pay, provided that if the
employee receives a fee for these services, the fee, less mileage, shall be deposited with
the District's business office in order for the employee to receive a full paycheck for the
period involved; and provided further that a copy of the subpoena or other notice shall be
filed in the Superintendent's office with the request for leave.

C. Bereavement Leave

1. Bereavement leave with full pay shall be allowed up to a maximum of five (5) days
for each death in the immediate family during any school year.

2. "Family member" for purposes of death of a family member means the spouse,
domestic partner, custodial parent, non-custodial parent, adoptive parent, foster parent,
biological parent, step parent, parent-in-law, parent of domestic partner, sibling,
grandparent or grandchild of the employee, or a person with whom the employee is or
was in a relationship of in loco parentis. It also includes the biological, adopted, foster or
stepchild of an employee or the child of an employee's domestic partner.
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3. Bereavement leave with full pay shall be allowed up to a maximum of two (2) days for
each death for extended family during any school year.

The Superintendent or his designee will have discretion to consider requests for any
categories of individuals not identified in 2. above.

D. Professional Leave
The Superintendent of Schools or designee may authorize absences of employees, with

pay, for professional purposes. The employee shall make application for the authorization
of such an absence at least ten (10) days in advance of its occurrence.

E. Military Leave
Employees who are members of the reserve shall be entitled to military leave for any period
of active duty normally required. Military leave is limited by law to fifteen (15) days in a

calendar year. Employees shall make every effort to schedule their annual active duty
outside the regular school year and pre-school orientation workshops.
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ARTICLE 25
UNPAID LEAVES OF ABSENCE

A. Professional Leave Without Pay

Leaves of absence without pay may be granted to teachers for up to one (1) year by the
Board of Education upon recommendation of the Superintendent for the following reasons:

1. Study

2. Travel

3. Teaching position outside the United States

4. Parental Leave

5. Family illness
B. Parental Leave

Parental leave shall be in accordance with all applicable State and Federal Laws.
C. Extensions and Renewals

Extensions or renewals of leaves may be applied for and granted in writing.
D. Leave Without Pay

Days of leave without pay may be granted by the Superintendent upon written request of
the unit member.
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ARTICLE 26
RETURN FROM PAID AND UNPAID LEAVES

The employee must indicate to the Superintendent of Schools, in writing, by April 1 his/her intention to
return to teach in Redmond School District the following school year or request, by April 1, that the
leave be extended for one (1) year.

No later than March 16, the District will mail a reminder notification to employees on approved leaves
of absences that they must inform the District in writing (email) of their intent to return to work by April
1. The notification will be mailed to the last address on record and certified with a return/receipt
service request.

If the employee neglects or fails to inform the District in writing of their intent to return from a leave of
absence or request in writing that the leave be extended for an additional year by April 1, the
employee and the association agree the employee has resigned effective April 1 of the year in which
the written notice is due. For example: if the employee is given a one year leave for the 2015-2016
school year and the employee does not notify the District in writing of his/her intent to return by April
1, 2016, or request in writing by April 1, 2016, that the leave be extended for one additional year, then
the employee and association agree the employee has resigned effective April 1, 2016.

All benefits to which a teacher was entitled at the time the leave of absence commenced, including
seniority, unused accumulated sick leave and credits toward sabbatical eligibility, shall be restored to
the teacher upon his return as fully as if he/she had never taken said leave and the teacher shall be
assigned to the same or substantially equal position which the teacher held at the same time leave
commenced.

No longevity increment of salary will be given for the period of the leave of absence. However, the
District may give a year's longevity increment if it is deemed appropriate. Sick leave will not be
credited for the year of absence. Fringe benefits will not be paid to teachers on unpaid leaves of
absence during the period of the leave, although the employee, when on approved leave of absence,
may continue his/her insurance benefits by arrangement with the insurance representative.

44




ARTICLE 27
PROFESSIONAL DEVELOPMENT

Tuition Reimbursement:

A. The Tuition Reimbursement Fund will not be funded during the 2019-2020 contract

year. The Tuition Reimbursement Fund will be funded at $20,000 for coursework
completed during the 2020-2021 contract year.

