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PREAMBLE

This document is an agree-
ment between the District
and the Association. The
wages, hours, and terms and
conditions of employment
have been bargained and agreed to.

ARTICLE I — ADMINISTRATION
SECTION 1. DEFINITION OF PARTIES

This agreement entered into by and between
Trout Lake Education Association, hereinafter
called the "Association” and the School District
of Trout Lake, Washington, hereinafter called the
"Board". The signatories shall be the sole parties
to this Agreement.

SECTION 2. RECOGNITION

The Board hereby recognizes the Association as
the sole and exclusive bargaining representative
for all professional certificated personnel under
contract or on leave. Such representation shall
exclude the Superintendent and the principal.
The term "teacher "when used heremafier in the
Agreement shall refer to all professional certifi-
cated personnel represented by the Association in
the bargaining unit as above defined.

The Board agrees not to negotiate with or recog-
nize any teacher's organization other than the As-
sociation for the duration of this Agreement.

SECTION 3. STATUS OF THE
AGREEMENT

This agreement shall become effective when rat-
ified by the Board and Association and executed
by authorized representatives thereof and may be
amended or modified only with mutual consent
of the parties.

This Agreement shall supersede any rules, regu-
lations, policies, resolutions, or practices of the
District which shall be contrary to or inconsistent
with its terms.

Any individual teaching contract between the
District and a teacher during the life of this
Agreement shall be subject to the terms and con-
ditions of this Agreement. If any individual

teaching contract contains any language contrary
to or inconsistent with this Agreement, this
Agreement shall be controlling.

SECTION 4. COMPLIANCE OF
AGREEMENT

All individual teacher personal service contracts
shall be subject to and consistent with Washing-
ton State Law and the terms and conditions of
this Agreement. Any individual teacher personal
service contract hereinafter executed shall ex-
pressly provide that it is subject to the terms of
this and subsequent Agreements between the
Board and the Association. If any individual
teacher personal service contract contains any
language inconsistent with this Agreement, this
Agreement shall be controlling.

If individual contracts are issued prior to the
completion of negotiations, the following shall
be attached to the contract:

"This contract shall be subject to the terms and
conditions of any Agreement between the Dis-
trict and the organization certified as the negoti-
ating representative for the certificated personnel
employed by the Board."

SECTION 5. CONFORMITY TO LAW

This Agreement shall be governed and construed
according to the Constitution and Laws of the
State of Washington. If any provision of this
Agreement, or any application of this Agreement
to any teacher or groups of teachers covered
hereby shall be found contrary to law by a tribu-
nal of competent jurisdiction, such provision or
application shall have effect only to the extent
permitted by law, and all other provisions or ap-
plications of the Agreement shall continue in full
force and effect.

If any provision of the Agreement is so held to be
contrary to law, the parties upon mutual
agreement shall commence negotiations on said
provision as soon thereafter as is reasonably
possible.

SECTION 6. DISTRIBUTION OF
CONTRACT

The Association shall provide electronic copies
to all teachers of this Agreement within sixty (60)
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days following ratification, signing and proof-
reading by the District. A copy of this Agreement
shall be made available and kept current on the
District website.

ARTICLE 11 - BUSINESS
SECTION 1. ASSOCIATION RIGHTS

a) The Association and its representatives shall
have the right to use District Buildings for
meetings and to transact Association busi-
ness.

b) Duly authorized representatives of the Asso-
ciation and their respective affiliates shall be
permitted to transact official Association
business on school property at all reasonable
times, provided that this shall not interfere
with or interrupt normal school operations.
The Association shall schedule building use
through the administration.

¢} The Association shall be the only teacher bar-
gaining organization having the right to use
school facilities and equipment at reasonable
times when such equipment is not otherwise
in use. (Excluding office computers.)

The Association shall pay for the replace-
ment cost of all materials and supplies inci-
dent to such use including flagrant damages
which the Association might cause.

d) The Association shall be the only teacher bar-
gaining organization having the right to post
notices of activities and matters of Associa-
tion concern on teacher bulletin boards. The
Association may use the District mail service
and teacher mailboxes for communication to
teachers.

The Association shall be allowed to meet
with members for a minimum of one hour on
the first half day during work time. The As-
sociation shall also be allowed to meet with
new members at all reasonable times, includ-
ing preparation time, so long as it does not
interrupt the educational process.

¢) The Board agrees to furnish to the Associa-
tion in response to requests all public infor-
mation.

f) The rights granted herein to the Association
shall not be granted or extended to any com-
peting teacher bargaining organization.

g) The Board shall place on the agenda of each
regular Board meeting and shall consider un-
der "New Business" any matters brought to
its attention by the Association so long as
those matters are made known to the Super-
intendent's office in writing forty-eight (48)
hours prior to said regular meeting.

SECTION 2. DUES DEDUCTIONS AND
REPRESENTATION FEES

The Association shall have the right of automatic
payroll deduction of membership dues for teach-
ers.

The Association shall provide an automatic pay-
roll authorization form to each teacher. The
teachers shall sign and deliver such authorization
to the Association. Once a teacher has signed the
authorization for automatic payroll deductions,
dues deductions shall be continuous thereafter.

The Association shall submit the automatic pay-
roll authorization to the District payroll office for
processing. A table of pro-rated annual dues shall
be supplied to the District payroll office by the
Association to determine the monthly dues de-
ductions.

The automatic payroll authorization form shall
clearly state that it is understood by the teacher
signing the authorization that the continuation of
dues deductions until the end of the dues period
on August 31 of each year is a binding condition
for automatic payroll authorization. Revocation
of membership shall be made in writing to the
Association on the form available from the Asso-
ciation between the beginning of the school year
and September 30, and shall become effective at
that time. The Association shall promptly submit
notice of such revocation to the District payroll
office.
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Other deductions.

The District shall upon receipt of authorization
from a teacher deduct from the teacher's salary
and make appropriate remittance for medical
plans, salary insurance, WEA-PAC and/or and
tax-sheltered annuities.

ARTICLE III - EMPLOYEE RIGHTS
SECTION 1. TEACHER EMPLOYMENT

No position held by a member of the bargaining
unit shall be filled by employees outside of the
bargaining unit. This provision shall not apply in
a strike situation.

SECTION 2. DUE PROCESS

A. No employee shall be disciplined without just
and sufficient cause. Such discipline shall be
in private. Just and sufficient cause shall
mean the commonly accepted seven (7) step
test of arbitrator Carroll Daugherty, except in
cases of gross antisocial conduct. (See Ap-
pendix C) In addition, the District agrees to
follow, when appropriate, a policy of pro-
gressive discipline. Progressive discipline
steps are:

1. Verbal warning

2. Written reprimand

3. Suspension with pay

4. Suspension without pay
5. Discharge or nonrenewal

B. An employee has the right to face his ac-
cuser(s) and to cross-examine witnesses in
hearings.

C. This provision shall specifically extend to all
extended day and extended year employee
contracts.

D. When an employee is formally questioned by
a supervisor for the purpose of seeking in for-
mation which may be used as the basis for a
written reprimand, suspension, discharge or
non-renewal, the employee shall be advised
that he/she is entitled to request and to have a

representative of the Association or legal rep-
resentative present at any meeting relating to
such discipline.

E. Any complaint made against an employee
will, within 10 school days, be called to the
attention of the employee. Any complaint not
called to the attention of the employee may
not be used as the basis for any disciplinary
action against the employee except in cases
of criminal investigation.

F. In the event an employee is non-renewed or
discharged as per RCW 28A.67.070 or RCW
28A.58.450, and a hearing is requested, then
either the employee, or the Association may
elect to submit the issue to Step 3 of the
Grievance Procedure (binding arbitration) as
opposed to the hearing process in RCW
28A.58.455. (See also Article IX, Section 5).
An employee shall be allowed to have present
a representative of his/her choosing during
any disciplinary action.

SECTION 3. EMPLOYEE RIGHTS

A, The Board undertakes and agrees that it will
not directly or indirectly discourage or de-
prive or coerce any teacher in the enjoyment
of any rights conferred by the Act or other
laws of Washington or the Constitutions of
Washington and the United States; that it will
not discriminate against any teacher with re-
spect to hours, wages, or any terms or condi-
tions of employment by reason of his/her
membership in the Association, his/her par-
ticipation in any legal activities of the Asso-
ciation or collective negotiations with the
Board, of his/her institution of any grievance,
complaint or proceeding under this Agree-
ment or otherwise with respect to any terms
or conditions of employment.

B. The teacher shall be entitled to full rights of
citizenship and no religious or political activ-
ities of any teacher or the lack thereof shall
be grounds for any discipline or discrimina-
tion with respect to the professional employ-
ment of such teacher. The private and per-
sonal life of any teacher is not within the ap-
propriate concem or attention of the Board,
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providing it does not interfere with their du-
ties as a teacher.

C. The provisions of this Agreement shall be ap-
plied without regard to domicile, race, creed,
religion, color, national origin, age, sex, mar-
ital status, gender identity, sexual orientation
or physical handicap except as required in ac-
cordance with this Agreement or as otherwise
provided by law,

D. As a condition of employment each em-
ployee shall abide by the terms of the School
District policy respecting a drug-free work
place.

SECTION 4. PERSONNEL FILES

Teachers or former teachers shall upon request
have the right to inspect all contents of their com-
plete personnel file kept within the District as
well as employment references leaving the Dis-
trict. Upon request, a copy of any documents con-
tained therein shall be afforded the teacher at
teacher's expense. No secret, duplicate, alternate
or other personnel file shall be kept anywhere in
the District. A separate file for processed griev-
ances shall be kept apart from the teachers per-
sonnel file. Any one person, at the teacher's re-
quest, may be present in this review.

Except in emergent situations, any derogatory
material not shown to a teacher ten (10) days be-
fore adverse action is brought shall not be al-
lowed as evidence in the grievance or in the dis-
ciplinary action against such teacher.

No evaluation, correspondence, or other material
making derogatory reference to a teacher's com-
petence, character, or manner shall be kept or
placed in the personnel file without the teacher's
exclusive right to attach his/her own written com-
ments.

All information forming the basis for any repri-
mand, warning, discipline, or adverse effect,
shall be limited to matters and events occurring
within 24 months.

Upon request by the teacher, the principal and
his/her official designee shall sign an inventory
sheet to verify contents of the personnel file at the
time of inspection by said teacher.

SECTION 5. EMPLOYEE PROTECTION

A. The Board agrees to hold teachers harmless
and defend from any financial loss, including
reasonable attorney's fees for actions arising
out of any claim, demand, suit, criminal pros-
ecution or judgment by reason of any act or
failure to act by such teacher, within or with-
out the school building, provided such em-
ployee, at the time of the act or omission
complained of, was acting within the scope of
his/her employment or under the direction of
the Board, to the extent of the District's errors
and omissions policy.

B. Any case of assault upon a teacher shall be
promptly reported to the Board or its desig-
nated representative.

The Board will cooperate in the prosecuting
or defense of an action resulting from an as-
sault on a teacher occurring while in the per-
formance of his/her duties.

C. Whenever a teacher is absent from employ-
ment and unable to perform duties as a result
of personal injury sustained in the course of
employment, the teacher will be paid full sal-
ary for the period of absence, less the amount
of any Workman's Compensation award
made for the disability due to said in jury for
the remainder of his/her teaching contract
year.

D. The Board will reimburse teachers for unin-
sured loss, damage, or destruction of clothing
or personal property of the teacher incurred
while in the performance of their duties. Re-
imbursement shall be limited to $1500.

E. A teacher may at all times use such reason
able force as is necessary to protect him/her-
self, or any other person from physical in-

jury.
SECTION 6. NON-PROFESSIONAL
DUTIES

Teachers shall not be required fo perform non-
professional duties, including but not limited to,
food distribution, supervision of cafeterias, bus
loading or unloading, supervision of play-
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grounds, and collecting money from students, ex-
cept where there is an unavailability of personnel
due to lack of funds or illness.

SECTION 7. ASSIGNMENT, VACANCIES,
AND PROMOTION

A. General Provisions. To assure that pupils
are taught by teachers working within their
areas of competence, teachers shall not be as-
signed, except in accordance with the regula-
tions of the State Board of Education, to sub-
jects, grades and/or other classes outside their
teaching certificates and/or their major or mi-
nor fields of study or qualification in spe-
cialty areas, unless the provisions of layoff
and recall procedures require otherwise.
Teachers shall be notified in writing not later
than May 30 of any changes in their programs
and schedules for the ensuing school year, in-
cluding teaching programs, assignments, and
special assignments. Unanticipated circum-
stances may necessitate changes after the
May 30 deadline.

B. Voluntary Reassignment, The following
procedure shall be used:

1. The teacher shall complete a request form
which shall be kept on file by the District.

2. Employment of any new teacher for a
specific position shall not be made until
all those teachers who have a pending re-
quest for transfer have been considered.

3. At least thirty (30) days prior to the be-
ginning of the school year, the Superin-
tendent or his/her designee shall notify, in
writing and by personal conference, each
teacher whose request for reassignment
was not granted and the reason(s) for not
granting the request. To assure that teach-~
ers are given every consideration in fill-
ing any vacancies or newly created posi-
tions which occur at any time within the
District, the following procedures shall
be used:

a) All vacancies and new positions, or
summer school, including the qualifi-
cations and procedures, shall be pub-
licized to the staff and Association

through a written notice which shall
be distributed to each teacher as far in
advance as possible of the date of the
opening of any vacancy or new posi-
tion. All vacancies or new positions
shall be filled on the basis of qualifi-
cations for the position.

b) The District shall make all possible
effort to fill teaching vacancies and
new positions with their present
teaching staff before out-of-district
hiring takes place.

¢) Teachers who have been subjected to
an involuntary transfer shall be given
priority in placement the following
year.

C. Involuntary Transfer or Reassignment.

I. Reassignment will be made only in case
of an emergency or to prevent undue dis-
ruption of the instructional program.
Each reassignment will be considered on
its own merits and will be made in keep-
ing with the best interests of the instruc-
tional program of the District.

2. The Superintendent shall notify the af-
fected teacher and the Association, in
writing, of the reasons for any involuntary
transfer or reassignment before the
change is to become effective.

3. At least ten (10) days written notice will
be given to the teacher who is to be trans-
ferred or reassigned. However, the af-
fected teacher may appeal the decision
through the grievance procedure. When a
teacher is involuntarily transferred, one
day of released time will be given the af-
fected teacher in order to complete the
move and become oriented to the new
building.

ARTICLE
1V - EVALUATION/PROBATION

SECTION 1. PURPOSE
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The evaluation procedure set forth herein
provides the establishment of criteria,
procedures, summative methodology and
descriptors of parties for the evaluation of the
professional performance capabilities and
development. The evaluation procedure
recognizes high levels of performance and
encourages improvement in specific identifiable
areas, and provides support for professional
growth through the systematic assessment of
employee performance.

The parties agree that the following evaluation

system for all employees in the bargaining unit

is to be implemented in a manner consistent

with good faith and mutual respect, and, as

defined in RCW 28A.405.110:

“(1) An evaluation system must be meaningful,
helpful, and objective;

(2) an evaluation system must encourage
improvements in teaching skill,
techniques, and abilities by identifying
areas needing improvement;

(3) an evaluation system must provide a
mechanism to make meaningful
distinctions among teachers and to
acknowledge, recognize, and encourage
superior teaching performance; and

(4) an evaluation system must encourage
respect in the evaluation process by the
persons conducting the evaluations and
the persons subject to the evaluations
through recognizing the importance of
objective standards and minimizing
subjectivity.”

