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A.

ARTICLE I

PROFESSTIONAL NEGOTIATIONS AGREEMENT

Recognition

1.

The Board of Education of School District No. 6, Lake County, Illinois
(hereinafter “Board”) recognizes the Zion Education Association-IEA/NEA
(hereinafter “Association”), as the sole agent for the purposes of negotiation as
herein set forth for all licensed personnel, nurses, regularly employed full-time
and part-time teacher assistants, secretaries and building clerical assistants and
health assistants including At-Risk, bilingual assistants, Chapter 1 assistants,
learning center assistants, playground assistants, reading assistants, special
education assistants, ISS supervisors, hall monitors, Professional Behavioral
Intervention Specialists (PBIS), crossing guards, district instructional coaches and
the ALP Supervisor but excluding substitute teachers, administrative personnel,
assistant Superintendents, central office staff, principals, assistant principals,
deans, reading coordinators, special education coordinators, administrative
assistant to the Superintendent, Board of Education secretary, administrative
assistant to business services, administrative assistant to student services and all
other educational support personnel employees and all supervisors, managerial
confidential and short term employees as defined by the Illinois Educational Labor
Relations Act.

The term “employee” when used in this Agreement shall mean a member of
the bargaining unit defined in Paragraph 1 above.

The term “educational support personnel employee” when used in this Agreement
shall mean a teacher (as defined immediately below) who is a member of the
bargaining unit defined in Paragraph 1 above.

The term “teacher” when used in this Agreement shall mean a licensed
employee who is a member of the bargaining unit defined in Paragraph 1 above.

For purposes of this Agreement, any teacher employed ninety (90) consecutive
teacher workdays or less shall be considered a substitute for purposes of
exclusion from the bargaining unit as specified in paragraph A.1 above.

For purposes of this Agreement, any teacher employed more than ninety (90)
consecutive teacher workdays, but not more than the balance of any school
year, shall be considered a member of the bargaining unit for all purposes except
that such teacher shall not be eligible for use of the sick leave bank and shall be
compensated in accordance with the same placement criteria which the District has
used historically for all other regularly employed teachers, effective the ninety-
first (91) consecutive teacher workday.



The Association recognizes the Board as the elected representative of the voters
of the District, the statutory authority for determining the educational policy and
program of the District, and the employer of teachers and assistants in the District.

The Board agrees not to negotiate with any organization other than the
Association for the duration of this Agreement on matters subject to negotiations.

Principles

1.

The parties to this Agreement desire to place emphasis on a need for
voluntary cooperation within the School District; informality where practicable;
avoidance of intervention of outside agencies or persons where possible; and
minimization of the cost of establishing and maintaining a formal relationship.

Present and contemplated means of communications which promote effective
Employee-Board member relationships, shall be encouraged, continued and
expanded.

Teachers are qualified by education and experience to make significant
contributions to the formulation of educational policies relating to their work with
children.

The Board shall strive for the consistent application of its policies and fair
and reasonable rules and regulations governing employee conduct.

The Association shall, in presenting views or recommendations regarding matters
of policy, consider their effects upon the accepted District’s program and the
resources available to sustain it.

Employees have the right to join any organization for their professional or
economic improvement.

“Negotiate” and “Negotiations,” as used here and elsewhere in this Agreement,
mean a sincere, honest, and thorough discussion of problems with free and open
exchange of views by all parties in order to conclude an Agreement.

Procedure

Mediation

It is agreed that the parties will jointly request the Federal Mediation and
Conciliation Service (FMCS) if either party to this Agreement determines that
the assistance of a mediator would be necessary. Should FMCS be unavailable,
the parties shall immediately commence discussion as to a replacement. In the
event that the parties cannot agree upon a replacement, the Illinois Educational
Labor Relations Board shall be notified.



Waiver of Further Negotiations

Upon the signing of an Agreement by both parties, no further negotiations shall
be sought by either party for the term of this Agreement unless by mutual consent.



ARTICLE I1
RIGHTS OF THE BOARD
The Association recognizes that the Board has responsibilities and authority to manage and direct,

on behalf of the public, all the operations and activities of the School District to the full extent
authorized by law and shall be limited only by the provisions of this Agreement.



ARTICLE IIT A
ASSOCIATION RIGHTS
A. Notice of Board Meetings

The President of the Association or designee shall be given written notice of any regular or special
meeting of the Board together with a copy of the agenda or statement of purpose of such meeting
at least twenty-four (24) hours after they have been approved.

B. Board Minutes

A copy of all Board minutes shall be placed in the mailbox of the Association President
within twenty-four (24) hours after they have been approved.

C. Association Consultation

The Board may consult with the Association on any fiscal, budgetary, or tax program,
construction programs, considered or proposed annexation or consolidation, or revisions of
educational policy which are proposed or under consideration. The Board shall inform the
Association of its intention to consider reduction-in-force or other significant policy change prior
to acting thereon (when known) and provide the Association an opportunity to make known
its views and/or recommendations with respect to these matters prior to their adoption.

The Board acknowledges that it is generally desirable that the making of such recommendations
by the Association is, if otherwise feasible, a desirable addition to the Board’s decision making
process.

D. Negotiation Information

The Board shall provide the Association, upon request, with regularly prepared public
information germane to matters within the scope of negotiations. This shall include the
annual financial audit, the tentative budget, and the adopted budget. Nothing herein shall require
the Board or its staff to research or assemble information.

E. Calendar

The Superintendent or his/her designee shall meet with the representatives of the Association to
seek their suggestions for a calendar to be subsequently recommended to the Board for
approval.

The Board acknowledges that its present policy provides that if it is not necessary to close school
for an emergency, such unused days (not to exceed five (5) days) will not be employment days.
The Board agrees it will not alter this policy unless some catastrophe shall otherwise require.



F. Professional Development Days

A Professional Development Committee shall be appointed for the purpose of determining, by
consensus, the topics, programs and agendas for all District-wide staff development/in-
service/institute days for recommendation to the Board of Education. This committee shall be
composed of one (1) teacher from each building, appointed by the Association, and four (4)
administrators, appointed by the Superintendent. Minimally, this committee will meet once in
the spring to discuss the upcoming year’s professional development calendar of activities.

G. Association Meetings

The Association shall have the right to hold its general membership meetings on School
District property provided such meetings in no way interfere with any aspect of the instructional
program, that such meetings entail no additional maintenance or custodial expenses and that
facilities are available. When such meetings entail additional maintenance or custodial expenses,
the Board may make a reasonable charge therefor. The Association shall contact the
Superintendent or designee regarding the availability of the desired School District facility and
make advance reservations for such prior to scheduling any meeting which is to be held on
School District property. This paragraph shall be inapplicable to any meeting of more than
twelve (12) persons where less than ninety percent (90%) of those attending are employees of the
District. Once a meeting has been scheduled and the time reserved, neither the Board nor the
Administration will schedule any conflicting meetings.

H. Association Access to Bulletin Board, Mailboxes, Email and Internet

The Association shall be provided with bulletin board space in each school to post notices
pertinent to the activities of the Association. All Association notices shall be identified as
such. The Association shall also have the right to use employee mailboxes for a reasonable
volume of appropriate announcements relating to the conduct of the Association’s business. A
copy of each such notice so posted or distributed shall be concurrently provided to the principal
of the affected building or to the Superintendent. The Association shall also have the right to
use the District’s email and Internet services for Association business, provided such use is
consistent with the District’s technology resources policy and, further provided, the involved
individual has executed the District’s technology agreement.

I. Association Use of Equipment
The Association shall have the right to use District computers, copiers and printers where the

administrator responsible for such equipment has granted approval for such use. The Association
shall pay the cost of all materials and supplies incident to such use.



J. Association Announcements

Announcements of Association business which have no impact on the student body may be
read over the intercom system in each school building near the end of the school day.

K. Discussion of Board-Teacher Relationships

The Association’s views on matters relating to supervisor-teacher or Board-teacher relationships
shall not be discussed in the presence of students on school premises or where the teacher is
acting in loco parentis.

L. New Hires

The names and addresses of newly hired employees covered by the Collective Bargaining
Agreement shall be available to the Association within fourteen (14) days after approval of their
employment by the Board.

M. Association Leave

In the event that the Association desires to send representatives to local, state, or national
conferences or on other business pertinent to Association affairs, these representatives shall be
excused without loss of salary provided (a) the Association reimburses the District for the cost
of the substitute(s) for any aggregate number of days exceeding three (3) in any school term used
for such purposes; (b) the frequency of excused leaves does not impair the quality of classroom
instruction; (¢) no more than two (2) employees from the same building will be excused to take
such leave on the same day(s), exclusive of an IEA regional or state officer; and (d) a written
request for leave has been submitted to the Superintendent for his/her approval.

N. Copies and Distribution of Agreement

The Collective Bargaining Agreement will be made available on-line with a login under Staff
Tools.

0. Rights of Competing Employee Organizations

The rights granted herein to the Association shall not be granted or extended to any competing
employee organization as long as the Association shall remain the recognized sole bargaining
agent.

P. Association Executive Board Meetings

The Board shall make a good faith effort to not schedule any meetings or other activities on
Association Executive Board meeting days which typically are the second Thursday of each
month. The Association will notify the Superintendent if the day will be changed at least
three (3) working days in advance of such meeting.



Q. Local Professional Development Committee (LPDC)

Members of the Local Professional Development Committee shall receive one (1) half day of
release time per semester (not including alternates) to perform the duties of the committee. The
parties agree that substitute pay resulting from such release time shall be from the stipend
provided to the LPDC from the State.



ARTICLE III B
EMPLOYEE RIGHTS
A. Right to Organize

Employees shall have the right to organize, join, and assist the Association, to participate in
professional negotiations with the Board through representatives of their choosing, and to engage
in other lawful activities, individually or in concert, for the purpose of establishing, maintaining,
protecting, or improving conditions of professional service and the educational program. (Article
XXI, Grievance Procedure)

This paragraph shall be subject to Article XXI, Grievance Procedure, through Step 2. At Step
3 of the Grievance Procedure, the Association shall either file for arbitration and follow the
procedures set forth in Step 3 or seek other legal remedies through the appropriate court of
competent jurisdiction or appropriate state or federal agency. In the event the Association chooses
the latter, it waives its right to pursue the matter through Arbitration. The Board acknowledges
the Association does not have the authority to prevent any individuals of the bargaining unit who
may decide to take individual action. However, this provision shall not be construed to permit
individual access to the grievance arbitration step except with the permission of the Association.

B. Union Discrimination

The Board shall not discriminate against any employee by reason of his/her membership in the
Association, his/her participation in any activities of the Association or in negotiations with
the Board. (Article XXI, Grievance Procedure)

This paragraph shall be subject to Article XXI, Grievance Procedure, through Step 2. At Step
3 of the Grievance Procedure, the Association shall either file for arbitration and follow the
procedures set forth in Step 3 or seek other legal remedies through the appropriate court of
competent jurisdiction or appropriate state or federal agency. In the event the Association chooses
the latter, it waives its right to pursue the matter through Arbitration. The Board acknowledges
the Association does not have the authority to prevent any individuals of the bargaining unit who
may decide to take individual action. However, this provision shall not be construed to permit
individual access to the grievance arbitration step except with the permission of the Association.

C. Individual Contracts
Individual employee contracts or employment agreements issued before agreement has been

reached between the Board and Association shall be made to conform with this Agreement and
shall not grant advantages which are unavailable to other employees.



D. Disciplinary Meetings

When any employee is required to appear before the Board, an Administrator or before any Board
committee concerning any matter which could affect the continuation of that employee in his/her
position of employment, the employee shall be given reasonable prior written notice of the
reasons for such meeting or interview and shall be entitled to have a representative present to
represent him/her during such meeting or interview.

E. Association and Professional Responsibilities

The building principal may permit teachers to leave the building during a preparation period for
duties attendant to Association or professional responsibilities. The building principal may
also permit assistants to leave the building during times that they are not required to be engaged
in work related activities for duties attendant to Association responsibilities. This shall not be
construed to imply that teacher assistants are granted specified planning periods like teachers are.

F.  Marital Discrimination

The Board shall not discriminate against an employee by reason of his/her marital status, in any
manner which is contrary to law, or by reason of his/her family relationship. The Board and
Association acknowledge that the appropriate forum to resolve disputes that arise under this
section is the Human Rights Commission and not the arbitration provision of the grievance
procedure. Therefore, such disputes shall be resolved under the provisions of the Human Rights
Act and not the arbitration provision of the grievance procedure.

G. Teacher Part-Time Status

Part-time status for teachers shall be defined as the amount of time one is in contact with
students in relation to the total time per day of teachers in contact with students. Part—time
teachers will not typically be required to return to attend teacher meetings held after the close of
the student day where such part-time teachers’ workday terminates prior to 2:00 p.m.

H. Personnel File

1. Each employee shall have the right, upon request, to review the contents of
his/her personnel file. He/she shall make an appointment with the Human
Resource office for the conduct of such review. A representative, at the
employee’s written request, may accompany the employee in this review. Such
review shall be conducted in the presence of the designated administrator. The
employee has the right to make copies of anything in his/her personnel file at the
employee’s expense, as allowed by law.

2. The employee’s personnel file referred to in the preceding paragraph shall
minimally contain all evaluation material and all complaints or materials relating
to re-employment, copies of supplemental duty contracts, notice of assignments,
transfers, and any other information which might reasonably be anticipated to be
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used as a basis for discipline, dismissal, or demotion, or for determining salary of
the teacher. The employee shall be afforded an opportunity to respond to any
material placed in his/her file, and to have such response included in his/her file,
provided such response is submitted no later than ten (10) days after the close of
the school term in which the material was placed in his/her file. Employees shall
receive a copy of any material added to their personnel file.
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ARTICLE IV
DISTRICT CULTURE AND ACADEMIC FREEDOM
A. Democratic Values

The parties seek to educate young people in the democratic tradition, to foster a recognition of
individual freedom and social responsibility, to inspire meaningful awareness of and respect
for the Constitution and Bill of Rights of the United States and the Constitution of the State of
Illinois, and to instill appreciation of the value of individual personality. It is recognized that
these democratic values can best be transmitted in an atmosphere which is free from censorship
and artificial restraints upon free inquiry and learning and in which academic freedom for teacher
and student is encouraged.

B. Academic Freedom

Teachers shall have academic freedom in the District. Academic freedom shall mean that
teachers are free to present instructional materials which are pertinent to the subject and level
taught, within the outlines of appropriate course content and within the planned instructional
program, and shall present all facts of controversial issues in a scholarly and objective
manner within the limits of appropriate pedagogical discretion and propriety.

C. Controversial Topics

Notification will be made to the administration whenever a teacher intends to inject into
course coverage subject matter which might reasonably be anticipated to be controversial.

D. District Culture
The Parties agree that the District’s culture should encourage courtesy, respect, professional attire

and anti-drug culture. This provision is non-contractual; thus, is not subject to the grievance or
arbitration procedures of this Agreement.
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ARTICLE V
CITIZENSHIP

Nothing in this Agreement shall be construed to interfere with the right of an employee to exercise
such rights as registering and voting, participating in party organization, discussing political
issues publicly, campaigning for candidates, contributing to campaigns of candidates, lobbying,
organizing political action groups, and running for and serving in public offices which are
compatible with his/her current employment, provided that no employee shall use institutional or
classroom privileges or facilities to promote political candidates or to further partisan political
activities, or seek to inculcate personal political views in the mind of any student.

13



A.

B.

ARTICLE V1

TEACHER PROTECTION

Parent-Teacher Conferences and Complaints

L.

Parent-teacher conferences will be scheduled only when it is anticipated that
the principal or his/her designee will be in the building or readily available.
Teachers shall notify the principal of their scheduled parent-teacher conferences
and the principal shall advise if he/she and/or his/her designee shall not be present
in the building at that time.

Parents with specific concerns will be encouraged to deal with such concerns at the
level closest to their child, which is the teacher. The Administration shall
immediately inform the teacher of any and all consequential complaints regarding
the teacher’s conduct made by any person against the teacher as soon as possible,
except in those instances where notification to the teacher would disrupt any
ongoing efforts of law enforcement or quasi-law enforcement officials.

If requested by the teacher, a conference shall be held with the teacher and
principal, at which time, if requested, the principal will detail the process and
investigation of any complaint if such complaint is likely to result in disciplinary
action. If the District delegates non-employees to investigate any complaint
against a teacher, a District administrator shall be present during any interviews
with students, parents, District employees or any other person, held during the
course of the investigation.

Assaults

Any case of assault upon an employee while on duty for the school system shall be promptly
reported to the Board or its designee. The Board shall provide reasonable assistance to the
employee in connection with the handling of the incident by the appropriate authorities.

C.

Criminal Conduct

If an employee is charged with the commission of a criminal offense as a consequence of
performance of duty(ies) within the course of the employee’s employment, and such performance
was not contrary to Board policy or administrative regulation or directive, at the employee’s
written request the Board shall authorize the employee to consult with legal counsel appointed
by the Board for such purpose. An employee so charged shall suffer no loss of salary as a
consequence of necessary court appearances to respond to such charge.

14



D. Damage to Property

The Board shall indemnify employee for damage to their property if such damage was
occasioned while on duty for the Board, in an amount to be prescribed by the Board in its
discretion.

E. Indemnification

In accordance with this Agreement and applicable provisions of the School Code, the Board
shall provide indemnification and protection against claims and suits.

F. Intercoms

The Board shall make every reasonable effort to include a two-way communications system
between the school office and teaching areas within the school building.
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ARTICLE VII

PROFESSIONAL QUALIFICATIONS AND ASSIGNMENTS

A. Teacher Qualifications

A highly qualified teacher shall not be required, without his/her consent, to teach outside the
limits of his/her educator license. This shall not apply to the instruction of any students pursuant
to the statutory requirements where certification procedures have not been established for at least
two (2) calendar years prior to the commencement of such instruction. This paragraph shall not
apply to new and/or innovative programs which may be initiated by the Board on an experimental
basis. A reasonable effort shall be made to notify the ZEA of new/innovative programs prior to
implementation.

B. Assignments

All employee assignments shall be available in writing to the Association at the beginning of the
school term.

C. Additional Teaching Assignments

Except as unusual or exceptional circumstances shall otherwise require, any assignments in
addition to the normal teaching schedule during the school year shall not be made without the
consent of the teacher except for an internal substitute assignment pursuant to Section VIL.G
below.

D. Summer Program Assignments

If the Board conducts a summer program, preference for employment shall, to the extent feasible,
be given to the selection of teachers for such employment as defined herein. Consideration shall
be given to the teacher’s ability, his/her experience with the particular course of study being
offered, the prior applications for and assignments to summer positions, and other pertinent
factors except such pertinent factors shall not include the teacher’s salary. The Board will advise
the Association President or designee of the acceptance by the State Board of Education of a
requested grant for conducting summer school within thirty (30) days of an affirmative response
from the state. There shall be a good faith effort made to maintain the number of hours and
weeks of summer school as were available during the summer of 1989.

See Appendix B.

E. Teacher Overload

If a teacher agrees to teach an extra class, the teacher will be paid $7,500. Acceptance of an
overload shall not be mandatory. Overload shall not be given to teachers who have not yet

acquired tenure status unless the needs of the District clearly require the same, provided that such
needs are not based upon financial reasons.
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F. Split Grade Level Assignment

Any teacher who has been assigned to teach a split grade level classroom shall receive an
additional 30 minutes per week for Planning Time.

G. Internal Substitution

The District will make every effort to secure an outside substitute before using an inside teacher
as an internal substitute. When no outside substitute is available, the District shall have the option
to do any of the following:

l. Temporarily reassign students from the class in which the teacher was absent to
other classrooms (if this option is implemented, the teacher in the classroom taking
on extra students shall be eligible for half (1/2) of the internal substitution pay, as
set out in Appendix B);

2 Seek volunteers from teachers or educational support personnel employees with a
valid substitute or teaching license to serve as an internal substitute (if this option
is implemented, teachers shall be eligible for the internal substitution pay set forth
in Appendix B, in addition to their salaries);

3. Involuntary assign other teachers or educational support personnel employees with
a valid substitute or teaching license to serve as an internal substitute, but shall
endeavor to rotate such assignments (if this option is implemented, teachers shall
be eligible for the internal substitution pay set forth in Appendix B, in addition to
their salaries).

All qualified educational support personnel employees serving in the capacity of an internal
substitute shall continue to receive their daily or hourly rate of pay for services rendered, except
for the portion of the day for which they serve as an internal substitute. For that portion, they
shall receive their hourly rate or the internal substitution rate of $27 per hour as set out in
Appendix B, whichever is higher, but not both.

