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TRUST AGREEMENT 

 
This Trust Agreement describes the principles upon which the Lake Washington School District No. 414 
and the Lake Washington Education Association base our relationship, our mutual interests, and joint 
commitment to achieve these mutual interests.  By creating this Agreement we hereby commit to 
continuing a collaborative relationship that aspires to last beyond the tenure of those currently in 
leadership positions in our respective organizations. 
 

 
PRINCIPLES OF THE RELATIONSHIP 
 

We hereby commit to work together to establish a vibrant and successful learning community that actively 
involves students, staff and community.  We strive for a relationship that promotes success for our 
students, our schools and our community by: 
 

• Creating an atmosphere of mutual trust and respect; 
 

• Nurturing a culture of collaboration; 
 

• Respecting the finite resource of teacher time; 
 

• Recognizing limited financial resources;  
 

• Recognizing individual talents and strengths; 
 

• Increasing staff diversity; 
 

• Encouraging innovations and risk-taking with a focus on improvement; 
 

• Learning from failure; 
 

• Building upon our successes; 
 

• Providing opportunities for individual growth; 
 

• Openly sharing information, knowledge and experience; and 
 

• Providing a caring, safe learning and working environment that is clean, healthy, functional,  
       non-violent, and free of discrimination, intimidation, and harassment. 
 

MUTUAL INTERESTS 
 

The Association and the District are committed to achieving the following mutual interests: 
 

A. Support for the District Mission and Goals  The District’s mission was developed through the 
combined interaction of community members and staff.  We commit to operating in ways that help 
realize this mission for all learners. 

 

B. Accountability for Quality and Performance  We commit to improve existing structures to increase 
the accountability of those participating in the school system.  Teachers, students, and parents share 
accountability for student performance, and the community is accountable for making available the 
resources needed to meet the learning needs of its families and their children. 

 

C. Fiscal Responsibility  We have a joint responsibility to utilize resources effectively, maintain a 
balanced budget, and ensure resources are best used to help all members of the school system 
reach their potential. 

 

D. Academic Achievement and Professional Responsibility  We commit to the development of 
structures to improve student academic achievement, to provide for training and support of our staff, 
to create structures that support teachers in their workload, and to create compensation structures 
that recognize our teaching and teaching support staff as professionals. 

 

E. Involvement and Decision-Making  We commit to our shared decision making process and view it 
as a positive benefit for students, staff, and the community and we commit to supporting decisions 
that are made. We welcome parents and community members in the schools to observe, assist, and 
participate in the educational process. 
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F. Individual Rights & Responsibilities  The Association and the District acknowledge that we are 

working toward the ultimate goal of creating a system where the delineation of specific individual 
employee and district rights and responsibilities within our Agreements become unnecessary because 
they will be understood values, norms, and operating principles of the District and Association.  To 
initiate this process, the following guidelines and principles will be utilized to acknowledge the unique 
responsibility the organizations have to the individuals who work within them: 

 

• Staff will be treated with respect and dignity and will treat each other that way.  Students, parents 
and community members will be treated with respect and dignity. 

• Learning is fostered and promoted in an atmosphere in which there is freedom to provide for the 
free and orderly flow and examination of ideas so that students may gain the skills to gather and 
synthesize information, discriminate between fact and opinion, discuss differing viewpoints, 
analyze problems, and draw conclusions. 

• Staff will exercise professional judgment when presenting subject matter.  Teachers are expected 
to maintain a high professional standard of teaching and to employ the most effective teaching 
techniques to meet the District’s mission. 

• Staff has the responsibility to conduct themselves in a manner befitting the profession.  

 

RELATIONSHIP OF THE TRUST AGREEMENT TO THE COLLECTIVE BARGAINING AGREEMENT 
 

The Trust Agreement is one part of the Collective Bargaining Agreement between the District and the 
Association.  The Trust Agreement expands the traditional collective bargaining relationship between the 
District and the Association.  We believe that if the relationships between people are governed by the 
principles and interests described herein, the need for a traditional collective bargaining document as a 
protection will be reduced.  It is our hope that the traditional collective bargaining agreement will evolve 
into a less formal document that can be updated and communicated as issues are jointly and 
continuously addressed.
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PREAMBLE 

This Agreement is entered into by and between the Lake Washington School District No. 414, King County, Washington, 

hereinafter referred to as the "District" and the Lake Washington Education Association, hereinafter referred to as the 

"Association." 

WITNESSETH 

Whereas, the parties to this Agreement are committed to a goal of quality education, and  

Whereas, the parties have a statutory obligation, pursuant to the Education Employment Relations Act, to bargain with 
respect to wages, hours, terms and conditions of employment, and 

Whereas, the parties have reached certain understanding which they desire to confirm in this Agreement, 

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

DISTRIBUTION OF AGREEMENT 

The District and the Association will make this Agreement available on their respective websites.  Limited print copies will 
be provided to worksites and to the Association.  

DEFINITIONS 

District The term "District" as used in this Agreement will mean the Lake Washington School District No. 414, King County, 
Washington. 

Association The term "Association" as used in this Agreement will mean the Lake Washington Education Association. 

Employee or Teacher The term "employee" or "teacher" as used in this Agreement will mean those employees 
represented by the Association in the bargaining unit as defined in the Recognition Clause. 

Immediate Family The immediate family of the employee will be a spouse, parent, brother, sister, child, grandparent, or 
grandchild by blood, marriage, or legal adoption. 

Household Anyone permanently residing in the employee's residence and considered a part of the family. 

Salary  Base salary, exclusive of other types and forms of compensation.  

Substitute Teacher  Employees who are hired on an incidental basis for a short duration, usually to replace an individual 
out on an absence for a brief or unknown period of time, have substitute status. 

 

ARTICLE 1 RECOGNITION 

Section 1.1 Representation 

The District recognizes the Association as the exclusive bargaining representative with respect to wages, 
hours, terms and conditions of employment for all educational employees of the District, whether under 
contract or on leave. Such representation will also cover all educational employees assigned to reinstated 
or newly created positions, unless the parties agree in advance that such positions are principally 
supervisory or administrative. Should the parties fail to agree, either side may appeal to the Public 
Employment Relations Commission. 

 Section 1.1.1 Substitutes  

     Such representation will also include substitute teachers who: 

     A.  Have worked a minimum of thirty (30) days for the District within any twelve (12) month period 
ending during the current or immediately preceding school year and who continue to be available 
for employment as substitutes, and 

     B.  Are employed by the District in positions where it is anticipated or comes to pass that a member of 
the bargaining unit will be absent from his/her regular assignment and will be replaced in such 
assignment for more than twenty (20) consecutive work days. 

  These employees are covered by the following sections:  Workday; sick leave-substitutes; student 
discipline; dues deductions; and any other section where substitutes are specifically mentioned. 
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  Employees with substitute status shall receive the rate established by the District and Association 
(See Appendix C). 

Section 1.2 Exclusions  

   Representation by the Association will exclude the Superintendent, Deputy Superintendent, Associate 
Superintendents, Directors, Associate Directors, Administrators, Supervisory Employees and all classified 
employees of the District. 

 

ARTICLE 2 STATUS OF THE AGREEMENT 

Section 2.1 Once a tentative agreement on a collective bargaining agreement has been reached, such Agreement will 
become effective when ratified by the Association and approved by the Board and executed by authorized 
representatives thereof and may be amended or modified only with the mutual consent of the parties. 

   This Agreement will supersede any rules, regulations, policies or resolutions of the District that are contrary 
to or inconsistent with its expressed terms. 

   If any individual employee contract contains any language inconsistent with this Agreement, this 
Agreement will be controlling. 

   The District agrees that for the duration of this Agreement, it will take no unilateral action to affect the 
wages, hours, or terms and conditions of employment of bargaining unit members. 

   Any school or program requesting a waiver to any part of the collective bargaining agreement will follow the 
procedures outlined in Appendix O, Joint Committee for Contract Waivers. 

 

ARTICLE 3 CONFORMITY TO LAW 

Section 3.1 This agreement will be governed and construed according to the Constitution and laws of the State of 
Washington. If any provision of this Agreement, or any application of this Agreement to any employee or 
groups of employees covered hereby will be found contrary to law by a tribunal of competent jurisdiction, 
such provision or application will have effect only to the extent permitted by law, and all other provisions or 
applications of this Agreement will continue in full force and effect. 

   If any provision of this Agreement is found to be contrary to law, the Board and Association agree to 
commence bargaining on such provision as soon as reasonably possible. 

 

ARTICLE 4 MAINTENANCE OF STANDARDS 

Section 4.1 During the term of this Agreement the District will maintain those District Policies, Rules and Regulations 
and administrative interpretation(s) which directly affect employees’ wages, hours, and terms and 
conditions of employment which are in effect on the effective date of this agreement unless such policies, 
rules and regulations and administrative interpretations are superseded by this Agreement, state or federal 
legislation, regulation, or other legal authority. 

 

ARTICLE 5 ASSOCIATION RIGHTS 

Section 5.1 Upon fulfilling the prescribed District procedures, the Association will have the privilege of using District 
buildings for meetings held outside normal school hours. 

Section 5.2 The Association will be permitted to transact official business on school property at reasonable times, 
provided that this will not interfere with or interrupt normal school operations and that usual school visiting 
procedures are followed. 

Section 5.3 The Association will have the privilege of using District facilities and equipment at reasonable times when 
such facilities and equipment are not otherwise in use. The Association agrees to reimburse the District for 
any school materials and supplies used and to pay a rental charge for the use of any facilities or equipment 
if applicable under prescribed District procedures. 
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Section 5.4 The Association will have the use of a bulletin board in each school building for posting the Association 
notices. A copy of any posted notice will be supplied to the principal. The Association agrees that 
Association notices posted on the bulletin board will be neither abusive nor libelous. 

Section 5.5 The Association may use the District mail service, employee mailboxes, technology and electronic mail in 
compliance with district policies and regulations for communications to employees. 

Section 5.6 Upon reasonable request of the Association, the District will furnish information that is normally produced in 
the day-to-day operations of the District and is germane to their representation rights. The Association will 
pay costs of furnishing such material. 

Section 5.7 The District will consider Association input when planning levy programs. 

Section 5.8 Notwithstanding the above provisions, in the event the Association, its officers or agents, and/or members, 
engage in a strike, or work stoppage, any and all of the above provisions are cancelled, during the period of 
such activity. This provision shall not apply to the Association President while on leave. 

Section 5.9 The rights granted in this article to the Association are afforded to the Association as the representative of 
employees covered under this agreement and will not be granted or extended to any competing employee 
organization seeking to represent said employees during the term of this Agreement. 

 

ARTICLE 6 DISTRICT RIGHTS 

Section 6.1 Except as otherwise specifically limited by provisions of this Agreement, the District has the exclusive right 
to exercise all the rights or functions of management, including but not limited to: the development, 
adoption, implementation, and enforcement of District policies, rules, regulations, and administrative 
interpretation involved in the implementation of those policies in furtherance of management rights or 
functions, and the use of judgment and discretion in connection with the exercise of District rights. 

It is expressly agreed by the Association that the enumeration of District rights in this article will not be 
deemed to exclude other District rights not specifically enumerated above. 

 

ARTICLE 7 DUES DEDUCTIONS AND REPRESENTATION FEES 

Section 7.1 On or before September 15 of each school year, the Association will give written notice to the District of the 
dollar amount of dues required for membership in the Association, including required affiliate dues, which 
are to be deducted in the coming school year and transmitted to the Association. 

 Section 7.1.1 The deductions authorized above will be made in twelve (12) equal amounts from each paycheck 
beginning the pay period in September through the pay period in August of each year. Employees who 
commence employment after September or terminate employment before June will have their 
deductions prorated at one twelfth (1/12) of the total annual amount for each month the employee is 
employed. The District shall remit all funds so deducted. 

 Section 7.1.2 The deductions authorized above for substitute teachers will be computed on a daily rate multiplied by 
the number of days worked each month. The District shall remit all funds so deducted accompanied by 
a list of substitute employees from whom the deductions were made. 

 Section 7.1.3 The Association shall reimburse any employee dues or representation fees deducted in excess of the 
total amount due to the Association at that time and provided that the Association or its affiliate actually 
received the excessive amount. 

Section 7.2 Membership Deductions  

   Upon commencement of their employment, employees may sign and deliver to the District an authorization 
form furnished by the Association. The form will authorize deduction of required membership dues of the 
Association. Such authorization will continue in effect from year to year, unless a request of revocation is 
submitted to the District and the Association, signed by the employee, and received between August 1 and 
September 15 of the designated school year for which revocation is to take effect. Each month during the 
school year, the Association agrees to provide the District with names of those employees who have joined 
the Association and paid its dues by means other than through payroll deduction. 
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Section 7.3 Representation Fee Deductions 

   In the event that any employee fails to sign and deliver an authorization form as described herein, the 
District agrees to deduct from the total compensation of such employee a representation fee in an amount 
equal to the dues required for membership in the Association; provided, however, that employees who 
have joined the Association and paid by means other than payroll deduction, as verified by the monthly 
Association list, will not be subject to this deduction. Representation fee deductions will be handled and 
transmitted by the District in the same fashion as membership deductions as provided for in this article. 

Section 7.4 Charitable Organization Deductions 

 Section 7.4.1 Any employee objecting to the representation fee based on bona fide religious tenets or teachings of a 
church pursuant to law will notify the Association and the District of such objection in writing within ten 
(10) days of commencement of employment. Upon the filing of such objection, the District will not 
withhold the employee's representation fee unless it is determined that the employee does not have a 
bona fide religious objection. 

 Section 7.4.2 In the event that a teacher has been determined to have a bona fide religious objection to the payment 
of the representation fee, said employee will pay an amount of money equivalent to the required 
Association dues to a charitable organization pursuant to law.  

Section 7.5 The Association will indemnify, defend and hold the District harmless against any claims made against and 
any suit instituted against the District on account of this Article. The District and the Association agree that 
each party has and retains the right to seek, choose and use its own counsel to defend such suit, provided 
that the Association attorney will have primary responsibility for the suit and the Association will not be 
responsible for the fees of the District's attorney. 

Section 7.6 In the event the Association, its officers or agents, acting individually or in concert with others, engage in 
any strike or work stoppage in the District, the deduction of any payment of membership dues and 
representation fees made in accordance with this Agreement will be terminated forthwith by the District for 
the duration of such strike or work stoppage. 

 

ARTICLE 8 REQUIRED AND OTHER DEDUCTIONS 

Section 8.1 The District will make such deductions from the employee's total compensation as required by law. 

Section 8.2 Upon receipt of proper authorization from an employee the District will make such deductions from the 
employee's total compensation and make appropriate remittance to District approved plans or programs. 

 

ARTICLE 9 EMPLOYEE WORK YEAR  

Section 9.1 Employee Work Year 

    180 Student Days 

Section 9.2 Learning Enhancement/Academic Planning Days (LEAP) 

        8  Learning Enhancement/Academic Planning Days (LEAP) 

    188  Total Days 

Section 9.3 Responsibility Contract  

   Each employee will receive a responsibility contract that outlines professional duties necessary for teachers 
to perform outside their regular work day.  This contract is divided into three areas: 

• Learning Enhancement/Academic Planning (LEAP) Days 

• Professional Responsibilities 

• Technology Responsibilities: Skill Acquisition and Integration  

   Compensation for these responsibilities shall be in accordance with Appendix A2.  Failure to meet the 
obligations of the responsibility contract may be subject to the provisions of Article 11, Progressive 
Discipline. 
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Section 9.4 The calendars are attached hereto and incorporated in Appendix E.  The last day of school is subject to 
change in the case of inclement weather/emergency closures. 

Section 9.5 The District and the Association agree the content and presentation of Learning Enhancement/Academic 
Planning (LEAP) time should be planned collaboratively by the Building Leadership Team using the 
building Decision Making Model (DMM).  The plan will use the LEAP Planning documents developed 
annually through the Strategic Planning Process and be for the purpose of:   

• Addressing professional responsibilities including instruction, assessment and Professional Growth and      
Evaluation. 

• Continuous improvement planning. 

• Providing training time for teachers and principals. 

• Fostering student achievement and teacher collaboration. 

   In recognition of the changing workload, and to provide time for individual, team, and building-level work 
areas listed above, the focus of LEAP will be distributed among the following: 

• Individual Teacher Work Time – This time is for teachers to use to complete work outlined by both the 
PGE system and the Professional Responsibility Contract. 

• Team Collaboration Time – This time is for PCC Teams to meet to work on their PGE goals and for 
work consistent with the cycle of inquiry as outlined in the PCC guiding document (see Appendix Q). 

• Professional Learning Time – This time is to be used for growing and developing professionally and to 
enhance content knowledge and pedagogical skill.  In addition, time may be used to engage in learning 
on systems or to meet professional requirements. 

 Section 9.5.1 August LEAP - A minimum of twelve (12) hours of Individual Teacher Work time will be given during 
August LEAP; five and a half (5.5) hours of Individual Teacher Work will be given on the first day of 
August LEAP. The other six and a half (6.5) hours will be decided collaboratively at the building level by 
the Building Leadership Team in blocks of no less than two (2) hours. 

    In addition, three and a half (3.5) hours shall be worked at the teacher’s discretion for planning and 
preparation, in lieu of working three and a half (3.5) hours on the day before Thanksgiving. 

    “Other certificated educators” as defined by the PGE system, may be excused from training that is not 

applicable, and new teachers who have already received the trainings prior to August LEAP may also 

be excused. 

 Section 9.5.2 One and one-half (1 ½) hours of student early release for LEAP will be provided for each Wednesday of 
the school calendar, unless the Wednesday falls on the first or last day of the school year.  On those early 
release days the remaining portion of the day (including the thirty minutes after the student day) shall be 
provided to address issues of student achievement and teacher collaboration.  The District Labor 
Management Team will develop an annual LEAP calendar. This calendar will be reviewed and modified 
on a yearly basis. The calendar will include the following number of days: 

• 12 Individual Teacher Work Days 

• 12 Team Collaboration Days 

• 12 Professional Learning Days 

  Employees using annual leave during early release LEAP Wednesday will be responsible for the skills 
and knowledge covered in their absence. 

  Designated Group LEAP Days:  In advance to the start of the school year, Program Directors will 
designate up to four (4) group LEAP days. These days will be scheduled on designated Team 
Collaboration Days for the following groups:  counselors, library media specialists, OTs, PTs, SLPs, 
psychologists, elementary and secondary music, CTE teachers by subject area, Special Education 
teachers, ELL, Safety Net, elementary PE, preschool teachers, and Quest. 
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ARTICLE 10  EMPLOYEE RIGHTS AND RESPONSIBILITIES 

Section 10.1 Pursuant to law, the parties agree that employees will have the right to self-organization to form, 
join or assist the Association and to bargain collectively through the Association. 

Section 10.2 Employees will not be discriminated against with respect to hours, wages, or terms and 
conditions of employment by reason of his/her membership in the Association, or of his/her 
institution of any grievance, complaint or proceeding under this Agreement. The provisions of this 
Agreement will be applied without regard to domicile, race, creed, religion, color, national origin, 
age, sex, marital status, sexual orientation, gender identity or the presence of any sensory, 
mental or physical handicap unless based upon a bona fide occupational qualification. 

Section 10.3 Nothing contained within this Agreement will be construed to deny or restrict to any employee 
rights he/she may have under the Revised Code of Washington, or the Constitution of 
Washington or the United States. The rights granted to employees hereunder will be deemed to 
be in addition to those provided elsewhere by law. 

Section 10.4 Employees will be entitled to full rights of citizenship. Religious or political activities of the 
employee and the private and personal life of the employee will not be grounds for disciplinary 
action unless the District shows just and sufficient cause that such activities or private and 
personal life are harmful to the educational program or adversely impact the performance of 
assigned duties. 

Section 10.5 Specific grounds forming the basis for formal disciplinary action will be made available to the 
employee and the Association in writing at least two (2) working days prior to such action. The 
employee, the District, and the Association may waive the two-day notice upon agreement. 

Section 10.6 Complaints shall be called to the attention of the employee as soon as possible. Any complaint 
not called to the attention of the employee may not be used as the basis for any disciplinary 
action against the employee or for evaluation purposes. Anonymous complaints may not be used 
for discipline or in evaluation, unless substantiated by an investigation. 

 Section 10.6.1 In an attempt to resolve problems at the lowest level, principals shall encourage parties 
making a complaint to discuss the issue(s) surrounding their complaint with the employee(s) 
involved. 

Section 10.6.2 Prior to filing a complaint via the Patron Grievance process at the School Board level, 
individuals having a complaint must have made some effort to resolve complaints with the 
employee involved. 

Section 10.7 Through the standard application process, substitute teachers in the bargaining unit may 
participate along with regular employees in District level professional development opportunities. 

Section 10.8 No mechanical or electronic listening or recording device will be installed or used in any 
classroom or meeting without the expressed knowledge and permission of the people involved. 

Section 10.9 Employees shall be responsible for the knowledge and skills necessary to carry out the District's 
established curriculum and program goals. 

Section 10.10 By October 1 the principal will seek input from interested staff regarding the building budget.  
Principals will distribute finalized copies of the building budget, including carryover, using a 
standard format, and will hold a meeting to discuss the final budget with interested staff by 
November 15. When a building receives Federal and State CTE funding, those funds will be 
clearly defined in the budget. 

Section 10.11 It is agreed that each building will have a plan in place for administrative assistance in the 
absence of the building administrator and that this plan will be shared with staff.  As part of this 
plan, elementary counselors will provide coverage for issues needing immediate attention when 
the building administrator(s) is out of the building.  Administrative coverage provided will not 
include the evaluation of other certificated staff members or issuance of any formal student 
discipline. 

Section 10.12 The staff handbook at each building will contain a copy of the building decision making model. 

Section 10.13 Employees shall have the right to appeal to the Director of Special Education or designee, the 
resources, assignment and/or programs for IEP and 504 students, and the resources, 
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assignment, and/or program for continuously disruptive students (students whose behavior 
continuously disrupts the educational process). If the employee is dissatisfied with the decision, 
the employee may appeal to the Superintendent or designee. The appeal process may be 
entered into only after exhausting processes at the local level (i.e., Guidance Team or principal). 

 Section 10.13.1  A building and professional development training program related to Special Needs students will be 
provided yearly as outlined in Appendix P.  

Section 10.14 Student Grades 

   Teachers will be expected to maintain grades in a timely and regular manner to enable parents to view 
student progress throughout the school year via the district-adopted electronic grade book. 

   The District and the Association acknowledge that the evaluation of student work, including determination 
of student grades is a professional responsibility of the teacher. Should a dispute arise surrounding the 
grade given to a student, the following procedures will be utilized prior to any grade change taking place: 

   A. A request for a grade change must be in writing, citing the rationale for the request. A copy of the grade 
change request will be provided to the employee within two (2) days of receipt. 

   B. The building administrator will meet with the affected employee to discuss grading criteria, rubrics, and 
any other factors used to determine the grade(s) in question. 

   C. The building administrator will make a determination as to the validity of the request. Should the 
building administrator determine that the request for grade change has merit; the case will be moved 
forward. Should the building administrator determine that the request for grade change is without merit; 
the complaining party may use the patron grievance process or withdraw from the process. 

   D. Should the employee and building administrator disagree about the disposition of this matter, a panel, 
consisting of the affected employee, a building representative, the building administrator, and the 
building administrators’ supervisor shall meet to discuss the matter fully. This panel shall attempt to 
make a decision about the grade change. 

   E. Should the parties prove unable to make a decision or make a decision that is not acceptable to both 
parties, either party may appeal the decision of the group to the Superintendent or designee. 

   F. The decision of the Superintendent or designee shall be final and binding on all parties. 

   The building administrator shall make a good faith effort to contact the affected employee. Should the 
employee be unavailable, the appropriate building administrator, after consulting with their supervisor, will 
make a determination about changing a student’s grade. If a grade change is made without the employee’s 
consent, the administrator will acknowledge, in writing, responsibility for changing the grade. This written 
acknowledgement will be placed in the student’s file and a written copy will be given to the employee, either 
personally or by e-mail. If the employee disagrees with the grade change, he/she may appeal to the 
Superintendent or designee. 

Section 10.15 The District and the Association encourage parents and other school patrons to visit the schools and 
classrooms. Such visitations will be planned in advance with the principal and the employee. When possible, 
the employee will have the opportunity to confer with the classroom visitor before and after the visitation. 

   Visits to certain classes may be limited or not be permitted by District administration.  

Section 10.16 A teacher under contract shall be released from the obligation of the contract upon request under the 
following conditions: 

   A. A letter of resignation is received in the Human Resource Office on or before June 30.   

   B. A letter of resignation is received in the Human Resource Office on or after July 1, when a satisfactory 
replacement can be obtained. 

   C. As approved by the Human Resources Director. 

Section 10.17 Intellectual Property Rights 

   Materials created by teachers on their own time and equipment will be the property of the teacher.  Any 
materials created on district time and/or equipment will be the property of the District. 
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Section 10.18 Secondary Master Schedule 

   Each building will have a collaborative process in place to solicit interests and input regarding the master 
schedule and teaching assignments for the following year.  The master schedule draft will be made 
available to all teachers before the last day of the school year. 

 

ARTICLE 11  PROGRESSIVE DISCIPLINE         

Section 11.1 Employees will be disciplined or discharged for just and sufficient cause. Discipline will be corrective rather 
than punitive and will, except for serious offenses, follow a line of progression. 

   Except in serious offenses progressive discipline will include: 

   A. Discipline Level 1  Written Warning 

   B. Discipline Level 2 Written Reprimand 

   C. Discipline Level 3  Suspension 

   D.   Discipline Level 4  Termination 

Section 11.2 When a meeting is scheduled that may lead to formal discipline of an employee, such employee has the 
right to have a representative of the Association present, provided that this right will not be exercised to 
delay disciplinary proceedings.  It is the employee’s responsibility to notify the Association. 

Section 11.3 In determining the discipline to apply, the District will consider: 

   A. The nature and seriousness of the offense. 

   B. The employee's past work record. 

Section 11.4 Employees shall not be required to submit to a polygraph or lie detector device in any District investigation. 

 

ARTICLE 12  WORK DAY  

Section 12.1 The employees' base workday within each building/unit will be seven and a half (7.5) hours. In addition, 
employees will be expected to fulfill the responsibilities outlined in the Responsibility Contract as 
referenced in Appendix A2. 

Section 12.2 The amount of time required at each level for each school and/or building will be consistent as much as 
possible throughout the District.  

Section 12.3 Secondary School Day 

   Employees teaching in the secondary schools will be assigned not more than five (5) periods of instruction 
per day, exclusive of planning time, home room, and other similar times. Each secondary employee will have 
at least one (1) class period of planning time to be included within the regular student day. 

