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PREAMBLE

This Policy Statement has been compiled following a series of meetings and discussions
held between the representatives of the Special Administrative Board of the Transitional
School Board of the City of St. Louis (the “Board”) and AFT St. Louis, Local 420
(sometimes referred to as the “Union” or “Local 420”), individually “Party” or
collectively “Parties.”

AFT St. Louis, Local 420, represents professional teachers and other employees who
have an interest in educational excellence. The persons represented are specified within
this Policy Statement. This interest is far beyond the scope of a Policy Statement
governing terms and conditions of employment.

The Board and the Union recognize that the development of a quality educational
program for the children of the St. Louis Public Schools (“District”) is a joint
responsibility, and is of paramount importance. In entering into this Policy Statement,
both the Board and the Union recognize that the experience, creativity and the judgment
of both Parties are necessary to fulfill the educational needs of the community.

This Policy Statement contains provisions relating to terms and conditions of
employment and it also provides for a system of communication and consultation
whereby the Superintendent of the District (or his/her designee), his staff and school
principals, shall meet regularly with representatives of the Union, as provided herein, to
discuss matters furthering their joint interest in educational excellence, as well as matters
relating to the implementation of this Policy Statement. This Policy Statement is subject
to Missouri and Federal laws and Board Policies, Regulations and/or Resolutions.

The provisions of this Policy Statement shall not be modified during the term of this
Policy Statement, absent mutual agreement of the Parties, or a declaration by the Board
that an emergency exists, as set forth herein. The Board and Union mutually pledge to
subscribe to its terms with patience, understanding and good will.

All matters of discipline and discharge that are applicable and subject to Sections 168.221
and 168.251 through 168.291 of the Revised Statutes of Missouri are excluded from
some articles and provisions located within this Policy Statement. Further, in the event of
legislation which affects the terms of this Policy Statement, the Policy Statement shall
incorporate such legislation as if in the effective Policy Statement.

Within the framework of its statutory authority and consistent with the law, the Board
hereby declares its policy, with regard to working conditions and conditions of
employment relating to employees specifically referred to in this Policy Statement, to be
as follows:
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ARTICLE I
DISCUSSION PROCEDURE

The Board or its designee(s) shall meet on request with the Union, through its
representatives, and shall confer on and fully discuss with intent to reach an
understanding on all matters relating to wages, hours and other conditions of
employment for employees. Upon the completion of the meeting(s) as provided
above, any changes in the existing Policy Statement shall be reduced to writing
and presented to the Board for approval at its next regularly scheduled meeting,
whenever possible.

Pursuant to the foregoing, any requests by the Union for change in an existing
Policy Statement shall be submitted by April Ist of any given academic year in
which the Policy Statement is in effect. The stated time lines may be waived by
mutual written consent of the Parties. The Parties shall use their best efforts so
that negotiations commence no later than April 30th and conclude no later than
August Ist, if possible. The Board or Union may submit additional requests afier
discussions have begun, as issues come to their attention during negotiations.

Either Party may request an emergency meeting to meet and confer when a Party
believes it is appropriate to do so.
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ARTICLE II
POLICY PRACTICE

The Board or its representatives shall strive to maintain the terms of the Policy
Statement and not reduce benefits presently provided the employees, provided
there are sufficient funds to maintain such benefits. Before any reduction is
imposed, the Union may request an income and costs analysis of such benefits

reductions.

Except as otherwise stated, the Board shall make no changes to the Policy
Statement without having given written advance notice to the Union to allow
sufficient time for discussion thereon prior to any action by the Board, if
discussion is requested by the Union. Notwithstanding the foregoing, certain
provisions of this Policy Statement shall not be modified during the term of this
Policy Statement absent mutual agreement of the Parties. However, some
provisions may be terminated and negotiations resumed upon a unanimous Board
vote that an emergency exists relating to that provision(s). Further, in the event of
legislation which affects the terms of this Policy Statement, the Policy Statement
shall incorporate such legislation as if in the effective Policy Statement.

The Parties to this Policy Statement will communicate with each other via
facsimile (fax), electronic mail (e-mail), hand-delivery, U.S. mail, in-person or
otherwise by a recognized commercial delivery service, and each such method
shall constitute a written communication for purposes of this Policy Statement.

The Board, Superintendent of the District or other administrators shall make no
administrative change which would invalidate any provision contained in this
Policy Statement.
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ARTICLE II1
MANAGEMENT PREROGATIVES

It is recognized that the management of the school system and the direction of the
teaching staff and all other employees are reserved exclusively to the Board, except that
any actions of the Board, Superintendent, or his/her staff, under the foregoing, shall not
be inconsistent with the provisions of this Policy Statement.

Fxcept as set forth in this Agreement, the Special Administrative Board hereby retains
and reserves unto itself, without limitation, all powers, rights, authority, duties, and
responsibilities conferred upon and vested in it by the law. All matters within the scope
of bargaining have been negotiated and agreed upon as set forth herein. The terms and
conditions set forth in this Agreement represent the full and complete understanding and
commitment between the District and the Union.
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ARTICLE IVNON-DISCRIMINATION

In accordance with applicable laws, the Parties shall not discriminate on the basis
of race, color, national origin, gender, age, religion, disability, veteran status or
sexual orientation in admission or access to, or treatment or employment in their
programs and activitics.

Any employee of the Board or member of the Union is entitled to participate or
not participate in political activities to the same extent as citizens generally and to
become a candidate for appointment or for nomination and election to public
office.

Participation in such political activities or attempts to obtain appointment or
nomination and election to public office shall be conducted in such a manner as
not to interfere with duties as an employee of the Board.
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ARTICLE V
GRIEVANCE PROCEDURL

A grievance is defined as a claimed violation, misinterpretation or misapplication
of the Policy Statement. A grievance may also be a claim of unprofessional
behavior by the Board or its supervisors. If any employee feels unfairly treated
through the misapplication of any of the provisions of this Policy Statement, the
employee shall utilize the following grievance procedure:

l.

Within five (5) working days of the occurrence that gives rise to the
grievance, the employee or the Union shall meet with the principal or the
immediate supervisor in an effort to resolve the grievance. If the matter is
verbally resolved as a result of this meeting, the decision shall be reduced
to written format and signed by the Parties. If the matter is not verbally
settled within three (3) working days of the meeting, or if the principal or
immediate supervisor is unable or refuses to meet within five (5) working
days of the Union’s request for a meeting, the grievance shall be reduced
to writing utilizing the Grievance Reporting form and shall be submitted
to the Associate Superintendent with the administrative authority over the
principal or supervisor and a copy to the Chief Human Resources Officer.

The Associate Superintendent shall schedule a meeting to discuss the
grievance with the representative of the Union. The meeting will be held
within ten {10) working days of the date that the grievance was submitted
in writing. In the event the grievance is not resolved at the meeting, the
Associate Superintendent, within five (5) working days, shall provide to
the employee and the Union a written response to the grievance.

In the event the grievance is not resolved or  the Associate
Superintendent’s response to the grievance is considered unsatisfactory by
the employee, the Union in its sole discretion may demand arbitration of
the grievance, in writing, within ten (10) working days of the Associate
Superintendent’s response.

In the event that the Union makes a demand for the arbitration, the Union
and the Board, through their respective representatives, shall attempt to
select an arbitrator, but in the event that the Parties are unable to mutually
agree, they shall make mutual application to the Federal Mediation and
Conciliation Service for a panel of seven (7) arbitrators. The Union and
the Board shall equally share the costs of the panel.

Upon receipt of the panel of arbitrators, the Union and the Board shall
select an arbitrator from the list by alternately striking names from the list
until one name remains, and that person shall be the arbitrator for the
grievance. If there is a dispute as to which Party will strike first, the
determination shall be made by lot. Neither Party shall have the right to
reject a panel of arbitrators.
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The arbitrator shall have no power to add to or subtract from the terms of
this Policy Statement.

If a dispute exists concerning the arbitrability of an issue referred to
arbitration, the issue of arbitrability shall be the first issue before the
arbitrator and no other matter will be considered by the arbitrator until the
question of arbitrability is resolved. All matters of discipline and
discharge that are subject to Sections 168.221 and 168.251-168.291 of the
Missouri Revised Statutes are excluded from these grievance and
arbitration provisions. To the extent that, during the term of this Policy
Statement, there is a change in the law that would permit reference of
matters subject to Sections 168.221 and 168.251-168.291, to the process
set forth in this Article, the Parties shall meet and confer regarding an
amendment to this Article V to accomplish that purpose.

The decision of the arbitrator shall be final and binding on the Parties and
shall be enforceable in the Circuit Court of the City of St. Louis.

Each Party shall bear its own full cost of representation in the arbitration.
The cost of the arbitrator will be divided equally between the Parties,
subject to the provisions of Section A, Article V.

Other Provisions Governing the Grievance Procedure

L.

Any of the time limits sct forth at any of the scveral stages of the
foregoing procedure may be reduced or extended only by mutual
agreement of the Parties.

No employee will be prejudiced or discriminated against by the Board or
school administration because of the employee’s participation in this
grievance procedure. Nor shall the fact that an employee has filed or
participated in a grievance be taken into account in the evaluation of such
employee. The Union, for the employee, agrees to utilize the procedure in
good faith.

The Board and Administration will cooperate with the Parties involved in
its investigation of any grievance and further will furnish the Parties
involved such reasonable and appropriate information as is requested for
the processing of any grievance.

Should the investigation or processing of any grievance require that an
employee or employee’s representative be released from a regular
assignment, the employee shall be released without loss of pay or benefits
as long as no unreasonable interference with the school program resulfs.

All communications and records dealing with the processing of a
grievance will be maintained separately from the personnel file of the
participant.
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If a grievance develops at or near the end of the school year, such that
sufficient time is not available during the school term to implement fully
the grievance procedure set forth herein, the Parties will mutually agree on
new time limits to expedite the process, as practicable. (See, e.g., {9,
below.)

As used in the foregoing procedure, “employee” shall mean either: (1) an
individual employee or {2) a group of employees who have the same
grievance.

The Union shall have the right to present grievances in the manner
prescribed above on behalf of the employee(s) or itself.

If in any given case the Parties should mutually agree that an expedited
arbitration hearing is appropriate, the hearing will be conducted in
accordance with the following:

a. The hearing will be informal.

b. No briefs shall be filed or transcripts made.

C. There shall be no formal rules of evidence.

d. The hearing shall normally be completed within one (1) day.

e. The arbitrator shall render his/her written decision within five (5)

days after conclusion of the hearing. His/her decision shall be
based on the record before him/her and shall include a written
explanation for the basis of histher conclusion. However, these
decisions shall not be cited as a precedent.

f. The arbitrator shall be selected in the same manner as provided in
Section A.5. of this Article.

The provisions of this Article shall not be modified during the term of this Policy
Statement, absent mutual agreement of the Parties, or a declaration by the Board
that an emergency exists, as set forth herein.
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ARTICLE VI
UNION RIGHTS

Majority Rights

1.

The Board or the administration will not accord to any other organization
of employees any of these rights accorded to the Union for those
employees who are in the Teacher, Paraprofessional and
Secretarial/Clerical units represented by the AFT St. Louis, Local 420.
However, this shall not be understood to require the Board to discriminate
against any employee in the exercise of payroll deduction conveniences
previously accorded. Nor shall this be construed to preclude the Board
from responding appropriately to others in the exercise of rights accorded
to them by law.

The Union will be responsible for delivering Union literature to the
Board’s Human Resources Department to be placed in newly hired
employee’s Board issued packets. The Human Resources Department
shall have the right to approve all material the Union wishes to place in the
Packet.

The Union shall have the right to email or otherwise electronically
communicate with employees of the Board individually or as a group.

Any complaint by a Union Officer, Area Coordinator or Building Steward
of harassment in the performance of their official union duties may be
processed under Section A, Article V of this Policy Statement.

Leave for Union Activity

1.

Any employee (not more than six (6) teachers and/or four (4) non-
certificated employees at a time) elected or appointed to any full-time
position in the Union shall be given a leave of absence; provided,
however, that any such leave shall only be given for a full semester or a
full school year and not for a part of a semester. The employee shall
continue to accrue seniority for salary increments and all other purposes
where seniority is a factor. The absence shall not be construed as a break
in service for any purpose, except for probationary employees whose leave
time cannot be counted for the purpose of achieving permanent status.

Leaves granted pursuant to this section shall be with pay provided the
Union reimburses the Board for all salary and benefits paid to the
employee.

Regularly appointed employees on such Jeave of absence shall be
permitted to make their regular contributions to plans requiring such
contributions, if any. These employees shall also be permitted to pay the
contribution required or permitted by laws to be made by the employee to
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the Public School Retirement System to insure that full credit for
retirement is granted for the time spent on such leave of absence.

Employees returning to active employment with the Board after a leave
for Union activity will be assigned to their former position or a position
for which the employees are qualified, as determined by the Board.

C. Released Time

Released time from regular assignment will be granted to no more than five (5)
employees as defined in Section B, Teachers, Article I, five (5) employees as
defined in Section C, Secretarial/Clerical, Article I, four (4) employees as defined
in Section D, Paraprofessional, Article I, for the purpose of participation in
meetings with Board representatives.

D. Dues Deduction

1.

20309314

The Board will deduct from the pay of each employee, for whom it
receives written authorization, the required amount of fees for the payment
of Union dues and/or voluntary contributions. No deduction will be
discontinued except upon written notification to the Board by the Union or
by failure of the employee to have sufficient salary remaining after other
deductions have been processed.

Revocation of a Dues Deduction Authorization shall be made by an
employee only between June 1st and June 30th, or as otherwise may be
required by law. All Revocations of a Dues Deduction Authorizations
must be sent to the Union’s main office location via U.S. Certified Mail.,

The Union must report to the Board no later than July 10th the names of
employees who have requested discontinuation of payroll deduction
during the revocation period. Deductions will be discontinued on the next
pay date following receipt of the report from the Union, provided the
report reaches the Board at least ten (10) days before the scheduled pay
date. All deductions, accompanied by a list of persons from whom they
have been deducted and the amount deducted from each and a list of
persons who had authorized deductions and from whom no deduction was
made and the reason therefore, shall be forwarded to the Union, upon
reasonable request from the Union. Any discrepancies must be reported
by the Union to the Board within five (5) days of receipt of the deduction
report,

The Union shall indemnify and defend the Board, the Superintendent and
all other Board representatives and employees from any claim concerning
the deduction of Union dues pursuant to this section.

11
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Employees who, upon hire by the Board, choose not to join the Union,
shall sign a waiver and release form agreed to by the Parties specifying
that the Union shall not be required to represent the employee.

The Board will furnish to the Union by September 30th, October 30th,
November 30th, January 30th, April 30th and June 30th of each year a
complete list of employees in clectronic form covered by this Policy
Statement. The list will contain the employee’s name (last name first), job
title, home address, certification/ficenses, and seniority.

The Board will notify the Union after each monthly Board meeting of all
newly appointed employees, as well as employees who have separated
from service.

The schoolfsite principal or administrator {or his/her designee) will
provide the Union Steward with an up-to-date list of the bargaining unit
members, upon request.

Visitation by Union Representatives

1.

Two Union representatives will be allowed access to any school or work
location for consultation with an employee or employees before or after
school or the work day, or during the lunch period, so long as such visit or
visits do not conflict or interfere with other school or job activities.

A list of all such accredited representatives shall be furnished by the
Union to the Superintendent’s office by October 15 and kept current by
the Union. Such Union representative(s), on any visit, shall report their
presence to the school principal or other head of a location, directly, upon
entry into the school or on location premises. Upon request of an
employee(s) at a given school or location or the Union, the principal or
other head of a location will allow additional representatives (such that the
total does not exceed more than two (2) in number} access to the school or
location, after school or working hours, for consultation. Such access
shall be subject to the consent of the principal or other head of a location,
which consent shall not be unreasonably withheld.

Posting and Distribution of Union Literature on Bulletin Boards and in School

Mailboxes

1.

All Union literature and notices can be distributed by hard copy or
electronic transmission, including email. This section shall be authorized
by officially designated representatives of the Union.

12
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2. The Union shall be provided adequate bulletin board space in a place
readily accessible to and normally frequented by all employees for the
posting of the following:

a. Meeting notices and information concerning the internal
functioning of the Union. Courtesy copies of such notices and
information shall be given to the principal or other head of a
location.

b. All other Union literature may state views opposing Board and
administration policies so long as it remains in good taste. Such
literature shall not suggest, urge or propose action by employees in
contravention of any Board or administrative order or directive,
violation of this Policy Statement or interruption of normal
employee duties.

3. The Union shall have the right to place literature and notices in the
physical or email mailboxes of employees, provided such material is not in
violation of any of the provisions set forth in this section.
Communications from other organizations which do not purport to
represent the employces referred to in this Policy Statement may also be
placed in the employees’ mailboxes, subject to such rules as may be
prescribed by the Board. Courtesy copies of all such material shall be
presented to the principal or head of a location before being placed in
mailboxes and any questions relative thereto shall be resolved in the same
manner as described above in this section.

Administrative Notices, Bulletins, etc.

A copy of any central office, Superintendent (or his’/her designee), Associate
Superintendent, or other head of a location notice, directive or posting relating to
working conditions of employees generally, or to any group of employees shall be
sent to the president of the Union simultaneously. Copies of all communications
sent by the Union to employees generally shall, at the same time, be sent to the
Human Resources Department.

Labor/Management Meetings

The Superintendent shall, upon request of the Union, meet with representatives of
the Union at least once a month during the school calendar year at a mutually
agreeable time to discuss matters of educational policy and matters relating to the
effective implementation of Board policies and this Policy Statement as they may
affect employees covered by this Policy Statement.

Teacher/Emplovee Advisory Commitiee (TEAC)

1. The principal of each school and a Teacher/Employec Advisory
Committee shall meet once a month during the school year, at an agreed

13
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upon time which would not interfere with classroom activity, to discuss
ideas which may facilitate the accomplishment of the school’s mission.

Such a committee of not more than seven (7) shall be selected by the
faculty of the school and shall include the building representative. Such
committee shall include employees from the bargaining units: no more
than four (4) will be selected from the certificated bargaining unit, and no
more than two (2) will be selected from the non-certificated bargaining
units, plus the building representative(s).

Where schools have two (2) or more administrative units under one
principal, the faculty of each unit shall select at least one committee
member representing the unit.

Any meetings of said committee shall be strictly advisory in nature and
shall in no way diminish the authority or responsibility of the principal to
administer the affairs of the school.

Work locations other than schools shall have an advisory committee
functioning in the same manner as the TEAC but shall be composed of a
maximum of three (3) bargaining unit members working at that location
and elected by the staff of that location.

When an issue affecting the overall accomplishment of a work site’s
mission remains unresolved for more than thirty (30) days by the
Teacher/Employee Advisory Committee and the principal or immediate
supervisor, it may be referred to the appropriate Associate Superintendent
for review.

Information and Statistics

Copies of information, statistics, scattergrams and records which are relevant to
discussions between the Board and the Union on wages and working conditions or
necessary for the implementation of the terms of this Policy Statement shall be
made available by either Party upon the request of the other. This provision shall
not apply to any confidential or privileged material.

Voluntary Ceontributions

1.

Local 420 shall submit to the Payroll Department of the St. Louis Public
School System signed Local 420 Political Action Committee/COPE
payroil deduction authorization cards.

These voluntary “PAC/COPE” deduction authorization cards shall specify
an amount to be deducted from the participating employee’s biweekly pay.
The deductions shall be made from biweekly paychecks with the
exception of escrow account checks.

14
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Increase, decrease or revocation of an authorization shall be made only
between June 1 and June 30, unless otherwise required by law.

The voluntary contributions shall be remitted in a separate check to
Local 420 after cach pay period, along with Local 420 dues.

Each time the voluntary contributions are remitted to Local 420, they shall
be accompanied by a printout of the contributing Local 420 members and
the amount of their individual contributions.

15
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ARTICLE VIl
EMPLOYEE PROTECTION & SAFETY

Injury/lllness in the Line of Duty

1.

Employees suffering personal injuries or occupational diseases arising out
of and in the course of their employment shall be accorded those rights
and benefits as are provided under the Missouri Workers” Compensation
Act and the Board’s regulations regarding assaults.

Any employee who is absent because of any injury compensable under the
Workers” Compensation Act will receive statutory compensation
according to the provisions of the Act.

All employees are required to promptly report injuries to their immediate
supervisor or other designated representative (e.g., within 24 hours) so the
injury can be investigated and, if need be, appropriate medical care can be
authorized. Should the injured employee’s medical condition preclude the
prompt reporting of the injury, the injured employee is to report the injury
to their immediate supervisor (or, as necessary, their supervisor’s
supervisor) as soon as their medical condition will enable them to do so.
The supervisor is required, as possible, to submit the report of the injury
within 24 hours of all known or reported injuries regardless of whether the
employee was able to do so. Employees are also required to cooperate
with any designated representative of the District in the investigation of
the injury.

The District will comply with the provisions of the Missouri Workers’
Compensation Act (Chapter 287, R.S. Mo.). If any rule or policy adopted
by the District is found to be contrary to the Workers® Compensation Act,
the District will adhere to the interpretation of the statute by the court(s) in
the appropriate legal jurisdiction.

Assault Injury

1.

Any employee who is absent because of an assault injury (defined below)
which is compensable under the Workers® Compensation Act, will receive
statutory compensation according to law. In addition to any such
payment, an employee absent from work because of an assault injury
which is compensable under the Missouri Workers’ Compensation Act
will be entitled to a separate, additional payment from the Board in an
amount equal to 75% of the difference between the employee’s regular
compensation (net of legally required deductions) and the payment
received pursuant to the Missouri Workers® Compensation Act.

For the purposes of this section, “assault injury” means a physical injury
caused without the employee’s consent and arising out of or as a result of

16
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an assault involving any student, parent or employee of the St. Louis
Public Schools, while the employee is on duty.

Any employee who believes that he/she is on injury leave due to an assault
injury shall submit a report of the accident resulting in claims for
Workers” Compensation Act benefits to the Human Resources Department
(or its designee). The appropriate representative will compare this report
to the employee’s supervisor’s descriptive report of the accident which is
submitted pursuant to Board Policy 4640 and Regulations 4640.1; 4640.2;
and 4640.3 to the District’s Supervisor of Insurance and Risk
Management. The Supervisor of Insurance and Risk Management shall
then make a recommendation to the Superintendent of whether the
employee’s injury is an ““assault injury.” The Superintendent, subject to
the approval of the Board, shall make the final determination of whether
an employee’s injury is an assault injury.

Required Reports

1.

A descriptive report of the accident resulting in injury, as well as claims
for Workers® Compensation benefits, must be submitted by the
employee’s immediate supervisor within two (2) days to the Supervisor of
Insurance and Risk Management.

The Supervisor of Insurance and Risk Management shall report all such
injury reports and claims to the Human Resources Department for logging
and follow-up.

Upon receipt of a medical release to return to work, the employee shall be
obligated to return to work immediately and provide the physician’s
statement releasing him/her without restrictions.  The immediate
supervisor will process a copy of the release to the Supervisor of Insurance
and Risk Management and the Human Resources Department within two
(2) days of the date of the employee’s return to work.

Student Transportation

1.

In the event a student requires transportation after a school sponsored
activity has terminated, and the employee is the sponsor of such activity.
The employee shall be empowered to call the local police department for
transportation of said student(s); but employee shall not be liable for
actions taken by the employee, if the police refuse to transport such
student(s) and the employee notified or attempted to notify employee’s
principal or supervisor and received no directives from the principal or
Supervisor.

Employees who volunteer for authorized trips must have prior written
approval of the principal or the principal’s designee. Such written notice

17
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will provide the employee with liability insurance as outlined by the
provisions of Paragraph B of Board Regulation 4770.

Assault to an Emplovee

1.

The principal or his/her designee shall notify the police when an employee
is assaulted by a student, parent, guardian, school personnel and/or outside
intruder, or suffers personal property loss or damage (including
automobiles), provided the employee 1s willing to sign a formal complaint.

An employee has the right to notify the police.

The principal shall notify the police when an intruder refuses to leave the
school premises.

Damage to Personal Property

I.

Any employee who sustains damage or loss to any personal property, such
as wearing apparel, dentures, eye glasses, hearing aids, and automobiles,
due to an incident which occurred on Board property or during a school
sponsored event, and which can be documented by a written police report,
shall be entitled to reimbursement as set forth herein. The employee will
present a copy of the police report and an application for reimbursement to
the principal/supervisor and to the head of the Human Resources
Department in order to receive reimbursement. Each case will be decided
on its merits. Reimbursement for damage to an employee’s personal
property shall only be reimbursed up to $500.00.

At no time shali the employee suffer any loss of pay or benefits due to the
conduct of police investigations or court appearances related to the
damage or Joss of personal property due to assaulf, harassment and/or acts
of violence or damages to property or other loss while the employee is on

duty.

The Board reserves the right to establish a total limit, from time to time,
for the total reimbursement the Board will expend in a given year.

The terms of property signed out to the employee by the District, if
reasonably secured on District property, shall not be the financial
responsibility of the employee, 1f stolen, lost or damaged and a lost or
damaged and a report is made by the employee to the District upon
discovery of the theft, loss or damage.

Other Safety Rules and Policies

The Board and Union desire to provide a safe workplace for all employees and the
Board hereby retains the right to apply any other disciplinary actions, up to and
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including termination, for failure to comply with reasonable and appropriately
communicated safety rules and regulations.

1.

Drug & Alcohol Use

In accordance with long-standing Board policy in support of a drug and
alcohol free workplace, the Board will establish and communicate a Drug
& Alcohol Policy, which Policy shall be shared in advance with the
Union, relating to a drug-free workplace and the use of alcohol or non-
prescribed drugs in the workplace. Pursuant to any such Policy, refusal to
submit to a drug/alcohol test will presume the test would yield a positive
result, and shall be grounds for discipline, up to and including termination.

Use of Safety Devices

a. The Board will make a reasonable effort to provide employees
with necessary safety devices and equipment for the appropriate
task. However, if the devices and equipment are unavailable, the
employee is not authorized to proceed with the contemplated task
or to use alternate furniture, fixtures or other unsuitable equipment
to complete the task.

Reporting of Safety Hazards

The Board requires all employees to immediately report to the appropriate
Party any hazards, whether related to deficiencies in physical property or
by observation of an unsafe human action, which may present an
immediate risk of injury to students, employees and/or others. This would
include any unsafe condition that could in the foreseeable future cause
physical injury or property damage. Following notification of the hazard,
supervisors are required to immediately cordon off or apply appropriate
signage to warn of the hazard as well as notify maintenance or other
appropriate personnel of the unsafe condition or action. If an employee is
performing an unsafe action, their supervisor is to immediately inform the
employee to halt the unsafe act.

Accident Review Committee

The Board desires to provide a safe workplace, as well as instruct
employees, as practicable, in proper safety procedures as they perform
their jobs. An Accident Review Committee will be established, in
consultation with the Union. Its role will be to review claims presented by
employees, any other related issues, and consider and make
recommendations to the Board to try to reduce the number and frequency
of workplace injuries.
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Personal Deviation/Horseplay

Injury arising out of horseplay or an employee’s conducting of personal
business or personal act without benefit to the Board will not be
considered work-related.

Medical Treatment/Authorized Time Off

The Board or its appointed representative must authorize medical
treatment for a work-related injury. Absent an emergency, authorization
for time off due to a work-related injury must be received from an
approved medical provider and must be presented to the immediate
supervisor or the designated representative of the Board within 24 hours of
its issuance.  As possible, the Board will make all reasonabie
accommodations for the employee to return to light duty work and/or to
accommodate work restrictions placed on the employee by the authorized
medical provider.

Hazardous Working Conditions

No employee shall be required to work under unsafe, hazardous or
dangerous conditions defined as duties which would place the employee in
imminent danger. If an employee reasonably believes he/she is being
assigned to such duties, the employee shall bring such conditions to the
attention of the principal/immediate supervisor for evaluation and
immediate corrective action where needed. Failure to provide appropriate
corrective action shall be subject to the grievance procedure. It is
expressly understood that the employee’s refusal to carry out a directive
from the principal or immediate supervisor to perform a disputed duty
assignment may result in disciplinary action against the employee.
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ARTICLE VII1
SPECIAL SALARY AND BENEFIT PROVISIONS

Health Insurance

The Board shall pay the premium for individual coverage of health and major
medical insurance for each fulltime employee. Full-time employees shall have
the right to purchase, at their own expense, the same insurance benefits for their
dependents. The Board shall deduct the premiums from the paychecks of
employees making such purchase and remit same on a timely basis to the
insurance carrier. The health insurance coverage that shall be provided to full-
time employees and their dependents for the 2014-2015 school year is described
in Appendix A-2.  Substitute and other temporary employees, including
continuing substitute employees, are not considered full-time employees and are
not eligible for health, dental, vision care and term life insurance, paid time off,
bereavement leave, jury duty leave, paid holidays, vacation or other paid leave.

