Board/NCEA Agreement 2010-2011

PREAMBLE

This agreement is entered into by the Board of Directors onbehalf of North Clackamas School District
12, herein referred to as the district or the Board, and the North Clackamas Education Association
(NCEA), herein referred to as the Association, which is affiliated with the Oregon Education
Association (OEA) and the National Education Association (NEA). The intent of the Agreement is to
set forth and record herein the basic and full agreement between the parties on those matters pertaining
to wages, hours, and conditions of employment for employees included in the bargaining unit.

Both the Board and the Association are committed to providing a quality education for the children of
North Clackamas School District. Since that objective is related to quality professional services and
favorable working conditions, the Board and Association hereby enter into this agreement on October 7,
2010, for the 2010-2011 school year.

1.1

ARTICLE1 — STATUS OF AGREEMENT

Definitions

A.

i

The terms “teacher,” “unit member,” or “member” whenused in this agreement shall
refer to all employees represented by the Associationin the bargaining unit as defined
below in Section 1.2.A.

The term “Board” shall refer to members of the Board of Directors.

The term “district” shall refer to the Board and its designated agents, including the
superintendent.

The term “Association” shall mean its president and his/her cabinet of officers
determined in an all-member election.

“Part-time teachers” are those employed for less than 1.0 FTE and for purposes of
contract renewal at least .5 FTE and nomore than .99 FTE for any part of or all of a full
school year.

“Days” shall refer to work days unless otherwise stipulated.
“Weeks” shall refer to calendar weeks unless otherwise stipulated.

“School year” shall mean the period of time beginning with the first day teachers
report to work and ending with the last day of work set by the school calendar adopted
by the Board each year.

“Contract teacher” means any teacher who has been regularly employed by a school
district for a probationary period of three successive school years and who has been
retained for the next succeeding school year as defined in ORS 342.805(3).

“Probationary” employee shall mean an employee who has not completed the three (3)
year probationary period. An employee is probationary for his/her first three (3) years
of employment with the District as defined in ORS 342.815.

“Personnel Files” shall refer to all files dealing with employee performance at the
district level when reduced to hard copy.
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“Supervisor/Building or Working Files” are those files dealing with employee
performance at the building level when reduced to hard copy.

“Substitute” shall mean anyone employed to take the place of a regular employee who
is temporarily absent. An employee who works as a substitute for more than 60
consecutive days in the same assignment shall become a temporary employee.

“Temporary” shall mean anyone employed to fill a position designated as temporary or
experimental or to fill a vacancy that occurs after August 15 or the opening of school
because of unanticipated enrollment or because of death, disability, retirement,
resignation, contract nonextension or dismissal of a contract or probationary employee.

Status of Agreement

A.

The Board, pursuant to ORS 243.650, recognizes the Association as the sole and
exclusive bargaining representative for all full-time teachers, part-time teachers,
temporary teachers, counselors, vocationally licensed teachers, media specialists,
licensed specialists, social workers, and nurses under contract to the Board.

The Board agrees not to negotiate with or recognize any teachers’ organization other
than the Association in regard to this agreement.

To the extent that this agreement is inconsistent with any policy, practice, committee
decision or action by a committee under the jurisdiction of the Board, or other decision
by a person or persons under the jurisdiction of the Board, the agreement shall control.

If any provision of this agreement shall be found contrary to law, then such provision or
application shall not be deemed valid and subsisting except to the extent permitted by
law; but all other provisions or applications shall remain in force.

It isunderstood that this agreement shall not be interpreted or applied so as to violate
state law.

Any individual contract or working condition agreement between the Board or district
administrator and a unit member or group of unit members executed during the term of

this agreement shall be subject to and consistent with the terms and conditions of this

agreement.

Unless otherwise provided in this agreement, nothing contained herein shall be
interpreted and/or applied so as to eliminate or reduce current individual salaries,
employee benefits, or other provisions, under any existing policies or practices by or
within the district in effect prior to the effective date of this agreement.

There shall be two signed copies of the final agreement for the purpose of records. One
shall be retained by the district and one by the Association.

The Board agrees to print copies of this agreement and distribute a copy to each unit
member within 30 calendar days following the signing of the agreement. The
distribution process shall be mutually agreed to by the Association and the district.
The Association shall be provided with 150 copies foritsuse at the same time.

The Association will participate with the superintendent/designee in making
recommendations in regard to the adoption or revisions of Policies or Standard Practices
relating to working conditions of unit members. Proposed Policies or Standard Practices
related to unit members shall be subject to review by the Associationno less than 14
calendar days prior to being presented to the Board.

-
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K. The Board agrees to make available in all buildings the current district Policies and
Standard Practices.

L. A written notice of salary placement for the succeeding year will be provided to each
unit member annually.

Duration of Agreement

This agreement shall be in effect from July 1, 2010, through June 30, 2011, or until a successor
agreement has been signed. Regardless of the above, no compensation or benefits shall be
provided to unit members during the period of time they participate in a strike.

District Rights

It is recognized that the Board has, and will continue to retain, the rights and responsibilities
to operate and manage the school system and its programs, facilities, properties, and
contractual activities of its employees, except as limited by this agreement and applicable
state and federal law. Without limiting the generality of the foregoing, it is expressly
recognized that the Board’s operational and managerial responsibilities include:

A. The right to determine location of the schools and other facilities of the district.
B. The maintenance, control, and use of district property and facilities.
C. The determination of safety, health, and property protection measures where legal

responsibility of the Board or other governmental unit is involved.

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

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

F. The right to enforce the policies and standard practices now in effect and to establish
new policies and standard practices from time to time, not in conflict with this
agreement.

G. The direction and arrangement of all working forces in the district, including the right

to hire, suspend, discharge or discipline, or transfer employees.

H. The right to relieve employees from duty for poor or unacceptable work or for other
legitimate reasons.

1. The creation, combination, modification, or elimination of any teaching position(s)
deemed advisable by the Board.

]. The determination of the size of the working force, the allocation and assignment of
work to employees, the determination of policies affecting the selection of employees,
and the establishment of quality standards and judgment of employee performance.

K. The determination of layout and equipment to be used, and the right to plan, direct, and
control school activities. The approval and authorization of the processes, techniques,
methods, and means of teaching and the subjects to be taught.
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L. The right to establish and revise the school calendar, establish hours of employment,
schedule classes, and assign work loads; and to approve and authorize the use of
textbooks, teaching aids, and materials.

M. The right to make assignments for all programs of co-curricular nature.

The foregoing enumerations of the functions of the district shall not be considered to exclude
other functions of the district not specifically set forth, the Board retaining all functions and
rights to act not specifically modified by this agreement.

1.5 Funding
In the event the district is unable to fund this agreement because of a reduction in state funding,

all economic aspects of this agreement and up to three Articles, to be chosenby the Association,
are subject to reopening upon the request of the district.

ARTICLE 2 — NEGOTIATION OF A SUCCESSOR AGREEMENT

The parties agree to enter into collective bargaining over a successor agreementno later than February 1
prior to the expiration of the current contract. The parties shall begin the bargaining process for a
successor agreement at a mutually agreed upon time and date. Any agreement so negotiated shall be
reduced to writing after ratificationby the parties.

However, the agreement may be modified in whole orin part by written mutual agreement of the

parties, at any time during the life of the agreement. Proposed modifications shall be subject to
discussion at regularly scheduled meetings between the administration and Association officers.

ARTICLE 3 — NONDISCRIMINATION/AFFIRMATIVE ACTION

3.1 Nondiscrimination
The district shall not discriminate nor deny equal employment opportunity or treatment in the
areas of recruiting, hiring, retention, transfer, promotion, training, compensation, benefits,
layoff, and termination in all job classifications on the basis or race, color, religion, national
origin, gender, age, marital status, sexual orientation, physical requirements not constituting a
bonafide occupational qualification, or membership or nonmembership in the Association.

32 Affirmative Action
The district and Association will cooperate in the development of an affirmative action plan
following State and Federal requirements.

ARTICLE 4 — GRIEVANCE PROCEDURE

4.1 Grievance Procedure Definitions
A. “Grievant” shall mean either (1) a unit member or (2) a group of unit members or (3) the
Association.
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“Grievance” shall mean a claim by a grievant that a dispute or disagreement exists
involving interpretation or inequitable or unfair application of the terms of this
agreement, Board Policy, or Standard Practice.

A grievance filed solely over Board Policy will beginat Level Two (District Level).

“Party” shall mean the district and Association as well as their representatives or
participants who have an interest in the grievance.

“Immediate Supervisor” is the one who has direct administrative or supervisory
responsibilities over the grievant in the area of grievance as stated in Board Policy.

“Hearing Officer” is any individual who shall conduct the procedures and/or rule on
the issues presented at Level Two as outlined in Section 4.3.

“Days,” whenused in this Article, shall mean the grievant’s working days, except
where otherwise indicated.

“Arbitrator” is the person making the decision that is final and binding on the
grievant(s) and the Board as stated in Section 4.3, Level Four. One arbitrator shall be
used in each case.

General Grievance Procedures

The purpose of this Procedure is to secure, at the lowest possible level, equitable solutions to the
problems which may, from time to time, arise affectingunit members. These proceedings will be
kept informal and confidential as appropriate at any level in the procedure.

A.

Each level should be processed as rapidly as possible. The number of days indicated for
settlement or appeal at each level should be considered a maximum. The time limits
can be extended by written mutual consent of the parties involved at any level.

The district recognizes the unit member’s right to grievance representation by the
Association.

There shall be no restraint, interference, discrimination, or reprisal exerted on a unit
member concerned with the resolution of grievances.

Failure at any level by the grievant to appeal a grievance to the next level within the
specified time limits shall be deemed to be acceptance of the decision rendered at that
level. Failure at any level to communicate the decision in writing on a grievance within
the specified time limits shall permit the grievant to proceed to the next level.

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

Forms for processing grievances shall be prepared by the superintendent in cooperation
with the Association and shall be printed and given appropriate distribution by the
parties so as to facilitate operation of the procedure. A copy of the grievance form is
attached as Appendix L.

Every attempt shall be made to avoid interruption of classes as a result of
implementing the Procedure. Should the investigation or processing of a grievance
require that a unit member and/or the Association representative be released from
their regular assignment, with permission from the administrator, the unit member
and/or representative shall be released without loss of pay or benefits.

-5-
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H. Involvement of students in all phases of the Procedure will be avoided. However,
names of students shall be made available when their testimony as witnesses to the
event in question becomes essential in the grievance proceedings.

L Grievances above Level One will be processed after the regular working day unless an
exception is mutually agreed to by the Association and the district.

J. In the event a grievance is filed at such time that it cannot be processed through all the
levels in the Procedure by the end of the school year, and if left unresolved until the
beginning of the following school year could result in irreparable harm to a party, the
time limits set forth herein shall be reduced so that the Procedure shall be exhausted
prior to the end of the school year or as soon thereafter as practicable.

K. Grievants may be represented at all stages of the Procedure by themselves or may
determine their own representatives, which at their option may be the Association.
The Association shall have the right to be present and to state its view at all stages of
the Procedure.

L. All meetings and hearingsunder this Procedure shall be conducted in private, unless
otherwise requested by the grievant. Parties and their designated representatives
shall be present.

M. Any levels may be waived with the mutual agreement in writing of both parties.

N. Any individual(s) acting as Hearing Officer(s) shall not have previously been
involved in the events leading to the grievance.

O. Both parties shall have the opportunity to present arguments and evidence orally, as
well as in writing, and to bring forward witnesses who have information relevant to the
grievance.

P. The determination of the grievance shall rest solely on the evidence adduced at the

hearing, including testimony and cross examination from a witness unable to be present,
as stipulated in paragraph O above.

Grievance Procedure Levels

Level One (Unit Level)

The grievant shall first discuss the grievance with the principal or immediate supervisor
individually or accompanied by a grievance representative within 20 working days of the
occurrence with the objective of resolving the matter informally. If the grievant is not satisfied
with the disposition of the grievance at the informal step, the grievant may file a written
grievance with the immediate supervisor. The immediate supervisor shall communicate the
decision in writing to the grievant within five working days after receiving the written
grievance.

Level Two (District Level)

If the grievant is not satisfied with the decision rendered by the principal or supervisor, the
grievant may appeal in writing to the superintendent within 15 working days of the Level One
decision. After consultation with the grievant, the superintendent or designee shall give
writtennotice of the time and place of a hearing to the grievant, the representative, and other
persons officially involved in the grievance. The hearing will be scheduled within 20 working
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days of the filing of the appeal; the scheduled date can be extended when the parties mutually
agree in writing to an extension. The superintendent or designee shall communicate to the
grievant and all other parties officially present at the hearing, the written decision and the
facts that are the basis for that decision within 10 working days of the hearing.

Level Three (Board Level)

If the grievant is not satisfied with the decision rendered at Level Two or if no decision is
reached, the grievance may be appealed to the Board within 20 working days of the hearing
decision due date. The appeal shall be in writing and copies delivered to Board members,
superintendent, and persons officially involved. The grievant may request and shall be granted
an open hearing. The hearing will be scheduled for a date when there is a quorum of the Board
available to participate as hearing officers and when the grievant and the grievant’s
representative are available. Every attempt will be made to schedule the hearing within 30
working days of the filing of the appeal. Since the members of the Board are functioning as
Hearing Officers, those participating in the hearing shall comply with the definitions in
Sections 4.1 E and 4.2 N. Those unable to qualify shall withdraw themselves from the hearing
and innoway shall participate in the decision rendered at this Level. The Board shall
communicate to the grievant and all other parties officially present at the hearing its written
decision and the facts that are the basis for that decision within 15 working days of the
hearing. Both the grievant(s) and the district will submit to the Board, at least seven calendar
days prior to the Level Three hearing, documents from the Level Two hearing and any
additional information to be presented.

Level Four (Arbitration)

A. There may be differences of opinion as to the interpretation or application of this
agreement. It is the desire of all parties to have such differences of opinion or
application adjusted as quickly and efficiently as possible.

Binding arbitration shall be confined to the interpretation, meaning, or application of a
specified term or provision of the collective bargaining agreement arrived at by the
parties.

If the grievant claims that the areas for binding arbitration have been violated, the
following areas of management’s judgment are subject to binding arbitration:

1. The processing of complaint procedures against unit members;
2. The accuracy of the content in unit member evaluations;
3. The fairness in application of the district’s printed criteria for and/or the

district’s printed standards regarding unit member evaluations; however, those
criteria and standards in and of themselves are not subject to binding
arbitration.

B If the grievant is not satisfied with the disposition of the grievance at Level Three or
if no decision has been rendered within 10 working days after the grievance was heard
by the Board, the grievant may request in writing, within 10 working days, that the
Association submit the grievance to arbitration. If the Association so determines, it
may submit the grievance to arbitration within 15 working days after receipt of a
request by the grievant. The district and/or Associationshall (1) submit a written
notice to the other party of its intention to arbitrate, which notice shall contain a
statement setting forth the nature of the dispute and the remedy sought, and (2) file at
any regional office of the American Arbitration Association (AAA) three copies of said
notice, together with a copy of the agreement or such parts thereof as relate to the
dispute, including the arbitration provisions.
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C. Selection of the arbitrator shall be from a list of arbitrators provided by the Employee
Relations Board (ERB) and selection of an arbitrator shall be mutually agreed uponby
the district and the Association. The arbitrator shall be without power or authority to
make any decisions which require the commission of an act prohibited by law or which
is in violation of this agreement. The decision of the arbitrator shall be final and
binding on the parties unless the arbitrator has exceeded jurisdiction or in some other
way acted improperly. In such cases, either the Association or the Board may seek
remedy through the courts.

D. Costs for the arbitrator’s services, including per diem expenses, if any, and actual and
necessary travel, subsistence expenses, and the cost of the he aring room shall be borne
equally by the Association and the Board. Any other expenses (witnesses, travel,
materials, etc.) shall be paid by the party incurring same.

ARTICLE 5 — CRITICISMS AND CONFLICT RESOLUTION

Criticism in Public

In order to protect the professional status and due process rights of unit members, all criticism by
supervisors, administrators, parents, students, Board members or other staff members regarding
a bargaining unit member shall be made in confidence and not in the presence of students,
parents, staff or any public gathering unless immediate intervention is necessary for the safety
and welfare of students. The Administration and the Board, in public meetings held under the
auspices of the district, have the responsibility and obligation to protect unit members from
verbal or other abuse by advising the speaker of appropriate procedures for making complaints
against unit members.

In order to protect the professional status and due process rights of supervisors, administrators,
and Board members, a unit member shall not intentionally use the te aching station as an arena
to criticize supervisors, administrators, unit members, or Board members.