. Licensed employees may apply for reimbursement of up to six quarter hours of university

course work within the following areas:

TSPC endorsement area

TSPC authorization level

Addition of a District-approved / supported endorsement
Subject area related to licensed employee assignment

opop

Appropriated funds for tuition reimbursement will be set at $20,000. Evidence of the
number of quarter hours earned and the amount of the payment made must be furnished
with the application. Lower division courses and/or courses which are being repeated for
credit must be pre-approved by the District to be eligible for tuition reimbursement. Any un-
used balance of the allocated tuition reimbursement funds will roll-forward to the following
fiscal year up to $80,000.

The deadlines for submission of verification for reimbursement shall be December 31 and
June 30 of each year. If all approved requests have been reimbursed and money is
remaining, then the remaining money will be distributed proportionately to reimburse
applicants who have previously submitted applications for more than six hours of university
course work taken within their area of teaching assignment during the previous school year.

. Workshops not taken for credit may be reimbursed through the tuition reimbursement fund.

Workshops for reimbursement must receive prior approval by the building principal and an
appropriate District level administrator.

Professional Development

Licensed employees may apply for funds to participate in professional growth and learning
opportunities.

A. If funds are available, each school year, $100,000 shall be appropriated from the District
general fund for licensed professional development by FTE to each school. Teachers
will apply for these funds and approval will be by the building administrator. Not more
than one-half (1/2) of the fund shall be distributed during the first trimester. The
remaining funds shall be available for distribution at the beginning of the second
trimester.

B. The following guidelines for usage of Professional Development funds as described in
section A. above shall be consistently applied District-wide for all bargaining unit
members.
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C. The following guidelines for usage of Professional Development funds as described in
section A. above shall be consistently applied District-wide for all bargaining unit
members.

1) Meals and lodging reimbursement rates shall be determined based on the U.S.
General Services Administration (GSA) per diem rates for the nearest city/county
in which the Professional Development is occurring. These GSA rates are
established annually and can be found here:
http://www.gsa.gov/portal/category/100120.

2) Mileage shall be reimbursed at the current IRS rate at the time the professional
development was taken.

D. Application for usage of these funds must be made on the Redmond School District
Professional Development Fund Application Form and shall only be used for teache r 0
related continuing professional development plans, building, or District goals. Only
teacher-initiated and/or supported requests shall be paid from the funds provided under
this section.

E. Sabbatical leaves may be requested by application to the building administrator.
Sabbaticals will be evaluated for approval under the provisions established for the
distribution of staff development dollars as provided in section | and/or Il. above.

lll.  SABBATICAL LEAVE
A. The objective of the sabbatical leave policy of Redmond School District is to improve
the educational opportunities available to the pupils of the District by making it possible
for selected staff members to improve their teaching effectiveness.

B. In addition, it is hoped that such policy will encourage outstanding staff members to
serve the District for a longer period of time.

C. The Sabbatical Leave Policy shall be:

1. Pay during the sabbatical leave shall be equal to two-thirds (2/3) of the teacher's
base salary at the time of the sabbatical leave.

2. Pay while on sabbatical leave shall be on a monthly basis.

3. All full or partial sabbatical leaves may only be considered under provisions under |I.
and/or Il. above.

4. A person on sabbatical leave shall be a full member of the faculty, thereby eligible
for full time fringe benefits due a staff member.

5. The year of a full sabbatical leave shall be defined as existing from August 1st to
July 31st.
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ARTICLE 28
INCLEMENT WEATHER

A. Teacher attendance shall not be required whenever student attendance is not required due
to emergency closure. The day may be made up as a student attendance day or
curriculum day, at the discretion of the Superintendent without payment of additional
monies.

B. When an individual school is closed for any reason, the administration will determine if the
teachers should or should not report. Teachers may be directed to report to another
building. If teachers are not required to report, then the provision of Section A. of this
Article shall apply.