Dental Insurance

The Board shall pay the premium for individual coverage of dental insurance for
each full-time employee. Full-time employees shall have the right to purchase, at
their own expense, the same dental coverage for their dependents. The Board
shall deduct the premiums from paychecks of employees making such purchase
and remit the same on a timely basis to the insurance carrier.

Vision Care Insurance

The Board shall pay the premium for individual coverage of vision care insurance
for each full-time employee. Full-time employees shall have the right to
purchase, at their own expense, the same vision care coverage for their
dependents. The Board shall deduct the premium from paychecks of employees
making such purchase and remit same on a timely basis to the insurance carrier.

Term Life Insurance

Term life insurance in the principal sum of $40,000.00 shall be provided for all
full-time regular employees. Employees may also, at their own expense, purchase
certain additional coverage for dependents and AD&D coverage, pursuant to the
terms of the plan documents.

Emplovee Assistance Program

The Board shall pay the premium for each full-time employee for individual
coverage in the Employee Assistance Program.
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F. Insurance Benefit Committee

A joint Board/Union Insurance Benefit Committee comprised of six (6) members,
three (3) representatives of the Board appointed by the Superintendent, and three
(3) representatives of the Union appointed by the Union, shall be established and
meet on a periodic basis. The function of this committee shall be to review
existing insurance programs and to make recommendations for changes in the
event changes become necessary. No insurance program shall be changed unless
the suggested change has been reviewed by the Insurance Benefit Committee.

If the members of the Insurance Benefit Committee unanimously approve changes
to the Board’s health insurance plan, then such changes will be recommended to
the Board for approval.

G. Use of Autontobile

1. Employees authorized by the Superintendent or his/her designee to use
their personal automobile in their assigned duties shall be reimbursed for
costs incurred at the current IRS Standard Mileage Rate.

2. The per trip allowance increase for transportation from one school location
to another shall be determined in proportion to the per mile allowance in
effect.

H. Exempt/Non-Exempt Employees

Employees are classified as exempt or non-exempt based upon the federal
minimum wage and overtime regulations, according to law. All employees will
be compensated in compliance with the Fair Labor Standard Act (FL.SA) and any
paid time off to which the employee may be entitled under this Policy Statement.

I Jury Duty

A regular employee who is absent because the employee is performing jury duty
in a state or federal court shall be paid the difference, if any, between the
employee’s regular salary and the remuneration the employee receives as a juror.

J. Tax Sheltered Annuity

All permanent and probationary employees of the St. Louis Public Schools may
elect to participate in a salary reduction tax sheltered annuity retirement plan
which would provide tax sheltered annuity benefits to the participants upon their
retirement.

K. Direct Deposit of Payrofl Checks

1. All payroll checks shall be paid to employees by direct deposit into each
employee’s bank account, as designated by each employee. Evidence of
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such direct deposit shall be provided to each employee on the stated
payday. Payroll checks shall be deposited on the days scheduled by the
Board each year, on a bi-weekly basis, and that schedule shall not be

changed during the year.

2. For any employee who does not have a bank account that can accept direct
deposits of payroll checks, the Board shall help facilitate the opening of a
bank account for such employee.

The provisions of this Article shall not be modified during the term of this Policy
Statement, absent mutual agreement of the Parties, or a declaration by the Board
that an emergency exists, as set forth herein.
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ARTICLE IX
SENIORITY

"System-Wide" seniority for all employees shall begin on the effective date of
their appointment as an employee. However, for purposes of certificated
personnel (teachers), seniority as a teacher shall begin on the effective date of
his/her appointment as a teacher. If a teacher has a previous appointment date as a
non-certificated employee, the teacher will maintain that date for non-certificated

seniority purposes only.

Permanent employees on paid or approved unpaid leave (sabbatical, FMLA, etc.)
shall be considered to be in continuous employment.

Priority between employees hired on the same date shall be determined by the
qualifications of the employees for work that is available and such
"qualifications” are understood to include employee evaluations. When
qualifications are equal, the employee having the earlier application date shall
have the higher seniority.

Seniority shall be broken by any termination including retirement, dismissal,
resignation or failure to rehire.

The Human Resources Department shall make available to any employee, or to
the Union upon request, the employee’s own rank of system-wide seniority as it
may affect or coniribute to the resolution of any specific problem.
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ARTICLE X
ASSIGNMENTS, TRANSFERS AND PROMOTIONS

Considerations

Notwithstanding anything to the contrary in this Policy Statement, the
Superintendent may deny or institute any transfer, assignment, or promotion for
the good of the system, in the Superintendent’s judgment. In making assignments
and transfers of employees, consideration may be given to the following: grade
level and subject matter areas (where applicable); position for which the
employee is best suited by qualification and experience; length of
service/seniority; available vacancies, school/work and locality preference.
Consideration may also be afforded to the principal’s/site supervisor’s preference,
as well as the employee’s preference, with the goal being mutual agreement on
the assignment.

Reasons for Making Transfers

No employee shall be transferred except for these reasons:

1. Request for transfer to a school/location where a suitable vacancy
exists.

2, Surplus of employees within the school/location.

3. Good of the system, as determined by the Superintendent, as

provided in Paragraph A., above.

Employee-Initiated Request for Transfer

The Human Resources Department will publish vacancies on the Board’s website
(www.slps.org), as set forth in Article XI of Section A. Employees who may be
interested in transferring to other assignments shall file a request with the Human
Resources Department on the approved form. Requests for transfer for the
upcoming school year may not be made and will not be accepted or processed
after June 1st of the current school year, until after the next school year begins,
unless circumstances dictate otherwise, in the judgment of the Board.

General Procedures

1. Transfers are usually made effective at the beginning of the school year.

2. Requests for transfer within a semester are not usually granted except in
cases of emergency.

3. Transfers will be granted when the efficiency of the schools or other
locations can be maintained.
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System-Wide seniority (seniority with the Board), “job-family” seniority
(seniority within a group of jobs) and seniority within a particular job will
be given due consideration in making transfers, but are not determinative.

Usually, an employee will not be transferred during the first three (3)
years of his/her period of probationary service.

In the event that the Human Resources Department and the Superintendent
or his/her designee, or the supervisor (in the case of non-certificated
employees), believe that a particular applicant for transfer cannot
successfully fill the position, the employee shall, upon request, be
informed in writing as to the reasons for the denial of the transfer.

When a new school/location 1s opened, the Superintendent reserves the
right to select the staff. Employee requests for transfer will be received
and granted when possible.

In the event an employee whose last evaluation was rated “satisfactory” or
its equivalent, is involuntarily transferred, the employee will be given at
least one (1) week’s notice with valid reasons therefore stated in writing.

The transfer processed is contingent upon the availability of vacant
positions.

Promotions

All promotions of employees shall be made upon the basis of character of service
and length. As used in this Policy Statement, the term--

1.

"Character of Service® as it relates to the promotion of an employee to a
position where there is an opening means past performance with the
Board, which would include all evaluation and training courses and, where
applicable, tests, special skills, licenses, certificates, and educational
requirements attained prior to and during employment.

“Length of service" means the time elapsed since the first probationary
appointment, except when there is an interruption of service because of
resignation or other termination. "Length of service" then means time
elapsed since the latest probationary appointment.

Non-certificated applicants for promotion shall be granted an interview
based on their written examination score. When a written examination is
not required, those applicants with the highest qualifications for the
position shall be granted an interview.

Permanent employees on approved paid or non-disciplinary unpaid leave shall be
considered to be in continuous employment.
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G. The computation of continuous seniority or seniority or length of service shall be
broken by any termination, including retirement, dismissal, resignation or fatlure
to rehire.

H. Rank

As used in this Policy Statement, rank refers to the following employee
designations; certificated and non-certificated personnel. The ranking is as
follows, from highest (1) to lowest (3):

Certificated Non-Certificated
1. Permanent . Permanent
2. Probationary 2. Regular Non-Certificated

3. Substitutes

Substitutes
1. Continuing Substitutes
2. Building Substitutes

3. Substitutes (Day to Day)

27
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ARTICLE X1
YACANCIES--GENERAL,

The District reserves the right to determine vacancies. A vacancy exists when a
position is not occupied and it has been determined by Human Resources
Department that it will be of at least one (1) year duration.

All vacancies shall be posted on the District’s website (www.slps.org).

At least fourteen (14) calendar days after notice of vacancies shall be allowed for
submission of applications, unless circumstances dictate otherwise, as determined
by the Board. Extracurricular activities such as tutoring positions, shall be
advertised at the school/location level where the vacancies exists. This provision
does not include any extra duty positions such as coaching, which will be posted
according to Paragraph B of this Section as noted above.

All applications for qualified employees shall be kept on file for one (1) year.
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ARTICLE XII
EMPLOYEE RIGHTS & RESPONSIBILITIES

Freedom to Join or Not to Join

Employees shall be free to join or not to join any organization of employees, and
administrators shall not encourage or discourage employees with regard to
membership in any such organization. No employee shall be discriminated
against by the Board or by the Union because of membership or non-membership
in any organization.

Personnel Files

1.

All material in the personnel file at the Human Resources Department or
other personnel information located at any other administrative office,
with the exception of pre-employment references and examinations and
employment recommendations before and after employment, shall be
available for inspection in the appropriate office upon request by the
individual employee. The employee will be provided a copy of any such
materials at ten cents ($.10) per page. Any representative of the employee
may review said material provided notarized written consent of the
employee is given to the Human Resources Department or the site
administrator.

Material relating to an employee’s conduct, service, character or
personality shall not be placed in the employee’s personnel file unless the
employee is given the opportunity to acknowledge that he/she has read
such material by affixing his/her signature on the actual copy filed with
the understanding that such signature merely signifies that he/she has read
the material. However, if an employee does not avail himself/herself of
the opportunity of reading such material within fifteen (15) calendar days
after being informed of its existence, it may then be placed in the
employee’s personnel file.

The employee shall have the right to answer any material filed, and his/her
answer shall be attached to the file copy. Action by the Board in relation
to the retention, promotion, or recommendation for dismissal of an
employee will, in the main, be based only on material and information
contained in that employee’s personnel file. The Board condemns any
possible practice of maintaining so-called “secret” files on employees
(though, as stated above, grievance-related materials are maintained
separately). All personnel information at any location is reviewable by the
employee as described below. The Board may consider and use any
information about the employee provided the employee has been
previously given the opportunity to acknowledge that he/she has read such
material. This may be shown by the employee’s signature affixed to the
document or by other evidence indicating that the employee was provided
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an opportunity to read the material. Affixing his/her signature in this
regard is not an admission of guilt or concurrence with the contents of the
document.

C. Job Descriptions

When available, the Board shail furnish to the Union the current job descriptions
for each established job classification and position for certificated and non-
certificated employees, upon the signing of this Policy Statement. Job
descriptions shall be posted on the District’s website (www.slps.org) no Jater than
December 31, 2011.

D. Health and Safety

1.

20309314

The Board shall provide for health and safety conditions consistent with
the requirements of federal and state statutes.

Special clothing and safety equipment, when required by the Board or by
statute to be used by employees, shall be provided by the Board.

Snow and Ice Remaoval

The administrator at each work site shall make every reasonable effort to
ensure that snow and ice will be removed from the following areas of each
work site prior to the arrival and departure of staff:

a. The entire main entrance and any other entrance which is open for
use.

b. Each set of stairs at any entrance which is open for use.

c. The sidewalk in front of the main entrance.

d. A path through the schoolyard front and entrance gate to at least
one building entrance from which such snow and ice has been
removed.

Parking [ ots

Snow and ice shall be removed to allow for employee access.

School Closings

The Superintendent will consider temperatures in determining whether any
accommodations, including the closing of schools, are needed to insure the
safety of students and staff. In the event of extreme temperatures, the
Superintendent may close school or implement an *abbreviated school
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day” as set forth in Board Regulation 6114.6 governing inclement
weather.

6. Exterior Lighting

a. On Parent Teacher Conference Days, exterior lighting shall be
adequate for the safe ascent and descent of the steps after dark,
whenever possible. Security cameras shall be installed on exterior
entrances to each school, work sites and parking lots if an existing
video surveillance system is currently installed, pending
availability of funds.

b. For the safety of employees, parking lots for which the Board is
responsible shall be well lit on Parent/Teacher Conference Days,
whenever possible.

7. Personal Safety

The administration shall notify the St. Louis Police Department of any
extension of the school day to help ensure the safety of students, staff and

personal property.

Parking Facilities

The Board will attempt to provide parking facilities restricted for staff, which are
consistent with safety factors and availability of funds, and provided it does not
encroach upon property used for educational or pupil activity purposes. Student
parking is prohibited on parking facilities provided by the Board for the staff
during the school day, and this prohibition should be strictly enforced. In cases
where off-street parking is not available and street parking is limited, the St. Louis
Police Department shall be consulted concerning the use of street parking
restricted to Board employees only.

Lounges

Schools and work focations will be provided with clean, comfortable staff lounges
where space is available. Student activities shall not be scheduled for the lounge.

Rest Reooms

All staff members shall have access to at least one (1) clean, comfortable
employee rest room that is separate and apart from the students’ rest room(s).

Smoking and Use of Tobacco on Board Premises

In accordance with Board policy and as adopted by Board Policy 4841 and Board
Regulation 4841, St. Louis Public Schools is designated a "smoke-free" and
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“tobacco-free” school system. If an employee has any questions about this policy,
the employee should contact the Human Resources Department.

Reprimand of Employees

No employee shall be reprimanded in public by a supervisor or administrative
personnel or in the presence of students, parents or fellow employees.
Reprimands shall be handled in a professional manner. The right of management
to reprimand employees shall not be abrogated.

No written reprimand shall be given without prior written notice to the employee
of at least twenty-four (24) hours written notice that a meeting will be held for the
purpose of issuing a written reprimand. Such notice shall advise the employee of
the employee’s right to Union representation.

Reporting Child Abuse/Neglect

Any employee who has reasonable cause to suspect, or who receives a report from
any person that a child has been or may be subjected to abuse or neglect,
committed by any person, including abuse by another school employee, shall
immediately report the facts to the school principal. When an administrator has
knowledge that a hotline report is made regarding an employee, an investigation
of the report will be conducted pursuant to the provisions of applicable law and
Board regulations. If requested by the employee who is the subject of the report,
the Union will be notified as soon as reasonably practicable for the purpose of
ensuring that representation is made available for the investigation. The accused
employee may be immediately assigned, with pay, to other duties which do not
require contact with students. The employee will receive, in writing, a list of all
charges. Any employee for whom the Division of Children Services (DCS) finds
insufficient evidence of abuse or neglect may request reassignment to the
employee’s previous job site or other sites with duties that the employee is
qualified to perform. H any report regarding the alleged incident is placed in the
employee’s file and DCS finds insufficient evidence of abuse and no disciplinary
action is taken against the employee, then that report will be deleted from the

employee’s file.

Professionalism

Teacher, paraprofessional and secretarial/clerical employees should always
present themselves in a professional manner. Employees should not use personal
electronic devices to engage in non-District related and/or personal activity during
instructional time.

Dress Code

Employees are expected to be clean, neat, and appropriately dressed at all times.
Style of dress may vary according to situation, and position within the District,
but should always present a professional image of neatness and cleanliness. An
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employee’s dress and appearance shall also always adhere to commonly accepted
standards of decorum, and good taste. The Superintendent or his’her designee(s)
may interpret this dress code, implement appropriate standards, and make a case-
by-case determination of the appropriateness of dress and appearance in a
particular situation, provided that the determination is not arbitrary or
discriminatory. If an employee has any questions about dress, the employee
should contact his/her supervisor or the Human Resources Department.

Safe Schools

The District will fully comply with the provisions outlined in the Missouri Safe
Schools Act.

Complaints

Any complaints regarding an employee made in writing to a member of the
administration by any parent, student, or other person which are or may be used in
any manner in evaluating an employee shall be processed according to the
procedure as follows:

I. The principal or immediate supervisor shall meet with the employee to
apprise the employee of the full nature of the complaint and they shall
attempt to resolve the matter informally.

2. As of the effective date of this Policy Statement, an employee will be
notified of all written material added in the employee’s District file. At
the employee’s request, a copy(ies) will be provided within five (5)
working days of the request. An employee will have the right to respond
in writing and have the response included in the file attached to the
material within fifteen (15) days of receipt of the copy(ies).
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ARTICLE XIII
LEAVES

Sabbatical Leave of Absence

Sabbatical Leave of Absence will be granted according to the Board’s policy,
adopted by Board Regulation 4620.5, and applicable law. Pursuant to Board
Regulation 4620.5, upon the recommendation of the Superintendent and approval
by the Board (“Board”), sabbatical leave of up to one (1) year may be granted to
employees for the purpose of professional improvement that shall directly benefit
the St. Louis Public Schools system.

ELIGIBILITY - To qualify for sabbatical leave, an employee must have been
employed at least nine (9) complete, consecutive school years as a full-time
employee of the St. Louis Public Schools system. Successive sabbatical leaves of
absence may be granted after each successive seven (7) year period (i.e. 16, 23, 30
years of employment).

APPLICATION FOR LEAVE - Application for sabbatical leave for the first
semester of each school year must be filed with the Division of Human Resources
by March 15. Requests for the second semester must be filed with the Division of
Human Resources by November 15 of the current school year. The application
shall set forth a carefully developed plan for professional improvement through
advanced study, travel, or a combination of both, and have the support of the site
administrator and appropriate Education Officer. After getting appropriate
departmental signatures of recommendation, the application should be submitted
to the Human Resources Department for approval and processing to the
Superintendent for his/her recommendation. All applications for sabbatical leave
must be approved by the Human Resources Department.

SALARY PROVISIONS -The sabbatical leaves of absence granted pursuant to this
policy shall be paid at the rate of one-half of the scheduled salary for the
employee during the school year of the leave for the employee. Sabbatical leave
shall not prevent advancement on the salary schedule nor constitute a break in
consecutive years of employment. Before being granted sabbatical leave, the
employee shall make application on a form provided for this purpose and enter
into written agreement with the District that upon termination of the sabbatical
leave, he/she will return to service in the St. Louis Public Schools.

The District will forward the biweekly check of the employee on sabbatical leave
to the address on file in the Human Resources Department or make the authorized
direct deposit to the employee’s bank account, as appropriate. The final biweekly
salary check will be payable upon approval of the required sabbatical leave report.
An individual who was granted a sabbatical leave must teach or serve one year in
the St. Louis Public Schools following completion of the leave. If the employee’s
service is discontinued for any reason other than his/her incapacity to carry out
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his/her assignment before the expiration of one year, he/she shall pay back to the
District a pro rata part of the sabbatical allowance.

ALLOTMENT - The number of employees placed on the eligibility list for
sabbatical leave shall not exceed one-half of one percent of the total number of
certificated staff or one-half of one percent of the total number of non-certificated
staff within the school system.

TIMELINES FOR SABBATICAL LEAVE - The extent of the sabbatical leave shall
not exceed the timeframe of the scheduled work year for the employee.

HOURS OF CREDIT - A minimum of eight (8) semester hours of college credit
must be earned during each semester of the sabbatical leave for study. Evidence
of the fulfillment of a formal study leave is an official transcript showing all
courses completed.

REPORT OF SABBATICAL LEAVE - After sabbatical, an employee shall file with
the Human Resources Department, not later than six (6) weeks after return to
duty, the following evidence in the form of a written report showing that the
employee has met the objectives stated in the application:

1. For Study - An official transcript showing fulfillment of the
required minimum of eight (8) semester hours of college credit earned
during each semester of the sabbatical leave for study.

2. For Travel - A comprehensive report giving an analysis of the
travel experiences and stating how the experiences shall directly benefit
the St. Louis Public Schools system

VACATION, PERSONAL, AND SICK LEAVE - An employee shall not be entitled
to earn or use Personal Time Off (“PTO”) and shall not be entitled to use sick
leave while on sabbatical leave. The employee is entitled to the annual vacation
leave during the period of sabbatical leave so long as the employee otherwise
qualifies for vacation leave.

RETIREMENT - An employee shall be given credit toward retirement for the time
spent on sabbatical leave, in accordance with the rules and policies established by
the St. Louis Public Schools Retirement System.

TENURE AND PERMANENT STATUS - Sabbatical leave shall not impair the
employee’s tenure as a permanent certificated employee or the permanent status
of a non-certificated employee.

RETURN TO SERVICE - An employee, upon return to service from sabbatical
leave of absence, shall be restored to his/her former position or to a position in the
same class, status, and pay for which he/she is qualified and entitled. An
employee on sabbatical leave shall receive lay off seniority credits and
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advancement on the salary schedule on the same basis as if his/her employment
had not been interrupted. An employee shall be allowed credit toward retirement
for the time spent on sabbatical leave in accordance with the rules and regulations
established by the St. Louis Public School Retirement System. If an employee
has any questions about this policy, the employee should contact the Human
Resources Department.

Bereavement Leave

Bereavement Leave will be granted according to the Board’s policy, adopted by
Board Regulation 4620.8, and applicable law. Pursuant to Board Regulation
4620.8, a leave of absence with pay may, in the District’s sole discretion, be
granted for all full-time employees consistent with the following stipulations
when a death occurs in an employee’s family, as follows:

o Up to three (3) working days in any pattern, including and
immediately following the day of death and/or date of funeral of a
member of the immediate family. Immediate family is defined as
parent, spouse, or child, grandparent, grandchild or sibling of the
employee.

o Up to two (2) working days in any pattern, including and
immediately following the day of death and/or date of funeral of a
half-brother or half-sister, nephew, niece, aunt, uncle, step-parent,
parent-in-law, step-brother or step-sister, sister-in-law or brother-
in-law, son-in-law or daughter-in-law;

o One (1) working day to be used immediately following the day of
death or on the date of the funeral of a great-grandparent, aunt or
uncle-in-law, grandparent-in-law, niece or nephew-in-law, great
grandchild, grand nephew or niece, grand aunt or uncle, or first
cousin.

Upon return to work from leave for death of a relative, the employee shall
immediately complete a bereavement leave form and provide the name of the
relative, date of the funeral and relationship of the deceased to the
employee. Additionally, the employee may be required to supply appropriate
documentation substantiating the basis for the bereavement leave. This
information must be provided to the immediate supervisor for processing to the
Division of Human Resources within two (2) days of the date the employee
returned to work.

With the exception of leaves taken pursuant to Paragraph 1 above, no employee
shall be entitled to more than a total of eight (8) working days per year as
bereavement leave. At its discretion, the District may allow the employee to use
any other form of appropriate leave that is available to such employee. If an
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employee has any questions about this policy, the employee should contact the
Human Resources Depattiment.

Leave for Military Reserve Training or State of Emergency

Leave for Military Reserve Training or Statement Emergency will be granted
according to the Board’s policy, adopted by Board Regulation 4620.7, and
applicable law, as follows:

PROCEDURES FOR TAKING MILITARY LEAVE - A military leave of absence
will be granted to employees who are absent from work because of service in the
United States uniformed services in accordance with the Uniformed Services
Employment and Reemployment Rights Act (USERRA), 38 U.S.C. §4301, et
seq., and Section 105.270, Revised Statutes of Missouri, or their
successors. Advance notice of military service is required, unless military
necessity prevents such notice or it is otherwise impossible or
unreasonable. Employees are required to notify the Human Resources
Department as soon as they become aware of their military obligations.

Additionally, the employee must submit an official order from the appropriate
military authority evidencing the duty for which the leave of absence is requested,
in order for the employee to receive any paid time off pursuant to this
Policy. Upon receipt of evidence of military duty from the appropriate military
authority, an employee on military leave shall be entitled to a paid leave of
absence for a period not to exceed a total of 120 hours in any federal fiscal
year. Although an employee may be entitled to a military leave of absence in
excess of 120 hours in any federal fiscal year, any authorized military leave time
in excess of 120 hours in any federal fiscal year shall be unpaid. Employees on
authorized military leaves of absence beyond 120 hours in any federal fiscal year
may utilize earned PTO time, if any, but are not required to do so.

BENEFITS DURING MILITARY LEAVE - Employees should consult with a
Human Resources representative to discuss leave benefits and the employee’
responsibilities while on leave. Employees on authorized military leaves of
absence for 120 hours or less in any federal fiscal year shall continue to receive
all benefits at the same level as they received prior to the military leave of
absence. Additionally, employees on authorized military leaves of absence for
thirty-one (31) days or less will continue fo receive District paid healthcare
benefits at the same level as they received prior to the military leave of
absence. COBRA notice and election forms will be provided to employees on
authorized military leaves of absence in excess of 120 hours in any federal fiscal
year. Continuation of health insurance benefits is available after thirty (30) days
of military service at the employee’s expense for up to twenty-four (24) months,
per the requirements of USERRA and is subject to the terms, conditions and
limitations of the applicable plans for which the employee is otherwise eligible.
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If an employee neither gives advance notice regarding an absence nor elects
insurance coverage, the District may cancel the employee’s insurance when the
employee’s authorized leave of absence exceeds thirty-one (31) days. If it is later
determined that the employee was unable to provide advance notice of the leave
because of military necessity, or it was impossible or unreasonable to do so, the
District will reinstate coverage on the employee’s election and payment of unpaid
premium amounts due.

If an employee elects coverage but does not pay the monthly premium, the
District will cancel coverage. Coverage will be reinstated on the first of the
month following the employee’s return to work.

REINSTATEMENT RIGHTS AFTER COMPLETION OF MILITARY SERVICE -
Eligibility for reinstatement to employment after military duty or training is
completed will be determined in accordance with applicable federal and state
laws. Employees returning from military leave will be placed in the position they
would have attained had they remained continuously employed or a comparable
position, depending on the length of military service, in accordance with
USERRA. Upon their return to work, employees will be treated as though they
were continuously employed for purposes of determining benefits based on length
of service.

Upon conclusion of military service, employees on a military leave of absence
covered by USERRA are required to report to work within a specific period of
time, depending on the length of military service:

(H If the employee’s military service lasts from ! to 30 days (or if the
employee is absent from work in order to take a fitness-for-service
examination), you must report back to work by the beginning of
the first regularfy scheduled work period that begins on the next
calendar day following completion of military service, after
allowance for safe travel home from the military duty location and
an eight (8) hour rest period.

(2)  If the employee’s military service lasts from 31 to 180 days, the
employee must submit an application for reemployment no later
than 14 days after completion of the military service.

3) If the employee’s military service last 181 days or longer, the
employee must submit an application for reemployment no later
than 90 days after completion of the military service.

Any unexcused delay in complying with the deadlines set forth above may result

in the application of the District’s policies and regulations governing unexcused
absences.
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Those employees on a USERRA covered military leave of absence lasting longer
than 31 days must provide documentation showing the following upon their

returmn:

(1}  That the employee’s application for reemployment is timely;

) That the employee has not exceeded the five (5) year service
limitation; and

(3)  +he reason for the employee’s separation from military service.

NON-DISCRIMINATION/NON-RETALIATION POLICY - In accordance with
applicable law, it is the District’s policy that no employee or prospective
employee will be subjected to any form of discrimination or retaliation on the
basis of that person's membership in or obligation to perform service for any of
the Uniformed Services of the United States. Specifically, no person will be
denied employment, reemployment, promotion, or other benefit of employment
on the basis of such membership. Furthermore, no person will be subjected to
retaliation or adverse employment action because such person has exercised his or
her rights under this policy. If any employee believes that he or she has been
subjected to discrimination or retaliation in violation of this policy, the employee
should immediately contact the Human Resources Department. If an employee
has any questions about this policy, the employee should contact the Human
Resources Department.

Sick Leave/Personal Time Off

Paid Time Off will be granted according to the Board’s policy, adopted by Board
Regulation 4622, and applicable law, as follows:

ACCRUAL OF SICK LEAVE Consistent, ongoing, meaningful contact with
students and staff is important to the learning environment and the overall district
operation. Therefore, it is an essential duty and function of a professional staff
person’s position. When a staff member i1s frequently absent or is absent for an
extended period of time, the instructional environment and district operations are
compromised, and the students suffer.

However, staff members who are ill are encouraged to stay home to promote
healing and reduce the risk of infecting others, especially during a pandemic or
other significant health event. The district may require an employee to provide the
district a doctor’s statement or other verification of eligibility for sick leave before
the district applies sick leave or other applicable paid leave to the employee. The
district may require an employee to present a certification of fitness to return to
work whenever the employee is absent from work due to the employee’s health.

To that end, all full-time employees are eligible to earn sick leave days during
each fiscal year (i.e. July lst to June 30th). Certificated teachers, administrators
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and non-certificated 10, 10.5 month staff members will be granted 10 days of sick
leave per year. All 11 month employees will be granted 11 days of sick leave per
year and all 12 month employees will be granted 12 days of sick leave,

a) Sick leave is prorated for employees hired after the beginning of the fiscal
year as follows:

Hire Date 10 /10.5 month | 1! month 12 month
On or after July 1 and by September 30 10 11 12
On or after October 1 and by December 31 7 8 9
On or after January | and by March 31 5 6 6
On or after April 1 and by June 30 2 2 3

2030931.4

b) Sick leave is also prorated for extended leaves of absence.

