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ARTICLE 1: AGREEMENT

1.1 Bargaining Party Recognition

This agreement is by and between the Evergreen School District (hereinafter referred to as the
“District”) and the California School Employees Association and its Evergreen Chapter No. 432
(hereinafter referred to as “C.S.E.A.”) pursuant to Chapter 10.7 Section 3540-3549 of the
Government Code (Act) to improve personnel management and employer/employee relations.

1.2 Term of Agreement

1.2.1 The term of the Successor Agreement shall become effective July 1, 2022 and continue in
effect to and including June 30, 2025. By mutual written consent of both parties, any process of
this Agreement may be renegotiated at any time.

1.2.2 REOPENERS — The parties agree to reopen on wages, benefits and two (2) articles by
each party during each of the last two years of this agreement (2023/2024 and 2024/2025).

1.3 Printin t

The cost to print the contract will be borne equally by the parties.

ARTICLE 2: RECOGNITION

2.1 Exclusive Representative: C.S.E.A.

The District recognizes C.S.E.A. as the exclusive representative in accordance with Government
Code Sections 3540 et. Seq., Title I, Division 4, Chapter 10.7, for the unit of positions listed on
Appendix A. The unit excludes substitutes, short-term employees, noon duty positions, by
whatever name, management, supervisory and confidential positions.

2.2 Recognition for New Positions

All newly created positions which have not been designated by the District as Management,
Supervisory, Confidential or excluded under this agreement shall be assigned to the bargaining
unit.



ARTICLE 3: ORGANIZATIONAL SECURITY

3.1  Any employee covered by this Agreement may sign and deliver to the District an
assignment authorizing deduction of California School Employees Association (CSEA)
membership dues. The employer shall deduct, in accordance with the CSEA dues schedule, dues
from the wages of all employees who are members of CSEA. CSEA shall have the sole and
exclusive right to receive the payroll deduction for regular membership dues.

3.2 The District shall not interfere with the terms of any agreement between CSEA and the
District' s employee with regard to that employee' s membership in CSEA, including but not
limited to automatic renewal yearly unless the worker drops out during a specified window
period. The District need not keep track of this period which shall be tracked by CSEA within its
membership database. The District shall refer all employee requests to revoke membership to the
CSEA Labor Relations and/or Chapter President and shall obtain their approval on behalf of the
union before processing any revocation request.

3.3  With respect to all sums deducted by the District pursuant to this Article, the District
agrees to promptly remit such monies to CSEA accompanied by an alphabetical list of names of
the employees for whom such deductions have been made. CSEA agrees to furnish any
information needed by the District to fulfill the provisions of this Article.

3.4  If an employee does not have sufficient funds to provide for the payment of dues after all
other authorized or mandatory deductions or garnishments have been made, no such sums shall
be deducted and CSEA shall assume the duty of direct collection from the employee. CSEA shall
assume the same responsibility in all cases where no deductions have been made because an
employee's earnings are insufficient during any pay period to pay such dues.

3.5  (a) CSEA shall defend and indemnify the District for any claims arising from its
compliance with this article for any claims made by the employee for deductions made in
reliance on information provided by CSEA to the District to cancel or change membership dues
authorization. The District shall promptly notify CSEA of any claims made by employees
relating to dues authorization.

(b) CSEA shall have the exclusive right to decide and determine whether any such action or
proceeding referred to in paragraph (a) shall or shall not be compromised, resisted, defended,
tried or appealed.

3.6  Ifany provision of this Article is invalid under Federal or State law, said provision shall
be modified to comply with the requirements of said Federal or State law.



ARTICLE 4: C.S.E.A/EMPLOYEE RIGHTS
4.1 Use of Buildings and Equipment

C.S.E.A. shall have the right to use District equipment, buildings, and facilities at all reasonable
hours, upon receiving proper administrative consent.

4.2 Use of Bulletin Board Space

C.S.E.A. shall have the right to use bulletin board space as designated by the Superintendent or
his/her designee. All posting shall be dated and must contain chapter identification along with
authorization of the local president or designee.

4.3 Approval for Use of Space

C.S.E.A. shall be allowed to use District facilities upon approval of the proper District
administrator, for the purpose of conducting meetings or other functions. Use of facilities shall
be in accordance with the Civic Center Act and District rules and regulations established
pursuant to said Act.

4.4 Release Time

An Association Representative who has attended a meeting at the request of Management shall
be granted release time with pay. C.S.E.A. has the option of a total of up to forty (40) hours per
school year of employee release time for local Chapter business.

4.5 The Delegate(s) to Conference

The delegate(s) to the Annual C.S.E.A. Conference will be released from duty with pay but no
more than two (2) delegates will receive District release time.

4.6 Transportation

The District will not contract out Transportation Services for the duration of the agreement with
the exceptions listed in Ed. Code 45103.1.

4.7 Seniority Lists

The District will provide C.S.E.A. with a copy of the seniority lists (including the 39-month/63-
month reemployment lists) and a bargaining unit list by site by October 15th of each year.

4.8 CSEA/Emplovee Rights

The District shall notify CSEA of each new hire to schedule time for one (1) representative to
provide new employee orientation.



ARTICLE 5: DISTRICT RIGHTS
5.1 Definition

All matters not specifically enumerated as within the scope of negotiations in Government Code
3543.2 are reserved to the District. It is agreed that such reserved rights include, but are not
limited to, the exclusive right and power to determine, implement, supplement, change, modify
or discontinue, in whole or in part, temporarily or permanently, any of the following:

5.1.1 District Structure

The legal, operational, geographical and organizational structure of the District, including the
chain of command, division of authority, organizational division of authority, organizational
divisions and subdivisions, external and internal boundaries of all kinds, and advisory
commissions and committees.

5.1.2 Financial Structure

The financial structure of the District, including all sources and amounts of financial support,
income, funding, taxes, and debt, and all means and conditions necessary or incidental to the
securing of same, including all sources and amounts of financial support, income, funding, taxes
and debt, and all means and conditions necessary or incidental to the securing of same, including
compliance with any qualifications or requirements imposed by law or by funding sources as a
condition of receiving funds; all investment policies and practices; all budgetary matters and
procedures, including the budget calendar, the budget formation process, accounting methods,
fiscal and budget control policies and procedures, and all budgetary allocations, reserves, and
expenditures apart from those expressly allocated to fund wage and benefit obligations of this
agreement.

5.1.3 District Properties

The acquisition, disposition, number, locations, types, and utilization of all district properties,
grounds, whether owned, leased, or otherwise controlled, including all facilities, grounds,
parking areas and other improvements, and the personnel, work, service, and activity functions
assigned to such properties.

5.1.4 Services to Public/District Personnel

All services to be rendered to the public and to district personnel in support of the services
rendered to the public; the nature, methods, quality, quantity, frequency and standards of service,
and the personnel facilities, vendors, supplies, materials, vehicles, equipment and tools to be
used in connection with such services; the subcontracting of services to be rendered and
functions to be performed, including educational, support, construction, maintenance and repair



services, as long as they are within the rules of the Education Code and so long as such
utilization does not displace a unit employee.

5.1.5 Temporary/Substitute Personnel

The utilization of personnel not covered by this agreement, including but not limited to,
substitutes, casual, temporary and provisional personnel, consultants and supervisory or
managerial personnel, to do work which is normally done by employees covered hereby, and the
methods of selection and assignment of such personnel, so long as such utilization does not
displace a unit employee.

5.1.6 Policies/Procedures

The policies, procedures, objectives, goals and programs including those relating to equipment
and supplies, records, health and safety, conduct, transportation, food service, racial and ethnic
balance, extra-curricular and co-curricular activities, and emergency situations, and the
substantive and procedural rights and obligations of students, parents, teachers, other personnel
and the public, with respect to such matters subject only to such consultation rights of the
C.S.E.A. as are provided by law.

5.1.7 Personnel: Classification/Placement, Etc.

The selection, classification, direction, demotion, discipline, and termination of all personnel of
the District; equal employment opportunity policies and programs to improve diversity among
District employees; the assignment of employees to any classroom, functions, activities,
departments, tasks or equipment, and the determination as to whether, when and where there is a
job opening.

5.1.8 Job Classifications
The job classifications and the content and qualifications therein.

5.1.9 Employee Performance

The duties, and standards of performance of all employees, and whether any employee
adequately performs such duties and meets such standards.

5.1.10 Time Management

The dates, times and hours of operation of district facilities, functions, and activities, work
schedules and school calendar.



5.1.11 Safety/Security Measures

Safety and security measures for students, the public, properties, facilities, vehicles, materials,
supplies and equipment, including the various rules and duties for all personnel with respect to
such matters.

5.1.12 Policies: Rules/Regulations

The rules, regulations and policies for all employees, students and the public, subject only to
limitations contained in the agreement.

5.1.13 Employee Lay-off/Termination

The termination or lay-off of employees as the result of the exercise of any of the rights
enumerated above, or as a result of the exercise of any of the rights of the District, not limited by
language in this agreement.

5.1.14 Rights Not Limited By This Agreement

In addition to its statutory reserved rights, the District also retains within its sole discretion all
rights and powers not expressly limited by this agreement, including but not limited to, the
exclusive right and power to determine, implement, supplement, change, modify, or discontinue,
in whole or in part, temporarily or permanently, any of the following:

a. Security and safety measures and rules for employees.
b. Staffing patterns.

c. All other rights of management not expressly limited by language of this agreement are
also expressly reserved to the District even though not enumerated above, and the express
provisions of this agreement constitute the only contractual limitations upon the District’s rights.
The exercise of any right reserves to the District wherein a particular manner or the non-exercise
of any such rights shall not be deemed a waiver of the District’s right or preclude the District
from exercising the right in a different manner.

5.1.15 Disputes Not Covered by This Agreement

Any dispute arising out of, or in any way connected with either the existence of, or the exercise
of any of the rights of the District not expressly limited by language of this agreement, or arising
out of, or in any subject to the grievance procedure provisions set forth in Article 17.

5.1.16 Employee Health and Benefit Plans

The administration of all employee health and benefit plans and the manner and methods of
funding such plans.



ARTICLE 6: HOURS AND OVERTIME
6.1 Workweek

The standard workweek shall consist of five (5) consecutive days, Monday through Friday, or
eight (8) hours per day and forty (40) hours per week. Nothing herein shall preclude the District
from establishing a workweek of other than Monday through Friday or five (5) consecutive days
when such is necessary to maintain the efficient operations of the District, or for vacant or newly
created positions. An employee’s workweek shall not be changed to avoid paying overtime.

6.1.1 Part-time Permanent Positions

The District may establish a workday of less than eight (8) hours and a workweek of less than
five (5) days for certain positions. These positions shall be known as part-time permanent
positions.

6.1.2 Overtime Clause

This article shall not restrict the extension of the regular workday or workweek on an overtime
basis.

6.2 Adjustment of Assigned Time

A unit employee who works a minimum of thirty (30) minutes per day in excess of the
employee’s part-time assignment for a period of twenty (20) consecutive working days or more
shall have the employee’s basic assignment changed to reflect the longer hours in order to
acquire fringe benefits on a properly pro-rated basis as specified in Education Code Section
45137.

6.3 Increase in Hours

When additional hours are assigned to a part-time position on a regular basis, the assignment
shall be offered to the employee who meets the following criteria: (1) The necessary skills and
qualifications; (2) The needs of the District; and (3) The greatest bargaining unit seniority.

6.4 Lunch Period

All employees covered by this Agreement shall be entitled to an unpaid, duty free lunch period,
uninterrupted whenever possible, after the employee has been on duty for five (5) hours. The
length of time for lunch period shall be for a period of no longer than one (1) hour, not less than
one-half (1/2) hour and shall be scheduled for full-time employees at or about midpoint of each
work shift. Changes in lunch periods must be approved by the employee’s supervisor.



6.5 Rest Periods

All bargaining unit employees shall be granted rest periods which, insofar as practicable, shall be
in the middle of each work period, at the rate of fifteen (15) minutes per four (4) hours worked.
Rest periods or changes in rest periods must be approved by the employee’s supervisor.

6.6  Overtime

All authorized overtime hours as defined in this section shall be compensated at a rate of pay
equal to time and one-half (1 1/2) the regular rate of pay of the employee for all work suffered or
permitted. Overtime is defined to include any time worked in excess of eight (8) hours in any one
day or on any one shift or in excess of forty (40) hours in any calendar week.

Longevity increments, for the purpose of salary adjustments, shall become part of the base salary
and shall be computed in overtime compensation.

6.6.1 Overtime for Part-time Employees (4 Hours or More)

Employees who work an average of four (4) hours or more per day for five (5) consecutive days
shall be compensated at the overtime rate for all hours worked on the sixth (6th) and seventh
(7th) consecutive day following the beginning of the employee’s work week.

6.6.2 QOvertime for Part-time Employees (4 Hours or Less)

Employees who work less than an average of four (4) hours per day for five (5) consecutive days
shall be compensated at the overtime rate for all hours worked on the seventh (7th) consecutive
day following the beginning of the employee’s work week.

6.6.3 Overtime for Part-time Employees (7 Hours or More)

If an employee’s workday is less than eight (8) hours but seven (7) hours or more and a
workweek of less than forty (40) hours but thirty-five (35) hours or more, all time worked in
excess of the established workday and work week shall be deemed to be overtime.

6.6.4 Extra Hours/Overtime Payments

All employees will be paid their monthly pay on the end of month payroll issue. Base pay is
determined as regular monthly pay, longevity pay, degree stipends, cell phone stipends, split shift
stipends, standby stipends, lead worker stipends, and travel stipends.

All extra hours, extra duties, and overtime hours will be paid on the tenth of the month payroll
issue.
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6.7 Overtime and Additional Time Distribution

Overtime and additional time [straight time for less than eight-hour (8-hour) employees] shall be
distributed and rotated as equally as is practical among employees in the bargaining unit within
each department or work site.

6.7.1 hift Differential - Night todian

Any classified employee in the night custodian job classification working a regular assigned
night shift shall receive a shift differential in the form of an assigned shift of seven and one-half
(7 1/2) hours and a 30 minute paid lunch for which the classified employee shall be paid for eight
(8) hours at the regular rate, to be pro-rated for part-time classified employees working four (4)
or more hours per day. The paid lunch break shall be taken on site to secure the facility.

6.8 Overtime for Employees Receiving a Reduction in Hours as Shift Differential
Employees who work a seven and one-half (7 1/2) hour shift shall be paid at the appropriate
authorized rate for all hours worked in excess of seven and one-half (7 1/2) hours in any one day
or excess of thirty-seven and one-half (37 1/2) hours in any workweek.