The Board of Education shall pay no more than $50 for an educational support personnel
employee to obtain a substitute or teaching license.

H. Summer Curriculum Work

A teacher will be compensated at the hourly rate specified in Appendix B for curriculum
work being done at the request of the Board of Education. Curriculum work would include
staff development workshops, summer curriculum workshops, review and analysis projects, etc.
Participation in this curriculum work will be at the discretion of the teacher. An assistant

shall be paid at the Appendix B rate if an assistant participates in curriculum work.

I. Substitutes for Assistants
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The Board shall attempt to secure a substitute for assistants who are absent.

J. Job Sharing for Teachers

1. Definition

Job sharing is defined as a full-time position which is filled on a volunteer basis
by two teachers sharing the responsibilities of the position over a full year.

2. Application Process/Timeline

Any tenured teacher may request to share a teaching position with another tenured

teacher.

It is the responsibility of the person seeking to job share to find another
teacher to share the position.

Teachers initiating the job sharing request must seek the building
principal’s support and approval prior to submitting the job sharing request
to the Superintendent.

Such request is to be submitted to the Superintendent or designee by March
prior to the beginning of the school year in which the job share is to take
place.

The request is to be a joint written request on the Job Sharing Application
provided by the District, signed by both employees proposing to share the
position and the impacted building principal, must specify the position to
be shared, and must describe the manner in which responsibilities will be
divided so as to meet and fulfill the job requirements of the position shared.

The time frame for submission and consideration for approval of a job
sharing request shall be as follow. (Note: the principal and the
Superintendent or designee may approve job share requests at any time
prior to the start of the school year if deemed best for the students and
staff).

i. March 1% — Deadline for submission of Job Sharing Application to

the Superintendent or designee. The Job Sharing Application will
contain:

o Names and signatures of parties and building principal.
o Grade level and subject.
o Proposed work responsibilities of each party.

i. On or before May 1% — Superintendent will meet with parties and
building principal to review feasibility of proposed job share.
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iii. June 1% — All parties will be notified of decision by the
Superintendent or designee.

3. Considerations for Participation

a.

Job sharing is to be applied for on a yearly basis. Teachers in a job share
position must re-apply for such position by March 1% for the following
school year, pursuant to standard request procedure.

Salary, benefits and available leave will accrue on a pro-rata basis, based
upon a 180 days school calendar. Seniority will accrue pursuant to the
terms of the Collective Bargaining Agreement.

The principal, in approving any job sharing match, must ensure that the
effort is undertaken in a manner which is conducive to the needs of the
students. In doing so, the following shall be considered:

L Match of personalities between the job share applicants to ensure a
positive share relationship;

ii. Match of work ethics of the job share applicants to ensure
cooperation in performing the duties of the shared position; and

iii. The requirements of the position for which job sharing is requested.

4, Job Sharing Requirements/Termination

To ensure success of the program, it is necessary that the following be carried out:

a.

The participants are to establish a plan which ensures that both parties will
receive all information disseminated by the building principal at all staff
and other related meetings, and outlines their responsibilities for field trips,
open houses, and other meetings/activities.

The individuals who are involved in the job share teaching positions are
encouraged to substitute for each other if possible. If they cannot substitute
for each other, then the acquisition of the substitute is to follow normal
District procedures.

All tenured teachers performing in a job sharing position must sign a
commitment to teach in such job share position for the full assigned school
year.

In the event the employment of a participating teacher ceases, for whatever
reason, the Superintendent or designee has the right to return the remaining
participating teacher to full-time status, or if that is not possible, fill the
vacant position in any other manner as he or she may deem appropriate.
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Participating individuals will be evaluated on their own merit, pursuant to
the requirements of the Collective Bargaining Agreement as well as the
degree of cooperation exhibited between the participating individuals.
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ARTICLE VIII
WORK YEAR AND HOURS
A. Teacher Work Year and Hours
The teacher work year, including at the District’s preschool(s) shall consist of 180 workdays.

The teachers shall participate in all in-service training programs and shall attend a reasonable
number of staff meetings which may extend beyond the scheduled day. “Reasonable” as used
herein shall mean no more than one (1) per week unless there is an emergency and the reason is
given. If a teacher cannot attend any such session, he/she shall advise and consult with his/her
principal who may excuse his/her non-attendance. The teacher’s scheduled work week shall not
exceed thirty-five (35) hours including a duty-free lunch period of at least thirty (30) minutes
per day. The teacher’s scheduled work week shall be exclusive of his/her extra-curricular
responsibilities, staffings, faculty meetings, student, parent or peer conferences, or other
necessary activities. This section shall be inoperative in an emergency or if less than a five (5)
day work week shall be established.

B. Conference Day

During Conference Week, one (1) day shall be a conference day when students are not in
attendance. The hours of teacher attendance will include reasonable meal breaks.

C. Assistant Hours

All assistants who work at least seven (7) paid hours per day shall have within their schedule an
unpaid 30 consecutive minute, uninterrupted duty-free lunch period as well as two (2) paid fifteen
(15) minute relief breaks which are included in the seven (7) hours. If the time schedule is
different from the recommendation, the principal shall provide the reason for the change upon
request of the assistant. Normally breaks shall begin no earlier than 9 a.m. and no later than 2
p-m. on a regular basis. If a situation arises on a particular day when an exception to the break
start time must be made, the principal shall promptly communicate such change to the teacher
assistant along with the reason for the change that day. If such an exception must be made and
the reason is known in advance of the day, the principal shall communicate the change as soon
as possible before the day where the exception must be made. All full-time assistants are
required to attend one weekly staff meeting or PD, which increases their work week by 30
minutes. Full-time assistant hours shall be adjusted to align with Parent-Teacher Conference
hours and the hours being worked by classroom educators.
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D.

Educational Support Staff Work Year

1.

Teaching and Health Assistants: Commencing with the 2019-2020 school year, the
work year for assistants shall be the same as the 180-day work year for teachers.

Secretaries: For the 2018-2019 and 2019-2020 school years, the first day of the
work year for secretaries shall be August 1% and the last day of the work year shall
be two (2) weeks after the final day of student attendance for the school year.

To determine whether the workdays beyond the school year for secretaries will be
required for school years after the 2019-2020 school year, a joint
District/Association committee will convene prior to May 1% of each school year
(preferably in early March) to review staffing needs for the summer and make
recommendations to the Superintendent or designee regarding whether a reduction
in the work year for secretaries is appropriate. The District shall determine and
notify secretaries by May 1% whether such additional workdays will be required for
the following school year. In no event, however, shall the work year extend beyond
August 1 through two (2) weeks after the final day of student attendance for the
school year.

Nurses: The first day of the work year for nurses shall be no earlier than two
calendar weeks prior to the first day of student attendance for the school year and
the last day of the work year shall be no later than one calendar week after the final
day of student attendance for the school year.
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ARTICLE IX

WORKING CONDITIONS AND STAFF FACILITIES

A. Class Size

Every effort shall be made to limit class size to a reasonable number. In the event a class size is
unreasonably large, the Superintendent or designee shall promptly meet with the affected teachers
and Association Representatives to seek their input regarding alternative staffing patterns.
Nothing contained herein shall limit the right of the Association to bring its own
recommendation(s) to the Board

The principal shall consider class size when investigating a disciplinary matter involving
classroom management and shall also consider class size when evaluating a teacher in the area
of classroom management.

B. Materials and Supplies

Each teacher shall be given the opportunity to submit requisitions for instructional material and
supplies for the following school term and periodically during the school term. If possible, the
staff member making the requisition shall be informed prior to September 15" if these supplies
cannot be made available to him/her provided the District shall provide each teacher and teaching
assistant who has teaching responsibilities with a reasonably sufficient amount of basic classroom
supplies. ~ Assistants may provide input to the appropriate teachers regarding instructional
materials and supplies.

C. Clerical Assistance

The Board agrees to make available for each building typing, duplicating facilities, and
clerical personnel to aid teachers in the proper execution of their assigned duties.

D. Unsafe Conditions

An employee shall not be required to work under unsafe conditions, provided this shall not
obviate the need for employees to safeguard students.

This paragraph shall be subject to the Grievance Procedure through Step 2. At Step 3 of the
Grievance Procedure, the Association shall either file for arbitration and follow the procedures
set forth in Step 3 or seek other legal remedies through the appropriate court of competent
jurisdiction or appropriate state or federal agency. In the event the Association chooses the
latter, it waives its right to pursue the matter through Arbitration. The Board acknowledges
the Association does not have the authority to prevent any individuals of the bargaining unit who
may decide to take individual action. However, this provision shall not be construed to permit
individual access to the grievance arbitration step except with the permission of the Association.
E. Teacher Desk and Storage
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Each teacher shall have available for his/her use a locked and/or secure desk and filing
cabinet. A place to store employees’ coats and overshoes shall be provided. Classroom assistants
may reserve space in the teacher’s desk or cabinet.

F. Telephone Facilities

Employees shall be permitted to use District telephones for local calls. If requested, employees
shall disclose the telephone numbers called.

G. Parking

Off-street parking facilities shall be provided for employees. The provision of such facilities is
for the convenience of employees and the Board assumes no responsibilities or liability
thereby.

H. Lounge

An employee lounge shall be established within each school building.

L. Planning Period

Each full-time teacher shall be allotted one (1) planning period each day of forty (40) consecutive
minutes, if such can be reasonably accomplished within the restraints of student scheduling and
established staffing patterns. When this cannot be accomplished, a teacher will be allotted a
minimum of 30 consecutive minutes per day and a minimum of 200 minutes per week. Missed
Planning Time that is not rescheduled within the same week it was missed, could be subject to
internal sub pay, as determined by the Principal, Superintendent or appropriate designee.

J. Orientation and Training

The District may provide orientation and/or training to employees when deemed appropriate or
necessary in the judgment of the District.
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ARTICLE X

REDUCTION IN PERSONNEL
A. Seniority
L Seniority is defined as the length of an employee’s continuous full-time

service within the District. Such service shall be computed from the first day of
employment upon which duties are performed.

Seniority credit given to assistants who previously worked for SEDOL prior to
the effective date of this Agreement shall not be affected by this definition.

Part-time assistants shall receive pro-rata seniority for continuous service on the
basis of hours worked based on a seven (7) hour workday and number of days
worked per year for the specific category of position computed from the first
day of employment upon which duties are performed.

Part-time secretaries shall receive pro-rata seniority for continuous service on the
basis of hours worked based on a seven and one-half (7.5) hour workday and
number of days worked per year for the specific category of position computed
from the first day of employment upon which duties are performed.

In the event seniority is equal between employees, the following procedure
shall be utilized as a tiebreaker:

a. Length of continuous service within the category in which the employee
is currently working;

b. Length of service with the District;

B, If still equal, by a drawing of lots.

B. Seniority List

By February 1 annually, the Board will publish a teacher seniority list that is prepared according
to the provisions herein in consultation with the Association. By February 15" annually, the
Board will publish an educational support staff seniority list that is prepared according to the
provisions herein in consultation with the Association. These lists will be posted in the
employee’s lounge of each building. Each employee shall have fourteen (14) calendar days
thereafter to file written objections to his/her ranking. An employee’s failure to make a
timely objection shall be deemed an acceptance of the ranking, and the employee cannot
thereafter challenge his/her seniority until the following school year.
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C. Discussion of Reduction in Force

When the Board decides it is necessary to reduce the number of teachers in the District, it
shall seek to discuss reduction in staff with the Association prior to taking final action
thereon and, where feasible, to provide the Association with an opportunity to suggest alternatives
to such reduction-in-staff.

D. Teacher RIFs
1. RIF Notice

If the number of positions must be reduced, teachers on contractual continued
service that are subject to removal shall receive notice by certified mail or personal
service at least sixty (60) calendar days before the end of the school term, together
with a statement of honorable dismissal and the reason therefore. Probationary
teachers who are to receive said notices shall receive them no later than forty-five
(45) days before the end of the school term.

A RIF Joint Committee composed of equal representation teacher or union-
selected members and equal representation Board-selected members must meet
each school year on or before December 1%

Annually, the District shall establish a Sequence of Dismissal List based on a
categorization of each teacher into one or more position for which the teacher is
qualified to hold, based upon legal qualifications, endorsements and any other
qualification established in a District job description, on or before May 10™,
prior to the school year during which the sequence of dismissal is determined.
Copies of the List shall be distributed to the Association at least seventy-five (75)
days before the end of the school term using a key to protect the confidentiality
of individuals. The Sequence of Dismissal list may be revised to reflect any
summative evaluation for those in Group 1 completed prior to 45 days before the
end of the school year.

Revisions to job descriptions used for determining job categories must be made
by May 10" of each year. Changes to job descriptions will be reviewed with the
ZEA prior to implementation. The foregoing shall not imply that the job
descriptions are incorporated into this agreement.

Section 24-12 of the School Code requires that, within each position, the School
District must establish four groupings of teachers qualified to hold the position as
follows:

a. Group 1 shall consist of each teacher who is not in contractual
continued service and who (i) has not received a performance evaluation
rating, (ii) is employed for one school term or less to replace a teacher on
leave, or (iii) is employed on a part-time basis. “Part-time basis” for the
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purposes of this subsection means a teacher who is employed to teach less
than a full-day, teacher workload or less than 5 days of the normal student
attendance week, unless otherwise provided for in a collective bargaining
agreement between the District and the exclusive representative of the
District's teachers. For the purposes of this Section, a teacher (A) who is
employed as a full-time teacher but who actually teaches or is otherwise
present and participating in the District’s educational program for less
than a school term or (B) who, in the immediately previous school term,
was employed on a full-time basis and actually taught or was otherwise
present and participated in the District’s educational program for 120 days
or more is not considered employed on a part-time basis;

b. Group 2 shall consist of each teacher with a “Needs Improvement” or
“Unsatisfactory” performance evaluation rating on either of the teacher’s
last two performance evaluation ratings;

c. Group 3 shall consist of each teacher with a performance evaluation
rating of at least “Proficient” on both of the teacher’s last two performance
evaluation ratings, if two ratings are available, or on the teacher’s last
performance evaluation rating, if only one rating is available; and

d. Group 4 shall consist of each teacher whose last two performance
evaluation ratings are “Excellent” as well as each teacher with two
“Excellent” performance evaluating ratings out of the teachers’ last three
performance evaluation ratings with a third rating of “Satisfactory” or
“Proficient”.

Among teachers qualified to hold a position, teachers must be dismissed in the
order of their Groups, with teachers in Group 1 dismissed first and teachers in
Group 4 dismissed last.

Within Group 1, the sequence is at the discretion of the School District.

Within Group 2, the sequence is based on the average of the performance
evaluation ratings received, with the teachers with the lowest average performance
evaluation rating dismissed first

A teacher’s average performance evaluation rating must be calculated using the
average of the teacher’s last two performance evaluation ratings, if two ratings
are available, or the teacher’s last performance evaluation rating, if only one rating
is available. The average is calculated using the following numeric values:
4 for “Excellent”; 3 for “Proficient”; 2 for “Needs Improvement”; and 1 for
“Unsatisfactory”. Teachers with the same average performance evaluation rating
will be dismissed based on seniority.

Within Groups 3 and 4, the sequence of dismissal is based on seniority.
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2. Reduction In Force-Right To Recall

If the District has any vacancies for the following school term or within one
calendar year from the beginning of the following school term, the positions
becoming available must be tendered to the teachers so removed or dismissed who
were in Groups 3 or 4 of the Sequence of Honorable Dismissal List and are
qualified to hold the positions based on legal qualifications and any other
qualifications established in a District job description on or before May 10™ prior
to the date of the positions becoming available. Teachers from Groups 3 or 4
are eligible for recall in reverse order of termination.

Teachers in Group 1 have no recall rights and Group 2 have recall rights as set forth
in the Illinois School Code.

If a teacher who has been tendered such position fails to respond affirmatively
with seven (7) calendar days of receipt of notice of such offer of employment, or
within fifteen (15) calendar days after date of mailing, all such rights of recall
herein shall be terminated, provided that the teacher shall be licensed to teach the
position tendered.

E. Educational Support Personnel RIFs

In a reduction in force, educational support personnel employees shall be dismissed in order of
seniority within the category of position in which they are currently assigned, provided that
assistants in a lower numbered assistant sub-category may bump assistants with less seniority in
a higher numbered assistant sub-category and provided further assistants who had been in a
lower numbered category in good standing may bump assistants with less seniority in such lower
numbered category.

Educational support staff employees shall be ranked by their seniority within the following

categories:

Categories of Position

Assistants
Nurses
Secretaries

Assistant Sub-Categories

AU B LN~

Highly Qualified Education Assistants

Health Assistants

PBIS Assistants

Supervisory Assistants (including hall monitors)
Playground/Crossing Assistants

Crossing Guard Assistants

In order to be eligible for the above-mentioned bumping rights, the assistant must meet the
qualifications for the position within sixty (60) calendar days following the issuance of the sixty
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(60) day RIF notice which notice caused the position to become available. If it is determined
that the required qualifications are not met, the assistant shall receive a thirty (30) day notice of
RIF from the date of such determination.
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ARTICLE XI
VACANCIES. TRANSFERS, AND PROMOTIONS
A. Posting and Notices of Vacancies

The Superintendent or designee shall post notices of vacancies on the District website. A job
description and a statement of minimum qualifications and minimum salary shall accompany
such notice. No vacancy except in case of emergency shall be filled on a temporary basis
until such vacancy shall have been posted for at least ten (10) workdays. Temporary
appointments shall not extend beyond the school semester in which they are made. During the
summer vacation, vacancy notices shall be posted on the District website. Vacancies shall be
filled on the basis of competency, qualifications of the applicant and other relevant factors. If all
factors are equal, seniority shall be determinative.

B. Voluntary Transfers

Any teacher presently on tenure or eligible for continuing contractual status in the coming school
term or any non-probationary full-time assistant may apply for transfer to another building where
a vacancy exists. Such application shall be in writing to the Superintendent or his/her designee.
The interests and aspirations of the individual employee shall be considered in all transfers. If
the Superintendent or his/her designee denies the request for such transfer, he/she shall set forth
his/her reasons for the denial in writing.

C. Involuntary Transfers
l. Teachers

Once it is known, the Superintendent or his/her designee shall give notification to
a teacher of a change in his/her building assignment for the forthcoming school
year prior to the end of the school term.

In the event of an involuntary transfer to another building during the summer
recess, the teacher shall be notified promptly by communicating to his/her last
known address and via email. The teacher shall be offered the opportunity of a
conference to discuss such transfer.

Involuntary transfers shall not be for punitive reasons. The reason(s) for such
transfer shall be provided.

If an opening occurs before the start of the next school year in the previous
assignment or building from which the teacher was involuntarily transferred, the
affected teacher will be given consideration in the following year to allow that
teacher to return to the previous assignment or building.
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A teacher who has been involuntarily transferred shall, upon written request, be
granted an unpaid leave of absence for the balance of the school year in which the
transfer occurs which shall be effective as soon as a replacement teacher can be
employed, but in no event longer than thirty (30) calendar days. Such year shall
not constitute a year of experience for the purpose of annual salary increases unless
the teacher has worked more than one-hundred and twenty (120) work days in the
school year. If the teacher does not advise the Superintendent of his/her intention
to return to employment the following school year by March 1% of the prior school
year, such shall be construed as the submission of his/her resignation provided
said teacher is notified by the Superintendent by February 15" for the next
school year.

Before finalizing an involuntary transfer of a teacher, the Superintendent or
designee shall send an email to staff requesting volunteers for the assignment and,
if a qualified teacher volunteers within forty-eight (48) hours of the email being
sent, then the Superintendent or his/her designee shall first consider such
volunteer(s) before involuntarily transferring a teacher provided such
volunteer(s) shall be fully qualified and able to fulfill the other aspects of the
position, including level of experience, educational achievements and other
qualities as described in the job description for the position and the District’s
evaluation plan. Such volunteers will also be given first consideration to return
to the previous building for the following year.

Assistants

In the event of an involuntary transfer to another building or job category, the
assistant will be notified promptly. The assistant shall be offered the opportunity
of a conference to discuss such transfer. The reason(s) for such transfer shall be
provided.

Involuntary transfers shall not be for punitive reasons. The reason(s) for
transfer shall be provided.

If an opening occurs before the start of the next school year in the building
from which the assistant was involuntarily transferred, the affected assistant will
be given consideration in the following year to allow that assistant to return to the
building.

An assistant who has been involuntarily transferred shall, upon written request,
be granted an unpaid leave of absence for the balance of the school year in which
the transfer occurs which shall be effective as soon as a replacement assistant can
be employed, but in no event longer than thirty (30) calendar days. Such year
shall not constitute a year of experience for advancement on the salary schedule.
If the assistant does not advise the Superintendent of his/her intention to return to
employment by March 1%, such shall be construed as the submission of his/her
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resignation provided said assistant is notified by the Superintendent by February
15" for the next school year.

