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ARTICLE 1 - RECOGNITION

1.1

1.2

1.3

1.4

1.5

General Recognition

The Fairbanks North Star Borough Board of Education, hereinafter referred to as the "District,"
recognizes the Education Support Staff Association, hereinafter referred to as the "ESSA," as
the exclusive representative of all regular education support personnel of the Fairbanks North
Star Borough School District.

Classifications Exempt from the Agreement

a.  The following classifications of employees are not included within the bargaining unit for
purposes of this Agreement: Directors; Supervisors; Managers; Coordinators; Foremen;
Secretaries to the Board of Education, Superintendent, Assistant Superintendents; Human
Resources Department Staff; Buyers; and other salaried employees.

b.  Notwithstanding other provisions of this Agreement, it is the understanding of the parties
that all education support positions and classifications currently included in the bargaining
unit will remain in the bargaining unit while all positions and classifications currently
excluded or exempted will remain outside of the bargaining unit.

Regular Education Support Employee Definition

Unless otherwise indicated, the term "regular education support employee" when used hereafter
in this Agreement shall refer to all education support employees whose employment qualifies
them for membership in the Alaska Public Employees' Retirement System.

Designation of Status of New Positions

Upon the creation or establishment of any new position, the District shall designate whether the
position is to be included within the bargaining unit or to be exempt therefrom. The District
shall notify the ESSA within ten (10) workdays of the creation of a new job description within
the bargaining unit or designated to be exempt from the bargaining unit.

Designation of Status of New Exempt Position

a.  The following criteria will be used to determine if a position is exempt. A position shall be
designated as exempt if any one of the following criteria is met.

Criterion 1. The position requires supervision of other employees and the employee has
authority to hire, promote, discipline or terminate employees, or has substantial weight
given to his/her recommendations regarding decisions to hire, promote, discipline, or
terminate employees.

Criterion 2. The position requires work that is confidential because the work directly
involves the formation of policies and resource allocations related to collective bargaining.

Criterion 3. The position's primary duty requires work that regularly and customarily
involves the use of employee discretion and independent judgment with respect to matters
of significance that are directly related to management policies of the District or to the
general business operations of the District.

b.  Given the parties' desire to avoid the litigation of issues involving criteria 1 and 2, and the
long- term prior understanding between the parties of the application of the Public
Employees Relations Act (PERA) to those criteria, PERA applies to the application of



criteria 1 and 2.

The Fair Labor Standards Act (FLSA) applies to the application of criterion 3. These
criteria are to be
narrowly construed.

If the ESSA disputes the decision of the District, it shall so advise the District in writing
within ten (10) workdays, stating the reasons for the dispute. The District shall meet with
the ESSA within ten (10) workdays of receipt of the notice by the ESSA. If a dispute still
exists after the meeting between the District and the ESSA, the ESSA may submit the
matter to binding arbitration within fifteen (15) workdays of the meeting.



2.1

2.2

2.3
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2.5

2.6

ARTICLE 2 — ORGANIZATIONAL RIGHTS
Right to Organize

The District agrees that it will not in any manner, directly or indirectly, attempt to interfere
between any of its employees and the ESSA and that the District will not restrain or attempt to
restrain any employee belonging to the ESSA from taking any active part in ESSA affairs and
that it will not discriminate against any employee because of his/her ESSA membership or
lawful ESSA activities.

Exclusive Negotiations with the ESSA

For the life of this Agreement the District shall not negotiate or handle grievances with any
employee organization or representative other than the ESSA with reference to terms and
conditions of employment or employees in the bargaining unit.

The ESSA Business Leave Bank

One hundred twenty (120) days of leave with pay shall be made available for ESSA business
leave use each contract year. The ESSA shall reimburse the District for substitute costs when a
substitute is employed. When possible, the ESSA shall provide twenty-four (24) hours' notice of
intent to use ESSA business leave. The ESSA may carry over up to twenty (20) days per year of
ESSA business leave from the preceding year, but may not exceed one hundred forty (140)

days.

Only the ESSA president may authorize use of ESSA business leave.
Access to Employees

An ESSA representative may be granted access to employees who are members of this
bargaining unit during work hours. Such access will be with the concurrence of the employee's
immediate supervisor and no substantial interference with job performance will ensue. Such
access may be postponed.

Pertinent Information

The District will provide employee lists, vacancy listings/postings, new and revised job
descriptions of each classification, and other reasonable and necessary information upon
request.

The ESSA Use of School District Facilities

a. The ESSA's use of district facilities is subject to the same rules and procedures as is any
other body eligible for such usage. It is agreed there will be no rental charge except where
extraordinary costs are incurred.

b.  The ESSA officers shall have the privilege of using designated bulletin boards for the
posting of clearly identified ESSA materials.

c.  Interschool Mail
1.  The ESSA shall be a drop on the district mail route for the sole purpose of
communicating between the ESSA and the District.



2.7

2.8

2. The ESSA shall have the right to use the school mailboxes in each building for the
purpose of distributing ESSA information to its members. The ESSA shall clearly
label the information to be distributed to members with the ESSA name.

d. The ESSA may establish a listserv with a private provider and utilize the district email for
routine ESSA communication. The District reserves the right to limit the ESSA email
communication depending on volume or content, if not routine.

e. The ESSA agrees to indemnify and save the District harmless against any liability arising
from any action taken by the District to comply with the provisions of this article
including the reimbursement of any legal fees, back pay, or expenses incurred. This
indemnification shall not apply to any claim, demand, suit, or other form of liability which
may arise as a result of negligence or willful misconduct by the District.

The ESSA Representative Release Time

Whenever any representative of the ESSA or any bargaining unit employee is mutually
scheduled by the parties to participate during work hours in negotiations or grievance
proceedings, or as an employee's representative before the District, he/she shall be granted
release time and suffer no loss in pay. Except in cases of emergency, twenty-four (24) hours’
notice shall be given to the immediate supervisor of any employee requesting ESSA
representative release time.

ESSA and NEA Alaska President's Leave

The employee who is elected president of the ESSA and/or NEA Alaska shall be granted a leave
with pay, fringe benefits, and seniority accrual for the term of the president. The leave shall be
for complete school years and cannot be taken in conjunction with any other leave. Other paid
leaves do not accrue during this leave. This paid leave will be provided for the contract days of
a twelve (12) month employee. A nine (9) or ten (10) month employee who is elected president
will have the contracted number of days, pay and benefits extended commensurate with a
twelve (12) month contract. A nine or ten (10) month employee will return to the nine (9) or ten
(10) month status at the end of the president’s term.

The ESSA shall pay to the District one-half (’2) the cost of the president's salary and one-half
(*2) the cost of associated benefits. The cost of associated benefits is the budgeted benefit rate
for the year times one-half the cost of the president’s salary. The benefit rate includes an amount
for health and life insurance, unemployment insurance, workers’ compensation, PERS, and
FICA. PERS eligibility is subject to state rules governing retirement benefits.

An employee on such leave of absence must give written notice of intent to return to active
employment to the Superintendent no later than sixty (60) calendar days prior to the expiration
of the leave. Failure to provide such notice will be treated as a voluntary resignation.

The employee shall be entitled to return to his/her former position he/she held prior to his/her
leave if it is vacant. If not vacant, the employee shall be returned to a position within the same
job classification. Upon reemployment following the leave, the employee will recover unused
sick, personal, or annual leave held at the start of the leave of absence.



ARTICLE 3 - EMPLOYEE RIGHTS

3.1

3.2

Appearance Before the District

a.

C.

Investigatory Meetings

When an administrator has an investigatory meeting with an employee that could result in
subsequent discipline for the employee, the employee may have a representative present.
The employee and ESSA President will be notified when an investigation is initiated. The
District will also notify other parties identified by the ESSA President, but limited to the
UniServ Director and ESSA Rights Chair. The written notice will include the reason for
the investigation. The confidentiality of the employee throughout the investigation will be
protected.

The representative for investigatory meetings may confer with the employee before and
after the interview and may clarify the questions or statements of the District for the
employee's benefit during the interview.

The investigatory meeting is an opportunity for the employee and supervisor to discuss
the concerns outlined in the written notice of the meeting. The employee will have an
opportunity to respond to the complaint and submit any documentation related to the
complaint. If necessary, the employee will be afforded reasonable time to provide any
documentation necessary after the investigatory meeting and before conclusion of the
investigation.

No discipline may be imposed during an investigatory meeting.
Suspension

Suspension with pay may occur at the discretion of the District for the purpose of
conducting an investigation. Such suspension shall not constitute a disciplinary action
and shall not waive any rights or protection of the Agreement. In cases of suspensions
with pay the investigatory meeting will be held within a reasonable time frame.

Discipline

1.  Anemployee may at his/her request have a representative officially designated by
the ESSA present when he/she is being disciplined for any infraction of rules or
delinquency in professional performance. The employee must be apprised of his/her
right to request the presence of an ESSA representative. When a request for
representation in the above circumstance is made, no action shall be taken for
twenty-four (24) hours with respect to the employee without the presence of an
ESSA representative. Whenever possible the meeting will be held within three (3)
workdays of the request by the employee.

2. Documentation confirming oral conversations is not to be considered discipline.

Just Cause

No regular education support employee, who has completed his/her probationary period,
shall be disciplined, or terminated without just cause.



3.3

3.4

3.5

Any employee charged with the use, possession, distribution, or transportation of unlawful
drugs, controlled substances, or hallucinogens shall be suspended from employment
pending an investigation by the police or school authorities. Until the conclusion of the
District's investigation, the suspension shall be with pay.

Any employee charged with a criminal offense of this type shall notify the District no later
than the close of the next business day. Failure to inform the District of pending criminal
charges involving unlawful use, possession, distribution, or transportation of unlawful
drugs may result in the employee's termination.

Any employee convicted for the use, possession, distribution, and/or transportation of
unlawful drugs, controlled substances, or hallucinogens shall be terminated.

Uniform Application

The ESSA recognizes that it is the intent of the District to uniformly apply all rules and
regulations governing employee activities and conduct throughout the District.

Equitable Treatment

a.

Without limiting the District’s right to impose an appropriate level of discipline, including
termination, when the seriousness of the offense warrants, the District will practice the
principles of progressive discipline.

In any disciplinary action, the specific incident must be cited and the employee must be
permitted to respond to the incident if he/she so desires.

Discipline results in a written document placed in the employee’s personnel file. The
employee shall have the opportunity to read and sign the document prior to its placement
in the personnel file.

The employee receiving a letter indicating termination has the right to appeal that decision
through the grievance process (Article 5). The appeal must be filed with the
Superintendent (Step 2) within ten (10) workdays unless the employee declines further
action.

“Progressive discipline” normally means at:

Level 1 - a written letter of warning

Level 2 — a written letter of reprimand

Level 3 — a written letter indicating loss of pay
Level 4 — a written letter indicating termination

Employee Dependent and School Selection

At the start of each school year employees may elect to have his/her child attend the school
where the employee is assigned to work.

3.6

. Parent Teacher Conferences:

Employees who are parents of school age children will be provided two (2) hours of

administrative leave to attend their children’s parent-teacher conferences. Employees are



required to provide conference schedules to their building administrator for approval at least (5)

work days in advance.




ARTICLE 4 - MANAGEMENT RIGHTS
The District possesses the sole right and responsibility to operate the school system and all
management rights reposed in it, subject to the express provisions of this Agreement. These
rights include, but are not limited to, the following:

a.  The right to establish, relocate, or close facilities.

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

c.  The determination of the management, supervisory, or administrative organization of each
school or facility in the system and selection of employees for promotion to supervisor,
management, or administrative positions.

d.  The right to establish, revise, or delete rules and regulations from time to time.

e. The direction and arrangement of all work forces in the system, including the right to hire,
suspend, discharge or discipline, or transfer employees.

f.  The right to relieve employees from duty for any legitimate reason.

g.  The creation, combination, modification, or elimination of any position(s).

h.  The right to establish hours of employment.




ARTICLE 5 - GRIEVANCE PROCEDURE

5.1

5.2

5.3

54

Definitions

A "Grievant" shall mean an employee or group of employees or the ESSA filing a
grievance.

A "Grievance" shall mean a claim by a grievant that a dispute or disagreement exists
involving interpretation or application of the terms of this Agreement. A grievance occurs
after an informal meeting between the employee and his/her supervisor.

A “Meeting” shall mean both parties working together to solve the problem/dispute.
Meetings shall not be unreasonably delayed except by mutual agreement. The meeting shall
be an effort by both parties in an effort to solve the problem/dispute.

An “ESSA Representative” shall mean a person designated by the ESSA President prior to
the meeting.

“Problem/Dispute” shall mean a disagreement between management and employee(s) that
leads to an action.

Time Limits

Time limits provided in this Agreement may be extended by mutual agreement when signed
by the parties.

Failure at any step in this procedure to communicate the decision on a grievance within the
specified time limit shall permit the lodging of an appeal at the next step of the procedure.

Any grievance not advanced by the grievant from one step to the next within the time limits
of that step shall be deemed resolved by the answer at the previous step.

Appearance and Representation

a. The District and the ESSA will cooperate in the investigation of any grievance.

b. Both the District and the ESSA shall be notified of, and may be represented at any meetings,
appeals, or other proceedings relating to a grievance which has been formally presented.

c. Nothing contained herein shall be construed as limiting the right of any employee having a
complaint to discuss the matter via administrative channels and to have the problem
adjusted as long as the disposition of the problem is not inconsistent with the terms of the
Agreement.

d. Each party may be represented at all steps of the grievance procedure by himself/herself or,
at his/her option, by an ESSA or District representative.

e. Nothing contained herein shall deny to any employee his/her rights under the state or federal
constitutions and laws.

f. No reprisal shall be taken against any employee for participating in a grievance procedure.

Procedure



a.

Informal

The parties in interest acknowledge that it is usually most desirable for an employee and
his/her supervisor to resolve problems through free and informal communication. Prior to
the filing of a grievance, but within ten (10) workdays of the date the problem/dispute arose,
employees will discuss potential problems with their supervisor. Each party may have
representation by the union or District present at the informal meeting.

The Employee and supervisor will discuss the presented problem. If the parties are unable to
resolve the problem/dispute, the employee may file a grievance.

