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ARTICLE I 

Recognition 

The District confirms its recognition of the Palo Alto Educators Association/California Teachers 

Association/National Education Association (hereinafter referred to as Association) as the 

exclusive representative for that unit of employees originally recognized by the District per its 

Resolution dated May 4, 1976. 

The representation unit consists of all certificated employees with the following exceptions: 

1. All management and supervisory personnel as defined by the Educational 

Employment Relations Act (including those who serve part-time in such positions 

and part-time in non-management/supervisory positions). 

2. Principals 

3. Assistant Principals 

4. Hourly Special Hire employees 

5. Child Development Center teachers 

6. Psychologists 

7. Deans 

8. Substitute Teachers 

If the District creates a new position and the parties cannot agree whether the position should be 

included in the bargaining unit, the dispute will be submitted to the Public Employment Relations 

Board for determination. 
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ARTICLE II 

Term 

This Agreement shall remain in full force and effect from the date it is adopted by the District and 

the Association through June 30, 2028. 

1. The Association shall submit its proposals to modify, amend or terminate specific 

sections of this Agreement for the successor Agreement no later than May 15th of 

the last year of the agreement. 

2. The District shall respond and submit its proposals to modify, amend or terminate 

specific sections of this Agreement no later than May 15th of the last year of the 

agreement. 

3. The parties agree to reopen negotiations on Article VI (Compensation & Benefits) 

and two other articles of each party’s choice for each year of the agreement. 

4. Upon receipt from the parties hereto of a timely request to modify, amend or 

terminate specific sections of the Agreement, the other party shall have ten (10) days 

to respond. Such requests to negotiate shall affect only those sections identified. 

Exceptions to this shall be in order to adjust any technical flaws or inconsistencies. 
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ARTICLE III 

Association Rights 

A. Use of Facilities 

All Association business, discussions, and activities shall be conducted by unit members 

or Association officials outside established work hours as defined in Article VII herein, 

and shall be conducted in places other than District property except when an authorized 

Association representative obtains advance permission from the Superintendent or 

designee regarding the specific time, place, and type of activity to be conducted. 

Permission shall be granted if the Superintendent or designee can verify that such activities 

and use of facilities will not interfere with the school programs and/or duties of employees, 

and will not directly or indirectly interfere with the right of employees to refrain from 

listening to or speaking with an Association representative. 

B. Association Communications 

The Association shall be entitled to the use of and access to employee mailboxes for 

communications to unit members regarding matters which involve the Association. The 

Association shall also be entitled to post notices of Association concern on bulletin boards 

designated for exclusive use by the Association, at least one of which shall be provided in 

each school building, in areas frequented by employees. 

All postings for bulletin boards or items for school mailboxes shall contain the date of 

posting or distribution and the identification of the Association. A copy of such postings 

or distributions shall be provided to the Superintendent or designee at the time of posting 

or distribution. 

The Association shall make every effort not to post or to distribute information, which is 

derogatory or defamatory of the District or its personnel. When the District deems material 

to be derogatory or defamatory, the site administrator shall notify the Association 

representative who shall remove the material for referral to the Superintendent and the 

Association President or their designees. After the two officials have had a reasonable 

opportunity to discuss the challenged material, the material may be posted again at the 

Association’s discretion. 

C. Association Meetings 

1. The District and site administration will not schedule meetings and trainings outside 

regular school hours on Thursdays with the exception of one (1) Thursday per month. 

The District may schedule high school Back-to-School Nights on any Thursday. The 

Association President will give the District a list of the Association Thursdays per 

month prior to the commencement of the school year. 

D. Association Information 

The District shall provide the Association with names and building assignments of the 

bargaining unit members, without cost to the Association, no later than September 30 of 

each school year. The names and assignments of all bargaining unit members employed 
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after September 30 of each school year shall be supplied to the Association within ten (10) 

days of the first date of their paid service. 

E. Association Released Time 

1. The Association shall exclusively receive time off from duties for the processing of 

grievances past Level I of the grievance procedure, Article V herein, for Association 

members who are designated as Association representatives, subject to the following 

conditions: 

a. Twenty-four (24) hours prior to release from duties for grievance processing, a 

designated representative shall inform the immediate supervisor in order that 

an adequate substitute may be obtained, if such is necessary; and 

b. That such time off shall be limited solely to representing a Grievant in a 

conference with management person beyond Level I, and in no way shall this 

limitation include use of such time for matters such as gathering information, 

interviewing witnesses, or preparing a presentation. 

2. In addition, released time for Association business will be provided according to the 

following conditions: 

a. The Association may designate representatives who shall be entitled to a total 

of ten (10) days or its equivalent of released time per school year for conducting 

business pertinent to the Association. The Association is entitled to an 

additional 5 days for this purpose, for which it will pay to the District substitute 

costs. 

b. The Association may designate six (6) members to their bargaining team who 

shall be entitled to a reasonable amount of time for the purpose of negotiating 

with the Board and/or its designated representatives. 

c. The District shall grant paid leave, exclusive of all other paid or unpaid leave, 

to the President of the Association for up to one hundred percent (100%) of 

release time but no less than eighty percent (80%) of release time during the 

school year. The amount of release time shall be at the discretion of the 

Association President. The Association will inform the District of the decision 

to be either 100% or 80% by April 1st. The duty to defend under Government 

Code Section 810, et seq., will apply during that portion of the assignment when 

the President is working under the direction of the District. 

d. According to the provisions and benefits of Education Code Section 22711 and 

44987, and subject to the following conditions: 

(1) When the Association President elects to be on 100% of release time, the 

Association will reimburse the District, on an agreed upon schedule, fifty 

percent (50%) of the costs of the President’s salary, retirement, benefits, 

and salary related costs. 

(2) When the Association President elects to be on 80% of release time, the 

Association will reimburse the District for forty percent (40%) of the costs 

of the President's salary, retirement, benefits, and salary related costs. The 
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Association President shall work 20% and will work with the District to 

try to find a position that is mutually agreed upon by the District and the 

President. Failure to provide this reimbursement in a timely fashion will 

be grounds for the immediate termination of the leave. 

(3) The Association President may elect to return to their original teaching 

position at the end of their term as President. If the original teaching 

position no longer exists, the President and the District will make all 

efforts to find an equitable position for the President. 

(4) If the parties are unable to reach agreement on a new provision in a 

successor agreement, the leave accorded the President in subsection “c” 

above and the Association reimbursement to the District according to 

section E.2.d(1) above shall constitute the status quo ante for purposes of 

negotiations under the EERA. 

F. Association Members Dues Deduction 

1. Employee Rights 

The District and PAEA/CTA/NEA recognize the right of employees to form, join, 

and participate in lawful activities of employee organizations and the equal, 

alternative right of employees to refuse to form, join, and participate in employee 

organizations. Neither party shall exert pressure upon nor discriminate against an 

employee in the exercise of these alternative rights. Accordingly, membership in the 

Association shall not be compulsory. 

2. Payroll Deductions - Association Dues and Other Voluntary Programs 

The District shall deduct from the pay of Association members and pay to the 

Association the normal and regular monthly Association membership dues as 

voluntarily authorized in writing by the employee on the dues authorization form 

developed by the Association, subject to the following conditions: 

a. Such deduction shall be made only upon written submission by the Association 

to the designated representative of the District the names of unit members who 

have completed the Association developed dues authorization form. Said form 

shall be duly completed and executed by the employee and an authorized 

representative of the Association. 

b. Existing administrative procedures regarding other legally authorized voluntary 

deductions shall be maintained. The Certificated Human Resources Office shall 

supply each unit member with information regarding all insurance programs 

and a list of items that have been approved for payment deductions. For those 

receiving ten warrants, double deductions shall be taken in May and June for 

dependent health, dental, and voluntary life insurance premiums. Such 

authorization may be invoked or revoked in writing by the unit member at any 

time. 

c. The District shall not be obligated to put into effect any new, changed or 

discontinued deduction authorization until the pay period commencing fifteen 

(15) days or longer after such submission. Authorizations to deduct Association 
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membership dues shall continue in effect according to the provisions of the dues 

authorization form developed by the Association. 

d. The parties agree that membership - adding new members, maintaining current 

members, or dropping members who complete the process with the Association 

to do so - is entirely a function of the Association, and no part of this Agreement 

may interfere with the Association membership process. 

3. District’s Obligation 

The District’s obligations under this Article are 1) to notify any unit member who has 

failed to comply with the provisions of this section that, as a condition of employment 

in the District, such unit member must either become an Association member, pay a 

service fee, or establish an exempt status and make payment pursuant to the 

provisions of this Agreement; and 2) to deduct from pay appropriate membership 

dues amounts pursuant to Section 2 herein. Under no circumstances shall the District 

be required to dismiss or otherwise discipline any Association member for failure to 

fulfill their obligations to pay the membership dues established herein. 

Hold Harmless and Indemnity Provision 

a. The Association, as defined by this Agreement, shall hold the District harmless 

and shall fully and promptly reimburse the District for reasonable legal fees and 

costs incurred in responding to or defending against any claims, disputes, or 

challenges, which are actually brought against the District or any of its agents 

by other than the Association in connection with the administration or 

enforcement of any section of this agreement pertaining to the deduction of 

membership dues. Such reimbursement shall include costs and attorneys’ fees 

incurred by the District. 

b. Upon notice that the District is going to seek indemnification or to be held 

harmless under this provision, the Association shall have the right to meet with 

the District regarding the reasonableness and merit of any claim, demand, suit, 

or action for which the District seeks indemnification, and shall attempt to agree 

whether any such action listed above in “(a)” shall be compromised, resisted, 

defended, tried or appealed. 

c. In determining whether or not such action shall be compromised, resisted, 

defended, tried or appealed, the District will defer to the Association’s interest 

if the District does not have a distinct and separate legal interest in the matter 

in dispute. 

d. The District shall not be entitled to be reimbursed for any fees, costs, charges, 

or penalties for which the Association was not properly notified and provided 

the opportunity to discuss as set forth herein; nor will the District be entitled to 

any such reimbursements when the District’s efforts in defending against such 

action would be duplicative, or when the District is defending a separate and 

distinct legal interest or when the District is defending an activity which is 

arguably subject to criminal liability on the part of any District administrator. 
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G. Consulting Procedures 

The Association may consult with the District consistent with Board Policy 4143. 

Consulting Procedures are not subject to the grievance process contained in Article V of 

this contract. 
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ARTICLE IV 

District Rights 

A. Definitions 

Except as expressly limited by this collective bargaining Agreement, and as thereafter 

amended or modified, it is understood and agreed by the Association that the District 

retains all of its powers to direct, manage and control the affairs of the District to the full 

extent of the law. Included in, but not limited to, those duties and powers are the exclusive 

right to: Determine its organization; direct the work of its employees; determine the times 

and hours of operation; determine the kinds and levels of services to be provided and the 

methods and means of providing them; establish its educational policies, goals and 

objectives; ensure the rights and educational opportunities of students; maintain the 

efficiency of District operations; determine the curriculum; build, move or modify 

facilities; establish budget procedures and determine budgetary allocation; determine the 

methods of raising revenue; and contract out work. In addition, the Board retains the right 

to hire, classify, assign, evaluate, promote, terminate and discipline employees. 

B. Emergencies 

1. The District retains its right to amend, modify or rescind policies and practices 

referred to in this Agreement in cases of emergency. Emergency is defined as an Act 

of God, natural disaster or other calamity affecting the schools. The determination of 

whether or not an emergency exists is solely within the discretion of the Board and 

is expressly excluded from the provisions of Article V, Grievance. 

2. The District shall publicly announce any such amendment, modification or rescission 

of policies and practices together with the specific facts, which constitute the 

existence of the emergency. Any such amendment, modification or rescission shall 

last only during the term of the emergency. 
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ARTICLE V 

Grievance 

A. Definitions 

1. A “grievance” is a confidential claim based upon an event or condition relating to the 

interpretation, meaning, or application of any of the provisions of the Agreement. 

Actions to challenge or change the policies of the District as set forth in the rules and 

regulations or administrative regulations and procedures must be undertaken under 

separate legal processes. 

2. A “Grievant” is a person, persons or Association making a claim of improper or 

illegal interpretation of any of the provisions of this Agreement who is adversely 

affected by such application or interpretation. When the Association files on behalf 

of a specifically named Grievant, such Grievant shall be available at each level of 

this procedure to respond to inquiries by the employer. In addition, the Association 

may combine two or more grievances for purposes of processing and hearing, 

provided the individual grievances involve the same issues of fact and same provision 

of the Collective Agreement, and provided all Grievants involved are present at each 

level of this procedure and are available to respond to inquiries by the employer. 

3. A “day” is any day, except those days during winter or spring vacation, in which the 

central administrative office of the Palo Alto Unified School District is open for 

business. Time limits for appeal provided in each level shall begin the day following 

the day that receipt of a written decision by the parties in interest was due. 

4. The “immediate supervisor” is the lowest level supervisor who has been designated 

to adjust grievances, having immediate jurisdiction over the Grievant. Jurisdictional 

disputes shall be resolved by the Assistant Superintendent - Human 

Resources/Administration. 

B. Informal Level 

1. Before filing a formal written grievance, the Grievant shall attempt to resolve the 

grievance by an informal conference with his/her immediate supervisor who shall, 

within ten (10) days, attempt to resolve the grievance and report back to the Grievant. 

The immediate supervisor shall discuss with the Grievant those persons he/she plans 

to involve while attempting to resolve the grievance. 

2. The informal level of the grievance shall begin within twenty-five (25) days after the 

alleged violation of the contract. The twenty-five day limitation shall not apply to 

alleged violations of the contract which occur while staff members are on sabbatical 

or straight leave granted by the Board provided that the grievance is filed within 

twenty-five (25) days after returning from sabbatical or straight leave. 
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C. Formal Level 

1. Level I 

a. If the grievance is not resolved to the satisfaction of the Grievant(s) at the 

informal level, the grievance shall be presented to the immediate supervisor and 

building principal, if they are not one and the same, within fifteen (15) days 

after the informal conference. 

b. This statement shall be a clear, concise statement of the grievance, the 

circumstances involved, the decision rendered at the informal conference, and 

the specific remedy sought. 

c. The supervisor shall communicate the decision to the Grievant in writing within 

fifteen (15) days after receiving the grievance. If the supervisor does not 

respond within the time limits, the Grievant may appeal to the next level. 

d. Within the above limits, either party may request and be granted a personal 

conference. 

2. Level II 

a. In the event the Grievant is not satisfied with the decision at Level I, the 

Grievant may appeal the decision in writing to the Administrator of Human 

Resources within fifteen (15) days. 

b. The statement shall include a copy of the original grievance, the decision 

rendered, and a clear, concise statement of the reasons for the appeal. 

c. Representative(s) of the Association may attend and state their views in any 

meeting with the Administrator and the aggrieved person, relating to the 

grievance filed. A grievance may be adjusted without the intervention of the 

Association, as long as the adjustment is made prior to the arbitration, and the 

adjustment is not inconsistent with the terms of this Agreement; and provided 

further, the District shall not agree to a resolution of a grievance until the 

Association has received a copy of the proposed resolution and has been given 

the opportunity to file a response. 

d. The Administrator shall communicate the decision within fifteen (15) days after 

receiving the appeal. Either the Grievant or the Administrator may request and 

be granted a personal conference within the above time limit. If the 

Administrator does not respond within the time limits, the Grievant may appeal 

to the next level. 

3. Level III 

a. If the Grievant is not satisfied with the decision at Level II, the Grievant may 

within ten (10) days appeal the decision in writing to the Superintendent. 

b. This statement shall include a copy of the original grievance and appeal, the 

decisions rendered, and a clear, concise statement of the reasons for the appeal. 
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c. The Superintendent shall communicate the decision to the Grievant within ten 

(10) days. If the Superintendent does not respond within the time limits 

provided, the Grievant may appeal to the next level. 

d. Either the Grievant or the Superintendent may request and be granted a 

conference at a mutually agreed upon time. 

4. Level IV - Mediation 

a. If the grievance is not resolved to the satisfaction of the Grievant at Level III, 

the Grievant may within ten (10) days of the delivery of the Level III decision, 

submit a request to the Association Executive Board requesting that the 

Association submit the grievance to mediation. If the Association Executive 

Board approves the request the Association shall submit the grievance to 

mediation by giving written notice to the Superintendent’s Office within fifteen 

(15) days after the date the request is made of the Association by the Grievant. 

b. The Association and the District agree to use a mediator from the State 

Mediation and Conciliation Service (SMCS). The mediator will be assigned at 

no cost, unless agreed otherwise between the District and the Association. Any 

resulting mediation expense shall be shared equally. Upon appointment of the 

mediator, mediation shall be scheduled according to the availability of the 

mediator and the parties. 

c. If an agreement is reached, the agreement shall be written and shall be signed 

by all the parties to the mediation. All settlement agreements shall be non-

precedential and shall constitute only a settlement of the particular grievance. 

5. Level V - Arbitration 

a. If the Grievant is not satisfied with the disposition of the grievance at Level IV, 

the Grievant may, within fifteen (15) days of the last meeting with the mediator, 

or within fifteen (15) days of the expiration of the timeline in Level IV above, 

submit a request to the Association Executive Board, requesting that the 

Association submit the grievance to arbitration. If the Association Executive 

Board approves the request, the Association shall submit the grievance to 

arbitration by giving written notice to the Superintendent’s Office within twenty 

(20) days after the date the request is made of the Association by the Grievant. 

b. Within fifteen (15) days after such written notices of submission to arbitration, 

the Superintendent’s Office and the Association shall request jointly the State 

Mediation and Conciliation Service (SMCS) to supply a panel of five (5) names 

of persons experienced in hearing grievances in public schools. Each party shall 

alternately strike a name until only one name remains. The remaining panel 

member shall be the arbitrator. The order of the striking shall be determined by 

lot. 

c. The fees and expenses of the arbitrator and the hearing shall be borne equally 

by the District and the Association. All other expenses shall be borne by the 

party incurring them. 
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d. Once the arbitrator has been selected, hearings shall commence at the 

convenience of the arbitrator. The arbitrator shall hear evidence and render a 

decision on the issue or issues submitted to him. If the parties cannot agree upon 

a submission agreement, the arbitrator shall determine the issues by referring to 

the written grievance and the answers thereto at each step. 

e. The arbitrator shall have no power to award punitive damages, make class 

action awards, except where the class is properly identified at Level I of the 

procedure, or make money damage awards effective any date earlier than up to 

one year prior to the date the grievance was filed, except as provided by law. 

f. The arbitrator shall have no power to add to, subtract from, or modify the terms 

of this Agreement or the written policies, rules, regulations, and procedures of 

the District. 

g. Issues arising out of the exercise by the Board and administration of its 

responsibilities under Article IV (District Rights) of this Agreement, including 

the facts underlying its exercise of such discretion, shall not be subject to this 

arbitration procedure. 

h. After a hearing and after both parties have had an opportunity to make written 

arguments, the arbitrator shall submit in writing to all parties his findings and 

recommendations and shall set forth the arbitrator’s reasoning and conclusions 

on the issues submitted. 

i. The arbitrator’s decision is final and binding except that the arbitrator’s award 

must be supported by the preponderance of the evidence and in conformance 

with law. Such awards are specifically reviewable by the Superior Court 

pursuant to the processes and procedures set forth under the California Code of 

Civil Procedure. 

D. Miscellaneous 

1. No reprisals of any kind shall be taken by the District or the Association against any 

participant in the grievance procedures. 

2. A unit member may be self-represented or have a representative of the unit member’s 

own choice at all formal levels of the grievance procedure below Level V. 

3. When a Grievant is required to appear before an agent of the employer, or the 

employer, the meeting shall be at a mutually agreed upon time and the Grievant shall 

be given the reasons for the required appearance. 

4. All grievances shall be treated as confidential matters and as such only persons who 

are necessary to the processing of the grievance or to the adjustment of the grievance 

or necessarily involved in the investigation of the grievance shall have access to 

information concerning the grievance. 

5. Nothing contained herein shall deprive any unit member of any legal right that he 

presently has. 

6. Any expenses incurred shall be borne by the parties incurring them, except as 

provided for in Level V. 
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7. Any employee who is requested to appear in such conferences or hearings as a 

witness during working hours shall be accorded release time, but not the cost of a 

substitute. Witnesses shall be informed that their testimony shall be kept confidential 

unless they choose to make it public. 

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

grievance shall be filed in a separate grievance file and shall not be kept in the 

personnel file of any of the participants. 

9. Neither the employer nor the Association shall be permitted to assert any grounds or 

evidence before the arbitrator that was not previously disclosed to the other party. 

The arbitrator shall consider only those issues that have been carried through prior 

steps as required by the provisions of the procedure. 

The Superintendent, or his designee, and the Association agree to make available to 

both parties all pertinent information, not privileged under law or employer policies, 

in their possession or control and which is relevant to the issues raised by the 

grievance. 

10. If the Association and the Superintendent, or the Superintendent’s designee, agree in 

writing, the grievance may be brought directly to any higher level of the grievance 

procedure. Time limits may be shortened or extended. 

11. A grievance may be withdrawn at any level without establishing precedent. 

12. A decision rendered at any level shall be considered final unless an appeal is 

registered within the limit specified. If a decision is not given to the aggrieved party 

within the time limit, an appeal may be taken to the next level. 

13. Nothing in these grievance procedures is meant to deny to either the Association or 

to the District the right to complain directly to the other, at whatever level seems 

appropriate, about the handling of issues that appear elsewhere in this contract other 

than in the articles on Association Rights or District Rights. Such discussions shall 

not be matters of formal grievance procedures unless both parties agree that formal 

grievance procedures should be entered into as a possible way of avoiding a contest 

over unfair labor practices with the Public Employment Relations Board. 
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ARTICLE VI 

Compensation & Benefits 

A. 2025-2026 Teachers’ Salary 

1. Salary Schedule Increase: The 2025-2026 Teachers' Salary Schedule shall reflect a 

five percent (5%) increase over the 2024-2025 Employees' Salary Schedule, effective 

July 1, 2025. 

Appendix H (Certificated Special Salaries and Stipends, including Hourly, Adult 

Education) shall be increased by five percent (5%) as of the date the Tentative 

Agreement is approved by the Board. 

2. One-Time Payment: Employees shall receive an off-salary schedule recognition 

payment of $5,000, pro-rated based on FTE, with eligibility capped at a maximum of 

1.0 FTE. To be eligible, the employee must be in paid status as of December 19, 

2025. 

B. 2026-2027 Teachers' Salary 

1. Salary Schedule Increase: The 2026-2027 Teachers' Salary Schedule shall reflect a 

five and four-tenths percent (5.4%) increase over the 2025-2026 Employees' Salary 

Schedule, effective July 1, 2026. 