Each year unused sick leave days will be accumulated in the employees’ sick
leave bank. The maximum number of sick leave days an employee may
accumulate in their bank is 130 work days. (Employees who have banked sick
leave days as of January, 2004 should refer to Board regulation 4621)

The Superintendent, or his/her designee, reserves the right to take disciplinary
action up to and including separation of employment in the event of abuse of sick
leave privilege. No employee will be disciplined or terminated for absences
qualifying for protection under the Family Medical Leave Act (FMLA) or other
applicable law.

Sick leave granted during each fiscal year (July 1st to June 30th) may be used for
absences necessitated because of personal illness, injury or accident, illness,
injury or accident of an immediate family member or a medical disability which
prevents the employee from performing his or her duties in accordance with state
and federal law.

Leave is available pursuant to the Family Medical Leave Act and as set forth in
the District’s FMLA Leave Policy (#4620.2) for employees seeking leave to care
for a child, spouse or parent or his/her own “serious health condition” as defined
in the Family Medical Leave Act.

PERSONAL DAYS: Fach fiscal year, in addition to sick leave days, all 10, 10.5
and 11 month employees will be granted two (2) personal days. Personal time off
requires 48 hours® notice before the date of the leave, except in cases of personal
illness, family illness or an emergency, and cannot be scheduled during the
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following blackout periods with the exception for personal illness, family illness
or an emergency:

« The first two weeks of classes during each school year
» The last two weeks of classes during each school year
« Following written notice of suspension or discharge

» District-wide professional development days

* MAP and EOC testing

Twelve (12) month employees are not granted additional personal days due to
having vacation days but may use 2 of his/her sick days as personal days.
Personal time off requires 48 hours’ notice before the date of the leave.

Any unused personal days will be rolled over into the accumulated sick leave
bank and can be used as sick leave in future years.

Regular employees receiving personal days for absences on both the work day
preceding and the work day following a holiday or holidays shall receive holiday
pay. The absence for the holiday shall not be deducted from the employee’s
accrual sick leave bank.

ABUSE OF SICK LEAVE: 1t shall be an abuse of sick leave for an employee to
use sick leave for absences when the employee is not actually sick. The
Superintendent, or his/her designee, is authorized to investigate when the
circumstances in his/her discretion indicate suspected abuse of sick leave. As part
of this authority, the Superintendent may require employees to provide written
substantiation of a claim of illness, including a physician’s verification. Abuse of
sick leave may include but is not limited to: falsification of medical
documentation, failure to provide appropriate documentation for absences when
required, absences from work on an inordinate number of Mondays and/or
Fridays during the year without sufficient documentation to substantiate an
employee is unable to work. If incidents of abuse are determined, it shall result in
discipline up to and including separation of employment. Absences not covered
under this sick leave policy or the FMLA policy (4620.2) will be subjecied to the
Attendance Policies (4610.1 and 4620.2)
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COMPLIANCE WITH FAMILY AND MEDICAL LEAVE ACT OF 1993:

The district’s sick leave policy and this regulation shall be applied in accordance
with the Family Medical Leave Act 1993 as amended. (See FMLA Policy 4620.2)
When applicable, leave under this sick leave policy, the Family Medical Leave
Act, worker’s compensation, and any other leaves previously earned will run
concurrently.

NOTIFICATION: Whenever it becomes apparent to an employee that the/she will
be unable to report to work for any reason whatsoever, the employee is
responsible for notifying his/her supervisor, or another person who has been
designated to be notified, before the start of work. Persons designated as needing
substitutes are also responsible for contacting the centralized substitute office as
soon as the pending absence becomes known. Failure to make all contacts shall
result in an unexcused absence.

If the employee is absent more than one (1) day in succession, he/she must give
the required notification daily, unless the employee knows in advance that he/she
would be out more than one (1) day and stated the fact at the time of prior
notification. Persons designated as needing substitutes are also responsible for
notifying his/her supervisor before the start of work. Failure to make contact shafl
result in an unexcused absence.

RETURN TO WORK: Notification of intention of an employee to return to work
before the original completion date of requested absence shall be given to the
Human Resources Department and to the Principal of the School or immediate
supervisor. Notification must be given to the Human Resources Department and
the immediate supervisor before 4:30 p.m. of the day preceding the date of the
return.

An employee absent for a period of four (4) or more consecutive full calendar
days in succession due to illness, injury or accident will be required to submit to
the Human Resources Department a written statement from his/her physician
stating the nature of the illness and the date(s) of treatment.

This statement is to be presented prior to the employee being returned to active
duty. If there is a question as to whether the employee is able to perform his/her
duties, the Chief Human Resource Officer may postpone the employee’s return to
work upon the recommendation of the medical doctor, who may be appointed by
the Board and at the Board expense to examine the employee.

PAYMENT OF ACCRUED SICK LEAVE UPON RESIGNATION,
TERMINATION AND RETIREMENT: Employees who leave the school system
through termination or resignation shall not be entitled to compensation for
unused sick leave days/personal days, nor shall their estate have a claim for
payment of unused sick leave/personal days in the case of death.

Certificated and/or exempt employees who have unused sick leave days at the
time of their retirement, shall receive a payout of $100 per day, non-
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certificated/non-exempt employees shall receive a payout of $50 per day. All
employees shall be paid at the time of retirement or over up to a three (3) year
period, as determined by the employee. Employees who participate in the St.
Louis Public School Retirement Program may request to have their accumulated
and unpaid sick leave days under this policy credited to the total time worked in
the St. Louis Public School System for purpose of calculating retirement
eligibility. From time to time the District may designate other uses of
accumulated sick leave days.

ADMINISTRATION AND PAYMENT OF APPROVED SICK LEAVE: The District
reserves the right to utilize a third party vendor to administer sick leave requests
in accordance with its policies and procedures. The third party vendor shall have
the right to approve or deny sick leave based on documentation received and in
compliance with this policy. Absences of four (4) consecutive full calendar days
or more will require documentation prior to payment being made and to avoid
penalty under the attendance control policy.

RULES FOR EMPLOYEES WITH ACCRUED SICK LEAVE UNDER PRIOR
POLICIES: Employees with accrued sick leave days accumulated under prior
District polices (prior to January 2014) shall be permitted to maintain or use them,
only as previously permitted (See Policy 4621). No further Sick leave days may
be accumulated as set forth herein.

RULES FOR EMPLOYEES WITH ACCRUED PTO DAYS UNDER PRIOR
POLICIES: Employees with accrued PTO days accumulated under prior District
polices shall be permitted to maintain or use them, only as previously permitted
(See Policy 4620.1). No further PTO days may be accumulated as set forth herein.

If an employee has any questions about this policy, the employee should contact
the Human Resources Department.

Short Term and Long Term Disability Plan Program

1, The Board may elect to provide employees with an insurance plan that
entails a Short Term and/or Long Term Disability Plans (*STD/LTD
Plans™). Participation in the STD/L'TD Plans will be subject to applicable
law, the Board’s insurer’s “pre-existing condition” rules for employees
hired on or after January 1, 2004, and other provisions.

2. The STD/LTD Plans will be administered by the insurance companies
providing such plans or their designee in accordance with the terms and
conditions of the plan documents. To the extent the plan documents
conflict with language contained herein, the plan documents shall control.
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Educational Leave With or Without Pay

Educational L.eave With or Without Pay will be granted according to the Board’s
policy, adopted by Board Regulation 4620.4, and applicable law, as follows:

Short Term Educational Leave With Pay - Short Term Leaves of absence with pay
for the purpose of attending workshops, conferences, conventions, seminars and
visitations conducive to the employee’s professional growth may be approved and
granted by the Superintendent. For the purpose of this policy, “short term” is
defined as less than seven (7) calendar days.

Employees seeking Short Term Educational Leave with pay shall complete and
submit to their immediate supervisor an Application for Leave of Absence form at
least 15 days before the date of the leave. The immediate supervisor will review
and provide a written recommendation for approval or disapproval to his/her
immediate superior and the Superintendent. Upon final approval of the Short
Term Educational Leave with pay by the Superintendent, the leave request form
and final approval should be sent to the Division of Human Resources for
processing no later than seven (7) days before the date of the leave.

Following authorized leave, the employee shall present a written summary of the
development activity to his/her immediate supervisor and others, as requested.
Employees authorized to be reimbursed for a conference, convention or other
approved educational Jeave, must follow appropriate procedures as outlined in the
Board’s Regulations, Guidelines Governing Travel For Official School Business,
Conferences, Conventions, etc. Educational leave normally will not be granted
during the first and last ten (10) days of school.

Educational Leave Without Pay - Leaves of absence without pay, up to one (1)
year in duration, for the purpose of study for professional improvement which
shall directly benefit the 8t. Louis Public School System, may be approved and
granted by the Superintendent.

Requests for Educational Leave Without Pay must be made in writing on the
Application for Leave of Absence form and must be submitted to the applicant’s
immediate supervisor for processing at least one (1) month before the leave is to
begin. The immediate supervisor will review and provide a written
recommendation for approval or disapproval to his/her immediate superior and
the Superintendent. Upon final approval of the Educational Leave Without Pay
by the Superintendent, the Application for Leave of Absence form and final
approval should be sent to the Division of Human Resources for processing no
later than seven (7) days before the date of the leave.

Following authorized leave, the employee shall present a written summary of the
development activity to his/her immediate supervisor and others, as requested.
Employees authorized to be reimbursed for a conference, convention or other
approved educational leave, must follow appropriate procedures as outlined in the
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Board’s Regulations, Guidelines Governing Travel For Official School Business,
Conferences, Conventions, etc.  Educational leave normally will not be granted
during the first and last ten (10) days of school. If any employee has any
questions about this policy, the employee should contact the Human Resources
Department.

Family and Medical Leave of Absence

Family and Medical Leave will be granted according to the Board’s policy,
adopted by Board Regulation 4620.2, and applicable law. The St. Louis Public
Schools (“the District™) understands the importance of family issues to today’s
work force. The District also recognizes that more of its employees than ever
before face conflicting demands of family obligations and work. Because
employees may find it necessary to take leave from their jobs for a temporary
period to address certain family responsibilities or their own serious health
conditions, and in order to comply with the Family and Medical Leave Act of
1993 (FMLA), the District hereby establishes the following FMLA Leave
Policy. Should an employee wish to exercise his/her rights under this Policy
and/or the Family and Medical Leave Act, they should notify the District’s
Human Resources and follow the procedures set out in this policy for applying for
FMLA leave.

Family and medical leaves of absence will be granted to eligible employees for
the following reasons:

I. The birth of the employee’s child or to care for the newborn child.

2. The placement of a child with the employee for adoption or foster
care,

3. The care of an employee’s child, spouse, or parent (“family

member™} who has a serious health condition.
4. The employee’s own serious health condition.

5. Because of any qualifying exigency arising out of the active duty
or call to active duty status of the employee’s spouse, son,
daughter or parent in the National Guard or Reserves, in support of
a contingency operation.

6. The care of an employee’s spouse, son, daughter, parent or next of
kin (usually the nearest blood relative) who is a member of the
Armed Forces who suffered serious illness or imjury while on
active duty that may render the person unable to perform the duties
of the service member’s office, grade, rank or rating.
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Eligible Employee - Any employee with twelve (12) months of service and at
least 1,250 hours worked in the twelve (12) month period preceding the FMLA
leave.

Serious Health Condition - For purposes of this policy, “serious health condition”
means an illness, injury, impairment or physical or mental condition that involves:

I. In-patient care (i.c., an overnight stay) in a hospital, hospice or
residential care facility; or

2. - Any period of incapacity® requiring absence from work of more
than three (3) consecutive full calendar days, that also involves
continuing treatment by (or under the supervision of) a licensed
health care provider and at least (a) two (2) in-person visits to the
health care provider; or (b) one (1) in-person visit to a health care
provider plus a regimen of continued treatment; or

3. Continuing treatment by (or under the supervision of) a licensed
health care provider for incapacity* due to pregnancy or
incapacity* due to a chronic or long-term health condition that is
incurable or so serious that, if not treated, would likely result in a
period of incapacity of more than three (3) consecutive full
calendar days.

*For purposes of this Policy, “incapacity” means an inability of the employee to
perform his or her job duties, or for the employee’s family member, an inability to
work, attend school or perform other regular daily activities.

Leave of Absence - An eligible employee is entitled to a maximum of twelve (12)
weeks (twenty-six (26) weeks to care for the recovering member of the Armed
Forces) of unpaid FMILA leave within a rolling twelve (12) month period.

For employees employed primarily in an instructional capacity, when FMLA
leave is foreseeable based on planned medical treatment and would last longer
than 20% of the total number of working days during the FMLA leave period, the
District may require the employee to choose either to take FMLA leave for
periods of particular duration, or not to exceed the duration of the planned
treatments, or to transfer temporarily to an alternative position for which the
employee is qualified that has equivalent pay and benefits, and which better
accommodates recurring periods of leave than the employee’s reguiar position.

An employee taking FMLA leave may not, without permission, engage in other
work or employment during the time of the FMLA leave. If an employee engages
in other work or employment during the leave, without specific written
permission from the District, the employee will be considered to have violated the
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terms of the FMLA leave and to have voluntarily terminated his or her
employment with the District.

FMIA Leave Near End of Academic Term - For those employees primarily
employed in an instructional capacity taking FMLA leave under this policy, the
following restrictions apply:

1. If the employee begins FMLA leave more than five (5) weeks
before the end of the academic term for any reason, the District
may require the employee to continue taking FMLA leave until the
end of the term if

a. The FMLA leave is at least three (3) weeks and

b. The employee’s return would take place during the last
three (3) week period of the academic term.

2. If the employee begins the FMLA leave less than five (5) weeks
before the end of the term for the birth or placement of a child, or
for the serious health condition of a child, parent or spouse, the
District may require the employee to continue taking FMLA leave
until the end of the academic term if

a. The FMLA leave is no longer than two (2) weeks and

b. The employee’s return would take place during the last
two-week period of the academic term.

3. If the employee begins FMLA leave less than three (3} weeks
before the end of the term for the birth or placement of a child or
for the serious health condition of a child, parent or spouse and the
leave is for more than five (5) working days, the District may
require the employee to continue taking FMLA leave until the end
of the academic term.

Military Exigency Leave - An employee who is otherwise eligible for FMLA
leave may take FMLA leave for a “qualifying exigency” stemming from his or
her spouse, son, daughter or parent’s call or order to active military duty, or notice
of an impending call or order. Military exigency leave applies only to Military
Members of the Reserves, National Guard, and certain retirees -- it does not apply
to regular Armed Forces personnel. Similarly, it is based on a federal call or
order to active duty; state call-ups do not qualify for military exigency leave. The
term “qualifying exigency” is limited to the following broad categories:

47




20309314

Section A - Basic Provisions

I. Short-notice deployment (seven (7) or fewer days before
deployment);

2. Military events and related activities;

3. Child care and school activities (including alternative child care

arrangements; urgent child care needs; enrolling or transferring to
new school or daycare; and school/daycare meetings);

4. Financial and legal arrangements;

5. Counseling (by someone other than a healthcare provider);

6. Rest and recuperation {limited to five (5) days per R&R leave);
and

7. Post-deployment activities within first ninety (90) days following

Military Member’s return

Additional activities not encompassed in the above categories, but agreed to by
the District and the employee. The employee shall provide the District with a
copy of the Military Member’s active duty orders (or other official
documentation) to substantiate the call to active duty. The District will provide
the employee seeking military exigency leave with a Military Exigency
Certification form to be completed, along with the Eligibility Notice and Notice
of Rights and Responsibilities (sce below). The employee will be expected to
complete and return the Certification form within fifteen (15) days of receipt.

Intermitient Leave or Reduced Work Schedule - An eligible employee may take
FMLA leave in twelve (12) consecutive weeks, may use the leave intermittently
(i.e., take days periodically when needed over the twelve (12) month period) or,
under certain circumstances, may use the leave to reduce the workweek, as
described in this policy. In all cases, the FMLA leave may not exceed twelve (12)
weeks during the rolling twelve (12) month period, except for military family
caregiver leave.

1. If an employee needs intermittent or reduced schedule leave for
planned medical treatment for the employee, a family member or
covered servicemember, the District may temporarily transfer an
employee to an available altemative position with equivalent pay
and benefits, if the alternative position would better accommodate
an intermittent or reduced work schedule.

2. For the birth, adoption or foster care of a child, the Human
Resources Department and the employee must mutually agree to
the schedule before an employee may take intermittent leave or
work a reduced schedule. The District is not obligated to allow
intermittent leave or a reduced leave schedule for the birth,
adoption or foster care of a child. Leave for the birth, adoption or
foster care of a child must be taken within one (1) year of the birth
or placement of a child.
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Substitution of Paid Leave - An employee taking FMLA leave due to the
employce’s own serious health condition may use, at his-her option, accrued PTO
days, vacation days or any other previously accrued paid time off that the
employee has available, before continuing leave on an unpaid basis. Any leave
whether paid or unpaid or a combination thereof, for any reason that would
qualify for leave under the FMLA will run concutrently with and will be counted
towards the employee’s twelve (12) weeks of entitlement.

Emplovee Notification Requirement - All employees requesting leave under this
Policy are required to provide written notice at least thirty (30) days in advance of
the leave, whenever possible. Absent unusual circumstances, notice of the need
for leave must be made by completing the District’s Leave Request Form and
submitting the form to the District’s Human Resources Department. If thirty (30)
days’ notice is not possible, such as because of the lack of knowledge of when
leave will begin, a change in circumstances, or a medical emergency, notice must
be given as soon as practicable. The written notice must contain: (a) Sufficient
information for the District to determine whether the leave may qualify for FMLA
protection (e.g., information that the employee is unable to perform his/her job
functions, the family member is unable to perform daily activities, the need for
hospitalization or continuing treatment by a healthcare provider); (b) the
anticipated duration of the leave; and (c) the anticipated start of the
leave._ Employees must also inform the District if the requested leave is for a
reason for which FMLA leave was previously taken or certified.

If the employee fails to provide thirty (30) days’ notice for a foreseeable leave,
with no reasonable excuse for the delay, the leave request may be denied until at
least thirty (30) days from the date the employee reasonably should have provided
notice.

Upon receipt of the written notice from the employee requesting leave, the
District shall information the employee, generally within five (5) business days,
as to whether or not they are eligible for FMLA leave. Along with that notice of
eligibility, the District will also notify the employee of histher rights and
responsibilities under the FMLA. If the District needs additional information in
order to determine whether or not a request for leave qualifies under the FMLA,
that request for information shall accompany the notice of rights and
responsibilities. If the employee is not eligible, the District will provide a reason
why (e.g., the employee has not worked for the District for a total of twelve (12)
months).

Planned Medical Treaiment - An employee undergoing planned medical
treatment must make reasonable efforts to schedule the treatment so as not to
unduly disrupt the operations of the employee’s department or School.

Medical Certification - An employee who takes leave under this Policy to care for

a spouse, child or parent with a serious health condition, or because of the
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employee’s own serious health condition, or to care for a family servicemember
with a serious illness or injury, must provide written medical certification. The
District will provide a medical certification form to the employee to be given to
the treating health care provider, generally within five (5) days after the employee
returns the Leave Request Form. The certification must be returned to the
District’s Human Resources Department within fifteen (15) days, or the employee
must provide a reasonable explanation for the delay.

Certification of a serious health condition must include the following:

The date the serious health condition began;

—

2, The health care provider's judgment concerning the probable
duration of the condition;

3. The relevant medical facts of the employee’s or family member’s
serious health condition;

4. A description of the nature of any recommended course of
treatment;

5. An indication of whether in-patient hospitalization is necessary;

6. A statement that the employee either cannot perform any type of

work or cannot perform the essential functions of the employee's
job (when the leave is for the employee's own serious health
condition); and

7. A statement that the family member needs assistance or that the
employee's presence would be beneficial or desirable for the care
of the family member (when leave is taken to care for a family
member with a serious health condition).

If the employee plans to take intermittent leave or work a reduced
schedule, the certification must also include dates and duration of
treatment and a statement of medical necessity for taking intermittent
leave or working a reduced schedule. While on leave, the employee may
be asked to periodically report on his or her status or the status of the
family member and whether the employee intends to return to work.

The District reserves the right to require, at the District's expense, that the
employee obtain the opinion of a second healthcare provider (approved by
the District). In the case of conflicting opinions, the District reserves the
right to require, at the District’s expense, a medical opinion from a third
healthcare provider, approved jointly by the employee and the District,
which will be final and binding on the District and the employee.

Failure to provide medical certification as requested will result in the delay of the

leave until such certification is provided, or denial or termination of leave if no
certification is provided.
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Return to Work - An employee on a FMLA leave due to the employee’s own
serious health condition must provide medical certification of fitness to return to
work before the employee will be reinstated to active service. Failure to provide
this certification may result in delay or denial of job restoration.

Designation Notice - Within five (5) business days after receiving sufficient
information to make the determination that the employee is eligible for FMILA
leave, the District will provide the employee with a Designation Notice. This
form will confirm whether or not the requested leave is FMLA qualifying or ask
the employee to provide any additional information needed. If the leave will be
designated as FMLA qualifying, the District will inform the employee of the
amount of leave that will be counted against the employee’s leave entitlement (if
known at the time).

When an employee takes paid time off (e.g., PTO days or sick pay benefits),
which would otherwise qualify as leave under this Policy except that the
employee has not specifically requested FMLA leave under this Policy, the time
spent on such a leave will be designated as FMLA leave and be counted towards
an employee's total number of weeks to which the employee is entitled under this

Policy.

Military Family Caregiver Leave - An eligible employee who is the spouse, son,
daughter, parent, or next of kin of a covered servicemember who is recovering
from a serious illness or injury sustained in the line of duty on active duty is
entitled to take up to twenty-six (26) weeks of leave in a single twelve (12) month
period to care for the servicemember. “Next of kin” usually means the closest
blood relative of the injured or recovering servicemember. This caregiver leave is
available during a “single twelve (12) month period” during which an eligible
employee is entitled to a combined total of twenty-six {26) weeks of all types of
FMIA leave. The recovering servicemember must be a member of the Armed
Forces (inchuding the Reserves and National Guard) who is undergoing medical
treatment, recuperation or therapy, is on out-patient status, or is otherwise on a
temporary disability retired list, for a serious injury or illness. A *serious injury
or illness” is one incurred while on active duty in the Armed Services that may
render the person unable to perform his/her military duties.

Benefit Continuation - The District will continue to provide medical and other
benefits to employees on FMLA leave who were receiving said medical and other
benefits at the commencement of the FMLA leave. The employee will be
required to pay his/her employee contributions from any pay earned during the
FMIA leave. To the extent the employee receives insufficient compensation to
pay his/her required employee contributions during the FMLA leave, the District
will maintain the benefits for the employee; however, the employee will be
required upon return from the FMLA leave to reimburse the District for any
employee contribution not paid by the employee during the FMLA leave.
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If at the time of applying for FMLA leave or during the leave, the employee
intends not to return to work or decides not to return to work after completion of
the FMLA leave, the employee will be required to reimburse the District for the
cost of payments made to maintain the employee's benefits during the leave. This
provision shall not apply if the failure to return to work is due to the continuation,
recurrence or onset of a serious health condition or other circumstances beyond
the control of the employee.

Use of FMLA leave will not result in the loss of any employment benefit that
accrued prior to the start of an employee’s leave.

Job Restoration - The employee will be returned to the same or equivalent
position with no loss of benefits accrued prior to the commencement of his/her
leave. Any employee who does not return to work at the end of an authorized
FMLA leave is subject to immediate termination of employment. subject to such
rights that the employee may have under the law.

Prohibited Conduct - FMLA makes it unlawful for any employer to:

. Interfere with, restrain, or deny the exercise of any right provided
under FMIA;
. Discharge or discriminate against any person for opposing any

practice made unlawful by FMLA or for involvement in any
proceeding under or relating to FMLA.

Enforcement - An employee may file a complaint with the U.S. Department of
Labor or may bring a private lawsuit against an employer.

FMLA does not affect any Federal or State law prohibiting discrimination, or
supersede any State or local law or collective bargaining agreement which
provides greater family or medical leave rights. If you have any questions about
your benefits or responsibilities under this Policy, contact the Human Resources

Department.

General Leaves of Absence

General Leaves of Absence will be granted according to the Board’s policy,
adopted by Board Regulation 4620, and applicable law, as follows:

Other Leaves - General - For other good reasons not covered under the policies of
this part, the Superintendent, upon receiving a written request from the employee,
may recommend to the Board that an employee be granted a leave of absence with
or without pay to address an extraordinary situation. Any such leave of absence
shall generally be limited to one (1) year.
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Application For Leave Of Absence - It shall be the responsibility of each
employee to make a written application for a leave of absence in advance of the
period of the absence consistent with the timelines specified in the policies of this
part covering the specific leave. Requests for leave shall be made on the
appropriate District form. Each request for leave must be submitted to the
employee’s immediate supervisor prior to the date of the leave for review and
written approval, if appropriate. After final approval, the application for leave
will be submitted to the Human Resources Department at least seven (7) days
before the date of the leave, unless otherwise specified.

Employment During Leave - Unless recommended by the Superintendent and
authorized by the Board, an employee on leave of absence, excluding military
leave, shall not accept full-time employment elsewhere during the period of
leave. Full-time employment elsewhere during a leave without Board approval
shall be considered a resignation on the part of the employee.

Cancellation Of Leave -A leave of absence is automatically cancelled when the
reason for which the leave was granted is changed by the employee.

Employee Status During Leave -Except as otherwise indicated in policies of this
part, authorized leaves of absence without pay shall not impair the tenure or
permanent status of an employee, nor shall it constitute a break in year(s) of
employment for a probationary employee, but periods of such leaves of absence
shall not be counted as periods of service for the attainment of tenure or
permanent status or for salary advancement purposes.

Application For Reinstatement - Whenever a leave of absence has been granted
for a period of five (5) weeks or longer, written application for reinstatement must
be received by the Division of Human Resources, consistent with the timelines
specified in the policies of this part for such leave.

Reinstatement - Except as otherwise provided under the District’s FMLA Leave
Policy, upon the expiration of an extended leave of absence with or without pay,
the employec may be reinstated to the position he/she occupied at the time the
leave was granted or may be assigned to another position for which he/she is
qualified (if the original position is no longer vacant), so long as the employee can
perform the essential functions of the job, with or without reasonable
accommodation. Failure of an employee to report for duty promptly at the
expiration of the leave of absence shall be deemed a resignation on the part of the
employee. If any employee has any questions about this policy, the employee
should contact the Human Resources Department.

Failure to Report to Work

According to the Board’s policy, adopted by Board Regulation 4860, any
employee who fails to report for work one (1) day and fails to notify histher
immediate supervisor shall be subject to disciplinary action.
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Abandonment of Position

1.

According to the Board’s policy, adopted by Board Regulation 4860, any
employee who fails to report for work on three (3) consecutive working
days, and who fails to notify his/her immediate supervisor shall be
presumed to have abandoned his/her position.

The Board shall have no obligation to pay or provide benefits to such an
employee thereafter.

The Division of Human Resources will notify the employee through
registered mail that the employee’s failure to report to work or provide
notification of the absence to the employee’s immediate supervisor has
provided cause for the termination of the employee’s employment with the
Board; and, therefore, the employee’s termination will be recommended to
the Board.

The Human Resources Department shall proceed to process the
termination of any employee who does not respond within three (3)
calendar days of the date of the notification letter. If the employee does
timely respond, Human Resources will consider the employee’s reason(s)
for his/her action(s) or inaction, and employee will be entitled to such due
process as may be required by law.

The provisions of this Article pertaining to leave provisions not required by law
shall not be modified during the term of this Policy Statement, absent mutual
agreement of the Parties, or a declaration by the Board that an emergency exists,
as set forth herein.
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ARTICLE X1V
ESCROW ACCOUNT

The Board will provide ten (10), ten and one-half (10%2) and eleven (11) month
employees the opportunity annually to place a part of their salary into an escrow
account for distribution during the summer months when they are not working.

The Board will make sixteen (16) deductions for the escrow account from each
participating employee’s paycheck in an amount equal to thirteen percent (13%)
of the gross amount of the paycheck. No deductions for the escrow account will
be made from the first two (2) pay periods in September.

The accumulated amount will be paid to the employee in equal instaliments on the
following schedule without deductions of any kind:

I. One check in June
2. Two checks in July
3. Two checks in August

All withdrawals must be made according to the approved schedule.

Upon resignation, retirement or termination, any sum remaining in the escrow
account will be paid to the employee immediately.

Should an employee die before all withdrawals are made from his/her account, the
remaining proceeds will be paid to the person or persons previously designated by
the employee.
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ARTICLE XV
DIVERSITY RELATIONS PROGRAM

The staff at each work site shall develop a program to improve interpersonal and racial
relations among the staff and with the students. Planning shall begin in September and
the program shall begin by October and continue throughout the year. This program shall
be a regular and ongoing educational activity.
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ARTICLE XVI
SCHOOL YEAR

The school year shall be in accordance with the calendar adopted by the Board, published
the month of April in each calendar year. The school year calendar may be modified by
the Board if an emergency exists. The District may schedule up to ten (10) additional
professional development days within a school year.

