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ROCKFORD PUBLIC SCHOOLS DISTRICT 205

LAST BEST AND FINAL PROPOSAL
THE FOLLOWING IS A SUMMARY OF KEY PROPOSAL HIGHLIGHTS
BY CONTRACT SECTION AND SUBJECT

This offer includes the tentative agreements that have been reached by the parties during almost 30 bargaining sessions
over the past nine months. The District believes that this offer provides a brighter future for our students and our
community, a competitive new contract for our teachers and economic predictability for Rockford Public Schools.

SPECIAL EDUCATION
ARTICLE 21, SECTION A

PROPOSAL

The District has already agreed that the Tentative Agreement included a scrivener’s error and that the
phrase “or uncompensated planning time” remains in the contract.

The District proposes modifying the current language to reflect the current criteria for receiving
missed paraprofessional pay as follows:

IEP required paraprofessionals (i.e., one-to-one paraprofessionals) shall be in place within twenty
(20) days from the date of the IEP. “Days” shall mean days when the District offices are open. Staff
members shall be eligible for compensation at the lost planning period rate for each thirty (30)
minutes after the twenty (20) day grace period when the one-to-one paraprofessional is absent so
long as the staff members submit their request for missed paraprofessional pay in the pay period
in which such request meets the following criteria:

The request for pay includes the teacher’s, paraprofessional’s and student’s
attendance.

The requesting teacher is assigned to teach regular education classes.

The student with the one-to-one paraprofessional does not have “Learning Disability”
or “Speech/Language” as a primary eligibility.

More than twenty (20) days have passed since the earlier of (1) the most recent IEP
was drafted specifying the need for a one-to-one paraprofessional or (2) the
placement of the paraprofessional.

The total minutes requested by the teacher do not exceed the number of minutes in
the student’s IEP.

The assigned paraprofessional was absent and a substitute / another adult was not in
the class.

NOTE: If there is more than one student in the class with an assigned paraprofessional,
compensation for missed paraprofessional pay will only be paid if all paraprofessionals
are absent, in which case the compensation will be based upon the number of minutes of
the student who has the greatest number of paraprofessional minutes.
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Clarifying Paraprofessional Pay for Missed Support.

We want to make sure teachers are compensated fairly when paraprofessional support is missing, and
that the process for requesting that compensation is consistent, accurate, and easy to follow.

Let’s start here.

There was a small error in the Tentative Agreement. We’ve already acknowledged that. The phrase
“or uncompensated planning time” was left out by mistake, and it absolutely remains in the contract.

What We're Proposing.

We're updating the contract language to reflect the current criteria that have already been in use.
Criteria that were agreed to by both the District and REA, and that staff are already familiar with.

Here’s how it works:

For IEP-required paraprofessionals (one-to-one roles), the District ensures coverage is in place within
20 business days of the IEP date.

If that paraprofessional is absent after the 20-day window and not replaced, teachers may request
compensation at the lost planning period rate, as long as:

e The request is submitted during the same pay period

e Itincludes attendance records for the teacher, student, and paraprofessional

e The teacherisin a regular education assignment

e The student’s IEP doesn’t list “Learning Disability” or “Speech/Language” as their primary

eligibility
e The request doesn’t exceed the number of minutes in the student’s IEP
e No substitute or other adult was present in the classroom

Note - If multiple students have paraprofessionals assigned, compensation is only provided if all
paraprofessionals are absent. In that case, payment is based on the student with the highest number
of paraprofessional minutes.

Why This Matters.

This update isn’t introducing something new; it’s simply aligning the contract language with what'’s
already happening across our schools:
e The request process has been in place since 2023
e The eligibility criteria reflect a 2004 arbitration agreement
e The system is already well understood by teachers, principals, special education leaders, and
the Payroll team
e It also helps reduce errors and delays in processing, making the entire process more
predictable and equitable for everyone involved.

Based on actual data from prior years, the total projected cost for this updated language from FY26 to
FY28 is approximately $482,625.

We believe that’s a responsible investment. One that protects planning time, supports teachers, and
upholds the quality of services for students with IEPs.
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This proposal ensures that when paraprofessionals are absent, our teachers are respected, our
processes are clear, and our commitment to special education remains strong.

SPECIAL EDUCATION

ARTICLE 21, SECTION D

PROPOSAL The District does not agree to delete the following previously agreed upon language and stands by the
tentative agreement reached with the REA:
Note: Special Education Teachers (Resource, Instructional, Co-Taught, Self-Contained) who have
accepted a sixth (6th) assignment will have their maximum caseload increased by no more than
three (3). Such increase will not exceed 20 students.
RATIONALE Clarifying Caseloads When Teachers Choose More
Some teachers choose to take on more.
And when they do, they deserve to be compensated fairly, with expectations that are clear and
reasonable.
What We're Proposing
We’re keeping a provision that outlines how caseloads adjust when a special education teacher
voluntarily accepts a sixth assignment.
Here’s how it works:
e The teacher must choose to take on a sixth instructional assignment
e Inreturn, they receive a 20% pay increase
e Their maximum caseload may increase by no more than three students, capped at 20
students total
This applies to special education teachers in Resource, Instructional, Co-Taught, and Self-Contained
classrooms.
Why This Makes Sense
e This is not a requirement, no teacher is forced into a sixth assignment
e It's a meaningful pay increase for those who opt in
e The caseload adjustment is limited, transparent, and capped
We’re simply acknowledging that more students means more responsibility, and making sure the
compensation reflects that.
It's fair.
And it’s built to support both our teachers and the students who count on them.
CosT What It Costs

Nothing additional. This provision is cost-neutral, with no new expenses for the district.
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Why We're Standing By It

This language respects teacher choice.

