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ARTICLE I - INTRODUCTION 

A. Recognition  

The bargaining unit is clarified as follows: 
 
Included: All full-time and part-time regularly employed licensed staff members (“LSMs”) which 
include teachers, librarians, deans of students, school nurses, school social workers, counselors, 
psychologists (including building or district level outplacement coordinators), speech pathologists 
and building level directors/coordinators.  
 
Excluded: Department chairs (including the Director of the Highland Park High School Library 
and the MTSS Directors), special education administrators, athletic directors, activities directors, 
assistant athletic directors, assistant activities directors, non-certified staff, and all supervisors, 
managers, confidential and short-term employees as defined in the Illinois Education Labor 
Relations Act.  

B. Shared Commitment to Non-Discrimination / Equal Employment Opportunity Practices 

The Board and the Association affirm their continued support of the Board’s policies prohibiting 
discrimination on account of race, religion, color, nationality, gender, gender identity, sexual 
orientation, marital status, age, or disability in accordance with law. 
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ARTICLE II - ASSOCIATION RIGHTS AND RESPONSIBILITIES 

A. Association’s Exclusive Bargaining Rights 

All collective bargaining shall be conducted between the duly authorized representatives of the 
Association and the Board, and the Board shall not negotiate with any other individual, group, or 
organization purporting to collectively represent employees covered by this Agreement; provided, 
however, this Agreement shall not be construed to prevent the Board or any administrator from 
meeting with an employee or group of employees for the purpose of hearing the views of such 
employee or group of employees, but not for the purpose of negotiating with any employee or 
group of employees. There shall be no substantial changes in any terms and conditions of 
employment specifically set forth in this Agreement, without mutual written agreement between 
the Association and the Board. 

B. Recognition of this Agreement 

This Agreement and all of its provisions shall be the policy of the Board and supersede any Board 
policy presently to the contrary. Board policy established during the term of this Agreement shall 
be in conformity with its provisions. Individual LSM contracts shall be so drawn as to indicate that 
they are subject to the provisions of this Agreement. 

C. Resolution of Questions 

The Association and the Board and/or its representatives shall meet within a reasonable time upon 
request of either party for the purpose of resolving questions concerning the implementation of 
this Agreement and related matters. When Association representatives meet with the Board, or its 
duly authorized representatives, to discuss the implementation of this Agreement, they shall suffer 
no loss of pay or other benefits. 

D. Association Announcements 

The Association shall have the right to freely communicate through the intra-district mail system 
and LSM mailboxes, district email, and bulletin boards in the staff cafeterias. All emails must 
comport with Board Policy 6-235, Access to Electronic Networks. Only an Association designee 
shall post or remove materials from Association bulletin boards. The Association shall have the 
right to make reports and announcements at general, building, and department meetings. Notice of 
Association activities shall be included and published in general and school calendars. 

E. Association Meetings 

The Association shall have the right to conduct meetings using district facilities so long as the 
facilities are not already reserved or in use. The Association will schedule use of the facility in the 
same manner that the rooms are currently reserved. 
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F. Dues Deductions 

The Board agrees to deduct Association membership dues on standard LSM payroll dates, divided 
evenly starting in October of each school year and ending in June, from the pay of those employees 
who individually request in writing that such deductions be made. After the dues deductions are 
made, they shall be remitted together with an itemized statement to the Treasurer of the 
Association. Authorization for each deduction shall be in effect for the duration of the Agreement 
unless a written notice of revocation is given by the DEA to the Board on behalf of the employee. 
Revocation shall become effective as soon as possible after such notice is given. 

G. DEA Release Time 

The Board shall grant a release of four (4) classes (two for the DEA President and one each for the 
two DEA Vice Presidents) for each semester of each academic year of this Agreement. The District 
shall be responsible for the payment of all costs associated with the release granted to the DEA 
President and to the two Vice Presidents. The FTE granted shall be in addition to each school’s 
standard FTE allotment. In addition, the DEA President and both Vice Presidents shall be exempt 
from all supervisory assignments, assignments to a homeroom, and all similar assignments given 
to other LSMs as part of their duties.  

 
The Board shall grant up to twenty-five (25) full days to the Association to allocate for professional 
duties or professional development of its members. The assignment of these days will be at the 
sole discretion of the DEA. The DEA shall reimburse the District for the full cost of providing 
substitutes on these days. The District will continue to provide and pay for substitutes for any 
meetings that may occur during the school day where DEA and the Administration are negotiating 
or meeting as part of their joint work together and where substitutes are required.  

 
Association officers shall be granted professional leave to attend national and/or state organization 
meetings. The Association shall be responsible for all costs relative to attendance at such meetings 
and shall pay the District the cost of substitutes. A maximum of ten (10) days shall be allowed for 
this leave. 

H. Job Descriptions 

The Board shall provide the Association with a complete set of job descriptions for all positions 
covered by this Agreement. If any of the said job descriptions are subsequently revised or 
modified, the board shall provide the Association with a copy of the new job description. The 
Association shall have an opportunity to request impact bargaining on any changes, additions, or 
revisions to any job description prior to implementation.  

I. Association’s Right to Information 

The Board shall furnish the Association with the following documents and types of information as 
they are received, completed, or compiled as otherwise indicated: 

1. Board agendas via email notice with link 
2. Official minutes of Board meetings via publication on the public website 



10 
3249123.1 

3. Board School policy and procedures manuals with updated revisions via publication on the 
public website. The DEA will be provided agendas for all policy committee meetings so 
that it is aware of proposed additions and revisions to Board policy prior to final approval. 

4. Upon request, any and all information, statistics, and records which may be relevant to 
negotiations or necessary for the proper enforcement of this Agreement, provided nothing 
herein shall require the Board to research or develop any information or reports that are not 
already prepared and available. 

5. Proposed changes to school or District policy that impact LSM working conditions will be 
shared with the DEA President via email from the Building Principal or 
Superintendent/designee. 

 
The Board shall provide to the DEA any information as required by law. Nothing in this provision 
shall limit what the Board must provide the DEA in compliance with the law.  

J. Association’s Right to Appear before the Board 

The Association President or their designee shall have the right to address the Board during public 
comment. The Association speaker, shall, whenever possible, give notice through the 
Superintendent of their intention to address the Board. 

K. Association’s Right to Address Employees 

The Association President or their designee shall have the right to address new employees at their 
new staff orientation meetings near the beginning of the school year. In addition, the President or 
their designee may address members at the first all-district meeting of the year. The DEA Vice 
Presidents or their designees may address members at the opening meetings of their respective 
high schools. The Vice Presidents, or their designees, will also be able to give short announcements 
at all-staff meetings in the high schools. 

L. Association/Administration Meetings 

DEA officers shall meet with district-level administrators monthly to discuss matters concerning 
the implementation of this Agreement and related matters. The Association Vice Presidents, or 
their designee, shall meet monthly with the principal of their respective buildings to discuss matters 
concerning the implementation of this Agreement and related matters.  

M. Response to FOIA Requests 

The Association President shall be notified within three (3) business days of the employer’s receipt 
of a Freedom of Information Act (FOIA) request that asks for any information about any 
bargaining unit member(s). 

N. Changes in the Status of Bargaining Unit Members 

After the first day of the school year, the Association will be provided the change in status of any 
bargaining unit member within ten (10) workdays of the change. 
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O. Visits by IEA Representatives 

Non-employee representatives of the IEA shall be permitted access to school buildings for the 
purpose of representing employees covered in this Agreement, provided the official will present 
identification to the security officers at the building entrance. Any such visits shall be made in a 
manner so as not to disrupt the operation of the school. 

P. Association’s Use of Phones, Network, Equipment 

The Association shall have, without charge, use of the school telephones for intra-district calls, 
use of photocopiers, and use of email and the district network. The DEA will pay for any costs of 
copies made, and shall comply with current district practices regarding email and use of networks. 

Q. Office Space 

The Association will be provided work space in each high school building upon request for such 
space through the procedures established by each building.  

R. Faculty Handbook 

The Faculty Handbook shall be available to all LSMs. DEA Representatives will be provided the 
opportunity to propose revisions and review changes prior to publication. The Faculty Handbook 
will be updated annually and posted on the District website by the first day of New Staff 
Orientation each school year. 
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ARTICLE III - MANAGEMENT RIGHTS AND RESPONSIBILITIES 
 
The Board shall not be required to bargain over matters of inherent managerial policy, which shall 
include such areas of discretion or policy as to the functions of the District, standards of service, 
its overall budget, the organizational structure and selection of new employees, and direction of 
employees. If there is a dispute concerning whether any issue that arises during the term of this 
Agreement raises a mandatory subject of bargaining or is a matter of inherent managerial authority, 
the parties will first attempt to resolve the dispute informally. Nothing in this section prevents the 
DEA from filing an unfair labor practice in regard to an action which they believe impacts their 
rights under the Illinois Educational Labor Relations Act. 
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ARTICLE IV - RIGHTS OF LICENSED STAFF MEMBERS 

A. Non Discrimination Clause  

The Board agrees that membership in the Association, participation in any activities of the 
Association, or the institution of any grievance, complaint, or proceeding under this Agreement, 
shall not affect the terms or conditions of employment of any LSM. It is understood that opinions 
and views relating to supervisor-staff member or school board-staff member relationships will not 
be discussed in the presence of students. 

B. Shared Discipline Responsibility 

LSMs will be given reasonable support and assistance by the Board and the Administration with 
respect to the management and discipline of students. A committee, which includes building 
principals, deans, classroom teachers selected by DEA, and school mental health professionals will 
meet at least two (2) times per year to review disciplinary data and discuss current disciplinary 
practices.  

C. Academic Freedom / Recognition of LSM Professional Judgment 

It is the intent of the Parties to ensure that LSMs enjoy academic freedom in the District.  
 
Academic freedom shall mean that LSMs 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, as determined by the Illinois Learning Standards, as 
memorialized in Board Policy 6-60 and as approved by the District. 
 
Academic freedom shall also mean that LSMs shall be entitled to freedom of discussion within the 
classroom on all matters which are relevant to the subject matter under study and within their area 
of professional competence, assuming that all facts concerning controversial issues shall be 
presented in a scholarly and objective manner that is viewpoint neutral, and assuming that all 
discussion shall be maintained within the outlines of appropriate course content, and be 
pedagogically justifiable. 
 
Any allegation that there has been a violation of academic freedom shall be processed through the 
grievance procedure provided by this Agreement up to the level of the Board of Education. 

D. Privacy / Non-School Activities 

Neither the Board nor the Administration shall make regulations that attempt to govern employees’ 
non-school activities save in exceptional circumstances where such activities can be proven to 
have had a substantial negative impact on the LSMs ability to perform the duties associated with 
their assigned role. 
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E. Outside Employment 

The employment of an LSM outside of the school during the school year shall be at the discretion 
of the LSM, but any such employment must not interfere with the efficiency of the LSM in the 
school or conflict with any school responsibility or ethical obligation in relation to their duty as a 
public school employee. 

F. Tentative Teaching/Work Assignments 

LSMs shall be notified prior to the last day of student attendance of the school year of their 
tentative teaching or work assignments for the following school year. It is understood that some 
changes may occur. 

G. Substitute Teachers  

In no case shall an LSM planning to be absent be held responsible for obtaining a substitute teacher. 
LSMs shall not be required to substitute for another LSM. 

H. Mandated Training Tutorials  

LSMs are required by Illinois law to complete compliance training across various topics. These 
trainings will be required in accordance with the schedule established by Illinois law and 
regulations. LSMs may use independent work time or professional duty periods (when not 
assigned to other professional work duties) to complete such trainings. This section only applies 
to state-mandated compliance trainings and does not apply to professional development required 
by the District.  

I. Building Access/Safety 

In part of the joint interest in maintaining a safe and welcoming school environment for students, 
staff, and the community, LSMs understand that controlling access to our buildings is essential. 
LSMs understand that they will use their building ID whenever entering the school building. An 
ID swipe may be required when exiting unstaffed security doors at the end of the school day, or at 
any door when exiting the building during school hours. Recording of LSMs using IDs to enter or 
leave the building or rooms within the campuses, shall not be used as a part of evaluation or 
discipline and will only be used to create a record of who is in the building for safety purposes. 

J. Biometrics  

Other than those procedures required for background checks and for initial employment purposes, 
staff shall not be required to provide or use biometric data as part of their employment in the 
District. This includes fingerprint scans, retina scans, voice scans, face identification, and/or any 
other biometric data.  

 
Should the District be required to initiate a security system utilizing biometric data of any kind for 
its network or access to its buildings/facilities, or determine to institute such a system in the interest 
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of the safety and security of students, staff, and visitors, the Board will initiate impact bargaining 
with the DEA prior to initiating any such system.   

K. Health Requirements for LSMs 

LSMs will only be required to have vaccinations and other medical examinations as required by 
state law or as a result of an executive order issued by the Illinois Governor, as a condition of 
employment. Should the Board determine that additional health precautions are necessary for the 
safe operation of the schools, it will initiate decisional bargaining on this matter with the DEA. 
Both the Board and the DEA acknowledge their duty to initiate bargaining within two (2) school 
business days of such determination, and to bargain in good faith on this issue. If no agreement is 
reached, the provisions of this section will remain in full effect. 

L. Safe Work Environment 

An LSM who becomes aware of a potentially unsafe or hazardous condition, such as mold or poor 
air quality, shall report the situation by submitting a ticket via the Maintenance Direct (or 
equivalent) platform. A response will be provided to the LSM within five (5) days. Conditions 
which pose an immediate threat to the health and safety of students or staff members must be 
immediately reported to the building manager.  

M. Parent Complaints 

Any complaint by a parent of a student directed toward an LSM which is to be used for evaluative 
purposes shall be reported to the LSM in writing. No disciplinary action shall be taken without 
following the guidelines established within this Agreement. 

N. LSM Protection from Suit 

In accordance with the Section 10-20.20 (105 ILCS 5/10-20.20), the Board shall provide 
indemnification and protection against claims and suits. 
 
An LSM shall not suffer any loss of salary if they are required to be absent from their duties 
because of court proceedings or related appearances, meetings, or investigations arising out of 
performance of their duties in accordance with Board policy. 
 
 

  



16 
3249123.1 

ARTICLE V - DISCIPLINE 

A. Investigation of Complaints and Alleged Misconduct  

Complaints regarding an LSM upon which disciplinary action may occur will be reported to the 
LSM within five (5) school days. In the event a meeting with an administrator is required to discuss 
and/or investigate such a complaint or allegation, the LSM may be accompanied to such a meeting 
by a DEA representative. LSMs will be provided at least 24 hours notice of such a meeting and 
informed of their right to have a DEA representative present at the meeting. Where a complaint or 
allegation involves a matter related to the safety of a student or the school community, 24 hours 
notice shall not be required.  
 
Notice will be provided in writing and will state the complaint or allegation being investigated. 
The LSM will have the opportunity to respond to the complaint/investigation. The Administration 
may direct that during the investigation, all information related to the complaint or allegation 
remain confidential. Retaliation against any individual who makes a complaint is not permitted.  
 
The LSM shall have the right to be accompanied by their DEA representative(s) to any subsequent 
investigatory meeting, or a meeting to share the results of the investigation. LSMs will be 
informed, in writing, of the conclusions of an investigation into a complaint or allegation of 
misconduct at the conclusion of the investigation. In addition, if an investigation is not concluded 
within ten (10) school days, the administration shall provide an update, and periodic updates of 
the status of the investigation; the LSM or the DEA representative may also ask for such updates 
via an email to the administrator conducting the investigation. 
 
Any complaint raised regarding an LSM that implicates a duty under the Abused and Neglected 
Child Reporting Act will be processed in accordance with the requirements of the Act. 
 
Department Chairs, Activities Directors, or any member of the bargaining unit shall not conduct 
investigations.  

B. Meetings / Representation 

In accordance with the Weingarten rule, an LSM is entitled to DEA representation at any meeting 
with a supervisor that may result in disciplinary action.  

C. Just Cause 

The District shall inform an employee of the right to Association representation during a meeting 
which may lead to disciplinary action. The District shall give an employee 24 hours notice before 
holding a meeting related to potential disciplinary action except in an egregious situation.  

 
Employees shall only be disciplined for just cause.  

 
The Association and the District agree that discipline should be timely, progressive (when 
appropriate) and accompanied by counseling (where appropriate). The Parties agree that 
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progressive discipline typically includes, in order: oral reprimand; written reprimand; suspension; 
and termination. The District may combine steps of progressive discipline if the severity and facts 
of the situation warrant such action.  
 
Tenured LSM dismissal proceedings are not subject to this provision. 
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ARTICLE VI - EMPLOYMENT 

A. Notice of Vacancies  

A vacancy occurs when an LSM resigns or is terminated from a position or when a new position 
is created. This provision does not apply to circumstances where there has been a reduction in 
force and an LSM with recall rights moves into the open position.  

 
During the school year, the Board agrees to post all vacancies on the District website for at least 
five (5) business days prior to filling the position. The notice shall clearly set forth the 
specifications and/or qualifications, the compensation for the position, and worksite, when known.  

B. Voluntary Transfer  

Any LSM who meets the specified requirements for a vacancy and desires a transfer to a different 
building or to a different position within the same building shall notify the Human Resources 
Department in writing within five (5) business days following the announcement of the vacancy. 
All qualified internal LSM applicants for a vacancy will be offered an opportunity to interview for 
the position; however, the decision to fill the vacancy remains within the discretion of the District. 
Internal LSM candidates will be evaluated for the position based on the following factors (in no 
particular order): 
 

● Qualifications including degree(s) and special expertise 
● Seniority 
● Experience 
● Effect of extra-curricular assignments 

 
In the event that an LSM chooses not to accept a position offered, it shall have no effect upon the 
LSM’s future opportunities for other positions that are created or become vacant.  