 Section 12.3.1 When possible, employees assigned to zero or seventh period classes shall be assigned a contiguous 
schedule. If a contiguous schedule is not possible, the employee will choose either (1) a free, 
unassigned period within the work day, or (2) an additional compensated period during the work day in 
which additional responsibilities shall be assigned by the administrator. 

 Section 12.3.2 Every attempt should be made to limit the number of prep periods for all secondary teachers, including 
stand-alone Safety Net teachers.  If more than three (3) courses for preparation are assigned, the 
affected teacher will meet with the principal and department chair to keep the lowest possible number 
of preps.  Teachers with more than three (3) courses for preparation will be paid a remedy of one-
thousand dollars ($1,000.00) pro-rated per year. 

Section 12.4 Elementary School Day  

   Employees teaching in the elementary schools will be assigned no more than an average of five (5) hours 
of instruction per day. 

 Section 12.4.1 Elementary classroom teachers shall be provided one-hundred-fifty (150) minutes of planning time per 
week by music, P.E., and library media specialists. Other elementary bargaining unit members shall be 
provided these one-hundred-fifty (150) minutes through scheduling decisions. 
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 Section 12.4.2 Each elementary teacher will receive an average two-hundred-fifty (250) minutes planning time per 
week per year.  This elementary planning time will occur within the student day.  Continuous blocks of 
time are preferable and no blocks of time shall be less than twenty-five (25) minutes. Recess time shall 
only be considered as part of a planning time block if such period of time is uninterrupted by passing or 
travel time. Each building without a cafeteria will be allocated twelve-hundred dollars ($1,200) per 
elementary FTE teacher per year. Each building with a cafeteria will be allocated six-hundred dollars 
($600) per elementary FTE teacher per year. Each building staff shall determine how this allocation is 
to be spent to provide for an additional one-hundred (100) minutes, on average, planning time per FTE 
per week. Use of release time for planning time purposes shall only be considered if other alternatives 
are not possible.  

 Section 12.4.3 Except during periods of inclement weather or an emergency, elementary teachers will not be assigned 
supervision of students before or after school; during the a.m., p.m. and noon recess; or during the 
loading and unloading of buses. Teachers may be required to supervise students during the students' 
lunch period. 

 Section 12.4.4 During periods of inclement weather when it becomes necessary to call a rainy day recess, buildings 
will have written procedures in place. Such procedures will attempt to minimize assigning teachers for 
supervision. 

Section 12.5 Duty Free Lunch Period 

   Employees will have a duty-free lunch period of thirty (30) continuous minutes per workday. 

Section 12.6 Split Assignment 

   Should a teacher be given a split teaching assignment requiring the employee to travel between buildings 
during their work day and/or week, a meeting with the employee and principals will be held to assure that 
there is agreement regarding the teaching assignment and expectations.  The employee may request an 
Association representative attend this meeting. Individuals who have a split assignment are expected to 
attend one set of meetings required of other staff. Those individuals who teach a curriculum and who are 
directed to attend a particular meeting, such as Curriculum Night, in more than one (1) building will choose 
to be paid at their hourly rate or receive compensatory time, as mutually agreed upon by the individual and 
the administrator. 

 Section 12.6.1 Travel Time Employees who have a split assignment will have scheduled reasonable time, including 
packing and setting up for such travel. If the employee is scheduled to travel during his/her planning 
period, such employee will be paid for the planning time lost due to such travel.  Split assignments, 
wherever possible, will be kept within the same learning community and/or neighboring schools. 

 Section 12.6.2 Extended Work Day In cases involving extending the workday beyond contractual limits, the District 
shall adjust the workday. Additional time shall be paid at the teacher’s per-diem rate. During any 
additional unassigned time, the teacher shall be assigned to assignment-related tasks. 

Section 12.7 Chairperson Release Time 

   The District will provide each comprehensive high school five (5) periods per day to be given to the Math, 
Science, English, Social Studies, and Special Education Departments. 

   Comprehensive High Schools Department Chairs who do not receive a release period will receive a 
Department Chair Stipend.  Department Chair positions shall correspond to graduation requirements (Arts, 
Fitness/Health, World Language, CTE, General Electives, Counseling Department). 

   Comprehensive High Schools will receive three (3) Staff Chairperson I stipends to be given for leadership 
positions as determined at the building level through the Building Decision-Making Model. 

   Choice High Schools ICS / Tesla Stem and Comprehensive Middle Schools will receive Department Chair 
Stipends for the Math, Science, English, Social Studies, Special Education, Health/Fitness Departments, 
and one (1) for General Electives. 

   Emerson will receive one (1) Department Chair Stipend. 

   If a building principal and staff wish to change the distribution and/or structure of academic stipends and/or 
release-time, they may do so by using the building decision making model. 
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Section 12.8 Covering Classes 

 Section 12.8.1  Whenever an employee is asked to cover classes by an administrator in an emergency because no 
substitute is available and if the employee loses planning time, the employee shall be compensated at 
his or her hourly rate for the missed planning time.  

 Section 12.8.2  Each building’s leadership team and principal will create a plan for the predictable and equitable 
assignments of specialists and other staff to cover unfilled teacher absences.  At the elementary level, 
specialists will include librarians, music and PE teachers.  The plan is to be created by October 1 of 
each year.  In situations where there is no one else available, teachers may be pulled from professional 
development trainings in District to cover unfilled teacher positions at their own buildings. Use of 
teachers in their first or second year of teaching to cover unfilled teacher absences will be minimized to 
the extent possible. 

 Section 12.8.3  To address the impact of elementary P.E., Music and Librarian specialists needing to realign lesson 
plans for classes that are cancelled when they are required to serve as a substitute, such specialists 
will be compensated based on the following: 

     1 to 3 ½ hours of substituting  1 hour per diem pay 

     Over 3 ½ hours of substituting  2 hours of per diem pay 

Section 12.9 New Teachers  

   The District and Association agree that the support of new teachers is essential for their success. Every 
effort will be made to assure their participation in professional development offerings, especially those 
designed specifically for teachers new to the District. The success of beginning teachers should be 
considered as schedules and assignments are developed. 

 Section 12.9.1 New Elementary Teacher Assignments Teachers in their first and second year of teaching shall not 
be assigned split classes.  Exceptions must be approved by the Association and the District through 
the Labor Management process.   

 Section 12.9.2 Secondary teachers in their first and second year of teaching shall not be assigned more than two (2) 
courses for preparation. Teachers who are assigned two (2) language arts/social studies or two (2) 
math/science blocks at the same grade level may be assigned an additional class to equal 1.0 FTE.  
Exceptions to the two-course limit will be the hiring of teachers in specialty areas such as, but not limited 
to, world language or career/technical education who would not be offered a full-time contract unless they 
are assigned to more than two (2) courses for preparation.  The total number of course preparations will 
be kept to the lowest number possible.  Other exceptions must be approved by the Association and the 
District through the Labor Management process.   

  If more than two (2) preps are assigned, the affected teacher will meet with the principal and 
department chair to identify appropriate supports. 

 Section 12.9.3 Teachers with zero (0) years’ experience will not be assigned to a portable, unless the team or program 
in which the new teacher is assigned already resides within the portable. 

   If a zero (0) year teacher is hired after August 15 causing a veteran teacher to be moved to a portable, 
the following process will be used: 

• Principal informs affected staff. 

• Principal asks for volunteers. 

• If no one volunteers, the principal shall decide which teacher will be displaced. 

• Teachers who are moved to a portable as a result of this provision shall be provided two and one-
half (2.5) days per diem salary for transitioning to a new location. 

  Secondary teachers with zero (0) years experience will not have to move classrooms more than two (2) 
times per day.  A priority will be given to instruction over planning in room assignments.  Exceptions 
must be approved by the Association and the District through the Labor Management process. 

 Section 12.9.4 ProTeach candidates will be provided three (3) designated release days per year, over the course of 
candidacy and up to a maximum of nine (9) days, to collaborate on professional certification 
requirements in conjunction with and coordinated by the District’s professional development 
department.  
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 Section 12.10   Emergency Late Starts and Closures 

   A. The Association and District agree that in the event the District determines the need to delay the start 
of school teachers are to report one (1) hour before the newly announced start time. 

   B. The Association and District also recognize that there is an interest to make sure that all staff and 
students have safe and secure learning and teaching environments.  Furthermore, to have the least 
amount of disruption, there may be times when it is necessary to close schools on a case-by-case 
basis.  When these closures occur, it will be decided at the time of closure if that day will need to be 
made up by the staff and students.  Should the day not be made up at a later date, teachers will be 
expected to complete their professional responsibilities at a location determined by the teacher. 

   C. Staff reporting to work on a day when school closures are announced late (after 5:30 a.m. for 
secondary and after 6:30 a.m. for elementary) shall be paid two (2) hours at their hourly per diem rate. 
Staff members who are asked by an administrator to remain and supervise students shall be paid their 
hourly per diem rate for the actual time spent with students; minimum payment shall be for no less than 
three (3) hours supervision up to seven (7) hours. 

  D.   When these emergency schedule changes occur, scheduled leaves will be processed as previously 
requested. 

 

ARTICLE 13  CLASS SIZE/CASE LOAD  

Section 13.1 Elementary Class Size 

   The District and the Association agree that class size will be maintained to meet the following standards: 

 Section 13.1.1 The District and the Association agree that class size will be maintained to meet the following 
standards: 

      Classes in grades K-1 should not exceed 24 students. 

     Classes in grades 2-3 should not exceed 26 students. 

     Classes in grades 4-5 should not exceed 28 students. 

     Split classes in grades K-3 should not exceed 25 students. 

     Split classes of grades 3 & 4 should not exceed 26 students. 

     Split classes in grades 4-5 should not exceed 27 students. 

   All split classes formed to balance student enrollment shall be provided one (1) hour of aide time.  Split 
classes formed to implement building or team program decisions shall not be provided one (1) hour of 
split class aide time. Classes formed to avoid a split class will qualify for large class remedies if they 
exceed the numbers above. 

   In consultation with the principal, grade level peers and the teacher of the elementary split/combination 
classroom will meet to create a shared-responsibility, dual grade collaborative instructional plan to 
address grade level curriculum requirements. 

   Impact of special education students on general education classrooms:  When possible, IEP and 504 
identified students will be assigned in a manner that results in an equitable apportionment among 
general education teachers at each school, with special consideration for the nature and extent of the 
disability in order to meet individual student needs. 

 Section 13.1.2 Elementary Classroom Teacher Remedies  

   Should classes exceed the above numbers on the first school day of October, December, February or 
April the following remedies will apply: 

      1-3 additional students: 1 hour instructional assistant time per day 

      4-6 additional students: 2 hours instructional assistant time per day 

      7-9 additional students: 3 hours instructional assistant time per day 
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    Teachers may also choose the applicable remedy pursuant to Appendix A3 for the purpose of: 

• Salary Compensation; 

• Purchase of instructional materials, which will remain the property of the District; or 

• Other activities as agreed upon by the principal and teacher.  

Creative options for the use of funds generated by remedies within a building must be approved by the 
principal and the staff receiving the remedies.  

 Section 13.1.3 Kindergarten Teacher Support 

  Section 13.1.3.1 All-day kindergarten shall receive one (1) extended day. 

  Section 13.1.3.2 Kindergarten teachers will have four (4) days without students for the purpose of Family 
Connection meetings.  Additional time beyond Family Connections requirements on these days 
will be used to conduct one-on-one assessments.  

  Section 13.1.3.3 Teachers will be paid up to fourteen (14) hours per diem for scoring and inputting data into the 
online system. 

  Section 13.1.3.4 Teachers new to teaching kindergarten who need certification in order to administer WAKids 
assessment will be provided paid training at curriculum rate. 

 Section 13.1.4 Elementary PE and Music Specialists 

  Section 13.1.4.1 Elementary PE and Music Specialist Remedies 

   Elementary PE and music specialists shall not be assigned more than forty (40) sections per 
week. PE Specialists will include Adaptive PE within their forty (40) sections. PE and music 
specialists will receive one (1) fifteen (15)-minute break per day.  At least three (3) and up to five 
(5) minutes will be scheduled for passing time between classes. Increases above three (3) 
minute passing time shall not reduce the number of sections assigned to a specialist per FTE.  
Should elementary PE and/or music specialists be scheduled more than forty (40) sections per 
week, they will be paid one-half (1/2) hour at per diem rate per section per week.  This payment 
will be pro-rated based on the number of weeks the scheduled section(s) is over the forty (40) 
section limit per week. 

   Elementary PE and music specialists will receive class size remedies consistent with the class 
size determination for general education classes (see 13.1.1) that can be taken in either 
compensation or instructional materials.  The remedies are for classes that exceed the defined 
class size numbers and are found in Appendix A3. 

    When more than one (1) elementary PE or more than one (1) music specialist is scheduled to 
teach simultaneously at the same school site, sufficient instructional materials and resources 
shall be made available. 

   Elementary PE or music specialists moving from classroom to classroom within a building shall 
have reasonable transition time, determined by the location of classrooms and instructional 
materials, built into the schedule as determined by the specialist and principal. 

    Elementary PE and music specialists, including itinerant specialists, will review the schedule 
and resources with the principal in October and January to address scheduling and resource 
issues.  

      Remedies will be calculated on the first school day of October, December, February and April.  

  Section 13.1.4.2 Elementary PE and Music Specialists Leads 

     District selected leaders for elementary PE and music will receive a leadership stipend.  

 Section 13.1.5 Elementary Library Media Specialists  

  Section 13.1.5.1 Elementary Library Media Specialist Staffing and Supports: 

   1.0 FTE library media specialists will be assigned per building. Elementary library media 
specialists shall receive at least one half (½) hour of clerical time per one-hundred (100) students 
per day, or the appropriate remedies identified in 13.1.5.2, whichever is greater.  Elementary 
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library media specialists shall receive at least two (2) hours of clerical time per day. Using 
current budget review processes and timelines at the building and district level, priorities will be 
identified annually for the purpose of updating library resources and collections in order to 
support student achievement based on each building’s Continuous Improvement Process (CIP) 
plan. 

  Section 13.1.5.2  When an elementary library program exceeds twenty (20) formal classes per week, the library 
media specialist will receive one-half (1/2) hour of instructional assistant time per day for each 
class beyond twenty (20). This shall include all classes, kindergarten through fifth grade. 

   Section 13.1.5.2.1  Elementary library media specialists who have instructional responsibilities for twenty-five 
(25) or more sections will have the option to convert IA remedies (IA time above twenty 
[20] sections) into an equivalent amount of certificated library media specialist FTE. 

  Section 13.1.5.3   Elementary library media specialists teaching less than twenty (20) formal classes per week 
will be assigned additional duties related to the Continuous Improvement Process (CIP) plan to 
fill up to the equivalent of twenty (20) sections.  Building principals will collaborate with the 
library media specialist to determine the scope of the responsibilities related to the balance of 
instructional duties up to twenty (20) sections. 

  Section 13.1.5.4  Elementary library media specialists in large schools (more than 650 students) shall receive an 
additional one half (½) hour of aide time for every fifty (50) students when numbers exceed six-
hundred-fifty (650).   

       For example: 

         651-700 students 3.5 hours current contract + 0.5 hours  

         701-750 students 3.5 hours current contract + 1.0 hours 

         751-800 students 4.0 hours current contract + 1.5 hours 

         801-850 students 4.0 hours current contract + 2.0 hours    

  Section 13.1.5.5  Elementary library media specialists will receive class size remedies consistent with the class 
size determination for general education classes (see 13.1.1) that can be taken in either 
compensation or instructional materials.  The remedies are for classes that exceed the defined 
class size numbers and are found in Appendix A3. 

       Remedies will be calculated on the first school day of October, December, February and April. 

  Section 13.1.5.6  All library media specialists will be provided seven (7) extended days per FTE in their 
employment contract. Two (2) of these days are scheduled in August prior to the LEAP days; 
two (2) are scheduled in June after the last day of school; and three (3) are scheduled at the 
discretion of the library media specialists. 

  Section 13.1.5.7  Library Media Specialist Lead -  District selected leaders for elementary library media 
specialists will receive a leadership stipend. 

 Section 13.1.6 Elementary Counselors 

    1.0 FTE elementary counselor will be assigned per building.  Elementary choice schools not on the 
campus of another elementary school will be provided with .1 FTE elementary counselor. 

   Section 13.1.6.1  All elementary counselors will be provided three (3) extended days per FTE in their 
employment contract.   

Section 13.2 Additional Elementary Compensation 

 Section 13.2.1 Elementary Conference Pay Three (3) half-days will be set aside each fall and each winter for the 
purpose of elementary conferencing. Any regular classroom teacher whose class load is greater than 
twenty-one (21) students will be paid one half (½) hour per diem pay for each student above the twenty-
one (21) conference limit.  

 Section 13.2.2 Special Education Conferences Special Education Resource teachers may attend up to twenty-one 
(21) conferences per conference period for high priority students. The Special Education Resource 
teachers will select the conferences they will attend. 
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 Section 13.2.3 Change of Classrooms Elementary teachers who are required to move classrooms two (2) years in a 
row will receive one (1) day pay at the curriculum rate.  When possible, the teacher will be given two (2) 
weeks notice of such required move. 

Section 13.3 Secondary Class Size 

   The District and the Association agree that class size will be maintained to meet the following standards: 

  The following class loads shall be maintained: 

• Classes in grades 6-8 should not exceed 30 students. 

• Classes in grades 9-12 should not exceed 32 students. 

 Section 13.3.1 The daily load for teachers of grades 6-8 shall not exceed one-hundred fifty (150) students. The daily 
load for teachers of grades 9-12 shall not exceed one-hundred fifty-five (155) students.  Exceptions 
must be approved by the Labor Management process.  Full remedies in Section 13.3.4 will be applied 
retroactively. 

 Section 13.3.2 Each middle and high school building shall receive thirty (30) minutes per FTE classroom teacher per 
week of assistant time. This time may be used for instructional assistants, theme readers, or other 
direct help to relieve work load as determined annually by building staff. 

  Individual secondary teachers may choose to exceed the class loads for specific periods without 
triggering remedies in order to have smaller numbers in other periods, as long as their total contractual 
daily load limit is not exceeded. 

  Impact of special education students on general education classrooms:  When possible, IEP and 504 
identified students will be assigned in a manner that results in an equitable apportionment among 
general education teachers at each school, with special consideration for the nature and extent of the 
disability in order to meet individual student needs. 

    Buildings will develop a process to review individual teacher concerns regarding equitable distribution 
of students.  When a teacher believes that the number of high needs students will impact the class, a 
meeting with the administrator and teacher will take place to review the supports needed.  

 Section 13.3.3 Secondary Homeroom/Intervention Room  

  Homeroom/intervention room class totals will be excluded from the total daily class load for secondary 
teachers, provided the teacher does not have preparation or grade reporting responsibilities for these 
classes. (See Appendix R.) 

 Section 13.3.4 Secondary Classroom Teacher Remedies  

  Should classes exceed the above numbers on the first school day of October, December, February or 
April the following remedies will apply: 

       1-3 additional students: 1 hour instructional assistant time per week 

      4-6 additional students: 2 hours instructional assistant time per week 

      7-9 additional students: 3 hours instructional assistant time per week 

    Teachers may also choose the applicable remedy pursuant to Appendix A3 for the purpose of:  

• Salary compensation; 

• Purchase of instructional materials which will remain the property of the District; or 

• Other activities as agreed upon by the principal and teacher. 

  Creative options for the use of funds generated by remedies within a building must be approved by the 
principal and the staff receiving the remedies. 

  Every effort will be made to not assign teachers to more than two (2) teaching spaces per day.  If 
teachers are assigned more than two (2), the teacher may request to meet with their administrator to 
mitigate the impact of such moves. 
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 Section 13.3.5 Secondary Physical Education Classes  

  Every effort will be made at each building to schedule balanced classes, both in sizes and equitable 
apportionment of students on IEPs and 504s, throughout the day. Physical Education classes should 
not exceed thirty-five (35) students. The secondary remedies above shall apply to physical education 
classes that exceed thirty-five (35) students. The daily load for teachers of physical education classes 
shall not exceed one-hundred-sixty (160) students. 

 Section 13.3.6 Secondary Music Education  

  Neither class size nor daily load shall apply to music classes. Secondary music teachers shall receive 
forty (40) hours of clerical time per year when their daily class load exceeds one-hundred-sixty (160) 
students.  

    Teachers may instead choose the monetary equivalent of an applicable remedy to be used for: 

• Salary compensation;  

• Purchase of instructional materials, which will remain the property of the District; or 

• Other activities as agreed upon by the principal and teacher   

  Creative options for use of funds generated by remedies within a building must be approved by the 
principal and the staff receiving the remedies. 

  Section 13.3.6.1 Secondary Music Specialists Leads District selected leaders for secondary music will receive 
a leadership stipend.  

  Section 13.3.6.2 The District and the Association recognize that providing evening programs is a valuable 
component of a secondary school orchestra program. Therefore, for each separate orchestra, 
staff will receive one (1) full orchestra stipend. 

   If two (2) secondary schools have one (1) combined orchestra, staff will be compensated with 
one (1) stipend. 

 Section 13.3.7  Secondary Counselors 

    Secondary counselors will have a ratio of 1:350 full-time equivalent students, grades 6-12.  

  Section 13.3.7.1  All Secondary counselors will be provided nine (9) extended days per FTE in their employment 
contract. Three (3) of these days are scheduled in August prior to the LEAP days; and six (6) 
will be scheduled collaboratively at the building level between building administration and the 
counseling department.  The plan for the use of the days for the upcoming school year will be 
done in June. 

 Section 13.3.8 Secondary Library Media Specialists  

  1.0 FTE library media specialist will be assigned per building. Secondary library media specialists shall 
receive at least one (1) hour of clerical time per 100 students per day. Using current budget review 
processes and timelines at the building and district level, priorities will be identified annually for the 
purpose of updating library resources and collections in order to support student achievement based on 
each building’s Continuous Improvement Process (CIP) plan. 

  Section 13.3.8.1  All Secondary library media specialists will be provided seven (7) extended days per FTE in 
their employment contract. Two (2) of these days are scheduled in August prior to the LEAP 
days; two (2) are scheduled in June after the last day of school; and three (3) are scheduled at 
the discretion of the library media specialist. 

  Section 13.3.8.2 Library Media Specialist Lead District selected leaders for secondary library media specialists 
will receive a leadership stipend. 

 Section 13.3.9 Career and Technical Education Teachers (CTE) 

  When a CTE teacher is asked to teach a specific course curriculum that requires training, such teacher 
will be compensated at the curriculum rate for participation in training that occurs outside of the work 
day.  
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Section 13.3.10  High School Graduation Support 

  Section 13.3.10.1  High School Test Coordination: Each comprehensive high school will receive an allocation of 
four-thousand, five-hundred dollars ($4,500), and each choice high school an allocation of one-
thousand dollars ($1,000), for the purpose of providing support for the coordination of school-
based testing for Advanced Placement (AP), PSAT, PE Assessment and other school-based 
test coordination as determined by each school. Pay will be at the teacher’s per diem rate.  

    In addition, each high school will receive an allocation of two-thousand dollars ($2,000), and 
each choice high school an allocation of one-thousand dollars ($1,000), for the purpose of 
providing support for the coordination of the College Board and ACT for Services for Students 
with Disabilities (SSD) tasks for AP, PSAT and other testing as determined by each school. 
Pay will be at the teacher’s per diem rate.  

  Section 13.3.10.2  Additional Support for High School Graduation 

    A pool of twenty thousand dollars ($20,000) shall be allocated on a proportional basis to each 
high school annually for the work of helping students to meet graduation 
requirements/standards. A written plan will be prepared by each school’s building leadership 
team by November 15 each year regarding the use of these funds.  

    An additional pool of four-thousand five-hundred dollars ($4,500) shall be distributed to high 
schools demonstrating additional or unique needs in helping students to meet graduation 
requirements/standards. 

Section 13.4 Special Education Teachers  

 Section 13.4.1  Special Education Teacher Caseloads 

    The following average caseloads shall be maintained for each building: 

      Caseloads for Pre-school teachers should not exceed 18 IEPs. 

   Caseloads for Pre-school Learning Center teachers should not exceed 12 IEPs (6 in AM and 6 
in PM). 

      Caseloads for K-12 Resource Room I teachers should not exceed 23 IEPs. 

      Caseloads for K-12 Resource Room II teachers should not exceed 16 IEPs. 

      Caseloads for K-5 Learning Center teachers should not exceed 8 IEPs. 

      Caseloads for K-5 Intervention Center teachers should not exceed 8 IEPs. 

      Caseloads for 6-12 Transition Center teachers should not exceed 10 IEPs. 

      Caseloads for 6-12 Intervention Center teachers should not exceed 10 IEPs. 

 Section 13.4.2  Special Education Remedies Pre-12  

   Should caseloads exceed the above numbers on the first school day of October, December, February 
or April the following remedies will apply: 

      1-3 additional IEP students: 1 hour of instructional assistant time per day 

      4-6 additional IEP students: 2 hours of instructional assistant time per day 

    When schools exceed six (6) IEPs over the staffing ratio, FTE will be allocated in lieu of remedies. 

   Teachers may also choose the applicable remedy pursuant to Appendix A3 to be used for the purpose 
of: 

• Salary compensation; 

• Purchase of instructional materials which will remain the property of the District; or 

• Other activities as agreed upon by the principal and teacher. 

   Some teachers/specialists within a department may agree that they will teach more students than the 
contract limit allows, so that other teachers/specialists within the same department may have reduced 
total numbers, provided that the total number shared by all teachers/specialists involved does not exceed 
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the daily load limit times the number of teachers/specialists involved. Individual classes affected by such a 
configuration that exceed contractual class size limits will not receive the contractual remedy. 

 Section 13.4.3  Special Education Promotion Process:  Each building will be allocated the equivalent of two (2) 
release days for the implementation and completion of the promotion process. 

 Section 13.4.4  Special Education Extended Days: K-12 special education teachers will be provided four (4) 
extended days per FTE in their employment contract. Two (2) of these days are scheduled in August 
prior to the LEAP days and two (2) are scheduled at the discretion of the special education teacher. 
Preschool special education teachers will receive four (4) extended days per FTE in their employment 
contract to be used at the discretion of the teacher. 

 Section 13.4.5  The District and Association recognize the unique nature of case management of Individual Education 
Programs (IEP).  Case management responsibilities require special education teachers to participate in 
non-instructional duties (i.e. student testing, classroom observations, staff collaboration and training, 
etc.) in order to fulfill the legal requirements of an IEP.  Teachers will be provided Caseload 
Management Time (CMT) during the workday and separate from planning time.  Elementary staff with 
less than 1.0 FTE will schedule CMT in accordance with their FTE.  Secondary staff with less than a 
1.0 FTE will work with their administrator to schedule one period during first or second semester for 
CMT. 