Conflict Resolution for Complaints

52.1 General Guidelines

A. When a complaint is made regarding a bargaining unit member’s performance of
regular duties or extended responsibilities, which may lead to a disciplinary
action or influence an evaluation, the complaint shall be called to the unit
member’s and the Association’s attention within five (5) working days from the
time the complaint was made known to the district. If the unit member is
required to attend a meeting to be informed about the complaint, the unit
member and the Association will be notified about the required meeting in
accordance with Article 6, Section 6.2.1 Required Meetings. A copy of the
complaint shall be provided to the unit member and the Association at such
time as the meeting notice.

B. The unit member shall have the right to have a representative of his or her
choice at any meetings or conferences regarding such complaints and shall be so
notified prior to the meeting. The District will alsonotify an Association
officer prior to the meeting.

C. Anonymous complaints, unless subject to legal obligation to report, shall not be
processed. Anonymous complaints shall not be made the basis for any
disciplinary action, and under no circumstances shall be included in any district
files.
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Nothing in this article shall impair the district’s legal obligations to report
alleged violations to the proper authorities. The procedures outlined in the
Article shall not limit the Administration from conducting its own
investigation, independent of the complaint.

Steps for Conflict Resolution

A.

Informal Complaints

Informal complaints shall be those complaints in which the name(s) of the
complainant(s) and the nature of the complaint is made known to the
administrator and the unit member. The administrator shall encourage the
complainant to meet with the unit member to attempt to resolve the complaint.
If the complainant declines to discuss the matter with the unit member, the
matter shall be closed and all documents pertaining to the complaint will be
destroyed unless the issue is under investigation.

Formal Complaints

Step 1 - Building Level — A formal complaint shall be a complaint which has
been put in writing. The written complaint shall include the name and signature
of the complainant, and a statement of the nature of the complaint. It shall be
reviewed by the principal and he/she shall meet with the parties involved
and attempt to help the parties resolve the complaint to the mutual
satisfaction of the complainant and the unit member. These meetings shall be
held within 10 working days of receipt of the written signed complaint. If the
complainant declines to discuss the matter with the unit member, the matter
shall be closed.

Step 2 — District Level — If the complainant or unit member is not satisfied with
the results at the building level, the complaint may be submitted to the Human
Resources administrator along with the unit member’s response. All documents,
communications, and records collected during the processing of a complaint
shall be filed separately from the official district personnel files or building
supervisory files of the unit member. A copy of the documents will be provided
to the Association.

ARTICLE 6 — RIGHTS OF UNIT MEMBERS

Just Cause Provision

No unit member shall be disciplined, reprimanded, reduced in rank or compensation, deprived
of any professional advantage, or terminated as a result of disciplinary action without just
cause. Any such action(s) shall be based on information that has been reported to the unit
member and can be substantiated. All information forming the basis for disciplinary action will
be made available to the unit member and to the Association. If a unit member is suspended
prior to expiration of his/her contract, the unit member shall receive salary of no less than the
first five days of the suspension period. Section 6.1 does not apply to probationary employees
who are nonrenewed for evaluative reasons at the end of an annual contract (See Section 6.3).

6.1.1

Discipline

Evaluation will not be used for disciplinary issues. Disciplinary matters are
appropriately resolved through progressive disciplinary procedures. Examples of
disciplinary problems include, but are not limited to, the following:

A.
B.

Not maintaining a valid teaching license.
Engaging in unprofessional conduct in relations with students.

-9-



6.2

6.3

6.4

6.5

Board/NCEA Agreement 2010-2011

C. Committing actions that may constitute criminal behavior (OAR 581-22-716).

D. Violating district policies or standard practices other than those related to
teaching performance standards.

E. Threatening physical harm or physically assaulting students, parents, other
school employees and other persons.

F. Abuse of prescribed leave policies and practices or excessive tardiness.

Required Meetings and Hearings

6.2.1 Required Meetings
When a unit member is required to appear before any administrator concerning any
matter which could adversely affect the continuation of that unit member in that
office, position, or employment or the salary or any increments pertaining thereto, then
the unit member shall be given prior written notice of the reasons. Notice shall be in
sufficient detail to inform the unit member of the nature of the complaint for such
meeting or interview. The unit member shall be entitled to have a representative of the
Association and/or legal counsel and/or other representative during such meeting or
interview.

6.2.2  Notice to the Association for Required Meetings
In the case of a required meeting, a writtennotice shall be sent to an Association officer
as soon as the date and time of the meeting are established. If the meeting is to be held
in less than 24 hours after said written notification, personal contact with an
Association officer is also required. The notice shall state the name of the unit member,
the building, and the time of the appointment.

Probationary Teacher Nonrenewal/Dismissal Hearing

In the event of nonrenewal or dismissal of probationary te achers only, the Board shall provide
a hearingupon request by the teacher, and written copies of the reasons as provided in ORS
342.835.

Evaluation of Students

The teacher shall maintain the right and responsibility to determine grades and other
evaluation of students. No grade or evaluation shall be changed by the unit administrator(s)
without prior consultation with the teacher. Following the consultation, the teacher may
appeal the unit administrator’s decision to change the grade directly to the superintendent,
whose decision will be final. No changes shall be made to the student’s grade issued by the
teacher more than 90 days after the end of the school year in which the grade was issued.

Personal and Academic Freedom

6.5.1 Personal Life and Website Information

A. The personal life of a unit member, except for items found in ORS 342.865 (Fair
Dismissal Law) and to the extent it does not affect classroom performance, is not
an appropriate concern of the Board.

B. There shall be nodisplay of pictures or any personal information of a unit
member on any district website broadcast without the member’s prior written
permission. Personal information shall include, but not be limited to, the
member’s biographical or educational background, home address, home phone
number, cell phone number, personal e-mail address, and social security number.

6.5.2  Academic Freedom/Controversial Issues

-10-
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A. Teachers shall be protected from undue censorship or restraint which may
interfere with their obligation to pursue knowledge and truth in the
performance of the teaching functions. Teaching of controversial issues is an
accepted procedure in appropriate subject matters and grade levels in district
schools. However, this doesnot give the teacher, or any group, the license to
promote a particular point of view. Teachers also have the obligation touse
thoughtful judgment in approaching controversial issues. They shall: (1)
present varying aspects or sides of the issue; (2) clearly identify a personal
position if such an expression is desirable; and (3) use care in selecting the type
of materials used in studying the controversial issues. (See district Policy and
Standard Practice INB). The Association shall be notified in a timely fashion
of all filings of a Request to Reconsider as set forth in Standard Practice INBA.
Academic freedom/controversial issues as defined in this context allows the
teacher the right to complement but not the right to replace district-required
curriculum and materials and/or district-adopted goals and/or instructional
objectives with curriculum materials, goals, and/or objectives of the teacher’s
choice.

B. Prior to any unilateral administrative decision to modify, ban, or otherwise
curtail the use of materials or portions of materials contained in district
adoptions for instructional purposes, the Association will be informed in a
timely manner and shall be allowed to review the materials in question and to
express its point of view to the superintendent and/or the Board.

C. Whenever a district committee recommends the adoption, modification, ban, or
curtailment of all or portions of district texts or other instructional materials
which are of a controversial nature and/or which may raise concerns regarding
academic freedom, the Association will be informed in a timely manner of the
committee’s decision(s) and will be allowed to express its point of view to the
superintendent and/or the Board prior to Board action orunilateral
administrative action.

Association Identification
No member of the bargainingunit shall be prevented from wearing pins or other identification
of membership in the Association or its affiliates.

Employees shall have the right to organize, join, and assist the Association and to engage in
other activities individually or in concert, for the purpose of establishing, maintaining,
protecting, or improving conditions of employment service and the quality of the educational
program.

Electronic Surveillance
The District shall notify employees that electronic surveillance may occur on District property.

ARTICLE 7 — TEACHER EVALUATION

Evaluation: General Provisions

A. The primary purpose of evaluation is to assess the degree to which the unit member has
met the district’s performance standards including, but not limited to, the items listed
in the member’s job description and duties specified by written rule in order that the
member can be engaged in purposeful and continued professional growth.

-11-
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Evaluation will form the basis upon which to determine contract renewal or nonrenewal
for probationary teachers and contract extension or nonextension for contract status
teachers.

The evaluation will be based upon clearly defined written criteria to include any
performance goals which have been established with the teacher.

Evaluation will not be used for disciplinary purposes.

Teachers will be evaluated by their customary North Clackamas supervisor or designee
by June 1.

Although professional development is one aspect of teacher performance, when the
administrator and the teacher mutually agree, the Continuing Professional
Development (CPD) plan for the individual teacher, as required for licensure, can be
used for the purposes of evaluation.

Evaluation: Process

The evaluation process includes, but is not limited to, the following:

A.

The teacher’s evaluator will establish performance goals with the teacher.

Individual teacher performance goals will be based upon district performance
standards and may be established:

1. At the time of the post-evaluation interview the previous school year;
2. At a pre-evaluation interview in the fall; or
3. At any time that the evaluator determines the need during the school year.

The evaluator will gather information and other pertinent data upon which to form
the basis of the formal evaluation through direct observation of the teacher or other
cooperative arrangement agreed to by the teacher and the evaluator. The teacher will
be informed of any other information that the evaluator intends to use.

The evaluator will conduct a post-evaluation conference with the teacher. At the post-
evaluation conference the evaluator will:

1. Discuss the written evaluation with the teacher and give the teacher an
opportunity to respond.

2. Give the teacher a copy of the written evaluation.

3. Discuss area(s) for continued professional growth.

4, Notify the teacher of the intent to extend or nonextend or renew or nonrenew the
contract.

The evaluator will prepare and sign the final written evaluation. This written
evaluation will contain the administrator’s assessment of the teacher’s work
performance in relation to the district’s performance standards and the teacher’s
individual performance goals which were previously established.

At the post-evaluation conference the evaluator will notify the teacher of the
evaluator’s intent to recommend renewal or nonrenewal of contract for probationary
teachers or of the evaluator’s intent to extend ornot extend the contract of a contract
status teacher. The teacher will return the signed evaluation.
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The teacher will be given the opportunity to make a written statement relating to the
evaluation. If a written statement is submitted, it will be attached to and filed with
the evaluation in the teacher’s district employment file.

7.3 Evaluation: Contract Status Teachers

A.

Contract status teachers shall be defined as all teachers who are regularly employed
by the district for a probationary period of three successive school years and who have
been retained for the next school year.

Contract status teachers will be evaluated in accordance with the evaluation process
outlined in Section 7.2.

The discussion of areas for continued professional growth which occurs during the post-
evaluation meeting will also serve as the pre-evaluation meeting for the following
school year unless the evaluator wishes to schedule an additional meeting(s) to modify
the identified areas of continued professional growth.

Teachers are expected to meet the district’s performance standards and individual
performance goals. When an evaluator has identified an area(s) needing professional
growth, the evaluator will notify the teacher of such and will specify the level of
growth desired.

The teacher may ask the evaluator for suggestions and/or assistance in seeking ways to
improve performance. Once a strategy for professional growth hasbeen developed, the
evaluator and the teacher will discuss possible timelines in which growth should occur
and possible methods by which the evaluator may assess professional growth.

Atsuch time the evaluator determines that a teacher’s overall performance is not
satisfactory and that a Program of Assistance for Improvement may be necessary, the
following will occur:

1. The evaluator will notify a Human Resources administrator who will notify
the Association of a potential Program of Assistance for Improvement.

2. The evaluator will notify the teacher of the teacher’s right to representation
at each subsequent meeting pertaining to the teacher’s evaluation.

7.4 Evaluation: Program of Assistance for Improvement (Contract Status Teachers)

A.

Contract status teachers who donot meet district performance standards or individual
performance goals will be placed into a written Program of Assistance for Improvement
to remedy any deficiencies specified in ORS 342.865 (1) (a), (d), (g), or (h).

A Program of Assistance for Improvement may be implemented at any time that the
evaluator deems it appropriate to improve the teacher’s performance.

A Program of Assistance for Improvement will be initiated by the evaluator after a
meeting with the teacher. The teacher will be given advance written notice of the
meeting, the purpose of the meeting, and of the right to representation at the meeting.
During the meeting the teacher will be given a copy of Article 7— Teacher Evaluation
of the Board/NCEA Collective Bargaining Agreement.

The written Program of Assistance for Improvement shall include:
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1. The teacher’s name, school, and current assignment.

2. A general statement for the Program of Assistance for Improvement.

3. A statement of each area in which the teacher is failing tomeet district
performance standards or individual performance goals.

4. A statement of the program to be followed for each deficiency, which includes a

description of the expectations which are to be met and the activities designed
to remediate the teacher’s performance. The program may include peer

assistance.

5. A statement of the monitoring system for each area of deficiency which will be
used by the evaluator to determine improvement of performance.

6. Inclusion of timelines, if necessary, for completion of various programs and/or
monitoring systems.

7. A meeting date at which time a final determination will be made regarding

the teacher’s progress. If necessary, intermediate dates may be established to
monitor progress throughout the Program of Assistance for Improvement. During
the final determination meeting, the evaluator will indicate whether a
recommendation to extend the teacher’s contract will be made or whether a
recommendation for dismissal will go to the Board of Directors.

Evaluation: Probationary Teachers

A.

Probationary teachers shall be defined as any teacher employed by the district who is
not a contract status teacher.

Probationary teachers will receive a written evaluation annually. The written
evaluation will be based upon a minimum of two observations and any other relevant
information gathered by the evaluator.

The evaluation process for probationary teachers is outlined in Section 7.2.

A post-evaluation meeting will be held with the probationary teacher at which time
the evaluator will:

eReview the written evaluation.
eDiscuss areas for continued growth.
° Notify teacher of intent to renew or nonrenew contract.

The discussion of areas for continued growth which occurs during the post-evaluation
meeting will also serve as the pre-evaluation meeting for the following school year
unless the evaluator wishes to schedule an additional meeting(s) to modify the areas of
continued professional growth.

At any time that the evaluator has determined that a probationary teacher isnot
meeting the district’s performance standards or individual performance goals, and if
lack of improvement in teacher performance may result in nonrenewal of contract, the
evaluator will notify the teacher of the areas of concern. A Human Resources
administrator will also notify the Association in writing of the name and assignment of
the teacher, and the teacher will be advised of the right to representation at all future
meetings pertaining to evaluation.

A probationary teacher with identified areas of deficiency may ask for and be granted
peer assistance in attempting to improve teaching performance.

Evaluation: Peer Assistance
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Peer assistance may be utilized for both probationary and contract status teachers
whenever its use is practicable and reasonable to aid teachers to better meet the needs
of students.

Peer assistance will comply with the following conditions:
1. Utilization must be voluntary on the part of the teacher needing assistance.

2. No witness or document relating to the Peer Assistance Program or the record of
the Peer Assistance Program shall be admissible in any proceeding before the
Fair Dismissal Appeals Board, or in a probationary teacher nonrenewal
hearing before the Board of Directors of the North Clackamas School District
without mutual consent of the district and the teacher being provided peer
assistance.

3. The district and the Association will develop a program of peer assistance
which may include, but not be limited to:
a. A pool of teachers willing to participate insuch a program.
b. A compensation scheme for potential advisors.
c. Any other components of a successful peer assistance program.

ARTICLE 8 — EMPLOYMENT RECORDS

Official District Employment File

A.

Contents of the official district employment file, which is kept in the Human Resources
Department, shall include, but not necessarily be limited to, the following:

1. Performance evaluation reports (required state form and district form(s), if
any);

2. Academic transcripts;

3. Completed application for employment;

4. Records of additional academic work and related growth experience bearing on

salary adjustments;

5. Copies of commendations and suggestions relative to professional performance;

6. Teacher licensure information;

7. Any replies, comments, and explanations the individual signs and wishes to
append to such data and reports;

8. Any letter of reprimand or other official document of disciplinary action.

There shall be only one official district employment file and all included documents
may be used for disciplinary or evaluative purposes.

Supervisor’s Employment Folder

Each supervisor will maintain a supervisor’s employment folder to assist in supervisory
responsibilities.

A.

Unless otherwise prohibited by this collective bargaining agreement, the supervisor’s
employment folder may contain any document related to the unit member’s employment
record for that specific school and/orunit. It shall include copies of all documents
which have been forwarded to the unit member’s official district employment file.
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While the supervisor may include any employment document or record in the
supervisor’s employment folder, only those documents which have been made known to
the unit member and which the member has had the opportunity to read, sign, and
attach a rebuttal, if desired, may be used for disciplinary or evaluative purposes. A
unit member’s signature on a document does not necessarily mean that the member agrees
with the contents of the document.