6.9 Compensatory Time Off

Any employee in the bargaining unit may request to take compensatory time off in lieu of cash
compensation for overtime work. Such request shall be submitted in writing to the immediate
supervisor within five (5) working days following the day the overtime was worked.

Compensatory time off shall be granted at the appropriate rate of overtime in accordance with
this agreement.

6.9.1 Timeline for Taking Compensatory Time

Compensatory time shall be taken within twelve (12) months of the day on which it was earned.
If the compensatory time has not been taken within twelve (12) months of the date on which it
was earned, the District shall pay the employee in cash for all such time at the appropriate
overtime rate based on the employee’s current rate of pay.

6.10 Call Back Time

Any employee called back to work after completion of the employee’s regular assignment, shall
be compensated for at least two (2) hours of work at the appropriate rate irrespective of the
actual time less than that required to be worked.

6.11 Minimum Call-In Time

Any employee called in to work on a day when the employee is not scheduled to work shall
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receive a minimum of two (2) hours pay at the appropriate rate of pay under this agreement
irrespective of the actual time less than that required to be worked.

6.12 Standby Time

Employees who are authorized for emergency call-in for a calendar month shall receive one
hundred fifty ($150) per month premium in addition to any hours worked.

6.13 Hours Worked

For the purpose of computing the number of hours worked, time during which any employee is
excused from work because of holidays, sick leave, vacation, compensatory time off, or other
paid leave of absence shall be considered as time worked by the employee.

6.14 Time Cards
Employees shall be entitled to complete their own time card.

6.15 11 Month Employees (also known as 10.5 month)

The School Secretary I, 11, and III work year shall begin ten (10) work days prior to the first
student contact day and shall end ten (10) work days after the last student contact day. Vacation,
sick leave, and longevity will be earned based on the employee’s work year.

6.16 Stipend: Second Split

A monthly stipend of one hundred fifty ($150) will be paid for employees assigned to work a
second split.

6.17 Permanent Changes

The District will provide C.S.E.A and the employee with notice, prior to implementation, when
permanent changes are made to an employee’s work schedule. Every effort will be made to
provide such notice at least five (5) working days prior to implementing the changes, subject to
operational demands.

6.18 Inservice Day

One inservice day shall be added to the work year for all 10 and 11 month (formerly known as
10.5 month) employees thereby increasing their work year by one day.
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ARTICLE 7: PAY AND ALLOWANCES

7.1 Anniversary Date

All employees shall have a July 1 anniversary date. For the purpose of movement on the salary
schedule, all employees who are in paid status for seventy-five percent (75%) of the work year
will advance effective July 1st.

7.1.1 Salary Schedule

Effective July 1, 2022, the base salary schedule shall be increased by six percent (6.0%). Unit
members employed as of the date of ratification of this agreement or approval by the board of
trustees, whichever is later, are eligible for this increase. The increase shall be paid retroactively
for base pay only. All future overtime and extra pay shall be subject to the six percent (6.0%)
increase upon the approval of this agreement.

Effective July 1, 2023, the base salary schedule shall be increased by four percent (4.0%).

7.1.2  Classified Salary Schedule

Effective July 1st, 2023, a single salary schedule shall be established by placing all classified
employees on the current NON-PERS SALARY SCHEDULE which shall be known as the
CLASSIFIED SALARY SCHEDULE. All employees shall have the employee contribution to
CalPERS deducted from their monthly paychecks. As such, the annual salary of all classified
employees paid on the current PERS SALARY SCHEDULE shall increase by 7%.

7.1.3 Effective July 1, 2014, the equivalent of an additional 1.5% compensation increase to
establish a Supplemental Benefit Allowance to lower the contributions of less than full time
employees remaining on Current Health Benefit Plans set forth below (see Appendix E). This
Allowance can not be applied to Additional Health Benefit Plans set forth below. This Allowance
shall not increase absent future negotiated agreement.

7.2 Placement on the Salary Schedule

It is expected that a new employee will start at the first step of the classification in which the
employee is placed. However, in exceptional cases, the Superintendent may recommend starting
at the second or higher step, where the employee has had comparable previous working
experience.

Recommended placement on the salary schedule should be in accordance with the following:
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1-3 years experience 2nd step

4-5 years experience 3rd step
6-7 years experience 4th step
8-9 years experience Sth step
10 years experience or more 6th step

7.3 Working Out of Classification

7.3.1 Salary Adjustment

Employees directed to perform inconsistent duties as it relates to their classification but are not
within the employee’s job description, for three (3) days or more within any fifteen (15) day
period, shall have the employee’s salary adjusted to reflect the duties required to be performed
outside the employee’s normal assigned duties or a ten percent (10%) differential, whichever is
greater for the entire period of time.

7.4 Pavroll Error

Any pay error, not due to the payee’s error, which results in insufficient payment for the payee
will be corrected within five (5) working days.

7.5 Work Outside Regular Work Year

When work normally and customarily performed by bargaining unit employees is required to be
performed at times other than during the regular September - June academic year, the work shall
be first offered to the most qualified bargaining unit applicant. No employee shall be required to
accept such assignment.

7.6 Mileage

Any employee in the unit required to use their personal vehicle on authorized District business
shall be reimbursed at the current IRS rate, to be adjusted annually.

7.7  Longevity (Career Increments)

The District agrees to additionally compensate long-service employees in accordance to the
following: Classified personnel shall automatically receive increments at the end of the eighth
(8th), twelfth (12th), sixteenth (16th), twentieth (20th), and twenty-fourth (24th) years of service
in the Evergreen School District.
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All ten (10), eleven (11), and twelve (12) month employees shall be compensated at the rate of
one hundred dollars ($100) monthly for each month or partial month worked. Increments for
part-time employees will bear a ratio to the average hours worked during the current year
effective with the date of this contract. Longevity increments, for the purpose of salary
adjustments shall become part of the base salary. Part-time employees will receive full credit for
each full year worked. (Reference Section 7.1 of the Collective Bargaining Agreement.)

7.7.1 Stipend for Degrees

Bargaining unit employees shall be compensated at the following rates for completion of college
degrees:

AA Two hundred fifty dollars ($250) annually
BS or BA Five hundred dollars ($500) annually

MA One thousand dollars ($1,000) annually
PHd One thousand dollars ($1,000) annually

Stipends shall be paid in 10 equal monthly installments from September to June effective July 1,
2023 as part of the employee’s monthly base salary.

7.8 Proof of Auto Insurance

Any employee using their personal vehicle for district business shall be required to show proof
of auto insurance as required by State Law.

7.9 Pavroll Pavments

CSEA and the District shall make every effort to implement new payroll processes effective July
1, 2023, due to concerns raised by the District regarding the current methodology for payroll
payments.

The District and CSEA shall work collaboratively to attempt to adopt one of the four (4)
potential methods to change and improve the methodology for payment of salary payments for
ten (10) and (11) month employees, as follows:

e Methodology 1: Nine (9) equal payments for the months of September to May, with a
tenth payment equally divided between August and June;

e Methodology 2: Per diem based on the number of hours multiplied by the number of
contract days paid for August and June with the remainder of yearly salary divided
between nine (9) equal payments for the months of September to May.
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e Methodology 3: Nine (9) equal payments for the months of September to May, with a
tenth payment divided based on an adjusted percent method: seventy percent (70%) paid
in August, and thirty percent (30%) paid in June.

e Methodology 4: Another similar method to address the concerns described above.

CSEA and the District hereby agree to negotiate in good faith, and upon mutual agreement, shall
make every effort to adopt one of the four alternative methodologies for payroll payments listed
above. CSEA agrees to a study with the District of the four methodologies listed above.

7.10 Payment of Wages and Payroll

Payment of wages and payroll orders and warrants for unit members for regular base pay shall be
drawn at least once during each calendar month, on the last working day of the month in which
the employee was in paid status.

Payment of wages and payroll orders and warrants for unit members that pertain to overtime
hours, extra hours, and extra duties shall be drawn at least once during each calendar month, on
the tenth (10th) day of the month in which the employee was in paid status.

7.11 Translation Support Stipend:

Effective July 1, 2023, classified personnel who have been pre-determined annually by the
supervisor to utilize skills in a language other than English during the course of their regular
assignment may be paid one of the following stipends:

e One hundred dollars ($100) stipend for the informal use of language skills as needed
to support students, parents/guardians and staff.

e Five hundred dollars ($500) stipend for the use of formal verbal language skills
(bilingual skills) certified by the passage of oral bilingual skills proficiency exam.

e One thousand dollars ($1000) stipend for the use of formal verbal and written
language skills (biliterate skills) certified by the passage of oral and written skills
proficiency exam.

Eligibility shall be determined annually by the supervisor based on the specific language needs
of the site/department. The stipend will be paid in equal monthly payments on the regular end of
the month payroll. Employees who qualify for and subsequently receive the stipend are expected
to utilize their language skills during the course of their regular assignment as needed to support
students, parents/guardians and staff and as directed by their supervisor, with the exception of
Individualized Education Plan (I.E.P.) meetings.
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7.12 Personal Hygiene Stipend

Any classified employee supporting ongoing student diapering as a required medical
accommodation (e.g., IEP, Section 504, doctor’s note) shall receive the full stipend of $100 per
month when the service is required, to be paid on the 10th of the month. The stipend shall be
verified and approved in advance by the supervisor.
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ARTICLE 8: EMPLOYEE AND DEPENDENT INSURANCE COVERAGE

8.1 Insurance Payment

8.1.1 Percentage of Contribution

For eight (8) hour unit employees, the District contributions shall be one hundred percent (100%)
of premiums, pro-rated for employees working less than eight (8) hours, but four (4) hours or
more through the 2013-14 school year. Effective July 1, 2014, the District contribution shall be
prorated as provided in this article.

8.1.2 Insurance Program

Effective July 1, 2018, the District shall participate in the Self-Insured Schools of California
(SISC) and offer the carriers and coverage available through SISC as per signed CSEA MOU
(see APPENDIX).

The insurance programs offered shall be as follows:

a. Blue Shield,

b. Kaiser

c. MetLife Dental Insurance (Prepaid)

d. Delta Dental

e. American Fidelity Assurance Company, Account No. 4017477
f. IRC Section 125 Flexible Benefit Plan

g. VSP

Current Health Benefit Plans

The current structure, benefit coverage plans and District contribution method (composite rate by
FTE of 40 hours/week prorated down to 20 hours/week per section 8.1.1) shall remain in effect
subject to the following amendments:

Beginning July 1, 2014, District and employee contributions toward health and welfare benefits
(medical and dental insurance) shall be as set forth below in this article.

1. The District and each employee shall share equally the increased premium costs of health
and welfare benefits (medical and dental) for themselves and their families as compared to the
2012-2013 premium costs.
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2. Effective with the August 2014 pay warrant, unit members shall contribute, through
automatic payroll deduction, this fifty percent (50%) share.

3. The foregoing “50/50” cost sharing shall continue through the 2015-2016 school year
(i.e., comparing 2014-2015 to 2013-2014, and 2015-2016 to 2014-2015). The increased
employee contribution for each year, beginning with 2013-2014, shall be cumulative. If the
monthly premium cost for benefits decreases compared to the prior year, the unit member’s
payroll deduction amount will be reduced or eliminated to reflect that reduction.

4. The foregoing “50/50” cost sharing shall continue to take into account the proration of
composite premiums based on FTE (100% for 1.0 FTE equaling 40 hours per week down to 50%
for .5 FTE equaling 20 hours per week).

5. As of the expiration of this Agreement in 2015-2016, the ratio of the District’s and
employee’s share beginning prospectively in 2016-2017 shall be adjusted by the percentage
savings/reductions in premium rates over the term of the Agreement through the HBC opinions
and findings according to the Sideletter and negotiations process already agreed to. The parties
agree to promote wellness programs in their effort to reduce and contain premium costs. The
amount of employee and District contributions previously arrived at under the 50/50 ratio will
remain in effect.

6. By way of example only, if during the term of this Agreement premium rates are reduced
15% below what they would have been absent plan design or carrier changes, the adjusted ratio
for District/unit member premium rate increases effective 2016-2017 would be 65%/35%
respectively. The specific calculation for adjustment of this ratio shall be according to section 8.
The adjusted ratio of the District’s and employee’s share beginning in 2016-2017 (plus the
amount of employee and District contributions previously arrived at under the 50/50 ratio) shall
be the status quo unless and until negotiated otherwise by the parties.

7. The parties agree that the foregoing calculations shall be based on an agreed upon method
for calculating the cost of benefits per participating FTE annually. This shall include a method
that takes the following into account:

a. The population in Blue Shield, Kaiser, Delta Dental, MetLife and number of
participating FTE as of the close of the open enrollment period on May 31 each year.

b. Calculation of a single, average health cost per FTE, based on premium costs for, and
population of unit members in all composite structured medical plans, and dental plans. This
average health cost per FTE shall be used to determine a uniform payroll deduction amount as
well as the overall premium savings from year to year.
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8. An example of the foregoing calculations implementing the foregoing “50/50” cost
sharing plan, including an adjustment to this ratio beginning in 2016-2017, is attached as
Appendix D and incorporated into this Agreement. The parties agree that Appendix D expresses
their mutual intent as to the meaning and intended implementation of this Article. Any
inconsistencies that might arise between Appendix D and the language in this Article shall be
resolved in favor of Appendix D.

9. The District will provide the HBC (and CSEA upon request) all records and data utilized
to make the calculations in this Article.

10. If the District receives a rebate in health and welfare costs, the subject of allocation of
these funds shall be referred to the HBC for opinions and findings according to the Sideletter and
negotiations process already agreed to.

11. The Supplemental Benefit Allowance (Appendix E) shall be utilized by less than full
time employees to lower their contributions. This Allowance shall not increase absent future
negotiated agreement.

Additional Health Benefit Plans

The parties agree the District may add, and offer to unit members on or after July 1, 2015, low
cost health benefit plans, based on a tiered contribution structure, which are intended to comply
with the federal Affordable Health Care Act. In such event, the following provisions shall apply:

1. The District will contribute the premium amount for employee only coverage under a
plan with coverage at least equal to the “Silver Level” Standard Benefit Plan Design designated
by Covered California according to the following proration schedule:

a) 30 to 40 hours per week: 100% of employee only premium cost.

b) 25 to less than 30 hours per week: 83% of employee only premium cost.

c) 20 to less than 25 hours per week: 66% of employee only premium cost.

2. The specific carrier and plan number meeting the criteria of #1 above will be designated

and included in the negotiated Agreement between the parties. The District shall maintain the
designated plan and premium contribution level unless negotiated otherwise.
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3. The District may add additional low cost plans in the future in which employees may
elect to enroll. The District will contribute premiums for such plan up to but not to exceed the
amount applicable to the designated plan described in #1 above.