C. When there is a school closure day, licensed employees who were scheduled to utilize
short-term paid leave benefits will not have their paid leave benefits deducted from their
paid leave balances. However, employees on an extended leave, defined as greater than
ten days, will have paid leave benefits deducted as previously scheduled unless the day(s)
is/are made up by that employee. Potential makeup days will be placed on the adopted
Board calendar.
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ARTICLE 29
MAINTENANCE OF CLASSROOM CONTROL

. Teachers will be provided with a written copy of the District Student Rights and
Responsibilities Handbook prior to the beginning of the school year.

. When the conduct of a student causes or threatens to cause immediate physical harm to
the teacher or to other student(s), the teacher may exclude the student from the classroom
according to District procedure for the remainder of that teacher's class period.
(Elementary class period considered to be at lunch or end of the day.) The parties
recognize that students who have an Individualized Education Program (IEP) will be
subject to the procedures/steps identified in the IEP which supersede the CBA.

. When, in the judgment of a teacher, a student is, by his/her conduct, seriously disrupting
the instructional program to the detriment of other students, the teacher may exclude the
student from the classroom according to District procedure for the remainder of that
teacher's class period. (Elementary class period considered to be at lunch or end of the
day.) The parties recognize students who have an Individualized Education Program (IEP)
will be subject to the procedures/steps identified in the IEP which supersede the CBA.

. Although the Council recognizes that student discipline is a responsibility of every teacher,
the District recognizes that disruptive students cause a hardship for all other students.
Therefore, it is agreed that any involved party to a discipline problem may request and be
entitled to a conference to be held as soon as all requested parties, including the
administrator, can meet.

. If a problem recurs, the teacher may request implementation of the District
suspension/expulsion policy. Such request shall be made in writing.
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ARTICLE 30
EXTENT OF AGREEMENT

A. This Agreement contains the full and complete negotiated agreement between the Board and
the Council. Any previously adopted policy or regulation of the Board that is in conflict with the
provisions of this Agreement shall be superseded by this Agreement.

B. During the term of this Agreement, if the District is obligated to bargain, the provisions of ORS
243.698 shall be applicable and provide as follows:

1.

2.

4.

When mid-term bargaining is appropriate, the District shall notify the CBC, in writing, of
anticipated changes that impose a duty to bargain.

Within fourteen (14) calendar days after
is sent, the CBC may file a demand to bargain with the District. If a demand to bargain is
not filed within fourteen (14) days of the notice, the CBC waives its right to bargain over the
anticipated changes or the impact of those changes.

The Districtds obligati on tingpactbshall gease ninety (9@)r
cal endar days after the date the Distric
obligated to negotiate in good faith during the ninety (90) day period. Following the ninety
(90) day period, the District may implement the proposed changes without further obligation
to bargain.

At any time during the ninety (90) day period, the CBC and the District may jointly agree to
mediation, but the mediation shall not lengthen the ninety (90) day period or continue past
District implementation. The parties may jointly agree to bargain beyond the ninety (90)
day period, but this will not obligate the District to bargain beyond the ninety (90) day period
or defer implementation.
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ARTICLE 31
OPEN COMMUNICATION

A. Efficient problem solving requires effective and open communication between all staff
members and those responsible for the administration of the schools. Therefore, it is agreed
that items for general concern of teachers will be communicated to the administration
throughout the school year so that they can be resolved quickly and effectively in the best
interest of all.

B. The Council and District agree to jointly form a Labor Management Committee of equal
members that will meet regularly to discuss local problems. The parties agree that this
committee will not become involved in negotiations or in grievances. It is not the purpose of
this committee to replace negotiations nor is this committee authorized to supersede the
Collective Bargaining Agreement. This does not preclude a topic becoming grievable under
the contractual grievance process.
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ARTICLE 32
RIGHTS OF THE BOARD OF EDUCATION

It is recognized that it is and will remain solely the function and responsibility of the Board to exercise
the statutory obligations and prerogatives necessary for the proper operation and management of the
Redmond School District including, but not limited to, control and regulation of the use of all property
and equipment of the school district and formulation of the rules and regulations necessary and
proper to the selection, direction, transfer, assignment, reassignment, supervision, promotion,
demotion, discipline, control of attendance and general effectiveness of employees and conduct of
school district affairs. The responsibilities, obligations and prerogatives of the Board are not subject
to delegation or surrender in all or in part except as provided in this Agreement.