A derogatory document may only be placed in the supervisor’s employment file after
the unit member has been apprised of the document during a formal meeting of the
supervisor, the member, and the member’s representative, should the member choose to
have representation. During this meeting the unit member shall be given a copy of the
document and shall have an opportunity to attach a rebuttal to the document.
Documents of a derogatory nature or which may lead to disciplinary and/or evaluative
action and which are to be placed into the supervisor’s employment folder, will be
made known to the unit member within 15 working days of the event resulting in the
writing of the derogatory materials.

Any complaint received by a supervisor which hasbeen made by any person other than
a supervisor shall be filed separately from the supervisor’s employment folder.

All documents in the supervisor’s employment folder which have been made known to
the unit member shall remain in the supervisor’s employment folder if the current
supervisor leaves or is transferred. The supervisor’s employment folder will not be
forwarded to another location should the unit member transfer.

Any document of a derogatory nature which has not been used as the basis for formal
disciplinary action or as the basis of a formal evaluation may, upon the unit member’s
request, be removed from the supervisor’s employment folder after three years of the
initial date of the document providing there has been no subsequent documentation of
similar or related member behaviors which resulted in the initial derogatory
document.

Privileged information, such as confidential letters and related personal references
sought at the time of employment, are specifically exempted from review and shall not
be filed in the official district employment file or the supervisor's employment folder.
No copies of privileged information shall be made available to the unit member.

Where a unit member has more than one supervisor, each shall maintain a separate
file. Information will not be shared between these filesunless it is disciplinary or
evaluative innature.

Official District Employment File: Maintenance and Access

A.

All official records of unit members shall be kept in the official district employment
file in the Human Resources Department under adequate protection at all times in
accordance with ORS 342.850. Such records may be inspected only by the unit member
concerned, by the superintendent or designee, or by others authorized in writing by the
superintendent or the unit member.

Unit members shall have the right, upon request, to review the contents of their

official district employment file maintained in the Human Resources Department, in
the presence of a Human Resources administrator or designee.
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Unit members may request to review the documents in the supervisor’s employment
folder which have previously been made known to them. Such review shall only be
done in the presence of the supervisor.

An Association representative or the unit member’s attorney may, at the member’s
request, accompany the member in reviewing the member’s official district employment
file in the Human Resources Department or the supervisor’s employment folder.

Copies of any documents in the official district employment file in the Human
Resources Department, shall be given to the unit member upon request or member’s
authorized representative upon written request. The Human Resources Department may
charge the cost of reproduction of the copies requested. A similar request may be made
for copies of documents contained in the supervisor’s employment folder for documents
which have previously been made known to the unit member. The Human Resources
Department may charge the cost of reproduction of the copies from either request.

Material will be removed from the official district employment file or from the
supervisor’s employment folder when a unit member’s claim of inaccuracy is sustained
by decisions rendered through the grievance process, the complaint procedure, an
administrative investigation, or any other process mutually agreed uponby the unit
member designee.

All pertinent documentation used to substantiate formal disciplinary action of a unit
member shall be considered a permanent part of the unit member’s official district
employment file in the Human Resources Department or the supervisor’s employment
folder and shall not be removed from either file for any reason (ORS 342.850). A unit
member shall have the right to attach a response and other relevant documents to any
documentation included under this subsection.

ARTICLE 9 — REDUCTION IN FORCE

Layoff Reasons
Unit members may be laid off only when their positions are eliminated or reduced as a result of

the following (See Section 28.1.K):

A.

A substantial reduction in the funds available to the Board, provided that such
reduction cannot be avoided by the exercise of the Board’s taxing or other fiscal powers.

A substantial reduction in pupil enrollment within the district.

The discontinuance of a particular type of teaching service, provided that such
discontinuance is not for arbitrary or discriminatory reasons.

Lavyoff Procedure Instigation

A.

As soon as the district perceives a need to reduce force as described in Section 9.1, the
district will inform the Association of the proposed layoffs and the reasons for the
reduction(s). Within five (5) work days from the time the Association is informed of
the proposed layoff(s), the Association may notify a Human Resources administrator in
writing of its concerns with the proposed layoff(s). The Association and District Human
Resources administrator will review all data about the need for layoff, plan for
implementation and discuss the issues concerning the layoffs within 20 days prior to the
layoff. Prior to this meeting, the district shall provide the Association with all
requested documents.
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B. If the district is proposing teacher layoff, it will notify the Association at least 10
calendar days before intended Board action on the layoff, except in case of Section 9.1
A. Notice shall be in writing and shall include the specific positions to be affected, the
proposed time schedule, and the reasons for the proposed action.

C. A unit member who is to be laid off or lose a position the following school year, except
in case of Section 9.1 A, will be notified in writing by the second Board meeting in May
of the current school year, unless the district can show cause to the Association for a
delay of such notice until June 1.

D. Contact with media about pending or actual layoffs will be made after the parties
notify one another about the information to be released and 24 hours prior to contacting
the media about pending or actual layoffs. If contacted directly by the media, the
contacted party will notify the other to share information requested and given.

Layoff Rights

A. A unit member who isnotified that the position held will be eliminated shall have
the right to displace the least senior member in the district whose work the unit
member is licensed and qualified to perform.

B. A unit member who displaces another unit member shall retain all benefits accrued in
the previous position(s). Benefits donot include extended responsibilities.

Lavoff Reduction to Part-time

A teacher’s permanent full-time seniority statusshall be retained if the teacher is reduced to
part-time because of reduction in force. Any teacher who is being reduced to part-time shall
receive notification as soon as possible, but no later than that specified in Section 9.2 C. The
written notice shall include the number of hours of employment, the effective date of reduction,
reasons for reduction, and conditionsunder which a retum to full-time employment will occur.

Insurance while Laid Off

The district shall provide its contribution toward paid insurance benefits for a laid off
employee for a period of three (3) months following the exhaustion of the employee’s earned
benefits. Subsequently, laid-off unit members may maintain membership in the group insurance
programs at their own expense according to the provisions of each insurance carrier.

Seniority Computation

A. For purposes of this Article, seniority will be computed from a unit member’s first day of
actual service in a licensed position in the district.

B. Seniority shall continue to accumulate when unit members are on approved Board paid
orunpaid leaves.

C. Seniority will not be broken by employment by the district in a position outside the
bargaining unit. However, such time will not be counted in computing seniority except

for time spent in other licensed positions.

D. The following procedure shall be used to break ties, in the order indicated, when the
years of service in the district as a licensed employee are equal:

1. The unit member possessing the most experience as a licensed employee shall
retain the position.
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2. The unit member possessing a master’s degree or equivalent placement on the
salary schedule shall be retained over a unit member who is placed on a lesser
column on the salary schedule.

3. The unit member possessing the greatest number of hours beyond the degree
shall retain the position.
4. In the event a tie remains, the order of seniority will be determined by the

drawing of lots by representatives from the Human Resources Department and
observed and recorded by the NCEA. The employees shall be informed of the
results of the tie breaker.

All seniority is lost when a unit member resigns, retires, is dismissed or nonrenewed.
Unit members who are laid off shall retain all seniority held as of the effective date of
layoff for a period of 36 months, but shall not accrue seniority during the period of
layoff.

For purposes of this Article, the Association president(s) and the president-elect/first
vice president and the second vice president shall not be laid off during their term(s) of
office. Upon completion of their term(s) of office, the elected officer(s) will return to
the formerly held position(s). In the event the formerly held position has been
eliminated as a result of the layoff reasons listed in Section 9.1, the elected officer(s)
will return to a similar position based upon certification, qualifications, and seniority.

The Human Resources administrator will provide the Association with a list showing
the seniority, based on licensure, of district unit members by November 1 of each year
and will provide the list again by February 1 and April 1. A Human Resources
administrator will at all times have a current seniority list in the Human Resources
Department. The Association may request anupdated list at any time and the district
will provide it. The list will be available for inspection during regular working hours
by unit members and the Association.

9.7 Recall Procedures

A.

When a unit member is laid off, the district will institute a recall procedure which,
when implemented, will ensure that members will be recalled in the reverse order of
layoff but only into positions for which they are licensed to hold at the time of the
recall. Recall will be initiated immediately upon resolution of any financial crisis or
enrollment change or the reason which may have precipitated the necessary layoff, or
upon the commencement of any favorable factor calling for increase of staff.

Unit members who obtain additional license endorsements during the time of layoff
must bring to Human Resources the amended new license. A copy of the new license will
be made and retained in Human Resources for the purpose of insuring that the district
has correct license information when a recall is initiated.

In the event of recall, the district shall notify a unit member of recall by licensed letter,
return receipt requested, at the last address given to the district by the unit member. A
teacher shall have 10 calendar days from receipt of the letter to notify the district of
intent to return and must be able to return within 14 calendar days of receipt of the
letter, except as provided by Section 9.7 C 4.

A unit member who is laid off will remain on the recall list for 36 months after the
effective date of layoff unless the unit member:

1. Waives recall rights in writing;
2. Resigns or retires;
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3. Fails to accept recall to the position held immediately prior to layoff or to a
substantially equivalent position; or
4. Fails to report to work in the position accepted within 14 calendar days after

receipt of the notice of recall unless such member is sick or injured, or
temporarily employed elsewhere. If the unit member has secured temporary
employment elsewhere, 45 calendar days from the date of receipt of the notice
will be allowed before being required to report for work.

5. If the employee has secured employment with another school district, the
employee shall have 65 days to return to employment with North Clackamas
School District. If the employing district and NCSD agree to a release/return
date that is less than 65 days, the agreed to date will be honored.

If the unit member wishes to remain on the recall list for up to an additional 36 months,
the unit member will notify the Human Resources administrator of that desire by
certified letter, return receipt requested, every six months and will keep the Human
Resources administrator informed of current address and phone number. Failure to do
this will result in removal from the recall list.

Failure to return within 14 calendar days or within 45 calendar days if the unit member
is temporarily employed elsewhere, or 65 days if the employee has secured
employment with another school district, will be considered resignation of the member.
If a unit member has notified the district of intent to return, but this return is
temporarily delayed because of illness, the unit member may remain on the recall list
to the end of the time specified in Section 9.7 C so long as continuing disability is
verified by the member’s physician and/or physician of the district’s choice.

All benefits to which a unit member was entitled at the time of layoff, including unused
accumulated sick leave and credits toward sabbatical eligibility, will be restored to
the unit member upon return to active employment, and the member will be placed on
the proper step of the salary schedule for the current position according to experience
and education. A unit member will not receive increment credit for time spent on layoff
nor will such time count toward fulfillment of time requirements for acquiring
permanent status.

Lavoff or Recall Appeal

Any appeal from a decision on layoff or recall shall be solely through the Grievance Procedure,
including the option of binding arbitration. Such appeals shall be made on an expedited basis
which shall be as follows:

A.

The Associationshall have 10 days from the time the employee receives written notice
of layoff to request expedited arbitration. This request shall be in writing.

The Association and the district shall then have 10 days to select an arbitrator.
Failing to do so, the Association and the district shall request that ERB appoint an
arbitrator who can hear the case within one (1) calendar month.

The results of such appeal shall be final.

Districtwide School Closure

In the event the district must close all schools due to loss of revenue, sufficient funds shall be
reserved to cover all unit member’s medical/dental insurance premiums at the current district
contribution level for the following three (3) months.
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ARTICLE 10 — REDUCTION IN WORK HOURS

When the district proposes reducing the work hours of a unit member’s position, the district will inform
the Association of the reasons for the reduction, will stipulate the position description revision(s)
and/or duties no longer to be performed, and will indicate the conditions under which the position will
be returned to its previous hours. This includes extended contracts and extended responsibilities as well
as regular contracts.

11.3

ARTICLE 11 — VACANCIES AND TRANSFERS

Vacancies

A.

Vacancy Postings

Notice of openings in the district will be posted in all district buildings where
employees are assigned and on the district website as soon as the position is declared to
be open and at least five working days prior to the closing date of the posting.

Current district employees are encouraged to apply for any position in which they are
interested, licensed, and qualified. They will be interviewed and if they meet the
requirements for the position, the employee will be offered the position. In the event
that the internal candidate is not selected to fill the position, the employee will be
contacted by the hiring administrator.

In-District Applicants

A.

In-district applicants are to submit application materials as directed on the district
website.

Employees who submit timely application materials as required by the district’s
application procedures and who are currently licensed for positions prior to August 15,
will be granted an interview. It is the employee’s responsibility to be available for
interviews during the summer break.

General Provisions for Voluntary Transfer

A.

The major consideration in the transfer of personnel shall be the contribution to the
programs of the district.

Except for extenuating circumstances, unit members will not be voluntarily transferred
into positions which become vacant for the next school year after August 15.

Declared vacancies for the subsequent school year will be posted as described in Section
11.1.A until the end of the school year. During the summer break, the Human Resources
Department will maintain current listings of vacancies at the district office and on the
district website.

Each administrator who interviews a unit member requesting voluntary transfer will
inform the member in a timely manner of the hiring decision. If a decision is made not to
grant a transfer, the unit member may request and shall be provided an opportunity to
discuss the reason(s) for the denial.

Trading Assignments

Twounit members may trade assignments by transferring when approved by the responsible unit
administrators and a Human Resources administrator. The trade will be contingent upon the
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unit members’ certification and qualifications and will be for one school year to coincide with
the unit members’ work year. At the conclusion of the year, both unit members will return to
previous assignments. If both administrators and both unit members agree, the trade may
become permanent effective the second year. The decision to make the trade permanent will
occur by May 1.

Transfer: Involuntary

A.

Involuntary transfers will, whenever possible, adhere to the concept of least
disruptive.

The process defines specifically that the two overriding variables in the involuntary
transfer process are district seniority and a least-disruptive process.

o In the event a unique or unforeseen situation occurs, the district and Association
will review the matter in an effort to satisfy the interests of all the parties
involved.

J A unit member with more district seniority shall have priority regarding

selection and placement into another assignment over other unit members with
less district seniority, as long as the senior member is qualified—or can become
licensed/qualified—Dby the time the unit member is to begin performing the
duties of the new assignment.

o In the event that a unit member needs to be involuntarily transferred at any
time during a school year because of lack of enrollment, the following process
will be considered least disruptive. The unit manager will determine the grade
level/department in which the reduction needs to occur.

v Only those members at the designated grade level or department will
be affected within the specified school.

v The least senior member at the affected grade level or department will
be the person involuntarily transferred unless a more senior member
volunteers to leave.

v In the event that no opening exists at the time during the year when the
unit member must be involuntarily transferred, the unit member will
displace the least senior member in the district in any position for
which the involuntarily transferred unit member is licensed/qualified
to teach.

o In the event no vacancy exists at the time the involuntary transfer is being
considered, then the unit member’s seniority rights as stipulated in Section
9.3.A in the agreement, shall be determined and activated when appropriate.

. Prior to the implementation of an involuntary transfer, the Executive Director
of Human Resources will notify the Association in a timely manner and arrange
a meeting with the parties in interest to explain the cause of the transfer(s), to
review the procedures and rights of those involved, and stipulate the timelines
for implementation.

An involuntary transfer made necessary by a reduction in building staff size shall be
made only after a meeting which will include the unit member involved, unit member
representative, and the principal. The meeting shall be preceded by a written notice of
the subject to be discussed at the meeting.

An involuntary transfer canbe made for reasons other than for reduction in building
staff size. Assoon as a tentative decision for such involuntary transfer(s) is determined,
but prior to the final decision being made, a meeting will be held to inform the unit
member of the reason(s) for such transfer. The unit member will be given the
opportunity to ask questions regarding the proposed transfer and, if appropriate to the
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cause of the proposed transfer, to present evidence and/or reasons on his/ her behalf to
dispute or to alter the conditions of the proposed transfer. The meeting will include the
unit member involved, unit member representative, the principal, and the
superintendent or designee, at which time the member will be informed of the reasons
for the transfer. The meeting shall be preceded by a written notice of the subject to be
discussed at the meeting.

Notice of involuntary transfer shall be given to the unit member as soon as the decision
to transfer has been made. Notification during the summer shall be by certified letter,
return receipt requested, to the most recent address on file in the Human Resources
Department.

The unit member shall be informed of appropriate vacancies known at the time of the
transfer and shall be able to indicate preference of assignment.

The unit member shall have the opportunity to visit the new assignment prior to
transfer.

When a unit member is required to involuntary change building assignments after school
has started, adequate time (three to five working days) shall be given without class
responsibility for moving and preparing for a new assignment. Other options agreeable
to the district shall be considered.

A unit member involuntarily transferred due to a reduction in force will be allowed to
transfer back to the original building within three years of the involuntary transfer
when an opening exists for which the unit member is qualified.

Normally, nounit member shall be subject to an involuntary transfer more than two
times in any five-year period. Exceptions would include those transferred due to staff
reductions.