 
If the request for transfer is not approved, notice will be provided to the LSM by the Department 
of Human Resources no later than ten (10) days after the position has been filled, with a statement 
of the reason for non-approval. 

C. Involuntary Transfer 

An involuntary transfer occurs when an LSM’s building assignment is changed unrelated to a 
reduction in force (RIF). Before any involuntary transfer from one building occurs, the 
Administration shall first seek qualified volunteers. The Administration shall consider the 
following factors (in no particular order) in determining the LSM to transfer: 
 

1. Qualifications of the LSM, including degree(s), special expertise 
2. Seniority 
3. Experience 
4. LSM preference 



19 
3249123.1 

5. Effect of extra-curricular assignments 
6. Best interest of the District  

 
Notice of involuntary transfer shall be given to the LSM as soon as practicable (no later than May 
1st if for the subsequent school year). If notice is given after May 1st, the Principal will notify the 
Association President of the reason for the post-May 1st notice. 
 
Within ten (10) business days after receipt of notification of an involuntary transfer, an LSM 
dissatisfied with the new assignment may make a request in writing for a meeting with the principal 
under whom the LSM was assigned prior to the transfer to discuss reasons for the transfer. Within 
five (5) business days after such a meeting, the LSM, if dissatisfied with the reasons given for the 
transfer, shall have the further right to request a meeting with the Superintendent to discuss said 
reasons. Such meeting shall be held five (5) business days after receipt of a request thereof by the 
Superintendent. The Association President or designee may be present at the LSM’s request in any 
involuntary transfer meeting. 

 
If circumstances arise where a fully qualified (as determined by licensure and local qualifications) 
tenured LSM must be offered a full-time position in another building to avoid a reduction in force 
(RIF), and a vacancy occurs prior to July 1st in their home school, the LSM will be notified by the 
Chief Human Resources Officer via telephone call to the phone number on record with the District 
and via email with a description of the open position. The LSM may accept this position and avoid 
transfer by providing written notice to the Chief Human Resources Officer within 48 hours of 
receiving notice of the vacancy.  

D. Promotion 

1. Rationale - It is desirable to recognize professional employees by promotion from within 
the ranks whenever practical, educationally desirable, and consistent with the educational 
needs of the students. 
 

2. Posting of Promotional Positions - All permanent vacancies for promotional positions 
shall be publicized. Notice shall be announced via email to all LSMs and posted internally 
for at least five (5) calendar days in advance of posting the vacancy publicly. Such notice 
shall clearly set forth the title of the position, qualifications required, compensation rate or 
range, and licensure requirements of the position. 

 
3. Temporary Appointments - Nothing in this Agreement shall prevent the Board from 

making temporary appointments until positions are filled on a permanent basis. Temporary 
appointments are not subject to the posting requirements listed above. At the end of a 
temporary appointment, if a permanent position is available, the position will be posted for 
five (5) days internally before the public posting.  
 

4. Interviewing for Vacant Positions - All internal candidates who meet all the 
qualifications listed on the posting shall be granted an interview.  
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E. Seniority 

1. Definition of Seniority 
Full-time LSMs and part-time tenured LSMs shall accrue seniority. Seniority shall be 
determined by the staff member’s continuous length of service in District 113 as a full-
time LSM and/or part-time tenured LSM. Accumulation of seniority shall begin on the 
staff member’s first day of actual work for the District in a full-time licensed position and 
shall accrue for each year of service as a full-time LSM or a part-time tenured LSM. Non-
tenured part-time LSMs are not eligible for seniority. Full-time LSMs and part-time 
tenured LSMs granted leaves of absence, both sabbatical and non-sabbatical, will not lose 
their seniority while on the approved leaves and will continue to accrue seniority while 
they are on a granted leave of absence.  

 
Beginning with the effective date of this Agreement, for the initial placement on the 
seniority list, the District will consider total years of service as an LSM, as verified by 
written documentation from the Illinois State Board of Education or comparable agency 
issuing such license. Written documentation verifying licensure must be provided within 
ten (10) calendar days of hire.  
 

Example: if two LSMs are hired in the same school year—one with three years of 
experience and one with two years—the LSM with three years of experience will be placed 
above the other LSM.  Both of these newly hired LSMs will be placed below all LSMs 
currently on the Seniority List. 

 
Should there be a tie in seniority after consideration of this information, it will be broken 
by the drawing of lots. Two (2) members of the central administration along with the 
President and two (2) Vice Presidents of the DEA will meet to do the drawing of lots. The 
LSMs will be placed on the seniority list in an order determined by this process, and that 
seniority shall be maintained over time. 
 

2. Maintaining and Posting of Seniority Lists 
The Department of Human Resources shall prepare and maintain the District Seniority List. 
The List shall include all full-time LSMs and part-time tenured LSMs in the District, 
broken down by areas of certification and any other qualifications agreed upon by the 
PERA Joint Committee. The Human Resources Department shall submit a copy of the 
District Seniority List to the President and Vice Presidents of the DEA by November 1st of 
each school year. The Human Resources Department will distribute an updated District 
Seniority List to the LSMs by November 15th of each school year.  
 
Within fifteen (15) days of the Seniority List’s distribution, LSMs must confirm to the 
Chief Human Resources Officer in writing (which includes email) that they have seen the 
list and state whether their placement is accurate/inaccurate. Any corrections or additions 
to the list will be submitted to the DEA for purposes of maintaining accurate records. Once 
the fifteen (15) work days have expired, the District Seniority List shall be deemed accurate 
for that school year. 
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F. Reduction in Force 

In the event of a need for District 113 to implement a reduction in force (RIF), the Chief Human 
Resources Officer will meet with representatives of the DEA Executive Board to share the details 
of the pending RIF. While the Administration retains the right to determine if RIFs are necessary, 
and who will be affected by such RIF, pursuant to the provisions of this Agreement consistent with 
the law, the meeting allows advance notice to the DEA and the opportunity for DEA 
representatives to provide feedback and ask questions regarding the pending RIF. In addition, 
LSMs who may be affected by a RIF will be notified by the Human Resources Department prior 
to the Board taking final action to approve the RIF. This section not only governs a full dismissal, 
but also a reduction in a staff member’s FTE status. 

 
If any full-time LSM or part-time tenured LSM is removed or dismissed as a result of a decision 
by the Board of Education to decrease the number of LSMs or to discontinue some particular type 
of teaching service in the District, then the affected LSM/s shall be given a written statement of 
honorable dismissal with the reason by April 15th. The statement of honorable dismissal shall be 
sent by regular mail, and by either certified mail, return receipt requested, or personal delivery 
with receipt. 

 
Nothing in this Agreement affects the Board’s right to dismiss a non-tenured LSM in accordance 
with Section 24-11 of the Illinois School Code. 

G. Sequence of Honorable Dismissal 

Each school year, the District, in consultation with the DEA, will establish a Sequence of 
Honorable Dismissal List categorized by positions and in groups 1 through 4. All full-time LSMs 
and part-time tenured LSMs shall be categorized into one or more positions for which the staff 
members are qualified to hold, based upon legal qualifications and any other qualifications 
established in a district job description that was in effect on or before May 10th of the previous 
school year. Copies of this list must be distributed to the DEA at least seventy-five (75) calendar 
days before the end of the school year.  

 
Among LSMs qualified to hold a position, the staff members shall be dismissed in accordance 
with the law and any agreements made by the Joint RIF Committee. If the Joint RIF Committee 
makes changes to these groupings, the changes will be documented and posted on the employee 
portal. 

 
Performance evaluation ratings from other school districts will not be considered when placing 
LSMs into a group.  

H. Re-employment Procedures for RIFed LSMs (Recall) 

An LSM who is subject to a RIF will be recalled in accord with the law.  
 

With respect to all tenured LSMs (full-time and part-time), if the District has any vacancies for the 
following school year or within two (2) calendar years from the beginning of the school year 
following the year in which the staff member was honorably dismissed, the vacancy shall be 
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tendered to the staff members who were dismissed. Licensed staff members shall be recalled based 
on their group order, seniority, and qualifications (both legal qualifications and those outlined in 
the district job description posted by May 10th prior to the school year the position becomes 
available).  

 
With respect to full-time non-tenured LSMs, if the District has any vacancies for the following 
school year or within one (1) calendar year from the beginning of the school term following the 
year in which the staff member was honorably dismissed, the vacancy shall be tendered to the staff 
members who were dismissed. Licensed staff members shall be recalled based on their group 
order, seniority, and qualifications (both legal qualifications and those outlined in the district job 
description posted by May 10th prior to the school year the position becomes available).  

 
Recalled LSMs shall be reinstated to the lane and step previously earned. No new waiting period 
or probationary period is required. The recalled staff member will also be immediately eligible for 
benefits available to other staff. Vacant positions shall be offered to RIFed licensed staff members 
in order of their group and their seniority.  
 

Example: If two RIFed licensed staff members, one from group 3 and one from group 4 are 
qualified to teach biology, the staff member in group 4 shall be offered the vacant biology position 
first. If the two RIFed staff members are both in group 4, the staff member with the greatest amount 
of seniority shall be offered the vacant biology position first.  
 

The District is responsible for sending notice by certified mail, return receipt requested, to the most 
senior LSM who is qualified for the available position. Notice will be sent to the last address on 
file with the District. The staff member is responsible for informing the Human Resources 
Department of any changes in residence by email or by certified mail. The staff member must 
respond in writing to the acceptance or rejection of the position being offered within ten (10) 
calendar days of receipt of the District’s notice. The notice given to the LSM must contain a copy 
of this policy and clear specifications that written notice is required within ten (10) calendar days. 
If the recall notice is issued within fifteen (15) calendar days of the start of the school year, the 
recalled staff member must accept or reject the position within five (5) calendar days or by the first 
day of school, whichever is shorter. 

 
Any LSM who does not accept a proper notice of recall for a full-time (1.0 FTE) position will be 
removed from the recall list. 

 
Temporary or part-time positions will be first offered to LSMs with recall rights in the same order 
as for full-time or permanent positions. Refusal of a temporary or part-time position will constitute 
a resignation and removal from the recall list if, and only if, the temporary or part-time position 
for which the staff member is being recalled is equal to or greater than the FTE held by that staff 
member at the time of RIF. A staff member offered a temporary or part-time position that is less 
than the FTE held at the time of RIF may elect to be passed over for the position, in which case 
the staff member retains the same position on the recall list, and the District will offer the available 
position to the next most senior qualified LSM. The staff member on the recall list who elects to 
be passed over for part-time or temporary positions (of lesser FTE than they held at time of RIF) 
does so by giving written notice to the Human Resources Department within ten (10) calendar 
days of receiving a notice of recall. If the recall notice is issued within fifteen (15) calendar days 
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of the start of the school year, the recalled staff member must accept the position or elect to be 
passed over within five (5) calendar days or by the first day of school, whichever is shorter. 

 
Tenured LSMs who have been RIFed shall, upon application and at their option, be granted priority 
status in serving as a substitute teacher for the District. Those RIFed tenured LSMs with the 
greatest seniority will receive priority over those with lesser district seniority except in long-term 
substituting assignments where the RIFed staff member may not be properly licensed and 
endorsed. Substitute teaching or refusing to substitute teach will not affect recall rights of the LSM. 

 
If an LSM who was RIFed from group 3 or 4 obtains additional licensure and endorsements during 
the applicable recall period, then, for the purpose of recall to future vacancies, that staff member 
shall be placed on the recall list for any positions that the staff member is now qualified for. 
However, the RIFed staff member would not be able to use the newly obtained 
certification/qualifications to bump a currently employed LSM. 

 
The LSM shall have the responsibility of keeping the District informed of any additional licensure 
and endorsements. Such additional licensure and endorsements shall not be added to the District 
Seniority List until verification has been shared with the District by the LSM. 
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ARTICLE VII - WORKING CONDITIONS 

A. School Year 

LSMs will work according to the school calendar recommended by the Calendar Committee (See 
Article XVIII, Section A) and adopted by the Board.  

B. LSM Workload and Work Day 

The Board recognizes the professionalism and commitment of LSMs in educating our students. 
All full-time LSMs will be on-duty, in the building, for seven (7) periods out of the eight (8) period 
day (or for an equivalent amount of time for non-classroom LSMs). With the current schedules at 
Deerfield and Highland Park, that equates to twenty-eight (28) on-duty periods out of thirty-two 
(32) total periods per typical week. 
 
LSMs are considered “on-duty” when instructing classes, planning for instruction, meeting with 
students, collaborating with colleagues, attending IEP meetings, calling parents, conducting any 
business or work associated with their assigned responsibilities, or performing an assigned 
supervisory assignment.  
 
LSMs will complete supervision duties not to exceed any of the following: two (2) supervision 
periods per week, no more than one (1) daily, and a maximum of 97 minutes in total. 
 
All LSMs will have one duty-free lunch.  
 
Department chairs will consider LSM requests for the first and/or last period of unscheduled time, 
in a fair, equitable, and transparent manner, as allowed by the master schedule. 

C. Full-Time Teaching Load 

The workload for a full-time teacher consists of: 
● Five (5) instructional periods (consisting of five 0.2 FTE courses or four 0.25 courses plus 

the associated lab work time) 
● Two (2) professional duty periods (planning for instruction, meeting with students, 

attending IEP and other meetings, meetings with supervisors/department chairs, or 
performing an assigned supervisory assignment) 

● One (1) independent work period  
● One (1) homeroom 
● One (1) duty-free lunch 

 
LSMs who have the following assignments will be exempt from the supervision requirement: 

● LSMs assigned to teach an overage or AP science 
● LSMs assigned to teach special education  
● LSMs with four (4) different course preparations  
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● LSMs participating in the mentoring program. Mentees and mentors will be exempt from 
supervisory assignments in year one of the mentoring program; in year two, only mentors 
will be exempt. 

● Non-classroom LSMs as specified in Article XII: Leadership Stipends and Non-Classroom 
LSMs. 

● DEA President and Vice President 
 
The DEA and the Building Administration may agree upon additional release from supervisory 
assignments on a temporary basis when special projects or other circumstances arise. 
 
In the case an LSM’s FTE is less than 1.0, as a result of being assigned one or more 0.25 FTE 
courses, they will be considered to be 1.0 by being assigned additional duties as determined by the 
Building Principal and Department Chair in consultation with the LSM. 
 
Licensed staff members may be assigned to an early bird schedule. In making such assignments, 
the administration will consider teacher qualifications, overall caseload/class assignment, and 
teacher preference. Licensed staff members assigned to an early bird schedule will be given 
notification of the assignment no later than one week prior to the end of the previous school year. 
Early bird teachers will not be assigned to teach the period that most frequently falls at the end of 
the day, unless so requested by the teacher. 

D. Class Size  

Sectioning:  
The divisors set forth below will be used for initial sectioning purposes.  

 
● Standard, Honors and AP classes = 25 
● Any class that has been de-surveyed within the last four (4) years = 20  
● Interdisciplinary classes = 50 (25 per course) 
● Physical Education classes = 35 (including PE leaders) 
● Specialty PE classes (e.g., yoga, outdoor education, health) = 25 
● Traffic Safety = 6 per car available at the individual school per semester 
● Science Laboratory classes = 24  
● Computer Science and Fine/Applied Arts classes = limited to a maximum room 

space or number of supplies 
● EL (English Language Learners) will be sectioned according to 23 Ill. Adm Code 

228.30. 
● Band, Orchestra, and Chorale, Theater = according to the activity 

 
1. Day Ten of Student Attendance / Class Overages: 

The roster for each class cannot exceed the divisor plus one (1) student (for example 25+1 
in a standard class) on the tenth (10th) day of student attendance.  
 
Students moved into the course after the tenth (10th) day of student attendance cannot 
exceed the initial sectioning divisor plus three (3) students (for example 25+3 in a standard 
class). 

 



26 
3249123.1 

Where a class size exceeds the maximum for more than ten (10) school days per semester, 
LSMs will be compensated an extra $1000 per class, per semester. No LSM will be 
assigned more than two (2) classes that are above the maximum class size. 

 
2. Additional Requirements:  

Where safety, number of workstations, or physical size of the classroom is at issue, the 
number of students per class will be limited in accordance with these considerations.  

 
When a new class is created, the divisor shall be set at the level which reflects the intended 
purpose of the instruction and the needs of the students being taught. 

E. Full-Time Non-Classroom LSM Student Assignments 

1. School Counseling: 
The total number of students assigned to school counselors will be consistent with 
recommendations set forth by the American School Counselor Association, which is 250 
students. Should the number of students assigned to a counselor exceed the 
recommendation by more than 10%, the counselor may set a meeting with the Department 
Chair to review whether additional support will be needed.  

 
2. Post-Secondary Counseling: 

The total number of seniors assigned to a post-secondary counselor will be consistent with 
recommendations set forth by the American School Counselor Association, which is 250 
students. Should the number of seniors assigned to a post-secondary counselor exceed the 
recommendation by more than 10%, the post-secondary counselor may set a meeting with 
the Department Chair to review whether additional support will be needed. 

F. Homeroom 

LSMs shall be provided a script for implementation of any lessons beyond surveys and 
announcements, and will not be required to create curriculum.  