Where possible the Superintendent or his/her designee shall first seek a volunteer
before involuntarily transferring an assistant provided such volunteer shall be
fully qualified. Such volunteers will also be given first consideration to return to
the previous building for the following year.

D. Change of Assignment

L

Teachers

Once it is known, the Superintendent or his/her designee shall give notification to
a teacher of a change in his/her grade level or departmental assignment for the
forthcoming school year prior to the end of the school term.

In the event of a change in such assignment during the summer recess, the
teacher shall be notified promptly by communicating to his/her last known
address and via email. The teacher shall be offered the opportunity of a
conference to discuss such change. Changes in assignment shall not be for
punitive reasons. The reason(s) for such change or transfer shall be provided.
If an opening occurs before the start of the next school year in the teacher’s
previous assignment, the affected teacher will be given consideration in the
following year to allow that teacher to return to the previous assignment.

The Superintendent or his/her designee shall first consider a volunteer before
changing a teaching assignment provided such volunteer shall be fully qualified
and able to fulfill the other aspects of the position, including level of experience,
educational achievements and other qualities as described in the job description
for the position and the District’s evaluation plan. Before finalizing a change of
assignment for a teacher, the Superintendent or designee shall send an email to
staff requesting volunteers for the assignment and, if a qualified teacher volunteers
within forty-eight (48) hours of the email being sent, such volunteer shall be first
considered before a change of assignment occurs.

Assistants
In the event of a change in assignment or job category, the assistant will be notified
promptly. The assistant shall be offered the opportunity of a conference to

discuss such change. The reason(s) for such change or transfer shall be provided.

Changes in assignment shall not be for punitive reasons. The reason(s) for
such change or transfer shall be provided.

Where possible the Superintendent or his/her designee shall first seek a volunteer

before involuntarily transferring an assistant provided such volunteer shall be
fully qualified.
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ARTICLE XTI A
TEACHER EVALUATION

A. Board-Association Evaluation Committee

A committee made up of Board and Association members shall meet at least twice a year for the
purposes of reviewing the teacher evaluation plan. The committee shall consider and provide
recommendations regarding any amendments to the evaluation plan.

B. Evaluation Objective and Student Growth Component

The parties agree that the primary objective of teacher evaluation is to improve the quality of
instruction. The parties recognize the importance and value of a procedure for assisting and
evaluating the progress and success of all teachers. Effective the 2019-2020 school year, 60% of
a teacher’s summative evaluation rating will be based on the teacher’s professional practice
components of the Teacher Evaluation Process and 40% will be based on the student growth
components; however, no teacher will receive a rating on the student growth component lower
than “Proficient” for the 2019-2020 school year. Effective the 2020-2021 school year, all four
ratings of “Excellent”, “Proficient”, “Needs Improvement” and “Unsatisfactory” will be effective
for the student growth component.

C. Evaluators

The administration shall designate the person or persons who shall be responsible for the
evaluation of teachers. This shall typically be the building principal and/or a member of the
administrative staff. A list of qualified evaluators shall be given each year to the Association and
such evaluators shall hold a Professional Educator License (PEL) with the appropriate
endorsement required for evaluators and be a non-ZEA member.

D. Notification of Teacher Evaluation Process

For new teachers, the Teacher Evaluation Process will be explained during orientation in August.
An individual conference will be held with the evaluator and each teacher to review the Teacher
Evaluation Tool by the end of the 2" week of the school term for the first and second year
probationary teachers, by the end of the 4™ week of the school term for 3™ and 4™ year
probationary teachers, and for tenured teachers in their assessment year by the end of the 8th week
of the school term. No formal evaluation shall take place until such conference has been held.

E. Assistance
The building principal or his/her designated administrative staff member shall provide every
effort to assist the teacher in the classroom to improve the quality of teaching and to eliminate

difficulties noted in the evaluation.

F. Amendments to the Evaluation Plan
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There shall be no amendments to the Evaluation Plan without referral to an ongoing Board-
Association evaluation committee for consideration and recommendations. In addition, changes
to the teacher evaluation process are subject to requirements of the Performance Evaluation
Reform Act of 2010 (PERA).

G. Consulting Teacher
Consulting Teacher shall be paid: $250; mileage for required travel (not including to and from

residence of consulting teacher); up to seven (7) days of released time for necessary
consulting duties.
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ARTICLE XII B

DISMISSAL AND DISCIPLINE

A. Dismissal of Probationary Teachers (Non-RIF)

First/Second/Third year probationary teachers shall be given notice of non-renewal. Fourth year
probationary teachers shall be given notice of termination stating the reason(s) for dismissal and
shall, upon written request, be afforded an opportunity to appear before the Board, with or
without counsel, to present such information or witnesses as he/she desires. The appearance
shall be at a closed session at the option of either the teacher or the Board. The teacher shall
have the right to cross-examine any witnesses appearing for the Board and the Board shall have
the right to cross-examine any witnesses appearing for the teacher. Nothing in this section shall
be construed as to impose any burden or standard of proof with respect to such termination or to
imply any obligation or restriction upon the Board not otherwise imposed by the statutes of the
State of Illinois or the United States. The Board and the administration may present evidence not
previously recorded in the teacher’s personnel file, provided that such notice is made known to
the teacher prior to notification of the discharge, demotion, or other involuntary changes in
employment status. The Board or its agents shall be able to rebut or refute information put
forward by the teacher or his/her representative. This section shall not be applicable to any
termination due to reduction-in-force or curtailment of program.

B. Dismissal Procedures - Probationary Teacher

In all cases where the Superintendent or designee is considering not recommending a probationary
teacher for continued employment, the affected teacher shall be so advised seven (7) calendar
days prior to the meeting of the Board at which such recommendation shall be made. At the
teacher’s request, he/she shall have a conference with the Superintendent or designee prior to

such Board meeting to review the reasons for such recommendations. A representative of the
Association may accompany the teacher at such conference.

C. Association Notice of Termination

The Association shall receive a copy of notification of termination of any teacher upon the
request of that teacher.

D. Conflict with School Code

Any hearing regarding discharge, demotion, or other involuntary changes in the employment
status of any teacher shall not abrogate rights guaranteed by tenure rights in the School Code.
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E. Non Applicability to RIF

Nothing in this article shall be construed as to apply to the dismissal or non-retention of any
employee because of a decrease in the number of employees employed or in the discontinuance
of some particular type of teaching or other service or program.

F. Dismissal of Assistants (Non-RIF)

Each assistant shall serve a probationary period of seventy-five (75) workdays after which
such assistant may be dismissed only for just cause or as a result of a reduction in force. The
assistant and the Association shall be given the reasons for the dismissal in writing. Any assistant

who has been employed as an assistant for the seventy-five (75) workdays on the date of
execution of this Agreement shall be considered to have served such probationary period.

G. Suspension Without Pay

Except in the case of a suspension preceding a tenure teacher causal dismissal under Article 24
of the School Code, no employee shall be suspended without pay without just cause.
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ARTICLE XIII
STUDENT TEACHING PROGRAM ASSISTANCE
A. Qualifications of Supervising Teacher
A supervising teacher shall meet the requirements of the university.
B. Acceptance of Student Teacher Supervision

Acceptance of student teacher supervision shall be voluntary - teachers shall have the right to
accept or reject such supervision.

C. Prohibition on Substitution
No student teacher shall be used as a substitute teacher.
D. Tuition Vouchers and Credits

If the sending teacher institution shall provide complimentary tuition vouchers or credits to
supervising teachers, such shall be given to the supervising teacher.
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ARTICLE XTIV

PUPIL DISCIPLINE

A. Employee Responsibility

An employee shall be responsible for maintaining discipline and order in his/her presence, in the
school building and on the school grounds. The Board also recognizes its responsibility to give
reasonable support and assistance to the employee with respect to maintenance of control and

discipline.

B. Disciplinary Referrals

Before discipline referrals are made to administrators, the employee shall be responsible for
giving the student fair warning and clear and explicit instructions of what behavior is expected.

C. Exclusion from Class

I:

Teacher may exclude a pupil from a class period when the grossness of an
offense, the persistence of the behavior, or the disruptive effect of any violation
makes the continued presence of the pupil in the classroom intolerable.

When a pupil is so excluded by a teacher, the teacher shall provide for the student
to get from the classroom to the building administrative office, and the problem
shall be referred for solution to the building principal or his/her designee.

The building principal or his/her designee shall take appropriate action seeking
to solve the discipline problem. Should his/her decision include the re-admittance
of the pupil to class, the teacher shall be notified of the conditions under which re-
admittance is granted.

If the disobedience or misconduct continues or the pupil does not meet the
conditions for re-admittance, the pupil will be referred to the student support
service team to determine the future education of the pupil. For this purpose, the
following staff and administrators shall be invited to participate on the student
support service team: the building principal or administrator designee, the
classroom teacher(s), a social worker or psychologist, and any other teacher who
has knowledge of the pupil’s behavior resulting in the pupil’s exclusion from the
class.

D. Disciplinary Committee

The Association shall be included in the membership of any committee created by the Board of
Education pursuant to law to establish or review the pupil discipline policy.
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ARTICLE XV
LEAVES
A. Sick Leave

Each employee (who works the equivalent of 50% or more full-time equivalent) shall be entitled
to a total of twelve (12) sick leave days with full pay per school term. Such sick leave shall
accumulate without limit. Educational support personnel employees who are scheduled to work
less than 3.5 hours each school day, upon beginning their sixth year of service in the District,
shall be entitled to two (2) sick leave days per year equivalent to the hours worked, which shall
not accumulate. Such leave shall be interpreted to mean personal illness, quarantine at home,
serious illness or death in the immediate family or household, or birth, adoption, or placement
for adoption. The immediate family for purposes of this section shall include: parents, spouse,
brothers, sisters, children, grandparents, grandchildren, parents-in-law, brothers-in-law, sisters-
in-law, and legal guardians. Sick leave shall not be applicable to surgical or other procedures
which may be postponed without significant medical effect to the summer or a school holiday
or a vacation period. Serious illness shall be defined as that which jeopardizes the life of the
family member or a medical emergency which confronts the family member.

After an employee is absent for three (3) or more workdays, the District may require completion
of a medical certification form (comparable to that used for FMLA leaves) from the employee’s
physician as a basis for pay. The District may also require a physician’s note or medical
certification as specified above to demonstrate fitness for duty to return to work. The District
reserves the right to discipline any employee who is determined to have misused sick leave.

B. Personal Leave

Superintendent or designee shall grant an eligible full-time employee three (3) days annually to
attend to religious, personal, moral or business matters, which cannot ordinarily be attended to
while school is in session. No more than two (2) consecutive days can be used. Unused personal
leave shall accumulate as sick leave.

Educational support personnel employees who are scheduled to work less than 3.5 hours each
school day, upon beginning their sixth year of service in the District, shall be entitled to one (1)
personal leave day per year equivalent to the hours worked. Application for such leave shall be
in writing in advance except in serious emergencies where approval shall be granted after
the event.
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Such leave shall not be granted during the first five (5) or last five (5) days of the school term or
immediately preceding or following a legal holiday or school recess, except in the case of:

a. an emergency to be explained by the employee,

b. observance of a recognized religious holiday of the employee’s faith,

oA to transport children of the employee to and from college,

d. to attend weddings of the immediate family,

¢ to appear in court or if a party to litigation not adverse to the District, or
fe to attend an employee’s child’s high school or college graduation.

Personal Leave shall not be applicable to work stoppage.
C. Employee Assaults

If the employee is assaulted while acting in the course of his/her employment pursuant to Board
policy or is injured due to negligence of the Board, he/she shall suffer no loss of salary or
deduction of sick leaves because of inability to perform his/her duties as a consequence of such
assault provided that the employee shall reimburse the Board for the salary paid during this period
from the proceeds of any Workers” Compensation award or other judgments, settlements, or of
salary paid. This paragraph shall cease to apply at such date as the employee shall become
eligible for disability benefits under the appropriate retirement system.

D. Conferences

Employees may be granted leave at full pay to attend conferences, meetings, or workshops, or
participate in visitation programs, upon approval of the Superintendent or designee. Application
for such leave shall, where feasible, be submitted on or before October 5%

E. Jury Leave

The Board shall pay the regular salary to employees called to serve as jurists or subpoenaed to
appear before a legal or legislative panel as witnesses reduced by the amount of compensation

received by the employees for such service. Employees on such service shall make every effort
to meet their classes when their services are not required.
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F. Funeral Leave

Employees shall be entitled to up to two (2) days of leave per year with pay, to attend the funeral
of a close friend or of a relative not listed in Paragraph A of this Article. This leave shall not
accumulate. Application for such leave shall be in writing in advance except in serious
emergencies where approval shall be granted after the event.

G. Sick Leave Donation

Employees who have exhausted available sick leave and personal leave shall be permitted to
request a donation of sick leave or personal leave from other employees on a form approved by
the District. Such requests shall be limited to use for a catastrophic, prolonged personal illness.
The District shall establish rules and regulations for such donation. The granting or denying of
some or all of a donation request shall be within the sole discretion of the District. The approval
or denial of a sick leave donation shall not be subject to the grievance procedure as it is within
the sole discretion of the District.

H. Family and Medical Leave Act Leave

Board policy. 5:185, regarding Family and Medical Leave shall be incorporated herein by
reference. To the extent there is a conflict between the provisions in this Section H and Board
policy 5:185, the provisions of this Section H shall take precedence. The Family and Medical
Leave Act (FMLA) defines a “son or daughter” to include a biological child, adopted child, foster
child, stepchild and a legal ward. Such policy shall include among its provisions:

1. If the reason for the employee’s FMLA leave is due to a reason for which sick
leave may be used as defined by the Illinois School Code, then the employee shall
be required to utilize his/her accumulated sick leave and such use of sick leave
shall run concurrently with the FMLA leave.

2. Leave for Pregnancy or Birth: Generally, eligible employees are entitled to
FMLA leave for the birth of their child as follows:

a. Both the mother and father are entitled to FMLA leave for the birth of their
child; both the mother and father are entitled to FMLA leave to be with the
healthy newborn child (i.e., bonding time) during the 12-month period
beginning on the date of birth. An employee’s entitlement to FMLA leave
for a birth expires at the end of the 12-month period beginning on the date
of the birth.

b. Under this section, both the mother and father are entitled to FMLA leave
even if the newborn does not have a serious health condition.

C. A husband and wife who are eligible for FMLA leave and are employed
by the same covered employer may be limited to a combined total of 12
weeks of leave during any 12-month period if the leave is taken for birth
of the employee’s son or daughter or to care for the child after birth, for
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placement of a son or daughter with the employee for adoption or foster
care or to care for the child after placement, or to care for the employee’s
parent with a serious health condition.

d. The mother is entitled to FMLA leave for incapacity due to pregnancy, for
prenatal care, or for her own serious health condition following the birth
of the child. Circumstances may require that FMLA leave begin before the
actual date of birth of a child. An expectant mother may take FMLA leave
before the birth of the child for prenatal care or if her condition makes her
unable to work. The mother is entitled to leave for incapacity due to
pregnancy even though she does not receive treatment from a health care
provider during the absence, and even if the absence does not last for more
than three consecutive calendar days. For example, a pregnant employee
may be unable to report to work because of severe morning sickness.

e. The husband is entitled to FMLA leave if needed to care for his pregnant
spouse who is incapacitated or if needed to care for her during her prenatal
care, or if needed to care for the spouse following the birth of a child if the
spouse has a serious health condition.

f. Both the mother and father are entitled to FMLA leave if needed to care
for a child with a serious health condition if the applicable requirements of
the regulation are met. Thus, a husband and wife may each take 12 weeks
of FMLA leave if needed to care for their newborn child with a serious
health condition, even if both are employed by the same employer,
provided they have not exhausted their entitlements during the applicable
12-month FMLA leave period.

g. For purposes of this section, FMLA that is requested in connection with
pregnancy or birth shall comply with the employee’s entitlement as
prescribed in the governing federal regulation.

3s The District shall compute FMLA leave based upon a rolling twelve (12) month
year.

L Unpaid Leaves of Absence
Employees may be eligible for unpaid leaves of absence for any of the following reasons,

subject to the general conditions for leave (Section XV.J below) and any other specific conditions
which may apply as set forth in the following subparagraphs 1.1, 2, 3, 4, 5, and 6 below:
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1. Maternity/Child-Rearing/Adoption Leave

Assistants and secretaries with five (5) or more years of service in the District and
tenured teachers shall be eligible for a maternity/child-rearing/adoption leave.
Maternity/child-rearing/adoption leave means a leave of absence without pay used
for the birth or adoption of the employee’s child, which may be combined with a
period of time immediately following said birth or adoption for purposes of child
rearing.  An employee not eligible for or not desiring maternity/child
rearing/adoption leave may utilize accumulated sick leave during any period of
illness related to his/her pregnancy and or to the delivery of the child.

The employee shall advise the Superintendent or his/her designee of the fact of
pregnancy no later than the fifth month of pregnancy and shall provide a written
statement from the obstetrician indicating the expected date of delivery. Anything
in this Article to the contrary notwithstanding, the leave shall commence on the
date of delivery or the date on which the employee is unable to continue to
work, whichever shall first occur. An employee shall not be entitled to a second
leave without first returning to full-time employment for at least one (1) full school
year.

A male employee shall be entitled to a leave of absence under this section subject
to all of the applicable conditions and requirements of this section and the general
conditions for leaves. Eligibility for such leave shall arise upon the anticipated
birth of a child which the employee has fathered or upon his adoption of a child.

A leave of absence under this section by an employee who shall adopt a child shall
likewise qualify for maternity/child rearing leave as herein before set forth,
except that the initial notice to the Superintendent shall be given upon the making
of application for adoption.

2. Sabbatical Leave

Sabbatical Leave may be granted to qualified teachers who shall apply in writing
to the Superintendent or his/her designee. Such sabbatical leave shall be consistent
with and in accordance with the terms of the School Code.

3. Professional Growth

A leave of absence of up to two (2) years may be granted to any tenured teacher
for the purposes of exchange or foreign teaching, Teacher Corps, Job Corps,
Peace Corps, advanced study (one year), or other activities likely to enhance the
abilities of the teacher to serve the District.
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4. Military Leave

Military leave will be granted to any employee who is actively involved in military
service in any branch of the armed forces of the United States, including annual
training for inactive duty, whether voluntary or involuntary. Upon return from
such leave, and where eligible for reemployment pursuant to the Uniformed
Services Employment and Reemployment Rights Act, an employee will be offered
reemployment and paid a salary at the level which he/she would have achieved
had he/she remained actively employed in the system during the period of his/her
absence in accordance with state and federal laws. He/She shall maintain tenure,
accumulated sick leave, and all other accrued benefits provided in this Agreement,
as and when required by the state and federal law.

Each employee who is a member of any reserve component of the United States
Armed Forces or of any reserve component of the Illinois State Militia on military
leave and actively involved in military service, including annual training, basic
training, or special and advanced training, will receive his/her regular salary minus
that which he/she shall receive from the government for each school day spent in
government service, for that period of time defined and required by federal and
state law.

5. Association Leave for Officer or Staff Member of NEA or IEA

A leave of absence of up to three (3) years may be granted to any employee upon
application, for the purpose of serving as an officer of the Association or as a staff
member of the Illinois Education Association or the National Education
Association.

6. General Unpaid Leave

An employee may request a general unpaid leave of absence for a purpose deemed
appropriate by the Board subject to any conditions required by the Board and the
approval of the Board. The granting or denying of such leave request shall be
within the sole discretion of the Board except that such discretion shall be
exercised reasonably.

J. General Conditions for Leaves of Absence

Unless otherwise set forth in this Agreement, any leave of absence granted by the Board for the
reasons stated in Paragraph I above is subject to the following general terms and conditions:

1. Time-Lines for Requesting Leaves

Application for an unpaid leave shall be made in writing to the Superintendent or
designee at least ninety (90) calendar days prior to the proposed start of the leave
or, if the leave is to begin following the end of the school year, by March 1% of the
preceding school year. An emergency request for an unpaid leave of absence may
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be submitted with as much advance notice as possible under the circumstances.
The application shall indicate the requested starting and ending dates of the leave
and the basis for the emergency.

2. Medical Substantiation

Any request for a leave based upon personal medical reasons shall be
accompanied by a physician’s statement indicating the nature, anticipated extent,
and duration of medical disability. Evidence from a qualified physician indicating
the employee’s ability to perform all assigned duties shall be submitted within a
reasonable time prior to the return of any employee on an unpaid leave for personal
medical reasons.