• Elementary Resource Teachers will schedule one hundred fifty (150) minutes of CMT each week. 

• Secondary Resource Teachers will be provided one (1) period of CMT. 

• Self-contained teachers will schedule activities related to caseload management as determined by 
the teacher. 

 Section 13.4.6  The District will make available to special education teachers an allotment of ninety (90) release days 
to be used for IEP and teacher-developed and scored alternate assessments related work.  Special 
education teachers must apply with the Special Education Department to request the use of these 
release days.  Approval will be at the discretion of the Special Education Director. The special 
education department will allocate no more than three (3) release days per week and release will not 
be approved on Fridays.  

 Section 13.4.7  Coverage for Instructional Assistants and Para-educators absences: By October 15, the building 
administrator/designee and Guidance Team will meet to develop a plan for coverage when classified 
support personnel are absent and no substitutes are available. 

 Section 13.4.8  Special Education Promotion Process:  Each building will be allocated the equivalent of two (2) 
release days for the implementation and completion of the promotion process. 

Section 13.5  Specialists  

   Some teachers/specialists within a department may agree that they will teach more students than the contract 
limit allows, so that other teachers/specialists within the same department may have reduced total numbers, 
provided that the total number shared by all teachers/specialists involved does not exceed the daily load limit 
times the number of teachers/specialists involved. Individual classes affected by such a configuration that 
exceed contractual class size limits will not receive the contractual remedy.  

 Section 13.5.1  The caseload/remedies listed in Section 13.5.2 or 13.5.3 for specialists shall be for direct service to 
students, and shall not include program coordination and/or placement of students. 

  Section 13.5.1.1  Special education teachers and specialists (e.g., psychologists, SLPs, OTs, PTs and VOMs) 
who complete private and/or home school evaluations outside of their regular work day will be 
compensated for such time at the specialist’s per diem hourly rate.  Time worked shall be 
submitted within thirty (30) days of completion of this work.  

 Section 13.5.1.2  Specialists who submit Medicaid billing will receive a remedy of fifteen (15) minutes per month per 
student, paid at the specialist’s per diem hourly rate.   

 Section 13.5.2  OT and PT Specialists 

  Caseloads for OT specialists should not exceed thirty (34) IEPs and PT specialists should not exceed 
thirty (30) IEPs.  For the purpose of remedies, caseloads will be calculated using the OT/PT Severity 
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Matrix (See Appendix I).  Should OT, caseloads exceed thirty-four (34) or PT caseloads exceed thirty 
(30) on the first school day of October, December, February or April the following remedies will apply: 

      1-3 additional IEP students: 1 hour of instructional assistant time per week 

      4-6 additional IEP students: 2 hours of instructional assistant time per week 

      7-9 additional IEP students: 3 hours of instructional assistant time per week 

    Specialists may also choose the applicable remedy pursuant to Appendix A3 for the purpose of:  

• Salary compensation; 

• Purchase of instructional materials which will remain the property of the District; or 

• Other activities as agreed upon by the principal and teacher. 

  Section 13.5.2.1  All occupational therapist and physical therapist specialists will be provided three (3) extended 
days per FTE in their employment contract. 

  Section 13.5.2.2  Assignments of OT and PT specialists:  When making assignments for OT and PT staff, the 
Director of Special Education will attempt to minimize the number of sites and consider 
geographic location. 

  Section 13.5.2.3  Occupational Therapist and Physical Therapist Leads:  District selected leaders for OT and PT 
will receive a leadership stipend. 

 Section 13.5.3  SLP Specialists 

  Caseloads for SLP specialists should not exceed 45 IEPs.  Should an SLP caseload exceed forty-five 
(45) on the first school day of October, December, February or April the following remedies will apply: 

      1-3 additional IEP students: 1 hour of instructional assistant time per week 

      4-6 additional IEP students: 2 hours of instructional assistant time per week 

      7-9 additional IEP students: 3 hours of instructional assistant time per week 

    Specialists may also choose the applicable remedy pursuant to Appendix A3 for the purpose of:  

• Salary compensation; 

• Purchase of instructional materials which will remain the property of the District; or 

• Other activities as agreed upon by the principal and teacher. 

  Section 13.5.3.1  Remedies will be calculated using the SLP Severity Matrix.  (See Appendix I) 

  Section 13.5.3.2  All SLPs will be provided three (3) extended days per FTE in their employment contract. 

  Section 13.5.3.3  SLP Specialist Leads:  District selected leaders for SLPs will receive a leadership stipend. 

 Section 13.5.4  Psychologists 

  Section 13.5.4.1  Psychologist Staffing Ratio: The District will staff psychologists at the ratio of 1:1,050 FTE K-12 
students. 

  Section 13.5.4.2  Baseline staffing of 2.0 FTE will be maintained for work with the preschool evaluation team.  

  Section 13.5.4.3  Each year the District will provide additional psychologist staffing to support school 
psychologists with high needs students. Distribution of this 2.0 FTE will be recommended 
through a collaborative Association and District process based on objective factors such as 
self-contained programs. These additional staffing allocations will be distributed annually. The 
collaborative process will include psychologists, principals, and special education 
administrative staff.  

 

  Section 13.5.4.4  All psychologists will be provided seven (7) extended days per FTE in their employment 
contract. 

  Section 13.5.4.5  Assignments of Psychologists:  When making assignments for Psychologists, the Director of 
Special Education will attempt to minimize the number of sites and consider geographic 
location. 
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  Section 13.5.4.6  Psychologist Leads:  District selected leaders for psychologists will receive a leadership 
stipend. 

 Section 13.5.5  Vision/Orientation/Mobility Specialists 

  A baseline staffing of 2.0 will be allocated for Vision/Orientation/Mobility (VOM) specialists. When 
caseload numbers are below minimum FTE as determined by the Vision/Orientation/Mobility staffing 
model, additional vision-related duties may be assigned by the Director of Special Education or 
designee.  

  Section 13.5.5.1 All VOMs will be provided three (3) extended days per FTE in their employment contract.  

 Section 13.5.6  Special Education Specialists National Certification Recognition 

  Section 13.5.6.1  In recognition of the unique certification required in order to serve students, an annual stipend 
of one thousand five hundred ($1,500) dollars will be awarded to each OT/PT/SLP and 
Psychologist with national certification. An additional annual stipend of fifteen hundred $1,500 
will also be awarded as long as the Washington State Legislature continues to award the 
stipend for National Board Certification for Teachers (NBCT) recognition.  

 Section 13.5.7 Special Education Specialist Mentoring 

  Section 13.5.7.1  SLPs and Psychologists Mentoring: 

• SLPs and psychologists who are mentoring specialists new to the district who are not 
pursuing national specialists’ certification will receive a half (1/2) of a Staff Chairperson I 
stipend. 

• SLPs and psychologists mentoring SLPs and psychologists new to the district who are 
pursuing national certification through national specialists’ associations will receive a full 
Staff Chairperson I stipend. 

• In addition, SLPs and psychologists who are pursuing their own national certification will 
receive three (3) days of compensation paid at the curriculum rate to work with their 
mentors.  

  Section 13.5.7.2  Occupational and Physical Therapist Mentoring: 

• OT and PT specialists who are mentoring OT and PT Specialists new to the district will 
receive a half (1/2) Staff Chairperson 1 stipend.  

 Section 13.5.8  Specialists Coverage 

  By October 1 of each school year the Director of Special Education or his/her designee and 
representatives of each Special Education specialist group (OT, PT, SLP, and psychologists) will meet 
to develop a plan for coverage for specialists incurring absences of more than ten (10) consecutive 
days. 

Section 13.6 IEP Meeting Support 

   Certificated staff members of the IEP team may be compensated for time outside of the contracted day for 
multiple meetings for the same student. Prior approval from the Director of Special Education or designee 
is required.  

Section 13.7 ELL Teachers 

 Section 13.7.1  Caseloads for ELL teachers should not exceed 50 students. 

 Section 13.7.2  ELL Remedies: ELL Grades 1-12: Should caseloads exceed the above numbers on the first school day 
of October, December, February or April the following remedies will apply: 

      1-3 additional ELL students:  1 hour of instructional assistant time per day 

      4-6 additional ELL students:  2 hours of instructional assistant time per day 

      7-9 additional ELL students:  3 hours of instructional assistant time per day 

    ELL teachers may instead choose the applicable remedy pursuant to Appendix A3 for the purpose of: 

• Salary compensation;  
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• Purchase of instructional materials which will remain the property of the District; or 

• Other activities as agreed upon by the principal and teacher.   

   Creative options for use of funds generated by remedies within a building must be approved by the 
building principal and the staff receiving the remedies. 

 Section 13.7.3  All ELL teachers will be provided three (3) extended days per FTE in their employment contract. 

 Section 13.7.4  The caseload/remedies listed in Section 13.7 for ELL teachers shall be for direct service to students, 
and shall not include program coordination and/or placement of students. 

Section 13.8 Safety Net Teachers 

Section 13.8.1  Elementary Safety Net Teachers: 

Recommended caseload targets for elementary Safety Net teachers should be forty (40) students for a 
1.0 FTE. When an elementary Safety Net program reaches forty (40) students, the Safety Net teacher 
and principal shall meet to ensure contractual safeguards (i.e. planning time and lunch) are in place 
and determine a mutually agreed upon action plan for serving students. For elementary teachers split 
between two buildings, the caseload target should be thirty six (36) students for a 1.0 FTE.  

Section 13.8.2  Secondary Safety Net Teachers: 

Stand-alone secondary Safety Net classes should not exceed a ratio of 20:1. If a stand-alone 
secondary Safety Net class exceeds 20:1, the Safety Net teacher and principal will meet to develop a 
mutually agreed upon plan for serving students. A Safety Net class will be considered a distinct class 
preparation. 

Section 13.9 504 Monitors 

504 Monitors are responsible to review, disseminate, and monitor 504 plan compliance for students that 
qualify for accommodations and modifications under Section 504 of the Rehabilitation Act of 1973. 

504 Monitors are recommended to have a caseload of no greater than thirty (30).  504 Monitors will be 
required to collect monitoring data quarterly using the LWSD 504 Monitoring system which includes 
documented data collection and teacher consultation.  504 monitors are responsible for monitoring qualified 
students throughout the school year.  Compensation will be calculated at the rate of twenty-five dollars 
($25.00) per student per month for ten (10) months (September to June).  504 monitors will be paid 
quarterly. 

Section 13.10 Building Options  

   Creative options for the distribution of class sizes, caseloads, and the utilization of staff within a building, 
department, specialist group, or grade level may be approved, provided that the affected staff agrees with 
the plan. 

   Creative Options for Team Planning  

   Staff, together with their administrator, may adopt flexible schedules and other creative options to facilitate 
team planning.  

Section 13.10.1  Creative options for use of funds generated by remedies within a building must be approved by the 
principal and the staff receiving the remedies. 

Section 13.10.2  Some teachers within a grade level, or specialists working in elementary schools, may choose to 
exceed the contractual class size limit without triggering remedies so that other teachers at that 
grade level, or other specialists working in elementary schools, may have fewer students, provided 
that, should the total number of students assigned to those teachers involved exceed the numbers 
that would trigger contractual remedies, the remedy will apply.  

Section 13.10.3  These options apply similarly to teachers working together between departments, or multi-age 
classes, etc. at either the secondary or elementary level. Other configurations may be approved 
provided that overall contractual class size and daily load limits are not exceeded without the 
applicable remedies, and provided that all affected staff agrees to the plan. It is not the intent of this 
language to provide staffing alternatives to address enrollment increases. 
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Section 13.10.4  Impact of special education students on general education classrooms:  When possible, IEP and 504 
identified students will be assigned in a manner that results in an equitable apportionment among 
general education teachers at each school, with special consideration for the nature and extent of the 
disability in order to meet individual student needs. Creative options for distribution of IEP and 504 
identified students should follow the creative options process found in Section 13.10. 

ARTICLE 14  NON-INSTRUCTIONAL DUTIES AND TRAVEL 

Section 14.1 The parties understand and agree that the District has and retains the right to assign duties of employees. 
It is recognized that it may be necessary to assign duties other than normal classroom instruction, but the 
use of employees to perform such functions will be kept to a minimum whenever possible. 

Section 14.2 Building Decision-Making Models 

   The Association and the District agree that formal decision-making models and operating principles 
promote a healthy work climate.  To this end, buildings will collaboratively establish and utilize operating 
principles and decision-making models in order to address site-specific issues. 

Section 14.3 Community Initiated or Staff Initiated Schools  

   Administrators and teachers in schools affected by the formation of a Community Initiated School (CIS) or 
Staff Initiated School (SIS) will be informed as early as possible of the proposal and progress of 
development. 

Section 14.4 Staff Meetings 

   A committee of teachers chosen by the staff and teachers designated as leaders at each building will meet 
with the principal of such building by October 1 to provide input regarding scheduling, duration and content 
of staff meetings. This information will be shared with all staff. 

   The Association and the District agree that staff meetings are most effectively used for discussion and 
decision-making regarding important educational issues.  Whenever possible, routine information will be 
communicated electronically or by other appropriate means. 

   Except for emergencies or exceptional circumstances, no more than an average of two (2) hours per month 
will be scheduled for required staff meetings. 

Section 14.5 Mileage 

   Employees subject to this Agreement will receive a mileage reimbursement, at the IRS rate per mile, per 
vehicle, for authorized and approved travel when theit personal car is used for such travel. 

 

ARTICLE 15  ACADEMIC FREEDOM 

Employees have the right to express ideas, teach content, and use materials that support the course of study and the 
District’s established instructional program. 

 

ARTICLE 16  EMPLOYEE FILES 

Section 16.1 The contents of an employee's District file will be the following: 

   A. Application 

   B. Correspondence 

   C. Pertinent data concerning the employee 

   D. Summary evaluation reports 

Section 16.2 All employees' District and building files will be kept confidential and will be available for review on a need-
to-know basis by: 

A. The individual employee and subject to the employee's consent and knowledge, a specified authorized 
representative; and 
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B. Those District employees and representatives designated by the Superintendent who have a need to 
review the file in order to assist the performance of the functions of Human Resources. 

Section 16.3 Upon request, a copy of any document contained in an employee's District and building files will be 
afforded the employee.  The contents of all employee files maintained by building administrators and/or 
program supervisors will be shown to employees upon request. Employees are requested to sign each 
document kept permanently in their building files to acknowledge that they have seen their 
building/program file contents. The signature of the employee does not imply that he/she agrees with the 
contents of the document. Each year, at the employee’s request, the principal and the employee will review 
the building file and remove anything that they mutually agree is no longer pertinent.  

Section 16.4 The employee will make an appointment in advance to see his/her District or building file. 

Section 16.5 There will be no secret files. Processed grievances and investigation files will be kept apart from the 
employee's District and building files. 

Section 16.6 All information, forming the basis for any formal disciplinary action, whether contained in District or building 
files, may be removed after: 

1. Two (2) consecutive years, if discipline was Level 1 or Level 2 

2. Three (3) consecutive years, if discipline was more than a Level 2 

   Letters of direction are not considered disciplinary action, and as such, are not contained in employees’ 
personnel files. 

Upon written request of the employee, such materials contained in the building or district file shall be 
removed after the above timelines and the written request shall also be destroyed. 

   However, should the same behavior which resulted in a Level 2 warning or greater be repeated, the 
documentation related to the previous discipline shall be returned to the employee's file and used for 
progressive discipline if the District determines that a pattern of behavior exists.  All such documentation 
shall remain in the employee's file at the District's discretion.  

   Any discipline administered for sexual misconduct, verbal or physical abuse, as defined in law may not be 
expunged in accordance with law.   

Section 16.7 An employee may attach a written statement to any document contained in his/her District or building file. 

Section 16.8 No document containing information about an employee may be used as evidence in any formal 
disciplinary action unless it has been shown to the employee at least two (2) working days prior to such 
disciplinary action. 

 

ARTICLE 17 EMPLOYEE FACILITIES 

Section 17.1 Each building where employees are working will conform to federal, state and local health and safety rules 
and regulations. Buildings should contain the following: 

A. Space in each classroom, or in close proximity to each workstation, to safely store instructional 
materials, supplies, and personal belongings. 

B. A work area containing equipment and supplies to aid in the preparation of instructional materials with 
appropriate technology as determined by specific program needs.  If such work area is not available for 
teachers during their planning/preparation time in the areas of material/hands-on lab classes in the 
areas of science, art, and career/technical education, a remedy of one-thousand dollars ($1,000) will be 
applied (pro-rated per year). 

C. A serviceable desk or table and chair, book storage, and a lockable filing cabinet, of two (2) to four (4) 
drawers for use by the employee occupying a teaching station equitably supplied with basic curriculum 
materials within the parameters of curricular adoptions. 

D. A furnished faculty lounge separate from any work area that may be used as a dining area separate 
from students. 

E. Clean restrooms separate from student restrooms. 
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F. A reasonable effort will be made to provide, where possible, within existing school buildings, a place 
where staff can lie down, separate from students, in the event a health condition makes this necessary. 

Section 17.2 In response to a call to Support Services, every effort will be made to achieve an appropriate temperature 
and/or air quality in the classroom as soon as possible. The principal will make every effort possible to 
locate alternate quarters in those cases where extreme conditions exist. 

Section 17.3 The District and the Association acknowledge that all employees shall be provided a safe working 
environment. If an employee believes their personal safety, or the safety of students is compromised, the 
following procedures will apply: 

   The employee shall notify the building principal regarding the safety concern. The building principal shall 
work with the employee to resolve the concern(s). If the problem is not resolved, the employee may seek 
assistance from the building safety committee. Should safety concerns remain unresolved, further 
assistance may be sought from the Labor Management Team. 

 

ARTICLE 18 STUDENT DISCIPLINE 

Section 18.1 The District will support employees in their lawful use of prudent and disciplinary measures to maintain 
order and protect the safety and well-being of students in their charge. Students will be disciplined in 
accordance with state and federal laws, district policies, and school discipline rules. 

Section 18.2 When an employee exercises authority to control and maintain discipline, said employee will use 
reasonable and professional judgment. 

Section 18.3 The District will make available on the District website to each member of the bargaining unit a copy of the 
following District policies: JF and JF-R Student Rights and Responsibilities, which includes Statement of 
Rights, Responsibilities and Authority of Certificated Staff; KMAB, Parents' Rights and Responsibilities; and 
JFD, JFD-R, and JFD-E Harassment, Intimidation, and Bullying of Students.  School principals will meet 
with staffs annually to review and/or make recommendations regarding building disciplinary standards and 
procedures to ensure uniform understanding and enforcement.  The delivery and acknowledgement of 
these items may take place electronically. 

Section 18.4 Employees shall have the authority to exclude from their classrooms or activity area any student who 
creates a disruption of the educational process in violation of the building disciplinary standards for all or 
any portion of the balance of the school day, and up to the following two (2) days, or until the principal or 
designee and teacher have conferred, whichever occurs first: provided that, except in emergency 
circumstances, the teacher shall have first attempted one (1) or more alternative forms of corrective action; 
provided further that, in no event, without the consent of the teacher, shall an excluded student be returned 
during the balance of that class or activity period.  

   Prior to readmission of a student, following suspension or discipline in excess of five (5) days as per 
procedures outlined in District policy, there will be a written statement to all parties (teacher, principal, 
parents/guardians, and student) as to the future expected behavior of the student. 

Section 18.5 Certificated staff are authorized to use reasonable force toward a student or another person as part of their 
assigned responsibilities when an employee is threatened with injury, or comes to the aid of another person 
about to be injured, or to prevent malicious interference with real or personal property, which is in their 
possession, or in the possession of another employee or student on school premises. 

Section 18.6 The behavior plans of specifically identified, disruptive students will follow the student from grade to grade. 
Plan modifications will be made as needed. 

Section 18.7 Students who have exhibited, or have a history of violent or threatening behavior will be identified to the 
student’s assigned staff, and to other staff on a need-to-know basis, as soon as the information is known. 

 

ARTICLE 19 LEAVES  

Section 19.1 If the employee fails to return at the expiration of any leave, this action will terminate the employee's 
contract with the District.  Inappropriate use of leave may result in discipline. 

Section 19.2 Sick Leave (Illness, Injury and Emergency) 
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Section 19.2.1 Sick Leave At the beginning of each contracted school year the employee will be credited with an 
advanced leave allowance of twelve (12) days with full pay to be used for absence caused by illness, 
injury or emergency of the employee or immediate family member of the employee.  Employees under 
contract with the District as part-time employees will receive up to twelve (12) days leave prorated 
based on FTE. 

   "Immediate family" for purposes of this section shall be defined as the employee's spouse, son or 
daughter, parent, parent-in-law, grandparents or anyone permanently living at the employee's 
residence and considered part of the family. 

    A. All twelve (12) days may be used for illness or injury. 

    B. Up to three (3) days may be used per year for emergencies as defined in Section 19.3. 

    C. Employees who adopt and/or foster a child(ren), may take up to twenty-five (25) days for initial care 
of the child(ren).  When both adoptive and/or foster parents are employed by the District, such 
leave can be used consecutively. 

    D. In the case of the birth of a child, when both parents are employed by the District, the non-birth 
parent may use his/her sick leave for up to six (6) calendar weeks after the birth parent’s temporary 
disability leave for childbirth has expired, in lieu of taking leave to care for the birth parent. 

    E. Each employee's portion of unused leave will accumulate from year-to-year up to a maximum of 
204 days.  

    F. Whenever possible, employees should schedule medical appointments outside of the regular 
workday.   

    G. Should an employee be gone from the assigned work site for less than a half day, the employee 
will be charged the amount of sick leave for only the time that they are gone, rounded to the 
nearest quarter hour.  

    H. A certificated employee may take up to a half day or a whole day of sick leave for medical 
appointments and shall be charged accordingly against their accumulated sick leave balance. 

  Section 19.2.1.1 Employees with experience in other Washington school district(s) will, upon request, be 
allowed to transfer to the District any sick leave accumulated in the other Washington school 
district(s), in accordance with state statutes. 

  Section 19.2.1.2 Employees terminating employment will lose the benefit of any cumulative sick leave, except 
that forty-five (45) days may be credited for purpose of retirement in accordance with law. 

  Section 19.2.1.3 If an employee is absent for more than five (5) consecutive work days, the District reserves the 
right to request a doctor's certificate for absences due to illness or injury.  

Section 19.3 Emergency Leave Conditions for granting emergency leave, which comes out of sick leave, are as follows: 

   A. Situations in which pre-planning by the employee is not possible, is serious, is essentially unavoidable, 
is of importance, and is not one of mere convenience. 

    1. Some examples of situations that qualify for emergency leave are: 

     a. Threat to an employee's property (flooding, storm, fire, etc.). 

     b. Attend the funeral service of a non-covered family member or close family friend (limited to one 
(1) day). 

     c. Other emergency events requiring time away from assigned duties and which are beyond the 
control of the employee or which cannot reasonably be anticipated or avoided and fall under 
the definition above. 

   B. Requests for additional emergency leave, without any deduction from salary, may be determined and 
granted by the Superintendent or designee in excess of days granted above. 

Section 19.4 If an employee is granted leave without pay, a deduction of the full amount of the employee's salary and 
compensation as appropriate will be made for each day's absence, beginning with the first day. 

Section 19.5 Shared Leave The Superintendent or designee will administer the shared leave program in accordance 
with law.  
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Section 19.6 Temporary Disability Leave Employees, subject to this Agreement, who are unable to perform the 
functions of their position for medical reasons, may request a temporary disability leave. Temporary 
disability leave may be granted for illness, injury, surgery, or because of pregnancy or childbirth and may 
only be granted for the period of actual disability and up to one (1) year with the possibility of an extension. 

 Section 19.6.1 The employee will notify his/her immediate supervisor and the Superintendent or designee, in writing 
as to the nature of the expected disability, the beginning date and the expected duration, as verified by 
a qualified physician. If possible, such notification will be made at least sixty (60) calendar days prior to 
the starting date of the leave. The actual starting date of the leave will be determined as necessary to 
protect the quality of the instructional and supportive programs, the desire of the employee, and the 
employee's attending physician. The District may require a doctor's certification that the employee is 
able to continue to work during that period between the request for the leave and its commencement 
without jeopardizing the employee's health or the safety of others. 

   Expiration of the temporary disability leave will be when the employee's attending physician confirms 
the ability of the person on temporary disability leave to resume the duties of the assigned position. 

 Section 19.6.2 Upon return from temporary disability leave, the employee will be returned to the same position he/she 
held prior to the leave provided such position is available, and the leave did not exceed one (1) full 
school year, or in the case of leave which commenced during a school year, the duration of the school 
year, subject to any applicable District policies or collective bargaining agreement provisions including 
those pertaining to reductions in programs, services and personnel. If the position is no longer 
available, the employee will be placed in another similar position. 

 Section 19.6.3 An employee on approved temporary disability leave will retain accrued sick leave under Section 19.2.1 
and seniority rights. Employees granted temporary disability leave shall apply any accrued sick leave to 
the period of temporary disability leave, except that five (5) days of accrued sick leave may be reserved 
for subsequent and different disabilities upon formal request for such reservation. Leaves in excess of 
sick leave benefits, excluding the five (5) accrued sick leave reserve days, if so reserved, will be 
without pay. 

Section 19.7 Family Medical Leave Act/Family Care Leave Act 

   The superintendent or designee will administer the Family Medical Leave Act/Family Care Leave Act in 
accordance with law. The Family and Medical Leave Act of 1993 (FMLA) sets a threshold for eligibility of 
one thousand, two hundred fifty (1,250) hours worked in the twelve (12) months prior to the start date of the 
requested leave.  For calculation purposes to determine eligibility for FMLA, the District and Association 
agree to include time worked under the Responsibility Contract.  For FMLA eligibility calculation purposes 
only, the Responsibility Contract will be equivalent to one hundred thirty-nine (139) hours. 

Section 19.8 Bereavement Leave 

 Section 19.8.1 Bereavement Leave In the event of a death in the immediate family/household of the employee, an 
absence of up to five (5) work days with pay will be permitted. 

   Employees may use emergency leave per Section 19.3 to attend the funeral services of a non-covered 
family member or close family friend. 

    Bereavement leave will be non-accumulative. 

Section 19.9 Annual Leave Employees shall be granted up to three (3) days (prorated by FTE) with pay per year for 
annual leave which can only be taken in half or full-day increments. If possible, annual leave should be 
scheduled at least forty-eight (48) hours in advance. Annual leave may not be used on the first or last day 
of school. A teacher may not take annual leave on a full LEAP day without prior approval. Requests for 
annual leave may not be made in excess of employee’s annual leave balance/projected balance. No more 
than forty (40) employees per day may access annual leave.  However, on Fridays and the day before and 
after holidays and school breaks the limit shall be no more than thirty-five (35) employees per day 
accessing annual leave. Such limits will apply to employees requiring substitutes. Annual leave will be 
allocated on a first-come, first-served basis. Any exception must be approved by the Superintendent or 
designee.  Employees using annual leave during early release LEAP Wednesdays and full day LEAP will 
be responsible for the skills and knowledge covered in their absences.  