Appendix H (Certificated Special Salaries and Stipends, including Hourly, Adult 

Education) shall be increased by five and four-tenths percent (5.4%) effective July 1, 

2026. 

2. Recognition Payment: Employees shall receive an off-salary schedule recognition 

payment of $5,000, pro-rated based on FTE with eligibility capped at a maximum of 

1.0 FTE. To be eligible, the employee must be in paid status as of December 1, 2026. 

The payment will be processed at the end of December 2026. 

C. Benefits 

1. Retirement and Workers’ Compensation 

The District shall pay the increased employer costs of all STRS, PERS and workers’ 

compensation benefits during the duration of this contract. 

2. Unemployment Insurance 

The District shall pay the cost of this item, if mandated by law during the duration of 

this contract. 

3. Life Insurance 

For the duration of the contract, the District shall provide life insurance coverage for 

active employees at the same level [Note: the new plan benefits are based on age- up 

to age 65, $100,000, age 65-69- $65,000, age 70 and older, $50,000] and shall pay 

the premiums for each active employee who qualifies for full benefit coverage. The 

District shall pay the pro-rated premiums for active employees who work more than 
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fifty percent (50%) but less than one hundred percent (100%), as specified in Section 

C.4.h(2) of this article. 

4. Medical, Dental, and Vision Insurance 

a. The District and PAEA are committed to providing unit members with cost 

effective health insurance coverage with plan choices and family coverage. 

Therefore, they each hereby instruct their appointed representatives to the Joint 

Benefits Committee to explore all options, including but not limited to: 

(1) Changing carriers 

(2) Changing coverage levels 

(3) Changing rate structures 

(4) Changing eligibility requirements 

To achieve our joint goal, the Committee shall make every reasonable effort, 

depending upon obtaining information from the benefits consultants, to issue 

its recommendations to the parties no later than September 10th of each school 

year. Within two weeks of receiving a recommendation from the Joint 

Committee, the District and PAEA shall make every reasonable attempt to meet 

to negotiate this Article. 

b. The District will provide coverage to domestic partners of unit members, 

provided the definition of domestic partnership meets all the criteria of Section 

297 of the California Family Code, and provided further that the unit member 

presents the District with proof that a valid declaration of domestic partnership 

has been filed pursuant to the above Family Code section or with any local 

agency registering domestic partnerships. At any time during this agreement, 

the carriers and the benefits specifications may be changed through negotiations 

if the parties mutually agree. 

c. The District shall assume and pay for the full cost of health (medical) insurance 

benefits for the full-time employee only, prorated for part-time employees who 

work at least half-time (defined as a .50 FTE assignment). 

For the calendar years 2027 and 2028 only, the District’s contribution to the 

cost of medical insurance benefits provided in this collective bargaining 

agreement will be ninety percent (90%) of the premium cost for the employee 

+ 1 and employee + family plans. 

The ninety percent (90%) contribution amount will be calculated for each 

employee +1 and employee + family plan based on the employee’s contracted 

FTE assignment. Employees working at least .50 FTE assignment hours per 

week but less than 1.0 FTE assignment shall be prorated based upon a full-time 

1.0 FTE assignment. The employee will contribute the remaining ten percent 

(10%) cost amount not covered by the District. 

In January of 2028, the District and PAEA agree to negotiate medical insurance 

benefits contribution amounts to premium costs for both employees and the 

District. If an agreement is not reached by June 1, 2028, the District will 



– 19 – 

contribute eighty percent (80%) of the cost of medical insurance benefits and 

employees will contribute twenty percent (20%) for the coverage calendar year 

of 2029. 

d. Joint Benefits Committee 

(1) The District will form a Joint Employee-Employer Benefits Committee, 

comprised of four (4) appointees each of the Association, the District, and 

CSEA and one (1) appointee from PAMA. 

(2) The purpose of the Committee will be to consider and make 

recommendations to the negotiating teams regarding matters related to 

medical, dental, and vision benefits, including the following: 

(a) To explore alternative indemnity carriers and/or modification of 

current indemnity benefit specifications; 

(b) To recommend employment of the necessary professional advice 

regarding medical, dental and vision programs; and 

(c) To review and make recommendations on any cost savings or cost 

containment measures, including brokerage/sales fees, pre- and 

post- admissions review, contracting with local hospitals, and 

utilization review. 

(3) The respective parties will make their appointments annually by April 15 

of each year. The first meeting will be scheduled by the District Human 

Resources Office; thereafter meetings will be scheduled by consensus of 

the Committee. Released time will be provided for the committee 

members. 

e. No person shall be covered under more than one plan contributed to by the 

District. An employee with a spouse or partner who is also employed by the 

District would be covered in the following manner: 

(1) No dependents: (a) each may be covered under employee only coverage 

or (b) one employee-plus-one coverage policy. 

(2) One or more dependents: (a) one employee-plus-family coverage policy. 

(3) Employee contributions: Married or registered partners, both benefit 

eligible and employed by the District may be eligible for an additional 

District contribution toward the employee contribution for health benefits 

in the Kaiser or Sutter Health Plus HMO employee-plus-one and the 

Kaiser or Sutter Health Plus HMO employee-plus-family medical 

coverage policies. Adding the FTE of the couple and multiplying the 

portion over 1.0 FTE by the District’s monthly contribution for the Kaiser 

or Sutter Health Plus HMO employee-only policy shall determine the 

amount of the additional District contribution toward the employee 

contribution. If this product equals or exceeds the employee monthly 

contribution for the chosen Kaiser or Sutter Health Plus HMO policy then 

the couple will not be required to pay the employee contribution. If this 

product does not equal or exceed the employee contribution for the chosen 
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HMO policy then the couple will pay the difference as a monthly payroll 

deduction. Married or registered partners, where both are benefit eligible 

part-time employees, may combine their FTE to qualify for the full-time 

District contribution toward an employee-plus-one or employee-plus-

family policy without having the District’s contribution prorated. 

f. Employees eligible for full-time medical coverage who provide proof of 

comparable medical coverage through a non-District spouse or legal partner 

may choose to decline District medical coverage and receive $2500 in ten (10) 

equal payments for a full-year of non-coverage. Employees who have declined 

medical benefits and received the non-coverage payment may reenroll in a 

medical plan during open enrollment or if a qualifying event occurs. It is within 

the sole discretion of the District to continue this provision for each successive 

year of this agreement. 

g. Employees eligible for full-time dental coverage may choose to decline District 

dental benefits and receive $300 in ten (10) equal payments for a full year of 

non-coverage. Employees who have declined dental benefits and received a 

non-coverage payment may reenroll in the Delta Dental PPO plan during open 

enrollment or if a qualifying event occurs. It is within the sole discretion of the 

District to continue this provision for each successive year of this agreement. 

h. Part-Time Employees 

(1) Employees must work one-half (.5) of a full time equivalent (FTE) 

position or more to be eligible for health, dental, vision and life insurance 

coverage. 

(2) For employees regularly assigned at least .5 FTE but less than 1.0 FTE, 

the District’s contribution for health insurance benefits (medical, dental, 

vision and life) shall be prorated based upon a full time assignment. If the 

employee elects to participate in the District’s health plans, the part time 

employee shall pay the balance of the premium cost through monthly 

payroll deductions in advance of the month of coverage. 

(3) Summer school employment shall not be considered for purposes of 

eligibility for health and welfare benefits. 

D. Salary Advancement 

1. Step Advancement 

Unit members (including those members with part-time assignments) who work at 

least seventy-five percent (75%) of the days required for their assignment shall have 

that year count as a year of experience for salary purposes and shall move one step 

on the certificated employee salary schedule. Unit members (including those 

members with part-time assignments) whose assignments do not span the length of a 

full school year shall not be eligible to move one step on the salary schedule. The 

District shall use both days worked and personally accumulated sick leave used 

during the year to calculate the number of days of service for a given school year. 
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2. Column Advancement 

“Plan for Salary Advancement” is incorporated into this Agreement by reference as 

Appendix B and shall be subject to the grievance procedure, except for the section 

“Salary Advancement Categories.” 

E. Salary Payments 

The procedures in effect January 17, 1978, as outlined in Section 6 of Policy VI-E, 

“Compensation and Related Benefits” of the Board Policy and Procedure Manual, shall be 

maintained for the duration of the contract. The mileage reimbursement for approved travel 

will be the Internal Revenue Service rate. 

F. Pre-Retirement and Post-Retirement Employment Programs 

1. The “Pre-Retirement Employment and Post-Retirement Programs” are incorporated 

into this Agreement by reference as Appendix D. 

2. Subject to Education Code Section 22119.2, the District will make the following 

activities creditable for STRS Defined Supplement Benefit: 

a. All regular teaching beyond 1.0 FTE; 

b. Stipends listed in Appendix H; 

c. Summer school; 

d. Academy teaching; 

e. Lead teacher; 

f. Hourly rate teaching; 

g. Substituting during the school day; 

h. Curriculum writing; 

i. Induction coach; and 

j. PAR consulting teacher. 

3. In addition, the Superintendent or designee and the Association President may agree 

during the term of this Agreement to add to the list provided the work qualifies under 

Education Code Section 22119.2. 

4. This supplemental benefit may be taken at retirement as an additional annuity or as a 

lump sum payment, for purposes of paying medical benefits or any other individual 

use. 

G. Peer Assistance and Review Program 

The “Peer Assistance and Review Program” is incorporated into this Agreement by 

reference as Appendix E, and is subject to the grievance procedure, except for the first 

three paragraphs of “Program Description.” 
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H. Summer School Pay 

The pay for summer school shall be increased by a percentage equal to the percentage 

increase in Appendix A, for each year of this Agreement. 

I. Certificated Special Salaries 

Certificated special salaries are incorporated into this agreement by reference as Appendix 

H. 

J. Early Notice of Retirement Bonus 

A permanent unit member who submits written notice of retirement to the District by 

February 15th of the year of retirement shall receive a bonus of $1000 for providing the 

District with the early notification. The bonus shall be pro-rated based upon a full-time 

assignment. 

K. Professional Learning Stipend (PL Stipend) 

The District is committed to fostering a culture of on-going professional learning in 

PAUSD in order to create an environment in which every staff member is actively engaged 

in professional learning that enhances their ability to improve the experience and education 

of our students. Unit members and administrators will jointly identify and provide quality 

professional learning opportunities focused on student learning. 

1. The District shall form a committee with teacher representation to assist in identifying 

eligible professional learning activities and in evaluating the effectiveness of the 

activities. The Professional Learning Committee will consist of three (3) unit 

members appointed by the Association and three (3) members appointed by the 

District. The committee shall be responsible for: 

a. Assisting in the identification of eligible professional learning activities 

b. Assisting in the communication with unit members of those activities that 

qualify for the PL Stipend. 

c. Providing feedback on the effectiveness of professional learning activities 

offered by the school sites and District during staff development days 

2. Unit members will earn the PL Stipend by engaging in 18 hours of eligible 

professional learning activities outside the professional workday and beyond those 

activities provided during designated staff development days. 

3. The PL Stipend will be paid at the rate published in Appendix H. 

4. Unit members who plan and complete 18 hours of eligible professional learning 

activities in a given year may earn the PL Stipend annually. 

5. Unit members changing grade levels, by their choice, and unit members returning 

from leave of absence shall be encouraged to participate in this PL program prior to 

the start of the school year. 

6. Unit members shall have their proposed professional learning activities pre-approved 

by their site principal using district-supplied forms. If a proposed activity is denied 
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by the principal, the unit member may appeal the decision to the Associate 

Superintendent or designee. 

7. In extenuating circumstances, the Superintendent or Superintendent’s designee may 

grant a unit member an extension beyond the two-year time frame to complete the 18 

hours of professional learning. 

8. Unit members approved by their sites for professional learning hours beyond the 18 

hours needed for the PL Stipend will be paid at the hourly professional learning rate 

in Appendix H. 

9. Professional learning hours used for the PL Stipend may not be used for units to move 

columns on the salary schedule. 

10. The District has the sole discretion to discontinue the PL Stipend program (stipend 

and expectation of 18 hours of professional learning every two years) for any school 

year beyond 2015-16. 
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ARTICLE VII 

Hours 

A. Working Hours 

1. All unit members shall be available to students and other staff members before 

opening and after the closing of school each day. 

2. General education teachers assigned to two or more sites, on the same day, shall not 

be assigned any extra pupil supervision. General education teachers assigned to two 

or more sites, in the same week, may be assigned extra pupil supervision in an amount 

not to exceed that for unit members assigned to one site in the week. Special 

Education teachers assigned to two or more sites shall not be assigned any extra pupil 

supervision. 

3. Site and District administration shall provide staff with three (3) days’ advance notice 

of meetings not calendared at the beginning of the year. 

4. Mandated staff development programs shall be scheduled on shortened teaching 

days, as part of regular department meetings or when released time is provided for 

those unit members involved. 

5. Grades K-6 teachers and TK teachers working more than 80% FTE shall be given up 

to four days of released time per year for the purpose of conducting bi-annual Fall 

and Spring parent conferences or a stipend equal to four days at the daily rate 

specified in Appendix H, for conducting parent conferences outside the school day. 

Elementary (K-5) Special Education, Elementary ELL, Reading Specialists, and 

Speech/Language teachers shall be given up to four days of released time per year, 

or a stipend equal to a maximum of four days at the daily rate specified in Appendix 

H, for the purpose of attending and participating in bi-annual Fall and Spring parent 

conferences beyond the federal and state mandated meetings (e.g. IEP meetings). 

Transitional Kindergarten (TK) teachers working up to and including 80% FTE shall 

be given up to three days of release time, or the equivalent stipend, for the 

aforementioned duties. 

6. Meeting time for Elementary Teachers 

a. Elementary teachers will not be required to attend more than four (4) hours of 

mandatory staff meetings, outside the regular workday, per month. 

b. Elementary sites may jointly determine to schedule staff meetings, leadership 

team meetings, staff development and staff collaboration activities on 

restructured days, which may occur on any regular day, including Wednesdays. 

c. Before the end of the school year, the principal and the teaching staff/leadership 

team at each elementary school site will jointly determine an annual schedule 

of mandatory staff meetings with specified start and end times for the 

subsequent school year. This schedule may include, but not be limited to, site, 

grade level, cluster, department, and faculty meetings. 
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7. Meeting Time for Secondary Teachers 

a. Faculty and department meetings will be scheduled on restructured days, which 

may occur on any regular school day. 

b. Before the end of the school year, the principal and the leadership team at each 

secondary site will jointly determine an annual schedule of mandatory staff 

meetings with specified start and end times for the subsequent school year. 

8. Part-time teachers shall be required to attend site meetings proportionate to their 

regular percentage FTE assignment. 

9. Mandatory meetings of staff will be run in an efficient manner. The PAEA site 

representative, after discussion with the principal, may ask for the Superintendent or 

designee’s assistance in the event that the meeting practice at the site is inefficient. 

10. Salary advancement credit will be earned for service on a school site council or as a 

designated school or grade level representative on a district committee mutually 

identified as being eligible for salary advancement credit by the 

Superintendent/designee and President of the Association. One unit for salary 

advancement is earned for each 15 hours of actual attendance at school site council 

or committee meetings. Unit members on column BA+90 will earn the stipend 

specified in Appendix H in lieu of salary advancement credit provided site 

council/district committee attendance is a minimum of 15 hours of attendance. In all 

cases, if actual attendance is less than 15 hours, the unit member will receive a 

prorated amount of hours or a prorated amount of the stipend provided in Appendix 

H (See Appendix B for details). 

11. The District will, consistent with law, notify the Association of any proposed changes 

to the school day which might have negotiable impact on unit members’ hours. 

B. District-Wide Minimum Days 

At the beginning of the school year, the District shall furnish each employee a calendar of 

specific minimum days. In addition, the Superintendent, or designee, shall approve all 

additional minimum days or any departure from the established hours prior to a change in 

any such schedule at a particular school within the District. 

Unit members shall be dismissed at the end of the student instructional day on District-

wide minimum days, including the Friday before Labor Day Weekend no matter which 

week their school holds its Back to School Night. The District-wide minimum schedule 

shall be: 

1. Secondary: Follow school site student instructional day for minimum days 

2. Elementary: Students are released four (4) hours after the start of the instructional 

day. 

C. Working Days 

1. The work year shall be 187 days: 

a. 180 - Student attendance days 



– 26 – 

b. 3 - Staff development days 

c. 1 - District workday for site and District meetings 

d. 3 - Teacher directed workdays for preparation, collaboration, and school year 

completion. 

2. Some part-time unit members’ particular work year may not include 180 student 

attendance days, but all part-time unit members are required to attend the staff 

development days, district workday and teacher directed workdays mentioned above, 

and shall be compensated each of those days an amount equal to the difference 

between their part-time FTE percentage and full-time FTE (100%) multiplied by their 

per diem salary. 

3. If the District requires a unit member to work additional days, said unit member shall 

be compensated at a daily rate in accordance with the unit member’s placement on 

the salary schedule. 

4. The work year for unit members appointed by the District to be District Teachers on 

Special Assignment (DTOSA) shall be 200 days. This work year does not apply to a 

unit member appointed by a site to be Site Teacher on Special Assignment (STOSA). 

5. The work year for secondary school counselors shall be the teacher work-year plus 

four (4) additional days. The four (4) additional workdays may occur before the first 

teacher workday and/or after the last teacher workday of the school year. The school 

principal shall determine the specific workdays, in consultation with the counselor. 

If the District or school principal requires a unit member to work additional days, 

said unit member shall be compensated at a daily rate in accordance with their 

placement on the salary schedule. Three workdays are contingent upon the District’s 

continued ability to receive funding according to Education Code Section 44579. 

6. In developing the school year calendar for the succeeding school years, the parties 

will use the following process: 

a. By November 1, the designees for PAEA, CSEA, and the District will publicly 

meet and negotiate over the work calendar. 

b. The tentative agreement will be forwarded to the Board of Education for 

consideration in a session open to the public. 

c. If the Board does not adopt the tentative agreement, the joint parties will meet 

and negotiate again, or at the election of PAEA, will meet and negotiate 

separately on mandatory subjects related to the school calendar. 

D. Reduced Workload Program 

Requirements unit members must meet to participate in the Reduced Workload Program 

(Willie Brown Act), referenced in Appendix D-1 “Pre-Retirement Employment and Post-

Retirement Programs”, are available in the Certificated Human Resources Office. 
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ARTICLE VIII 

Transfers 

A. Definitions 

A transfer is a movement of a unit member to a different level (elementary, middle, high, 

or alternative program) or site. Transfers are seen as a means to facilitate and support 

professional growth or to meet specific individual, site, or district needs. A unit member, 

his/her principal or supervisor, or the Superintendent or his/her designee may initiate a 

transfer. The District shall attempt to make transfers on a mutually satisfactory basis among 

unit members. Teachers shall be assigned to teach within the authorizations of their 

teaching credentials and, to the extent possible, within their major or minor fields of study. 

B. Information on Teacher Needs 

Early in February of each year, information shall be requested from unit members 

regarding their plans for the ensuing school year. Results of this survey provide preliminary 

information on personnel needs for the fall semester. 

C. Vacancies 

A current list of vacancies shall be posted on the PAUSD staff web site with known 

information about the grade level/subject and school site of the vacancies. Unit members 

are encouraged to check the PAUSD staff website regularly for the most up-to-date 

vacancy information. 

D. Transfers Initiated by Unit Member 

1. The Human Resources Department shall coordinate the transfer process for the 

District. 

2. The deadline for self-initiated transfer requests for the following school year is March 

1st. 

3. Unit members interested in transferring to a different position shall submit a transfer 

request, using the District form, to the Assistant Superintendent--Human Resources. 

Transfer request forms are available on the PAUSD Intranet in the general forms 

folder of the Human Resources section. Unit members are encouraged to discuss their 

interest in a transfer with their supervisor. 

4. The Assistant Superintendent--Human Resources or his/her designee shall 

acknowledge receipt of transfer requests within five days of receipt; and, unless 

special arrangements are made, shall communicate the transfer requests to the 

principal/supervisor of those sites/departments that the unit member indicated on the 

transfer request form and to the unit member’s current principal/department 

administrator. Unit members are encouraged to contact site/department 

administrators with vacancies matching their interests. 

5. Transfer requests from unit members who meet the position qualifications shall be 

considered in the following order: 
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a. Displaced teachers due to collapsed classes and loss of bubble classes. 

b. Permanent unit members and unit members returning from leave of absence or 

teacher-on-special-assignment (TOSA) positions. 

c. Probationary/Temporary unit members 

6. When a vacancy exists, the site principal or other responsible administrator shall 

interview, in person or via phone, all qualified unit members with transfer requests 

matching vacancies in his/her building/department. The site principal or other 

responsible administrator shall communicate in writing the final action taken to fill 

the vacancy with each unit member who interviewed for a transfer. 

7. A unit member who initiates a request for transfer need not accept a 

position/assignment offered, but may remain in his/her present role. 

8. In the event a unique vacancy occurs after March 1st, then the deadline is extended 

to 5 school days after the vacancy is posted. 

9. Vacancies that occur after the school year ends shall be posted on the PAUSD staff 

website. However, these late vacancies shall be filled in the most expedient manner, 

with no timeline for posting or filling the vacancy. 

10. In the event a unit member’s grade-level assignment changes after March 1st, the 

deadline for a self-initiated transfer request for that unit member shall be extended to 

5 school days after the assignment change is communicated in writing to the unit 

member. 

E. Transfers Initiated by Principals, Supervisors, or District Administration 

1. The central administration or a site principal or supervisor may initiate teacher 

transfers in order to meet the staffing needs of the District or site. 

2. Staffing needs of the District or site that may be considered when initiating transfers 

include, but are not limited to: 

a. Special qualifications; 

b. Minority representation; 

c. Male-female balance; 

d. Varied length of service at the site or in the department; 

e. Level of experience and expertise; and 

f. Staff collaboration and teamwork. 

3. Before an administrative transfer is initiated, each person affected by the proposed 

transfer shall participate in a conference with the principal and the administrator of 

Human Resources. The parties will discuss the issues giving rise to the transfer, 

explore possible options to resolve the issue other than a transfer, and seek mutual 

agreement on a resolution. If an administrative transfer is initiated, the District will 

provide a written response as to the reasons for the transfer. 

4. Administrative transfers will not be made for disciplinary purposes. 
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5. In considering administrative transfers, every effort shall be made to place a unit 

member who meets the Teaching Standards defined in Article X in an appropriate 

assignment, as perceived by the unit member and his/her supervisor. 

6. When considering involuntary staff transfers, if an employee has signed a formal 

agreement with the District to retire at the end of the next school year, the District 

administration shall make a good faith effort to keep the employee at the same school 

site during the last year of employment. 