It gives educators a pathway to earn more, with the information they need to make the decision
that’s right for them. And it helps us serve students with IEPs in a way that’s sustainable for schools,

teams, and the people doing the work every day.

That’s why we included it and that’s why we’re keeping it.

CLASS SIZE
ARTICLE 24, SECTION A

PROPOSAL

The District proposes modifying the current language to reflect the current criteria for receiving
missed paraprofessional pay for all-day kindergarten teachers as follows:

Staff members shall be eligible for compensation when an assigned a required paraprofessional is
absent at the lost planning period rate for each thirty (30) minutes so long as the staff members
submit their request for missed paraprofessional pay in the pay period in which such request
meets the following criteria:

= The request for pay includes the teacher’s and paraprofessional’s attendance.

= The requesting individual is assigned to teach all day kindergarten.

= The class has over 23 students enrolled in it.

= The assigned paraprofessional was absent and a substitute was not assigned to the

class.

RATIONALE

Clarifying Missed Paraprofessional Pay for All-Day Kindergarten

We know that when paraprofessional support is missing, it matters. This proposal makes sure all-day
kindergarten teachers are fairly compensated when that support isn’t in place.

What We're Proposing

We're updating contract language to reflect the current criteria already in use for requesting
paraprofessional pay in all-day kindergarten settings. These are the same standards that have been
followed since 2023. Agreed to by both the District and REA, and well understood by staff, principals,
and Payroll.

Here’s how it works

All-day kindergarten teachers may request compensation at the lost planning period rate for every 30
minutes a required paraprofessional is absent, as long as the request meets these criteria:

e Therequest is submitted during the same pay period

e The teacher is assigned to all-day kindergarten

e The class has more than 23 students enrolled

e Arequired paraprofessional was assigned but absent, and no substitute was provided

e The request includes teacher and paraprofessional attendance records

Why This Matters
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This language doesn’t introduce anything new.

It simply ensures our contract reflects what’s already happening in our buildings.
e The process is already in place and familiar
e The criteria were shaped with REA input
e Everyone involved—teachers, building leaders, and Payroll-knows how to apply them
e It helps prevent confusion and reduce payroll errors

And most importantly, it protects our kindergarten teachers’ planning time when coverage falls short.
This proposal keeps things simple, fair, and familiar.

It honors the work happening in our all-day kindergarten classrooms. And ensures that when
paraprofessionals are absent and not replaced, teachers aren’t left to carry the load without support.

Protecting teacher time and respecting classroom realities should never be left unclear.

CosTt

Results in a total estimated cost for FY26 through FY28 of $435,000.

COMPENSATION

ARTICLE 30, SECTIONS B AND O

PROPOSAL The District stands by the previously agreed upon tentative agreement regarding part-time and full-
time staff recording their attendance utilizing the time-clock system.
RATIONALE Clarifying Attendance Tracking for Certified Staff

We want to make sure time and attendance is recorded accurately.

That’s why we’re standing by the language already agreed upon in the tentative agreement regarding
use of the District’s time-clock system.

This is about consistency, not control.

What We're Proposing

The process is simple:
e Part-time certified staff clock in and out each day
e  Full-time certified staff check in once daily to confirm presence

That's it.

This system is already in place across RPS 205 and nearly everyone is using it.

From paraprofessionals to administrators, staff carry one badge that serves two purposes:
1. Building access

2. Time tracking

Swipe or tap at the terminal. You’re in. You're covered.
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Why This Matters
We understand timekeeping can feel personal.
But this isn’t about distrust, it’s about accuracy and protection.
Here’s what’s real.
e Salaried employees log presence
e Hourly employees track hours
e Substitute-eligible staff use AESOP
e Others (psychologists, social workers, interventionists) don’t use AESOP, but still need a way
to document presence
When time isn't tracked clearly, errors happen and they can be serious.
We've had cases where:
e Staff who left the district kept receiving pay
e Staff who returned from leave didn’t get paid at all
e Office professionals were left guessing because there was no consistent record

And for part-time certified staff, the stakes are even higher.

We're required to report exact hours worked to TRS, and inaccurate reporting can trigger compliance
issues or worse.

This system helps prevent that.
Why It’s Fair
Clocking in is quick. It takes seconds.
And it ensures:
e Payisaccurate
e Records are complete
e Compliance is maintained
e No one falls through the cracks
This isn’t about watching the clock, It’s about watching out for each other.

This is about accountability

About clarity, not micromanagement. And it’s about making sure every staff member’s time is
respected, protected, and recorded. Just like it should be.

Let’s keep it simple, fair, and consistent for everyone.

CosT This proposal is cost-neutral.

SALARY
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PROPOSAL As previously agreed:
Year 1: 4%
Year 2: 3.5%
Year 3: 3%
RATIONALE Let’s Talk About Salary Increases

We know compensation is a big part of how we show value. That’s why the District has already agreed
to a multi-year wage proposal that’s fair, competitive, and sustainable.

And it’s more than just numbers on paper.
It’s a serious investment in the people leading our classrooms every day.
What We’re Proposing
As already agreed upon in the tentative agreement:
e Yearl:4%
e Year2:3.5%
e Year3:3%

These are base salary increases and they come on top of annual step increases (based on years of
service) and lane changes (for continued education).

Depending on where a teacher falls on the salary schedule, the actual raise could range between 3%
and 15.67% per year.

Why This Matters

Let’s break it down with real examples:

A new teacher with a bachelor’s degree currently starts at $47,958.

After retirement contributions, that’s about $43,642 take-home.

By year three of this contract, their base salary would rise to $53,171, roughly $48,386 after

deductions.

An experienced teacher at the top of the scale now earns $100,912.
By year three, that grows to $111,880 - around $101,811 after deductions.