The professional development days will be inciuded in the Board approved calendar for a
particular contract year, The District and Union will jointly serve on the District’s
calendar committee.
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ARTICLE XVII
DURATION

The Policy Statement’s effective period is defined as July Ist through June 30th
of the school years, 2014-2015 and 2015-2016 (the “Term™). Financial provisions
of this Policy Statement that do not cover the Term of this Policy Statement shall
be negotiated at a future date by the Parties, per Article I, Section A of this Policy
Statement. These provisions shall not be modified during the Term of this Policy
Statement, absent mutual agreement of the Parties, or a declaration by the Board
that an emergency exists, as set forth herein.

The Board warrants and represents that it reasonably believes that it will have
sufficient funds to make all payments due pursuant to this Policy Statement, and
hereby covenants that it will do all things lawfully within its power to obtain,
maintain, request and pursue funds from which the said payments will be made.
In the event the Board becomes aware that funds shall not be made available, the
Board shall promptly notify the Union of such occurrence and enter into
immediate and direct discussions with the Union, if such discussions are
requested by the Union.

Upon such notice to the Union, the provisions of the Policy Statement relating to
salary schedules and extra duty pay shall terminate on the last day of the fiscal
year for which appropriations were received. The termination shall be without
penalty or expense to the Board of any kind whatsoever, except as to portions of
payments for which funds shall have been appropriated and budgeted or were
otherwise available. Subsequent to the termination of this Policy Statement under
the conditions of this subsection, the Board shall have no obligation to make
further payments under this Policy Statement.

Contract Bar

1. No petition seeking to decertify AFT St. Louis, Local 420, as the
exclusive representative of the Teacher, Secretarial/Clerical or
Paraprofessional units may be filed for the duration of this Policy
Statement except as specified herein. Any organization wishing to
decertify AFT  St. Louis, Local 420, as exclusive bargaining
representative, may file a petition with the Missouri Board of Mediation
only during the period extending from 150 to 90 days immediately
preceding the expiration date of this Policy Statement. Such petition must
be passed by a showing of interest of thirty percent (30%) of the petitioned
for unit and each petition shall be dated not more than six (6) months prior
to the filing of the petition as outlined in 8 CSR 40-2.040, Contents of
Petition for Decertification, State Board of Mediation.

2. The Union agrees that in the event of litigation against the Board, , its
agents or employees arising out of this provision, the Union will defend
and indemnify and hold harmless the Board, Board, its agents or
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employees in any action arising out of such litigation, and costs of
defending such an action, including reasonable attorney fees.
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ARTICLE XVIII
SAVING CLAUSE

If any portion of this Policy Statement is, or at any time shall be, determined by a court of
last resort to be contrary to law, then such portion shall not be applicable or performed or
enforced, except to the extent permitted by law, and shall be subject to appropriate
consultation and discussion with the Union.

In the event that any portion of this Policy Statement is or shall at any time be so
determined to be contrary to law, all other portions shall continue in effect.
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ARTICLE XIX
FEDERAL FUNDING

Employees in federally funded programs must meet the same requirements expected of
all employees unless there are special requirements contained in the federal program.
They have the same rights and benefits as are enjoyed by employees in focally funded
programs unless modified by the terms of employment established for the federal

program.
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TEACHERS

ARTICLE 1
RECOGNITION

The Board recognizes that AFT St. Louis, Local 420 has been designated as the majority
representative for all teaching personnel and certain other professional educational
employees of the St. Louis Public Schools which include:

Certificated Certificated/Non- Non-Certificated
Instructional
Classroom Teacher Counselors School Social Workers

Department Heads who teach at
least two class periods

Physical Education Teachers
Vocational Teachers
Teachers on Special Assignments

Special Education Teachers

Related Arts Teachers

Remedial Reading Teachers

Speech Implementers

Library Media Specialists
Psychological Examiners
School Psychologists

Academic Instructional
Coaches

Continuing Substitutes
Building Substitutes

Substitutes (Day to Day)

The term “employees™ when used in this Teachers Section of this Policy Statement, Section B,
means a person within any of the foregoing classifications or any person not specifically listed
who is on the regular teachers’ salary schedule and considered a “teacher” pursuant Section
168.221 of the Revised Statutes of Missouri and legal precedent.

2030931.4
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ARTICLE 11
TEACHER RESPONSIBILITY

A. It is recognized that a teacher’s professional responsibilities include but are not
limited to such functions as: working with students, parents and staff members,
class preparation, Professional Development, staff meetings and assisting and
supervising the dismissal of students at the end of each school day.

B. In performance of their teacher functions, teachers shall be responsible for
presenting all sides of an issue and for providing students with the opportunity to
investigate all facets and opinions of or about any and all germane topics and
materials relating to the curriculum introduced or presented, and shall have
specific responsibilities to provide such opportunity with regard to the topic of the
curriculum which are or maybe of controversial nature. Such germane material
presented to students must be appropriate to the maturity level and intellectual
ability of the students. Teachers must abide by Board Policies and Regulations
governing controversial issues.

C. Controversial issues should be dealt with as impartially and objectively as
possible. The teacher is a guide to the learning process not a molder of opinion
and as such must represent access to a variety of points of view. A teacher who
feels compelled in the study to take a position should do so clearly by indicating
that it is his/her opinion within the frame of many arguments to which reference
can be made. The teaching staff must assure that students feel no pressure to
reach agreement in the study of issues where a variety of opinions is respected
academically. The teacher shall permit the expression of the views and opinions
of others and will encourage students to examine and analyze, evaluate and
synthesize all available information about such topics and materials and will
encourage each to form independent views and opinions through such procedures.

D. Teachers shall at all times strive to promote tolerance for the views and opinions
of others and for the right of individuals to form and hold differing views and
opinions.

E. To the extent permissible by law, the Board shall support teachers adhering to the

Board Policies, Regulations and procedures and shall in no way recriminate
against same so long as said teacher adheres to Board Policies, Regulations and
procedures. Nothing herein, however, shall be construed as to render immunity to
any teacher for acts which are determined by the Board to be libelous, slanderous,
or which in any way violate the civil rights of others.

E. Teachers shall comply with the accepted practices of the Board and/or the
Superintendent or his/her designee with regard to changing any academic grade
for any student.

G. Efforts shall be made to schedule parent conferences at mutually agreeable times
during the teacher’s planning period. At least a twenty-four (24) hour notice of
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the conferences shall be given. If the principal determines that the issue warrants
immediate attention, classroom coverage shall be provided.

The principal will inform the teacher by September 30th as to the schedule for
submitting student grades at the end of each marking period in compliance with
the Board’s school calendar.

Outside-of-class sponsored activities: i.e., student council and clubs, shall be on a
voluntary basis.

Teachers shall handle and address student discipline matters in accordance with
the provisions of the Student Rights and Responsibilities Related to Conduct
Handbook, which was created in consultation between the Parties.
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ARTICLE III
IMPLEMENTATION OF STUDENT DISCIPLINE POLICIES

A. A teacher may exclude from his/her class a child who, in the teacher's opinion and
with administrative agreement, is cansing serious disruption. The teacher shall
confer with the principal, assistant principal or counselor to provide the necessary
information concerning the problem and shall provide a statement of the problem
in writing at the time or within the current work day.

B. The teacher will readmit the child following a conference with the child and the
principal or his/her designee(s). The parent will be notified and required to
participate in this or subsequent conferences at the discretion of the principal
consistent with Sections 167.161 and 167.171 of the Revised Statutes of Missouri.

C. If either the teacher or the principal has reason to believe that the presence of the
parent/guardian at this conference could negatively affect the conference, the
principal may determine that the teacher’s presence may not be required. An
administrator shall be present whenever a teacher has provided prior notice that an
irate parent could negatively affect the conference. The teacher shall attend the
meeting if the administrator or designee is available.

D. The teacher shall be present, unless by mutual agreement of the principal and
teacher, they decide that the teacher's presence is not necessary. The teacher shall
be informed in writing as to the actions to be taken after the conference,
preferably, prior to the return of the student.

E. In case all the teachers who work with the child in all classes recommend
suspension and the principal disagrees, the teacher shall address a request to the
Superintendent’s designee who shall determine if the child shall be recommended
for suspension.

E. If the recommendation of the Superintendent’s designee is not to suspend the
student in question, then the Superintendent’s designee will notify the teacher(s)
in writing within ten (10) working days of his/her findings and recommendations.

G. Principals will notify the police and safety officer (or the District’s Safety and
Security Division if no safety officer is assigned to a specific school) when a
teacher is assaulted by students, parents, other school personnel and/or outside
intruders, or suffers property loss or damage (including automobiles) after
consultation with the teacher, provided the teacher is willing to sign a formal
complaint.

H. The principal shall notify the police and school safety officer (or the District’s
Safety and Security Division if no safety officer is assigned to a specific school)
when an intruder refuses to leave the school premises after being so requested or
when an intruder disrupts class activities and does not desist upon being directed
to stop.
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When in the opinion of the counselor, dissemination of a discipline decision will
destroy or seriously impair the counselor/counselee relationship with a student,
the counselor will so inform the principal or his/her designee who shall issue a
decision as to whether or not the counselor is to disseminate the discipline
decision.

A continuous record of student discipline cases will be maintained in the Student
Information System (“SIS™) or any upgrade or substitute system available for staff
that have jurisdiction over a student to use as a basis for recommendations for
suspension and intelligent administering of penalties for misdemeanors.

Principals shall report to the Superintendent all cases of assault suffered and
reported by teachers in connection with their employment, whether or not injuries
have been suffered or in which there appears to have been malicious intent. Such
assaults against teachers shall be reported to the police and school safety officer
{(or the District’s Safety and Security Division if no safety officer is assigned to a
specific school} by the teacher and the principal or his/her designee. In any such
assault case in which the principal has reason to believe that the assault occurred
and was without provocation, the principal shall:

I. Assist the teacher(s) by acting as liaison between the teacher(s), the police
and the courts.

2. Recommend the student for disciplinary action in accordance with the
rules and regulations of the Board.

It is recognized that in developing responsible student conduct, the positive
disciplinary techniques of example, counseling and guidance should take
precedence over punitive disciplinary measures. In this regard, communication
with parents on matters of discipline, safety and other local school regulations is
essential.

Tt is essential that a clear understanding should exist between the principal and the
teachers in each school. The principal shall be immediately informed when
students engage in a physical altercation upon the onset of a problem.
Administration shall promptly respond.

Teachers shall not be reprimanded or otherwise penalized solely on the basis of
the number of student discipline referrals which seek assistance from the school
administrator unless the number of such referrals provides adequate proof of
inefficiency on the part of the teacher.
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ARTICLE 1V
ASSIGNMENT, TRANSFER AND PROMOTION - TEACHERS

Introduction

In the determination of building assignments, such factors as training, experience,
special qualifications and interests, performance, and length of service/seniority
will be considered in order to strive towards a proper balance of teachers. The
Board recognizes length of service/seniority is an important consideration as well
in determining assignment to a building. To the extent the provisions of this
Article conflict with Section A, Article X, the provisions of this Article shall
control, as determined by the Board, in its discretion.

The assignment of a teacher to a building or department will be determined by the
needs of the District and the qualifications and experience of the teacher. All
teachers shall be subject to transfer or change of assignment as the Superintendent
may deem necessary in accordance with law. Any such transfer shall be reported
to the Board. The Board and Union believe that, in considering building
assignments, it is vital that both the teacher and the principal consent to the
assignment. The principal is responsible for assigning teachers to grades/levels
where, in his/her opinion, the teachers would be of the greatest service.

More than one member of a family may be eligible for employment in the Board.
Whenever more than one member of a family is employed in the Board, they will
not normally be assigned to teach in the same building. The husband, wife,
brother, sister, son, daughter, son-in-law, daughter-in-law, or parent of wife or
husband shall be considered a member of the family.

Prior to May 1st of each school year, as practicable, time shall be devoted at a
faculty meeting to a discussion of the procedures to be used in making
assignments for the coming year. Tentative plans, goals and personnel needs for
special programs shall also be discussed. The principal shall not use retaliatory
action to make staffing assignments.

At the same time, teachers, as practicable, shall be given an opportunity to fill out
“preference sheets” indicating three (3) preferences in order of priority of grade
level and type of class on that level with the understanding that, where advisable
and possible, the principal will honor such preferences. Teachers shall be given
an opportunity to discuss their assignment requests with their principal or
designee.

Tentative assignments shall normally be made before the last day of the school
year.

When a teacher is reassigned to another room, grade or program within a school
during a school year, he/she will be given three (3) working days’ notice to
prepare for the reassignment unless there are reasons of overriding importance.
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Upon written request of the teacher, with a copy to the Human Resources
Department, reasons for the assignment shall be stated in writing by the principal.
The validity of the assignment shall be subject to the grievance procedure.

Teacher-Initiated Transfers for Regular Certificated Positions

The Superintendent has the final authority to assign and transfer staff in the best
interest of the students and educational program of the District. In respect to the
Board’s goal to select and employ the best-qualified personnel, the Board desires
to provide opportunities for qualified employees to apply for transfers to regular
vacant positions or new positions. Transfers of certificated teachers to regular
positions under this provision refer to similar or like positions.

When vacancies are approved by the Human Resources Department, the list of
vacant positions will be posted, as practicable, and as set forth in this Policy
Statement. The District will develop a transfer process in collaboration with the
Union by February 2012.

Filling Vacancies During the School Year

When teaching vacancies occur during the school year, the major interest of the
Board and Board is to attempt to fill the vacancy promptly with the best qualified
replacement, maintain continuity of learning in the classroom, and provide for the
least amount of disruption in the Board’s educational program in other classes.
Unless there are extenuating circumstances whereby the Superintendent
determines it is for the welfare of all students to approve a transfer, vacancies
occurring during the school term will normally be filled by appointing qualified
substitutes or other regular applicants for these positions. Generally, these mid-
year appointments will be considered temporary for the remainder of the school
year only, unless the Superintendent determines that the appointment should
continue on a permanent basis.

As a general rule, shorter-term vacancies resulting from extenuating
circumstances occurring during the school year may be filled directly by the
Human Resources Department and the supervising administrator.

Vacancies which are filled temporarily during the vear, and which remain vacant
for whatever reason, will then be posted as vacancies for the next school year, and
teachers may submit Transfer Request Forms. Upon written request of the
teacher, with a copy to the Human Resources Department, signed by the principal.

Following the transfer procedures outlined, if it is determined that the proposed
transfer is necessary, the Human Resources Department will notify the teacher in
writing.
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Posting of Positions and Time Schedules

The Human Resources Department will make every attempt to provide prompt
posting of teaching positions and assist with supporting transfer requests so that
transfer decisions can be made prior to the close of school, if possible. However,
vacancies posted toward the close of the school year and during the summer may
require a longer time sequence fo fill the position due to summer vacations and
problems related to scheduling interviews.

Exit Interview

When an employee transfers to another building and/or assignment, or terminates
employment with the Board, the employee may request and be granted an exit
interview with the principal and/or a designee from the Human Resources
Department, if agreed to by all Parties involved.

The Board endorses the concept of exit interviews and believes valuable
information can be gathered to benefit employees and the Board. However,
should there be extenuating circumstances, a request for an exit interview can be
denied by the Human Resources Department.

Administration-Initiated Transfer

Teacher transfers by request of the administration will be made when necessary
and in the best interest of the District.

There are times when staffing needs at a particular grade level or school change
due to enrollment shifts. When enrollment projections suggest that a reduced
number of teachers may be needed in a grade or school, it is important that all
teachers who could be impacted by such a change are informed as early as
possible. This will allow the teachers being impacted to plan for the change
before other options close.

There are also times when changes in enrollment significantly alter the
composition of teaching positions. It may not be possible to keep the existing
teacher in that position. As practicable, and consistent with the foregoing
provisions, the tenured teacher in that position shall be considered a transfer
candidate for all similar vacant positions within the same area of certification.

In regard to the transfer/reassignment of surplus teachers from a school due to
enrollment changes (e.g., after the start of each school year), the following general
policies shall apply:

1. The Superintendent, in his/her judgment, may appoint a committee to
review and determine whether there is a need for reassignment/transfer of
teachers due to enrollment shifts and changes in the District. The Union
shall be invited to participate in such meetings.
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In the event reassignment/transfer of teachers is determined to be
necessary, the principal, in consultation with the Associate Superintendent
and the Human Resources Department, will make a recommendation to
the Superintendent on the surplus teacher(s) in a particular school to be
transferred.

The principal’s recommendation to the Superintendent shall be based
solely upon the needs and best interests of the particular school and the
students enrolled there, in the judgment of the principal, and shall be not
be made arbitrarily or in a discriminatory manner.

The Union shall be kept apprised of reassignment/transfer decisions, and
shall be afforded the opportunity to participate in the process and
discussions through which any recommendation for reassignment/transfer
is made to the Superintendent.

After it is determined that an administrative transfer is necessary (for
whatever reason), the teacher being considered for a transfer shall meet
with the teacher’s principal.  Under unusual circumstances, the
Superintendent may find it necessary and in the best interest of the school
system to provide an immediate transfer without the opportunity for a
conference.

The  Superintendent shall approve all reassignment/transfers
recommendations, and his/her decision shall be final. The Human
Resources Department will notify the teacher impacted by any
reassignment/transfer decision, in writing (which shall include electronic
mail). -

Notice of transfer shall include the building location and assignment. If
the specific assignment has not been finalized by the principal, the teacher
will be notified promptly by the appropriate administrator as soon as the
details of the assignment are known.

The Superintendent shall approve all assignment or transferred
recommendation and that decision shall be final. The Human Resources
Department will notify the teacher affected by any reassignment or
transfer in writing, which may be e-mail. Notice of transfer shall include
the building location and assignment. 1If the specific assignment has not
been finalized by the principal, the teacher will be notified promptly by
the appropriate administrator as soon as the details of the assignment are
known. Notwithstanding anything to the contrary in this Policy Statement,
the Superintendent may deny or institute any transfer for the good of the
District, in the Superintendent’s best judgment.
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Exceptions Governing Transfers

Athletic coaching duties are assigned to teachers of subject matter, therefore,
vacancies in coaches of subject matter positions may have to be filled by transfers
based on consideration of both subject certification and coaching qualifications of
teachers, as determined by the Superintendent.

The provisions of this Article shall not be modified during the period of time up
to June 30, 2016, absent mutual agreement of the parties, or a declaration by the
Board that an emergency exists, as set forth herein. Financial negotiations will be
negotiated prior to the beginning of the school year (2015-2016).
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ARTICLE V
REDUCTIONS IN FORCE

Reductions in force shall be determined, at all times, in accordance with law.

A.

B.

20309314

Surplus of Teachers: If there is a surplus of teachers within the District, the

surplus teacher or teachers shall be determined on the following general bases:

1.

Assuming that qualification(s) and certification(s) are equal, permanent
teachers are allowed to remain in preference to probationary teachers and
the probationary teachers in preference to substitutes, as possible.

Among teachers of equal rank, and assuming that qualification(s) and
certification(s) are equal, in the judgment of the principal with the
concurrence of the Superintendent, the teacher or teachers in the school or
department with the least accumulated seniority would be surplus.

Reduction in Teaching Staff

1.

When it becomes necessary to reduce the total number of teaching
positions within the District, the Board shall determine those grade levels
and/or subject areas to be reduced.

Upon such determination, the individual(s) with the least system-wide
seniority in that certification area shall be placed on an involuntary leave
of absence.

Those individual(s) teaching at a school where a grade level or subject
area is to be reduced but whose seniority prevents them from being placed
on an involuntary leave of absence shall be declared to be surplus. The
employee shail be placed in any vacant grade level or subject area in the
District for which he/she is certified with the most senior having the first
choice of vacant positions, the next most senior, and so forth.

Among teachers of equal rank, the employee with the least system-wide
seniority shall be transferred, except where a teacher is responsible for
certain special programs or has particular qualifications of overriding
importance other than classroom teaching, that are needed somewhere, as
long as there is no other qualified employee at the school site.
Qualifications shall be determined by the District.

Subject to the provisions contrary in this Policy Statement, no teacher
shall be assigned to a school or work site unless the principal or work site
supervisor and teacher mutually consent to the placement.

No appointment of new employees shall be made while there are available
employees on involuntary leave of absence who are properly qualified to
fill such vacancies.
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Cancellation of Transfer

2030931.4

Should a determination be made on or before the last day that school offices are
open before the first day of the school year that a reduction of employees is not
necessary, the transferred employee shall be offered the opportunity to return to
his/her original facility and grade if applicable.

The provisions of this Article shall not be modified during the period of time up
to June 30, 2016, absent mutual agreement of the parties, or a declaration by the
Board that an emergency exists, as set forth herein.
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ARTICLE VI
TEACHER RIGHTS

Use of Intercom

1.

Consistent with the Board’s long established policy disapproving any
surveillance of teachers through intercom devices or video, the Board
reaffirms its instruction to principals and other administrative employees
that in schools and offices equipped with two-way intercom systems, an
audibie or other signal will be given to a room or rooms indicating when
such a system is being turned on, and also reaffirms its instructions to
principals and other administrative employees not to make statements or
announcements over an intercom or public address system which are
derogatory or critical of teachers.

The intercom shall not be used for paging students or staff except in
extreme emergencies.

Announcements shall be confined to the appropriate classroom or grades if
the intercom is so equipped.

Meetings

[.

Teachers are required to attend all faculty and department meetings that
may arise from time to time, unless excused by the principal. Faculty
meetings shall be announced at least twenty-four (24) hours in advance
with a written agenda, except in emergency situations. Efforts will be
made to limit these meetings to no more than two (2) per month. Every
effort will be made to limit the length of the meetings to not more than one
hour and fifteen minutes in duration and to start faculty meetings within
ten (10) minutes of dismissal of school. Faculty and department meetings
shall not be held on weekends or holidays.

The principal shall determine when faculty meetings shall be called.
However, meetings shall be called only when necessary to accomplish
specific purposes. Teachers may be required to attend PTA meetings,
open house events and other functions which contribute to the educational
climate and community relations of the school, including outside of
working hours, as directed by the Superintendent in writing, provided that
such requirements are fairly and uniformly imposed.

Teachers shall be entitled to submit written requests for inclusion of
subjects on the agenda of faculty meetings and the method of presentation
thereof. If the matter is not included on the next agenda, the principal
shall notify the teacher making the request either of the date when the
subject will be so included or the reason for his/her refusal to do so.
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4. Teachers are required to attend parent conferences and student
conferences which shall be scheduled by mutual agreement of the
parent/guardian and the involved staff. Employees shall not be required to
conduct parent conferences during the uninterrupted portion of the lunch
period. When a parent/guardian wishes to initiate a parent/guardian
conference, the parent/guardian will make an appointment with the teacher
that correlates with the planning time of the teacher. Parent/guardian
conferences shall not interrupt the instructional day of the teacher.

5. Professional conferences, workshops and school visits shall be organized
and encouraged by the principal and or his/her designee to allow
employees opportunities for professional growth.

Classroom Interruptions

Classroom interruptions are to be kept to a minimum. Any interruptions found to
be necessary will, whenever possible, be timed to coincide with the beginning or
ending of class periods or during homeroom sessions.

School Supplies Fund

The Board and principal will make every reasonable effort to provide basic
classroom supplies and sufficient textbooks, including a copy of any teacher
edition of any textbook, to the classroom teacher. The Board shall establish a
supply appropriation at each school in regular grades Kindergarten to 12th. A
designated portion of this fund is to be used for instructional programs, planned
and developed by parents, students, teachers and administrators.

Classroom with Specialists

When an elementary classroom is being served by a specialist, the regular
classroom teacher may remain in the classroom during the specialist’s lesson if
the teacher so desires, but shall not be required to do so. This requirement shall
not be applicable to Springboard to Learning classes.
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ARTICLE VII
EVALUATION
A. Permanent Teachers
1. Each principal shall be responsible for evaluating the overall performance

of all assigned teachers according to the Performance-Based Teacher
Evaluation program adopted by the Board.

2. Permanent teachers shall also receive, each year, a form document in
which they must express their intent to return (or not) the following year,
to be returned within the time specified by the Board and in order that the
Board is notified by April 15th of each year (or at some other later time
specified by the Board) that a teacher does not intend to return the next

year.
B. Probationary Teachers
L. Each principal shall be responsible for evaluating the overall performance
of probationary teachers according to the Performance-Based Teacher
Evaluation.
2. Probationary teachers not to be retained shall be notified of their status for

the following school year by April 15th. Probationary teachers who are to
be retained shall receive a Probationary Teacher Contract and must sign
the Probationary Teacher Contract and return it to the Human Resources
Department within the time period specified by the Board or within seven
(7) days from the date of the letter containing the contract, whichever is
longer.

C. Responsibility for Evaluation

The principal shall assume responsibility for the evaluation of teachers.

D. Suggestions for Iimprovement

In conjunction with making a final evaluation of a teacher who requires
improvement in the instruction areas, the principal, after adequate observation and
consultation and attempts at remediation, shall provide the teacher with written
suggestions for improvement. The principal’s written decision shall be well
documented after consultation with the teacher.

E. Written Response

If a teacher wishes to attach a written response to his/her original written
evaluation, the teacher shall do so within three (3) working days after receipt of
the written evaluation. Affixing a signature signifies receipt not agreement.
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Standards and Criteria

1.

Within thirty (30) days of job assignment or any change in the evaluation
form, standards, criteria and procedures, teachers shall be fully informed
in writing as to the evaluation form, standards, criteria and procedures
used for evaluation of their performance.

Conference(s) with the administrator which may lead to demotion,
transfer, reprimand (letter), suspension or dismissal must be in writing
stating the subject of the conference, providing at least twenty-four (24)
hours’ notice, and informing the employee that the employee is entitled to
one (1) Union representative at the meeting.

An observation may not be relied on to support an unfavorable evaluation
of the employee unless a written statement of the observation is given to
the employee within three (3) working days following the observation.
Evaluations for teachers shall be completed by May 30th. No employee
shall receive a “Basic” rating solely because the teacher was absent on an
authorized leave.

Revision of Evaluation Form

Upon adopting an annual evaluation for teachers, the Board will discuss with the
Union any changes from the present evaluation form. Teachers shall be informed
of any change in the evaluation format at least thirty (30) days prior to
implementation of the change.

In consultation with the Union, the Board adopted and implemented, in
accordance with its previous resolution, a system of peer review referred to as
“The Internal Board of Review (“IBOR™) under the St. Louis Plan.” As presently
constituted and amended by this Policy and Rules, the Board will implement
IBOR to the extent it is consistent with the terms of this Policy Statement.
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ARTICLE VII
EDUCATIONAL CONSIDERATIONS

System-Wide Parent Conference Days

1.

System-wide Parent Conference Days shall be held twice each school
year. The work days for teachers on such days shall be 11:30 am. to
6:00 p.m. Parents shall make appointments in order to set up a schedule.
Staff shall be allowed an uninterrupted thirty (30) minute duty-free lunch.
Parents shall be advised by the administration of the hours that
appointments may be scheduled.  Alternative scheduling of Parent
Conference Days shall be decided by mutual consent of the teachers and
principal. Parents/guardians will be notified of the new hours.

Administrators, in individual cases and in extenuating circumstance on the
part of teachers and/or parents, shall distribute report cards.

Employees shall be provided time to confer with their own child(ren)’s
teachers, if their child(ren) are attending District schools.

A teacher may request the school safety officer to provide an escort to
his/her automobile if a safety officer is assigned to that location. The
appropriate police district shall be informed of the change in school hours
on Parent Conference Days.

Textbook Committees

L.

All textbooks and curriculum materials shall be recommended by the
Teaching and Learning Division. These textbooks and materials shall be
selected by committees of teachers, administrators and others, as
determined by the Superintendent or his/her designee. The committees
will examine the recommended books and materials to determine reading
levels and the general suitability of all materials selected. Multiple
adoption of textbooks will be recommended when no single series of
textbooks best meets the needs of students throughout the school system.

The textbooks chosen shall reflect the heterogenecous nature of American
society by giving adequate coverage to racial, ethnic and religious
diversity as well as the elimination of gender bias.

The Superintendent or his/her designee will inform the president of the
Union at the time of formation of such committees and outline the
committees’ goals and purposes. The president of the Union shall be
invited to nominate one or more persons to any committee functioning
under this section. The Superintendent or his/her designee will name at
least one (1) of the nominees to such committees.
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Currictium Committee

I.

The curriculum committee shall plan and advise on basic educational
policies, curriculum revision and other matters related to the improvement
of the educational program.

In revising the cwrriculum, each committee shall seek the best information
and advice available which the area and profession can provide. Provision
shall be made for courses that study the contributions of racial and ethnic
minorities to American life, The committee shall consult with the
teachers, and policies shall be recommended after due consideration.

The curriculum committee shall continue to function during the
implementation of the revised curriculum.