Additionally, the parties agree that the
evaluation process is one which will be
implemented with collaboration between the
evaluator and the bargaining unit member, as
described in ' WAC 392-191-025:

“(1To acknowledge the critical importance of
teacher quality in impacting student growth
and support professional learning as the
underpinning of the new evaluation system.
(2) To identify, in consultation with
classroom teachers, principals, and assistant
principals, particular areas in which the
professional performance is distinguished,

proficient, basic or unsatisfactory, and
particular areas in which the classroom
teacher needs to improve his/her
performance.

(3) To assist classroom teachers who have
identified areas needing improvement, in
making those improvements.”

EVALUATOR QUALIFICATIONS:

All assigned evaluators shall receive training as
required under RCW 28A.405.130 prior to
conducting evaluations.

Beginning in the 2016-2017 school year, any
principal rated unsatisfactory shall be prohibited
from evaluating teachers. A principal who
scores basic (2) two years in a row shall be
prohibited from evaluating teachers until they
are rated proficient (3). The district shall
communicate to the Association Co-Presidents
and/or Co-Presidents "designee, the scores for
all principals who will be evaluating teachers by
September 1.Upon request, employees shall be
assigned an alternative evaluator. Requests must
be submitted in writing by October 15.

SECTION 2. APPLICABILITY FOR
EVALUATION PROCESSES

The evaluation processes to be
utilized for employees shall be
as follows:

1. Classroom Teacher Evaluation
Process (Article IV, Section 3)
The classroom teacher employee group
includes specifically those certificated
staff with an assigned group of students
for whom they provide academically fo-
cused instruction and grades. The term
“classroom teachers” does not include
bargaining unit members as described in
section 2. Those bargaining unit
members who do not meet this definition
as described in subsection 2 below will
remain under the previous evaluation
system, as defined in this Agreement.
The evaluation process for Classroom
Teachers is delineated in Section 3.
Refer to the Transition Plan in the
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Memorandum of Agreement (attached)
for applicability.

2. Transitional Classroom Teacher
/ Non-Classroom Teacher Evaluation

Process (Section Article IV, Section 4):

Educational Staff Associates (e.g.
Speech Language Pathologists, Psy-
chologists), Counselors, librarians,
media specialists, teachers onspecial
assignment, instructional coaches,
curriculum specialists, and other bar-
gaining unit members who do not meet
the definition of “classroom teacher” are
subject to the evaluation process under
Article 1V, Section 4. This process also
applies to those classroom teachers who
have not transitioned to the process un-
der Article IV, Section 3

SECTION 3. CLASSROOM TEACHER
EVALUATION PROCESS

No teacher shall be evaluated by an evaluator
who has not been trained in observation,
evaluation, and the use of the specific
instructional framework and rubrics contained
in this agreement and any relevant state
requirements.

1. PROFESSIONAL DEVELOPMENT
Prior to being evaluated under Article IV, each
teacher shall receive adequate professional
development to comprehend the framework and
understand the evaluation process.

All funding provided by the state specific to the
purpose of professional development for
evaluation shall be used for that purpose.
Provided, that this money shall not supplant any
other district/state/federal funds designed for
other professional development purposes or are
otherwise negotiated in other provisions of this
Agreement.

Each employee within fifteen (15) days of
employment or within fifteen (15) days from the
commencement of the school year, whichever is
later, shall be given by the principal, a copy of

the evaluation criteria, procedures, and any
relevant forms and information appropriate to
the teacher’s position and track in the evaluation
cycle.

2. DEFINITIONS, STATE CRITERIA,
FRAMEWORK, AND SCORING

A. Definitions
1. Criteria shall mean one of the eight (8)
state defined categories to be scored.

2. Component shall mean the sub-section of
each criterion.

3. Evaluator shall mean a certificated
administrator who has been trained in
observation, evaluation and the use of the
specific instructional framework and rubrics
contained in this agreement and any relevant
state requirements. The evaluator shall assist
the teacher by providing support and
resources,

4. Artifacts shall mean any products
generated, developed or used by a
certificated teacher. Artifacts do not have to
be created specifically for the evaluation
system. Additionally, tools or forms used in
the evaluation process may be considered as
artifacts.

5. Evidence shall mean examples or
observable practices of the teacher’s ability
and skill in relation to the instructional
framework rubric and should be gathered
from the normal course of employment.
Input from students or parents shall not be
used as evidence without teacher consent.

6. Not Satisfactory shall mean:

Level 1: Unsatisfactory — Receiving a
summative score of 1 1s not considered
satisfactory performance for all teachers.
Level 2: Basic — If the classroom teacher is
on a continuing contract with more than five
years of teaching experience and if a
summative score of 2 has been received two
years in a row or two years within a
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consecutive three-year period, the teacher is
not considered performing at a satisfactory
level.

7. Student Growth Data shall mean the
change in student achievement between two
points in time within the current school year,
as determined by the teacher and
administrator in collaboration. Assessments
used to demonstrate growth must
predominately originate at the classroom
level and be initiated by the classroom
teacher. Assessments used to demonstrate
growth must be appropriate, relevant, and
may include both formative and summative
measures.

B. State Evaluation Criteria:

1. Centering instruction on high expecta-
tions for student achievement,

2. Demonstrating effective teaching prac-
tices,

3. Recognizing individual student learning
needs and developing strategies to ad-
dress those needs,

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

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

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

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

8. Exhibiting collaborative and coliegial
practices focused on improving instruc-
tional practices and student learning.

. Instructional Framework
The parties have agreed to the adopted evi-
dence-based instructional framework devel-
oped by Charlotte Danielson. The instruc-
tional framework is included in Appendix
AZ,

Upon mutual agreement the parties may se-
lect a different OSPI approved instructional
framework.

D. Criterion Performance Component

Scoring

1. Appendix -A3 will be used in the docu-
mentation of criteria component scoring.

2. The evaluator and teacher will attempt to
agree on criteria component scores based
on the following rating system and will
assign each component observed one of
the following numeric values:
Unsatisfactory = 1
Basic =2
Proficient =3
Distinguished = 4

3. If'the evaluator and teacher do not agree
on a component score, the teacher will
be provided the opportunity to submit
additional artifacts and evidence. If
agreement is not reached, the evaluator
must produce artifacts and evidence to
support his/her component score.

E. Summative Performance Rating
Appendix A3 will be used in the
documentation of criteria rating.

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

1. 8-14—Unsatistactory

2. 15-21—Basic

3. 22-28—Proficient

4. 29-32—Distinguished

F. Student Growth Criterion Score

1. Appendix A3 will be used in the docu-
mentation of student growth criteria
SCOring.

2. Embedded in the instructional frame-
work are five (5) components designated
as student growth components. These
components are embedded in criteria as
SG 3.1,8G 3.2,8G 6.1, SG 6.2, and SG
8.1. Ewvaluators add up the raw score on
these components and the employee is
given a score of low, average or high
based on the scores below:
5-12—Low
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13-17—Average
18-20—High

3. Student growth data will be taken from
multiple sources during the school year
in which the evaluation is being con-
ducted, and must be appropriate and rel-
evant to the teacher’s assignment. It will
include teacher initiated formal and in-
formal assessments of student progress.
Student achievement that is not cali-
brated to show growth between two
points in time in the same school year
may be used at the discretion of the
teacher. Teachers may utilize school-
wide or District-wide test scores in their
collections of evidence for student
growth.

4. If a teacher receives a 4 — Distinguished
summative score and a Low student
growth score, they must be automatically
moved to the 3 — Proficient level for
their summative score. If a teacher re-
ceives a | — Unsatisfactory on any of the
five student growth components, it will
trigger the student growth inquiry
plan. The teacher and evaluator will mu-
tually agree to engage in one of the fol-
lowing:

a. Triangulate student growth measure
with other evidence (including obser-
vation, artifacts and student evi-
dence) and additional levels of stu-
dent growth based on classroom,
school, District and state-based tools;

b. Examine extenuating circumstances
possibly including: goal setting pro-
cess/expectations, student attend-
ance, and curriculum/assessment
alignment;

¢. Schedule monthly conferences with
evaluator to discuss/revise goals,
progress toward meeting goals, and
best practices;

d. Create and implement a professional
development plan to address student
growth areas.
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3. PROCEDURAL COMPONENTS OF
EVALUATION

A. Notification
The teacher will be notified by September
15" each year, or, within fifteen (15) days
from the start of the school year, or on the
teacher’s first day of work, whichever is
later, of the evaluator and whether the
teacher will be evaluated using a compre-
hensive or focused evaluation.

B. Student Growth Goal Setting:

After September 15", or 15 days after the
start of the school year, or 15 days aftera
teacher commences work in a school year,
whichever is later, the teacher shall deter-
mine a student growth goal for Components
SG-3.1, SG-6.1 and SG-8.1. The goal for
SG-6.1 and SG-8.1 may be the same goal.

C. Artifacts and Evidence:

1. The evaluator will collect and share arti-
facts and evidence necessary to complete
the evaluation.

2. The teacher may provide additional arti-
facts and evidence to aid in the assess-
ment of the teacher’s professional per-
formance against the instructional frame-
work rubric, especially for those criteria
not observed in the classroom. The evi-
dence provided by the teacher shall be
incorporated on the negotiated form
prior to the post-observation conference,
and be used to determine the final evalu-
ation score.

3. A teacher may, but shall not be required
to submit artifacts and evidence for com-
pletion of the evaluation. Provided how-
ever, if under 2.D.3, above, the evaluator
and teacher do not agree on a component
scoring, the teacher shall be required to
submit artifacts and evidence to support
their suggested component scoring.

D. Record-Keeping
The District shall adhere to the following:

14]

1. A copy of the final framework rubric,
teacher’s written comments, if applica-
ble, and forms shall be included in the
teacher’s personnel file.

2. Teachers shall have access to their
eVAL account in subsequent years.

3. Evaluators shall notify the teacher ot any
additional evidence submitted to eVAL
within forty-eight (48) hours, if the addi-
tional evidence is going to be used by
the evaluator in their assessment.

4. Teachers shall not be required to share
personal assessment information utilized
within the eVAL system.

5. Teachers shall not be required to use the
eVAL tool if an acceptable alternative 1s
available.

6. Any and all data entered into eVAL shall
be considered the personal property of
the teacher and confidential, and not be
subject to public disclosure, unless re-
quired by law.

. Electronic Monitoring

All observations shall be conducted openly.
Mechanical or electronic devices shall not
be used to listen to or record the procedures
of any class without the prior knowledge
and consent of the teacher.

. Alternative Evaluator

On request, teachers shall be assigned an
alternative evaluator_(WAC 392-191A-130
(4)). Requests must be submitted in writing
by October 15"

4. COMPREHENSIVE EVALUATION
PROCESS

All teachers shall be observed for the pur-
poses of evaluation at least twice in the
performance of their assigned teaching
duties. The total amount of observation
time shall not be less than sixty (60)
minutes. An employec in the third year of
provisional status as defined in RCW
28A.405 220 shall be observed at least
three times in the performance ofhis or
her duties and the total observation time
for the school year shall not be less than




Trout Lake CBA

Revised 6/2025

ninety (90) minutes.

A Comprehensive Evaluation will include
evaluation of all eight state criteria. A
teacher eligible for focused evaluations
must complete a comprehensive evalua-
tion once every six years.

A. 1% Pre-Observation Conference:
The pre-observation conference shall be
held prior to the first formal observation.
The teacher and evaluator will mutually
agree when to conference. The purpose of
the pre-observation conference is to discuss
the employee’s goals, establish a date for the
formal observation, and to discuss such mat-
ters as the professional activities to be ob-
served, their content, objectives, strategies,
and possible observable evidence to meet
the scoring criteria.

B. 1% Formal Observation:

1. The first of at least two (2) prearranged
formal observations for each employee
shall be conducted within the first ninety
(90) days of the school year. The total
annual observation time cannot be less
than sixty (60) minutes. Any formal
observation shall not be less than 30
minutes in length.

2. The observations will occur no later than
five (5) days after the pre-observation
meeting.

3. The evaluator will document all formal
observations using the negotiated form
(Appendix A3 orin eVal) and provide
copies to the employee within three (3)
days following the observation date and
at least one (1) day prior to the post
observation conference in C., below.

4. The teacher may provide additional evi-
dence to aid in the assessment of the
teacher’s professional performance
against the instructional framework ru-
bric, especially for those criteria not ob-
served in the classroom. The evidence
provided by the teacher shall be incorpo-
rated on the negotiated form prior to the
post-observation conference, and be

used to determine the final evaluation
score.

C. 15t Post-Observation Conference

1. The post-observation conference
between the evaluator and teacher will
be held no later than five (5) days after
the formal observation date.

2. The purpose of the post-observation
conference is to review the evaluator’s
and teacher’s evidence related to the
scoring criteria during the observation,
and to discuss the teacher’s performance.
The teacher shall be provided an
additional opportunity to submit
evidence of the teacher's professional
performance that the teacher deemed
was not observed in the classroom. The
evidence provided by the teacher shall
be incorporated on the negotiated form
and be used to determine the final
evaluation score (Appendix A3 or in
eVal).

3. Ifthere is an area of concern, the evalua-
tor will identify, in writing, specific con-
cemns for the applicable criteria compo-
nent(s) and provide specific observable
solutions with specific district support
and resources to remedy the concern.

4. The teacher may attach writing com-
ments to the observation report.

P. 27 Pre-Observation Conference

The pre-observation conference shall be
held prior to the second formal observation.
The teacher and evaluator will mutually
agree when to conference. The purpose of
the pre-observation conference is to discuss
the teacher’s goals, establish a date for the
formal observation, and to discuss such mat-
ters as the professional activities to be ob-
served, their content, objectives, strategies,
and possible observable evidence to meet
the scoring criteria.

E. 2" Formal Observation
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1. The second of two (2) formal prear-
ranged observations will occur no sooner
than six weeks after the first formal ob-
servation and ideally, in different semes-
ters or trimesters so that reasonable time
can be provided for continuing profes-
sional growth. The observation will oc-
cur no later than five (5) days after the
pre-observation meeting.

2. The evaluator will document all formal
observations using the negotiated form
and provide copies to the employee
within three (3) days following the ob-
servation date and at least one (1) day
prior to the post observation conference
i C., below.

3. The evaluator will document all formal
observations using the negotiated form
and provide copies to the employee
within three (3) days following the ob-
servation date

5. The final formal observation shall occur
prior to May 1%,

F. 2™ Post-Observation Conference

1. The post-observation conference be-
tween the evaluator and teacher will be
held no later than five (5) days after the
formal observation.

2. The purpose of the post-observation con-
ference 1s to review the evaluator’s and
teacher’s evidence related to the scoring
criteria during the observation, and to
discuss the teacher’s performance. The
teacher shall be provided an additional
opportunity to submit evidence of the
teacher's professional performance that
the teacher deemed was not observed in
the classroom. The evidence provided by
the teacher shall be incorporated on the
negotiated form and (Appendix A3 or
eVal) will be used to determine the final
evaluation score.

3. Ifthere is an area of concern, the evaluator
will identify, in writing, specitic concerns
for the applicable criteria and provide spe-
cific observable solutions with specific
district support and resources to remedy
the concern.

The teacher may attach written com-
ments to the observation report.

The teacher may request additional for-
mal observations.

G. Informal Observations

1.

Upon mutual agreement, an additional
informal observation may be scheduled
to collect additional artifacts and evi-
dence related solely to previously identi-
fied areas of concern that remain unre-
solved following the second formal ob-
servation and conference.

An informal observation does not have
to be in the classroom. Department or
collegial meetings may be used for an
informal observation.

The informal observation must be docu-
mented in writing on the negotiated form
and a copy will be provided to the
teacher within three (3) days of the in-
formal observation.