For context, the minimum starting salary for new teachers across Illinois for 2025 - 2026 is $42,411,
and the average for experienced teachers, it’s $88,336.

RPS 205 pays above both.
And teachers work 180 days a year, making their daily pay higher than most year-round jobs.

When you add stipends for coaching, mentoring, tutoring, or taking extra classes, many teachers earn
well above their base salary.
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The Big Picture
This agreement isn’t symbolic, it's substantial.

If staffing stays stable, the District’s total investment in teacher salaries over the next three years
would increase by nearly $48 million:

e FY26 (second semester only): $4.6 million

e FY27:517.77 million

e FY28:525.58 million

That’s money going directly into the hands of educators.
Recent Developments

Even after both parties agreed to this wage structure, REA has since proposed a new demand:
e 6%inYearl
e 5.5%inYears2and3

This would dramatically increase the cost of the contract and create serious financial risk for the
District, both in immediate dollars and long-term liabilities.

Here’s why:
e The proposed increases would exceed revenue projections
e They would trigger major TRS penalties, especially for late-career teachers
e And they would set a precedent the District simply can’t afford

Just one percentage point in base salary adds approximately $2 million in cost.
The current REA demand would push us far beyond sustainable limits.
Why the Offer Is Responsible

The District’s offer was built with real-world constraints in mind:
e The State of lllinois is unlikely to significantly increase education funding in the near term
e Federal funding is uncertain, with potential cuts that would impact over 500 district-
supported positions
e And local revenue is capped by property tax limits in Winnebago County

Despite these limits, the District is still putting forward a proposal that reflects respect, recognition,
and responsibility.

This wage package aligns with:
e The District’s 2024 Tax Levy projections (which estimated salary increases around 5% per
year)
e The need to support all 4,000 employees, including those outside of the REA
e The importance of keeping budgets balanced without sacrificing student programs or future
staff investments

The Bottom Line

We’ve made a strong offer that:
e Provides real raises
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Cost

e Protects benefits
e Exceeds state averages
e Invests millions into teacher compensation

And we’ve done it while protecting the long-term stability of RPS 205.
This isn’t about doing the minimum. It’s about doing what’s right for educators, students, and for the

future of public education in Rockford.

FY 26 Cost*= $4,600,660
FY 27 Cost=$17,771,094
FY 28 Cost= $25,578,682

*Calculated cost is for the FY26 second semester only as the District is not proposing retroactive pay.

RETROACTIVE PAY
ARTICLE 30

PROPOSAL Under the language in the expired contract, staff do not receive step and lane increases after the
contract has expired or has been terminated. The District continues to maintain that pay increases will
be effective as of the date of ratification.

RATIONALE Clarifying Our Approach to Retroactive Pay

We want to be transparent about how pay increases are applied under the current proposal.
And why we continue to support an approach that’s responsible, fair, and sustainable.
What the Contract Says
Under the terms of the expired contract, step and lane increases do not continue automatically after
the agreement has expired or been terminated. As such, the District maintains that any new pay
increases will take effect as of the date of ratification of a new agreement.
This isn’t a new position.
It reflects standard practice and the language of our previous contracts.
Our Commitment to Fair Compensation
The District remains committed to increasing pay in a way that’s:
e Respectful of staff contributions
e Sustainable for our long-term budget

e Aligned with what's best for students and schools

When the previous agreement expired on July 1, 2025, we were ready to reach a new deal.
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We approached the table in good faith, hoping to avoid the complications that retroactive pay can
bring.

Not because we wanted to delay raises, but because we wanted a clean, timely resolution.

Why Retroactive Pay Creates Real Challenges

While the idea of “back pay” can sound simple in theory, the reality is far more complex.

Extra-duty roles like coaching, sixth periods, and stipends are tied to base salary.

Any increase retroactively impacts each of those assignments.

These adjustments often span two tax years, which adds complexity to payroll reporting and TRS
compliance. TRS requires detailed, period-by-period reporting, and inaccuracies, no matter how small,
can result in serious penalties.

Additionally, some employees have since left the district. Issuing back pay to former staff reallocates
funds away from the current team members who are here today, serving students and keeping our

schools running.

These aren’t just technicalities. They’re real-world considerations that affect accuracy, fairness, and
our ability to deliver pay that’s both meaningful and manageable.

This proposal isn’t about avoiding compensation.

It’s about honoring the work that’s happening now while protecting the integrity of our systems and
the strength of our future.

Cost

By beginning salary increases at the point of ratification, the District is able to:
e Provide certainty and simplicity for payroll
e Avoid risk of TRS noncompliance
e Focus financial resources on current staff

This approach results in an anticipated savings of $4.6 million.

Funds that help us remain flexible, balanced, and responsive to student and staff needs in the years
ahead.

RETIREMENT INCENTIVES
ARTICLE 32

PROPOSAL

The District proposes maintaining the current retirement incentives which includes agreed upon
changes in Section A (as set forth below), but with the exception of deleting the following sentence as
it is no longer applicable: “Notwithstanding, any additional sick days awarded pursuant to Section B of
this Article shall be deducted from the accumulated days when calculating the severance payment.”

The District also proposes to subsidize the premiums for retirees at the current limits for upcoming
retirees. However, since individuals who fall under the Tier 2 statutory criteria cannot retire with TRS
before the age of 62, the District has included language distinguishing Tier 2 from Tier 1 in order to
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avoid confusion and misunderstanding. As to Tier 1 individuals, since they can retire at age 55, the
District has not proposed changing the age to receive the retirement incentive for Tier 1 teachers.

In addition to clarifying the age at which individuals are able to retire with TRS benefits, the District
has also proposed eliminating the language regarding coordination of benefits. (see the language with
the strike through in Section B below).