Notice of placement shall be given to transferred unit members as soon as a decision has
been made and where possible, before the end of the school year. If the district cannot
place a unit member by the end of the school year, it will sonotify the unit member
prior to June 10, including the difficulty, and what placement is available prior to June
10. The unit member will then be allowed to choose the district’s current placement
offer, if one exists, by the end of the school year or will wait for a later placement.

An involuntary transfer shall not be considered discipline. The district has the right to
involuntarily transfer staff; involuntary transfer is not subject to just cause.

Transfer Interviews

Before a unit member is assigned or transferred, the receiving principal shall interview the
applicant.

Assignment Change within the School

A.

Notification of change of assignment in teaching duties within a school (e.g., changing
grade levels, teaching assignments, adding or deleting extended responsibility
assignments, etc.) shall be made at the earliest possible date. Consultation between the
principal and unit member(s) involved shall occur prior to the change. If the unit
member feels additional time, compensation, or other relief is needed for preparation
for this assignment change within the school, the member will consult with the
principal.
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B. Where financial loss shall result, such as loss of extended responsibility assignment,
notification of assignment change shall be made by June 1, except for circumstances
beyond the control of the principal. The principal shall give two daysnotice to the unit
member in advance of meeting for the purpose of discussing change.

Transfer of Materials and Equipment between Buildings

The district and Association will jointly develop a procedure to ensure the safe transfer of
materials, books, and equipment between buildings when a unit member is involuntarily
transferred. Unit members are responsible for the safe transfer of personal belongings. Unit
members may request that the district transfer personal materials, but the district will not be
responsible for the safe transfer of those materials.

Merger of Schools/Opening of New School

In the event of a closure of one school which results in the merging of those students into another
school(s), or in the event of the opening of a new school which requires the movement of unit
members from an existing school(s) to a new school, the district and the Associationshall
mutually develop a plan for movement of the unit members which will be consistent with this
Article and Article 9 — Reduction in Force. This plan will be distributed to all affected members.

When the merger of schools or the opening of a new school requires additional teacher work
daysbeyond the regularly contracted number, and when the district mandates those days, unit
members shall be paid for those days. All additional days shall be approved in advance by the
superintendent and paid according to the following criteria:

A. Duties which are not part of the unit member’s job description and which are not
included in the Standards of Competent Performance for Teachers shall be paid at the
curriculum rate. These duties include, but are not limited to: packing, unpacking, moving
materials and belongings, and taking down and setting up a classroom.

B. Duties which are part of the unit member’s job description and which are included in
the Standards of Competent Performance for Teachers shall be paid at the individual
unit member’s per diem rate. These duties include, but are not limited to, activities
associated with diagnosing, prescribing, or facilitating learning activities for students;
the evaluation of students; developing positive student relationships and classroom
management; and professional development.

ARTICLE 12 — TEACHER CONTRACT YEAR

Contract Year Description

The base contract year for teachers each school year shall be 191 days. Teachers new to the
district will work 194 days during the first year of employment with North Clackamas schools.
Three of those days, paid at curriculum rate, will be worked the week prior to the first
reporting day for all teachers. For the duration of this agreement, within 191 days there shall
be:

For elementary school—

eFive paid holidays (Labor Day, Veterans’ Day, Thanksgiving, Presidents’ Day, and
Memorial Day).

eFour district staff development/in-service days.

*Nine teacher work days.

For middle and high school—

eFive paid holidays (Labor Day, Veterans’ Day, Thanksgiving, Presidents” Day, and
Memorial Day).
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eFour district staff development/in-service days.
eSeven teacher work days.

Out of work days prior to the first day with students at the beginning of the school year, half of
the time will be at district discretion and half of the time will be for teacher preparation.

The district may require all teachers to work one additional day for in-service education when
students are not in attendance. This additional day shall be paid at each individual teacher’s
daily rate on the licensed salary schedule. In years the district exercises this option, the
district shall notify all teachers by June 1 of the preceding school year.

A. Teacher Attendance on District In-service Days

1. All full-time licensed staff, both elementary and secondary, are expected to be
in attendance for the duration of district-required in-service days. Full-time
staff members who split assignments between schools should attend the in-
service in the building where they spend the majority of their time. If
attendance at a different building is more appropriate, these teachers should
seek advice and approval from the appropriate building/district
administrator(s) prior to each of these days.

2. Part-Time Licensed Emplovees

a. Elementary schools:
Teachers are expected to attend district in-service meetings. These
teachers will receive additional pay if the district mandates in-
service that is outside the teachers normal work schedule.

b. Part-time teachers in Student Support Services positions:
Part-time teachers who are serving as specialists in positions normally
associated with Student Support Services will follow the same
guidelines as listed for part-time positions (See Section12.1.A.2.a).

c. Part-time media specialists should follow the same guidelines for
part-time district-created positions (See Section 12.1.A.2.b).

d. Part-time music/PE specialists/nurses will work their regularly
designated hours on these days. Individuals not scheduled to work on
these days donotneed to report. Individuals scheduled to work will
work regular hours. These individuals should report to their regular
buildings at the designated hour and participate in the activities
taking place at that particular time. There is no expectation of working
additional hours and there isno pay for additional hours.

3. Secondary Teachers:

a. Part-time Teachers with Conventional Schedules:
Part-time teachers working in traditional secondary schedules are
expected to be at work for the entire day. These teachers will receive
additional pay for working eight hours. Attendance at both the in-
services and the report preparation days are mandatory.

b. Part-time Secondary Teachers in Block Schedules:
The in-service/report days are designated asneither Day 1 nor Day 2
days. All part-time staff members are expected to be in attendance for
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the entire eight hours, even if it would not have been a regularly
scheduled day if it were a Day 1 or Day 2 day. Part-time teachers will
receive additional pay for working eight hours.

Report Preparation Days

The portion of any day designated as teacher report preparation day(s) shall not be used for
general or building staff meetings, for in-service education, or for parent conferences. Such days
shall provide teacher time for recording and summarizing data to be used in reporting and
recording pupil progress. Report preparation time shall be the last four hours of the designated
contracted day(s) and will include 15 minutes of the paid 30-minute lunch time.

Subject Matter Day
The statewide subject matter day in October is a non-contract day (unpaid) for teachers.

ARTICLE 13 — TEACHING DAY

Working Day
Regular building hours for unit members shall be eight hours per day. Starting and dismissal

times, which may vary from school to school, shall be determined by the Board. Unit members,
through principals, shall be consulted as to how times will affect building needs before bus
schedules are set. There may be variations in individual unit member’s starting and quitting
times as approved by the principal. The building principal/administrator shall ensure that
arrangements are made for restroombreaks for any unit member who is responsible for
supervision of students for more than two continuous hours.

For the duration of this agreement, on schoolwide parent conference days, the days starting and
ending times may be adjusted by the principal after consulting with staff to accommodate
conferences beyond the regular ending time. The adjusted day(s) will not exceed eight
consecutive hours, including lunch and preparation time.

Uncompensated Duties Outside the Eight-Hour Day

A. Unit members shall spend time outside of building hours to the extent necessary for the
following:
1. Adequate preparation for instruction.
2. One annual open house. Unit members are encouraged to attend other parent
group meetings.
3. Individual pupil and/or parent consultations requested by the parent or the unit

member at times other than parent conference dates scheduled by each building
in the fall and spring. Unit members shall schedule such meetings as soon as
possible after request is made.

4. Other uncompensated activities cooperatively planned between unit members
and principal and those of an emergency nature required by the principal.

B. Unit members shall be required, as part of their professional duties, to attend monthly
building meetings not to exceed 30 minutes in length beyond the work day.

Compensated Duties Outside the Eight-Hour Day
Duties outside the eight-hour day which are not specified in Section 13.2 A, shall be required
only when they are compensated at the curriculum rate of pay or when the unit member and
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principal shall have agreed in writing upon the amount of time and the dates and times for use
of compensatory time equal tono less than the actual time required. Such duties may include
additional staff meetings or scheduled schoolwide parent conference appointments which are
held outside of building hours for the convenience of the parent (See Section 19.3).

On scheduled schoolwide parent conference dates (fall and spring), unit members who must
schedule parent conference appointments outside of building hours for the convenience of the
parent will receive compensatory time equal to time required beyond member’s regular hours.

Lunch Period

The working day shall include a 30 consecutive-minute duty-free lunch period to commence
within five hours of the beginning of student contact time. Unit members will inform the office
when leaving from and returning to the building during their scheduled duty-free lunch period.
Working day for unit members employed less than full time shall be based on an equivalent
portion of normal working day for full-time members. Unit members working less than two-
thirds time may be provided with a duty-free lunch period; however, this shall be in addition
to their regular assigned duty time.

Preparation Time

If a teacher and the Association agree to a year long or grading period schedule that causes the
teacher to lose preparation time during the student contact day as stipulated in this agreement,
the teacher will be compensated at the teacher’s individual hourly rate of pay for loss of
preparation time. The teacher, Association, and the District will enter into a memorandum of
understanding if such a variation or exception occurs.

A. Grades K-6

1.  Preparation Time QOutside the Student Day
In addition to their 30 minute lunch period, classroom teachers shall have daily
preparation time during which they shall not be assigned to any other duties.
Teachers in grades K-6 shall have no less than 300 minutes per week outside of
the student day designated as uninterruptable individual preparation time for
the purpose of classroom preparation. The protected preparation time will be
accomplished as follows:

* Elementary preparation time before the school day will be kept free of
assigned meetings and student supervision until 10 minutes prior to the
beginning of the student school day.

* Elementary preparation time at the end of the school day may be used for
meetings and other professional work two days of each full week.

* Elementary teachers shall have three (3) unassigned afternoon preparation
periods for each full week. Teachers shall have nomore than eight (8) assigned
afternoons of professional activity in any full month.

* Elementary teachers’ starting and ending times will be established to ensure
preparation minutes.

2. Preparation Time Within the Student Day
In addition to the 30 minute lunch period and the 300 minutes per week outside
the student day there shall be preparation time within the student day as
follows:

*  Minimum prep time for teachers in grades 1-6 must indlude 30 minutes per day
within the student day.

*  Full-time kindergarten teachers will be provided 150 minutes per week. This
time will be distributed throughout the week during the student day and will
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be based upon the number of class sections and the individual teacher and/or
building schedules.

* Every effort will be made to provide 30 minutes per day during the student day
for elementary physical education and music specialists. They will be provided
150 minutes per week during the school year. This time will be distributed
throughout the week during the student day and will be based upon the number
of class sections and the individual teacher and/orbuilding schedules.

Grades 7-12

Middle and high school teachers shall be provided with no less than one period during
student contact time each day for the purpose of classroom preparation. Such time will
be protected frombuilding or district-level meetings.

All Grades
Other teachers who are not regular classroom teachers shall be provided with
preparation time to the same extent as classroom teachers.

Any teacher K-12 whose FTE is less than full-time will have prorated preparation
time according to their FTE and individual teacher schedule.

Full-time K-12 special education teachers who are assigned self-contained academic or
behavior classrooms will be compensated at the teacher’s individual hourly rate of
pay for loss of preparation time during the student contact day if their students cannot
be scheduled to other classes or with another teacher during that time.

Teachers Substituting for Other Teachers

No teacher shall be required to substitute for another. Substituting does not include on-call
practices or one teacher voluntarily substituting for another. When it is necessary for a teacher
to substitute for another teacher at the request of the building administrator, additional pay
will be as follows:

*Elementary school — Hourly sub rate for each hour of substituting.

*Middle school — one period of the daily sub rate for each regular period of
substituting.

*High school — one period of the daily sub rate for each period of substituting.

ARTICLE 14 — CONTRACTED SERVICES

During the life of this agreement, no work presently performed by teachers shall be regularly
performed by any nonmember of the unit or regularly subcontracted to any other party without written
mutual agreement between the Board and the Association. The written agreement will stipulate the
conditions of each subcontracting arrangement.

In the event nonrecurring, unique, or short-term instructional emergencies arise that cannot be met by
available district personnel, the district shall make such assignments as necessary to meet the
emergency condition.

ARTICLE 15 — TEACHING CONDITIONS

-28-



15.1

15.2

15.3

15.4

15.5

Board/NCEA Agreement 2010-2011

Class Size

A. The district shall make every effort to prevent excessive class enrollment by equalizing
class loads within the school, by transferring teachers where necessary, or by adding
staff when feasible.

B. In the event a teacher perceives that a classroom assignment contains an inequitable
number of special-needs students, that teacher may request a review of student
placement in that classroom.

C. Learning specialists and/or speech and language specialists, who perceive they have
an inequitable caseload after the December 1 count and considering the adjusted child
count, may request a review with the immediate supervisor and the Director of Student
Support Services. If there is nosatisfactory determination at that level, an appeal may
be submitted to the superintendent or designee.

Reference Library

The Board and Association mutually recognize the importance of continuous use of teaching
reference material in maintaining a high level of professional performance. In furtherance of
that recognition, the Board shall strive to provide a teacher reference library in each school in
the district and include texts which are reasonably requested by members of that school.

Facilities for Teachers

A. The Board and Association agree to work together to identify those schools in which
adequate lounge, lunchroom, and restroom facilities for use by adults are available and
appropriately furnished. Following identification of inadequate facilities, a planned
program to provide such facilities will be mutually agreed to, allowing reasonable time
for appropriation of funds. Provision for such facilities will be made in all future
construction.

B. Each building shall have a telephone line primarily for member use, with some degree
of privacy.

Safe Working Conditions

The Board and Association agree to work together to promote safe working and learning
conditions. In case a unit member sees a situation as being dangerous and the supervisor does not,
it will not be considered insubordination for the unit member to report it to the superintendent.

Licensed staff shall be informed prior to being assigned student(s) who evidence deviant
behaviors that could present a safety problem to the students or staff. Licensed staff shall be
provided with specific information about the known behavior pattern(s) of the student(s) and
with suggested strategies for managing these behaviors.

Student Discipline
In order to provide an effective educational environment, reasonable control over student
behavior must be maintained. In order to achieve this:

A. The principal, with the teaching staff, shall develop an orderly set of disciplinary
procedures and shall revise such procedures when deemed necessary within established
guidelines of state laws and district policies. The procedures shall include a plan for
handling students removed from class. In the event that a principal or licensed designee

-29.



16.1

Board/NCEA Agreement 2010-2011

isunavailable, only licensed personnel shall have a decision-making role in handling
disruptive students.

B. In situations where a student’s behavior is disruptive or disobedient, the teacher shall
attempt to resolve the difficulty in compliance with the building discipline plan.

If these methods are not successful and misbehavior or disobedience becomes persistent
or uncontrollable to the point that other students are denied the right to learn, the
disruptive student shall be sent to the principal or designee. As soon as reasonably
possible, butno later than the end of that working day, the teacher shall provide the
principal or designee with a written description of the student’s current behavior, the
circumstances leading to the student’s removal, and a chronological summary of
previous steps taken with the student.

At the request of either the principal/designee or the teacher, a conference shall be
scheduled with the teacher, and other appropriate parties (the student, the student’s
parents, and/or appropriate professional personnel). Pending an investigationby the
administrator, the student may be returned to the classroom after the student and the
teacher have had a conference.

If the disruptive behavior continues, the principal/designee and the teacher will
develop a behavior plan for the student. This plan shall include the specific areas of
concemn to be addressed, desired changes, timelines, and responsibilities of the student,
teacher, parent, principal/designee, and others involved.

If the behavior plan does not result in the specified change in the disruptive behavior,
the administrator, in conference with the teacher, student, and parent, will take
additional steps which are consistent with district discipline procedures.

C. Upon allegation that a student has committed assault orbattery upon a teacher, the
administrator shall follow the procedures outlined in the North Clackamas School
District “Guidelines for Student Behavior.” The same shall apply when a student
threatens the teacher’s property or family members.

D. In the event a teacher perceives a classroom assignment contains an inequitable number

of disruptive students, that teacher shall request an administrative review of student
placement in that classroom.

ARTICLE 16 — TEACHING STATUS

Temporary Teacher

The temporary teacher shall be given written notice of the beginning, and when possible, the
ending dates of such temporary employment period. The district shall have no obligation to
such temporary teachers beyond the ending date of such temporary employment or the return of
the teacher on leave except for the provision of earned insurance benefits. When a temporary
teacher is replacing a teacher onunpaid leave, the number of district-paid premiums shall not
exceed the number of district-paid premiums paid had the regular teacher not been onunpaid
leave (See Article 26).