3. Structuring of Leave

After consultation with the employee, the Superintendent or designee shall prepare
a plan for the commencement and termination of any leave of absence
recommended for approval, taking into consideration maintenance of continuity
of the related District program, medical factors if relevant, duration of the leave
requested, availability of substitutes and other pertinent time factors related to the
request. The primary consideration shall be that continuity of instruction for the
students be maintained to the maximum possible degree. All leaves, which
commence during the summer recess, shall begin July 1%,

Unless expressly agreed otherwise, leaves shall be for one (1) school year. For
leaves that begin during a school year, in no event shall the leave exceed the
balance of the school year in which it is commenced and one (1) additional
school year. Every effort shall be made to have leaves terminate immediately
prior to the start of a new school year. Such leaves shall commence upon 1) the
date agreed upon by the Superintendent or designee and the teacher; or 2) the
actual date of disability, whichever shall first occur.

4, Sick Leave

Sick leave shall not be applicable during the period of any leave. Any
accumulated sick leave available at the commencement of the leave shall be
available to the teacher upon return to employment in the District.

3. Eligibility for Annual Salary Increase
For the purposes of being eligible for an annual salary increase, a teacher
employed for one hundred twenty (120) days or more shall be eligible for an

annual salary increase as though the entire year had been completed. This shall
also apply to educational support personnel employees covered by this Agreement.
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6. Insurance Benefits and FMLA

With the consent of the carrier, an employee on an unpaid leave of absence may
maintain insurance benefits by making timely payment of all premiums which
may be due to the Business Office or elsewhere pursuant to its direction.

Consistent with the Family Medical Leave Act, an employee taking an FMLA
leave may maintain insurance benefits pursuant to the Act and District policy.

7. Notice of Intent to Return

In all cases where an employee shall be granted a leave of absence of more than
180 calendar days, as a condition thereof, the employee shall advise the
Superintendent or designee in writing no later than March 1% of the year prior to
the year of return that the employee intends to return to full employment at the
termination of such leave.

Failure to so advise the Superintendent or designee shall be treated as a notification
of election not to return to employment and as a resignation from the District.

8. Non-Tenured Teachers

A leave may be granted to a non-tenured teacher by action of the Board, subject
to all the conditions applicable to a tenured teacher, provided the period of time
of such leave and any year of employment which shall be less than an entire school
term shall not be considered in computing full-time employment under section 24-
11 of the School Code for purposes of the continuous employment necessary to
attain contractual continued service status. A non-tenured teacher granted such
leave shall thereafter be employed as a full-time teacher for the full consecutive
period of time required by Section 24-11 of the School Code before being eligible
for tenure.

9. Board Discretion

Notwithstanding the general conditions set forth above, the Board retains the sole
discretion to grant or extend any discretionary unpaid leave of absence under any
conditions deemed appropriate. The Board may require substantiation that
conditions have been met during the leave as a condition for the leave. Such
discretion shall not be exercised in an arbitrary or unreasonable manner.

10. Non-Precedential Nature of Leaves

The granting or denying of any leave shall not constitute a precedent for the
granting or denying of any other leave request, but each request will be judged
upon its own merits. The denial of any leave shall not be grievable hereunder
unless there has otherwise been a violation or misapplication of this Agreement.
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ARTICLE XVI

LABOR MANAGEMENT RELATIONS COMMITTEE

A. District Labor Management Relations Committee (DLMRC)

The parties shall organize a District Labor Management Relations Committee (DLMRC)
designed to serve as a vehicle for informal resolution of labor management concerns as such
concerns may arise before, during or after the ratification of any collectively bargained
agreements. By participating in committee discussions, neither party waives its right to engage
in formal collective bargaining or to declare any issue non-negotiable within the meaning of the
[llinois Educational Labor Relations Act as interpreted by IELRB rules, regulations or decisions
of judicial interpretations thereof, unless such party agrees to such waiver in writing.

B. Impact Bargaining

Items that the Association deems of sufficient import to be usually needing impact bargaining
shall be so indicated in a meeting of the DLMRC called by the Association or agreed to by the
two constituencies. Impact bargaining items decided upon need ratification by the Board and, at
least, the full executive committee of the Association.

Either the Association Executive Board or the Board of Education or Administration may call a
DLMRC meeting to be held at a mutually agreed upon date and time. No later than five (5) school
days after the date and time of the meeting has been agreed upon, each party shall provide
the other party with a descriptive agenda which reviews the items to be discussed at the meeting.
There shall be no less than one (1) DLMRC meeting each semester.

Without any compromise to the grievance procedure, the DLMRC may attempt to mediate
grievances brought before it by an employee or group of employees. When using the venue of
the DLMRC, the usual time frames of the grievance procedure shall be held in abeyance,
providing the initiation of the appeal to the DLMRC has been made in a timely manner and in
writing, according to contract specifications relative to the event, or when the grievant(s)
reasonably had knowledge of such event alleged as cause of any grievance. If mediation of a
grievance (as defined by a collective bargaining agreement) fails, the Association reserves its
right to process a timely filed grievance and to submit such grievance to a binding grievance
arbitration. If the parties agree, grievances may be processed directly to arbitration if the
committee resolution process fails. No settlement offers of mediated grievances shall be
admissible at any arbitration, but both parties are free to stipulate to any other facts or positions
taken at the arbitration.
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C. Process of the Committee

The committee shall be free to choose the best appropriate process for dealing with business, the
level(s) of formality, and so forth, mindful of various models available.

D. Building Communications Vehicle

In each building, the Principal and the Association Building Representative(s) shall periodically,
but not less than once each month during the school term, meet to discuss matters which in
the opinion of either party impact on the smooth operation of the building. Advisory resources
may be at meetings, as each party deems necessary.

The purpose of the meeting(s) is to discuss mutual interest and/or to develop solutions or
resolutions within a reasonable specified amount of time of any problem or concerns that are
brought to the meeting by either party. If a solution or resolution of a problem or concern
cannot be achieved, then either party may refer the problem or concern to the LMRC. The
solution or resolution of any problem or concern shall be reported to the Association President
and the District Superintendent.

E. Composition of the Committee

The committee shall consist of ten (10) members, five (5) selected by the Board and five (5) by
the Association. Among those for the Board shall be the Superintendent and two (2) Board
members, one of whom shall have been a participant in the negotiations for the current contract.
For the Association, the President shall be a member and one other person who participated in
negotiations for the current contract. Each relevant party from its constituency shall choose the
remaining members. Alternates from the constituencies shall be provided in the event a member
cannot attend a scheduled meeting. Advisory resources may be used at meetings, as each party
deems necessary.

F. Scope and Purpose of the Committee

The items for committee business shall include, but not be limited to, the following subjects: time
and support for teachers, secretaries and assistants, proposals for contract modifications, points
of contract interpretations, deployment of District programs not covered by contractual
provisions, and such items considered necessary to a smooth regulation of matters affecting
salaries, stipends, and all conditions of employment.

The purpose is to mediate any perceived difficulties of employees in the District and, if possible,
to expedite solutions enforceable with the mutual concurrence of the Board and the Association.
Each side retains its right to determine ratification, if any, of decisions and recommendations
developed by the DLMRC. By mutual agreement these decisions may become binding and
reflected in memoranda of understanding attached to the contract, provided such have majority
acceptance by both sides.
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ARTICLE XVII

COMPENSATION

Teacher Compensation

Starting Salary

Effective with the 2019-2020 school year, newly hired teachers will be offered a
starting salary in accordance with the applicable hiring matrix in Appendix A.
Graduate hours towards a non-educational degree will not be utilized for
placement on a lane of the hiring matrix.

The District has the discretion to offer credit on the hiring matrix for past teaching
experience up to a limit of five (5) years of credit. The District may exceed the
five (5) year credit limit for “hard to fill” positions provided the District complies
with the following procedures:

a. The District will notify the Association in writing when the District
determines that a vacant position is classified as “hard to fill”; and

b. The District will notify the Association in writing when a “hard to fill”
vacancy has been posted; and

c. The District will notify the Association in writing when a “hard to fill”
vacancy has been filled and such notice will include the starting salary of
the new employee who filled the vacancy.

Absent a clerical error, salary matrix placement decisions are unchangeable once
agreed upon between the new hire and the Superintendent/designee prior to Board
approval.

Annual Salary Increase

Annual salaries for teachers shall be based on a 180-workday calendar adopted by
the Board. Teachers will receive the following annual increases over their prior
year’s base salary for the duration of this Agreement:

2017-2018:  2.0% (for teacher employed during 2016-2017)

2018-2019:  3.0% (for teachers employed during 2017-2018)
2019-2020:  3.0% (for teachers employed during 2018-2019)
2020-2021:  2.5%* (for teachers employed during 2019-2020)
2021-2022:  2.5%* (for teachers employed during 2020-2021)

* Any teacher who receives a summative rating of “Unsatisfactory” in 2019-2020

and/or 2020-2021 shall not receive a 2.5% increase for the following year. Instead,
such teachers will receive a 0% increase.
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Due to the fact that this Agreement was not reached until after the expiration of
the prior agreement, employees who were employed with the District on the date
the Association ratified this Agreement shall be entitled to retroactive salary
increases for 2017-2018 and 2018-2019.

Salary Increase for Continuing Education

See Section H of this Article for requirements and approval procedures. In
addition to the annual salary increase set forth in Section 1 above, teachers who
earn credits towards or beyond a Master Degree will; be eligible for the following
salary increases:

2017-2018: 4% increase for a lane movement based on the lanes as they existed
on the 2016-2017 salary schedule.

2018-2019: 4% increase per lane based on the lanes as they existed on the 2016-
2017 salary schedule. Teacher will only be permitted to make one
lane movement per year, but the move can be across multiple lanes
if the teacher completed enough credits in the year. (Example:
Teacher takes enough credits to move from MA+16 to MA+30,
passing by MA+24. Such teacher will receive an 8% increase for
moving two lanes in one year).

2019-2022: 4% increase for a lane movement based on the following lanes:

BA MA

BA+15 MA+16

BA+24 MA+24
MA+30

Teacher will only be permitted to make one lane movement per
year, but the move can be across multiple lanes if the teacher
completed enough credits in the year. (Example: Teacher takes
enough credits to move from MA+16 to MA+30, passing by
MA+24. Such teacher will receive an 8% increase for moving two
lanes in one year).

Pay Adjustments

Any teacher who shall be compelled to work more or less than the normal school
year as prescribed shall have his/her pay adjusted at the rate of 1/180th of his/her
annual salary for each such day. If the adjustment is for less than a full day, the
foregoing amount (1/180th of his/her annual salary) shall be multiplied by 1/7th
for each hour or fraction thereof.

Extra-Curricular Pay

Extra-curricular pay for employees shall be based on the Extra Curricular Schedule
attached as Appendix B.
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The District may use non-employee volunteers to assist employee coaches or
sponsors. Such volunteers will not displace employees from paid extra-curricular
opportunities set forth on Appendix B.

6. Salary Due To Teacher Not Returning

Any balance in the Board’s contractual salary due to a teacher not returning to the
District at the Board’s request or by reason of retirement shall be paid on the last
day of the school term unless otherwise provided by written consent of the teacher.
Any teacher who is leaving the District of his’her own volition may request that
monies due be paid in one lump sum not later than July 1%,

7. Teacher Retirement

a. TRS

The salaries listed on the hiring matrixes set forth in Appendix A include
the amount required to be paid to TRS on behalf of the teacher.
Accordingly, the Board shall remit for each teacher the current required
contribution of the amount due to TRS by such teacher and any extra
duty pay to the Illinois Teachers’ Retirement System to be applied for the
retirement account of such teacher. It is the intent of the parties by this
Agreement to qualify these payments as employer payments under Section
414(h) of the Internal Revenue Code. The teachers have no right or claim
to the fund so remitted except as they may subsequently become available
upon retirement or resignation from the Illinois Teachers’ Retirement
System.

The balance of the salary amount due each teacher after the TRS
contribution is remitted shall be payable to the teacher as salary
installments as otherwise provided herein, provided the Board shall deduct
therefrom all monies as required by law or as authorized by the teacher
pursuant to this Agreement, or as otherwise authorized by the Board.
Such withholding shall include any and all additional amounts required
to be paid to the Illinois Teachers’ Retirement System for the account of
such teacher.

b. Indemnification

If the Internal Revenue Service and/or a court of competent jurisdiction
shall determine that the payment of the employee retirement by the Board
as provided herein does not render such amount excludable from the gross
income of teachers, the Board shall promptly institute full withholding of
Federal and State taxes due from Board-paid retirement, provided that if
the Internal Revenue Service or a Court of competent jurisdiction shall
determine that the payments of Board-paid retirement would be excludable
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from gross income if they are in addition to the teacher’s salary rather than
included in the teacher’s salary, then as soon as the same may be
reasonably effectuated, the teacher’s salary shall be reduced by the
amount of compensation to be paid by the Board to the Illinois Teachers’
Retirement System in addition to the salary, and provided further that in
such latter event the total amount of compensation to be paid by the
Board to each teacher (including Board-Paid retirement) shall not exceed
the amount provided for herein pursuant to the hiring matrixes in Appendix
A and any subsequent annual salary increases provided to the teacher.

B. Education Support Staff Compensation

1. Starting Salary

Effective with the 2019-2020 school year, newly hired secretaries, supervisory
assistants and PBIS assistants will be offered a starting salary in accordance with
the applicable hiring matrix in Appendix A. Highly qualified educational
assistants, playground/crossing assistants, health assistants and nurses shall be
compensated in accordance with the salary schedules in Appendix A.

The District has the discretion to offer credit on the hiring matrix for past
experience up to a limit of five (5) years of credit. The District may exceed the
five (5) year credit limit for “hard to fill” positions provided the District complies
with the following procedures:

a. The District will notify the Association in writing when the District
determines that a vacant position is classified as “hard to fill”’; and

b. The District will notify the Association in writing when a “hard to fill”
vacancy has been posted; and

B The District will notify the Association in writing when a “hard to fill”
vacancy has been filled and such notice will include the starting salary of
the new employee who filled the vacancy.

Absent a clerical error, salary matrix placement decisions are unchangeable once
agreed upon between the new hire and the Superintendent/designee prior to Board
approval.

2. Annual Salary Increase (with and without a salary schedule)

Educational support staff employees will receive the following annual increases
over their prior year’s base salary for the duration of this Agreement:

2017-2018:  3.0% (for ESPs employed during 2016-2017)
2018-2019:  3.0% (for ESPs employed during 2017-2018)
2019-2020:  3.0% (for ESPS employed during 2018-2019)
2020-2021:  2.5%* (for ESPs employed during 2019-2020)
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2021-2022:  2.5%* (for ESPs employed during 2020-2021)

The above annual increases for educational support staff employees on a salary
schedule are the total amount of the increase inclusive of step movement.

Due to the fact that this Agreement was not reached until after the expiration of
the prior agreement, employees who were employed with the District on the date
the Association ratified this Agreement shall be entitled to retroactive salary
increases for 2017-2018 and 2018-2019.

3. Extra-Curricular Pay

Extra-curricular pay for employees shall be based on the Extra Curricular Schedule
attached as Appendix B.

The District may use non-employee volunteers to assist employee coaches or
sponsors. Such volunteers will not displace employees from paid extra-curricular
opportunities set forth on Appendix B.

IMRF

The Board shall pick up and pay out of the employee’s earned compensation
his/her contribution to the Illinois Municipal Retirement Fund (IMRF).
Contributions so picked up shall be treated as employer contributions in
determining tax treatment under Section 414(h) of the Internal Revenue Code.

C. Employee Pay Dates and Payroll Deductions

1.

Pay Date

Pay dates shall be every other Friday, beginning no later than the first Friday of
September, on a twenty-six (26) payments per full school year schedule. There
shall not be an option to pay Employees their summer period salary in a lump sum
at the end of the school year. Employees who were employed with the District
prior to the 2019-2020 school year and who had selected the option of receiving
twenty-two (22) payments per full school year shall be permitted to remain on such
payment schedule until they either separate from the District or they choose to
move to the twenty-six (26) payments per full school year schedule. Regardless
of which payment schedule Employees are on, Employees leaving the District’s
employment shall receive the balance of their remaining pay on the first pay date
following the last day of employment.
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2. Alternate Pay Dates

If a regular pay date during the school term falls on a day when school is not in
session, teachers shall receive pay on the last day of school session. During the
summer period, checks shall be mailed on the regular pay date to the designated
address of the employee.

Notwithstanding the foregoing, if the schools are officially closed by the
Superintendent because of an emergency and such closing falls upon a scheduled
pay date, the salary payment shall be made on the next date that school is in
session.

3. Payroll Deductions

Payroll deductions shall be made for the following:

a. Association dues
b. Wisconsin withholding tax
C. Insurance beyond the normal allotment

d. Other deductions legally required

Other deductions shall be made with the agreement of the employee and the Board.
D. Cafeteria Plan
L. Cafeteria Plan

Each full-time employee who elects to participate in the School District’s Cafeteria
Plan will be entitled to choose from the following benefits with payments for such
benefits made on a pre-tax basis as a salary reduction to the extent not paid for by
the Board pursuant to Section D.1 of this Article:

a. Premiums for health/major medical insurance for individual or
dependency coverage if the employee qualified therefore.

b. Premiums for dental insurance offered by the Board if the employee
qualifies therefore.

G, Premiums for term life insurance offered by the Board if the employee
qualifies therefore.

d. Cash in the amount of $2,600 in lieu of Board paid health insurance
coverage pursuant to Section D.1 of this Article, for employees who chose
the cash option prior to August 1, 2001.

& Unreimbursed medical expenses (flexible spending account).
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f. Dependent care expenses (flexible spending account).

Teachers employed less than full-time or less than a full year will receive such
allotment on a pro rata basis based upon a full-time 180-day school calendar.

Educational support personnel employees employed less than full-time but at
least three and one-half (3.5) or more hours per day will receive such allotment
on a pro-rata basis based upon a seven (7) hour day. Educational support personnel
employees employed for less than a full year shall receive such allotment on a pro-
rata basis based upon a full-time 180-day school calendar.

All premiums will be in the insurance program(s) approved by the Board.

Each employee will elect from the options stated above which option shall not be
altered during any single school year (except in an emergency or otherwise
required by law). The election shall be filed in writing with the Business
Office prior to August 1% of the year in which it is to be effective.

2. Section 125 Plan

The Internal Revenue Code Section 125 makes it possible for employers to offer
their employees between cash salary and a variety of nontaxable benefits (qualified
benefits). A qualified benefit is a benefit that does not defer compensation and
which is excludable from an employee’s gross income under a specific provision
of the Code, without being subject to the principles of constructive receipt.
Qualified benefits include health care, vision and dental care, group-term life
insurance, disability, adoption assistance and certain other benefits. The Board
will provide a Section 125 Plan to permit employees to take advantage of IRC
eligible expenses.

E. Insurance

This section is subject to federal requirements under the Affordable Care Act (ACA) and therefore
could require that the Joint Insurance Committee reconvene as needed to modify or update the
Plan to remain in compliance with federal regulations.

1.

Health/Vision

Health and vision insurance will be available under a group plan for full-time
employees and part-time employees who are employed at least half time.

For 2017-2018 and 2018-2019, premiums were funded by the Board pursuant to
the terms of the 2014-2017 collective bargaining agreement. Effective July 1,
2019, the Board will offer at least three (3) different options and premiums for
health and vision insurance coverage that will be funded by the Board as
elected by the employee according to the following:
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3.

1. If an employee elects the PPO Plan, the Board shall pay the following
percentage on the premium:

Single: 85%
Employee + Spouse or Child: 70%
Family: 55%

2 If an employee elects the HDHP Plan with a Heath Savings Account
(HAS), the Board shall pay the following percentage on the premium:

Single: 95%
Employee + Spouse or Child: 85%
Family: 65%

In addition, the Board will contribute $1,500 per year to the employee’s
HSA.

3. If an employee elects the HMO Plan, the Board shall pay the following
percentage on the premium:

Single: 100%
Employee + Spouse or Child: 95%
Family: 85%

For qualified employees employed less than full-time, the Board will pay a pro-
rated share of the amount paid for full-time employees in proportion to the time
worked based on a full-time 180-day school calendar.

If the above premium rates increase or decrease, such increase or decrease will be
proportionately shared by the employee and the employer at the same percentage
as the total premium percentage period, otherwise the above premium amounts
will remain the same as the prior year.