4. Employees who elect to purchase employee only coverage under a plan with premiums in
excess of the designated plan, and/or who elect to cover spouse or one or more dependents under
any low cost plan, shall pay for the cost of such coverage that exceeds the District contribution as
set forth in #1 above.

5. Any employee contributions required by participation in these plans shall be through
automatic payroll deductions.

8.1.3 Early Retirement Plan

Bargaining unit members who have completed fifteen (15) years of continuous service in the
Evergreen School District and are between the ages of fifty-eight (58) and sixty-five (65) who
opt for an early retirement may continue participation in a district-sponsored health plan. The
District will contribute five hundred dollars ($500) per month toward this participation until age
sixty-five (65) years (not to exceed a total of eighty-four (84) months). The contribution ($500)
shall be prorated for bargaining unit members whose final three years average sixty-two and
one-half percent (62.5%) or greater.

8.2 Eligibility

All employees in the bargaining unit who work at least four (4) hours per day shall be covered
under the programs provided in the Article, in accordance with Section 8.1.
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ARTICLE 9: SCHEDULED HOLIDAYS

9.1 Paid Holidays

For the terms of this contract, the District agrees to provide all employees who were in service at
the time of the holiday, the following seventeen (17) paid holidays: Independence Day, Labor
Day, Veteran’s Day, Thanksgiving Day, Day after Thanksgiving, Floating Holiday, Christmas
Eve, Christmas Day, New Year’s Eve, New Year’s Day, Martin Luther King Day, Washington’s
Birthday, Lincoln’s Birthday, Friday Preceding Easter, Monday Succeeding Easter, Memorial
Day, and Juneteenth.

9.2 Establishment of Calendar

The District and C.S.E.A. agree to meet and consult on the establishment of a calendar for
specific holiday dates each year of this agreement.

9.3 Additional Holidays

Additional holidays will be provided as required by the Education Code (Ed Codes: 37220,
37222, and 45203).

9.4 Holiday Eligibility

Except as otherwise provided in this article, an employee must be in paid status on the working
day immediately preceding or succeeding the holiday to be paid for the holiday.

9.4.1 Payment for Holidays

Regular employees of the district who are not normally assigned to duty during the school
holiday periods of December holiday break, Winter break, or Spring break, shall be paid for
those holidays provided they were in paid status during any portion of the working day of their
normal assignment immediately preceding or succeeding the holiday period. (To be in
conjunction with the calendar relating to school year.)

9.4.2 Compensation for working on a Holiday

When a classified employee is required to work on any of said holidays, the employee shall be
paid compensation, or given compensating time off, for such work, in addition to the regular pay
received for the holiday at the rate of time and one-half (1 1/2) of the employee’s regular rate of

pay.
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ARTICLE 10: VACATION PLAN

10.1  Eligibility

All employees in the bargaining unit shall earn paid vacation time under this Article. Vacation
benefits are earned on a fiscal year basis - July 1 to June 30. Employees shall not be eligible for
vacation until they have been in continuous employment for six (6) months, at which time, they
will receive vacation credit from their original date of employment.

10.2 Accumulation

On July 1 of each year, vacation days will be credited to each employee’s record according to
the following schedule:

12-MONTH 10-MONTH 11-MONTH
1-5 years 12 days 10 days 10.5 days
6-8 years 15 days 12.5 days 13 days
9 years 17 days 14 days 14.5 days
10 years 18 days 15 days 15.5 days
11 years 19 days 16 days 16.5 days
12 years 20 days 17 days 17.5 days

10.3 Vacation Carryover

Any vacation shall be completed during the school year in which it was earned. Five (5) days
may be carried over to the following school year, not to exceed twenty-five (25) days of vacation
in any one school year.

10.4  Vacation Pay

Pay for vacation days for all bargaining unit employees shall be the same as that which
the employee would have received had the employee been in paid working status.

10.5 Vacation Pay Upon Separation

Upon separation from service, the employee shall be entitled to a lump sum compensation for all
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earned and unused vacation, except the employees who have not completed six (6) months of
employment in probationary status shall not be entitled to such compensation. If an employee is
separated and has been granted vacation or other leave which was not yet earned at the time of
the separation of the employee’s services, the District shall deduct from the employee’s
severance check the full amount of the salary which was paid for such unearned days that were
taken.

10.6 Holidays

When a holiday falls during the scheduled vacation of any bargaining unit employee, the
holiday will not be deducted from the employee’s earned vacation.

10.7 Vacation Scheduling

All annual vacations must be arranged in advance by the employee with the employee’s
supervisor. The supervisor shall respond to all vacation requests within ten (10) days. If the
employee is not permitted to take the employee’s full annual vacation due to the workload or
extenuating circumstances, the employee shall exercise one of the following options:

1) the amount not taken shall accumulate for use in the next school year, up to five (5)
days/twenty-five (25) total days pursuant to Section 10.3; or

2) be paid in cash; or
3) a combination of options 1 and 2 above.

All ten (10) month employees shall take vacation between September 1 and June 30. All
eleven (11) month employees shall take vacation between August 1 and June 30.

10.8 Interruption of Vacation

The School District Governing Board may allow permanent classified employees to interrupt or
terminate vacation leave in order to begin another type of paid leave without a return to active
service provided the employee supplies adequate notice and relevant supporting information
regarding the basis for such interruption or termination.

10.9 Vacation Payout

In connection with article 7.9, CSEA and the District shall make every effort to implement
mutually agreed upon processes for the request for payment of vacation days for 10 and 11
month classified employees on non-workdays in alignment with CalPERS guidance and
restrictions.
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ARTICLE 11: LEAVES

11.1 Absence

Classified personnel shall not absent themselves from their duty assignment anytime during their
duty hours without the approval of their immediate supervisor. Classified personnel shall notify
their supervisor when they will be absent. Such notice should be given as soon as possible so a
substitute may be obtained, if necessary. Classified personnel shall notify their supervisor of their
intention to return to duty before the end of the day. Failure to do so may result in the deduction,
from the employee’s pay warrant, the amount paid to the substitute. Custodian personnel shall
also notify the building principal, both of the absence and return to duty as well as to the
supervisor.

11.2 Bereavement Leave

Bargaining unit members shall be allowed a minimum of three (3) days bereavement leave (not
necessarily consecutive) for the death of any member of the unit member’s immediate family.
Unit members may request an additional two (2) days, and if approved, may then utilize up to
five (5) total days bereavement leave. Death of a unit member’s immediate family includes the
following: mother, father, wife, husband, domestic partner, son, daughter, brother, sister,
grandmother, grandfather, grandchildren, son-in-law, daughter-in-law, mother-in-law,
father-in-law, sister-in- law, brother-in-law, step-mother, step-father, step-son, step-daughter,
step-brother, step-sister, aunt, uncle, niece, nephew, foster parent, foster child, cousin to the
second degree, or any person(s) living in the immediate household of the unit member.
Bereavement time will also be granted due to miscarriage, stillbirth, or birth loss.

11.3  Jury Duty

Any classified employee shall have leave without loss of pay for any time the employee is
required to perform jury duty. The District shall pay the difference, if any, between the amount
received for jury duty and the employee’s regular rate of pay. (Exclusive of reimbursement for
mileage, parking, and meals.)

11.4 Sick Leave

Every classified employee of the District shall be entitled to leave of absence for illness or injury
at a rate of one (1) regular shift per month worked, not to exceed twelve (12) days per year.

Classified personnel transferring from any other California school district, to the Evergreen
School District, shall be credited with the verified sick leave they have accumulated in the
California school district from which they transferred. If a classified employee is unable to carry
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out the employee’s duties because of a prolonged period of ill health, or a period of recovery after
a severe accident, the employee shall notify the District of the situation with a statement from a
licensed physician relative to the nature of the illness or injury. Any employee absent four (4)
consecutive school days shall present a statement from a licensed physician that the employee is
certified to return to work. The District may also require that an employee present a physician’s
certification of absence of fewer than four (4) days if there is reason to suspect abuse. The District
may request an employee who is on sick leave differential pay to present a statement from a
licensed physician or to see a doctor designated by the District at the District’s expense.

11.4.1 If an employee is eligible for sick leave while on an approved vacation, the employee
may convert their vacation to sick leave by providing a doctor’s note.

11.5 Parental Leave

Child Bonding Leave: Employees may elect to utilize up to twelve (12) weeks of child bonding
leave occasioned by the birth of the employee' s child, or the placement of a child with the
employee in connection with the employee's adoption or foster care of the child as provided by
CFRA.

Pursuant to Education Code section 45196.1, to qualify for child bonding leave employees must
have completed one (1) year (twelve months of employment) for the District but are not required
to have at leave 1,250 hours of service during the previous one (1) year (twelve month) period.

For birthing parents, the twelve (12) week child bonding leave shall commence at the conclusion
of any pregnancy disability leave.

For non-birthing parents, the twelve (12) week child bonding leave shall commence on the first
day of such leave.

Pursuant to Education Code section 45196.1, if an employee exhausts their accumulated sick
leave prior to expiration of the twelve (12) week child bonding leave, the employee shall be
entitled to differential pay as defined in section 11.4 or 50% of the employee's regular pay
whichever is more (AB 2012, effective January 1, 2019).

11.6 Industrial Accident or Illness Leave

11.6.1 Provision for Leave

Unit members will be entitled to industrial accident leave according to the provision in Education
Code Section 45192 for personal injury which has qualified for worker’s compensation under the
provision of the State Compensation Insurance Fund.
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11.6.2 Duration of Leave

Such leave shall not exceed sixty (60) days for each industrial accident or illness.

11.6.3 District Rights for Examination

The District has the right to have the unit member examined by a physician designated by the
District in determining the length of time during which the employee will be temporarily
unable to perform assigned duties and the degree to which a disability is attributable to the
injury involved.

11.6.3.1 Employee Rights: Personal Physician

After thirty (30) days from the date the injury or illness is reported, the employee may be treated
by a physician or facility of their choice within a reasonable geographic area. If, however, an
employee notifies the employer in writing prior to the date of injury that their employee has a
personal physician, the employee shall have the right to be treated by that physician from the
date of injury. Upon request, the employer shall provide an appropriate form on which the
employee may indicate the name of their physician. “Personal Physician” means the employee’s
regular physician and surgeon who has previously directed the medical treatment of an employee
and who retains the employee’s medical records and history.

11.6.4 Excess Payment

For any days of absence from duty as a result of the same industrial accident, the unit member
shall endorse to the District any wage loss benefit check from the State Compensation when both
sources exceeding the percent of the amount the unit member would have received as salary had
there been no industrial accident or illness. If the unit member fails to endorse to the District any
wage loss disability indemnity check received on account of industrial accident or illness as
provided above, the District shall deduct from the unit member’s salary warrant, the amount of
such disability indemnity actually paid to and retained by the unit member.

11.7 Personal Necessity Leave

Leave which is credited under Section 11.4 of this Article may be used, at the unit member’s
election, for the purpose of personal necessity, provided that use of such personal necessity leave
does not exceed eight (8) days in any work year, and is deducted from the unit member’s earned
sick leave resetting annually on July 1. The employee shall make every effort to comply with
District procedures to enable the District to secure a substitute.

For purposes of this provision, personal necessity shall be on the following basis:
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11.7.1 Additional Leave for Death in Family

The death of a member of the employee’s immediate family when additional leave is required
beyond that provided in Section 11.2 of this Article.

11.7.2 Funerals: Other Than Immediate Family

Funeral attendance for persons other than the immediate family.

11.7.3 Accident or Illness: Self & Immediate Family

As a result of an accident or illness involving an employee’s person or property or the person or
property of the employee’s immediate family.

11.7.4 Court Appearances

When resulting from an appearance in any court or before any administrative tribunal as
a litigant, party or witness. In the event the employee is a litigant against the District, the
employee will not be compensated under personal necessity leave.

11.7.5 Marriage
Marriage in immediate family, including your own.

11.7.6 Unusual Circumstances

Circumstances that are serious in nature and that the employee cannot reasonably be expected to
disregard but that necessitate immediate attention may be allowed at the discretion of the
Superintendent or the Superintendent’s designee. Under no circumstances shall leave be
available for purposes of personal convenience or for the extension of a holiday or vacation
period or for matters which can be taken care of outside the work hours, or for recreational
activities.

11.7.7 Approval of Leave

Before the utilization of personal necessity leave, a unit member shall make every effort to notify
the immediate supervisor or the unit member’s District designee, except for cases of 11.7.1,
11.7.2, or 11.7.3. Should the circumstances outlined in 11.7.1, 11.7.2, or 11.7.3 arise, the
employee shall make every effort to comply with District procedures to enable the District to
secure a substitute.

11.8 Family Illness Leave

Leave which is credited under Section 11.4 of this Article may be used, at the unit member’s

28



election, for the purpose of family illness not to exceed six (6) days in any work year, and is
deducted from the unit member’s earned sick leave resetting annually on July 1. The employee
shall make every effort to comply with District procedures to enable the District to secure a
substitute

11.9 Leaves for Retraining and Study

The Board may grant up to one (1) leave of absence, without pay or benefits, on the
recommendation of the Superintendent, to an employee for the purpose of study or retraining,
provided the employee has had at least five (5) consecutive years of service in the District. Study
and/or retraining shall be granted on the basis of it increasing the value of the employee to the
District

11.10 Maternity Leave

11.10.1 Qualification for Leave

In order to qualify for a maternity leave, an expectant classified employee shall file a statement
from their physician indicating the estimated date of delivery.

11.10.2 Employee’s Right to Work During Pregnancy

The classified employee may continue to work as long as their health will permit as certified by
a physician, or may request an unpaid leave.

11.10.3 Use of Sick Leave During Pregnancy

The classified employee may use sick leave benefits during the time the classified employee is
unable to work due to physical disability, prior to delivery and including convalescence as
determined by a physician. (This provision does not apply to a person who is on unpaid leave
during this period.)

11.10.4 Leave for Child Rearing

A classified employee who is the natural, or adoptive, parent of a child may request an unpaid
leave of absence for the purpose of rearing their child. Such leave may be granted upon request
by giving the District four (4) weeks notice prior to the anticipated date on which the leave is to
commence. A child-rearing leave may be granted for a period not to exceed six (6) months, and
the leave request may be renewed, provided that the total time an employee is on leave, paid or
unpaid, for maternity and child rearing purposes, shall not exceed one hundred and ninety (190)
days.
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11.11 General Leaves

When no other leaves are available, a paid or unpaid leave of absence may be granted to an
employee when it is in the best interest of the District. In the event the employee exhausts all
accumulated paid leave for illness or injury, accumulated vacation must be exhausted before the
employee is eligible for other leave.