In the event a temporary teacher is placed on probationary status in the district, the teacher
shall be given credit for satisfactory performance during the period of temporary employment
tobe applied toward fulfillment of probationary requirements.
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Teachers may be employed on a temporary basis for the following reasons in accordance with
ORS 342.815(10):

A. A new position is created after August 15.

B. A position is not filled until after the opening of school.

C. A position is created for innovative or experimental programs.

D. A position is funded only for a year or less by state or national programs or other monies

beyond the regularly-budgeted continuing programs. While teachers hired as
temporary through special funding sources extending beyond one year may attain
contract status in accordance with the provisions of ORS 342.805-342.937, the specific
positions will remain temporary so long as they are funded through special funding
sources.

E. A position is created to replace a unit member who is on authorized leave from the
district.

Probationary Credit toward Permanent Status

If a teacher has completed 95 FTE days as a probationary teacher in a full-day position, it
shall be counted as one year of experience toward contract full-time status when added to two
years of experience of 130 days or more of full-time teaching since the most recent hire date.

A part-time teacher shall receive credit for a year of probationary experience toward contract
part-time status when the teacher completes 95 FTE days of teaching of half-time or more.

Part-time Teachers Returning to Full-time Teaching

Teachers who have chosen to work part-time, other than those referred to in Article 9, and who
desire to return to full-time shall not have the right to displace a full-time teacher even
though the part-time teacher has more seniority.

Part-Time Pay—Grades 7-12
Part-time teachers shall be paid according to their prorated FTE based on an eight-hour day.

Teacher Attendance on In-service/Report Preparation Days
The guidelines for teacher attendance on report preparation days designated as In-
service/Report Preparation days are specified in Section 12.1.A.

Part-time and Job Share Levels of Responsibility

The district and the Associationboth recognize that circumstances may exist wherein it is
mutually desirable to provide for circumstances in which two employees share the duties and
responsibilities of a single position.

A. At the time a part-time teacher is hired, or when a shared-classroom assignment is
established, or when a full-time teacher is reduced to part time, agreement shall be
reached between part-time teachers and principals regarding attendance at faculty
meetings, open houses, etc.

B. Only current regular half-time or more (not temporary) employees shall be eligible for
job sharing. If two employees wish to job share, they shall jointly submit a plan to the
building principal by April 1 for the following school year. The plan submitted shall
specify the specific curriculum and other responsibilities of each of the job share
participants including teachers’ preference for half or full day job share arrangement.
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Job sharing will be granted annually upon the mutual agreement of the two employees,
the building principal, and the Superintendent or his/her designee. If the job share
arrangement is to be continued from one year to the next, a new plan must be submitted
and approved each year.

C. Job share participants shall, for the period of the job sharing assignment, retain the
rights of their contracted FTE when the job share assignment is terminated. If both
parties mutually agree to continue the job share position, the parties shall submit a new
plan for approval to their principal and the district by April 1.

D. In the event teachers who are participating in a job share demonstrate through
performance or conduct that conflict exists between the teachers, and if the conflict
cannot be resolved through the peer mediation process, the district reserves the right to
discontinue the job share and reassign the teachers.

ARTICLE 17 — SPECIALISTS

The Board and Association recognize that an adequate number of competent specialists are essential to
an effective educational program. These may include the following specialists: instrumental music,
vocal music, learning, Title I, physical education, library/media, speech/language, counselors, nurses,
social workers, drug intervention specialists, and others suggested by the individual faculties.

ARTICLE 18 — NONTEACHING DUTIES

18.1  Nonteaching Responsibilities and Duties
Unit members will not normally be required to perform custodial, clerical, or supervisory duties
that interfere with their primary responsibilities.

18.2  Pupil Transportation
Unit members shall not be required to drive students to activities which take place away from
the school building. A member may do so voluntarily, however, with advance approval of the
principal or immediate supervisor. The unit member shall be compensated at the agreed-upon
rate for personal automobile use.

Unit members using their automobiles while engaged in district business, including transporting
of students, shall be covered under the district’s automobile liability and property damage
insurance. The district’s insurance will be in effect above and beyond the minimum required
statutory limits for automobile liability carried by members.

ARTICLE 19 — PAID LEAVE

19.1  Bereavement Leave
Leaves not to exceed three total working days per bereavement will be granted for a death in
the unit member’s immediate family. When a unit member is required to travel out of state for
bereavement purposes, up to two additional days of leave may be granted by the superintendent
or his/her designee, to be deducted from Business/Emergency leave. Leave shall be granted
with full pay for the member’s normal work schedule and is noncumulative. Immediate family
shall be defined as follows:

A. Spouse, domestic partner, or member of the unit member’s household.

B. Child, grandchild, grandparent.
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C. Mother, father, sister, brother.

D. Mother-in-law, father-in-law, sister-in-law, brother-in-law, son-in-law, daughter-in-
law.

E. Stepfather, stepmother, stepchild.

F. Others may be approved at the discretion of the superintendent.

Business/Emergency Leave

Noncumulative business/emergency leaves not to exceed five days per work year will be granted
for emergencies or for required business that cannot be conducted outside of the work day. Such
leaves may only be taken in full or half day increments and cannot be used for recreational
purposes, the extension of school breaks or holidays, and the inability to report to work because
of District school closure due to inclement weather or District declared emergency closure. Such
leaves may be accessed prior to applying for state and/or federal family medical leave.
Following are valid uses of business/emergency leave:

A. Marriage or graduation of unit member or member of unit member’s immediate family.

B. PERS appointment.

C. Personal business (up to two days).

D. Medical/dental appointment of a nonroutine nature which cannot be made outside of
the school day.

E. Need to attend to legal or governmental matters which cannot be scheduled outside the

school day (e.g. meeting with personal attorney, Internal Revenue appearance,
adoption, family domestic relations court appearance).

F. Crisis in the unit member’s family.

G. Catastrophes to unit member’s personal or real property such as fire or flood damage to
home.

H. Return from travel delayed by cancelled air flight, transportation strike, or automotive

mechanical difficulties.

Compensatory Time Leave

Unit members who receive compensatory time (see Article 13) have the option to use it in blocks
of half-day or full-day leaves. When taken in this manner, date for use shall be mutually
determined by the unit member and principal.

Court Appearance/Jury Duty Leave

Appearance before a court, legislative committee, or other judicial body as a witness in response
to subpoena or other compulsion, includingjury service, shall be granted. Any notification for
appearance other than under compulsion, similar in effect to subpoena, must be approved by the
principal. Fees paid for this service on school contract days in excess of $10 per day shall be
payable to the district. If pay exceeds the unit member’s pay, the unit member shall retain the
excess.

Professional Leave
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Unit members may be granted two days, noncumulative (except as specified in Section
19.5.C), but accountable leave without loss of pay to attend professional meetings,
educational conferences, or to visit other classrooms. Unit members will make requests
for this leave to the principal. Upon principal’s approval, the request will then be
submitted to a Human Resources administrator for final approval. When the district
approves attendance at professional meetings, the district will provide a substitute
where needed and reimbursement for registration.

For a unit member using professional days during the school year, content of the

professional activity must be related to one of the following:

1. Major district/school curriculum emphasis for the current school year.

2 District/school staff development goals for the current school year.

3. Majority of the member’s assignment for the current school year.

4 Member’s personal/ professional goals for licensure or advanced degree
programs.

5. The member’s continuing professional development plan.

6. Other areas mutually agreed uponby the member and unit administrator.

A unit member may accumulate five days in any five-year period to attend a regional or
national conference. The request to carry professional leave days forward must be made
to the Human Resources Department in writing prior to the end of the school year. Unit
members may not carry professional leave days forward retroactively. The unit member
must either be a member of the sponsoring organizationor the content of the conference
must relate to a majority of the unit member’s teaching assignment. Amount of
reimbursement is not to exceed the amount available to a unit member who is not
accumulating professional days.

Unit members may apply for and be granted professional leave onnoncontact days.

Sick Leave

A.

A total of 10 full working days per year with full pay shall be allowed each full-time
unit member as current annual sick leave. Such sick leave shall be credited to the
member on the first active day of te aching service.

When unit members begin service after the beginning of the school year, sick leave
shall be credited on the first day of active teaching service and shall consist of one day
for each payroll month remaining in the school year.

A part-time unit member shall be given sick leave days in direct proportion to the hours
worked.

Each unit member shall be given a monthly, written account of use and accumulation of
sick leave.

Total sick leave which canbe accumulated is unlimited.

A unit member who has accumulated sick leave during employment in another Oregon
school district, and who was so employed during the preceding year shall be allowed,
upon proper verification, the number of days so accumulated. Twenty days may be

transferred in a similar manner from districts outside Oregon.

A unit member working beyond the 191 day regularly contracted teaching year shall be
credited one day of sick leave per additional month worked.
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Unit members may use sick leave whenunable to perform their work by reason of
illness, injury, medical or dental appointments for necessary diagnosis or treatment of a
“nonroutine” nature, disability due to maternity, or exposure to contagious disease under
circumstances where health of other employees or students would be endangered by
their presence on duty or for other reasons permitted by OFLA/FMLA.

NOTE: It is understood that the intent of the language in 19.6 H above references the use of
sick leave by an employee for his/her own individual health condition prior to applying for state
or federal family medical leave.

In the event of extended illness and upon expiration of the accumulated sick leave, the
unit member shall be granted additional sick leave compensation at two-thirds daily
salary according to the following schedule of service with the district:

0-5 years of service 5days
6-10 years of service 10 days
11 or more years of service 20 days

Any sick leave days at two-thirds pay used during one of the above periods will be
subtracted from the days available during another period. The total number of days
available to a unit member during that member’s employment with the district shall
not exceed 20 days.

The additional sick leave shall not apply to the calculation of retirement benefits
under ORS 237.153 (PERS).

For absences extending more than 20 days beyond exhaustion of sick leave, see Policy
GCBD.

Sick Leave Bank

1. The sick leave bank is to provide unit members with additional sick leave
coverage when their own extended illness exhausts their accumulated sick
leave, business/emergency leave, and the additional days available in Section
19.6.1. The bank is not to be used for routine illness.

2. The district shall set aside an amount necessary to cover 50 days of leave at the
district’s prevailing daily substitute pay rate.

3. A committee shall be formed of three Association members to administer the
sick leave bank. The committee shall have the authority to:

a. Review applications from members.

b. Make grants from the bank.

C. Perform other duties as necessary to administer the bank.

d. Notify the district as to which members should receive paid days.
4. The committee shall notify the applicant within five working days after

receipt of the application. The actions of the committee shall not be subject to
appeal or grievance.

5. The district and the Association shall work together to provide the committee
with records of eligibility and usage of the sick leave bank.

6. Members can apply for grants under the following conditions:
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a. Members must have used all accumulated sick leave,
business/emergency leave, plus any additional days available in
Section 19.6 I.

b. Members must not be eligible for lost time compensationunder Workers’
Compensation.
C. The member must present the committee with an application,

physician’s statement verifying the member’s illness and any other
documentation as required by the committee. To preserve
confidentiality, the nature of the illness need not be revealed.

Workers” Compensation (Injury on Duty) Leave

A. When a unit member is absent from work by reason of a compensable injury as defined in
ORS, Chapter 656, and incurred in the course of that member’s employment with the
district, the member may choose:

1. To retain Workers’” Compensation time loss payments and not use accumulated
sick leave, or
2. To retain Workers” Compensation time loss payments and receive supplemental

sick leave payments. The combined amount will not exceed the member’s
regular pay. A member’s sick leave will be charged for only the prorated
portion paid by the district.

If Option 1 is chosen, the district will pay insurance fringe benefits for a maximum of
two months following the month in which the injury occurred. If Option 2 is chosen, the
district will continue to pay insurance fringe benefits as long as sick leave is beingused.

B. The unit member will be reinstated without any loss of employment rights to the same
position, unless the position has been eliminated. If the position has been eliminated,
the unit member will be reinstated to a position similar to the position held at the time
the leave commenced. In that event, the district will work with the unit member to
identify a suitable alternative placement.

A unit member who isnot able (due to medical restrictions) to perform the duties of the
position held when injury occurred will be assigned to other available and suitable
work in accordance with this agreement.

Military Leave
Leave for all periods of annual active duty training as a member of the National Guard,

National Guard Reserve, or any reserve component of the Armed Forces of the United States or
the United States Public Health Services will be granted in accordance with applicable law.

Inclement Weather Leave

Leaves of absence not to exceed three total days per work year shall be allowed for school
closures caused by inclement weather or other emergencies. Such leave time is with full pay for
the employee’s normal work schedule and is nonaccumulative.

NOTE: It isunderstood that in order to meet the intent of this section, the district will build a
school-year calendar to provide student hours that exceed the minimum hours required by at
least the equivalent of three work days. In the event the district closes because of inclement
weather or other unforeseen emergency, the first three days of closure will not be made up. All
days in excess of the first three days will be made up as part of the employee’s contract year
according to a schedule of emergency days established on the district calendar.

Special Circumstances Leave
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If an employee who has a unique “once in a lifetime” opportunity to participate in an activity
that would cause the employee to be absent from work, the employee may apply for special
circumstances leave to the superintendent. The application for leave must be submitted at least
10 working days prior to the date(s) of leave, include an explanation of the specific reason(s)
for requesting the leave, and the duration of the leave. Approval of the request for leave shall
be at the superintendent’s or his/her designee’s discretion. Uponbeing granted leave, the
employee’s absence will be deducted from business/emergency leave days.

ARTICLE 20 — UNPAID LEAVES

Unpaid Leave Conditions

20.1.1

20.1.2

20.1.3

20.1.4

20.1.5

20.1.6

Unpaid Leave Requests
Unpaid leave may be granted for personal reasons including, but not limited to,
health, family-related issues (not to be confused with family leave under the
Family and Medical Leave Act of 1993), study, travel, public service, or
exchange programs. Leave shall be granted for military reasons.

A unit member shall make written request for unpaid leave through the
principal to a Human Resources administrator at least 30 calendar days prior to
commencement of leave except in case of emergency.

Unpaid Leave Duration
Unpaid leaves will normally be granted not to exceed one year. Extension of
leave may be granted with agreement of the principal and superintendent. All
leave extensions shall be applied for and granted in writing.

Unpaid Leave Eligibility
No distinction shall be made between probationary teachers and permanent
teachers in considering requests for unpaid leaves.

Unpaid Leave Fringe Benefit Programs
While onleave, a unit member shall have the option to remain an active
participant in fringe benefit programs by contributing the full amount required
to retain coverage. Prior approval of carrier is required.

Unpaid Leave Return
At expiration of unpaid leave, the unit member shall be reinstated to the
position held when leave was granted, unless the position has been eliminated.
For leaves beyond one year, the member shall be reinstated to a district
position similar to the position the member held when the leave was granted.
This may include the position held when the leave was granted. In any event,
the reinstated district position will be one which is vacant; or if no vacancy
exists, the position held by the least senior member for which the unit member
returning from leave is licensed and qualified to hold.

All benefits, including seniority and unused sick leave, to which a unit member
was entitled at time unpaid leave commenced shall be fully restored upon
return. Sick leave shall not accrue during the time the member is onunpaid
leave.

Unpaid Leave Notice of Return
A unit member onunpaid leave is required to notify a Human Resources
administrator of intent to return to work: (1) at least 30 calendar days prior to
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end of a leave which expires before end of a school year; or (2) by March 1 for a
leave which expires at end of a school year unless an exception is granted by
the superintendent.

20.1.7 Unpaid Leave Substitute Teaching Opportunity
A unit member onunpaid leave shall not be denied the opportunity to substitute
in the district.

Military Leave
Military leaves for periods other than annual active duty for training as a member of the

National Guard, National Guard Reserve, or any reserve component of the Armed Forces of the
United States or of the United States Public Health Services shall be allowed in accordance
with applicable laws. Military leave shall not be used against an employee in the evaluation
process.

Career Development Leave

A leave of up to one year may be requested every seven years to explore career development.
The first request can be made after seven years experience with the district and shall be
granted. Thereafter, the leave is discretionary with the district, but all leave requests will be
given fair and serious consideration. Leaves may be for less than a full year. Each leave will
expire at the close of the school year in June and shall be nonrenewable, unless an exception is
made by the Board. Career development leaves initiated after the beginning of the school year
will be reviewed by the district and may be denied on the basis of interruption to instruction. At
the conclusion of a career development leave, the unit member will be reinstated to the position
held before the leave unless the position has been eliminated according to the provisions of
this agreement unless the leave is extended beyond one year, in which case, the member will be
reinstated to a vacant position for which the member is licensed and qualified. If no vacant
position exists, the unit member will be able to displace the least senior member holding a
position for which the returning unit member is licensed and qualified.

ARTICLE 21 — FAMILY MEDICAL LEAVE

The district will comply with both the Oregon Family Leave Act (“OFLA”) and the Family
Medical Leave Act (“FMLA”). Employees are entitled to leave as set forth in those laws. The
district website will provide a link directing employees to a government website to provide
information about these laws.