Without limiting the generality of the foregoing paragraph, it is expressly recognized that the Board's
operational and managerial responsibilities include:

The right to determine the location of the schools and other facilities of the school system.

The determination of the financial policies of the District including the general accounting
procedures, inventory of supplies and equipment procedures and public relations.

The determination of the management, supervisory or administrative organization of each
school or facility in the system and the selection of employees for promotion to supervisory,
management or administrative positions.

The maintenance, control and use of the school system properties and facilities.

The determination of safety, health and property protection where legal responsibility of the
Board or other governmental unit is involved.

The right to enforce policies, rules and regulations now in effect and to establish new policies,
rules and regulations from time to time not in conflict with this Agreement.

The direction and arrangement of all the working forces in the system including the right to
hire, suspend, discharge or discipline employees.

The creation, combination, modification or elimination of any teaching position.
The determination of the size of the working force, the allocation and assignment of work to
employees, the determination of policies affecting the selection of employees and the

establishment of quality standards and judgment of employee performance.

The right to schedule classes and assign workloads and to approve and authorize textbooks,
teaching aids and materials.
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ARTICLE 33
GENERAL PROVISION

A. Separability

If any provision of this Agreement or any application of this Agreement to any employee or
group of employees is held to be contrary to law, then such provisions or application shall not
be deemed valid by law but all other provisions or applications shall continue in full force and
effect.

B. Compliance Between Individual Contract and Agreement
Any individual contract between the Board and an individual teacher heretofore and hereafter
executed shall be subject to and consistent with the terms and conditions of this Agreement. If

an individual contract contains any language inconsistent with this Agreement, this Agreement,
during its duration, shall be controlling.
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ARTICLE 34
EARLY RETIREMENT

An early retirement incentive program for certificated and classified employees was instituted
in the Redmond School District in 1982. The program was subject to annual fiscal review by
the Redmond School District Board of Directors. In 2002, a report to the Board indicated that
the program was no longer cost neutral for the District despite the changes made in 2000. The
Board then made a decision to discontinue the program. The Board will continue to review
the viability of the program on an annual basis and may re-institute a program at a time when
the Board concludes that there is a mutual benefit to the District and employee groups.

1. Employees who retired in the first phase of the program (1982 to 2000) are provided the
following benefit:

a. Payment of medical insurance at district expense comparable to the insurance provided for
active employees in the same employee group that the employee was in just prior to
retirement until the employee reaches age 65.

b. The employee will receive the benefit at the level (single or 2 party) that they were enrolled
in just prior to their retirement.

c. Ot her dependent coverage will be avail abl

d. Spouse and dependent child coverage after the retiree reaches age 65 will be available at
the retireebs expense (ORS 243.303).

Eligibility for the Phase | benefit:

A Regular employee of the District for 10 consecutive years immediately prior to
retirement;
At least 55 years of age or have 30 years of experience i any age;
Not a current participant in any retirement plan except PERS and Social Security;
Have qualified for medical insurance for 10 consecutive years before retirement
according to the appropriate collective bargaining agreement in effect;

> > >

Repeal of Benefit: In the event a retiree resumes full-time employment for a public school
district or in the same line of work that was performed for the District, there will be a repeal of
benefits. The Superintendent will have the authority to act on the repeal.

2. Employees retiring in the second phase of the program (2000 to 2002) were provided the
following benefit:

a. Payment of a monthly medical benefit not to exceed $438 per month for employee and
spouse for insurance comparable to that provided for active employees in the same
employee group that the employee was in just prior to retirement until the employee is
eligible for Medi car e. The benefit wi ||
maximum contribution amount of $36,800.

b. Other dependent coverage will be availablet o t he retiree at the
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c. Spouse and dependent child coverage after the employee is eligible for Medicare will be
avail able at the retireeds expense and wi

Eligibility for the Phase |l Benefit:

A Regular employee of the District for 15 consecutive years immediately prior to
retirement;

A At least 55 years of age or 30 years experience at any age inclusive of the 15 years
consecutive experience with RSD.