F. Transfers Resulting from School Closure or District Reorganization 

A committee consisting of four (4) representatives each from the Association and the 

District shall meet to review transfer procedures if or when school closure or District 

reorganization occurs. 

G. Newly Created Certificated Positions 

Newly created certificated positions within the bargaining unit shall be advertised in 

accordance with District procedures and shall include the job description and necessary 

qualifications. 
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ARTICLE IX 

Class Size 

A. Class Size Staffing Ratios 

The class size staffing using the Remediation Measures as stated in section B of this article 

shall be based on the following: 

Grade TK-K One teacher per 19 students 

Grade 1 One teacher per 22 students 

Grades 2-3 One teacher per 23 students 

Grades 4-5 One teacher per 24 students 

Grade 6 (Core) One teacher per average of 24 students 

Grades 7-10 (Math/English) One teacher per average of 24 students 

Grades 6-12 One teacher per department average of 28.5 

students 

 

*Core – 6th Grade English, Math, Science, Social Science 

B. Remediation Measures 

1. If the daily enrollment in a K-12 class exceeds the class size ratio listed in Section A, 

the remediation measures of Section B.2 and B.3 will apply. This remediation will be 

quarterly and will be calculated on the fifteenth day of each quarter. 

2. For K - 5th grade, when remediation measures apply, the remediation funds shall be 

provided in the form of a stipend to the classroom teacher paid quarterly in the amount 

of $750 per applicable student (maximum of $3,000 annually per applicable student). 

3. For 6th - 12th grade, when remediation measures apply, the first consideration for the 

use of the remediation funds shall be to reduce the impact of the larger class size. The 

principal and staff members involved shall explore and mutually discuss the 

following methods for remediation, and thereafter the principal shall select from the 

following options: 

a. Aide assistance 

b. Additional aide time or additional classroom support FTE 

c. Transfer of pupils 

d. Hiring of additional teacher(s) 

e. If after discussion, none of the above options are feasible, the principal and staff 

members involved will present a remediation plan for equivalent funds in lieu 

of personnel to the Superintendent or designee for approval. In the case of 

remediation in grades 6 through 12, the principal will present the remediation 

plan to the staff by the twenty-first day of the semester or school year, 

whichever is appropriate. 
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f. All site administrators will do their best to balance classes equitably. 

4. The District shall provide the Association with the class size school average statistics 

as of the eleventh day of the school year, or thereafter on request. The Association’s 

building site representatives may participate in the remediation discussion. 

C. Combination Grade Classes 

Grades TK- 5 (with the exclusion of the Ohlone School model: Special Education classes, 

music instruction, physical education instruction, and library instruction) 

1. Educators who teach a combination class for the year will be paid $10,000 annually 

pro-rated stipend to a full-time equivalent assignment. The stipend is calculated based 

on the instructional year and shall be paid annually. 

The parties agree to form an ad hoc committee by May 31, 2026 to study the additional 

workload that comes from implementing standardized, grade-specific curriculum into the 

multi-grade Ohlone School model with the intention of creating an MOU to address the 

additional workload. 

The purpose of this article is to establish guidelines and procedures for the formation of 

combination classes in neighborhood elementary schools when there are not enough 

students to form a full class of students at a particular grade level. 

A combination class, for the purposes of this contract, shall be defined as a class in which 

students from two different grade levels are placed together under a single teacher's 

instruction. A combination class may be formed when the number of students at a particular 

grade level falls below the minimum class size threshold as defined by the PAUSD/PAEA 

CBA. 

Before the formation of a combination class, the school administration shall notify affected 

teachers. In the event of a combination class, the school administration shall make efforts 

to balance the grade levels represented in the class, taking into consideration the individual 

needs and abilities of the students. The school administration shall also ensure that class 

size remains within reasonable limits as defined by the PAUSD/PAEA CBA. 

D. Special Education and Related Services Case Management 

1. Special Education Ed Specialists/RSP/Mild-Moderate (not in a self-contained 

class)/ 

a. Case Management: 26 students per teacher. 

2. Special Education Mild-Moderate Self-contained Class 

a. Case Management/class size maximum of 12 students per teacher. 

3. Special Education Moderate-Severe/Extensive Support Needs 

a. Case Management/class size maximum of 10 students 

4. Therapeutic/Behavioral Classes 

a. Case Management/class size maximum of 10 students 
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5. Speech & Language Pathologists 

a. No individual SLP's caseload exceeds 50 students for SLPs that serve 

elementary/secondary students and 50 students for SLPs that serve 

preschool/transitional kindergarten students. 

6. Caseload Consideration: All caseloads will take into consideration the complexity 

and intensity of each student's needs, the number of meetings required, travel 

demands between sites, and the technology use needs of the students. 

This article shall be effective on July 1, 2026. 
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ARTICLE X 

Evaluations 

A. Introduction 

1. The District and the Association mutually agree on the importance of an evaluation 

system that: 

a. Acknowledges excellence in teaching, encourages risk-taking and collegiality 

for professional growth, and supports those needing assistance; 

b. Is based on standards of excellence that are well known and that are applied 

with clarity, consistency, and fairness for all teachers; 

c. Allows administrators, teachers, parents, and students to work together 

efficiently and effectively to continuously improve education in our schools. 

2. This article shall be implemented in accord with the guidelines of the Board Policy 

4115. 

3. In elementary and secondary school, the principal has ultimate responsibility for 

evaluating staff members. In the secondary schools, the principal may share this 

responsibility with other site administrators. 

4. By September 30 of each school year, staff members on the formal assessment 

schedule shall be notified by the Certificated Human Resources office of the name(s) 

of the person(s) responsible for their evaluation. 

5. The responsibilities and duties enumerated in this section are listed to indicate 

activities that help accomplish the goals of evaluation. It is not necessarily an all-

inclusive list. Staff and supervisors are encouraged to design and implement other 

activities that help fulfill the goals of evaluation. 

B. Definitions 

1. Professional Development Plan 

A document developed by the teacher in consultation with the supervisor describing 

a teacher’s professional growth interests and needs that: 

a. Covers one to four years of professional activity 

b. Includes 1-5 long-term professional growth goals that are consistent with 

school, district, and department goals and priorities 

c. Identifies the California Standards for the Teaching Profession (CSTP) and the 

California Standards for the School Counseling Profession (CSSCP) related to 

each professional growth objective; hereafter referred to as the “Standards” 

d. Identifies specific annual objective(s) to be the focus in the present year and 

describes activities to be undertaken 

e. Is updated each year and may be revised at any time, and 

f. Is kept on file by the teacher and supervisor/evaluator 
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2. Formal Observation 

A classroom observation by the supervisor/evaluator that: 

a. Is announced at least 2 days in advance 

b. Is preceded by a conference between supervisor and teacher unless the parties 

mutually agree that a pre-conference is not needed. 

c. Is at least 30 minutes in length, and 

d. Is followed by a conference and written report of the supervisor’s comments no 

later than five school days after the observation 

3. Informal Observation 

A classroom observation by a supervisor/evaluator that: 

a. Does not meet one or more of the criteria listed above for a formal observation. 

Informal observations include drop-ins, visits, or pass-throughs. These are 

usually short visits but have no time restrictions. 

b. For informal observations of more than 10 minutes, the supervisor/evaluator 

shall provide brief, informal, and meaningful feedback within 3 days to help the 

teacher reflect on their practice. 

C. Evaluation Plans 

1. Teachers will be evaluated by one of the following plans: 

a. Plan 1: Staff members who do not have permanent status in the District will be 

evaluated under Plan 1. 

b. Plan 2: Two and Four-Year Cycles 

(1) Plan 2.2 (two-year cycle): Permanent staff members who are judged by 

their supervisor(s) to meet all the Standards and who have been in the 

District fewer than ten years shall be evaluated under Plan 2.2. 

(2) Plan 2.4 (four-year cycle): Permanent staff members who have been in the 

District ten years or more and who are judged by their supervisor(s) to 

meet all the Standards shall be evaluated under Plan 2.4. 

c. Plans 3 and 4: Permanent staff members who are judged by their supervisor not 

to meet one or more of the Standards shall be evaluated by Plan 3 or Plan 4. 

These plans are described in Sections H, I, and J of this Article. 

2. Required procedures for each plan are listed here. Under no circumstances will any 

of the evaluation procedures described here prohibit the District from initiating 

termination procedures at any time for reasons other than unsatisfactory performance, 

pursuant to the Education Code. 

a. Plan 1 Required Procedures for Evaluation of Staff Members Not Having 

Permanent Status 

(1) Plan 1 Procedures Required of Staff Members: 
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(a) To follow the chronology outlined in Section G (Chronology) for 

relevant plan. 

(b) To meet with their supervisor to discuss progress toward meeting 

the PAUSD Teaching Performance Standards and/or toward 

achieving the annual objectives in the professional development 

plan. 

(2) Plan 1 Procedures Required of Supervisors/Evaluators: 

(a) To follow the chronology outlined in Section G (Chronology) for 

relevant plan. 

(b) To observe the work of the staff member for a sufficient period of 

time to make an appropriate assessment. 

(c) To make informal classroom observations, announced or 

unannounced and of any duration, as needed. 

(d) To be sure that no more than two supervisors observe a teacher at 

the same time. 

(e) To assist the staff member in identifying desired improvements and 

to develop a program to effect those improvements. If a desired or 

needed improvement for a staff member is identified, the supervisor 

shall indicate in subsequent written records whether or not the staff 

member has effected or partially effected improvement. 

(f) To determine whether a staff member’s performance meets the 

Standards. If it does not, the supervisor shall communicate this to 

the staff member in writing. The judgment of teacher performance 

reported on the Summary Evaluation will determine the evaluation 

status of the staff member at the start of the next school year. 

b. Plan 2 (2.2 & 2.4) Required Procedures for Evaluation of Permanent Staff 

Members Meeting the Standards 

A permanent teacher determined by their supervisor to be meeting all of the Standards 

shall be evaluated by Plan 2. 

(1) Plan 2.2 and 2.4 Procedures Required of Staff Members: 

(a) To follow the chronology outlined in Section G (Chronology) for 

Plan 2.2 or 2.4. 

(b) To meet and work with their supervisor/evaluator to: 

i. Develop a multi-year professional development plan that 

includes annual objectives; 

ii. Assess progress toward achievement of annual objectives; 

iii. Assess the staff member’s performance on the Standards; and 

iv. Assess the learning and working environment. 
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(c) In the formal evaluation year permanent teachers will choose from 

the following options: Instructional Design, Peer Evaluation, 

Observation, Data Driven Inquiry, or National Board Certification 

or Renewal and inform their supervisor of their choice. Regardless 

of option selected, all teachers on a Plan 2.2 and 2.4 shall complete 

the Summary Evaluation form in collaboration with their 

supervisor/evaluator. 

(d) Additional Procedures Required of a staff member on Plan 2.4: To 

have a professional dialogue and reflective review with 

supervisor/evaluator at the end of the second year of the four-year 

evaluation cycle to summarize achievements/efforts and to support 

continuous growth and achievement. 

(2) Plan 2.2 and 2.4 Procedures Required of the Supervisor: 

(a) To follow the chronology outlined in Section G (Chronology) for 

Plan 2.2 or 2.4. 

(b) To assist staff members in preparing a multi-year professional 

development plan that includes annual objectives, to provide 

support for staff member’s continuous progress toward achievement 

of the annual objectives in the plan, and to assess achievement of 

those objectives. 

(c) To provide staff members with information about goals and 

priorities at other levels within the system, and to ensure that 

individual staff members’ professional development plans support 

those goals and priorities. 

(d) To observe the work of the staff member for a sufficient period of 

time to make an appropriate assessment. In the informal evaluation 

year, at least one formal (at least 30 minutes in length) or one 

informal observation (more than ten minutes in length) with written 

feedback shall occur. 

(e) To assess whether a staff member’s performance meets the 

Standards. If the performance does not meet the Standards, the 

supervisor/evaluator shall communicate this to the staff member in 

writing, and procedures outlined in Evaluation Plan 3 shall be 

followed. 

Alternative evaluator: Any certificated employee on an Evaluation 

Plan 3 or 4 who receives an unsatisfactory observation/evaluation 

report shall, upon request, be provided at least one (1) additional 

observation, conference and observation report. At the employee's 

request, the additional observation, conference, and observation 

report shall be performed by a different administrator from the 

District as assigned by the Human Resources Department. The 

written observation report shall be made available as part of the unit 

member’s annual evaluation. Either the evaluator or unit member 
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may choose to have the observation report included as an attachment 

to the annual evaluation. 

(f) Additional Procedures Required of the Supervisor/Evaluators for 

staff on Plan 2.4: To have a professional dialogue and reflective 

review with each staff member at the end of the second year of the 

four-year evaluation cycle to summarize achievements/efforts and 

to support continuous growth and achievement. 

D. Procedures to Resolve Disagreement over the Professional Development Plan or 

Observation Schedule for Teachers on Evaluation Plans 1, 2.2, 2.4. 

The following procedures shall be followed in the event of a disagreement between the 

staff member and the supervisor/evaluator regarding the professional development plan or 

classroom observations. 

1. The staff member and the supervisor/evaluator shall make a good faith effort to 

resolve the disagreement themselves. 

2. If the disagreement persists, the parties may together invite a third party to assist in 

resolving the disagreement. 

3. If the third party is not successful in helping the staff member and 

supervisor/evaluator to resolve the disagreement, the staff member, 

supervisor/evaluator, and the third party shall each have the opportunity to state their 

position on the matter(s) in dispute and to have a written statement attached to the 

observation report or professional development plan. If necessary, a Human 

Resources administrator shall make the final decision on the matter(s) in dispute. 

E. Responsibilities of the Superintendent and their Staff 

1. To ensure fairness in the evaluation process by: 

a. Consulting with supervisors/evaluators to ensure that judgments are based upon 

appropriate data; 

b. Helping supervisors/evaluators identify and assist staff members who do not 

meet the Standards, or assisting those staff members directly; 

c. Developing forms for the recording of observations and for the summary 

evaluation consistent with the contract and with the agreement of the 

Association; and 

d. Reviewing completed summary evaluations. 

2. To provide for training of staff members who must evaluate the work of others. 

3. To make decisions regarding the initiation of termination of a staff member, pursuant 

to the Education Code. 

F. Responsibilities of the School District 

1. To provide the resources necessary for carrying out this process, including, but not 

limited to, the following: 
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a. Time for supervisors/evaluators and staff members to confer in order to develop 

the professional development plan; 

b. Training on the process of developing professional development plans and 

assessing staff member performance; and 

c. A list of immediate supervisors/evaluators for each member of the bargaining 

unit, to be provided to the Association no later than September 30. The District 

shall notify the Association of any changes in the September 30 list. 

2. To identify priorities for supervisors/evaluators in such a way that they have time to 

provide needed support for staff members. 

3. To establish goals for the District and to review progress toward the accomplishment 

of those goals. 

4. To specify the District goals and any specific objectives of a management team 

member or of any other supervisor if those objectives affect the staff member(s). 

5. To provide resources determined by the District to assist staff members in pursuing 

their professional development plans. 

6. To defend and indemnify, to the extent required by law, staff in the performance of 

their duties as an agent of the administration in the evaluation of a unit member. 

G. Chronology 

1. Evaluation tables are listed for Plans 1, 2.2 & 2.4 describing the procedures for both 

formal evaluation years, in which summary evaluations are required, and informal 

years, in which no written summary evaluation is required. 

2. All temporary and probationary staff members will follow the chronology given for 

Plan 1, which involves formal evaluation every year. 

3. All permanent staff members with fewer than ten years of experience in the District 

shall follow Plan 2.2, having a formal evaluation every other year except when: 

a. The staff member has been placed under Evaluation Plan 3: Does Not Meet 

Standards Support/Improvement Plan Implemented; 

b. The staff member has been placed under Evaluation Plan 4: Does Not Meet 

Standards — Administrative Review. 

4. All permanent staff members with ten or more years of experience in the District shall 

follow Plan 2.4, having a formal evaluation every four years and a professional 

dialogue with reflective review with the supervisor/evaluator in the second year of 

the cycle, except when circumstances exist as detailed in G.3.a. and 3.b. listed above. 

5. The target dates listed in the tables do not necessarily preclude those activities from 

also occurring during other times of the year. 

6. This Chronology by itself does not give a complete picture of the evaluation process. 

It must be looked at in conjunction with the responsibilities listed on the previous 

pages. Further, the establishment of the following target dates is not meant to ignore 
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the importance of ongoing informal meetings between the supervisor and the staff 

member. Such meetings are an important part of the evaluation process. 

7. The target dates listed in these tables are dates by when the procedures are expected 

to be accomplished, although exceptions may be made. If procedures are not 

accomplished within two weeks after the target dates listed, some final judgments 

about the staff member’s performance that year may be impossible or inappropriate. 

8. During the informal evaluation year, staff members will be expected to review and 

revise their professional development plans, and may use a variety of methods for 

assessing progress on their professional development plans, including self-

evaluation. Informal meetings with supervisors are encouraged. 

Plan 1 — Chronology 

This plan applies to all temporary and probationary staff members and their supervisors. 

Formal evaluation occurs every year. 

A staff member who is employed more than 40% and who is temporary for a third 

consecutive year will follow the chronology for a temporary staff member who is equal to 

or less than 40%. 

Plan 1 

Completion Date 
Probationary 2 Staff Supervisor 

11/1 Meet to discuss progress on Standards 1st Interim Assessment 

12/21 Meet to discuss progress on Standards 2nd Interim Assessment 

2/15 Meet to discuss progress on Standards 3rd Interim Assessment 

Provide opportunity for staff assessment 

of administrative performance* 

3/1  Complete “Summary Evaluation” and 

Tenure Decision 

* The District and the Association agree the purpose of assessment of administrative performance is to provide 

meaningful feedback on leadership practices. The District will develop forms for this purpose with input from 

PAEA. The questions will include multiple choice or scaled questions. The administrator may add more questions, 

including open-ended, at their discretion. All feedback will be unidentifiable unless the unit member chooses to 

self-identify. 

 

Plan 1 

Completion Date 
Probationary 1 & Temporary Staff Supervisor 

11/1 Meet to discuss progress on Standards 1st Interim Assessment 

2/15 Meet to discuss progress on Standards 2nd Interim Assessment 

Provide opportunity for staff assessment 

of administrative performance* 

4/1 Meet to discuss progress on Standards 3rd Interim Assessment 

4/1  Complete “Summary Evaluation” and 

Rehire Decision 
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Plan 1 

Completion Date 
Probationary 1 & Temporary Staff Supervisor 

* The District and the Association agree the purpose of assessment of administrative performance is to provide 

meaningful feedback on leadership practices. The District will develop forms for this purpose with input from 

PAEA. The questions will include multiple choice or scaled questions. The administrator may add more questions, 

including open-ended, at their discretion. All feedback will be unidentifiable unless the unit member chooses to 

self-identify. 

 

Plan 1 

Completion Date 
Temporary 40% or Less Staff Supervisor 

12/21 Meet to discuss progress on Standards 1st Interim Assessment 

2/15  Provide opportunity for staff assessment 

of administrative performance* 

4/1  Complete “Summary Evaluation” and 

Rehire Decision 

* The District and the Association agree the purpose of assessment of administrative performance is to provide 

meaningful feedback on leadership practices. The District will develop forms for this purpose with input from 

PAEA. The questions will include multiple choice or scaled questions. The administrator may add more questions, 

including open-ended, at their discretion. All feedback will be unidentifiable unless the unit member chooses to 

self-identify. 

 

Plan 2.2 — Chronology 

This plan applies to all permanent staff members who have been in the District for fewer 

than ten years and who meet the Standards. It has a two-year cycle, alternating formal and 

informal evaluation years. 

Plan 2.2 

Completion Date 
Staff Member Supervisor 

Informal Year (1) 

10/15 Meet to write, discuss, and plan implementation of professional development plan 

2/15  Provide opportunity for staff assessment 

of administrative performance* 

4/30 Discuss and assess progress on professional development plan 

5/1 Plan tentative revisions in professional 

development plan for following year 
 

Formal Year (2) 

10/15 Meet to write, discuss, and plan implementation of professional development plan 

2/15  Provide opportunity for staff assessment 

of administrative performance* 

4/30 Discuss and assess progress on professional development plan 

5/1 Plan tentative revisions in professional 

development plan for following year 

Complete “Summary Form for 

Evaluation of Performance” 
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Plan 2.2 

Completion Date 
Staff Member Supervisor 

* The District and the Association agree the purpose of assessment of administrative performance is to provide 

meaningful feedback on leadership practices. The District will develop forms for this purpose with input from 

PAEA. The questions will include multiple choice or scaled questions. The administrator may add more questions, 

including open-ended, at their discretion. All feedback will be unidentifiable unless the unit member chooses to 

self-identify. 

 

Plan 2.4 — Chronology 

This plan is available to any permanent staff member who has been in the District for ten 

or more years and who meets the Standards. It has a four-year cycle with a two-year 

reflective review and professional dialogue. 

Plan 2.4 

Completion Date 
Staff Member Supervisor 

Informal Year (1) 

10/15 Meet to write, discuss, and plan implementation of professional development plan 

2/15  Provide opportunity for staff assessment 

of administrative performance* 

5/1 Plan tentative revisions in professional 

development plan for following year 
 

Reflective Year (2) 

10/15 Meet to write, discuss, and plan implementation of professional development plan 

2/15  Provide opportunity for staff assessment 

of administrative performance* 

4/30 Discuss and assess progress on professional development plan 

5/1 Complete Reflective Review 

Plan tentative revisions in professional 

development plan for following year 

Receive completed Reflective Review 

and send to HR 

Informal Year (3) 

10/15 Meet to write, discuss, and plan implementation of professional development plan 

2/15  Provide opportunity for staff assessment 

of administrative performance* 

5/1 Plan tentative revisions in professional 

development plan for following year 
 

Formal Year (4) 

10/15 Meet to write, discuss, and plan implementation of professional development plan 

2/15  Provide opportunity for staff assessment 

of administrative performance* 

4/30 Discuss and assess progress on professional development plan 

5/1 Plan tentative revisions in professional 

development plan for following year 

Complete “Summary Form for 

Evaluation of Performance” 
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Plan 2.4 

Completion Date 
Staff Member Supervisor 

* The District and the Association agree the purpose of assessment of administrative performance is to provide 

meaningful feedback on leadership practices. The District will develop forms for this purpose with input from 

PAEA. The questions will include multiple choice or scaled questions. The administrator may add more questions, 

including open-ended, at their discretion. All feedback will be unidentifiable unless the unit member chooses to 

self-identify. 