Section A: Severance Pay
1. To receive the severance benefits enumerated in this article, retirement notice shall be
submitted by March 1 of the school year prior to the school year at the end of which the member
intends to retire, unless otherwise mutually agreed.
2. Once submitted, notice of retirement is irrevocable, except in the event of a death of a spouse
or life partner, or at written request of the staff member based upon a compelling emergency as
determined at the sole discretion of the Board, which decision shall be nonprecedential and not
grievable.
3. If the member fails to submit the timely notice of the intent to retire, the member will not
receive any of the benefits outlined in this article. However, if there is a mutually agreed upon
settlement of retirement, the member would receive the severance and health insurance
agreement outlined in this article, but not the incentive pay.
4. If there are changes made to the way that pensions are funded by the Illinois Legislature, the
District will honor any timely notice of retirement submitted prior to the passage of the Act but is
not required to accept any new such notices. Any retirement incentive going forward shall be
negotiated.
5. Staff members possessing a minimum of ten (10) years of service with the District shall be
eligible for a retirement severance payment computed by multiplying the staff member’s last
daily rate of pay by twenty percent (20%) of accumulated sick leave days in excess of 105. This
payment shall be made after the staff member’s receipt of their final paycheck from the District
for services rendered, subject to the exception appearing below.
The severance payment shall be made either with or prior to receipt of the staff member’s final
paycheck, either in whole or part, to the extent such payment will not cause the staff member’s
TRS creditable earnings for the year to exceed the staff member’s prior year’s TRS creditable
earnings by a factor of six percent (6%).
6. Any accumulated sick days used towards credited service with the ITRS will not be counted in
the calculation of severance pay.
7. The following are ineligible to receive any severance payment:

a. Any staff member whose dismissal is sustained by the lllinois State Tenure Commission.

b. Any staff member who is dismissed or who resigns at the request of the Board, if the

dismissal or request for resignation is deemed to be for just cause by the Association.
c. Any staff member who leaves the system contrary to the provisions of the lllinois State
Tenure Act, or contrary to the terms of his their employment contract.
d. Any staff member who has previously received this benefit from the District.

Section B: Retirement Insurance Incentive
Staff must meet the below eligibility criteria to receive the benefits in this Article:

e For TRS Tier 1 staff who submitted an irrevocable notice of retirement to the Human
Resources Department by March 1 of the school year prior to the school year at the end of
which the member intends to retire Be at least 55 years of age at the time of retirement
and have at least ten (10) years of service.

e For TRS Tier 2 staff who submitted an irrevocable notice of retirement to the Human
Resources Department by March 1 of the school year prior to the school year at the end of
which the member intends to retire: Be at least 62 years of age at the time of retirement
and have at least ten (10) years of service.
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Retiring staff members may enroll in a medical insurance plan provided by the Illinois Teachers
Retirement System (TRIP Managed Care Plan or TCHP) and the Board will pay the full premium to
the TRS each year until the end of the school year in which the retiree turns 65. If the individual
retiree enrolls in the TRIP Managed Care Plan, there will be no contribution by the retiree. If the
individual retiree enrolls in the TCHP the retiree will reimburse the District for one-half of the
TCHP premium. At the end of that school year in which the retiree turned 65, the Board'’s
obligation to the retiree for any insurance contribution ceases.

Let’s Talk About Retirement Incentives
We’ve been working hard to modernize how we support teachers as they transition into retirement.
The goal has always been simple. Make it fair, flexible, and financially sustainable.
The tentative agreement we reached earlier this fall included a thoughtful solution:
e Aclear retirement pipeline
e Ashift away from unpredictable insurance subsidies
e Long-term savings for the district
e Long-term security for staff
However, the REA did not approve that agreement.
Instead, they’re asking the District to keep subsidizing TRS health insurance premiums.

A practice that no longer aligns with how the retirement system works.

They’ve also proposed changes to the retirement pipeline that, based on financial modeling, would
likely trigger costly TRS penalties for nearly all future retirees.

We’ve also heard that some members didn’t fully understand or trust the original retirement pipeline.
That matters, because trust matters.
So here’s what we’re proposing now.
What Stays the Same:
We'll keep our existing retirement incentives, with updates that reflect the current landscape.
That includes:
e Severance Pay for qualifying retirees
e Aclearly defined retirement age for Tier 1 and Tier 2 TRS members
e Continued support for TRS health insurance premiums up to age 65, under the same terms
currently offered
But we’re also making adjustments for clarity and sustainability:

e Removing outdated language tied to past practices
e Eliminating the requirement for the District to coordinate two separate insurance plans
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e Distinguishing eligibility criteria for Tier 1 and Tier 2 employees to prevent confusion
Why This Matters.

The retirement system has changed:
e The Early Retirement Option (ERO) ended in 2016
e Tier 1 teachers face TRS penalties if they retire before 60
e Tier 2 teachers can’t retire with TRS benefits before age 62, and are penalized if they leave
before 67

Our current incentive model hasn’t kept up. In fact, it may unintentionally push educators to make
retirement decisions that hurt them financially.

At the same time, these incentives create long-term liabilities for the district.
e Subsidized retiree health benefits can last up to a decade per retiree
¢ Maedical inflation is running at 7-9% annually
e Retirees often have higher healthcare use, increasing costs
e Coordinating dual coverage plans creates an administrative burden with unpredictable
expenses

This is a real strain on district finances, at a time when we’re working hard to protect resources for
students, staff, and future growth.

This is not about taking something away.
It’s about building something better.
Something that respects our educators while aligning with the realities we all face.
We remain committed to offering a retirement benefit that:
e Supports educators with dignity
e Avoids penalties and protects long-term income

e Is financially manageable for the district

We’'ll keep showing up to find common ground, clarity, and care. With a focus on doing what’s right
for the people who lead our classrooms and the students who depend on them.