A post-informal observation conference
between the evaluator and teacher shall
be held no later than five (5) days after
the informal observation.

If the area of concemn remains unre-
solved additional informal observations
may be conducted if mutually agreed.
Informal observation results may be
used as evidence for the final Summative
Evaluation conference.

H. Final Summative Evaluation Conference

1.

No later than May 10" the evaluator and
teacher shall meet to discuss the
teacher’s final summative score. The fi-
nal summative score, including the stu-
dent growth score, must be determined
by an analysis of evidence. This analy-
sis will take a holistic assessment of the
teacher’s performance over the course of
the year.

The teacher has the right to provide ad-
ditional evidence for each criterion to be
scored.

All evidence, measures and observations
used in developing the final summative
evaluation score must be a product the
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formal and, any agreed to, informal ob-
servations in sections A — G, above.

4. If the evaluator judges the teacher to be
below Proficient, the evaluator must pro-
vide at least three (3) pieces of evidence
from the required formal observations
that substantiate the rating.

5. Nothing prohibits an evaluator from
evaluating all teachers as Distinguished -
4 within a school year.

6. The teacher will sign two (2) copies of
the Final Summative Evaluation Report.
Each teacher shall sign the observation
and evaluation forms to indicate receipt.
The signature of the teacher does not,
however, necessarily imply that the
employee agrees with its contents. The
teacher may attach any written
comments to observations and to the
final annual evaluation report as well.

7. If the evaluator fails to meet with the
teacher and complete the evaluations by
May 10", the teacher will receive the fi-
nal summative score they received the
prior year. If the teacher is on Compre-
hensive, they will be moved to Focus the
following year unless the teacher
chooses to be Comprehensive again.

5. FOCUSED EVALUATION

The Focused Evaluation is used when a teacher
1s not evaluated using the Comprehensive
Evaluation process, and will include evaluation
of one of the eight state criteria.

If a non-provisional teacher has scored at
Proficient or higher the previous year, they may
choose to be evaluated using the Focused
Evaluation. The teacher may remain on the
Focused Evaluation for five (5) years before
returning to the Comprehensive Evaluation.

The teacher or the evaluator can initiate a move
from the Focused to the Comprehensive
Evaluation foliowing at least one formal
observation in which identifies an area of
concern and must occur within five (5) days of
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the post-observation conference required in

section 4.C. or 4. F., above.

A. The criterion area to be evaluated shall be
proposed by the teacher prior to, or at the
first pre-observation conference, and must
be approved by the evaluator.

B. If the employee chooses criterion 1, 2, 4, 5,
or 7, they must also complete the student
growth components in criterion 3 or 6.

C. Ifthe criterion selected for a focused evalua-
tion has been determined to be non-observa-
ble, a classroom based observation will not
be required.

D. Observations and conferences for the fo-
cused evaluation shall follow the guidelines
set forth in Section 3.3, Procedural Compo-
nents of Evaluation, and Section 3.4, Com-
prehensive Evaluation Process, above.

E. The score received on the selected criterion
is the score assigned as the final summative
score.

F. A group of teachers may focus on the same
evaluation criterion and share professional
growth activities. This collaboration should
be initiated by the teacher(s) and no individ
ual shall be required to work on a shared
goal.

6. SUPPORT FOR BASIC AND

UNSATISFACTORY PERFORMANCE

A. The “development of certificated classroom
teachers” is included in the purpose state-
ment of WAC 392-191A-020. As such, the
Association will be notified when any
teacher is judged below Proficient -3, within
ten (10) school days.

B. In addition, and if a teacher is judged below
Proficient, one or more of the following
shall be offered to the employee to support
their professional development:

1. The teacher’s class size will not exceed
the limits established in this Agreement;

2. The teacher shall be granted up to two
(2) days of paid release time to observe
colleagues’ instruction;

3. The teacher shall be granted an addi-
tional/different certificated employee
evaluator;

4. A mentor will be assigned;




Trout Lake CEA

Revised 6/2025

5. The teacher may choose to participate in
a voluntary structured support plan;

6. Additional supports may include, but are
not limited to: university course work,
peer coaching, reading material, and
District or ESD staff development
courses. The District will provide and
pay for any required in-service training
and any required mentor (RCW
28A.405.140).

C. In such cases that a teacher with more than
five (5) years of experience receives a sum-
mative evaluation score below Proficient,
the teacher must be formally observed be-
fore October 15% the following year. If the
1% Formal Observation in that following
year results in ongoing and specific perfor-
mance concerns, a structured support plan
will be mutually developed by the evaluator
and teacher within five (5) days following
the 1% First Post-Observation Conference
and will be completed prior to completion of
the comprehensive evaluation.

7. PROVISIONAL EMPLOYEES

A. A second year Provisional teacher who re-
ceives a summative rating of 3- Proficient or
4- Distinguished may be granted continuing
contract status for the subsequent school
year by the Superintendent in accordance
with RCW 28A.405.220 (1) (c).

Before non-renewing a first (or applicable
second or third) year provisional teacher, the
evaluator shall have made good faith efforts
to assist the teacher in making satisfactory
progress toward remediating deficiencies by
providing a specific and reasonable program
designed to assist the teacher in making sat-
isfactory progress in improving his/her per-
formance, with benchmarks defining desired
performance and indicating it has been
achieved.

8. PROBATION
At any time after October 15, a classroom
teacher whose work is judged not
satisfactory based on the scoring criteria
shall be placed on probation and notified in
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writing of the specific areas of deficiencies
and provided a written reasonable plan of
improvement.

A. A classroom teacher’s work is not
judged satisfactory, and therefore shall
be placed on probation, when the overall
comprehensive score is Unsatisfactory
(1). A continuing contract teacher under
RCW 28A.405.210 with more than five
(5) years of teaching experience whose
comprehensive summative evaluation
score is below Proficient (3) for two (2)
consecutive years or for two (2) years
within a consecutive three (3) year time
period shall also be placed on probation.

B. Teachers may only be placed on proba-
tion from the Comprehensive Evaluation
Process described in Section 3. 3. B 1-12
above.

C. Teachers on continuing contracts who
have been assigned to teach outside of
their endorsements shall not be subject
to nonrenewal or probation based on
evaluations of their teaching effective-
ness in the out-of-endorsement assign-
ments.

D. In the event that an evaluator determines
that the performance of a teacher under
his/her supervision merits probation, the
evaluator shall report the same in writing
to the Superintendent. The report shall
include the following:

1. The evaluation report prepared pur-

suant to the provisions of Article IV Sec-

tion 3, and,

2. A recommended specific and reason-
able program designed to assist the
teacher in improving his or her per-
formance.

E. If'the Superintendent concurs with the
administrator’s judgment that the perfor-
mance of the employee is unsatisfactory,
the Superintendent shall place the
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teacher in a probationary status for a pe-

riod of not less than sixty (60) school

days, any time after October 15. The
probationary period may be extended
into the following school year if the
teacher has more than five (5) years of
teaching experience and the final sum-
mative rating as of May 15" is Unsatis-
factory -1. Before being placed on pro-
bation, the Association and the teacher
shall be given notice of action of the Su-
perintendent which notice shall contain
the following information:

1. Specific areas of performance defi-
ciencies identified from the instruc-
tional framework;

2. A suggested specific and reasonable
plan for improvement;

3. A statement indicating the duration
of the probationary period and that
the purpose of the probationary pe-
riod 1s to give the teacher the oppor-
tunity to demonstrate improvement
in his/her area or areas of deficiency.

F. A reasonable plan of improvement will
be developed in accordance with RCW
28A.405.100 (4) (b) and will include the
specific evaluative criteria which must
be met and the measures and bench-
marks which will be used to determine
the teacher’s success or failure. The plan
will include a system for periodic feed-
back during the term of probation will
include supports provided and funded by
the district, and the dates those supports
will be put in place.

G. Evaluation During the Probationary Pe-

riod

1. At or about the time of the delivery
of a probationary letter, the evaluator
shall hold a personal conference with
the probationary teacher to discuss
performance deficiencies and the re-
medial measures to be taken.

2. Once the areas of deficiency and cri-
teria for improvement have been de-
termined, they may not be changed.
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3. During the probationary period the
evaluator shall meet with the proba-
tionary teacher at least twice a month
to supervise and make a written eval-
uation of the progress, if any, made
by the teacher. The provisions of
Section 3 above shall apply to the
documentation of observation reports
and evaluation reports during the
probationary period.

4. The probationary teacher may be re-
moved from probation at any time if
he/she has demonstrated improve-
ment to the satisfaction of the evalu-
ator in those areas specifically de-
tailed in his/her notice of probation
in accordance with
RCW28A.405.100(4)(b).

5. The probationary teacher may re-
quest that an additional certificated
evaluator become part of the proba-
tionary process and the request must
be granted. This evaluator will be as-
signed by the ESD and will be
jointly selected by the district and the
Association from a list of evaluation
specialists compiled by the ESD in
accordance with RCW28A.405.100

(H(D).

H. A teacher must be removed from proba-

tion if a teacher with five (5) or fewer
years of experience scores at Basic (2) or
above or a teacher of more than five (5)
years of experience scores at Proficient
(3) or above. A written notice will be
provided to the teacher at the time this
decision is made.

Lack of necessary improvement during
the established probationary period, as
specifically documented in writing with
notification to the probationer constitutes
grounds for a finding of probable cause
under RCW 28 A .405.300 or
28A.405.210.

J.  Evaluator’s Post-Probation Report
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Unless the probationary teacher has pre-

viously been removed from probation,

the evaluator shall submit a written re-
port to the Superintendent at the end of
the probationary period which report
shall identify whether the performance

of the probationary teacher has im-

proved and which shall set forth one (1)

of the following recommendations for

further action:

1. That the teacher has demonstrated
sufficient improvement in the stated
areas of deficiency to justify the re-
moval of the probationary status; or

2. That the teacher has demonstrated
sufficient improvement in the stated
areas of deficiency to justify the re-
moval of the probationary status if
accompanied by a letter identifying
areas where further improvement is
required; or

3. That the teacher has not demon-
strated sufficient improvement in the
stated areas of deficiency and action
should be taken to non-renew the
employment contract of the teacher.

. Action by the Superintendent:
Following a review of the any report
submitted pursuant to paragraph J.
above, the Superintendent shall deter-
mine which of the alternative courses of
action is proper and shall take appropri-
ate action to implement such determina-
tion.

. A teacher who fails to successfully com-
plete the probation process, as outlined
above, may have their probationary pe-
riod extended or may be recommended
for non-renewal.

. The following records of probation for
an unsatisfactory evaluation will be
maintained in the teacher’s file for two
(2) years and will, if no further unsatis-
factory evaluation is made in the interim,
be removed and destroyed:

1. Final Evaluation

2. Notice of Probation
3. Notice of Removal from Probation
and/or Notice of Superintendent Action

9. NON-RENEWAL (DISCHARGE)

10.

11.

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

PROBABLE CAUSE

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

EVALUATION RESULTS
A. Evaluation results shall be used:

1. To acknowledge, recognize, and en-
courage excellence in professional
performance.

2. To document the level of perfor-
mance by a teacher of his/her as-
signed duties.

3. To identify specific areas in which
the teacher may need improvement
according to the criteria included on
the evaluation instrument.

4. To document performance by a
teacher judged unsatisfactory based
on the District evaluation criteria.

B. Evaluation results shall not be:
1. Shared or published with any teacher
identifying information.
2. Shared or published without notifica-
tion to the individual and Associa-
tion.
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3. Used to determine any type of base
or additional compensation.

SECTION 4. TRANSITIONAL
CLASSROOM TEACHERS/NON-
CLASSROOM TEACHER EVALUATION
PROCESS

This process applies to Educational Staff
Associates (e.g.Speech Language
Pathologists, Psychologists), Counselors,
librarians, media specialists, teachers on
special assignment, instructional and all
other certificated employees who arenot
classroom teachers.

1. OBSERVATIONS

A. Observations, where appropriate,
shall take place under a variety of
circumstances such as different
subject areas, different instructional
methods, and different times ofthe
day, week, and year.

B. The evaluator and the evaluee shall plan
in advance for at least one of the required
classroom
observations. The evaluator shall
utilize the Observation Report Form
(Appendix A2 or A3) as the basis for
the observation.No later than five (5)
days following the observation, the
evaluator shall discuss the observation
with the evaluee and provide the
evaluee with a copy of the Observation
Report Form used during observation.

C. The District agrees not to make an
audio or video recording of any
employee's classroom job
performance without the employee's
prior approval.

2. EVALUATION PROCEDURE

The principal shall give employees a copy of
the Evaluation Report Form (seeAppendix
A2 orA3) and shall inform them of the
evaluation process and its purpose in the
District.

1. Employees in abuilding shall be
evaluated in the following order:
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a) Employees new to the District, i.¢e.,
provisional employees.

b) Employees on an improvement
plan.

¢) Employees evaluated on the
comprehensive evaluation

d) Employees evaluated onthe
focused evaluation

2. Each employee will be evaluated
by the principal or designee in
each school in which the
employee works.An evaluator will
be designated for each employee
no later than October 1 of each
year.

3. The evaluator will complete the
Evaluation Report form
(Appendix A-2, A-3)for the
employee's personnel file. Except
in cases where the probationary
procedure applies, a final
evaluation conference shall be
scheduled and held no later than
five (5) days following the final
observation of the employee. At
this conference, the employee
will be presented with the
completed Evaluation Report
Form.

3. CRITERIA

A. Each employee shall be evaluated in
accordance with the criteria appropriate to the
employee's position as set forth on the
evaluation criteria form.Evaluations required or
permitted hereunder shall be documented on the
evaluation report form appropriate to the
employee's position. Such forms shall consist of
Classroom Teacher Evaluation Form or
appropriate short form.

4. REQUIRED EVALUATIONS

Annually, employees will be observed at least
twice, with a minimum of 60 minutes prior to
the formal evaluation conference, with no
observation being less than fifteen (15)
continuous minutes in length and at least one
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observation of no less than thirty (30} minutes in
length. For provisional employees, the first
formal evaluation report and conference shall be
completed within the first ninety (90) calendar
days of employment and the second evaluation
report and conference shall be completed by
May 1. For continuing employees, the formal
evaluation report and conference shall be
completed by May 10.

5. EVALUATION REPORT

Distribution of the final Evaluation Report Form
shall be:

1. original - personnel file
2. copy - employee.

The employee's signature on the Evaluation
Report Form shall not necessarily indicate
concurrence with the evaluation. The employee
has the right to attach an addendum statement.

6. PROVISIONAL EMPLOYEES

A. A Provisional Employee shall mean any em-
ployee subject to RCW 28A.405.220 and
who is in the employee's first three (3) years
of employment with the District, unless the
employee has previously completed at least
two (2) years of certificated employment in
another school district in the state of Wash-
ington, in which case the employee shall be
a provisional employee for the first year of
employment in the District. This shall in-
clude any employee who returns to employ-
ment with the District after a separation of
employment, or who returns to employment
with the bargaining unit from other employ-
ment with the District.

Each Provisional Employee shall be evaluated at
least twice during the school year according to
the following guidelines:

1 Provisional employee shall be observed at least
once for a total observation time of thirty(30)
minutes during the first ninety (90) calendar
days of their employment.
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2. The total observation time for each
provisional employee for the first year of
employment shall be no less than sixty (60)
minutes. An employee in the third year of
provisional status as defined in RCW

28A .405.220 shall be observed at least three
times in the performance of his or her duties and
the total observation time for the school year
shall not be less than ninety minutes.

3. A first written evaluation of each provisional
employee shall be prepared and submitted to the
District personnel office by December 1 or

within the first 90 calendar days of employment.