Grievance Filing

1.  The grievance process is initiated with the filing of the mutually agreed upon form
and after the informal meeting has occurred between the employee and the
supervisor. The mutually agreed upon form must be filed within ten (10) workdays.
Upon the receipt of the mutually agreed upon form, the District shall schedule a
meeting at a mutually agreed upon time within ten (10) workdays.

2. Ifin the judgment of the ESSA, a grievance affects a group of employees, or the
ESSA, the ESSA may initiate and submit such a grievance in writing, the parties
may mutually agree to start the grievance process at Step 2 of the procedure.

3.  The employee or representative, upon request, shall be granted up to a five (5)
work day extension prior to filing the grievance, if requested prior to the
conclusion of the ten (10) workdays to file the grievance. The request must provide
a rationale on the need for an extension.

Step One

The meeting will be comprised of open dialogue to ensure a good faith attempt to resolve
the problem/dispute.

Within five (5) workdays after the aforementioned meeting the District shall communicate
their answer to the parties in writing.

d. Step Two

1. If the grievance is not resolved at step one, the grievant may within ten (10)
workdays submit the grievance in written form to the Superintendent and parties.

2. The Superintendent shall arrange for a step two meeting with the grievant to take
place at a mutually agreed upon time within twenty (20) workdays. If the step two
meeting is related to a termination of employment, the parties in interest shall have
the right to include in the meeting any person necessary to develop facts pertinent
to the grievance.

3. Upon conclusion of the meeting, the Superintendent will have ten (10) workdays to
provide an answer in writing, together with the reasons to the parties.

4.  Ifthe grievance is denied at step two, the parties may jointly decide to meet within

10



five (5) workdays to discuss whether the dispute can be informally resolved.

If the grievance is not resolved at step two, step three - School Board Hearing

Bmding-Arbitratronr-may be-folowed:

e. Step 3

1.

3.

4,

If the grievance is not resolved in Step 2. the ESSA may, within ten (10) work

days of the Superintendent's answer, submit to the President of the School Board a
written statement of grievance by the ESSA. A copy shall be given to the
Superintendent or their Step 2 designee at the same time.

The President shall arrange for a formal hearing before the entire Board at a
mutually _agr n_time within twenty (20 rkdays. The Board shall not

delegate the hearing to a smaller committee or to any other body. The hearing
shall have the following format:

Ten (10) minute opening statements

Thirty (30) minute presentation of the facts by each side,
The right to present and examine evidence

The right to call, question. and cross-examine witnesses
Ten (10) minute closing statements

Upon conclusion of the meeting, the President will have ten (10) work days to
provide the decision of the Board in writing, together with the reasons for the
decision and vote tally of Board members, to the ESSA. The Board shall not

delegate their responsibility to make a decision to any person, smaller committee,
or to any other body.

o0 o

If the grievance is not resolved at Step 3. the Association may move the matter
toward Binding Arbitration.

e. Step Fhree-Four- Binding Arbitration

1.

Within fifteen (15) workdays after the receipt of the decision by the School Board
Supermtendent, the ESSA or the District may, upon written notification to the other
party, submit the grievance to arbitration under and in accordance with the rules of
the American Arbitration Association. If any question arises as to whether the
grievance is arbitrable, such questions will first be ruled upon by the arbitrator
selected to hear the dispute. In the event that a case is appealed to an arbitrator on
which he/she has no power to rule, it shall be referred back to the parties without
decision or recommendation on its merits.

Within ten (10) workdays after such written notice of submission to arbitration the
District and the ESSA will attempt to agree on a mutually acceptable arbitrator to
serve. If the parties are unable to agree upon an arbitrator or to obtain such
commitment within a ten (10) work day period, a request for a list of arbitrators
will be made jointly to the American Arbitration Association.

The arbitrator will be without power or authority to make any decisions which
require the commission of an act prohibited by law or which violates the terms of

10



this Agreement. He/She shall have no power to change any practice, policy, or rule
of the District nor to substitute his/her judgment for that of the District as to the
reasonableness of any such practice, policy, rule, or any action taken by the
District.

There shall be no appeal from an arbitrator's decision if it is within the scope of
his/her authority. It shall be final and binding on the ESSA, its members, the
employee or employees involved, and the District. The Association shall
discourage any attempt of its members and shall not encourage or cooperate in any
appeal to any court or labor board from a decision of an arbitrator.

The costs of the services of the arbitrator, including per diem expenses, if any,
his/her travel, subsistence expenses, and the cost of any hearing room will be borne
equally by the District and the ESSA. All other expenses shall be borne by the
party incurring them and neither party shall be responsible for the expenses of
witnesses called by the other.



ARTICLE 6 - EMPLOYEE EVALUATION

6.1

6.2

6.3

6.4

6.5

Evaluation Purpose

The purpose of the employee evaluation procedure shall be to determine the success of an
employee's job performance, to identify goals for improvement, and to establish a record of the
employee's work performance.

Evaluation Method

The performance of all employees shall be evaluated in writing. Such evaluations shall be on
the standard form provided by the District, based upon observations, and shall acknowledge the
strengths of employees as well as deficiencies. The evaluator will inform the employee of any
deficiency in performance in a timely manner. If a deficiency is not corrected it may result in a
“Need Improvement” (NI) or Unsatisfactory (U) rating on the annual evaluation.

Data used to support the District’s assessment for items marked NI or U will be shared with the
employee. The evaluator shall take into consideration and note in writing any circumstances
which may adversely affect an employee's performance, such as workload or physical facilities.

The District’s Classified Employee Evaluation Handbook may be amended in consultation with
the ESSA.

The District will provide an annual evaluation of each ESSA employee by an evaluator not in
the ESSA bargaining unit. A supervisor/lead will draft evaluations as input for employee
evaluations. It is expected a supervisor/lead will work collaboratively with the evaluator to
prepare a final evaluation. The supervisor/lead is not required to sign the final evaluation.

Areas of Evaluation

Employees shall be evaluated on the duties and responsibilities outlined in the appropriate job
description.

Conditions of Evaluation

The supervisor of record will observe the employee during the evaluation cycle. All
observations of the employee’s activities for the purposes of evaluation shall be conducted
openly and with the employee’s full knowledge and awareness.

Number of Evaluations

a.  Evaluations shall continue regularly throughout the employee's service. Twelve (12)
month employees shall receive annual evaluations on or before their anniversary dates.
School term employees shall receive annual evaluations by May 1 of each year. A school
term employee who has received an overall satisfactory probationary evaluation earlier in
the year will not need an additional evaluation May 1. The schedule of annual evaluations
for employees does not preclude additional evaluations by the District when deemed
necessary.

b.  An employee whose annual evaluation is due ninety (90) days or less from the date on
which the immediate supervisor gives notice of his/her intended transfer or resignation
may request the supervisor to complete an evaluation before the supervisor's departure.

10



6.6

6.7

6.8

6.9

Such an evaluation may be considered in lieu of the annual evaluation by the District. The
supervisor, in his/her discretion, may elect whether to grant such a request.

Post-Evaluation Conference

All evaluations shall be followed by a conference between the evaluator and the employee in
order that questions arising from the evaluation may be discussed. A mutually established
conference date shall be established within five (5) workdays from the date of the evaluation. At
such conference the employee shall be provided a copy of any evaluation report prepared by the
evaluator. Following receipt of the written evaluation, a period of five (5) workdays shall be
allowed for the employee being evaluated to respond, in writing, to the evaluation. The written
response is optional. The employee's written response will be attached to the evaluation
document.

Improvement of Job Performance

a.  Any area noted as less than Meets Standards (MS) on the evaluation instrument will be
addressed by the evaluator during the evaluation conference so that the employee shall
have an understanding of how the improvement(s) can be achieved.

b.  Should the employee's overall performance rating be less than MS, the District shall
provide the employee with specific, reasonable written recommendations for
improvement. There shall be follow up communication at least once after the evaluation.
A written summary of each communication will be given to the employee within five (5)
workdays of the communication.

c. A final evaluation will occur within a period that is not less than forty-five (45) nor more
than ninety (90) workdays of the initial evaluation requiring an improvement plan. An
employee whose final evaluation does not meet standards may be subject to termination.

d.  Employees on a Plan of Improvement (POI) will not be able to transfer until the employee
evaluation reflects a “Meets Standards” rating, unless both site’s administrators agree that
the POI will be followed and completed.

Probationary Employee Evaluation

For provisions regarding probationary employee evaluation, see Article 7.78 Probationary
Employees.

Personnel Files

a.  The employee personnel file at the Administrative Center of the District shall be the only
depository of information relating to the employee’s employment. Employees shall have
the right, upon request, to review the contents of their personnel files and to receive, at the
employee's expense, copies of any documents contained therein. An ESSA representative
may, at the employee's request, be present at the review. No secret, duplicate, alternate, or
other personnel file shall be kept by the District. A separate file for processed grievances
shall be kept apart from the employee's personnel file. Material originating within the
District will not be placed in an employee’s personnel file unless it is dated and signed by
the author. The employee will have the opportunity to read and sign material critical®* of
an employee’s performance and/or conduct before it is entered into his/her personnel file.
An employee’s signature indicates only that the material has been seen, not agreement to

17



its content. *For the purposes of this article, “critical” shall mean; characterized by careful
analysis and judgment.

Critical material must be shown to the employee within ten (10) workdays after receipt or
composition, exclusive of any absences by the employee or supervisor. Any critical
material not shown to an employee within ten (10) workdays shall not be allowed as
evidence in any grievance or in any disciplinary action against such employee.

Critical material originating within the District may be removed from an employee's
personnel file if, after three (3) consecutive annual (non-probationary) evaluation cycles,
all areas of the evaluation instrument are rated MS or better. Such removal will occur at
the employee's request once the conditions for removal have been met. An employee's
evaluation, maintained as a permanent personnel record, may contain reference(s) to
discipline received during the reporting period, including notation of the type of discipline
and the nature of the offense.

All documents, communications, and records dealing with employee termination shall be
removed if the employee is reinstated and absolved. These materials shall be maintained
in a separate, closed, confidential file, which shall not be subsequently used or referred to,
save as may be ordered by a court of competent jurisdiction. The employee will be made
aware of any evaluative information placed in the file and may sign the document. The
employee's refusal to sign the document does not preclude the placement of it in the file.

It is recognized by the Association that supervisory files are maintained by the employee’s
supervisor of record. Supervisory files will not be transferred. Except for corrective
emails, memos, and letters addressed to the employee and formal evaluations, supervisory
files for all support employees will be destroyed by the outgoing administrator when the
administrator is no longer employed at the site. The above corrective documents shall be
destroyed after three (3) years from the date of issuance. Employees may view the content
of any supervisor's building or site files upon request and reasonable notice.
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ARTICLE 7 - WORKLOAD AND CONDITIONS

7.1 Change of Status

a.

Notification by Employees

Each employee shall give the District ten (10) workdays’ written notice before leaving
his/her employment. An employee must be present at work and in paid status on the last
day of employment except in extenuating circumstances with written approval by the
Superintendent.

Notification by the District
The District shall give the employee ten (10) workdays written notice before any layoff or

change in job status. Employees terminated for just cause or suspended for disciplinary
reasons and probationary employees are exempt from this section.

7.2 Layoffs

a.

b.

C.

All layoffs within a specific job classification (as outlined in the ESSA Wage Schedule)
initiated by the District for reasons of budgetary limitations or reorganization shall be
based on district- wide seniority. (In the event of employees with the same hire date,
seniority shall be established by lot.) For the purpose of this article, seniority shall be
defined as the total uninterrupted service in the district. For the purpose of this section,
unpaid leave shall not constitute a break in service.

The employees in that job classification with the least district-wide seniority will be laid
off first, save that if the District determines that a critical person is affected, then the
following procedure will be followed:

1. The District will notify the ESSA of its position and the ESSA and the District will
meet within three (3) workdays to determine whether there is agreement that a
critical person is affected.

2. Ifthere is no agreement, the issue will be submitted to the Superintendent for his/her
resolution.

3. Ifthe ESSA disagrees with the Superintendent's decision, the issue will be submitted
within three (3) workdays to an arbitrator, selected pursuant to Article 5.4(d) of this
Agreement, whose decision shall be final and binding.

A critical person is defined for purposes of this paragraph as one who if laid-off
would cause a significant adverse impact on the ability of the District to complete its
mission.

In the event of a recall, employees shall be given the opportunity to return to work
on a seniority basis within the specific job classification.

The ESSA shall receive a copy of any letters of layoft, reduction of time worked, or recall
sent to the ESSA bargaining unit members.

Every reasonable attempt will be made to place laid-off employees in any temporary or
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7.3

substitute positions without penalty. An employee may decline temporary or substitute
positions without penalty.

d.  Laid-off employees shall be considered as inactive employees and entitled to request
transfers in response to in-district postings consistent with this Agreement.

e.  All benefits to which employees are entitled at the time of their layoffs, including unused
accumulated sick leave, shall be restored to them upon their return to active employment,
and they shall be placed on the wage schedule for their current position according to their
qualifications and experience.

f. It shall be the responsibility of each employee to notify the District of any change of
address or telephone number. The employee's address and telephone number as it appears
on the District's records shall be conclusive when used in connection with the layoffs,
recalls, or other notices to employees. If the employee cannot be successfully contacted
using the information the employee has provided to the district, the employee’s
employment with the district will be terminated.

g.  When an employee is required to take a position within the same classification which
results in a loss of regular hours which does not include overtime, standby, or call-out time
to be worked for the year, the employee shall be placed on a Negative Impact List. The list
will be maintained by the Human Resources Department and will be based on seniority.
As positions become available within the same classification which would return an
employee to at least the same level of regular hours as that enjoyed by the employee
before the reduction occurred, the position will be offered in turn to the most senior
negatively impacted employee before the position is considered a vacancy according to
Article 8, Vacancies and Transfers. If an employee declines a position at any time which
would restore the employee to at least the same number of hours per year as the employee
previously enjoyed, the employee will be dropped from the Negative Impact List. The
employee shall be given no less than three (3) workdays to accept or decline the position.
See Appendix A for flowchart.

h.  Recall rights under these layoff and negative impact provisions will be in effect for three
(3) years from the date of the layoff or placement on the negative impact list.