A Must have held a position with benefits for the 15 consecutive years prior to retirement.

d. Repeal of benefit: In the event a retiree resumes full time employment for a public school
district or in the same line of work that was performed for the District, there will be a repeal
of benefits. The Superintendent will have the authority to act on the repeal.

GOALS

. The District recognizes the benefits to students, the community and employees that can be

achieved through a well designed, financially sound early retirement incentive program.

. The Early Retirement Incentive Program for Redmond School District will have three goals:

1. Provide an avenue of release for employees for whom earlier replacement would constitute
a benefit to the District's patrons and to the employee.

2. General cost savings to the District while providing financial benefits to the retiree that are
greater than would otherwise be available.

3. Promote staff turnover at all levels; to increase opportunities for upgrading staff efficiency
and to provide a more stimulating environment for staff.

MANAGEMENT OF PROGRAM

A. An Early Retirement Incentive Program has the potential to create large financial liabilities
for the District if it is not carefully managed. It is the intent of this District to preserve
flexibility in the program design to respond to changes in the financial and operating
environment.

B. Periodic Review - at least once each fiscal year, the Superintendent shall present to the
Board of Directors an analysis of all existing and planned incentive programs, including:

1. An estimate of current and future financial impacts on the District.
2. Recommendations for design of the program for the next year.

C. The District will not undertake any early retirement incentive program unless analysis by
the District indicates that the total cost, over the life of the program, will be no greater than
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it would be if participating employees had continued working until the normal retirement age
for full social security benefits.

. Any change that may be made in the program will affect employees who retire after the

change but will not affect the benefits of retirees currently enrolled in the Early Retirement
Incentive Program at the time the change is made.

Offering a Program Each Year Not Assured - This policy is not intended to imply that the
District will offer an early retirement incentive program each year. Each year, the Board of
directors shall decide whether to offer a program for the following year, based upon
consideration of the overall good of the District, including impacts on finances, staffing and
management resources.

POLICY PROVISIONS

ELIGIBILITY
To be eligible to participate in the Early Retirement Incentive Program, an employee must
meet the following criteria:

A.

Have been a regular employee of the District for at least ten (10) consecutive years
immediately prior to retirement date.

Be at least 55 years of age or have 30 years of teaching experience.

Not be a current participant in any retirement plan from another industry or government
entity, except PERS and Social Security.

. Have qualified for medical insurance for 10 consecutive years before retirement according

to the appropriate collective bargaining agreement then in effect.

TIME OF EXIT

Normal exit date will be June 30; exceptions to this date can be considered and approved by
the Superintendent and/or Board of Directors on a case by case basis.

BENEFIT

A.

1.

2.

Medical Insurance

District will provide, at District expense, medical insurance comparable to the level provided
for active employees, for retiree and spouse (if any) until the employee reaches age 65.

Family Coverage - District will pay cost of medical insurance for employee and spouse only

until employee's age 65. Other dependent coverage will be available to the retiree at the
retiree's expense.
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VI.

3. Spouse & Family Coverage After Employee Reaches Age 65 - Spouse and dependent
children coverage after retiree reaches age 65 will be available at the retiree's expense
(this section will conform to the provisions of HB2430, effective July 1, 1986).

4. Survivorship Provision - In the event a retiree dies before reaching age 65, the surviving
spouse can continue the insurance until his/her 65th birthday at NO expense to the District.

5. The District wi | | all ow the fAmini medi cal @

a. Both spouses are District employees
b. The carrier approves
c. There are no additional costs to the District

NOTIFICATION OF INTENT

A. Notification of intent to retire will be given to the District by March 1st for exit at the end of
the school year. Once notification is given, it cannot be revoked. In order to qualify for the
early retirement benefit, the early retiree shall be available to teach for the remainder of the
school year.