G. Preparations 

A preparation shall be defined as any portion of a teaching assignment that requires planning 
(course, level, etc.). Homeroom is not considered a preparation. Where it is necessary to assign 
more than three (3) preparations to an LSM, such assignments shall be reasonable and equitable 
and in the best interests of the students' and teachers' needs.  

H. Co-teaching and Interdisciplinary Teaching 

For LSMs assigned to a co-teaching or interdisciplinary teaching, the District shall make every 
effort to:  

● provide teachers engaged in co-teaching and interdisciplinary teaching a common planning 
time of at least two (2) periods per week. 

● consider co-teacher and interdisciplinary partner requests based on departmental need and 
identified staff.  
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I. Summer Work 

1. Curriculum Planning and Review  
The DEA and the Board recognize that summer work may be necessary to plan curriculum 
and provide for quality programming. LSMs may present proposals for summer curriculum 
work to their Department Chair for approval. The proposal will include the number of hours 
expected to complete the work, as well as a description of the final product to be created 
by the working group. Such proposals must be approved in writing by the Department 
Chair and Building Principal prior to starting the work, and the final product will be 
presented to the Department Chair. Curriculum planning and review work may also be 
designated by the Department Chair. All summer work to plan and review curriculum will 
be paid at the curriculum rate established in Article XIII, Section E, Extra Duty 
Compensation, of this Agreement.   

 
2. Summer Case Study Evaluations / IEP and 504 Meetings under IDEA and 504 

In accordance with applicable state/federal law, the District may be required to complete a 
case study evaluation of a student under the Individuals with Disabilities Education Act or 
Section 504 of the Rehabilitation Act of 1973 during the summer months. Summer 
evaluations will be paid at a per diem hourly rate and will be assigned on a voluntary and 
rotating basis. If there are no volunteers, the District may use outside contractors to 
complete such evaluations.  

J. Overage (Sixth Assignments) 

The Administration may ask an LSM to work an overage in situations where it is difficult to hire 
a qualified part-time or full-time LSM to take the assignment. Overages will be compensated with 
additional salary based on the length of the assignment, as a percentage of the individual LSM’s 
per diem rate based on their salary grid placement.  

K. Open House and Graduation 

1. Open House 
Early in the first semester, LSMs shall be required to attend a two-hour and thirty minute 
Open House under the following parameters:  

 
● LSMs are free to leave the building before Open House.  
● The following school day there shall be a late arrival day for students and LSMs. 

 
2. Graduation 

All LSMs will attend graduation. Should an LSM have a legitimate conflict with the 
ceremony date and time, they may be excused from this duty by their building Principal. 

 
● LSMs are free to leave the building before graduation.  
● The following school day there shall be a late arrival day for students and LSMs. 
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L. Learning Management System, Student Information System, and Grading 

Grades are to be entered directly into the Learning Management System (LMS) or Student 
Information System (SIS) selected by the District. The LSM is responsible for syncing of grades 
from one system to another if they choose to use both systems. Grades shall be updated every two 
(2) weeks. Semester grading deadlines will be determined by each building's administrative team 
and shared with teachers well in advance of summative assessment week. There will be adequate 
time provided at the beginning of each semester to ensure that gradebooks and syncing are 
configured correctly.  
 
No grade shall be changed without notifying the teacher of the nature and reason(s) for the change. 
The person who makes the change shall initial the change and shall become responsible thereupon 
for the revised grade or evaluation. 
 
LSMs shall post their current schedule, course syllabi, and course rules and procedures on their 
classroom LMS pages. Teachers will not be required to create or maintain any additional website 
or online class page.  

M. Internal Substitute Teaching  

The Administration will continue to make every effort to secure a substitute teacher for all full-
day and long-term absences, multiple-period meetings, and professional development training 
involving large numbers of staff. The purpose of the internal substitution program is to fill 
unexpected substitute needs that occur throughout the school day and those needs that require less 
than a full day of service. 
 
Internal substitute teaching will be voluntary. All LSMs interested in serving as an internal 
substitute will notify the administration of their intent on an annual basis. Building Principals have 
the discretion to determine who will be assigned to internal subbing.  
 
Due to the unique school code and work requirements of nurses, the District will make all efforts 
to bring in substitute nurses, so that internal substitute teaching is voluntary for District 113 nurses.  

N. Letters of Recommendation 

Licensed staff members may have a conversation with their supervisor to determine reasonable 
release time to write letters on behalf of their students and may be approved by their supervisor 
for a half or full-day of professional leave.  

O. New LSM Orientation 

The Board may require new LSMs to attend and participate in new LSM orientation shortly before 
the beginning of the school year. Such orientation will consist of up to two (2) weekdays preceding 
the day on which the returning faculty report. New LSMs shall be paid a stipend of $250 per day 
of orientation attended, and shall be paid on or before the last day of August. 
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ARTICLE VIII - SPECIAL EDUCATION 

A. Special Education - Teaching Assignments 

Special Education teaching assignments shall be made after considering the LSM’s preparation, 
preference, experience, current co-teacher(s), as well as the assignments being offered. The duties 
of an LSM assigned to the roles of case manager, learning strategies teacher, or co-teacher will be 
set forth in the job descriptions for each role.  
 
LSMs will only be assigned case management duties for students who are placed in their Learning 
Strategies or Learning Methods class(es). An LSM may be assigned as a case manager for a student 
in their co-taught class that is not in the LSM’s Learning Strategies or Learning Methods class. 
This will occur if the student is not scheduled for any Learning Strategies or Learning Methods 
class. Special Education Teachers will fulfill case management responsibilities exclusively for 
students on their caseloads. 

B. Special Education - Optimal Class Sizes and Caseloads 

Special Education class sizes and caseloads will be evaluated in accordance with the District’s 
workload plan, and will not exceed the limitations set forth in 23 Ill. Admin. Code 226.730; 
however, starting with the 2024-2025 school year, the District will identify optimal class 
sizes/caseloads boundaries as set forth below for special education classes:  
 

● Learning Methods Only: 14 students per class 
● Combined Learning Methods + Learning Strategies: 12 students per class 
● Learning Strategies: 10 students per class 
● Self-Contained: 8 students per class 
● Regular education class co-taught with a Special Education teacher: 8 students with IEPs 

per class 
 
LSMs assigned as related service providers will have a caseload limited by the number of 
instructional minutes available for providing services. An LSM related service provider will be 
assigned instructional minutes (including individual, group, and consult minutes) which do not 
exceed the number of instructional minutes taught within a 1.0 FTE classroom LSM. Licensed 
staff members assigned as related service providers who have concerns about their caseload 
assignment may follow the process set forth in Section D, Special Education Workload Plan 
Committee, below.  
 
Team Leads will be assigned to teaching duties for two (2) periods only. The team lead’s caseload 
will not exceed eight (8) students, not including bridging students who may be assigned.  

C. IEP Meetings, Paperwork, and Summer Evaluations 

All LSMs may be required to attend IEP meetings for students assigned to their classes. Every 
effort will be made to schedule IEP meetings outside an LSM’s duty-free lunch period. If 
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unavoidable, LSM’s will be compensated at the internal substitute rate for IEP meetings scheduled 
during their duty-free lunch period. 
 
Release time for legal paperwork will be considered in the formation of the special education 
workload plan. LSMs who believe their paperwork responsibilities exceed what is designated by 
the workload plan may either request additional release time from their department chair or access 
the process set forth in  Section D, Special Education Workload Plan Committee, below. Summer 
evaluations will be paid at a per diem hourly rate and assigned on a voluntary and rotating basis; 
the District reserves the right to use an outside provider where LSMs are not available to conduct 
a summer case study evaluation.  

D. Special Education Workload Plan Committee 

1. Special Education Teacher and Related Service Workload Committee 
There will be an annual Workload Committee meeting to review all areas under 23 Illinois 
Administrative Code 226.735. The Workload Committee will consist of six (6) 
administrators, six (6) special education DEA members, and one (1) DEA executive board 
member serving in an advisory role.  
 
The committee will work to reach consensus on the workload recommendations. The first 
meeting will be set no later than October 15th of the year preceding the implementation of 
the workload plan. Additional meetings will be scheduled as needed. The recommended 
Special Education Workload Plan will be provided to the Superintendent by January 15th.  

 
2. Process for Addressing Workload Concerns 

If a special education LSM has an assignment that exceeds the optimal class sizes set forth 
above, or other factors of the special education LSM’s assignment create an unmanageable 
workload, the LSM may address their assignment through the following process:  

a. The LSM will schedule a meeting with their Department Chair to present data 
including class size assignment, caseload, required service minutes, collaboration 
time, required documentation and recordkeeping, and other factors that support the 
workload concern. 

b. The Department Chair will review the concern and develop a written document 
setting forth options and strategies to address the LSMs workload concern. This 
document will be provided to the LSM within three (3) school days of the meeting. 
The Building Administrator responsible for Special Education will be copied on 
this document. If the Department Chair determines that the present assignment is 
in the best interest of the students and there is no reasonable adjustment that can be 
made to remedy the workload concern, the LSM will receive a $1000 stipend per 
semester. 

c. A follow-up meeting will take place no later than ten (10) school days from the 
initial discussion, to determine if the strategies were effective. If the LSM does not 
believe their situation has been resolved, the LSM may appeal to the Assistant 
Superintendent of Student Services. 

d. The Assistant Superintendent of Student Services will issue a determination to the 
LSM within five (5) school days.  
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e. If the LSM is not satisfied with the determination of the Assistant Superintendent 
of Student Services, they may grieve the determination up to Step 3 of the 
Grievance Procedure, as set forth in Article XVI, Section D, Procedures for 
Adjustment of a Grievance. 
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ARTICLE IX - PART-TIME LICENSED STAFF MEMBERS 

A. Part-Time LSM Workload 

 
1. Homeroom - LSMs with less than 0.6 FTE shall not be assigned a homeroom unless 

teacher-student ratio requires assignment of part-time staff to such roles; the District will 
fill such roles with volunteer part-time LSMs prior to making assignments. Part-time LSMs 
who request a homeroom will be considered for a homeroom assignment.  

 
2. Collaboration / Building Meetings - As part-time LSMs are integral to the success of the 

District’s instructional program, they will be required to attend course team /department / 
staff collaboration meetings proportional to the LSM’s part-time teaching load. This 
assignment will be determined after discussion with their supervisor. Part-time LSMs will 
be responsible for reviewing minutes of course team meetings, keeping abreast of course 
team work, and implementing decisions or other initiatives as determined by the course 
team and department.  

 
3. Institute / Inservice Days and Required Trainings - Part-time LSMs will be required to 

attend all institute/inservice days and complete online trainings required by Illinois law. 
 

4. Supervision - LSMs who have an assignment of 0.5 FTE or more will complete a 
supervision (totaling of a maximum of 97 minutes per week) for one semester only. Part-
time LSMs who work less than 0.5 FTE may volunteer for a supervision assignment. 

 
5. Special Schedules - It is the intention of the Parties to limit the number of school days with 

special schedules. However, special schedules will be in place to accommodate 
SAT/PSAT, pep rallies and all-school assemblies, Focus on the Arts, Open House, 
Graduation, and final exams. If an event arises that requires a special schedule but is not 
listed herein, the Principal will meet with the DEA building leadership to determine the 
schedule to accommodate the event.  
 
Should a special schedule be required with less than two (2) weeks’ notice to part-time 
LSMs, the part-time LSM will have the option of taking a personal day, which cannot be 
denied. If working pursuant to a special schedule requires an LSM to exceed their assigned 
FTE for each semester, the District will compensate for the additional FTE at their per diem 
rate, using the increments set forth in Article X, Section A, Sick Leave.  

B. Salary and Benefits 

Part-time employees’ salaries will be prorated according to their assigned percentage of full-time 
employment. Advancement on the salary schedule will proceed according to the fraction of the 
teaching assignment. Thus, a part-time assignment does not advance the faculty member on the 
salary schedule until successive part-time assignments equal the equivalent of a full-time 
assignment (i.e. 10/10ths). Placement on the salary schedule will be determined at the start of each 
school year and will remain in effect for that school year.  
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Employees who have a part-time assignment of 0.5 FTE or more will receive the same benefits as 
full-time LSMs.  

C. Leaves 

Part-time LSMs will be granted leaves in accordance with the provisions of Article X, Leaves of 
Absence.  
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ARTICLE X - LEAVES OF ABSENCE 

A. Sick Leave 

1. Full-Time, Full School Year LSMs 
The normal allotment of sick leave days for LSMs who are employed full-time for the full 
school year is as follows: 

a. Upon hire, thirty (30) days for the first full school year of full-time employment in 
the District. 

b. 150 days at the start of the second consecutive full school year of full-time 
employment in the District; however, if the LSM has already completed one full 
school year of full-time employment in the District before the start of the 2023-
2024 school year, 150 days at the start of the 2023-2024 school year. 

c. 15 days at the start of each school year after the school year in which the LSM 
receives 150 days. 

d. Unused personal leave days converted to sick leave in accordance with Section D, 
Personal Leave, below, in this Agreement. 

  
2. Part-Time LSMs 

The normal allotment of sick leave days for part-time LSMs (employed for less than 1.0 
full-time equivalency (“FTE”)) who work a full school year is as follows: 

a. 30 days for the first full school year of employment. 
b. 15 days at the start of each full school year after the school year in which the LSM 

receives 30 days. 
c. Unused personal leave days converted to sick leave in accordance with Section D, 

Personal Leave, below, in this Agreement. 
  

3. Proration of the Normal Allotment  
For full‑time and part-time LSMs who begin work after the start of the school year or who 
are contracted to work only for a portion of the school year, the normal allotment of thirty 
(30) sick days, provided for in Sections 1 and 2 above, shall be prorated days after the start 
date to the completion of the school year or, if applicable, the contract end date. 

  
4. Accrual, Accumulation and Use 

a. The sequence of benefits, provided for in Sections 1 and 2 above, will not start until 
the first full school year of employment. 

b. All sick leave days accrue in full, and are immediately available for use, as of the 
start of the applicable school year, or, if later, as of the work start date. 

c. All sick leave days accumulate without limit. 
d. All sick leave days are subject to reduction to the extent the Illinois Teachers’ 

Retirement System’s three-part test is applicable in the school year for which the 
days are granted. 

e. Sick leave may be taken in whole-day, half-day (3.5 hours, 8:00–11:30 or 
11:30‑3:00) or one-quarter day (less than 2 hours) increments. 

f. Sick leave may be used for the reasons set forth in the sick leave provisions of the 
Illinois School Code.  
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All sick days outside the normal allotment may be subject to reduction to the extent the Illinois 
Teachers’ Retirement System’s three-part test is applicable in the school year for which the days 
are granted. 

B. Temporary Illness or Temporary Incapacity - Tenured Teachers 

Board Policy 5-180: A temporary illness or temporary incapacity is an illness or other capacity of 
ill-being that renders an employee physically or mentally unable to perform assigned duties. 
During such a period, the employee must use accumulated sick leave benefits and any leave 
benefits available under the Family and Medical Leave Act (FMLA). However, income received 
from other sources (worker’s compensation, District-paid insurance programs, etc.) will be 
deducted from the District’s compensation liability to the employee. The Board’s intent is that in 
no case will the employee, who is temporarily disabled, receive more than 100 percent of his or 
her gross salary. Those insurance plans privately purchased by the employee and to which the 
District does not contribute, are not applicable to this policy.  
 
Any employee who is absent because of illness, disability, or incapacity, shall be deemed 
temporarily disabled for up to 90 consecutive work days, 90 out of 180 work days from the same 
illness or incapacity, as calculated from the employee’s first day of absence, and will be granted a 
leave of absence for the period of temporary disability. This temporary disability leave time shall 
run concurrently with the employee’s use of any accumulated sick days and FMLA time, if 
eligible.  
 
If illness, incapacity, or any other condition causes an employee to be absent, after exhaustion of 
all available leave, for more than 90 consecutive work days, 90 out of 180 work days from the 
same illness, such absence may be considered a permanent disability and the Board may act to 
terminate the employee subject to state and federal law, including the Americans with Disabilities 
Act. Time periods under this policy are computed at the start of each new school year. However, 
if an employee remains ill or incapacitated at the start of a new school year from the same or a 
related condition that caused the employee to be absent the previous school year, then the time 
period will not be computed anew but will be continued from the previous school year. The Board, 
in its sole discretion, may grant an employee whose temporary disability period has expired an 
extended leave of absence. The Superintendent may recommend this paragraph’s use when 
circumstances strongly suggest that the employee returned to work intermittently in order to avoid 
this paragraph’s application. This paragraph shall not be considered a limitation on the Board’s 
authority to take any action concerning an employee that is authorized by state and federal law.  
 
Any employee may be required to have an examination, at the District’s expense, by a physician 
who is licensed in Illinois to practice medicine and surgery in all its branches, a licensed advanced 
practice registered nurse, or a licensed physician assistant if the examination is job-related and 
consistent with business necessity.  
 
LEGAL REF.: 42 U.S.C. §12101 et seq., Americans with Disabilities Act 
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C. Religious Leave 

LSMs will be granted up to two (2) days of paid leave for observance of a religious holiday, upon 
approval from their Building Principal. These days shall not accumulate from year to year, and 
will not be converted to sick or other leave days. LSM’s who wish to take additional leave for 
religious observances may utilize their personal leave days for this purpose. The restrictions 
applicable to use of personal leave shall not apply to leaves for religious observance.  