Eligible employees are entitled to family medical leaves in the following circumstances, which
are further defined by OFLA and FMLA:

1. Employee suffers from a serious health condition;

2. Employee’s family member (defined as spouse, parent, parent-in-law, biological,
adopted or foster child, or same-sex domestic partner and for OFLA only includes
grandparents and grandchildren) suffers from a serious health condition;

3. Employee has a newborn, newly adopted ornewly placed foster child; and/or

4. Employee’s child is suffering from an illness or injury that requires home care but is not
a serious health condition.

An employee may elect to substitute other paid time off (such as business/emergency leave, sick
leave, or compensatory time off, if otherwise available to the employee) for any unpaid leave
under OFLA or FMLA. It is expressly understood that OFLA and FMLA leaves are in addition to
other paid time off available to the employee.
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Group health plan coverage will be maintained during federal family leave (FMLA), subject to
any changes that affect other employees similarly situated. The district must continue to pay
its share of premiums during Family Medical Leave. The employee will be required to continue
paying his/her share of premiums.

In some instances, the district may be entitled to recover amounts paid for its share of premiums
paid to maintain coverage during a FMLA leave. This right is limited and is not available to
the district when the employee’s failure to return to work is due to reasons that are related to a
serious health condition of the employee or the employee’s family member that would
ordinarily entitle the employee to family medical leave; or when the failure to return is due to
circumstances beyond the employee’s control.

The specific procedures for this leave are posted in each building on the Oregon state and
Federal Family Medical Leave posters.

ARTICLE 22 — RETIREMENT

A unit member shall be compensated for accumulated unused sick leave in the form of increased
retirement benefits to which he/she is entitled because of service or disability. The Board agrees to
follow the procedure established by the Public Employee Retirement System (PERS) to add to gross
amount of salary used in determining “final average salary” as defined by statute, the monetary value
of one-half of accumulated sick leave of each retiring employee of the district, so that the PERS will
establish the employee’s benefits on the basis of a final average salary reflecting such addition.

23.1

ARTICLE 23 — ASSOCIATION RIGHTS

Association Right to Information

A. The Board agrees to furnish to the Association, in response to request from officers or
authorized representatives, available information concerning educational programs
and financial resources of the district. This shall include information that shall assist
the Association in preparing materials for curriculum or professional development, for
negotiations, or for processing grievances or complaints.

B. The district shall furnish the Association a complete personnel directory which will
include job title, job assignment, building location, address, and phone numbers by
October 1.

C. The district shall furnish the Association with printouts of each building’s budget at

the same time and in the same format as those provided to unit administrators.

D. New district Policies and Standard Practices shall be furnished to the Association
when distributed (See Section 1.2 K).

E. The district shall make available to the Associationall job vacancies for licensed,
classified, and administrative positions as soon as such notice is published.

F. The district will provide the Association, whenever possible, an advance copy of the
notice of the Board of Directors public meetings and the Board agenda packet, including
the unapproved meeting minutes, at the same time such materials are made available
for all other interested parties.
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The district shall provide fully paid release time and pay for teacher substitutes, if
needed, for the Association’s bargaining team for collective bargaining sessions
scheduled during regular work hours when the meeting time is mutually determined by
both the district and the Association.

Association Use of District Equipment and Facilities

A.

The Association and its representatives shall have the right to use school buildings at
all reasonable hours for meetings, schedulinguse with the principal, provided the use
shall not interfere with normal school operation. The Associationshall pay additional
costs incurred by the district for building use.

The Association shall have the right to use school facilities and equipment, at
reasonable cost for materials and supplies incidental touse and for any repairs
necessitated as a result.

The Association shall have the right to place appropriate notices, circulars, and other
materials on designated school bulletin boards and in members’ mailboxes. At least one
section of a bulletin board in each building shall be reserved for Association material.

Regular intradistrict courier service and e-mail may be used for distribution of
Association materials.

The Association shall be allowed to install a telephone at no cost to the district at a
mutually agreed-upon location.

Association Right to Speak at School Board and Other Meetings

A.

The Board shall place for early consideration on the agenda of each regular Board
meeting any matters brought to its attention by the Association as long as those matters
are made known to the superintendent’s office one week prior to the regular meeting. In
such cases, the Association may indicate the approximate amount of time needed to
present such matters. The amount of time allotted will be at the discretion of the Board
of Directors.

Association officers also may present matters before the Board during the “Citizen
Request” agenda item without prior notice but are subject to the time limit placed on all
other individuals who represent groups.

An Association representative may speak to members during any faculty or other
professional meeting at the request of representatives. The Association may be placed
on the agenda of a meeting by giving advance notice to the person conducting the
meeting. When possible, notification will be given one day prior to the meeting.

Association Meetings

During the school year, Tuesday shall be designated as the meeting day for Association
members and representatives. The district will make every effort to limit classes, workshops,
committee meetings, or other activities from being scheduled between 4 and 6 p.m. on Tuesdays.

Association Participation in Orientation Programs

The Association shall participate in presenting material to new members at a pre-school
orientation meeting. Materials to be presented include, but are not limited to, district policies,
the agreement, building, and Association membership information and forms.

Association Leaves

-40-



23.7

23.8

Board/NCEA Agreement 2010-2011

23.6.1 Association President/Representative Leave

The Board shall, upon request, grant leave without pay to the Association
president and/or representative, up to one and one-half positions maximum for
three persons, to perform necessary duties of the Association. The district will
pay fringe benefits for a president who is on less than full-time leave. The
district will pay the fringe benefits for three copresidents—or other
cooperative arrangement of Association officers not to exceed three—whose
combined release time is less than one full time equivalency. The Association
will pay fringe benefits for a president or cooperative arrangement of
Association officers on full-time leave. While on leave, the president(s) or
other combination, not to exceed three Association officers shall be entitled to
salary schedule movement and seniority accumulation. The
president/representative shall be reinstated to the position held previous to
the leave upon returm.

The schedule for this leave shall be submitted to a Human Resources
administrator at least 60 calendar days prior to the beginning of each school
year unless an emergency situation arises. A specific agreement for Association
president/representative leave will be arranged within 10 calendar days of
the submission. The Association spokesperson, Association president, principal,
and Human Resources administrator will meet as a committee to arrange these
details.

In the event it becomes necessary to create a “shared classroom assignment” to
accommodate the leave herein described, the Association officer(s) shall have
the right to indicate his/her preference among the applicants seeking the
shared position.

23.6.2 Association Leave for State or National Officer

Up to a full year of leave without pay shall be granted upon request for a
member to perform duties of a state ornational association officer without loss
of benefits, or seniority status. Extension of the unpaid leave will be considered
where state or national office is longer than one year.

23.6.3 Association Representatives Leave

Paid leave, not to exceed 50 days per year, shall be available for Association
representatives for conferences, conventions, or other Association business.
During the year when a successor collective bargaining agreement is negotiated,
the Association representatives will have 25 additional leave days. Requests
for this leave shall be approved by the Association president, principal, and a
Human Resources administrator. The Associationshall pay the cost of a
substitute when one is hired for Association leave.

Association Business Time

Association representatives and officers may use time within their eight-hour day to
communicate with unit members and to attend to Association matters, providing this does not
interfere with required duties of either party.

Association Notification

When a nonrenewal notice, complaint, or required meeting notice is sent to a unit member, or
prior to placement of a member into intensive remediation, an Association officer will be
notified. (See Articles 5, 6, and 7).
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ARTICLE 24 — DUES AND PAYROLL DEDUCTIONS

24.1 Dues Deduction

A.

NCEA Dues

A teacher who is an Association member or who has applied for membership shall
have membership dues deducted for NCEA, OEA, and NEA. Membership shall be in
effect from year to year unless revoked in writing between August 1 and October 1, or if
employment is permanently discontinued. The district shall deduct NCEA dues from
the member’s September and October checks. Half of the annual amount of NCEA dues
shall be deducted in September and the other half shall be deducted in October.

Members employed after September 15, but before January 15, will have annual NCEA
dues deducted in two equal amounts over two consecutive pay periods. NCEA dues for
teachers employed after January 15 will be prorated for the remainder of the year and
deducted in two equal payments over two consecutive pay periods.

NCEA dues payments will be deducted separately from OEA/NEA dues and remitted to
the NCEA Treasurer. A copy of the withholding statement will be provided with each
payment. NCEA dues will be based on a predetermined schedule amount by month of
hire and FTE. The schedule shall be determined by the NCEA bylaws.

OEA/NEA Dues

Annual OEA/NEA dues for full time bargaining unit members shall be deducted from
November through August checks according to a predetermined schedule. Annual
amounts for OEA/NEA dues are subject to change each July.

Annual OEA/NEA dues for bargaining unit members who are less than full time shall
be calculated by the OEA on a prorated basis and shall be deducted from November
through August.

Any changes in dues amounts (including, but not limited to, short term contracts,
fluctuations in FTE, leaves of absence and terminations) will be coordinated by the
district’s Human Resources Department and the OEA. Upon prompt notification of
changes from the Human Resources Department, the OEA will prepare the necessary
calculations and communicate these to the Human Resources Department. Changes in
excess of ten dollars ($10.00) shall be evenly deducted over remaining pay periods.

Any change that occurs on or before the 15th of a month shall become effective for that
month. Changes which occur after the 15th shall become effective the following
month. The dues proration schedule will be on file inboth the district and OEA offices.

OEA/NEA and NCEA PACS
All PAC monies shall be deducted beginning in November according to the
predetermined schedule for the current school year.

General Dues Deductions Provisions
All dues deductions will be in accordance with OEA/NEA policy.

The district will supply membership information to the OEA office by September 30.
On or before October 20 of each year, the OEA shall remit to the district Human
Resources Department a roster of all bargaining unit members. This document shall
include the member’s name, social security number and annual OEA dues and PAC
obligations.
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Within five to seven working days after bargaining unit members receive their monthly
paychecks, the district shall remit the following to OEA: monthly payment of
OEA/NEA dues and OEA/NEA/NCEA PACs; the withholding printout showing all
members and amounts deducted for these members for the current pay period; and a
completed Payroll Deduction Transmittal Form.

All dues monies owed to the OEA shall be remitted by July 30 of each year with
accompany ing Payment Forms and withholding printouts.

No dues will be deducted for members who work on a contract of less than 20 days.

B. When the Association membership chairman has certified to the district that a
member’s dues have been paid in full, payroll deduction for such dues shall be
discontinued.

C. Within three working days after a contract has been finalized by Board action for a

new unit member, a Human Resources administrator shall inform the Association
president. The Association agrees to provide the district with membership information
needed by the district.

Payroll Deduction
Unit member payroll checks shall itemize sources of pay and payroll deductions.

Section 125

Unit members will be eligible to participate in programs which allow employee-paid flexible
spending accounts which allow payroll deducted premiums, unreimbursed health-related
expense(s), and dependent-care expense(s) to be treated as pretax dollars under the provisions
of Section 125.

Unit members will enroll in December of each year for a plan effective from January 1 through
December 31.

All administrative costs for Section 125 participation will be paid by the participants. The

district will not reimburse unit members for over-estimated contributions to dependent-care
and/orunreimbursed health-related expense programs.

ARTICLE 25 — FAIR SHARE (AGENCY SHOP)

The Association agrees to hold the district harmless against any and all claims, suits, orders, or
judgments brought against the district as a result of the provisions of this Article.

Teachers have the right tojoin the Association, but membership in the Association shall notbe
required as a condition of employment. The district will advise all newly employed teachers at
the time of employment that the Association is their exclusive bargaining representative.

The district shall deduct an amount equal to Association dues (NCEA, OEA, and NEA) from the
pay of a teacher who is not an Association member as a fair share fee commensurate with the
cost to the Association of collective bargaining and agreement administration. The district
shall deduct an amount equal to NCEA dues from the teacher’s first two checks (Sept. & Oct.)
and then deduct one-eighth of the remaining amount each month for eight months.

A teacher who isnot an Association member shall be subject to provisions of paragraph C of this
Article unless the Association membership chairmanhas certified to the district that the
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teacher’s fees have been paid in full. Certification of direct dues payment shall be made by the
15th day of any month.

The Association certifies that this agreement was formally executed pursuant to vote of
majority of all teachers in the bargaining unit.

ARTICLE 26 — INSURANCE

Insurance Provisions

A.

The district shall contribute onbehalf of each full-time unit member 90% of the amount
necessary to be applied to the costs of medical/dental /vision/life insurance coverage.

Part-time unit members (.5 FTE to .99 FTE) will receive prorated benefits based on the
coverage for which he/she would be eligible (See Appendix F). Members teaching less
than .5 FTE will not be eligible for benefits.

If both the unit member and the unit member’s spouse are employed by the district, and
if both qualify for district insurance plans, the district will contribute the amount
necessary to be applied to the costs of one insurance plan for either two-party or full-
family coverage up to 90% beginning January 1, 2007.

The insurance carrier shall be selected by the Board. The level of benefit coverage
shall notbe less than that in effect on January 1, 2006. In the event the agreed-upon
insurance specifications cannot be met by a carrier, the Board and Association will
renegotiate the specifications.

The district and Association will participate in an employee benefits committee
comprised of equal membership from each employee group, as well as the business
manager and Human Resources administrators. The committee will meetno less than
four times annually to explore methods to contain insurance costs. Committee
recommendations will form the basis for future requests for proposals from insurance
carriers.

Insurance Entitlement

A.

Completion of a 191 day contract shall entitle a unit member to 12-month coverage with
such insurance benefits. Effective September 1985, insurance coverage for members new
to the district shall begin September 1 and shall continue through August 31. If a
member has insurance, such as with a transfer from another district, the district is not
obligated to start coverage until October 1 with coverage continuing through September
30. For members whose employment with the district began prior to this change of
initial coverage date and whose initial coverage began on October 1, insurance coverage
shall continue through September 30.

A unit member who has been laid off in accordance with Article 9 may remain in the
insurance group during the time onrecall list as provided in Section 9.5.

If the unit member dies during the school year, the district will continue payments for

applicable dependent insurance benefits through the member’s insurance year (August
or September).
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D. Temporary teachers shall receive benefits prorated according to the amount of time
employed by the district each year or part thereof.

E. A unit member who works part of a year shall receive benefits prorated according to
that amount of time.

ARTCLE 27 — PROFESSIONAL COMPENSATION

Salary Schedule

The salary schedule for 2010-2011, effective September 1, 2010, and for one (1) year only, is
attached as Appendix A. The original 2009-2010 salary schedule as printed in the 2007-2010
Collective Bargaining Agreement, Appendix A, will remain as the official salary schedule for
the 2011-2012 school year for the purpose of bargaining a successor Agreement.

PERS Contributions as Salary

It is recognized by the district and the Association that the salary schedules for 2007-2010
have been reduced to reflect the district’s six percent (6%) annual contribution to the Public
Employees Retirement System onbehalf of each teacher. It shall be understood that at such
time as it is no longer legal for the district to make such contributions, or at such time as the
district and the Association agree to discontinue PERS “pick-up,” the salary schedule will be
increased by six percent (6%) on each step.

PERS Contributions by the District

Beginning with the July 30, 1999, payroll for work performed on and after July 1, 1999, the
district shall cease withholding from teachers’ monthly salaries the contributions required by
statute; and shall “pick-up,” assume, and pay a six percent (6%) teacher contribution to the
Public Employees Retirement System (PERS) for the unit members then participating in PERS.
Such “pick-up” or payment of teacher member monthly contribution to PERS shall continue for
the life of the Agreement and shall also be applicable to teachers who first begin to
participate in PERS onor after July 1, 1999, to the termination of the Agreement.

The full amount of required teacher contribution “picked-up” or paid by the district onbehalf of
the teacher pursuant to the Agreement shall be considered as “salary” for the purpose of
computing a teacher member’s “final average salary” but shall not be considered as “salary” for
the purposes of determining the amount of teacher contribution required to be contributed.

Extended Contracts

A. Teachers who are requested to work more than 191 days on regular contracts will be
paid at the rate of 1/191th of their placement on the regular salary schedule for
additional days worked. These days shall be allocated by the district to unit
supervisors for those activities that require additional teacher days and will be paid
at the teacher’s individual daily rate of pay. Assignment of the extra days will be at
the discretion of the immediate supervisor, but are not mandatory.

B. The middle school activities manager will be paid 14 percent (14%) of the base of the
Extended Responsibility Pay Schedule during the first, second, or third year of the
assignment, and 16 percent (16%) of the base, thereafter.

C. In the event that an activities manager at any middle school is provided an additional

preparation period in order to perform the responsibilities of the position, the year-
long stipend paid to the activities manager will be paid at 7 percent (7%) of the base of
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the Extended Responsibility Pay Schedule during the first, second, or third year of the
assignment, and 8 percent (8%) of the base, thereafter.