11.12 Continuation of Health/Welfare

Employees may continue their health and welfare coverage while on an unpaid leave of
absence. The employee must pay the health and welfare premiums directly to the District.
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ARTICLE 12: TRANSFER
12.1 Definition of Location/Position Transfer

A unit member may be transferred from one location to another or from one position to another
when in the best interest of the District and/or at the unit member’s request when approved by
the Supervisor with the final approval of the Superintendent.

12.2 Employee Request for Transfer

A unit member desiring a transfer shall file a written request with Human Resources. Said
request shall remain on file, unless withdrawn by the employee, for a period of six (6) months.
The unit member, at their discretion, may renew the request. When a new position is created or
an existing position becomes vacant, the District shall give first consideration to bargaining unit
employees serving in the same class in the District who have a transfer request on file. Approval
of transfer requests shall remain discretionary with the District.

12.3 Temporary Transfer

Unit members who need to be temporarily transferred to a work location other than the
employee’s normal work site for a period in excess of twenty (20) working days, shall be notified
of the approximate length of the temporary assignment and the approximate date of their return
to the normal work site.

12.4 Transfer Due to Disability

A permanent employee with two (2) years of consecutive service in the District, who is
determined by the District to be incapable of performing the duties of the employee’s job
classification because of injury or other partial disability, shall be given consideration for other
alternate work which they might perform when they have become medically unable to
satisfactorily perform the employee’s regular job class duties. The alternate work may be in a
higher or lower job class as well as a lateral class.
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ARTICLE 13: PROMOTION
13.1 Definition

Promotion on the salary schedule shall be deemed to mean assignment to a position which is on a
higher classification of the schedule. An individual, when promoted from one classification to
another, shall receive the step placement (at a minimum) which results in an increase in salary of
five (5) percent over the previous rate. Employees shall inform Human Resources of their
application for promotion when promotional opportunities occur. First consideration shall be
given to promotional requests when screening and interviewing for a new or vacant position.

13.1.1 Promotion of Part-time Employee

Employees who are assigned to a position with a higher salary range designation and still retain
their original part-time position shall be considered promoted and will receive the five (5)
percent increase.

13.1.2 Promotion: Probationary Period

Employees who are promoted shall serve a six (6) month probationary period before becoming a
permanent employee in the new classification but shall retain permanency in their previous
position.

13.2 Posting of Notice

Notice of all job vacancies shall be posted in prominent locations throughout the District where
unit members work. The job vacancy notice shall remain posted for a period of eight (8) working
days. Employees desiring to file for the vacancy shall comply with the posted closing date on the
job vacancy notice.

13.3 Notice Contents

The job vacancy notice will include: the job title, a brief description of the position and duties,
the minimum qualifications required for the position, the number of hours per day, days per week
and months per year assigned to the position, the salary range, and the deadline for filing to fill
the vacancy.

13.4 Filing

Any employee in the bargaining unit may file an application for any vacancy for which qualified
by submitting written notice to Human Resources.
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13.5 Notification of Applicants

Within five (5) days of the decision to hire, promote, or transfer to a new or vacant position,
Human Resources shall notify in writing each unit member applicant whether the unit member
has been selected for the position.

13.6 Promotional Criteria

Any employee in the bargaining unit who files for a vacancy during the posting period shall be
judged on experience, past performance and evaluations, education and training, special skills,
combination of skills, reorganization, employee morale, length of service with the District, equal
employment opportunity policies and procedures, and the needs of the District. When a unit
employee who is seeking promotion equally fulfills the above criteria, the unit employee will be
given preference.

Any employee not selected to fill a vacancy may request of the employee’s supervisor a meeting
to discuss advancement and the areas needing improvement or training to become qualified for
future promotional positions.

13.7 Promotion

A CSEA representative shall be appointed to serve on each interview panel.
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ARTICLE 14: RECLASSIFICATION/UPGRADE
14.1 RECLASSIFICATION PROCEDURE

A unit member, or class of positions, is entitled to request that their position(s) be reclassified.
The request shall be submitted to the Human Resources Department during the period of October
1-31 of each year.

14.1.2 Nothing in this policy shall preclude the employer 's right to initiate reclassification. In
such case, CSEA will be notified at the initiation of the District's intended reclassification.

14.1.3 This process shall not result in the employee, or class of employees, being classified at a
lower level as a result of bringing the reclassification forward.

14.1.4 All requests which meet the criteria below shall be reviewed by a three member
Reclassification Panel which shall include one CSEA appointee, one management appointee, and
a neutral appointee, who shall be selected by mutual agreement between the District and CSEA.
The District shall pay the cost of the neutral appointee. The Reclassification Panel shall make the
recommendation for reclassification to the Assistant Superintendent of Human Resources.

The Reclassification Panel shall complete its task no later than March 1st of the following year.

The recommendations of the panel shall be forwarded to the Assistant Superintendent of Human
Resources for decision. The Reclassification Panel shall determine whether a Reclassification
request has met the agreed criteria through interviews, research data, and the submitted written
request. It shall be the responsibility of the Assistant Superintendent of Human Resources
Reclassification Panel, not Human Resources or any manager, to determine whether any request
is incomplete, or late.

14.1.5 The employee requesting the reclassification shall bear the burden of proof in respect to
presenting the employee’s facts and substantiating evidence to the Reclassification Panel.

14.1.6 The immediate supervisor shall review assignment of job duties in respect to the actual
job description and may be asked by the panel to comment in writing or verbally in respect to the
employee's request and analysis of job duties.

14.2 RECLASSIFICATION CRITERIA

14.2.1 Reclassification cannot occur for the reasons indicated below:

Workload increase will not be considered a basis for reclassification. ("Workload" means the
volume or amount of work assigned to be completed within a given period of time; e.g., if the
amount of work increases but the job duties are the same, there is no basis for reclassification.)
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Seniority or length of service, in the position shall not be a basis for reclassification.

In no instance shall a reclassification result in the reduction of a position or incumbents to a
lower salary range.

14.2.2 Reclassification can occur for the reasons indicated below:

New job duties are permanently added to the job or job description by the supervisor. The
Reclassification Panel reserves the right to determine the extent and scope of the new duties that
would warrant a Reclassification.

New or increased responsibilities (other than increased workload) have been permanently added
to the position by the supervisor. The panel shall take into consideration the frequency and time
period in which duties outside the job description occurred.

143 AUTHORITY OF THE RECLASSIFICATION PANEL

The panel shall have the authority to consider written statements or verbal testimony of witnesses
as needed and shall recommend to the Assistant Superintendent of Human Resources the
following when considering requests for reclassifications: Range placement; Change in the job
description; Job title changes; Creation of new classification or range.

14.4 FINAL DECISION REGARDING RECLASSIFICATION

The Assistant Superintendent of Human Resources shall be forwarded a copy of the panel's
recommendation . The Assistant Superintendent of Human Resources shall review the
recommendation and determine whether to accept, modify or reject the recommendation. The
employee will be notified by the Assistant Superintendent of Human Resources within fifteen
(15) working days of the decision made based upon the panel's recommendation.

14.4.1 Any unit member whose reclassification request has been modified or rejected by the
Assistant Superintendent of Human Resources shall have the right to appeal the Assistant
Superintendent of Human Resources' decision within ten (10) days of the date of notice of
rejection. The Superintendent or designee shall hear the unit member's appeal. The designee
cannot be anyone with involvement in the initial reclassification process. The unit member(s)
shall have the right to CSEA representation during the appeal process. The Superintendent or
designee shall have two (2) options with respect to unit member's appeal:

1) sustain the previous rejection; or

2) support the appeal and effect the reclassification.
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14.4.2 All approved reclassifications shall take effect retroactively to July 1 or the date
when the employee first assumed the new duties unless special circumstances mutually agreed
upon arise.

GENERAL PROVISIONS

a. Placement in Class: Every position shall be placed in a class.

b. New Classification: New classifications shall be assigned to the salary schedule, pending
negotiations on the appropriate placement of the new classification. Such negotiations shall be
completed within thirty (30) days of establishing the new classification.

C. Reclassification Salary: Upon reclassification of a position or class of positions, the
position(s) shall be assigned a range at least one range higher than the former range.
Reclassification shall not change an employee' s anniversary date.

d. If it is agreed that the employee has been working out of class, but is not being
reclassified, then the employee will be notified in writing that the employee is no longer
responsible for some or all of the out-of-class duties. The employee will be paid an appropriate
out-of-class differential for the relevant time period.
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ARTICLE 15: EVALUATION PROCEDURES
15.1 Evaluation

The evaluation is used to rate each employee in accordance with the requirements of the
employee’s position on forms approved by the Board of Trustees. The job description should
serve as a guideline for which the employee is to be evaluated. This form becomes a permanent
record in the employee’s personnel file located in Human Resources. Employees shall be allowed
to review evaluations contained in their personnel file.

15.2 Procedure for Evaluation

15.2.1 Form Requirements

The completed evaluation form is to be issued and discussed with the employee at a conference
between the employee and the immediate supervisor. Other persons who exercise functional
supervision may provide information to be utilized by the line supervisor for the purpose of
evaluation.

15.2.2 Procedure

All markings and comments must be typed or written in ink. In cases where changes or
corrections are necessary, they must be initialed by the employee before being placed on file in
Human Resources. The signature of the employee on the evaluation form will not indicate that
the employee agrees with what has been written; it will merely indicate the employee has read
the evaluation. Areas checked below average or unsatisfactory shall include specific
recommendations and provisions for assisting the employee in their performance.

15.2.3 Basis of Evaluation

No evaluation shall be made based on hearsay statements without an attempt by the evaluator to
verify the information.

15.2.4 Procedure for Derogatory Information

Information of a derogatory nature, such as an unsatisfactory evaluation, shall not be entered into
a personnel file until the employee is given ten (10) days notice and an opportunity to review and
attach a written rebuttal to such derogatory material.

15.2.5 Definition of “Permanent Employee”

“Permanent Employee” is a regular employee who successfully completed an initial probationary
period within six (6) months of service beyond the initial date of employment. The employee’s
written evaluation is to be transmitted to the employee prior to the last working day in May of
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the year to be evaluated. Permanent employees shall be evaluated at least once every 2 years.

15.2.5.1 Definition of Probationary Employee

“Probationary employee” is defined as an employee hired in a position for a six (6) month
probationary period. If the employee is newly hired, the employee may be terminated within this
six (6) month period. If the employee is new to the position but a permanent employee of the
district, said employee may be removed from the new position and returned to the employee’s
former position. All probationary employees should be evaluated prior to the end of the fourth
(4th) month and the end of the sixth (6th) month of employment. The District agrees to meet and
discuss reasons for the employee's dismissal.

15.2.5.1.1 Extension of Probationary Period

If an employee fails to complete a successful probationary period, the District may at its option,
extend the probationary period an additional three (3) months.

15.2.5.1.2 Notification of Extension

Prior to extending the probationary period, the District shall notify and discuss with C.S.E.A.
their reasons to extend the probationary period.

15.3 Evaluation Form

If the evaluation form is being reviewed for change, the District shall provide notice to C.S.E.A.
and give a reasonable opportunity to make recommended changes to the Superintendent prior to
implementation.

38



ARTICLE 16: Discipline

16.1 Release of Probationary Bargaining Unit Members. At any time prior to the expiration
of the probationary period, the Board may, in its sole discretion, release a probationary classified

bargaining unit member from the employ of the District. A probationary classified bargaining
unit member shall not be entitled to a hearing or to any statement of reasons for the Board’s
action.

16.1.1 Discipline of Permanent Classified Bargaining Unit Members. Any bargaining unit
member designated as a permanent bargaining unit member shall be subject to disciplinary action
only for just cause as prescribed by this Article.

16.1.2 Bargaining unit members shall have a right to CSEA representation at each stage of the
disciplinary proceedings.

16.2 Definitions

16.2.1 Disciplinary action imposed on permanent bargaining unit members is defined as
dismissal, demotion, or suspension.

16.2.2 Suspension means temporary removal of a bargaining unit member from the unit
member’s position with loss of pay.

16.2.3 Demotion means involuntary reduction of a bargaining unit member from a given
classification to a classification having a lower salary rate or reduction of pay step in
classification as a result of disciplinary action.

16.2.4 Dismissal means permanent removal of a bargaining unit member from employment in
accordance with this Article

16.3 Causes for Discipline In addition to any disqualifying or actionable causes otherwise
provided by statutes or by policy of this District, each of the following constitutes cause for
discipline of a permanent classified bargaining unit member.

16.3.1 Incompetency or inefficiency in the performance of the duties of the unit member’s
position.

16.3.2 Insubordination (including, but not limited to refusal to do assigned work).

16.3.3 Carelessness or negligence in the performance of duty or in the care or use of District
property.

16.3.4 Discourteous, offensive or abusive conduct or language toward other bargaining
unit members, pupils or the public.
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16.3.5 Dishonesty.

16.3.6 Drinking alcoholic beverages on the job or reporting for work in a state of
intoxication.

16.3.7 Use or addiction to the use of narcotics.
16.3.8 Personal misconduct unbecoming a bargaining unit member of the District.
16.3.9 Engaging in a political activity during assigned hours of employment.

16.3.10 Conviction of a felony, conviction of any sex offense made relevant by provisions of the
Education Code, or conviction of a misdemeanor which is of such a nature as to adversely affect
the bargaining unit member’s ability to perform the duties and responsibilities of the unit
member’s position

16.3.11 Repeated and unexcused absence or tardiness, or excessive absenteeism which adversely
impacts the efficient operation of the District.

16.3.12 Abuse of illness leave privileges.

16.3.13 Falsifying any information supplied to the District, including but not limited to,
information supplied on application forms, employment records or any other District records.

16.3.14 Persistent violation or refusal to obey safety rules or regulations made applicable to the
public schools by the Board or by any appropriate federal, state, or governmental agency.

16.3.15 Offering of anything of value or offering any service in exchange for special treatment in
connection with the bargaining unit member’s job or employment, or the accepting of anything
of value or any service in exchange for granting any special treatment to another bargaining unit
member or to any member of the public.

16.3.16 Willful or persistent violation of the Education Code or rules of the Board.
16.3.17 Any willful failure of good conduct tending to injure the public service.
16.3.18 Abandonment of position.

16.3.19 Advocacy of overthrow of federal, state, or local government by force, violence, or other
unlawful means.

16.3.20 Refusal to take and subscribe any oath or affirmation which is required by law in
connection with unit member’s employment.
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16.4 Progressive Steps. In handling disciplinary matters, it is intended that the discipline shall
be commensurate with the offense and that, whenever possible, progressive steps shall be utilized
unless the incident giving rise to the discipline is of such a nature that more severe action is
appropriate. It is recognized that not all steps should be utilized in all cases. Progressive steps
may be as follows:

16.4.1 Warning

16.4.2 Suspension

16.4.3 Involuntary Demotion
16.4.4 Dismissal

16.5 Discipline Procedure. Section 16.5.3 to the end of this Article apply only to proposed
suspensions, involuntary demotions and dismissals, and not to warnings.