 

H. Evaluation Plan 3: Does Not Meet Standards: Support/ Improvement Plan 

Implemented 

1. Placement on Plan 3 is the result of a staff member’s failing to meet one or more of 

the Standards as identified by the site principal and administrative supervisor working 

in consultation with the Superintendent’s staff. While placement on Evaluation Plan 

3 may occur during the spring reviews, a staff member may be placed on this plan by 

the site principal/administrator after two or more unsatisfactory formal or informal 

observations with feedback provided to the unit member. 

2. Prior to a teacher’s being formally assigned to Plan 3, the following procedures will 

be followed: 

a. Within 10 school days of a concern(s) arising, the site principal and 

administrative supervisor shall notify the staff member of the concern(s) in 

order to support their efforts to improve. 

b. If the site principal/administrator determines that a teacher’s performance does 

not meet all the Standards, they will develop a plan to address concerns over an 

informal support period of 4 to 8 weeks. This informal plan will include specific 

step(s) the member can take to demonstrate they are meeting the identified 

standard(s). The principal/administrator shall notify the PAEA President and a 

Human Resources administrator. 

c. At the end of the agreed-upon informal support period, if the 

principal/administrator, in consultation with the supervisor/evaluator, 

determines that the staff member meets the identified standard(s), they will be 

immediately placed on Evaluation Plan 2.2 or 2.4, according to their time in the 

district. 

d. At the end of the agreed-upon informal support period, if the teacher’s 

performance does not meet specific standard(s) agreed upon in the informal 

plan, the principal/administrator shall notify the teacher in writing that they are 

being placed on Evaluation Plan 3. 

e. If a teacher has previously been given the opportunity to address performance 

concerns through this type of informal support period, it is the prerogative of 

the principal/administrator to assign the teacher directly to Plan 3 should the 

same or related concerns surface at a later date. 

3. While the principal/administrator may request any assistance or resources that they 

deem appropriate, the responsibility for monitoring and supervising staff placed on 
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Evaluation Plan 3 is the responsibility of the principal/administrator as identified at 

the beginning of the school year. 

I. Procedures for Evaluation Plan 3 

1. All general procedures for the staff member and the supervisor listed in Section G 

(Chronology) for Plans 1, 2.2, and 2.4 are required here. In the case of conflict 

between those general procedures and these specific procedures, these specific 

procedures apply. 

2. A staff member placed on Evaluation Plan 3 shall be notified of this by both the 

principal/administrator and a Human Resources administrator. 

3. When the staff member has been placed on Plan 3, the teacher, the principal, the 

administrative supervisor(s), a Human Resources administrator, and at the staff 

member’s request, a PAEA representative of the staff member’s choice will develop 

a support/improvement plan, which shall specify: 

a. Time span of the plan, not to exceed 18 weeks 

b. Performance concerns, including the Standards to be addressed 

c. Support to be provided to the staff member, including referral to the Peer 

Assistance and Review Program 

d. Process and schedule for gathering parent/student input, if deemed by the 

supervisor to be a necessary part of the plan 

e. Information about classroom observations to be made, which may be 

announced or unannounced 

f. Description of what will be considered satisfactory progress toward meeting 

Standards, to be used in consideration of an extension of the support period (see 

“5(b)” following) and 

g. Dates of written progress reports and summary evaluation 

4. At least every 4 weeks the supervisor shall complete a written report on the staff 

member’s progress and discuss it with the staff member. Each report will clearly 

identify which standards remain to be met. 

5. At the end of the period specified in the support/improvement plan the 

principal/administrator will write a summary evaluation of the staff member’s 

performance. 

a. If the principal/administrator, in consultation with the supervisor/evaluator, 

determines that the staff member meets all Standards, they will be placed on 

Evaluation Plan 2.2 and will receive a summary evaluation in the following 

school year. Thereafter, the staff member may select to be evaluated under any 

Plan appropriate to the staff member’s experience in the District. 

b. If the principal/administrator, in consultation with the supervisor/evaluator, 

determines that a staff member has made satisfactory progress but still does not 

meet all standards, an extension of Plan 3 may be granted for up to 18 weeks. 
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A definition of what will be considered satisfactory progress will be included 

in the original support/improvement plan. 

c. If the principal/administrator, in consultation with the supervisor, determines 

that a staff member has not made satisfactory progress toward meeting all 

standards, the staff member will be placed on Evaluation Plan 4. 

6. The support/improvement plan and summary evaluation required under Plan 3 will 

be placed in the staff member’s personnel file. 

J. Evaluation Plan 4: Does Not Meet Standards: Administrative Review 

1. A staff member not meeting one or more of the Standards and not making satisfactory 

improvement during a period of support in Plan 3 shall be evaluated under Plan 4. 

Evaluations of staff members under Plan 4 are structured to accumulate a file that 

demonstrates the quality of the staff member’s performance and the efforts expended 

in assisting the staff member to improve performance. Evaluation Plan 4 requires 

careful monitoring and analysis of the staff member’s performance. The District may 

begin termination procedures for unsatisfactory performance pursuant to the 

Education Code at any time while the teacher is being evaluated under Plan 4. 

2. The Superintendent’s staff, in consultation with site principals and other 

administrative personnel, shall identify individuals to be placed under Evaluation 

Plan 4. The staff member shall be notified of this decision at a meeting with the 

principal/administrator and a member of the Superintendent’s staff, in order to 

delineate clearly concerns associated with the staff member’s performance. 

a. Procedures for Evaluation Plan 4 

(1) School and District administrators shall revise the staff member’s 

support/improvement plan (created in Plan 3) to include more frequent 

observations and conferences and more direct intervention in the 

classroom. The maximum duration of this support/improvement plan will 

be 9 weeks. 

(2) At least every 2 weeks the principal/administrator shall complete a written 

report on the staff member’s progress and discuss this report with the 

teacher. 

(3) The principal/administrator shall write a summary evaluation by a date 

specified in the support/improvement plan, but no later than 9 weeks after 

the time the staff member is placed on Plan 4. This evaluation will be 

reviewed by the Superintendent’s staff. 

(a) If the principal/administrator and Superintendent’s staff determine 

that the staff member meets all standards at the end of the support 

period, the staff member will be evaluated by Plan 2.2 for the 

remainder of that school year and the following year, receiving a 

summary evaluation by May 1 in each of those years. Thereafter, the 

staff member may select to be evaluated under any Plan appropriate 

to the staff member’s experience in the District. (b) If the 

principal/administrator and Superintendent’s staff determine that 
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the staff member does not meet all standards at the end of the support 

period, the District will initiate termination procedures for 

unsatisfactory performance, if termination procedures have not 

already been initiated. 

(4) The revised support/improvement plan, progress reports, and summary 

evaluation required under Plan 4 will be placed in the staff member’s 

personnel file. 

K. Student Input 

1. The District and the Association agree that the purpose of student input is to provide 

meaningful feedback to assist teachers and supervisors in their reflection on and 

improvement of teaching practices. A staff member’s administrative supervisor(s) 

is/are the sole evaluator(s) of that staff member’s performance. The District is 

responsible for providing information to students regarding the purpose of student 

input and their opportunity to provide it. The District may use department, school, 

and district aggregate data as benchmarks to identify growth in instructional 

practices. Classroom teachers are required to collect unidentifiable input from 

students in Grades 6-12. The procedure used for student input must provide for 

student anonymity. 

2. The teacher may devise, subject to approval by their supervisor/evaluator, forms and 

procedures for the collection of student input, or they may use forms and procedures 

provided by the District. 

3. Student input shall be collected by the classroom teacher prior to the end of the first 

semester and for semester courses again prior to the end of the school year. The 

teacher shall share input received with their supervisor. 

4. Student input shall not form the basis for a less than “meets Standards” evaluation 

unless corroborated by the evaluation process described in this Article. 
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ARTICLE XI 

Leave Provisions 

Statutory or regulatory leave provisions not specified in this Article are not subject to the 

grievance/arbitration mechanism, Article V. 

A. Definitions 

Unless otherwise defined in this Article or applicable law, members of the immediate 

family, as used in this article, mean the mother, father, grandmother, grandchild, or 

grandfather of the employee or of the spouse or registered domestic partner of the 

employee, and the spouse, son, son-in-law, daughter, daughter-in-law, brother, brother-in-

law, sister, sister-in-law, foster parent, foster child, step-parent, or step-child of the 

employee; or any relative living in the immediate household of the employee. The 

immediate family shall also include any person who is a permanent member of the 

household who has been designated and identified as such on the annual employee 

emergency form. Persons who do not meet the technical definition of immediate family set 

forth in this section, but who hold a relationship with the unit member equivalent to the 

relationships listed in this section’s immediate family definition, may be considered a 

member of the immediate family for the purpose of this article with approval from the 

Director of Human Resources, Certificated, or designee. 

B. Personal Illness and Injury Leave 

1. Full-time employees shall be entitled to ten (10) days leave with full-time pay for 

each school year for purposes of personal illness or injury. Employees who work less 

than full-time shall be entitled to that portion of the ten (10) days leave as the number 

of hours per week of scheduled duty relates to the number of hours for a full-time 

employee in a comparable position. 

2. Differential Leave: During each school year, when a unit member has exhausted all 

available sick leave, including accumulated sick leave, and continues to be absent 

from duty on account of illness or accident for up to an additional 5 school months, 

the amount deducted from the salary for any of the additional five months in which 

the absence occurs shall be the amount actually paid a substitute employee employed 

to fill the position during the leave, or, if no substitute is employed, the amount that 

would have been paid to a substitute or 50% of the member’s pay, whichever is less. 

The accumulated sick leave and the five-month period shall run consecutively or may 

be broken up into at most three (3) periods, each at least twenty (20) school days 

long. A unit member may not be provided more than one five-month period per 

illness or accident. However, if a school year terminates before the five-month period 

is exhausted, the employee may take the balance of the five-month period in a 

subsequent school year. 

3. If an employee does not utilize the ten (10) days of leave as authorized in the 

paragraphs above in any school year, the amount not utilized shall be accumulated 

from year to year. 
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4. Upon request by District management, an employee shall be required to present a 

medical doctor’s certificate verifying the personal illness or injury and/or a medical 

authorization to return to work, with or without restrictions. All personnel are 

required to report the reason for absence to qualify for pay during that absence, and 

to report their absences to the Attendance Reporting/ Substitute System (Frontline). 

This reporting to the Attendance Reporting/Substitute System is sufficient for 

absences of six (6) days or fewer. For absences in excess of six (6) days, verification 

may be made by a principal, supervisor, or medical doctor. If requested by the District 

management, an employee shall not return to work until he submits a medical 

doctor’s authorization to return to work, with or without restrictions. 

5. An employee must contact the Attendance Reporting/Substitute System as soon as 

the need to be absent is known. Failure to provide adequate notice may be grounds 

for denial of leave with pay. Chronic failure to provide adequate notice may be 

grounds for other disciplinary action. 

6. An employee will have this type of leave deducted in one-quarter (1/4) day 

increments based on each site’s bell schedule. 

7. Upon request, a unit member shall be informed of the individual’s accumulated leave. 

C. Personal Necessity Leave 

1. Leave that is credited under Section B of this Article may be used, at the employee’s 

election, for purposes of personal necessity, provided that use of such personal 

necessity leave does not exceed seven (7) days in any school year. 

2. For the purpose of this provision, personal necessity shall be limited to: 

a. Death or serious illness of a member of the employee’s immediate family 

b. An unforeseen accident involving the employee’s person or property, or the 

person or property of the employee’s immediate family 

c. Attending school activities of the unit member’s child under Labor Code 

Section 230.8 

d. Other activities that cannot reasonably be deferred to other than regular work 

hours, which are neither matters of personal convenience, recreational 

activities, nor concerted activities. Important family events whose timing is not 

within the control of the staff member, such as weddings, graduations, or family 

reunions, will not be considered matters of convenience or recreation. 

3. No prior permission is required for use of seven (7) days in any school year. However, 

the leave under “C.2.d” above cannot be used on the day immediately preceding or 

following a holiday or vacation without prior approval from the principal or central 

department supervisor. If the immediate supervisor denies the request, the employee 

has the right to appeal to the Human Resources administrator. Employees utilizing 

personal necessity leave must identify which category above applies (“a,” “b,” “c,” 

or “d”) and shall make every effort to comply with the District procedures regarding 

advance notice to enable the District to secure a substitute. 
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D. Bereavement Leave 

1. During a fiscal year, a unit member shall be allowed up to five (5) days of paid leave 

of absence per bereavement, without deductions from accumulated sick leave, in case 

of death in the immediate family. 

a. A unit member may use the personal necessity days specified in C.1 of this 

Article to augment the bereavement leave beyond the five (5) bereavement days 

specified above. 

b. A unit member may request to use additional personal necessity days from the 

unit member’s accumulated sick leave if extenuating circumstances apply to 

their situation. The unit member shall submit a request in writing to the Human 

Resources administrator for consideration and prior approval for the use of any 

additional personal necessity days. 

c. The provisions of this leave are not cumulative, and must be used for the 

attendance at funeral services and related bereavement activities. 

d. If the District requires verification of this leave, they will request it no sooner 

than one week after the first day of the leave. A unit member has 60 days from 

the first day of the leave to provide it. It may be in the form of a death certificate, 

obituary, or written verification of death, burial, or memorial service from a 

mortuary, funeral home, burial society, crematorium, religious institution, or 

government agency. 

E. Critical Family Illness Leave 

1. During a fiscal year, a unit member shall be allowed up to three (3) days of paid leave 

of absence for critical illness or serious injury to an immediate family member, 

without deductions from accumulated sick leave. For the purpose of this leave, the 

use of critical illness or serious injury leave requires the hospitalization, palliative 

care, or hospice care of the immediate family member. 

a. A unit member may use the personal necessity days specified in C.1 of this 

Article to augment the critical family illness leave beyond the three (3) critical 

leave days specified above. 

b. A unit member may request to use additional personal necessity days from the 

unit member’s accumulated sick leave if extenuating circumstances apply to 

their situation. The unit member shall submit a request in writing to the Human 

Resources administrator for consideration and prior approval for the use of any 

additional personal necessity days. 

c. An eligible unit member whose leave also qualifies and is approved and 

designated as FMLA/CFRA leave may use critical family illness leave prior to 

FMLA/CFRA leave. 

F. Pregnancy Disability Leave 

1. Employees are entitled to use sick leave and Differential Leave as set forth in Section 

B of this Article for disabilities caused or contributed to by pregnancy, miscarriage, 



– 49 – 

childbirth, and recovery therefrom. Such leave is separate from child bonding leave. 

The length of such disability leave, including the date on which the leave shall 

commence and the date on which the duties are to be resumed shall be determined by 

the employee and the employee’s physician; however, the District management may 

require a verification of the extent of disability from the employee’s physician. 

2. Once accumulated sick leave and Differential Leave are exhausted and an employee 

continues to be disabled due to pregnancy, miscarriage, childbirth, or recovery 

therefrom, if the employee continues to be absent as verified by their physician, the 

employee shall be entitled to a leave of absence without pay for the remainder of the 

pregnancy disability. The employee may elect to continue health and welfare benefits 

at the employee’s expense. 

G. Parental Leave (Child Bonding Leave) 

1. Employees are entitled to child bonding leave as set forth below. Employees may 

elect to utilize up to twelve (12) weeks of child bonding leave occasioned by the birth 

of the employee's child, or the placement of a child with the employee in connection 

with the employee's adoption or foster care of the child as provided by CFRA. 

2. Employees shall be entitled to use all current and accumulated sick leave for parental 

leave, for a period of up to twelve (12) weeks. 

3. Pursuant to Education Code section 44977.5, when an employee with at least one 

year of District service has exhausted all current and accumulated sick leave and 

continues to be absent on account of parental (child-bonding) leave under the 

California Family Rights Act (CFRA; Government Code section 12945.2), he or she 

shall be entitled to substitute differential pay for any of the remaining twelve (12) 

workweek period. The employee shall receive no less than 50% of his or her salary. 

4. Any leave taken under this section shall count against any entitlement to child-

bonding leave taken under the California Family Rights Act and the aggregate 

amount of leave taken under this section and the CFRA shall not exceed twelve (12) 

workweeks in any twelve (12) month period. Employees shall not be entitled to more 

than one (1) twelve (12) week period for parental leave in any twelve (12) month 

period. 

a. The twelve (12) weeks of leave may extend into the following school year 

provided that the leave days fall within the twelve (12) month period of time 

following the child's birth or placement. 

b. Child-bonding leave may be taken in a minimum of two (2) week increments; 

however, the employee may take child-bonding leave in increments of less than 

two (2) weeks on up to two (2) occasions. If a school year concludes before the 

12-workweek period is exhausted, the employee may take the balance of the 

12-workweek period in the subsequent school year, provided the leave is taken 

within 12 months of the birth or placement of the child. 

If both parents are employed by the District, each eligible parent is entitled to 

twelve (12) workweeks of leave. 



– 50 – 

5. The District must be provided with at least thirty (30) days prior notice of intent to 

take child bonding leave and the anticipated dates of leave, unless there are 

extenuating circumstances. 

6. Upon request, a parent of a newly-born or newly-adopted child may be granted a 

leave of absence without pay at the conclusion of leave under Education Code section 

44977.5 provided the District is able to hire a replacement on a temporary basis. This 

leave may commence as authorized by the Board at any time during the first year 

following the child's birth. This leave shall not exceed one (1) year. 

7. There shall not be a diminution of employment status for parental leave, except that 

no employee shall be entitled to compensation, increment, nor shall the time taken on 

parental leave count toward credit for probationary teachers in earning permanent 

status. 

H. Industrial Accident Leave 

1. Employees will be entitled to industrial accident leave according to the provisions in 

the Education Code for personal injury that has qualified for Workers’ Compensation. 

2. Such leave shall not exceed sixty (60) days during which the schools of the District 

are required to be in session or when the employee would otherwise have been 

performing work for the District in any one fiscal year for the same industrial 

accident. 

3. Allowable leave shall not be accumulative from year to year. When an industrial 

accident or illness occurs at a time when the full sixty (60) days will overlap into the 

next fiscal year, the employee shall be entitled to only that amount remaining at the 

end of the fiscal year in which the injury or illness occurred, for the same illness or 

injury. 

4. The District has the right to have the employee examined by a physician designated 

by the District to assist in determining the length of time during which the employee 

will be temporarily unable to perform assigned duties and the degree to which a 

disability is attributable to the injury involved. 

5. The District shall deduct from the employee’s salary warrant the amount of such 

disability indemnity actually paid from the Workers’ Compensation Fund to and 

retained by the employee. 

I. Judicial Leave 

1. Employees shall be provided leave for regularly called jury duty, and to appear as a 

witness in Court, other than as a litigant, for reasons not brought about through the 

convenience or misconduct of the employee. 

2. The employee, while serving jury duty, will receive pay in the amount of the 

difference between the employee’s regular earnings and any amount received for jury 

service. The employee may retain any fee paid as a travel allowance. 
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3. If the employee does not wish jury duty pay to be deducted from the paycheck, he/she 

must submit a check for the amount of the jury duty pay with the monthly absence 

report covering the time he/she was on judicial leave. 

J. Other Leaves Without Pay 

1. A leave of absence without compensation may be granted to any teacher for a period 

of not less than one semester, nor more than one year, for the purpose of: (1) teaching 

programs in other states, territories, or countries, or military teaching programs; (2) 

Peace Corps, Teacher Corps, or Job Corps, as a full-time participant; (3) cultural 

travel; (4) work programs related to the teacher’s professional responsibilities; (5) 

rest; (6) public office; (7) continued parental leave as described in E2 of this Article; 

(8) care for a member of the immediate family who is ill; (9) long-term illness of the 

employee; (10) disability; or (11) other reasons acceptable to the Board. Upon 

application, the District may grant an extension. 

2. Applications for leaves of absence without pay for reasons 1 through 6 above shall 

be submitted in writing to the Certificated Human Resources Office no later than 

March 31 of the year preceding the proposed leave. Approval of requests received 

after this date may be contingent upon finding a suitable replacement for the staff 

member requesting leave. Applications for leaves for reasons 7 through 11 should be 

made as soon as possible after the need for the leave becomes known. 

3. Salary credit (step advancement) shall be granted for teaching experience outside the 

District while an individual is on leave, if they teach seventy-five percent (75%) of 

the days of the Palo Alto Unified School District calendar on a half-time or more 

basis. 

K. Sabbatical Leaves 

1. Sabbatical leave may be granted to certificated employees after seven years of 

continuous service for the purpose of permitting study or travel, which will benefit 

the schools and pupils of the District. Certificated employees may apply for a full-

year or a semester or quarter-year sabbatical leave. No more than two (2) percent of 

the certificated staff may be on sabbatical leave. Quarter-year sabbaticals are limited 

to three staff members within the two (2) percent. 

2. Certificated personnel shall be granted sabbatical leaves only in accordance with the 

following provisions: 

a. Objectives of Sabbatical Leaves 

Sabbatical leaves are approved under State law “for the purpose of permitting 

study or travel by said employees, which will benefit the schools and pupils of 

the District.” 

b. Extent and Distribution of Leaves 

(1) The number of certificated employees granted a sabbatical leave during 

any academic year shall not exceed two (2) percent of the total number of 

certificated employees. 
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(2) Sabbatical leave applications will be considered according to criteria in 

the following order of priority: 

(a) Specific purpose of the sabbatical 

(b) Former sabbatical leaves granted an individual 

(c) Individual’s seniority in the District 

(d) Total length of individual’s professional services 

(e) Individual’s professional contributions 

(3) Leaves granted during the contract period will be honored during the 

following academic year. 

c. Selection Procedures 

Applications for sabbatical leave shall be evaluated by a panel of nine 

certificated staff members, five of whom shall be recommended by the teachers’ 

bargaining unit. The Human Resources administrator shall act as an advisory 

non-voting member of the panel. Should the panel need help in determining the 

value of a project and its equivalence to course units, it may choose to call in a 

special panel of educators conversant with the subject area involved. The 

panel’s confidential recommendations shall be submitted to the Superintendent 

no later than February 10. Final recommendation for sabbatical leaves shall be 

at the discretion of the Superintendent, with Board action taken not later than 

the first Board meeting in March. The Board of Education retains the right to 

either grant or deny any and all sabbatical leaves. Denials of committee 

recommendations shall be explained in writing to the members of the panel. 

d. Sabbatical Leave Requirements 

Service: Sabbatical leaves must be preceded by at least seven consecutive years 

of service, all of which shall have been served as a regular certificated employee 

in the Palo Alto Unified School District. Qualifying service shall be as defined 

in the Education Code. 

e. Sabbatical Leave Applications 

(1) Plans for sabbatical leave should be made with the full knowledge of the 

principal of the school in which the applicant is serving. 