Dental

Dental insurance will be available under a group plan for full-time employees and
part-time employees who are employed at least half time. The District shall
provide dental insurance under a group plan to be recommended by the insurance
committee to the Association and the Board for approval. For full-time
employees, the Board shall pay 75% of the single premium and the employee shall
pay 25%. For qualified employees employed less than full-time, the Board will
pay a pro-rated share of the amount paid for full-time employees in proportion to
the time worked based on a full- time 180 day school calendar.

Emplovyee Assistance Plan
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The Board will provide an Employee Assistance Plan (EAP) at no cost to the
employee. Refer to Zion District 6 website.

F. Effective Date of Insurance Plan Year

Effective date of all insurance coverages shall be from September 1% to the following August 31
for all teachers returning to the District following employment of the preceding school year.
Other teachers shall be added expeditiously as the insurance carrier shall authorize. For further
plan information, see District website.

G Severability Regarding Insurance

If during the term of the Agreement, the Illinois Human Rights Commission or any Court
shall determine that the payment of insurance benefits in the manner prescribed by this
Article is in any respect contrary to law (whether such determination involved this School
District or any other employer), the Board’s obligations hereunder which are deemed contrary to
law shall cease forthwith and the parties shall promptly meet to renegotiate such provisions.

H. Continuing Education/Horizontal Advancement Procedures
1. Teachers

Additional compensation for earning graduate credits shall be conditioned on
prior written approval of the Superintendent or designee. Such approval shall be
granted for graduate courses leading to a Master’s Degree. Only those courses
listed in a fully accredited college or university graduate program will be allowed
for credit. The graduate program must be on file in the Superintendent’s Office
or Human Resources Office prior to the teacher’s request for course approvals.
Graduate hours beyond the Master’s Degree will be granted for courses to satisfy
endorsement requirements, courses recommended by the Principal or
Superintendent to provide specific curriculum focus, and courses towards
another educational advanced degree. Other graduate courses beyond the
Master’s Degree in subject areas will not be credited for lane advancement.

Teachers will be limited to one (1) lane per school year or completion of a degree
provided the teacher furnishes the Superintendent or Human Resources with
evidence of successfully completing such course(s) no later than October 1%,
Although teachers will only be permitted to make one lane movement per year,
the move can be across multiple lanes if the teacher completed enough credits in
the year. Evidence shall be in the form of a sealed official transcript or letter of
completion from the appropriate institution by the October 1* deadline. No copied,
faxed, or electronic evidence shall be accepted. Pay increases will only begin
when sealed official transcripts are received and such pay increase will be
retroactive. Sealed official transcripts received after October 1 will result in the
salary increase being implemented the following school year and will not be
retroactive.
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The Board and Association agree that placement on the prior Compensation
Schedule prior to the date of this Agreement shall not be affected by the provisions
of this section.

After approval by the Superintendent, a copy of the completed and signed course
approval form, stamped by Human Resources with date received, will be sent to
the Teacher via inter-school mail or by technologically appropriate means within
20 days of receipt by the Human Resources office.

2. Highly Qualified Assistants

Horizontal advancement on the Compensation Schedule for Highly Qualified
Assistants shall be conditioned on prior written approval of the Superintendent
or designee. Such approval shall be granted for undergraduate courses leading
to a Bachelor’s Degree in education. Only those courses listed in a fully
accredited college or university Bachelor’s program will be allowed for credit.
The undergraduate program must be on file in the Superintendent’s Office or
Human Resources Office prior to the assistant’s request for course approvals.

Horizontal movement on the Compensation Schedule will be limited to one (1)
lane per school year or completion of a degree provided the assistant furnishes the
Superintendent or Human Resources with evidence of successfully completing
such course(s) no later than October 1% of the semester in which advancement is
sought. Evidence shall be in the form of an official transcript from the
appropriate institution or a letter of completion until such reasonable time as the
sealed, official transcript becomes available. No copied or faxed evidence shall
be accepted.

The Board and Association agree that placement on the Compensation Schedule
prior to the date of this Agreement shall not be affected by the provisions of this
section.

After approval by the Superintendent, a copy of the completed and signed course
approval form, stamped by Human Resources with date received, will be sent to

the highly qualified assistant via inter-school mail or by technologically
appropriate means within 20 days of receipt by the Human Resources office.

I. Additional Work Days

If teachers are required to work more than one hundred eighty (180) days in any single school
term, such teachers shall be compensated at the rate of one-one hundred eightieth (1/180) of the
compensation prescribed in Appendix A of this Agreement.

J.  403(b) Annuities

Employees will have access to 403(b) annuities if applicable.
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K.

Medical Bills

Employees shall mail medical bills directly to the third party administrator.

L.

4.

Self-Funded Insurance/Insurance Committee

Committee Appointments

A joint committee shall be convened to review the insurance program. Members
of the committee shall consist of Board and/or Administrative representatives, all
of whom shall be appointed by the Superintendent, and Association
representatives who shall be appointed by the Association President.
Representatives of other employee groups not represented by the Association shall
also be invited by the Board to serve on the committee.

Committee Powers/Responsibilities

The primary purpose of the committee is to oversee the insurance program and
ensure short term and long term cost savings for the District and employees if
possible.

The committee shall issue annual reports for distribution to staff including but not
limited to the carrier, premiums, coverage, investments (interest), claims paid, the
insurance reserve account, stop loss limits, and any other relevant items with
respect to the District’s insurance.

This committee shall also recommend program goals, exploration of benefits and
promote those approved benefits.

Based on the assessment of all information, the committee will make
recommendations to the Board of Education and to the Association related to the
subsequent employee rates and other possible program changes.

Meetings

The committee shall meet at least four (4) times a year to review the program and
all related information.

After the initial fifteen (15) months of claims experience of the District’s
health insurance program has been received, the committee will convene a special
meeting to review the claims experience, examine the status of the District
insurance bank account and discuss the relationship between the balance in the
account to the dollars being invested by the employees and the Board of
Education. Thereafter, the committee shall periodically review such matters.

Preferred Provider
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Yearly, every teacher will have access to participating doctors and hospitals and
any updates throughout the year.

5. General

It is understood that the committee will make recommendation to the respective
constituency. The committee has no power to bargain changes in coverage or
carrier. In the future, if the Board proposes any changes in insurance coverage
or carrier which are not consistent with terms of the Collective Bargaining
Agreement, this memorandum or otherwise constitute a departure from past
practice regarding wages, hours, or terms and conditions of employment as
respects insurance, the Board shall give written notice to the Association of such
proposed changes and shall provide the Association an opportunity to negotiate
such proposed changes within the meaning of the IELRA. Any agreement reached
between the parties shall be reduced to writing, ratified, and signed by the Board
of Education and the Zion Education Association.

M. Hold Harmless/Cafeteria Plan

In consideration of the Board of Education of School District No. 6, Lake County, Illinois, for
making provision for certain “cafeteria” fringe benefits, the Zion Education Association
(“Association”) agrees to hold harmless, indemnify, and defend the Board of Education of
School District No. 6, Lake County, Illinois, (“Board”), its members, its agents, and its
employees from any and all claims, actions, complaints, suits, penalties, interest, or other
liabilities by reason of the inclusion of Article XVII of such Agreement and/or for the failure of
the Board to report amounts reimbursed thereunder to employees as part of the annual W-2 report
filed with the Internal Revenue Service, and/or the failure of the Board to withhold federal
and/or state income taxes on such benefits.

In the event of any legal action against the Board of Education brought in a court or administrative
agency because of its compliance with such subparagraphs, the Association agrees to defend
such action at its own expense and through its own counsel provided:

a. The Board of Education gives immediate notice of such action in writing to the
Association and permits the Association’s intervention as a party if it so desires;
and

b.  The Board of Education gives full and complete cooperation to the Association
and its counsel in securing and giving evidence, obtaining witnesses and making
relevant information available at both trial and all appellate levels.

Exception: It is expressly understood that this save harmless provision will not apply to any
claim, demand, suit, or other form of liability which may arise as a result of any type of
willful misconduct by the Board or the Board’s imperfect execution of the obligations imposed
upon it by these subparagraphs.
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N. Educational Support Staff Overtime
Educational support staff employees who work in excess of forty (40) hours in a week shall
be paid at a rate of one and one half times the employee’s regular hourly rate for all such work

specifically authorized by the assistants’ immediate supervisor and approved by the Business
Office.

0. Assistant’s Holidays

Effective the 1998-1999 school year, paid holidays for assistants shall be discontinued with the
pay for such holidays rolled into the hourly rate of pay so that annualized salary remains the same
as respects holiday pay. (The intent of this section is to take the previously paid but unworked
15 days and roll the pay for those days into pay for the regular work year i.e. employees will be
paid for days actually worked).

P. Extra Work

Any employee engaging in duties where additional compensation is granted, shall fill out a form
indicating the duty performed, the date performed and the length of time engaged in that activity.

Q. Registration

Individuals where registration duties are not a normal part of their core duties will be
compensated at the Appendix B hourly rate.

R. Conference Days/Staffing and Staff Meetings

On conference days the assistants shall work their regular hours, at their regular hourly rates, but
may attend conferences by mutual agreement between the principal, teacher and assistant.

S. Traveling Assistants

Traveling assistants shall not be given additional duties. Travel time for traveling assistants
shall not be included in lunch or break times.

T. Longevity Pay for Assistants

Longevity pay shall be consecutive years employed in the School District as follows:

10 years-14 years $0.35 per hour
15 years-19 years $0.40 per hour
20 years-24 years $0.45 per hour
25 years-29 years $0.50 per hour
30 years and above $0.55 per hour
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U. Timekeeping—Secretaries, Playground Assistants and Crossing Guards

Secretaries, Playground Assistants and Crossing Guards may be required to utilize the District’s
time keeping system when reporting to and leaving from work.

V. Mileage for Secretaries

Mileage between buildings shall be reimbursed at the IRS rate as long as the secretary provides
verification of automobile insurance and a valid driver’s license.
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A.

ARTICLE XVIII

ASSOCIATION DUES DEDUCTIONS

Dues Deductions

1.

The Board shall deduct from the pay of each employee current membership dues
of the Association and its affiliates, provided at the time of such deduction there
is in the possession of the Board a current written authorization for dues deduction,
voluntarily executed by the teacher. Such authorization shall specify the amount
of dues to be deducted from each teacher’s salary for the current school year.
The Association shall furnish such authorization forms.

An employee may authorize dues deduction by presenting an authorization form
with the amount of deduction specified to the Assistant Superintendent for
Business following an agreement between the Association and the Assistant
Superintendent for Business with regard to the number of deductions and starting
time. The amount specified will be deducted in equal amounts from successive
paychecks starting in the next paycheck which occurs after fifteen (15) calendar
days following such agreement, unless such authorization shall terminate no later
than fifteen (15) days following receipt of a notice of revocation by the
Superintendent or his/her designee. Termination of employment for any reason
shall constitute such revocation effective (if not otherwise provided) the last day
of employment.

All dues deducted by the Board shall be remitted to the treasurer of the
Association within ten (10) teacher employment days after the issuance of the
paychecks.

The Association shall indemnify and save harmless the Board and all of its agents
and employees from any and all claims, demands, suits, and costs incurred in
connection with such claims, demands, or suits resulting from any reasonable
action taken or omitted by the Board or any of its agents or employees for the
purpose of complying with the provisions of this Article.
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ARTICLE XIX

TEACHER RETIREMENT

A. Voluntary Early Retirement Incentive Program for Teachers

The District shall offer a Voluntary Early Retirement Incentive Program for eligible teachers as
set forth below. The Program offers (1) pre-retirement salary increases for up to five (5) years
prior to retirement (alternative plans for 4, 3, 2 and 1 year elections) and (2) post-retirement health
insurance supplements. Teachers who will be eligible to retire with TRS no later than the end of
the 2026-2027 school year, may be eligible to participate in this Program.

1. Eligibility Requirements

To be eligible for the benefits set forth in Sections 3 and 4 of this Article, a teacher
must meet all of the following eligibility requirements:

a. Twenty (20) years of full-time employment as a teacher with the District
at the time the teacher submits his/her irrevocable notice per Section 2 of
this Article;

b. Submit a notice of resignation in compliance with Section 2 of this Article;

c. Must not cause the School District to incur a TRS Excess Salary
Contribution;

i The District will use a “look back” procedure to determine if a TRS
Excess Salary Contribution will occur:

o Notice submitted 5™ year before resignation = no look back
o Notice submitted 4" year before resignation = One (1) year
prior look back
o Notice submitted 3™ year before resignation = Two (2)
years prior look back
o Notice submitted 2™ year before resignation = Three (3)
years prior look back
o Notice submitted year of resignation = Three (3) years prior
look back
d. Must not cause the School District to incur a TRS Excess Sick Leave Gift
Penalty;
& Shall execute a promissory note wherein the teacher promises to pay back

the difference between the total salary increases received under this
Program and the actual salary the teacher would have received in
accordance with the regular salary increases of the District if the teacher’s
retirement results in any TRS Excess Salary Contribution or Excess Sick
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Leave Gift penalty to the District (the District will be obligated to pay such
penalty). The Board reserves the right to waive this provision on a non-
precedential basis.

f. Must not be participating in any other retirement program made available
under a previous collective bargaining agreement; and

g. Must resign from the School District no earlier than the end of the school
year during which the teacher is first eligible to retire with TRS, but no
later than the end of school year during which the teacher is first eligible
to retire with a TRS non-discounted annuity (age 60 or 35 years of TRS
service credit, whichever is first).

1. If using 35 years of service to attain a TRS non-discounted annuity,
the teacher has discretion in deciding whether to use accumulated
sick leave when calculating when he/she is first eligible for a TRS
non-discounted annuity.

i If using age 60 to attain a TRS non-discounted annuity, the age
requirement must be met (a) on or before June 30™ of the school
year at the end of which the teacher will resign or (b) on or before
December 31% of the school year immediately following the school
year at the end of which the teacher will resign; at the option of the
teacher.

Notice Requirements

Pursuant to the eligibility requirements set forth in Section 1 of this Article, a
teacher must submit a notice of resignation by February 1* of the school year prior
to the school year during which the teacher will begin receiving the salary
increases set forth in Section 3 of this Article. The notice may not be submitted
any earlier than the sixth school year prior to the teacher’s date of resignation
(Example: For a June 2025 retirement, notice may not be submitted prior to June
30, 2019). The last notices accepted under this Agreement shall be submitted on
or before February 1, 2022, with a resignation date no later than the end of the
2026-2027 school year. A notice of resignation shall be irrevocable.

Salary Increases

A teacher who meets the eligibility requirements set forth in Section 1 of this
Article shall receive the following salary increases depending on how many year
of notice is provided. The Board will increase creditable earnings by the
applicable percentage over the teacher’s previous year’s total creditable earnings,
including extra-duty earnings, less any earnings for which the teacher no longer
provides services to the District (if a teacher elects to discontinue extra duties or
reduce the amount of extra duties thereafter, the salary increase will continue on
the reduced amount).

° 5 years notice: 6%, 3%, 3%, 3%, 3%
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o 4 years notice: 3%, 3%, 3%, 3%

o 3 years notice: 3%, 3%, 3%
o 2 years notice: 3%, 3%
o 1 year notice: 3%

A teacher under this Program shall not be able to earn a total TRS creditable
earnings increase that causes a TRS Excess Salary Contribution regardless of
assignment, the performance of hourly duties or possible lane movement. If the
TRS Excess Salary Contribution will occur for increases in excess of 6% over the
prior year’s total creditable earnings, teachers may earn addition compensation up
to a total of 6% in any year that this Program provides a 3% increase.

4. Post-Retirement Health Insurance Supplement

The Board shall pay a retiree health insurance premium equivalent to the TRS
HMO single rate that is in effect when the teacher retires, up to 10 years
thereafter or until the teacher becomes Medicare eligible, whichever occurs first.
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ARTICLE XX
EMERGENCY SCHOOL CLOSING
A. Notification of School Closing

When an emergency confronts the schools, notification of the closing of schools will be
released for broadcast over appropriate media sources as soon as possible.

B. Leave Days

When the schools and school offices are officially closed by the Superintendent, no leave
days previously arranged by an employee will be deducted for such emergency days.

C. Bomb Threats

In the event of a bomb threat, no employee shall be required to search for a bomb.
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ARTICLE XXI

GRIEVANCE PROCEDURE

A. Definition

1:

Any claim by the Association or employee that there has been a violation,
misinterpretation, misapplication of the terms of this Agreement.

All time limits consist of school days, except that when a grievance is submitted
less than ten (10) days before the close of the current school term, the time
limits shall consist of all weekdays in order that the matters may be resolved before
the close of the school term or as soon thereafter as possible. As used herein,
“days” shall mean days on which the District Business Office is open to the public.

Nothing contained herein shall be construed as limiting the right of any
employee having a grievance to discuss the matter informally with his/her
supervisor, and having the grievance adjusted without intervention of the
Association, provided the adjustment is not inconsistent with the terms of this
Agreement and provided that the Association is informed of the adjustment that
has been made.

B. Procedure

The parties hereto acknowledge that it is usually most desirable for an employee and his/her
immediately involved supervisor to resolve problems through free and informal communications.
When requested by the employee, an Association representative may accompany the teacher to
assist in the informal resolution of the grievance. If, however, such information processes fail to
satisfy the teacher, a grievance may be processed as follows:

1,

The employee or the Association may present the grievance in writing to the
supervisor immediately involved within fifteen (15) days from the date of the
occurrence giving rise to the grievance or from the date when such occurrence
would reasonably have been ascertained to occur. The supervisor will arrange for
a meeting to take place within seven (7) days after receipt of the grievance.
The supervisor shall provide a written answer of the grievance to the aggrieved
employee and the Association within seven (7) days after the meeting, including
reasons for the decisions.

If the grievance is not resolved at Step #1 then the teacher or the Association
may refer the grievance to the Superintendent or his/her official designee within
five (5) days after receipt of the Step #1 answer. The Superintendent shall arrange
for a meeting with a representative of the Association to take place within seven
(7) days of his/her receipt of the appeal. Each party shall have the right to include
in its representation such witnesses and counselors as is necessary to develop facts
to the grievance. Upon conclusion of the hearing, the Superintendent shall have
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seven (7) days in which to provide his/her written decision with reasons to the
Association and the employee.

3. If the Association is not satisfied with the disposition of the grievance at Step #2,
or the time limits expire without issuance of the Superintendent’s written reply,
the Association may submit the grievance to binding arbitration and the American
Arbitration Association shall act as administrator of the proceedings. If a demand
for arbitration is not filed within thirty (30) days of the date for Step #2, then the
grievance shall be deemed withdrawn.

a. Neither the Board nor the Association shall be permitted to assert any
grounds or evidence before the arbitrator, which was not previously
disclosed to the other party.

b. The arbitrator shall have no power to alter the terms of this Agreement.

C. The arbitrator is empowered to include any award such as financial
reimbursements or any lawful remedies.

d. Each party shall bear the full cost for its representation in the arbitration.
The cost of the arbitrator and the AAA shall be divided equally
between the parties.

& The Board shall be responsible for arranging a court reporter to keep
an official record of the arbitration hearing. The arbitrator shall be
provided a copy of the transcript. The costs of the court reporter and any
transcripts shall be borne by the Board unless the Association requests a
copy of the transcript, in which case all court reporter and transcript costs
shall be shared equally between the Board and the Association.

f. The arbitration hearing shall be held at the District upon mutual agreement
of the parties. In the event the parties do not agree to the District location,
the arbitrator shall determine the location as between the District or the
principle office of the Association in the Association Region to which the
local association is assigned.

Cs General

1. If the Association and the Superintendent agree, Step #1 and/or Step #2 of the
grievance procedure may be bypassed and the grievance brought directly to the
next step.

2. Class grievances involving one or more employees from different buildings or one

or more supervisors and grievances involving administrators above the building
level may be initially filed by the Association at Step #2.
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3 The Board acknowledges the right of the Association’s grievance representative
to participate in the processing of a grievance which has been formally presented
at any level, and no teacher shall be required to discuss any grievance if the
Association’s representative is not present.

4. When an employee is not represented by the Association, on its request, the
Association shall have the right to have its representative present to state its views
at all stages of the grievance procedure.

5. The Board and administration shall cooperate with the Association in its
investigation of any grievance, and further, each party shall furnish the other
pertinent information requested for the processing of any grievance, if it shall be
reasonably available.

6. No reprisals of any kind shall be taken by the Board or the administration against
an employee because of his/her participation in this grievance procedure.

T Should the processing of any grievance require that an employee or an Association
representative be released from his/her regular assignment he/she shall be released
without loss of pay or benefits.

8. All records dealing with the processing of a grievance shall be filed separately
from the personnel files of the participant.

9. A grievance may be withdrawn at any level without establishing precedent, but if
withdrawn shall be treated as though never having been filed.