Because retirement should be a milestone worth celebrating, not a financial minefield.

By withdrawing the proposed pipeline program, the District will no longer realize long-term savings.
Instead, the District will continue to incur a projected cost of $1,150,000 per year.
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RPS 205

| MOST RECENT OFFER

Let's Walk Through the Offer
What follows is a summary of the key highlights from the District's
final proposal, organized by contract section and subject.

This offer reflects the progress made through nearly 30 bargaining
sessions over the past nine months.

It includes all tentative agreements reached between the District
and REA.

We believe this proposal moves us forward with a brighter future
for students and schools, a competitive contract for our teachers,
and long-term financial stability for Rockford Public Schools.

It's a shared step toward what matters most.
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Clarifying Our Approach To Retroactive Pay

Special Education | Article 21, Section D
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Special Education | Article 21, Section A
Clarifying Paraprofessional Pay For Missed Support

Class Size | Article 24, Section A
Clarifying Missed Paraprofessional Pay For All-Day Kindergarten

Compensation | Article 29, Sections B And O
Clarifying Attendance Tracking For Certified Staff

Retirement Incentives | Article 32
Let's Talk About Retirement Incentives

Insurance Cost

Tentative Agreements



SALARY | APPENDIX A

Proposal

Let's Talk About Salary Increases

We know compensation is a big part of how we show value. That's why
the District has already agreed to a multi-year wage proposal that's fair,
competitive, and sustainable.

What We're Proposing
As already agreed upon in the tentative agreement:

e Year 1: 4% in addition to Step, Lane & Stipends
e Year 2: 3.5% in addition to Step, Lane & Stipends
e Year 3: 3% in addition to Step, Lane & Stipends

Depending on where a teacher falls on the salary schedule,
the actual raise could range between 3% and 15.67% per year.

+ COMMON
STIPENDS
(e.g, coaching,
mentoring)

BASE RAISE

(4%, 3.5%, 3%)
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Proposal

RPS 205 Provides Solid Wages

In the 2024-2025 school year, over one-third TEA!HER
of RPS 205 teachers earned more than 5 EARNED

$100,000.
128

e 190 part-time & full-time teachers TEACHERS
earned less than 50K (full-time new EARNED
teachers earned at least $47,958) 592

TEACHERS
e 490 teachers earned 50-74K 69 3 EARNED

TEACHERS
EARNED

e 693 teachers earned 75-99K TEﬁﬁ:Egs

e 592 teachers earned 100-124K 490
TEACHERS

EARNED
e 128 teachers earned 125-149K ~1 90

TEACHERS
EARNED

e 5teachers earned $150+

1 teacher earned $199,575




1ST-YEAR BILINGUAL TEACHER

This educator is in her first year of teaching,
leading a bilingual first-grade classroom filled
with newcomer students.

Her starting salary is $47,958. By year three
of the contract, her salary would increase to
$57,687.

Earning her a salary increase of $9,729
over the 3 year contract.

That growth is more than a number.
It's a message that we see you and value
what you do.

FY26

FY27

FY28

49,877

$49,877

53,814

$49,877 + 3.5% raise + step = $53,814

57,687

$53,814 + 3% raise + step = $57,687



12-YEAR CLASSROOM
TEACHER & MENTOR

This educator mentors new staff, leads his
grade-level team, and co-leads the school's
student voice council. His current salary
is around $79,000.

With the proposed increases and ongoing
step movement, he's projected to earn
$87,000+ by year three.

Add in stipends for his leadership roles, and
his income will continue to grow. What keeps
him here? The relationships. The leadership
opportunities. The chance to make systems
better for kids and colleagues alike.

FY26

FY27

FY28

79,529

$79,529

84,507

$79,529 + 3.5% raise + step = $84,507

$84,507 + 3% raise = $87,042

87,042




27-YEAR HISTORY
TEACHER & COACH

She teaches U.S. History, helping students
connect their lives to the world around them.
She also coaches track spending afternoons
and weekends on the field.

Right now, she earns $100,912 in base pay.
By the end of this contract, that would
increase to $111,880—or about $101,811
take-home after retirement deductions.

She also earns a stipend for coaching,
which adds to both her paycheck and
her sense of purpose.

FY26

FY27

FY28

$104,949

$104,949 + 3.5% raise = $84,507

$108,622 + 3% raise = $111,880

104,949

108,622

111,880
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Why the Offer Is Responsible

The District's offer was built with real-world constraints in mind:

e The State of Illinois is unlikely to significantly increase education
funding in the near term

e Federal funding is uncertain, with potential cuts that would impact
over 500 district-supported positions

e And local revenue is capped by property tax limits
in Winnebago County

Despite these limits, the District is still putting forward a proposal
that reflects respect, recognition, and responsibility.

The Bottom Line

We've made a strong offer that:

Provides real raises

Protects benefits

Exceeds state averages

Invests millions into teacher compensation

And we've done it while protecting the long-term stability of RPS 205.

This isn't about doing the minimum. It's about doing what's right for
educators, students, and for the future of public education in Rockford.




SALARY | APPENDIX A

Recent Developments & Associated Costs

Although both parties agreed to the 4%, 3.5%, 3% wage structure,
REA now instead seeks much higher increases:

e Year1:6%
e Year2:55%
e Year 3:55%

This would dramatically increase the cost of the contract and create
serious financial risk for the District, both in immediate dollars and
long-term liabilities.

Here's why:

e The proposed increases would exceed revenue projections
e They would trigger major TRS penalties, especially
for late-career teachers
e And they would set a precedent the District simply can't afford

The current REA demand would push us far beyond sustainable limits.

*Calculated cost is for the FY26 second semester only as the District is not proposing
retroactive pay.