(2) Applications that appear to meet the objectives of Board policy and are 

consistent with administrative procedures must be submitted to the 

Certificated Human Resources Office by January 10 of the year preceding 

the proposed sabbatical leave. 

(3) Appropriate application forms for sabbatical leaves may be secured 

through the Certificated Human Resources Office. 

f. Compensation While on a Sabbatical Leave 

(1) The employee on sabbatical leave shall receive compensation as follows: 
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(a) One Year Sabbatical — The difference between the salary the 

employee would have received and the salary at BA+45, step 6. 

(b) One-half Year Sabbatical — Three-fourths of the employee’s annual 

salary. (Full salary for semester not on leave and one-half salary for 

semester on leave.) 

(c) Quarter-year Sabbatical — Seven-eighths of the employee’s annual 

salary. (Full salary for semester and quarter not on leave and one-

half salary for quarter on leave.) 

(2) The District shall continue to pay life, health, dental, and vision insurance 

premiums as set forth in Article VI of this agreement. 

(3) At the employee’s option, the employee may purchase service credit 

equivalent to the sabbatical leave period pursuant to the State Teachers 

Retirement System rules and regulations. 

(4) Sabbatical leave time shall count as regular service for salary purposes. 

As a condition of being granted sabbatical leave, the unit member shall 

agree in writing to render a period of service to the District following the 

return from leave which is equal to twice the period of leave. 

g. Effect of Sabbatical Leave on Salary Increments and Retirement 

(1) A teacher who acquires twelve semester units per semester’s leave shall 

be credited with one complete semester of teaching service for salary 

increment purposes. Sabbatical leave credit for salary increments will be 

tentatively granted on approval of the sabbatical leave program submitted 

with the application. Completion of the program must be verified by April 

15 for those returning from first semester leave and November 15 for 

those returning from second semester and full-year leave. Failure to verify 

completion by this date will result in the loss of any salary granted on the 

basis of the approved preplan. 

(2) The teacher’s normal percentage rate of deduction for retirement purposes 

shall be applied to the actual salary received by the teacher. Time on 

sabbatical leave is credited as service in the proportion that the 

compensation received bears to the full compensation earnable on a full-

time basis. Within a two-year period, an individual may receive full-time 

credit by paying to the system additional contributions based on the 

compensation that is the difference between compensation earned and the 

compensation earnable during the period of sabbatical leave. 

h. Types of Sabbatical Leaves 

(1) Sabbatical leaves for study: 

(a) A teacher shall complete at least twelve semester units of work per 

semester’s leave. These courses shall be exclusive of 

correspondence courses. A special project or research problem may 

be substituted for the unit requirements (see subsection K.2.h(4) of 

this Article). 
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Transcripts or other evidence of completion shall be submitted to 

the Certificated Human Resources Office by April 15 for those 

returning from first semester leave and November 15 for those 

returning from second semester or full-year leaves. 

(b) Staff members requesting a quarter-year sabbatical leave must take 

a minimum of six semester units during the quarter. The April 15th 

and November 15th dates also apply for quarter-year sabbaticals. 

(2) Sabbatical leaves for travel: 

Personnel on sabbatical leave for travel shall remain on travel status at 

least 41/2 months for each semester of leave. Personnel on a quarter-year 

sabbatical leave for travel must remain on travel status for at least six 

weeks. The application for leave shall include, in general terms, an 

itinerary of the proposed travel, together with a statement specifying the 

contributions which such travel will make to the applicant’s service to the 

pupils and schools. Upon completion of the leave, a detailed itinerary and 

a written report of not less than 2,500 words shall be submitted to the 

Certificated Human Resources Office setting forth the teacher’s reactions 

to the trip and a statement of the benefits received from it. These reports 

are due April 15 for those returning from first semester leave and 

November 15 for those returning from second semester and full-year 

leave. (A description of the trip will not satisfy the requirement.) The 

report shall be referred to the Sabbatical Leave Panel for appraisal. 

(3) Sabbatical leaves for combined travel and study: 

(a) Personnel on sabbatical leave for travel and study shall be on 

continuous travel status for at least 4 1/2 months and shall complete 

a minimum of twelve semester units of work during the sabbatical 

year. In addition, all other provisions in K.2.h(1)(a) and (b) apply. 

(b) Personnel granted a quarter-year sabbatical leave shall complete 

three (3) semester units of work and travel a minimum of three 

weeks. 

(4) Sabbatical leaves for individual projects: 

In preplanning individual projects, the applicant shall include a detailed 

plan, specifying: 

• The way in which the project will benefit the pupils and schools in 

the District; 

• A detailed statement of the time to be allocated to the project; 

• The name and position of the supervisor or consultant; and 

• A statement that the work to be done on the project will be 

equivalent in time spent, and in quality of work, to twenty-four 

semester units for a one-year sabbatical, twelve semester units for a 
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half-year sabbatical or six semester units for a quarter-year 

sabbatical. 

Evidence of completion of the project shall include 

• A logbook or daily journal describing time spent and activities 

undertaken, 

• Slides, photographs, or charts to show stages of development, 

• Verification of completed work by advisor or consultant, 

• Tangible evidence of the completed project, and 

• A written report of not less than 5 pages or a 30-minute presentation 

to interested colleagues. This report/ presentation will include the 

staff member’s summary of the project, a discussion of how work 

on the project contributed to his/her professional growth, and 

specific plans for how s/he will disseminate the results of the project 

to benefit students and other staff members in the district. 

L. Catastrophic Leave Bank 

The Association and the District agree to establish a Catastrophic Leave Bank, effective 

July 1, 1998. 

1. Eligibility 

a. Unit members who have exhausted all applicable paid leaves provided for in 

the collective agreement, excluding differential pay, may apply for Catastrophic 

Leave under this Article. 

b. To qualify for Catastrophic Leave, the unit member must have suffered an 

illness or injury that is expected to incapacitate them for an extended period of 

time, or that incapacitates a member of the bargaining unit member’s immediate 

family, and that incapacity requires the bargaining unit member to take time off 

from work for an extended period of time to care for that family member, and 

taking extended time off from work creates a financial hardship for the 

bargaining unit member because all of their sick leave and other paid time off 

has been exhausted. “Immediate family members” shall be defined in Section 

A of the Article. A member can also qualify for Catastrophic Leave if they are 

returning from child bonding leave as specified in section G.7. of this article. 

c. A unit member’s use of Catastrophic Leave shall not exceed a cumulative 

maximum of seventy-five (75) days per unit member. Catastrophic Leave shall 

be taken in full day increments. The use of differential pay will follow, when 

appropriate, the use of the allocated Catastrophic Leave days. 

d. Participation in the Catastrophic Leave Bank is voluntary. Unit members who 

wish to participate will donate at least one (1) sick day upon joining. Further 

donations may be required when the committee calls for them. New hires will 

have sixty (60) calendar days from the date of hire to elect to participate. Only 

those who donate may receive contributions from the Bank. If a unit member 
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decides to discontinue participation in the Bank, the unit member may rejoin 

during an open enrollment period during the month of November. 

e. Unit members who do not join the Bank when they first become eligible must 

wait until the next open enrollment period to join. 

f. Unit members who join the Bank during the open enrollment period will be 

eligible to receive a contribution from the bank within the same school year 

they joined the Bank should the need arise. 

2. Catastrophic Leave Bank Committee 

a. A Catastrophic Leave Bank Committee shall be established that includes three 

(3) unit members appointed by the Association and two (2) members appointed 

by the District. The Committee shall be responsible for administering the 

Catastrophic Leave Bank in accordance with this Agreement and applicable 

state law. The Committee’s duties are: 

(1) Receiving leave requests 

(2) Verifying the validity of requests 

(3) Approving or denying requests 

(4) Communicating the Committee’s decisions to affected unit members and 

the District 

(5) Soliciting donations of sick leave from eligible unit members as needed 

(6) Reviewing special circumstances of a member that prohibit them from 

donating additional days in order to continue as a member of the Bank 

and 

(7) Accepting donations of days of sick leave for the Bank from unit members 

who wish to donate in the name of a colleague. This constitutes immediate 

membership in the Bank. The donated days will not increase the 

maximum number of days the individual may receive. 

b. The Committee shall designate one of its members as Chairperson. 

c. The Committee will establish appropriate record-keeping procedures, including 

the total number of accumulated days in the Bank and the names of participating 

members. 

d. The Committee shall keep all records confidential and shall not disclose the 

nature of any illness except as is necessary to process the request for leave and 

appeals of denials. 

e. Catastrophic Leave requests shall only be approved by a majority vote of the 

Committee. 

3. Application Procedure 

a. A unit member who wishes to use Catastrophic Leave shall submit a request on 

the appropriate form to the Catastrophic Leave Bank Committee, stating the 

facts that support their need for Catastrophic Leave. Each request for a 
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withdrawal from the Bank or extension of a withdrawal must be accompanied 

by medical verification of the need for the leave. 

b. The Committee shall review the unit member’s application and make its 

decision within a reasonable period of time. 

c. When the Committee determines that the unit member is eligible for 

Catastrophic Leave, it shall designate the number of days of eligibility. No days 

may be granted retroactively. The Committee may approve eligibility in 

renewable increments not to exceed thirty (30) days. If donated days of sick 

leave are available from the Leave Bank, they may be used by the unit member. 

If sufficient days are not available, the Committee may solicit donations of days 

from eligible unit members in accordance with this Agreement on the 

appropriate form approved by the Association and the District. 

d. If the Committee denies a request for withdrawal from the Bank, or an extension 

of withdrawal, because of insufficient days to fund the request, the Committee 

shall notify the unit member, in writing, of the reason for the denial. 

e. If the Committee reasonably believes that the unit member may be eligible for 

disability allowance or disability retirement under STRS or Social Security, the 

Committee may request that the unit member apply for those benefits. If the 

unit member refuses to submit a complete application, including medical 

information provided by the unit member’s physician, within twenty (20) 

calendar days, they shall no longer be eligible to withdraw days from the 

Catastrophic Leave Bank for the pending application. 

f. The unit member shall comply with any requests for additional information 

from STRS or Social Security within fifteen (15) calendar days, or their 

eligibility to participate in the Catastrophic Leave Bank shall cease. If denied 

benefits by STRS or Social Security, the unit member must appeal, or their 

eligibility to participate in the Catastrophic Leave Bank shall cease. 

4. Donations to Catastrophic Leave Bank 

a. Participating unit members may donate a maximum of three (3) days of accrued, 

full-time sick leave to the Catastrophic Leave Bank each school year in full day 

increments only, upon a solicitation by the Catastrophic Leave Bank 

Committee. Donations are irrevocable, and shall not be returned to unit 

members upon their cancellation of membership in the Bank. All contributions 

to the Bank are voluntary. 

b. Members of the Catastrophic Leave Bank Committee may solicit an additional 

day or days, depending upon need, when the bank of days drops to or below 

fifty (50) days. The solicitation shall be made by the Catastrophic Leave Bank 

Committee. A unit member’s membership in the Bank may be canceled if they 

fail to make a donation when donations are solicited. Eligibility, if available, 

may only be reestablished in accordance with Section 1e. 
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5. Miscellaneous Provisions 

a. Unused days remaining in the Catastrophic Leave Bank shall carry over from 

year to year. 

b. Unit members using days granted to them from the Catastrophic Leave Bank 

shall not accrue any other leave provided by this Agreement or by law. 

c. Leave from the Bank may not be used for illness or disability that qualifies a 

unit member for workers’ compensation benefits. 

d. The Catastrophic Leave Bank donations are subject to appeal to the Committee 

only and are not subject to review or appeal under any other procedure. 

Specifically, the Catastrophic Leave Bank Committee’s exercise of the rights 

and discretion described in this Article shall not be subject to the 

grievance/arbitration procedure. Except for allegations that the District failed 

to cooperate as required by this Section, no grievance may be filed against the 

District alleging a violation of Section L. 

e. If the Catastrophic Leave Bank has insufficient days to fund a withdrawal 

request, the Committee is under no obligation to provide days and the District 

is under no obligation to pay the unit member any funds whatsoever. 

f. If the Catastrophic Leave Bank is terminated for any reason, the days remaining 

in the Catastrophic Leave Bank shall be returned to the then-current members 

of the Bank proportionately. In no event shall any unit member receive more 

sick leave days than they donated to the Catastrophic Leave Bank. 

M. FMLA and CFRA 

Eligible unit members shall be entitled to family and medical leave as provided in the 

California Family Rights Act of 1991 (Government Code section 12945.2), and the federal 

Family and Medical Leave Act of 1993 (29 U.S.C. section 2601, et seq.). Eligible unit 

members shall be entitled to twelve (12) workweeks of leave for a qualifying reason (or 

twenty-six (26) workweeks to care for a parent, spouse, child, or next of kin injured in 

active military duty as specified by law) in a twelve (12) month period. The twelve-month 

period shall be defined as a rolling year looking backwards from the first date of leave. 

N. Reduced Employment 

1. Prior to March 1, a unit member may request in writing reduced employment for the 

subsequent school year. In the event the District agrees to reduce the unit member’s 

employment, such reduction shall be granted for not less than one (1) year nor more 

than five (5) years provided further that the parties mutually agree to the amount the 

employment shall be reduced and the date on which the unit member may elect in 

writing to return to the unit member’s prior employment percentage. If the reduced 

assignment results in two teachers instructing the same students, i.e. sharing one 

assignment, the provisions of Article VII, Section D must be met. 

2. When a unit member returns from parental leave that ends during the school year, the 

District will make an effort to honor a request for reduced employment status upon 

return, provided that: 
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a. The request for reduced employment was made before the parental leave began, 

b. A replacement teacher satisfactory to the District is available for the parental 

leave and agrees to continue during the reduced employment period. 

3. A unit member may renew their reduced employment status by completing the 

appropriate form in the Certificated Human Resources Office. The March 1 deadline 

date also applies to the renewal. 

4. In the event the unit member does not elect in writing by March 1 to return to the 

prior employment percentage, the unit member’s employment percentage shall be 

permanently reduced. However, the unit member and the District may mutually agree 

to reduce or extend within the above period of reduced employment. 

O. Miscellaneous 

1. Eligibility for Leave 

A unit member becomes eligible for the unpaid leave of absence outlined in Section 

J of this Article, with the exception of continued parental leave, after they have 

permanent status as defined in Education Code Section 44929.21b. They may apply 

for that leave any time after establishing permanent status. 

2. Benefits 

While on approved leave, a unit member shall be considered to be a member of the 

department or school from which they are on leave. At the expiration of the leave of 

absence, the unit member shall be reinstated in the position they held when the leave 

of absence was granted. Upon return, the unit member shall be given equal 

consideration with other members of that department or school for continued 

assignment in that school and/or department. The unit member, spouse and named 

dependents, shall be permitted to remain in District benefit programs when on unpaid 

leave provided that: (1) the unit member pays to the District the premium costs 

incurred by the District for benefits elected by the unit member going on unpaid 

leave; and (2) the insurance companies agree to extend that coverage. 

3. Notice of Intent to Return from Leave 

The unit member shall give written notice to the District of the unit member’s 

intention to return to duties by March 1 of the year in which the leave expires; 

otherwise, it will be assumed that the unit member does not intend to return. 

P. Reproductive Loss Leave 

1. Upon a reproductive loss event, all unit members who have been employed by the 

District for at least 30 days will be granted five (5) days of reproductive loss leave. 

If an eligible unit member experiences multiple reproductive loss events within a 12-

month period, the unit member may take no more than 20 days total of reproductive 

loss leave within the 12-month period. Reproductive loss leave need not be taken on 

consecutive days. It must be completed within three (3) months of the event entitling 

the eligible unit member to such leave, except that if, prior to or immediately 

following the reproductive loss leave event, the unit member is on or chooses to go 
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on Pregnancy Disability Leave, California Family Rights Act leave, or any other 

leave pursuant to state or federal law, the unit member must complete their 

reproductive loss leave within three (3) months of the end date of the other leave. A 

“reproductive loss event” means the day or, for a multi-day event, the final day of a 

failed adoption, failed surrogacy, miscarriage, stillbirth, or an unsuccessful assisted 

reproduction, as those terms are defined below: 

a. “Failed adoption” means the dissolution or breach of an adoption agreement 

with the birth mother or legal guardian, or an adoption that is not finalized 

because it is contested by another party. This event applies to a unit member 

who would have been a parent of the adoptee if the adoption had been 

completed. 

b. “Failed surrogacy” means the dissolution or breach of a surrogacy agreement 

or a failed embryo transfer to the surrogate. This event applies to a unit member 

who would have been a parent of a child born as a result of the surrogacy. 

c. “Miscarriage” means a miscarriage by a unit member, by a unit member’s 

current spouse or domestic partner, or by another individual if the unit member 

would have been a parent of a child born as a result of the pregnancy. 

d. “Stillbirth” means a stillbirth resulting from a unit member’s pregnancy, the 

pregnancy of a unit member’s current spouse or domestic partner, or another 

individual, if the unit member would have been a parent of a child born as a 

result of the pregnancy that ended in a stillbirth. 

e. “Unsuccessful assisted reproduction” means an unsuccessful round of 

intrauterine insemination or of an assisted reproductive technology procedure. 

This event applies to a unit member, the unit member’s current spouse or 

domestic partner, or another individual, if the unit member would have been a 

parent of a child born as a result of the pregnancy. 

f. “Assisted reproduction” means a method of achieving a pregnancy through an 

artificial insemination or an embryo transfer and includes gamete and embryo 

donation and does not include any pregnancy achieved through natural means. 

The definitions for Reproductive Loss Leave should be construed consistent with 

Government Code section 12945.6. 

2. Unit members should provide notice of their need for reproductive loss leave as soon 

as practicable to Human Resources. The District shall maintain the confidentiality of 

any unit member requesting leave, and any information provided to the District by a 

requesting unit member shall not be disclosed except to Personnel Services or 

management, as necessary, or as required by law. The District prohibits retaliation in 

any form against a unit member who exercises their right to reproductive loss leave 

or as otherwise provided by applicable law. 

3. Unit members may use available paid leave concurrently with reproductive loss 

leave, including Personal Necessity. Reproductive loss leave shall be in addition to 

leave used by a unit member for pregnancy-related disability. 
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Q. Leave for Victims of Qualifying Acts of Violence 

1. Employees shall be entitled to leave pursuant to Government Code section 12945.8 

when an employee is a victim of, or has a family member who is a victim of, 

qualifying acts of violence. Government Code section 12945.8 allows employees 

who are victims to take up to twelve (12) weeks and employees who have a family 

member who is a victim to take up to ten (10) days of leave. 

2. A qualifying act of violence includes: 

a. Domestic violence 

b. Sexual assault 

c. Stalking 

d. An act, conduct, or pattern of conduct that includes: 

(1) An individual causing bodily injury to another; 

(2) An individual exhibiting, drawing, brandishing, or using a firearm or other 

dangerous weapon against another; or 

(3) An individual using or making a reasonably perceived or actual threat to 

use force against another individual to cause physical injury or death. 

3. Leave under this section may be taken for any of the following reasons: 

a. To obtain or attempt to obtain any relief for a family member, including but not 

limited to a temporary or permanent restraining order, or other injunctive relief, 

to ensure the health, safety, or welfare of the family member of the victim. 

b. To seek, obtain, or assist a family member to seek or obtain; medical attention 

to recover from injuries; services from a domestic violence shelter, program, 

rape crisis center, or victim services organization or agency, or psychological 

counseling or mental health services; related to qualifying acts of violence (as 

defined above). 

c. To participate in safety planning or take other actions to increase safety from 

future qualifying acts of violence. 

d. To relocate or engage in the process of securing a new residence due to the 

qualifying act of violence, including, but not limited to, securing permanent 

housing or enrolling children in a new school or childcare. In circumstances 

where the employee is not the victim and the family member who is a victim is 

not deceased as a result of the crime, the leave taken for this reason is limited 

to five days. 

e. To provide care to a family member who is recovering from injuries caused by 

a qualifying act of violence. 

f. To seek, obtain, or assist a family member to seek or obtain civil or criminal 

legal services; to attend any civil, administrative, or criminal legal proceedings, 

or to provide childcare or care to a care-dependent adult if the childcare or care 

is necessary to ensure the safety of the child or dependent adult; related to, or 

as a result of, a qualifying act of violence. 
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4. “Family member” for the purposes of this section includes spouse, parent, parent-in-

law, child, grandparent, grandchild, sibling, registered domestic partner, and 

designated person. 

5. The employee shall provide reasonable advance notice prior to taking leave under 

this section unless advance notice is not feasible. 
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ARTICLE XII 

Concerted Activities 

A. Definitions 

It is agreed and understood that except as specified in the fourth paragraph of this article, 

there will be no strike, work stoppage, slow-down, picketing, or refusal or failure to 

perform fully and faithfully job functions and responsibilities, or other interference with 

the operations of the District by the Association or by its officers, agents, or members 

during the term of this Agreement, including compliance with the request of other labor 

organizations to engage in such activity. 

B. Duty to Comply 

The Association recognizes the duty and obligation of its representatives to comply with 

the provisions of this Agreement and to make every effort toward inducing all employees 

to do so. In the event of a strike, work stoppage, slow-down, or other interference with the 

operations of the District by employees who are represented by the Association, the 

Association agrees in good faith to take all necessary steps to cause those employees to 

cease such action. 

C. Discipline 

It is agreed and understood that any employee violating this Article may be subject to 

discipline. 

D. Rights 

It is understood that this Agreement shall not negate the right of members of the bargaining 

unit or the Association and its officers or agents from engaging in informational picketing 

or other such concerted activities, exclusive of a strike or other work stoppage. 



– 64 – 

ARTICLE XIII 

Working Conditions 

A. Elementary Preparation/Planning 

1. The District will provide an elementary traveling team in the form of additional 

specialized instruction to provide preparation and planning time for teachers in 

elementary grades 1 through 5. 

2. Traveling teachers shall be members of the staff at each site served. 

3. Full-time K through Grade 5 teachers at the elementary level shall have 

preparation/planning time during the student attendance day as follows: 

a. Kindergarten through 3rd Grade teachers: 90 minutes per week (after full day 

Kindergarten begins) 

b. Teachers teaching an intermediate day —190 minutes per week. 

4. Sites are encouraged to schedule blocks of common grade-level planning time. 

5. In addition to the time listed above, primary teachers shall have the minute 

differential between the primary instructional day and the intermediate instructional 

day (currently 100 minutes) to use for instructional preparation, individual and joint 

planning, and scheduled parent and staff conferences. The teacher has the 

professional discretion to use the time within these purposes. Seventy-five to eighty 

(75-80) minutes of the 100-minute differential shall be provided in a minimum of 20-

minute blocks during the week. If the primary teachers at a site are interested in a 

modification to the 20-minute blocks they may submit an alternate proposal to the 

site principal and site Association representative. A proposal may be adopted by a 

2/3 vote of the affected teachers. A representative selected by the Association and a 

representative selected by the site administration shall oversee the voting process. 