 Section 19.9.2 Accumulation of annual leave: An employee may accumulate up to thirty-seven and a half (37.5) 
hours of annual leave. In order to carry over unused annual leave, employees must request in writing 
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or via e-mail the amount of annual leave to be carried over. Such written request must be received by 
the payroll department no later than June 30.   

   Unused annual leave not requested to be carried over will be automatically cashed out at the substitute 
teacher rate of pay at the end of each school year.   

 
Section 19.10 Leave Without Pay An employee may be granted leave without pay for significant life events. Such leave 

shall not be requested/used for vacations.  Annual leave must be exhausted before requesting leave 
without pay.  The employee shall make every effort to give the District thirty (30) days prior notice. 
Requests for such leave shall be made in writing to the Human Resources Department outlining the 
extraordinary nature of the request. Should the request be denied, the employee may appeal to the Deputy 
Superintendent for consideration of the request. The decision of the Deputy Superintendent shall be final.  

Section 19.11 Leave of Absence Leaves of absence without pay and benefits for not less than one (1) semester at the 
secondary level or not more than one (1) year at either level may be granted to employees, subject to this 
agreement. 

A. Upon return from a one (1) year leave of absence, the employee will be returned to the same 
building/program assigned to prior to the leave, provided such position is available and the leave did 
not exceed one (1) full year. 

B. Application for such leave must be made on or before the first Friday in March of the school year. The 
application must state the reason for the request. By the first Friday in March of the year of the leave, 
the employee will give written notice of his/her plan to return to the District. Failure to provide notice of 
return will be deemed that the employee has resigned. 

C. A one (1) year leave of absence may be granted for the year following the expiration of the initial leave 
of absence for the purpose of completion of an approved program. Such leave will be without pay or 
benefits. 

D. Upon return from a leave of more than one (1) year, the employee is not guaranteed an identical 
assignment held prior to taking the leave, but will be assigned to a position of equivalent nature, subject 
to the collective bargaining agreements. 

Section 19.12 Public Office Leave Upon the recommendation of the employee's immediate supervisor and the 
Superintendent or designee, and subject to the approval of the Board, an employee will be granted leave 
without pay or benefits for a period not to exceed one (1) year. Extension of such leave may be granted 
upon reapplication. The employee must show evidence that he/she has been duly elected or appointed to 
an official public office. 

Section 19.12.1  Applications for such leave must be made as soon as possible following certification of the election or 
appointment. The employee on leave must notify the District by February 15 of his/her plan to return 
to active employment for the ensuing year. Failure to do so will be deemed resignation from 
employment. 

Section 19.12.2  Employees returning from such leave are not guaranteed the identical assignment held prior to taking 
the leave, but where possible will be returned to a position equivalent to the one held before the 
leave, subject to any applicable District policies or this Agreement, including those pertaining to 
reductions in program, services and personnel. The employee will not advance in experience on the 
salary schedule, nor will the employee be eligible for employer-paid benefits while on leave. 

Section 19.13 Obligatory Leaves 

Section 19.13.1  Child Care Leave Any employee may request long-term child-care leave without compensation for 
the purpose of legally adopting a child or care for a child up to school age or a medically ill 
dependent child. Leave for such a purpose will be for not more than two (2) instructional school 
years for each occasion. However, the maximum number of consecutive years that will be granted 
is four (4). Such leave will be exclusive of any temporary disability leave granted for childbirth. 

   If a child-care leave commences after the conclusion of the first semester for secondary staff or 
after winter break for elementary staff, such time will not count against the two (2) years. 
Specialists who are assigned at both levels will be treated as secondary staff under this provision. 

  Section 19.13.1.1  To request such leave, the employee should submit a leave of absence request form to Human 
Resources. Such request, when possible, will be made at least thirty (30) calendar days in 
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advance of the proposed starting date of the leave and clearly state the intended purpose and 
duration of the leave. 

  Section 19.13.1.2  The actual starting date of the leave will be determined as necessary to protect the quality of 
the instructional program and the desire of the employee and the attending physician, where 
applicable. The overriding concern will be the fulfillment of the goals of the District.  The return 
date shall be at either the beginning of the school year or the beginning of second semester at 
the secondary level and following winter break at the elementary levels or as otherwise 
approved by the Director of Human Resources. 

  Section 19.13.1.3  Long-term child care leaves for employees will be without compensation and employer-paid 
benefits except as those provided in Section 19.13.1.7.  Employees will also retain all seniority 
and benefits accrued and will be able to self-pay for those insurance plans which allow such 
payment. Seniority will not accrue during such leave. 

  Section 19.13.1.4  Employees who have been granted disability leave for childbirth reasons under Section 19.2.1 
may apply for and may be granted further leave under child care leave. 

  Section 19.13.1.5  Upon return from a one (1) year child care leave, the employee will be returned to the identical 
position held prior to the leave, provided such position is available subject to any applicable 
District policies or collective bargaining agreement provisions including those pertaining to 
reductions in programs, services and personnel.  Should the identical position not be available, 
the employee will be assigned to an equivalent position.  Should the child care leave exceed 
one (1) full school year (notwithstanding the case of leave which commenced prior to winter 
break for elementary staff or prior to the beginning of second semester for secondary staff), the 
returning employee will be assigned to a similar position.  

  Section 19.13.1.6  If the child care leave granted is for more than one (1) year but no more than two (2) years, the 
employee will be returned to the same or an equivalent position. 

  Section 19.13.1.7   Employees may use their accrued sick leave while on childcare leave.  

 Section 19.13.2   Adoption/Foster Parent Leave Adoption leave may be granted to either or both parents for a 
period of up to five (5) days with pay. Such leave may be used for court and legal procedures, 
home study and evaluation, and required home visitation by the placing agency. See also Section 
19.2.1, which provides up to twenty-five (25) days of additional leave from the employee’s sick 
leave.  If both parents are employed by the District, each employee may use their leave 
consecutively.   

 Section 19.13.3   Jury Duty and Subpoena Leave Upon receipt of a jury summons or a subpoena, the employee 
will immediately notify his/her administrator and the Human Resources Department. The employee 
will be required to furnish a signed statement from an officer of the court as proof of jury service or 
of witness service. The employee’s pay will not be deducted for required court proceeding(s) 
associated with jury service or compliance with a subpoena that arises from his/her employment 
and in the interest of the District. 

   If the employee is plaintiff or defendant in a case, there will be no compensation, except out of 
defensive judicial proceedings arising from the nature of his/her employment in the interest of the 
District. 

 Section 19.13.4   Military Leave Military leave, whenever possible, will be scheduled during non-contractual days 
and will be granted in accordance with law.  Employees called to active duty will be provided all 
rights in accordance with all applicable laws.  

 Section 19.13.5   Religious Observances - Absence from Work Employees whose religious affiliations require 
observances of mandatory holy days on days when school is in session will be granted up to three 
(3) days leave for this purpose.  

   The employee shall make up each day missed by performing professional tasks under the 
supervision of his/her principal or supervisor on a mutually agreeable non-school, non-per-diem day, 
which falls between five (5) workdays before the opening and five (5) workdays after the closing of 
the employee’s current contract year. The make-up-date(s) will be specified on the leave request 
form and shall be performed in increments determined by the staff member and his/her principal or 
supervisor.  
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   Accountability for making up the days will rest with the employee and the principal or supervisor. 
An employee desiring to take leave under this section must notify his/her principal or supervisor 
three (3) school days in advance of the requested leave. 

 Section 19.13.6  Association or Affiliate Leave Upon written application, the District will grant a leave for length of 
term for any employee who can show evidence that he or she has been duly elected or appointed 
to any office in the Association or its affiliate organizations. 

  Section 19.13.6.1  While on said leave, the employee will be entitled to the same wages and benefits as if he/she 
were teaching in the District. This section will apply providing that the District is reimbursed the 
dollar amount equal to the salary and benefits paid to the employee while on leave. Such 
payment will be made on or before the 20th of each month during such leave. 

  Section 19.13.6.2  Upon return from Association leave, the employee will be returned to the same position he/she 
held prior to the leave, provided such position is still available and the leave did not exceed 
three (3) school years, subject to any applicable District policies or collective bargaining 
agreement provisions, including those pertaining to reductions in programs, services and 
personnel. If the position is no longer available or the leave exceeds three (3) school years, the 
employee will be placed in similar position. 

  Section 19.13.6.3  Leave under this provision may be extended upon official notification from the employee and 
the organization or association involved. 

 Section 19.13.7 Association Business Leave The District will grant up to sixty-five (65) days per year, with 
additional days as per current practice, to employees for the purpose of Association business. 
Requests will be made to the Superintendent or designee and such leave will be granted, provided 
that the leave does not present a hardship on the educational program in any school. The 
Association will reimburse the District the cost of necessary substitutes. 

 

ARTICLE 20  SALARIES, STIPENDS AND EXTENDED CONTRACTS 

Section 20.1 All salary and compensation increases (including increments, educational advancements, and benefits) are 
granted only on the basis that such increases will not cause the District to violate any applicable law, the 
Appropriations Act or any rules or regulations adopted pursuant to state statutes dealing with salary and 
compensation issues. In the event any such violations should occur, the District agrees to meet with the 
Association to determine an appropriate method of adjusting bargaining unit salaries and compensation to 
a level which will insure conformity to such laws, rules, and regulations. Such adjustment will be made as 
soon as practical. 

Section 20.2 Salary Schedules and Stipend Schedules 

   Salary Schedules and Stipend Schedules for the duration of this agreement shall be incorporated into this 
agreement when ratified by the Association and the District. 

   For 2017-18, the salary schedule will be as shown in Appendix A1. If the State increases base salaries, 
such increase will be deducted from the Responsibility Contract and added to the base.  For 2017-18, the 
schedule shown in Appendix A1 shall be inclusive of any Cost-of-Living-Adjustment provided by the State.  

   The District also agrees to adjust stipend and chairperson schedules by the same percentage as is applied 
to the salary schedule. The same percentage increase shall apply to all bargaining unit members and said 
adjustment will be computed as set forth in this article. 

 Section 20.2.1 On or about April 1 of each year of the contract and upon District receipt of compliance data from the 
Superintendent of Public Instruction for each year, the District and the Association will review the 
compensation data for certificated personnel as reported to the State Superintendent of Public 
Instruction on the Form S-275 as updated by the District. 

   If the SPI data indicates that there remains additional capacity within the current Legislative Evaluation 
Accountability Program Document, the District will thereupon effectuate an annual salary increase 
designed to raise annual salaries to the maximum level allowed under such Legislative Evaluation 
Accountability Program Document, provided that the same dollar percentage will be applied to the 
annual salaries of all bargaining unit members, and provided further that no such adjustment will be 
made if it would be less than an average of $15.00 per FTE on an annual basis. Such adjustment will 
be paid either in a lump sum or over the remaining warrants, as determined by the District. The salary 
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schedules, Appendices A, C & D (except Professional Fund and Incentive to Attract and Retain), will be 
amended to reflect the difference; provided that educational advancement entitlements have been met 
to the fullest allowable under compliance limitations. 

 Section 20.2.2 Any retroactive salary adjustment made per Section 20.2.1 shall only apply to the base employment 
contract and supplemental employment contract as provided in Appendices A, C & D.  No retroactive 
adjustment will be made for compensation earned from working other non-contracted compensation. 

 Section 20.2.3 Over/Underpayment The District and the Association agree that in situations where a bargaining unit 
member has been paid incorrectly, the period of time to be considered for reimbursement shall be one 
(1) year from the date of discovery. This will pertain to instances in which the member owes the District 
money due to overpayment and instances in which the District owes the member money due to 
underpayment. 

Section 20.3 Experience Increments and Educational Advancement 

   The District will provide experience increments and educational advancement for credit on file, which will 
commence in September of each year of this agreement, provided such experience increments and 
educational advancements will be within the legal limits for salary increases; and provided further that if the 
legislature does not provide any increases for salaries for any one (1) year for non-supervisory personnel, 
then the salary increases for experience and educational advancements for non-supervisory personnel 
shall be limited to the funds authorized by the legislature for non-supervisory personnel for increments and 
educational advancements. 

 Section 20.3.1 All educational credit for salary schedule advancement must be filed with the District by September 30 
of each year of the contract. Employees hired after the first day of the school year must have their 
college and experience credits on file with the Human Resources Office by October 15 or within thirty 
(30) days, whichever is later. Failure to meet such time line will cause the employee to lose 
consideration for such credits until the following school year. 

 Section 20.3.2 On or about November 1 of each year of the contract the District will assess compliance data to 
determine the effect of the payment of educational advancement and experience increments on 
compliance. If the District is not in compliance as a result of granting educational advancements or 
experience increments, the District and Association will meet to mutually determine the method to bring 
the District into compliance as follows: 

    A. Adjust the payment or pro rata payment of educational advancements and experience increments; 
and/or 

   B. To mutually determine the method of repayment for any funds paid to employees in the amount in 
excess of the compliance requirements. 

Section 20.4 Supplemental Compensation  

   Supplemental compensation will be paid by separate contract pursuant to law according to the rates and 
amounts specified in Appendices A & D to this agreement. Such compensation so paid shall not be 
deemed an increase in salary or compensation for the purposes of RCW 28A.400.200. Supplemental 
contracts are for one (1) year only. No person contracted for such a position should assume that said 
assignment would continue for more than one (1) year. 

 Section 20.4.1 Extra days  Extra days shall be paid at the employee’s per diem rate. These days are LEAP days.  

 Section 20.4.2 Extended Days  Extended days shall be paid at the employee’s per diem rate. Extended contracts will 
be issued to all employees who are required, due to the nature of their regular duties, to devote 
additional time beyond the regular school day or school year. The District must authorize extended 
contracts. 

 Section 20.4.3 Per Diem Daily Rate An employee on an extended contract who is authorized to work additional days 
beyond the school year will be paid a daily rate determined by dividing the employee's salary by the 
number of days in the base contract. 

  Section 20.4.3.1 Per Diem Hourly Rate The employee's hourly rate will be determined by dividing his/her daily 
rate by seven and one-half (7.5) hours. 

 Section 20.4.4 Stipends A complete list of all allocated stipends will be given to staff each year. Any certificated staff 
member who is interested in any position should notify the principal of said interest. The principal will 
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make all decisions surrounding the filling of stipend positions. Stipends listed in Appendix D if allocated, 
and if offered, must be filled by certificated staff. 

 Section 20.4.5 Professional Fund For each year of the contract, each employee will have two-thousand dollars 
($2,000) available for the following purpose(s): 

  Employees may use this fund in increments of $250 for any of the above. Employees must make an 
election on the use of this fund by October 15.  Use of this fund for reimbursement is applicable only 
when related to the employee’s current or potential assignment. Instructional materials purchased will 
remain the property of the District, but may be taken with the employee to their new work location, 
should they transfer within the District. 

  Section 20.4.5.1 All teachers hired new to the District who complete and submit their contractual paperwork to 
Human Resources by August 15 of their year of hire, will be provided the Professional Fund in 
the August pay.  The following formula will be used to determine the amount of Professional 
Fund monies that will be included in the August pay period: 

           FTE  Professional Fund Amount 

        .6 to 1.0  $2,000 

        .1 to .59  $1,000 

   Appropriate adjustments for increased FTE will be reflected in new employees’ November pay 
period. 

 Section 20.4.6     Curriculum Rate  

  Any additional time worked, not paid pursuant to Sections 20.2 through Section 20.4.5 shall be paid 
at the curriculum rate specified in Appendix A1.   

Section 20.5 Incentive to Attract and Retain High Quality Teachers 

   Based upon years of experience as established in Section 21.1.1 employees will receive the following: 

      0-4 teaching years  Five hundred ($500.00) dollars    

      5-9 teaching years  One-thousand ($1,000) dollars  

     10-16 teaching years  Two-thousand ($2,000) dollars 

     17-20 teaching years  Twenty-eight hundred ($2,800) dollars 

     21-24 teaching years  Four thousand dollars ($4,000) dollars     

     25 +   teaching years  Nine thousand ($9,000) dollars 

 

 

ARTICLE 21 SALARY FACTORS OF COMPENSATION 

Section 21.1 Experience and education will determine placement on the salary schedule. 

 Section 21.1.1 Experience 

   A. Previous experience will be recognized in full as prescribed by statute and OSPI regulations 
(WAC). 

   B. Substitute teachers whom the District hires into contracted positions shall be given credit on the 
salary schedule for documented substitute teaching experience as provided by statute and OSPI 
regulations (WAC). 

 Section 21.1.2 Education 

    A. A Bachelor’s degree will constitute the minimum academic requirement for employment. 

   B. Credits will be recognized in accordance with state guidelines for placement on the salary 
schedule. 

    C.  No salary change will be made until corresponding credits are filed with and evaluated by the 
Superintendent or designee. An official transcript will serve as the documentation.  
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   D. Clock hours will be recognized for purposes of advancement on the salary schedule in accordance 
with state guidelines. When possible, the District will make clock hours available for district-offered 
professional development programs. 

 

  Section 21.1.2.1 BA 135 Cap:  Employees hired for the 1992-93 school year or before had until September 30, 
1994 to attain Lane D with a BA + 135. 

   Grandfathered Salary Placement:  Commencing with new hires for the 1986-87 school year 
and continuing thereafter, only experience and educational credits which the state recognizes 
for salary allocation purposes shall be credited for salary placement. 

  Section 21.1.2.2 Salary Placement of Non-Degreed Vocational Teachers:  The following procedure shall 
govern the placement of the non-degreed vocational teachers on the Association salary 
schedule.  

     a. A current probationary vocational certificate valid for two (2) years and renewable once 
shall be deemed equivalent to a Bachelor's Degree. 

      b. A current initial vocational certificate valid for four (4) years and renewable twice for three 
(3) years at a time shall be deemed equivalent to a Bachelor's Degree plus forty-five (45) 
quarter hours beyond the degree. 

      c. A current five-year vocational certificate renewable every five (5) years shall be deemed 
equivalent to a Bachelor's Degree plus ninety (90) quarter hours beyond the degree. 

      d. A current renewed five-year vocational certificate shall be deemed equivalent to a 
Bachelor's Degree plus one hundred thirty-five (135) quarter hours beyond the degree. 

      e. Experience credit beyond the three (3) years (6,000 hours) required for the certificate shall 
be granted for initial placement on the salary schedule on the basis of one (1) experience 
step for each two-thousand (2,000) hours of verified work experience at the journeyman 
level or equivalent fully qualified level in the occupational field for which the vocational 
certificate is issued. 

      f. District prior-approved work experience in the relevant vocational field earned after the first 
year of teaching vocationally approved courses shall be recognized at the rate of twenty 
(20) quarter hours of graduate college credits for each two-thousand (2,000) hours of work. 

    Nothing in this section shall be construed as restricting teachers of state approved 
vocational classes from advancing on the salary schedule in accordance with other 
provisions of the Agreement in the same fashion as other certificated employees.  

 

ARTICLE 22 INSURANCE  

Section 22.1 Insurance Benefits 

   For the duration of the contract, the full state contribution (without deduction for Health Care Authority 
subsidy) will be made available to each full-time equivalent employee per month to be used toward the cost 
of insurance. For each certificated employee working half-time or more, but less than full-time, insurance 
will be paid in proportion to the full-time equivalent. Such contribution will first be used to pay the premium 
for full-family dental insurance, long-term disability insurance, term-life insurance and full-family vision.  Life 
insurance will be provided in an amount equal to the employee's base salary rounded to the nearest one-
thousand dollars ($1,000), up to a maximum of fifty-thousand dollars ($50,000).   

   The balance of the contribution will be used for the actual cost of the health or medical premium. 
Employees will be required to pay a minimum of ten ($10.00) dollars per month toward the cost of their 
medical insurance premiums. 
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Section 22.2 Pooling 

   Any unspent balance from Section 22.1 will be pooled among all full-time bargaining unit employees for 
payment of medical premiums, up to the actual cost, until the pool is exhausted.  The Association shall 
determine employee eligibility for participation in the pool. 

   The funds saved by the District from bargaining unit members utilizing Section 125 Medical 
Reimbursement and Dependent Care plans will be added to the employee benefit pool. 

   Spouses/domestic partners who both work for the District and are in the LWEA bargaining unit may have 
one spouse/domestic partner choose to opt out of the individual medical insurance coverage, and transfer 
the dollar amount of his/her allocated medical insurance coverage for use by the other spouse/domestic 
partner to insure both employees and/or their children. 

Section 22.3 New Employees Duty To Enroll 

   New employees must sign up for insurance in the Payroll Office by October 15 or thirty (30) days from date 
of hire or they will be ineligible for insurance coverage until the next open enrollment period. 

Section 22.4 403(b) Plans 

   The District shall offer 403(b) plans in accordance with applicable law.  

Section 22.5 Liability Coverage 

   The District will provide liability coverage for employees against claims for damages caused by that 
employee while performing his or her duties as an employee of the District. 

Section 22.6 Personal Property 

   The District or its insurer(s) will reimburse the employee for loss or damage exceeding twenty-five dollars 
($25.00) but not more than one thousand dollars ($1,000.00) to personal property caused while such 
employees are engaged in the maintenance of order and discipline, or the protection of school personnel, 
school property or students.  

   To the extent the District's insurance policy provides coverage and subject to the policy exclusions and 
limitations, the District agrees to pay loss incurred by an employee who sustains unforeseen, unexpected, 
or unintended damage to the employee's personal property (excluding automobile) while the property is on 
District premises, and is being used for the purposes usual, customary and incidental to the employee's job 
duties. 

   Items of value over two hundred dollars ($200.00) shall be registered at the office if the item is to remain in 
the building overnight. 

   If property damage occurs in situations of authorized use of District equipment off school premises where 
reasonable care has been taken to protect such property, the District will be responsible for any uninsured 
expenses, including the insurance deductible and the replacement of the equipment at its discretion. 

 Section 22.6.1  Such insurance will not apply to the extent that any valid and collectible insurance, whether on a primary, 
contingent or excess basis, is available to any employee under any other policy of insurance. 

Section 22.7 Workers Compensation 

   Whenever an employee is absent from employment as a result of personal injury sustained in the normal 
course of employment and in the performance of his/her duties, the employee will be paid the difference 
between the employee's total compensation and state industrial insurance compensation for a period of 
such absence up to eighteen (18) months, or thirty-six (36) months if the injury is the result of a physical 
assault, from the date of injury. No part of such absence will be charged to annual or accumulated sick 
leave. The District reserves the right to require an examination of such employee by a physician designated 
by the District at District expense. 

Section 22.8 Malpractice 

   The District will provide malpractice coverage for psychologists, occupational therapists and physical 
therapists, speech pathologists, and counselors. Coverage shall be a minimum of five-hundred-thousand 
dollars ($500,000). 
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Section 22.9 Alternative Pre-Tax Deduction IRS Section 125 

   The District will provide for processing payroll deductions for medical, life insurance, and other insurance 
premiums as allowed within IRS Section 125 on a pre-tax basis when elected by individual employees. 

 Section 22.9.1 The District will establish a Section 125 plan providing for pre-tax payroll deductions. Deductions, which 
qualify, include payment of dependent care expenses and un-reimbursed medical expenses as allowed 
under IRS Section 125. Deductions accrued in excess of expenses withdrawn are forfeited to the District 
at the end of the plan year. The District will pay related administrative costs and establish administrative 
procedures. If the Section 125 deduction should not continue to be exempt from Social Security, the 
District and the Association will meet and determine how administrative costs will be paid. 

Section 22.10 Insurance Standing Committee 

   A joint standing insurance committee will be composed of proportional representation from all employee 
groups and appropriate central office administrators. The committee will review insurance programs offered 
by the District, the premium schedules, and make recommendations for changes. The committee will report 
periodically to the Deputy Superintendent and the presidents of various employee groups. 

 

ARTICLE 23 TRANSFER AND REASSIGNMENT  

Section 23.1 The District and Association recognize the desirability of making assignments that consider the interests 
and aspirations of employees.  To this end, the District will make transfers and reassignments requested by 
employees in accordance with the provisions of this Article.  In the event of a layoff, however, the voluntary 
transfer and reassignment procedures may be set aside 

Section 23.2 Notification of Transfer and Reassignment Procedures 

The District and Association will jointly inform employees of the transfer and reassignment procedures prior 
to January 15 of each school year. 

Section 23.3 Definition 
Section 23.3.1 Vacancies:  A vacancy is a full or part-time continuing contract opening which may result from 

retirement, resignation, promotion, death, termination, or creation of a new position.  The decision as 
to whether or not to fill a vacancy will rest solely with the District. 

Positions held by non-continuing contracted employees after May 15 will be considered vacancies for 
the purpose of transfer, except for those positions that are directly related to a right-to-return leave 
replacement (e.g. a one-year child care leave, Teachers on Special Assignments, etc.). 

Upon request from the Association, the District will provide the Association with a list of current 
vacancies. 

The District may fill vacancies with long-term substitutes, provided such vacancy does not exceed 
eighty-nine (89) school days. 

Section 23.3.2  Classroom Teachers/Library Media Specialists/Elementary and Secondary Counselors:  
Employees who are primarily assigned to the instruction of students in the general education 
classroom, library media specialists, elementary and secondary counselors are considered 
employees who are eligible for a transfer to a different work site. 

Section 23.3.3 Specialists in Programs:  Employees who are in the following categories are considered to be 
specialists in a program who are eligible for a reassignment to a different work site:  Preschool 
through K-12 Special Education teachers, elementary Safety Net, ELL, elementary PE and music, 
elementary Quest, OT, PT, SLP, Vision/Orientation/Mobility, psychologists. 

Section 23.3.4 Teachers on Special Assignment:  Employees who are in the following categories are considered  
to be Teachers on Special Assignment (TOSA):  Professional Development specialists, program 
specialists, consulting teachers, etc. 

Section 23.3.5 Building Seniority:  Building seniority is the number of consecutive years a classroom teacher, 
library media specialist, or counselor’s majority assignment has been in a particular building.  Partial 
years and partial FTE count as full years for the purpose of building seniority. 



 
 

38 

Section 23.3.6 Program Seniority:  Program seniority is the number of consecutive years a specialist has been 
assigned to a particular program.  Partial years and partial FTE count as full years for the purpose of 
program seniority. 

 Section 23.3.7 District Seniority:  District seniority is the amount of time the employee has been employed by the 
District.  District seniority is determined by the employee’s contractual start date, not the date the 
employee received, signed or returned a letter of intent or verbally committed to a contract. 

 Section 23.3.8 Overall Experience:  Overall experience is the number of years of experience as recognized by the 
State of Washington for salary placement purposes. 