4. In the event the first written evaluation of a
provisional employee is not satisfactory, the
administrator shall prepare a written statement
specifically stating the problem and a specific
plan for improvement.

5. A second written evaluation of each
provisional employee shall be prepared and
submitted to the District personnel office by
May 1.

C. Provisional employees are subject to
non-renewal in accordance to RCW
28A.405.220. When there is concern
about progress of a provisional em-
ployee, the provisional employee shall
meet with the evaluator and an Associa-
tion representative no later than Febru-
ary 1 each year to review the expecta-
tions for their current position at that
time, there will be developed a reasona-
ble plan for improvement whereby the
employee will be assisted in improving
his/her performance to an acceptable
level.

7. PROBATIONARY PROCEDURE

A. The probationary procedure as set forth
herein shall provide an employee with
assistance through consulting, counseling, and
providing other resources as may be utilized in
the improvement of an employee's performance.
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If an employee's performance is judged
unsatisfactory in accordance with the Evaluation
Procedure and criteria herein, the employee
shall be considered for placement on probation;
however, no employee shall be placed on
probation unless an evaluation has been
completed prior to January 20. The probationary
process shall apply to provisional employees as
well as continuing teachers in accordance with
RCW 28A.405. 100. The Association President
shall be notified by the Superintendent if any
employees are being considered for probation.

B. At any time after October 15, an employee
whose work is judged unsatisfactory based on
the evaluation criteria set forth in this
Agreement may be placed on probation. A
probationary period of sixty (60) school days in
the same school year shall be established . The
purpose of the probationary period is to give the
employee an opportunity to demonstrate
improvements in his/her areas of deficiency.

C. In carrying out the probation procedure , the
following steps shall be followed:

Step 1.

The principal shall meet with the employee in
an attempt to resolve matters relating to
performance before probation is recommended.
This conference shall be held before the date of
the formal evaluation and in no case later than
January 20. The employee shall have an
opportunity to have an Association
representative in attendance at the conference.

Step 2.

If an employee is being considered for
probation, the recommendation to the
Superintendent

for probationary status must be made on or
before January 20. The recommendation for
probation must be made in writing and a copy of
that recommendation be sent to the employee.
The recommendation for probation will include
a specific and reasonable program for
improvement as follows:
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a) a specific definition of the problem in terms
of performance deficiency.

b) a specific set of expectations delineating
what would constitute acceptable performance
in the problem areas defined.

c) a prescription for remediation which spells
out courses of action and time expectations so

the employee involved can reach an acceptable
level of performance .

d) a statement of possible assistance or
counseling by the principal or other supervisor
to aid the employee in improving his/her
performance to an acceptable level.

Step 3.

The Superintendent, or designee, shall review
the principal's or immediate supervisor's
recommendation for probation . If the
Superintendent or designee determines that
there is an alternative to probation , he/she may
continue to work with the parties involved.

Step 4.

The decision to place an employee on probation
is to be determined by the Supernintendent. If an
employee is placed on probation, the actual
letter of probation from the Superintendent to
the employee must include all the provisions of
Step 2 of this probationary process, as well as
being consistent with this and other provisions
of the Agreement and state statutory
requirements . During the probationary period,
the principal or their supervisor shall meet with
the probationary employee at least twice
monthly to supervise and make a written
evaluation of the progress, if any, made by the
employee.

Step 5.

If by May 10 and after all the steps and
processes of the probationary period have been
followed, and if the employee does not
demonstrate the acceptable level of performance
as originally stated in the probationary
recommendation, the actual letter of probation
and subsequent supportive evaluation
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documentation, then that employee may be
eligible for non- renewal of contract.

Conversely, if by May 10 and after all the steps
and processes of the probationary period have
been followed and the employee does
demonstrate the acceptable level of performance
as originally stated in the probationary
recommendation , the actual letter of probation
and subsequent supportive evaluation
documentation. Then, that employee shall be
given a favorable evaluation for inclusion in the
employee's personnel file.

8. ACTION BY THE SUPERINTENDENT

Following the completion of the probationary
process, the Superintendent shall notify the
employee in writing no later than May 15 of the
status of the employee's contract renewal.

ARTICLE V—LAYOFF AND
RECALL

SECTION 1. INITIATION OF LAYOFF

The term "lay off' as used herein refers to action
by the Board reducing the number of teachers in
the District due to lack of funds or reduction in
the educational program. It does not refer to
decisions to discharge or non-renew an
individual teacher for cause.

Teachers with valid contracts will not be laid off
during any school year. All layoffs will be effec-
tuated at the start of the following school year. In
the event of lay off, the Board shall provide writ-
ten notice to all affected teachers on or before
May 15 of the school year preceding the school
year in which lay off would occur.

In the event that the Board anticipates a layoff of
teachers, the Board will notify the Association at
least thirty (30) calendar days before May 15 and
shall provide the Association with a detailed re-
port on the financial affairs of the District.

The Board shall make available to the Associa-
tion an accurate up-to-date account of all volun-
tary gifts, contributions, donations, bequests, or
pledges to the Dastrict. All such funds shall be
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placed in the general fund for operational ex-
penditures if not earmarked for any specific pro-
gram(s) of the District by the donor. Where an-
ticipated revenues are categorical and depend
upon actual expenditures rather than budgeted
amounts, the Board shall maintain these pro-
grams only to the limit of the categorical support.

No later than April 1 of a year in which a layoff
is anticipated, or May 1 if the legislature has not
concluded its legislative session by April 1, the
District will provide to the Association the ra-
tionale and data for its conclusion that a layoff
may be necessary. This will include any specific
projected budget shortfall and how the layoffs
will impact these shortfalls and program
changes. The District will also provide to the
Association the additional reductions at the non-
classroom level already implemented or planned
to be in place prior to layoff of non-supervisory
certificated staff. If the Association has a need
to see any additional data regarding this conclu-
sion, the District will respond to requests for in-
formation on an expedited basis. During this
time, both parties agree to meet and consider al-
ternatives to eliminate or minimize the number
of employees who will be laid off, including but
not limited to negotiations for amendments to
the collective bargaining agreement for the de-
velopment of mutually agreed attrition incen-
tives. No programs will be expanded while em-
ployees have been laid off and remain in the re-
hiring pool.

Non-renewal of employees will be minimized
by making adjustments where practical in the
following categories:

Capital outlay

Travel

Contractual services

Maintenance and operation

Supplies and materials

Instructional materials

Cash reserves and contingency funds
Extra-curricular activities

Other services

A e R A b e

SECTION 2. LAYOFF PROCEDURE
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In an effort to eliminate the necessity for layofts,
the District shall ascertain before layoff notices
are issued the number of certificated positions
which will be open for the following school year
by reason of retirements and resignations.

Before the implementation of the reduction in
force procedure, the entire certificated staff shall
be offered the opportunity to make written appli-
cation for a year's leave of absence. Such leave
of absence shall be granted and shall entitle said
person to the same seniority rights at the begin-
ning of the ensuing year as he/she would nor-
mally have under the District's leave policy.
Should revenue not be available to re-employ
said individuals the ensuing year, leave upon re-
quest shall be extended for an additional year.

In the event it becomes necessary to lay off any
teacher, the following procedure will be imple-
mented:

A. The staff requirements and projected student
enrollments for the District will be listed.

B. Staff selection to fill all staffing requirements
will be made from the seniority list in de-
scending order from highest to lowest posi-
tion; provided, that where teaching assign-
ments require special certification by state
regulations, such assignments shall be filled
with teachers currently holding such special
certificates. Part-time employees will be
credited with a half (1/2) year layoff seniority
for each year of part-time employment.

C. 1. Teachers currently assigned in full-time
teaching positions shall be first assigned
to all full-time teaching positions con-
sistent with their individual seniority and
shall not be obligated to any part-time
teaching position but may choose to ac-

cept such a position on a voluntary basis.

2. Teachers currently assigned in part-time
teaching positions shall be assigned to
part-time teaching positions only con-
sistent with their individual seniority pro-
vided no part-time teacher with less sen-
iority shall be assigned to any part-time
teaching position unless such a position is
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declined by all teachers (full and part-
time) with greater seniority.

D. Any full-time teacher who accepts a part-
time position shall be re-employed for the en-
suing school year at the same position and/or
level, with no loss of rights, benefits, or sen-
iority which would have normally accrued
had he/she been employed full-time during
the school year.

E. In the event a teacher is assigned outside his
or her major area as a result of layoff, the
Board shall provide such teacher necessary
retraining, re-certification, and orientation to
the new assignment without cost to the
teacher. The annual evaluation of teachers so
affected shall bear the notation that the as-
signment upon which they are being evalu-
ated is an emergency assignment outside of
their major area.

F. Teachers who are laid off will be informed of
how to apply for unemployment compensa-
tion including being informed of where they
should report to apply for such compensa-
tion.

G. Teachers on layoff shall be placed in a rehiring
employment pool and ranked by seniority
therein. A laid off teacher shall remain in the
employment pool for two (2) years or until
he/she submits a written resignation or finds
certificated employment elsewhere. No
teacher shall be hired from outside of Trout
Lake School District unless all teachers in the
employment pool have been found unquali-
fied for the position.

SECTION 3. SENIORITY

Layoff shall be by seniority only except as mod-
ified by the provisions of this Article as hereafter
established. Seniority is defined as length of ser-
vice within Washington state as of the teacher's
first working day; provided that any teacher em-
ployed or to be employed by the Board shall be
granted full seniority credit for each year or por-
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tion thereof for teaching experience from any dis-
trict(s) in the state of Washington. Less than full
year teaching experience shall be computed as
the actual number of days employed by a dis-
trict(s) as a full-time teacher excluding any sub-
stitute service.

In the event of more than one individual teacher
having the same seniority ranking, all teachers so
affected will be ranked in accordance with the to-
tal seniority as employees in the District from
greatest to least.

In the event of more than one individual teacher
having the same seniority ranking after applying
the above provision, all teachers so affected shall
participate in a drawing, by Association and all
teachers so affected shall be notified in writing of
the date, place, and time of the drawing. The
drawing shall be conducted openly and at a time
and place which will allow affected teachers and
the Association to be in attendance.

SECTION 4. RECALL PROCEDURE

Teachers on layoff shall first be recalled by sen-
iority, unless special certification requires other-
wise. Teachers will be considered recalled when
they have received their individual service con-
tract.

Teachers who were previously assigned to full-
time teaching positions shall have the option of
accepting any part-time teaching position that
may exist without jeopardizing his/her recall sta-
tus for any full-time position.

The Board shall give written notice of recall from
layoff by sending a registered or certified letter
to said teacher, at his/her last known address. It
shall be the responsibility of each teacher to no-
tify the Board of any change in address. The
teacher's address as it appears in the Board's
layoffs, recall, or other notice to the teacher.

Any teacher so notified shall respond within
seven (7) calendar days from receipt of said no-
tice whether the teacher accepts or rejects the po-
sition. Reporting date shall be arranged with the
Superintendent. If a teacher rejects a position for
which he/she is certificated to teach and such po-
sition is offered consistent with the aforemen-
tioned provisions of this Article, the teacher shall
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be considered to have resigned from the employ
of the District and all benefits shall cease at that
time.

SECTION 5. LAYOFF BENEFITS

1. Ifallowed by the insurance carrier, teachers
in the employment poo! may remain in the
District insurance programs by remitting the
monthly premiums to the District.

2. All positions of substitute teachers in the
Trout Lake District shall be offered to teach-
ers in the employment pool, in rotating alpha-
betical order, before any other person is of-
fered such a position.

3. All benefits to which a teacher was entitled
at the time of his/her layoff, including unused
accumulated sick leave and credits toward
sabbatical eligibility, will be restored to the
teacher upon his/her retumn to active employ-
ment and the teacher will be placed on the
proper step of the salary schedule for the
teacher's current position according to the
teacher's experience and education.

SECTION 6. AFFIRMATIVE ACTION

In the event of a layoff and recall action the Dis-
trict shall maintain the same ratio of minorities
to its total staft in employment as it had prior to
said layoff. If numerical ratio equals Iess than
one individual, the ratio shall become one to to-
tal staft.

ARTICLE VI - INSTRUCTION
SECTION 1. STUDENT DISCIPLINE

In the maintenance of a sound, learning environ-
ment, the District shall expect acceptable behav-
ior on the part of all students who attend schools
in the District. Discipline shall be enforced fairly
and consistently regardless of race, creed, sex or
status. Such discipline shall be consistent with
applicable federal and state laws.




Trout Lake CBA

Revised 6/2025

The Board and Superintendent shall support and
uphold teachers in their efforts to maintain disci-
pline in the District, and shall give immediate re-
sponse to all teachers' requests regarding disci-
pline problems. Further, the authority of teachers
to use prudent disciplinary measures for the
safety and well-being of students and teachers is
supported by the Board. In the exercise of author-
ity by a teacher to control and maintain order and
discipline, the teacher may use reasonable and
professional judgment concerning matters not
provided for by specific policies adopted by the
Board and not inconsistent with federal and state
laws or regulations.

Before re-admittance to class after expulsion or
suspension pursuant to statue, there shall be an
agreement finalized between the student, parent
or guardian, principal, and the teacher specifying
the future behavior expectations of the student.

The District shall provide an instruction for all
teachers concerning the District's student code.

SECTION 2. CLASSROOM VISITATION

To provide citizens of the District the opportunity
to visit classrooms with the least interruption to
the teaching process, the following guidelines are
set forth:

1. All visitors to a classroom are expected to ob-
tain the approval of the principal. The princi-
pal will arrange a definite time for all sched-
uled visitations which meets the approval of
the teacher. No teacher may indefinitely or
unreasonably delay such a visitation. In
emergent visitations, such approval may not
be possible.

2. For scheduled visitations, the teacher shall be
afforded the opportunity upon request to con-
fer with the classroom visitor before and/or
after the visitation. For emergent visitations
such conference will occur if possible.

3. The District shall not be responsible for the
cooperation or lack thereof of visitors.

SECTION 3. CONTROVERSIAL TOPICS

The District believes that controversial issues are
a part of the District's instructional program when
related to subject matter in a given grade level or
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specific curricular field. Employees will use pro-
fessional judgment in determining the appropri-
ateness of the issue to the curriculum and the ma-
turity of the students.

In the presentation of all controversial issues,
every effort will be made to effect a balance of
biases, divergent points of view, and opportunity
for exploration by the students into all sides of
the issue.

In discussing controversial issues, the employee
will encourage students to express their own
views, assuring that it be done in a manner that
gives due respect to one another's rights and
opinions. When discussing controversial issues,
the employee will respect positions other than his
own. Students will be encouraged, after class dis-
cussions and independent inquiry, to reach their
own conclusions regarding controversial issues.

The Board, or its designees, agree(s) not to rec-
ord any teacher's verbal communication in the
classroom without their prior knowledge and per-
mission.

SECTION 4. IN-SERVICE TRAINING

Expenses for in-service training shall be reim-
bursed to the teacher for each approved inservice
session attended. Such reimbursement shall in-
clude transportation, room and board, meals, reg-
istration or fees and materials.

ARTICLE VII - LEAVES

SECTION 1. ILLNESS, INJURY, AND
EMERGENCY LEAVE (LLE.)

At the beginning of each school year each teacher
shall be credited with an advanced sick leave al-
lowance of twelve (12) days with full pay. The
employee may use paid sick leave for absences
resulting from an employee’s mental or physical
illness, injury, or health condition; or to accom-
modate the employee’s need for medical diagno-
sis, care, treatment, or preventive medical care.
Paid sick leave may also be used for absences
that qualify for leave under the Domestic Vio-
lence Leave Act. Each teacher's portion of un-
used LLE. allowance shall accumulate from year
to year, as per state law.
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1. Absence due to on the job injury incurred in
the course of the teacher's employment shall
be with full pay less Workmen's Compensa-
tion and shall not be charged against I.LE.
leave.