The Superintendent or his/her designee will inform the president of the
Unijon at the time of the formation of such committees and outline the
committees’ goals and purpose. The president of the Union shall be
invited to nominate one or more persons to any committee functioning
under this section. The Superintendent or his/her designee will name at
least one (1) of the nominees to such committee.

Other System/District Wide Committees

1.

The Superintendent or his/her designee will inform the president of the
Union at the time of the formation of such other committees calling for
teacher participation and outline the committees’ goals and purposes.

The president of the Union shall be invited to nominate one (1) or more
persons to any committee functioning under this section.  The
Superintendent or his/her designee will name at least one of the nominees
to such committee, professional conferences, workshops and school
visitations.

Professional Conferences, Workshops and School Visitations

Employees upon request may be granted leaves for the purpose of attending
educational workshops and conferences conducive to professional growth, or for
the purpose of visiting other approved classrooms, either in or outside of this
school system.

Field Trips

1.

Teachers may schedule field trips for students after approval by the
principal. Scheduling and approval shall be on an equitable basis.

Teachers shall not be required to use their automobile in transporting
school children.
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Audiovisual Equipment

1.

Audiovisual equipment shall be available to teachers for use in their
instructional programs.

Audiovisual equipment shall be stored in a safe place at the school, as
directed by the principal.

Distribution and maintenance of audiovisual equipment in elementary and
middle schools shall be the responsibility of an employee who is
designated by the principal. If, after consultation with the employee, such
distribution and maintenance interferes with the employee’s teaching
duties and necessitates the performance of such work after school hours,
the employee will be compensated at a rate approved by the Board.

Instructional Material

[.

2.

All instructional materials which have been authorized for classroom use
shall be delivered promptly after they are received by the school system,

A list of all authorized material shall be available.

Apprentice Teachers and Stipends

1.

Apprentice teachers shall be assigned to a school by the Superintendent or
his/her designee.

Teachers shall be asked to volunteer to receive or reject student teachers in
thetr classroom.

A list of teachers willing to accept student teachers shall be developed and
updated annually by the principal/immediate supervisor.

If there are no teachers willing to voluntarily accept apprentice teachers,
then the principal or his/her designee shall assign teachers accordingly.

When stipends for apprentice teachers are paid to the department or school
funds, expenditures thereof shall be determined by the department
members or school faculty, under the supervision of the principal/site
admunistrator.

No Custodial Duties

It is not the policy of the Board to require teachers to perform custodial duties in
or around the classroom. However, in an emergency, teachers may voluntarily do
such minor chores as may be necessary for the smooth functioning of the class.
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Assistance for New Teachers

1.

The Board and the Union agree that special attention and supportive help
and guidance in classroom techniques shall be provided the new teacher.
All available resources, including principals, assistant principals, academic
instructional coaches (AIC’s), department heads and administrative
assistants, as well as the experience and diverse abilities of all teachers,
should be utilized to help orient the new teacher. The Parties have
instituted The IBOR under the St. Louis Plan and consulting teachers will
be assigned to new teachers in accordance with the provisions of the Plan.

In accordance with Missouri Teacher Certification standards, new teachers
will be assigned a mentor teacher and participate in a mentor program as
established by the Board during the entry-year.

Other Considerations

The Board will provide certificated employees such materials and facilities as
may be required to perform their positions, in accordance with MSIP standards, as
determined by the Board.
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ARTICLE IX
SCHOOL DAY/WORK WEEK

Certificated staff, other than Library Media Specialists, are expected to
arrive and are on duty fifteen {15) minutes prior to their assigned schedule
of classroom instruction or preparation period when one is assigned for the
first period. Library Media Specialists shall report for duty 30 minutes
prior to the beginning of the instructional day and cease daily duty 30
minutes after the end of the instructional day. Library Media Specialists
shall be paid on the 10 % month salary schedule. All cettificated staff
shall work required instructional time and planning periods.

The instructional portion of the school day shall equal 6 hours and
27 minutes, which time period does not inclade a 30 minute lunch period.

Certificated employees are normally expected to remain on the school
premises during any unassigned periods, except in emergency situations,
in which case they are to notify the principal. Certificated employees
assigned to more than one school in a day shall be allowed reasonable
travel time between assignments. This travel time shall be in addition to
their duty-free lunch period. Certificated employees shall also attend such
meetings and conferences as traditionally required by the administration.

Each teacher shall have an uninterrupted duty-free lunch period of at least
thirty (30) minutes. If teachers leave the grounds during this thirty (30)
minute period, they shall report their absence to the principal or his/her
designee before leaving the building and upon returning to the building.

The scheduled school day extends through the last class assignment or
preparation period when one is scheduled for the last period. Teachers are
expected to remain on school property and are on duty ten (10) minutes
after the last class assignment or preparation period.

Substitution of a regular teacher for another teacher’s class shall be
voluntary, except that when a volunteer is not available, the principal shall
make assignments that will insure the proper functioning of the school. In
an elementary, middle or high school, pay for substitution shall be at the
rates authorized by the Board.

Each teacher in a middle or high school shall be scheduled uninterrupted,
duty-free preparation time following MSIP Guidelines. This preparation
period shall be equivalent to a class period.

Elementary teachers shall be scheduled for duty-free preparation time
following MSIP guidelines inclusive of duty-free periods.

The sign-in sheet (or electronic equivalent) shall be placed in a convenient
location and shall be kept in that location one-half hour after teacher
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arrival time. Teachers must sign-in (or log in electronically) personally
only at their regular place of employment. The sign-in sheet (or electronic
equivalent) shall be returned to that location (or continue to be available)
one-haif hour before teacher departure time.
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ARTICLE X
CLASS SIZE

The Board shall follow MSIP guidelines in respect to class size. Class size shall be
adjusted in all schools within reasonable time limits in order to insure compliance
with guidelines. Student load shall be equitably distributed throughout the District.
Further, the Board is committed to using, as practicable, the DESE desirable class

size standard,
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ARTICLE XI
SALARY AND RATES OF PAY

The salary schedules for all certificated employees in the represented unit herein
become effective July 1st for the Term of this Policy Statement as follows:

L. Certificated Salary Schedule (Attached as Appendix B-1).

2. Secondary Physical Education and Athletics - After School Activity
(Attached as Appendix B-2).

3. Non-Athletic Extra Pay for Extra Duty (Attached as Appendix B-3).
4, Department Head Pay (Attached as Appendix B-4).
5. Substitutes Pay (Attached as Appendix B-5).

During the term of this Policy Statement, each employee’s placement or
advancement on the salary schedule for each year of employment will depend on
the financial condition of the District and be determined by the Board.
Advancement on the salary schedule requires a minimum of one (1) semester or
one hundred (100) days of satisfactory services in the school year previous to the
advancement.

Any employee who has obtained 15 or more graduate level college or university
credit hours after receiving his or her B.A. or B.S. degree may advance to the
corresponding step on the BA+15 salary schedule. (The BA+15 schedule, and the
corresponding +15 schedule for librarians, shall be closed to employees who
commence working for the Board on or after July 1, 2009.) Any employee who
has obtained 15 or 30 graduate level college or university credit hours after
receiving his or her M.A. degree may advance to the corresponding step on the
MA+15 or MA+30 salary schedule. Salary credit may be granted at the
beginning of the pay period following receipt of the degree or completion of the
courses from an accredited college or university provided the transcript is
received no later than one (1) month after receipt of the degree. Otherwise, the
salary increment will become effective the pay period following the receipt of the
transcripts.

For any graduate course work to be considered by the Board to warrant
advancement on the salary schedules, the employee must obtain prior approval
from the Human Resources Department before commencing or continuing such
course work.

Following approval of this Policy Statement by the Board and Unjon, and in the
event a retroactive pay adjustment is necessary, the Board will offset from any
pay adjustment due the employee any amounts due to the Board.
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ARTICLE XII
DEPARTMENT HEADS/TEAM LEADERS

Department head/team leaders are authorized for all high schools, middle schools
and the technical center.

High schools shall be assigned department heads in all departments. Additional
department heads shall be assigned based on a determination of need as
recommended by the principal and upon the approval of the Superintendent.

Middle schools shall be assigned four (4) team leaders.

High school department heads with four to nine (4-9) teachers in their department
will receive one period daily to conduct department duties. Those with ten (10) or
more will receive two (2) periods per day.

I. Four to Nine (4-9) teachers in department - one (1) period per day
2. Ten (10) or more teachers in department - two (2) periods per day

Except for emergencies, department heads/team leaders will not be assigned to
substitute duty.

Department heads/team leaders are selected by the principal from applications
turned in each spring, and their term shall expire at the end of each school year.
Employees have the right to decline filling out an application. However, if no
applications are received, the principal reserves the right to appoint a department
head without an application.
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ARTICLE X111
SUMMER SCHOOL ASSIGNMENTS

The Board shall notify all teachers of summer school openings on or about
May 1st by posting vacancies on the District’s website (www.slps.org).

All applications for summer school employment shall be returned to the Human
Resources Department within ten (10) working days after notification of
openings.

The Superintendent or his/her designee, in consultation with school principals,
shall consider applications from all areas and shall select applicants for summer
school teaching assignments. Preferences shall be given to teachers seeking to
work in the school to which they are assigned during the regular school year
based on their seniority within rank, subject to their having the qualifications
necessary to fill the openings in question.

Teachers normally will not be assigned to summer school for more than two
consecutive summers, provided qualified applicants are available and further
provided that the summer school openings are not restricted to teachers in a
specially funded program.

All successful applicants shall be notified of their assignment as soon as possible,
but before the end of the school year.

The Board will furnish to the Union, by June st of each year, one complete list of
all employees in summer school positions. The list will be in alphabetical order
by last name and will show the employees’ addresses.

While the administration recognizes the summer school policy of working two (2)
consecutive summers and seniority, the Superintendent reserves the right to
appoint staff to summer school positions when experience and other skills and
abilities warrant it.

In the event of insufficient enrollment or actual enrollment below projections, the
administration may reduce the number of summer school positions and
individuals appointments as administration deems necessary.

Summer school appointments are not subject to Sections 168.221 or 168.251-
168.291 of the Revised Statues of Missouri.
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ARTICLE X1V
DISCIPLINE AND DISCHARGE

A. No employee shall be reprimanded except for just cause. A copy of any written
reprimand will be given to the employee.

B. No teacher shall be reduced in rank or compensation, discharged or otherwise
separated from employment except for the reasons stated in § 168.221, R.S.Mo.,
or if the teacher voluntarily abandons his/her job.

C. Any discipline of an employee by a principal, assistant principal or site supervisor
designee shall be conducted in private. Any discipline that may result in written
notation in the employee’s personnel file shall be given only after twenty-four
(24) hours written notice to the employee of the time and purpose of the meeting
and the employee’s right to one (1) Union representative at the meeting.
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ARTICLE XV
SUBSTITUTES

A continuing substitute is defined as a daily substitute teacher who is assigned to one (1)
certificated teaching assignment at one (1) location for twenty-six (26) consecutive
school days or more. The daily rate of compensation for a continuing substitute is $145.

A building substitute is defined as a daily substitute who is assigned to one (1) location,
but not to the same daily certificated teaching assignment. The daily rate of
compensation for a building substitute is $115.

A day to day substitute serves various locations throughout the school year. The daily
rate for a day to day substitute is $93.
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SECRETARIAL/CLERICAL EMPLOYEES

ARTICLE XVI
RECOGNITION

The Board recognizes that the Union has been designated as the exclusive
bargaining representative for the following non-certificated personnel of the
Board as follows:

Persons employed by the Board in the categories known as secretarial and clerical
excluding the following positions:

Administrative Controf Supervisor

Typist III’s assigned to Purchasing Division

All daily substitute clerks

All secretarial/clerical in Human Resources Department

- All secretarial/clerical in Budget Office

20309314

and excluding clerical employees to the following administrators and
administrative offices:

Superintendent

Chief of Staff

Treasurer

Deputy Superintendent

Associate Superintendents
Assistant to the Superintendent
Human Resources

Director of Finance

Director of Budget

Planning Research and Evaluations
Commissioner of Building and Grounds

The term “employee” when used in Section C of this Policy Statement means a
person within the categories known as secretarial and clerical with the foregoing
exclusions.
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ARTICLE XVII
EMPLOYMENT CONDITIONS
A. School/Work Day
1. All employees are expected to remain at their work site except in

emergency situations, in which case they are to notify the principal
and/or immediate supervisor. Employees assigned to more than one
location in a day shall be allowed reasonable travel time between
assignments. This travel time shall be in addition to their duty-free lunch
period.

2. Each full-time employee shall have an uninterrupted duty-free lunch
period of at least thirty (30) minutes. If employees leave the grounds
during this thirty (30) minute duty-free lunch period, they shall report
said absence to the principal/supervisor or his/her designee before leaving
the building and upon returning to the building. There shall be strict
adherence to arriving back on time for an assigned duty.

3. Employees working an eight (8) hour work day shall be allowed a thirty
(30) minute unpaid lunch in addition to the eight (8) hours of work for
which they are paid. In addition, each employee assigned to an eight (8)
hour work day shall be allowed a fifteen minute paid break before lunch
and a second fifteen minute paid break after lunch. The two paid breaks
shall be included in the eight hours or work and shall not be in addition
thereto. Part-time employees shall receive a paid fifteen minute break.

4, The sign-in sheet (or electronic equivalent) shail be placed in a convenient
location and shall be kept in that location for one-half hour after the
employee’s scheduled arrival time. The sign-in sheet shall be returned to
that location (or continue to be available) one-half hour before employee’s
departure time. Employees must sign in (or log in electronically)
personally, at their regular place of employment.

5. This Section A shall not be modified during the term of this Policy
Statement, absent mutual agreement of the Parties, or a declaration by the
Board that an emergency exists, as set forth herein.

B. Job Description

Every employee shall be provided with a current copy of the job description for
their position at the time of hire or when transferred into a different titled position.

C. Hours of Work

I. Forty (40) hours shall constitute the required weekly hours of service for
all regular full-time non-certificated employees. The employee’s salary
is for a forty (40) hour work week.
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2. All overtime must be approved. Failure to obtain approval prior to
working overtime may result in disciplinary action, up to and including,
termination.

3. Employees will be assigned to overtime work when there are no qualified
volunteers.

4. When an employee is authorized to work and does work beyond the

“required forty (40) hours per week, the Board shall pay the employee for
all overtime worked at the rate of one and one-half times the employee’s
normal hourly rate, in accordance with law.

5. Part-time employees who are required to work beyond their regular
scheduled hours will be compensated at their regular hourly rate for time
worked. If part-time employees are required to work beyond forty (40)
hours per week, they shall be compensated as provided in Section 3

above.

0. Overtime assignment records will be reviewed quarterly by the
appropriate Associate Superintendent. The District will attempt, as
practicable, to rotate overtime assignments on the basis of experience and
qualifications for a particular assignments. Efforts will be made to
distribute overtime assignments as fairly and equitable as is practicable
on the basis of experience and qualifications for a particular assignment.

7. This Section C shall not be modified during the term of this Policy
Statement, absent mutnal agreement of the Parties, or a declaration by the
Board that an emergency exists, as set forth herein.

Non-Secretarial Clerical Duties

Secretarial/clerical employees shall not perform any first aid duties nor dispense
any medications unless they have been trained for these responsibilities.

Orientation

The first day at a new work site, the newly hired or newly transferred
secretarial/clerical employee shall be given orientation by his/her new
supervisor at the assigned location. Full pay and benefits shall be given the
employee for this day’s activities.

Other Responsibilities

It is recognized that student supervision, administrative and supervisory duties,
and medical or first aid duties shall be the responsibility of the principal or
building site or department supervisor. However, the secretarial/clerical
employees may assist in these duties when an emergency situation exists.
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G. Job Task Priorities

The establishment of job task priorities shall be the responsibility of the school
or building site supervisor.

H. Space and Equipment

Secretarial/clerical employees shall be provided with necessary supplies and
equipment. Clerical employees shall also be afforded adequate space available
at each location for their job.

L. Workshops

1. The Board will provide data-driven professional development in
accordance with DESE standards.

2. Members of the Secretarial/Clerical Unit acknowledge that professional
development is an obligation of their employment. As such they agree
that attendance at all professional development sessions scheduled for the
Secretarial/Clerical Unit is a requirement.

J. Vacancies

When there is an opening in any school or other location, non-certificated
employees may apply for a transfer to that school or other location. The Human
Resources Department shall announce post all employment openings on the

District website (www.slps.org).

K. Reduction in Force
I. Guidelines
a. The required number of employees in jobs where reductions are to

be made shall be placed on involuntary leave of absence, and such
matters will be determined in accordance with law, as are the
provisions of this Policy Statement.

b. Such employees may be assigned to other positions for which they
are qualified rather than being placed on leave of absence.

c. Any employee laid off shall be placed in any vacant position for
which he/she is qualified.

2, Procedures
a. Determine jobs that will be eliminated.
b. Identify persons serving in the eliminated jobs by name, job

position, system-wide appointment date, and previous positions
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held provided they possess the required skills within the job
description.

C. Identify authorized vacancies and reassign displaced staff that are
qualified for such positions based on seniority.

d. Prepare a seniority list for all affected jobs for use by Human
Resources Department. For example, if an administrative secretary
position has been eliminated, a seniority list for secretarial/clerical
jobs will be prepared.

3. Recall

a. At time of placement on leave of absence, a displaced employee
shall advise the Human Resources Department in writing of
whether or not the displaced employee desires to be considered for
reassignment.

b. After displaced employees have been placed on leave of absence,
they will be offered new openings that occur for which they are
qualified based on inverse order of their placement on leave of
absence.

C. If a displaced employee refuses an offer of reassignment, such
employee shall be deemed to have resigned and shall not be
qualified for further recall.

d. Employees placed on involuntary leave of absence shall provide
the Board with a current address and phone number. The Board
shail provide, by certified mail, a notice of recall to the employee
at that address. The displaced employee shall notify the Board in
writing within thirty (30) calendar days on intent to return. If the
Board is not notified in the specified time, the employee shall be
deemed to have abandoned recall rights.

Cancellation of Transfer

Should a determination be made on or before the last day that school offices are
open, that a reduction of employee staff at a site is not necessary, the transferred
employee shall be offered the opportunity to return to his/her original facility in
his/her position, if applicable.
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ARTICLE XVII
EVALUATION

Evaluation

All employees shall be evaluated every year. The period evaluated shall
cover the employee’s assigned worlk year.

The principal and/or immediate supervisor, herein called evaluator, shall
assume responsibility for the evaluation given the employees.

In conjunction with making a final evaluation of an employee, the
evaluator, after adequate observation, consultation and . attempts at
remediation shall provide the employee with written suggestions for
improvement when appropriate. The evaluator’s wrilten decision shall be
well documented after consultation with the employee.

No employee shall receive a “Needs Improvement” rating solely because
the employee was hospitalized, or absent on an authorized leave of
absence.

If an employee wishes to attach a written response to a formal written
evaluation, the employee shall do so within three (3) working days after
receipt of the written evaluation.

In adopting or revising evaluation forms, no changes will be made
without prior consultation and discussion with the Union. Employees
shall be informed of any change in the evaluation form within the first
thirty (30) days of their assignment to a work site.

Employees shall be fully informed of the evaluation form, standards,
criteria and procedures used for evaluation within the first thirty (30)
days of their assignment to a work site,

Conference(s) with an administrator which may lead to demotion,
transfer, reprimand (letter), suspension or dismissal must be in writing,
stating the subject of the conference, providing at least twenty-four (24)
hours written notice and informing the employee that he/she is entitled to
have one (1) Union representative at the meeting.

An observation may not be relied on to support an unfavorable evaluation
of the employee unless a written statement of the observation is given to
the employee within three (3) working days following the observation.

95




20309314

Section C - Secretarial/Clerical

ARTICLE XIX
OTHER FRINGE BENEFITS

Holiday Pay

All regular secretarial/clerical employees shall receive pay for holidays
according to the school calendar as it applies to all Board employees. In order to
be eligible for holiday pay, the employee must work the scheduled work day
prior to and following the holiday, with the exception of a granted leave of
absence with pay and/or paid absence due to continuing illness or death in
family. July 4 will be a paid holiday for all regularly appointed fifty-two (52)
week employees who are scheduled to work during the summer.

Jury Duty

A regular employee who is absent because he or she is performing jury duty in a
state or federal court shall be paid the difference, if any, between the employee’s
regular salary and the remuneration he or she received as a juror.

Joint Commitiee for a Career Ladder Program

The Board and the Union shall each designate no more than three (3) persons to
constitute a joint committee whose function shall be to study, develop and
present to the Human Resources Department for consideration a career ladder
program to advance and maintain continuity of employment for all non-
certificated employees.
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ARTICLE XX
SALARY AND RATES OF PAY

Salaries

The salary schedule for secretarial/clerical employees (which 1s contained
within Appendix C) becomes effective July Ist for the Term of this
Policy Statement.

The provisions of this Article shall not be modified during the term of
this Policy Statement, absent mutual agreement of the Parties, or a
declaration by the Board that an emergency exists, as set forth herein.

To the extent that the Board made any overpayments to employees as a
result of the change in the number of days in the school year, as set forth
in Article XII, Section E, of Section B (Teachers), such overpayments
will be offset from any retroactive pay adjustment that may be made to
employees as a result of the provisions of this Policy Statement.
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ARTICLE XX1
SUMMER SCHOOL ASSIGNMENTS

A. The Board will post summer school .opcnings on the District’s website
(www.slps.org) on or about May Ist of each year.

B. All applications for summer school employment shall be returned to the Human
Resources Department within ten (10} working days after notification of
openings.

C. Associate Superintendents or their designee(s), in consultation with school

principals, may consider applications for secretarial/clerical assignments and
may select applicants for summer school assignments using the following criteria
in filling summer school positions:

I. A rating of “Satisfactory” or better
2. Prior summer school experience
3. Length of service as a secretarial/clerical employee in the District.
D. Secretarial/clerical employees may not be assigned to summer school for more

than two consecutive summers, provided qualified applicants are available and
further provided that the summer school openings are not restricted to
secretarial/clerical employees in a specially funded program.

E. Work in a summer school assignment for 10, 10% and 11 month employees
constitutes extra service. If it becomes necessary to reduce positions after
applicants have been chosen, positions will be eliminated at the discretion of the
Superintendent. '

F. All successful applicants will be notified of their assignments as soon as possible
but before the end of school.

Q. The Board will furnish to the Union by June 1st of each year one complete list of
all employees in summer positions. The list will be in alphabetical order by last
name and will show the employee’s address.

H. While the administration recognizes the summer school policy of working two
(2) consecutive summers and seniority, the Superintendent reserves the right to
appoint staff to summer school positions when experience and other skills and
abilities warrant it

L Substitute secretarial/clerical employees should not be eligible for summer
school assignments unless no other staff is available.
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ARTICLE XXII
DISCIPLINE AND DISCHARGE

No employee shall be reprimanded except for just cause. ‘A copy of any written
reprimand will be given to the employee.

No secretarial/clerical employee shall be reduced in rank or compensation,
discharged or otherwise separated from employment, except for the reasons
stated in §§ 168251 through 168.291, R.S. Mo., unless the employee
voluntarily abandons his/her job, except those hired after August 28, 2009.

Any discipline that may result in written notation in the employee’s personnel
file shall be given only after twenty-four (24) hours written notice to the
employee of the time and purpose of the meeting and the employee’s right to
have one (1) Union representative at the meeting.
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PARAPROFESSIONALS

ARTICLE1
RECOGNITION

The Board recognizes that the Union has been designated as the exclusive bargaining
representative for the following non-certificated personnel of the Board.

Book Clerk Treasurer Child Care Attendant Family Educator

In-School Suspension Special Fducation

. Intervention Specialist Instruction and Care
Monitor .
Assistant
Library Aide Library Media Specialist Parent Educator

Assistant

Parent Infant Interaction
Program ~ Child Care
Attendant

Parent Involvement

Specialist Safety Officer I

Safety Officer 11 Teacher Assistant

The term “employee” when used in Section D of the Policy Statement means a person
within any of the foregoing classifications.
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Article IT
EMPLOYMENT CONDITIONS

A, School/Work Day

L.

Employees are expected to arrive ten (10) minutes prior to their work
assignment with the exception of twelve (12) month employees.

All employees are expected to remain at their work site except in
emergency situations, in which case they are to notify the principal
and/or immediate supervisor. Employees assigned to more than one
location in a day shall be allowed reasonable travel time between
assignments. This travel time shall be in addition to their duty-free
lunch period.

Each employee shall have an uninterrupted duty-free lunch period of at
least thirty (30) minutes. If employees leave the grounds during this
thirty (30) minute duty-free lunch period, they shall report said absence
to the principal/supervisor or histher designee before leaving the
building and upon returning to the building. There shall be strict
adherence to arriving back on time for an assigned duty.

The sign-in sheet (or electronic equivalent) shall be placed in a
convenient location and shall be kept in that location for one-half hour
after the employee’s scheduled arrival time. The sign-in sheet shall be
returned to that location (or continue to be available) one-half hour
before employee’s departure time. Employees must sign in (or log in
electronically) personally, at their regular place of employment.

The Board will attempt to rotate overtime assignments on the basis of
experience and qualifications needed to perform a particular assignment.
Overtime assignment records will be reviewed quarterly by the
Superintendent or designee and efforts will be made fo distribute
overtime as fairly and equitably as is possible.

This Section A shall not be modified during the term of this Policy
Statement, absent mutual agreement of the Parties, or a declaration by
the Board that an emergency exists, as set forth herein.

B. Relief Breaks

Employees who work eight (8) hours per day may be granted two (2) fifteen (15)
minute relief breaks during their scheduled work day. Half-time employees will
be entitled to one relief break. Such relief breaks shall be taken at the discretion
of the employee, but must have approval by their immediate supervisor. This
provision shall not be modified during the term of this Policy Statement, absent
mutual agreement of the Parties, or a declaration by the Board that an emergency
exists, as set forth herein.

2030931 .4
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Professional Development Training

The Board shall provide employees with appropriate Professional Development
training on a continuing and regular basis to introduce new skills and techniques.
Such Professional Development training shall be posted on the District’s website
(www.slps.org). Employees are encouraged to suggest appropriate topics for in-
service training to be submitted to the Division of Professional Development.

Duties and Assignments

All regular duties and emergency assignments at a given location are to be
assigned by the school/department supervisor. The duties and assignments will
be made on a fair and equitable basis.

Vacancies

If there is an opening in any school or other location, non-certificated employees
may apply for a transfer to that school or other location. The Human Resources
Department shall announce on personnel bulletin boards located throughout the
Board potential openings for the next school year during the spring semester.

Reduction in Force

l. Guidelines

a. The required number of employees in jobs where reductions are to

be made shall be placed on involuntary leave of absence, and such
matters will be determined in accordance with law, as are the
provisions of this Policy Statement.

b. Such employees may be assigned to other positions for which they
are qualified rather than being placed on leave of absence.

c. Any employee laid off shall be placed in any vacant position for
which he/she is qualified.

2. Procedures

a. Determine jobs that will be eliminated.

b. Identify persons serving in the eliminated jobs by name, job
position, system-wide appointment date, and previous positions
held provided they possess the required skills within the job
description.

c. Identify authorized vacancies and reassign displaced staff that are

qualified for such positions based on seniority.
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d. Prepare a seniority list for all affected jobs for use by Division of
Human Resources. For example, if an administrative secietary
position has been climinated, a seniority list for secretarial/clerical

jobs will be prepared.

3. Recall

a. At time of placement on leave of absence, a displaced employee
shall advise the Human Resources Department in writing of
whether or not the displaced employee desires to be considered for
reassignment.

b. After displaced employees have been placed on leave of absence,
they will be offered new openings that occur for which they are
qualified based on inverse order of their placement on leave of
absence.

c. If a displaced employee refuses an offer of reassignment, such
employee shall be deemed to have resigned and shall not be
qualified for further recall.

d. Employees placed on involuntary leave of absence shall provide
the Board with a current address and phone number, Permanent
paraprofessionals will be recalled first by inverse order of layoff.
Provided the paraprofessionals on layoff have all of the requisite
qualifications, no new paraprofessional will be hired until the
paraprofessionals on layoff have been recalled, have declined,
and/or failed to accept a recall.

G. Work day for Paraprofessionals

1. The regular work day for all Teacher Assistants shall be a total of seven
hours, which time period includes a thirty (30) minute duty free unpaid
lunch.

2. The regular work day for all Instructional Care Attendants shall be a total
of seven hours and twenty-seven minutes, which time period includes a
thirty (30) minute duty free unpaid lunch.

3. The regular work day for all Library Media Specialist Assistants shall be
cight hours, which time period includes a thirty (30) minute duty free
unpaid lunch.

4, The regular work day for all Book Clerk Treasurers, Safety Officers I and
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11, and Child Care Assistants shall be eight hours, which time period
includes a thirty (30) minute duty free unpaid lunch.

103




2030931.4

Section D - Paraprofessionals

The regular work day for any other paraprofessional employee(s) shall be
as determined by the Board.