The District must approve any schedule of differential time blocks that affect the 

District bus transportation schedule. 

6. Young 5s teachers shall have 90 minutes per week of preparation/planning time. The 

teacher has the professional discretion to use the time within these purposes. 

7. TK teachers shall have 150 minutes per week of preparation/planning time after the 

student attendance day. 

B. Secondary Preparation/Planning/Conferencing 

Full-time classroom teachers at the middle and high school levels shall have two sevenths 

(2/7) of the instructional periods for the purpose of instructional preparation, individual 

and joint planning, parent and staff conferencing, and student support. The classroom 

teacher has the professional discretion to use the time within these purposes. At the middle 

school level, teachers shall use 40 minutes of a common preparation period per week for a 

“team” meeting. Middle school elective subject “team” members, who are unable to attend 

the team meetings, shall participate by contributing their views/information on meeting 
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topics on a weekly basis. The scheduling of preparation periods shall be done at the site 

level to meet the needs of the program, staff, and students. 

C. Same-Day Multiple-Site Secondary Classroom Teachers 

Classroom Teachers whose assignments require them to travel to different school sites 

during the same teaching day (multiple-site teachers) and who are not members of the 

district-wide traveling music and P.E. teams shall be entitled to the following rights. 

1. The site administrators in collaboration with the teacher shall determine which school 

will be the primary site of assignment for the purposes of attendance at required 

meetings when the meeting times conflict. It is the expectation that the teacher will 

be required to attend the number of meetings normally required of teachers assigned 

solely to the primary site served by the multiple-site teacher. 

2. Multiple-site teachers shall be given a reasonable travel time between schools, except 

in extraordinary circumstances. In extraordinary circumstances, the site 

administrators at each site and the affected teacher shall work together to define the 

expectations of each site and develop a plan with the teacher to mitigate the 

circumstances. A full-time teacher who is required to travel between sites during their 

workday shall be paid a full-time traveling teacher stipend pursuant to Appendix H. 

D. Job Sharing 

1. Definition: Job-sharing shall refer to two (2) permanent staff members or one (1) 

permanent staff member and a retired former PAUSD permanent staff member, when 

no other current permanent staff member is available, sharing one (1) assignment in 

order to accommodate staff members. Temporary staff members who are in a job-

share assignment for the 2005-06 school year and who were in a job-share assignment 

in the previous year shall be eligible to continue to serve in a job-share assignment in 

2006-07 and to continue thereafter notwithstanding the requirement that both 

members of a job-share have permanent status. 

2. Any assignment openings may be available to unit members who have indicated in 

writing to the Certificated Human Resources Office their desire to job-share. 

Permanent staff members may submit job-share requests denied at the school site 

level to the Human Resources administrator for review. 

3. Job-sharing assignments shall be filled only by permanent staff members, except as 

provided in D-1 above, who have jointly requested to work together and who have 

the approval of their supervisor(s). No job-sharing may be administratively mandated 

for any reason. 

4. Responsibilities of an assignment by two (2) job-sharers may be divided and/or 

allocated according to a plan designed by the job-sharers, with the concurrence of 

their immediate supervisor. This shall include, but not be limited to, attendance at 

regular staff meetings, District meetings, parent conferencing, etc. Each job-sharer 

shall attend the three professional development days that are part of the teacher work 

year. Job-sharers shall be paid their per diem rate when attending a full professional 

development day. 
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5. Job-sharing unit members shall be placed appropriately on the teachers’ salary 

schedule, receive one step increment for each year of service, and be given 

appropriate added increments for advanced degrees or longevity. 

6. A job-sharer who has full-time permanent status and who wishes to return to a full-

time assignment in the subsequent year, must so inform the Certificated Human 

Resources Office in February when staff plans are solicited. They shall return to a 

full-time status, provided there is an appropriate vacancy for which the unit member 

is qualified by specific training or experience. 

7. If a permanent staff member wishes to job-share but is unable to find a permanent 

staff member as a partner, the staff member may request reduced employment 

pursuant to Article XI, Section K. 

E. Elementary Specialized Academic Instruction, specifically Extensive Support Needs 

(ESN) Classes Preparation/Planning 

The District will provide 190 minutes of preparation/planning time for SAI teachers equal 

to that received by regular classroom teachers for each grade level. 

To the extent possible, elementary school administrators shall give primary consideration 

in the development of the universal schedule to align general education schedules in a way 

that facilitates push in or pull out of student groups across classrooms and collaboration for 

Special Education services. 

F. Student Support Teams (e.g. Instructional Support Team, Student Study Team, 

Inclusion Support Team, Intervention Strategy Team, Multi-Tiered Systems of 

Support) 

1. Sites will establish student support teams to implement inclusive best practices to 

support student success and learning in alignment with the district vision. 

2. To support the development of these practices, each elementary/secondary site shall 

be allocated funds annually to support meetings, attendance at trainings, observing 

other school models, and the planning, implementation, and evaluation of site-level 

practices. 

a. Elementary sites will be allocated $1,500 

b. Middle school sites will be allocated $2,500 

c. High school sites will be allocated $3,500 

3. The placement of students needing identified support in classes shall be thoughtful, 

with due consideration of the instructional/emotional/behavioral needs of the 

students, and adhere to IEP specifics. 

G. Co-Teaching - Secondary 

1. Definition: Co-teaching is defined as an instructional delivery approach in which 

general and special education educators share responsibility for planning, delivery, 

and evaluation of instructional techniques for a group of students; general and special 

education educators work in a coactive and coordinated fashion, which involves the 
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joint teaching of academically and behaviorally heterogeneous groups of students in 

integrated settings. 

2. To best serve students in co-teaching sections/classes, FTE assigned to secondary 

sites will be annually reviewed prior to the start of the school year by school site 

leadership; Special Education; and two (2) teachers, one (1) general education and 

one (1) special education, designated by the Association President. Additional FTE 

may be provided to sites based on prescribed services minutes to students, as needed. 

3. Assignment to co-teaching sections/classes will be based on expertise and 

site/student needs as directed by site administrators and in collaboration with the unit 

members, if/when possible prior to the end of the school year if both unit members 

are present, otherwise prior to the first day of professional development the following 

school year. Responsibilities of the co-teaching assignment will be divided and/or 

allocated according to a plan designed by the co-teaching partners with the approval 

of the site administrator. A site administrator will make the final decision in the event 

co-teaching partners are unable to agree to a plan that is divided and/or allocated with 

the approval of the site administrator. 

4. Secondary Mild/Mod Educational Specialists will be given one (1) caseload 

management period, without student supervision, to be used for the case management 

work, including IEP meetings. 

5. For secondary-level co-teaching sections, partners may be assigned up to four (4) co-

teaching sections with no more than two (2) co-teaching preps each semester. 

6. The District will provide two (2) days of professional learning each year for co-

teaching teams (all levels). 

7. To the extent possible, secondary school administrators shall give primary 

consideration in the development of the master schedule to provide co-teaching 

partners with a common preparation period. 

8. Responsibilities of the co-teaching assignment may be divided and/or allocated 

according to a plan designed by the co-teaching partners with the approval of the site 

administrator. 

H. Student Medical Procedures 

Unit members will not be required to be primary providers of necessary pupil medical 

procedures. However, unit members will be expected to provide backup service for the 

health of the student in emergency circumstances. The District and the Association will 

establish an ongoing list, which defines “medical procedures” which are covered by this 

provision. Unit members may agree to receive an annual stipend for being the on-site 

primary provider of necessary pupil medical procedures. The Primary Medical Provider 

Stipend is listed in Appendix H. 

I. Status After Change in Assignment 

For teachers who are assigned to a new discipline at the secondary level, or for elementary 

teachers who are assigned a new grade level, the District will provide additional training 

and support as necessary. 
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J. Safety Conditions 

1. The following procedure will be utilized to provide a written response to matters, 

which negatively impact the safe and orderly learning environment. This procedure 

will require the site principal to provide a written response within five (5) workdays 

of the date the unit member’s written concern was first received. In addition, if the 

unit member believes that the written response was inadequate or that the action taken 

was insufficient to remedy the unsafe condition, then the unit member may receive a 

written response from the Superintendent or designee within ten (10) workdays of the 

receipt of such a request from the unit member. Forms for such submissions will be 

made available at each school site. 

2. Within 24 hours of verifying the information, the Superintendent or designee shall 

inform the teachers and administrators at a site that a potentially violent student is 

assigned to their site. Within three days of this notification, a site administrator will 

schedule a meeting involving all personnel who have regular contact with the student 

to develop an appropriate support plan or to modify an existing plan. If the student 

changes teachers or grade levels at a site, all personnel who have regular contact with 

the student will have the opportunity to review and modify the plan. 

3. The District will offer training to unit members within the first quarter of each school 

year about teacher rights and responsibilities in dealing with students identified under 

this section. 

K. Full Day Kindergarten 

1. The Kindergarten school year will begin with a shorter instructional day – ending at 

the start of the primary lunch period. The full-day Kindergarten day shall begin in 

mid-October and be the full primary day, with a maximum of 1550 instructional 

minutes per week. 

2. The site and District shall provide 14 hours per week of instructional aide support for 

each kindergarten class. 

L. Outside of School Meetings 

All educators required to attend IEP, SST, IST, 504, Pre-IEP Staffing meetings, or any 

other legally mandated meetings outside of instructional hours or during non-instructional 

time (e.g., before school, lunch, prep time, or after the latest student dismissal time), shall 

be compensated at the Appendix H Hourly Teaching rate (prorated) for meeting time that 

exceeds four (4) hours per semester. Attendance at such meetings during a teacher’s prep 

period is voluntary; however, if a teacher chooses to attend during their prep period, the 

time will count toward the four (4) hours per semester threshold for compensation. 

M. Physically Violent Behavior and Violent Outbursts in Class 

1. If a student exhibits physically violent behavior to staff or other students, any staff 

member can request assistance from the site Behavior Emergency Response team 

(BERT) to attend to the situation. Members of the site BERT team or site 

administration will work with the student until the student deescalates. 
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2. For student physical violence incidents or outbursts that have a documented incident 

report, an administrator will ensure communication with the teacher, parents, and 

safety care team as soon as possible but no later than three (3) school days after the 

incident unless exceptional circumstances apply. 

N. Special Education 

1. Special Education Release Days 

a. All special education unit member case managers who provide direct special 

education support (mild-mod, Extensive Support Needs, therapeutic teacher, 

and SLP) are entitled to four (4) release days per academic school year (to be 

scheduled in advance with a school administrator) to perform student related 

non-instructional duties. All such unit members who do not receive a case-

management release period are entitled to three (3) additional release days per 

academic school year (to be scheduled in advance with a school administrator) 

to perform student related non-instructional duties. These release days will 

follow the same guidelines as Personal Necessity Leave listed in Article XI, 

Section C, and the unit member shall be on site. One of the release days may be 

converted to timecarded case management preparation time, to be scheduled 

and approved in advance with a school administrator. 

2. Lunch Time 

a. If a special education teacher is directed by administration and agrees to provide 

coverage for students during their lunch time, they will be compensated at the 

hourly teaching rate in Appendix H. 

3. Extensive Support Needs 

a. A joint labor-management committee will be formed no later than December 1, 

2026 to review and streamline the SCIA process as it relates to students in the 

ESN program. The committee shall consist of at least three PAEA members 

selected by the Association and no more than three administrators selected by 

the District. 

b. Elementary ESN teachers shall have the professional discretion to use their prep 

for the purposes of instructional preparation, individual and joint planning, 

parent and staff conferencing, and student support. 

4. Therapeutic Support (TS) 

a. TS teachers providing BERT services during their non-instructional time (e.g., 

prep, brunch, lunch, before and after school) shall be compensated at the hourly 

teaching rate. Prior approval shall not be required. 

b. TS teachers shall have the professional discretion to use their prep for the 

purposes of instructional preparation, individual and joint planning, parent and 

staff conferencing, and student support. The TS teacher will not be required to 

supervise the student during these additional hours. If they do, they shall be 

compensated at the hourly teaching rate, with prior approval provided by a 

school site administrator. 
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5. Speech and Language Pathologists (SLP) 

a. By September 1 of a given school year, a projected schedule of services for the 

school year including prep time will be created by the SLPs, in collaboration 

with a site administrator. If all SLP related services at a site are not able to be 

delivered within the SLPs’ instructional time, the district will meet with the 

SLPs and site administrator to address the issue. 

6. Program Specialists 

a. Program specialists shall not have primary responsibility for managing matters 

involving litigation and will defer to the Local Education Agency representative 

for such matters. 

O. Just Cause/Due Process 

1. The District may discipline a unit member only for just cause. 

P. Progressive Discipline 

1. The following progressive discipline steps will be applied except where the serious 

nature of the offense may require the District to skip steps. This decision shall not be 

grievable. Of these steps, only written reprimand and suspension without pay are 

grievable. 

a. Verbal Counseling/Warning 

b. Written Warning 

c. Written Reprimand 

d. Suspension Without Pay (15 working days or less) 

2. Notice of suspension will be made in writing and served in person or by certified mail 

upon the unit member by the superintendent or designee. A copy will be concurrently 

provided to the Association president. The notice of suspension will contain: 

a. A statement of the specific acts or omissions upon which the action is based; 

b. A statement of the cause(s) for which action is recommended; 

c. Where applicable, the Education Code section, policy, rule, regulation, or 

directive violated; 

d. Penalty proposed and effective date; 

e. Copies of the documentary evidence upon which the recommendation is based; 

and 

f. A statement of the unit member’s appeal rights to request arbitration. 

3. Arbitration 

a. Only suspension without pay may be appealed to arbitration under the grievance 

procedure in Article V. If timely appealed, the penalty will not be applied until 

the arbitrator’s decision is rendered, except for just cause necessitating the 



– 71 – 

immediate removal of the unit member from the worksite. At arbitration, the 

just cause for earlier discipline may be determined by the arbitrator. 

b. The Association must request arbitration by delivering written notice of appeal 

to the superintendent within ten (10) working days after receipt of the notice of 

suspension or written reprimand. If the Association does not demand arbitration 

within the above timeline, the suspension without pay or letter of reprimand 

may be imposed immediately by the superintendent or designee. 

Q. Voluntary Class Coverage 

1. The statements of this section apply when a teacher absence is entered into the 

Frontline Absence Management system, a substitute teacher is not available, and a 

site administrator exhausted all available options, including site administrators. 

2. Teachers shall not be compelled to receive students from the classes of absent 

teachers during their regular instructional and prep times. In the absence of a 

substitute in other circumstances, teachers may volunteer to accommodate additional 

students in their classrooms. 

3. Combined Class Coverage. If a unit member receives students from the class of an 

absent teacher during their instructional time, compensation shall be determined by 

the following formula: 

a. The classroom without a substitute will be divided among no more than the total 

number of classes per grade level.  

b. Each teacher receiving additional students will be compensated at the hourly 

rate specified in Appendix H, divided by the number of classes to which 

students were added for the time the additional students were added. 

4. Specialized Elementary Teachers. Teachers without a rostered class (e.g., Reading 

Specialists, Teacher Librarians, and EL Specialists) may be requested to substitute 

and will receive compensation at the hourly rate listed in Appendix H, equivalent to 

the full-time instructional minutes they substitute. If the class that needs substitute 

coverage is divided, the same formula outlined in the “Combined Class Coverage” 

section above will apply. 

5. Prep Time Substitution. Teachers substituting during their preparation time will be 

compensated at the teacher hourly rate specified in Appendix H. 
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ARTICLE XIV 

Non-Discrimination 

A. The District and the Association agree to provide a learning and work environment free 

from discrimination and harassment based upon race, national origin, sex, sexual 

orientation, religion, age, physical or mental disability, or marital status. 

B. Procedure 

1. Notwithstanding other Board policies and procedures, if a unit member believes that 

an incident of illegal discrimination or harassment has occurred, the unit member 

should first notify the immediate supervisor of the incident. If the immediate 

supervisor is believed to be involved in the alleged incident, the unit member should 

report the matter to a person having authority over the person(s) engaged in the 

alleged illegal activity. The supervisor shall investigate and take appropriate action, 

including reporting the matter to the Human Resources administrator. 

2. At the time of observation or awareness of an incident of discrimination, the unit 

member should inform the person(s) responsible for the discrimination that the act(s) 

were inappropriate and/or unwelcome, and that the behavior should stop. 

3. If the above procedures do not satisfactorily remedy the illegal conduct, the unit 

member should report the matter to the Human Resources administrator, or designee, 

who shall conduct an investigation into the allegations. At the end of the 

investigation, a written report outlining findings and conclusions shall be provided to 

the original complainant(s) and the Association President, to the extent allowed by 

law. These findings and conclusions shall conclude the District’s investigation; 

however, the Superintendent, upon the complainant’s(s’) request, shall meet 

informally with the complainant(s) and/or Association to review the elements of the 

report. 

4. Upon request of the complainant(s), the District shall provide a facilitator, with skills 

in interest-based problem solving and substantive knowledge of discrimination law, 

who shall meet with the involved parties. The facilitation, and any information 

obtained by the facilitator during this process, shall remain confidential. 

5. If any of the above provisions conflict with rules, regulations, or requirements of the 

State or Federal government, those provisions shall be superseded by the appropriate 

rule, regulation, or requirement. 
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ARTICLE XV 

Academic Freedom 

A. Unit members shall be accorded the right to academic freedom, provided such right is 

balanced with the students’ right of academic freedom. To this end, the Board’s policy on 

“Controversial Issues” will be maintained during the duration of this Agreement. 

B. Before the Board undertakes any modification of this policy, which impacts upon teacher 

academic freedom, the District will provide the Association with notice and opportunity to 

negotiate any impact. (See Board Policy, which is attached for information only, as 

“Appendix G.”) 
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ARTICLE XVI 

Savings Provisions 

If any provisions of the Agreement are held to be contrary to law by a court of competent 

jurisdiction, such provisions shall not be deemed valid and subsisting except to the extent permitted 

by law, but all other provisions shall continue in full force and effect. 
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ARTICLE XVII 

Support of Agreement 

A. The District and Association agree that it is to their mutual benefit to encourage the 

resolution of differences through the meet and negotiation process. 

B. The Board of Education agrees that it shall not change any policies referred to directly by 

this Agreement as being effective parts of the Agreement during its term, except that it may 

request the Association for a meet and confer session with them about a possible change 

of policy. 

C. The Association agrees that future negotiations regarding successor contracts shall be open 

to the public. On agreement of both parties, negotiation sessions may be closed to the public 

in order to facilitate interest-based discussions. 



– 76 – 

ARTICLE XVIII 

Effect of Agreement 

It is understood and agreed that the specific provisions contained in this Agreement shall prevail 

over District practices and procedures and over State laws to the extent permitted by State law; 

and that in the absence of specific provisions in this Agreement, such practices and procedures are 

discretionary. 
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ARTICLE XIX 

Completion of Meet & Negotiate 

The terms and conditions set forth in this Agreement represent the full and complete understanding 

and commitment between the parties. These terms and conditions may be altered or modified only 

through a written amendment approved and signed in the same manner as the master Collective 

Agreement. During the term of this Agreement, the Association and the District agree that neither 

party shall be obligated to meet and negotiate with respect to any subject or matter whether or not 

referred to or covered in this Agreement. 
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ARTICLE XX 

Hourly Adult Education Teachers 

Articles I, II, IV, V, XII, XIII, XIV, XV and XVI of this contract between the Palo Alto Unified 

School District and the Palo Alto Educators Association are also applicable to hourly Adult 

Education teachers. Articles III, VI, VII, VIII, IX, X and XI do not apply to hourly Adult Education 

teachers. The following are unique for hourly Adult Education teachers: 

A. Association Rights 

1. Right to Join 

The District and the Association recognize the right of the employees to form, join 

and participate in lawful activities of employee organizations, and the equal right of 

employees to refuse to join or participate in employee organization activities. 

2. Use of Facilities 

All Association business, discussions, and activities by unit members or Association 

officials shall be conducted outside established work hours and shall be conducted in 

places other than District property except when an authorized Association 

representative obtains advance permission from the Superintendent or designee 

regarding the specific time, place, and type of activity to be conducted. Permission 

shall be granted if the Superintendent or designee can verify that such activities and 

use of facilities will not interfere with the school programs and/or duties of 

employees, and will not directly or indirectly interfere with the right of employees to 

refrain from listening to or speaking with an Association representative. 

3. Association Communications 

a. The Association shall be entitled to the use of and access to employee mailboxes 

for communications to unit members regarding matters, which involve the 

Association. The Association shall also be entitled to post notices of 

Association concern on bulletin boards designated for exclusive use by the 

Association, at least one of which shall be provided in each school building, in 

areas frequented by employees. 

b. All postings for bulletin boards or items for school mailboxes shall contain the 

date of posting or distribution and the identification of the Association. A copy 

of such postings or distributions shall be provided to the Superintendent or 

designee at the time of posting or distribution. 

c. The Association shall make every effort not to post or to distribute information, 

which is derogatory or defamatory of the District or its personnel. When the 

District deems material to be derogatory or defamatory, the site administrator 

shall notify the Association representative who shall remove the material for 

referral to the Superintendent and the Association President or their designees. 

After the two officials have had a reasonable opportunity to discuss the 

challenged material, the material may be posted again at the Association’s 

discretion. 
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4. Association Information 

The District shall provide the Association with a staffing list of the bargaining unit 

members, without cost to the Association, no later than September 30 of each school 

year. The names of all bargaining unit members employed after October 15 of each 

school year shall be supplied to the Association within ten (10) days of the first date 

of their paid service. 

5. Meetings 

In an attempt to minimize calendar conflicts, the District’s Adult Education 

Department shall give the Association reasonable advance notice of scheduled staff 

meetings. 

6. Payroll Deductions 

The District shall deduct in two equal parts from the October pay and the November 

pay of Association members and pay to the Association the normal and regular annual 

membership dues as voluntarily authorized in writing by the employee on the District 

form, subject to the following conditions: 

a. Such deduction shall be made only upon submission of the District form to the 

designated representative of the District. Said form shall be duly completed and 

executed by the employee and an authorized representative of the Association. 

b. The District shall not be obligated to put into effect any new, changed or 

discontinued deduction until the pay period commencing fifteen (15) days or 

longer after such submission. 

B. Compensation and Benefits 

1. Compensation 

See Appendix H for Adult School Hourly rates. 

Placement on Step 2 shall be after completing service of 700 hours. Placement on 

Step 3 shall be after completing service of 1400 hours. Placement on Step 4 shall be 

after completing service of 2100 hours. 