The scheduling of an additional preparation period for the purpose of managing
activities at the middle school will be at the discretion of the building principal.

Notification of the number of extended contract days tobe worked the following year
shall be made by June 1 (See Section 11.5). At least 30 calendar days prior to June 1, the
principal or immediate supervisor will consult with the teacher to determine the need
for extended days.

Summer/Curriculum Pay

Pay for summer school programs and curriculum development work will be determined by
dividing the daily substitute rate by six.

Early Retirement Option

A unit member who has completed 10 years of service with the district and who is at least 55
years of age or who meets PERS (Public Employees Retirement System) eligibility with 30
years of service in Oregon and who does not reach age 58 until on or after their effective
retirement date with PERS shall receive a stipend of $30,000 upon retirement during the life of
this contract. It is recommended that a member meet with a Human Resources administrator
prior to the effective date of retirement to discuss the distribution of the early retirement
packages in accordance with the options and conditions presented below.

A.

Payment of Money Option

The unit member may elect to receive the total early retirement stipend amount in four
equal payments. One payment will be received in each of the first four fiscal years
beginning with July 1 after the member’s effective retirement date. The member may
receive payment only in one of the months of the fiscal year which the Business Office
deems appropriate. Should the unit member die before all payments are received, the
remaining balance will be paid to the member’s designa ted beneficiary upon
appropriate notification of the member’s death.

The Money Option will be treated as earned income and shall be subject to federal and
state taxes where applicable.

Insurance Benefit(s) Only Option

A unit member may elect to use the designated amount of the early retirement option to
purchase medical/dental/life/vision insurance through the district’s group plans. The
member will be charged the premium rate for the plan(s) selected. If insurance premium
rates increase, the member’s account will bear the cost of the increases. The member’s
ability to change plans and/or to enroll in plans in which the member was not enrolled
at the time of retirement is subject to the provisions of each individual plan in effect at
the time the member wishes to make the change. In the event a member discontinues
coverage in one or more plans, the member’s ability to re-enroll in the same planorina
different plan after a lapse in coverage is subject to the provisions of the plan(s) in
effect at the time of the member’s request. The district will continue to make insurance
premium payments until the entire early retirement stipend is expended; the member is
no longer eligible to remain in the district’s group plans; the member’s dependent(s) are
no longer eligible to remain in the district’s group plans; or the member cancels coverage
in the group plan(s). If any of the early retirement stipend remains in the member’s
account at the time the member and/or the member’s qualified dependents no longer
require insurance coverage, the remaining balance will be paid in equal annual
payments with the first payment to be received within 60 days of the date insurance
premium payments are no longer required with the entire balance to be received by the
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member or the member’s beneficiaries by the fourth anniversary of the member’s
effective retirement date.

The unit member will have the option of purchasing the district’s group
medical/dental insurance up to age 65 or Medicare eligibility, whichever occurs first.
After July 1, 1995, no retired member or no spouse of a retired member will be eligible to
remain in any district group insurance plan after reaching age 65. Other dependents are
eligible under the prevailing conditions of the plan(s) in effect.

Amount of Early Retirement Entitlement

A.

E.

The amount of money and other benefits received related to early retirement will be
determined by the unit member’s average full time equivalency (FTE) over the last 10
years of the member’s service.

In the event at the time of early retirement a member’s FTE has been involuntarily
reduced (i.e. due to reduction in force), the rate of benefits received shall be determined
by the member’s FTE prior to the involuntary reduction.

A unit member exercising the early retirement option must submit a termination of
employment form and a memorandum requesting the early retirement option to a Human
Resources administrator as soon as possible, and no later than 60 calendar days prior to
the retirement date if during the school year, or April 1if at the end of the school year,
unless an exception is made by the Board. After retirement, a retiree will remain
eligible for substitute employment with the district. A member who retires during a
school year may apply to complete the year for him/herself. Reappointment to the
member’s former position is at the discretion of the district.

This early retirement option expires 10 days prior to the expiration of this agreement.
If the district is considering discontinuing the early retirement option plan, it shall

notify the Association six months prior to expiration of this agreement.

The member’s account balance will not accrue interest for the member.

Automobile Allowance

Mileage reimbursement for authorized travel will be at the current Internal Revenue Service
allowance.

Salary Schedule Placement

A.

Teachers will be placed on the salary schedule according to degrees held, credits
earned, and years of verified teaching experience. For purposes of placement on the
appropriate vertical column, all references are to quarter hours. (One semester hour
equates to 1.5 quarter hours.)

Teachers hired on or before November 1, 1997, may be placed horizontally on the salary
schedule without a master’s degree.

Teachers hired into the district after November 1, 1997, who transfer eight or more
years of accepted teaching experience from previous school districts will also be
allowed initial placement on Column E or F of the salary schedule without a master’s
degree. Teachers hired after November 1, 1997, with less than eight years of accepted
experience from previous districts may not be placed beyond the BA+45 column without
a master’s degree.
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For teachers hired in the 1998-99 school year or after, hours used for placement beyond
the MA column must have been earned after the master’s degree was granted and may
not have been part of the requirements for the master’s degree.

For experience placement on the salary schedule, when an employee works .5 FTE of
contract days in a school year or all contract days of a semester taught in North
Clackamas School District, the work shall fulfill the requirements for a teacher who is
less than full-time or who works less than a full school year to receive credit for a year
of experience. For new hires who have worked in other school districts for at least .5
FTE of a full-time (1.0 FTE) contract year at their previous school district, the district
shall recognize the .5 FTE as equivalent to one year’s experience for salary schedule
placement.

Salary Schedule Advancement

A.

Teachers who plan to move to a higher columnmust register their additional hours or
credits in the Human Resources Department during one of the four specified times each
year by the 10th of the month following the end of a college quarter—by February 10,
May 10, September 10, or November 10.

Acceptable documents for this purpose include college or university transcripts, letters
from college or university supervising department chairmen, and recommendations from
committees approving projects in human relations and teaching field areas. Class
grades must be “C” or better, or “Pass” on a pass/fail option. Upon presentation of
appropriate documents, Request for Revision of Individual Certified Contract and
documentation of credits, the district will issue a new contract showing teacher’s salary
on the new column. It shall be the teacher’s responsibility to inform the Human
Resources administrator in writing that advancement on the schedule has been earned.
The district will not recognize audited courses for advancement on the salary schedule.

Hours earned before receiving an advanced degree, but not required for that degree, may
be applicable toward advancement on the salary schedule for teachers employed prior
to July 1, 1999. The following criteria shall be used in considering hours for teachers to
advance on the salary schedule:

1. College hours may have been accumulated prior to and/or subsequent to receipt
of the master’s degree;

2. The hours have not beenused to acquire the master’s degree; and

3. The hours must be related to the teaching process or to the subject field in which

teaching, and approved by a Human Resources administrator.

Teachers who have not reached the limit of their column shall advance one experience
level per year (See Section 27.9 D for definition of a year).

Teachers hired on or before November 1, 1997, are entitled to move horizontally across
the salary schedule without the master’s degree requirement (See Section 27.9.B).

Teachers employed after November 1, 1997, must have a master’s degree to be advanced
beyond Column C (BA+45) on the salary schedule unless the teacher has eight or more
years of accepted experience in another district(s) (See Sections 27.9 C and vocationally
licensed teachers see Section 27.12.2).

For teachers employed onor after July 1, 1999, hours beyond the MA required for

placement on Columns E (MA+24) and F (MA+45) must have been earned after the
granting of the master’s degree and may not have beenused to earn the master’s degree.
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In-service Credit

A. In accordance with district Policy to work more closely with students to identify
individual needs and learning techniques, credit for salary advancement will be given
to teachers who participate in North Clackamas in-service activities. 10 in-service
hours equal one credit.

B. Other types of in-service activities including (1) specific professional improvement
through selected vocational experience and (2) travel for the purpose of research and
study will be granted credit if the proposed activity is cooperatively planned by the
principal and teacher and approved by the Human Resources administrator. These
activities must be directly related to the teacher’s assignment. The amount of credit
will be determined by the Human Resources administrator. In-service credit will be
given in the same manner as that givenby colleges (i.e., one unit of credit per 10 hours of
prescribed in-service activities).

C. A teacher may request enrollment in an in-service workshop based on a desire to
develop an improved instructional program in the classroom. All such approved credits
shall apply toward advancement on the salary schedule.

Vocational Teacher Salary Placement
Teachers who are placed in vocational teaching positions or are otherwise required to have a
vocational license, shall be placed on the salary schedule as herein specified.

27.12.1 Vocational Teacher Vertical Salary Placement

A. Vocational certification shall qualify a teacher for placement on BA column.
B. Prior vocational teaching experience, plus any journeyman or equivalent

experience, shall be recognized on a one-to-one ratio with no maximum limit.
C. For those vocational areas which donot have a journeyman, or equivalent

classification system, experience at a level required for Oregon Vocational
Certification shall be recognized as journeyman experience on a one-to-one
ratio.

27.12.2 Vocational Teacher Horizontal Salary Placement

A. College hoursused for column placement may have been earned before or after
journeyman training, but may not have been earned as a part of a 36-month
journeyman training period, or its equivalent.

B. Vocational teachers shall be given horizontal placement according to the
following criteria:

1. BA+24=24 hours from any college, university, or approved district in-
service courses.

2. MA=45 hours from any college, university, or approved district in-
service courses.

3. BA+75/MA+24=75 hours from any college, university, or approved
district in-service courses.

4. BA+105/MA+45=105 hours from any college, university, or approved

district in-service courses.

27.12.3 Vocational Teacher Requirements
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Vocationally licensed teachers will satisfy the requirements for teacher
preparation as cooperatively agreed to by the Association and the district.

ARTICLE 28 — TUITION REIMBURSEMENT

28.1 Use of Funds for University Credit Professional Development

A.

B.

Reimbursement for tuition shall be approved to a maximum of $1,700 per year.

Permission to use tuition reimbursement funds must be obtained from the supervisor and
a Human Resources administrator prior to enrolling in any course. In taking additional
hours, members are not restricted to their teaching areas only. Tuition reimbursement
will be allowed for courses which meet the criteria applicable to Section 19.5 -
Professional Leave.

Whenever possible, the tuition reimbursement process will utilize the voucher system.
Final reimbursement will be allowed only upon presenting to a Human Resources
administrator evidence of satisfactorily completing an approved college credit course
with a grade of “C” orbetter unless the class is ungraded, or as noted in Sections I and J
of this Article. In those cases where the voucher system is not applicable,
reimbursement will be allowed upon presenting either a receipt or a signed statement
from the college giving the course cost. No reimbursement will be allowed for audited
courses.

Since the district’s fiscal year is from July 1 to June 30, it becomes necessary that all
claims for tuition be submitted on or before June 30 of the fiscal year in which the course
was completed. Classes qualify for funds available in the fiscal year in which the class
ends. Claims submitted after that time cannot be accepted. If evidence of completing a
course cannot be obtained by June 30, a Human Resources administrator shall be notified
in writing so funds may be reserved. If a unit member resigns, is laid off, is not renewed,
or for some other reason does not return for the following school year, tuition
reimbursement shall not be approved for summer courses, and tuition reimbursement
already paid for summer courses shall be refunded by the member. Laid-off members on
the recall list shall not be eligible for tuition reimbursement.

Reimbursement for unit members during the first year of career may be granted by a
Human Resources administrator upon recommendation from the member’s supervisor.

A community college course qualifies for reimbursement if the course is transferable to
an accredited institution of higher learning, or as noted in Sections H and I of this
Article.

Reimbursement may be made for workshops and vocational courses such as factory or
industry schools, upon prior approval by the principal and a Human Resources
administrator. Reimbursement and credit are to be equated at the rate of 20 clock hours
per one credit hour.

Reimbursement will also be allowed, within the allowable maximum per year, for lab
fees to include the costs of materials and special equipment furnished by the sponsor of
the course. This would not include textbooks or a package containing books, nor the cost
of materials to be used for personal projects. It is the unit member’s responsibility to see
that the appropriate form for claiming reimbursement of lab fees is signed by the
instructor or institution and submitted to the district.
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Reimbursement will be allowed for district-sponsored classes which donot carry college
credit but do meet the requirements for in-service credit (See Section 27.11). When
district-sponsored classes carry both college and in-service credit, the unit member may
elect to receive either credit.

A teacher-planned program which has approval of the principal may be funded from
the participating unit member’s tuition reimbursement funds. Such a program might
include, but is not limited to, the following:

1. Hiring consultants, specialists, artists, or craftsmen to improve or enrich the
participating member’s skills and knowledge; or

2. Funding work experience for the member outside the school setting. Member
participationshall be voluntary.

Such a program is not to be used to underwrite or to assume the district’s responsibility
for funding curriculum development. Credit for such programs shall be granted for
advancement on the salary schedule.

When a position is eliminated, that unit member may be allowed, at the discretion of
the superintendent, additional reimbursement monies so that the member may take
classes which will qualify the member for a restricted license by September of that
year or to add a second endorsement contingent uponjob availability in the district (See
Section 9.1).

28.2 Use of Funds for Non-Credit Professional Development

A.

Of the $1,700 available each year for professional development, a unit member may
apply up to $750 of that amount to professional development activities (See Section
19.5) which donot carry college credit.

To qualify for the use of these funds, professional development activities must meet the
criteria defined in Section 19.5.B.

Use of tuition reimbursement funds for activities which donot carry college credit
requires advanced approval of the unit member’s supervisor and a Human Resources
administrator.

Tuition reimbursement fundsused for activities which donot carry college credit may

only be applied to the cost of registration and meals associated with the professional
activities.

ARTICLE 29 — EXTENDED RESPONSIBILITIES

29.0 Extended Responsibility Contract

A.

Coach and advisor contracts shall be for one season or year and are subject to annual
reappointment. Reappointment to coach and/or advise will be based upon the
coach’s/advisor’s interest, demonstrated knowledge related to the activity, ability to
impart that knowledge, ability to motivate students positively, and the ability to
function as a member of the coaching/advising team.
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B. Coaches or advisors who are not recommended for reappointment will be informed 20
days after the conclusion of the season orno later than June 1 for year long activity
advisors.

Extended Responsibility Schedule

In order to provide equitable opportunities for children districtwide, funds for extended
responsibilities will be budgeted separately within building budgets. Percentages will be
maintained in order to provide placement consistency. The base for calculating the Extended
Responsibility Pay Schedule will be $31,800 for 2010-2011. The Extended Responsibility
Classification Charts for 2010-2011 are attached as Appendices B (Seasonal) and D (Full-
Year). The Extended Responsibility Pay Schedules for 2010-2011 are attached as Appendices C
(Seasonal) and E (Full-Year).

Extended Responsibility Payment Criteria

Payment should be based on time and duration of responsibility. Payment for similar
responsibilities and experience shall be consistent throughout the district. To qualify for
payment, the following criteria must be met:

A. Responsibilities must take place outside class time and extend beyond the regular
school day.
B. Assigned teachers must be qualified either by experience, interest, or training to direct

the assignment or activity.

C. Elementary or middle school coaches handling more than one grade or group of
youngsters (5th and 6th or boys and girls, etc.) will receive one extended responsibility
salary per sport. All other coaches are to be paid on a per-coach, per-sport basis.

D. When a lack of qualified persons makes it necessary to curtail programs and a coach
must handle more than one sport per season, that coach will be paid for the sport with
the highest salary plus one-half pay for the other sport. However, if both sports meet
extended responsibilities criteria, the coach will receive full pay for each. All such
appointments are to be approved by a Human Resources administrator.

E. Extended responsibility teachers who are asked, after issuance of a contract, to change
to a similar assignment due to problems in staffing, etc., will be placed in the column
that included their present salary so that no loss in pay will occur.

F. Coaches or advisors involved in Oregon School Activities Association (OSAA)
competitionbeyond the district level which is not part of the regularly-scheduled
season for that activity or sport shall receive the following compensation:

1. Coaches or Advisors of Teams: For purposes of this Article, one half or more of
the team members who normally compete ina game, match, meet, contest, etc.,
must qualify and participate in OSAA competition for the coach/advisor to
receive a team event stipend. Coaches or advisors of teams entered in
competitionbeyond the district level will receive a weekly stipend of 10
percent (10%) of the extended responsibilities stipend for that sport or activity.
If the competition should result in additional time in increments of less than
one week, the coach or advisor will be compensated at 2 percent (2%) of the
extended responsibility stipend for that sport or activity for each day of the
week up to the full 10 percent (10%).

The district will fund the additional extended responsibility stipend for team
competitionbeyond the district level for the head coach and any assistant
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coaches as deemed necessary by the school administrator and assistant
superintendent.