The regular salary received by all paraprofessional employees constitutes
pay for all regular hours worked, plus pay for meetings and other time
worked outside the regular work day that have been traditionally required
by the Board of paraprofessional employees. Paraprofessional employees
who work more than forty (40) hours in a week shall be entitled to
overtime pay, as required by law.

This provision shall not be modified during the term of this Policy
Statement, absent mutual agreement of the Parties, or a declaration by the
Board that an emergency exists, as set forth herein.
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Article IT1
EVALUATION

Evaluation — Permanent and Probationary Emplovees

1.

All employees shall be evaluated every year. The period evaluated shall
cover the employee’s assigned work year.

The principal and/or immediate supervisor, herein called “evaluator,”
shall assume responsibility for the evaluation given the employees.

Employees shall be fully informed of the evaluation form, standards to be
used by the principal/immediate supervisor, criteria and procedure for
evaluation purposes within the first thirty (30) days of their assignment to
a given work location.

In conjunction with making a final evaluation of an employee, the
evaluator, after adequate observation, consultation and attempts at
remediation shall provide the employee with written suggestions for
improvement when appropriate. The evaluator’s written decision shall be
well documented after consultation with the employee.

An observation may not be relied upon to support an unfavorable
evaluation of the employee unless a written statement of the observation
is given to the employee within three (3) school days following the
observation.

No employee shall receive a “Needs Improvement” rating solely because
the employee was hospitalized, or absent on an authorized leave of
absence.

If an employee wishes to attach a written response to a formal written
evaluation, the employee shall do so within three (3) working days after
receipt of the written evaluation.

In adopting or revising evalvation forms, no changes shall be made
without prior consultation and discussion with the Union.

Standards and Criteria

L.

Conference(s) with an administrator which may lead to demotion,
transfer, reprimand (letter), suspension or dismissal must be in writing,
stating the subject of the conference, providing at least twenty-four (24)
hours written notice, and informing the employee that he/she is entitled to
have one (1) Union representative at the meeting.
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2. An observation may not be relied on to support an unfavorable evaluation
of the employee unless a written statement of the observation is given to
the employee within three (3) school days following the observation.
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Article IV
TEACHER ASSISTANTS

A. Teacher assistants shall not be required to perform duties which are the
responsibility of the custodian.

B. Teacher assistants shall not be assigned office clerical duties on a regular and/or
continuing basis. They may be assigned these duties under emergency
conditions only.

C. All regular duties and emergency assignments at a given location are to be
assigned by the school/department supervisor. The duties and assignments will
be made on a fair and equitable basis.

D. Summer School Assignment for Teacher Assistants

1.
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The Board shall notify all teacher assistants of summer school openings
on the District’s website (www.slps.org) on or about May 1st of each
year.

All applications for summer school employment shall be returned to the
Human Resources Department within ten (10) working days after
notification of openings.

Associate Superintendents or their designee(s), in consultation with
school principals, may consider applications for teacher assistants and
may select applicants for summer school assignments. Preference may
be given to teachers assistants seeking to work in the school to which
they are assigned during the regular school year and the following criteria
may be used by the Associate Superintendents in filling summer school
positions:

a. A rating of “Satisfactory” or better
b. Prior summer school experience

Teacher assistants may not be assigned to summer school for more than
two (2) consecutive summers, provided qualified applicants are available
and further provided that the summer school openings are not restricted
to teacher assistants in a specially funded program.

Work in a summer school assignment for 10, 10% and 11 month
employees constitutes extra service. If it becomes necessary to reduce
positions after applicants have been chosen, positions will be eliminated
at the discretion of the Superintendent.

All successful applicants will be notified of their assignments as soon as
possible, but before the end of school.
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7. The regular hourly rate of pay for summer school teacher aides and
assistants shall be the same as for the regular school year.

8. The Board will furnish to the Union, by June Ist of each year, one
complete list of all employees in summer school positions. The {ist will
be in alphabetical order by last name and will show the employee’s
address.

9. While the administration recognizes the summer school policy of
working two (2) consecutive summers, the Superintendent reserves the
right, in his/her judgment, to appoint staff to summer school positions
when experience and other skills and abilities warrant it.

When there is to be a reduction of the teacher assistant staff at a school,
permanent teacher aides and assistants have the right to remain in preference to
probationary teacher assistants and probationary teacher assistants in preference
to substitutes. Thereafter, length of service with the District will be considered,
along with a teacher assistant’s performance and qualifications. The following
considerations will also apply:

I Where a teacher assistant performs certain functions of overriding
importance other than classroom activities; or

2. Where a teacher assistant is responsible for certain special programs or
has particular qualifications overriding of importance that are needed
somewhere.

Should a determination be made on or before the last day that school offices are
open or before the first day of the school year that a reduction of teacher aide
and/or assistant staff is not necessary, the transferred teacher assistant or teacher
aide shall be offered the opportunity to return to his/her original facility and
assignment, if applicable.

Substitution (Teacher Assistants)

1. The principal and/or immediate supervisor shall assign teacher assistants
to serve as substitutes in emergency situations when the regular
classroom teacher is absent and there are no certificated substitutes

available.

2. The principal and/or immediate supervisor shall report the assignment of
teacher assistants for substitute duty on the Board-approved overtime
payroll form and forward it to the payroll supervisor.

3. Teacher Assistants who are authorized to substitute shall be compensated
for one hour only in addition to their daily rate of pay and at the same
hourly rate of pay as a teacher who substitutes on an unassigned period.
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4. Assignment of teacher assistants as substitutes shall be done on a fair and
equitable basis.

H. Instructional Care Assistants will be properly trained.
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Article V
BOOK-CLERK TREASURERS

Book-clerk treasurers shall set up schedules for the receipt and distribution of
textbooks, supplies and the collecting of monies. After approval of these
schedules by the principal, they shall be distributed to the staff.

Security shall be provided for the book-clerk treasurer while handling monies
and depositing monies in the bank.

1. In those locations where it is possible, a special parking space shall be
provided for the book-clerk treasurer as close to the entrance to his/her
office as possible.

2. A safety officer shaill be provided for the book-clerk treasurer while
handling, transferring and depositing monies in the bank.

3. In those schools where the principal recommends, monies handled by the
book-clerk treasurer for bank deposits shall be forwarded to the bank
with the lunchroom monies provided a school bank account is established
at the authorized bank.

4. Book-clerk treasurers shall report immediately to the principal any
danger to personal safety which is imposed by handling of monies en
route to the bank. The grievance procedure in Section A, Article V, may
be foillowed when procedures cannot be agreed upon by the book-clerk
treasurer and the principal.

No books, supplies or materials shall be removed from the supply room without
the consent of the book-clerk treasurer unless authorized by the principal. When
items are removed, the principal shall notify the book-clerk treasurer in writing
of the actions taken.

When available and upon request of the principal, the roving book-clerk
treasurer shall be assigned to substitute for a book-clerk treasurer who is absent.

Student helpers shall be assigned to work with and under the supervision of the
book-clerk treasurer.

Such student helpers shall be selected by the principal in consultation with the
book-clerk treasurer.

1. Student helpers may be assigned for up to ninety (90) hours at the
beginning of the school year and up to ninety (90) hours at the end of the
school year.
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2. Additional student help may be provided to the book-clerk treasurer
during the school year from the school’s total budget allocation for
student help.

G. Appropriate in-service programs shall be scheduled for book-clerk treasurers.
111
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Article V1
SAFETY OFFICERS

Principals and/or their designee shall meet with the safety officers to keep them
informed of discipline problems and other security problems. Safety officers
shall be notified of emergency problems as soon as practicable. Principals or
their designee may meet during the first month of the school year with the site
safety officer(s), Union building representative, and the TEAC chairperson, to
review anticipated security needs and discipline problem for the coming year.

Principals shall inform all safety officers of students who are not to be on the
school premises until further notice.

Safety officers shall be supplied with the equipment approved by the Board,
which equipment shall remain the property of the Board. Upon termination of
employment, safety officers shall return to the Board any equipment or other
property of the Board prior to receiving their final paycheck. Each safety officer
shall be responsible for the reasonable care and use of issued equipment. Issued
equipment that is lost or stolen due to employee negligence will be replaced at
the employee’s expense.

Safety officers shall be entitled to benefits under the Workers® Compensation
Act for job related injuries.

Safety officers shall be released from duty with salary when it is necessary for
them to appear in court concerning school related incidents which occurred while
the safety officer was performing his/her duties.

Safety officers shall annually, upon renewal of their license, provide the Human
Resources Department a copy of the license. Failure to do so may be grounds
for suspension without pay or dismissal.

License Renewal Procedures

Any employee required to maintain a license from the St. Louis Metropolitan
Police Department / Board of Commissioners as a requirement of their job duties
must maintain a valid license at all times during their employment with the
Board.

1. To facilitate with the process of renewing such a license, employees must
hand deliver a written request to the District’s Safety and Security
Division to retrieve their license renewal letter no earlier than thirty (30)
days before, but no later than fifteen (15) days prior to the expiration date
of their license.

2. Once the written request has been received by the Safety and Security
Division, the employee's license renewal letter will be available for
personal retricval by the requesting employee at the main office location

112




20309314

Section D - Paraprofessionals

of the Safety and Security Division three (3) working days after the
receipt of the employee's request. If the District is not in receipt of the
renewal notice for an employee's license, the Department of Safety and
Security will notify the employee within three (3) working days of this
fact.

3. It is the obligation of the employee to apply for license renewal within
ten (10) days of their license expiration date. The Board will not
reimburse the employee for any license application or renewal fees.

4. The suspension or revocation of the license by the St. Louis Metropolitan
Board of Police Commissioners is grounds for disciplinary action, up to
and including termination.

The Board shall provide permanent security type badges and photo identification
cards to all safety officers.

The Board shall provide professional development training opportunities for
safety officers specifically relating to identifying and dealing with disruptive
students, students with special needs, and training on crowd control and self-
defense.

Safety officers will not be required to govern, teach, discipline or otherwise
assume the classroom duties of the certificated staff.

Safety officers are not authorized to carry firearms unless specifically approved
to do so by the Board.
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Article VII
RATES OF PAY

Salaries

1.

The salary schedule for paraprofessional employees (which is contained
within Appendix C) becomes effective July 1st for the Term of this
Policy Statement.

This provision shall not be modified during the Term of this Policy
Statement, absent mutual agreement of the Parties, or a declaration by the
Board that an emergency exists, as set forth herein.

To the extent that the Board made any overpayment to employees as a
result of the change in the number of days in the current school year, as
set forth in Article XII, Section E, of Section B (Teachers), such
overpayment will be offset from any retroactive pay adjustment that may
be made to employees as a result of the provisions of this Policy
Statement.

Extra Duty Pay

Employees participating in authorized extra duty activities shall be compensated
at rates authorized by the Board. This provision is not applicable to employees
paid overtime at the hourly rate of time and one half.

Overtime

[.

All overtime must be approved. Failure to obtain approval prior to
working overtime may result in disciplinary action, up to and including,
termination.

Employees may be assigned to overtime when there are no qualified
volunteers.

When an employee is authorized to work and does work beyond the
required forty (40) hours per week, the Board shall pay the employee for
all overtime worked at the rate of one and one-half times the employee’s
normal hourly rate, as required by and in accordance with the law.

Records shall be kept by the Board. A copy may be obtained by the
employee upon request.

Overtime assignment records will be reviewed quarterly by the
appropriate Associate or Deputy Superintendent. The District will
attempt, as practicable, to rotate overtime assignments on the basis of
experience and qualifications to distribute overtime assignments fairly
and equitable as is practicable.
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Article VIII
FRINGE BENEFITS

Holiday

All regular employees shall receive pay for holidays according to the school
calendar as it applies to all Board employees. In order to be eligible for holiday
pay, the employee must work the scheduled work day prior to and following the
holiday with exception of a granted leave of absence with pay and/or paid
absence due to continuing illness or death in family. July 4th will be a paid
holiday for employees in summer programs and all regularly appointed twelve
{12) month employees who are scheduled to work during the summer.

Jury Duty

A regular employee who is absent because he/she was performing jury duty in a
state or federal court shall be paid the difference, if any, between the employee’s
regular salary and the remuneration the employee receives as a juror.

Joint Committee for a Career Ladder Program

The Board and the Union shall each designate not more than three (3) persons to
constitute a joint committee whose function it shall be to study, develop and
present to the Human Resources Department for his/her consideration a career
ladder program to advance and maintain continuity of employment for all non-
certificated employees.
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Section D - Paraprofessionals

Article IX
DISCIPLINE AND DISCHARGE

No employee shall be reprimanded except for just cause. A copy of any written
reprimand will be given to the employee.

Except for non-certificated employees hired after August 28, 2009, no non-
certificated employee shall be reduced in rank or compensation, discharged, or
otherwise separated from employment except for the reasons stated in
§§ 168.251 through 168.291, R.S.Mo., unless the employee abandons the
employee’s job.

Any discipline that may result in a written notation in the employee’s personnel
file shall be given only after twenty-four (24) hours written notice to the
employee of the time and purpose of the meeting and the employee’s right to one
(1) Union representative at the meeting.
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[Signature Page for Policy Statement for Teachers,

Secretarial/Clerical and Paraprofessional Employees]

ON BEHALF OF SPECIAL
ADMINISTRATIVE BOARD OF THE
TRANSITIONAL SCHOOL DISTRICT OF
THE CITY OF ST. LOUIS

2.0 s, Dee

Dated President and Chief Executive Officdr '

Al

\ /

\ . /b By: 4

Dated / Secretary, SpeciaYAdministrative Board
ON BEHALF OF AFT ST. LOUIS,
LOCAL 420 AND ITS MEMBERS

JJB0 /15~
Dated
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Kelvin Adams, Ph.D.
sﬁﬂ?ﬂ.};}:&g's Superintendent of Schools

10/7/14

To: All St Louis Public School Staff Members
From: Dr. Kelvin Adams

RE:  2014-15 Salary Information

The District recently completed salaxy negotiations with AFT - St. Louis, Local 420 and teached
agreement that the District will make a one-time payment to eligible staff members distributed in
two equal amounts. The first payment will be made on October 10, 2014 and the second payment
will be made on December 19, 2014, All other non-tepresented employees will also receive these
payments. (Note: Any salary adjustment for those employees that are represented by other
bargaining vnits is pending completed negotiations.)

‘The one-time payment will be made to eligible employees based upon their tespective employee
classification and in the following gross amounts:

» Certificated/Exempt: $1,900.00 ($950 on October 10 and $950 on December 19)

s Non-Certificated/Non-Exempt: $1,500.00 (3750 on October 10 and $750 on December 19)

Payments will be made to all employees of the District employed as of September 11, 2014. There
will be no petmanent adjustment to annual salaties as a result of this one-time payment. The
payment will be included as part of your direct deposit on the pay dates indicated above.

Please note that the District conducted a location roster audit last week where all employees were
asked to sign the roster at their location. The one-time payment to those employees who were on
the toster but did not provide a signatute will also be held until the Human Resources Department
is able to verify attendance. After verification, the one-time payment will be dispersed the following

pay perod.

If you have questions, please contact the IHuman Resoutces Department. Thank you for your
dedication to providing a quality education {or the students of St. Louis Public Schools.

8oz N. 11th St. | St. Louis, MO 63101 | Phone: 314-345-2208 | Fax: 314-345-2661




Appendix A-2

Health Insurance Coverage

Prescription Drug Benefit

- $10* {drug cost of $10-340)
$25 {drug cost of $40.01-§80)
$40 (drug cost of $80.01 & above)

Ca-pay at Participating Retail Pharmacies

$10* {drug cost of $!0-$40j

$20 {drug cost of $40.01-$80)
$40 {drug cost of $80.01 & abave)

$20 {drug cost of $2{j-$80)
$50 (drug cost of $80.01-$160)
$80 (drug cost of $160.01 & above)

Co-pay for Mail Service or selected pharmacies
(up fo a 90-day supply)

$20 {drug cost of $20-$80)
$40 {drug cost of §80.01-§160)
$80 (drug cost of $160.01 & above)

*If the acual cost of the drug is less than the co-pay; vou pay actual cost.

Health Care Plan Comparison

Coventry Health Care Base PPO R683 Plan Coventry Health Care Buy Up PPO R667 Plan
Deductible Irne-Network Out-of-Network in-Network Outof-Network
Individual : $500 $1,000 $200 $400
Family $1,000 $2,000 $400 $800
Coinsurance (includes deductible) 50% 70% 90% 70%
Individual Out-of-Pocket Max . $3,500 $7,000 $1,400 §2,800
Family Out-of-Pocket Max $7,000 $14,000 $2,800 $5,600
Lifetime Maximum Unlimited Unlimited Unlimited Unlimited
Physician Office Visit ‘
HIness/Injury $25/$35 Copay 70% AD $15/$30 Copay 70% AD
. Preventative Care 100% 70% AD . 100% 70% AD
Hospital Services
In-Patient 80% AD 70% AD 90% AD 70% AD
OutPatient 80% AD 70% AD 90% AD 70% AD
Fmergency Care
Hospital Emergency Room $250 Copay $250 Copay $150 Copay $150 Copay
Urgent Care $75 Copay 70%AD $50 Copay 70% AD
Other Services
Outpatient X-rays & Lab (except CT Scans, PET 100% 70% AD 100% 70% AD
Scans, MRIs, and nuclear medicine)
Chiropractic Servites $20 Copay 70%AD $20 Copay 70% AD
Physical Therapy $25 Copay 70% AD $‘E 5 _Copay 70% AD
Durable Medical Equipment 80% AD 70% AD 90% AD 70% AD
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8t Louis Public Schoois Confidential

COACHES - 10.5 mth

SALARY SCHEDULE
2014-2015

PS GROUP STEP | ANNUAL . BIWEEKLY
TLF A $57,783.00 | $2,626.50
B $61,006.83 | $2,773.04
C $63,333.40 | $2.878.79
D $65,609.27 | $2,986.33
E $68,212.60 | $3,100.57
F $70,932.35 | .$3,224.20
G $73,334.04 | $3,333.41
H $76,87566 | $3,494.35
! $80,370.00 | $3,653.18

12/12/2014
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ST LOUIS PUBLIC SCHOOLS

NONEXEMPT
NC- RANGE SALARY SCHEDULE
2014-2015
2014-2015  2014-2015
BI-WEEKLY ANNUAL
RANGE JOB JOB TITLE EETYPE STEP SALARY  SALARY
NCO0300 | 47 | ASSESSMENT PROCESSING CLERK. [12MONIH | A $936.65 $24.352.79
B $992.22 $25,797.60
C $1,047.78 | $27.242.40
D $1,103.36 | $28,687.48
E $1,158.94 | $30,132.55
F $1,21451 | $31,577.36
G $1,270.09 | $33.022.44
H $1,325.66 | $34,467.25
1 $1,381.24 | $35,912.32
J $1,436.82 | $37,357.40
NC0400 | 7020 IN-SCHOOL. SUSPENSION MONITOR I0MONTH | A $1,086.30 | $22,812.30
NC0400 | 7032 PARENT EDUCATOR I0MONTH | B $1,131.78 | $23,767.42
C $1,177.19 | $24,721.04
D $122259 | $25,674.44
E $1,268.00 | $26,628.06
F $1313.40 | $27.581.46
G $1358.81 | $28,535.08
H $1,40421 | $29,488.49
I $1,449.62 | $30,442.10
] §1,405.02 | $31,395.51
NC0450 | 7003 | LIBRARY AIDE [105MONTH]| A $956.18 $21,035.96
‘ B $084.76 $21,664.72
C $1,001.93 | $22,042.46
D $1,047.73 | $23,050.06
E $1,079.17 | $23,741.74
E $1,111.55 | $24,454.10
G $1,144.87 | $25,187.14
H $1,17921 | $25,942.62
i $1,214.60 | $26,721.20
¥ $1,427.63 | $31.407.86
NC0500 | 6509 | RADIO DISPATCHER [T12MONTH | A $999.41 $25,984.56
B $1,056.75 | $27,475.52
C $1.114.08 | $28,966.20
D $1,171.43 | $30,457.16
E $1,228 77 | $31,64811
F $1,286.12 | $33.439.07
G $1,343.45 | $34,929.76
H $1,400.80 | $36,420.71
I $1,458.14 | $37,011.67
J $1,515.49 | $39,402.62




ST LOUIS PUBLIC SCHOOLS

NONEXEMPT

NC- RANGE SALARY SCHEDULE

2014-2015

2014-2015  2014-2015
BI-WEEKLY ANNUAL
RANGE JOB JOB TITLE EETYPE STEP SALARY  SALARY
[ NCosoo | 522 | SAFETY OFFICER II | 12MONTH | A $1,161.99 | $30,211.85
B $1,232.19 | $32,036.96
C $1,302.39 | $33,862.06
D $1,372.58 | $35,687.17
E $1,442.79 | $37,512.54
F $1,512.99 | $39,337.65
G $1,583.18 | $41,162.75
H $1,653.39 | $42,988.12
I $1,723.56 | $44,812.44
J $1,793.78 | $46,638.34
NC0O700 | 7008 EARLY CHILDHOOD TEACHER ASSISTANT IOMONTH | A $809.69 $17,003.41
NC0700 | 7007 MONTESSORI TEACHER ASSISTANT JOMONTH | B $857.68 $18,011.22
NCO700 | 7001 TEACHER AIDE II I0OMONTH | C $905.67 $19,019.03
NC0700 | 7006 TCHR AIDE Il BILINQ-ESL PGM JOMONTH | D $953.66 $20,026.84
E $1,001.65 | $21,034.65
F $1,049.64 | $22,042.47
G $1,097.62 | $23,050.06
H $1,145.61 | $24,057.87
I $1,193.60 | $25,065.68
J $1,241.60 | $26,073.50
[ NCo725 ] 2004 | PITP CHILDCARE ATTENDANT [ IOMONTH | A $934.59 $19,626.39
B $990.54 $20,801.34
C $1,046.50 | $21,976.50
D $1,102.46 | $23,151.66
E $1,158.41 | $24,326.61
F $1,214.37 | $25,501.77
G $1,270.33 | $26,676.93
H $1,326.29 | $27,852.09
1 $1,382.24 | $25,027.04
i $1,438.20 | $30,202.20
L $1,438.20 | $30,202.20
[ NCo750 | 7014 ] SPEC ED INSTRUCTIONAL & CARE AIDE | loMONTH | A $934.59 $19,626.29
B $990.54 $20,801.39
C $1,046.51 | $21,976.71
D $1,102.47 | $23,151.81
E $1,158.42 | $24,326.91
F $1,214.38 | $25,502.01
G $1,270.34 | $26,677.11
H $1,326.30 | $27,852.21
1 $1,382.25 [ $29,027.31
J $1,43821 | $30,202.41




ST LOUIS PUBLIC SCHOOLS

NONEXEMPT

NC- RANGE SALARY SCHEDULE

2014-2015

20142015 2014-2015
BI.WEEKLY ANNUAL
RANGE JOB JOB TITLE EETYPE STEP SALARY  SALARY
NC1000 | 11 | CLERK TYPISTI | 10MONTH | A $834.42 | $17,522.85
B $883.54 | $18,554.43
C $932.66 $19,585.81
D $981.78 $20,617.39
E $1,030.89 | $21,648.77
F $1,080.02 | $22,680.35
G $1,120.13 | $23,711.73
H | $1,17825 | $24,743.31
I $1,227.37 | $25,774.69
7 $1,276.48 | $26,806.06
NC1000 [ 11 | CLERK. TYPISTI ] 11MONTH [ A $834.42 $19,191.69
B $883.54 $20,321.52
C $932.66 $21,451.12
D $981.78 $22,580.95
E $1,030.89 | $23,710.55
F $1,080.02 | $24,840.39
G $1,129.13 [ $25,969.99
B $1,178.25 | $27,099.82
I $1,227.37 | $28,229.42
J $1,276.48 | $29,359.02
NCiooo | 11 ] CLERK. TYPIST I | 12MONTH | A $834.42 $21,694.95
B $883.54 $22,972.15
C $932.66 $24,249.09
D $981.78 $25,526.30
E $1,030.89 | $26,803.23
F $1,080.02 | $28,080.44
G $1,120.13 | $29,357.37
H $1,178.25 | $30,634.58
I $1,227.37 | $31,511.52
J $1,276.48 | $33,188.45
NC1100 | 51 ] SWITCHBOARD OPERATOR ] 12MONTH | A $824.61 $21,439.83
B $879.90 | $22,877.48
C $935.20 | $24.315.13
D $990.49 | $25,752.78
E $1,045.78 | $27,190.16
F $1,101.07 | $28,627.81
G $1,156.36 | $30,065.46
H $1,211.66 | $31,503.11
i $1,266.95 | $32,940.76
J $1,32224 | $34,378.14




ST LOUIS PUBLIC SCHOOLS

NONEXEMPT
NC- RANGE SALARY SCHEDULE
2014-2015
2014-2015  2014-2015
BI-WEEKLY ANNUAL
RANGE JOB JOB TITLE EETYPE STEP SALARY  SALARY
[ NC13oo | 12 | CLERK TYPIST 1l | 11MONTH | A $875.91 $20,146.04
' B $933.09 $21,460.97
C $990.25 $22,775.67
D $1,047.42 | $24,090.60
E $1,104.59 | $25,405.54
F $1,161.75 | $26,720.24
G $1,218.92 | $28,035.17
H $1,276.09 | $29,350.10
I $1,333.25 | $30,664.80
J $1,390.42 | $31,979.73
NCI1300 | 12 CLERK TYPIST II 12MONTH | A $875.91 $22,773.78
NC1300 | 30 RECRUITMENT OFFICE ASSISTANT 12MONTH | B $933.09 | $24,260.23
C $990.25 $25,746.41
D $1,047.42 | $27,232.86
E $1,104.59 | $28,719.30
F $1,161.75 | $30,205.48
G $1,218.92 | $31,691.93
H $1,276.05 | $33,178.38
1 $1,333.25 | $34,664.56
J $1,390.42 | $36,151.00
NCI350 | 22 ELEMENTARY SCHOOL SECRETARY IITMONTH | A $971.78 $22,351.05
NCI350 | 23 MIDDLE SCHOOL SECRETARY 11MONTH | B $1,037.91 | $23,871.96
C $1,104.04 | $25,392.87
D $1,170.16 | $26,913.78
E $1,236.29 | $28,434.69
F $1,302.41 | $29,955.37
G $1,368.53 | $31,476.28
H $1,434.66 | $32,997.19
1 $1,500.79 | $34,518.11
] $1,566.91 | $36,035.02




ST LOUIS PUBLIC SCHOOLS

NONEXEMPT
NC- RANGE SALARY SCHEDULE
2014-2015

2014-2015  2014-2015

BI-WEEKLY ANNUAL

RANGE JOB JOB TITLE EETYPE STEP SALARY SALARY
NC1400 | 528 LEAD SAFETY OFFICER I 12MONTH | A $910.97 $23,685.28
NC1400 | 521 SAFETY OFFICER I-12MTH 12MONTH | B $968.39 $25,178.09
[ $1,025.80 | $26,670.90

D $1,083.22 | $28,163.71

E $1,140.65 | $29,656.79

F $1,198.06 | $31,149.60

G $1,255.48 | $32,642.41

H $1,312.90 | $34,135.48

I $1,370.32 | $35,628.29

ij $1,427.73 | $37.121.10

NC1450 | 529 | SAFETY OFFICER I-10MTH [ 10 MONTH A $924.08 $19,405.66
B $965.66 $20,278.96

C $1,007.25 | $21,152.25

D $1,04884 | $22,025.54

E $1,000.42 | $22,808.84

F $1,132.01 | $23,772.13

G $1,173.59 | $24,645.42

H $1,215.17 | $25,518.50

1 $1,256.75 | $26,391.80

] $1,298.34 | $27,265.09

NC1500 | 31 | SECRETARY II | 1oOMONTH | A $936.96 $15,676.20
B $996.33 $20,922.84

C $1,055.69 | $22,169.49

D $1,115.05 | $23,416.13

E $1,174.42 | $24,662.77

F $1,233.78 | $25,909.42

G $1,293.15 | $27,156.06

H $1,352.51 | $28,402.71

I $1,411.87 | $29,649.35

] $1,471.24 | $30,895.99

NC1500 | 31 | SECRETARY 1T ] 11MONTH | A $936.96 $21,550.12
B $996.33 $22,915.49

C $1,055.69 | $24,280.87

D $1,115.05 | $25,646.24

E $1,174.42 | $27,011.61

F $1,233.78 | $28,376.98

G $1,293.15 | $29,742.35

H $1,352.51 | $31,107.73

I $1,411.87 | $32,473.10

ij $1,471.24 | $33.838.47




ST LOUIS PUBLIC SCHOOLS

NONEXEMPT

NC- RANGE SALARY SCHEDULE

- 2014-2015

20142015 2014-2015
BEWEEKLY ANNUAL
RANGE JOB JOB TITLE EETYPE STEP SALARY  SALARY
{ NC1500 | 31 | SECRETARY II | I2MONTH [ A $936.96 | $24,361.01
B $996.33 $25,904.47
C $1,055.6% | $27,447.93
D $1,115.05 [ $28,991.40
E $1,174.42 [ $30,534.86
F $1,233.78 | $32,078.33
G $1,293.15 | $33,621.79
H $1,352.51 | $35,165.25
I $1,411.87 { $36,708.72
J $1,471.24 | $38,252.18
["NCi600 | 45 | BOOK CLERK TREASURER ] LIMONTH | A $1,199.56 | $27,589.90
B $1,257.75 | $28,928.29
C $1,315.95 | $30,266.92
D $1,374.14 | $31,605.31
E $1,432.35 | $32,943.94
F $1,490.54 | $34,282.33
G $1,548.74 | $35,620.96
H $1,606.94 | $36,959.59
I $1,665.13 | $38,297.98
J $1,723.33 | $39.636.61
{ NC1goo [ 3 ] CLERK ITI | 2ZMONTH | A $1,027.77 | $26,722.08
B $1,092.68 | $28,409.55
C $1,157.58 | $30,097.02
D $1,222.48 | $31,784.49
E $1,287.38 | $33,471.95
F $1,352.29 | $35,159.42
G $1,417.19 | $36,846.89
H $1,482.09 | $38,534.36
I $1,546.99 | $40,221.82
J $1,611.90 [ $41,909.29
[ NC2000 | 2002 | CHILD CARE ATTENDANT [ 1oMONTH | A $817.80 $17,173.70
B $859.44 | $18,048.28
C $901.09 | $18,922.86
D $942.74 | $19,797.44
E $984.38 | $20,672.01
F $1,026.03 [ $21,546.59
G $1,067.67 | $22421.17
H $1,109.31 | $23,295.54
I $1,150.96 | $24,170.11
J $1,192.60 | $25,044.69