B. The District will respond in writing within forty-five (45) days from the date of the
application. Acceptance of an early retirement request shall be binding upon the District.
Benefits for a retiree will not be affected by alteration or elimination of the plan that occurs
between the date the application is accepted and the date of retirement.

REPEAL OF BENEFITS

In the event a retiree resumes full time employment for a public school district or in the same
line of work that was performed for the District, there will be a repeal of benefits. The
Superintendent will have the authority to act on the repeal.

APPROVAL AND EXCEPTIONS

The Superintendent will recommend approval including any exceptions requested as to age,
notification requirements and longevity requirements.
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ARTICLE 35
CLASS SIZE

Upon the request of either party the District and the Council agree to form a committee to discuss
class size. Council representation will have teaching assignment representatives from (K-5), (6-8),
and (9-12) for a total of three (3) members. District representatives shall include one board member,
one central office administrator, and one building administrator. If a board member does not serve, an
additional building administrator will serve. In addition, three (3) parents shall serve on the
committee. An effort will be made to recruit the parents from the different grade levels (K-5, 6-8, 9-
12).

The Committee will examine class sizes in the District and make recommendations to the Board. A
recommendation report will be made to the Board of Directors.

The Board shall retain full authority to decide class sizes.
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ARTICLE 36
PERSONAL LOSS

The parties agree that licensed educators should minimize the amount of personal property they store
in their assigned work-space. However, the District agrees to reimburse teachers who suffer
personal loss as a result of personal property lost or damaged by theft, fire, or vandalism not covered
by personal insurance.

Licensed employees must biannually, once at the beginning of the school year and once at the
conclusion of the school year, provide a personal property inventory list to their supervisor which
includes an item description, replacement value of the item and educational purpose. Having a
complete personal property inventory list on file with the supervisor will be a precondition to
submitting a claim.

The maximum liability of the District per item is $250. The maximum liability regarding a cash loss is
$50.

Automobile damage will be excluded for reimbursement.
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ARTICLE 37
INSTRUCTIONAL MATERIALS

The District will have a policy that includes teacher involvement in the selection of instructional
materials. The School Board will make the final decision on the selection of all instructional materials.

If this Article is violated, the only remedy will be to provide teacher involvement.
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ARTICLE 38
EFFECTIVE LEARNING ENVIRONMENT

Upon the request of either party the Council and the District will convene a joint committee to facilitate
a cooperative effort to provide materials, equipment, and facilities for an effective learning

environment.
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ARTICLE 39
HEALTH SERVICES

The District will provide training deemed appropriate by the Redmond School District 2J to teachers

expected to provide pre-identified, specific, medical procedures.
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ARTICLE 40
REVISION AND TERMINATION

This Agreement shall become effective on or as of July 1, 2019, and shall remain in effect until June

30, 2021. After ratification, this Agreement shall not be modified in whole or in part by the parties
except by instrument, in writing, duly executed by both parties.

FOR THE FOR THE
REDMOND SCHOOL DISTRICT 2J: REDMOND EDUCATION ASSOCIATION:

@(*/ \LO.)ZQ\O\ Ok /'(;( 9@/9

DATE
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2019-20 CERTIFIED SALARY SCHEDULE With PERS:
Base salary calculated using 190/$39,774
38519.00 plus .25% index increase & 3% COLA