1. When the District undoes past decisions to outsource ESSA positions, those employees

negatively impacted by the previous outsourcing will be eligible to return to their previous
positions and will be made whole.

Lunch and Rest Periods

a.  Lunch Break: An uninterrupted, duty-free, unpaid lunch period of not less than thirty (30)
minutes nor more than one (1) hour shall be allowed.

b.  Rest Periods: All education support employees will be allowed one (1) paid fifteen (15)
minute relief break within every three and one-half (3.5) hours segment of work
performed. Those employees required to work a four (4) day work week will be allowed
two (2) paid twenty (20) minute relief breaks.

c.  Lunch break and rest periods may be combined and used at the end of the day with
supervisor approval. The altered schedule may not negatively impact students.
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7.4

7.5

7.6

Mileage Reimbursement

a.  The use of personally owned vehicles for authorized business shall be reimbursed at the
standard federal rate. Should the District increase the mileage reimbursement for any
employee group during the term of this Agreement, the reimbursement rate will also be
increased for education support employees.

b.  Written request for mileage reimbursement must be received by the District Payroll
Department by the 10th work day following the end of the month for which the
reimbursement is requested. Payment will be made within fifteen (15) workdays from the
date the mileage reimbursement request is submitted.

c.  No reimbursement will be made for travel to the first duty station of the work day. Travel
to subsequent duty station(s) will be reimbursed under the provisions of this section. No
reimbursement will be made for travel from the last duty station of the work day.

d. Information Technology employees whose essential duties require the transportation of
District technology equipment will receive a premium mileage rate of ten cents (10¢) in
addition to the District mileage rate as determined in paragraph (a.) above.

Parking

Where possible, the District will provide a parking space with a head-bolt plug-in for
employees. Nothing herein shall require, however, the District to expend money to provide new
head-bolt plug-ins.

An itinerant employee shall be provided a reserved itinerant parking space at their school

location, which requires approval from the building administrator. Nothing herein shall require,
however, the District to expend money related to this article. No grievances may arise in relation

to assigned parking spaces for the duration of this contract.

Exterior lights shall normally be on during the hours of darkness when activities and/or a
significant number of staff are scheduled to work. Decisions of when to light parking lots will
be made with energy management and employee safety as strong considerations.

Premium Pay
a.  Working Foreman and Leads

1. Premium pay shall be paid to a temporary working foreman who is charged with
directly supervising the work of three (3) or more employees on an assigned job
when such supervision is not part of the supervising employee's job description. A
premium of one dollar and fifty cents ($1.50) per hour shall be paid to the working
foreman.

2. Employees who are in positions designated as “Lead” positions by the Human
Resources Department will receive a premium of two dollars ($2.00) per hour.

3. When the need arises for the District to appoint Leads, the District shall inform the
employees in the appropriate job classification. The employees shall have the
opportunity to express their interest for the position. The District has the sole right to
designate these individuals and to make changes when deemed appropriate.
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7.6

c(2).

Classroom Oversight

When all other classroom coverage options have been exhausted, the principal may ask a
classified employee to fill the substitute teacher role. Designation is at the principal’s
discretion, however, no classified employee will be required to accept a substitute teacher

assignment.

Total additional compensation will be in half and full day increments as follows:

Half day (+ 0.1-3.5 hours): $22:56-$45
Full day (3.6-7 hours): $45-66 $90

Healthcare Worker Oversight

Registered Nurses (RN) who are required to oversee Licensed Practical Nurses (LPN)
and/or Health Aides (HA) shall receive an additional four dollars ($4.00) per hour.

Nurse or Health Aide coverage

Coverage for health aides or nursing staff shall be paid $3.00/hr in addition to their
normal wage while in acting health aide capacity.

Special Education Teacher Aides/Sign Communication with Students

Positions that require the ability to communicate with deaf and hearing impaired students
through signing at a basic or intermediate level throughout the school day will meet the
requirements indicated on the vacancy posting.

Special education teacher aides who are required to perform sign communication with
students as a part of their teacher aide duties will be compensated an additional two dollars
($2.00) per hour above their regular placement on the ESSA wage schedule.

Training
Non-Lead or foreperson employees that are training other employees in addition to their
regular duti ill recei itional compensation

Total additional compensation will be a stipend of $100/week.

For the purpose of this article, “trainees” will be someone within their first three weeks of
a new position or hire.

Mentors

As defined in Article 8, mentors assigned a mentee will receive an additional stipend of
$500 per semester.

Probationary Employees

a.

A probationary employee is a regular employee who has been employed for less than four
(4) months. If not extended in writing to the employee, the probationary period will
automatically end four (4) months from the date of hire. The probationary period may be
extended by the District.

Accrued sick leave shall be available during the probationary period. Personal leave and
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1.7

7.8

7.9

7.10

7.11

earned annual leave may be taken by probationary employees.

c.  Probationary employees shall be given at least one (1) evaluation during their
probationary period no later than thr months from th f hire.

d. A probationary employee is subject to termination at any time and for any reason the
District deems adequate as long as the reason is not arbitrary or capricious. Any other
disciplinary action will be subject to a standard of just cause.

School Term [Nine (9) and Ten (10) Month] Employees' Reporting Dates

School term employees shall be notified prior to the last day of school of the date they are to
commence and end work for the following school year. Should the District determine
subsequent changes are necessary, the changes shall be communicated in writing to the
employee.

Shift Changes

Employees shall be given five (5) workdays’ notice of required shift changes. Except in cases of

involuntary transfer under Article 8.3. a non-permanent shift change can be turned down by the
employee.

Shift Differential

Employees who are regularly scheduled to work a minimum of six (6) hours for shifts that begin
at 1

p.m. or later shall be paid a shift differential of sixty cents (60¢) per hour for all paid hours.
Shift differential will be included when computing overtime.

These employees shall now be placed on the new wage schedule on the appropriate row
designated ““shift” and will receive the pay indicated which includes the shift differential for all
paid hours including holiday and vacation pay, sick leave, personal or annual leave, and daytime
hours if the employee does summer work.

Employees who occasionally work a shift that begins at 1 p.m. or later shall be paid an
additional sixty cents (60¢) per hour for those hours worked.

District-Approved Summer School Programs

Currently employed school term employees shall be given an opportunity to accept summer
school bargaining unit employment before the District hires employees from outside the
District. Employees will be paid their current wage for summer school employment or the

summer school class1ﬁcat10n, Whlchever is hlgher rﬁemp-}eyed—rn—t-he-sfm&e-e}asstﬁea-t-rem—kl-}

S-tep+ef—t-1=re~§trmmer-sehee-l-e}assrﬁeaﬁem Frmge beneﬁts will accrue. An employee may not

use any paid leave for absences during district-approved summer school employment.
Employment outside the nine (9) or ten (10) month employment period for any purpose other
than summer school shall be paid in accordance with Board policy regarding temporary
employment.

Temporary Assignments

ponl



7.12

7.13

On the tenth fifth work day of continuous assignment an education support employee who is
temporarily assigned to another job classification, for which the stated salary schedule
remuneration is higher, shall be paid the wage commensurate with Step 1 of that job
classification or at a step of that job classification that provides an hourly increase in pay closest
to a minimum of eight percent (8%), retroactive to the first day of assignment.

Transportation of Students

District employees. solely in the capacity of their role as a district employee. shall not transport
students for school purposes in their private vehicles without prior authorization by the student's
parent or guardian and the superintendent. For emergency situations, district employees must
immediately notify their supervisor of the need to transport a student in their private vehicle.

District employees shall not be required by any administrator or supervisor to transport students
in either district or non district vehicles.

Workweek and Overtime

a.  Definition of Work Week: The work week shall be five (5) consecutive days in any
scheduled seven (7) consecutive day period. Those employees working shifts which do
not always entail having Saturdays and Sundays as two (2) consecutive days off shall have
the beginning of the work week determined as follows:

1. The first work day immediately following two (2) consecutive days off; or

2. The first work day following one (1) day off which has been a result of working six
(6) consecutive days, the sixth day having been paid at time and one-half.

b.  Regular Work Day: The work day shall consist of a seven (7), seven and one-half (7 '2), or
eight (8) hours exclusive of the lunch period.

c.  Time and One-half for a Regular Position: All hours worked over etght8) seven and
one-half (7.5) hours per day or ferty—46y thirty seven and one-half (37.5) hours per week
shall be paid at time and one-half (1 '%).

d.  Overtime for Part-time Work outside an Employee’s Regular Job Classification: If an
employee voluntarily agrees to accept temporary work outside the employee's regular job
classification, the employee will be paid straight time for the work in the separate
classification, up to a total of forty(46) thirty seven and one-half (37.5) hours per week.
The overtime rate will be based on the temporary rate of pay for work outside the
employee’s regular job classification.

e. Holiday Pay: Employees eligible for holiday pay will be paid at the straight time rate for
their average daily hours. An employee must be in paid status on the scheduled workdays
immediately preceding and following a designated holiday to be paid for the holiday.

f.  Holidays Worked: Actual time worked on a holiday will be paid at time and one-half (plus
the holiday) unless it is the seventh day of the work week.

g.  Four Day Work Week: The District may establish a four (4) consecutive day work week
which will consist of any combination of up to ten (10) hours per day. Time and one-half
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(1 '2) shall be paid for the fifth (5), sixth (6), and seventh (7) day worked.

Sick Leave and Annual Leave: Considered as time worked in computing a forty (40) hour
work week.

Established Day Off: An overtime day.

Minimum Call-Out: In the event of a call-out, the employee shall be paid for hours
worked on the appropriate schedule but not less than an amount equal to four (4) hours of
straight time. Minimum call-out is defined as an amount not less than an amount equal to
four (4) hours pay at straight time. When a supervisor contacts an employee via telephone
after duty hours for support, the employee will be paid for a minimum of thirty (30)
minutes. This provision does not apply to employees on standby.

Standby: In the event that weather conditions or school building requirements demand the
availability of standby attendance, compensation shall be established by the following
hours and compensation:

1. A person assigned shall receive standby pay equivalent to two (2) hours at the
regular hourly rate for each assigned standby day during the normal work week.

2. A person assigned standby on Saturdays, Sundays, and/or holidays shall receive
standby pay equivalent to four (4) hours at the regular hourly rate for each assigned
standby day.

Overtime During Standby: Overtime pay shall be paid in addition to standby pay
whenever an overtime call-out of standby personnel is required.

Extended Time and Overtime Use and Conditions:

1.  All overtime must be pre-approved by the employee’s supervisor. Bargaining unit
extended time will be offered to bargaining unit employees before being offered to
employees outside the bargaining unit as follows:

a.  Extended time and overtime worked over an employee’s regular day will be
worked by bargaining unit employees on a voluntary basis by the employees
within the appropriate department or building.

b. Ifno employee volunteers to work extended time or overtime, the District may
assign extended time as needed, provided notification is given twenty-four (24)
hours in advance. In cases of emergency, the twenty-four (24) hour advance
notice may be waived.

(a) In cases of emergency, when bargaining unit employees are not available as
cited in (a) and (b) above, the District may offer extended time and overtime to
employees outside of the bargaining unit.

c.  After the fifteenth (15) day of extended time worked within a school quarter or
non- school year summer period, the employee has the right to request
consideration of a regular workday adjustment. The employee’s supervisor will
determine which adjustment is appropriate. The responsibility of this request
lays with the employee. Any adjustment that is made will be re-evaluated again

L/



7.14

7.15

n.

by the supervisor at the end of the school year.

An employee and supervisor may mutually agree to alter the employee’s work schedule to
allow for flexibility within the work day. An altered schedule may not negatively impact
students.

Part-Time Employees

Part-time is defined as working fewer than six (6) hours per day. Part-time employees shall
receive the following benefits:

a.

b.

All leave shall be prorated for part-time employees.

Part-time employees shall be eligible for health insurance coverage as outlined in Article
13.

Shared Assignments

Employees who are regular employees may volunteer for shared-time assignments by
making an application to the District Human Resources Department on or before April 1
for the ensuing fiscal year. The employees’ application will indicate which employee’s
assignment is proposed to be shared.

All shared-time assignments shall be for one (1) fiscal year, commencing at the beginning
of the fiscal year. All shared-time assignments shall be subject to the discretionary
approval of the Superintendent. Once approved by the Superintendent, a shared-time
assignment shall not terminate during the school year without the approval of the
Superintendent, except in case of resignation or termination or commencement of a leave
of absence of one or both of the employees sharing the assignment. In case of such
resignation or termination, or leave of absence, the Superintendent shall have the right, in
his/her discretion, to continue the shared-time assignment by hiring a replacement or to
terminate the shared-time arrangement and require the remaining shared-time partner to
return to full-time status.

A shared-time assignment may be continued for an additional fiscal year with the
discretionary approval of the Superintendent.

No grievance or arbitration shall arise from the Superintendent's granting or not granting
or refusing to continue any shared-time assignments, nor from any other aspect of this
article, except a matter concerning a direct question of the appropriate pay or benefit to
which an employee may be entitled may be grieved and arbitrated by the same procedure
set forth in Article 5 of this Agreement.

The termination of shared-time assignments by the Superintendent shall not be considered
an involuntary transfer.

Compensation

1.  Shared-time employees shall be compensated at the appropriate contractual hourly
rate. Paid winter vacation hours will be allocated in accordance with the shared-time
division.
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2. Shared-time employees shall have the same insurance benefits as part-time
employees. In no case shall the total cost of the fringe benefits between employees
sharing a position exceed the total cost of the benefits paid to a full-time employee
for the same position.

Seniority

Each employee participating in shared-time shall receive full seniority credit.

Sick Leave Days

1.  Employees in a shared-time position shall receive prorated sick leave days.

2. Absences shall be deducted on a prorated basis.

Workplace Safety

a.

There will be an annual review of discipline procedures. Policies pertaining to student
behavior will be accessible to employees. Employees will have full opportunity to
recommend policies and regulations pertaining to student discipline.

Principals shall document the following student acts against employees:

Verbal Assault

Physical Assault

Harassment

Property Damage

Crimes Defined by Alaska Statute

Principals will report the incident to law enforcement authorities as appropriate. A copy of
the incident report shall go to the employee involved.

Employees assigned instructional duties shall be informed of assigned students who have
a documented history of violent behavior that poses a threat to students and/or staff. At
their discretion, an administrator may provide non instructional staff information related to
student behavior and needs.