2. At the end of each year, the District will pro-
vide each teacher with an accounting of their
accumulated LLLE. leave and all transactions
concerning their LLE. leave days within that
time period.

3. Upon return to employment, if within five (5)
years of prior termination with the District,
any former teacher shall be credited with the
balance of unused 1. LE. leave accumulated at
the time of termination of his’her employ-
ment with the District.

4. Inthe event of the birth of a child of the teach-
er's spouse, leave will be allowed as per
school board policy #5404.

5. A teacher who has exhausted accumulated
L.LLE. leave and who is unable to perform the
duties because of personal illness, maternity,
paternity, adoption or other disability may,
upon request, be granted an extended leave of
absence without pay under provisions of this
Agreement.

A teacher who has been granted [eave under
this provision may return to service during
the period of the leave after giving ten (10)
days written notice to the Superintendent and
with written permission of his / her personal
physician.

SECTION 2. ILLNESS, INJURY, AND
EMERGENCY LEAVE CASHOUT

Annually each employee may cash out the un-
used LLE. leave days he/she has accumulated
that year (January I through December 3 1) pro-
vided such employee has accumulated a mini-
mum of sixty (60) days of such leave. The cash-
out shall be on a one (1) day's pay for four (4)
day's L.LLE. leave, and shall not allow the em-
ployee to decrease his/her accumulation to less
than sixty (60) days. The employee may cash out
up to twelve (12) days per year on January I of
each year.
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At the time of separation from the District due to
retirement or death, the employee or his/her es-
tate shall have all of his/her sick leave cashed out
on the same one (1) for four (4) ratio.

SECTION 3. MATERNITY, ADOPTION
AND CHILD CARE LEAVE

A teacher requesting maternity, adoption or child
care leave should give written notice to the Dis-
trict at least two (2) weeks prior to commence-
ment of said leave. The written request for ma-
ternity leave should include a statement as to the
expected date of return to employment; and
within thirty (30) days after childbirth, the
teacher shall inform the District of the specific
day when she will return to work. LLE. leave
shall be granted under provisions in this Agree-
ment. In the event L.LE. leave has been ex-
hausted, then the employee shall be granted an
extended leave of absence without pay as stated
under the L.ILE. leave provisions. In the event of
the birth of a child, birth of a child of the em-
ployee’s spouse, or the adoption of a child, five
(5) days of sick leave will be granted.

SECTION 4. FAMILY ILLNESS LEAVE

Teachers shall, upon request, be granted a leave
of absence with pay to allow the employee to pro-
vide care for a family member with a mental or
physical illness, injury, or health condition; care
of a family member who needs medical diagno-
sis, care, treatment, or preventive medical care;
or when an employee’s child’s school or place of
care has been closed for any health-related reason
and shall be deducted from LLE. leave. Family
member is defined in ESSB 5793.

SECTION 5. BEREAVEMENT LEAVE

Up to five (5) days of leave shall be granted
with pay for each instance of bereavement of an
immediate family member. For the purpose of
this item, immediate family is defined to include
parents, siblings, spouse, children, grandchil-
dren, grandparents, and the same relationships
as related by marriage or any other person living
in the employee’s household. One (1) day of be-
reavement leave with pay shall be granted each
year for the death of a close friend. Paid be-
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reavement leave is deducted from the em-
ployee’s five or one day allocation of such leave
and shall not be deducted from sick leave. Un-
used bereavement leave shall nof accumulate
from year to year.

SECTION 6. JURY DUTY AND
SUBPOENA LEAVE

Leaves of absence with pay may be granted for
jury duty. Any compensation received for jury
duty performed on contracted days shall be de-
ducted from the teacher's salary. The teacher
shall notify the District when notification to serve
on jury duty is received.

Leaves of absence with pay shall be granted
when a teacher is subpoenaed to appear in a court
of law, provided that such subpoena is not proven
to be as a result of a teacher's wrong doing. In
such a case as well as in the case of a subpoena
issued by the Association, the individual or the
Association as appropriate will pay the cost of the
substitute. In cases where the District pays for the
substitute, if any witness fees are paid that
amount shall be deducted from the teacher's reg-
ular pay.

SECTION 7. MILITARY LEAVE

Employees shall be granted military leaves of ab-
sence when required by law and shall not suffer
any loss of efficiency rating, privileges, or pay
according to RCW 38.40.060 and school board
policy #5407. The District agrees to follow the
statutory provisions goveming the re-employ-
ment of returned veterans.

SECTION 8. PERSONAL LEAVE

A teacher, for personal reasons, shall receive-four
(4) days, per year leave with prior approval from
the school administrator. Such leave shall be
granted with pay and any unused leave shall ac-
cumulate to a total of six (6) days. At the end of
the school year, if the employee has any unused
days, he/she can either carry forward up to two
(2) of those days or will be reimbursed at their
per diem rate of pay for up to four (4) in the July
salary warrant (to be recorded on the June time-
sheet). Teachers shall not be required to define
leave taken beyond the phrase “personal.” Teach-
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ers shall give at least twenty-four (24) hours no-
tice to the principal except in cases of emergency.
Leave requested to extend holidays or vacations,
or occurring during the last two weeks of school
shall be granted at the discretion of the superin-
tendent.

SECTION 9. PROFESSIONAL LEAVE

Meetings, conferences, symposiums and semnii-
nars at which concerns vital to the profession are
the subject of discussions are recognized by the
District as an inherent part of the teachers' pro-
fessional obligation. Such leaves may be granted
by request to the Superintendent of Schools on
one of the bases which follows:

1. Full Payment Leave:

Substitute and necessary expenses paid by
the District. This category applies to teachers
authorized by the Board to represent the Dis-
trict at professional conferences, meetings,
symposiums and seminars.

2. Partial Payment Leave:

a. Substitute paid by the District; necessary
expenses paid by teacher or outside
agency.

This category applies to teachers author-
ized by the Board to represent the District
in cooperation with outside agencies at
conferences, meetings, symposiums and
seminats.

b. Substitute provided by the Association.
This category applies to teachers who are
authorized and selected by the Associa-
tion to be in attendance at professional
conferences, meetings, symposiums and
seminars. Whenever possible, notifica-
tion of leave shall be submitted by the As-
sociation President in writing to the Ad-
ministration one (1) week before the
leave is to take effect.

The Association President and the teacher
shall be informed of the arrangements
made for the leave. The District shall be
responsible for securing a substitute.
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SECTION 10. OTHER LEAVES

Leaves of absence of up to one (1) year with or
without pay may be granted teachers for the pur-
poses of study, travel, recuperation, child care,
teaching in another school district, working in a
professionally related field, Association or Asso-
ciation related business.

If the teacher's request for leave involves a course
of study, research, or other circumstances which
can be related to his/her job, then a leave of ab-
sence without pay for one (1) year entitles a
teacher to a normal salary increment. This salary
increment must be approved by the administrant
at the time the leave is requested. Upon return
from leave, the teacher shall be placed in the po-
sition last held or in a position for which he/she
is certified to teach.

Upon request by the teacher by March 1, such
leave may be renewed for up to one (1) additional
year.

Leaves of absence are not available to provi-
sional teachers. A maximum of two years of
leave will be granted to each employee for the
duration of their employment in the Trout Lake
School District.

SECTION 11. LEAVE SHARING

1) Bargaining unit members who have
accumulated more than twenty-two (22)
leave days may donate-any amount of
leave that does not result in the
employee’s total following below the
minimum balance for donation. The
employee donating the days shall
specify the number of days to be
donated. The district shall develop
forms and procedures necessary to
implement this. No transfer of sick
leave shall result in an employee’s
account going below twenty-two {(22)
days.

2) The person receiving the donated days
must have exhausted all accumulated
leave and diligently pursued and been
found ineligible for benefits before
using the donated days, and must suffer
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from or have a relative or household
member suffering from an iliness,
injury, impairment or physical or
mental condition which is of an
extraordinary or severe nature and
which has caused, or is likely to cause
the employee to:

a) Go on unpaid leave of absence:
or
b) Terminate employment.

3) In the event the employee receiving
donated leave does not use all leave
donated, the unused donated leave in
such employee’s leave account shall be
returned to donors, pro-rata, within
thirty (30) days after the donee’s use of
accumulated leave ceases.

4) While an employee is on leave
transferred under this section, he/she
shall be classified as an employee and
receive the same treatment in respect to
salary, wages, and employee benefits as
the employee would normally receive if
using accrued annual leave or sick
leave.

5) The District and Association shall each
designate one person who shall serve
jointly for the purpose of reviewing
requests for such leave.

ARTICLE VIII - FISCAL
SECTION 1. WORKDAY

Staff may arrive no later than ten minutes before
the start of the students day, and depart no sooner
than ten minutes after student dismissal. The total
length of the workday shall not exceed seven and
a half (7 %) hours for all teachers. The teachers'
total instructional time shall not exceed three
hundred fifteen (315) minutes per day. If par-
ent/teacher conferences are held in the evening,
the following will apply for one (1) of the confer-
ence days: Teachers shall be expected to remain
in school to hold parent/teacher conferences for
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three and a half (3%2) hours longer than their nor-
mal workday, being provided with a thirty (30)-
minute lunch break and a thirty (30)-minute din-
ner break. Within the week, teachers will be dis-
missed after the morning classes. The extended
parent/teacher conference day shall not extend
longer that eleven and a half (11%2) hours.

a) All high school and junior high teachers shall
have at least forty-five (45) continuous
minutes of preparation time during each in-
structional school day. All elementary teach-
ers shall have at least forty-five (45) continu-
ous minutes of preparation time during each
instructional school day so long as adequate
staff exists. In the event aides and other sup-
port personnel are not available in the ele-
mentary, then preparation time may be sched-
uled in non-continuous segments. The use of
the preparation time may be determined by
the teacher, but it shall be used for its desig-
nated purpose. The instructional school day
shall be interpreted to mean the student day
and shall specifically exclude the thirty (30)
minutes before and after school and the thirty
(30) minutes minimum duty-free lunch pe-
riod.

b) Teachers who are required in the course of
their employment to travel between buildings
within this District shall be scheduled to pro-
vide sufficient time for such travel.

¢) Teachers of music, art, physical education,
laboratory sciences, librarians (if they are
teaching classes), speech therapists, reading
consultants, visiting teachers, counselors, and
all special education teachers shall be pro-
vided with relief and preparation time to the
same extent as other teachers in the District.

d) All teachers shall have a duty-free lunch pe-
riod of not less than thirty (30) continuous
minutes.

¢} On Friday teachers shall be allowed to leave
following student dismissal, with the ap-
proval of the Superintendent.

f) Building faculty meetings shall not exceed
thirty (30) minutes beyond the regular
teacher workday.
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g) A principal or his/her designee may require a
teacher to cover classes in case of emergency
only.

h) In the event a teacher is asked to teach an-
other teacher's class during his/her prepara-
tion period, he/she shall receive pro-rated
compensation from his/her daily salary for
each class period taught.

i) There shall be no change in the number of
classes at the secondary level without mutual
agreement of the parties,

J) One (1) day per month, with the schedule pre-
determined before the school year starts,
teachers shall be required to stay up to forty-
five (45) minutes past normal leave time for
District-wide staff meetings.

SECTION 2. TEACHER WORKLOAD

The Dastrict shall maintain basic class loads as
follows:

K-6 thirty students

In the event a teacher's workioad exceeds the
basic class load stated above for fifteen (15) con-
secutive working days, an instructional aide shall
be provided to that teacher for the entire school
day. An instructional aide for the entire day may
be provided under special circumstances for class
loads of less than thirty (30) students. This shall
be determined in consultation with the teacher
and appropriate administrative personnel. Spe-
cial circumstances may include the following:
existence of ESL students requiring special atten-
tion, and or existence of special students who
have either behavioral or academic problems.

SECTION 3. TEACHER WORKYEAR

a) The work year covered by this Agreement
shall consist of one hundred eighty (180)
work days, plus any additional days funded
by the Washington State Legislature. One
hundred eighty (180) work days shall be stu-
dent attendance days. Any additional days
shall be non-student days and shall be used as
learning improvement days. Any state-
funded extension of contracted days for pro-
fessional learning shall be compensated at
full per diem. The professional salary set
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forth in this agreement covers all professional
responsibilities of educators.

b) All teachers shall have the option of working
three (3) self-directed optional days in recog-
nition that they may work beyond the normal
workday and school year to provide a profes-
sionally responsible and reasonable level of
service that is above the regular contract day.
Teachers shall be paid at one-hundred per-
cent (100%) of their per diem.

¢} There shall be no deviation from or change in
the workdays except by mutual agreement of
the Board and the Association, except in
emergent situations.

d) Calendar shall be determined by a commit-
tee consisting of school board members,
teachers, and administration,

e) Within the 180-day school year calendar,
eight (8) half-days shall be designated for
grade level team planning (Curriculum En-
hancement Days). The half-day agenda shall
be determined by teachers in collaboration
with the Superintendent. The agenda needs to
be submitted to and approved by the District
at least ten (10) workdays prior to the CED.
The intention of these days is to work with
other teachers to improve, enhance, and de-
velop curriculum, as long as the State RCW
allows this to happen.

SECTION 4. PAYMENT

a) All teachers shall be paid in twelve (12)
monthly installments. Each check shall con-
tain one twelfth (1/12) of the contracted sal-
ary. Payroll checks shall be issued to the
teacher on or before the last day of each
month uniess it falls on a weekend or holiday.
Then payment can be made the day before.

b) Inthe event of a mistake in payment resulting
in underpayment, corrections shall be made
on or before the next pay period. When an
overpayment is made, repayment deductions
will be prorated over the remaining pay peri-
ods.

¢) All compensation owed to a teacher who is
leaving the District shall, upon request, be

28

paid within fifteen (15) working days after
the final day of work.

d) Teachers seeking to attain National Board
Certification are eligible for three days re-
lease time for portfolio work, reimbursement
in the amount of $1250 toward the testing
fees upon successful completion of the test,
and use of district equipment.

¢) Teachers who have current National Board
certification are guaranteed payment of their
stipend each year by the District,

f) Any monies passed from the State to the Dis-
trict for College in the High School will pass
directly to the teacher.

g) Teachers who are new to the district or have
changed their teaching assignment within the
district will be approved up to $1000 for cur-
riculum or equipment purchases made for
their classroom.

SECTION 5. SALARY

The Salary Schedule format for employees shall
be the Schedule in Appendix A.

Whatever salary increase or decrease is funded
by the legislature will be passed on to the certifi-
cated employees.

SECTION 6. PROVISIONS GOVERNING
TEACHERS' SALARY SCHEDULE

a) Placement of Beginning Teachers on the
Salary Schedule: All beginning teachers' sal-
aries shall commence on Step 00-00 unless
he/she can document that hours were earned
after the date at which the Bachelors or
Masters Level Degree was awarded which
would allow him/her to be moved up to a
more advanced education column.