16.5.1 Written Warning. Except in those situations where an immediate suspension is justified
under this Article a bargaining unit member whose work or conduct is of such character as to
incur disciplinary action shall first be specifically warned in writing by the supervisor. Such
warning shall state the reasons underlying issuance of the warning.

16.5.2 Limitation of Time. No disciplinary action shall be taken for any cause which arose
prior to the bargaining unit member becoming permanent, nor for any cause which arose more
than two (2) years preceding the date of the filing of the notice of disciplinary action such cause
was concealed or not disclosed by such bargaining unit member when it could be reasonably
assumed that the bargaining unit member should have disclosed the facts to the District.

16.5.3 Notice of Charges. The administrator initiating disciplinary action shall file a written
notice of such action with the Superintendent or designee and Human Resources. The notice
shall be served upon the bargaining unit member personally with a copy to the Association. The
notice shall indicate: 1) The specific charges against the bargaining unit member which shall
include times, dates and location of chargeable actions or omissions; 2) The disciplinary action
penalty proposed; and 3) the bargaining unit member’s rights to a hearing under this article.
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16.5.4 Pre-Disciplinary Hearing. Prior to any action a pre-disciplinary hearing shall be held
with any bargaining unit member against whom discipline is proposed. The hearing shall be held
at the earliest convenient date, taking into consideration the established schedule of the
Superintendent or designee, the Association and representatives and witnesses. The meeting shall
be held before an impartial administrator (Superintendent or designee), which shall mean any
administrator not directly or indirectly involved in proposing the discipline.

16.5.4.1 All charges against the bargaining unit member and any supporting documents or other
evidence shall be made known to the bargaining unit member and the unit member’s
representative at least at the time of the hearing.

16.5.4.2 Charges which have not been made known to the bargaining unit member, at the time of
this hearing, and to which the unit member has not been given the opportunity to respond, at the
time of hearings, shall not be part of any written charges. However, this shall not preclude
modification of and amendment to pending charges if a pre-disciplinary hearing is held on the
additional charges.

16.5.5 Administrative Decision. The Superintendent or designee will respond within ten (10)
days upon completion of the pre-disciplinary hearing and shall have the authority to prepare a
proposed decision on the charges (withdraw, modify, or sustain them).

16.5.5.1 If the administrative decision is to implement or modify the recommended
proposed penalty, the bargaining unit member shall receive written notice of the decision. The
written notice shall include:

1) A statement in ordinary and concise language of the specific acts or omissions upon
which the disciplinary action is based including times, dates, and locations.

2) A statement of the cause for the action taken,
3) The materials upon which the charges are based,
4) The right to a hearing, on the charges, at this level,

5) A card or paper, the signing of which by the bargaining unit member, shall constitute
denial of all charges and a request for hearing with a hearing officer.

16.5.5.2 The bargaining unit member or CSEA may appeal administrative decision to the
Board of Trustees within ten (10) days after receipt of the administrative decision. Such appeal
must be filed with the Superintendent through Human Resources.

42



16.6 Appeal Process

16.6.1 If the bargaining unit member or CSEA appeals the administrative decision, the penalty
proposed shall not be implemented until the bargaining unit member has exhausted their rights.
A bargaining unit member may be relieved of duties without loss of pay at the option of the
District.

16.6.2 In arriving at a decision on the propriety of the proposed penalty, the Board may consider
the records of any prior disciplinary proceedings against any bargaining unit member in which
disciplinary action was ultimately sustained and any records contained in the bargaining unit
member’s personnel file if such records were introduced into evidence at the hearing.

16.6.3 The decision of the Board shall be in writing and shall contain findings of fact. A copy of
the decision shall be delivered to the bargaining unit member and the bargaining unit member’s
designated representative personally or by registered or certified mail, return receipt requested.
The decision of the Board shall be final.

16.7 The provisions of this Article are not subject to the Grievance Procedures (Article 17).

As used in this Article, “days” means days the District Office is open for business.

43



ARTICLE 17: GRIEVANCE PROCEDURES
17.1 Definition of Grievance Procedure

The grievance procedure provides a means whereby a regular classified employee or group of
regular classified employees may express dissatisfaction about matters growing out of their
employment with the District and the mechanics to resolve problems as promptly as possible at
the lowest supervisory level with provisions to carry the grievance to successively higher
administrative levels until problems are finally resolved, provided that the remedy sought is
within the legal authority of the District.

17.1.1 Grievant
A grievant may be any bargaining unit member of C.S.E.A.

17.2 Grievable Issues

Matters included in the grievance procedure are limited to misinterpretation or violation of this
Agreement.

17.3 Time-line

An employee having a grievance has the responsibility to initiate the grievance as promptly as
possible or within one (1) calendar month of the occurrence or incident provoking the complaint
so that it may be resolved. By mutual agreement, the time limit may be extended.

17.4 Responsibilities of Supervisors and Administrative Personnel

It shall be the responsibility of the immediate supervisor or other appropriate administrative level
to hear the aggrieved employees, seek out all the facts in each case, and resolve the problem as
soon as it is possible to do so, to request assistance in the resolution of problems as needed; to
communicate decisions and supporting reasons to the aggrieved employee or employees.

17.5 Steps in Adjustment of Grievance Procedure
17.5.1 Informal Procedure

In order to promote a harmonious relationship, open communications and immediate satisfaction,
every effort shall be made to resolve problems as promptly as possible at the level of supervision
through the informal procedure.

17.5.2 Submitting Grievance

Informal grievance written or oral, shall be submitted to the employee’s immediate supervisor by
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the grievant, within thirty (30) days of the act of condition from which the grievance originates.

17.5.3 Time-line for Response

Supervisors shall treat all grievances in a confidential manner exercising dignity and respect,
reviewing the facts of the grievance with thoroughness and complete objectivity. Informal
discussion between the grievant, and the immediate supervisor or appropriate administrator shall
take place in an attempt to resolve the problem when it arises, but no later than five (5) working
days after submission of the grievance.

17.5.4 Second Level

If the problem has not been resolved at the immediate supervisory level, the grievant shall then,
orally or in writing, request a review of the grievance at the next supervisory level having
authority to take corrective action. The supervisor shall notify the next higher level supervisor
and shall attempt to hold a conference within three (3) working days after the supervisor has
received the grievant’s request for an informal review.

17.5.5 Grievance Representation

The grievant must be in attendance. The grievant may present their own case or may present the
problem through the recognized employee organization or representative of the grievant’s
choosing at the informal review and at any subsequent stage of the adjustment procedure. Any
employee of the District may serve as a representative without prejudice or loss of salary,
provided that the employee notifies their supervisor in advance.

17.5.6 Notification: Unfavorable Decision

If the decision rendered is unfavorable to the aggrieved party, the person hearing the grievance
shall submit a brief written report of the procedure followed, facts considered, and the basis for
the decision to the aggrieved party with copies to the Superintendent or designated
representative.

17.6 Formal Procedure - Administrative Review

17.6.1 Complaint to Superintendent: Written

Failing to resolve the difficulties through the informal procedures, and if the grievant remains
dissatisfied, the grievant shall submit a written complaint within five (5) working days after
receipt of the informal decision and request a review of the grievance by the Office of the
Superintendent. The written request shall include: A clear statement of the complaint; the courses
of action taken in attempting to resolve the complaint under the informal procedure including
decisions rendered; the reasons for the complaint; copies of documents considered appropriate to
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the complaint; and name of grievant’s representative.
17.6.2 Time-line

The Superintendent or a designated representative shall hold a conference with all interested
parties within five (5) working days of receipt, unless there is mutual agreement that more time
shall be allowed. The Superintendent, following administrative review of the grievance, shall
within five (5) working days after completion of administrative review, render a decision.

17.7 Board of Trustees Review

17.7.1 Request for Hearing

If the appellant is dissatisfied with the decision of the administrative review, the appellant may
send to the Superintendent, within five (5) working days after receipt of the decision, a written
request for a hearing before the Board of Trustees.

17.7.2 Requirement of Superintendent

A copy of the appeal shall be provided to the Superintendent and the appellant shall be required
to submit a written reply to the points made in the appeal within five (5) working days of receipt
thereof.

17.7.3 Hearing Procedure

The Board of Trustees shall convene a hearing at the earliest practicable date. They shall
establish their own procedures. They shall review the written statements submitted by the parties
to the grievance. The appellant and respondent may request the presence of witnesses. The Board
of Trustees shall be empowered to direct the attendance of any District employees at the hearing
without loss of salary to the employee. The hearing should be taped in order to provide an
accurate transcript of the proceeding, should it be needed at some later time.

17.7.4 Notification from the Board

When the Board of Trustees has reached a decision, it shall notify the Superintendent and the
individuals involved as soon as possible after the completion of the review of the appeal. The
Superintendent shall implement the decision.

17.7.5 Board Decisions

The decision of the Board of Trustees on an appeal shall be final and conclusive.
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ARTICLE 18: PROFESSIONAL GROWTH

18.1 Professional Growth Increment Requirements

18.1.1 Completion Requirements

Professional growth increments can be earned upon the completion of nine (9) units of study and
the end of the second continuous year of employment, and may be earned every year thereafter
with the completion of nine (9) units of approved study, not to exceed five (5) increments of
professional growth.

18.1.2 Requirements for Earning Increments

Professional Growth increments can be earned by employees who work ten (10) or twelve (12)
months, each year, for a minimum of four (4) hours per day.

18.1.3 Recognized Way to Earn Increments

Professional Growth increments may be earned by completing courses such as:

a. Nine (9) units of work in junior college or college
b. Nine (9) units of work in adult education
c. Nine (9) units of work in in-service training programs offered by the Board of Trustees.

18.1.4 Earned Increments: Pay Adjustment

Professional Growth increments based on completion and approval of the above requirements
will be one hundred and twenty-five dollars ($125.00). This amount will be added to the annual
salary of the employee for each subsequent year of employment. Completion of the Food Service
Certification Plan will add one hundred dollars ($100.00) to the annual salary of the employee
assigned to the Child Nutrition Program.

18.2 Unit Evaluation Requirements

18.2.1 Applicable Units

Of the nine (9) units required for a professional growth increment, seven (7) units must relate
directly to the employee’s specific classification or area of employment in the district, or all nine
(9) units may be in the area of their classification.
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18.2.2 Date Credits Apply

Credit may be granted only for courses completed after January 1, 1970 or the date of beginning
employment with the Evergreen School District, whichever is later.

18.2.3 Unit Equivalency/College Level

One (1) unit [or one (1) semester] normally represents one (1) hour per week during one (1)
semester in lecture or recitation work with necessary preparation time or three (3) hours per
week in laboratory or other preparation.

18.2.4 Credit for Adult Education/Chapter Officer

Credit for classes in adult education or other approved educational experiences will be equated as

follows:
Total Hours in Absences Professional Growth
Adult Ed Courses Permitted Units Granted
10 - 15 Hours None 1/2
16 - 20 1 1
21 - 30 1 11/2
31 - 40 2 2
41 - 50 2 2172
51 hours or more 3 3

Holding Office of President of C.S.E.A. Local Chapter - 1 year 3 (One time only)

18.2.5 Classified Emplovyee’s Responsibility

It is the responsibility of the classified employee to apply for professional growth credit and
verify completion of course-work with Human Resources.

18.2.6 Grade/Attendance Requirement

All professional growth candidates taking courses in adult education must obtain a satisfactory
grade and follow the attendance schedule as noted in the policy, in order to receive full credit for
the course.
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18.2.7 Requirements for Trade Extension Classes

Courses taken as trade extension classes for journeyman craftsman may be taken for credit when
the course is directly related to the individual’s area of employment.

18.2.8 Transcript/Grade Verification

An official transcript, verified grade card, or instructor’s signed statement covering work
completed to fulfill requirements for the professional growth increments must be completed and
on file in Human Resources. If an instructor’s signature is offered in lieu of a transcript, a
transcript must follow. All documentation must be submitted no later than the applicable date
mentioned below to obtain the full year increment.

a) June 30, for employees working on a twelve-month (12 month) basis.
b) July 31, for employees working on an eleven-month (11 month) basis.
c) August 15, for employees working on a ten month (10 month) basis or less.

Any documentation submitted after the above dates, the increment will be prorated based on the
date submitted.
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ARTICLE 19: CHILD ABUSE REPORTING

The District agrees to in-service all new employees on child abuse reporting.

ARTICLE 20: STAFF DEVELOPMENT.

If a District Staff Development Committee is formed, C.S.E.A. shall have representation on the
committee.

ARTICLE 21: SAVINGS CLAUSE

21.1 Invalidation of Any Part of Contract Due to Change in Law

If during the life of this agreement, there exists any applicable law or any applicable rule,
regulation, or order issued by governmental authority other than the District, which shall render
invalid or restrain compliance with or enforcement of such provision of this agreement, such
provision shall be immediately suspended and be of no effect hereunder so long as such rule,
regulation, or order shall remain in effect. Such invalidation of a part or portion of this agreement
shall not invalidate any remaining portion which shall continue in full force and effect.

21.2 Renegotiations Due to Invalidation of Contract Sections

In the event of suspension or invalidation of any article or section of this agreement, the parties
agree to meet and negotiate within thirty (30) days after such determination for the purpose of
arriving at a mutually satisfactory replacement for such article or section.