Employees may have physical contact with students when reasonable and necessary to
maintain a safe environment, to administer first aid, and to attend to health needs.
Examples of these circumstances include protecting self, protecting students from physical
harm, preventing accidental injury, moving through a crowd to attend to an emergency,
and providing appropriate care to, or restraint for, students with special needs.

Employees may not have physical contact with students in the context of disciplinary
action.

District administration shall publish and/or post the expectations of visitor conduct while
on school grounds and during school activities.

Safety
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It is the responsibility of the District to provide safe working conditions for all district
employees. Should there be a concern about specific safety issues, the Superintendent will
investigate and determine the conditions and shall report the results of the investigation to
all affected employees and the ESSA. Employees shall not be required to work under
unsafe conditions.

Further, it is recognized that each employee has a primary responsibility for his/her own
safety and that the obligation to know and observe safety rules and regulations is a
measure of protection for himself/herself and others. The District will, at any time,
welcome suggestions from the ESSA and its individual bargaining unit members which
offer ways of improving safety conditions.

No employee shall be required or asked to search for a bomb.

The District will provide for each building a standard first-aid kit in a clearly marked,
designated, accessible location.

Uniforms or safety equipment that an employee is required to wear in the performance of
their job duties shall be provided to the employee by the District.

Only Nursing Department employees shall be required to administer medications to
students. Those employees who mutually agree to administer medication in the absence of
a Nursing Department employee shall be trained on the administration of medication.

When the District identifies an outbreak of a communicable or infectious disease within a
school building, the District will provide information related to the outbreak and
mitigation strategies. Any information provided by the District will not violate the
confidentiality of students and staff.

Safety Committee

A joint committee on Workplace Safety will be created which includes three (3)
representatives selected by the association. The committee will also be composed of
representatives of all District working groups (FEA, ESSA, FPA & Non Represented), and
chaired by the District’s Risk Coordinator or appointee by the Superintendent. The
quarterly committee meetings will focus on safety matters relating to staff and students.
The meetings shall occur at mutually agreeable times making effort to meet outside of
student instructional times.

Indemnification

Provided an employee is acting in good faith, is not determined to be negligent, nor acting with
intent to cause harm, and is acting under the direction of a supervisor within the scope and
course of employment duties, the employee will be indemnified or insured.

Work Related Injury or Illness

An employee who suffers a work related injury is required to immediately notify their
supervisor and to complete the appropriate reporting forms. When an employee experiences a
work related injury, the supervisor will meet with the employee to discuss the incident and
supports.
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The District promotes and supports anti-violence in our schools. If the employee experiences a
work related injury due to an assault, the supervisor will take the additional following steps.
Assault is defined as any willful attempt or threat to inflict injury upon the person of another,
when coupled with an apparent present ability to do so, and any intentional display of force
such as would give the victim reason to fear or expect immediate bodily harm.

The employee maintains the right to file a police report.

a.

b.

Work Related Injury: Assault by Another Adult

If an assault occurs during the course of performing the employee’s job duties, the
District will document the assault and provide the following supports at the request of
the employee:

1. The District will report the assault to the local law enforcement.

The District will provide counseling, legal and other support through the
Employee Assistance Program.

3. The District will assume full liability of the employee’s injuries consistent with
the Workers’ Compensation Law.

4. The District will support the employee by, but not limited to, ensuring
administration presence at meetings to which the adult will be present, and
requesting a trespass order from local law enforcement.

5. The supervisor will meet with the employee to discuss additional support that may
be needed.

Work Related Injury: Assault by Student

If an assault by a student against an employee occurs, the District will document the
assault and provide the following supports at the request of the employee:

1. The administrator will provide the student an environment to de-escalate. If
necessary, the student will be removed from the classroom to protect others from
further injury. This removal is temporary for the purpose of de-escalation and
safety. The removal does not constitute a suspension.

2. Before the student is returned to the classroom, the administrator will hold a
conference with the teacher, student, parents and other necessary staff members to
discuss the return to the classroom. The absence of any participant will not delay
the student’s return to the classroom.

3. The employee will be provided an opportunity to work with the classroom teacher
and other staff members (i.e. behavior coach, school psychologist, or counselor)
for support in managing the student’s behaviors.

4. Employee Absence Related to Assault

Whenever an employee is temporarily absent from school and temporarily unable to
perform his/her duties as a result of an assault either directly or while intervening in the
assault of students or other staff and incurred in the scope and course of employment,
the employee will be paid full salary and benefits less the amount of any workers'
compensation payments or payments made for temporary disability. The District's
payments will continue for a period equivalent to that of a full contract year beginning
on the date of the injury. Such temporary absence will not be counted against accrued
sick leave.
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C. Workers’ Compensation
1. Assault

An employee who is injured in the course of performing employment duties is
required to complete a Report of Occupational Injury and Illness form and
Workers” Compensation Claim within three (3) workdays of the incident and
submit the forms to the employee’s supervisor. The District shall provide
workers’ compensation benefits prescribed by statute to an employee who
sustains an on-the-job injury. In no case shall an employee be entitled to receive
an amount that exceeds his/her normal gross pay. The length of time an
employee is in a leave without pay status due to the specific disability shall be up
to one (1) school year, plus any unfinished school year. Should the disability
continue beyond this time the employee may, as determined by the District and
consistent with applicable law, be terminated, non-retained, or dismissed.

2. Injury

The District, being required by law to carry workers’ compensation insurance on
all employees, agrees to cover those accidents that happen while an employee is
on the job or in any function in compliance with a direct order by a supervisor(s).
A workers’ compensation report must be filed in the District Office within
forty-eight (48) hours of a compensatory accident. Forms shall be available in all
school offices. The employee has two compensation options during any absence
in conjunction with a work-related injury:

A. The employee may choose to take workers’ compensation payments in lieu
of wage benefits and retain his/her accrued sick leave. The workers’
compensation benefit will always be lower than the sick leave benefit.

B. The employee may choose to take workers’ compensation payments and
receive, through use of sick leave, additional wages up to the employee’s
normal gross wage. An employee on workers’ compensation shall accrue
all leave benefits available for that position.

d. Americans with Disabilities Act (ADA)

The parties acknowledge that the District must comply with the Americans with
Disabilities Act and other statutes prohibiting discrimination due to an employee's
disability. It is specifically recognized that the District may need to permanently or
temporarily reassign or reemploy employees who have sustained work-related injuries
and who are physically restricted, either temporarily or permanently, from returning to
pre- injury job descriptions.

7.21
SCHOOL LEADERSHIP POSITIONS
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guide:

I.  Definition
School Leadership is defined as the additional duties that are taken on by teacher
support staff to influence the school culture, policies, and practices in a positive
manner that support student learning.
II.  Conditions

Elementary and Secondary schools with two hundred (200) students or more may establish a
School Leadership Team. School Leadership Teams may be established using the following

Student Count (based on Projected Enrollment)
<200 At Superintendent’s discretion
200-499 3 positions
500-799 5 positions
800+ 6 positions

Membership on the School Leadership Team will occur through a bi-annual selection process.

An additional position shall be filled by a support staff employee. Building principals will review
applications of all interested support staff members and will be responsible for determining the
process for selection of School Leadership Team members. Participation on the School
Leadership Team will be two year assignments and will be limited to four (4) consecutive years.
A member who serves for four (4) years may reapply for consideration of participation after two
(2) years of not participating as a team member.

School Leadership Teams’ meetings and objectives shall be established by the building principal.

III. Contracts

A support staff member on a school leadership team shall be paid a stipend of three thousand
dollars ($3,000) per year. Payment will be split into two (2) equal installments: the first within
two (2) District paydays following the end of the first semester and the second within two (2)
District paydays following the end of the second semester. Team members directed to work
additional days before or after the school year shall be paid at the staff member’s per diem rate
within two (2) District paydays following completion of the additional days.

IV. Duties

School Leadership Team member duties may include, but are not limited to:

o Attend leadership team meetings consistently and maintain accurate notes to
share

e Serve as liaison between administration and teachers

e Provide input in the development and review of curriculum

e Assist in the development and new initiatives for effective learning and teaching
e Model innovation and effectiveness in instruction

e Provide input to the Principal regarding the instructional budget

e Provide input to Principal on selection of new faculty members

e Provide input to Principal in development of master schedule for building

e Coordinate student intern assignments with Principal

e Mentor or identify mentors for new staff members in the building

e Support curricular alignment and implementation through PLC and
collaboration
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7.22

e Inventory and secure instructional materials and supplies

e Coordinate equipment use and repair

e Provide input to Librarian regarding book order or media orders

e Coordinate AV/technology use, training within the site

e Facilitate communication with the Counseling Department regarding scheduling
e Participate in parent/teacher meetings with other staff members and counselors,
when requested for the purpose of mediation between parents and teachers.

e Assist other teachers, as needed, in the review of student achievement data

Team members shall not be responsible for evaluations.

STUDENT ACTIVITY SPONSORSHIP
1. Definition

Student activity sponsorship (SAS) is defined as a separate contract for direct supervision for an
activity, club, or sport. There will be no payment for any student activity conducted solely during
the work day.

II. Conditions

A. Acceptance of an SAS contract is voluntary. Refusal to accept or willingness to perform
an SAS contract shall have no bearing on continued building assignment or formal
evaluation.

B. A job description will be developed by the building principal prior to the posting of the
position. The job description will be as specific as necessary to meet the needs of the
particular building and/or position. A job description will be written for each activity
specifying the qualifications required of the coach or sponsor.

C. Activities listed in this Agreement are for the purpose of assuring equitable compensation
for activities requiring comparable time requirements. Actual activity sponsorships shall
be predicated on funds available for student activities and individual building interests.

D. The SAS sponsor shall be immediately made aware of any formal complaint related to
the activity sponsor, activity, and/or its operation. A staff member may be released from an
SAS contract based on the needs of the program as determined by the building principal,
for reasons of health, for just cause, or for any reason which is mutually agreed to by the
teacher and the building principal. Termination from an SAS contract initiated by the
District before completion of the contract is subject to the grievance procedure.

II1. Vacancies and Hiring

Known SAS vacancies for the school year will be posted no later than May 1, for a
minimum of five (5) work days. The vacancy may arise due to added positions,
resignations, terminations, or the principal's decision not to renew a contract. Should a
vacancy occur during a school year, the position may be filled by the building principal
on an interim basis and then posted as a vacancy for the upcoming school year.

If possible, SAS contracts for the upcoming school year will be signed prior to the end of
the current school year. Contracts for new hires will be signed as soon as possible after
the beginning of the school term.

When it is not possible for SAS contracts to be signed before the end of the current
school year, the principal shall provide, prior to the end of the current year, a letter of
intent to those SAS sponsors whom the principal intends to retain for the following year.
The letter of intent shall include that the retention is expressly contingent upon the
continuation of the SAS activity. Absent a letter of intent or a signed contract, nothing
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herein shall require an SAS sponsor to be retained.
IV. Contracts

An SAS contract shall be written for each activity. Except in circumstances beyond the
District's control, a copy of the completed, signed contract shall be given to the activity
sponsor prior to the beginning of the activity.

Contract payments will be made within two (2) District paydays following the
completion of services as outlined in the job description. If the contract is for an activity
that lasts the entire school year, the payment amount will be established per the range
placement below, unless specifically altered by the Superintendent, however payment
will be split into two (2) equal installments: the first within two (2) District paydays
following the end of the first semester and the second within two (2) District paydays
following the completion of services as outlined in the job description. Assistant sponsors
shall be paid as determined by the building principal. The number of assistants shall be
determined by the building principal based upon program needs and budgetary
restrictions.

V. Expense Reimbursement

Activity sponsors shall be reimbursed for all approved expenses incurred on trips related to their
activity duties. Activity sponsors shall be provided with a travel advance for all reimbursable
expenses to be incurred on District-approved trips related to their activity duties provided the
request for the advance is received by the Accounting Services Department within ten (10) work
days in advance of the travel. The sponsor shall provide receipts verifying all expenditures to the
Accounting Services Department within ten (10) work days after the conclusion of the travel.
The sponsor shall refund any money advanced in excess of the amount for which receipts are
provided within ten (10) work days after the conclusion of the travel. Any reimbursable expenses
beyond the amount shall be paid to the sponsor within ten (10) work days after the receipts are
received by the Accounting Services Department.

VI. Elementary and Secondary Activities Paid by Hours Negotiated

A. Elementary activities shall be paid on an hourly basis as determined by the job description.
All activities which are recognized across the District shall be paid with an SAS contract.
These shall include, but shall not be limited to, Speech Contest, Spelling Bee, Science Fair,
Math Counts, Geography Bee, Cross Country Running, Cross Country Skiing, and Robotics.
The administrator maintains sole discretion to approve contracts for additional activities
outside of the curricula standards and normal expectations of the teacher. Payment will be
computed by multiplying the number of approved hours involved in the activity by the X
factor.

B. Upon agreement between the District, the employee, and FEA, an hourly rate may also be
used to compensate secondary activities when the job description requires fewer than the
estimated hours for the activity's range.

C. Payment may not exceed the negotiated rate.

Ranges: 1 2 3 4 5 6 7 8

Rates: 12X 25X 50X 100X 150X 200X 300X 400X

The X factor will be $20.00.
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ELEMENTARY SCHOOL ACTIVITY RANGES

Range 1 Speech Contest
Spelling Bee
Geography Bee
Science Olympiad

Range 2 Interest Clubs
Academic Clubs
Fine Arts Clubs

Range 3 Robotics

Cross Country Running Club
Ski Club

Student Council

Individual & Team Sports

MIDDLE/JUNIOR HIGH SCHOOL ACTIVITY RANGES

Range 2 Cross Country Running
Interest Clubs

Range 3 Band

Choir

Drama* (per major production)
Honor Society

Math Counts

Orchestra

Student Council

Track and Field

Wrestling Managers

Range 4 Rifle
Robotics
Student Newspaper

Range 5 Volleyball (per team)
Basketball (per team)
Cross Country Skiing
Gymnastics
Intramurals
Wrestling

Yearbook




HIGH SCHOOL ACTIVITY RANGES

Range 2 Interest Clubs

Range 3 Art Club
Class Advisor (Freshman & Sophomore)
Foreign Language Club

Range 4 Career Interest Clubs (FFA, HOSA, DECA, etc)
Class Advisor (Junior)

Declamation

Drama/Debate/Forensics

Honor Society

Pep Band (per sport season)

Assistant Coach (per sport, per coach)*

* Each team shall be entitled to one (1) assistant
coach for every twelve (12) participants

Range 5 Band**

Class Advisor (Senior)

Dance Team

Drama* (per major production)
eSports

Orchestra**

Robotics

Science Symposium

Vocal Music**

Range 6 Academic Decathlon

Flag Football

Intramurals

Student Newspaper

Yearbook

Varsity Cheerleading (per sport season)
Wrestling Managers

Range 7 Cross Country Running
Gymnastics

Rifle

Student Council

Track and Field

Range 8 Basketball (per team)
Cross Country Skiing
Football

Hockey

Swimming
Volleyball

Wrestling

* Jointly determined by sponsor and principal
ok An overlap exists between curricular and extracurricular in these areas and should be noted that
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public performances may be either curricular or extracurricular. Performance schedules must be
determined by sponsor and principal.