Section 23.4 Requests for Transfers by Classroom Teachers, Library Media Specialists, Elementary Counselors 
and Secondary Counselors 

   Prior to the first Friday of March in each school year, eligible classroom teachers, library media specialists 
and counselors on a continuing contract may file a request for transfer for the following school year.  Such 
requests will be made through an electronic form provided by the Human Resources Department.  The 
employee will indicate the position(s) and locations to which he/she is specifically interested in transferring. 

 Section 23.4.1  Procedure 

    A. Teachers in Choice Schools and elementary Quest are eligible to use this process to request a 
transfer to a regular education classroom opening, subject to the provisions in this section. 

    B. The transfer list will remain active from the first Friday in March through the end of the workday on 
August 1. 

    C. Transfers are limited to vacancies both at the employee’s current level (i.e. elementary to 
elementary, middle school to middle school, high school to high school) and current position (i.e. 
classroom teacher to classroom teacher, library media specialist to library media specialist, 
elementary counselor to elementary counselor, secondary counselor to secondary counselor). 

    D. The transfer procedure shall not be used to increase or decrease an employee’s contractual status, 
such as going from part-time to increased part-time or full-time. 

    E. The District may set aside the voluntary transfer provision of this agreement for up to a combined 
total of fifteen (15) reassignments/transfers per year.  The District will notify the Association when 
this procedure is set aside and the reason for doing so. 

    F. An employee will be qualified to transfer to a position if that employee has the required certification 
and qualifications in compliance with state and federal law, and has received an overall proficient 
summative evaluation rating for at least the two (2) successive years directly prior to the time of the 
transfer request. 

1. If there is one (1) qualified applicant for a vacancy, that applicant will be offered the vacant 
position. 

2. If more than one (1) qualified applicant applies, the person who has been at his/her current 
building the longest (highest building seniority) will be offered the transfer. 

3. If the applicants have equal building seniority, the transfer will be offered to the person placed 
on the higher educational lane on the salary schedule. 

4. If the applicants have the same building seniority and are on the same educational lane, the 
transfer will be offered to the person with the most overall experience. 

5. If all of the above are equal, the transfer will be determined by lottery. 

G. The employee identified for transfer will have a conversation with the principal of the receiving 
building as soon as possible.  Every effort should be made to have this conversation face-to-face. 

H. Employees will have two (2) business days to respond to a transfer offer.  It is the employee’s 
responsibility to notify the Human Resources Department of any change in contact information. 

I. An employee will be removed from the transfer list when the employee has declined two (2) 
transfer offers to his/her requested positions.  An employee will not be removed from the list if 
he/she declines an offer for a transfer to a position not requested. 
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J. The District will provide five (5) days of transition time (prorated by FTE) paid at the employee’s per 
diem rate for those classroom teachers, library media specialists, and counselors who have been 
located in the same building for five (5) or more consecutive years. 

Section 23.5 Involuntary Transfers of Classroom Teachers, Library Media Specialists, Elementary and Secondary 
Counselors 

Section 23.5.1 When the need exists for an involuntary transfer of a classroom teacher, library media specialist, 
elementary counselor or secondary counselor, the following procedure will be applied: 

  The unit administrator will first inform the total certificated staff within the unit of the need for transfer 
and the reason for the need.  The unit administrator will then call for volunteers for transfer.  If there is 
more than one (1) volunteer, the employee transferred will be selected in accordance with Section 
23.4.1 F. 

A. In the event no certificated staff member volunteers, or the volunteer lacks the required 
qualifications for the transfer position, the individual to be transferred will be selected in accordance 
with the procedures outlined in Appendix L. 

B. When the District can demonstrate a need to involuntarily transfer an individual in order to protect 
the quality of the instructional program and/or the welfare of the individual, the transfer may be 
made without following the procedures of this provision. 

C. The employee involuntarily transferred will retain his/her building seniority. 

D. The District will provide five (5) days per diem pay (prorated by FTE) for transition time for any 
employee who is involuntarily transferred to a new assignment. 

Section 23.6 Requests for Reassignment by Specialists 

 Section 23.6.1   Prior to the first Friday of March each school year, eligible specialists in a district-wide program 
(Preschool through K-12 special education teachers, elementary Safety Net, ELL, elementary PE and 
music, elementary Quest, OT, PT, SLP, Vision/Orientation/Mobility, and psychologists) on a 
continuing contract may request a reassignment for the following school year.  Such requests will be 
made through an electronic form provided by the Human Resources Department.  The employee will 
indicate the position(s) and locations to which he/she is specifically interested in being reassigned.  
The procedure is as follows: 

      A. The reassignment list will remain active from the first Friday in March through the end of the 
workday on August 1. 

    B. Reassignments are limited to vacancies in the employee’s current specialty area (e.g. SLP to 
SLP, elementary music to elementary music, etc.). 

    C. The reassignment procedure shall not be used to increase or decrease an employee’s 
contractual status, such as going from part-time to increased part-time or full-time. 

    D. The District may set aside the voluntary reassignment provision of this agreement for up to a 
combined total of fifteen (15) reassignments/transfers per year.  The District will notify the 
Association when this procedure is set aside and the reason for doing so. 

  E. An employee will be qualified to be reassigned to a position if that employee has the required 
certification and qualifications in compliance with state and federal law, and has received an 
overall proficient summative evaluation rating for at least the two (2) successive years directly 
prior to the time of the transfer request. 

   1.    If there is one (1) qualified applicant for a vacancy, that applicant will be offered a 
reassignment to the vacant position. 

     2. If more than one (1) qualified applicant applies, the person who has been in their position 
longest (highest program seniority) will be offered the reassignment. 

      3.   If the applicants have equal program seniority, the reassignment will be offered to the 
person placed on the higher educational lane on the salary schedule. 

       4. If the applicants have the same program seniority and are on the same educational lane, 
the reassignment will be given to the person with the most overall experience. 
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   5. If all of the above are equal, the reassignment will be determined by lottery. 

    F. The employee identified for reassignment will have a conversation with the principal of the 
receiving building as soon as possible.  Every effort should be made to have this conversation 
face-to-face. 

    G. Employees will have two (2) business days to respond to a reassignment offer.  It is the 
employee’s responsibility to notify the Human Resources Department of any change in contact 
information. 

    H. An employee will be removed from the reassignment list when the employee has declined two 
(2) offers to his/her requested positions.  An employee will not be removed from the list if 
he/she declines an offer for a reassignment to a position not requested. 

    I. The District will provide five (5) days of transition time (prorated by FTE) paid at the employee’s 
per diem rate for those specialists who have been located in the same building for five (5) or 
more consecutive years. 

Section 23.7 Reassignment of Specialists by Program Administrators 

Section 23.7.1   Program administrators may reassign specialists (Preschool through K-12 Special Education 
teachers, elementary Safety Net, ELL, elementary PE and music, elementary Quest, OT, PT, SLP, 
Vision/Orientation/Mobility, and psychologists) to other buildings within their program. 

Section 23.7.2   The specialist being reassigned will be provided as much notice possible prior to the reassignment. 

Section 23.7.3   The specialist being reassigned will retain his/her program seniority. 

Section 23.7.4   The District will provide five (5) days per diem pay (prorated by FTE) for transition time when an 
employee is reassigned by a program administrator .5 or more FTE from a single building. 

Section 23.8 Transfers Between Levels/Across Disciplines/Choice Schools 

Section 23.8.1   Prior to the first Friday of March in each school year, classroom teachers, library media specialists, 
counselors and specialists may request a transfer to a different level (e.g. elementary to middle 
school, middle school to high school, middle school to elementary, Teachers on Special Assignment 
(TOSAs for multiple years returning to a classroom position, etc.), to a position outside of their 
assigned area or to a Choice School.  Such requests are subject to approval by the principal (and 
program administrator, if applicable) from the receiving building.  Requests will be made through an 
electronic form provided by the Human Resources Department.  The employee will indicate the 
position(s) and locations to which he/she is specifically interested in transferring. 

Section 23.8.2   This transfer list will be maintained separately from the regular transfer and reassignment lists, and 
will only be used for vacancies remaining after first exhausting the regular transfer/reassignment lists 
for a particular opening.  It will remain active from the first Friday in March through the end of the 
workday on August 1st. 

Section 23.8.3   This transfer procedure shall not be used to increase or decrease an employee’s contractual status, 
such as going from part-time to increased part-time or full-time. 

Section 23.8.4   An employee will be qualified to transfer to a position if that employee has the required certification 
and qualifications in compliance with state and federal law, and has received an overall proficient 
summative evaluation rating for at least the two (2) successive years directly prior to the time of the 
transfer request. 

A. If there is one (1) qualified applicant for a vacancy, that applicant will be given first consideration 
for the vacant position. 

B. If more than one (1) qualified applicant applies, the person who has the greatest building or 
program seniority will be given first consideration for the vacant position. 

C. If the applicants have equal building/program seniority, the person placed on the higher 
educational lane on the salary schedule will be given first consideration for the transfer. 

D. If the applicants have the same building/program seniority and are on the same educational lane, 
the person with the most overall experience will be given first consideration for the transfer. 

E. If all of the above are equal, the first consideration for transfer will be determined by lottery. 
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F.  The employee identified for transfer will have a conversation with the principal of the receiving    
building as soon as possible.  Every effort should be made to have this conversation face-to-
face.  The principal (and program administrator, if applicable) will have final approval as to 
whether or not to accept the transfer.  Such decision will not be grievable. 

G. Employees will have two (2) business days to respond to a transfer offer.  It is the employee’s 
responsibility to notify the Human Resources Department of any change in contact information. 

H. An employee will be removed from the transfer list when the employee has declined two (2) 
transfer offers to his/her requested positions.  An employee will not be removed from the list if 
he/she declines an offer for a transfer to a position not requested. 

I. The District will provide five (5) days of transition time (prorated by FTE) paid at the employee’s 
per diem rate for those employees who have been located in the same building for five (5) or 
more consecutive years. 

Section 23.9  Teachers on Special Assignment:  Teachers who move to a Teacher on Special Assignment (TOSA) 
position (e.g. Professional Development specialist, program specialist, etc.) will have the option of returning 
to their previous position and/or building immediately after completing their first year as a TOSA. Their 
previous building/program seniority will be reinstated. 

 

After being in the assignment for more than one (1) year, TOSAs who wish to be reassigned may place 
their name on the transfer list as outlined in Section 23.8. 
 

TOSAs who are hired directly into these positions who wish to change assignments may utilize the transfer 
process as identified in Section 23.8. 
 

At the conclusion of any school year the District may reassign TOSAs to a position in their area of 
certification. TOSAs will accrue program seniority for the duration of their assignment. 

Section 23.10  Job Share 

    The terms and conditions of job sharing are outlined in Appendix M. 

 

ARTICLE 24 RETENTION, LAY-OFF AND RECALL 

Section 24.1 Definition 

   The term "lay-off" as used herein refers to action by the District in non-renewing employees due only to 
economic reasons; it will not refer to decisions to discharge or non-renew an employee for cause other than 
for such economic reasons. 

Section 24.1.1 Economic reasons necessitating lay-off include the following: 

A. Enrollment decline. 

B. Failure of a special levy or other events resulting in significant reduction in revenue. 

C. Termination or reduction of funding of categorical projects. 

D. Lack of enrollment in subject area. 

Section 24.1.2  In the event that the District anticipates a need to lay off employees for the forthcoming fiscal year, 
the District will notify the Association at least by April 15 and will provide to the Association, upon 
request, all available reports on the financial affairs of the District. 

Section 24.2     Certificated Staff Reduction 

In the event that it is necessary to reduce the number of employees for economic reasons, those 
employees who will be retained to implement the District's modified program and those employees who will 
be laid off will be identified by using the following criteria and the procedures outlined in Appendix N. 
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ARTICLE 25 NON-CONTINUING CONTRACT EMPLOYEES 

Section 25.1 Non-continuing contract employees are those hired by the District to fill vacancies created by leaves or job 
sharing situations for all or part of a school year. 

Section 25.2 Non-continuing contract employees will accrue seniority and retirement credit and will receive the same 
benefits as other members of the bargaining unit. 

Section 25.3 As vacancies occur, non-continuing contract employees will be considered as candidates for those 
vacancies providing they file a written statement of such desire with the Human Resources Office and they 
meet the minimum District and state educational requirements for the vacancy. An interview will occur if the 
employee, the principal, and appropriate Director all mutually agree that one is necessary. 

Section 25.4 Non-continuing contract employees will not be required to reapply for a vacancy in the same manner as a 
new job applicant. 

Section 25.5 Non-continuing contract employees shall be subject to all provisions of state law. 

 

ARTICLE 26 CLASSROOM TEACHER AND OTHER CERTIFICATED EDUCATOR EVALUATION  

Section 26.1 Introduction 

The evaluation procedures set forth herein shall be to improve the educational program by improving the 
quality of instruction and learning for students. The evaluation process shall recognize strengths, identify 
areas needing improvement, and provide support for professional growth.  The evaluation system will 
encourage respect in the evaluation process by the persons conducting the evaluations and the persons 
subject to the evaluation by recognizing the importance of objective standards and minimizing subjectivity.  

Section 26.1.1  The parties agree that the following evaluation system is to be implemented in a manner consistent 
with good faith and mutual respect, and as defined in RCW 28A.405.110 “(1) An evaluation system 
must be meaningful, helpful, and objective; (2) an evaluation system must encourage improvements in 
teaching skills, techniques, and abilities by identifying areas needing improvement; (3) an evaluation 
system must provide a mechanism to make meaningful distinctions among teachers/educators and to 
acknowledge, recognize, and encourage superior performance; and (4) an evaluation system must 
encourage respect in the evaluation process by the persons conducting the evaluations and the 
persons subject to the evaluations through recognizing the importance of objective standards and 
minimizing subjectivity.” Additionally, the parties agree that the evaluation process is one which will be 
implemented with collaboration between the evaluator and the bargaining unit member. 

Section 26.1.2  All teachers will be evaluated using the District’s Professional Growth and Evaluation system (PGE).  
The PGE system consists of Comprehensive and Focused Strands.  Both strands require teachers to 
set professional growth goals with their evaluator and to collect documentation / evidence 
demonstrating attainment of identified goal(s). 

Section 26.1.3  Employee evaluations will be aimed at the improvement of professional practice.  All employees will be 
evaluated during each school year in accordance with the procedures and criteria set forth in this 
agreement and consistent with law. All new employees will be observed within the first ninety (90) 
calendar days of the commencement of their employment. 

Section 26.2    Definitions 

Criteria shall mean the eight (8) state-defined categories for teachers to be scored. 

Component shall mean the sub-section of each criterion. 

Domain shall mean the four (4) categories for other educators to be scored. 

Evaluator shall mean a certificated administrator who has been trained in observation, evaluation and the 
use of the specific instructional framework and rubrics contained in this agreement and any relevant state 
or federal requirements.  

Evidence shall mean observed practice, products or results of certificated teachers’ or educators’ work that 
demonstrates knowledge and skills of the educator with respect to the four-level rating system. Evidence is 
to be “naturally harvested” from the teacher’s/educator’s actual work and performance of their duties and 
responsibilities and should be a representative sample of typical work.  
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Summative Performance Ratings 

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

 

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

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

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

Student Growth shall mean the change in student achievement between two points in time.  

Student Growth Data shall mean relevant multiple measures that can include classroom-based, school-
based, school district-based, and state-based tools. 

Classroom teachers shall mean those staff with an assigned group of students who provide academically 
focused instruction and grades for students. 

Other certificated educators shall mean certificated support personnel including: psychologists, teachers 
of the visually impaired, occupational therapists (OTs); physical therapists (PTs); speech language 
pathologists (SLPs); counselors; library media specialists; and instructional specialists including district 
program specialists for special education, career and technical education (CTE), Safety Net, and ELL; 
technology integration specialists, curriculum and assessment specialists, and consulting teachers. 

Section 26.3 State Criteria and Framework 

A. The state teacher evaluation criteria are: 

1. Centering instruction on high expectations for student achievement; 

2. Demonstrating effective teaching practices; 

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

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

5. Fostering and managing a safe, positive learning environment; 

6. Using multiple data elements to modify instruction and improve student learning; 

7. Communicating and collaborating with parents and the school community; and, 

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

B. The district evaluation domains for other certificated educators are:  

1. Planning and preparation 

2. The environment 

3. Delivery of service 

4. Professional responsibilities 
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C. Instructional Framework 

 

The Association and District have agreed to the adopted evidence-based instructional framework 
developed by Charlotte Danielson and approved by OSPI.  The Association and District have also 
agreed to Charlotte Danielson’s frameworks for specialists for use with other certificated educators. 

Section 26.4 Evaluation Responsibility 

Section 26.4.1  Within each school or department, the principal or unit administrator will be responsible for the 
evaluation of employees assigned to that school or department.  An employee assigned to more than 
one (1) school or department will be observed for the purpose of evaluation by the principal or unit 
administrator of each school or department.  For such employees, the designated administrator will 
prepare evaluation reports based upon the observations and other evidence gathered by the building 
principals or unit administrators. 

Section 26.4.2  Any principal or other supervisor may designate other certificated staff members to assist in the 
observation and evaluation process, provided that such staff members are not members of the 
bargaining unit represented by the Association (see exception below). 

Section 26.5 Administrative Interns Evaluating Bargaining Unit Members 

The Lake Washington School District provides opportunities for administrative interns to practice and 
develop their administrative skills through assignments as interns. The District and the Association 
recognize the need for such opportunities and wish to cooperate wherever possible in their implementation. 
Evaluation of certificated staff is a major function of administrators, and the District and Association agree 
that opportunities for interns to develop their evaluation skills should be provided where possible. 
Therefore, the District and the Association agree that administrative interns, as part of an accredited intern 
program, may evaluate bargaining unit members subject to the following conditions: 

A. Bargaining unit members may be evaluated by administrative interns on a voluntary basis and may opt 
to return to being evaluated by the building principal or other building administrator at any time.  

B. Administrative interns will evaluate bargaining unit members under the direct supervision of the building 
principal or other building administrator.  

C. Should it be determined that a bargaining unit member’s performance is in need of improvement or is 
unsatisfactory, the administrative intern will immediately turn over to the building principal or other 
building administrator all responsibilities for evaluating such bargaining unit member.  

D. The building principal or other building administrator will be responsible for signing the summary 
evaluation.  

E. The administrative intern must have had training in supervision, and must have received the 
appropriate training before working with the evaluation system.  

F.  The bargaining unit members being evaluated by the intern must have received an overall proficient 
evaluation at the end of the previous year in the district. 

Section 26.6   Professional Growth and Evaluation Training 

Section 26.6.1  Prior to being evaluated under Article 26, the District shall provide professional development relevant 
to the adopted instructional framework and evaluation process. Each teacher/educator shall receive 
adequate professional development to comprehend the framework and understand the evaluation 
process. 

Section 26.6.2  Annually, no later than September 15, a group meeting will be held between each school principal 
and certificated staff. The purpose of the meeting will be to review and discuss the evaluation 
process including the evaluation criteria, the process used in collection of data, and the purpose of 
evaluation. Any employees who are absent from the meeting will attend a make-up session with the 
supervisor/principal.  

Section 26.6.3  Employees will not be observed for the purpose of evaluation until they have attended such a 
meeting or had the same material explained.  

 Section 26.6.4  No teacher/educator shall be evaluated by an evaluator who has not been trained in observation, 
evaluation, and the use of the specific instructional framework and rubrics contained in this 
agreement and any relevant state or federal requirements. 
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Section 26.7 Overview and Process 

 Section 26.7.1  All employees will be evaluated during each school year in accordance with the procedures and criteria 
set forth in this agreement and consistent with law. All new employees will be observed within the first 
ninety (90) calendar days of the commencement of their employment. All teachers/educators will be 
evaluated using the District’s Professional Growth and Evaluation (PGE) system. The PGE system 
consists of two (2) strands, Comprehensive and Focused. The teacher/educator will be notified in 
advance as to his/her evaluator and whether the teacher/educator will be evaluated using a 
comprehensive or focused evaluation. Both evaluation strands require teachers/educators to 

   A. Complete the district-determined annual self-assessment prior to meeting with the evaluator but no 
later than September 30. Teachers/educators may choose whether to share the self-assessment 
form with their evaluator. 

    B. Meet individually with their evaluator prior to November 1:  

    1. To discuss the teacher’s/educator’s strengths and areas of professional growth related to 
applicable criteria/domains; 

    2. To discuss and define documentation /evidence which demonstrates attainment of identified 
goal(s); and, 

     3. For teachers, to establish goals for student growth. 

   C. Create a collaborative PGE Support Team prior to November 1 to assist them in attainment of their 
identified goals and meet four (4) times with them throughout the year. When possible, the PGE 
Support Team should be the same as the teacher’s PCC team as identified in Appendix Q. 

   D. Meet individually with their evaluator prior to June 1 to review documentation/evidence related to 
the performance level(s) on applicable criteria/domains and, for teachers, goals for student growth, 
which determines the final summative score. 

 Section 26.7.2  Record-Keeping 

    A. Final summative evaluations will be delivered to the teacher/educator by June 1. 

  B. The teacher/educator will sign the Final Summative Evaluation Report to indicate receipt.  Each 
teacher/educator shall also sign the observation and evaluation forms to indicate receipt. The 
signature of the teacher does not necessarily imply that the teacher/educator agrees with its 
contents. 

   C. A copy of the final summative evaluation and the teacher’s/educator’s written comments, if 
applicable, shall be included in the teacher’s/educator’s personnel file. 

    D. Any release of evaluation data will be in accordance with established law.  

Section 26.8 Evidence 

 Section 26.8.1 Evidence means observed products or results of a teacher’s work that demonstrates knowledge and 
skills of the teacher with respect to the four-level rating system.  Evidence is gathered through formal 
observations, informal observations, teacher-provided artifacts and other means. 

 Section 26.8.2 Informal Observations 

   A. An informal observation is an observation that is not required to be pre-scheduled.  

   B. An evaluator may conduct any number of informal observations.  

   C. Observations do not have to be in the classroom. For example, department or collegial meetings 
may be used for informal observations. 

   D. Informal observations may serve as an opportunity for formative feedback. If there are concerns 
regarding the teacher’s/educator’s level of performance based upon informal observations, the 
evaluator will document the concern and schedule a time to discuss with the employee.  
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 Section 26.8.3 Formal Observations 

    A. Pre-Observation Conference 

  The pre-observation conference shall be held prior to each formal observation. The 
teacher/educator and evaluator will mutually establish the date of the observation and determine 
the date for the pre-observation conference.  The purpose of the pre-observation conference is to 
review the teacher’s/educator’s written lesson plan, its content, objectives, and the instructional 
strategies to be observed.  

    B. Formal Observations 

  The total annual observation time cannot be less than sixty (60) minutes. Any formal observation 
shall not be less than thirty (30) minutes in length. 

    1. New employees must be formally observed at least once for a minimum of thirty (30) minutes 
during the first ninety (90) calendar days of employment, and at least one other time during the 
school year for a total of not less than sixty (60) minutes of observations over the course of the 
school year. 

    2. Employees in their third year of provisional status must be observed at least three (3) times in 
the performance of their assigned duties for a minimum total observation time of ninety (90) 
minutes. 

    C. Post-Observation Conference 

   1. Within five (5) working days of a formal observation the evaluator will hold a reflective post-
observation conference with the employee. The purpose of the post-observation conference is 
to review the evaluator’s and teacher’s/educator’s evidence related to the scoring 
criteria/domains during the observation, and to discuss the teacher’s/educator’s overall 
performance and progress to date in all criteria/domains.  

    2. Following each post-observation conference, the evaluator will fill out the formal observation 
report. The employee will be provided with a copy within three (3) working days following the 
post-conference. For teachers, this report will reflect progress on all eight (8) criteria as 
discussed during the post-observation conference. For other certificated educators, this report 
will reflect progress on all four (4) domains as discussed during the post-observation 
conference. If there is an area of concern, the evaluator will identify specific concerns for the 
applicable criteria/domains and provide, in writing, possible solutions to remedy the concern. If 
the evaluator finds the employee to be unsatisfactory in any criterion/domain or component, the 
employee shall be placed on a structured support plan. The evaluator will state in writing the 
specific areas of performance needing improvement and the assistance that will be provided.  

    3. The evaluator will document all formal observations using the negotiated form. The employee 
will be requested to sign the District’s copy of the formal observation report. The signature of 
the employee does not necessarily imply that the employee agrees with the contents of the 
report. The employee may attach a written statement to the formal observation report.  

 Section 26.8.4 Other types of evidence: 

     For teachers - Evidence of student growth 

  Evidence of teacher’s performance level in the eight (8) criteria and other certificated educator’s 
performance level in the four (4) domains may also include the following:  

   A. Student work   

   B. Lesson plans, unit plans 

   C. Reading logs, workshop participation, committee participation, academic records, portfolios, 
college transcripts, conference notes, professional writings, video, action research, parent 
comments, surveys, data 

   D. Evidence gathered as part of other certification requirements or educational pursuits may be used 
as evidence as applicable. 
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Section 26.9  Student Growth Goals: 

Section 26.9.1 Teachers on a Comprehensive Evaluation Cycle 

The teacher shall determine a student growth goal for Criterion 3: Components SG-3.1; Criterion 6: 
Component SG-6.1; and Criterion 8: Component SG-8.1. The goal for SG 3-3.1 and SG-8.1 or SG-
6.1 and SG-8.1 may be the same goal. Student growth data must be a substantial factor utilizing the 
OSPI-approved student growth rubrics. 

Section 26.9.2 Teachers on a Focused Evaluation Cycle  

For teachers - Evidence of student growth:  The teacher shall determine a student growth goal for 
Criterion 8: Component SG-8.1. Student growth data must be a substantial factor utilizing the OSPI-
approved student growth rubrics. 

Section 26.10 Comprehensive Evaluation 

Section 26.10.1  All teachers/educators in their first four (4) years of employment with the district and/or on a 
provisional contract will be on the Comprehensive Evaluation strand, and are expected to perform, at 
a minimum, at the basic level in all criteria/domains and components. The proficient level must be 
reached in all criteria/domains and components by the end of the third year of teaching. 

Section 26.10.2  For teachers, the evaluation is an evidence-based determination of the teachers’ performance level 
using the instructional framework rubrics and the OSPI-approved student growth rubrics. More than 
one (1) measure of student growth data must be used in scoring the student growth rubrics. All 
criteria must contribute to the overall summative evaluation. 

Section 26.10.3  For other certificated educators, the evaluation is an evidence-based determination of the educators’ 
performance level using the designated specialist framework rubrics. All domains must contribute to 
the overall summative evaluation. 

Section 26.10.4  Employees on a continuing contract evaluated as unsatisfactory in any criteria/domains or 
component at any time shall be placed on a structured support plan.  