ARTICLE 22: CONCERTED ACTIVITIES

The C.S.E.A. and the District agree that grievances and disputes involving the terms and
conditions of this agreement are to be settled by the grievance or consultation procedures, as
provided for in this agreement, without resort to strikes, lock-outs, or any concerted refusal to
perform work duties as required in this agreement.
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ARTICLE 23: CONCLUSIVE OF AGREEMENT

During the terms of the agreement, both parties expressly waive and relinquish the right to meet
and negotiate with respect to any subject or matter whether referred to or covered in this
agreement or not, even though each subject or matter may not have been with the knowledge or
contemplation of either or both the District and C.S.E.A. at the time they met and negotiated on
and executed this agreement, and even though such subjects or matters were proposed and later
withdrawn, unless mutually agreed otherwise.
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APPENDIX A: Classified Positions EVERGREEN SCHOOL DISTRICT
2022-2023
CLASSIFIED EMPLOYEES SALARY SCHEDULE

ACTIVE CLASSIFICATIONS ‘ HEALTH BENEFIT (based on full time employment)

igap.m./e thav;ora}l Analyst 25 Employee Annual Contribution (8 hrs) $2,053.80
ministraflve Assistant 35 o Blue Shield of Calif./Kaiser (prorated by
|Administrative Secretary 34 e Delta Dental/MetLife hours and
Accountant 48 e Income Protection calendar)
|Account Assistant 11 33
/Account Technician 34 Employer Annual Contribution (8 hrs) $22.020.00
Bus Driver 34 e Blue Shield of Calif. or $ 17’772’00
CNS Line Assistant 18 Kaiser $ 1’799’ 00
CNS Assistant 20 e Delta Dental or $  985.00
CNS Production Manager 34 MetLife Dental $ 224.00
[Community School Assistant 21 ¢ Income Protection
[Community School Liaison 31
Clerical Assistant 23 EMPLOYER MONTHLY CONTRIBUTIONS
Custodian I 28 . .
Custodian 11 30 PERS (R’etlrement) ) 25.37%
Custodian TIT 32 ;’Vork%rs Co;npensatllon FICA };;37%
Grounds Worker I 29 tate Unemployment Insurance 23%
G ds Worker 11 31 FICA 6.20%
rounds Worker 1 Mandated Medicare 1.45%
Health Office Assistant 27
[nstructional Assistant 21
[nstructional Assistant/ELD , 24 EMPLOYEE ANNUAL STIPENDS (paid monthly) ‘
Instructional Assistant/Special Education 22
Instructional Assistant/Transitional Kindergarten 21 College Degree
Lead Bus Driver 38 o AA $ 250
Library/Media Assistant 25 e BA or BS $ 500
[Maintenance Worker I11 36 o MA $ 1,000
Mechanic 38 e PhD $ 1,000
Mechanic IT 42
INetwork Systems Technician 45 Child Nutrition Certification $ 100
INetwork Analyst 53
Office Assistant 26 Professional Growth .
Payroll/Accounting Analyst 38 e $125 annually for every 9 units as $125 to
Purchasing Analyst 40 approved $625
Student Information System/Data Specialist 40 R R
Translation Support Stipend
School Secretary 1 30 e
School Secretary IT 33 e Bilingual Informal Support $ 100
choot secretary o Bilingual Certified Support* $ 500
School Secretary III 33 e Bilingual/Biliterate Certified $ 1,000
Special Projects Assistant 26 Support*
Staff Secretary 33 *requires skills assessment
Student Data Coordinator 46
Support Specialist 40
Technology Project Technician 38 EMPLOYEE MONTHLY STIPEND
Technology Project Technician I1 42
[Warehouse Worker/Delivery Driver 32 Personal Hygiene Stipend ' $ 100
[Warehouse Worker/Delivery 11 33 Z)Ze’;iz ’rcse ;’(’ftz)’c””y required (e.g., IEF, Section
ARCHIVED CLASSIFICATIONS i
lAccount Assistant | 30 MONTHLY LONGEVITY INCREMENTS
[Accounting Analyst 36
Bus Driver/Trainer 31
CNS System Technician. 28 8 years $ 100
[ELD Assessments Specialist 26 12 years $ 200
[Energy Technology Electrician Tech 40 16 years $ 300
[Instructional Assistant/Computer Lab 22 20 years $ 400
Maintenance Custodian 31
Maintenance Worker I 32 24 years $ 500
[Maintenance Worker I~ 38
INutrition Education Specialist 35 Increments are based on hours worked per day and days worked
Purchasing Assistant 28 per year. 3 hour or more part time employee’s longevity
Purchasing Assistant II 30 compensation will bear a ratio to the average hours worked
Special Needs Bus Aide 22 durine the current vear
[Technology Maintenance Technician 32 g y

Board approved 1/12/23 (revised 4/8/23)
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APPENDIX A-1: Classified Salary Schedules

CLASSIFIED SALARY SCHEDULE
2022-2023 PERS (aka CLASSIC)

PERS members before 1/1/2013

HOURLY | [CEEIVIRE | HOURLY | [CEEERU IR | HOURLY | [CEREUUIRGE - HOURLY | [CEREUIUIRN - HOURLY I(\g:l)::g (l;llfg

hours FTE) hours FTE) hours FTE) hours FTE) hours FTE) hours FTE)

18 17.83 3,102 18.74 3,261 19.67 3,422 20.70 3,602
19 17.40 3,027 18.31 3,186 19.23 3,346 20.19 3,513 21.19 3,687
20 17.83 3,102 18.74 3,261 19.67 3,422 20.70 3,602 21.73 3,780
21 17.40 3,027 18.31 3,186 19.23 3,346 20.19 3,513 21.19 3,687 22.28 3,877
22 17.83 3,102 18.74 3,261 19.67 3,422 20.70 3,602 21.73 3,780 22.84 3,974
23 18.31 3,186 19.23 3,346 20.19 3,513 21.19 3,687 22.28 3,877 23.41 4,073
24 18.74 3,261 19.67 3,422 20.70 3,602 21.73 3,780 22.84 3,974 23.99 4,173
25 19.23 3,346 20.19 3,513 21.19 3,687 22.28 3,877 23.41 4,073 24.60 4,280
26 19.67 3,422 20.70 3,602 21.73 3,780 22.84 3,974 23.99 4,173 25.21 4,386
27 20.19 3,513 21.19 3,687 22.28 3,877 23.41 4,073 24.60 4,280 25.84 4,497
28 20.70 3,602 21.73 3,780 22.84 3,974 23.99 4,173 25.21 4,386 26.49 4,609
29 21.19 3,687 22.28 3,877 23.41 4,073 24.60 4,280 25.84 4,497 27.12 4,720
30 21.73 3,780 22.84 3,974 23.99 4,173 25.21 4,386 26.49 4,609 27.81 4,840
31 22.28 3,877 23.41 4,073 24.60 4,280 25.84 4,497 27.12 4,720 28.50 4,960
32 22.84 3,974 23.99 4,173 25.21 4,386 26.49 4,609 27.81 4,840 29.24 5,088
33 23.41 4,073 24.60 4,280 25.84 4,497 27.12 4,720 28.50 4,960 29.97 5,215
34 23.99 4,173 25.21 4,386 26.49 4,609 27.81 4,840 29.24 5,088 30.72 5,345
35 24.60 4,280 25.84 4,497 27.12 4,720 28.50 4,960 29.97 5,215 31.48 5,477
36 25.21 4,386 26.49 4,609 27.81 4,840 29.24 5,088 30.72 5,345 32.24 5,610
37 25.84 4,497 27.12 4,720 28.50 4,960 29.97 5,215 31.48 5,477 33.07 5,754
38 26.49 4,609 27.81 4,840 29.24 5,088 30.72 5,345 32.24 5,610 33.90 5,899
39 27.12 4,720 28.50 4,960 29.97 5,215 31.48 5,477 33.07 5,754 34.70 6,038
40 27.81 4,840 29.24 5,088 30.72 5,345 32.24 5,610 33.90 5,899 35.59 6,193
41 28.50 4,960 29.97 5,215 31.48 5,477 33.07 5,754 34.70 6,038 36.50 6,350
42 29.24 5,088 30.72 5,345 32.24 5,610 33.90 5,899 35.59 6,193 37.37 6,503
43 29.97 5,215 31.48 5,477 33.07 5,754 34.70 6,038 36.50 6,350 38.31 6,666
44 30.72 5,345 32.24 5,610 33.90 5,899 35.59 6,193 37.37 6,503 39.26 6,830
45 31.48 5,477 33.07 5,754 34.70 6,038 36.50 6,350 38.31 6,666 40.25 7,003
46 32.24 5,610 33.90 5,899 35.59 6,193 37.37 6,503 39.26 6,830 41.28 7,183
47 33.07 5,754 34.70 6,038 36.50 6,350 38.31 6,666 40.25 7,003 42.32 7,363
48 33.90 5,899 35.59 6,193 37.37 6,503 39.26 6,830 41.28 7,183 43.38 7,549
49 34.70 6,038 36.50 6,350 38.31 6,666 40.25 7,003 42.32 7,363 44.46 7,737
50 35.59 6,193 37.37 6,503 39.26 6,830 41.28 7,183 43.38 7,549 45.56 7,927
51 36.50 6,350 38.31 6,666 40.25 7,003 42.32 7,363 44.46 7,737 46.69 8,124
52 37.37 6,503 39.26 6,830 41.28 7,183 43.38 7,549 45.56 7,927 47.85 8,326
53 38.31 6,666 40.25 7,003 42.32 7,363 44.46 7,737 46.69 8,124 49.05 8,535

Board approved 1/12/23 | additional 4% increase scheduled for 2023-2024
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CLASSIFIED SALARY SCHEDULE
2022-2023 Non-PERS (aka P.E.P.R.A)

PERS member on or after 1/1/2013

RANGE (0101358 (based on 8 |RE(0101 4] (based on 8 BRE(016) A (based on 8 ENS010)H A (based on 8 3 (010) A (based on 8 ](\gaO::dT SHL;(
hours FTE) hours FTE) hours FTE) hours FTE) hours FTE) hours FTE)

18 18.15 3,159 19.10 3,323 20.05 3,488 21.06 3,664 22.15 3,854
19 18.61 3,238 19.57 3,405 20.58 3,581 21.57 3,753 22.71 3,951
20 18.15 3,159 19.10 3,323 20.05 3,488 21.06 3,664 22.15 3,854 23.23 4,042
21 18.61 3,238 19.57 3,405 20.58 3,581 21.57 3,753 22.71 3,951 23.85 4,150
22 19.10 3,323 20.05 3,488 21.06 3,664 22.15 3,854 23.23 4,042 24.42 4,249
23 19.57 3,405 20.58 3,581 21.57 3,753 22.71 3,951 23.85 4,150 25.06 4,361
24 20.05 3,488 21.06 3,664 22.15 3,854 23.23 4,042 24.42 4,249 25.67 4,466
25 20.58 3,581 21.57 3,753 22.71 3,951 23.85 4,150 25.06 4,361 26.31 4,578
26 21.06 3,664 22.15 3,854 23.23 4,042 24.42 4,249 25.67 4,466 27.01 4,700
27 21.57 3,753 22.71 3,951 23.85 4,150 25.06 4,361 26.31 4,578 27.69 4,818
28 22.15 3,854 23.23 4,042 24.42 4,249 25.67 4,466 27.01 4,700 28.33 4,929
29 22.71 3,951 23.85 4,150 25.06 4,361 26.31 4,578 27.69 4,818 29.04 5,053
30 23.23 4,042 24.42 4,249 25.67 4,466 27.01 4,700 28.33 4,929 29.74 5,175
31 23.85 4,150 25.06 4,361 26.31 4,578 27.69 4,818 29.04 5,053 30.50 5,306
32 24.42 4,249 25.67 4,466 27.01 4,700 28.33 4,929 29.74 5,175 31.29 5,444
33 25.06 4,361 26.31 4,578 27.69 4,818 29.04 5,053 30.50 5,306 32.04 5,576
34 25.67 4,466 27.01 4,700 28.33 4,929 29.74 5,175 31.29 5,444 32.83 5,713
35 26.31 4,578 27.69 4,818 29.04 5,053 30.50 5,306 32.04 5,576 33.68 5,860
36 27.01 4,700 28.33 4,929 29.74 5,175 31.29 5,444 32.83 5,713 34.50 6,004
37 27.69 4,818 29.04 5,053 30.50 5,306 32.04 5,576 33.68 5,860 35.38 6,157
38 28.33 4,929 29.74 5,175 31.29 5,444 32.83 5,713 34.50 6,004 36.25 6,308
39 29.04 5,053 30.50 5,306 32.04 5,576 33.68 5,860 35.38 6,157 37.15 6,464
40 29.74 5,175 31.29 5,444 32.83 5,713 34.50 6,004 36.25 6,308 38.06 6,623
41 30.50 5,306 32.04 5,576 33.68 5,860 35.38 6,157 37.15 6,464 39.04 6,794
42 31.29 5,444 32.83 5,713 34.50 6,004 36.25 6,308 38.06 6,623 40.01 6,962
43 32.04 5,576 33.68 5,860 35.38 6,157 37.15 6,464 39.04 6,794 41.01 7,136
44 32.83 5,713 34.50 6,004 36.25 6,308 38.06 6,623 40.01 6,962 42.02 7,311
45 33.68 5,860 35.38 6,157 37.15 6,464 39.04 6,794 41.01 7,136 43.07 7,495
46 34.50 6,004 36.25 6,308 38.06 6,623 40.01 6,962 42.02 7,311 44.16 7,685
47 35.38 6,157 37.15 6,464 39.04 6,794 41.01 7,136 43.07 7,495 45.27 7,876
48 36.25 6,308 38.06 6,623 40.01 6,962 42.02 7,311 44.16 7,685 46.39 8,072
49 37.15 6,464 39.04 6,794 41.01 7,136 43.07 7,495 45.27 7,876 47.55 8,273
50 38.06 6,623 40.01 6,962 42.02 7,311 44.16 7,685 46.39 8,072 48.76 8,484
51 39.04 6,794 41.01 7,136 43.07 7,495 45.27 7,876 47.55 8,273 49.97 8,695
52 40.01 6,962 42.02 7,311 44.16 7,685 46.39 8,072 48.76 8,484 51.20 8,908
53 41.01 7,136 43.07 7,495 45.27 7,876 47.55 8,273 49.97 8,695 52.48 9,131

Board approved 1/12/23 | additional 4% increase scheduled for 2023-2024
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EVERGREEN SCHOOL DISTRICT
2023-2024
CLASSIFIED EMPLOYEES SALARY SCHEDULE

ACTIVE CLASSIFICATIONS

Adaptive Behavioral Analyst
IAdministrative Assistant
IAdministrative Secretary
|Acc0untant

IAccount Assistant 11
IAccount Technician

IBus Driver

|CNS Line Assistant

|CNS Assistant

|CNS Production Manager
|Community School Assistant

|Community School Liaison

|C1erical Assistant

|Custodian I

|Custodian I

|Cust0dian 111

|Grounds Worker [

|Grounds Worker I1

IHealth Office Assistant

IInstructional Assistant

IInstructional Assistant/ELD

IInstmctional Assistant/Special Education
IInstructional Assistant/Transitional Kindergarten
ILead Bus Driver

[Library/Media Assistant

IMaintenance Worker I11

IMechanic

IMechanic 11

|Netw0rk Systems Technician

INetwork Analyst

|Ofﬁce Assistant

IPaVroll/Accounting Analyst

IPurchasing Analyst

|Student Information System/Data Specialist
[School Secretary I

|School Secretary 11

|Sch001 Secretary 111

|Special Projects Assistant

|Staff Secretary

|Student Data Coordinator

|Supp011 Specialist

ITechnologV Project Technician

h'echnology Project Technician II

arehouse Worker/Delivery Driver
[Warehouse Worker/Delivery 11

ARCHIVED CLASSIFICATIONS

ccount Assistant I
ccounting Analyst

us Driver/Trainer

NS System Technician.