Exception: If the degree was awarded by an
institution which does not confer degrees af-
ter each term, and all degree requirements
were completed at a time other than the date
recorded on the diploma or transcript, an of-
ficial statement from the institution verify-
ing a prior completion date shall be ade-
guate documentation.
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b) Index: Increments for experience, education
and advanced degrees will be in accordance
with the index shown on the Salary Sched-
ule.

c) Education Credits

1) Education credits will be granted for col-
lege work and must be completed prior to
October 1, of the school year. College
Credits for advancement on the salary
schedule will be accepted from a four-
year degree granting institution and for
courses taken at community colleges. All
lower division courses must apply to
what the teacher is teaching,

2) Credit for education experience shall be
given automatically when evidence of
such credit is filed with the District. Such
evidence should be in the form of official
college transcripts and should be filed
with the District's Business Office no
later than October 10. If, for some cir-
cumstance beyond the control of the
teacher, the college transcripts or grade
reports are not available and the District
has been advised by the college, the
teacher shall be granted the allowance for
credit. The District will provide to the
staff, when available, notice of available
accredited college courses throughout the
year to be held in this District or in sur-
rounding districts.

3) Credit for clock hour inservice credits
shall be granted for credits earmed in ap-
proved (as defined in the following para-
graph) programs where the credits earned
cannot be counted as eligible academic
credits and credits are not eamed for the
purpose of satisfying the requirements of
the employee's next highest degree.

d) Experience Credits: Credit shall be given
for experience. In computing credit for expe-
rience, credit will be granted at the rate of a
1-quarter credit for every 10 hours and will
count on the salary schedule found in Appen-
dix A; such experience will be rounded to the
nearest tenth of a year service.
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e) Out-of-State Credit. Teachers hired from
out of state shall be given the same credit con-
sideration, rights and benefits as those hired
within state or those presently working for
the District.

f) Classification on the salary schedule for ex-
perience and education shall be for the full
school year. After October 15, no change in
classification will be made.

SECTION 7. SUPPLEMENTAL
CONTRACTS

Separate contracts shall be issued to each em-
ployee for each supplemental position they hold.
These contracts shall be separate from their reg-
ular individual contract.

Supplemental contract positions which must be
filled by certificated staff and are part of this bar-
gaining unit are found in appendix B.

SECTION 8. INSURANCE

a. District contributions for such insurance pre-
miums shall be such amount as required by the
State for SEBB, to be used for Medical, Dental,
and Vision plans. Any SEBB authorized VEBA
or any SEBB authorized benefits plans shall be
negotiated and agreed to by the District.

The difference between the actual cost of the in-
surance and the amount the District contributes
will be deducted from the employee’s paycheck.

b. Washington State Paid Family and Medical
Leave (PFML) Commencing Januaryl,2020,
employees shall be eligible to receive Paid
Family and Medical Leave (PFML) under the
Washington State Family and Medical Leave and
Insurance Act. To be eligible for this leave,
employees must have worked a minimum of 8§20
hours within the past calendar year. Employees
using Paid Family Medical leave do not have to
exhaust all other available leave before using
paid family medical leave. If available District
paid leave is used concurrently with PFML, it
will be considered a Supplemental Benefit, The
District shall pay 100% of the payroll premium
to fund this leave. The District shall use the state
insurance as the carrier for PFML to ensure
ongoing compliance with the law. When such
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leave is authorized, the District shall maintain
health insurance benefits during periods of
approved PFML leave when required by WAC
182-31-110 and RCW 50A.35.020.

SECTION 9. TRAVEL

Teachers utilizing their private automobile to
travel on authorized school business shall be
compensated at the rate the State of Washington
pays its employees. All teachers, who, by nature
of their assignment, must travel between schools
or are required to make home visitations, shall
also be reimbursed at such amount as the State of
Washington pays its employees.

ARTICLE IX — GRIEVANCE
PROCEDURE

SECTION 1. GRIEVANCE PROCEDURE

A claim by a teacher or the Association that there
has been a violation, misinterpretation or misap-
plication of any provision of this Agreement to
the detriment of the claimant may be processed
as a grievance as hereinafter provided.

In the event that a teacher or the Association
leadership believes there is a basis for a griev-
ance, the teacher may first discuss the alleged
grievance with his/her building principal or other
appropriate supervisor either personally or ac-
companied by his/her Association representative.
If the grievance is not thus resolved, formal
grievance procedures may be instituted.

STEP 1

The grievant may invoke the formal griev-
ance procedure through the Association on
the grievance form which will be available in
each building. A copy of the grievance form
shall be delivered to the principal or appropri-
ate supervisor. If the grievance involves more
than one school building, it may be filed with
the Superintendent or a representative de-
signed by the Superintendent. A grievance
must be filed within thirty (30) days of the oc-
currence of which he/she complains or within
thirty (30} days of the Association becoming
aware of the event, whichever shall be later,
but not to exceed 90 days from the original
event,
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STEP 1 —-REPLY

Within five (5) school days of receipt of the
written grievance, the principal or appropri-
ate supervisor shall meet with the grievant in
an effort to resolve the grievance. The princi-
pal or appropriate supervisor shall indicate
his/her disposition of the grievance in writing
within five (5) school days of such meeting
and shall furnish a copy thereof to the Asso-
ciation.

STEP 2

If the grievant is not satisfied with the dispo-
sition of the grievance or if no disposition has
been made within five (5) school days of such
meeting or ten (10) school days from date of
filing, whichever shall be later, the grievance
shall be transmitted to the Superintendent.
Within five (5) school days the Superinten-
dent or his designee shall meet with the
grievant on the grievance and shall indicate
his/her disposition of the grievance in writing
within five (5) school days of such meeting,
and shall furnish a copy thereof to the Asso-
ciation.

STEP 3

If the grievant is not satisfied with the dispo-
sition of the grievance by the Superintendent
or if no disposition has been made within five
(5) school days of such meeting or ten (10)
school days from date of filing, whichever
shall be later, the grievance shall be transmit-
ted to the Board.

STEP 4

If the grievant is not satisfied with the dispo-
sition of the grievance by the Board or if no
disposition has been made within the period
above provided, the grievance at the option of
either of the parties hereto may be submitted
before an impartial arbitrator. The Associa-
tion shall initiate arbitration by giving the Su-
perintendent written notice of its intent to ar-
bitrate within five (5) school days of receipt
of the written disposition of the Board.- The
American Arbitration Association rules shall
govern the arbitration proceedings, unless
otherwise agreed to in writing. The Board and
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the Association shall not be permitted to as-
sert in such arbitration proceeding any
ground rule or to rely on any evidence not
previously disclosed in Steps 1 and 2. The de-
cision of the arbitrator, when acting within
his jurisdiction, shall be final and binding
upon both parties.

EXCLUSIONS FROM ARBITRATION
Excluded from binding arbitration shall be:

1. The evaluator's decision regarding the sub-
stance of evaluation.

2. Assignment, Vacancies, and Promotion

3. Non-renewal of first year teachers.

ARBITRATION COSTS

Each party shall bear its own costs of arbitration
except that the fees and charges of the arbitrator
shall be shared equally by the parties.

SECTION 2. JURISDICTION OF THE
ARBITRATOR

The arbitrator shall have no power to alter, add
to, or subtract from the terms of this agreement.
The arbitrator shall decide only the interpretation
and application of this Agreement. Upon request
of either party, the merits of a grievance and the
determination of the jurisdiction of the arbitrator
shall be consolidated.

In the event that the arbitrator's award is unsuc-
cessfully challenged in court, the challenging
party shall be liable for the reasonable costs and
attorney's fees of the prevailing party.

SECTION 3. TIME LIMITS

The time limits provided in the Article shall be
strictly observed unless extended by written
agreement of the parties. In the event a grievance
is filed after May 15 of any year, the Board shall
use its best efforts to process such grievance prior
to the end of the school term or as soon thereafter
as possible. Failure of the Association to proceed
with its grievance within the times hereinbefore
provided shall result in the dismissal of the griev-
ance. Failure of the Board or its representatives
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to take the required action within the times pro-
vided shall entitle the Association to proceed to
the next step on the grievance procedure.

SECTION 4. GRIEVANCE AND
ARBITRATION HEARINGS

All hearings or conferences pursuant to this
grievance procedure shall be scheduled at a time
and place which will afford a reasonable oppor-
tunity for all parties entitled to attend to be pre-
sent, including any and all witnesses. Every ef-
fort will be made to avoid disruption of the oper-
ation of the District.

SECTION 5. INDIVIDUAL COMPLAINTS

In accordance with RCW 41.59.090 any teacher
may at any time present his grievance to the Dis-
trict and have his grievance adjusted without the
intervention of the Association, as long as the As-
sociation has been given an opportunity to be pre-
sent at that adjustment and to make its views
known, and as long as the adjustment 1s not in-
consistent with the terms of this Agreement.

SECTION 6. CONTINUITY OF
GRIEVANCE

Not withstanding the expiration of this Agree-
ment, any claim or grievance arising hereunder
may be processed through the grievance proce-
dure as set forth herein until resolution.
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ARTICLE X - DURATION

This agreement shall be effective as of September 1, 2025, and shali continue in effect
until August 31, 2027 with re-openers for salary, fringe benefits, and any other
considerations raised by either party.

Negotiations between the parties for a successor Agreement shall begin not later
than thirty (30) days prior to the expiration date of this Agreement. Items not identified
by either party for negotiations shall be continued into the successor Agreement.

FOR THE ASSOCIATION FOR THE BOARD
Julie Fink Kristian Rubesh
Debbie Wroe Brent Fetsch

Laurie Sherburne

Carmen Leslie

Tim Dearden

Jerry Lewis, Superintendent
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APPENDIX A - SALARY SCHEDULE
The 2025-26 salary schedule will be increased by the legislatively

approved % IPD in each cell of the salary schedule. This schedule reflects the 2.5% legislative increase

2025-26 Salary Schedule

+ an additionai 2.5%.

73376

76673

56929 | 58467 | 60060 70079 | 68253
57695 | 59253 | 60867 | 62534 | 67712 | 70993 | 69012 | 74188 | 77468
58425 | 59099 | 61630 | 63425 | 68587 | 71903 | 69775 | 74937 | 78255
59178 | 60768 | 62416 | 64267 | 69420 | 72816 | 70499 | 75647 | 79046
50915 | 61575 | 63232 | 65148 | 70330 | 73753 | 71250 | 76440 | 79863
62623 | 63321 | 64019 | 66042 | 71205 | 74694 | 72030 | 77196 | 80684
63408 | 64116 | 64821 | 66947 | 72084 | 75594 | 72821 | 77961 | 81465
64803 | 65523 | 66247 | 68487 | 73701 | 77305 | 74302 | 79514 | 83121
6901 | 67648 | 68394 | 70818 | 76104 | 79840 | 76632 | 81918 | 85654
69803 | 70663 | 73175 | 78584 | 82449 | 78987 | 84399 | 88263
72960 | 75653 | 81132 | 85127 | 81468 | 86949 | 90941
78203 | 83803 | 87876 | 84017 | 89618 | 93691
80673 | 86546 | 0740 | 86660 | 92360 | 96555
89355 | 93673 | 89411 | 95168 | 09488
92174 | 96717 | 92238 | 98175 | 102533
94575 | 99233 | 94635 | 100727 | 105198
96465 | 101215 | 96527 | 102741 | 107300
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APPENDIX Al- EVALUATIVE CRITERIA FOR CLASSROOM TEACHERS

1. INSTRUCTIONAL SKILLS

A. Explanations, demonstrations, practice and feedback are presented so that the students can com-
prehend and retain what is being taught, which may take place over a number of days.

1. Establishing the purpose and objectives of the lesson.

2. Presentations of information to be learned.

3. Checking and clarifying for student understanding.

4. Opportunity for students to apply new skills or knowledge.
5. Closure.

B. Varied groupings, methods and materials used are based on the needs of the students and objec-
tives of the lesson.

C.Emphasis is placed on providing high percentages of academic engaged time.
D.Recognition is given to the importance of research-based teaching techniques.

E. All non-direct teaching activities are monitored for their usefullness and appropriateness (i.e. as-
signments, homework, tests and quizzes, use of library time, individualized instruction activities.)

2. CLASSROOM MANAGEMENT

A. Begins class promptly - with appropriate opening procedures.

B. Teacher planning maximizes student on-task time.

C. Limits of student behavior are clearly defined, communicated to students and consistently moni-
tored.

D.Teacher monitors rest of class while working with small groups and individuals.

E. Teacher organizes and arranges classroom so as to facilitate learning and minimize student dis-
ruption.

F. Transitions from one are of teaching to another are made smoothly and demonstrate preplanning.
G.All students are treated in a caring and consistent manner, taking individual needs into account.
H.Provides adequate plans for a substitute teacher.

3. PROFESSIONAL PREPARATION AND SCHOLARSHIP

A. Possesses and maintains appropriate academic background.

B. The teacher demonstrates evidence of a commitment to education as a profession (i.e. profes-
sional organizations, committees, publications, conferences.)

C.The teacher adheres to district goals by using adopted program materials.

34




Trout Lake CBA Revised 6/2025

4. EFFORT TOWARD IMPROVEMENT WHEN NEEDED

A. Participates in inservice and career development activities.
B. Participates in continuing education and training initiated by the teacher.
C. Follows through with recommendations made in evaluations.

D. Sets personal goals.

. HANDLING OF STUDENT DISCIPLINE AND ATTENDANT PROBLEMS

. Establishes clear parameters for student conduct and makes known these expectations.

. Reinforces desired pupil behaviors and responds approprately to disruptive pupil behaviors.

A
B
C. Resolves discipline problems in accordance with applicable laws, policies and regulations.
D. Utilizes support services, administrators, and parents when such support can be helpful.

E

. Assists in maintaining control and enforcing rules throughout the school.

. INTEREST IN TEACHING PUPILS

A. The teacher enjoys working with students and reflects respect for them as individuals.
B. Develops rapport with the student as an individual in a professional manner.
C. Deals with personal information and communication in a professional manner.

D. Provides guidance assistance for students.

. KNOWLEDGE OF SUBJECT MATTER

A. Demonstrates a knowledge of subject matter by:
1. Selection of instructional objectives appropriate to the instructional assignment.
2. Planning of learning activities appropriate to the instructional assignment.

3. Considering the relationship between one's subject matter and other discipline subjects.

. JOB PERFORMANCE CRITERIA

A. Times arrival and departure to assure adequate supervision of students.

B. Takes all necessary and reasonable precautions to protect students, equipment, materials and fa-
cilities.

e

Maintains records as required by law, district policy and administrative regulations.

<

Attends and participates in faculty, department and district meetings.

E. Cooperates with other members of the staff in planning instructional goals, objectives and meth-
ods when appropriate.

™

Assists in the selection of books, equipment and other instructional materials.

G. Works to establish and maintain open lines of communication with students, parents and col-
leagues concerning both the academic and behavioral progress of all students.

H. Establishes and maintains cooperative professional relations with others at school related activi-
ties.

I. Performs related duties as assigned by the administration in accordance with district policies,
practices and negotiated agreements.
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APPENDIX A2 - DANIELSON FRAMEWORK FOR TEACHING RUBRICS BY

WASHINGTON STATE CRITERIA

Washington State

Danielson Framework for Teaching (2022) Rubrics by

Criterion 1: Centering instruction on high expectations for student achievement. =~~~ =~ "

2b: Fostering a Culture for Learning

Unsatisfactory - 1

Basic~ 2

Proficient - 3

Distinguished - 4

The culture of the class
is not conducive to
learning and does not
support development.

The culture of the class
is partially conducive to
learning and
development.

The culture of the class is
characterized by high
expectations and
supports students'
learning and
development.

Students play an active role
in establishing a culture
that consistently fosters
dialogue, reflection, and
growth, allowing all
students to experience
success.

3a;: Communicating about Purpose and Content

Unsatisfactory - 1

Basic -2

Proficient - 3

Distinguished - 4

Communication about
purpose and content is
unclear or confusing
and hinders student
learning.

Communication about
purpose and content is
mostly clear and
accurate; it partially
supports learning.