Section 26.10.5  Employees on a continuing contract, after their third year of teaching, evaluated as basic in any 
criteria/domains or component at any time shall be placed on a structured support plan. 

Section 26.11 Scoring for Comprehensive Summative Evaluation  

Section 26.11.1   Instructional Framework   

The District and the Association have agreed to the adopted research-based instructional 
framework developed by Charlotte Danielson and approved by OSPI. The Association and District 
have also agreed to Charlotte Danielson’s frameworks for specialists for use with other certificated 
educators. 

Section 26.11.2   Component Scoring – Teachers   

There are multiple components within each of the eight (8) criteria.  The evaluator will use the 
descriptors for each component to determine the performance level rating as defined in the 
adopted instructional framework.  The ratings are identified as Unsatisfactory, Basic, Proficient, or 
Distinguished. 

 Section 26.11.3  Criterion Scoring – Teachers  

     The rating on each component contributes to the related criterion score. 

     A.  Each component rating will be assigned the following numeric values: 

        Unsatisfactory – 1 

       Basic – 2 

       Proficient – 3 

       Distinguished – 4 

    B.  The criterion score is determined by averaging the components associated with the criterion, 
rounded to reach a final score. When a final criterion score includes a fractional number (e.g., 
2.3), all fractional scores below .5 will be rounded down and all fractional scores .5 or above 
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will be rounded up. However, if any component is rated as Basic, the overall criterion shall be 
scored as a 2. If any component is rated as Unsatisfactory, the overall criterion shall be scored 
as a 1.  

Section 26.11.4  Summative Criteria Score – Teachers  

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

 8 -14  Unsatisfactory   (Level 1) 

15-21  Basic    (Level 2) 

22-28  Proficient   (Level 3) 

29-32  Distinguished   (Level 4) 

Section 26.11.5  Student Growth Impact Rating – Teachers  

Upon completion of the summative criteria scoring process, the evaluator will combine only the 
student growth rubric scores that are embedded in the instructional framework. These five (5) 
components are SG 3.1, SG 3.2, SG 6.1, SG 6.2, and SG 8.1. The raw score is the sum of these 
components, which determines the student growth impact rating as follows:  

  5-12— Low 

13-17— Average 

18-20— High 

An unsatisfactory rating on any SG component shall result in a student growth inquiry. 

Section 26.11.6  Final Summative Score – Teachers   

The Final Summative Score will be the same as the Summative Criteria Score, with the following 
exceptions: 

A. If a teacher receives a 4 (Distinguished) summative score and “Low” student growth impact 
rating, they receive a final summative score of Proficient.  

B. If a teacher receives a 1 (Unsatisfactory) summative score and high student growth impact rating, 
the teacher’s evaluation will be reviewed by the evaluator’s supervisor.  

Section 26.11.7  Component Scoring – Other Certificated Educators  

There are multiple components within each of the four (4) domains.  The evaluator will use the 
descriptors for each component to determine the performance level rating as defined in the adopted 
specialist framework.  The ratings are identified as Unsatisfactory, Basic, Proficient, or Distinguished. 

Section 26.11.8  Domain Scoring – Other Certificated Educators   

The rating on each component contributes to the related domain score. 

A.  Each component rating will be assigned the following numeric values: 

Unsatisfactory – 1 

Basic – 2 

Proficient – 3 

Distinguished – 4 

B.  The domain score is determined by averaging the components associated with the domain, 
rounded to reach a final score. When a final domain score includes a fractional number (e.g., 
2.3), all fractional scores below .5 will be rounded down and all fractional scores .5 or above will 
be rounded up. However, if any component is rated as Basic, the overall domain shall be scored 
as a 2. If any component is rated as Unsatisfactory, the overall domain shall be scored as a 1. 

 



 

 
 

49 

Section 26.11.9  Summative Domain Score – Other Certificated Educators  

Certificated educators shall receive a summative domain score for each of the four (4) evaluation 
domain.  The overall summative score is determined by totaling the four (4) domain-level scores as 
follows: 

     4-7     Unsatisfactory     (Level 1) 

   8-10    Basic      (Level 2) 

 11-14     Proficient     (Level 3) 

  15 -16     Distinguished     (Level 4) 

Section 26.12 Focused Evaluation 

Section 26.12.1  The focused evaluation is meant for proficient and distinguished teachers/educators and its purpose 
is formative to support professional growth.  A Focused teacher/educator is required to complete all 
aspects of the PGE process.  All aspects of the PGE process will be scored in accordance with the 
negotiated agreement.  The final summative score will be generated based on Section 26.12.6.2. 

Section 26.12.2  Non-provisional, continuing contract teachers in year 5 of employment or beyond, whose 
performance level is proficient or higher in all components and all criteria/domain, will be on the 
Focused Evaluation strand, and Non-provisional, continuing contract educators in year 5 of 
employment or beyond, whose performance level is proficient or higher in all four (4) criteria/domain, 
will be on the Focused Evaluation strand.  For teachers, the Focused Evaluation will include 
evaluation of Criterion 8 of the state criteria.  For other certificated educators, the Focused Evaluation 
will include evaluation of Domain 4 of the district domains.  Every fourth (4th) year teachers/educators 
on the Focused Evaluation strand will be evaluated using the Comprehensive Evaluation process.  

Section 26.12.3  To continue on the Focused Evaluation strand, teachers/educators are expected to perform, at a 
minimum, at the proficient level in all criteria/domains and components.  For teachers, the evaluation 
is an evidence-based determination of the teachers’ performance level using the instructional 
framework rubrics and the superintendent of public instruction approved student growth rubrics.  
More than one (1) measure of student growth data must be used in scoring the student growth 
rubrics.  For other certificated educators, the evaluation is an evidence-based determination of the 
educators’ performance level using the designated specialist framework rubrics. 

Section 26.12.4 If an evaluator is concerned that an employee on the Focused Evaluation strand is not meeting 
minimum evaluation criteria/domains, the evaluator and employee will schedule a conference to 
share the concerns with the teacher/educator in writing using the LWSD Focused teacher feedback 
form.  In order to support the teacher’s improved practice, a structured support plan will be developed 
and implemented specific to the concerns identified during the feedback conference and documented 
on the LWSD Focused teacher feedback form.  If the concern is identified and shared before 
December 15, the teacher/educator shall also be placed on the Comprehensive Evaluation strand. 

Section 26.12.4.5  If, at the conclusion of the structured support plan, the Focused teacher/educator is deemed 
to be Proficient or better in all criteria/domains and components, the teacher/educator will 
remain on the Focused Evaluation strand.  In the event an evaluator notified a Focus 
teacher/educator of concerns at the end of the formal evaluation cycle the teacher/educator 
will be placed on the Comprehensive Evaluation strand and the structured support plan for 
the teacher/educator will be continued.  In the event the evaluator documents concerns at or 
after the summative evaluation conference, the Focused teacher/educator will be placed on 
the Comprehensive strand and a structured support plan will be developed and implemented 
at the beginning of the next school year. 

Section 26.12.6 Scoring for Focused Evaluation  

Section 26.12.6.1 Instructional Framework  

The District and the Association have agreed to the adopted research-based instructional 
framework developed by Charlotte Danielson and approved by OSPI.  The Association and 
District have also agreed to Charlotte Danielson’s frameworks for specialists for use with 
other certificated educators. 
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  Section 26.12.6.2  Component Scoring – Teachers  

   There are four (4) components within Criterion 8.  The evaluator will use the descriptors for 
each component to determine the performance level rating as defined in the adopted 
instructional framework.  The ratings are identified as Unsatisfactory, Basic, Proficient, or 
Distinguished. 

   A summative score is assigned using the summative score from the most recent 
comprehensive evaluation.  This score becomes the focused summative evaluation score for 
any of the subsequent years following the comprehensive summative evaluation in which the 
certificated classroom teacher is placed on a Focused evaluation. Should a teacher provide 
evidence of exemplary practice on the chosen focused criterion, a level 4 (Distinguished) score 
may be awarded by the evaluator if the previous summative evaluation score was rated 
proficient. 

  Section 26.12.6.3  Student Growth – Teachers  

      An unsatisfactory rating on component SG 8.1 shall result in a student growth inquiry. 

 Section 26.12.7  Component Scoring – Other Certificated Educators 

  There are six (6) components within Domain 4.  The evaluator will use the descriptors for each 
component to determine the performance level rating as defined in the adopted specialist 
framework.  The ratings are identified as Unsatisfactory, Basic, Proficient, or Distinguished. 

Section 26.13  Student Growth Inquiry – Teachers  

  Section 26.13.1  Within two (2) months of receiving the low student growth score or at the beginning of the 
following school year, one (1) or more of the following must be initiated by the evaluator:  

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

     B. Examine extenuating circumstances which may include one (1) or more of the following: 
goal setting process; content and expectations; student attendance; extent to which 
standards, curriculum and assessment are aligned; 

     C. Schedule monthly conferences focused on improving student growth to include one (1) or 

more of the following topics: Student growth goal revisions, refinement, and progress; best 

practices related to instruction areas in need of attention; best practices related to student 

growth data collection and interpretation; 

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

Section 26.14 Structured Support Plan 

   A structured support plan will be developed and implemented when any teacher/educator receives a score 
of unsatisfactory or a teacher/educator with more than three (3) years of experience receives a score of 
basic on any component. Additional support shall be granted to the employee to support their professional 
development. Support shall include the development of a plan that outlines the area(s) of deficiencies, 
additional supports, expectations, and strategies for improvement.  

   Teachers/Educators receiving structured support will receive consultation and support from an LWSD 
Professional Learning Specialist. The teacher will be expected to meet with the Professional Learning 
Specialist to review the structured support plan. The teacher/educator receiving structured support will 
have the option to continue receiving consultation and support for the implementation of the goals and 
expectations of the plan. 

   Teachers/educators who successfully improve their summative scores to proficient or higher will be 
removed from the structured support plan and returned to the regular evaluation cycle. 

Section 26.15  Probation 

   The Superintendent or designee shall administer the probationary process in accordance with the law.  
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Section 26.16 Non-Renewal (Discharge) 

Section 26.16.1  Lack of necessary improvement during the established probationary period, as specifically 
documented in writing with notification to the probationer constitutes grounds for a finding of probable 
cause for non-renewal. 

Section 26.16.2  Probationary and Provisional Teachers who will not be renewed will be notified by May 15 or in 
accordance with the law.  

Section 26.16.3  When a continuing contract teacher with five (5) or more years of experience receives a 
comprehensive summative evaluation rating of 1 – Unsatisfactory for two (2) consecutive years or for 
two (2) years within a consecutive three (3) year period, the District shall, within ten (10) days of the 
completion of the Final Evaluation Conference or May 15, whichever occurs first, implement the 
teacher notification of non-renewal (discharge) as provided in RCW.28A.405.300. 

Section 26.16.4  The teacher who is, at any time, issued a written notice of probable cause for non-renewal or 
discharge by the Superintendent pursuant to this Article shall have ten (10) days following receipt of 
said notice to file any notice of appeal as provided by statute or by this Agreement. 

Section 26.17   Appeal by Employee 

Any employee, receiving notice of probable cause for non-renewal, as provided by this Article, may only 
request a hearing pursuant to state law. If the parties fail to mutually agree on a hearing officer, such 
officer will be selected in accordance with state statute. The decision of the Board or the hearing officer, 
as the case may be, will be final, subject to appeal according to law. 

A.  All monitoring or observation of the performance of an employee will be conducted openly.  

B.  In the event an employee files a grievance relative to implementation of any section of this Article, the 
District will not be prevented from proceeding with such implementation pending resolution of the 
grievance.  

 

ARTICLE 27  CONFLICT RESOLUTION AND GRIEVANCE PROCEDURE 

Section 27.1 Definitions 

   A conflict is a misunderstanding, disagreement, or discord in the work environment. 

   Conflict Resolution involves the affected parties interacting respectfully, collaboratively, and productively 
to resolve conflict. 

   A grievance is a claim by a grievant that there has been a violation, misinterpretation, or misapplication of 
any Article or Section of this Agreement, and may be processed as hereinafter provided. 

   A grievant may be an employee, group of employees, or the Association. 

Section 27.2 Individual Concerns 

    When a conflict occurs in a building, the employee shall first attempt to resolve the concern with his/her 
principal or supervisor before involving Association representation with Labor Management.  The employee 
is encouraged to bring his/her LWEA building representative to said meeting.  The principal or supervisor 
will have the opportunity to resolve the concern or complaint at the site level prior to involving Labor 
Management.  Such discussion will attempt to resolve the issue without it being considered part of the 
formal grievance procedure.  No adjustment of the complaint will be inconsistent with the terms of the 
Agreement. 

Section 27.3 Labor Management Meetings 

   The Association and District agree to meet weekly to discuss issues and attempt to resolve concerns that 
affect members of the bargaining unit.  Either party may bring issues/topics to the meetings.  Any meeting 
may be cancelled by mutual agreement. 

Section 27.4 Step 1:  Oral Discussion-Informal Procedure 

   In the event that a grievant believes there is a basis for a grievance, the grievant shall first discuss the 
issue with his/her building principal or other appropriate supervisor either individually or accompanied by an 
Association representative. If the grievance is not thus resolved, the employee may seek to resolve the 
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issue with the person involved with assistance of a mediator if needed. The mediator will be selected from 
a mutually agreed upon list. If the grievance is not thus resolved, formal grievance procedures may be 
instituted. However, the exhaustion of the informal procedure is not a condition precedent in invoking the 
formal grievance procedure. 

Section 27.5 Step 2:  Formal Procedure-Written Notification 

   The grievant may invoke the formal grievance procedure through the Association. The grievance will be 
reduced to writing and will contain at least the following: 

A. Statement of the grievance. 

B. Reference to the Article and/or Section of the Agreement that is claimed to have been violated, 
misinterpreted or misapplied. 

C. Remedy sought. 

   A copy of the grievance form will be delivered to the principal or appropriate supervisor. If the grievance 
involves more than one (1) school building or directly involves an administrator other than the grievant’s 
immediate supervisor, it will be filed with the Human Resources Department for proper routing. A grievance 
must be filed within thirty (30) school days of the occurrence of which the grievant complains or within thirty 
(30) school days from when the grievant should reasonably have had knowledge of such occurrence, 
whichever is later. Grievances not submitted within the thirty (30) school days will be considered invalid. 
Within ten (10) school days of receipt of the written grievance, the principal or appropriate supervisor will 
meet with the grievant and the Association in an effort to resolve the grievance. The administrator will 
indicate his/her disposition of the grievance in writing within ten (10) school days of such meeting, and will 
furnish a copy thereof to the grievant and the Association. 

Section 27.6 Step 3:  Next Line Administrator 

   If the grievant or Association is not satisfied with the disposition of the grievance at Step 2, the grievance will 
be submitted within ten (10) school days of the meeting as outlined in Step 2 to the next appropriate line 
administrator. The parties will have ten (10) school days from receipt of the written grievance to meet and 
attempt to resolve the grievance. The administrator will indicate his/her disposition of the grievance in writing 
within ten (10) school days of such meeting and will furnish a copy thereof to the grievant and the Association. 

Section 27.7 Step 4:  Formal Procedure-Appeal to Superintendent 

   If the grievant or the Association is not satisfied with the disposition of the grievance at Step 3, the 
grievance may be transmitted to the Superintendent. Such transmittal will take place within fifteen (15) 
school days of the meeting at Step 3. Within ten (10) school days, the Superintendent or his/her designee 
will meet with the grievant and the Association on the grievance and will indicate his/her disposition of the 
grievance in writing within ten (10) school days of such meeting, and will furnish a copy thereof to the 
grievant and the Association. 

Section 27.8 Step 5:  Arbitration 

   If no settlement has been reached at Step 4, the grievance, at the option of the Association, may be 
submitted to binding arbitration. The Association will give the Superintendent written notice of its intention 
to arbitrate within twenty (20) school days of the meeting as outlined in Step 4. If the parties cannot agree 
as to the arbitrator within ten (10) calendar days from the notification date that arbitration will be pursued, 
the arbitrator will be selected in accordance with the American Arbitration Association rules, which rules will 
likewise govern the arbitration proceeding. The District and the Association will not be permitted to assert in 
such arbitration preceding any grounds or rely on any evidence not previously disclosed to the other party. 
The decision of the arbitrator will be final and binding upon both parties. 

Section 27.9 Arbitration Costs 

   Each party will bear its own costs of arbitration, except that the Association and the District will share the 
fees and charges of the arbitrator equally. 

Section 27.10 Jurisdiction of the Arbitrator 

   The arbitrator will have no power to alter, add to, or subtract from the terms of this Agreement. The 
arbitrator will decide all substantive and procedural arbitrability issues. Upon request of either party, the 
merits of a grievance and the substantive and procedural arbitrability issues arising in connection with that 
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grievance will be consolidated for hearing before an arbitrator; provided, the arbitrator will not resolve the 
question of arbitrability of a grievance prior to having heard the merits of the grievance. 

 Section 27.10.1 The award of the arbitrator may be entered in any court of competent jurisdiction by either party. If a 
motion to vacate the arbitrator's award is entered in a court of competent jurisdiction, and the initiating 
party does not prevail in the litigation, such party will bear the full costs of such action including, but not 
limited to, the adverse party's court costs, legal fees and other related expenses incurred as a result of 
defending such action. The court will determine such court costs, legal fees and related expenses. 

Section 27.11 Time Limits 

   The time limits provided in this Article will be strictly observed unless extended by written agreement of the 
parties. In the event a grievance is filed after May 15 of any year, the parties will use their best efforts to 
process such grievance prior to the end of the school term or as soon thereafter as possible. Failure of the 
grievant to proceed with his/her grievance within the times herein before provided will result in the dismissal 
of the grievance. Failure of the District to take the required action within the times provided will entitle the 
grievant or Association, as the case may be, to proceed to the next step on the grievance procedure. 

Section 27.12 Grievance and Arbitration Hearings 

   All hearings or conferences pursuant to this grievance procedure will be scheduled at a time and place 
which will afford a reasonable opportunity for all parties entitled to attend to be present, including any and 
all witnesses. Discussion in the handling of a grievance, formally or informally, will take place whenever 
possible on school time. 

Section 27.13 Disposition 

   In arriving at any disposition or settlement, neither party will have the authority to alter this Agreement. 

Section 27.14 Continuity of Grievance 

   Notwithstanding the expiration of this Agreement, any grievance arising hereunder may be processed 
through the grievance procedure until resolution. 

Section 27.15 Exclusions 

   Appeal of non-renewal due to implementation of the Retention, Lay-off and Recall provisions of the 
Agreement is excluded from the grievance procedure. 

Section 27.16 Individuals facing discharge shall elect either the statutory or grievance process. 

 

ARTICLE 28   BARGAINING UNIT WORK 

Section 28.1 The District will not assign bargaining unit work to non-bargaining unit employees, provided however, that 
the District may hire short-term unrepresented substitutes to replace absent bargaining unit members. 

 

ARTICLE 29   STUDENT TEACHERS AND INTERNS 

Section 29.1 The employees subject to this Agreement are encouraged to voluntarily participate in student teacher/intern 
training. 

Section 29.2 The participating employee will receive all honorariums as provided by the participating colleges and/or 
universities.  

 

ARTICLE 30   ATTENDANCE INCENTIVE PROGRAM 

Section 30.1 In January of the year following any year in which a minimum of sixty (60) days of leave for illness or injury 
is accrued, and each January thereafter, any eligible employee may exercise an option to receive 
remuneration for unused leave for illness or injury accumulated in the previous year at a rate equal to one 
(1) day's monetary compensation of the employee for each four (4) full days of accrued leave for illness or 
injury in excess of sixty (60) days. Leave for illness or injury for which compensation has been received will 
be deducted from accrued leave for illness or injury at the rate of four (4) days for every one (1) day’s 
monetary compensation: provided, that no employee may receive compensation under this section for any 
portion of leave for illness or injury accumulated at a rate in excess of one (1) day per month.  
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   At the time of separation from school district employment due to retirement or death an eligible employee 
or the employee's estate will receive remuneration at a rate equal to one (1) day's current monetary 
compensation of the employee for each four (4) full days accrued leave for illness or injury. 

Section 30.2 The provisions of this section will be administered in accordance with state law and applicable state rules 
and regulations. Should the legislature revoke any benefits granted under this section, no affected 
employee will be entitled thereafter to receive such benefits as a matter of contractual right. 

 

ARTICLE 31 NO STRIKE - NO LOCK OUT 

Section 31.1 During the term of this Agreement, the Association, its members, its officers or agents, acting individually or 
in concert with others, regardless of whether an unfair labor practice is alleged, will not engage in any 
strike, slowdown, or work stoppage against the District, and the District will not lock out any employee 
covered by this Agreement. The Association shall not be precluded from participating in a Washington 
Education Association related statewide action. 

 

ARTICLE 32 DURATION OF AGREEMENT AND REOPENING 

Section 32.1 Duration 

   This Agreement is a collective bargaining agreement which becomes effective August 11, 2017 and which 
will continue in full force and effect until August 10, 2021. 

Section 32.2 Reopener 

This contract will be reopened for negotiations on compensation only.  Such negotiations will only impact 
the last three (3) years of the contract. 

Section 32.3 Contingent Re-openers 

   Either party may reopen the contract for the following reasons: 

A. In the event the State or Federal Government: 

1. Appropriates or decreases funds for wages, benefits, working conditions, or significantly changes 
funding. 

2. Authorizes additional or decreases local levy authority specifically for the purpose of granting 
increased or decreased compensation, benefits and/or supplemental benefits for employees 
covered by this agreement, this Agreement shall be re-opened to bargain such additional 
allocation(s) as may be available to the district for the following contract year. 
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 Effective August 11, 2017      Board Approved June 5, 2017 
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APPENDIX A1 – SALARY SCHEDULE 

  
∙Placement of teachers on the salary schedule shall be according to their years of experience and education 
∙For an earned doctorate stipend add $4,427 
∙Rates are based on 1.0 FTE 
*It is not possible to achieve this level for a BA+135 as of 9/94 

 
Explanation of Days/Responsibility: 
Base Student Days (180):  Days in which students are in school. 
LEAP Days (8):  One day is a student day.  Five days are scheduled in the building prior to school opening.  Two days are scheduled into the school calendar. 
Responsibility Contract:  Defined as professional duties worked outside of the regular workday (Section 9.3). 

 
Additional Compensation: 
Professional Fund:  An additional $2,000 per year that can be used to pay for up to 4 additional days at a rate of $500 per day and/or instructional materials, workshops, conference fees and/or tuition.  Payment will be made in November. 
Incentive for Attracting and Retaining Teachers:  An additional amount will be paid based on years of experience as follows:  $500 (0-4 years experience), $1,000 (5-9 years experience), $2,000 (10-16 years experience), 
$2,800 (17-20 years experience), $4,100 (21-24 years experience), $9,000 (25 years plus experience).  Prorated based on FTE. 
Technology Skill Application and Integration:  An additional $2,000 stipend will be paid for acquiring, applying and integrating technology skills.  This amount is paid regardless of FTE. 
Curriculum Hourly Rate:  $40                8/4/2017 
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APPENDIX A2 – RESPONSIBILITY CONTRACT 

 

 

The employee’s base work day is 7.5 hours, inclusive of instructional time and time to fulfill other professional responsibilities as specified below. 
In addition, each staff member will receive compensation, in accordance with Appendix A1, in recognition of additional time, responsibilities, and 
work days which occur outside the base 7.5 work day.  Expectations for professional responsibilities, technology responsibilities, and LEAP Days 
are outlined below: 
 

Professional Responsibilities 
Professional educators assume roles outside of and in addition to those in the classroom with students, which are critical to preserving and 
enhancing the profession. The Professional Responsibilities Contract provides additional compensation for these responsibilities that are involved 
with the role of being a professional educator. This compensation is pro-rated based on employee’s full-time equivalency (FTE). These 
responsibilities include the following activities associated with the eight (8) state evaluation criteria and the adopted instructional framework.   

 

Criterion Component Responsibilities 

2: Demonstrating effective 
teaching practices 

Reflecting on Teaching Participation in self-assessment, self-reflection, goal setting, and related 
professional growth activities. 

6: Using multiple student 
data elements to modify 
instruction and improve 
student learning 

Maintaining Accurate 
Records 

Regular preparation and assignment of student grades and maintenance of 
teacher grade books. 

7: Communicating and 
collaborating with parents 
and the school community 

Communicating with 
Families 

Regular communications with families about students and the instructional 
program through preparation of student progress updates and report cards, 
and preparation and participation in open house and curriculum night. 

8: Exhibiting collaborative 
and collegial practices 
focused on improving 
instruction practice and 
student learning 

Contributing to the 
School and District 
 

Preparation for and participation in LEAP, grade level, department, team, and 
staff meetings; building and/or district committees/meetings; and reasonable 
attendance at school functions. 

Growing and Developing 
Professionally 

Preparation for and participation in professional development activities such as 
professional reading, workshops, classes, conferences, seminars, or research 
projects. 

Showing 
Professionalism 

Preparation for and participation in activities to serve and support students, 
including Individual Education Program (IEP) meetings, Section 504 meetings, 
and Student Staffing. 

 

Learning Enhancement/Academic Planning (LEAP) Days 
Employees are required to work eight (8) LEAP Days.  Five (5) days are scheduled prior to school and three (3) days are scheduled in the 
calendar.   These days are pro-rated based on employee’s full-time equivalency (FTE).  Employees are also expected to work three and one-half 
(3.5) hours during the calendar days prior to the beginning of the school year in exchange for being released three and one-half (3.5) hours early 
on the Wednesday prior to Thanksgiving. 
 
Technology Responsibilities: Skill Acquisition and Integration  
Professional educators are required to use and integrate technology to fully utilize the technology resources provided by the district to accomplish 
their work instructionally as well as to fulfill their professional responsibilities. This additional compensation is for ongoing training, learning, and 
implementation of district-required technology. This compensation is not pro-rated based on employee’s full-time equivalency (FTE). These 
responsibilities include the following activities associated with the eight (8) state evaluation criteria and the adopted instructional framework: 

 

Criterion Component(s) Responsibilities 

1: Centering instruction on 
high expectations for student 
achievement 

Communicating with 
students, Establishing a 
culture for learning, 
Engaging students in 
learning 

Learning and regular integration of district-adopted and provided classroom 
technologies to enhance the learning environment for all students.  
 

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

Demonstrating 
knowledge of resources 

Learning and regular use of district-adopted and provided electronic curriculum 
resources. 
 

6: Using multiple student 
data elements to modify 
instruction and improve 
student learning 

Maintaining accurate 
records, Using 
assessment in 
instruction  

Learning and regular use of district-adopted and provided electronic 
assessment, grading, data and record keeping systems. 

7: Communicating and 
collaborating with parents 
and school community 

Communicating with 
families 

Learning and regular use of district-adopted electronic learning management 
and communication systems. 
 