LD Assessments Specialist
nergy Technology Electrician Tech
nstructional Assistant/Computer Lab
aintenance Custodian
aintenance Worker I

aintenance Worker II

utrition Education Specialist
urchasing Assistant

urchasing Assistant I1

pecial Needs Bus Aide
echnology Maintenance Technician

S S 2SS QW > >
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HEALTH BENEFIT (based on full time employment)

PERS (Retirement)

Workers’ Compensation

State Unemployment Insurance
FICA

Mandated Medicare

Employee Annual Contribution (8 hrs) $ 2,747.80
e Blue Shield of Calif./Kaiser (prorated by
. hours and
e Delta Dental/MetLife calendar)
e Income Protection
Employer Annual Contribution (8 hrs)
o Blue Shield of Calif. or $ 23,088.00
Kaiser $19,188.00
e Delta Dental or $ 1,713.60
MetLife Dental $ 93588
e Income Protection $ 224.00

EMPLOYER MONTHLY CONTRIBUTIONS

26.68%
1.2129%
0.500%
6.26%
1.45%

EMPLOYEE ANNUAL STIPENDS (paid monthly)

Support*

*requires skills assessment

College Degree
o AA $ 250
e BA or BS $ 500
e MA $ 1,000
e PhD $ 1,000
Child Nutrition Certification $ 100
Professional Growth
e $125 annually for every 9 units as | $125 to
approved $625
Translation Support Stipend
e Bilingual Informal Support $ 100
e Bilingual Certified Support* $ 500
e Bilingual/Biliterate Certified $ 1,000

EMPLOYEE MONTHLY STIPEND

Personal Hygiene Stipend
When service medically required (e.g., IEP, Section
504, doctor s note)

8 years
12 years
16 years
20 years
24 years

$ 100

MONTHLY LONGEVITY INCREMENTS

$ 100
$ 200
$ 300
$ 400
$ 500

during the current year

Increments are based on hours worked per day and days worked
per year. 3 hour or more part time employee’s longevity
compensation will bear a ratio to the average hours worked

Board approved 1/12/23 (revised 5/19/23)




CLASSIFIED SALARY SCHEDULE
2023-2024

RANGE J:L01EAY Izg?slzg ?nLg (010N AY (based on 8 PilOIBIN A (based on 8 PilolBIN A (based on 8 P:l018INAA (based on 8 PEl018INAY (based on 8
hours FTE) hours FTE) hours FTE) hours FTE) hours FTE) hours FTE)

18 18.88 3,285 19.86 3,456 20.85 3,628 21.90 3,811 23.04 4,009
19 19.35 3,367 20.35 3,541 21.40 3,724 22.43 3,903 23.62 4,110
20 18.88 3,285 19.86 3,456 20.85 3,628 21.90 3,811 23.04 4,009 24.16 4,204
21 19.35 3,367 20.35 3,541 21.40 3,724 22.43 3,903 23.62 4,110 24.80 4,315
22 19.86 3,456 20.85 3,628 21.90 3,811 23.04 4,009 24.16 4,204 25.40 4,420
23 20.35 3,541 21.40 3,724 22.43 3,903 23.62 4,110 24.80 4,315 26.06 4,534
24 20.85 3,628 21.90 3,811 23.04 4,009 24.16 4,204 25.40 4,420 26.70 4,646
25 21.40 3,724 22.43 3,903 23.62 4,110 24.80 4,315 26.06 4,534 27.36 4,761
26 21.90 3,811 23.04 4,009 24.16 4,204 25.40 4,420 26.70 4,646 28.09 4,888
27 22.43 3,903 23.62 4,110 24.80 4,315 26.06 4,534 27.36 4,761 28.80 5,011
28 23.04 4,009 24.16 4,204 25.40 4,420 26.70 4,646 28.09 4,888 29.46 5,126
29 23.62 4,110 24.80 4,315 26.06 4,534 27.36 4,761 28.80 5,011 30.20 5,255
30 24.16 4,204 25.40 4,420 26.70 4,646 28.09 4,888 29.46 5,126 30.93 5,382
31 24.80 4,315 26.06 4,534 27.36 4,761 28.80 5,011 30.20 5,255 31.72 5,519
32 25.40 4,420 26.70 4,646 28.09 4,888 29.46 5,126 30.93 5,382 32.54 5,662
33 26.06 4,534 27.36 4,761 28.80 5,011 30.20 5,255 31.72 5,519 33.32 5,798
34 26.70 4,646 28.09 4,888 29.46 5,126 30.93 5,382 32.54 5,662 34.14 5,940
35 27.36 4,761 28.80 5,011 30.20 5,255 31.72 5,519 33.32 5,798 35.03 6,095
36 28.09 4,888 29.46 5,126 30.93 5,382 32.54 5,662 34.14 5,940 35.88 6,243
37 28.80 5,011 30.20 5,255 31.72 5,519 33.32 5,798 35.03 6,095 36.80 6,403
38 29.46 5,126 30.93 5,382 32.54 5,662 34.14 5,940 35.88 6,243 37.70 6,560
39 30.20 5,255 31.72 5,519 33.32 5,798 35.03 6,095 36.80 6,403 38.64 6,723
40 30.93 5,382 32.54 5,662 34.14 5,940 35.88 6,243 37.70 6,560 39.58 6,887
41 31.72 5,519 33.32 5,798 35.03 6,095 36.80 6,403 38.64 6,723 40.60 7,064
42 32.54 5,662 34.14 5,940 35.88 6,243 37.70 6,560 39.58 6,887 41.61 7,240
43 33.32 5,798 35.03 6,095 36.80 6,403 38.64 6,723 40.60 7,064 42.65 7,421
44 34.14 5,940 35.88 6,243 37.70 6,560 39.58 6,887 41.61 7,240 43.70 7,604
45 35.03 6,095 36.80 6,403 38.64 6,723 40.60 7,064 42.65 7,421 44.79 7,793
46 35.88 6,243 37.70 6,560 39.58 6,887 41.61 7,240 43.70 7,604 45.93 7,992
47 36.80 6,403 38.64 6,723 40.60 7,064 42.65 7,421 44.79 7,793 47.08 8,192
48 37.70 6,560 39.58 6,887 41.61 7,240 43.70 7,604 45.93 7,992 48.25 8,396
49 38.64 6,723 40.60 7,064 42.65 7,421 44.79 7,793 47.08 8,192 49.45 8,604
50 39.58 6,887 41.61 7,240 43.70 7,604 45.93 7,992 48.25 8,396 50.71 8,824
51 40.60 7,064 42.65 7,421 44.79 7,793 47.08 8,192 49.45 8,604 51.97 9,043
52 41.61 7,240 43.70 7,604 45.93 7,992 48.25 8,396 50.71 8,824 53.25 9,266
53 42.65 7,421 44.79 7,793 47.08 8,192 49.45 8,604 51.97 9,043 54.58 9,497

Board approved 1/12/23
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EVERGREEN SCHOOL DISTRICT
2022-2023
OCCUPATIONAL THERAPIST SALARY SCHEDULE

OCCUPATIONAL THERAPIST

HEALTH BENEFIT (based on full time employment)

Work Year 197 days Employee Annual Contribution (8 hrs) | $2,053.80
o Blue Shield of Calif./Kaiser (prorated by

e Delta Dental/MetLife hours and

e Income Protection calendar)

Non-P.E.R.S. Salary Schedule Employer Annual Contribution (8 hrs)

(aka PEPRA) e Blue Shield of Calif. or $22,020.00
Employees hired after July 1, 2013 Kaiser $17,772.00
e Delta Dental or $ 1,799.00
STEP ANNUAL MetLife Dental $ 985.00
(years of experience ) SALARY e Income Protection $ 224.00

1 $64,321 EMPLOYER MONTHLY CONTRIBUTIONS
2 $66,517
PERS (Retirement) 25.37%
3 $68,717 Workers’ Compensation 1.1137%
State Unemployment Insurance 1.23%
4 $72.493 FICA 6.20%
5 $76,481 Mandated Medicare 1.45%
6 $80,684
EMPLOYEE ANNUAL STIPENDS (paid monthly)
7 $85,119
8 $89.801 College Degree
’ o AA $ 250
9 $94,740 e BA or BS $ 500
e MA $ 1,000
10 $99,955 e PhD $ 1,000
1 $105,454 e Child Nutrition Certification $ 100
12 $111,255 Professional Growth

P.E.R.S. Salary Schedule

e $125 annually for every 9 units
as approved

$125to $625

Translation Support Stipend

(aka Classic) o Bilingual Informal Support $ 100
Employees hired before July 1, 2013 o Bilingual Certified Support* $ 500
e Bilingual/Biliterate Certified $ 1,000
STEP ANNUAL Support*
(years of experience ) SALARY *requires skills assessment
1 $60,112
2 $62,167 EMPLOYEE MONTHLY STIPENDS
3
$64,221 Personal Hygiene Stipend $ 100
When service medically required (e.g., IEP, Section
4 $67’75 1 504, doctor s note)
S $71,478
6 $75.406 MONTHLY LONGEVITY INCREME
7 $79,551 8 years $ 100
12 years $ 200
8 $83,927 16 years $ 300
20 years $ 400
2 $88,543 24 years $ 500
10 $93,417
Increments are based on hours worked per day and days worked
11 $98.,555 per year. 3 hour or more part time employee’s longevity
compensation will bear a ratio to the average hours worked
12 $103,976 during the current year.

Board approved 1/12/23




EVERGREEN SCHOOL DISTRICT
2023-2024
OCCUPATIONAL THERAPIST SALARY SCHEDULE

OCCUPATIONAL THERAPIST

Work Year 197 days

Occupational Therapist

Salary Schedule
Effective July 1, 2023

STEP ANNUAL
(years of experience ) SALARY
1 $66,894

2 $69,178

3 $71,455

4 $75,393

5 $79,540

6 $83,911

7 $87,484

8 $93,393

9 $98,530
10 $103,953
11 $109,672
12 $115,705

HEALTH BENEFIT (based on full time employment)

PERS (Retirement)

Workers’ Compensation

State Unemployment Insurance
FICA

Mandated Medicare

Employee Annual Contribution (8 hrs) | $ 2,747.80
o Blue Shield of Calif./Kaiser (prorated by
e Delta Dental/MetLife hours and
e Income Protection calendar)
Employer Annual Contribution (8 hrs)
e Blue Shield of Calif. or $23,088.00
Kaiser $ 19,188.00
e Delta Dental or $ 1,713.60
MetLife Dental $ 93588
e Income Protection $  224.00

EMPLOYER MONTHLY CONTRIBUTIONS

26.68%
1.2129%
0.500%
6.26%
1.45%

College Degree
o AA
e BA or BS
o MA
e PhD
o Child Nutrition Certification

EMPLOYEE ANNUAL STIPENDS (paid monthly)

$ 250
$ 500
$ 1,000
$ 1,000
$ 100

Professional Growth
e $125 annually for every 9 units
as approved

Translation Support Stipend
e Bilingual Informal Support
e Bilingual Certified Support*
e Bilingual/Biliterate Certified
Support*

*requires skills assessment

$125to $625

$ 100
$ 500
$ 1,000

EMPLOYEE MONTHLY STIPENDS

compensation will bear a ratio to the average h
during the current year.

Personal Hygiene Stipend $ 100
When service medically required (e.g., IEP, Section
504, doctor s note)
MONTHLY LONGEVITY INCREMENTS
8 years $ 100
12 years $ 200
16 years $ 300
20 years $ 400
24 years $ 500
Increments are based on hours worked per day and days worked

per year. 3 hour or more part time employee’s longevity

ours worked

Board approved 1/12/23




APPENDIX B: EVERGREEN SCHOOL DISTRICT 2023-24 AND 2024-25 CALENDARS

@ Evergreen 2023-2024

School District Academic Calendar
rscusr serrewner ocrose
Day Jul 4
1234 1 23 |/a\[s |6 Labor Day Sept 4
il 8 9 10 [ 11 5 8 i 8 9 1

2|13 Veteran's Day Nov_10

19 | 20 L v Nov 22,23,824
% | 27 Winter Holiday Dec 22&25

2 |New Years Holiday Dec 29 &Jan1
MLK Day Jan 15

14 [ 15 [ 16 |40 /48 1112 |13 |14 | 15 16 |17 | 18

22 |23 |24 |25 18 [19 |20 |21 | 22 23 | 24
28 [29 | 30 | 31 31

0
DECEMBE; FEBRUARY President's Birthdays Feb 19 8&20
Spring Holiday Mar_29 &Apr 1
1 12 Memorial Day May 27
s |9 Juneteenth June 19

16 IMPORTANT DATES

2

2
3
L4
B
8
]

8

a|ls|e|7 |8 5|67

1
7
2

P
3 4
20
2o [z0 [0 | [ s
MARCH APRIL MAY JUNE Staff Development Day Oct 4 &Jan24
Conference Day Nov 15
10

R
1|12 14 |15 12 | 13 15
18 | 19 21 m |All Teachers Inservice Day Aug 17818
15 2 | 27 29 w |First Day of Instruction Aug 21
First Elementary Minimum Day  [Aug 24
1 1123 3|4 |56 |7 Ti i Break Nov 20 to 24
4|5 |6 |78 8|9 11|12 6|78 |91 10 | 1112 [7) 14 |Winter Break Dec 22toJan 5
11|12 |13 |14 |15 15 |16 | 17 |18 |19 13 |14 |15 |16 |17 17 | 18 [G9)] 20 | 21 President's Break Feb 191023
18 |19 |20 |21 | 22 22 |23 |24 |25 | 26 20 |21 |22 |23 |24 24 |25 |26 |27 |28 Cesar Chavez Day Mar 29
25 |26 |27 | 28 -n 29 |30 " 28 |29 |30 |31 | < |Spring Break Mar 29 to Apr 5
s |Last Day of Instruction Jun 13

First/ Last Day of Instruction
Classified Staff Holiday [OM
Holiday/No School
Summer Break

Staff Inservice Day/ Conference (no students)

Board Approved 02/09/23

@ Evergreen 2024-2025
School District Academic Calendar

JuLy AUGUST SEPTEMBER OCTOBER
Independence Day Jul 4
123 |@)]s 1|2 3 als|s
9 [10 111213

12|34 Labor Day Sept 2
8 [ 9 |10 |11 |12 5|6 |7 |8/ 9 7 | 8 |[/9N\|10 [ 11 Veteran's Day Nov 11
15 | 16 | 17 [18 | 19 12 | 13 | 14 [A5\)/18 16 | 17 [18 [ 19 | 20 14 |15 [16 [17 | 18 T jiving Nov 27,28 &29
22 |23 [24 |25 | 26 20 |21 |22 |23 23 |24 | 25 | 26 | 27 21 |22 |23 |24 | 25 Winter Holiday Dec 24 &25
29 |30 [ 31 26 |27 [ 28 | 29 | 30 |2 30 20 28 |29 |30 |31 25 |New Years Holiday Dec 31&Jan1
MLK Day Jan 20
'NOVEMBER DECEMBER JANUARY FEBRUARY President's Birthdays Feb 17&18
Spring Holiday April 18 & Apr 21
1 2|34 5|86 3|4 |5]|6|[7 Memorial Day May 26
4 5 6 7 8 9 [10 | 11|12 ]13 6 7 8 9 [10 10 | 11|12 | 13 [ 14 Juneteenth June 19
All Teachers Inservice Day Aug 15& 16
First Day of i Aug 19
First Elementary Minimum Day  |Aug 22
Staff Development Day Oct 9, Jan. 15
Conference Day Nov 20
T iving Break Nov 25t029
Winter Break Dec 23toJan3
President's Break Feb 17to21
Cesar Chavez Day Mar 31
Spring Break Apr 18t0 25
185 |Last Day of Instruction Jun 12

Holiday/No School
Summer Break
Staff Inservice Day/ Conference (no students)

Classified Staff Holiday O |
| |
/\

Board Approved 02/09/23
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APPENDIX C: Memorandum of Understanding: Health Benefits Committee

MEMORANDUM OF UNDERSTANDING
BETWEEN EVERGREEN SCHOOL DISTRICT AND
CALIFORNIA SCHOOL EMPLOYEES ASSOCIATION, CHAPTER 432

HEALTH BENEFITS COMMITTEE
April 14,2014

A. Association and District: Purposes for Creation of Health Benefits Committee

1. The Association and the District ("parties") acknowledge the challenge of the current state
economic crisis and the need for prudent, long term fiscal planning and practices.