D. Personal Leave 

All LSMs shall receive three (3) personal days. If an LSM coaches a District 113 sport or sponsors 
a District 113 activity, they shall receive a fourth personal day. If three (3) consecutive personal 
days are requested or if any personal days precede or follow holiday or break periods, then prior 
approval from the Principal is required. In the event that the Principal denies the approval, the 
LSM may appeal the decision to the Chief Human Resources Officer. LSMs may not take four (4) 
consecutive personal days. Personal days must be used during the work year in which they were 
received and any days unused by the end of the work year shall convert into accumulated sick 
leave. Personal leave must be approved in advance by the Department Chair. Personal leave days 
may be taken in whole day, half day, or quarter day increments, which shall be defined as set forth 
in Article X, Section A, Sick Leave.  

E. Parental Leave  

 
1. Paid Leave for Birth/Adoption/Foster Care Placement 

LSMs will be granted thirty (30) days of paid leave upon the birth or adoption of a child, 
or placement of a child from foster care. This leave will be granted to the LSM for this 
purpose and will not be deducted from accumulated paid sick leave days, provided that the 
LSM returns to full-time or part-time employment in accordance with the provisions of this 
Agreement. Leave may be used for up to thirty (30) working school days, which may be 
used at any time within the twelve (12) month period following the birth or placement of 
the child. The use of these days will not be diminished because of any intervening period 
of non-working days or because school is not in session (e.g., winter, summer break).  

 
2. Additional Paid Parental Leave for LSMs with at Least One Year of Service  

In addition to the thirty (30) days of paid leave provided for in Paid Leave for 
Birth/Adoption/Foster Care Placement, above, in this Agreement, LSMs who have 
completed one-year of full-time service are eligible for an additional thirty (30) days of 
paid parental leave. Parental leave will not be deducted from accumulated sick leave, 
provided that the LSM returns to full or part-time employment in accordance with the terms 
set forth in this Agreement. Paid parental leave must be taken immediately after the LSM’s 
paid leave under the birth/adoption/foster care provision ends. Leave will be utilized for 
working school days and will not be diminished for holidays and breaks within the school 
year, however, paid parental leave will not exceed beyond the school year in which it 
commences.  
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3. Unpaid Parental Leave - After paid parental leave has been exhausted, full-time LSMs 
who have completed at least one year of probationary service may access an additional 
twelve (12) weeks of unpaid leave in accordance with the Family and Medical Leave Act. 
Such leave will not be diminished for holidays and breaks in the school calendar, and may 
be taken any time within twelve (12) months of the birth/adoption/foster care placement.  
 
After the twelve (12) weeks of unpaid leave set forth above is exhausted, tenured LSMs 
may elect to take additional unpaid leave until the end of the school year during which the 
birth/adoption/foster care placement occurred. 
 
Tenured LSMs may request an additional year of unpaid parental leave, to be taken in the 
school year subsequent to the birth/adoption/foster care placement. Such leave must be 
requested in writing to the Chief Human Resources Officer, or their designee, no later than 
January 15th of the year preceding the leave and will be granted at the discretion of the 
Board based on the staffing needs of the District. LSMs who are granted such leave will 
maintain their place on the District’s seniority list.  
 
LSMs on unpaid leave during the year of the birth/adoption/foster care placement may 
continue to receive health insurance benefits under the District’s plan provided the LSM 
continues payment of the employee contribution to the insurance premium cost. LSMs who 
are granted an additional year of unpaid parental leave may continue benefits under the 
District’s insurance plan provided that they pay the full cost (employee and Board portion) 
of the premium. 
 
LSMs who are granted unpaid leave in the year after the birth/adoption must notify in 
writing the Chief Human Resources Officer, or their designee, of their intent to return to 
full-time or part-time teaching by January 15th of the year in which the leave is taken. 

 
4. Part-Time Status in the Year Following Parental Leave 

Full-time, tenured LSMs who wish to go on part-time status in the year following the 
birth/adoption/foster care placement will be granted such status upon written request to the 
Chief Human Resources Officer, or designee by January 15th in the year preceding the 
planned part-time service. LSMs granted such status will maintain their tenure status.  
 
Tenured LSMs may request an additional year of part-time status. Requests to continue 
part-time status must be submitted in writing to the Chief Human Resources Officer, or 
their designee, no later than January 15th, will be granted at the discretion of the Board 
based on the staffing needs of the District. LSMs who are granted such leave will maintain 
their tenure and accrue seniority. 

F. Grandchild Leave  

Tenured LSMs shall receive up to two (2) days of paid leave for the birth of a grandchild, upon 
notification of the birth/adoption.  
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G. FMLA Leave 

Eligible employees may access unpaid leave in accordance with the Family and Medical Leave 
Act, which entitles eligible employees to twelve (12) weeks of leave in a 12-month period for birth, 
adoption, care for a newly born or placed child, care for a spouse, child or parent with a serious 
health condition, care for the employee’s serious health condition, or qualifying exigency arising 
out of the fact that the employee’s spouse, son, daughter, or parent is a covered military member 
or on “covered active duty”, as defined by the FMLA. Further information regarding leave benefits 
under the FMLA may be accessed in Board Policy 5-185, Family and Medical Leave Act, and on 
the U.S. Department of Labor’s website https://www.dol.gov/agencies/whd/fmla. 

H. Unpaid Leaves of Absence 

1. Full-Time - The Board may, in its discretion and based on the needs and circumstances of 
the District, grant full-time unpaid leaves of absence of up to one (1) year to tenured LSMs 
for the following reasons: 
 

a. Sabbatical Leave, pursuant to Illinois School Code Section 5/24-6.1 and Board 
Policy 5-250.  

b. Extended illness of the LSM or an immediate family member for which other 
applicable leave is exhausted or unavailable. 

 
Tenured LSMs requesting a full-time unpaid leave of absence must submit such requests 
to the Chief Human Resources Officer, or designee, no later than January 15th in the year 
preceding the anticipated leave, with a statement indicating the reason for the leave.  
 
Tenured LSMs who are granted a full-time unpaid leave of absence must provide written 
notice of their intent to return to full-time or part-time service to the Chief Human 
Resources Officer, or designee, by January 15th of the year preceding the return. LSMs 
who return from an approved leave of absence will be placed in a position similar to the 
one formerly occupied, to the greatest extent possible, however, the District may consider 
the LSMs licensure and past teaching experience in making such assignments.  
 
Tenured LSMs returning to service will be placed on the same step of the salary schedule 
they were on prior to the leave of absence.  
 

2. Part-Time - The Board may, in its discretion, grant up to one year of part-time status to a 
tenured LSM, for personal reasons outside of the part-time parental leave granted above.  
 
Tenured LSMs requesting part-time status must submit such requests to the Chief Human 
Resources Officer, or designee, no later than January 15th in the year preceding the 
anticipated part-time employment, with a statement indicating the reason for the leave and 
the requested part-time assignment based on full-time equivalency (e.g., 0.8 FTE).  
 
LSMs who are granted part-time status must provide written notice of their intent to return 
to full-time service to the Chief Human Resources Officer, or designee, by January 15th of 
the year preceding the return to full-time service.  
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LSMs on part-time status who work 0.5 FTE or more will be provided access to health 
insurance and other benefits available to full-time LSMs. 
 
LSMs using part-time leave of absence will be moved on the salary schedule in the same 
manner as LSMs completing a full year of service, and will accrue seniority based on their 
actual service.  

I. Procedures for LSMs Granted Part-Time Status  

Pursuant to Board Policy 5-250, these procedures provide guidance for full-time tenured LSMs 
who request part-time employment but anticipate returning to full-time status at some future point. 
 

1. All leaves are at the recommendation of the Superintendent or designee with ratification 
by the Board. The District retains the right to approve or deny applications for part-time 
leaves based on the best interests of the District. 

 
2. Part-time leaves may be granted for professional advancement, research, study, travel, 

extended illness, or for other reasons as approved by the Board. 
 

3. Licensed staff members may request up to two consecutive, one-year, part-time leaves of 
absence and return to a full-time position without losing their tenure status. A request for 
such a leave must be made by January 15th in the year preceding the anticipated leave of 
absence. The Board will notify LSMs of its decision by April 30th. 

 
4. A part-time leave may be extended beyond two years without the staff member losing 

tenured status. An LSM applies for this extension by January 15th in the year preceding the 
anticipated leave of absence. The Board will notify the LSM of its decision by April 30th. 

a. If a part-time leave extension is not granted to an LSM, the staff member may either 
a) choose to return to a full-time position or b) voluntarily resign from employment 
with the District, thus terminating the employment relationship, and then 
subsequently reapply for a non-tenured part-time position. 

b. If the non-tenured part-time LSM returns to a full-time position at a later date, the 
LSM will begin the LSM’s full-time position as a first-year non-tenured LSM and 
will be subject to the terms and conditions of employment accordingly. 

 
5. Licensed staff members who have been granted part-time leave extensions and who have 

remained part-time beyond two years with a leave extension may request a return to a full-
time position by January 15th in the year preceding the anticipated return to a full-time 
position. Staff members may only return to full-time status when a full-time position is 
available. The part-time tenured staff member retains tenured status until such a full-time 
position becomes available. 

 
6. When requesting part-time leaves, LSMs may request a specific amount of Full-time 

Equivalency (FTE) to constitute a leave, but there is no guarantee that a specific FTE 
request will be granted. The Board reserves the right to make final decisions regarding 
allocation of part-time FTE. Requests for leaves must be submitted in writing no later than 
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January 15th. No changes in the submitted request will be allowed, nor can the leave 
requests be withdrawn after the January deadline unless approved by the Superintendent or 
designee. 

 
7. Part-time LSMs who continue to work at least 0.5 FTE will receive full insurance and other 

benefits. 
 

8. In cases where LSMs wish to return to full-time work prior to the expiration of their leave, 
upon their written request, the leave of absence may be terminated by the Board at its 
discretion. 

 
9. Licensed staff members returning from a part-time leave (one or two years): 

a. Will provide written notice of their intent to return to full-time work no later than 
January 15th. 

b. Will be placed in a position substantially equivalent to that formerly occupied, to 
the greatest extent possible. 

c. Will be given the appropriate base salary predicated on the partial step movement 
that occurs during the part-time leave. The partial step movement is based on the 
amount of FTE the LSM is assigned when on part-time leave (0.5 FTE moves 1⁄2 
step per year). Lane placement is determined based on degree status upon return to 
full-time work. 

 
i. Example: In year 1, an employee is at step 5 and works 1.0 FTE. In year 2, the 

employee moves to step 6, but begins a part-time leave and works at 0.6 FTE, 
receiving a prorated amount of step 6 based upon the employee’s 0.6 FTE. In year 
3, the employee moves to step 6.6 and continues the part-time leave at 0.6 FTE, 
receiving a prorated amount of step 6.6 based upon the employee’s 0.6 FTE. In 
year 4, the employee moves to step 7.2 and resumes employment in a 1.0 FTE 
position, receiving 100% of step 7.2. 

 
10. After returning to full-time status for one full academic year, the LSM may again apply for 

part-time leave.  
 

11. There is no limit to the number of times an LSM can apply for part-time leave. 
 

12. Licensed staff members on leave of absence may continue to earn professional 
development credit in accordance with Article XI, Section C, PARC Funds. 

 
13. The Superintendent, when it is deemed suitable, may request the Board to grant exceptions 

to the above conditions of this policy based upon special or exigent circumstances. 

J. Catastrophic Leave 

In the case of a catastrophic event in the life of an LSM that causes the LSM to be absent from 
work and does not otherwise qualify the LSM for any sort of paid leave (including personal leave), 
such as significant destruction of property (defined as making said property uninhabitable) due to 
natural disaster (tornado, fire, flood, etc.). Upon approval by the Board and the Association, 
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absences for catastrophic leave are authorized without loss of pay up to fifteen (15) days. The LSM 
may also opt to convert up to fifteen (15) additional sick days to personal days to tend to the 
catastrophic event. 

K. Bereavement 

LSMs may access up to five (5) days of paid bereavement leave, which will not be deducted from 
accumulated sick leave, for the death of a parent, spouse, partner, sibling, child, grandparent, 
grandchild, parents-in law, sisters-in-law, brothers-in-law, children-in law, aunts, uncles, and legal 
guardians. Extensions may be granted by the Chief Human Resources Officer in cases of special 
need. Such days will expire at the end of each school year and will not accumulate. 
 
An LSM can use up to two (2) bereavement days per school year for bereavement leave for 
someone other than the immediate family, as referenced above, with approval by the supervisor. 
Any requests beyond must be approved by the Chief Human Resources Officer. LSMs can also 
use a bereavement day to attend a current student's funeral. Such days will expire at the end of 
each school year and will not accumulate. 

L. Jury Duty 

LSMs will be provided paid leave days when summoned to serve on a jury.  
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ARTICLE XI - SALARY AND BENEFITS 

A. Salary 

1. Salary Schedule 
The Salary Schedules shall be as set forth in Appendices A - C of this Agreement. Each 
year of this Agreement will include an increase to the schedule as set forth immediately 
below. The “raise to the base” shall be applied to steps 1 to 24. Steps 25 through 28 will be 
increased pursuant to Part d, Longevity Pay, below. 

 
2023-2024 2024-2025 2025-2026 

4.34% raise to base 3.9% raise to base 2023 CPI*  
(3% floor, 5% ceiling) 

 
*CPI defined as December 2023 CPI% (This is December-to-December % change in the national 
Consumer Price Index (CPI) for all items and all urban consumers published by the United States 
Bureau of Labor Statistics in January of each year). 

 
2. Salary Payments  

LSMs will be paid their total salary over twelve (12) equal monthly payments starting mid-
September. 

 
3. Salary Schedule Placement 

 
a. New Hires 

Salary schedule years of experience credit for LSMs hired during the term of this 
Agreement will be limited to twelve (12) years (i.e. new teachers will begin no 
higher than Step 12). Exceptions may be made, but only based on need and with 
the approval of the Superintendent. 

 
b. Adjustments 

Current LSMs hired between July 2011 and June 2019 will have their step 
placement adjusted, pursuant to Addendum A of this agreement. 

 
c. Advancement 

An LSM who has earned the right to move to a higher salary lane by additional 
professional training shall be placed at the higher salary level at the beginning of 
the next contract year. Refer to Section C, PARC Funds below. 
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d. Longevity Pay 
For 2023-24, steps 25 through 28 shall be calculated as follows: 
 

Step 25 will be $1250 more than Step 24 
Step 26 will be $1250 more than Step 25 
Step 27 will be $1250 more than Step 26 
Step 28 will be $1250 more than Step 27 

 
For 2024-25 and 2025-26, steps 25 through 28 shall be calculated as follows: 
 

Step 25 will be $1500 more than Step 24 
Step 26 will be $1500 more than Step 25 
Step 27 will be $1500 more than Step 26 
Step 28 will be $1500 more than Step 27 

B. Additional Compensation / Benefits 

 
1. Medicare Contributions 

The Board pays each LSM’s Medicare premium of 1.45% on the base salary. These are not 
creditable earnings for TRS. 
 

2. PhD Stipend 
Licensed staff members who possess a PhD or equivalent degree shall receive a $1,000 
annual stipend in addition to their base salary. 
 

3. Compensation for an Overage (Sixth Assignments) 
The Administration may ask an LSM to work an overage in situations where it is difficult 
to hire a qualified part-time or full-time LSM to take the assignment. Overages will be 
compensated with additional salary based on the length of the assignment, as a percentage 
of the individual LSM’s per diem rate based on their salary grid placement.  

 
4. Internal Substitutes 

LSMs who substitute for another LSM shall be paid in accordance with the following rates: 
- One period equal to or less than 50 minutes: $60.00 
- One period greater than 50 minutes: $80.00 

 
5. Homebound Tutors 

 The hourly rate for homebound tutors is $54.00 per hour.  
  

6. Summer Workshops 
The hourly rate for summer workshops is $50.00 per hour. 

  
7. LSM License Renewal Fees 

The Board shall pay the cost of LSM license renewals for a 5-year renewal period. 
 

8. Tax-Sheltered Annuity  
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The Board shall maintain current offerings of 403(b) and 457 plans, and add Roth versions 
of each.  
 

9. Benefit for TRS Tier 2 Participants 
Upon the attainment of tenure, the District will match 403(b)/457 contributions for TRS 
Tier 2 LSMs up to $500 for the 2023-2024 school year, and $750 for the 2024-2025 and 
2025-2026 school years. Part-time TRS Tier 2 LSMs are eligible for a prorated match based 
on their FTE. 

C. PARC (Professional Advancement Review Committee) Funds 

1. Purpose and Eligibility 
Funds will be provided to LSMs in order to advance professional learning with the goal of 
increasing student achievement.  

 
To qualify for reimbursement and changes, the following criteria must be met: 
 

a. For college/university credits: 
● Courses must be offered by an accredited college/university; 
● Courses must be at the graduate level;  
● Courses must be in the LSM’s content area or in an area which will enhance 

pedagogical practices; 
● The grade earned in the course must be a “B” or above. 

 
Other courses, including undergraduate courses and graduate level courses outside 
the LSM’s content area, may be approved by the Building Principal or designee, 
with the written request for approval submitted to the principal/designee at least 
fifteen (15) school business days prior to a course’s start date. 

 
b. For other professional development: 

LSMs may also use professional development funds to attend educational 
conferences and workshops. To be eligible for reimbursement, such 
conferences/workshops must advance the professional learning of the LSM as 
related to their assigned job duties and must be approved at least fifteen (15) school 
business days in advance of the conference/workshop by the Building Principal or 
designee, using the workshop/conference approval form.  