Team coaches or advisors of full year sports or activities donot qualify for
additional stipends for state competition beyond the district level unless the
competition falls outside of the coach’s/advisor’s regular annual contract.

Coaches or Advisors of Groups or Individuals: For purposes of this Article, a
group or individual competition is defined as that in which each student
competes individually, even though a team score may be calculated, and the
number of students entered into the competition equals less than one half of the
total number normally supervised by the coach or advisor.

Coaches or advisors of groups or individuals entered in competitionbeyond the
district level will receive a weekly stipend of 7 percent (7%) of the extended
responsibility stipend for that sport or activity. If the competition should
result in additional time in increments of less than one week, the coach or
advisor will be compensated at 1.4 percent (1.4%) of the extended
responsibility pay stipend for each day of the week up to the full 7 percent
(7%).

If a sport or activity involves only one student in competitionbeyond the
district level, only the head coach or advisor will be compensated. If the
competitionbeyond the district level involves two or more students, the school
administrator and assistant superintendent will determine whether one
additional assistant coach or advisor will be compensated.

Group or individual coaches or advisors of full year sports or activities donot
qualify for stipends for state competition beyond the district level unless the
competition falls outside of the coach’s/advisor’s regular annual contract.

Scouts for teams entered in state competition will be paid $30 per daily
assignment.

Band, rally, and dance team advisors involved in state competition for other
sports or activities will be paid $40 per contest of extended state competition
provided the contest(s) fall outside the advisor’s regularly paid working day
or contract year. This Article doesnot apply to state competition for the
advisor’s own team.

Extended Responsibility Payments

A.

Each on-staff extended responsibility teacher, who advises a yearlong activity, shall
have the right to choose 12 equal monthly payments or one lump sum following the end
of the extended responsibility. Each on-staff extended responsibility teacher who
advises or coaches a seasonal activity shall have the right to choose to be paid in
equal monthly payments over the length of the season (Fall - September, October and
November; Winter - December, January, and February; and Spring - March, April, and
May), on a 12-month option, or in one lump sum following the end of the season. The
teacher must specify the pay optionno later than the 10th of the month in which pay
is to commence.

Payment for OSAA competitionbeyond a district level (as described in Sections 29.2.F.1
and 29.2.F.2) will be made in a lump sum following conclusion of the season.

Extended Responsibility Placement Credit
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Credit for previous district experience for extended responsibility in each activity will
be granted year-for-year so that the teacher will be paid the appropriate amount on
the Extended Responsibility Pay Schedule (See Appendices C or E).

Credit for previous out-of-district experience for extended responsibility will be
granted up to four years on a year-to-year basis for all positions on the Extended
Responsibility Classification Chart. This previous experience must have been paid and
must meet the district extended responsibility criteria for the same activity.

Extended Responsibility Schedule Position Additions or Changes

When the district or the Association proposes that a position be modified or added to the
Extended Responsibilities Classification Chart during a “non-bargaining” year, the proposals
will be processed during the regular monthly district/ Association meetings. Proposed additions
will include a job description and an estimated amount of time involved.

Evaluation Process for Coaches/Advisors

Coaches and/or advisors will be evaluated by the principal or designee according to the
position’s job description and/or the coaches” evaluation guidelines.

A.

Before the season/year starts, the evaluating administrator will meet with all
coaches/advisors for that season and state expectations or specific goals for each
coach/advisor for the season. The coach/advisor will outline his or her goals for the
season. In the case of coaches, those will be aligned with the NC-12 Coaches
Handbook.

The administrator may choose to meet with the coach or advisor midway through the
season to discuss the coach’s/advisor’s performance. The administrator will state any
performance issues at that time and summarize them inwriting to the coach/advisor.
The coach or advisor will have the remainder of the season/year or at least one month
to address any performance issues. Failure by the administrator to conduct such a
meeting will be deemed a satisfactory evaluation at that time.

If the performance issue(s) aren’t resolved, the district may choose to not reappoint the
coach or advisor. If the performance issues are expressed with less than one month left
in the season/year, the coach/advisor will be reappointed to the next season/year
with the understanding that the performance issue(s) become a goal(s) for the next
season/year.

Any coach/advisor who has been proven to have committed misconduct through

disciplinary channels (i.e., Complaint Procedure, Just Cause) regarding his/her
extended responsibilities assignment, will not be considered for reappointment.
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Appendix A:  Licensed Salary Schedule —2010-2011 (does not include district-paid PERS)

Column A Column B Column C Column D Column E Column F
Experience Step MA+24 MA+45
Credit BA BA+24 BA+45 MA BA+75* BA+105*
0 1 33,543 35,221 36,001 37,126 38,870 40,812
1 2 34,718 36,452 37,263 38,535 40,345 42,362
2 3 35,932 37,727 38,568 40,000 41,879 43,972
3 4 37,189 39,048 39,916 41,519 43,472 45,646
4 5 38,491 40,413 41,315 43,097 45,122 47,380
5 6 39,839 41,829 42,761 44,734 46,837 49,178
6 7 41,231 43,295 44,257 46,435 48,621 51,050
7 8 42,678 44,808 45,808 48,198 50,466 52,989
8 9 44,170 46,377 47,410 50,029 52,381 55,002
9-10 10 45,717 48,000 49,067 51,932 54,373 57,090
11-12 11 48,253 49,682 50,785 53,904 56,440 59,261
13 12 52,437 53,603 55,953 58,583 61,512
14 13 58,080 60,811 63,850
15 14 61,481 64,372 66,274
16 15 70,157
Licensed Salary Schedule - 2010-2011 with 14 Day Reduction
(doesnot include district-paid PERS)
Column A Column B Column C Column D Column E Column F
Experience Step MA+24 MA+45
Credit BA BA+24 BA+45 MA BA+75* BA+105*
0 1 31,084 32,639 33,362 34,405 36,021 37,821
1 2 32,173 33,780 34,532 35,710 37,388 39,257
2 3 33,298 34,962 35,741 37,068 38,809 40,749
3 4 34,463 36,186 36,990 38,476 40,286 42,300
4 5 35,670 37,451 38,287 39,938 41,815 43,907
5 6 36,919 38,763 39,627 41,455 43,404 45,573
6 7 38,209 40,122 41,013 43,031 45,057 47,308
7 8 39,550 41,524 42,450 44,665 46,767 49,105
8 9 40,932 42,978 43,935 46,362 48,542 50,970
9-10 10 42,366 44,482 45,470 48,125 50,388 52,905
11-12 11 44,716 46,040 47,063 49,953 52,303 54,917
13 12 48,593 49,674 51,852 54,289 57,003
14 13 53,823 56,354 59,170
15 14 56,975 59,654 61,416
16 15 65,014

*Teachers hired after November 1, 1997, must have a master’s degree to be placed on Column D or beyond on the salary
schedule unless the teacher has eight or more years of experience in another district(s). Teachers hired prior to November 1,
1997, are entitled tomove horizontally on the salary schedule without a master’s degree. Vocationally licensed teachers
refer to Section 27.12.2 for horizontal movement on the salary schedule.

Appendix B: Seasonal Extended Responsibility Classification Chart 2010 -2011

Category Senior High Middle School Elementary
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A Athletic Trainers

Baseball Head Coach

Basketball Head Coach
Cheerleading Head Coach (Sept. - March)
Dance Head Coach (Sept. - March)
Football Head Coach

Soccer Head Coach

Softball Head Coach

Track Head Coach

Volleyball Head Coach
Wrestling Head Coach

B Cross Country Head Coach
Golf Head Coach

Tennis Head Coach

Baseball Varsity Asst. Coach
Basketball Varsity Asst. Coach
Football Varsity Asst. Coach
Soccer Varsity Asst. Coach
Softball Varsity Asst. Coach
Swimming Head Coach

Track Asst. Coach

C Baseball JV /Freshman Coach
Basketball JV /Freshman Coach
Cheerleading Asst. Coach (Sept. — March)
Dance Asst. Coach (Sept. — March)
Football JV /Freshman Coach

Soccer JV /Freshman Coach

Softball JV /Freshman Coach
Volleyball JV /Freshman Coach
Wrestling JV /Freshman Coach

D Addt’T coach position dependent on
student participation levels

E MS Coaches, 8 wk. session
Cross Country
Track
Volleyball
Wrestling
F
G
H
I
] MS Intramural Coaches, Step 4 *Outdoor School overnight

$100

Listings in the above schedule do not necessarily indicate that an activity/sport is currently offered.
*Pernight that assigned classroom teacher attends.

Appendix C: Seasonal Extended Responsibility Pay Schedule 2010-2011

(Based on $31,800 base salary)

Category 2" year of 3" year of
or assignment assignment assignment
A $5,088 $5,406
16% 17%
B 3,498 3,816
11% 12%
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C 2,385 2,703 3,021 3,498
7.5% 8.5% 9.5% 11%
D 1,829 2,147 2,465 2,862
5.75% 6.75% 7.75% 9%
E 1,511 1,829 2,147 2,385
4.75% 5.75% 6.75% 7.5%
F 1,193 1,511 1,829 2,067
3.75% 4.75% 5.75% 6.5%
G 875 1,193 1,511 1,749
2.75% 3.75% 4.75% 5.5%
H 636 954 1,272 1,431
2% 3% 4% 4.5%
I 318 636 954 1,113
1% 2% 3% 3.5%
J 159 318 477 795
5% 1% 1.5% 2.5%
For explanation of percentage base, see Section 29.1.
Appendix D: Full-Year Extended Responsibility Classification Chart 2010-2011
Category Senior High Middle School Elementary
AA Instrumental Music
Vocal Music
BBB Orchestra
Speech (>15 competitions)
BB Advisors:
DECA (2)
Drama
FFA (2)
Newspaper

Speech (<15 competitions)
Student Activities /Council
Yearbook

-57-




Board/NCEA Agreement 2010-2011

CcC Child Development Center Coordinator
PACE
Photography
TOSA
DD Stage Crew Advisor Student Council
EE
FF Special Education/IEP Band” Special Education/IEP
Orchestra*
Special Education/IEP
Vocal Music*
Yearbook
GG Assistant Speech Drama Band”
Skills USA Orchestra*
Safety Patrol
Vocal Music*
HH Photography
I Newspaper Accompanist
JJ Test Coordinator, Step 4 Test Coordinator, Step 4

Listings in the above schedule do not necessarily indicate that an activity/sport is currently offered.

*Five (5) to seven (7) performances per contract year.

Appendix E: Full-Year Extended Responsibility Pay Schedule 2010-2011
(Based on $31,800 base salary)

Category 1*'year of 2" year of 3" year of
or assignment assignment assignment
AA $6,360 $6,678 $6,996
20% 21% 22%
BBB 5,724 6,042 6,360
18% 19% 20%
BB 3,180 3,498 3,816
10% 11% 12%
CC 2,544 2,862 3,180
8% 9% 10%
DD 1,908 2,226 2,544
6% 7% 8%
EE 1,590 1,908 2,226
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6%

1,590

5%

1,272

4%

954
3%

636
2%

318
1%

For explanation of percentage base, see Section 29.1.

7%

1,908
6%

1,590
5%

1,272
4%

954
3%

477
1.5%

Appendix F: Part-Time Licensed Staff Insurance Payment Adjustments

FTE

1.0

.95

.90

.85

.80

.75

.70

.65

.60

.55

.50

Single

10%
10%
10%
15%
15%
15%
15%
15%
15%
15%

15%

2010-2011
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10%
10%
10%
15%
15%
30%
35%
40%
40%
45%

50%

7.5%

2,067

6.5%

1,749

5.5%

1,431

4.5%

1,113

3.5%

795

2.5%

Full Family

10%
10%
10%
20%
25%
30%
35%
40%
40%
45%
50%
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Appendix G: Continuing Professional Development Plan

The primary purpose of a District Continuing Professional Development Plan for all licensed educators
in the district is annual, purposeful professional growth designed to meet the changing needs of
students. Professional growth as outlined in the district’s Standards for Competent Performance has
been and is one of the evaluation criteria for licensed educators. This is a district requirement.

Licensed educators, as required by Oregon Administrative Rules 584-090-0001-0060, are mandated to
complete continuing professional development experiences during the life of an educator’s license before
TSPC renews a Basic, Standard, or Continuing license. This is a state requirement.

Licensed educators in the district can meet the requirements of the district and the state by choosing one
of the following plans:

OptionOne:  District Plan as outlined in the district handbook for “Continuing Professional
Development Plan for Licensure Renewal.” This plan meets both the district and state
standards.

Option Two:  Individual Plan as outlined in the district handbook for “Continuing Professional
Development Plan for Licensure Renewal.” This plan requires the individual to meet
the state requirements under OAR 584-090-0030. Individuals who complete the state’s
requirements will be eligible for licensure renewal from TSPC.

Individuals who complete Option Two (Individual Plan) are also required to meet the district’s

standards for continuing professional development as outlined in North Clackamas School District’s
Standard Practice GCL to retain employment.

Appendix H: Rehire After Retirement
North Clackamas retirees will be rehired at Step 6 of their education column on the licensed salary

schedule. For each 50 days of accumulated sick leave in the member’s account at retirement, he/she will
move up one step on the salary schedule.
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Appendix I: Grievance Form

NCEA GRIEVANCE FORM

Name of Grievant(s) Address Phone#

Definition of a Grievance

“Grievance shall mean a complaint by an employee or a group of employees: (1) That there has been to
him/her (or them), a violation of inequitable application of any provision of the contract or, (2) That
he/she (or they) has/have been treated inequitably by reason of an act or condition which is contrary
to established school board policy or practice grieving or affecting employees.”

Please state explicitly the nature and extent of the problem

Please state present rule, policy, or regulation in the school district that has been violated

Other persons qualified to give additional information relative to the problem

What decision would yvou believe is fair and equitable?

What steps have been taken so far in trying to resolve this grievance?
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Designated Representative Date Grievant(s) Signature Date
LETTER OF AGREEMENT
Between

NORTH CLACKAMAS EDUCATION ASSOCIATION
And
NORTH CLACKAMAS SCHOOL DISTRICT
Interns

An individual who is hired as an intern with the North Clackamas School District will be paid at
eighty percent (80%) of Column A, the beginning step on the licensed salary schedule. All other
contractual rights and benefits under the Collective Bargaining Agreement will be afforded the intern.

The District will retain five percent (5%) of the beginning salary to off set administrative costs. The
remaining fifteen percent (15%) will be available to be paid to the mentor teacher assigned to the
intern. The mentor will receive curriculumrate of pay when working with the intern, not to exceed the
allocated fifteen percent (15%). The mentor teacher will record the hours of mentoring on a district
payroll timecard.

For the District Date For NCEA Date

Memorandum of Understanding
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Between the

North Clackamas Education Association

And

and the North Clackamas School District

In light of the recent economic developments, the parties have agreed to the provisions of the
Memorandum for one (1) year only, contract year 2010-2011. This memorandum will expire on
June 30, 2011. The parties agree the Memorandum amends the final Agreement for 2010-2011 as

follows:

1. Reduction in Days

A.

The 2010-2011 school year shall be reduced from 191 to 177 work days.
This reduction will be for the 2010-2011 school year only. These days will
be considered mandatory unpaid furlough days. Dates of the reduced
days will be mutually agreed upon by the Association and the District.
The reduced days will be as follows:

1.

2.
3.

(10) student contact days for all employee groups that coincide with
other employee groups’ unpaid furlough days to be scheduled on the
2010-2011 Student Calendar as determined in consultation with all
employee groups.

One (1) teacher work day

Three (3) in-service days

The days will be restored in the order in which they are listed.

B.

2. Unit Size
A.

If revenue (which includes additional monies received from the Federal
H.R. 1586 Education Jobs and Medicaid Assistance Act) increases during
the duration of this MOU, for every $500,000 in revenue above the
amount listed in the District’s June 30, 2010 budget document for the
2010-2011 school year, there will be one day restored to the school
calendar in 2010-2011.

In the event that during the 2010-2011 school year revenue
increases allow for the restoration of all days, the District will add

an additional 1% to the base of the salary schedule after an
additional increase of $500,000 in revenue.

The District agrees to maintain the size of the bargaining unit for the
2010-2011 school year at no less than the 890.95 FTE of members as
recorded in the District’'s Human Resources/ Payroll system as of
September 23, 2010.

The District agrees that no new positions will be added unless

the reduced days and 1% COLA increase are restored and all laid-off
licensed employees have been recalled. In the event that there is no
certified employee in the bargaining unit or on the recall list who is
licensed to teach the subject for which the District is seeking to
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hire, the District has the right to hire outside the bargaining unit or
recall list for that position.

3. The Association and the District reserve the right to reopen this
MOU to address changes in state and / or federal funding.

For the Association For the District

Date Date
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