ST LOUIS PUBLIC SCHOOLS

NONEXEMPT

NC- RANGE SALARY SCHEDULE

2014-2015

2014-2015  2014-2015
BI-WEEKLY ANNUAL
RANGE JOB JOB TITLE EETYPE STEP SALARY  SALARY
NC2900 | 302 { DATA ENTRY OPERATOR T [ 10MONTH | A $971.77 $20,407.26
B $1,016.08 | $21,337.75
C $1,060.39 | $22,268.23
D $1,104.70 | $23,198.72
E $1,149.01 | $24,129.20
F $1,193.32 | $25,059.69
G $1,237.63 | $25,990.17
H $1,281.94 | $26,920.66
I $1,326.24 | $27.851.14
ij $1,370.55 | $28,781.63
NC3200 | 201 | CASHIER I 12MONTH | A $1,074.68 | $27.941.74
B $1,114.41 | $28,974.69
C $1,154.14 | $30,007.65
D $1,193.87 | $31,040.60
E $1,233.59 | $32,073.29
F $1,273.32 | $33,106.24
G $1,313.05 | $34,139.20
q $1,352.78 | $35,172.15
i $1,392.49 | $36,204.84
] $1,43222 | $37,237.79
K $1,471.95 | $38.270.75
L $1,511.68 | $39,303.70
NC3700 | 6510 | DISPATCHER [ 12MONTH | A $1,275.64 [ $33,166.71
B $1,334.76 | $34,703.81
C $1,393.87 | $36,240.64
D $1,452.98 | $37,777.47
E $1,512.10 | $39,314.57
F $1,571.21 | $40,851.41
G $1,630.32 | $42,388.24
H $1,689.43 | $43,925.08
I $1,748.55 | $45,462.18
] $1,807.65 | $46,999.01
NC4100 [ 63 ] STUD ACCOUNT OFFICE SYSTEMS SPEC I ] 12MONTH | A $1,467.27 | $38,149.02
B $1,534.63 | $39.900.40
[ $1,601.99 | $41,651.78
D $1,669.34 | $43,402.90
E $1,736.70 | $45,154.28
F $1,804.06 | $46,905.66
G $1,871.41 | $48,656.77
H $1,938.78 | $50,408.16
i $2,006.13 | $52,159.27
] $2,073.49 | $53,910.65




ST LOUIS PUBLIC SCHOOLS

NONEXEMPT
NC- RANGE SALARY SCHEDULE
2014-2015
20142015 2014-2015
BI-WEEKLY ANNUAL
RANGE JOB JOB TITLE EETYPE STEP SALARY SALARY
NC7400 | 107 ADMINISTRATIVE ASSISTANT 12 MONTH A $1,157.43 | $30,093.30
NC7400 32 SECRETARY III I2ZMONTH | B $1.209.94 | $31,458.55
C $1,262.46 | $32,824.07
D $1,314.98 | $34,189.58
E $1,367.50 | $35,555.10
F $1,420.03 | $36,520.88
G $1,472.55 | $38286.39
H $1,525.07 | $39.651.91
I $1,577.59 | $41,017.42
1 $1,630.11 | $42,382.94




ST LOUIS PUBLIC SCHOOLS

NONEXEMPT

NC- RANGE SALARY SCHEDULE

2014-2015

2014-2015  2014-2015

BI-WEEKLY ANNUAL

RANGE JOB JOB TITLE EETYPE STEP SALARY  SALARY
NC7800 | 2 | CLERK IT | 12MONTH | A $1,328.97 | $34,553.17
B $1,378.65 | $35844.96

C $1.42833 | $37,136.49

D $1,478.01 | $38428.28

E $1,527.69 | $39,720.06

F $1,577.37 | $41,011.59

G $1,627.05 | $42,303.38

H $1,676.73 | $43,594.90

I $1,726.41 | $44,886.69

] $1,776.10 | $46,178.48

K $1,825.77 | $47,470.00

L $1,87545 | $48761.79
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COACHES - 10.5 mth

SALARY SCHEDULE
2014-2015
PSGROUP! STEP | ANNUAL | BI-WEEKLY
TLF A $57,783.00 | $2.626.50
B $61,006.83 | $2,773.04
C $63,333.40 | $2,878.79
D $65,699.27 | $2,986.33
E $68,212.60 | $3,100.57
F $70,932.35 | $3,224.20
G $73,334.94 | $3,333.41
H $76,87566 | $3,494.35
] $80,370.00 | $3,653.18

St Louis Public Schools Confidential 12/22/12014




ST. LOUIS PUBLIC SCHOOLS — SECONDARY SCHOOLS

Appendix B-2

AFTER SCHOOL ACTIVITIES — ATHLETICS AND INTERSCHOLASTICS

POSITION

Director of Athletics

BOYS INTERSCHOLASTICS

Basebali — Head Coach (Varsity)
Baseball — Asst. Coach (B-Team)
Basketball — Head Coach (Varsity)
Basketball — Asst. Coach (B-Team)
Cross Country — Head Coach
Football ~ Head Coach {Varsity)
Football — Asst. Coach (Varsity)
Football — Head Coach (B-Team)
Football — Asst. Coach (B-Team)
Soccer — Head Coach

Tennis — Head Coach

Track — Head Coach

Track — Asst. Coach

Wrestling — Head Coach

GIRLS INTERSCHOLASTICS

Basketball - Head Coach (Varsity)
Basketball — Asst. Coach (B-Team)
Cheerleaders — Sponsor (Varsity)
Cheerleaders — Sponsor (B-Team)
Cross County — Head Coach
Soccer — Head Coach

Softball - Head Ceach

Tennis = Head Coach

Track - Head Coach

Track — Asst. Coach

Volleyball — Head Coach (Varsity)

5,642

3,649
2,803
4,207
2,803
1,513
4,203
3,361
2,801
2,522
2,522
1,513
3,649
2,803
3,655

4,207
2,803
1,515
1,513
1,513
2,524
2,522
1,513
3,649
2,803
1,914




ST. LOUIS PUBLIC SCHOOLS EXTRA SERVICE RATES
16, 10.5, 11 AND 12 MONTH

POSITION

High School Principal

Middle School Principal

Elementary School Principal

Asst. High School Principal
Coordinator

Elementary Administrative Assistant
Middle School Administrative Assistant
High School Administrative Assistant
Administrative Nutritionist
Counselor

Librarian

Library Aide

Psychological Examiner

School Psychoiogist

School Social Worker

Teacher

Nurse

Parent Liaison

Teacher Assistant

Elementary School Secretary
Middle School Secretary

Clerk Typist |

Child Care Attendant

Clerical Assistant

Teacher Clerk
Substitute/Temporary Clerk
Teacher (Overtime)

Appendix B-3

37.19
36.29
34.09
32.87
26.53
26.53
26.53
26.53
25.52
25.62
25.52
13.56
25.52
25.52
25.52
25.52
25.52

9.94
13.56
10.75
10.75
10.46

9.41

8.55

9.67

9.77
14.84




ST. LOUIS PUBLIC SCHOOL.S
DEPARTMENT HEAD AND TEAM LEADER COMPENSATION

2-4 Teachers 1,010
5-9 Teachers 1,694

10+ Teachers 2,635

Appendix B4




Appendix B-5

ST. LOUIS PUBLIC SCHOOLS

SUBSTITUTE TEACHER RATES
POSITION
Substitute Teacher Daily Rate 93.00
Substitute Teacher Building Rate | 115.00

Substitute Teacher Continuing Rate : 145.00




St. Louis Public School District
2014-2015 Academic Year Calendar

Th F | Sa] July'14 Teachers ¢ /Students
24 25 2] 2zl 11 Month Staff Returns o Work
31 28 10.5 Month Staff Returns to Work
] 2 | August'14 Teachers 20 /Students 15
3[4 5 I BTN of 4 10 Month Staff Returns to Work
o 11 12 13 14 15 | 6] 4-8 Opening Activities Days (2 Distric-wide Professional Development; 2 Classroom Prep.; | Principal's Day}
7] 18 19 20 21 22 23] 11 First Class Day for All Students
2449 25 26 27 28 28 | 30
31
2 3 4 5 6 { September '14 ‘Teachers 22/Students 21
7 8 9 10 11 PR {13] 1 Holiday-Labor Pay District Closed
14 15 16 17 18 19 J20) 12 Interim Progress Reports for Quarter 1
2t 2 23 24 25 26 |27
28 | 29 30
1 2 |-PD { 4| Octaber'l4 Teachers 23/Students 21
5 [ 7 8 3 o fu} 3 Professional Development (no students)
12 | SQ* 14 15 16 |PCD*| 18] 10 Quarter 1 ends 43 days/277.35 hours
191 20 21 22 23 24 [25¢ 13 Second Quarter begins
26 27 28 20 10 31 17 Parent conferences (no students) Conferences 1o be held 3 hrs, after school on 10716 and 3.5 hrs. morning of 10/17
1 | November 'I14 Teachers 20/3tudents 15
2 3 5 6 7 18} 10 Professional Development (no students)
9 {=PD 12 13 | PR [15] 11 Holdiay-Veteran's Day Dstret Closed  27-28 Holiday - Thanksgiving District Closed
19 20 21 14 Interim Progress Reports for Qtr 2
T 26 *Na Schoot for non 12 month staff; 12 month staff works/School Closed

December '14 . Teachers 23/Stadents 15
19 Quarter 2 ends 44 days/283.80 hours
22-23  *No School for non 12 month staff, 12 month staff works/School Closed
24-25  Holiday-Christmas District Closed
26-31  Winter Break (no school)

[First Semester 87 0ays/561.15 Hours

January ‘15 Teachers 22/Students 19 |
1 Holiday-New Year's Day District Closed
2 Record Keeping (no stuidents)

5 Third Quarter/Classes Resume
19 Holiday-Martin Euther King Day District Closed

February '15 Teachers 20/Students 18
6 Interim Progress Reports for Quarter 3
13 Professional Development (no students)
16 Holiday-President's Day District Closed

March '15 Teachers 22/8tudents 16
6 Quarter 3 ends 42 days/270.90 Hours

9 Fourth Quarter begins
13 Parent conferences (no students) Conferences to be held 3 hrs. after school on 03/12 and 3.5 hrs, morning of 03/13

16-20 Spring Break (no school)

34 April '15 Teachers 22/Students 21
35 3 *No School for non 12 month staff; 12 month staff works/School Closed
36 10 Interim Progress Reports for Quarter 4
37
38
1 2 | May'ls Teachers 16/Studenis 15

39] 3 4 5 6 7 8 9] 18 Record Keeping (no students) '
400 1] 11 12 13 14 15 116F 22 Last Class Day/Quarter 4 ends 47 daysf303.15 hours
41] 17 | .RK- 19 20 21 22 |23t 22 Last Day for 10 Month Employees 26-29 Snow Days

24 H | 26/SN | 27/SN | 28/8N| 26/SN]| 30§ 25 Holiday-Memorial Day District Closed

31 29 Last Day for 10.5 Month Employees jSccond Semester Totals 89 days1'5-74.05 hours

1/8N*1 2/SN 3 4 | 5 6 | June'ls

7 g 9 10 11 12 {13] 1-2 Snow Days

14 i5 16 17 18 i |20] 1 Summer School Begins

n| 22 23 24 25% | 26 |27] 5 Last Day for 11 Month Employees

28 29 30 25 Summer School Ends

1 2 3 | HJ My"s

5 6 7 g 10 [uj 4 Holiday-Independence Day

124 13 i4 15 16 17 18

191 20 21 22 23 24 125

26] 27 28 29 30 31

* Totals for the 2014/2015 School Year days; hours;
Student 176 days @ 6 hr, 27 min. (6.45/day)=1135.2
Teacher 210 Days (176 teaching days, 34 without shadents (4 days foc winter brcal 5 days for spring break; 9 holidays; 2 record
kesping days; 4 no schoal days; 5 professional development days; 2 parent conferencs days; 2 classroom prep. days; 1 Principal's day)




SAINT LOUIS
FURBLIC SCHOOLS

SPECIAL ADMINISTRATIVE BOARD OF THE
TRANSITIONAL SCHOOL DISTRICT OF THE CITY OF ST. LOUIS
. Py |
AMERICAN FEDERATION OF TEACHERS - ST. LOUIS,

~ LOCAL 420
(Representing Teachers, Secretarial/Clerical
& Paraprofessional Employees of the St. Louis Public Schools)

MEMORANDUM OF UNDERSTANDING
Regarding the “Saint Louis Plan”

PURPOSE OF THE MOU

This Memorandum of Understanding is made by and between the St. Louis Public Schools and AFT St. Louis
for the purpose of establishing the “St. Louis Plan” a process modeled after the “Toledo Plan™. The District and
the Union agree to the importance of supporting and retaining quality teachers. To that end, we agree to jointly
develop a Peer Support Model designed to facilitate improving the quality of our teachers.

Any deviation or changes that impact the working conditions of certificated staff that are not included in the
current Policy Statement between the Union and SLPS beyond this MOU must be agreed to and signed off on in

separate Memorandum of Understanding (s) by both parties.

ST. LOUIS PLAN

The St. Louis P]ﬁ.gﬁr?“eas two (2) components:

+ Intern Evaluation — 1¥ year teachers
» Intervention — non-probationary teachers

Intern Evaluation

The provisions of this component are described in the St. Louis Plan — Peer Assistance and Review Program

Manual.

Intervention

“'The provisions of this component are described in Section 7 of the St. Louis Plan Consultant Handbook.

This memorandum shall be in force for three (3) school years starting with the 2009-2010 school year. At the
end of those three (3) years the St. Louis Plan shall be continued subject to cancellation in its entirety by either

the District or AFT St. Louis.
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Introduction

St. Louis Public Schools Pilot Scho_ols

In 2009, St. Louis Public Schools (SLPS) proposed the creation of the St. Louis Pilot School
Model patterned after the Pilot Schools developed in Boston Public School District, L.os
Angeles Unified Schoo! District and more recently Aurora Public Schools. This exciting
opportunity presents students and families with new learning options within the district. The
Pilot School Model is centered in the philosophy of providing maximurn control over
resources to create an educational program that best meets the needs of students in
exchange for increased accountability. In the SLPS model there will be two types of Pilots,
conversion and start- up, and in each, the principal will have autonomy in five key areas:
Governance, Budget, Curriculum and Assessment, Staffing and School SchedulefCalendar.

The Pilot model embodies teacher and community empowerment. By encouraging
ownership of the school by staff and families and by engaging the community, the
educational and learning environment for Pilot Schools in SLPS will provide additional choices
for staff and parents. By offering increased choice and more options within the district, some
parents may not feel compelled to seek outside charters or private schools to meet the needs

of their students.

The intent of this manual is to detail'the expectations, practices, and responsibilities that
govern Pilot Schools. This is a living document and will continue to evolve over time.

Section |,

Pilot Schools Essential Features/Qperationat Guidelines

Pilot Schools are driven by @ common vision and set of defining essential features. Each school
must have a unifying vision and mission that is reflected in all school practices and structures,
including curriculum, policies, schedule, professional learning and family engagement.

1. Governing Autonomy

Schools must have maximum control over key areas if they are to create innovative
education programs but, in return must accept increased accountability. Expected results
include higher levels of student engagement and academic performance that exceed district
averages. All Pilot Schools are granted autonomy for staffing, budget, curriculum and
assessment, professional learning, governance and schedule for students and staff. Each of




these autonomous areas is interrelated, is critical to the success of Pilot Schools, and must be
considered as a whole. Pilot Schools utilize shared decision making. Although they must
follow state and federal laws, they have the ability to be flexible about how staff is employed
and how the daily and yearly calendar and a schedule for students and staff are constructed.
The schools are expected to follow the required minimum of teacher contract and student -
contact time but may organize those days to fit their vision and mission. If staffs work more
than the number of days set by the district, they do so as outlined in the Work Condition

Waiver.

2. Small Size

Small size Is a key feature of Pilot Schools. Pilot Schools make the commitment to foster a
nurturing environment where staff can meet the learning needs of every student. The schools
must have a unifying vision with a clear mission and hold themselves accountable for success.
There should be a personalized learning environment for students. The goal is to ensure low
student to classroom teacher ratio that takes into account the actual teacher load. Pilot
Schools should strive to incorporate DESE Desirable Standards to the extent possible. There
should be staff collaboration in planning and a collaborative culture that includes staff,

families, community and students (When age appropriate).
3. Accountability

In exchange for increased autonomy, Pilot Schools are held to higher levels of
accountability. Pilot Schools are expected to exceed district averages and show continued
improvement in areas of attendance, reduction in mobility, fewer discipline incidents and (for
high school) increases in graduation rates as well as an increase In college enroliment or post-

- secondary career training.

4. Equity

Pilot Schools should reflect demographics similar to the neighborhoods they serve,
Neighborhood Pilot Schools will enroll all students within their boundaries. When considering
open enroliments, effort must be made to enroll students who are representative of the
district as a whole. This includes racefethnicity, free or reduced lunch eligibility, mainstream
special education and ESOL. Pilot Schools must be committed to ensuring success for all
students with a vision that expresses a focus on equity. Pilot Schools may not screen based on

student achievement.

A. Operational Guidelines

Pilot Schools shall be allowed to:




¢ Select their own staff from inside or outside the St. Louis Public Schools as long as no
staff is [aid off as result of a hire

e Have managerial control for all staff members

e Determine administrative, teaching, and other school staffing levels and structures

» Allocate funds from the school's budget

» Seek outside funding in alignment with Board policies and expectations

Unless specifically listed in this manual, all SLPS policies and regulations must be followed.
Pilot Schools may petition Human Resources and the Academic Office for waivers of policies

not identified in this manual.

Pilot Schools must comply with federal and state laws and regulations. Their operating
agreements will include monitoring provisions and retain for the Superintendent and the SAB
the appropriate level of oversight to ensure the quality of education offered, the protection of
the rights and interests of students and staff, and the expenditure of public funds in

educationally sound ways.

Pl

B. Pilot Schools’ Conditions of Autonomy

Pilot Schools have certain autonomy from St. Louis Public Schools’ policies and from the
negotiated contractiprovisions as identified in this document. The goal of these autonomies is
to enable Pilot Schools to become models of educational excellence. What follows is a
summary of these five autonomies with sections providing greater detail.

1) Governance: Each school must have an Advisory Board that is a representative body
and has responsibility for hiring and evaluating the principal (with final approval by the
Superintendent). The Advisory Board approves the annuval budget and oversees the
educational and operational policies at the school.

The Advisory Board ensures adherence to agreed upon working conditions (within a Work
Condition Waiver that include time worked, and rights and responsibilities of staff. The Work
Condition Waiver is the agreement that specifies the work conditions for the employees in the

Pilot Schools.

2) Budget: Pilot Schools receive the same funding as other comparable schools within
the district but also have access to identified non-discretionary income for district services
which they may or not access. In the initial year of implementation, all Pilot Schools will
access the district services; however the Pilot Schools may request in certain circuomstances
the option not to access district non discretionary services.




Pilot Schools receive their funding as a lump sum based on per pupil budget in
accordance with the equivalent budgets at other district schools with similar enrollment and
grade span. Pilot Schools use the districts non discretionary services such as transportation,
facilities, security, food service and benefits. Discretionary funds might include district
allocations to schools for such things as textbooks, instructional coaches, and professional
development. This budget includes salaries and ali other specified discretionary funds. The
lump sum can be used as dictated by the school's vision and mission

Pilots determine how to allocate funds for staffing and scheduling decisions to realize their
vision and mission of improved student learning. Outside sources of funding from grants,
partnerships and foundations should be aggressively pursued to supplement the budget.

3) Staffing: Pilot Schools have the freedom to hire and release their staff per established
Human Resources guidelines (including the principal) annually in order to ensure a unified
school community that supports the vision and mission of the school. Teachers at an existing
school that converts to a Pilot School may choose to transfer out of the school. Others could
be asked to transfer if their jobs are eliminated or converted in order to support the vision and
mission of the school. In both*casés, teachers maintain transfer rights within the district.
Teachers at a Pilot School who are not a match to the vision and mission can be required to
transfer. The staffing plan is based on student needs and staff must be hired and retained
accordingly. Assignment of staff at Pilot Schools is based on a two year commitment. Staffs
at Pilot Schools sign a Work Condition Waiver that must be collaboratively developed with
teachers and approved by the Advisory Board. The Work Condition Waiver outlines working
conditions at the school and must be collaboratively developed and voted on by 2/3rds of
teachers who work 5o % percent or more of their assignment at the school. The Advisory
Board then approves the Work Condition Waiver, Staffs receive the same pay and benefits
and accrue seniority, within the district.

4) Curriculum and Assessment: Pilot Schools have the flexibility to determine the
school's curriculum and assessment practices. They are held accountable for all federal and .
state mandated tests. Pilot Schools are expected to prepare students 1o take these mandated

assessments.

Pilot Schools do not have to follow the district curriculum requirements so that they may
"choose what content to cover and how to cover it as fong as the Missouri Grade Level
Expectations are met. Schools are encouraged to create more personalized environments,
including small class sizes, small teacher loads, and small learning communities. The school
will select professional development to reflect the vision and mission of the school. Pilot
Schools must demonstrate growth each year. The Advisory Board shall set targets each year.




Should the Pilot School not attain the agreed upon goals, the district will work with the school
to transition it out of its status as a Pilot School.

5) Schedule: In order to support school reform and increase student achievement, Pilot
Schools must have the right to implement flexible schedules; including student days other
than those identified by the District and may include different calendar constructs for both
staff and students. Pilot Schools should organize the schedule to maximize learning time for
students and ensure time for staff planning and professional development. The Pilot Schools
must be in control of staff and student time in order to restructure the day to meet the vision
and mission of the school. Pilot Schools are required to meet or exceed the Missouri
Department of Elementary and Secondary Education accreditation requirements as well as to
district expectations for student contact hours.

C. Guidelines for the Pilot School Autonomies

a) Governance Guidelines

Through shared decision making;, schools are given the freedom to best meet the needs of
their students within a structure that realizes the agreed upon vision and mission of their

school.
1. TheRole of the Advisory Boards

Because of the importance of a functioning Advisory board, with representation from -
administration, staff, parents, community representatives, and , in the case of high schools,
students, newly established Pilot Schools should transition from a design team to a duly-
elected governing board as soon as possible once the school has been launched.

a. Each school must have an Advisory Board. The Advisory Board creates its own
governance structure using shared decision making. Until an Advisory Board can be formed,
the design team assumes respansibility and acts as the de- facto Advisory Board until an
election can be conducted. The election for membership should take place as soon as

reasonably practicable.

b. The Advisory Board must have a minimum of 5 members (5 members- 1 principal, z
parent, 1 teacher, and 2 non parent community representatives, 6 members-1 principal, 3
teachers, 1 parent, 2 non parent community representative, 7 member- 1 principal, teacher,
2 parents, 3 non parent community members) and maximum of 7 members. The teachers and
parents should be elected by their respective constituencies and the non- parent community
members selected by the elected members and principal.




c. All Pilot Advisory board members are insured by the St. Louis Public Schools for actions
taken in thelr capacities as board members. Each Pilot School must annually submit their
governing board roster and contact information to the Superintendent’s Office.

d. The Advisory Board is responsible for ensuring shared decision making around
significant policies of the school.

e. The Advisory Board sets their own bylaws and makes all final decisions for educational
and operational policles at the school within the agreed upon school vision while ensuring
compliance with all laws, reguiations, codes, court orders, policies, procedures, and directives
that relate to the operation of a school within SLPS, except to the extent that SLPS has
expressly waived such compliance.

f. The Advisory Board will use shared decision making to ensure support of the school
vision and mission, approve the annual budget, approve the Work Condition Waiver and
annually make a recommendation to the Superintendent as to the retention of the school
leader. (The Superintendent has final authority over hiring, evaluation, and renewal or
termination of the principal.)

g. The Advisory Board determines the process for developing, modifying and maintaining
the Work Condition Waiver. The waiver must be in place and signed annually by all returning
staff no later than March 15 for the next school year as a condition of their employment at the -
Pilot School. For the first year of implementation of the Pilot Schools, the Work Condition
must be included in the Pilot proposal and all assigned staff must sign before start of school. -

h. The Advisory Board ensures the adherence to agreed upon guidelines for working
conditions (within the Work Condition Waiver) that include time worked and rights and
responsibilities of staff. The Advisory Board ensures that the school has a written and

approved dispute resolution process.

[. Advisory Boards mwst take into account state requirements, including special
education, Safe Schools Act and all applicable legislation.

j-  The Advisory Board approves the annual budget.

k. The Advisory Board is responsible for ensuring the school has procedures in place to
help students be successful by annually reviewing the school's progress on indicators of
student engagement and achievement, and ensures that there is a plan in place to address

gaps.

b} Staffing Guidelines




1. General Staffing Guidelines

a. Any staff, certificated or non certificated, must choose to work at a Pilot School.
Assignments are on a two year basis, meaning all staff who elect to work there commit to a

minimum of two years. Teachers of the Pilot Schoo! have the right to fully participate in Local

420,

b. Pilot Schools have the freedom to hire and release their staff per established Human
Resources guidelines (including the principal) annually in order to ensure a unified school
community that supports the vision and mission of the school. Teachers must play a
significant role in the staffing process although staffing decisions ultimately rest with the

principal who retains final authority.

c. The annual Work Condition Waiver, outlining working conditions at the scheol and
approved by the Advisory Board. The District will identify time lines for transfers and hiring to
allow affected teachers who may not be staying at the school ample opportunity to make an
informed decision when deciding where to apply for transfer within the district. They maintain
the same transfer rights as any other teacher in the district. Transfers can only take place at

the end of the school year.

d. Non- probationary staff members at a Pilot schoo! who are not a match to the vision
and mission can be required to transfer. Non- probationary staff who elect to transfer because
they do not want to be part of the Pilot School, or those who are asked to transfer when a
position is converted or eliminated to support the school’s vision and mission, retain the same
transfer rights as any other staff in the district.

e. Time lines for transfer and hiring in Pilot Schools will be set by the district. (Any staff to
he excessed will be submitted to Human Resources by February 1. Those choosing to be
excessed must submit a request to the district by March 1). In addition, the timeline will
indicate when teachers will be notified as well as when Human Resources must be notified of
who is leaving and who will need to be placed in other positions. If a non- probationary
teacher is released involuntarily from a Pilot School, the teacher will be transferred to a
vacancy for which that teacher is qualified. A probationary teacher released involuntarily from

a Pilot School has no transfer rights.