10. At any time the answer to a grievance is not received within the prescribed time
limit, the grievant or the Association shall have the right to appeal it to the next
step.

D. Complaint Procedure

In addition to the matters defined above as grievable, an employee, a group of employees, or the
Association may process any complaint through all of the steps of the grievance procedure,
providing only that the decision of the Board as to any such complaint shall be final.
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ARTICLE XXII
EFFECT OF AGREEMENT

The terms and conditions set forth in this Agreement represent the full and complete
understanding and commitment between the parties hereto. The terms and conditions may
be altered, changed, added to, deleted from, or modified only through the voluntary,
mutual consent of the parties in a written amendment executed according to the
provisions of this Agreement. The parties agree that notwithstanding any other
obligation that may arise through the passage of legislation or otherwise, there shall be no
obligation to bargain over any matter during the term of this Agreement.

The terms and conditions of this Agreement shall supersede any conflicting provision in
individual employee contracts.

Should any article, section, or clause of this Agreement be declared illegal by a court of
competent jurisdiction, said article, section, or clause, as the case may be, shall be
automatically deleted from this Agreement to the extent that it violated the law. The
remaining articles, sections, and clauses shall remain in full force and effect for the
duration of the Agreement if not affected by the deleted article, section, or clause.

If, during this Agreement, legislation is passed regarding pension reform for the Illinois
Teachers’ Retirement System (TRS), the District may notify the Association of a desire
to reopen this Article of the Agreement for negotiations within sixty (60) days of
legislation passage and becoming law. If the parties are unable to reach an agreement
regarding retirement, the Association or the Board may terminate this Agreement with
thirty (30) days’ written notice to the other party.

The parties may modify or amend this Agreement only by mutual consent, through mid-
term bargaining rights, or as permitted by law. Contractual amendments shall be reduced
to writing and, if ratified, signed by the parties and become an amendment to this
Agreement and considered a part of this Agreement.
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ARTICLE XXITII

DURATION AND ACCEPTANCE OF AGREEMENT

This Agreement and each of its provisions shall be binding as of July 1, 2017 and shall continue
in full force and effect until June 30, 2022.

IN WITNESS WHEREOF:

FOR THE FOR THE

ZION EDUCATION ASSOCIATION, BOARD OF EDUCATION

IEA-NEA ZION SCHOOL DISTRICT NO. 6
e

Président President

Vice President Vice President

602480 3
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APPENDIX A
SALARY MATRIXES/SCHEDULES

The below matrixes for 2019-2020 through 2021-2022 are only used to determine starting
salary.

Areas emphasized in gray are only for hard to fill positions.

Teachers
2017-2018 & 2018-2019

Teachers hired in 17-18 and 18-19 were offered salaries consistent with the 16-17 compensation
schedule. To address the issue of 1° and 2™ year teachers potentially earning less in 19-20 than
a newly hired teacher, the Parties agreed to the following:

e Teacher hired in 17-18: Base pay for 17-18 will be increased by 1%.

* Example: Teacher hired in 17-18 on BA/A at $38,610 will have 17-18 base
salary increased by 1% to $38,996.10 (retro pay). Then, with 3% increases for
18-19 and 19-20, will earn $40,165.98 and $41,370.96.

e Teacher Hired in 18-19: Base pay for 18-19 will be increased by 1%.

» Example: Teacher hired in 18-19 on BA/A at $38,610 will have 18-19 base
salary increased by 1% to $38,996.10. Then, with 3% increases for 19-20 will
earn $40,165.10.
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APPENDIX A - continued

Teachers

2019-2020

BA

BA+15

BA+24

MA

MA+16

MA+24

MA+30

$39,258.00

$43,417.00

$46,647.00

$47,911.00

$52,173.00

$54,429.00

$57,471.00

$40,000.00

$44,180.00

$47,524.00

$48,759.00

$53,091.00

$55,291.00

$58,442.00

$40,554.00

$45,708.00

$49,210.00

$50,453.00

$54,928.00

$57,650.00

$60,526.00

$41,202.00

$46,472.00

$50,054.00

$51,300.00

$55,847.00

$58,683.00

$61,607.00

$41,575.77

$46,752.01

$50,230.12

$51,591.21

$56,180.59

$58,609.88

$61,885.55

$42,273.54

$47,573.62

$51,174.48

$52,504.35

$57,169.11

$59,538.10

$62,931.13

$42,971.32

$48,397.38

$52,082.24

$53,416.41

$58,157.62

$60,809.81

$64,053.17
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$80,404.59

$83,630.72

$87,708.61
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APPENDIX A - continued

Teachers
2020-2021

BA

BA+15

BA+24

MA

MA+16

MA+24

MA+30

$39,650.58

$43,851.17

$47,113.47

$48,390.11

$52,694.73

$54,973.29

$58,045.71

$40,400.00

$44,621.80

$47,999.24

$49,246.59

$53,621.91

$55,843.91

$59,026.42

$40,959.54

$46,165.08

$49,702.10

$50,957.53

$55,477.28

$58,226.50

$61,131.26

$41,614.02

$46,936.72

$50,554.54

$51,813.00

$56,405.47

$59,269.83

$62,223.07

$41,991.53

$47,219.53

$50,732.42

) |
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APPENDIX A-continued

Teachers
2021-2022

BA

BA+15

BA+24

MA

MA+16

MA+24

MA+30

$40,047.09

$44,289.68

$47,584.60

$48,874.01

$53,221.68

$55,523.02

$58,626.17

$40,804.00

$45,068.02

$48,479.23

$49,739.06

$54,158.13

$56,402.35

$59,616.68

$41,369.14

$46,626.73

$50,199.12

$51,467.11

$56,032.05

$58,808.77

$61,742.57

$42,030.16

$47,406.09

$51,060.09

$52,331.13

$56,969.52

$59,862.53

$62,845.30
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$42,411.44
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$47,691.73

$51,239.75

$52,628.19
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SALARY SCHEDULES
Highly Qualified Education Assistants, Playground/Crossings, Health Assistants, and
Nurses

Highly Qualified Education Assistants
2017-2018 Salary Schedule

STEP Test-0 60-0 80-0 100-0 BA-0 Cert-0
1$ 1409 S 1433 $ 1457 S 1482 S 1507 $ 16.06
2 S 1437 $ 1462 S 1486 S§ 1511 $§ 1537 S 16.38
38 1462 S 1486 $ 1511 $ 1537 $ 1563 S 16.67
4$ 1486 $ 1511 $ 1537 $ 1563 $ 1588 S 16.95
5¢$ 1511 $§ 1537 $§ 1563 $ 1588 S 16.17 S 17.24
6$ 1537 $ 1563 $ 1583 $ 1617 S 16.44 S 17.55
7S 1563 $ 1588 'S 16.17 $§ 1644 S 1673 S 17.85
8 $ 1588 $ 16.17 $ 1644 S 1673 S 17.02 S 18.16
9§ 1617 § 1644 S 1673 $ 17.02 $ 1729 § 18.48
10 $ 1644 |S$ 1673 $ 17.02/$ 1729 $ 1761 S 18381
11 $ 1673|$ 17.02 $ 1729 $ 1761 $ 1791 S 19.13
1208 17.02'$ 1729 $ 17.61 $§ 1791 $§ 1822 S 19.47
13 $ 1729/ $ 1761 $ 1791 $ 1822S 1854 S 19.81
14 $ 1761 'S 1791 $ 1822 $§ 1854 $§ 1886 S 20.17
15 $ 17.91'$ 1822 $ 1854 $ 1886 S 19.20 S 20.52
Highly Qualified Education Assistants
2018-2019 Salary Schedule
STEP Test-0 60-0 80-0 100-0 BA-0 Cert-0
1 $ 1423 $ 1448 $ 1472 $ 1496 $ 1522 S 16.22
2 $ 1451 S 1476 S 1501 S 1526 S 1552 $ 16.54
3 $ 148 $ 1505 $ 1531 $ 1556 $ 15.83 S 16.87
4 $ 15,05 S 1531 $ 1556 S 15.83 S 16.09 S 17.17
5§ 1531 $ 1556 S 1583 S 16.09 $ 16.36 $ 17.46
6 $ 1556 $ 15.83 S 16.09 S 16.36 S 16.66 S 17.76
7 $ 1583 $ 16.09 $ 1636 S 16.66 S 16.93 S 18.08
8 $ 16,09 $ 16.36 S 16.66 S 16.93 $ 17.23 S 18.39
9 §$ 1636 |$ 1666 S 1693 S 17.23 S 17.53 S 18.70
10 $ 16.66 $ 16.93 S 1723 S 1753 $ 17.81 S 19.03
11 $ 1693 S 17.23 $ 1753 S 17.81 S 18.14 S 19.37
12 $ 1723 $ 1753 S 17.81 S 1814 S 18.45 $ 19.70
13 $ 1753/ $ 17.81 S 18.14 S 1845 S 1877 S 20.05
14 S 17.81 S 18.14 S 1845 S 1877 S 19.10 $ 20.40
15 $ 18.14 S 18.45 S 1877 S 19.10 $ 19.43 S 20.77
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APPENDIX A-continued

Highly Qualified Education Assistants

STEP Test-0

O 0O NOUL A WN PR

B R R R R
A WNRO
R R RV SRV S T e NV S I SR 7, SV R T, SR T SR Vo SE T NS

=
9]

STEP

O 00N Ul WN R

I S
A WN PO
R SV SR R SR T, R SR Vo SRV SR Vo R 0, e Vo S ¥, SE VSR VY

=
[S3]

14.37
14.66
14.95
15.24
15.51
15.77
16.03
16.30
16.58
16.85
17.16
17.44
17.75
18.05
18.35

2019-2020 Salary Schedule

60-0

B2 Vo Vo S Vo S V0 S V0 T V0 S V0 T V0 S V2 R V0 S V0 S Vo SR Vo SR V)

14.62
14.91
15.20
15.51
15.77
16.03
16.30
16.58
16.85
17.16
17.44
17.75
18.05
18.35
18.69

80-0

B2 30V 30V S0 Vo Sk Vo G Vo U Vo U V0 T V0 S V0 S0 V2 S V2 S Vo R Vo SRR Vo

14.87
15.16
15.46
15.77
16.03
16.30
16.58
16.85
17.16
17.44
17.75
18.05
18.35
18.69
19.00

100-0

“vinrnnunnoumemdonnononnnononnngonn

15.11
15.41
15.72
16.03
16.30
16.58
16.85
17.16
17.44
17.75
18.05
18.35
18.69
19.00
19.33

BA-0

“mvrinnrnrinosnmsoo,mddinno;,;di;:dind:o:;: i n

15.37
15.68
15.99
16.30
16.58
16.85
17.16
17.44
17.75
18.05
18.35
18.69
19.00
19.33
19.67

Highly Qualified Education Assistants

Test-0

14.52
14.73
15.02
15.32
15.62
15.89
16.16
16.43
16.71
16.99
17.27
17.58
17.88
18.19
18.50

2020-2021 Salary Schedule

60-0

“mvinoumvrinnovmoémdnnov,yd:on,:o,ogn;y;:n, v nn

14.77
14.99
15.28
15.58
15.89
16.16
16.43
16.71
16.99
17.27
17.58
17.88
18.19
18.50
18.81

80-0

“mraornomronnnomdinnnmdn;:non nnWn

15.02
15.24
15.54
15.85
16.16
16.43
16.71
16.99
17.27
17.58
17.88
18.19
18.50
18.81
19.15
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100-0

“nrooddcondrmrornn00n 0N n

15.27
15.49
15.80
16.11
16.43
16.71
16.99
17.27
17.58
17.88
18.19
18.50
18.81
19.15
19.48

BA-0

RV2TE Vo Tk Vo S Vo S Vo T V0 T V0 R V0 S V0 I V2 S V2 R V0 S V0 R V0 B W

15.53
15.76
16.07
16.39
16.71
16.99
17.27
17.58
17.88
18.19
18.50
18.81
19.15
19.48
19.81

Cert-0

“mvinumraoaoonnon,mrinnonmrrondondo;,;:in ;i n

16.38
16.71
17.04
17.37
17.68
17.99
18.29
18.62
18.94
19.26
19.60
19.95
20.29
20.65
21.01

Cert-0

R 2 Vo T ¥ e U o V0 T Vo V0 V0 S V2 V0 S Vo S V0 T Vo S V0 i V8

16.55
16.79
17.12
17.46
17.81
18.12
18.44
18.75
19.09
19.41
19.75
20.09
20.45
20.80
21.17



STEP

STEP

STEP

Highly Qualified Education Assistants
2021-2022 Salary Schedule

STEP Test-0

14.66
14.88
15.10
15.40
15.70
16.02
16.29
16.57
16.84
17.13
17.42
17.70
18.02
18.32
18.64

O O NOU B~ WN PR

B R R R R
A WNRO
MUV nnnnn

=
U1

1 1 3

APPENDIX A-continued

60-0 80-0 100-0

S 1491 S 15.17 S 15.42
S 15.14 S 15.39 S 15.65
S 15.36 S 15.62 S 15.88
S 15.66 S 15.93 S 16.19
$ 1597 S 16.24 S 16.51
S 16.29 S 16.57 S 16.84
$ 16.57 S 16.84 S 17.13
S 16.84 S 17.13 S 17.42
S 17.13 S 17.42 S 17.70
$ 17.42 S 17.70 S 18.02
S 17.70 S 18.02 S 18.32
S 18.02 S 18.32 S 18.64
S 1832 S 18.64 S 18.97
S 18.64 S 18.97 S 19.28
$ 1897 S 19.28 S 19.63

Playground/Crossings

4

M5 s W5 By

1 ) 3

4

wn o wmy B M

1 ! 3

4

2017-2018 Salary Schedule

5
B4

b

1

§

g

BA-0

“mrinnurnnmnmononmy:ronnnononnnnn

15.68
15.91
16.15
16.47
16.80
17.13
17.42
17.70
18.02
18.32
18.64
18.97
19.28
19.63
19.96

10

1

Cert-0

“ninrnnuvrnorrnnnonenononnnnn

16.71
16.96
17.21
17.55
17.90
18.25
18.58
18.90
19.22
19.56
19.90
20.24
20.60
20.96
21.32

n 8

14

15

G370 SBY S0 SU40 SUES G489 SISH4 G540 S1567 81593

Playground/Crossing

2018-2019 Salary Schedule

5
§13.66

b

1

§

g

10

i

n 8

14

15

G390 G412 S1435 S460 G483 51509 S1S34 S50 S1586 Si6

Playground/Crossings

2019-2020 Salary Schedule

5

b

]

8

g

10

il

83

14

15

$ 1285 § 1310 S 1336 5 1363 S 38§ w07 S WL G US4 S WIS 1504 S 158§ 1554 S 1580 § 1606 § 1634
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STEP

STEP

STEP

STEP

STEP

STEP

APPENDIX A-continued

Playground/Crossings
2020-2021 Salary Schedule

1 1 3 4 5 b 1 § § 10 1 12 13 14 15
$ 0% S BIS BB BIOS BI S U9 S UB S UGS U S 515 S LA S 56 S 58S 1620 5 1646

Playground/Crossings
2021-2022 Salary Schedule

1 1 3 4 5 b I § g 10 1 12 13 U 15
§ B S B3NS BSOS BTG W0 S UG UK S 141§ B S 15285 553 S 1580 § 1605 5 1633 § 1660

Health Assistants
2017-2018 Salary Schedule

1 1 3 4 5 b 1 § 9 1 N A ¢
$331 01358 S1379 S1404 ST S1449 G475 S1500 G124 S551 S1577 G604 $1631 1658 $1688

Health Assistants
2018-2019 Salary Schedule

1 1 3 4 5 6 1 § g 10 U0 n B u 5%
S344 ST S13S8 SM S4d6 S469 S1493 SS9 S1545 SIS0 SIS98 S164 9165 $1680 17.08

Health Assistants
2019-2020 Salary Schedule

1 1 3 4 5 b 1 § 9 10 11 12 13 14 15
358 S138  S1412  S1440  S1463 51489 61513 61537 S1565 51591 1617 1646 S1673 61701 1731

Health Assistants
2020-2021 Salary Schedule

| 1 3 4 5 b 1 § g 10 1 12 B3 u 15
S370 $139) S1449 S48 S14T6  S1500 $1527 S1551 S1576  S1604 S1631 $1658 S1687 G175 ST
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APPENDIX A-continued

Health Assistants
2021-2022 Salary Schedule

STEP 1 2 3 4 5 b 1 § : 10 1 12 B u 15
385 406 514 G455 S484  S1513 $1537 S1565 $1590 $161S 1644 S1672 §16.99 §17.09 S17.88

Nurse
2017-2018 Salary Schedule

STEP 1 2 3 4 5 b ] 8 9 10 1 12 13 14 15
§ BI4 S 2564 S 2611 52658 $ 2708 § 2756 S 2807 $ 2858 § 2911 § 2964 § 3019 $ 3075 § 3032 § 3190 § 3250

Nurse
2018-2019 Salary Schedule

STEP 1 1 3 4 5 b ] 8 9 10 i 12 13 14 15
§ 2539 § 2589 § 2641 § 2689 $ 2738 $ 27.89 $ 2839 2891 $ 2944 § 2998 § 3053 § 3109 § 3167 § 3226 $ 3286

Nurse
2019-2020 Salary Schedule

STEP 1 1 3 4 5 b 7 8 9 10 1 12 13 14 15
§ 2564 52615 $ 2667 $2720 § 2770 § 2820 $ 2873 $ 2924 $ 2978 $ 3032 § 3088 § 3145 3203 § 3262 § B3B3

Nurse
2020-2021 Salary Schedule

STEP 1 1 3 4 5 b ] 8 g 10 1 12 13 14 15
§ 2590 § 2629 S 2681 § 2734 $ 27.88 § 2839 § 2891 § 2945 § 2997 § 3052 § 3108 § 3165 § 3223 § 3283 § 3343

Nurse
2021-2022 Salary Schedule

STEP 1 ] 3 4 5 b I § L e
§2616 § 2655 § 2694 § 1748 § 2802 $ 2857 $ 2040 § 2963 § 3048 § 3072 § 3028 § 3186 § 3044 § B4 § 36
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APPENDIX A-continued

Hiring Matrix
Clerical Staff

The below matrices is only used to determine starting salary. Annual increases for
current employees are based on a % as discussed earlier in this document. Employees

hired in 17-18 shall have their starting salary increased by 1% for the 17-18 work year.

Areas emphasized in gray are only for hard to fill positions.

Years of Rate Rate Rate Rate

Experience 18/19 19/20 20/21 21/22

0 S 13.76 | S 13.90|S$ 14.04|$ 14.18
1 S 14.04|S 14.18|S$ 1432 | S 14.47
2 $ 14.32|S 14.46|S$ 14.61|S 14.75
3 $ 1460|S 14.75|S$ 14.89|S$ 15.04
4 $ 14.89|S$ 15.04|S$ 15.19|S$ 15.34
5 $ 15.19|S$ 15.34|S$ 1550| S 15.65
6 S 1550 (S 15.66 S 15.81|S 15.97
7 $ 1581 (S 1597 (S 16.13|S 16.29
8 $ 16.12 | S 16.28|S 16.44 | S 16.61
9 S 16.44|S 16.60|S$ 16.77 | S 16.94
10 S 16.77|S 16.94|S$ 17.11|S 17.28
il S 17.11|S 17.28|$ 17.45|S 17.63
12 S 17.45|S 17.62|S 17.80|S 17.98
13 $ 17.80|S 1798 |S 18.16 | S 18.34
14 $ 18.16|S 18.34|S$ 1853 (S 18.71
15 S 1852 |S 1871 |S 1889 (S 19.08
16 S 18.89|S 19.08|S 19.27 | S 19.46
17 S 19.27|S 19.46|S$ 19.66 | S 19.85
18 S 19.65|S 19.85|S$ 20.04|S 20.25
19 S 20.05|S 20.25|S 20.45|S 20.66
20 S 20.45|S 20.65|S$ 20.86|S 21.07
21 S 20.86|S 21.07|S$ 21.28|S 21.49
22 S 21.27|S 21.48|S$ 21.70|S 21.91
23 S 21.70|S 2192 (S 22.14|S 22.36
24 S 22.13|S 22.35|S$ 22.57|S 22.80
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APPENDIX A-continued

Hiring Matrix
Supervisory Aides

The below matrices is only used to determine starting salary. Annual increases for
current employees are based on a % as discussed earlier in this document. Employees
hired in 17-18 shall have their starting salary increased by 1% for the 17-18 work year.

Areas emphasized in gray are only for hard to fill positions.