ARTICLE 8 - VACANCIES AND TRANSFERS

8.1 Vacancies

Any qualified regular bargaining unit member who has completed the probationary period
shall be given the opportunity to apply for any vacancy before the District hires a
non-district applicant. A vacancy shall be defined as a bargaining unit position previously
held by an employee or a new classified position that is created by the District.

All vacancies shall be posted five (5) workdays during the school year and seven (7)
calendar days during the summer months prior to public advertisement provided two (2)
weeks' notice is given by the employee creating the vacancy. In the event less than two (2)
weeks' notice is given or a vacancy is created by an in-district transfer, the District shall
still endeavor to adhere to the above agreement; however, if in the opinion of the District,
the vacancy requires filling within a shorter time frame, the time of in-district posting may
be shortened or waived and hiring may be done within or outside the district after
consultation with the ESSA.

Vacancies shall be filled on the basis of experience and qualifications. The District shall
make every effort to hire from within the district before hiring a non-district applicant.
Qualified Employees in layoff status shall have higher priority over ESSA employees not
in layoft status. The District shall provide preference to current employees based on
education, experience and job performance. Where the experience and qualifications are
equal as determined by the District, seniority shall be the determining factor in selecting
the successful applicant. Unsuccessful in-district applicants may contact the hiring
manager or Human Resources Department to inquire the reasons for their non-selection,
and shall receive the reasons for their non-acceptance in writing upon request.

A classified employee will retain their seniority and step placement provided there is no
break in service with the District when accepting a position outside of the ESSA
bargaining unit.

8.2  Voluntary Transfers

a.

A “transfer” is defined as:

A move from one location to another, e.g. a move from North Pole Elementary to North
Pole High School and/or;

A move from one classification to another classification within the same Grade, e.g. from
a Computer Technician to a Grounds Technician, which are both in Grade 10 and/or;

A move within a Grade level, e.g. a move from Sub Grade 2A to Sub Grade 2B or a move
from Grade 5 to Sub Grade 5A.

A “promotion” is defined as:
A move from one Grade to a higher Grade. During any fiscal year employees may accept
one transfer and two promotions.
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8.3

c. L A probationary period shall apply to in-district transfers to different job

classifications or to promotions for evaluation purposes only. An overall evaluation rating
that Does Not Meet Standards will result in returning the employee to his/her former job
classification at his/her former rate of pay. Subsequent to an employee's evaluation during
this period, the District will determine when the employee will return to his/her former job
classification.

2. If the District elects to return an employee to his/her former job classification, the
employee shall displace an employee currently in that classification in order of

reverse seniority. An employee returned to their former job classification at a

location or site other than their previous position shall be treated as an involuntary
transfer pursuant to Article 8.3.

Involuntary Transfers

An involuntary transfer shall be made only in the case of an emergency, to prevent undue
disruption of the program, because of student enrollment fluctuation or program relocation
when the student to whom an employee is a designated aide transfers, or when an employee is
displaced under another provision of this contract. The District will seek volunteers for
involuntary transfers before implementing involuntary transfers on the basis of reverse
districtwide seniority among employees with the same job description and wage classification.
The District shall notify in writing the affected employees and the ESSA of the specific reasons
for such transfers.

Those employees who have been involuntarily transferred shall receive priority when applying
for positions within the same job classification for a two (2) year period.

For the purpose of this article seniority shall be defined as the total uninterrupted service in the
district. For the purpose of this section, unpaid leave shall not constitute a break in service.

b



ARTICLE 9 - TRAINING AND INSERVICE

9.1

9.2

9.3

Training

a.

J-

1. Training that is required by the District shall be provided at the District's expense.

2. Training or classes requested by the employee and approved in advance by the
employee's immediate supervisor and the District, shall be provided at the District's
expense. A maximum dollar amount per employee will be established each year for
tuition reimbursement.

The District will reimburse an employee for a State of Alaska license or certificate
renewal if the certificate is required in the employee’s job description.

Employees who are required by the District subsequent to their initial employment to
obtain a license and/or certification will have the initial license and/or certification fee
paid by the District. The training required to obtain the license and/or certification will
also be paid by the District.

Employees currently employed who are subsequently required by the District to become
licensed or certificated will be provided a reasonable period in which to meet the
requirements.

Employees will be provided training for any duties assigned to them outside of their
current job description.

The District and ESSA shall collaborate on a mentorship program for the onboarding of
newly hired support staff. Administrative leave will be permitted for use to support the
mentorship program, but leave must be approved by the direct supervisor.

New employees will shadow someone with the same job classification at a
different worksite for 2 weeks.

New employees will have a mentor assigned in their current job site.

The district will work with ESSA in developing more comprehensive onboarding
procedures.

Every employee should have de-escalation training.

Inservice and Building/Department Training

The District and ESSA will meet at least quarterly to discuss and plan support staff training
needs. Training will be at least one (1) workday per school year and job specific.

Site Professional Development Leave

ESSA employees are eligible for professional leave allocated by schools.

At the beginning of each school year the principal will inform the classified employees there are
at least three (3) professional leave days available. The principal will provide information
regarding the process for applying for use of this professional leave time.
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ESSA employees not eligible for professional leave may request the use of administrative leave
for professional development.

9.4  Training for IR and ER Aides

The District shall provide de-escalation and safety strategy training to aides in an IR and/or ER
classroom at the beginning of the school year. The District will make a reasonable effort to
provide an initial de-escalation and safety strategy training to newly hired aides in an IR and/or
ER classroom within thirty (30) days of hire.

Aides in an IR and/or ER classroom will be provided collaboration time at the building level
with other special education staff, as needed, to provide additional support and training on
de-escalation and safety strategies.

ARTICLE 10 - LEAVES

10.1  General Provisions for Unpaid Leaves of Absence

a.

Child Care Leave, Disability Leave, Leave for Academic Study or Work Experience,
Leave to Hold Elected Office, and Long-Term Unpaid Leaves of Absence are the unpaid
leaves addressed in the contract and shall be without fringe benefits, provided however
that the District will maintain an employee's health plan coverage if required to do so by
the federal Family and Medical Leave Act of 1993 (FMLA). An employee on unpaid
leave shall be allowed to purchase health and life insurance to the extent allowed by the
district's insurance provisions.

An employee must submit a written request to the Executive Director of Human
Resources for unpaid leave at least ten (10) workdays in advance of the need for the leave.
Employees who are in unpaid leave status without prior written approval by the Executive
Director of Human Resources may be subject to termination of employment.

Seniority shall accrue as if the employee remained on paid status for an approved unpaid
leave of absence of up to thirty (30) workdays. Seniority shall be adjusted for an
unapproved leave of absence.

If unpaid leave of absence is thirty (30) or fewer workdays of one (1) fiscal year, then the
following return provision shall apply: The employee shall return to work on the next
work day following the expiration date of the leave to the position he/she held prior to the
commencement of the leave.

If the unpaid leave of absence is more than thirty (30) workdays, or if the employee's
absence extends into two (2) fiscal years, then the following return provisions shall apply:

1.  The employee shall return on his/her first scheduled work day of the fiscal year as
established by the District, except for disability leave when the employee shall
return on the date established by the doctor's statement.

2. The employee shall notify the Human Resources Department of the District in
writing at least thirty (30) calendar days in advance of the expiration of the leave if
the leave is less than sixty (60) days, otherwise in all other cases by at least sixty
(60) calendar days' advance notice. Failure to give such notice shall be treated as a
voluntary resignation.

“41



10.2

3. The employee shall be returned to his/her former position if it is vacant. If not, then
the employee shall be returned to a position in the same classification held at the
time of the leave request.

f.  The anniversary date for an employee shall be the date on which the employee was
employed, adjusted for any period in which the employee was on long-term unpaid leave
over thirty (30) workdays for reasons other than accidental injury, illness, or required
military service. The District will maintain employees' original hire dates.

Unpaid Leave for Personal Reasons

With the exception of the following categories, unpaid leave for personal reasons will be
granted only in rare and unusual circumstances. Normally an employee will be eligible for
unpaid leave for personal reasons after the employee has exhausted all personal or annual leave
in accordance with Article 10.4.

a. Child Care Leave

1.  Employee Not Qualifying for FMLA/AFLA

a.

An unpaid leave may be requested and shall be granted to an employee for the
purpose of caring for a newborn or newly adopted child. The unpaid leave for a
newly adopted child may include such time as may be necessary, as approved
by the Superintendent, to finalize the adoption and/or to have the child placed in
the care and custody of the adopting employee.

Requests for child care leave shall be made thirty (30) days prior to the
expected date of the birth or adoption. If the date of birth or adoption requires
leave to begin in less than thirty (30) days, the employee shall provide notice as
soon as practicable.

Child care leave shall begin when the child is born or received unless the
employee is eligible for sick leave under this Agreement, in which case child
care leave will begin following the period of sick leave.

2. Employee qualifying for FMLA/AFLA

a.

An unpaid leave may be requested and shall be granted to an employee for the
purpose of caring for a newborn or newly adopted child. The unpaid leave for a
newly adopted child may include such time as may be necessary, as approved
by the Superintendent, to finalize the adoption and/or to have the child placed in
the care and custody of the adopting employee.

If the employee requesting child care leave is considered an eligible employee
under FMLA, the District will maintain the employee's health insurance
coverage consistent with the FMLA, for up to twelve (12) weeks of the child
care leave.

Spouses who are both employed by the District will be limited to a combined
total of twelve (12) weeks of paid health plan coverage within any twelve (12)
month period, for purposes of leave taken for child care.

b.  Leave for Academic Study or Work Experience

Leave requests for academic study, formal or informal, or work experience related to
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specific employment areas must be submitted to the Human Resources Department sixty
(60) days prior to the beginning date for which the leave is requested. An employee must
have three (3) consecutive years of employment in the District to be eligible to apply.
Requests for leave will be accompanied by a plan which outlines a formal study program,
informal activities or encounters or work experience which the employee feels will
educationally benefit both the District and himself/herself. This plan is subject to the
discretion and approval of the Superintendent. Upon return from leave the employee must
submit evidence of the successful completion of his/her approved plan. The leave shall be
for up to one (1) year, but not less than thirty (30) calendar days.

C. Leave to Hold Elected Office

Requests for leave of absence to hold elected office must be submitted by the employee by
the date of required filing to run for public office. Upon return from leave the employee
must submit evidence of the completion of the term of office.

d. Long-Term Unpaid Leave

An employee with three (3) years of consecutive employment with the District may
request leave for a period of one (1) year. For a school term employee the request must be
made at least sixty (60) days before the requested start date for the leave and before the
employee's last day of work for the school term. For all other employees, the request must
be made at least sixty (60) days in advance of the requested start date for the leave. The
decision to grant such leave shall be at the discretion of the Superintendent whose decision
shall be final.

10.3 Unpaid Leave for Medical Reasons

Normally an employee will be eligible for unpaid leave for medical reasons after the employee
has exhausted all sick, personal, and annual leave in accordance with Article 10.4.

Disability Leave:

An employee with one (1) year of consecutive experience with the District may request
disability leave. Upon the recommendation of the employee's physician, a leave of absence shall
be granted for up to one (1) calendar year. The request for leave shall be in writing and be
accompanied by a physician's statement setting forth the specific illness or disability and the
expected length of absence for the employee, spouse or child(ren). The date on which the
disability leave will commence will also be specified. However, if the employee has already
been on unpaid leave status due to the same disability, the disability leave will commence on the
date the employee went into unpaid leave status.

If an employee requesting disability leave is considered an eligible employee under FMLA, the

District will maintain the employee's health plan coverage consistent with the FMLA, for up to

twelve (12) weeks of the disability leave. The twelve (12) weeks of paid health plan coverage

will be reduced by any weeks of sick leave that the employee has taken for this same purpose.
10.4 Paid Leaves of Absence

a. Annual Leave

1.  Twelve-Month Employees
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Bargaining unit members employed on a twelve (12) month basis in regular
full- time positions shall earn one and one-half (1 '2) days paid annual leave per
month for the first twenty-four (24) months of employment. Following an
employee's second anniversary of employment with the District, the hourly
accrual rate shall be adjusted to credit an additional leave day for the year. This
method of increasing the accrual rate for annual leave shall continue until the
employee accrues a maximum of thirty (30) days of annual leave per year.

Except in the case of emergencies, an employee must provide a minimum of
twenty- four (24) hours’ notice of a desire to take annual leave to his or her
supervisor in charge of approving leave as determined by the department. The
employee may take leave at times mutually agreed upon between the employee
and his/her supervisor. Provided, however, any supervisor who denies a request
for annual leave that is made at least one (1) week in advance of the requested
leave shall provide the reasons for the denial to the employee in writing. The
employee, if he/she so desires, shall have the right to appeal the supervisor's
denial to the next highest authority in the District. Such appeal procedure shall
end at the Superintendent level.

Earned annual leave may be taken by probationary employees.

At the end of the school year at the employee’s option, a maximum of twenty
(20) days of annual leave may be cashed in at the employee’s hourly rate by
providing notice to the Payroll Office in writing by May 1. The employee must
have a minimum of twenty (20) days remaining in his/her account.