FY 26

FY 27

FY 28

$12.62M

$17.77M

$25.01M

$25.58M

$38.17M

REA Total
$75.80M

District Total
$47.95M
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RETROACTIVE PAY | ARTICLE 29

Proposal

Clarifying Our Approach to Retroactive Pay

What the Contract Says

Under the terms of the expired contract, step and lane increases do not
continue automatically after the agreement has expired or been
terminated.

As such, the District maintains that any new pay increases will take
effect as of the date of ratification of a new agreement.

This isn't a new position.

It reflects standard practice and the language of our previous contracts.

Our Commitment to Fair Compensation
The District remains committed to increasing pay in a way that's:

e Respectful of staff contributions
e Sustainable for our long-term budget
e Aligned with what's best for students and schools

When the previous agreement expired on July 1, 2025, we were ready to
reach a new deal. We approached the table in good faith, hoping to
avoid the complications that retroactive pay can bring.

Not because we wanted to delay raises, but because we wanted a
clean, timely resolution.

11
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Proposal

Why Retroactive Pay Creates Real Challenges

While the idea of “back pay” can sound simple in theory, the reality
is far more complex.

Extra-duty roles like coaching, sixth periods, and stipends are tied
to base salary.

Any increase retroactively impacts each of those assignments.

These adjustments often span two tax years, which adds complexity
to payroll reporting and TRS compliance. TRS requires detailed,
period-by-period reporting, and inaccuracies, no matter how small,
can result in serious penalties.

Additionally, some employees have since left the district. Issuing back
pay to former staff re-allocates funds away from the current team
members who are here today, serving students and keeping our schools
running.

Cost: By beginning salary increases at the point of ratification,
the District is able to:

e Provide certainty and simplicity for payroll
e Avoid risk of TRS noncompliance
e Focus financial resources on current staff

This approach results in an anticipated savings of $4.6 million.

Funds that help us remain flexible, balanced, and responsive to student
and staff needs in the years ahead.

12




SPECIAL EDUCATION | ARTICLE 21, SECTION D

Proposal

Clarifying Caseloads When Special
Education Teachers Choose More

Some teachers choose to take on more. And when they do, they deserve
to be compensated fairly, with expectations that are clear and reasonable.

What We're Proposing

We're keeping a provision that outlines how caseloads adjust when
a special education teacher voluntarily accepts a sixth assignment.

Here’s how it works:

e The teacher must choose to take on a sixth
instructional assignment
In return, they receive a 20% pay increase

e Their maximum caseload may increase by no more
than three students, capped at 20 students total

A teacher makes $80,000/annually. They decided to teach an
additional class. They will receive a 20% increase in their pay.

Their salary is adjusted to $96,000 while

This applies to special education teachers in Resource, Instructional, ) T
they are teaching the additional class.

Co-Taught, and Self-Contained classrooms.




SPECIAL EDUCATION

| ARTICLE 21, SECTION D

Why This Makes Sense

e This is not a requirement, no teacher is forced into a sixth
assignment

e It's a meaningful pay increase for those who opt in

e The caseload adjustment is limited, transparent, and capped

We're simply acknowledging that more students means more
responsibility, and making sure the compensation reflects that.

It's fair. And it's built to support both our teachers and the students
who count on them.

Why We're Standing By It

This language respects teacher choice.

It gives educators a pathway to earn more, with the information they
need to make the decision that's right for them. And it helps us serve
students with IEPs in a way that's sustainable for schools, teams, and
the people doing the work every day.

Cost: This provision is cost-neutral, with no new expenses
for the district.
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Proposal

Clarifying Paraprofessional Pay for Missed Support

We want to make sure teachers are compensated fairly when
paraprofessional support is missing, and that the process for
requesting that compensation is consistent, accurate, and easy
to follow.

Let’s start here.

What We're Proposing

We're updating the contract language to reflect the current criteria
that have already been in use. Criteria that were agreed to by both
the District and REA, and that staff are already familiar with.

Here’s how it works:

For IEP-required paraprofessionals (one-to-one roles), the District
ensures coverage is in place within 20 business days of the IEP date.

If that paraprofessional is absent after the 20-day window and not
replaced, teachers may request compensation at the lost planning
period rate, as long as:

e Therequest is submitted during the same pay period

e |tincludes attendance records for the teacher, student,
and paraprofessional

e The teacheris in a regular education assignment

e The student’s IEP doesn't list “Learning Disability”
or “Speech/Language” as their primary eligibility

e The request doesn't exceed the number of minutes
in the student's IEP

e No substitute or other adult was present in the classroom

15
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Why This Matters

This update isn’t introducing something new; it's simply aligning the

contract language with what's already happening across our schools:

e Therequest process has been in place since 2023

e The eligibility criteria reflect a 2004 arbitration agreement

e The system is already well understood by teachers, principals,
special education leaders, and the Payroll team

e [talso helps reduce errors and delays in processing,
making the entire process more predictable and equitable
for everyone involved.

Note - If multiple students have paraprofessionals assigned,
compensation is only provided if all paraprofessionals are absent.
In that case, payment is based on the student with the highest
number of paraprofessional minutes.

Cost: Based on actual data from prior years, the total projected cost for
this updated language from FY26 to FY28 is approximately $482,625.

We believe that's a responsible investment.

One that protects planning time, supports teachers, and upholds
the quality of services for students with IEPs.

This proposal ensures that when paraprofessionals are absent, our
teachers are respected, our processes are clear, and our commitment
to special education remains strong.

16
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Proposal

Clarifying Missed Paraprofessional
Pay for All-Day Kindergarten

We know that when paraprofessional support is missing, it matters.
This proposal makes sure all-day kindergarten teachers are fairly
compensated when that support isn't in place.