 
2. Professional Development Funding 

The Board will help defray an LSM’s professional advancement expenses. Licensed staff 
members are eligible for reimbursement following documented completion of their 
activities. Over the duration of this three-year Agreement, LSMs will receive the following 
reimbursement funds based on their lane placement. There will be no rollover of PARC 
funds from the previous Agreement. 
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BA, BA+15  $5,000 
MA+0/15/30/45 $3,500 
MA+60   $2,750 

 
If an LSM voluntarily leaves the district for other employment within one (1) year of 
receiving tuition reimbursement, they shall pay the district back for that tuition expense. 

 
Additional tuition reimbursement in the amount of $1,500 may be granted, upon approval 
of the Superintendent or designee, for course work expenses in which a separate residence 
or travel outside of the continental United States is necessary to complete the course work.  

 
3. Lane Changes  

Newly hired LSMs will be placed on a lane commensurate with their level of educational 
attainment. A lane change refers to an LSM’s lane adjustment based on accrual of graduate 
and other credits. Lane changes do not have to be completed within a defined time frame. 
 
Additionally, in order to honor a lane or degree change during the current school year, 
evidence of payment and completion for any coursework (e.g. copy of unofficial transcript 
or grade report) or professional development taken must be submitted by September 1st to 
receive lane change credit for the entire school year; LSMs may also submit evidence of 
payment and completion after September 1st but before October 31st in order to receive lane 
change credit for the period of November 15th through the end of the school year. Lane 
changes are granted based on an LSM’s accrual of academic credit or experience credits 
“E-credits” as described below.  
 
For the 2023-2024 school year only, LSMs must submit evidence of lane change credit by 
October 31st.   

 
Experience Credits “E-credits” may include the following: 
 

Activity  Hours Required Evidence required 

Creation/Revision of 
Curricular Content 
(Available for writing course 
curriculum for newly approved 
courses; curriculum 
redevelopment (under DC 
supervision); or College Board 
directed AP revision). 

A minimum of thirty hours. Curriculum documents developed. 
Verification of participation by 
Chair. 
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Participation/attendance at 
District-sponsored Professional 
Development 
Course/Workshop 
District workshops which are 
offered with the same title but 
which include significantly 
different or updated content will 
be credited each time the 
workshop is completed. 

A minimum of thirty hours 
including seat time and 
“logged” time.  

Successful completion of course (and 
log) as determined by the instructor. 

Other Activities 
Publication of a professional 
article, with a maximum of three 
articles counted per lane. 
Extended inquiry project as pre-
approved by Building Principal 
or designee. 
  

A minimum of thirty hours 
per credit. Publications may 
include books, articles, prints, 
musical scores or 
performances, choreography, 
engravings, drawings, and 
computer programs. No 
honorarium may be received. 

Activities to be determined by the 
LSM and Chair. Proposal must be 
approved by the Building Principal 
or designee.  

 
Credits for lane changes will be granted as follows: 

● BA to BA15 – 15 hours of graduate credits toward a masters’ degree. 
● BA 15 to MA – award of masters degree. 
● MA to MA 15, MA15 to MA30, MA 30 to MA 45, and MA 45 to MA 60 – a total 

of 15 hours of credit, with minimum 8 hours of graduate level coursework or other 
coursework pre-approved by Building Principal or designee and the remaining 
balance of either academic credits pre-approved by Building Principal or designee 
or E-credits. 

● MA 60 to Ph.D. or equivalent – award of Ph.D or equivalent. 

D. Summer School  

 Summer School LSM (except Science) 
  

Summer 2024   $3,876/semester course $7,752/full-year course  
Summer 2025  $4,027/semester course $8,054/full-year course 
Summer 2026  (12.47% of 2025-2026 BA, Step 1) 
 

Summer School Science LSM (additional 9.5% for longer day/lab requirements) 
 

Summer 2024  $4,244/semester course $8,488/full-year course  
Summer 2025  $4,410/semester course $8,820/full-year course 
Summer 2026  (12.47% of 2025-2026 BA, Step 1 + 9.5%) 

 
Summer School Dean - $1,000 per week 
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Summer School Nurse - Per Diem hourly rate based on current salary for providing 
nursing services for summer school students. 

E. Creditable Earnings 

The Parties hereby agree that the District and DEA makes no representations regarding the 
creditable earnings status with respect to any compensation received by LSMs pursuant to the 
terms of this Agreement. Any and all determinations regarding creditable earnings, creditable 
service and related TRS issues shall be made by TRS and, where applicable, a court of competent 
jurisdiction. 
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ARTICLE XII - LEADERSHIP STIPENDS AND NON-CLASSROOM LSMs 
 
It is understood that any LSM who meets regularly with administration shall not have the authority 
to make agreements on behalf of DEA unless they have been explicitly authorized by the DEA 
President or their designee to serve as a representative for that purpose. Notice of proposed changes 
to LSM working conditions must follow the notice requirements in Article II, Section I, 
Association’s Right to Information.  

A. Dean of Students 

A Dean is a (10) ten-month employee. A Dean shall receive four (4) personal days a year and a 
stipend of 17.5% of the LSM’s base salary to cover their additional leadership responsibilities. 
Such responsibilities often extend beyond the school day, and include, but are not limited to:  
 

● Seven (7) additional work days, including five (5) days of work prior to the start of the 
school year, and two (2) flex days, to be assigned by the building principal; 

● Supervision of activities outside of regular school hours; 
● Participation in building committees will be limited to committees that concern the 

supervision and discipline of students, or management/supervision of building security 
and/or student well-being and safety. Deans will also participate in building administration 
meetings (BAM/AC) or any subsequent version of these committees. 

 
1. Supervisory Duties: 

a. Deans shall supervise all home varsity football games, all home varsity boys 
basketball games, the homecoming dance, prom, graduation, and the Deerfield boat 
party. In addition, Deans from both high schools will attend DHS vs HPHS varsity 
football and basketball games regardless of where the games are played. Deans may 
be asked to attend up to one additional after school event at the discretion of their 
building principal.  

b. Deans may be assigned to supervise the following on a rotating basis: home and 
away athletic events, concerts, plays, and other events deemed necessary by 
Administration. For away events, Deans will receive mileage reimbursement. 

c. Deans will not be in charge of LSM supervision schedules.  
 

2. Additional Compensation: Additional hours worked beyond the above seven (7) 
additional days shall be paid at their per diem hourly rate.  

B. Director of Instructional Technology 

A Director of Instructional Technology is a (10) ten-month employee. They shall receive a stipend 
of 13% of the LSM’s base salary to cover the scope of their work, which includes teaching one (1) 
year-long course, five (5) days of work prior to the start of the school year, support to onboard new 
staff during orientation, and coordinating the maker space in each building. Participation in 
building committees will be limited to meetings that include a specific agenda item regarding 
instructional technology. 
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C. Nurse 

A Nurse is a (10) ten-month employee and is not required to work additional days before the start 
of the school year.  
 

1. Additional Compensation / Reimbursement: 
a. Summer work, such as review of physicals and other records outside of the hours 

when the summer school nurse is on duty, is paid at the $50 per hour summer 
workshop rate. 

b. Summer IEP/504 evaluations are paid at a per diem hourly rate. 
c. The District will pay 100% for license renewal fees, conferences/workshops 

required for the maintenance of their license to work in the school setting, vision 
and hearing recertification, and CPR recertification. The aforementioned 
recertification workshops or hours may not apply towards A or E credits, or towards 
a lane change. 

D. School Psychologist 

A School Psychologist is a (10) ten-month employee. A School Psychologist will be paid at their 
per diem hourly rate for summer work related to job responsibilities/duties.  
 

1. Supervisory Duties: School Psychologists will be assigned a supervision related to their 
role at the discretion of the principal under the same terms as supervisory assignments 
given to other LSMs. (See Article VI, Working Conditions, Section C). 
 

2. Additional Compensation / Reimbursement: 
a. When a psychologist must stay beyond the hours of the school day to attend to a 

student crisis, the psychologist shall be paid at their per diem hourly rate. 
b. Summer IEP/504 evaluations are paid at a per diem hourly rate. 
c. The District will pay 100% for license renewal fees and conferences/workshops 

required for the maintenance of their license to work in the school setting. The 
aforementioned recertification workshops or hours may not apply towards A or E 
credits, or towards a lane change. 

E. Social Worker 

A Social Worker is a (10) ten-month employee.  
 

1. Supervisory Duties: Social Workers will be assigned a supervision related to their role at 
the discretion of the principal under the same terms as supervisory assignments given to 
other LSMs.  (See Article VI, Working Conditions, Section C). 

 
2. Additional Compensation / Reimbursement: 

a. When a social worker must stay beyond the hours of the school day to attend to a 
student crisis, the social worker shall be paid at their per diem hourly rate. 

b. Social workers will be paid at their per diem hourly rate for summer work related 
to scheduling social work service minutes and/or case assignments. 
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c. Summer IEP/504 evaluations are paid at a per diem hourly rate. 
d. The District will pay 100% for license renewal fees and conference/workshops 

required for the maintenance of their license to work in the school setting. The 
aforementioned recertification workshops or hours may not apply towards A or E 
credits, or towards a lane change. 

F. Speech Pathologist 

A Speech Pathologist is a (10) ten-month employee.  
 

1. Supervisory Duties: Speech Pathologists will be assigned a supervision related to their 
role at the discretion of the principal under the same terms as supervisory assignments 
given to other LSMs.  (See Article VI, Working Conditions, Section C). 
 

2. Additional Compensation / Reimbursement: 
a. Summer evaluations are paid at a per diem hourly rate. 
b. The District will pay 100% for license renewal fees and conference/workshops 

required for the maintenance of their license to work in the school setting. The 
aforementioned recertification workshops or hours may not apply towards A or E 
credits, or towards a lane change. 

G. 504 Coordinator 

A 504 Coordinator is a (10) ten-month employee. The 504 Coordinator shall receive a stipend of 
13% of the LSM’s base salary to cover five (5) additional days at the beginning of the school year 
and their additional responsibilities.  
 

1. Supervisory Duties: A 504 Coordinator will not be assigned a supervision.  
 

2. Additional Compensation / Reimbursement: 
a. Summer 504 evaluations are paid at a per diem hourly rate. 
b. If approved by the building principal or designee, a 504 Coordinator will be paid 

for summer work at a per diem hourly rate. 

H. Special Education Team Lead 

Special Education Team Leads are (10) ten-month employees. The Special Education Team Leads 
shall receive a stipend of 3% of their base salary to cover the additional responsibilities associated 
with leading IEP meetings. 
 

1. Supervisory Duties: The Special Education Team Leads will not be assigned a 
supervision.  

2. Additional Compensation/Reimbursement: 
a. Summer IDEA evaluations are paid at the per diem hourly rate. 
b. If other work is assigned by the building principal or other special education 

supervisor, the Special Education Team Lead will be paid at the per diem hourly 
rate. 
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I. Counselor 

A Counselor shall receive their per diem hourly rate to cover a total of an additional six (6) days 
of work. Additional summer hours will be paid at their per diem hourly rate. 

J. District Outplacement Coordinator 

The District Outplacement Coordinator is a (10) ten-month employee who serves as the District’s 
liaison for students who are placed in separate special education programs/schools. The District 
Outplacement Coordinator shall be placed on the appropriate lane and step as determined by their 
educational attainment and years of experience, and will receive the per diem rate for each day 
worked outside of the established LSM work calendar, as approved by the Assistant 
Superintendent of Student Services or designee.  
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ARTICLE XIII - ATHLETICS, ACTIVITIES, AND EXTRA DUTIES 

A. Athletics and Activities 

The Board sponsors a variety of extracurricular activities for students, including athletics and 
student clubs. Student clubs must be supervised by an LSM or other District employee as approved 
by the Student Activities Director and the School Principal per Board Policy 6-190. In regard to 
athletic coaching positions, members of the bargaining unit will be given priority consideration, 
however, the Athletic Director retains the discretion to recommend outside candidates for such 
positions.  
 
Coaching and activity sponsorship appointments are made on an annual basis by the 
Administration. Coaching and activity sponsorship assignments are not licensed positions and are 
not subject to tenure, position on the sequence of honorable dismissal list, or seniority. Paid 
chaperoning and extra-duty assignments are subject to annual approval by the building principal 
or designee. 
 
Payment of the stipend amount to coaches and sponsors will be prorated to the time worked. For 
example, a coach who works 100% of the athletic season will be paid 100% of the stipend; a coach 
who takes a leave of absence, and only works 75% of the season, will receive 75% of the stipend. 
In the event an LSM takes a leave of absence, it will be up to the Athletic Director and/or the 
Activities Director to determine how the vacant position will be filled and the stipend will be 
allocated or reallocated. 

B. Stipend Review Advisory Committee (SRAC) 

1. A Stipend Review Advisory Committee (SRAC) will be established consisting of an equal 
number of representatives from the DEA and from the Administration. The purpose of the 
committee will be to review existing stipends and advise the Superintendent and Athletic 
and Activities Directors on the number of stipends, the category in which the stipended 
position is placed, discontinuation of existing stipends, and/or addition of new stipends. 
The SRAC will consider length of season, number of contests, and preparation time to 
determine category placement. To determine the number of coaches/activity sponsors 
assigned to a sport/activity, the SRAC will consider the nature of the sport/activity and the 
number of student participants. 
 

2. During the 2023-2024 school year, the SRAC will develop a process for students and 
school staff members to propose additional stipends for activities and athletics, which will 
be posted on the District’s website and available for use by February 1, 2024.  
 
Thereafter, the SRAC shall convene each school year no later than September 30th to 
review and evaluate stipends for all existing activities and sports. The SRAC will 
recommend changes to existing stipends, including category placement, discontinuation, 
and addition of new or additional stipends, to the Superintendent and to DEA leadership 
no later than February 15th. The Superintendent will review the recommendations of the 
SRAC and may amend such recommendations, after consultation with the SRAC, upon 
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determination that the SRAC’s initial recommendation does not align with the criteria set 
forth above. The Superintendent will notify all employees eligible to fill a stipend position 
of any changes in stipends no later than April 15th of the school year prior to the change 
taking place.  

C. Stipends 

Athletic and Activity stipends fall within the categories set forth in Appendices D - F of this 
Agreement.  
 

1. Category Placement: Changes in the category placement of any athletic or activity 
stipend, as well as placement of any new stipends, will be determined by the parameters 
established in Section B, Stipend Review Advisory Committee (SRAC), above. 

 
2. Personal Day: As stated in Article X, Section D, Personal Leave, coaches and activity 

sponsors receive an additional personal day during each year that they coach/sponsor 
(maximum one (1) per person). 

 
3. Playoff Compensation: The paid coaching staff of any athletic team or activity that 

extends their season by advancing beyond the first round of the state/playoff competition 
series will be paid an extra stipend. Coaches and activity sponsors who advance will be 
paid as follows.* 

 
  Head Coach:  $300 per week 
  Assistant Coach(es): $200 per week  
  Activity Sponsor:  $300 per week by which the season is extended 
 
The Athletic Director has the discretion to approve the number of assistant coaches who will 
advance with the head coach.  
 
*Because not all football teams qualify for the state competition, the football coaches will be paid for the 
first round and any subsequent rounds of the state competition. 
 

4. Regulations for Lane Placement: 
a. Newly hired coaches/sponsors shall be placed up to step three (3) on the stipend 

grid for previous non-District 113 experience coaching/sponsoring the same 
activity for which they were hired. This may include coaching experience at a 
professional, collegiate, other high schools, or club level. When hiring a head 
coach, the Athletic Director with approval of the Superintendent, will have the 
discretion to exceed this placement to hire qualified candidates. 
 

b. Any District 113 coach/sponsor who adds and/or transfers coaching assignments to 
another District 113 sport/activity will be granted up to three (3) years of credit for 
prior District 113 coaching/sponsor experience. 

 
i. Example 1: Coach A will be at step 6 as an assistant swimming coach for next 

year. They are offered the head coaching position for water polo for next year. 
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They will receive credit for completing three (3) years prior District 113 coaching 
experience because they changed sports; thus, they will begin as a head coach on 
step 4 next year. 
 

ii. Example 2: Coach B will be at step 3 as a head tennis coach for next year. They 
are offered the head coaching position for softball. This individual will stay at step 
3 because any coach not yet to step 3 will not have to slide back when making a 
change. 
 

iii. Example 3: Sponsor C has been in charge of the Chess Club for 20 years. They 
are at the maximum on the scale. If they decide to take on a new activity next year, 
they will receive credit for completing 3 years’ prior District 113 activity sponsor 
experience because they changed activities; thus, they will begin as an activity 
sponsor on step 4 next year. 

 
iv. Example 4: Sponsor D will be at step 3 as a newspaper sponsor for next year. They 

are offered the sponsor position for model UN. This individual will stay at step 3 
because any sponsor not yet to step 3 will not have to slide back when making a 
change. 

 
c. Full credit for District 113 assistant coaching/sponsoring experience will be granted 

if the LSM becomes head coach of the same sport/activity. 
 

i. Example 1: Coach E will be at step 5 as an assistant baseball coach for next year. 
They are offered the head coaching position for baseball. This person will stay at 
step 5 for next year as a head coach because they remained in the same sport. 

 
ii. Example 2: Sponsor F will be at step 5 as an assistant robotics sponsor for next 

year. They are offered the head sponsor position for robotics. This person will stay 
at step 5 for next year as a head sponsor because they have remained in the same 
activity. 