£ The principal is responsible for evaluating staff using the district approved process. The
principal will follow all district policies for evaluating non-certificated staff.

g. Pilot School principals can recommend termination of any employee for unsatisfactory
evaluation or just cause but they must use the district approved evaluation process to ensure

due process.




h. The staffing pian is based on student needs and staff must be hired and retained to
support the vision and mission of the school

2. Selection and Evaiuation of Principal

a. The Advisory Board recommends candidates for the school principal to the
Superintendent. It is allowed to seek candidates outside the District hiring pool for principals
as long as candidates meet all district and DESE qualifications for employment in St. lLouis
Public Schoals. The final autherity for hiring is with the Superintendent. When the Advisory
Board recommends a principal for hire, it will submit three names to the Superintendent who
will interview and select the principal. The Superintendent wilf confer with the Advisory Board

before final selection.

b. The principal must be evaluated annually. The Superintendent or his designee is
responsible for the formal evaluation of ali administrators in Pilot Schools. As a part of the
evalvation, the Superintendent will take into account the written evaluation from the
Advisory Board. The Superintendent, with SAB approval, retains the final authority to demote
or transfer any administrator as authorized by Missouri State Statues. '

¢. Although the evaluation of the principal will be completed by the Superintendent or his
designee, the Advisory Board must have significant input into evaluation.

d. The Advisory Board will annually collaborate with the principal to agree on a set of
measurable goals to be accomplished prior to the end of the school year. The Advisory Board
is responsible for collecting any relevant data, and synthesizing that data into a written
document. The document: should contain both commendations and any recommendations for
improvement. The document should be reviewed with the principal prior to submission to the
Superintendent and include a response from the principal for addressing any
recommendations and identifying any additional supports needed. Once, approved by the
entire Advisory Board, a recommendation for retention or termination of the contract with
the Pilot School will be provided to the Superintendent as part of the written document. This
. written document must be submitted to the Superintendent no later than May 1 each year.

e. The Advisory Board should work with the Superintendent throughout each school year
to provide timely updates on the performance of the principal.

3. Division of Human Resources Guidelines

a. Filling Vacancies

Pilot Schools are required to post all vacant positions for staff and administration through
Human Resources, If a Pilot School wants to advertise a position in the print or online media,
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it may do so through Human Resources. Pilot Schools are responsible for the cost of these

ads.

Pilot schools may select staff using an open selection process. Any and all hiring of staff for
a Pilot School must be processed and appraved through Human Resources.

Because of the Work Condition Waiver, the district will not place overages in Pilot Schools.
However, if there is a vacancy at a Pilot School that matches a district overage, and if the
overage is interested and willing to accept the work agreement, and if the principal is
interested and willing to take the overage, HR will facilitate that placement. Pilot Schools will
be allowed to post positions at any time as positions become available.

b. New Hires

All new hires at Pilot Schools must apply for the job through Human Resources and follow
regular hiring processes, including interviews, background checks, reference calls and a

recommendation to hire aligned with district procedures.

Pilot Advisory Boards may develop their own internal process for recruitment, creation of a
hiring committee, screening and interviewing of candidates, and selection of the finalist
candidates so long as the process is congruent with district.guidelines and expectations for
hiring. Human Resources will determine salary placement and benefit eligibility, officially

offer the job and follow up with required paperwork,

As a condition of initial employment, and annually thereafter, each SLPS Pilot school staff
person is required to sign the Pilot School’s Work Condition Waiver.

All newly hired teachers are required to attend the New Teacher Orientation and complete
induction activities as required by license and or certification type.

. Anticipated Staffing Needs

Pilot School principals must meet annually with Human Resources to inform of any planned
changes to the school's staff. Pilot School principals must inform the district about job
changes and staffing patterns for the subsequent school year by submitting the information
to HR no later than February 1. Should it be necessary for the St. Lovis Public Schools to
reduce employee forces, Pilot Schools will be allowed to determine from the budget the
equivalent percentage. Pilot Schools must comply with all budget and staffing deadlines

required by the district.

d. Work Condition Waiver
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» Every Pilot School must have in place by March 15 a Work Condition Wavier that details
ali the work conditions that year under which SLPS employees will be expected to work under
for the next school year. For the first year of implementation of the Pilot Schools, the Work
Condition must be included in the Pilot proposal and all assigned staff must sign before start
of school. Minimally, the Work Condition Waiver should contain the following information:

¢ The length of the school day and school year
¢ The amount of required time beyond the reguiar school day;

¢ Any additional required time during the summer or school vacations; and any other
duties or obligations beyond the requirements of the negotiated contract.

All employees who apply for positions at Pilot Schools must receive this information at the
time of their application. For new hires, this agreement must be signed at the time of hire.

All Work Condition Waivers must include a dispute resolution process for all certificated
and nen certificated staff members that have been approved by the school’s Advisory Board.
The Pilot School may elect to use the District’s existing dispute resolution processes. The
process must clearly state how disputes around work cenditions will be resolved. The final
step in all dispute resolution processes for every Pilot School should be a determination by the
Superintendent (or hisfher designee) with their decision being binding and final.

The Work Condition Waiver, which must include the teacher work year schedule (including
length of work year, length of work day, professional development time in and out of school,
and summer work) must be approved by the Advisory Board and given to affected staff no
later than March 15 of the previous school year. By a 2/3 vote, certificated staff who work 50
percent or more of their time at the school may vote to override the proposed agreement,
sending it back to the Advisory Board for a possible reworking. If a schedule for an upcoming
school year has not been approved by Marchag, the previous year's schedule shall remain in
place. Staff members who decide they want to leave the school must provide notice to the
Pilot School and Human Resources no fater than March 1. If, after the start of school year, the
'Advisory Board of a Pilot School wants to make any changes to the Work Condition Waiver, it

must be approved by the Advisory Board.

e. Compensation of Employees

All Pilot School employees will continue to receive their salary and all benefits (including
but not limited to all leave and insurance benefits) set forth in district policy and regulation.
Any compensation beyond that assigned by Human Resources is the responsibility of the Pilot
School. Pilot Schools may provide additional compensation to employees as stipends, but
must do so within their own budget allocations and through the agreed upon guidelines
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outlined in the Work Condition Waiver. Pilot Schools will be held harmless for board approved
increases, including salary steps and general salary increases.

f. JobTitles

g. Pilot Schools must use existing job titles and their corresponding ranges. Any
recommendation for new job titles must go through reqular district processes for job
description development and market survey placement on a range.

The principal is responsible for evalvating staff-using the district approved process for
evaluations, This applies to both certificated and non certificated staff.

The original of all performance evaluations must be submitted to Human Resources so the
forms can be included in employees’ personnel files.

Any teacher that is involuntarily transferred from a Pilot School must have documentation
of an overall satisfactory evaluation; otherwise, the Pilot School must retain the teacher the
subsequent school year with the salary paid from the Pilot School's budget.

h. Staff Overages and Reductions in Force

SLPS employees work at their respective Pilot School voluntarily. Therefore, permanent
teachers must give notice if they choose to voluntarily excess themselves by March 1 of a
given school year. Likewise, a Pilot School may also choose to excess an employee at the end
of any school year (the deadline for notification of a permanent employee to be excessed by
February 1 of each year). In this case, the permanent employee does not lose hisfher right to
employment within the St. Louis Public Schools. Hefshe is placed on the district- wide
overage list (this does not apply to probationary teachers).

Teachers in Pilot Schools who choose to leave the school in the following school year must
request to be an overage no later than March 1 of a given schoo! year. Pilot School principals
-must declare teachers who will be excessed as an overage to Human Resources by February 1

of a given school year.

i. Substitute Reporting

Pilot Schools must use the district automated substitute system to report any absences
and request substitutes. If a Pilot School wants to provide coverage in another way, absences
must still be reported and recorded through the automated substitute system.

¢) Budget Guidelines
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1. All of the budget guidelines outlined below have been approved by the Budget Office.

a. Budget Autonomy Language

Pilot Schools have a lump sum per pupil budget, the sum of which is equivalent to other
SLPS schools within that grade span or like-kind school. A lump sum per pupil budget allows
the school to decide on spending that provides the best programs and services to students
and their families. Though the budget will be organized by categories, this is a bottom- line
budget. Certain funds, such as special education and ESOL staffing will remain below the line
and may not be used by the Pilot School for any other purposes than those designated.

e Schools have a lump sum per pupil budget, the sum of which is equivalent to other -
district schools within that grade span and includes salaries and all identified discretionary

funds.

o Once discretionary district services have been identified, Pilot schools may choose
either to purchase these services or not purchase them from the district and include them in
the school’s lump sum per pupil budget. However, for the first year of implementation of the
Pilot Schools, all schools will use district discretionary services. In certain circumstances, a
Pilot school can request the option to use non district discretionary services. Requests for
discretionary funds must be submitted to the Budget Office by December 1 each year for

approval the following school year.
+ Pilot Schools are required to spend within their budget.

b, Lump Sum Per Pupil Budget

» All Pilot Schools will receive a lump sum per pupil budget that is equivalent to the
district average per pupil expenditure for the grade level of elementary, middle, K-8, high, or

alternative high school.

» Extra service Is factored into the “Non Salary Allocation,” a lump sum dollar amount
allocated to each school based on enrollment (and weighted for unique student populations
like SPED, FRL, ESOL, and gifted). This allocation takes into account expenses like extra
service, overtime, travel/meeting, supplies, equipment, field trips, periodicals, etc....anything
not classified as salary expenditure. The Pilot School's Non Salary Allocation would be
calculated in exactly the same manner as other district schools, they would have the

discretion to spend the allocation as they see necessary.

» Each principal and Advisory Board will have the autonomy to use its budget to provide
the vision and mission identified in the Pilot School's approved proposal and subsequent
budget requests,
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e During the 2008-200g school year the Budget Office will publish the initial list of central
office discretionary services and the per pupil amount of the services. Beginning the 2010-
2011 school year, the Pilot Schools will be able to choose either to purchase the discretionary
district services or not purchase them and include the resources associated with them in the
school's lump sum per pupil amount. Commitments are made during budget development
process and are in place for twelve months from July to June each year.

s If Pilot Schools choose not to purchase a discretionary central office service, the per
pupil amount is added to their lump sum budget. Pilot Schools are then on the honor system
to not use the central office service during the fiscal year. If the Pilot School does not purchase
a discretionary central office service yet uses the service during the year, the school must
repay the Budget Office the full of cost of the service. The school will have the choice to repay
the central office for this cost in either the currenit year's budget or in the subsequent year's
budget. As weil, the Pilot School will be required to purchase back this service in the next

fiscal year.

¢. Extraordinary Cost

There are several categories of students who shall be considered in need of extraordinary
costs above and beyond the lump sum average per pupil budget. Students with special
education needs and ESOL needs will be provided services by the district at the same level as

they are being provided throughout the district.
d. Salaries and Benefits

+ Pilot Schools will be held harmless for board- approved increases in salary, including
general salary Increases and steps on the salary schedule. if necessary, adjustments will be
made for new, approved labor union contracts and district agreements for those fiscal years
that the new contract covers in which the Budget Office has already negotiated budgets with
Pilot Schools. Employee Benefits for all employees at Pilot schools will remain a district

provided service.

e Pilot School staff qualifies and will be compensated per District Policy for club
sponsorship and coaching responsibilities.

e. Title1and other Grants

Pilot Schools will be eligible to receive Title | funds by meeting current criteria established
by the Title One Office. All grant applications and grant activity must be coordinated with the

Development Office.

f. Start-up Funds
15




There are no start- up funds budgeted at this time for Pilot Schools. Start-up schools
develaped through the pilot process must have appropriate district- approved facilities and
would receive the same allocation for furniture, computers, supplies as any new school within
the district and for the first year and would receive a district start-up budget based on a per

pupll formula.
g. Budget Adjustments

Pilot Schools are expected to enroll within 5 percent plus or minus of their projected
enrollment. Any budget adjustments will be made based on enrollment figures on the last
Wednesday in September. For Pilot Schools that are under 5 percent of their projected
enrollment, the Pilot Schoo! will be charged the per pupil amount for each student below the
5 percent overfunder limit. Similarly, if a Pilot School is over 5 percent of its projected
enroliment, the Pilot School will receive additional per pupil funds for each student above the

5 percent overfunder limit.
h. Budget Reductions and Spending Caps

Pilot Schaols will equitably participate in all district budget reduction and spending cap
programs.

i, Carry Forward

Pilot Schools will not be able to carry forward unspent funds from one fiscal year to the
next unless specifically identified and approved.

J. Spending Funds

¢ Pilot Schools will follow all district policies, regulations, and procedures related to

procurement, obligating and spending of funds.

» Maintenance and Operations and other areas not included will initially be fixed costs
but, in the future, the school could petition the Superintendent’s office for services they would

like added to the discretionary list.

e Pilot Schools receive their portion of district grants if they agree to adopt the funded
initiative.

» Qutside sources of funding from grants, partnerships and foundations should be
aggressively pursued to supplement the budget.

» Pilot Schools must follow all policies relevant to donations, grants, management, leases

and contract agreements.
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d) Curriculum and Assessment Guidelines

1. General QOverview

a. Pilot Schools must have freedom to structure thelr curriculum and assessment practices
to meet the learning needs of their students as long as data can be generated to document
progress. Schools have flexibility to determine the school's curriculum and assessment
practices, but they are held accountable for all federal and state mandated tests. Pilot Schools
are expected to determine how best to prepare students to take these mandated

assessments.

b. Pilot Schools do not have to follow the district curriculum requirements so that they
may choose what content to cover and how to cover it as long as Missouri Grade Level
Expectations are covered. Pilot Schools are, however, required to align their curricuium to
state standards and participate in mandated state assessments.

c. Pilot Schools can create or modify curriculum to fulfill each school’s mission but there

must be a core curriculum for all students.
d. Teachers have autonomy to work creatively on curriculum design.

e. Students must demonstrate competency in a defined set of skills and content
knowledge through a series of assessments as identified by the school.

f. Schools are encouraged to create more personalized environments, including small
class sizes, small teaching loads and/or small learning communities

g. Pilot Schools must demonstrate growth through year one and two. If a Pilot School has
not met agreed upon achievement goals after two years, the district will work with the school

to transition it out of Pilot status during year three.

h. The school will select professional development to reflect the vision and mission of the
school. It is expected that the professional development will be ongoing, and reflect the needs

of the Pilot School staff.

i, Pilot Schools may request waivers from specific instructional policies by contacting the
Chief Academic Officer who coordinates submission, if needed, to the SAB for approval or the
Superintendent’s office if the waiver request is made after the initial approval of Pilot status.

j. Pilot School principals in conjunction with the Curriculum and Instruction department
which district meetings are relevant to the goals and functioning of the school. It is the
responsibility of all staff at Pilot Schools to be up- to date and knowledgeable about district,

17




state and federal expectations that relate to their school. Teachers new to the district and
new to the profession are required to attend new and first year orientations.

e) School Calendar Guidelines
1. Agreements about Schedules
a. Pilot Schools have control of their time in order to restructure the day and calendar to

meet the vision and mission of the school.
b. Pilot School must provide, at a minimum, the same number of student instructional

hours and the same amount of instructional minutes as other district schools at the same
level.

c. In orderto support school reform and increase student achievement, Pilot Schools have
the right to implement flexible schedules including different student days than those
identified by the district and different calendar constructs for both staff and students. (Pilot
Schools are expected to meet the minimum for teacher contract and student contact time as
required by the district.)

d. ifbell times or student contact days are different than those set by the district, the Pilot
School must work with the Transportation Department to see if the changes can be
accommodated. Otherwise, the school could be charged for the associated cost of special bell
times or different days.

e. Pilot Schools may want to consider longer instructional periods, more core academic
time, significant amounts of collaborative planning time for staff and for increased time for
professional learning.

f. Pilot Schools should ensure time for staff planning and professional learning and
organizing the school schedule to maximize learing time for students. There should be
flexibility within the school year for student learning and staff planning.

g. Pilot Schools may have shorter or longer school days or a shorter or longer school year
than the district only if the school meets the minimum teacher contract and student contact
time and if agreed to in the school's Work Condition Waiver.

h. Pilot Schools will follow district Policy for any school closings or cancellations.

Section ll.

Pilot School Application/Proposal

The SLPS requests proposals for the creation of Pilot Schools in accordance with the
conditions stipulated in the SLPS Pilot School Overview and Essential Features. The proposals
must be organized in the following format and include a table of contents:

1. Background/ Introduction

A. Name of School
18




B.
C.
D.

E.

Type of Pilot School ( conversion or start-up)

Location
Narrative describing what will make the school unique

Narrative explaining how the autonomies granted to Pilot Schools will allow greater

innovation in increasing student achievement

F.
2.
A
B.

3.
A,

Narrative describing a typical Student day

School Vision

Statements of the vision and mission

Provide narrative of the school's core values and prinéip[es

Key Characteristics

Describe the programmatic scope of school and, if applicable, community interest and

participation in establishing this Pilot School.

B.
C.
D.
E.

F.

How the schoal will be organized and structured

The school calendar and daily schedule for both staff and students
The proposed class sizes and teacher-student loads

How students and staff will be grouped forinstruction

Methods for supporting students{ e.g. those at risk, methods of intervention, academic

and personal counseling)

4.
A,
B.
C

Governance
How the governance structure will support the goals and objectives of the plan
Advisory Board membership and responsibilities

Matrix for the structures what will be in place to make decisions with identification of

who is responsible for which decisions

D,

5.

A.
B.

Description of process for staff input into decisions
Financial Plan
Proposed Budget

Strategies for additional fundraising

19




C. Once in place, the Advisory Board’s process for responsibly managing the budget to
ensure fiscal stability.

6. Education Plan
A. The school's instructional core practices and what teaching will ook iike
B. A plan for closing the achievement gap for all subgroups at the school

C. Specific strategies for addressing the needs of diverse learners including ESOL, Gifted,
SPED, etc.

D. The core academic curriculum ali students must have and the overall curriciium

E. Explain what formative and summative measures you will use to determine student
progress

F. Describe how you will prepare students for state assessments
G. Identify datathat will be collected to measure student progress

H. Describe how data will be used to assess student needs and identify students needing
help

l.  Explain how data will be used to guide and improve instruction

J. Describe both the academic and affective supports that will be provided to students,
including special education and ESOL learners

K. ldentify how health services ( nursing, counseling, truancy, homelessness, etc. ) will be
provided to students

L. Identify any extra and/for co curricular activities that.will be provided to students
7. Personnel

A. Describe the proposed staffing plan for the school

B. Explainthe proposed leadership structure

C. Identify the expectations for leadership and staff

D. Describe the evaluation process for teachers and leadership ( evaluation must follow
district's)

E. Describe the plan for recruiting, selecting and retaining staff and leadership

F. Explain how you will ensure adequate support, service and instruction for Special
Education and ESOL learners
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8. Work Condition Waiver

A.

Complete template for Annual Work Condition Waiver attached to this application. This

waiver must contain the terms of employment including the work day and work year, school
schedule and identification of supplemental hours and tasks necessary to complete the

mission of the school.

B.
C.
9.
A.
- B.

Outline job responsibilities in the Work Condition Waiver
Identify a dispute resolution process

Professional Development

Explain the goals and process for developing professional culture of the school

Describe the proposed plan for providing staff with professional development and an

outline for how professional development will occur { specifics for time and schedule must be
in the Work Condition Waiver)

10.

A.

Parent and Community Engagement

Explain how families will be involved in their children’s education
Describe the proposed community engagement plan

Outline anticipated comrr{bnity partnerships in the school
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Glossary of Terms

Advisory Board- the goveming body that serves in an advisory capacity for Pilot Schools.

Autonomy- refers to the ability of the Pilot School to make decisions regarding to staffing, budget,
curriculum and assessment, governance and school calendar/schedule

Pilot School- district scheol that functions with conditions similar to charter schools

Shared Decision Making-a process by which some decisions traditionally made by the school
principal are shared with school staff, students, and members of the school community. Shared
decision making is not the same as administering the school, which is the principal's function.

Work Condition Waiver- agreement that each staff member signs releasing them from certain
conditions of the AFT Local 420 contract
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PILOT SCHOOL ADVISORY BOARD MEMBERS

School

Principal

Advisory Board Members

Froebel'Litéracy Academy
@ Froebel Elementary

; Ma mleWomaCk .

-_‘M;émiéWi:r'ﬁadk'"Pr'm'r';lpél -
j.'Cmdy Gapsch StaffPerson L
o (Counse!or} ST e
s Audréy Larkm StaﬁPerson (Grades
: Teacher) : .

ShlrleyB Brown Commumty

o Person ‘
- Ernést Washmgton Parent

Herzog Ac.ac‘ieir‘ly.@ Herzbg ._

Elementary

Deirdre Jackson
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Jasmine Moore — Teacher
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cannot serve is in the process of
gettlng someone else

Hadgen Eiementary College ‘
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lefford Turfier — Parent
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Nathalie Means — Principal
Detra Thomas — Teacher
Frank Neal — Teacher

Marlene Hodges — Community
Person

Barbara Howard — Parent
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SPECIAL ADMINISTRATIVE BOARD OF THE
TRANSITIONAL SCHOOL DISTI;:ICT OF THE CITY OF ST. LOUIS 3dfarr by
AMERICAN FEDERATION OF TEACHERS - ST. LOUTS, { 7
LOCAL 420 '
Representing Teachers, Secretarial/Clerical

£
Paraprofessional Employees of the St. Louis Public Schools

MEMORANDUM OF UNDERSTANDING
REGARDING 2010-2013 TURNAROUND
AND
TRANSFORMATION SCHOOLS
CONTINGENT UPON STATE APPROVAL

PURPOSE OF THE MOU

This Memorandum of Understanding is made by and between the St. Louis Public
Schools and AFT St. Louis for the purpose of establishing certain work rules to govern
the formation and operation of schools in need of improvement. The District and the
Union agree that one of the approaches to achieving the mutual goal of ensuring success
for all students is to work together to improve schools when it is deemed necessary.
These schools must be free to choose their own staff, develop new cultures of
successful performance and learning, redesign work rules, modify the length of the
instructional day and year, modify scheduling, improve instruction programs and
pedagogy, and recognize teacher and leader effectiveness in accordance with state and
federal guidelines and statues. This article will be used where applicable when
improvement is required by the Board of Education or by state and federal guidelines.

Any deviation or chahges that impact the working conditions of certificated staff that
are not included in the current Policy Statement between the Union and SLPS beyond
this MOU must be agreed to and signed off on in separate Memorandum of

Understanding (s) by both parties.

----------------

......

Turnaround and Transformatipn Schoeols

It is the intent of both parties that teachers and administrators in these schools will work
collaboratively to create effective learning environments for students. Teachers, other
school staff and parents shall have a voice in designing programs and determining work
rules that are likely to be successful in such schools as follows.

Each school shall form an Instructional Leadership Team which shall include but not
limited to the Principal, Building Stewards, Teaching and Leaming Facilitator and
content specialists. The team will mutually agree on the development of specific
outlines of duties/responsibilities within the team. The team will monitor the school’s
progress and implementation .of the school improvement plan. Turnaround and
Transformation schools shall remain within the District and employees shall if they
choose to do so, maintain their full status as members.of the AFT St. Louis bargaining
unit and employees of the District. These employees shall continue to accrue seniority
and benefits established in the AFT St. Louis and SLPS Policy Statement.




Employees in the Turnaround and Transformation schools will be required to work the
full work day/work year prescribed by the terms of the Annual Work Condition Waiver.
Compensation for days and hours of work beyond those specified in the current Policy
Statement will be mutually agreed to by the Union and the District. All pay, regardless
of the source of funding, will be annualized and retirement-worthy.

All AFT St. Louis members who apply for positions at the schools shall receive the
following information at theé time of interview: _

the length of the school day and school year;

the amount of required time beyond the regular school day;

any additional required time during the summer or school vacations;

any other duties or obligations beyond the requirements of the current
policy statement between the Union and the District.

Work Condition Waiver Template

When assigned by mutual agreement, and annually thereafter, a teacher assigned at a
Turnaround or Transformation school will be required to sign the Annual Work
Condition Waiver. It is essential that each school clearly outline the working conditions,
terms and expectations for employment. Each teacher will be required to commit to

working in the school for the tenure of this MOU.

Staifing in Turnaround Schools
The District’s Human Resources Department in collaboration with the Union will
structure criteria for recruitment, selection, and retention of staff in Turnaround schools.

These criteria shall serve as a framework to guide each site based selection team in
choosing staff. The first step will be to determine the total staff allocation for each site
based on student attendance. Second, identify numbers and names of staff that chose
the ERI. Third, identify the number and names of staff that opted out to transfer to
another site through “letter of intent”. This establishes a working baseline for the
turnaround school. This information will be provided to Local 420 prior to the

beginning of the selection process,

Staffing at the Turnaround schools shall be on an application basis. Criteria to select
staff shall include but not be limited to length of service, unique skills and

qualifications, and prior two years of evaluations.

In cases of a vacancy, interested teachers currently employed by SLPS will be invited to
apply for assignment to a Turnaround school during the month of XXX. Selection will

be made via an interview at the school site.

Staff selected and assigned to the Tumnaround schools must possess a valid Missouri
Teaching Certificate (or applicable license} with an endorsement in the content area
and/or specialty skill for their assignment, and meet the Highly Qualified requirements
of the No Child Left Behind (NCLB) and Individuals with Disabilities Education Act

(IDEA).
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Assignment and Transfer with Dignity in Turnaround Schools

Teachers shall work in Turnaround schools on a voluntary basis. When a school is
designated as a Tumnaround school, existing staff will be invited to apply along with

other staff.

Teachers who are not selected to staff a Turnaround school will be transferred. The
teacher shall be transferred to a vacancy for which that teacher is qualified at a school
within the geographic area in which the Turnaround school is located, or when no such
vacancy exists, shall be transferred to another geographic area. No teacher shall be laid
off as a result of the creation and establishment of the Tumnaround schools. All teachers
transferring from a school designated as a Tumaround school will be placed in open
positions prior to any other transfers being processed, surplus personnel being placed or

new teachers being hired.

The District and the Union will jointly develop a placement procedure for displaced
teachers that integrate teacher/principal choice, qualifications, and seniority for

interview and placement purposes.

Staffing in Transformation Scheols

A school site selection committee shall be convened for the purpose of developing the
criteria for the recruitment and selection of additional staff at Transformation schools,
These criteria shall serve as a framework to guide each site based selection team in
selecting staff. For principal selection, the district wide selection committee shall be
comprised of district level administrators, union leadership, exemplary teachers, from
effective schools and a representative of the community or a parent.

Teachers who choose to remain at the transformation schools will do so for the
tenure of this MOU. Any requests to transfer out of the school must be

approved by the superintendent.

Teachers at the Transformation schools will pilot when available, the new Teacher
Development and Evaluation process for the St. Lowis Public Schools.

Collaborative Review Process

The monitoring tools utilized by the Instructional Leadership Teams will be used to
give recommendations to the Superintendent and the Union President.

Union Liaison Coordinator

SLPS will employ a lead coordinator for Turnaround and Transformation schools. The
coordinator will be a member of AFT St. Louis and and be mutnally selected by the
Union President and the Superintendent. The turnaround school coordinator will work
collaboratively with the Superintendent’s designated turnaround school manager to
oversee the implementation of the school improvement efforts including the review
process. The Coordinator position is contingent upon future SIG funding.
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ACKNOWLEDGED AND AGREED TO BY:

AMERICAN FEDERATION OF TEACHERS . ON BEHALF OF THE
ST, Louis SPECIAL ADMINISTRATIVE BOARD OF THE
LOCAL 420 _ TRANSITIONAL SCHOOL DISTRICT OF THE CITY
OF ST. LOoUIs
BY:
~  KELVINR., ADAMS,PHD.
SUPERINTENDENT OF SCHOOLS
DATE: _,M 15717 DATE:
e pren s YUY e
RICK SULLIVAN
_ PRESIDENT AND
CHIEF EXECUTIVE OFFICER

’a{’ :
W | %-’ " " DATE:
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:ﬁg}ﬁ;’r Board Resolution

-

Yate; November19, 2010 Agenda ltem: é‘_; “'/é‘}_’ﬁﬂg

Dr. Kelvin R. Adams, Superintendent information:
‘rom: Dr. Carlinda Purcell, Dep, Supt. - Academics Action: X
Action to be Approved: Other Transaction Descriptors:
X Memorandum of Understanding
SUBJECT:

To approve a Memorandum of Understanding (MOU) with the American Federation of Teachers - St. Louis, Local 420 (AFT St.
Louis) to establish expectations to staff Turnaround and Transformation schools, and implement the goals and objectives of the

School Improvement Grant. .

BACKGROUND:
The MOU is to memorialize the intent of the District and AFT St. Louis that teachers and administrators in these schools will

work collaboratively to create effective learning environments for students. Teachers, other school staff and parents will have a
voice in implementing the goals and objectives of the School improvement Grant.

Accountability Plan Goal: Goal II: Highly Qualified Staff Objective/Strategy: IL.B.1.
FUNDING SOURCE: (Location Code) - (Project Code) - (Fund Type) - (Function) - (Object Code)
Fund Source: - - - - Requisition #:
Amount: Not Aﬁblicable
Fund Source: - - - - . Requisition #:
Amount:
Ft;nd Source: ' - - - - Requisition #:
Amount:
Cost not to Exceed: Not Applicable l Pending Funding Availability = Vendor #:
Depart 3 Assoc. Sup. Of Inngyative Services
; T, : Angela Banks, interirn Budget Director
I
Bl ude, Dep. Supt./~ Institutional Advancement EnogMoss, CFO/Treasurer
T N\ Dr. Carlindla Pdrcell, Dep. Supt. - Academics i Dr. Kelvin R. Adams, Superintendent
ed 7/6/10 Reviewed By Reviewed By Reviewad Ry
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