8: Exhibiting collaborative 
and collegial practices 
focused on improving 
instruction practice and 
student learning 

Growing and developing 
professionally 

Learning and regular use of district-adopted electronic professional growth, 
evaluation, and professional learning management systems. 
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APPENDIX A3 – REMEDY SCHEDULE 

 
The following schedules will apply to the payment of remedies, as outlined in Article 13, when used for salary 
compensation, instructional materials, or other activities as agreed upon by the principal and the teacher. 
  
 
Payment of the remedies identified in Section 13.1.2 / 13.4.2 / 13.7.2 will be paid based on the following schedule: 
 

 October December February April 

Pro-rated % 25% 20% 25% 30% 

Amount: 
1-3 additional students 
4-6 additional students 
7-9 additional students 

 
$1,000 
$2,000 
$3,000 

 
$ 800 
$1,600 
$2,400 

 
$1,000 
$2,000 
$3,000 

 
$1,200 
$2,400 
$3,600 

 
 
 
Payment of the remedies identified in Section 13.3.4 / 13.5.2 / 13.5.3 will be paid based on the following schedule: 
 

 October December February April 

Pro-rated % 25% 20% 25% 30% 

Amount: 
1-3 additional students 
4-6 additional students 
7-9 additional students 

 
$200 
$400 
$600 

 
$160 
$320 
$480 

 
$200 
$400 
$600 

 
$240 
$480 
$720 

 
 
 
Payment of the remedies identified in Section 13.1.4.1 / 13.1.5.5 will be paid based on the following schedule: 
 

 October December February April 

Pro-rated % 25% 20% 25% 30% 

Amount: 
1-3 class sections 5% 
4-6 class sections 15% 
7-10 class sections 25% 
11-14 class sections 35% 
15-18 class sections 45% 

 
$50 
$150 
$250 
$350 
$450 

 

 
$40 
$120 
$200 
$280 
$360 

 

 
$50 
$150 
$250 
$350 
$450 

 

 
$60 
$180 
$300 
$420 
$540 
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APPENDIX B – COMPREHENSIVE DEPARTMENT CHAIR 

 
Section B.1 General Guidelines 

Department Chair positions are subject to the Application and Selection Process described in Section 
B.2. 

• Each department chair position will be evaluated yearly using the Department Chair Feedback and 
Evaluation Process. 

• High School Department Chair Responsibilities, Application and Selection Process, and Feedback 
and Evaluation Process are posted on the LWSD portal. 

• The building will use its building decision making model in deciding each school’s department chair 
structure and distribution of stipends/release-time (determined yearly).  (See Section 12.7.) 

Section B.2 Department Chair Application and Selection Process 

The application and selection process used in each building will meet the interest outlined in the phases 
below.  Length of term or service of Department Chair position is determined at the building level.  
Rotation of the Department Chair position is determined at the building level. Rotation of the Department 
Chair positions is recommended to encourage building leadership capacity among department members. 

Section B.2.1 Phase 1 
 

• Communication of Department Chair opening by March 1 
 

• Equal opportunity to apply 
 

• Transparency of process 
 

• Position responsibilities posted on LWSD portal 

Section B.2.2 Phase 2 

• Principal clarifies essential functions and expectations 
 

• Individuals communicate interest in position 
 

• Principal surveys department staff regarding Department Chair candidates 
 

• Principal makes final decision 

Section B.2.3 Phase 3 

• Selection made and communicated to staff 
 

• Decision made by end of third quarter 
 

• Transition plan in place between outgoing and incoming Department Chairs 
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APPENDIX C – SUBSTITUTE TEACHERS 

 

Section C.1 In order to ensure the continuity and quality of the District’s educational programs the District retains 
the right to determine the employment and retention of substitutes on the District substitute list.  This 
may include limiting the buildings/grade levels available to individual substitutes. 

Section C.2 Teachers will be provided the opportunity to provide input to the District regarding the effectiveness 
and/or concerns they have encountered as a result of a substitute having covered their class.  

Section C.3 Selection and retention of substitute teachers is the sole discretion of the District.  Any substitute who, 
based on information provided to the District on the Substitute Feedback form, is not recommended for 
consideration of substituting in the future, may be removed from the District substitute list at the sole 
discretion of the District. 

Section C.4 The daily rate of pay for Substitute Teachers for 2017-2018 will be $175.00.  This rate shall be adjusted 
in accordance with Section C.9 below.  In addition, daily substitute work performed on a Friday will be 
compensated at a Friday Super Rate of $200.00 for a full-day and $100.00 for a half-day (3 ½ hours). 

Section C.5 When substitutes work a half day (3 ½ hours) or less they will be paid ½ the substitute rate. When 
substitutes work more than three and a half (3 ½) hours they will be paid the daily substitute rate. When 
the regular teacher returns to the classroom prior to the conclusion of the substitute’s assigned full or 
half day, the substitute will remain for their entire assignment (half or full-day) and may assist the 
teacher or perform other work as assigned by the principal. 

Section C.6 Substitutes who work six (6) to twenty (20) consecutive days in the same assignment shall be paid 
$180.00 per day. 

Section C.7 Teachers who are retired from Lake Washington School District and who are placed on the substitute 
list shall be paid at $200.00 per day or $100.00 for a half (½) day. Retired District teachers who work 
six (6) to twenty (20) consecutive days in the same assignment shall be paid $205.00 per day.  Retired 
teachers who perform daily substitute work on a Friday will be compensated at a Friday Super Rate of  
$225.00 for a full-day and $112.50 for a half-day (3 ½ hours). 

Section C.8 Substitutes who work fifty – sixty-nine (50-69) days in one (1) school year will receive a bonus of one-
thousand ($1,000) dollars; those who work seventy – ninety-nine (70-99) days will receive one-
thousand five-hundred ($1,500) dollars; those who work one-hundred (100) or more days will receive 
two-thousand ($2,000) dollars.  A day shall be equal to one (1) full day or two (2) half days.  This bonus 
will be paid at the end of the school year in the July paycheck. 

Section C.9  Long-term substitute assignments in excess of twenty (20) days will be paid at the contract teacher 
rate, retroactive to the first day of assignment, except that when, in the judgment of Human Resources, 
the assignment appears at the onset to be a long-term assignment, the contract teacher rate may be 
paid from the beginning of the assignment. 

Section C.10 The rates specified in C.4, C.6, and C.7 above shall be adjusted by the same percentage amount by 
which the regular teacher salary may be adjusted. 

Section C.11 If the daily rate for substitute teachers is adjusted during any fiscal year as a result of an adjustment to 
the regular teacher salary, such adjustment will only apply prospectively from the date of the agreement 
between the Association and the District. Substitute salary adjustments will not be retroactively applied 
to days worked prior to such agreement. 

Section C.12 The above salary is based on a full teacher workday, including planning time (if applicable).  Whenever 
a substitute is required by an administrator to cover a class during his/her scheduled planning time, the 
substitute will receive additional compensation for this added responsibility.  Such compensation will be 
at the substitute hourly rate of pay.   

Section C.13 In the event that the District determines the need to delay the start of school, substitute teachers are to 
report one (1) hour before the newly announced start time. 

Substitutes who report to work on a day when school closures are announced late (after 5:30 a.m. for 
secondary and after 6:30 a.m. for elementary) shall be paid one (1) hour at the substitute rate of pay. 
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Substitute teachers who have reported to work when a subsequent closure occurs will be paid a 
minimum of a half (½) day of substitute pay. 

Section C.14 Represented substitute teachers will earn paid sick leave according to the following: 

A. One (1) prorated day for each twenty (20) consecutive days in the same assignment; i.e., or 

B. Seven (7) hours of paid sick leave for each one-hundred-forty (140) hours of substitute service. 

 Such sick leave may be granted for absences caused by the employee's personal illness when such 
employee is in an assignment of five (5) or more consecutive days. When absent due to personal 
illness, the substitute will call the substitute system to cancel themselves out of the job and call the 
substitute office and state that he or she is ill and will be using sick leave for the absence. Such days 
will not accumulate from year to year and will not be available until they have been earned. 

Section C.15 Substitutes will be allowed to self-pay for insurance benefits as provided by insurance contracts. 

Section C.16 Long-Term Substitutes The District may fill vacancies with long-term substitutes provided such 
vacancy shall not exceed eighty-nine (89) school days. 

Section C.17 Substitutes who perform work under the Professional Learning Certificated Pay Structure will be paid at 
the rate of $45 per hour for such work. 
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LAKE WASHINGTON SCHOOL DISTRICT #414 
SUBSTITUTE TEACHER FEEDBACK FORM 

 
 
 
 
 

 
NAME OF SUBSTITUTE __________________________________ _ DATE ________________ 
 
SCHOOL ______________________ GRD/SUBJ.______________    DATE(S)______________ 
 
      YES    NO   N/A  COMMENTS: 
1. FOLLOWED LESSON PLANS & 
 TEACHER INSTRUCTIONS   /_____/_____/_____/ 
 
2. PRESENTED SUBJECT MATTER 
 CLEARLY & CONCISELY   /_____/_____/_____/ 
 
3. IMPROVISED LESSONS IN 
 ABSENCE OF FORMAL 
 LESSON PLANS    /_____/_____/_____/ 
 
4. GAVE CLEAR INSTRUCTIONS 
 &  CHECKED FOR STUDENT 
 UNDERSTANDING    /_____/_____/_____/ 
 
5. ASSUMED RESPONSIBILITY 
 FOR DUTIES & TIME 
 SCHEDULE ASSIGNED BY 
 REGULAR TEACHER, 
 INCLUDING CORRECTING 
 PAPERS, IF APPLICABLE.   /_____/_____/_____/ 
 
6. IS CONSCIENTIOUS ABOUT 
 EQUIPMENT, INSTRUCTIONAL 
 MATERIALS, ROOM CONDITIONS 
 & WRITTEN REPORTS AND 
 ASSIGNMENTS    /_____/_____/_____/ 
 
7. MAINTAINS EFFECTIVE CLASS- 
 ROOM CONTROL.    /_____/_____/_____/ 
 
 
 
NAME OF SUB ___________________________________ IS /__/   IS NOT /__/ RECOMMENDED TO  
 
BE CONSIDERED FOR SUBSTITUTING IN MY CLASS IN THE FUTURE.   
 
                
 
 
 
 
 
 
 
               
DATE          TEACHER’S SIGNATURE    DATE PRINCIPAL’S SIGNATURE 
 
cc: Substitute 
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APPENDIX D - STIPEND SCHEDULE 

 
 
 

      

  Effective:  September 1, 2017 

      

       

POSTION TITLE 
POSITION 

CODE ELEMENTARY MIDDLE HIGH 
DISTRICT 

WIDE 

Activities/Athletic Coordinator  Z*AZ  2,970 7,650  

Activities Supervisor  Z*AS  2,210 5,090  

Advisory Y*AS   2,550  

Band Z*BD  2,515 5,385  

Choir/Chorus Z*CH  2,210 4,425  

Class Advisors 
Z*FR, Z*SO,             
Z*JR, Z*SR   2,210  

Curriculum Y*CU 2,210 2,210 2,210  

Debate Z*DE   4,140  

Drama Z*DR   4,140  

Drug & Alcohol Prevention: Z*DA  2,210 2,210  

Honor Society Z*HS  2,210   

Journalism Z*JO   3,495  

Math Olympiad Z*MO  2,210   

Music (counts as one optional) Z*MU 2,515    

Modernization Move (prorated by base 
FTE) Z*MZ 1,335 1,335 1,335  

Orchestra Z*OR  2,515 2,515  

Outdoor Education (overnight program) Z*OE 2,210    

Outdoor Education (field trip program) Z*ON 1,100    

Program Leads Y*PL    2,515 

Department Chair   2,000 2,500  

Staff Chairperson 1 Y*C1   1,670 1,670  

Staff Chairperson 2 Y*C2       3,770 

Staff Development Y*SD 2,210 2,210 2,210  

Talent Show/Yearbook Z*YB  2,210 3,490  

      

      

      
The stipend amounts listed above are for purposes of compensation.  
Actual stipends allocated will be provided to interested staff members pursuant to Section 20.4.4.  
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APPENDIX E – CALENDARS 
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APPENDIX F – TECHNOLOGY INTEGRATION SUPPORT 

 
 
The District and Association acknowledge a common goal in using technology to enhance and support student learning.  
The District and Association acknowledge that the fast-paced, ever-changing nature of technology requires continuous 
adaptation, innovation, and adoption of new technologies.  The District and the Association also acknowledge that to 
achieve this goal, staff members require reliable technology along with timely technical and instructional support. 

F.1  Ensuring technology improves productivity, instruction and student learning: 

  A.  The District will establish a connection between a given technology solution and its benefits. 

  B.  The District and the Association agree that the roles and responsibilities related to using technology as 
instructional and productivity tools are addressed in the Technology Responsibilities: Skills Acquisitions and 
Integration Contract. 

  C.  The District will strive for the developmentally appropriate and equitable deployment of student technology 
tools. 

F.2 Providing technology reliability and technical support: 

A.  The District will, in consultation with staff, develop and publish clear definitions of roles and responsibilities 
related to integrating and accessing technology. 

B. The District will seek teacher feedback on technology reliability and technical support through the annual 
Strategic Plan/Program Survey. 

C. The District will provide staff with an established system for accessing technical and instructional support. 

F.3 Providing technology integration professional learning and instructional support: 

A.  The District and Association agree that professional learning for technology integration will be aligned with 
Lake Washington School District Strategic Goals and differentiated, when possible, based on the needs of 
individual, teams and buildings. 

B. The District will seek teacher feedback on technology integration professional learning through the Strategic 
Plan/Program Survey. 
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APPENDIX G – RUNNING START FUNDS  

 
 

The Association and the District recognize the work of secondary counselors in regards to counseling 

students/families who are interested and take part in the Running Start program.  This work includes 

but is not limited to:  meeting with parents and students to review Running Start requirements, 

providing students with ongoing support for navigating college coursework, monitoring student 

progress, checking to ensure that students are meeting graduation and college entry requirements, 

meeting with students quarterly to sign verification forms, communicating with students and families 

outside of the school day, and coordinating with local colleges. 

 

The allowable percentage of Running Start funds allocated by the state and retained by the District 

will be given to each high school building based on the average number of students enrolled in the 

program each collegiate quarter.  Counselors will receive a stipend on a collegiate quarterly basis 

proportional to the number of Running Start students they are serving that quarter.  Ten percent 

(10%) of funds distributed to buildings for Running Start shall be reserved to provide clerical support 

within the Counseling Department for the purpose of entering quarterly college grade reports onto the 

high school transcript and processing Running Start verification forms.  
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APPENDIX H – NATIONAL CERTIFICATIONS 

 
 
The District and the Association believe that pursuit of national certifications beyond those required for employment is 
a valuable professional development experience that has a direct link to increased student performance.  The District 
and the Association also recognize that the process to pursue national certification requires a substantial commitment 
of time and resources.  In order to encourage participation, the District and Association agree to provide support for 
the following national certifications: 

Section H.1  National Board for Professional Teaching Standards (NBPTS) 

Section H.1.1 The District will pay the NBPTS fee up front for any first time or renewal candidate when they 
register for any component of NBPTS certification.  (Candidates may pay for all or part of the 
fee using Professional Funds.) 

 

Section H.1.2 If the teacher successfully completes NBPTS the first year, the amount of the fee will be 
deducted from the teacher’s state bonus for the first year of certification. 

 

Section H.1.3 If the teacher does not successfully complete a component the teacher may retake the sections 
needed to certify but must do so at his or her own expense. 

 

Section H.1.4 Teachers who do not successfully complete NBPTS within the five-year (5) window will be 
required to reimburse the District one half (1/2) of the NBPTS fee at the end of the window, or 
upon withdrawal of their candidacy. 

 

Section H.1.5 If a teacher severs his/her employment with LWSD prior to receiving NBPTS certification or the 
state bonus, the teacher will be required to reimburse the District the entire NBPTS fee.   

 

Section H.1.6 If the state discontinues the state bonus prior to the teacher receiving it, the teacher will be 
required to reimburse the District one half (1/2) of the original NBPTS fee. 

 

Section H.1.7 Teachers participating in this fee support program will be required to sign a promissory note 
and participate in the LWSD National Boards Support Program.   

 

Section H.1.8 The District will purchase and make available eight (8) video ‘kits’ consisting of a video camera, 
tripod and microphones to enable teachers to prepare the required video lesson for the NBPTS 
program. 

 

Section H.1.9 Candidates for renewal will receive one (1) release day to complete Maintenance of 
Certification.  Until that system is in place, renewal candidates will receive three (3) days to 
complete the renewal process. 

 

Section H.1.10 Candidates for NBPTS certification will be provided up to three (3) release days per year to 
work on their certification.  These days will be coordinated through Staff Development. 

 Candidates for NBTS will be provided one (1) release day when completing one (1) 
Component, two (2) release days for completing two (2) Components and no more than three 
(3) release days for completing three (3) to four (4) Components.  If teachers retake a 
Component, they will receive one (1) release day for each Component being retaken.  The 
candidate is held to a maximum of nine (9) release days over the five (5) year certification 
window.  These days will be coordinated through Professional Learning. 

Section H.2 American Speech Language Hearing Association - ASHA Certificate of Clinical Competence 
(CCC) and National Certification of School Psychologist (NCSP) 

Section H.2.1 Provide a mentor for those pursuing national certification in Speech Language Pathology or 
School Psychology per Sections 13.5.7.1 of the contract. 

Section H.2.2 Candidates for CCC or NCSP will be provided three (3) days compensation at curriculum rate to 
work on their certification.  The days will be coordinated with their mentor. 

Section H.2.3 If and when the state recognizes and funds these national certificates, the district will create a 
loan program consistent with the NBPTS loan provisions.  
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APPENDIX I – SLP SEVERITY RATIO MATRIX 

 
 
 
Remedies for Speech and Language Pathologists (SLPs) described in Section 13.5.3.1 will be calculated using the SLP 
Severity Ratio Matrix.  
 
Students from each SLP’s caseload will be assigned to the Severity Matrix based on minutes of speech and language 
services required on their IEPs, according to the following ratios: 
 

• Less than 30 IEP minutes of service per week  1:70 IEPs 
 

• 30-59 IEP minutes of service per week   1:45 IEPs 
 

• 60-89 IEP minutes of service per week   1:35 IEPs 
 

• 90+ IEP minutes of service per week   1:20 IEPs 
 
The overall SLP district-wide staffing level will remain at 45:1 IEPs for the duration of this negotiated agreement. 
 
 
 
 
 
 
 

 
 
 
 
 

District Labor Management will develop a Severity Matrix for Occupational Therapists and Physical Therapists by 
September 30, 2017 and will implement starting with the October 2017 remedy calculations. 
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APPENDIX J – SUPPORT OF STATE AND DISTRICT MANDATED ASSESSMENTS 

 
 
The District and the Association acknowledge a common interest in using standardized assessments to measure 

student growth and inform professional practice for all stakeholders of the organization including students, teachers, 

parents, grade levels, schools, learning communities and the district as a whole.   

The District and Association recognize a joint interest to ensure that we have meaningful and informative assessment 

and reporting practices, without taking great amounts of classroom instructional time and teacher time for grading. We 

share a common goal to ensure that the implementation of state and district mandated assessments is seamlessly 

integrated into the job of teaching and learning. 

J.1 Managing the number and complexity of State and District Mandated Assessments:  

The District agrees to use the curriculum adoption and refinement process at all levels to streamline curriculum, 

assessments and instructional expectations.  

The District and Association agree to a development process that includes administrators and teachers to work 

towards a balanced comprehensive assessment system, including large scale state assessments, district 

interim assessments and classroom/curriculum-based formative and summative assessments.  A balanced 

assessment system takes into consideration the impact of time for administration and grading of assessments.  

By October 1 annually, the district will identify and communicate which district and state assessments are 

required and which ones are available for optional use. 

When developing new District mandated assessments and expectations, whenever possible, new assessments 

will be directly aligned to Common Core State Standards and/or recognized anchor standards and take 

advantage of the Smarter Balanced Assessment Consortium (SBAC) system and technology.   

J.2 Managing the communication and information strategy for State and District Mandated Assessments:  

A. To ensure consistent communication and expectations for actions around assessments, administrators and 

building teacher leadership will share joint responsibility to support staff in the areas of curriculum, 

assessment and instruction. 

B. The District will maintain and communicate a State and District Mandated Assessment document for the 

use of administrators and teachers for planning and preparation purposes.    

J.3 Supporting the practitioners in the assessment process: 

The following items will be addressed to support our assessment activities:  

A. Based on the need for one-to-one certificated administration of DIBELS testing, funds for substitute 

coverage will be provided at thirty (30) minutes per student per year. 

B. The Assessment office will set up a schedule and arrange for required paper-based district assessments to 

be printed at the print center and delivered to the buildings prior to the assessment window. 

C. Provide secure electronic-based district assessment, if appropriate. 
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APPENDIX K – NEW DISTRICT PROGRAM & PRACTICES  

 
The District and Association acknowledge the dynamic national, state and local environment within which the Lake 
Washington School District must navigate, grow and succeed. The District and Association also acknowledge that these 
external factors, whether through regulation, mandate or choice, require the District to continuously adapt and innovate 
(navigate change, create new programs and practices) to ensure our students graduate prepared for college, prepared 
for the global workplace and prepared for personal success.  

The District and Association acknowledge that navigating change through new programs and practices is a complex 
activity that has a significant impact on an individual’s workload and capacity to do his or her job.  It is in the interest of 
both the District and Association that, as we innovate and navigate change, we ensure the resulting new programs and 
practices are doable, meaningful, and relevant.   

Therefore, this Letter of Understanding is written to address these additional shared interests: 

• Including teacher voice 

• Adhering to national and state mandates 

• Enhancing student achievement  

• Managing impact on teacher workload 

• Providing adequate professional learning  

• Addressing operational and technology needs and support 

• Determining capacity to succeed  

For the purpose of this Letter of Understanding, new programs and practices are defined as introductory acts needed to 
set in motion a new district practice around classroom instruction/assessment.  New programs and practices will be 
shared with all staff members following a three (3) step process: introduction, implementation, and evaluation. 

The District multi-year strategic plan will be shared with staff on an annual basis each August. 

Section K.1 Introduction of New Programs and Practices 

   When new programs and practices are introduced, a multiple-year strategic plan will be shared with 
affected staff that identifies the resources, support and time needed to: 

   A. Learn the new program or practice.  

    1. Communicate the rationale of the new program or practice, i.e. the driving factors.  

   2. Communicate the origin of the new program or practice, i.e. federal/state mandates, District 
administration, teachers, community. 

   B. Process the new program or practice. 

   1. Develop a deep understanding of purpose and connection to student success, which will 
support authentic work and a positive culture. 

    2. Communicate where/how it connects to the strategic plan. 

   C. Prepare and plan in order to effectively implement the new program and practice. 

  1. Provide a timeline of implementation of new programs and practices to staff with clearly 
identified launches and potential dates to reach integrated practice.  

   2. Provide an outline for the planned professional development that will be given to support the 
new programs or practices. 

Section K.2 Implementation 

    A. New programs and practices will be connected to the building work, including CIP, to provide 
flexibility during LEAP time, thus allowing for more time and support. 

   B. If applicable, new programs and practices must have the technology support needed to implement. 
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Section K.3 Evaluation 

    A. All staff will be provided the opportunity each February to give input on the multi-year District 
strategic plan to provide information on current new programs and practices, including 
implementation and impact. 

 

    B. A teacher representative group will use input results to review implementation, the effectiveness of 
the current new programs/practices and the impact on teacher workload. 

 

    C. The teacher representative group will make recommendation each March regarding appropriate 
adjustments to the new programs and practices timeline. 

 

    D. These teacher recommendations will be used by the Strategic Advisory Leadership Team (SALT) 
for the purpose of monitoring and adjusting the new programs and practices identified in the multi-
year strategic plan. 
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APPENDIX L – INVOLUNTARY TRANSFER / OVER-STAFFING PROCESS 

 
 
Should it be determined that an over-staffing situation exists in a building, the following steps will be followed: 

Section L.1  The building principal will notify the staff that an overstaffing of “X” number of positions exists in the 
building. 

Section L.1.1 Staff will be divided into the following categories for over-staffing: 

Section L.1.1.1  K- 5 teachers 

Section L.1.1.2  6-12 teachers by subject area 

Section L.1.1.3  Special Education teachers 

Section L.1.1.4  Specialists in their own categories (librarian, music, PE, etc.) 

Section L.2  The principal will then ask for volunteers to transfer to other locations within the district. (If there are 
more volunteers than needed, Section 23.4.1.F applies.)  

Section L.2.1 Volunteers will be given choices, if possible, of open positions within the district. 

Section L.2.2 Volunteers will take all their building seniority with them to the new location. 

 Section L.2.3 Volunteers will each be given five (5) days paid at their per diem rate to make the transition to the 
new location. 

Section L.3  Should there be no volunteers, the person with the least district seniority will be transferred to a new 
location within the district. District seniority is determined by their contractual start date, not the date 
they received, signed or returned their letter of intent or verbally committed to their contract. 

Section L.4  If there is a tie on district seniority, the person with the least building seniority will be transferred. 

Section L.5  If there is a tie on district and building seniority, the person who is lower on the educational lane of the 
salary schedule will be transferred.   

Section L.6  If there is a tie on district and building seniority and educational lane, the person who has the least 
amount of overall experience will be transferred. 

Section L.7  If there is a tie on district and building seniority, educational lane and overall experience, the person to 
be transferred shall be determined by lottery. 

Section L.8  Involuntary transfers will be given choices, if possible, of open positions within the district. They will 
take all of their building seniority with them to their new location, and will be given five (5) days at their 
per diem rate to make the transition to the new assignment. 

Section L.9  Individuals who have placed their name on the voluntary transfer list by the first Friday in March are 
eligible to accept voluntary transfers to another location at a later date, if offered, even though they had 
already been involuntarily transferred. 
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APPENDIX M – JOB SHARE 

 

Section M.1 The purpose of a job share is to enable a teacher to take care of a need that would otherwise 
jeopardize his/her ability to work, such as to care for a parent or family member.  The intent is not to 
create permanent part-time work. Job sharing is voluntary on the part of participants. 

Section M.2 The building principal must approve job sharing for it to occur in his/her building, except where 
involuntary transfer occurs.  If a principal denies a request, he/she will explain the reasons to the 
teacher(s) in person and, upon request, in writing. 

Section M.3 Should job share participants wish to continue for the next school year, they shall request an extension 
of their leave and they will be given first consideration for continuation in job share for the following 
year. Should any participant desire to return to full-time, or if the job share is discontinued, the 
employee will not necessarily be assigned to the identical position occupied before the leave, but will 
be assigned to a position of equivalent nature. 