 
5. Placement of LSMs Returning to Coaching / Sponsorship 

All LSMs who have held a coaching/sponsor position in District 113 during their term of 
employment as an LSM in the District will be placed on the salary grid to reflect total years 
of past service. Upon returning to a coaching/sponsorship position in the same sport or 
activity, an LSM must work with the District to ensure placement is correct before signing 
their contract.  
 

● Example 1: Coach G coached football for 8 years, starting in the 2002-2003 school year, 
and ending with the 2009-2010 school year. Coach G returns to coaching football for the 
2023-2024 school year, and is placed on Step 9. 

 
● Example 2: Sponsor H was an assistant debate coach for 7 years, starting in 2009-2010, 

and ending with the 2015-2016 school year. Sponsor H returns to debate in 2025-26, and 
is placed on Step 8. 
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D. Chaperone Duty Compensation 

For those events that require a chaperone, as determined by the building principals, compensation 
rates will be as set forth below. Chaperone duty spots will first be filled on a volunteer basis, 
including non-LSMs. If spots remain unfilled, LSMs who have not volunteered may be assigned 
up to one (1) chaperone duty (on a rotating basis). This compensation does not apply to a paid 
coach/sponsor already receiving a stipend for the team/activity/event. 
 

Compensation Rates: 
A. School Sponsored Event / Activity     $30  per hour 
B. Overnight Field Trip Supervision*     $225  per night  

*as approved by the Building Principal within the parameters of Board Policy 

E. Extra Duty Compensation 

Category A:         $37  per hour  

Football Chain Gang Crew, Videographers, Timers, Scorers, Announcers, Lab Supervision, 

Chemistry Lab Aide (college degree not required), Stage Manager (non-school events) 

 

Category B:         $32  per hour 

Saturday Detention, Fitness Center Supervisor, Ticket-Takers and Sellers, Crowd Control, 

Street Supervision (permit check, traffic, etc.)  

 

● Curriculum Rate (incl. summer professional development work)  $50  per hour  
● Driver’s Education: Behind the Wheel (outside school hours)  $55  per hour 

Driver’s Education: Behind the Wheel (during school hours)  internal sub rate 
● CPR Certification Trainers       $55  per hour 
● Debate Judge         $75  per round   

$225  per day 
● SEED Facilitator        $2500  per year 
● Mentor Advisor        $500  per year 
● Year 1 and Year 2 Mentor     Base of $1000 + $625 per mentee 
● Athletic Supervisor      0.085 times BA Step 1 per season 
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ARTICLE XIV - FRINGE BENEFITS AND INSURANCE 

A. Insurance Coverage -- Group Coverage 

Life insurance, accidental death and dismemberment insurance, health insurance, and dental 
insurance shall be provided by the Board, pursuant to the following specifications and conditions: 
 

1. All LSMs who are employed on a 0.5 FTE basis or higher are eligible to participate in the 
District’s insurance plans at the contribution rates set forth below. An LSM’s insurance 
coverage shall run from July 1st through June 30th provided the LSM remains employed for 
the full school year. 

 
2. Coverage for new hires will begin the first day they are required to report to work 

(orientation, inservice, and/or teaching, whichever comes first).  

B. Insurance - Health, Dental, Vision 

During open enrollment, or within thirty (30) days of experiencing a qualifying major life change, 
LSMs will be provided PPO/HMO/Dental/Vision options for contribution. Dental PPO/HMO 
percentages will match the Board health insurance contributions in the chart below; vision 
insurance is currently included in District 113 health plans. 
 

 2023-2024 2024-2025 2025-2026 

PPO The Board will pay 100% 
of the single premium for 

eligible LSMs. 
 

The Board will pay 76% 
of the family premium for 

eligible LSMs. 

The Board will pay 95% 
of the single premium for 

eligible LSMs. 
 

The Board will pay 80% 
of the family premium for 

eligible LSMs. 

The Board will pay 90% 
of the single premium for 

eligible LSMs. 
 

The Board will pay 80% 
of the family premium for 

eligible LSMs. 

HMO The Board will pay 100% 
of the single premium for 

eligible LSMs. 
 

The Board will pay 76% 
of the family premium for 

eligible LSMs. 

The Board will pay 100% 
of the single premium for 

eligible LSMs. 
 

The Board will pay 85% 
of the family premium for 

eligible LSMs. 

The Board will pay 100% 
of the single premium for 

eligible LSMs. 
 

The Board will pay 85% 
of the family premium for 

eligible LSMs. 

 
Employees with domestic partners who comply with the Illinois Civil Union Law shall be afforded 
access to family medical and dental benefits at the premium cost splits above. 
 
Beginning with open enrollment for the 2024-25 school year, LSMs who do not elect health 
insurance benefits will receive $2,000 in lieu of insurance payment. This payment will be 
disbursed as a lump sum and will be included in the final paycheck of the fiscal year. 
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C. Term Life Insurance 

LSMs are entitled to life insurance coverage of $125,000 with 100% of the premium paid by the 
Board. LSMs may opt for coverage of $50,000 to avoid taxation starting with the 2024-2025 school 
year.  

D. Accidental Death and Dismemberment Insurance 

The Board provides $125,000 for Accidental Death and Dismemberment to LSMs, which is paid 
at 100% by the Board. 

E. Income Protection / Disability Stipend  

The Board shall provide full individual disability insurance coverage under the District’s Group 
Long Term Disability Plan at no cost to the individual LSM. 

F. Flexible Benefits Plan 

The Board shall maintain a “flexible benefits plan” which meets the requirements of Section 125 
of the Internal Revenue Code. If at any time such Section 125 or its underlying regulations shall 
be amended, the parties shall promptly meet to agree upon an amendment of such plan.  
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ARTICLE XV - RETIREMENT 

A. Voluntary Retirement Incentive Plan 

District 113 offers voluntary retirement incentive plans to eligible LSMs, which includes a 
retirement incentive bonus and post-retirement insurance supplements.  Incentives for eligible 
LSMs are set forth below. 

B. Voluntary Retirement Incentive Plan Eligibility 

 
1. LSMs must be employed at a full-time and/or part-time status for at least the equivalent of 

10 years of 1.0 FTE teaching service (i.e. 20 years of 0.5 FTE is equivalent to 10 years 1.0 
FTE) with District 113, including being employed with District 113 as a full-time or part-
time LSM for the last five (5) consecutive school years prior to retirement.  Summer 
employment in District 113 does not contribute towards an LSM’s years of service.  

 
2. LSMs must submit an irrevocable notice of retirement with a specific retirement date by 

December 31st during the school year in which the LSM desires to begin receiving the 
retirement incentive bonus. The retirement notice cannot be submitted more than 69.5 
months prior to the LSM’s official retirement date with TRS. The final deadline for the 
retirement notice under this Agreement is December 31, 2025 and the final retirement date 
that will be honored under this Agreement is June of 2031. 

 
3. The LSM’s retirement must not cause District 113 to pay any excess salary penalties to 

TRS. 
 

4. LSMs must sign and submit a promissory note stating all retirement benefits will be paid 
back/forfeited if a TRS excess salary penalty occurs. 

 
5. LSMs must be eligible to retire with TRS on the retirement date set forth in the retirement 

notice. 
 

6. LSMs must retire no later than the end of the school year at which the LSM is first eligible 
for a non-discounted TRS annuity. 

C. Retirement Incentive Bonuses 

Eligible LSMs will have a choice of two (2) retirement incentive bonus options under this 
Agreement. An LSM must be eligible to retire under TRS rules and meet current eligibility 
requirements stated above. 
 
An LSM cannot change selection once elected. The District, the Human Resources Department, 
and/or the Business Office will not determine potential retirement benefits under either plan; the 
employee assumes responsibility for the option elected. The District will not be liable for any 
claims by employees alleging they should have chosen one option over the other. 
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1. Retirement Incentive Bonus: Option 1  
This option/benefit is extended to LSMs who meet existing eligibility requirements for the 
term of the Agreement. 
 
Option 1 will not be available upon the expiration of this agreement. 

 
a. Bonus Amount: The amount of the retirement incentive bonus is based on the 

number of equivalent 1.0 FTE years of service as an LSM in District 113. LSMs 
with a partial year of service will receive the corresponding fractional amount 
between steps.  For example, an LSM with 16.5 years of D113 service receives a 
bonus amount at year 16 + 0.5 of the increase between years 16 and 17 on the bonus 
chart below.  

 
b. Payment of Bonus: The Assistant Superintendent of Finance and the Chief Human 

Resources Officer will meet with each eligible LSM to determine a bonus 
distribution plan that will NOT cause the District to pay a TRS excess salary 
penalty. The agreed upon amounts will be paid by June 30th of each school year 
prior to retirement. In the event that there is a portion of the retirement bonus that 
has not been paid by the date of retirement, such portion shall be paid to the LSM 
in a lump sum payment to be made no later than 60 calendar days after the 
employee's official TRS retirement date. 

 
c. Continued Service: Employees must continue to provide substantial services as 

determined by the Chief Human Resources Officer in order to continue eligibility 
to receive the full retirement incentive bonus. Employees who cease to provide 
substantial services (i.e. resign or dismissed) at any time prior to the date provided 
in the irrevocable notice of retirement shall forfeit any remaining unpaid retirement 
incentive bonus. In addition, if the LSM causes the District to pay a TRS excess 
salary penalty, all retirement benefits shall be paid back/forfeited. 

 
d. Repayment: If an LSM is required to repay retirement benefits previously 

received, repayment shall be made by salary withholding to the extent possible, but 
in any event, the LSM must make full repayment within 30 calendar days after the 
date of the LSMs resignation or, if later, after the Board’s receipt of notice of a TRS 
excess salary penalty. If the LSM fails to make payment when due and the Board 
incurs attorney’s fees to collect such repayment, through litigation or other 
collection efforts, the LSM shall reimburse the Board for its reasonable attorney’s 
fees and other costs and expenses of collection. Upon repayment, an amended 
creditable earnings report shall be made by the Board to TRS. 
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Retirement Incentive Bonus: Option 1 
 

 
 

District 113 
Yrs of 
Service 

Bonus 
Amount  

District 113 
Yrs of 
Service 

Bonus 
Amount  

District 113 
Yrs of 
Service 

Bonus 
Amount 

10 $20,000  19 $39,500  28 $65,000 

11 $22,000  20 $42,000  29 $68,500 

12 $24,000  21 $44,500  30 $72,000 

13 $26,000  22 $47,000  31 $75,500 

14 $28,000  23 $50,000  32 $79,000 

15 $30,000  24 $53,000  33 $82,500 

16 $32,000  25 $56,000  34 $86,000 

17 $34,500  26 $59,000  35 $89,500 

18 $37,000  27 $62,000    

 
 

2. Retirement Incentive Bonus: Option 2 
 

a. Bonus Amount: The LSM shall receive four 6% salary increases to their base 
salary in the final four years of employment with the district. 

 
b. Payment of Bonus: The Assistant Superintendent of Finance and the Chief Human 

Resources Officer will meet with each eligible LSM to review the impact of the 6% 
increases. The bonus will be paid by June 30th of each school year prior to 
retirement. 

 
c. Continued Service: Employees must continue to provide substantial services as 

determined by the Chief Human Resources Officer in order to continue eligibility 
to receive the full retirement incentive bonus. In addition, per Section B, Voluntary 
Retirement Incentive Plan Eligibility, above, if the LSM causes the District to pay 
a TRS excess salary penalty, all retirement benefits shall be paid back/forfeited. 

 
d. Repayment: If an LSM is required to repay retirement benefits previously 

received, repayment shall be made by salary withholding to the extent possible, but 
in any event, the LSM must make full repayment within 30 calendar days after the 
date of the LSMs resignation or, if later, after the Board’s receipt of notice of a TRS 
excess salary penalty. If the LSM fails to make payment when due and the Board 
incurs attorney’s fees to collect such repayment, through litigation or other 
collection efforts, the LSM shall reimburse the Board for its reasonable attorney’s 
fees and other costs and expenses of collection. Upon repayment, an amended 
creditable earnings report shall be made by the Board to TRS. 
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D. Post-Retirement Insurance Supplement 

LSMs receive medical and dental supplements based on the plan they elected during the final year 
of service within District 113. LSMs on the family plan during their final year of employment are 
eligible for the family supplement amounts. LSMs on the single plan during their final year of 
employment will be eligible for the single supplement amounts. 
 
LSMs are eligible to receive the medical insurance supplement as long as they are not on a District 
113 medical plan. Should a retired LSM be covered under a spouse’s District 113 medical 
insurance plan, the member will not be eligible to receive the medical insurance supplement during 
that period of coverage. Should the retired LSM switch to a non-District 113 medical insurance 
plan at any time during their eligible period, the retired LSM will receive the full eligible monthly 
amount until the retired LSM turns 65. Likewise, if a retiree is receiving the supplement, but 
switches to a District 113 medical insurance plan as part of a spouse’s coverage, the retiree would 
stop receiving the supplement while on the District 113 medical insurance plan. If, at any point, 
the retiree switched back to a non-District 113 medical insurance plan before turning 65, they 
would again be eligible to receive the monthly medical insurance supplement. 
 

Post-Retirement Insurance Supplement 
 
 

District 113 LSM 
Service Requirement 

10-16 Years 
Accumulated D113 

Service 

17-22 Years 
Accumulated D113 

Service 

23-28 Years 
Accumulated D113 

Service 

29-35 Years 
Accumulated D113 

Service 

Life Insurance  
Post-Retirement Incentive 

- Until age 65 
$50,000 $50,000 $50,000 $50,000 

Medical Insurance  
Post-Retirement Incentive 

- Until age 65 

Family:  
$420 / month 

Single: 
$168 / month 

Family:  
$510 / month 

Single: 
$204 / month 

Family:  
$600 / month 

Single: 
$240 / month 

Family:  
$700 / month 

Single: 
$280 / month 

Dental Insurance  
Post-Retirement Incentive 

- Until age 65 

Family:  
$50 / month 

Single: 
$20 / month 

Family:  
$65 / month 

Single: 
$30 / month 

Family:  
$80 / month 

Single: 
$40 / month 

Family:  
$95 / month 

Single: 
$50 / month 

E. Revocation 

By mutual agreement between the Board and the LSM, an LSM’s notice of intent to retire may 
be revoked or modified. The reasons for such an agreement may include, but are not limited to, 
the death of a spouse, divorce between the LSM and spouse, or serious illness of the LSM or a 
spouse which would likely cause the use of sick leave otherwise necessary to achieve retirement 
without reduced benefit from TRS. 
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ARTICLE XVI - GRIEVANCE PROCEDURES 

A. Grievance - Purpose 

The primary purpose of this procedure is to secure the resolution of grievances at the lowest level 
possible. 

B. Grievance - Defined 

A grievance is a claim, by a bargaining unit member or the Association, that there has been a 
violation, misinterpretation, or misapplication of any of the provisions of this Agreement. In order 
to utilize this process, grievances must be raised within sixty (60) calendar days of when the event 
or occurrence should reasonably have been known.  

C. Informal Resolution 

The Association and the Board agree it is expected an employee and their immediate supervisor 
will try to resolve problems through free and informal communications without resorting to the 
formal grievance procedure. To this end, employees who believe they have a grievance may 
discuss the matter informally with their immediate supervisor in an effort to resolve the matter 
before undertaking the formal grievance procedure set forth below.  

 
The formal timeline outlined below for the written grievance can start no later than fifteen (15) 
school days after the last meeting or good faith effort at informal resolution.  

D. Procedures for Adjustment of a Grievance 

● Step 1 - Immediate Supervisor. All grievances must be presented in writing within fifteen 
(15) school days following the last meeting or good faith effort at informal resolution, 
including an attempt to meet to resolve. The written grievance shall specifically identify 
the contract provision allegedly violated and the remedy sought. A grievance may be 
presented:  
 

a. by an employee in person 
b. by an employee accompanied by an Association representative 
c. through an Association representative if the employee so requests; or 
d. by an Association representative in the name of the Association  

 
Upon receiving the written grievance, the supervisor shall set a meeting to discuss the 
grievance within five (5) school days. The supervisor shall issue a written determination 
with the resolution to the grievance to the grievant(s) within five (5) school days of such 
meeting, with copies of such decision shared with the Building Principal, the Chief Human 
Resources Officer, and the Association representative. In the event the matter is resolved 
at this stage, and an Association representative was not present at the adjustment of the 
grievance, the supervisor shall also provide a copy of the decision to the Association.  
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● Step 2 - Principal/District Administrator Level. In the event the matter is not resolved 
at Step 1, the grievance shall be referred to either the Principal of the School (for school-
specific issues) or to the Chief Human Resources Officer within ten (10) school days of 
the receipt of the decision at Step 1.  
 
Within ten (10) school days after receiving the grievance, the Principal or Chief Human 
Resources Officer shall hold a meeting with the grievant to discuss the nature of the 
grievance.  

 
Within ten (10) school days after the meeting, the Principal or Chief Human Resources 
Officer shall state their decision and reasoning in writing, and shall furnish copies to the 
employee, if any, who lodged the grievance, and the Association representative. 
 

● Step 3 - Superintendent Level. Within ten (10) school days after receiving the decision 
of the Principal or Chief Human Resources Officer, an appeal of the decision may be made 
to the Superintendent. The appeal shall be in writing and shall set forth specifically the act 
or conditions and the grounds on which the grievance is based and shall be accompanied 
by a copy of the decision at Step 2. 
 
The Superintendent shall meet with the grievant and the Association representative with a 
goal of arriving at a mutually satisfactory adjustment. Within fourteen (14) school days 
after receiving the appeal, the Superintendent shall communicate their decision, and 
reasoning in writing, to the Principal/Assistant Superintendent, the Association 
representative, the DEA President, and to the aggrieved employee, if any. 
 