The schedule shall be increased by an amount equal to the same percentage as the 

COLA increase from the State for Adult Education for respective year, rounded to 

the nearest one-tenth of one percent. 

2. Benefits 

Subject to approval of the various insurance carriers, unit members may elect to 

participate in the District’s health and/or dental programs at the unit member’s 

expense. 

C. Working Conditions 

1. Working Days 

The Director of Adult Education shall determine the work year calendar after 

consultation with the staff. 
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2. Discontinued Classes 

Adult Education teachers who have been employed by the District in Adult Education 

for two consecutive years, whose classes are temporarily discontinued by the District, 

shall have the right of first re-hire in the event that the discontinued class is offered 

at the beginning of the following year. 

D. Leave Provisions 

1. Sick Leave 

a. Hourly Adult Education teachers shall accrue sick leave on the basis of one 

hour of sick leave for every eighteen (18) hours taught. The District shall 

compensate teachers at their hourly rate for sick leave as it is used. Unused sick 

leave shall accrue from year to year. 

b. After a unit member accrues three (3) hours of sick leave, he/she shall be 

entitled to use this leave (up to a maximum of six (6) hours per year) for death 

or serious illness of a member of the immediate family or an accident involving 

his/her person or property or the person or property of a member of the 

immediate family. 

c. Whenever possible an employee must contact the Adult Education office as 

soon as the need to be absent is known. In the event the Adult Education office 

is closed, the employee may contact the District’s Certificated Human 

Resources Office. Failure to provide adequate notice shall be grounds for denial 

of leave with pay. 

d. Upon request, a unit member shall be informed of the individual’s accumulated 

leave. 

2. Leaves of Absence Without Pay 

A leave of absence without compensation may be granted to any unit member for any 

period not to exceed one year. A unit member who is granted such leave by the 

District shall have the right to return at the expiration of such leave provided such 

return does not displace any other unit member. 

3. Industrial Accidents 

a. Any unit member who is injured as a result of an industrial accident shall submit 

to the office of the District’s Risk Manager a completed District Accident 

Report form as soon as possible. 

b. Unit members injured as a result of an industrial accident are covered by the 

Workers’ Compensation Laws of the State of California and may be entitled to 

receive benefits pursuant to such laws. 

4. Judicial Leave 

Unit members who have hourly daytime classes in the Adult Education Program shall 

be provided leave for regularly called jury duty, and to appear as a witness in Court, 

other than as a litigant, for reasons not brought about through the convenience or 

misconduct of the unit member. Unit members while serving jury duty shall receive 
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pay in the amount of the difference between the unit member’s regular earnings and 

any amount received for jury service. The unit member may retain any fee paid as a 

travel allowance. If the unit member does not wish jury duty pay to be deducted from 

the paycheck, a check for the amount of the jury duty pay shall be submitted to the 

Certificated Human Resources Office with the monthly absence report. 
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APPENDIX A 

Teachers’ Salary Schedule 
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APPENDIX B 

Plan for Salary Advancement 

The Palo Alto Unified School District encourages all staff members to engage in continuous 

professional improvement. Professional development activities in the form of college and 

university work, District sponsored workshops or study groups, individual professional 

development activities, and service on school site councils or identified district committees are 

recognized, and credit is given for advancement on the salary schedule. 

The procedures are as follows: 

1. All work must be pre-planned prior to commencement of the activity in order to 

receive salary advancement credit. 

a. Any pre-planned activity that will result in column advancement credit must be 

submitted using the District professional development information program 

(MyLearningPlan.com). 

b. All pre-planned activities will be electronically transmitted to the school 

principal/department supervisor for approval and then to the Certificated 

Human Resources Office for final approval. 

c. The only exception to the pre-planning requirement as set forth above is for 

crediting upper division or graduate level courses that also meet the 

requirements of “A-1” and “A-2” below. Within ninety (90) calendar days from 

the date of completion of such a course, the certificated staff member must 

submit the application for salary advancement credit through the District 

professional development information program (MyLearningPlan.com) and 

provide official verification of course completion. 

2. These deadlines must be met in order to move on the salary schedule for the following 

year: 

a. All professional activities to be undertaken during the summer that will result 

in column advancement on the salary schedule the following year must be pre-

planned by May 1. Units must be pre-planned by the deadline date, even when 

specific course information is not available at that time. Course information 

should be added to the pre-plan in the District professional development 

information program (MyLearningPlan.com) as soon as it is known. 

b. Pre-planned activities that result in salary column advancement in the current 

year must be unofficially verified by the first teacher contract day. Unofficial 

verification of college coursework may be in the form of a grade report or 

instructor letter. By November 15 final official verification of pre-planned 

activities that have resulted in salary column advancement must be submitted 

to the Certificated Human Resources Office. Failure to provide final official 

verification of pre-planned activities that resulted in salary column 

advancement by November 15th will result in a payroll reversal to the previous 

salary column level for the current school year. 
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Failure to meet the May or November deadlines, even if the activities have been 

completed, will result in the salary advancement not taking effect until the following 

school year. 

3. All activities proposed for salary advancement must be related to one or more of the 

following: 

a. District goals and priorities; 

b. School goals; 

c. Department goals; 

d. The staff member’s professional development plan; 

e. District performance standards for the staff member’s role group. 

4. All activities proposed for salary advancement must be undertaken at the staff 

member’s own expense and during time when a salary is not being paid by the District 

or released time is not being provided by the District. 

PROFESSIONAL ADVANCEMENT CATEGORIES 

A. College (including community college) and university course work which satisfies 

one or more of the following: 

1. Courses that develop skill and/or knowledge related to published district, school, or 

department goals or to district performance standards for certificated staff. 

2. Courses intended to help a staff member to develop competence in a new teaching 

area or to earn a new credential. 

All college course work must be verified by submitting official transcripts or electronic 

transcripts received by Certificated Human Resources Office directly from the institution. 

B. District sponsored in-service training sessions and workshops: 

One semester unit will be allowed for each 15 hours of attendance in programs that have 

been approved by the Certificated Human Resources Office. 

All participation in District sponsored workshops and study groups must be verified by roll 

sheets showing hours attended, submitted by the person designated to lead or facilitate the 

activity. 

C. Individual Professional Development Activity: 

1. Independent Study: A program of independent study of a specified aspect of 

education, culminating in a written report or other tangible product may be 

undertaken for up to 3 units per year. Each unit of credit requires 30 hours of work. 

Examples of independent study include: preparing an article for publication in a 

professional journal; researching and preparing a presentation for a professional 

conference; independent reading and reflection on a particular education topic; an 

action research project; and systematic, focused programs of observation and analysis 

of teaching or other educational functions. 
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All independent study must be verified by submitting the end product of the study, a 

written description of the staff member’s activities that led to the product, and a one-

page evaluation of the study’s contribution to the staff member’s professional 

development. 

2. Private Lessons: Private lessons may be undertaken for a maximum of four units per 

year or up to 12 units in a staff member’s career to develop skill or knowledge that is 

directly applicable to the staff member’s work. Each unit of credit requires fifteen 

hours of actual instruction time. 

Private lessons must be verified by a log of dates and times and a one-page summary 

of the relevance and value of the lessons to the staff member’s work. 

3. Work Experience: During the summer or while on leave, credit may be earned for 

employment or work experience that results in increased skill or knowledge related 

to the District performance standards for the staff member’s role group. This work 

experience must be significantly different from the staff member’s work in the 

District. One unit of credit requires 40 hours of work time. The maximum credit to 

be allowed for this type of activity is six units in one calendar year or 12 units 

throughout the teacher’s career in the PAUSD. 

4. Online professional development courses and Massive Open Online Courses 

(MOOCs): A maximum of 4 units per year may be earned for completion of pre-

approved courses of this type, provided that the activity: 

a. Has a direct relationship to the staff member’s current role or a role that the 

staff member is preparing to take on; and 

b. Comprises at least 15 hours of direct participation in online sessions per unit 

Completion of online programs/courses shall be verified with a certificate of 

completion. The Certificated Human Resources Office shall identify the number of 

course hours from the online course instructor, developer, and/or materials. 

5. Workshops, Conferences, or Other Programs that are Sponsored or Offered by 

an Organization Other than a College, University or the District: A maximum of 

4 units per year (15 hours per unit) may be earned for attendance at pre-approved 

programs of this type, provided that the activity: 

a. Has a direct relationship to the staff member’s current role or a role that the 

staff member is preparing to take on; and 

b. Comprises at least 15 hours of direct participation in instructional programs, or 

professional development sessions. 

Attendance at this type of program must be verified by a certificate of completion or 

letter from sponsoring organization with time, dates, and titles of sessions attended, 

length of individual sessions, and a one-two paragraph summary of the activity 

describing its value for the staff member. 

6. National Board for Professional Teaching Standards (NBPTS): Teachers who 

complete both the portfolio and the exams will receive four (4) units of credit in the 

year following completion. Verification will include a copy of the letter indicating 
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that the portfolio has been received by the NBPTS and verification of completion of 

the exams. 

Upon completion of an individual activity, Verification of Completion forms and any 

additional verification materials described above must be submitted for evaluation to the 

Certificated Human Resources administrator responsible for this program. These forms 

may be obtained in the Certificated Human Resources Office and are to be submitted to 

that office. 

D. Service on a School Site Council or Identified District Committee: 

A maximum of 3 units per year (15 hours actual committee or subcommittee meeting time 

per unit) may be earned for service on a school site council or as a designated school or 

grade level representative on a district committee mutually identified for this purpose by 

the Superintendent and the President of the Association by September 30. Service on such 

committees must be verified by signed attendance sheets submitted by the person 

designated to lead the committee. 

NO CREDIT WILL BE GRANTED FOR ANY OF THE FOLLOWING: 

• Adult Education courses unless prior approval is given. 

• Any activity for which a salary is paid by the District or released time provided, or 

that occurs during normal working hours for which the staff member is paid. 

• Any activity other than an upper division or graduate course at a college or university, 

for which a completed pre-planning form has not been received and approved prior 

to the beginning date of the activity. 
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APPENDIX C 

California Standards for the Teaching Profession & California 

Standards for the School Counseling Profession Clarification 

Addendum 

In 2011, the Palo Alto Unified School District (District), with support from the Palo Alto Educators 

Association (PAEA), adopted the California Standards for the Teaching Profession (CSTP) and 

the California Standards for the School Counseling Profession (CSSCP) as its benchmark 

“Standards” for teacher and counselor recruitment, development, and performance. In the interest 

of establishing and communicating clear and consistent expectations, Appendix C provides more 

detail to District’s expectations around these identified Standards. 

A. CSTP Standard 3: Understanding and Organizing Subject Matter for Student 

Learning 

In order to provide readily available and inclusive access to learning expectations, 

instructional materials and assignments, secondary teachers are required to use the 

District’s adopted Learning Management System (Schoology) to electronically-post their 

course syllabus, instructional materials, and assignment handouts. Secondary teachers are 

required to post graded homework assignments, assessment (e.g. lab, project, essay) due 

dates and test/quiz dates on the Schoology Calendar (with the exception of pop quizzes). 

3.5 Using and adapting resources, technologies, and standard-aligned instructional 

materials/adopted materials to make subject matter accessible to all students. 

B. CSTP Standard 5: Assessing Students for Learning 

In order to provide timely feedback on student learning, secondary teachers are required to 

use the District adopted Student Information System or Learning Management System 

(Infinite Campus or Schoology) to electronically post assessment, test, and quiz results and 

updated grades at least once every three weeks. 

5.6 Using available technologies to assist in assessment, analysis, and communication 

of student learning. 

5.7 Using assessment information to share timely and comprehensive feedback with 

students and their families. 

C. CSTP Standard 6: Developing as a Professional Educator 

In order to establish a culture where teachers continuously develop as professional 

educators, all unit members are expected to engage in 18 hours of professional learning 

every two years. 

6.1 Reflecting on teaching practice in support of student learning. 

6.2 Establishing professional goals and engaging in continuous and purposeful 

professional growth and development. 
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6.3 Collaborating with colleagues and the broader professional community to support 

teacher and student learning. 

To support meaningful professional learning activities that are aligned with district goals, 

the District shall pay a Professional Learning Stipend (PL Stipend) to compensate teachers 

for engaging in 18 hours of eligible professional learning activities. Specifics for the PL 

Stipend are in Article VI, Section K. 

D. CSTP Standard 6: Developing as a Professional Educator 

The District and PAEA have collaborated to provide guidance on expectations around 

professional responsibility, integrity, and ethical conduct. 

6.7 Demonstrating professional responsibility, integrity, and ethical conduct. 

1. Commitment to Students 

a. The professional educator deals considerately and justly with each student, and 

seeks to resolve problems, including discipline, according to the law, education 

code, and school policy. 

b. The professional educator does not intentionally expose students to 

disparagement or embarrassment. 

c. The professional educator makes a constructive effort to protect students from 

conditions detrimental to learning, health, and safety. 

d. The professional educator endeavors to present facts without distortion, bias, or 

personal prejudice. 

2. Commitment to Profession 

a. The professional educator assumes responsibility and accountability for his or 

her performance and continually strives to demonstrate competence. 

b. The professional educator shall not in any application for a professional position 

deliberately make a false statement to competency and qualifications. 

c. The professional educator shall not misrepresent his/her professional 

qualifications. 

d. The professional educator shall not make false or malicious statements about a 

colleague. 

e. The professional educator complies with written local school policies, 

education code and applicable laws and regulations. 



– 89 – 

APPENDIX D 

Pre-Retirement Employment & Post-Retirement Programs 

A. Reduced Workload Program (Willie Brown Program) 

1. A unit member may reduce employment from full- to part-time, and receive service 

credit the unit member would have received if employed on a full-time basis, 

provided the unit member meets all the requirements of this subsection and Education 

Code 22713 and the following District criteria. 

a. The option of part-time employment must be exercised at the unit member’s 

request and, once granted, can be revoked only with the mutual consent of the 

District and the unit member. The employment level can be increased or 

decreased within the limitation of part-time employment no less than 50%. 

b. The unit member must submit a request to participate in this program to the 

Personnel Office no later than March 1 of the school year preceding the desired 

year of participation. 

c. The unit member must have reached the age of fifty-five (55) prior to the school 

year in which the reduction in workload starts. 

d. The unit member must have been employed full-time in a position requiring 

certification for at least ten (10) years, of which the immediately preceding five 

(5) years were full-time employment. For the purposes of this section, approved 

leaves of absence shall not constitute a break in service. 

e. A unit member’s participation in the reduced workload program may not exceed 

10 years. 

f. The District and the unit member shall agree to make the appropriate 

contributions to the State Teachers’ Retirement System (STRS) equal to the 

amount required as if serving as a full-time unit member. 

g. The final determination of the form of part-time employment and the 

qualifications necessary to meet the District’s instructional needs rests within 

the sole discretion of the District. 

2. The minimum part-time employment shall be the equivalent of one-half (1/2) of the 

number of days of service required by the unit member’s contract of employment 

during his/her final year of service in a full-time position. Except for the reduction of 

salary corresponding to the reduced workload, the District will provide the part-time 

unit member with the same fringe benefits provided a regular full-time unit member. 

3. If the Governing Board agrees, the reduced service may be on a part-time daily 

schedule or full-time for at least one-half (1/2) year. Regardless of the work schedule, 

the unit member and District contributions must be paid monthly to STRS. 

4. Unit members who terminate before the end of the school year will receive retirement 

credit based on the salary actually paid in the proportion that it relates to the annual 

salary that would have been paid had the employment continued. Retirement 

contributions for services not actually performed will be returned to the unit member 
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and the District. The amount of sick leave earned while on reduced workload will 

vary directly with the percent of full-time employment. For example, fifty percent 

(50%) employment would yield ten (10) days of half-time sick leave or five (5) days 

of full-time sick leave. 

B. Post-Retirement Employment Programs 

1. Retired teachers employed pursuant to this program shall be placed in distinct classes 

of temporary teachers within the bargaining unit. A teacher shall be classified as a 

“Retired Temporary Teacher” if hired pursuant to these sections. The service of a 

Retired Temporary Teacher shall not be included in computing the service required 

as a prerequisite to attainment of or eligibility for classification as a permanent 

employee of a school district. 

2. Retired Temporary Teachers and Retired Temporary Remedial Teachers shall be 

compensated according to the salary schedule set forth in Appendix A. 

3. Retired Temporary Teachers and Retired Temporary Remedial Teachers shall receive 

health and welfare benefits contribution specified in Section C of this Appendix. 

4. Retired Temporary Teachers shall not be subject to the evaluation requirements of 

Article X. 

5. Post-Retirement Programs Effective July 1, 2000. 

a. The District may employ in a full-time teaching position a teacher who retired 

from the District under the State Teachers Retirement System and who meets 

either of the following: 

(1) The teacher retired with an effective date on or before January 1, 2000, 

and will provide direct classroom instruction to students in kindergarten 

through eighth grade, and/or will provide services to beginning teachers 

specified in Education Code Section 24216.5 (a)(2); or 

(2) The teacher retired with an effective date on or before July 1, 2000, and 

will provide direct remedial instruction to students in grades 2 through 8 

as defined in Education Code Sections 37252 and 37252.5. 

6. Post-Retirement Employment, Effective January 1, 2001, to June 30, 2009 

a. Individuals who return to employment with the District after being retired for a 

period of twelve (12) months will earn full salary and without a reduction in 

retirement allowance, and without requirement of a contribution to STRS for 

salary earned. 

b. The retiree must work in a position requiring a certificate, and must otherwise 

qualify under the provisions of Education Code Section 24214. 

c. This K-12 employment may be either full-time or part-time. The District retains 

the final discretion as to the type of work, the percentage of part-time work, the 

qualifications for the work, and the availability of work. 
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d. At the option of the retiree, the compensation shall be in the form of regular 

salary, or, to the extent legally permissible, the employee may earn credits in 

lieu of salary for health and welfare benefits or Medicare Part B. 

C. Retiree Health and Welfare Benefits 

1. For unit members whose first date of paid contracted service is prior to June 1, 2009 

and retiring after June 30, 2002, the District will contribute the same amount to health 

and welfare benefits as though the unit member were an active member with the same 

percentage of paid benefits as held immediately prior to retirement, for a period of 

five years, age 65, or is eligible for Medicare, whichever occurs first; provided: 

a. The retiree has twenty years of full-time service or the equivalent of twenty 

years of full-time service in the District, and 

b. The retiree has reached age fifty-five. 

2. Unit members in the Early Retiree Benefits Program described in Appendix D, 

Section C.1 shall make monthly contributions in the same amount as an active 

employee in the same benefit plan with the same percentage of paid benefits. 

3. Individuals drawing STRS benefits while employed by the District under any of these 

post-retirement employment programs at 50% or more will receive the same 

contribution to District health and welfare benefits as other unit members, until age 

sixty-five (65) or eligible for Medicare, whichever occurs first. 

4. Individuals drawing STRS benefits while employed by the District in a post-

retirement program less than 50% full-time may elect to earn salary combined with 

health and welfare benefits in lieu of a commensurate salary, until age sixty-five (65) 

or eligible for Medicare, whichever occurs first. 

5. If a retiree wishes to participate in health and welfare benefits, the retiree may 

purchase the benefits through direct payment to the District, provided the retiree is 

otherwise qualified for the benefits under the carrier’s provisions. 

6. Retirees eligible for paid full-time medical coverage for a period of five years or until 

attaining age sixty-five (65), whichever occurs first, may choose to decline the 

District medical coverage and receive $6000 for each year of eligibility the retiree 

declines (except as prohibited by law). Early retirees may not return to district 

medical coverage once the coverage has been declined. It is within the sole discretion 

of the District to continue to offer this provision to new early retirees for each 

successive year of this agreement. 
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APPENDIX E 

Peer Assistance & Review Program 

A. Purpose 

1. The Peer Assistance and Review Program (Program) allows exemplary teachers to 

assist certain permanent and beginning teachers in the areas of subject matter 

knowledge, teaching strategies, and teaching methods. 

2. The extent of the Program’s assistance and review depends on whether the 

participating teacher is a beginning teacher, a volunteer permanent teacher, or a 

permanent teacher who has been referred to the program. The Program’s assistance 

shall be provided through Consulting Teachers as described in detail in Sections C 

and D.2 of this section. This assistance shall not involve participation in nor 

conducting of the evaluation of certificated unit members as set forth in Article X of 

the Agreement and Education Code 44660, et seq., except for making available to the 

evaluator the report of a unit member’s participation in the Program. 

3. The Program resources shall be utilized in the following priority: first, for Referred 

Participating Teachers on Evaluation Plan 3; second, for beginning teachers; and 

thereafter other priorities determined by the Joint Panel. 

B. Definitions for Purposes of This Document 

1. “Classroom Teacher” or “Teacher” 

Any classroom teacher in the certificated bargaining unit. 

2. “Participating Teacher” 

A unit member who is a classroom teacher who either volunteers or is required by 

this Agreement to participate in the Program. 

3. “Referred Participating Teacher with an Unsatisfactory Evaluation” 

A unit member with permanent status who has been placed on Evaluation Plan 3 

(Article X, Sections H and I) because his/her supervisor has determined that s/he does 

not meet one or more of the PAUSD teaching standards in the areas of subject matter 

knowledge, teaching strategies, or teaching methods and instruction (Cluster 1, 

Management and Monitoring of Student Learning; Cluster 2, Commitment to 

Students and Learning; or Cluster 3, Knowledge of Content and How to Teach). 

4. “Beginning Teacher” 

Any unit member having probationary or temporary status, or any District teaching 

intern participating in a program established according to Education Code Sections 

44305, et seq. and 44325, et seq. This Program is to be closely coordinated with other 

District programs for training and assistance to beginning teachers. 

5. “Voluntary Participating Teacher” 

Any permanent teacher other than a Referred Participating Teacher or a teacher on 

Evaluation Plan 4 (Article X, Section J). 
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6. “Consulting Teacher” 

An exemplary teacher meeting the requirements of subsection D.2.a who is selected 

by the Joint Panel to provide Program assistance to a Participating Teacher. 

7. “Evaluator” 

An administrator or instructional supervisor appointed by the District to evaluate a 

certificated teacher. 

C. Program Outline 

1. For Referred Participating Teachers on Plan 3 (RPT) 

a. Any permanent teacher who has been placed on Evaluation Plan 3 because of 

not meeting standards in Clusters 1, 2, or 3 of the PAUSD Teaching Standards 

must participate in the program. 

b. The Consulting Teacher’s assistance and review shall focus on the specific 

areas identified in the support/improvement plan developed by the RPT’s 

Evaluator(s) when the RPT was placed on Plan 3. 

(1) These areas for improvement shall be aligned with student learning, 

clearly stated, and consistent with Education Code Section 44662. These 

recommendations shall be considered as the performance goals required 

by Education Code Sections 44664(a) and 44500(b)(2). 