Communication about
purpose and content is
accurate and clear to
students; it supports their
active engagement in
learning experiences and
models effective use of

Communication about
purpose and content is rich,
nuanced, and relevant to
students inviting them to
think critically and
contribute intellectually; it
encourages curiosity and

inteliectual
engagement by
students.

students intellectuatly,
the activities require
students to do some
thinking.

exploration and
encourage higher order
thinking; students engage
in multiple ways and
represent their ideas and
responses through
multiple means.

language. supports student
autonomy.
3c: Engaging Students in Learning
Unsatisfactory ~1 | Basic -2 Proficient - 3 Distinguished - 4
Learning experiences Learning experienices Learning experiences Students take initiative to
do not require active partially engage support curiosity and increase the challenge or

complexity of learning
experiences; and make
suggestions for
modifications that increase
meaning and relevance.
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Criterion 2: Demonstrating effective teaching practices.

3b: Using Questioning and Discussion Techniques

Unsatisfactory — 1

Basic - 2

Proficient - 3

Distinguished - 4

Questioning and
discussion are absent,
low level, or do not
support learning and

Questioning and
discussion, primarily
framed and led by the
teacher, are used to

Questioning and
discussion, framed or led
by the teacher and
students, effectively

Students intentionally use
questioning and discussion
to develop their own and
others thinking, reasoning

development. stipport student support critical thinking, skills, and habits of
learning and reasoning, and reflection. | reflection.
development.

4a: Engaging in Reflective Practice

Unsatisfactory ~ 1 Basic ~ 2 Proficient - 3 Distinguished ~ 4

The teacher does not
appear to engage in
reflective practice, does
not know whether
students achieved the
outcomes, or misjudges
the success of the
instruction,

The teacher's reflective
practice leads to some
accurate assessment of
student success of
instruction but does
not follow through with
analysis and changes to
practice.

The teacher's reflective
practice, based on
consideration of evidence
of student learning and
development, leads to an
accurate assessment of
the success of instruction
and results in specific
changes and adjustments,

The teacher consistently
engages in reflective
practice that leads to a
thorough and accurate
assessment of the success
of the instruction,
exploration of new ideas
and approaches and
ongoing changes to
practices and mindsets
focused on supporting
students who need it most.
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student learning or
development.

their strengths and
needs, partially

Unsatisfactory - 1 Basic - 2 Proficient ~ 3 Distinguished ~ 4

The teacher lacks The teacher’s The teacher’s knowledge | The teacher’s knowledge of
sufficient knowledge of | knowledge of students’ | of students supports students is extensive and
students to support identities, as well as learning and fosters student learning and

development and enables
the teacher to build upon

development to support
academic and personal

supports learning and student assets. SUCCess.
development.

3e: Responding Flexibly to Student Needs

Unsatisfactory - 1 Basic — 2 Proficient — 3 Distinguished - 4

The teacher makes no
adjustments to learning
experiences, even when
warranted, and is not
responsive to student
needs.

ntisfctory - i

The teacher makes

some adjustments to
learning experiences
and is responsive to
student needs with
partial success.

Basic - 2

' Procient -3

The teachers’ adjustments
and responsiveness lead
to deeper understanding
for students and new
learning experiences.

Based on self-monitoring
and reflection, students
voice their needs, ask
questions, and make
suggestions that lead to
adjustments and
modifications or spark new
learning opportunities.
e

Distinguished - 4

The teacher does not
develop a student
growth goal for a group
of students within a
class who are not yet
reaching full learning
potential.

OR

The teacher does not
explain how the
knowledge of
individual students
informed the goal.
The goai does not
address an essential
standard for the
teacher's content and
grade level.

The goal does not
require students’
cognitive or

The teacher develops a
student growth goal for
a group of students
within a class who are
not vet reaching full
learning potential.

The teacher explains
how the knowledge of
students informed the
goal for the students as
a group, but not as
individuals.

The goal addresses an
essential standard for
the teacher’s content
and grade level.

The goal requires
students’ cognitive
and emotional
engagement.

The teacher

The teacher develops a
student growth goal for a
group of students, within
a class, who are not yet
reaching full learning
potential.

The teacher explains how
the knowledge of
individual students
informed the goal in
specific ways.

The goal addresses an
essential standard for
the teacher's content and
grade level.

The goal requires
students’ cognitive and
emotional engagement.
The teacher seeks and
considers, when provided,
input from students’

emotional communicates the goal | families in developing the | families in developing the
engagement. to students’ families. goal. goal.

The teacher develops a
student growth goal for a
group of students, within a
class, who are not yet
reaching full learning
potential.

The teacher explains how
the knowledge of
individual students
informed the goal in
specific ways.

The goal addresses an
essential standard for the
teacher’s content and grade
level.

The goal requires students’
cognitive and emotional
engagement.

The teacher seeks and
considers, when provided,
input from students’
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The teacher does not
communicate with
students’ families about
the goal.

| &nsatisfa&ofy; 1

Basic - 2

Proﬁcnet -3

7D:sti‘nﬁgu:shed - 4 -

The teacher explains to
supervisor how the goal
yields opportunities for
feadership or for
coltaboration with
colleagues to advance their
own or their collective
rofessional tearnin

The teacher provides
evidence of student
progress on the stated
learning goal from only
summative
assessmernts.

There is no evidence of
student engagement
in assessment of their
OWn progress.

There is no evidence of
opportunities for
students to share
feedhback on how they
experienced the
learning.

The teacher does not
provide evidence of
reflecting on how the
learning activities and
instructional decisions
impacted student
learning progress.

The teacher does not
identify the next steps
for instruction OR the
next steps are
uninformed by
information about
students’ progress.

The teacher provides
evidence of student
progress on the stated
learning goal, which
includes both
formative and
summative
assessments.

There is limited
evidence of student
engagement in
assessment of their
own progress,

There is limited or no
evidence of
oppertunities for
students to share
feedback on how they
experienced the
learning.

The teacher reflects
with supervisor on
student learning
progress overail, but
not for specific
students. The reflection
may not establish how
the learning activities
and instructional
decisions impacted
student progress.

The teacher's identified
next steps for
instruction are
uninformed by student
progress and students’
experience of learning.

The teacher provides
evidence of student
progress on the stated
learning goal, which
includes both formative
and summative
assessments.

There is evidence of
student engagement in
assessment and student
maonitoring of their own
progress.

There is evidence of
opportunities for students
to share feedback on
how they experienced
the iearning.

The teacher reflects with
supervisor on the learning
progress for the
individual students in this
group; the reflection
includes an analysis of
how the learning activities
and instructional
decisions impacted
student progress.

The teacher uses
information from student
progress and students’
experience of learning to
guide their next steps for
instruction,

The teacher provides
evidence of student
progress on the stated
learning goal, which
includes both formative
and summative
assessments.
There is evidence of
student engagement in
assessment and student
monitoring of their own
progress.
There is evidence of
opportunities for students
to share feedback on how
they experienced the
learning.
The teacher reflects with
supervisor on learning
progress for the individual
students in this group; the
reflection includes an
analysis of how the learning
activities and instructional
decisions impacted student
progress.
The teacher uses
infarmation from student
progress and students’
experience of learning to:
« Guide their next steps for
instruction, and
« Effect changes in
instructional practice or
professional fearning
beyond their own
classroom or context.
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Criterion 4: Providing clear and intentional focus on subjéct matter content and curficulum. = .

ja: Applying Knowledge of Content and Pedagogy

Unsatisfactory ~ 1

Basic -2

Proficient - 3

Distinguished - 4

The teacher lacks
sufficient knowledge of
content and pedagoqy
to support student
learning of the content.

The teacher’s
understanding of
content and pedagogy
partially supports
student learning of the
content.

The teacher’s
understanding of content
and pedagogy supports
student learning of the
content.

The teacher’s
understanding of content
and pedagogy fosters
deeper learning, student
agency, and intellectual
dispositions such as
curiosity, reasoning, and
reflection.

1¢: Setting Instructional Qutcomes

Unsatisfactory - 1

Basic -2

Proficient -2

Distinguished — 4

Instructional outcomes
are not identified, are
not rigorous, or are
inappropriate.

Instructional outcomes
are moderately
rigorous and are
appropriate for most
students in the class.

Instructional outcomes
are rigorous and
appropriate for students.

Instructional outcornes
represent high-level
leaming of important
content and support
student autonomy, curiosity
and intellectual risk-taking.

1d: Using Resources Effectively

Unsatisfactory — 1

Basic - 2

Proficient - 3

Distinguished ~ 4

The teacher is not
aware of, or does not
appropriately

or effectively use,
instructional materials
and other resources to
support student
learning and
development.

The teacher
understands and uses
instructional materials
and other resources to
support student
learning and
development, but these
resources represent
only a narrow band of
what is available.

The teacher’s knowledge
of instructional materials
and

other resources leads to
discerning cheices to
support student learning
and development.

The teacher makes
deliberate decisions in the
use of instructional
materials and other
resources to meet
individual student needs
and support student
autonomy

and intellectual
engagement,

1e: Planning Coherent

instruction

Unsatisfactory ~ 1

Basic - 2

Proficient - 3

Distinguished - 4

The design of learning
experiences does not

Learning experiences
are somewhat coherent

Learning experiences are
challenging and

Learning experiences
prioritize the needs of

support student in structure, within and | engaging; they are individual students, ensure
engagement with across lessons, partially | designed to meet the ali students can meet the
impeortant content. supporting students to | needs of students in the intended outcomes, and
meet the intended class. support student
outcomes. assumption
of responsibility for
tearning.
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Criterion 5: Fostering and managing a safe, positive learning environment.

2a: Cultivating Respectful and Affirming Environments

learning environments
are characterized by
negativity, disrespect,
inappropriateness,
insensitivity, and/or
unresolved conflict.

characterized by caring
and respectful
interactions.

positive developmental
relationships that are
intentionally nurtured and
celebrated.

Unsatisfactory ~ 1 Basic -2 Proficient - 3 Distinguished - 4
Students do not feel {earning environments | Learning environments Students play an active role
safe and valued: are partially are characterized by in creating learning

environments characterized
by a sense of community,
where each member feels
safe, valued, and connected.

2¢: Maintaining Purposeful Environiments

Unsatisfactory - 1

Basic - 2

Proficient -3

Distinguished - 4

Student learning and
development are
hindered by a lack of
routines or inefficient
classroom procedures.

Classroom routines and
procedures established
or managed primarily
by the teacher and
taught explicitly to
students, support
opportunities for
student learning and
development.

Shared routines and
efficient procedures are
targely student directed
and maximize
opportunities for student
learning and
development.

Students have an active
voice and play an active
role in designing and
adjusting routines and
procedures that actively
create a respectful learning
environment and support
the growth of each
community member.

2d: Suppaorting Positive Student Behavior

instruction, or guidance
related to positive
student behaviors.

occasionally teaches
themn explicitly.

teacher models and
reinforces to promote
reflection and

Unsatisfactory - 1 Basic -2 Proficient - 3 Distinguished ~ 4
There is little evidence | The teacher models Students display positive | Students consistently and
of explicit modeling, positive behaviors and | behaviors, which the independently display

positive behaviors and seek
opportunities to build a
better classroom

recalibration rather than community.
compliance.

2e: Organizing Spaces for Learning

Unsatisfactory - 1 Basic -~ 2 Proficient - 3 Distinguished ~ 4

Learning spaces are
unsafe, inaccessible,
and/or not conducive
to learning and
development.

Learning spaces are
safe and accessible; the
arrangement and use of
resources partially
support student
learning and
development.

Learning spaces are
thoughtfully designed to
address the needs of
individual learners within
the context of shared
experiences.

Learning spaces are
thoughtfully co-designed
and modified as needed by
members of the learning
community to address the
needs of individuals and
create collaborative, joyful
spaces for all to learn and
qrow.
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1f: Designing and Anal

ing Assessments

Unsatisfactory - 1

Basic -~ 2

Proficient ~ 3

Distinguished - 4

assessment, or the

There is no plan for

assessments will not
provide evidence that
students have learned
the intended outcomes.

Assessments wilt
partially help the
teacher know that

or are learning the
intended outcomes,

students have learned

Assessments are planned
throughout the
instructional process and
provide timely and
vaiuable information to
teachers and students.

Students will have

the opportunity to
demonstrate mastery of
content and analyze their
own progress through
multiple, flexible
assessments.

3d: Using Assessment for Learning

Unsatisfactory -

1 Basic~ 2

Proficient ~ 3

Distinguished - 4

is not used during
aligned to the

the lesson.

Formative assessment
instruction or is not

instructional purpose of

partially supports
student learning and
development.

Formative assessment

The teacher and students
use formative
assessments to illicit
evidence of
understanding, analyze
progress, and provide
constructive feedback.

Students take initiative to
analyze their own progress
against a clear standard in
order to achieve the
outcome and identify new
opportunities and
challenges.

4b: Documenting Student Progress

Unsatisfactory -

1 Basic— 2

Proficient - 3

Distinguished - 4

There is no system

ineffective and

_them.

documenting student
progress, the system is

inefficient, or it does
not provide relevant
information to students
and those who support

Unsatisfactory - 1

for The teacher documents

some aspects of

manner that is

them.

student progress, in a

accessible to students
and those who support

The teacher documents
student progress fowards
mastery, focusing on the
attainment of learning

and developmenta! goals;

students and those who
support them engage in
reflection on their

Basic~- 2

Proficient - 3

Students monitor progress
towards mastery in their
own attainment of learning
and development goals;
they regularly analyze and
discuss their progress with
the teacher and those who
support them,

Distinguished - 4

develop a student
growth goal.
OR

explain how the
knowledge of

goal.
The goal does not

standard for the

grade level.

The teacher does not

The teacher does not

students informed the

address an essential

teacher’s content and

level or class.
The teacher uses a

explain how the
knowledge of

goal.

and grade level.

The teacher develops a
student growth goal for
students in one grade

single data element to

students informed the

The goal addresses an
essential standard for
the teacher’s content

The teacher develops a
student growth goal for
students in one grade
level or class.

The teacher uses multiple
data elements to explain
how the knowledge of
students informed the
goal.

The goal addresses an
essential standard for
the teacher’s content and
grade level.

The teacher develops a
student growth goal for
students in one grade level
or class.

The teacher uses multipte
data elements to explain
how the knowledge of
students informed the
goal,

The goal addresses an
essential standard for the
teacher's content and grade
level.

42




Trout Lake CBA

Revised 6/2025

The goal does not
require students’
cognitive or
emotional
engagement,

| Unsatisfactory ~ 1

Basic~ 2

The goal requires
students’ cognitive
and emotional
engagement.

I

The goal requires
students’ cognitive and
emotional engagement.

The goal requires students’
cognitive and emotional
engagement.

The teacher explains to
supervisor how the goal
yields opportunities for
teadership or for
collaboration with
colleagues to advance their
own or their collective
professional learning.

wih Gosl(s

:Yﬁ;‘i’cieni‘ -3

Distinguished - 4

The teacher provides
evidence of student
progress on the stated
learning goal from only
summative
assessments.

There is no evidence of
student engagement
in assessment of their
OWN progress.

There is no evidence of
opportunities for
students to share
feedback on how they
experienced the
learning.

The teacher does not
provide evidence of
taking responsibility for
student learning
progress.

The teacher does not
identify the next steps
for instruction OR the
next steps are
uninformed by
information about
students’ progress.

The teacher provides
evidence of student
progress on the stated
learning goal, which
includes both
formative and
summative
assessments.

There is limited
evidence of student
engagement in
assessment of their
OWN progress.