Section M.4 Job share shall be for Grades K through 12. Because of difficulties of projecting enrollment and staffing 
needs, kindergarten will be dealt with on a case-by-case basis. The principal will make final decisions 
on job sharing after conferring with their supervisor. 

Section M.5 Should an involuntary transfer be necessary, seniority for both job share participants at any location 
shall be determined by the district seniority of the most senior participant. 

Section M.6 Should a job share participant resign or take a leave of absence prior to or during the school year, the 
job share situation will be handled as follows: 

Section M.6.1 Offer full-time employment to remaining job share person. 

Section M.6.2 Seek compatible replacement, with remaining partner working full-time until replacement is found. 

Section M.7 Job share participants will qualify for salary advancements, experience credits, sick leave, and other 
benefits as would any part-time certificated employee. An explanation of how these benefits apply to 
less-than-full-time positions will be made available to each participant by the payroll office. 

Section M.8 Job share positions will not be eligible under the voluntary transfer section of the contract. 

Section M.9 Applications for job share must contain provisions which include: 

Section M.9.1 Teacher compatibility in such areas as  

• personal traits 

• educational philosophy 

• areas of effectiveness 

• experience 

• discipline expectations 

Section M.9.2 Division of instructional and professional responsibilities 

Section M.9.3 How the following items will be covered 

• faculty meetings 

• parties 

• field trips 

• student assessment and reporting 

• professional development 

• LEAP attendance/information 

• open house 

• curriculum nights 

• planning time 

• parent/student orientation 

• first day of school 

• last day of school 

• room preparation/closure 

• student-led parent/teacher conferences 

 



 

 
 

79 

Section M.9.4 Agreement on an acceptable division of time (i.e., a.m., p.m., 2.5 days each person, etc.). 

Section M.9.5 Basic ground rules on discipline. 

Section M.9.6 A communication system: 

• between selves 

• with principal 

• with parents 

• with students 

• with other teachers and staff 

• communication with parents regarding the share plan 

Section M.10 Dissolving a Job Share 

Section M.10.1 If a job share is dissolved, the individual who held a position in that building prior to the formation 
of the job share (the "owner") retains the right to that position after the dissolution of the job 
share. The job share partner who gave up another full-time position to join the job share (the 
"visitor") will be placed as though returning from a leave of absence, but will also retain the right 
to request a transfer unless a vacancy exists in the current location. If no vacancy exists, the 
individual may list his/her current location on his/her transfer request list.  (Both partners in the 
job share retain all building seniority accrued prior to the formation of the job share and continue 
to accrue additional building seniority during the job share. This total accrued seniority may be 
used in the transfer process.) 

Section M.10.2 If only one of the job share partners wishes to dissolve the job share, the remaining job share 
partner may seek a different teacher-partner at the current location provided that individual is the 
"owner" of the position. If the remaining job share partner is the "visitor,” he/she may seek a 
different partner in another position at that location or at a new location. The "visitor" will take all 
accrued building seniority with him/her to the new location and will continue to accrue seniority for 
transfer purposes in the new location.  

Section M.10.3 If the individual wishing to continue in a job share is unsuccessful in finding a new job share 
partner, he/she may also elect to return to full-time in the position currently held, provided he/she is 
the "owner" of that position. If he/she is the "visitor,” he/she will be placed as though returning from 
a leave of absence, but will also retain the right to request a transfer unless a vacancy exists in the 
current location. If no vacancy exists, the individual may list his/her current location on the transfer 
request.  

Section M.10.4 In the event that the original job share partner who was the "owner" of the position is no longer 
part of the job share, the individual having the most seniority in the job share retains the right to 
the position. 

Section M.10.5 If both job share partners were originally located in the same building and it cannot be 
determined who held the position originally, the individual with the most building seniority will be 
considered the "owner" of the position; the individual with the least building seniority will be 
considered the "visitor" and may seek a different job share partner in another position at the 
current location if a vacancy exists, or in another building if such vacancy does not exist; or the 
individual will be placed as though returning from a leave of absence, but will also retain the right 
to request a transfer to a full-time position which may include the current location. 

 If both partners have equal building seniority, the individual having the most district seniority will 
be considered the "owner" of the position. If both partners also have the same district seniority, 
the individual placed on the higher educational lane on the salary schedule will be considered the 
"owner" of the position. If the two partners are on the same lane, the individual with the most 
overall experience will be considered the "owner" of the position. 
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APPENDIX N – RETENTION, LAYOFF AND RECALL 

 
Section N.1 The District will first determine as accurately as possible the number of positions that need to be 

eliminated. From that number, the District will subtract the total number of employees, known as of 
April 5, who will be leaving the District for reasons of: retirement, resignation, discharge or non-
renewal including those employees on provisional status. 

Section N.2 Teachers must meet all state, federal licenses and/or certifications and requirements in order to be 
considered eligible for any position under consideration as a prerequisite for retention. 

Section N.3 The following categories and specialties are established to ensure the qualifications of personnel 
assigned to retained positions, to allow for the least disruption of the ongoing program and to cause 
the least deviation from the present assignment of personnel. 

Section N.3.1 Elementary teachers will be considered for retention in one (1) category (K-5). 

Section N.3.2 Secondary teachers will be considered for retention based on their level (6-8) for middle school 
and (9-12) for high school, as well as their teaching assignment such as: Science, Math, Social 
Studies, Language Arts, Technology Education, Family and Consumer Science, Business 
Education, Instrumental Music, Vocal Music, Art, Physical Education and Health and individual 
languages (i.e., French, Spanish). 

Section N.3.3 Other certificated staff members will be considered for retention according to their specialties, 
which will include: 

        Intervention Specialists 
        Elementary Counselors 
        Secondary Counselors 
        Elementary Quest 
        Library Media Specialists 
        Psychologists 
        Special Education Teachers 
        Occupational Therapists 
        Physical Therapists 
        Safety Net 
        Speech & Language Pathologists 
        Vision/Orientation/Mobility Specialists 
        Elementary Music Specialists 
        Elementary PE Teachers 
        English Language Learner Teachers 

Section N.3.4 It is recognized that certificated employees of the District holding administrative or supervisory 
positions and not included in the bargaining unit covered by this Agreement may be eligible, 
under applicable Board Policy and Administrative Procedures, for retention in one (1) or more of 
the employment categories identified in Section N.3 above. 

Section N.4 Each employee will, in accordance with the criteria set forth in Section N.3 hereof, be considered for 
retention in the category or specialty appropriate to the position held at the time of the implementation 
of these procedures; and, in addition, in such additional categories or specialties as any such employee 
may designate in writing to the Superintendent or designee, provided, that in order to qualify for 
consideration in any such additional category the employee: 

Section N.4.1 Must meet all state, federal licenses and/or certifications and requirements in such a category. 

Section N.4.2 All written designations for consideration in additional categories will be submitted in writing 
within ten (10) days after any request for such information is made by the Superintendent or 
designee. Employees will only be considered for additional categories if they do not qualify for 
retention in the category appropriate to the position held at the time of the implementation of 
these procedures. 

Section N.5 Employees will be considered for retention in available positions within the categories or specialties 
for which they qualify under Section N.4 hereof. In the event that there are more qualified employees  
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than available positions in a given category or specialty, the following criteria will be used to 
determine which employees will be recommended for retention: 

Section N.5.1 Total seniority as a certificated employee will be the basis for retention for those categories and 
specialties identified in Section N.3.3.  Within each such category or specialty the senior 
employee(s) will be recommended for retention. 

Section N.5.2 "Seniority" within the meaning of the Section N.5 will mean years of certificated experience as 
described in Section 21.1.1. 

Section N.5.3 In the case of equality of seniority within those categories and specialties identified in Section 
N.3.3, the determining factor will be seniority within the District as determined by official start 
date of employment. In the event that ties still exist, the employee(s) with the most number of 
credits beyond the BA as recorded in the Human Resources Office as of April 5 will have 
preference. If ties still exist the employees involved will flip a coin. 

Section N.5.4 Those certificated staff members presently assigned to a building and chosen for retention will 
remain in their assigned building, subject to Article 23 – Transfer and Reassignment. 

Section N.6 Recommendations for certificated staff reductions developed in accordance with these procedures 
will be presented to the Board prior to May 15. 

Section N.7 All certificated employees who are not recommended for retention in accordance with these 
procedures will be laid off and placed in an employment pool for possible re-employment for a period 
of up to one (1) year. Employment pool personnel will be given the opportunity to fill open positions 
within the categories or specialties identified in Section N.3 for which they are qualified under Section 
N.5. If more than one (1) such employee is qualified for an open position, the most senior employee 
will be offered such position. Employees not reassigned, within one (1) year, to an equivalent position 
may, at their written request to the Superintendent or designee, have their name remain the 
reassignment pool. Such request must be submitted by February 1 of each year.  

Section N.8 Within three (3) weeks of notification by the District that employee(s) have been placed in the 
employment pool, it is each employee's responsibility to notify the Superintendent or designee that 
such employee wishes to be removed from the pool. 

 It will also be the responsibility of each employee to notify, in writing, the Superintendent or designee 
by February 1 of each year if such employee wishes to remain in the employment pool. If such 
notification is not received prior to this date, the name of any such employee will be dropped from the 
employment pool. 

Section N.9 When a vacancy occurs for which person(s) in an employment pool category qualify, notification from 
the District to such individual will be by certified mail. Such individual will have five (5) calendar days 
from the receipt of the certified letter to accept the position. If an individual fails to accept a position 
offered, such individual will be dropped from that employment pool category.  

Section N.10 It is the responsibility of the individual in the employment pool to keep the Human Resources 
Department informed of his/her current address/contact information. 

Section N.11 Those employees who have not been RIFed may apply for a one (1) year leave of absence without 
pay. The Superintendent will recommend favorable action by the board for any applicant if the 
granting of such leave would eliminate the need to lay off an employee. The employee taking such a 
leave of absence will be entitled to re-employment by the District for at least a period of time equal to 
the leave granted, regardless of whether their position had subsequently been RIFed. 

Section N.12 The District will utilize employment pool personnel as substitutes on a first priority basis.  

Section N.13 The District will furnish to the Association, upon request, a copy of the seniority list which is used in 
determining who is retained and who is laid off.  

  



 
 

82 

 

 

APPENDIX O - JOINT COMMITTEE FOR CONTRACT WAIVERS 

 
 
The Joint Committee will consist of three (3) Association and three (3) District representatives.  The Committee 
chairperson position shall rotate between the parties annually.  The following explains the procedure that the 
District and the Association shall follow regarding contract waivers. 

The Joint Committee’s responsibility will be to assist individuals representing schools or programs in identifying 
the provisions of the agreement for which waivers will need to be sought.  The Committee shall also offer 
suggestions that might help these individuals craft a waiver that will meet the criteria required for the granting of 
contract waivers.  A presentation to the Joint Committee is required in order for any waiver to be submitted to the 
Association's and District's Waiver Approval Committees. 

The Joint Committee will meet as needed to review and advise the representatives of buildings or programs 
requesting waivers.  Schools or programs wishing contract waiver(s) must have a representative present to 
explain their requests.  

Waivers for the following year will be accepted for final consideration by each party by May 1.  The Association's 
and District's Waiver Approval Committees will approve waivers using the processes established by each party.  
The waiver committees will each make their decisions by May 15.  The decision of both parties must be positive in 
order for the waiver to be approved. 
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APPENDIX P – BUILDING AND STAFF TRAINING RELATED TO SPECIAL NEEDS 
STUDENTS 

 
The District and Association recognize and agree that it is desirable to provide the following training program to assist 
and support teachers and other staff in working with special needs students: 

Section P.1 Review of Policies and Procedures: 

 Special Education Department will provide Guidance Team Procedures Materials that will be 
reviewed by all teachers and specialists by October 1.  Training will cover: 

• Special Services procedures and policies 

• Definition and clarity regarding least restrictive environment, special education services and 
placement 

• Discipline of students who are 504 and/or special education eligible 

• Child Find and Guidance Team training and responsibilities 

• Roles and responsibilities of all teaching staff in implementing special education procedures and 
policies 

• Changes in special education and/or 504 regulations and policies 

• Health Services, 504, and Special Education accommodations 

• Dissemination Process 

• Provide building staff access to evaluation, 504 and IEP documents for each student whom staff 
works with and supports 

• Resources 

o Reference how to access support resources for staff 

o How aide time is generated, assigned, used, and changes from year to year 

o Funding for students eligible for 504, special education and ELL 

 If there are major changes in any of the above components, all administrators and all guidance team 
members will be provided new training materials and training. 

Section P.2 Special Education Teachers/Specialists Collaboration between General Education and Special 
Education Teachers/Special Education Specialists 

 Promotion Process: 

• Each spring information and expectations regarding the Special Education Promotion Process, 
specifically students promoting from one level to another, will be provided by the LWSD Special 
Education Department to building administrators and special education teams. 
 

• The Dissemination Process will provide informational support for schools and teachers to assist 
with the transition of students with special needs within school grade bands and between grade 
bands. 
 

• Each building will be allocated the equivalent of two (2) release days for the implementation and 
completion of the promotion process per Section 13.4.8 Special Education Promotion Process.  
 

• Within twenty-five (25) working days of the placement of students with an IEP, all special services 
specialists and general education teachers and specialists impacted by the student will follow the 
Special Education IEP Dissemination Process. 

To ensure continued collaboration regarding Special Education/504 student services beyond the 
dissemination and promotion process, by October 15 each building Leadership Team, including 
representatives from the Special Education staff, will develop a schedule ensuring at least three (3) 
structured collaboration meeting times for Special Education/504 staff to exchange information  
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regarding  instructional strategies and/or modifications and accommodations with general education 
staff serving qualified students.  The structured meetings may be held on LEAP time and/or grade level 
meetings, LEAP, or use of building funds for substitutes.  The first scheduled meeting should occur 
before October 31 and the third meeting should occur between March 1 and April 30. 

Section P.3 Professional development training and supports 

General District-wide professional development and supports shall be made available:  

• Protocol and how to access district support resources/services for teachers 

• Training related to: 

o Handling difficult students (i.e., anger management, conflict resolution, de-escalation 
strategies) 

o Neurologically impaired students 

o Strategies for working with ELL students 

o Strategies for general and special education teaching staff working with special needs students 

o Developing IEPs, accommodations, modifications, and positive behavior support intervention 
plans 

o Service delivery systems and environmental supports for students 

o Other topics as identified 
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APPENDIX Q - PCC: PROFESSIONAL COMMUNITIES AND COLLABORATION  

 
The District and the Association agree to a Professional Communities and Collaboration (PCC) model intended to 
support the professional growth of certificated staff and to enhance the learning environment for students.   

Q.1  Expectations 

Professional teams shall focus on the “cycle of inquiry” to enhance professional practice and positive student outcomes. 
To support this work we strive to create safe environments for PCC teams to improve the practice of teaching and 
learning. Therefore, the PCC structure will: 

• Emphasize professional collaboration focused on the improvement of professional practice and student growth. 

• Use the “cycle of inquiry” to focus on evaluating and addressing student learning, using established processes and 

protocols to analyze data. Examples include Data Teams, RTI, PLC practices. 

• Provide structures that maximize the efficiency and efficacy with manageable workload expectations. 

• Provide flexibility to differentiate team work based on monitoring and adjusting for the needs of students, while 

expressing ideas, teaching content, and using materials that support the course of study and the District’s 

instructional program. Teachers are expected to maintain a high professional standard of teaching and to employ 

the most effective teaching techniques to meet the District’s mission. 

• Be accountable to team members and administrators for completing PCC work at a high level of fidelity and be 

responsible to work toward continual team development. 

• Operate in an environment that provides clear expectations for individuals, PCC teams and administrators, and that 

provides a procedure to resolve disagreements about expectations. 

• Enhance the training, linguistic clarity, and expectations surrounding Professional Community and Collaborations 

(PCCs). 

Q.2  Training/Support 

Consistent and comprehensive training on PCCs will be provided for certificated staff and administrators. Some of this 
training will be conducted jointly with certificated staff and administrators. (One such option is to provide training for 
administrators and building leadership team members as an add-on to contract training in August.) 

Each year information on the foundation, process and expectations of PCCs will be reviewed and PCCs will be provided 
with time for conducting a team assessment. The team assessment will be the basis for PCCs to access differentiated 
training/support. PCCs, depending on their progress as a team, may also begin the process of forming/norming or 
reflecting on their previous year’s goal.  Such training may include resources made accessible online and supported by 
coaching. PCCs will be provided with a clear means for communicating a need for such support. 

Q. 3  PCC Processes 

Administrators, in consultation with the building leadership team, will guide the formation of PCC teams.  Administrators 
will monitor PCC team progress through the “cycle of inquiry” as outlined in the PCC document and provide needed 
support. 

In developing structures for PCCs, building administrators will account for workload issues for staff which may be 
assigned to multiple content areas. Options to address this include: 

• Staff are expected to actively participate with one team. (Identify as member of one team.) 

• Staff may participate with more than one team, but only have responsibility for providing data to one team. (Adjunct 

membership) 

• Staff may participate with one team, but use the products (e.g. common assessments) generated by the other PCC. 

When there is disagreement between administration/teacher or between teacher/team, the parties should follow 

building or team norms or the building’s process for resolving disagreements. 

• PGE teams and PCC teams should be the same unless circumstances dictate otherwise. 

• PCC goals help the school to accomplish larger goals outlined in the school's Continuous Improvement Plan. 

Educators are expected to participate in the activities and actions of PCCs through an ongoing cycle of inquiry (i.e. 
goal-setting, data analysis, responding to the four critical questions). 

 



 
 

86 

 

 

APPENDIX R – PERSONALIZATION GUIDELINES  

 
The LWSD Guiding Principles describe the learning environments in the Lake Washington School District, which are 
required to foster every student’s ability to learn the knowledge, skills, and attributes specified in the Student Profile. 
These guiding principles are organized around the themes of Connection, Value and Challenge for every student. 

Students learn best when they are known well by adults in the school, and when the instruction and support they 
receive meets their specific needs as learners and individuals. 

Therefore, each middle/high school will design their own Personalization Model using their Building Decision-Making 
Model.  This Personalization Model is to be reviewed annually by all certificated staff members. 
 
While there is no requirement to institute a specific program model, what is required is personalization for every student.  
This can be done in a variety of ways. Two such ways are intervention time/activities and homeroom. If a building 
chooses to schedule time during the students’ regular school day for an intervention or homeroom-type period, the 
following guidelines will apply: 
 

Section R.1 General homeroom expectations: 
 

• There is no minimum time/minute requirement for homeroom.  The time must not infringe upon 
minimum basic education instructional minutes. 
 

• Homeroom does not count in the daily student limit. 
 

• Buildings will have available coordinated, common resources, activities and materials.   
 

• The resources, activities and materials will be coordinated and prepared at the building level based 
on building needs or focus. 
 

• The materials should be classroom-ready and time-appropriate for delivery within a homeroom 
period. 
 

• As applicable, materials used with students need to follow LWSD Instructional Materials Committee 
approval policies. 
 

• Each school will determine a structure and process to oversee a bank of common resources, 
activities and materials.  
 

• A bank of common resources, activities and materials will be developed at the district level by a 
committee of building staff. 

 

Section R.2 Time allotted for homeroom should be used to engage students in the school’s operational 
and/or educational activities.  

Examples include, but are not limited to: 

• Daily announcements 
 

• ASB business 
 

• Pre-and/or post-assembly activities/discussions 
 

• Safe Schools/anti-bullying activities  
 

• School climate and culture-focused activities/discussions 
 

• Life skills-focused activities/discussions 
 

• High school and beyond plan/career cruising activities 
 
Section R.3 Homeroom expectations for teachers: 
 

• Teachers should not have preparation responsibilities for homeroom. 
 

• Teachers can be asked to deliver materials and/or lesson plans developed by someone else or 
from a bank of common resources. 
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• Teachers can lead activities or discussions, but will not be expected to develop lessons or activities 
for this period. 

 

• Teachers may need to briefly review or read through materials to deliver the lesson or activity, and 
if so, such time will not be considered as an additional course preparation. 

 

• Teachers should not have grading or formal progress monitoring responsibilities for homeroom. 
 

• Teachers are required to take attendance. 
 

Section R.4 A Staff Chair 1 stipend for each comprehensive middle school and all high schools will be allocated 
by the District for a personalization coordinator in each building.  The role of the coordinator is to 
develop, organize, and coordinate personalization resources, activities and materials based on building 
needs or focus. 

Section R.5 General intervention expectations: 
 

• There is no minimum time/minute requirement for intervention time/activities. 
 

• Intervention time/activities do not count in the daily student limit. 
 

• The building decision-making model must address format, structure, time, and student 
management.  

• Intervention time/activities are directed at supporting student success and may include reviewing, 
re-teaching and scaffolding, and enriching instruction, based on student need.  
 

Section R.6 Time allotted for intervention should be based on student needs.   
 

Examples include, but are not limited to: 
 

• Student request for additional support 
 

• Teacher identified need for support  
 

• Study time 
 

• Assessment prep and/or make-up  
 

• Pre-teaching  

Section R.7 Intervention time/activity expectations for teachers: 

• Teachers should not be asked to prepare anything outside of their current teaching assignment.  
 

• Student support activities should be driven by the teacher and their PCC team.   
 

• Teachers’ intervention activities should be driven by the students’ needs and a natural harvest of 
student assessment data.   

 

• Teachers should not have additional grading or formal progress monitoring responsibilities for 
intervention time. 

 

• Teachers are required to take attendance. 
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APPENDIX S - MODERNIZATION  

 
 
The District and the Association recognize the extra work teachers must perform when moving their classroom as a 
result of modernization projects.  In recognition of this extra work the parties have agreed to the following: 

Section S.1 In order to facilitate school moves, the District will provide teachers a Moving Guide which will identify 
the responsibilities of teachers as well as those of the District. 

Section S.2 In order to mitigate the impact of the transition and to reduce the quantity of materials needing to be 
packed, teachers will be expected to dispose of unneeded materials and supplies. 

Section S.3 All teachers will receive a Moving Stipend as identified on the stipend schedule in Appendix D. This 
Stipend is for the packing and unpacking of their classroom.   

Section S.4 The physical movement of boxes from one building to the other is the District’s responsibility. 

Section S.5 Employees who believe the packing and unpacking requirements for their classroom or work area 
exceed that of a typical classroom may request additional assistance from their building administrator.  
Such request must be made no later than three (3) school months prior to the move date. 

 The building administrator shall reply to such a request within fifteen (15) school days after the deadline 
for requests.  If the Administrator agrees with such request, the assistance given to teachers by the 
administrator may include the provision of monetary compensation above the Moving Stipend, the hiring 
of an IA(s) to assist in the packing and unpacking of materials, recruiting volunteers to assist the 
teacher, or the hiring of professional movers. 

Section S.6 Should the building administrator deny a request for additional assistance, the teacher may appeal such 
denial to their building administrator.  Upon receiving notification that the teacher is appealing the denial, 
the building administrator will schedule a meeting with the teacher within fifteen (15) school days of 
such notification to hear the appeal. 

Section S.7 If, after hearing the appeal, the building administrator upholds the denial, the LWEA may appeal the 
denial at the next scheduled Labor Management meeting. 

Section S.8 Any extraordinary situations arising as a result of a modernization project will be brought to the Labor 
Management meeting for resolution. 
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APPENDIX T – CHANGE IN WORKDAY DUE TO ADDITIONAL TIME 

 

The District and the Association have agreed to an increase in the teacher work day from seven (7.0) to seven and ½ 
(7.5) hours effective August 11, 2017. The District and Association recognize that potential changes to school start 
times and high school schedules are being considered and that these changes may impact when the additional time is 
worked.  

Beginning effective August 11, 2017 the workday will be as follows: 

• Elementary staff will begin 60 minutes prior to the start of school. 

• Secondary staff will end 60 minutes after the end of the school day. 

When high school schedule and/or start time changes are finalized, the District and Association agree to meet and 
determine when the additional time will be worked. 
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APPENDIX U – ENGLISH LANGUAGE LEARNER PROGRAM – REVIEW OF STAFFING, 
PROFESSIONAL DEVELOPMENT AND INSTRUCTIONAL MODEL 
 
 
 
The District and Association recognize the unique needs of English Language Learners (ELLs).  With the increased 
enrollment of students requiring ELL, the District has modified the program delivery model for 1-12 students.  House Bill 
1541 requires, beginning of the 2019-20 school year that “all teachers assigned using funds for the transitional bilingual 
instruction program to provide supplemental instruction for eligible pupils must hold an endorsement in bilingual 
education or English language learner, or both.” 

The District will develop program recommendations for English Language Learner instructional services and support.  
Recommendations will be developed in consultation with teachers and administrators.  Recommendations will include 
K-12 staffing ratios, professional development, and the instructional program design.  Program recommendations will be 
developed for implementation in the 2019-20 school year. 

Changes to staffing ratios will be agreed to through Labor Management. 
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APPENDIX V – JOINT TASK FORCE: REVIEW AND UPDATE OF APPENDIX P – BUILDING 
AND STAFF TRAINING RELATED TO SPECIAL NEEDS STUDENTS 
 
 
During the 2017-18 school year, the District and the Association will establish a Joint Task Force to review and make 
recommendations on Appendix P – Building and staff training related to special needs students.  Both parties will 
collaboratively agree to the make-up of the joint task force, ensuring representation of all affected stakeholder groups. 
The task force will complete its charges by June 1, 2018 for implementation in the 2018-19 school year.  
 
This task force is charged with the following:  
 

• Evaluate the scope and content of Appendix P. 

• Determine the required training for staff related to the identification, support, and instruction of students with 
disabilities. 

• Determine the methodology for providing required training for staff. 

• Update Appendix P through a consensus decision making process for implementation in August 2018. 
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APPENDIX W – SPECIAL EDUCATION PROGRAM DESIGN: RESOURCE ROOM II 
 
 
 
The District continues to evaluate the continuum of services provided to qualified students who receive Special 
Education services.  Staffing for higher needs students has been agreed to in the 2017-21 LWEA-LWSD negotiated 
agreement.  This staffing level is indicated as “Resource Room II”. 

The Director of Special Services will develop a working committee made up of representatives from: 

• K-12 General Education teachers 

• K-12 Special Education teachers 

• K-12 Special Education specialists 

• Special Education Program specialists 

• Elementary and Secondary Administrators 

• Other District Administrators 

The working committee will develop a system for identifying students whose needs are such that a resource room 
model may not provide the right level of support and a learning/transition center program would place the student in a 
more restrictive environment than is recommended by the IEP team.  The committee will develop a process for schools 
to use to identify students that may meet criteria to qualify for Resource Room II staffing support.  The committee will 
develop criteria that identifies no more than 5-10% of currently qualified students. 

The committee will complete the work of Resource Room II model development by February 15, 2018. 
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