Twelve month classified employees’ accrued annual leave shall not exceed sixty
(60) days at the employee’s rate of accrual as of August 15 of each year.

Leave Accrual

Employees who are on unpaid leave shall receive accrual for sick leave and annual leave
on a prorated hourly basis for the amount of time worked during the month the employee
takes the leave and during the month the employee returns to work. The personal leave
allocation will be adjusted to reflect a long term leave of absence.

Legal Leaves

1.

An employee called for jury duty shall be granted leave with pay. An employee who
is a victim of a crime and whose testimony is needed at a related criminal trial, or an
employee who is a nonparty to a civil proceeding and is subpoenaed by a court or
administrative agency with competent jurisdiction to testify as a witness at that
proceeding will receive full compensation at the employee's regular rate of pay.

An employee who finds it necessary to attend a civil proceeding to which he/she is a
party, shall receive unpaid leave.

While an employee is on legal leave, if the proceedings recess or terminate prior to
the end of the duty day and a meaningful portion of the employee's duty day
remains, the employee shall return to his/her place of duty.
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When an employee is subpoenaed by a court or administrative agency outside the
contract year to testify as a witness as a result of employment duties and
responsibilities, the employee will receive full compensation at his/her contracted
hourly rate. An employee will be paid a minimum of three and a half (3%2) hours for
time served that is less than one- half (}2) day.

Military Leave

1.

2.

The District shall grant leave to employees who are ordered to training duty (as
distinguished from active duty) in the National Guard or other military reserve units,
if postponement to the summer months is not possible. An employee on military
leave shall receive his/her regular pay for a period not to exceed ten (10) workdays
within a given fiscal year.

Military leave in excess of ten (10) workdays shall be considered as unpaid leave.

Personal Leave

1.

Five (5) days of personal leave per year shall be accrued by all school term
employees and front loaded at the start of the school year on their start date. “Ten

month” contract employees shall accrue six (6) days of personal leave per year

which will be front loaded at the start of the school year on their start date.

Employees may accrue up to ten (10) days and use a maximum of stx<{6}) gight (8)
days per school year. Personal leave used during Spring Break shall not contribute to
the maximum limit. Except in the case of emergencies, an employee must provide a
minimum of twenty- four (24) hours’ notice to his or her immediate supervisor of a
desire to take personal leave. Employees may take personal leave at times mutually
agreed upon between the employee and his/her supervisor; however, the supervisor's
approval of personal leave requests will not be unreasonably withheld. Denials of
personal leave may be appealed to the next higher level of authority, who shall
consult with the ESSA in trying to resolve the matter.

At the end of the school year, at the employee’s option, any personal leave in excess
of four (4) days may be cashed out at the employee’s hourly rate by providing notice
to the Payroll Office by May 1.

An employee may carry over five (5) days of personal leave to the following year. A
school term employee who transfers into a twelve (12) month position may carry
with him/her up to ten (10) days of personal leave.

After an employee has ten (10) consecutive years of service as an ESSA member,
the employee shall be granted an additional half (.5) day of personal leave for a total
of 5.5 days for “ten month” empl each school year.

After an employee has twenty (20) consecutive years of service as an ESSA
member, the employee shall be granted an additional (1) day of personal leave for a
total of 6 days (7 days for “ten month” employees) each school year.

Sick Leave

1.

Allocation
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All education support employees working in regular full-time positions in the
District are entitled to accrue up to one and one-third (1 %3) days per month worked
of sick leave with pay. Unused sick leave shall be allowed to accrue without limit.
Sick leave may be used for personal medical appointments and personal sickness as
well as for the medically- related care of an immediate family member. A false
statement regarding use of sick leave is grounds for termination.

Leave Without Pay

Employees must exhaust all sick leave as well as all personal or annual leave before
being eligible to apply for unpaid leave of absence status.

Required Statement

The District may require a doctor's certificate for any sick leave taken in excess of
three (3) consecutive days or any sick leave after si6) eight (8) days have been
taken during the fiscal year. Prior to requesting a doctor’s certificate, a supervisor
will make a reasonable effort to discuss the employee’s sick leave usage with the
employee. If abuse of sick leave is suspected, Fthe District reserves the right to

request a doctor’s certificate from an employee Habuse-ofstekteavets—suspeeted.

Required Statement for Employee's Extended Absence

If an employee reasonably expects that he/she will be unable to perform daily duties
and functions for more than fifteen (15) workdays due to personal illness or
disability, he/she shall provide the Human Resources Department, at his/her expense,
a physician's statement setting forth the date the employee's disability will
commence and the expected length of the absence. In the case of a disability due to
pregnancy, it is expected that an employee will comply with this section at least one
(1) month before the expected date of birth.

Sick Leave Proration

Employees who work less than seven and one-half (7 }2) hours per day shall have
their sick leave prorated in accordance with the provisions of this section.

Use of Sick Leave for Employees Not Qualifying for FMLA/AFLA
a. Sick Leave for Immediate Family at Home

Employees shall be able to use up to thirty (30) days of accumulated sick leave
per school year when a member of the employee’s immediate family is ill and
the employee’s presence is required at home.

b. Bereavement for Extended Family

Employees shall be able to use up to twenty (20) days of accumulated sick leave
in any one (1) school year in case of death(s) within the extended family, with
no more than ten (10) days of sick leave being used for each such occurrence.
The Superintendent, at his/her sole discretion which shall not be subject to
grievance or arbitration, may grant sick leave to an employee upon request in
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the case of the death of a person not defined as extended family.
c. Serious Illness in the Immediate Family

Employees shall be able to use up to twenty (20) days of accumulated sick leave
in any one (1) school year in case of serious illness or accident requiring
hospitalization of a member of the immediate family which requires the
presence of the employee, as certified by the attending physician.

d. Residential Care for Immediate Family

Employees shall be able to use up to ten (10) days of accumulated sick leave in
any one (1) school year in order to place a member of the immediate family in a
residential care facility.

Family Medical Leave Act Provisions

The Family Medical Leave Act (FMLA) under Federal law and Alaskan Family
Leave Act (AFLA) under Alaska law provide for leave of absence for qualifying
personal or family medical reasons. The qualifying guidelines are different and are
found in Federal and State statutes. Employees will be granted the leave most
beneficial to the employee. Per State and Federal law, employees qualifying for both
FMLA and AFLA will have both leaves run concurrently. Employees that exhaust all
sick and personal/annual leave shall go on unpaid leave status while still on FMLA
and/or AFLA.

If an employee is considered an eligible employee under FMLA, and under the
Alaska Family Leave Act (AFLA), the employee will be granted a leave of absence
without pay for medical reasons for up to eighteen (18) weeks during any
twenty-four (24) month period as provided in the AFLA, or for up to twelve (12)
weeks during a twelve (12) month period as provided under the FMLA. This unpaid
leave will be approved upon the occurrence of a serious health condition of the
employee or to care for the employee's child, spouse, or parent who has a serious
health condition. During this time, the employee's health plan coverage will be
maintained as if the employee was in paid status for up to twelve (12) weeks of
leave, including any sick leave the employee has taken for the same purpose. Any
time the unpaid leave extends beyond the twelve (12) weeks, then the employee is
subject to pay the monthly premium if the employee elects to continue health plan
coverage. If an employee qualifies for AFLA only, per Alaska law, health care
coverage is not provided while on AFLA leave. Spouses who are both employed by
the District will be limited to a combined total of twelve (12) weeks during any
twelve (12) month period for purposes of leave taken to care for a parent with a
serious health condition. The ESSA and District agree that the provision of health
plan coverage for employees on unpaid leaves for family and medical reasons and all
procedures are to be

interpreted and applied consistently with the legal duties and responsibilities
imposed by state and federal law and regulation, and are no greater.

Definitions

a. The "immediate family" is defined as the employee's spouse, parent, child,
mother- in-law, father-in-law, son-in-law, daughter-in-law, sibling, grandparent,
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grandchild, legal guardian, legal ward, or household member.

b. The "extended family" is defined as the employee's spouse, parent, child,
mother-in- law, father-in-law, son-in-law, daughter-in-law, sibling,
sibling-in-law, grandparent, grandparent-in-law, grandchild, legal guardian,
legal ward, aunt, uncle, nephew, niece, household member, or extended family
of the household member.

Death Benefit

In the event of an employee’s death, the employee’s estate will receive the value of
the employee’s accrued and unused sick leave.

Converting Annual and Personal Leave to Sick Leave

Employees who become seriously ill or injured while on annual or personal leave shall be
entitled to convert annual or personal leave to sick leave, if sufficient sick leave is
available, upon receipt by the District of appropriate documentation from a medical doctor
verifying the illness or injury.

Accumulated Sick Leave Compensation

1.

If an employee is eligible for retirement and PERS retirement becomes effective
immediately, then at the time of termination, the retiring employee shall receive
seventy- five percent (75%) pay at his/her current wages for accumulated unused
sick leave as follows:

5 - 14 years of service 40% of employee’s accumulated hours
After 15 years of service all hours in employee’s account

If the state retirement system (PERS) changes its procedures to allow retirement
credit for retirees, then this provision (Article 10.4.h) shall become null and void.

PERS Tier IV empl ill lifv for compensation of their mulat ick
leave through this article if they have met the qualifving criteria for PERS Tier I1I

employees—30 years of PERS employment or at the retirement age of 60 years old.

Sick Leave Bank

1.

Bank Establishment

There is hereby created a Sick Leave Bank which shall be administered by the
ESSA. The ESSA shall indemnify and save the District harmless against any claim
by any person or entity rising out of any use or claimed misuse or nonuse of the Sick
Leave Bank. This provision shall not be subject to the grievance procedure.

Bank Membership

Any employee is eligible to become a member of the Sick Leave Bank. An
employee may elect to join the Sick Leave Bank by informing the District or the
ESSA in writing during the first thirty (30) days of initial employment for newly
hired employees, during the first thirty (30) workdays after return to work for
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employees returning from a long term leave of absence, or during the month of May
for current employees who are nonmembers. Membership in the Bank shall continue
from year to year after initial enrollment unless an employee notifies the District in
writing no later than May 31 regarding his/her intent to withdraw from the Sick
Leave Bank for the following fiscal year. An employee electing

not to join the Sick Leave Bank shall not be eligible for Sick Leave Bank grants until
the next annual enrollment, when the employee will again have the opportunity to
become a member of the Sick Leave Bank. The Bank shall be administered through
the same administrative channels and regulations as for sick leave except as noted in
this article.

Bank Enrollment

Employees will be permitted to transfer a maximum of two (2) days of sick leave
annually to the Sick Leave Bank. Following an employee's enrollment as a Sick
Leave Bank member, one (1) day of sick leave shall be transferred from his/her sick
leave account to the Sick Leave Bank. This shall occur by September 30 for current
employees or after the 30th calendar day of initial employment for newly hired
employees. If, at the time of a required contribution, an employee does not have a
day to contribute, the next available day shall be transferred. An employee will not
be considered a member of the Bank until the required annual contribution is made.
All leave transferred to the Bank by an employee is final and not recoverable for
re-credit to his/her personal sick leave account.

Year-End Bank Status

If at the end of each fiscal year the remaining number of days in the Bank exceeds
one hundred percent (100%) of the number of the ESSA bargaining unit members
who are members of the Sick Leave Bank, only newly hired employees will be
permitted to transfer leave to the Bank after the 30th calendar day of initial
employment. Employees will be permitted to transfer up to five (5) days of sick
leave to the Sick Leave Bank upon retirement or resignation.

Bank Withdrawal Provisions
a. Withdrawal Limits

In any fiscal year, an employee will be permitted to withdraw up to twice the
number of days of sick leave the employee had accrued before the onset of the
illness, up to a maximum of forty (40) days. If an employee has accrued ten (10)
or fewer days of sick leave before the onset of the illness, the employee would
be eligible to withdraw up to twenty (20) days in any fiscal year.

b. Committee Approval

The committee will review all requests for withdrawal from the bank. The
District’s Benefits Coordinator will have an advisory (non-voting) role on the
committee. The Benefits Coordinator will also provide necessary information to
the committee for the purpose of reviewing the employee’s request. Requests
for withdrawal from the Bank may be approved by the committee when the
following conditions have been satisfied:
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1. All of the employee's accrued sick leave has been exhausted unless
leave use is otherwise restricted, and

A. all of the employee’s accrued personal or annual leave has
been exhausted, and

B. the employee has been on unpaid leave for five (5)
workdays. The days of unpaid leave may be reimbursed
from hours granted by the Sick Leave Bank. However,
twelve (12) month employees may have up to five (5) days
of annual leave reinstated upon approval of the sick leave
bank committee. The number of annual leave days held at
the time of the application for the Sick Leave Bank days
establishes the number of annual leave days that may be
reinstated, and

C. A doctor's certificate is presented to the committee and the
Human Resources Department verifying the employee's
need for leave.

The committee shall not grant any requests for Sick Leave
Bank hours in excess of the number of hours in the Bank.

Should an employee who has received a grant from the
Sick Leave Bank return to work prior to using all of the
hours authorized by the Bank, the remaining hours will be
restored to the Sick Leave Bank from the employee's sick
leave account.

6. Sick Leave Bank Audit

Administration of the Sick Leave Bank shall be audited at the end of each school
year by a representative of the ESSA and a representative of the District.

Emergency Provision

In the event the Sick Leave Bank has exhausted its days available for use by employees,
the ESSA may authorize emergency contributions to the Bank. The ESSA shall notify the
District in writing of its intention to conduct an emergency Sick Leave Bank drive. Any
employee who may wish to contribute one (1) day of his/her accumulated sick leave to the
Bank must do so in writing. Supplemental contributions may be made only once per fiscal
year.

Travel Delay

When an employee on District authorized business is delayed by transportation difficulties
beyond his/her control, time absent from the job will be charged to paid administrative
leave. When an employee is on a personal trip outside of the Fairbanks North Star
Borough and his/her return is delayed by transportation difficulties beyond his/her control,
no disciplinary action may be taken against the employee. The burden shall be on the
employee to establish that the delay was beyond his/her control. The employee's absence
shall first be charged to any applicable leave. If the employee has insufficient applicable

U



leave to cover the absence, the time will be charged to unpaid administrative leave. These
non-paid days will not be considered unpaid leave days for the purpose of qualifying for
holiday pay.