There is limited or no
evidence of
opportunities for
students to share
feedback on how they
experienced the
learning.

The teacher reflects
with supervisor on
student learning
progress generally. The
reflection may be
missing an analysis of
why students did or did
not make progress,
and/or next steps for
groups of students or
individuals.

The teacher’s identified
next steps for
instruction are
uninformed by student

The teacher provides
evidence of student
progress on the stated
learning goal, which
includes both formative
and summative
assessments.
There is evidence of
student engagement in
assessment and student
monitoring of their own
progress.
There is evidence of
opportunities for students
to share feedback on
how they experienced
the learning.
The teacher reflects with
supervisor on the learning
progress for three groups
of students: Students who
« exceeded the learning
goal
e met or nearly met the
learning gaal
« did not yet meet the
learning goal
The reflection includes
analysis of why students
did or did not make
progress, and next steps
for each group.
The teacher uses
information from student
progress and students’

The teacher provides
evidence of student

progress on the stated
learning goal, which
includes both formative
and summative
assessments.
There is evidence of
student engagement in
assessment and student
monitoring of their own
progress.
There is evidence of
opportunities for students
to share feedback on how
they experienced the
learning.
The teacher reflects with
supervisor on the learning
progress for three groups
of students: Students who
s exceeded the learning
goal
+ met or nearly met the
learning goal
» did not yet meet the
learning goal
The teacher uses
information from student
progress and students’
experience of learning to:
» Guide their next steps for
instruction, and
s Effect changes in
instructional practice or
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progress and students’
experience of learning.

experience of learning to
quide their next steps for
instruction.

professional learning
beyond their own
classroom or context.

Criterion 7: Communicating and collaborating with parents and the school commupity. - <0

4¢: Engaging Families and Communities

Unsatisfactory - 1

Basic -2

Proficient - 3

Distinguished - 4

The teacher does not
engage students'
families or the
community, engages
them infrequently, or
does so disrespectfully.

The teacher makes
some efforts to engage
families and
communities and does
50 in a respectful
manner.

The teacher engages
students’ families and
communities in a
respectful and culturally
responsive manner,
making information
readily available and
inviting participation in
the intellectua! life of the
classroom.

The teacher's frequent and
ongoing engagement of
families and communities
demonstrates a clear value
for the role they play in
student learning and is
focused on forging
Partnerships that further
the academic and personal
success of each and every
student.
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:practice and stddent lea

ring.

4d: Contributing to School and Community Culture

Unsatisfactory - 1

Basic- 2

Proficient - 3

Distinguished - 4

The teacher is not an
active member of the
school community or
contributes negatively
to the culture of
learning and values of
the school.

The teacher makes
some coniributions to
the school culture,
supporting professional
learning and upholding
the values of the
school.

The teacher takes
initiative in contributing
to and leading events,
programs, or activities
that further the culture of
learning in the school and
brings the values of the
school to life through
modeling and paositive
action,

The teacher takes a
leadership role in defining,
moedeling, and holding self
and peers accountable to
the values and intellectual
life of the school, leading
with an emphasis on
meeting the needs of
students and families.

4e: Growing and Develo

ping Professionally

Unsatisfactory - 1

Basic - 2

Proficient - 3

Distinguished - 4

The teacher does not
engage in professional
inquiry or learning
focused on developing
knowledge, skills, and
mindsets, or does so
reluctantly.

The teacher engages in
professional inquiry and
learning focused on
developing knowledge,
skills, and mindsets
individually and with
colleagues that is
typically arranged or
directed by others.

The teacher directs their
own professional inguiry
in learning in
collaboration with
colleagues and
demonstrates curiosity
and energy for
professional
conversations and growth
focused on developing
knowledge, skills, and
mindsets.

The teacher appropriately
exercises autonomy to
direct professional learning
for themselves and their
peers, taking a leadership
role in the school, setting
direction, and supporting
colleagues to engage in
inquiry and innavation.

4f: Acting in Service of Students

Unsatisfactory — 1

Basic -2

Proficient - 2

Distinguished - 4

The teacher acts
unethically and does
not understand the
needs of students or
make decisions in their
best interest.

The teacher acts
ethically and attempts
to make deliberate
decisions in the bast
interest of students,
families, and
colleagues.

The teacher maodels high
standards of ethical
practice and wise
decision-making on
behalf of students,
families, and colleagues.

Unsa'asfactory 1

Basic -2

| Pﬁ:ﬁcien"t -3

The teacher is a leader in
the school defining and
upholding high standards
of ethical practice and
modeling wise decision
making that honors the
inherent worth and dignity
of each and every student
and prioritizes their needs.

Distinguished - 4

The teacher does not
coliaboratively develop
the student growth
goal.

OR

The teacher
collaborates with other
grade, school, or district
team members to
develop the student
growth goal.

The teacher collaborates
with other grade, school,
or district team members
to develop the student
growth goal.

The teacher collaborates
with other grade, school, or
district team members to
develop the student growth
goal.
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Collaboration does not

yield a goal that:

¢ Is informed by
knowledge of
students

* Addresses an
essential standard
for the teacher's
content and grade
level

+ Require cognitive or
emotional
engagement

The teacher

undermines team'’s

ability to make and

implement team

decisions and/or does

not follow through with

team decisions

regarding instruction

and assessment.

The team uses a single
data element to explain
how knowledge of
students informed the
goal.

The goal addresses an
essential standard for
the teacher's content
and grade level. (Goal
may not necessarily be
the same for all team
members.)

The goal requires
students’ cognitive
and emotional
engagement.

The team uses multiple
data elements to explain
how knowledge of
students informed the
goal.

The goal addresses an
essential standard for
the teacher’s content and
grade level. (Goal may
not necessarily be the
same for all team
members.}

The goal requires
students’ cognitive and
emotional engagement.
The teacher follows
through with team
decisions regarding
instruction and
assessment.

The team uses multiple data
elements to explain how
knowledge of students
informed the goal.

The goal addresses an
essential standard for the
teacher’s content and grade
level. (Goal may not
necessarily be the same for
all team members)

The goal requires students’
cognitive and emotional
engagement.

The teacher follows through
with team decisions
regarding instruction and
assessment.

The teacher helps develop
other team members’
capacity to be effective.
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APPENDIX A3 - CLASSROOM TEACHER OBSERVATION/EVALUATION

FORM

Classroom Teacher Evaluation Finat Comprehensive Evaluation [0

Finai Focused Evaluation {1

TROUT LAKE SCHOOL DISTRICT/DANIELSON FRAMEWORK
CLASSROOM TEACHER OBSERVATION/EVALUATION FORM

OBSERVATION /90 DAY [ANNUAL EVALUATION

Teacher

Grade Level(s)

Evaluator

Date

Criteria 1: Centering
Instruction On High
Expectations For Student
Achievement.

Unsatisfactory Basic Proficient | Distinguished
1 2 3 - 4

2b Establishing a Culture for Add Scores

Learning From All
Columns To

3a Communicating with Get a "Total

Students Score”

3c Engaging Students in

Learning

Enter “total
column

score” under each

Total

] Overall Rating Range

3is 4-6 is 79is 10-12 is
Unsatisfactory | Basic | Proficient | Distinguished | —————

Comment:

Criteria 2: Demonstrating
Effective Teaching Practices

Unsatisfactory Basic Proficient Distinguished
1 2 3 4

3b Using Questioning/Prompts Add Scores
and From Al
Discussion Columns
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To Geta
4a Reflecting and Teaching Total
Score

Enter “total score” under each
column

. 21s 34is 5-6is 7-Bis
Overall Rating Range Unsatisfactory | Basic | Proficient | Distinguished
Comment:
Criteria 3: Recognizing Individual Unsatisfactory | Basic Proficient | Distinguished
Student Learning 1 2 3 4

1k Demonstrating Knowledge of
Students

3e Demonstrating Flexibility and
Responsiveness

3.1 Establish Student Growth
Goal(s)

3.2 Achievement of Student
Growth Goal(s)

Enter "total score” under each
column

Add Scores
From Ali
Columns To
Get a "Total
Scorg”

" g 4is 5-8 is 9.12 is 13-16is
]Overall Rating Range I Unsatisfactory | Basic | Proficient | Distinguished
Comment:
Criteria 4: Providing Clear and . . P
intentional Focus On Subject Unsatiifactory Bazslc Profi?‘cmnt Dlstmgdmshed

Matter Content and Curricufum

1a Demonstrating Knowiedge
of Content and Pedagogy

1¢ Setting Instructional
Outcomes

1d Demonstrating Knowledge
of Resources

1e Designing Coherent
instruction
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Enter “total score” under each
column

- 4is 5-8 is 912 s 13-16 is
[Overall Rating Range ] Unsatisfactory | Basic | Proficient | Distinguished
Comment:
Criteria 5: Fostering and . . Distinguishe
Managing a Safe, Positive Unsattﬁfactory Eazssc Profg:!ent d
Learning Environment 4

2a Creating an
Environment of Respect
and

Rapport

Add Scores

2¢ Managing Classroom
Procedures

From All
Columns To
Get a “Tofal

2d Managing Student
Behavior

Score”™

2e Organizing Physical
Space

Enter “total score” under

each column

. . . 13-16is
- 4is 5-8is 9-12 is e :
[Overall Rating Range I Unsatisfactory | Basic | Proficient D'St':guESh E—
Comment:

Criteria 6: Using Multiple Student

Data Elements To Modify Unsatisfactory Basic | Proficient | Distinguished

Instruction and Improve Student 1 2 3 4

Learning

1f Designing Student
Assessments

3d Using Assessment in

Instruction Add Scores
From Al
4b Maintaining Accurate Columns To
Records Get a “Total
Score”

6.1 Establish Student Growth
Goal(s)

6.2 Achievement of Student
Growth Goal(s)

Enter “total score” under each
column

A 1is 1.2 is »2-3is >3-4 is
IOvaraiE Rating Range Unsatisfactor Basi Proficie | Distinguish
¥ asic nt ed
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Comment:
Criteria 7: Communicating and . . -
Collaborating with Parents and Unsatiifactory Bazs:c Profiamem Dlstmgduisheci
the School Community.
Only 1
component
4c Communicating with com;gnem
Families score is
criterion
e oL
Enter “total score” under each 1 2 3 4
column Unsatisfactory | Basic | Proficient | Distinguished
Comment:
Criteria 8: Exhibiting Collaborative
And Collegial Practices Focused Unsatisfactery | Basic | Proficient | Distinguished
On tmproving instructional 1 2 3 4

Practice And Student Learning

4d Participating in a Professional

Community

de Growing and Developing
Professionally

4f Showing Professionalism

Growth Goal(s)

Enter “total score” under each

8.1 Establish Team Student

column

Add Scores
From All
Cotumns To
Get a “Total
Score”

—

Overall Rating Range

1is
Unsatisfactory

»4-21g
Basic

>2-3is
Proficient

>3-4 is
Distinguished

Comment:
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FINAL SUMMARY Criteria

Score

Criteria 1: Centering Instruction On High Expectations For Student Achievement.

Criteria 2: Demonstrating Effective Teaching Practices

Criteria 3: Recognizing _lndividual Student Learning

Criteria 4: Providing Clear and Intentional Focus On Subject Matter Content and
Curriculum

Criteria §: Fostering and Managing a Safe, Positive Learning Environment

Criteria 8: Using Multiple Student Data Elements To Modify Instruction and Improve
Student Learning

Criteria 7: Communicating and Collaborating with Parents and the School Community.

Criteria 8: Exhibiting Collaborative And Collegial Practices Focused On improving
Instructional Practice And Student Learning

Enter “totat criteria score”

Preliminary summative rating Unsatisfactory | Basic | Proficient | Distinguished Pr?:iarzrga i

Overall “Rating Range” 8-14 15-21 22-28 28-32

Student Growth 3.1 3.2 6.1 . 62 8.1 Total

Score
’ Student
LOW Average High Growth
Rating
Qveralt Student Growth ’

Final Teacher Rating Matrix

Unsatisfactory Basic Proficient Distinguished
High N/C N/C N/C N/C
Average N/C N/C N/C N/C
Low N/C N/C N/C Proficient

N/C = *"No Change in final overail rating”

The teacher's final overall rating is (circle one). Unsatisfactory Basic Proficient
Distinguished

Based on a collection of artifacts and observations conducted on the following dates:

Evaluator Signature Date *Employee Signature Date
*Employees signature indicates that they have received this evaluation. It does not necessarily indicate
agreement with the findings.
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APPENDIX B - SUPPLEMENTAL CONTRACT SCHEDULE

Mausic Director
Annual/Publications
Technology Coordinator
Assessment Coordinator
Special Programs Director
Curriculum Director
NHS Advisory

Senior Class Advisor
Junior Class Advisor
Sophomore Class Advisor
Freshman Class Advisor
8" Grade Class Advisor
7" Grade Class Advisor
6™ Grade Class Advisor

WIDA Testing

Middle School Outdoor School

High School Outdoor Schoel

WA Kids

$2000

8% of base salary
28% of base salary
8% of base salary
28% of base salary
$2000

§1,100

$£1,100

$1,100

$ 770

$550

$550

$550

$550

Paid hourly at per diem rate when staff member is
not provided with ELL period

Paid hourly at per diem rate for planning time, 25
hours maximum

Paid hourly at per diem rafe for planning time, 25
hours maximum

1 hour per student @ per diem, 25 hours maximum
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APPENDIX C - JUST CAUSE/SEVEN KEY TESTS

The basic elements of just cause, which different arbitrators have emphasized have been reduced by
Arbitrator Carroll R. Daugherty to seven tests. These tests, in the form of questions, represent the most
specifically articulated analysis of the just cause standard as well as an extremely practical approach.

A "no" answer to one or more of the questions may mean that just cause either was not satisfied or at least
was seriously weakened in that some arbitrary, capricious, or discriminatory element was present,

L.

NOTICE: "Did the District give to the employee forewaming or foreknowledge of the possible or
probable consequences of the employee's disciplinary conduct?"

REASONABLE RULE OR ORDER: "Was the District's rules or managerial order reasonably related
to (a) the orderly, efficient, and safe operation of the District, and (b) the performance that the District
might properly expect of the employee?"

INVESTIGATION: "Did the District, before administering the discipline to an employee, make an
effort to discover whether the employee did in fact violate or disobey a rule or order of the District?

FAIR INVESTIGATION: "Was the District's investigation conducted fairly and objectively?"

PROOF: "At the investigation, did the "judge' obtain substantial evidence or proof that the employee
was guilty as charged?"

EQUAL TREATMENT: "Has the District applied its rules, orders and penalties even-handedly and
without discrimination to all employees?"

PENALTY: "Was the degree of discipline administered by the District in a particular case reasonably
related to

a) the seriousness of the employee's proven offense, and

b) the record of the employee in his service with the District?”
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APPENDIX D - GRIEVANCE REVIEW REQUEST FORM

This form is to be utilized in initiating a grievance pursuant to the grievance procedure contained in the
Contract between the Board and the Association.

The completed, signed Grievance Review Request must be submitted in presenting a grievance at Steps
1, 2, and 3.The form must be addressed and delivered to the administrative supervisor at Step 1, and the
Superintendent at Steps 2 and 3.

TO:
Name Title
Grievant’s Name:
Address:

Home Phone:

Position or Title:

School: Department

1. Consistent with the procedure for processing grievances, I have taken the following actions:
(Indicate specifically by name and title who has officiaily reviewed the grievance to date.)

Step 1

Step 2

Step 3

Step 4

2. The nature of my grievance is: (specify the section of agreement violated, when the violation
occurred, and in what way there was a violation, misapplication or misinterpretation.}

3. The relief I am seeking is:

Signature: Date:
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