Extra Responsibility Stipend

Base 0.0677 2,678
39,564| = 189 days
A B Cc
B+0 Step B+15 Step B+30
1.000 39,564 3,297.00 0 1.023 40,474 3,372.83 0 1.046 41,384  3,448.67
1.035 40,949  3,412.42 1 1.059 41,898  3,491.50 1 1.083 42,848  3,570.67
1.071 42,373 3,531.08 2 1.096 43,362 3,613.50 2 1.121 44351 3,695.92
1.109 43,876 3,656.33 3 1.134 44 866 3,738.83 3 1.160 45,894 3,824.50
1.148 45,419 3,784.92 4 1.174 46,448 3,870.67 4 1.200 47 477 3,956.42
1.188 47,002 3,916.83 5 1215 48,070 4,005.83 5 1.242 49,138 4,094.83
1.229 48,624 4,052.00 6 1.257 49,732 4,144.33 6 1.286 50,879 4,239.92
1272 50,325 419375 7i 1.301 51,473 4,289.42 T 1331 52,660 4,388.33
1:.317 52,106 4,342.17 8 1.347 53,293 4,441.08 8 1.378 54,519 4,543.25
1.363 53,926  4,493.83 9 1.394 55,152 4,596.00 9 1.426 56,418 4,701.50
10 1.443 57.091 4.757.58] 10 1.476 58,396  4,866.33
D E F
B+45 Step B+60 Step B+75/ M+0
1.070 42333 352175 0 1.094 43,283 3,606.92 0 1.118 44272 3,689.33
1.107 43,797  3,649.75 1 1.133 44,826  3,735.50 1 1.158 45,815  3,817.92
1.146 45340 3,778.33 2 1172 46,369  3,864.08 2 1.199 47,437 3,953.08
1.186 46,923  3,910.25 3 1.213 47,991 3,999.25 3 1.241 49,099  4,091.58
1.228 48,585 4,048.75 4 1.256 49,692 4,141.00 4 1.284 50,800 4,233.33
1.271 50,286  4,190.50 5 1.300 51,433  4,286.08 5 1.329 52,581 4,381.75
1.315 52,027 4,335.58 6 1.345 53,214 4,434.50 6 1.376 54,440 4,536.67
1.361 53,847 4,487.25 7 1.392 55,073 4,589.42 7 1.424 56,339 4,694.92
1.409 55,746 4,645.50 8 1.441 57,012 4,751.00 8 1.474 58 317 4,859.75
1.458 57,684 4,807.00 9 1.492 59,029 4,919.08 9 1.526 60,375 5,031.25
1.509 59,702 497517 10 1.544 61,087 5,090.58| 10 1.579 62,472 5,206.00
1.562 61,799 5,149.92 11 1.598 63,223 5,268.58 11 1.634 64,648 5,387.33
12 1.654 65439 5453.25| 12 1.691 66,908 5,575.25
G H I
B+90 / M+15 Step B+105/ M+30 Step B+120 / M+45
1.145 45,301 3,775.08 0 1171 46,329 3,860.75 0 1.198 47,398  3,949.83
1.185 46,883 3,906.92 1 1.212 47,952 3,996.00 1 1.240 49,059 4,088.25
1.226 48,505 4,042.08 2 1.254 49613 4,13442 2 1.283 50,761 4,230.08
1.269 50,207 4,183.92 3 1.298 51,354  4,279.50 3 1.328 52,541  4,378.42
1.314 51,987 433225 4 1.344 53,174 4,431.17 4 1.374 54,361 4,530.08
1.360 53,807 4,483.92 5 1.391 55,034 4,586.17 5 1.422 56,260 4,688.33
1.407 55,667 4,638.92 6 1.439 56,933 4,744.42 6 1.472 58,238 4,853.17
1.457 57,645 4,803.75 7 1.490 58,950 4,912.50 7 1.524 60,296  5,024.67
1.508 59,663 4,971.92 8 1.542 61,008 5,084.00 8 1.577 62,392 5.199.33
1.560 61,720 5,143.33 9 1.596 63,144  5,262.00 9 1.632 64,568 5,380.67
1.615 63,896 532467 10 1.652 65,360 5446.67| 10 1.689 66,824 5,568.67
1.671 66,111 5,509.25 A1 1.710 67,654 5,637.83 11 1.749 69,197 5,766.42
1730 68,446 5,703.83| 12 1.769 69,989 583242 12 1.810 71,611 5,967.58
1.790 70,820 5,901.67f 13 1.831 72,442 6,036.83] 13 1.873 74,103  6,175.25
14 14 1.939 76,715 639292
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RESERVED FOR APPENDIX A
2019-2020 SALARY SCHEDULE
NO PERS (189 DAYS)
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