What We're Proposing

We're updating contract language to reflect the current criteria already
in use for requesting paraprofessional pay in all-day kindergarten
settings. These are the same standards that have been followed since
2023. Agreed to by both the District and REA, and well understood by
staff, principals, and Payroll.

Here’s how it works:

All-day kindergarten teachers may request compensation at the lost
planning period rate for every 30 minutes a required paraprofessional
is absent, as long as the request meets these criteria:

The request is submitted during the same pay period
The teacher is assigned to all-day kindergarten

The class has more than 23 students enrolled

A required paraprofessional was assigned but absent,
and no substitute was provided

e Therequest includes teacher and paraprofessional
attendance records

17
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Why This Matters

This language doesn’t introduce anything new.

It simply ensures our contract reflects what's already happening
in our buildings.

e The process is already in place and familiar

e The criteria were shaped with REA input

e FEveryone involved—teachers, building leaders, and Payroll—-knows
how to apply them

e |t helps prevent confusion and reduce payroll errors

And most importantly, it protects our kindergarten teachers’ planning
time when coverage falls short.

This proposal keeps things simple, fair, and familiar.

It honors the work happening in our all-day kindergarten classrooms.
And ensures that when paraprofessionals are absent and not replaced,
teachers aren't left to carry the load without support.

Cost: Results in a total estimated cost for FY26 through FY28
of $435,000.

18




COMPENSATION | ARTICLE 29, SECTIONS B AND O

Proposal

Clarifying Attendance Tracking for Certified Staff

We want to make sure time and attendance is recorded accurately.

That's why we're standing by the language already agreed upon in the
tentative agreement regarding use of the District's time-clock system.
This is about consistency, not control.

What We're Proposing

The process is simple:

e Part-time certified staff clock in and out each day
e Full-time certified staff check in once daily to confirm presence

That's it. This system is already in place across RPS 205.
Other bargaining units, as well as other salaried and hourly
employees use this system, including administrative staff.

From paraprofessionals to administrators, staff carry one badge
that serves two purposes:

1. Building access
2. Time tracking

Swipe or tap at the terminal. You're in. You're covered.
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Why This Matters

We understand timekeeping can feel personal.
But this isn't about distrust, it's about accuracy and protection.
Here's what's real.

Salaried employees log presence

Hourly employees track hours

Substitute-eligible staff use our absent management system
Others (psychologists, social workers, interventionists) don't
use our absent management system, but still need a way

to document presence

When time isn't tracked clearly, errors happen and they can be serious.

We've had cases where:

e Staff who left the district kept receiving pay

e Staff who returned from leave didn't get paid at all

e Office professionals were left guessing because there was no
consistent record

And for part-time certified staff, the stakes are even higher.
We're required to report exact hours worked to the Teacher's Retirement
System (TRS), and inaccurate reporting can trigger compliance issues

or worse.

This system helps prevent that.

20
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Why It's Fair

Clocking inis quick. It takes seconds.
And it ensures:

Pay is accurate

Records are complete
Compliance is maintained

No one falls through the cracks

This isn't about watching the clock, It's about watching
out for each other.

This is about accountability

About clarity, not micromanagement. And it's about making sure every
staff member's time is respected, protected, and recorded. Just like it
should be.

Let's keep it simple, fair, and consistent for everyone.

Cost: This proposal is cost-neutral.
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Proposal

Let’s Talk About Retirement Incentives

We've been working hard to modernize how we support teachers
as they transition into retirement.

The goal has always been simple. Make it fair, flexible,
and financially sustainable.

The tentative agreement we reached earlier this fall included
a thoughtful solution:

e Clear annual increases raising pay 20%
over a teachers final four working years
e A shift away from unpredictable insurance subsidies
e |ong-term savings for the district
e [ong-term security for staff

However, the REA did not approve that agreement.

Instead, they're asking the District to keep subsidizing retiree health
insurance premiums.

A practice that no longer aligns with how the retirement system works.

They've also proposed changes to the District's final four year proposal
that, based on financial modeling, would likely trigger costly TRS
penalties for the district not the employee.

We've also heard that some members didn't fully understand
or trust the original final four year proposal.

That matters, because trust matters.
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Proposal

So Here's What We're Proposing Now.

What Stays the Same: We'll keep our existing retirement incentives,
with updates that reflect the current landscape.

That includes:

e Severance Pay for qualifying retirees

e Aclearly defined retirement age for Tier 1 and Tier 2 Teacher's
Retirement System (TRS) members

e Continued support for TRS health insurance premiums
up to age 65, under the same terms currently offered

But we're also making adjustments for clarity and sustainability:

e Removing outdated language tied to past practices

e FEliminating the requirement for the District to coordinate
two separate insurance plans

e Distinguishing eligibility criteria for Tier 1 and Tier 2 employees
to prevent confusion
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Why This Matters

The retirement system has changed:

e The Early Retirement Option (ERO) ended in 2016

e Tier 1 teachers face TRS penalties if they retire before 60

e Tier 2 teachers can't retire with TRS benefits before age 62,
and are penalized if they leave before 67

Our current incentive model hasn't kept up. In fact, it may
unintentionally push educators to make retirement decisions that hurt
them financially.

At the same time, these incentives create long-term liabilities
for the district.

e Subsidized retiree health benefits can last up to a decade
per retiree

e Medical inflation is running at 7-9% annually

e Retirees often have higher healthcare use, increasing costs

e Coordinating dual coverage plans creates an administrative
burden with unpredictable expenses

This is a real strain on district finances, at a time when we're working
hard to protect resources for students, staff, and future growth.
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Why This Matters

This is not about taking something away.

It's about building something better.

Something that respects our educators while aligning with the realities
we all face.