2. The parties share a mutual interest in providing high quality education to students
which is supported by attracting and retaining exemplary employees with superior salary
and benefits.

3. The parties acknowledge that increases in health and welfare costs paid for by the District
constitute increases in District budget expenditures for all employees.

4. The parties will work collaboratively to maintain quality benefits, make efforts to
minimize any increased cost, and agree to form the Health Benefits Committee for these
purposes.

B. Health Benefits Committee: Process

l. The purpose of the Health Benefits Committee ("Committee") is to report findings and
options to the Association and District for the purpose of bargaining.

2. The Committee will have access to timely health benefits information to investigate all
aspects of health care costs, including, but not limited to, broker fees, providers, plan costs and
modifications, prescription drug coverage, plan years, and wellness.

3. The Committee shall be comprised of representatives from ETA, CSEA, and EAA. The
Committee shall decide, in a manner of its own determination, whether and when to invite or
admit outside consultants and/or agents of the parties to Committee meetings.

4. CSEA shall have two (2) representatives.

5. A trustee of the Evergreen Teachers Association Health and Welfare Trust shall be
afforded the opportunity to serve as a member of the Committee.
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6. In order to inform negotiations, the Committee's findings and options will be provided in
sufficient time to affect health plans. The Committee shall report to stakeholders by April 15.

7. The Committee will share leadership and will initially utilize a neutral facilitator for its
meetings.
For CSEA: For the District:
b ’ s 3 4& .
Srewenr o Owiteg %waf ;K?Mz .
Ginny Gomez, President, CSEA Katherine Gomez, Superintqﬁdent
Dated: April 29, 2014 Dated: April 29, 2014
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APPENDIX D: CSEA Annual Average Health Cost per FTE (2013-14)

L A 8 | ¢ | »p E | F | 6 | H ] Il J 1 k] L M| |
APPENDIX: D CSEA Annual Average Health Cost per FTE
FY 12-13 BASE YEAR FY 13-14 FY 14-15 Estimated
50% Pre Open 50%
ANNUAL Enrollment ANNUAL
Annual | Oct 2013 cost 10 March 2014 cosT
% Cost FTE % Annual Cost] INCREASE  Deduction FTE % Annual Cost| INCREASE 10 Deduction
1 [Medical Insurance
2 |Kaiser 104.4]  69.33%]  14,055] 107.18] 69.95%[ 14,648 109.05]  71.59%] 15,509
3 |Blue Shield 46.19]  30.67%| 17,213 46.04]  30.05% 17,698 43.28]  28.41%| 20,169
4 |Average Annual Cost 150.59  100.00%  15054] 15322  100.00% 15,564 152.33  100,00% 16,833
5
6 |Dental Insurance
7 |Delta 164]  96.26%) 1,786]  167.00|  96.46%| 1,797 169.24]  96.50%| 1,833
8 |Metlife 6.38] 3.74%)| 1,077] 6.13] 3.54%| 971] 6.13| 3.50%| 1,030}
9 |Average Annual Cost 17038  100.00% 1,759] 17313  100.00% 1,768 17537 100.00% 1,805
Total Annual Average I
10 |Health Cost Per FTE I 16,814 l 17, 33£ 259 25.9 18,639 91z| 912
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APPENDIX E: 10 Month Supplemental Medical Benefit Allowance Classified Employee

Percent FTE HOURS
0% 100.00% 8.00
3.00% 97.00% 7.76
5.00% 95.00% 7.60
6.00% 94.00% 7.52
6.25% 93.75% 7.50
9.00% 91.00% 7.28
10.00% 90.00% 7.20
12.50% 87.50% 7.00
15.00% 85.00% 6.80
16.00% 84.00% 6.72
17.00% 83.00% 6.64
18.75% 81.25% 6.50
19.00% 81.00% 6.48
20.00% 80.00% 6.40
22.00% 78.00% 6.24
25.00% 75.00% 6.00
28.00% 72.00% 5.76
30.00% 70.00% 5.60
31.00% 69.00% 5.52
31.25% 68.75% 5.50
33.00% 67.00% 5.36
34.00% 66.00% 5.28
35.00% 65.00% 5.20
36.00% 64.00% 5.12
37.50% 62.50% 5.00
38.00% 62.00% 4.96
40.00% 60.00% 4.80
41.00% 59.00% 4.72
42.00% 58.00% 4.64
43.75% 56.25% 4.50
44.00% 56.00% 4.48
46.00% 54.00% 4.32
47.00% 53.00% 4.24
50.00% 50.00% 4.00
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APPENDIX F: Memorandum of Understanding: Participation in the Self-Insured
Schools of California (SISC)

MEMORANDUM OF UNDERSTANDING
BETWEEN
EVERGREEN SCHOOL DISTRICT
AND
CALIFORNIA SCHOOL EMPLOYEES ASSOCIATION, CHAPTER #432

Re: Approval of and Transition to SISC
May 3, 2018

This Memorandum of Understanding Re: Approval of and Transition to SISC (“MOU”)
is entered into by and between the Evergreen School District (“District”) and the California
School Employees Association, Chapter #432 (“CSEA”) to address the process and issues for
approval by, and transition of, District health plan participants from the current District sdf-
funded health plan to Self-insured Schools of California (“SISC™).

1. The District currently makes available to CSEA members and other employees health
insurance benefits through a District self-funded health plan (the “Self-Funded Health
Plan”). The parties agree to transition to a new insurance plan (the “SISC Plan™)
administered by the Self-insured Schools of California (“SISC™).

2. Transition Date: Subject to CSEA and District ratification and approval as provided
herein, October 1, 2018, shall be the “Transition Date”. Medical coverage under the
current existing District Self-Funded Health Plan shall continue unchanged until 11:59
p.m. on the day before the Transition Date. Effective on the Transition Date, medial
coverages available under the District Self-Funded Health Plan shall terminate and be
replaced with coverage under contract with SISC, which shall commence on the
Transition Date, to provide continuity of coverage.

3. SISC Informational Sessions. The District and SISC will hold general informati gnal
meetings on the SISC plan offerings. The time, date and location of the info rmatonal
meetings will be published and distributed by the District to all CSEA unit m embers
through District e-mail.

4. Ratification and Approval of SISC Offerings by CSEA and District. This MOU and the
SISC offerings shall be presented for ratification and approval by CSEA. Upon
ratification and approval of this MOU and the SISC plan offerings by CSEA, this MOU
and the SISC plan offerings shall be presented to the District Governing Board for
approval.

5. Plan(s) Rates and Design: For the 12-month period commencing on the Transition Date,
the plan rates and design shall be subject to the SISC plan descriptions and rate and
renewal terms, a summary of which are set forth in the Attachments to this MOU. Any
plan additions and/or plan design changes shall be subject to negotiations; howev er, the




parties understand SISC may make plan design changes on their own. If such change
occurs, the parties agree to meet to negotiate over any such “effects”.

6. This MOU shall be incorporated into the parties’ Collective Bargaining Agreement.

California School Employees Association,

,/" \1
By | MMK"{%W&/L

Pauline Benton

CSEA Presi
By K——’@

7 James Trujillo

Labor Relations Representative

Evergreen School District

o [N P hmatt—

"~ Carole Schmitt
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APPENDIX G: Memorandum of Understanding: Assembly Bill AB119

MEMORANDUM OF UNDERSTANDING

EVERGREEN SCHOOL DISTRICT AND
CALIFORNIA SCHOOL EMPLOYEES ASSOCIATION AND ITS CHAPTER 432

This Agreement is entered by and between the Evergreen School District (hereinafter referred
to as “District”) and the California School Employees Association and its Chapter 432
(hereinafter referred to as “CSEA”) collectively referred to as the Parties.

RECITALS

WHEREAS, on June 27, 2017 Assembly Bill 119, CHAPTER 21 (AB 119), was signed into law by
the Governor. The new law adds sections 3555-3559 to the Government Code and amends the
Public Records Act at Government Code Section 6254.3;

WHEREAS, AB 119 did not establish the structure, time and manner of CSEA’s access to
employees during the “onboarding process” but instead, requires the parties to negotiate over
such access by the exclusive representative;

NOW THEREFORE, the Parties hereby agree to the following:

1. CSEA Access to Employee Information

A. New Hire Contact Information
On the last workday of each month, the District shall provide, to a CSEA
representative designated by the Chapter President, a spreadsheet that includes
contact information on the new hires. This information shall be provided to CSEA
regardless of whether the newly hired employee was previously employed by the
District.

The information shall be provided electronically (if on file with the District) via a
mutually agreeable format and shall include the following items, with each field in
its own column:

i. First Name;
ii. Middle initial;
iii. Last name;
iv. Suffix (e.g. Jr., lll)
v. Job Title;

vi. Department
vii. Work phone number
viii. Primary worksite name;
ix. Work telephone number;
X. Home Street address (incl. apartment #)

xi. City
74 [%



xii. State

xiii. ZIP Code (5 or 9 digits)

xiv. Home telephone number (10 digits);

xv. Personal cellular telephone number (10 digits);
xvi. Personal email address of the employee;

xvii. Last four numbers of the social security number;
xviii. Birth date;

xix. Employee ID;

xX. Hire date.

B. Periodic Update of Unit Member Contact Information

The District shall provide, to a CSEA representative designated by the Chapter
President, a spreadsheet with a list of all bargaining unit member names and contact
information on the last working day of September, January, and May. The
information shall be provided to CSEA electronically via a mutually agreeable format.
The specific employee information and electronic method shall be in accordance
with section 1(A) above.

2. CSEA Access to New Employee Orientation

A. CSEA shall have access to employees newly hired into positions within the
bargaining unit as follows:

CSEA shall receive notice of the initial on-boarding/orientation
meeting date via e-mail upon the District notifying the new employee
to attend their on-boarding meeting at the district office. A Human
Resources (HR) representative shall meet with each employee and
provide an initial District on-boarding/orientation meeting. During
the meeting, the HR representative will provide the employee with a
CSEA membership application and a packet of CSEA information.
After the HR representative meets with the new employee, one (1)
CSEA orientation representative shall have no less than fifteen (15)
minutes to provide a CSEA orientation to each employee. The
orientation shall on paid release time (if employee has started
employment) and on paid release time for the CSEA orientation
representative.

If CSEA is unable to provide a CSEA orientation representative at the
District on-boarding/orientation meeting, HR and CSEA shall mutually
schedule a time for the employee to meet with a CSEA orientation
representative during the employee’s work day within ten (10)
workdays.
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3. Enforcement

The CSEA orientation representative shall be designated
by the CSEA Chapter President.

The CSEA orientation representative shall have a minimum
of thirty (30) minutes of paid release time per scheduled
meeting, including travel time, to conduct the orientation
session. In most cases, the CSEA orientation session will be
fifteen (15) minutes. Said release time shall not be
counted against the total release time contained
elsewhere in the collective bargaining agreement.

The orientation session shall be held on District property
and the employee shall be on paid time.

During CSEA’s orientation session, no District manager or
supervisor or non-unit employee shall be present.

This provision shall be applied in coordination with Section
4.8 of the collective bargaining agreement.

Any alleged violation, misinterpretation, or misapplication of the terms of this Agreement
shall be subject to the grievance provisions at Article 17 (Grievance Procedure) of the
Collective Bargaining Agreement, except as follows.

a)

Definition of a “Grievant”: For the purposes of this Agreement, the “Grievant” shall only
be CSEA and its Chapter 432. No single employee or group of employees may grieve this
agreement, unless they are authorized representatives of CSEA and its Chapter 432 and
grieving on behalf of the union. This provision shall supersede article 17.1.1 of the
collective bargaining agreement.

a) Term: This Agreement shall remain in full force and effect from the date this Agreement

is signed, through June 30, 2020 and shall be automatically renewed from year to year
unless either party serves written notice upon the other between March 1 and April 1,
2019, or any subsequent anniversary date, of its desire to modify the Agreement. If
negotiations for a subsequent Agreement continue after June 30, 2020, the provisions
of this Agreement shall remain in effect until the negotiation of a new Agreement is
completed.
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i. Unless mutually agreed to by the Parties, there shall be no reopening of
negotiations on this during the life of the Agreement from the date this
Agreement is signed, through June 30, 2020.

b) Savings Clause: If during the life of the Agreement there exists any applicable law, rule,
regulation or order issued by governmental authority, other than the District, which
shall render invalid or restrain compliance with or enforcement of any provision
contained within this Agreement, it shall not invalidate any unaffected remaining
portion(s). The remaining portion(s) shall continue in full force and effect. Upon written
notification by one of the Parties to the other, any portion of the Agreement that is
invalidated in accordance with this Article shall be opened for negotiations within thirty
(30) days of the invalidation.

For the District: ’ For CSEA:
/ [ o@( ﬁ%/m bt %&/wﬁ%/ﬁ/\
A\
—\))
October 27, 2017 Octo\ber 27,2017
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