● Step 4 - Board of Education. If the grievance is not resolved at Step 3, the Association 
may appeal the grievance in writing to the Board within ten (10) school days after receipt 
of the Superintendent’s written determination. The Board shall consider the grievance 
within thirty (30) calendar days after receipt of the appeal. Within ten (10) days after the 
Board’s consideration of the appeal, the Board shall provide the Association with a written 
response to the grievance.  
 

● Step 5 – Binding Arbitration. If the Association is not satisfied with the Board’s decision, 
the Association may refer the grievance to binding arbitration within twenty-five (25) 
school days after receiving the Step 4 decision. If the Association refers a grievance in 
timely fashion to arbitration, the following provisions shall be applicable: 
 

a. The arbitration request shall be submitted to the American Arbitration Association 
and the arbitrator shall be selected under the Voluntary Labor Arbitration rules of 
the American Arbitration Association. The AAA shall act as the Administrator of 
the proceedings. 

 
b. More than one grievance may be submitted to the same arbitrator if both Parties 

agree in writing. 
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c. The arbitrator shall have no right to amend, modify, nullify, ignore, add to, or 
subtract from the provisions of the Agreement. The arbitrator shall consider and 
decide only whether there has been a violation, misinterpretation, or misapplication 
of the express terms of this Agreement based on the issue(s) raised by the 
Agreement or as amended during Steps 1-4, and shall have no authority to make a 
decision on any issue not submitted or raised. If the arbitrator determines that there 
has been such a violation, they will have the authority, consistent with the terms of 
this subparagraph, to provide for appropriate relief. The decision of the arbitrator 
shall be binding to the Board, the Association, and the grievant. 

 
d. The fees and expenses of the arbitrator shall be divided equally between the Board 

and the Association; provided, however, that each party is responsible for 
compensating its own representatives and witnesses. 

E. General Provisions  

1. No employee at any formal or informal stage of the grievance procedure shall be required 
to meet with an administrator without Association representation. 

 
2. If a grievance arises from the action of authority higher than the principal of a school, the 

Association may present the grievance at the appropriate step of the grievance procedure. 
An informal conference shall be held as the initial step in such a situation, and no further 
conference shall be required after the formal filing of the grievance. 

 
3. If the grievance is of such a nature as to require immediate action such as may be required 

in transfer cases, the person acting for the Association may appeal immediately to the office 
or person empowered to act and said office or person shall endeavor to resolve the matter 
jointly with the Association representative. If the matter is not satisfactorily resolved, it 
may be appealed through the grievance procedure beginning with Step 3 - Superintendent 
Level. 

 
4. Failure at any step of this procedure to appeal a grievance to the next step within the 

specified time limits shall be deemed acceptance of the decision rendered at that step. 
Failure at any step of this procedure to communicate the decision on a grievance within the 
specified time limits shall permit the aggrieved party to proceed to the next step. 

 
5. The time limits specified in this procedure may be extended in any specific instance by 

mutual agreement in writing. 
 

6. Employees shall be free to participate in the grievance process without interference or 
penalty. 

 
7. All documents, communications, and records dealing with the processing of a grievance 

shall be filed separately from the personnel files of the participants. 
 

8. Grievance hearings and discussions may be conducted during school hours when the 
employees involved are free of classroom responsibilities. When it becomes necessary for 
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individuals to be involved during school hours, they shall be excused with pay for that 
purpose.  

 
9. During the school year, “school days” shall be defined as days on which bargaining unit 

members are required to report to work. During summer break, the days are defined as 
those days on which the business office of the District is open. The Association will make 
best efforts to procure the information and employees needed to assist the Administration 
to complete any investigation.  

 
10. By mutual agreement, the Parties may elect to enter into grievance mediation sponsored by 

the Federal Mediation and Conciliation Services (FMCS) prior to submitting a grievance 
to final and binding arbitration. 

 
11. The withdrawal or settlement of a grievance shall not establish a precedent unless the 

Parties agree otherwise.  
 

12. In agreeing that the decision of the arbitrator is final and binding to the Board, the 
Association, and the grievant, the Parties mutually agree that this provision shall not be 
construed to restrict the right of either party to seek review of the arbitrator’s award. 
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ARTICLE XVII - PERSONNEL FILES 

A. Official Personnel File 

Personnel files for each LSM shall be maintained by the Board. Summative evaluations are 
maintained exclusively on an electronic database to which all LSMs have access to their personal 
evaluation documents and records. All other personnel records shall be maintained in a central file 
located in the Human Resources Department (either in paper or electronic format, depending on 
the system used by the District) in accordance with the confidentiality requirements within state 
and federal law. 

B. File - Defined 

“File” shall mean any device for the collection and/or maintenance of documents or materials, a 
document or other piece of material itself or a collection of such, or any point at which a document 
or piece of material or collection of such may be held, stored, or temporarily rested. 

C. Timely Insertion 

All material to be placed in the official personnel file shall be time stamped and inserted within a 
reasonable time, not to exceed forty-five (45) calendar days from the event giving rise to the 
material to be inserted or forty-five (45) calendar days after the Board, through the use of 
reasonable diligence, should have become aware of the event giving rise to the material to be 
inserted. Supervisory documents found in the personnel file should always have the name of the 
supervisor listed on the document(s). 

D. Right of Access 

All LSMs shall have reasonable access to all materials in their official personnel file except for 
credentials provided by LSM placement offices and letters of recommendation provided in 
confidence by persons outside the District. Licensed staff members may inspect their personnel 
files upon three (3) days written notice to the Human Resources Department. A representative of 
the Association may accompany the LSM.  If an LSM brings independent counsel, the LSM must 
notify the Human Resources Department in the written request, or through a follow-up request, in 
writing. 

E. Confidentiality and Notice 

An LSM’s personnel file and its contents are confidential and shall not be copied or provided to a 
third party outside of the District unless requested by the LSM, required by law, or as required in 
a legal action or arbitration. The Board will comply with all state and federal laws as applicable to 
LSMs’ personnel files and the retention and release of contents therein. In the event the Board is 
required to disclose any or all of an LSM’s personnel file, except if requested by the LSM, the 
Board will provide the LSM with written notice of the disclosure. 
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F. Right of Fair Evaluation Record 

No material related to evaluations of LSMs, other than official components of the evaluation 
process, shall be included in the personnel file. 

G. Right of Copy 

Any material that is evaluative in nature shall be reviewed with the LSM prior to its placement in 
the personnel file, and a copy of such material shall be provided to the LSM. 

H. Right of Addition and Attachment 

Every LSM shall have the right to add a reasonable amount of pertinent material to their official 
personnel file and to attach dissenting or explanatory material to any document or other piece of 
material in their official personnel file. 

I. Right of Integrity of File 

No person shall remove any material from an LSM’s official personnel file without the mutual 
consent of the LSM and the Superintendent or designee. 

J. Rights When Cleared of a Criminal or Disciplinary Charge 

If a criminal charge is brought against an LSM and the charge is dismissed or the LSM is 
subsequently found not guilty, the Board shall thereafter delete from the LSM’s personnel file 
within five (5) working days, any specific reference to the criminal charge, and shall not rely on 
said criminal charge in any other proceeding. 

 
In the event a disciplinary charge is brought against an LSM by any other person and the LSM is 
subsequently cleared of the charge in a disciplinary hearing, all reference to the charge will be 
removed from the LSM’s personnel file within five (5) working days thereafter. 

 
If a complaint is lodged against an LSM by another LSM, and upon investigation the LSM is not 
subject to any discipline, there shall be no reference to this in their personnel file, and any 
document found in the personnel file to have such a reference will be removed. 

K. Grievances 

No grievances filed by an LSM, nor responses to grievances, shall be part of an LSM’s personnel 
file. 
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ARTICLE XVIII - DISTRICT COMMITTEES 
 
In order to maximize the shared rich history of the District, promote shared leadership, and enhance 
collaboration, the Parties have established committees as set forth below. All committees, except 
the Performance Evaluation Review Act (PERA) Joint Committee, are advisory in nature. 
  
The committees will typically be chaired by an administrator, as appointed by the Superintendent. 
The committee chair shall be responsible for scheduling committee meetings, collaborating on 
agendas and minutes with committee members, and producing all written reports. Minutes from 
committee meetings will be posted on the staff portal. 

A. Calendar Committee 

The Administration and the DEA will form a Calendar Committee consisting of no more than six 
(6) representatives from each school in order to recommend a school year calendar which includes 
177 student attendance days, four (4) institute days, two (2) inservice days, and five (5) emergency 
days.  

B. Curriculum, Instruction, and Assessment Committee 

The Committee on Curriculum, Instruction, and Assessment will jointly develop proposals and 
policies related to the following topics: course proposal work, the design and goals of institute 
days, a review of district professional development efforts, district grading and assessment 
policies, and similar topics. This committee shall meet at least twice annually, and shall make 
recommendations, by consensus, to the Superintendent, on the issues identified above. The 
committee shall be composed of an equal number of LSMs (appointed by DEA) and 
representatives from the administration (appointed by the Superintendent); the committee shall be 
limited to a maximum ten (10) total members. Recommendations proposed by the committee will 
be subject to the approval of the Superintendent; recommendations so approved will be shared 
with the DEA President, via email. 

C. Insurance Advisory Committee (IAC) 

The Insurance Advisory Committee (IAC) will review and consider changes to the health, dental, 
and vision insurance plan designs which will enhance plan offerings and control premium costs. 
The committee will not have the authority to alter contribution rates set forth in Article XIV, Fringe 
Benefits and Insurance, Section B of this Agreement. Annual premium rates will be set in 
accordance with the actuarial recommendation provided by the insurer. The committee will make 
recommendations in regard to plan design and offerings. The Board will have final approval of all 
changes to the plan design.  

  
1. Composition: The committee will be composed of four (4) members appointed by the 

Superintendent and four (4) members appointed by the DEA. The committee will be 
chaired by one (1) of the Superintendent’s appointees. The above members are the only 
voting members of the IAC; however, the committee will generally work by consensus and 
will only vote if consensus is not reached. Either party may invite up to two (2) observers 
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per meeting. Additionally, one (1) representative from each of the other employee groups 
covered under the District’s plan, will be invited to attend. Consultants may be invited to 
the meeting if approved by the IAC. 

 
2. Duties: The IAC will make recommendations concerning an insurance carrier, and plan 

design and benefits. The agenda for each meeting will be created in collaboration with all 
members of the committee. The committee will present an annual report to the Board 
regarding recommended changes to plan design. 

 
3. Meetings: The IAC will meet at least two (2) times per school year and any member of the 

committee can request additional meetings during the year. The committee chair will 
provide a summary of major items discussed at the meetings to the Superintendent, DEA 
President, IAC, and each representative from the other employee groups covered under the 
plans. 

 
4. Reports: The DEA President, the Superintendent, and the IAC shall receive reports 

regarding the financial status of the District 113 Health/Dental/Vision Plans prior to all 
meetings of the IAC. Each member of the IAC will also receive a copy of the consultant’s 
reports at least one (1) day in advance of the meeting. Members of the committee will have 
access to all policies and documents describing benefit coverage, claims, procedures, and 
utilization numbers. However, the confidentiality of individual plan participants shall be 
protected as required by law. The IAC shall create and distribute an annual report to educate 
the membership on current cost savings measures, plan changes, and other insurance 
information. 

D. Multi-Tiered System of Support (MTSS) Advisory Committee  

The reauthorization in 2007 of the Individuals with Disabilities Education Act requires that schools 
provide a system for response to intervention, which is a methodology required to determine 
eligibility for special education services. The District provides such a system through a multi-
tiered system of support (MTSS). An advisory committee to review the District’s MTSS program 
will be established. The committee will consist of three (3) LSMs from each school selected by 
the DEA and an equal number of representatives from the administration, as appointed by the 
Superintendent. The committee will review the services being provided to support the MTSS 
program, the allocation of resources used within the program, and the student outcomes after 
participation in the program. The committee will have an initial meeting each year prior to October 
1st, and will meet to review progress by January 31st.  

E. Professional Advancement Review Committee (PARC) 

Each LSM shall be provided with professional learning funds, referred to as PARC funds. These 
funds may be used as stated in accordance with the requirements set forth in Article XI, Section C, 
PARC Funds.  
 
In the event a PARC expenditure is not approved, the affected LSM may appeal that determination 
by submitting a request in writing to the Chief Human Resources Officer, who will refer the appeal 
to the PARC committee. Members of the committee will include two (2) DEA members from each 
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school, one (1) Assistant Principal from Highland Park, one (1) Assistant Principal from Deerfield, 
the Chief Human Resources Officer, and the Principal from the affected school. The chair of the 
committee will be a DEA member. The committee will issue a determination on the appeal within 
ten (10) school days of receipt of the written appeal.  

F. Performance Evaluation Review Act (PERA) Joint Committee 

The Performance Evaluation Review Act (PERA) Joint Committee has been established in 
accordance with the requirements of the Performance Evaluation Review Act. The PERA Joint 
Committee shall consist of equal representation of both the district administration and the DEA, 
with each side having one (1) vote. All agreements finalized by the PERA Joint Committee will 
be posted on the District’s employee portal.  
 
The PERA Joint Committee will have the authority to establish and subsequently modify the 
Evaluation Plan (including a detailed monthly calendar) on a yearly basis. Any changes to these 
components must be approved by the Committee by May 15th for the following year. The official 
version will be made available electronically or by hard copy to LSMs by the first day of student 
attendance. If the committee cannot agree upon a plan by May 15th for the following school year, 
the previous year’s plan will be maintained. 
 
The PERA Joint Committee will explore options for evaluation of non-classroom LSMs as an 
alternative to the student growth component. 

G. Special Education Workload Plan Committee  

See Article VIII, Section D. 

H. Stipend Review Advisory Committee (SRAC) 

See Article XIII, Section B. 

I. Student Behavior & Security Committee 

A Student Behavior & Security Committee shall be established. The Committee shall consist of 
one (1) dean from each school, two (2) LSMs from each school, selected by the DEA, and six (6) 
representatives from the administration, as appointed by the Superintendent. District security 
personnel may also be included. The chair of the committee shall be appointed by the 
Superintendent. The committee will meet at least two (2) times per year to review disciplinary data 
and discuss current disciplinary practices. The notes from this committee shall be provided to the 
District’s Parent Teacher Advisory Committee, per Board Policy 2-150.  

J. Special Committee for a Common Schedule 

The Board and the DEA acknowledge a shared interest in continuing to foster equitable 
educational opportunities to all students in the District, including the establishment of District-
wide standards in regard to instructional minutes and use of resources. To that end, a committee 
for the establishment of a common schedule will be formed by October 1st, 2023.  
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For the 2024-2025 school year, the District will pilot a joint application of the Deerfield High 
School Schedule, in order to have a schedule that reflects equitable teaching, homeroom, 
supervisory, and collaboration minutes. For the 2025-2026 school year, a common schedule, as 
determined by the committee process set forth below, will be fully implemented on the first student 
attendance day. 
 
The committee shall consist of three (3) DEA representatives from each building as appointed by 
the DEA leadership, and an equal number of representatives from the administration, as appointed 
by the Superintendent.    
 
The committee will be responsible for the following tasks: 

1. Conduct a review of the potential school schedules, gather input from stakeholders, and 
create a written report, presenting at least two (2) options for a common schedule, to the 
Board of Education no later than June 1st, 2024. 

2. Gather feedback, revise and present a written report with the final recommendation for the 
shared schedule and any professional development or resources needed to implement the 
common schedule by December 1st, 2024.  

 
The Special Committee for a Common Schedule will sunset upon conclusion of its work. 

K. Other Working Committees 

It is a shared interest of the DEA and the Administration to facilitate LSM participation in working 
committees to review policies, practices, and the operation of programs in the school district. 
Working committees may be proposed by the DEA or the Superintendent. The scope of such 
committees must be clearly identified, with a time frame established for the completion of the 
committee’s work.  
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ARTICLE XIX - EVALUATIONS 
 
The evaluation of LSMs will be conducted in accordance with the requirements of Article 24A of 
the Illinois School Code, using the evaluation plan agreed upon by the District PERA Joint 
Committee and posted on the District’s intranet. The official evaluation plan will be made available 
electronically or by hard copy to LSMs by the first day of student attendance each school year. 
Starting with the 2024-2025 school year, the evaluation plan will reflect a (3) three-year evaluation 
cycle for tenured LSMs who meet the criteria set forth in Article 24 of the School Code.   
 
The procedural requirements associated with LSM evaluation [notice, timelines, provision of 
written documents] as set forth in the District’s Licensed Staff Member Evaluation Plan are 
incorporated into this Agreement and are subject to the grievance provision of this Agreement, up 
to the Board of Education level. The Parties recognize and agree, however, that the criteria and 
substance of the evaluation plan shall be determined by the District Joint PERA Committee in 
accordance with the requirements of Article 24 A of the School Code, and that such criteria and 
substance, as well as an LSM’s overall rating on their summative evaluation, are not subject to the 
grievance procedure.  
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ARTICLE XX - NO STRIKE / NO LOCKOUT 
 
During the term of this Agreement there shall be no strike, work stoppage, picketing, or any other 
form of concerted activity by the educators, the purpose of which is to cause District employees to 
render less than full and complete services to the District and/or to intentionally interrupt the 
operation of the District, by the Association, its members, or any employees covered by this 
Agreement. Nothing in this subsection shall be construed as prohibiting employees from engaging 
in any lawful protected concerted activity that is not intended to interrupt the operations of the 
District. The Board agrees it will not lock out employees during the term of this Agreement as a 
result of a dispute with the Association. 
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ARTICLE XXI - TERM OF THE AGREEMENT 
 
This Agreement shall become effective August 1, 2023 and remain in effect until the first day of 
LSM attendance for the 2026-2027 school year.  
 