Supervisory Aides
2018-2019
Experience HS Test 60 80 100 BA CERT
0|S 13.71|S$ 13.95|S 14.19|S 14.43|S 1467 |S 14.92 S 15.90
1| $ 1395(|$ 14.19|S$ 1443 |$ 1467 (S 1492 |S 15.17| S 16.18
2| $ 1419 |S$ 1443 |S$ 1467 |S 14.92|S 15.17 | S 1542 | S 16.46
3|S 14.43|S 1467 |S 1492 |S 15.17|S$ 15.42|$ 1570 (S 16.74
4| S 1468 |S$ 1492 |$ 1517 |S$ 1542 |S$ 1570 | S 1596 | $ 17.04
5/$ 1493 |$ 15.17|$ 1542 |S$ 15.70|S 1596 | S 16.24| S 17.33
6/ S 15.18 S 1542 | S 15.70| S 15.96 | S 16.24| S 16.52| S 17.63
7| S 1546 | S 15.70|S 1596 |S 16.24|S 16.52|S 16.79| S 17.94
8|S 1572 |S 1596 |S 16.24|S 1652 |S 16.79| S 17.10| S 18.26
9| S 16.00(S 16.24|S 1652 |S 16.79(S 17.10| S 17.39| S 18.57
10[ $ 16.28 S 16.52|S 16.79|$ 17.10| S 17.39| S 17.69|S 18.90
11| S 16.55|S 16.79|S 17.10(S$ 17.39| S 17.69|S 18.00( S 19.23
12 $ 16.86| S 17.10|S 17.39(S$ 17.69| S 18.00| $ 1831 | $ 19.58
13| s 17.15|S 17.39|S 17.69|S 18.00| $ 1831 | S 18.64 | S 19.92
14| $ 17.45| S 17.69|$ 18.00| S 1831 | S 18.64| S 1897 S 20.28
Supervisory Aides
2019-2020
Experience HS Test 60 80 100 BA CERT
0| $ 1385|$ 14.09|S$ 1433 |S 1457 |S 14.82|S 1507 |$ 16.06
1/$ 14.09|S$ 1433 (S 1457 |S 14.82|S 15.07|S 15.32|S 16.34
2|$ 1433 |S$ 1457 |$ 14.82|S$ 1507 |$ 15.32|$ 15.57 | S 16.62
3| $ 1457 |$ 14.82|$ 15.07|S 1532 |$ 1557 |$ 15.86| S 16.91
4/ $ 14.83|S$ 15.07|$ 15.32|$ 1557 |S 1586 | S 16.12|$ 17.21
5/$ 15.08|$ 15.32|$ 15.57|S 15.86|$ 16.12|$ 16.40|$ 17.50
6/S$ 1533 |$ 1557 |S 1586 (S 16.12|S 16.40|S 16.69|S 17.81
7| S 1561 |S 15.86|S 16.12|S 16.40|S 16.69|S 16.96 | S 18.12
8|S 15.88|S 16.12|S 16.40(S 16.69|S 16.96 | S 17.27 | S 18.44
9| S 16.16 |S 16.40|S 16.69|S 16.96 | S 1727 |S 17.56 | S 18.76
10| S 16.44|S 16.69 (S 1696 | S 17.27|S 1756 | S 17.87|$ 19.09
11| $ 16.72| S 16.96|S 17.27|S 17.56|S 17.87 S 18.18 S 19.42
12| S 17.03|S 17.27|$ 1756|S 17.87| S 18.18| S 18.49| S 19.78
13| S 17.32|S 1756($ 17.87|$ 18.18| S 18.49| S 18.83| S 20.12
14| S 17.62|S 17.87 S 1818 |S 18.49| S 18.83| S 19.16 | S 20.48
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APPENDIX A-continued

Supervisory Aides
2020-2021
Experience HS Test 60 80 100 BA CERT
0|$ 1399 |$ 14.23|S 14.48 S 14.72|$ 1496 |S 1522 |S 16.22
1S 1423 |$ 14.48|S$ 1472 |S 14.96|S$ 1522 |S 1547 |$ 16.51
2|$ 1448 |S 1472 |S$ 1496 |S 1522 |S$S 1547 |S$ 1573 |S 16.79
3|$ 1472 |S$ 1496 |S$ 1522 |$ 1547 |S$ 1573 |S$ 16.02 S 17.08
4|S 1498 |S$ 1522 |S 1547 |$ 1573 |S$ 16.02|S$ 16.28 | S 17.38
5/$ 15.23|$ 1547 |S$ 1573 |S 16.02|S 16.28|S 16.57 | S 17.68
6| S 1549 |S 1573 |S$ 16.02|S 16.28|S 16,57 |S 16.85|S 17.98
7S 15.77|$ 16.02|S$ 16.28| S 16.57|S 16.85|S 17.13|S 18.30
8|S 16.04|S 1628 |S 16.57|S 16.85|S 17.13|S 17.44| S 18.63
9| S 16.32|S 1657 |S 16.85|S 17.13|S 17.44|S 17.74| S 18.94
10| $ 16.61|S 16.85|S 17.13|S 17.44|S 17.74|S 18.05|S 19.28
11| S 16.88 (S 17.13|S 17.44|S 17.74| S 18.05| S 1836 (S 19.62
12 S 17.20| S 17.44|$ 17.74|S 18.05|S 1836|S 18.68| S 19.97
13| S 17.49|S$ 17.74|S 18.05|S 1836 | S 18.68| S 19.01| S 20.32
14| S 17.80|$ 18.05|S 1836| S 1868 | S 19.01|$S 19.35| S 20.69
Supervisory Aides
2021-2022
Experience HS Test 60 80 100 BA CERT
0|$ 1413 |$ 1437 |S$ 1462 (S 1487 |$ 1511 |$ 1537 |S$ 16.38
1S 1437 |S 1462 |S$ 1487 |S$ 1511 |S 1537 (S 15.63|$ 16.67
2|$ 1462 |S 1487 |S 15.11|$ 1537 |S$ 1563 |S$S 1589 | S 16.96
3|$ 1487 |S$ 15.11|S 1537 |$ 1563 |S 1589 |S$ 16.18 S 17.25
4/ S 15.12|$ 1537 |$ 1563 |$ 1589 |S 16.18|S 16.44 | S 17.56
5/$ 15.38 |$ 1563 |S 1589 (S 16.18|S 16.44|S 16.73 | S 17.86
6| S 15.64 S 1589 |S 16.18|S 16.44|S 16.73|S 17.02 | S 18.16
7S 15.93|S 16.18|S$ 16.44|S$ 16.73|S 17.02 S 17.30 | S 18.48
8|S 16.20|S 16.44|S 16.73|S 17.02|S 1730|S 17.62| S 18.81
9| S 16.48 S 16.73|$ 17.02|$ 17.30|S 17.62|S 17.92| S 19.13
10/ $ 16.77|S 17.02|S 17.30(S 17.62|S 17.92|S 18.23|$S 19.47
11| $ 17.05|$ 17.30|$S 17.62|S 17.92|$ 1823 |S 1855|S 19.81
12| S 17.37|$S 17.62|S 17.92|S 1823 |S 1855|S 18.86| S 20.17
13| S 17.67|$ 17.92|$ 18.23| S 1855|S 18.86|S 19.20| S 20.52
14| S 17.98|$ 18.23| S 18.55|S 18.86|S 19.20| S 19.54| S 20.89
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APPENDIX A-continued

Hiring Matrix
PBIS staff

The below matrices is only used to determine starting salary. Annual increases for
current employees are based on a % as discussed earlier in this document.

Areas emphasized in gray are only for hard to fill positions.

PBIS
2018-2019
AA/BA MA MA (136+)
Experience (60 -119 Credits) [(120 - 135) (PBIS Lead)
(0] S 28,800.00 | S 30,500.00 | $ 35,000.00
1 S 28,885.71 | S 30,678.57 | S 35,357.14
2 S 28,971.42 | S 30,857.14 | S 35,714.28
3 S 29,057.13 | S 31,035.71 | S 36,071.42
4 S 29,142.84 | S 31,214.28 | S 36,428.56
5 S 29,228.55 | $ 31,392.85 | S 36,785.70
6 S 29,314.26 | S 31,571.42 | S 37,142.84
7 S 29,399.97 | S 31,749.99 | S 37,499.98
8 S 29,485.68 | S 31,928.56 | S 37,857.12
9 S 29,571.39 | S 32,107.13 | S 38,214.26
10 S 29,657.10 | S 32,285.70 | S 38,571.40
11 S 29,742.81 | S 32,464.27 | S 38,928.54
12 S 29,828.52 | S 32,642.84 | S 39,285.68
13 S 29,914.23 | $ 32,821.41 | S 39,642.82
14 S 30,000.00 | S 33,000.00 | S 40,000.00
PBIS
2019-2020
AA/BA
(60 -119 MA MA (136+)

Experience |Credits) (120 - 135) (PBIS Lead)

(o) S 29,088.00 | S 30,500.00 | $ 35,000.00
1 S 29,174.57 | S 30,985.36 | S 35,710.71
2 S 29,261.13 | S 31,165.71 | S 36,071.42
3 S 29,347.70 | S 31,346.07 | S 36,432.13
4 S 29,434.27 | S 31,526.42 | S 36,792.85
5 S 29,520.84 | S 31,706.78 | S 37,153.56
6 S 29,607.40 | S 31,887.13 | S 37,514.27
7 S 29,693.97 | S 32,067.49 | S 37,874.98
8 S 29,780.54 | S 32,247.85 | S 38,235.69
9 S 29,867.10 | S 32,428.20 | S 38,596.40
10 S 29,953.67 | S 32,608.56 | S 88957811
11 S 30,040.24 | S 32,788.91 | S 39,317.83
12 S 30,126.81 | S 32,969.27 | S 39,678.54
13 S 30,213.37 | S 33,149.62 | S 40,039.25
14 S 30,300.00 | S 33,330.00 | S 40,400.00
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APPENDIX A-continued

PBIS
2020-2021
AA/BA
(60 -119 MA MA (136+)

Experience |Credits) (120 - 135) (PBIS Lead)

o S 29,378.88 | S 30,805.00 | S 35,350.00
1 S 29,466.31 | S 31,295.21 | $ 36,067.82
2 S 29,553.75 | S 31,477.37 | S 36,432.14
3 S 29,641.18 | S 31,659.53 | S 36,796.46
4 S 29,728.61 | S 31,841.69 | S 37,160.77
5 S 29,816.04 | S 32,023.85 | S 37,525.09
6 S 29,903.48 | S 32,206.01 | S 37,889.41
7 S 29,990.91 | S 32,388.16 | S 38,253.73
8 $ 30,078.34|$ 32,570.32 [ S 38,618.05
9 $ 30,165.77 | $ 32,752.48 | $ 38,982.37
10 S 30,253.21 | S 32,934.64 | S 39,346.69
11 $ 30,340.64 | $ 33,116.80 | $ 39,711.00
12 S 30,428.07 | S 33,298.96 | S 40,075.32
13 S 30,515.51 | S 33,481.12 | S 40,439.64
14 $ 30,603.00$ 33,663.30|$ 40,804.00

PBIS
2021-2022
AA/BA MA MA (136+)

Experience|(60 -119 Credits) |(120 - 135) (PBIS Lead)

0 S 29,672.67 | $ 30,805.00 | $ 35,350.00
1 S 29,760.98 | S 31,608.16 | $ 36,428.50
2 S 29,849.28 | $ 31,792.14 | $ 36,796.46
3 S 29,937.59 | $ 31,976.12 | $ 37,164.42
4 S 30,025.90 | $ 32,160.10 | $ 37,532.38
5 S 30,114.20 | $ 32,344.08 | $ 37,900.34
6 S 30,202.51 | $ 32,528.07 | S 38,268.31
7 S 30,290.82 | S 32,712.05 | $ 38,636.27
8 S 30,379.13 | $ 32,896.03 | S 39,004.23
9 S 30,467.43 | S 33,080.01 | $ 39,372.19
10 S 30,555.74 | S 33,263.99 | $ 39,740.15
11 S 30,644.05 | S 33,447.97 | $ 40,108.11
12 S 30,732.35 | S 33,631.95 | $ 40,476.08
13 S 30,820.66 | $ 33,815.93 | $ 40,844.04
14 $ 30,909.03 | S 33,999.93 | $ 41,212.04
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APPENDIX B

July 1, 2017 - June 30, 2022
MIDDLE SCHOOL ATHLETIC ACTIVITIES

8th Grade Boys Basketball
7th Grade Boys Basketball
8th Grade Girls Basketball
7th Grade Girls Basketball
8th Grade Flag Football

7th Grade Flag Football

8th Grade Volleyball

7th Grade Volleyball

8th Grade Wrestling

7th Grade Wrestling

8th Grade Boys Soccer

7th Grade Boys Soccer

8th Grade Girls Soccer

7th Grade Girls Soccer

8th Grade Girls Cheerleading
7th Grade Girls Cheerleading
8th Grade Boys/Girls Track
7th Grade Boys/Girls Track
MS Athletic Director

Stipend
$1,350
$1,350
$1,350
$1,350
$1,350
$1,350
$1,350
$1,350
$1,350
$1,350
$1,350
$1,350
51,350
51,350
$1,350
$1,350
$1,350
$1,350
$4,860

Approx. Time
50 Hours per scason
50 Howrs per scason
50 Hours per season
50 Hours per scason
50 Howrs per scason
50 Hours per scason
50 Hours per scason
50 Hours per scason
50 Hours per scason
50 Hours per scason
50 Houis per season
50 Hours per scason
50 Hours per scason
50 Hours per scason
50 Hours per scason
50 Hours per season
50 Howrs per season
50 Howrs per scason

180 Hours/full school yr

MIDDLE SCHOOL NON-ATHLETIC ACTIVITIES

Drama
Newspaper
After School Chorus
Yearbook
7th Grade Student Council
8th Grade Student Council
Subject Specialist Tcam Leader:
Language Arts
Math
Social Science
Sciences
Wellness
Special Education
Speech/Language
Social Work
Psychology
Breakfast Supetvision
A-Team
PBIS Universal Tcam
PBIS Tier 2 Committee
Wrap Around Facilitator
SIP Committec Member
BLT
Band
Band (Summer)
Miscellaneous Activitics (i.c.);
Industrial Arts Club
Recreational Games
Art Club
Saturday School
Tutoring
Movie Club
Junior Nat’l Honor Society
RfI Planning
Academic Quiz Bowl
Spelling Bee Coordinator

Stipend

$891
$891
$891
$891
$891
$891

$1,350
$1,350
$1,350
$1,350
$1,350
$1,350
$1,350
$1,350
$1,350
$1,512

$405
$270
$270

$1,512
$1,188

$27/hour
$27/hour
$27/hour
$27/hour
$27/hour
$27/hour
$27/hour
$27/hour
$27/hour
$27/hour

Approx, Time

33 Hours/full school yr
33 Hours/full school yr
33 Howrs/full school yr
33 Howrs/full school yr
33 Hours/full school yr
33 Howrs/full schaol yr

50 Howrs/full school yrr
50 Hours/full school yr
50 Hours/full school yr
50 Howrs/full school yr
50 Hours/full school yr
50 Howrs/full school yr
50 Hours/full school yr
50 Howrs/full school yr
50 Howrs/full school yr
56 Hours/full school yr

15 Hours per school yr
10 Hours per school yr
10 Hours per school yr
33 Howrs/full school yr
50 Hours/full school yr
56 Hours/full school yr
44 Hours per season
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EXTRA-DUTY SCHEDULE

July 1, 2017 - June 30, 2022
ELEMENTARY ATHLETIC ACTIVITIES

Shiloh Park Flag Football
Shiloh Park Girls Basketball
Shiloh Park Boys Basketball
Shilch Park Coed Soccer
Shiloh Park Volleyball

West Flag Football

West Girls Basketball

West Bays Basketball

West Coed Soccer

West Volleyball

Beulah Park Flag Foatball
Beulah Park Girls Basketball
Beulah Park Boys Basketball
Beulah Park Coced Soccer
Beulah Park Volleyball

East Flag Football

East Girls Basketball

East Boys Basketball

East Coed Soccer

East Volleyball

Elmwood Flag Football
Elmwood Girls Basketball
Elmwood Boys Basketball
Elmwood Coed Soccer
Elmwood Volleyball
Elementary Athletic Director

Stipend
$891
$891
$891
$891
$891
$891
$891
$891
$891
$891
$891
$891
$891
$891
$891
$891
$891
$891
$891
$891
$891
$891
$891
$891
$891
$3,710

Approx. Time
33 Hours per season
33 Hours per scason
33 Hours per season
33 Hours per season
33 Howrs per season
33 Hours per scason
33 Hours per scason
33 Hours per season
33 Hours per season
33 Hours per season
33 Hours per scason
33 Hours per scason
33 Howrs per season
33 Hours per season
33 Hours por season
33 Hours per season
33 Hours per scason
33 Hours per scason
33 Hours per season
33 Hours per seasan
33 Hours per scason
33 Hours per scason
33 Hows per season
33 Hours per scason
33 Hours per season
110 Hours/full school yr

ELEMENTARY NON-ATHLETIC ACTIVITIES

Saftty Patrol Sponsor
Beulah Park Robotics

East Robotics

Elmwood Robotics

Shiloh Park Robotics

West Robotics

Beulah Park Student Council
East Student Council
Elmwood Student Council
Shiloh Park Student Council
West Student Council
Beulah Spelling Bee

East Spelling Bee

Elmwood SpellingBee
Shiloh Park Spelling Bee
West Spelling Bee
Breakfust Supervision

After School Chorus

PBIS Universal Tecam

PBIS Tier 2 Committec
PBIS Wrap Around Facilitator

Miscellaneous Activities (i.e.):
Academic Quiz Bowl
Tutoring
K Kids

Rt Planning

Enrichment

Recreational Games

Art Club

Spelling Bee Coordinator

Stipend

$1,512
$1250
$1,250
$1,250
$1,250
$1,250
$891
8891
$891
$891
$891
$405
$405
$405
$405
8405
$1,512
$891
$405
$270
$270

$27/hour
$27/hour
$27/hour

$27/hour

$27/hour
$27/hour
$27Mhour
$27/hour

Approx. Time

56 Howrs/full school yr
50 Hours per scason

50 Hours per scason

50 Hours per scason
50 Hours per scason
50 Hours per scason

33 Hows/full school yr
33 Hours/full school yr
33 Hours/full school yr
33 Hours/full school yr
33 Hours/full school yr
15 Hours per scason

15 Hours per scason
{5 Hours per secason

15 Hours per season

15 Hours per scason
56 Hours/full school yr
33 Howrs/full school yr
15 Howrs per school yr
10 Hours per school yr
10 Howrs per school yr



APPENDIX C

GRANDFATHERED LONGEVITY FOR TEACHERS
Any Teacher who was receiving longevity during the 2018-2019 school year shall continue to
receive the same amount that they receieved during the 2018-2019 school year for 2019-2020
through 2021-2022 school years; however, such amount shall not increase. The amount is frozen
at the amount received during the 2018-2019 school year.
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APPENDIX D

TEACHER EVALUATION PLAN

The parties agree that the procedural items in the Teacher Performance Evaluation Plan are
subject to the Grievance Procedure.

TEACHER PERFORMANCE
EVALUATION

ZION ELEMENTARY SCHOOL DISTRICT 6

The mission of the Zion Elementary School District 6 is to educate students who will have
the competence and character to excel in the global community as responsible citizens and
life-long learners.
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VISION STATEMENT:

In partnership with families and community, Zion Elementary School District 6 strives for
educational excellence for every child in every classroom by providing a dynamic educational
system in which learners actively participate, staff are caring, ethical and highly competent, and
innovative instruction meets the diverse needs of students.

In keeping with the vision of the Zion Elementary School District 6, the Zion Elementary Schools
are committed to providing a superior education for the youth of Zion. To meet this commitment
District 6 must have an effective program of evaluation.
To be effective, evaluation must contribute to continuous improvement. Evaluation must provide the
needed data to identify and implement appropriate instructional programs and techniques so that all
students can succeed.
The evaluation of job performance in the school setting will contribute to the advancement of
District goals, District beliefs and each School Improvement Plan.
Board of Education
Zion Elementary School District 6

The Zion Education Association

Administration
Zion Elementary School District 6
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Zion Teacher Evaluation Plan
Zion Elementary School District 6

The District 6 Evaluation Plan for Teachers is the result of a collaborative effort of the District
6 Board of Education and administration, with the Zion Education Association to provide for
“Excellence without Exception” for the children within our community. One of the established
District 6 goals is that District 6 must establish outstanding staff evaluation processes that truly
measure performance in an objective and student-centered manner. Staff development that
corresponds to these evaluative processes is also essential to individuals, schools, and the district
as a whole. We realize that the daily work which our teachers perform is vitally important to the
growth of our children in Zion; there is no greater priority than our responsibility to provide for
their ongoing development as teachers.