10.5 Emergency School Closure

Each year, all employees will receive three (3 »wet2)-emergency school closure leave days.
These days shall only be available in the case that the employee’s work site closes or fails to
open for a regularly scheduled work day. Any unused emergency school closure leave days at
the end of the year shall revert back to the District without compensation to the employee.

After an employee uses up the_three (3) twe+2) days of leave in the section, if more closures
occur, an employee may elect to use personal or annual leave during an emergency closure day
or have the closure day be an unpaid day. Should an employee have pre-approved or continuing
sick leave prior to the closure, the paid leave will be honored.

To the extent possible, those employees who are required to work on an emergency school
closure day will be identified at the beginning of each school year and will be paid time and a
half for work on these days. Those employees identified as required to work should make every
reasonable effort to work on such days. If these employees are unable to work on such days,
they will be able to utilize school closure leave days.

10.6  Non-Emergency School Closure or Non-Student Contact days

Any scheduled non-student contact day or school closure day between the first day of student
contact and the last day of student contact in the school year, ESSA employees will be in paid
status, whether by working their regular shift or being paid as though it is a holiday.
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ARTICLE 11 — VACATION TIME FOR NINE AND TEN MONTH EMPLOYEES

a.  Education support employees employed for nine (9) and ten (10) months per year shall
receive the same winter vacation days as regular classroom teachers. School term
employees shall be paid for these days.

b.  Education support employees employed for nine (9) and ten (10) months per year shall be
compensated as follows for the week of spring break:

*  Monday — LWOP or Personal Leave
*  Tuesday — LWOP or Personal Leave
*  Wednesday — Vacation Day

* Thursday — Holiday

» Friday — Holiday

Employees can elect to use their available personal leave days in lieu of LWOP during
Spring Break. Personal leave used during Spring Break shall not contribute to the
maximum limit. If an employee does not elect to use leave or does not have leave
available, both Monday and Tuesday during Spring Break will remain LWOP days.
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ARTICLE 12 - HOLIDAY'S

Holidays are:

a.
b.
C.

o o

mRTT s

New Year's Day

Martin Luther King Jr. Day

Two (2) paid holidays during spring break if scheduled on the school calendar and not
used for make-up of school closure. If spring break is calendared for more than two (2)
days, the Superintendent shall designate which days will be the holidays.

Memorial Day

Independence Day

The day before or the day after Independence Day (The Superintendent shall select the
day.)

Labor Day

Thanksgiving Day

The day after Thanksgiving

Christmas Day

The day before or the day after Christmas (The Superintendent shall select the day.)
Additional holidays as declared by the School Board.
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ARTICLE 13 - HEALTH PLAN

13.1 HEALTH PLAN
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During the 2026-2027 contract year, the District shall contribute toward the cost of health care, four
thousand dollars ($4.000) monthly per eligible member (.75 or greater FTE) who elects health coverage.

The District’s health care contribution shall increase per eligible member who elects health coverage to
4 in 2027-2028 an 4.400 in 2028-2029. Thi ntribution shall ransmi h

a0l I
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company chosen by the Association with the clear understanding that such funds may be used only to
provide a comprehensive health plan for Association members. The District shall have no obligation or

responsibility for any aspect of plan selection or for administration of benefits offered under whatever
plan may be purchased by the Association

A. The following procedures will be adhered to with respect to the timing of the District’s
contribution of funds to the Association’s chosen agency or company:

The agency or company will send a monthly invoice in addition to a change file to
the District’s Benefits Department by the 20th day of each month.

The District will reconcile the actual number of eligible members with the invoice
rovi th n r company. The Distri ill make anv n justment.

and include any credit or debit adjustment with the next remittance of District
contributions.

Failure to meet the deadlines for District contributions more than four times in one
fiscal year will subject the District to a late payment penalty of one hundred ten ($110.00
dollars per day for each day beyond the 5th District working day of the month for the
remaining contributions deadlines in that fiscal year.

The details of the health plan for members shall be determined by the Association,
in rd with its agreement with th ncy or company. Any insurance plan for

members must include a qualified HDHP option.

Members may waive or enroll for health coverage under a qualifying event as defined by the agency or

company. The member’s initial election to waive or enroll will go into effect the first of the next month
after the member’s date of hire or on the first day of the month if the member is hired on the first

working day of the month.

2. Benefits provided shall be described in an electronic format by the Association and made
available to all members. The Association shall convey changes in services or benefits in writing

to all members, as deemed appropriate and necessary.

3. Members on District-approved long-term unpaid leave, laid-off members, or members who

terminate their employment may elect to pay the full cost of the health plan then in effect in
accordance with the provisions of the Consolidated Omnibus Budget Reconciliation Act
(COBRA) of 1986. All arrangements for such continued coverage must be made with the

appropriate representatives of the agency or company, or designee, in coordination with the
District’s Benefits Department.
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13.2

Members who submit their notice of resignation to the District after the last work day of the

school year will lose their coverage at the end of the month in which their notice of resignation
was submitted. Said members shall then be responsible for both the employer and employee

contribution for any months of coverage received after May. Payment of these amounts shall be
m irectl he District. Failure of the member h th moun he Distri ill

result in the matter being sent to a collection agency.

Nothing in this Agreement shall prevent the Education Support Staff Association, the Fairbanks
Principals’ Association, or exempt employees from participating in the Fairbanks Education
Association’s chosen health plan.

Life Insurance
The District shall provide group life insurance for each member of the bargaining unit in an
amount equal to the employee's annual salary rounded up to the nearest thousand. The policy

shall include a double indemnity provision.

The employee has the option to continue group life insurance coverage at his/her own expense
during a long-term leave of absence.
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ARTICLE 14 - DUES CHECKOFF AND PAYROLL DEDUCTIONS

14.1

Dues and Payroll Deductions

Employees who desire to have dues or fees, as specified in this Agreement, deducted from the
pay to which they would otherwise be entitled, and to have those funds paid to the ESSA, shall
authorize such payroll deductions by executing a check-off on a form mutually agreed to by the
parties to this Agreement. Upon receiving such authorization, the District shall make the
deductions so authorized and promptly forward these deductions to the ESSA. No other
employee organization shall be accorded payroll deduction privileges with regard to the District
education support employees. The ESSA shall immediately notify the District in writing of any
decrease or increase in authorized dues or fees to be deducted. The District shall make the
appropriate adjustment in payroll deductions upon receipt of the employee authorization for the
change. Should an employee temporarily be in an unpaid status, the District shall continue to
account for the dues arrearage and shall make the deduction from the employee's pay upon
return to paid status. An employee who wants to establish a repayment plan must contact the
payroll office. The District shall remit employee-authorized ESSA deductions to the duly
authorized representative of the ESSA, together with a list of names of the employees from
whom payroll deductions are made. The ESSA agrees to hold the District free from all liabilities
in connection with the collection of dues or fees, except that the District shall be held to the
exercise of ordinary diligence and care in the transmittal of the monies to the ESSA.

The ESSA, as the exclusive representative of all the members of the bargaining unit, shall
represent all such persons fairly and equally.

No person shall be required to join the ESSA, but membership in the ESSA shall be made
available to all persons who apply consistent with the ESSA constitution and bylaws. No person
shall be denied ESSA membership for any unlawful discriminatory reason.

Persons to be employed in the bargaining unit shall be informed by the District of their
obligation to go to the ESSA Business Officer within ten (10) workdays of their date of
employment. The District shall provide the ESSA notification of new employees within five (5)
workdays on a standard form provided by the District. The District will also provide notice to
ESSA on those members who are separating from employment.

Completed Dues Forms shall be forwarded to the District’s payroll office.
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ARTICLE 15 - WAGE AND RELATED INFORMATION

15.1 Wage Schedule

GRADE 1

GRADE 2
Kitel "

SUB-GRADE 2A
: HKtehen-Packagine— e

GRADE 3
- KitehenProductionC Mermt

Central Kitchen Packaging Crew Member
Laborer

SUB-GRADE 3A
Elementary KitehenManager
RevinetCitehen

| Central Kitchen Production Crew Member

GRADE 4

Kitchen Aide
Elementary Kitchen Manager

Roving Kitchen Manager

SUB-GRADE 4A

SeecondaryKtitehenManaser{=-5cmployees)y

SUB-GRADE 4B

Seeondary kitehen-Manager{S-or-mere
emptoyees)

| Secondary Kitchen Manager (1-5 employees)

GRADE 5

Custodian

Day Custodian |
Speetat-Edteatron-Seeretary

Teacher Aide - Intervention Room
Teacher Aide - Special Education
Teacher Aide - Swimming

Teacher Assistant

Secondary Kitchen Manager (5 or more

GRADE 6, continued

Head Custodian I

Library Assistant

Program Secretary

Program Secretary - Special Education
School Health Assistant

Secretary

Special Education Secretary
Teacher Aide, BASE

Teacher Aide - Behavior/Intervention (BIA)
Teacher Aide - Cross Categorical Itinerant
Teacher Aide Extended Resource (ER)

Teacher Aide - Intensive Resource (IR)

Teacher Aide - Pre-Kindergarten Intensive
Resource

Teacher Aide - Sign Language
Tutor - ANE Program
Tutor - BEST

Tutor - Classroom
Tutor - ELL
Warehouse Person I
Warehouse Expeditor

SUB-GRADE 6A
Head Custodian 11

SUB-GRADE 6B
Head Custodian 111

ANE Cultural Resource Coordinator

employees)

SUB-GRADE 5A SUB-GRADE 6C

Day Custodian 11 Central Kitchen Coordinator
SUB-GRADE 5B Head Custodian IV

Day Custodian III GRADE 7

GRADE 6 Academic Intervention Aide

Accounts Payable Clerk
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ANE Graduation Success - Attendance Liaison

Assistant Accounts Payable Clerk
Bus Scheduler

Autism Behavior Support Aide (entry level)

Cashier
School Safety Assistant

GRADE 8

Administrative Secretary

ASP Records Manager

Assistive Technology Media Technician
Building Rentals Specialist

Career and Technical Education Technician
Counseling Technician

Deaf and Hard of Hearing Program Media
Technician

Elementary Library Media Associate
ELL Program Records Manager
Library Media Technician

Migrant Records Manager

School Licensed Practical Nurse

Stock Control Technician

GRADE 11

After School Program Coordinator 111

ASL Specialist

Autism Behavior Specialist

Certified Occupational Therapist Assistant
Licensed Speech Language Pathology Assistant
Prevention Intervention Specialist

Records Management Specialist

School Psychologist Intern
Warehouseperson 111

GRADE 9

After School Program Site Coordinator I
Autism Behavior Technician (mid-level)
Curriculum Technician

Media Production Specialist

Payroll Technician

School Technology Support Technician
Warehouseperson 11

Grade 12
Information Systems Support Technician II
Instructional Technology System Support
Specialist
Maintenance Mechanic:
Auto/Generator
Carpenter
Grounds
Electronics
Locksmith
Hazardous Materials
Network Technician
School Nurse

GRADE 10

After School Program Coordinator I1
Computer Technician

Digital Content Specialist

Grants and Strategic Partnerships Specialist
Grounds Technician

Information Systems Support Technician I
Materials Development Specialist

Sign Language Interpreter

Special Education Assessment Specialist

Grade 13

Maintenance Technician:
Boiler
Electrician
HVAC
Plumber
Preventive

ESSA’s wage schedule will increase by 10% for 2026-2027, 10% for 2027-2028 and 10% for
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2028-2029
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WAGE SCHEDULE 2023-2024




WAGE SCHEDULE 2024-2025




GRADE | 1 Z 3 4 5 (o 7 8 9 B H (2| B[4 |15 [ | 7 | 8|92 | 2

Grade+ 6 8 + 4 5 2 6 7 3 3 4 5 4 6 2 6 3 e r 5 3
Grade2 8 3 7 4 z 5 5 8 5 3 5 7 5 5 8 8 7 8 z 5 z

Grade 2ZA 3 F 4 2 9 9 8 9 3 5 * 5 9 8 8 F 8 2 5 2 *
Grade3 + 7 5 4 2 3 4 + 5 6 & 4 5 3 5 5 2 8 4 2 2
3-SHHF 4 6 8 4 5 6 t 4 8 3 t 4 8 6 8 2 5 + 4 5 5
Grade3A * 5 4 2 3 F + 5 6 8 4 5 3 5 9 2 & 4 2 2 3
Grade4 > 6 e il 4 6 3 il 8 8 8 8 3 = 3 8 6 5 > 5 4
Grade4A 6 5 t 4 6 3 t 8 8 8 8 3 7 3 8 6 5 7 5 4 6
Grade4B 5 + 4 6 3 + 8 8 8 8 3 e 3 8 6 5 s 5 4 6 s
GradeS 6 + 6 + 8 5 4 4 4 5 2 8 6 3 3 5 8 + 5 6 5
SSHHEFF 5 4 5 4 + 8 7 7 7 2 5 + 5 6 6 8 + 4 2 9 8
GradeSA + 6 + 8 5 4 4 4 5 2 8 6 3 3 5 8 + 5 6 5 i
SHHF 4 D 4 it & 5 i 5 2 5 i D 6 6 & it 4 2 0 & e
Grade5B 6 + 8 5 4 4 4 9 2 8 6 3 3 5 8 + 9 6 = 4 8
SHHF o 4 + 8 i 7 i 2 5 + 9 6 6 8 + 4 2 5 8 6 +
Grade6 7 4 9 6 9 + 4 6 4 6 9 6 + 4 & 4 2 2 2 4 2
SHEFF 6 7 2 3 2 4 7 5 7 3 2 3 4 7 + 7 5 5 5 7 5
Grade6A 4 5 6 5 + 4 6 4 6 5 6 + 4 8 4 2 2 2 4 2 5