Should any article, section, or clause of this Agreement be declared illegal or unenforceable by a 
court of competent jurisdiction, said article, section, or clause, shall be automatically deleted from 
this Agreement to the extent that it violated the law, but shall not affect the enforceability or 
validity of any other article, section, or clause. 
 
IN WITNESS WHEREOF, the Parties have caused this Agreement to be executed the day and 
year first above written.  
 
 
 
_________________________________  _________________________________ 
 
Martin D. Esgar, President     Daniel Struck, President  
District 113 Education Association    Township High School District No.113 
 
  
 
_________________________________  _________________________________ 
 
Robin Gapinski, Bargaining Team Chair   Bruce Law, Superintendent  
District 113 Education Association    Township High School District No.113 
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APPENDIX A 
Salary Schedule 2023-2024 
 

STEP BA-0 BA-15 MA-0 MA-15 MA-30 MA-45 MA-60 

1 $62,160 $64,985 $70,974 $72,896 $75,608 $77,982 $81,372 

2 $64,646 $67,583 $73,813 $75,811 $78,632 $81,100 $84,626 

3 $67,101 $70,152 $76,618 $78,692 $81,620 $84,183 $87,843 

4 $69,517 $72,676 $79,376 $81,525 $84,557 $87,213 $91,005 

5 $71,881 $75,148 $82,075 $84,296 $87,433 $90,178 $94,099 

6 $74,253 $77,627 $84,783 $87,079 $90,319 $93,154 $97,203 

7 $76,666 $80,151 $87,539 $89,908 $93,255 $96,181 $100,460 

8 $79,120 $82,717 $90,340 $92,786 $96,238 $99,260 $103,725 

9 $81,612 $85,321 $93,186 $95,708 $99,269 $102,385 $106,992 

10 $84,142 $87,967 $96,075 $98,674 $102,347 $105,560 $110,256 

11 $86,707 $90,650 $99,004 $101,684 $105,468 $108,779 $113,508 

12 $89,309 $93,370 $101,974 $104,734 $108,633 $112,043 $116,743 

13 $91,944 $96,125 $104,983 $107,825 $111,838 $115,349 $119,954 

14 $94,611 $98,912 $108,027 $110,951 $115,080 $118,692 $123,133 

15 $97,307 $101,732 $111,106 $114,115 $118,360 $122,075 $126,271 

16 $100,032 $104,580 $114,218 $117,309 $121,675 $125,494 $129,429 

17 $102,733 $107,403 $117,301 $120,476 $124,959 $128,882 $132,599 

18 $105,404 $110,197 $120,351 $123,610 $128,209 $132,233 $135,783 

19 $108,038 $112,952 $123,359 $126,700 $131,414 $135,538 $138,973 

20 $110,632 $115,662 $126,320 $129,741 $134,567 $138,791 $142,170 

21 $113,176 $118,322 $129,225 $132,724 $137,662 $141,984 $145,369 

22 $115,667 $120,925 $132,069 $135,644 $140,691 $145,108 $148,566 

23 $118,096 $123,465 $134,843 $138,493 $143,646 $148,155 $151,761 

24 $120,458 $125,934 $137,539 $141,262 $146,519 $151,119 $154,948 

25 $121,708 $127,184 $138,789 $142,512 $147,769 $152,369 $156,198 

26 $122,958 $128,434 $140,039 $143,762 $149,019 $153,619 $157,448 

27 $124,208 $129,684 $141,289 $145,012 $150,269 $154,869 $158,698 

28 $125,458 $130,934 $142,539 $146,262 $151,519 $156,119 $159,948 
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APPENDIX B 
Salary Schedule 2024-2025 
 

STEP BA-0 BA-15 MA-0 MA-15 MA-30 MA-45 MA-60 

1 $64,584 $67,519 $73,742 $75,739 $78,557 $81,023 $84,546 

2 $67,167 $70,219 $76,692 $78,768 $81,699 $84,263 $87,926 

3 $69,718 $72,888 $79,606 $81,761 $84,803 $87,466 $91,269 

4 $72,228 $75,510 $82,472 $84,704 $87,855 $90,614 $94,554 

5 $74,684 $78,079 $85,276 $87,584 $90,843 $93,695 $97,769 

6 $77,149 $80,654 $88,090 $90,475 $93,841 $96,787 $100,994 

7 $79,656 $83,277 $90,953 $93,414 $96,892 $99,932 $104,378 

8 $82,206 $85,943 $93,863 $96,405 $99,991 $103,131 $107,770 

9 $84,795 $88,649 $96,820 $99,441 $103,140 $106,378 $111,165 

10 $87,424 $91,398 $99,822 $102,522 $106,339 $109,677 $114,556 

11 $90,089 $94,185 $102,865 $105,650 $109,581 $113,021 $117,935 

12 $92,792 $97,011 $105,951 $108,819 $112,870 $116,413 $121,296 

13 $95,530 $99,874 $109,077 $112,030 $116,200 $119,848 $124,632 

14 $98,301 $102,770 $112,240 $115,278 $119,568 $123,321 $127,935 

15 $101,102 $105,700 $115,439 $118,565 $122,976 $126,836 $131,196 

16 $103,933 $108,659 $118,673 $121,884 $126,420 $130,388 $134,477 

17 $106,740 $111,592 $121,876 $125,175 $129,832 $133,908 $137,770 

18 $109,515 $114,495 $125,045 $128,431 $133,209 $137,390 $141,079 

19 $112,251 $117,357 $128,170 $131,641 $136,539 $140,824 $144,393 

20 $114,947 $120,173 $131,246 $134,801 $139,815 $144,204 $147,715 

21 $117,590 $122,937 $134,265 $137,900 $143,031 $147,521 $151,038 

22 $120,178 $125,641 $137,220 $140,934 $146,178 $150,767 $154,360 

23 $122,702 $128,280 $140,102 $143,894 $149,248 $153,933 $157,680 

24 $125,156 $130,845 $142,903 $146,771 $152,233 $157,013 $160,991 

25 $126,656 $132,345 $144,403 $148,271 $153,733 $158,513 $162,491 

26 $128,156 $133,845 $145,903 $149,771 $155,233 $160,013 $163,991 

27 $129,656 $135,345 $147,403 $151,271 $156,733 $161,513 $165,491 

28 $131,156 $136,845 $148,903 $152,771 $158,233 $163,013 $166,991 

 
  



APPENDIX C 

Salary Schedule 2025-2026 

Salary Schedule 2025-2026 
STEP BA-0 BA-15 MA-0 MA-15 MA-30 MA-45 MA-60 

1 $66,780 $69,815 $76,250 $78,315 $81,228 $83,778 $87,421 

2 $69,451 $72,607 $79,300 $81,447 $84,477 $87,128 $90,916 

3 $72,089 $75,367 $82,313 $84,541 $87,687 $90,440 $94,373 

4 $74,684 $78,078 $85,277 $87,584 $90,843 $93,695 $97,769 

5 $77,224 $80,734 $88,176 $90,562 $93,932 $96,881 $101,094 

6 $79,773 $83,397 $91,086 $93,552 $97,032 $100,078 $104,428 

7 $82,365 $86,109 $94,046 $96,591 $100,187 $103,330 $107,927 

8 $85,002 $88,866 $97,055 $99,683 $103,391 $106,638 $111,435 

9 $87,679 $91,664 $100,112 $102,822 $106,647 $109,995 $114,945 

10 $90,397 $94,506 $103,216 $106,008 $109,955 $113,407 $118,451 

11 $93,153 $97,388 $106,363 $109,243 $113,307 $116,864 $121,945 

12 $95,947 $100,310 $109,554 $112,519 $116,708 $120,372 $125,421 

13 $98,779 $103,270 $112,786 $115,840 $120,151 $123,923 $128,870 

14 $101,644 $106,265 $116,057 $119,198 $123,634 $127,514 $132,285 

15 $104,540 $109,294 $119,364 $122,597 $127,158 $131,149 $135,657 

16 $107,467 $112,354 $122,708 $126,029 $130,719 $134,822 $139,050 

17 $110,370 $115,387 $126,020 $129,431 $134,247 $138,461 $142,455 

18 $113,239 $118,388 $129,297 $132,798 $137,739 $142,062 $145,876 

19 $116,068 $121,348 $132,528 $136,117 $141,182 $145,613 $149,303 

20 $118,856 $124,259 $135,709 $139,385 $144,569 $149,107 $152,738 

21 $121,589 $127,117 $138,831 $142,589 $147,895 $152,537 $156,174 

22 $124,265 $129,913 $141,886 $145,726 $151,149 $155,894 $159,609 

23 $126,874 $132,642 $144,866 $148,787 $154,323 $159,167 $163,042 

24 $129,412 $135,294 $147,762 $151,762 $157,409 $162,352 $166,465 

25 $130,912 $136,794 $149,262 $153,262 $158,909 $163,852 $167,965 

26 $132,412 $138,294 $150,762 $154,762 $160,409 $165,352 $169,465 

27 $133,912 $139,794 $152,262 $156,262 $161,909 $166,852 $170,965 

28 $135,412 $141,294 $153,762 $157,762 $163,409 $168,352 $172,465 
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APPENDIX D 
Stipend Schedule 2023-2024 
 

STEP Category 1 Category 2 Category 3 Category 4 Category 5 

1 $7,738 $7,007 $5,961 $5,334 $4,810 

2 $8,523 $7,765 $6,562 $5,909 $5,229 

3 $9,203 $8,392 $7,085 $6,457 $5,647 

4 $9,882 $8,994 $7,607 $6,928 $6,039 

5 $10,587 $9,621 $8,131 $7,398 $6,484 

6 $11,975 $10,980 $9,412 $8,628 $7,529 

7 $12,235 $11,215 $9,621 $8,837 $7,660 

8 $12,575 $11,557 $9,882 $9,098 $7,896 

9 $12,862 $11,817 $10,144 $9,308 $8,053 

10 $13,439 $12,289 $10,562 $9,621 $8,367 

      

STEP Category 6 Category 7 Category 8 Category 9 Category 10 

1 $4,078 $3,660 $2,928 $2,615 $1,882 

2 $4,445 $3,974 $3,190 $2,877 $2,013 

3 $4,785 $4,287 $3,399 $3,059 $2,170 

4 $5,072 $4,601 $3,608 $3,268 $2,300 

5 $5,438 $4,941 $3,817 $3,451 $2,458 

6 $6,432 $5,647 $4,758 $4,367 $2,588 

7 $6,537 $6,066 $4,863 $4,445 $3,320 

8 $6,746 $6,248 $5,019 $4,576 $3,451 

9 $6,876 $6,379 $5,124 $4,706 $3,504 

10 $7,216 $6,588 $5,282 $4,915 $3,660 
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APPENDIX E 
Stipend Schedule 2024-2025 
 

STEP Category 1 Category 2 Category 3 Category 4 Category 5 

1 $7,854 $7,112 $6,051 $5,414 $4,882 

2 $8,651 $7,881 $6,660 $5,998 $5,308 

3 $9,341 $8,518 $7,191 $6,554 $5,732 

4 $10,030 $9,129 $7,722 $7,032 $6,130 

5 $10,746 $9,766 $8,253 $7,509 $6,581 

6 $12,155 $11,145 $9,553 $8,757 $7,642 

7 $12,418 $11,383 $9,766 $8,969 $7,775 

8 $12,763 $11,730 $10,030 $9,235 $8,014 

9 $13,055 $11,994 $10,296 $9,447 $8,174 

10 $13,640 $12,473 $10,721 $9,766 $8,492 

      

STEP Category 6 Category 7 Category 8 Category 9 Category 10 

1 $4,139 $3,715 $2,972 $2,654 $1,910 

2 $4,511 $4,033 $3,238 $2,920 $2,043 

3 $4,856 $4,352 $3,450 $3,105 $2,203 

4 $5,148 $4,670 $3,662 $3,317 $2,334 

5 $5,520 $5,015 $3,875 $3,503 $2,495 

6 $6,529 $5,732 $4,830 $4,432 $2,627 

7 $6,635 $6,157 $4,936 $4,511 $3,370 

8 $6,847 $6,342 $5,094 $4,644 $3,503 

9 $6,979 $6,475 $5,201 $4,776 $3,556 

10 $7,324 $6,687 $5,361 $4,988 $3,715 
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APPENDIX F 
Stipend Schedule 2025-2026 
 

STEP Category 1 Category 2 Category 3 Category 4 Category 5 

1 $7,972 $7,218 $6,141 $5,495 $4,955 

2 $8,781 $7,999 $6,760 $6,088 $5,387 

3 $9,481 $8,646 $7,299 $6,653 $5,818 

4 $10,181 $9,266 $7,837 $7,138 $6,222 

5 $10,907 $9,912 $8,377 $7,622 $6,680 

6 $12,337 $11,312 $9,697 $8,888 $7,757 

7 $12,605 $11,554 $9,912 $9,104 $7,892 

8 $12,955 $11,906 $10,181 $9,373 $8,134 

9 $13,251 $12,174 $10,451 $9,589 $8,296 

10 $13,845 $12,660 $10,881 $9,912 $8,620 

      

STEP Category 6 Category 7 Category 8 Category 9 Category 10 

1 $4,202 $3,771 $3,017 $2,694 $1,939 

2 $4,579 $4,094 $3,287 $2,963 $2,074 

3 $4,929 $4,417 $3,502 $3,152 $2,236 

4 $5,225 $4,740 $3,717 $3,367 $2,370 

5 $5,603 $5,090 $3,933 $3,555 $2,533 

6 $6,626 $5,818 $4,902 $4,499 $2,666 

7 $6,734 $6,249 $5,010 $4,579 $3,420 

8 $6,950 $6,437 $5,171 $4,714 $3,555 

9 $7,083 $6,572 $5,279 $4,848 $3,610 

10 $7,434 $6,787 $5,442 $5,063 $3,771 
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ADDENDUM 

LSM Step Adjustments 

 
A. Adjustments from Prior Salary Schedule 
Current LSMs hired between July 2011 and June 2019, who were capped at the six (6) year 
maximum allowable service credit under prior agreements, will have their step placement adjusted 
on the current salary schedule, up to six (6) additional steps. No retroactive pay will be awarded.  
 
Current LSMs hired between July 2011 and June 2019 will have both their original step placement 
and progression on the salary schedule reviewed jointly by DEA representatives, the Chief Human 
Resources Officer, and the Assistant Superintendent of Finance. LSMs will be candidates for an 
adjustment of step placement for 2023-24 when 1) initial step placement was limited by prior 
agreements that restricted new hires to a maximum of six (6) years of allowed service credit and/or 
2) an LSM’s actual movement on the 2nd salary grid resulted in half-steps not ameliorated by the 
transfer process to the Unified Grid.  

 
Each LSM with a discrepancy between number of years taught and the numerical step placement 
on the Unified Grid of 2019-2020 will have the difference calculated. The difference will be added 
to the LSMs step movement between 2022-23 and 2023-24. No LSM will receive an adjustment 
of more than six (6) steps. 
 

a. Example 1 (adjustment due to initial step placement): An LSM with 8 years of prior experience 
was initially placed at step 6 for 2018-19. At the end of 2018-19, the LSM had 9 years of teaching 
experience. The placement on the Unified Grid was G(7), which created a difference of three (10th 
year of teaching but step 7). In 2022-23 the LSM was at step 10. The LSM will be adjusted to step 
14 for 2023-24.  

 
b. Example 2 (adjustment due to half-steps): An LSM with 5 years of prior experience was initially 

placed at Step 6, which led to half-step movements in the subsequent years. At the end of 2018-19, 
the LSM had 12 years of teaching experience. The placement on the Unified Grid was L(12), which 
created a difference of one (13th year of teaching but step 12). In 2022-23 the LSM was at step 15. 
The LSM will be adjusted to step 17 for 2023-24.  

 
c. Example 3 (adjustment due to both initial placement and half-steps): An LSM with 8 years of prior 

experience was initially placed at step 6, which led to half-step movements in the subsequent years. 
At the end of 2018-19, the LSM had 11 years of teaching experience. The placement on the Unified 
Grid was I(9), which created a difference of 3 (12th year of teaching but step 9). In 2022-23 the 
LSM was at step 12. The LSM will be adjusted to step 16 for 2023-24.  

 
d. Example 4 (no adjustment): An LSM with 2 years of prior experience was initially placed at step 

2. Full-steps from 2 to 3 and from 3 to 4 were followed by half-steps. At the end of 2018-19, the 
LSM had 6 years of teaching experience. The placement on the Unified Grid was G(7), which 
created no difference (7th year of teaching and step 7). No adjustment will be made for 2023-24.  
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B. Adjustments to BA Step Placement 
Beginning with this Agreement, all LSMs in the BA and BA+15 lanes will advance on the salary 
schedule in the same manner as LSMs in the MA and higher lanes. Current LSMs who had been 
previously frozen and who lost steps will have their step placement adjusted. 
 

Example: An LSM was at BA+15 step 12 for 3 years and subsequently became unfrozen by earning 
a master’s degree. The LSM lost 2 years of step movement, so the LSM shall advance 3 steps from 
the 2022-23 school year to the 2023-24 school year.  

 