(2) The Principal and the Consulting Teacher assigned shall meet and discuss 

the recommended areas of improvement outlined by the Principal and the 

types of assistance that should be provided by the Consulting Teacher. 

(3) The Consulting Teacher and the Evaluator(s) are expected to establish a 

cooperative relationship and shall coordinate and align the assistance 

provided to the RPT. 

(4) The Consulting Teacher and the RPT shall meet to discuss the plan for 

assistance. After that meeting, the Consulting Teacher will provide the 

assistance set forth in Section D.2.f, which shall also involve conducting 

multiple classroom observations of the RPT. 

c. At the end of the time period specified in the support/improvement plan, the 

Consulting Teacher shall complete a written report describing the teacher’s 

participation in the Program. This report shall consist solely of: (1) a description 

of the assistance provided by the Consulting Teacher; and (2) a description of 

the RPT’s participation in the Program. This report shall be submitted to the 

Joint Panel, with copies also submitted to the RPT and the Evaluator(s). 

d. The Consulting Teacher’s report (described in C.1.c) shall be made available as 

part of the RPT’s annual evaluation. Either the Evaluator or the RPT may 

choose to have the report included in the annual evaluation. 

e. After receiving the report, the Joint Panel shall determine whether the RPT will 

benefit from continued participation in the Program. 
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f. The RPT will continue participating in the Program until the Joint Panel 

determines that s/he will no longer benefit from participation, the RPT receives 

a satisfactory evaluation, or the RPT is placed on Evaluation Plan 4, whichever 

occurs first. The RPT’s Evaluator will determine whether s/he has been able to 

demonstrate satisfactory improvement. 

g. The names of RPTs who, after sustained assistance, are not able to demonstrate 

satisfactory improvement will be forwarded by the Joint Panel to the Governing 

Board. 

2. For Beginning Teachers 

a. A Consulting Teacher may be assigned to one or more beginning teachers to 

provide assistance. Priority will be given to teachers in their first two years in 

the district who are not eligible for the Beginning Teacher Support and 

Assessment Program. 

b. In the first year the Consulting Teacher shall concentrate the assistance on any 

area of the District’s Teaching Standards. In the second year, the Consulting 

Teacher will focus the assistance on any areas identified as needing 

improvement and/or assistance. 

c. The Consulting Teacher and the Evaluator(s) shall have a cooperative 

relationship and shall coordinate the assistance provided to the beginning 

teachers. 

d. Because beginning teachers’ participation in the Program is not legally 

mandated, neither the Consulting Teacher nor the Joint Panel will make written 

reports regarding individual beginning teachers, nor forward to the Board the 

names of individual beginning teachers who participated in the Program. 

3. For Voluntary Participating Teachers (VPT) 

a. Teachers eligible to be Voluntary Participating Teachers (VPT) may submit to 

the Joint Panel a proposal to work with a Consulting Teacher or to participate 

in any activity approved by the Joint Panel that utilizes the concept of peer 

assistance and support. 

b. Because permanent teachers with satisfactory performance are not mandated by 

law to participate in the Program, neither the Consulting Teacher nor the Joint 

Panel will forward to the Board the names of individual VPTs or report on the 

outcome of their participation. At the request of a VPT who is on Evaluation 

Plan 2B, however, the Consulting Teacher may write the required partner 

response to the teacher’s summary evaluation (Article X, Section C.2.c.3.f). 

D. Governance and Program Structure 

1. Joint Panel 

a. The Peer Assistance and Review Program will be administered by a Joint Panel 

consisting of seven members, four selected by the certificated classroom 

teachers, and three appointed by the District. Qualifications for the teacher 

representatives shall be the same as those for Consulting Teacher as set forth in 
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Section D.2.a, and they shall be selected by the Association. A Panel member’s 

term shall be two years, except the first terms shall be for the teacher members 

two two-year terms and two three-year terms, and for the District members one 

two-year term and two three-year terms. The Panel shall establish a procedure 

for selecting the Chair. The term of the Chair shall be one year, and the position 

shall alternate between the Association and the District. The Chair shall be a 

full voting member of the panel. 

b. The Joint Panel will make through consensus all decisions in the areas of 

appointments, reports and recommendations to the Governing Board, and 

Program plan and budget. Failing consensus, decisions will be made by a 

majority vote. Five of the seven members will constitute a quorum for purposes 

of meeting and conducting business. 

c. The Joint Panel’s primary responsibilities are to establish the annual Program 

and budget, and to select and oversee the Consulting Teachers. In addition the 

Panel is responsible for: 

• Submitting to the Governing Board recommendations regarding RPTs, 

including forwarding the names of any individuals who, after sustained 

assistance, are unable to demonstrate satisfactory improvement; 

• Making an annual report to the Governing Board and the Association 

regarding the impact of the Program, its overall effectiveness, and 

recommendations for improvements in the Program; 

• Assigning the Consulting Teachers; 

• Reviewing Consulting Teachers’ reports on RPTs; 

• Evaluating the effectiveness of the Consulting Teachers in their role; 

• Coordinating with the District to provide training for Consulting 

Teachers, for panel members, and where appropriate, for any participating 

teachers; 

• Forwarding to the Human Resources Office at the end of the year all the 

records regarding the Program, which shall be filed separately from the 

individual personnel records, except as set forth in Section C.1.d above; 

and 

• Establishing internal operating procedures and regulations necessary to 

carry out the requirements of the Education Code and this section of the 

Agreement. 

d. The Joint Panel shall use the following procedure for establishing the annual 

Program plan and budget: 

(1) By April 1 of each fiscal year the Joint Panel will establish a Program and 

budget for the succeeding year, which will include: 

• The estimated state revenues for the Program; 

• The estimated expenditures, involving: 
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• Projected number of Participating Teachers, 

• Projected number of Consulting Teachers (full and part-time) 

needed to serve the projected need, 

• Released time for the panel and Consulting Teachers, 

• Pay for Consulting Teachers that is consistent with the pay 

parameters established by the negotiating parties, and 

• Projected costs for training, administrative overhead, and if 

necessary, legal and consulting assistance. 

(2) By April 15, the Program plan/budget will be submitted to the Association 

President and the Superintendent for approval. If the plan/budget is not 

approved by both parties, it may be modified by mutual agreement. By 

May 1, if the parties cannot reach agreement to either approve the 

plan/budget or to amend it, then the plan/budget will be implemented as 

submitted by the panel. 

(3) In 1999-2000, the Program plan/budget will be focused on planning and 

training for implementation in 2000-2001. It will be developed by a 

subcommittee of the negotiating teams and will be submitted to the 

Association President and the Superintendent by January 31, 2000. 

2. Consulting Teachers 

a. Minimum qualifications for Consulting Teacher: 

• A fully credentialed Classroom Teacher with permanent status and at least 

five years of teaching experience within the preceding 7 years; 

• Demonstrated exemplary teaching ability, consistent with the PAUSD 

Teaching Performance Standards 

• Demonstrated ability to work cooperatively and effectively with other 

teachers and administrators. 

b. Consulting Teacher positions may be full or part time. The Human Resources 

office shall post Consulting Teacher positions. Each applicant shall be required 

to submit a completed application, which shall include at least three references 

from individuals who have direct knowledge of the applicant’s abilities for the 

position, including at least one reference from a District principal or 

Instructional Supervisor. The Panel’s procedures for selecting Consulting 

Teachers shall include provision for interviews and classroom observations of 

candidates. The Joint Panel will make the selection, which will be forwarded to 

the Superintendent. All applications and references will be treated with 

confidentiality and will not be disclosed except as required by law. 

c. The Joint Panel will assign Consulting Teachers. Within the first six weeks of 

the assignment, either the Consulting Teacher or the Participating Teacher may 

petition the Panel for an assignment change, stating the reasons. The 

Participating Teacher shall be allowed one assignment change per year. 
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d. A Consulting Teacher’s term will be two years, and s/he may reapply for one 

additional term. If a Consulting Teacher’s assignment involves being released 

from the classroom, upon completion of the assignment, unless the Consulting 

Teacher requests otherwise, the District will make every effort to return the 

teacher to the school (and department, where relevant) in which the teacher 

taught before assuming the Consulting Teacher position. In the first year of the 

Program only, the Joint Panel may create both 2-year and 3-year terms in order 

to stagger the entry of Consulting Teachers into the Program. 

e. Consulting Teachers will be required to attend training programs designed to 

prepare them for their role. This training will take place on a combination of 

released time and non-work time, with appropriate compensation. 

f. Consulting Teachers shall provide assistance to RPTs in the areas of subject 

matter knowledge, teaching strategies, and teaching methods (Clusters 1, 2, and 

3 of the PAUSD Teaching Standards). For RPTs this assistance may include 

any of the following activities: 

(1) Providing consultative assistance to improve in the specific areas 

identified by the Evaluator(s) or the PAUSD Teaching Performance 

Standards; 

(2) Meeting and consulting with the Evaluator(s) or designee regarding the 

nature of the assistance being provided; 

(3) Observing the RPT during periods of classroom instruction; 

(4) Demonstrating teaching for the RPT or arranging opportunities for the 

RPT to observe other teachers; 

(5) Facilitating the RPT’s access to specific training in specified teaching 

techniques or in designated subject matter; 

(6) Other activities appropriate to the RPT’s needs and interests. 

g. Support provided by Consulting Teachers to beginning teachers or VPTs may 

include providing consultative assistance to improve in areas identified by the 

participating teacher, as well as the activities listed in (3), (4), (5), and (6) above. 

E. Other Provisions 

1. Unit members who function as Joint Panel members or Consulting Teachers under 

this document shall not be considered either management or supervisory employees 

as defined by Government Code Section 3540.1(g) and (m). 

2. Unit members who perform functions as Consulting Teachers or Joint Panel members 

under this document shall have the same protection from liability and access to 

appropriate defense as other public school employees pursuant to Division 3.6 

(commencing with Section 810) of Title 1 of the California Government Code. 

3. Records 

a. All documents and information relating to the participation in this Program will 

be regarded as a personnel matter and subject to the personnel record exemption 
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of the California Public Records Act (Government Code Section 6250, et seq.). 

The annual evaluation of the Program’s impact, excluding any information on 

identifiable individuals, shall be subject to disclosure under the Public Records 

Act. 

b. All parts of the selection process for Consulting Teachers will be treated as 

confidential and will not be disclosed except as required by law. 

c. All the documents for the Program will be filed by the Human Resources office 

separately from the individual personnel records, except as set forth in C.1.d 

above. 
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APPENDIX F 

Employee Concerns Regarding District Policies & Procedures 
(from Board Policy Manual, Chapter VI — Certificated Human Resources) 

This provision is attached to the Collective Bargaining Agreement for information purposes only, 

and is not subject to review or enforcement through the grievance/arbitration mechanism. 

Employees are encouraged to solve difficulties and problems within the school or department by 

referring their concerns about the implementation of District policies and procedures to their 

immediate supervisor. 

If the concern is not resolved through this process, the employee may present his/her concern to 

the member of the Superintendent’s Staff responsible for that part of the District’s operation. The 

Staff member shall communicate his/her decision to the employee within twenty (20) working 

days of receipt of the concern. 

Final appeal of the Superintendent’s decision may be made to the Board of Education. The decision 

of the Board of Education shall be final. 
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APPENDIX G 

Controversial Issues 
(from Board Policy Manual, Chapter III — Instruction) 

This provision is attached to the Collective Bargaining Agreement for information purposes only, 

and is not subject to review or enforcement through the grievance/arbitration mechanism. 

The examination and discussion in classrooms of important controversial issues has educational 

value and may be pursued when appropriate to the course of study. Events of such significance 

may occur so as to make discussion acceptable in other courses. Teachers shall: 

1. Conduct discussions in a spirit of honest inquiry; 

2. Guide discussions to provide opportunity for students to hear and consider differing 

views of the issue; and 

3. See that such discussions do not unduly preempt time from the regular course of 

study. 

Forums at which timely issues are debated or closely spaced talks by speakers who can ably present 

opposing views are encouraged. Organized groups or individuals wishing to provide students with 

information or to make presentations to classes concerning controversial issues shall make 

application to the Superintendent of Schools, who shall determine the relevance of such 

presentations to the welfare of the students and to their education. 

The Board shall support staff members when they have acted in the spirit of this policy, which 

obligates teachers to approach controversial issues in the spirit of inquiry rather than advocacy. 

Administrative Procedure: Controversial issues shall be freely discussed in the classrooms of the 

District in accordance with the prudent judgment of teachers and in conformity with the provision 

of professional codes of ethics. In the discussion of controversial issues, teachers should 

consistently relate them to the democratic process and emphasize that differences of opinion and 

protest are to be exercised in the context of majority of decision and willingness to abide by that 

decision. Respect for minority opinion should be encouraged. Responsible citizenship within a 

framework of free and informed expression should be the instructional goal of all teachers who 

deal with controversy in the classroom. In handling discussions of controversial issues, the school 

personnel should consider that the students have the following rights: 

1. To study any controversial issue which has political, economic or social significance 

and upon which they should begin to form opinions. 

2. To have free access to all relevant information including the materials that circulate 

freely within the community. The exception to this procedural matter results from 

Education Code Section 8506. This section provides that any audiovisual or written 

materials, excluding state adopted texts, that include information on human 

reproduction processes or functions may not be used without providing parents with 

the opportunity to review and without parental permission. 

3. To study under competent instruction in an atmosphere free of bias and prejudice or 

external pressures. 
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4. To form and express their own opinions in the classroom on controversial issues 

without jeopardizing their relations with the teacher or the school, when the issues 

discussed are relevant to the instructional program. 
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APPENDIX H 

Certificated Special Salaries & Stipends 
Effective July 1, 2026 

Hourly: 

Home Teaching – No transportation allowance .....................................................................$79 

Hourly Teaching ....................................................................................................................$79 

Professional Development Hourly Rate .................................................................................$79 

Academy Hourly Teaching ....................................................................................................$79 

VAPA Performance/Production Duties (excluding those with performance/production release 

period) ....................................................................................................................................$67 

Proctoring ...............................................................................................................................$41 

Curriculum Writing ................................................................................................................$60 

Parking Supervision ...............................................................................................................$46 

Club Supervision ....................................................................................................................$31 

Summer School Hourly Teaching Rate .................................................................................$92 

Unit members who work 50% or more and who work on an hourly basis to provide substitute teaching 

services for their colleagues may choose to receive released time in lieu of hourly compensation. A 

secondary unit member will be granted one day of released time for every 5 periods (275 minutes) 

worked, and an elementary unit member one day for every 5 hours worked in this way. This released 

time may be utilized in units of no less than the unit member’s workday. 

Hourly, Adult Education: 

Step I .................................................................................................................................$53.07 

Step II ................................................................................................................................$55.94 

Step III ..............................................................................................................................$59.35 

Step IV ..............................................................................................................................$62.96 

Stipends: 

Lead Teachers (Literacy, Math, Science and Technology) ......................................$2,507/year 

Professional Learning Stipend (18 hours of PL every two years, may be earned annually)

...................................................................................................................................$1,686/year 

Site Council Stipend (only when at Range 90) .........................................................$1,004/year 

Primary Medical Stipend ..........................................................................................$2,478/year 

Same-Day Multiple-Site Secondary Classroom Teacher Stipend ............................$2,631/year 

Parent Conference Stipend (TK-6) (6 conference hours equals one day) (time worked under 6 

hours will be paid on a pro-rated basis, maximum of 24 hours) .................................. $463/day 

New Teacher Orientation (6 hours equals one day) ...................................................... $463/day 

Secondary Yearbook Teacher Stipend ......................................................................$6,014/year 

Teacher Recommendation Writing (after 10th Student Recommendation) .... $65/each after 10 

BCLAD Stipend if required for Assignment ............................................................$3,342/year 
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Athletic Director (High School) ..............................................................................$11,568/year 

Overnight Stipend ......................................................................................................... $413/day 

(required duty overnight supervising students on a District-sponsored school activity.) 

Marching Band Camp Director: 

5 Days at Summer School Rate .............................................................................. $367/day 

High School Credentialed Coaching Salary Schedule 

Category Initial 3rd Year 

*(10%) 

6th Year 

*(15%) 

11th Year 

*(20%) 

A $6,447 $7,092 $7,414 $7,737 

B $5,483 $6,031 $6,305 $6,579 

C $4,520 $4,972 $5,197 $5,423 

D $3,547 $3,901 $4,079 $4,256 

* Beginning of 3rd, 6th and 11th year and thereafter. 

Extended Season: An increment will be paid to the Coach(es) who are directly responsible for 

those athletes involved in either a league, regional, sectional, or state playoff. The increment will 

be $340 per week for ten (10) or more participants on a team and $172 per week for fewer than 

ten (10) participants. Designation of extended season coach(es) is subject to prior approval of the 

district. 
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APPENDIX I 

Evaluation / Supervision (Certificated Personnel BP 4115) 

The Board of Education believes that regular and comprehensive evaluations can help instructional 

staff improve their teaching skills and raise students’ levels of achievement. Evaluations also serve 

to hold staff accountable for their performance. The Superintendent or designee shall evaluate the 

performance of certificated staff members in accordance with law, negotiated employee contracts 

and Board-adopted evaluation standards. 

(cf. 4141/4241 - Collective Bargaining Agreement) 

Objective standards from the National Board for Professional Teaching Standards and/or the 

California Standards for the Teaching Profession shall be reviewed and may be incorporated in 

district evaluation standards with the agreement of the exclusive representative of the certificated 

staff. 

(cf. 4119.21/4219.21/4319.21 - Professional Standards) (cf. 4140/4240 - Bargaining Units) 

(cf. 4315.1 - Staff Evaluating Teachers) 

Evaluation procedures may include observation of teacher performance in the classroom. 

The Superintendent or designee shall ensure that evaluation ratings have uniform meaning 

throughout the district. 

Evaluations shall be used to recognize the exemplary skills and accomplishments of staff and to 

identify areas needing improvement. When areas needing improvement are identified, the Board 

expects employees to accept responsibility for improving their performance. The Superintendent 

or designee shall assist employees in improving their performance and may require participation 

in appropriate programs. Staff members are encouraged to take initiative to request assistance as 

necessary to promote effective teaching. 

(cf. 4131 - Staff Development) 

(cf. 4139 - Peer Assistance and Review) 
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APPENDIX J 

Academy Working Conditions 

The terms of this appendix will not constitute the status quo for purposes of negotiating under the 

Educational Employment Relations Act, Government Code Section 3540, et seq. 

A. Academy Working Conditions 

1. Program hours and compensation. The PAUSD Academy will serve students 

identified as academically at risk in Grades 1-5. The classes will be limited to 6-10 

students, each working with one teacher. Teachers will be paid the Academy 

Teaching Rate specified in Appendix H for each hour of instruction. For planning 

and parent conferencing, the teacher will receive one additional hour of pay for every 

3 hours of instruction. Teachers-in-charge will receive one additional hour of pay for 

every 3 hours of being in charge. 

2. Selection of teachers. All unit members will have an opportunity to apply for 

Academy positions. Selection will be made by the site principal and Director for 

Elementary Education. Qualified unit members will receive preference in hiring over 

non-unit member applicants. Qualifications will be determined by the level of 

students and the curriculum to be taught. No priority will be given to teachers holding 

a particular type of contract (permanent, probationary, temporary, etc.) over those 

holding other types. 

3. Schedule of classes. Academy classes will meet outside of the normal work-day 

hours. Academy teachers will be excused from other meetings that conflict with 

Academy instruction. 

4. Absences and substitutes. Teachers will not accrue sick leave related to Academy 

work and will not be allowed to use sick leave, personal necessity, or other types of 

leave to cover an absence from Academy classes. If a teacher is unable to teach a 

scheduled Academy class for any reason, s/he will not receive payment for that class. 

A contract teacher who works on an hourly basis to provide substitute teaching for 

an Academy teacher will receive the Academy Teaching Rate. 

5. Observation of Academy classes. An Academy teacher will be observed in 

Academy classes by the site principal and/or district TOSA. Work in the Academy 

classes will not be addressed in the teacher’s interim assessments or summary 

evaluation. 

6. Safety conditions. Contract provisions regarding safety conditions (Article XIII, 

section F) apply to Academy work. At each site there will be a principal or teacher-

in-charge. During instructional time in the academy program, no teacher should be 

on site without another adult present. 

B. Contracted Programs 

Should the District desire to contract out Academy programs to commercial concerns on a 

pilot basis, in order to evaluate the effectiveness of such programs for low achieving 

students, the District will provide the Association with notice and opportunity to negotiate. 
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PALO ALTO UNIFIED SCHOOL DISTRICT 

Side Letter of Understanding 

The Palo Alto Unified School District (District) and the Palo Alto Educators Association 

CTA/NEA (PAEA) “the parties” herein, have reached the following understandings, related to 

Appendix C—California Standards for the Teaching Profession--Clarifications 

1. The parties adopted the California Standards for the Teaching Profession 

(“Standards”) as the basis for the evaluation of teacher performance. 

2. The parties incorporated further clarification of the Standards in Appendix C 

beginning with the 2013-14 school year. 

3. The parties agree that the District will provide support and training to unit members 

to assist them in developing the necessary skills to use the student information system 

to communicate with students and parents on assignments, homework, and updating 

grades. 

4. The parties agree that activities that develop the skills described in #3 are eligible 

professional learning activities for the professional learning expectation. 

5. The parties agree that one goal of the Professional Learning Committee is to 

participate in identifying the eligible professional learning activities that meet the 

professional learning expectation. 

6. The parties agree that eligible professional learning activities will include in-district 

professional development activities, in-district collaborative professional learning 

activities, out-of-district professional learning activities that meet district and site 

goals, and approved university coursework. 

7. The parties agree that the two-year cycle for professional learning hours would begin 

in the 2014-15 school year. 

8. The parties agree that a unit member may earn the PL Stipend annually beginning in 

2013-14. 

9. The parties agree that for any unit member for whom completing the 18 hours of 

professional learning outside the school day would be a significant burden, he/she 

may propose an alternative means of completing the professional learning hours. 
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PALO ALTO UNIFIED SCHOOL DISTRICT 

Memorandum of Understanding 

This Memorandum of Understanding is by and between the Palo Alto Unified School District 

(District) and the Palo Alto Educators Association (PAEA), “the parties” herein: 

1. Pending ratification of the 2015-16 Collective Bargaining Agreement, the parties 

agree that for the benefit year from January 1, 2016 through December 31, 2016, the 

District will match funds deposited into a health care flexible spending account (FSA) 

by benefit-eligible members, up to a maximum District contribution of two hundred 

dollars ($200) for the purpose of defraying the increase in medical benefit costs. 
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