Therefore, the purpose of the District 6 Evaluation Plan for Teachers is the improvement of
instruction. By utilizing a supervision and evaluation system that supports our teachers in the
development of their craft, teachers can systematically improve their classroom performance,
paying dividends to the learning of our children. The Framework for Teaching, the rubric that
serves as the foundation of our evaluation system, is provided for the benefit of the teacher as an
individual, as well as the collective professional learning community. The framework ensures
the utilization of a common vocabulary for planning, management, instruction and
professionalism, and this common rubric and vocabulary are the foundation of a professional
dialogue vital to the continuous development of teachers. These dialogues allow teachers to share
best practice and collectively improve.

The framework contains a rubric broken down into four professional domains of performance.
These are Domain 1: Planning and Preparation, Domain 2: Classroom Environment, Domain 3:
Instruction, and Domain 4: Professional Practice. Within each domain are several more specific
components which define the skills within the domain. Providing for an objective rubric also
helps to articulate specific skill levels in particular component areas helps crystallize growth in
specific areas for all teachers. Recommendations for improved instructions become much more
specific, and supporting individual teachers with much more prescriptive coaching is possible.
Additionally, a sound evaluation framework can provide assurance to the community that a high-
quality of teacher performance is maintained within our schools.

Our teacher evaluation plan has several individual elements which each have specific purpose,
process and desired results. Ultimately, the collective desired result of all these procedures is to
maximize teacher performance in the classroom resulting in increased student academic
performance.

The Goal Setting Process is designed to allow individual teachers as well as collective groups of
teachers, including entire schools, to articulate potential growth areas for the upcoming year. All
teachers participate in this goal setting process annually, as goal setting is a vital component for
professional development. By September 30, principals will establish school-wide goals that all
staff members contribute to, and benefit from, as well as collaboratively work with the teacher or
group of teachers to identify other potential goals. The school-wide goals are developed through
data analysis of student performance in the past year. Individual goals are identified by teachers
based on their past evaluations and/or observations by the principal. Additionally, teachers may
choose an additional goal which is unique to their particular personal interests, and aimed at
increasing student performance. Principals will check in with teachers at least once during the
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year on the progress of the teachers’ goals and processes to reach them, as well as toward the end
of the year as a reflective exercise. Teachers will each have an individual goal setting sheet
which they will share with the principal at several checkpoints during the year for sure focus on
specific goals.

The purpose of the informal observations is to provide for authentic evidence collection by the
principal. These observations are approximately 20 to 30 minutes in length, are generally
unannounced, and provide data collected and related back to The Framework rubric by the
principal. All teachers will have an informal observation by October 31 of each school year
because early, formative feedback is vital for teacher growth. Informal observations are great for
capturing evidence within Domain 2 Classroom Environment, and Domain 3 Instruction.
Principals will provide a written copy of the evidence collected and feedback related to the
components from The Framework to the teacher on an Informal Observation Form within three
working days of the observation. The teacher in turn should return the informal observation form
signed to the principal within three days of receipt of the form. The principal may choose to
request a meeting with the teacher based on the informal observation. Also, the teacher may
request a meeting with the principal to discuss the informal observation feedback. By October
31st, it is also possible that either the teacher or principal may request the teacher be placed on
the summative evaluation cycle even if originally this was scheduled to be a non-summative year.
Over the course of the school year, it is anticipated that the principal may do multiple informal
observations on a teacher, in addition to the one mandated early informal observation. However,
if in any year the principal decides to perform more than four informal observations on a teacher,
the principal will request a meeting with the teacher and a ZEA representative to discuss the
reasons for more than four informal observations.  Evidence gathered from an informal
observation is evidence for a teachers’ summative evaluation.

The purpose of a Formal Observation is to provide for a more comprehensive, robust, and
detailed observation of teacher performance. The formal observation is designed for the principal
to collect evidence of planning, management, instruction and reflection. This also allows for a
much greater opportunity for teacher growth in a variety of component areas over the course of
the year. The formal observation process includes four steps. The first step is the pre-observation
conference where the teacher provides, in advance of the classroom observation, context of the
classroom, a plan for the lesson to be observed, and a focus for the observation. Prior to the pre-
observation conference, the teacher should complete and forward a copy of the Pre-Observation
Form to the principal. During the pre-observation conference, the teacher and principal will
discuss the information that the teacher provided, and clarify a focus for the observation. The pre-
observation conference provides evidence for Domain 1, Planning and Preparation.

The next step is the actual classroom Formal Observation. It is approximately 45 to 50 minutes
in length and is intended to give the principal a more comprehensive look at the teacher
instructional process. The principal will observe a teacher’s performance, collecting evidence for
Domains 1, 2 and 3. Afterward, the principal will synthesize the evidence, and arrange for a post
conference meeting with the teacher within seven days of the observation. Prior to the post-
observation conference, the principal will draft a preliminary draft of the Formal Observation
Form which associates the evidence of particular components of the framework, and may develop
a preliminary assessment of particular classroom performance components.

However, the ultimate comments regarding a formal observation can only be completed after the

principal has had the opportunity to review the evidence and notes with the teacher. The teacher
reflection of the class that was observed is critical to an analysis of the observation itself. As

92



such, the teacher is expected to prepare a Post-Observation Form completed prior to the post-
observation conference. The next step, the post-observation conference, occurs within seven days
of the observation. The post-observation conference includes an opportunity for the teacher to
reflect on his/her performance, as well as provide additional information and context that the
principal may not have been aware of. As a result of the reflection, the principal will also be able
to collect evidence and appropriately identify the teacher’s skill level for 4a, Reflecting on
Teaching. During the conference, the principal will communicate the most important items of
the evidence collected, and make suggestions and recommendations. The post conference
discussion is vital to the understanding of the evidence that was collected in the classroom,
including student work data, and the principal will need to review this prior to any final evaluation
document being drafted.

The final step in the formal observation process occurs after the post-observation conference
when the principal modifies and ultimately finalizes the Formal Observation Form, and provides
the document to the teacher within 10 working days of the observation date. The teacher is
expected to sign that they received the document and return it to the principal within three working
days of receipt of the document.

The Domain 4 Evidence Collection is an opportunity for the principal to document evidence
from the components within Domain 4 Professional Responsibilities. At various times during the
year, the principal will want to capture on this Domain 4 Evidence Collection Form the positive
contributions that teachers make within the school community to help build our strong learning
community, as well as if there are any necessary areas of improvement. The collection and
documenting of this evidence should be done with the feedback of teachers as teachers are also
expected to provide evidence for their performance within this domain. The Domain 4 Evidence
Collection form can be utilized at various times throughout the year as evidence is identified by
the principal, but minimally once prior to the end of the year the principal should provide Domain
4 evidence for all teachers using the form. The teacher in turn should return the Domain 4 form
signed to the principal within three days of receipt of the form. The principal may choose to
request a meeting with the teacher based on the informal observation. Also, the teacher may
request a meeting with the principal to discuss the informal observation feedback.

The Summative Evaluation Process is intended to provide an overall assessment of the teachers’
performance over the course of the school year, and/or since the time of their last summative
evaluation. (Teachers who are in non-summative years will still be part of the goal-setting process,
be informally observed one time, and have Domain 4 evidence collected as evidence for their
summative in the next school year.) This summative evaluation process includes a student growth
component as determined by the joint evaluation committee. This summative evaluation is a
necessary component in our assurance that the overall performance of teachers is adequate for the
district. Additionally, this process provides for long-term multi-year growth and goal setting for
individual teachers. Toward the conclusion of the school year, in accordance with the deadline
dates associated with each teacher evaluation process, the principal will arrange for a summative
evaluation conference with the teacher. The principal will bring to the meeting a draft copy of the
Summative Evaluation Form that they have created based on an analysis of all of the evidence
that was collected over the course of the evaluation period, including all domain evidence on the
Composite Process Form. The principal will provide a scoring for every component within the
rubric, and will calculate a domain and overarching score based on pre-determined cut scores
within the calculation. Any tenured teacher who has a summative evaluation score of
unsatisfactory will be placed on a Remediation Plan as per State of Illinois guidelines. Any
tenured teacher who has a summative rating of Needs Improvement will be on a summative
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evaluation year the following year, and will have a Professional Development Plan
(“PDP”)designed to identify very specifically and concretely the areas of necessary improvement
and desired skill development for the following year. This form allows the principal to very
explicitly communicate to the teacher that significant improvement is expected over the course
of the next year. This PDP form should be shared with the teacher within thirty (30) school days
of the issuance of the Needs Improvement ratingin connection with the goal setting process for
the upcoming year. Additionally, the specific supports and coaching that a teacher may need to
provide for such growth should also be identified. Hopefully, the District 6 Teacher Evaluation
Process is only one aspect of our Professional Learning Community where feedback is regularly
shared as part of daily professional practice. The processes and forms associated with the formal
evaluation plan are used to document evidence and provide assurances for a fair and objective
system. Therefore, it is expected that evidence to be used in the summative evaluation process
be evidence collected on the evaluation documents. It is also expected, however, that there is an
even more expansive culture of sharing feedback that occurs continuously for the improvement
of instruction. Teachers need ongoing feedback from principals and each other on a regular basis
to be given the opportunity to grow and fully realize their potential in our profession and making
a difference in the lives of our students.

Student growth to Validate Quality Teaching and Learning

The teacher evaluation process is designed to ensure and support quality educational experiences
are being provided to our children. Analyzing student academic progress as a means to validate
teacher effectiveness is a logical component of this evaluation process. The ability to track and
document student academic growth in the classroom is vitally important to demonstrate
accountability to student learning.

In Zion Elementary School District 6, we have a long history of utilizing and analyzing student
growth data as a natural part of our educational process. We realized several years back that the
ability to track growth data is not only important from a summative accountability perspective,
but even more important from an instructional and intervention process. We need to continuously
reflect on how our students are succeeding in meeting learning objectives, as evidenced by data
collection, as well as where to direct our educational efforts and resources.

Our district building principals have had a student growth component within their evaluations for
several years, and we have seen that the grade level and school expectations that the district has
set forth are attainable. We have also seen that focus on these growth targets does result in
increased student growth performance, thus promoting student learning.

Specifically, we hope that a strategic and intentional use of assessments to measure student
growth can:
« Support a sense of clarity and purpose to our curriculum within the district by closely
examining our district assessments.
¢ Act in a formative manner to provide teachers within the district with real-time, ongoing
data as to student progress to help them adjust and modify teaching most effectively.
+ Validate the outstanding teaching that occurs within our district by demonstrating the
significant academic growth our students experience by their working with our staff, and
identify specific teachers who may be in need of professional support.

In the beginning of each school year, the principal will review with each teacher who is
accountable for a student growth component the exact two or more assessments for which the
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teacher is responsible in a given year as well as the expectations for growth on each assessment.
This information is to be provided at the same time as the process goal meetings and should be
captured on the Student Growth Objectives Form.

SYNTHESIZING PROCESS (DANIELSON) & PRODUCT (STUDENT GROWTH)

This final rating of student growth accounts for 40% of the teacher’ evaluation performance
process. This, in conjunction with the 60% Danielson Framework Process component, is
synthesized to produce a final evaluation rating and all the evaluation data is transferred onto the
Summative Evaluation Form.
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Goal Setting/ Student Growth Targets NA
e Initial Mtg by 9/30
e Goal Setting sheet by 9/30
e Growth Target sheet by 9/30
e Growth Review by 2/28
e Goal Review by 4/15

3 Observations/2 formal Due 3/1
e Informal by 10/31
e First formal by 12/15
e Second formal by 2/15

1 Observation/0 Formal No summative
e Informal by 10/31
2 Observations/1 Formal Due 5/1

e Informal by 10/31
e Formal by 4/15
3 Observations/2 formal Due 3/1
e Informal by 10/31
e First formal by 12/15
e Second formal by 2/15
e PDP Included
3 Observations/3 formal 90 day timeline
e Remediation Plan

e Three formals in 90 days

1. New teacher orientation in August

a. District Meeting
Explain Teacher Performance Evaluation Process
b. Building Meeting
i. Explain School Improvement Plan and Building Procedures

2, For 1st and 2nd year teachers
By the end of the second week, an individual conference will be held with the principal to
review the teacher performance evaluation process and to discuss ways the principal may

be of assistance. 2nd year teachers will also review the performance goals developed
during the final evaluation conference of the previous school year.
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3 Observations/2 Formals to be completed by: Informal by October 31
First formal by December 15
Second formal by February 15
Pre-conference form to be completed and conference scheduled prior to each observation.
Post-conference to be held within 7 calendar days of the respective observation.
Summative Performance Assessment Conference by March 1.
The teacher has 20 calendar days in which to respond.
For 3rd and 4th year teachers
By the end of the 4th week, an individual conference will be held with the principal to
review the Teacher Performance Evaluation Process and review the performance goals
developed at the final evaluation conference of the previous year.
3 Observations/2 Formals to be completed by: Informal by October 31
First formal by December 15
Second formal by February 15
Pre-conference form to be completed and conference scheduled prior to each observation.
Post-conference to be held within 7 calendar days of the respective observation.
Summative Performance Assessment Conference by March 1.
The teacher will sign the evaluation to acknowledge receipt. A copy of the evaluation will
be given to the teacher and be placed in the teacher’s personnel file. The teacher has 20
calendar days in which to respond to the evaluation.
Teachers on Continued Contractual Service (Tenured teachers)
Tenured teachers will be formally evaluated at least once every two (2) years if their most
recent evaluation rating was “Proficient” or “Excellent.” A tenured teacher whose most
recent evaluation rating is “Needs Improvement” will be formally evaluated the year and
be placed on a Professional Development Plan (PDP). A tenured teacher whose most
recent evaluation rating is “Unsatisfactory” will be formally evaluated the following year
through the Remediation Plan process.

Tenured teachers will be informally evaluated every year.

Within the first 6 weeks of the school year, the tenured teachers in their assessment year
will meet as a group to review the performance evaluation process with the administration.
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REMEDIATION ACTIVITIES FOR TEACHERS ON CONTINUED CONTRACTUAL

SERVICE (TENURED TEACHERS)

If a tenured teacher receives an overall rating of unsatisfactory, within thirty (30) calendar days
of the postobservation conference a remediation plan will be designed to correct the area(s)
identified as unsatisfactory, provided the deficiencies are deemed remediable.

Participants in the remediation plan shall include the teacher deemed unsatisfactory, a qualified
administrator, and/or a consulting teacher. The remediation plan may include the participation of
other personnel to assist in correcting areas identified as unsatisfactory.

A. The remediation plan shall provide for quarterly evaluations and ratings to occur during
the year following the teacher’s receipt of the remediation plan and shall be based on the
unsatisfactory evaluation.

1.

The quarterly evaluations and ratings shall be conducted by a qualified
administrator.

When a quarterly evaluation schedule requires an evaluation after the close
of the school year, but on or before July 15, such evaluation shall be
scheduled to occur no later than two (2) weeks prior to the close of the
preceding school year,

When a quarterly evaluation schedule requires an evaluation after the close
of the school year, but after July 15, such evaluation shall be scheduled to
occur not later than two (2) weeks after students’ attendance commences
in the following school year

Failure to strictly comply with the timelines for the required quarterly
evaluations because of events such as summer months, illness, or certain
leaves granted teachers under a remediation plan shall not invalidate the
results of the remediation plan.

The qualified administrator shall conduct the fourth and final evaluation at
the conclusion of the year specified in subsection (A) (1) of this Section.

The remediation plan shall provide reinstatement to a schedule of biennial
evaluations for any teacher who successfully completes the one-year
remediation plan by receiving a satisfactory or better rating, unless the
District’s plan regularly requires more frequent evaluations.

B. Participants in the remediation plan shall include the teacher deemed unsatisfactory, a
qualified administrator, and/or a consulting teacher. The remediation plan may include the
participation of other personnel to assist in correcting areas identified as unsatisfactory.

1s

2

The participation of the consulting teacher shall be voluntary.
The qualified consulting teacher shall be one who has received a rating of

excellent on his or her most recent evaluation, has a minimum of five years
experience in teaching, and has knowledge relevant to the assignment of
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the teacher under remediation.

The qualified consulting teacher shall be chosen from a list developed by
the district or, in districts with an exclusive bargaining agent, the
bargaining agent, may, if it chooses, supply a roster of at least five (5)
qualified teachers from which the consulting teacher is to be selected, or
the names of all teacher so qualified if that number is less that 5.

Where no consulting teacher is available in a district, the district shall
request the State Board of Education to provide a consulting teacher. The
State Board of Education shall thereupon provide a consulting teacher who
meets the requirements of subsection (B)(2) of this Section.

If the consulting teacher becomes unavailable during the course of a
remediation plan, a new consulting teacher shall be selected in the same
manner as the initial consulting teacher. The remediation plan shall be
amended as necessary upon consultation with the new consulting teacher.

The consulting teacher shall provided advice to the teacher rated as
unsatisfactory on how to improve teaching skills and to successfully
complete the remediation plan.

The consulting teacher shall not participate in any of the required quarterly
evaluations, nor be engaged to evaluate the performance of the teacher
under remediation, unless a collective bargaining agreement provides
otherwise.

The consulting teacher shall be informed, through three quarterly
conferences with the qualified administrator and the teacher under
remediation, of the results of the first three quarterly evaluations in order
to continue to provide assistance to the teacher under a remediation plan.

Any teacher who fails to complete the one-year remediation plan with a

satisfactory or better rating shall be dismissed in accordance with Section
24-12 or 34-85 of The Illinois School Code.
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APPENDIX E

ZION ELEMENTRAY SCHOOL DISTRICT NO. 6
EDUCATIONAL SUPPORT PERSONNEL
EMPLOYEE EVALUATION PROCEDURE AND FORM

Evaluation Procedure

Each new employee will be evaluated twice during his/her probationary period (which is 75 work
days). The first evaluation will be on or before the fortieth (40th) work day of employment and
the second evaluation will be on or before the seventy-fifth (75th) work day of employment to
determine if the employee will be retained.

Assistants who are in their second to fourth year of employment will be informed by October 1
of each school year of the evaluation process and instrument to be used. Each assistant will be
evaluated at least twice each school year, once each semester, for his/her second through fourth
years of employment, with at least 35 work days between evaluations.

Beginning with his/her fifth (5th) year of employment, each assistant will be evaluated at least
once every two (2) years.

Each evaluation will be scheduled and will consist of a pre-conference, an observation and a post-
conference and will be done by the building principal or a designated evaluator from the district's
list of qualified evaluators.

After the probationary period, if an evaluator finds areas of the evaluation to be unsatisfactory,
these areas will be explained in the comment section of the evaluation instrument. The evaluator,
the employee, and a representative of the Association will meet to develop a remediation plan.
This plan will be for a period of 75 work days with at least two evaluations during the remediation
plan period, and a minimum of 30 days between the two evaluations. If the employee is found to
still be unsatisfactory at the end of the remediation period he/she may be terminated. If he/she is
found to be satisfactory at the end of the remediation period, he/she will be returned to the
employee's evaluation cycle immediately prior to remediation.
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ZION ELEMENTARY SCHOOL DISTRICT NO. 6

EVALUATION FORM
Staff Member
Date of Evaluation
Administrator
Instructional Assistant Technology Assistant
Technology Assistant Cross Guard
Hall Monitor Librarian Assistant
Mental Health Assistant
E - Excellent S - Satisfactory U - Unsatisfactory

N/A - Not Applicable
Professional Competencies:

Displays knowledge and skills required for the position

Completes task thoroughly and with appropriate follow-up

Uses work time constructively

Demonstrates a cooperative and supportive relationship with students, parents, teachers,
administrators, and other building personnel
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Demonstrates a knowledge of school and district policies and procedures

Demonstrates professionalism when dealing with school personnel and community members
concerning confidential matters

Communicates effectively

Works with staff to provide and implement instruction and learning experiences

Works with staff to provide skill development and a positive self- image for students

Assists with student discipline
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Participants in in-service training programs/professional development

Performs any other duties prescribed by the principal that is consistent with the collective
bargaining agreement

Personal Competencies:

Demonstrate punctuality in the daily routine

Demonstrate consistent attendance

Recognize potential safety problems or hazards and initiates corrective measures

Strengths and/or Developmental Needs:

Administrator Signature:

Staff Member Signature:
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Date of Conference:
The employee's signature is to acknowledge receipt. A copy of the evaluation shall be given to
the employee and a copy placed in the employees personnel file. An employee has 20 calendars
days to respond.

602480 3
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