WAGE SCHEDULE 2025-2026




Grade4B

Grade S

SSHHF

GradeSA

SA-SHHF

Grade5B

SB-SHHF

Grade6

SHET

Grade-6A

+ Z 3 4 5 6 7 8 9 B H | 2| B | 4[5 (1 [F (81920 | 24
5 9 3 6 4 i i 6 3 5 i e 6 & 2 & i i 9 e 5
+ 8 3 t 6 6 + 2 4 6 4 8 4 3 4 6 4 6 6 2 +
8 3 + 6 8 + 2 4 8 4 8 s 3 4 6 s 8 6 2 + .
5 6 5 6 6 5 5 5 5 z 2 + 3 3 7 4 8 7 5 5 7
4 + t + 2 4 e 5 t 8 8 6 5 9 2 9 4 3 t + 3
6 5 6 6 5 5 5 5 2 2 + 3 3 s 4 8 7 5 5 s +
5 5 4 8 3 r 6 6 4 6 5 6 8 4 2 5 6 r 5 6 =
5 4 8 3 t 6 6 4 6 5 6 8 4 2 5 6 t 5 6 7 6
4 8 3 + 6 6 4 6 9 6 8 4 2 9 6 + 5 6 F 6 6
3 6 7 4 2 + 3 4 7 3 5 4 7 4 5 4 5 5 5 5 7
5 6 3 6 8 7 8 6 2 5 5 3 3 3 5 9 5 t 6 6 2
8 i 4 2 + 3 4 e 3 5 . e . 5 4 5 5 5 5 e +
6 3 6 & 7 8 6 2 5 5 3 3 3 5 5 5 + 6 6 2 7
7 4 2 + 3 4 7 3 5 7 7 7 5 4 5 5 5 5 7 + 5
3 e 8 + 8 6 2 5 5 3 3 3 5 5 5 + 6 6 2 s +
6 5 6 8 6 4 5 3 4 + 3 6 5 5 2 6 + 5 7 2 3
5 4 t 4 5 6 4 9 9 7 8 2 5 6 7 6 7 6 2 8 8
9 6 8 e 4 9 3 4 + 3 6 9 5 2 6 + 5 i 2 3 3



Grade-6B

6B-SHHF

Grade-6C

6 SHHF

GradeF

Grade-8&

Grade9

Grade16

+o-SHHT

GradeH

Grade+2

2 SHEHT

Grade13

3-SHHF

4 + 4 5 6 4 9 9 F 8 2 5 6 + 6 + 6 2 8 8 8
6 & 6 4 9 3 4 + 3 6 9 5 2 e + 5 7 2 3 3 5
t 4 5 6 4 5 5 7 8 2 5 6 7 6 7 6 2 8 8 8 6
8 6 4 5 3 4 + 3 6 5 5 2 8 + 5 i 2 3 3 5 8
4 5 6 4 5 > = 8 e 5 6 . 6 . 6 2 8 8 8 e 5
5 7 2 7 6 6 5 9 3 8 4 9 8 2 3 8 4 3 + 3 7
4 5 e s + + e 2 5 5 + 2 6 6 3 3 2 s

6 5 5 7 6 + 7 6 2 8 4 3 2 5 3 5

3 6 9 8 9 4 9 6 3 4 4 2 6 6 +

9 5 4 3 4 9 5 + 9 6 3 8 5 2 +

5 6 5 5 3 6 3 6 + 9 7 + 4 2

3 2 2 4 6 2 8 5 2 5 3 5 4

5 8 . 5 + 8 4 5 . 6 5 5 8

5 7 + 6 + 2 7 4 6 6 9 8

6 2 & 6 7 7 2 6 & 2 4 4



15.2

15.3

Pay Periods

a. The pay period will consist of fourteen consecutive calendar days beginning on
Monday and ending on Sunday. Payday will be the Friday following the end of
the pay period.

b. If a payday falls within winter break, payment will be deposited or mailed to the

employee on the regularly scheduled payday.

If a payday falls within spring break, payment will be deposited no later than the
regularly scheduled payday.

Placement
A.  Newly Hired Employees

One step for each year of direct work or relevant volunteer experience is allowed

retto-exeeed-stx{6)-steps-on the wage schedule for newly hired employees.

Upon ratification of this agreement, current employees will have one (1) month to
provide documentation of previous direct work experience, not inclusive of the
experience gained by their current District position, to seek advancement-ne
greater-than-step-s(6) on the wage schedule. Employees whose step
advancement is approved shall have the increase applied retroactively to the date
they provided documentation to the District after ratification.

B.  Employee Placement

When transitioning to a position that is one Grade higher, the employee will be
placed at Step 1 of the new Grade or on the first step that provides a minimum of
an eight percent (8%) hourly rate increase. When transitioning to a position more
than one Grade higher, the employee will be placed at Step 1 of the new Grade or
on the first step that provides a minimum of an eight percent (8%) hourly rate
increase and advanced one additional step for each Grade above one Grade. For
example, if a Grade 4 Data Entry Clerk at Step 5 transitioned to a Grade 8
Counseling Technician position, the employee would be placed at Grade 8 Step
4. If transfer to a higher sub- grade (i.e. 5A to 5B) occurs, the employee will be
placed on the same step from which the employee moves.

When transitioning to a position in a lower Grade, the employee will be placed at
the same step of the lower Grade.

C. Step Advancement

Step advancement will normally occur on July 1, provided steps have been
awarded as part of the Agreement.

Those employees hired before January 1 will be eligible for a step advancement
on July 1 if steps are awarded in the Agreement for the year beginning July 1.

Those employees on the last step of each Grade will remain at that pay rate



15.4

15.5

15.6

15.7

unless the schedule amount is increased or a step is added as a result of change in
the Agreement.

Those employees not eligible for step advancement for the duration of this
contract will be paid a stipend of one thousand two hundred fifty dollars t$+666
$1250).

Paychecks
Automatic Deposit

All employees will have their paychecks automatically deposited in one or more
financial institutions of their choosing. The request for automatic deposit must be made
on a form prod by the Payroll Department. Provided all information on the automatic
deposit form is validated by the financial institution(s), the automatic deposit should
commence the second payday following the submission of the request. Employees
wishing to change the automatic deposit arrangement must notify the Payroll
Department by using an approved form at least fifteen (15) workdays prior to the date
they wish the automatic deposit to change.

Overpayment/Underpayment

Employees who have been overpaid due to personnel and payroll errors agree to
reimburse the District for the amount of the overpayment. Employees shall not have
overpayment deducted from their paychecks until the employee has been notified and a
repayment plan has been formulated. This provision for a repayment plan does not apply
to employees who are terminating with the District.

Any underpayment of an employee will be corrected in accordance with state statute.
Day Custodian Pay Adjustments

Day Custodian pay range adjustments caused by decreases or increases in the official
student enrollment, if needed, shall be made once each year prior to the first pay period
in November. Adjustments that increase a custodian's pay will be made if the custodian's
school's student enrollment varies by more than twenty percent (20%) during the year
and the variance causes a change in the day custodian pay category, as defined in the day
custodian's job description. For a newly opened school the initial category shall be based
upon the official enrollment projection for that school, to be adjusted as set forth above.
Pay adjustments shall not be retroactive. Pay adjustments that decrease an incumbent
custodian's pay will not be made until the beginning of the next fiscal year.

Retirement

An employee who has ten (10) years of consecutive service with the District is eligible
for a stipend if the position currently occupied is reasonably expected to continue the
subsequent year either with operating or grant funding. An employee whose position has
been eliminated by School Board action or whose position is nearing the end of term
funding and is not anticipated to be replaced is not eligible for the stipend.



Eligibility for $2500 Retirement Stipend:

1. The school term employee must submit an irrevocable notice of retirement
effective the last workday of the school year on or before January 15th.
2. The twelve month employee must submit an irrevocable notice of retirement four

(4) months in advance of their effective retirement date.

Documentation of retirement from the State of Alaska Division of Retirement may be
requested.

15.8 403(b) SUPPLEMENTAL RETIREMENT ACCOUNTS
The District will match employee contributions up to three percent (3%) of the
employee’s annual salary into the employee’s 403b supplemental retirement account.
Employees may choose from any combination of the following methods of contribution,
if qualified:

A.

All employees may contribute up to the cash out value of their personal leave annually

at their daily pay rate (hourly wage multiplied by 8). Employees may contribute half days.

B.

Tier III employees may contribute up to four (4) sick leave days annually at their daily

pay rate, according to the following guidelines:

3.

1. Once a Tier III employee has accumulated 100 hours of sick leave, the
employees may request to cash in one (1) day of sick leave to contribute to a
403b.

2. Once a Tier III employee has accumulated 200 hours of sick leave, the
employees may request to cash in two (2) days of sick leave to contribute to a
403b.

Once a Tier III employee has accumulated 300 hours of sick leave, the employee may

request to cash in up to four (4) days of sick leave to contribute to a 403b.

C. Employee salary contributions



Employees may make individual contributions to the 403b supplemental retirement
accounts governed by the IRS limitations that exceed the three percent (3%) match
provided by the District.

Annual requests to cash out personal and/or sick leave must be received by the
payroll department no later than May 1* of each year. These requests will be
processed between May 1* and the last payroll process of the school year.

ARTICLE 16 - NO STRIKE OR LOCKOUT
16.1 No Strike

The ESSA and the District subscribe to the principle that differences should be resolved
by peaceful and appropriate means without interruption of the school program. No
employee covered by the Agreement shall participate in a strike, work stoppage, or
concerted refusal to perform work.

16.2 No Lockout
The District agrees that during the life of this Agreement there will be no lockout.
16.3 Violation
Any violation of this article by the ESSA, a member of the ESSA, the District, or any of

its representatives, is not subject to the grievance procedure, and either party may pursue
such legal remedies as provided by law.



ARTICLE 17 - CONCLUSION OF COLLECTIVE BARGAINING

17.1 This Agreement is the entire agreement between the District and the ESSA. The
parties acknowledge they have fully bargained with respect to terms and conditions of
employment and have settled them for the duration of the Agreement. This Agreement
terminates all prior agreements, practices, and understandings, and concludes all
collective bargaining for the duration of this Agreement, except as provided herein.

17.2 Maintenance of Standards

All conditions of employment shall be maintained at not less than the highest minimum
standards in effect in the District at the time this agreement is signed, provided as such
conditions shall be improved for the benefit of employees as required by the express
provisions of this agreement. This Agreement shall not be interpreted or applied to
deprive employees of professional and or employment advantages currently enjoyed

unless expressly stated elsewhere in this Agreement.




ARTICLE 18 - EFFECT OF AGREEMENT

18.1

18.2

18.3

18.4

Changes in Agreement

During its term, this Agreement may be altered, changed, added to, deleted from, or
modified only through the voluntary, written mutual consent of the parties.

Savings Clause
a. Violations

If any article or part of any article of this Agreement should be decided by a
court of competent jurisdiction or by mutual agreement of the parties to be in
violation of any federal, state, or local law, or if adherence to or enforcement of
an article or part of an article should be restrained by a court of law, the
remaining articles of the Agreement shall not be affected.

b. Replacement

If a determination or decision is made pursuant to the above section (a) of this
article that part of this Agreement is in violation of federal, state, or local law, the
parties to this Agreement shall convene within ten (10) workdays for the purpose
of negotiating a satisfactory replacement.

Nondiscrimination Clause

The provisions of this Agreement shall be applied without regard to race, creed,
religion, ethnic origin, domicile, sexual orientation, gender identity, or political
affiliation; or because of the person's age, disability, gender, marital status, changes in
marital status, pregnancy, or parenthood when the reasonable demands of the position
do not require distinction on the basis of age, disability, gender, marital status, changes
in marital status, pregnancy, or parenthood.

Publication of Agreement

The document shall be jointly proofread by the District and the ESSA before signing.
Collective Bargaining Agreement shall be made available on the FNSBSD website
within forty-five (45) days of ratification of both parties. Employees may use a site or
school printer to print one (1) copy of this contract.



ARTICLE 19 - EFFECTIVE PERIOD

19.1

19.2

Effective Period

This Agreement shall be effective as of July 1,2026 2623, and shall continue in full
force and effect until June 30, 2029 2626.

Renewal and Reopening of Agreement

This Agreement shall automatically be renewed and shall continue in full force and
effect for additional periods of one (1) year, unless the ESSA gives notice to the District
or the District gives notice to the ESSA, not later than March 1, prior to the aforesaid
expiration date or any anniversary thereof, of its desire to reopen certain provisions of
this Agreement and/or additions to this Agreement and to negotiate over the terms of
these provisions.



Appendix A — ESSA Layoff & Negative Impact Process

When the District experiences financial challenges that have resulted in reductions to
specific job classifications, the following process is used to meet the contractual
obligations laid out in Article 7.2 of the ESSA Negotiated Agreement.

The graph below outlines who is impacted by a layoff action and details the first step of
the process.

All employees in the impacted job class are listed, based on
seniority placement. The list is broken into two groupings;
employees impacted by the RIF and employees not impacted
by the RIF

Y

/ IMPACTED \
Two ways an employee can
be impacted

NOT IMPACTED

The employee’s position
is impacted by reduced
funding

he employee is one of
the least senior

employees in that job

class

The employees are not in a
“budget impacted” position
and are not in the “least
enior” group in that job class,

The complete list of impacted employees
includes both lists.

Some employees will be in both the “least
senior” group and also have an assignment to
one of the “budget impacted” positions.

Employees in
this list are not
affected by the

placement

Employees are then
issued layoff letters.

process

Employees are
recalled based on
seniority



Appendix A cont.

Once the list of employees being impacted has been determined, the following
layoff/recall process is followed for each impacted employee.

place employee

No position
available to

r 9

Consider
POSITION HELD
PRIOR TO LAYOFF
Example: 1 FTE
position

in

N\ LAYOFF LIST /

Position with
less hours than

A 4

held prior to
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Employee
accepts
positions

Employee is placed
in position and on
the Negative Impact

NEGATIVE IMPACT
LIST

Position with less
hours than held
prior to Layoff is
offered.
Ex. .6 FTE position

Employee
declines
position

Position equal to or
greater than FTE |
position held prior
to Layoff offered
Ex. 1 FTE position

List.
d "
il
Y Y

Employee
accepts
position

Employee is made
whole and removed
from the layoff list

Employee
declines
position

Employee is removed
from the Layoff List.
District’s obligation to
the employee is
fulfilled.

Position equal to or
greater than FTE
position held prior
to Layoff offered
Ex. 1 FTE position

Employee
accepts
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Employee is made
whole and removed
from the negative
impact list

Will not be placed
on the Negative
Impact List. Placed
on the Layoff List
until a 1 FTE position
is offered