We remain committed to offering a retirement benefit that:

e Supports educators with dignity
e Avoids penalties and protects long-term income
e s financially manageable for the district

We'll keep showing up to find common ground, clarity, and care.
With a focus on doing what's right for the people who lead our
classrooms and the students who depend on them.

Because retirement should be a milestone worth celebrating,
not a financial minefield.

Cost: By withdrawing the proposed pipeline program, the District
will no longer realize long-term savings.

Instead, the District will continue to incur a projected cost
of $1,150,000 per year.
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Let's Talk About Insurance Cost

When we talk about compensation, we know it's about more
than your salary. It's about what actually lands in your paycheck,
after everything else.

That's why we've worked hard to keep your health insurance costs

fair and predictable—and why there are no proposed contract changes
to health insurance. Your coverage and contributions would remain
the same.

Two Options That Offer Real Choice and Real Value.
1. High-Deductible Health Plan (HDHP)

e S0 monthly premiums for every coverage level

e Deductibles: $2,500 (single) / $5,000 (family)

e Annual HSA contributions from the District: S$800-$1,750
2. PPO Plan

e Monthly premiums from $71.64 (single) to $634.15 (family)

e Deductibles: $1,000 (single) / $2,000 (family)
e Per paycheck deduction: Single: $35.82 / Family: $317.07

Rising Costs, Stable Contributions

Yes, healthcare costs keep climbing across the country. But your share
stays the same.

e Single coverage: Employees pay 7%
e All other coverage: Employees pay 20%

That hasn't changed, and it won't under this offer.
Let's talk about what this actually looks like in your paycheck.

A new teacher moving from Step 1 to Step 2 sees
a raise of about $155 per paycheck.

Even with family coverage, that teacher still takes home
$130 more per paycheck.

This is where salary, benefits, and real life come together.
Your healthcare costs are stable, and your pay is going up.

We've built these options to fit your life.
26




TENTATIVE AGREEMENTS

What We've Already Agreed On

Throughout this process, both the District and REA have found
common ground on several important issues. These tentative
agreements reflect the collaborative progress we've made together.

It was agreed that the following articles remain unchanged

with the exception of eliminating gender specific language and/or minor
typographical changes: Article 1, 5, 6,9, 10, 11, 23, 26, 32, 34,

35, 36, 39, 40 and 41

Article 2: Updated to reflect non-discrimination statutes.

Article 3: Clarifies that the District will pay negotiating team members
when they are released early from school for contract negotiations
(changes release time from noon to 2:30p).

Article 4: Includes minor language change to substitute a date certain
for future contract negotiations with an indication that negotiations
would start by April 1 of the year in which the contract expires.

Article 6: Eliminates antiquated language and requirement for printed
materials instead of electronic documents (e.g., the Evaluation Plan).

Article 7: Increases days in which to file grievance from 10 days
to 15 days and clarified parties who are to attend the Grievance /
Communication Committee.

Article 8: Streamlines mentoring program language to allow
Professional Development Team to adjust mentoring program
as needed.

Article 12: Clarifies that surplused teachers who apply for a vacant
position and who otherwise possess the required qualifications have
preference over new hires and changed recall of staff members who are
subject to a reduction in force to reflect the criteria in state law.
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TENTATIVE AGREEMENTS

What We've Already Agreed On

Article 13: Reflects current practice that Roosevelt follows the hiring
practices set forth Article 12 instead of the streamlined hiring process
for summer school.

Article 14: Clarifies the notice requirements for staff who are subject
to the disciplinary process.

Article 15: Updates antiquated language related to staff facilities and
affirmed that staff who are not assigned a classroom may work with
the building committee and principal to find a suitable workspace.

Article 16: Eliminates the need to print the Student Code of Conduct
for teachers and instead providing access to the Student Code

of Conduct in electronic format. In addition, the negotiating team
collaboratively developed a flow chart for teachers to use when
seeking to permanently remove a student from a classroom.

Article 17: Updates language to reflect statutory changes including
the elimination of student growth metrics from the teacher evaluation
and requiring tenured staff to be evaluated once every 3 years instead
of every 2 years.

Article 18: Updates and clarifies the role of the building committee
and agrees to reiterate that technology support is available to students
and staff.

Article 19: Updates language related to teaching resources.

Article 20: Eliminates antiquated language related to district-wide
forms. In addition, includes an MOU for reconstituting the Early
Childhood Committee and Bilingual Committee on a pilot basis
through the end of the 2026/2027 school year.

Article 21: Provides a procedure for the workload of a special education
teacher to be reviewed upon request.

Article 22: Adds 2 non-consecutive professional leave days for IEP case
managers to complete IEP paperwork (for a total of 4 professional leave
days). The additional 2 leave days require supervisor approval.
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TENTATIVE AGREEMENTS

What We've Already Agreed On

Article 24: Provides overage pay for bilingual teachers when
class size exceeds 90% of contract maximum. The estimated
cost is $125,000 per year.

Article 25: Updates language to reflect the lllinois School Code’s

definition of immediate family and eliminated ability of staff to "borrow”

sick days.

Article 27: Eliminates antiquated language related to provisions
applicable to the 2018-2020 school years.

Article 28: Eliminates ability to earn credit for travel.

Note — Article 28 is eliminated entirely, so hereinafter, the numbering
of the Articles used in this document reflects the outgoing CBA and
proposed renumbering as noted below.

Article 29/Renumbered 28: Eliminates compensatory time provision.

Article 31/Renumbered 30: Retains current cost sharing health
insurance premiums with the exception of those staff who have
dental only insurance. The estimated cost of $600,000 per year.

Article 37/Renumbered 36: Provides an additional 20 paid continuous
leave days for the birth or adoption of a child. The estimated cost
is $180,000 per year.

Article 38/Renumbered 37: Clarifies that staff who are on medical
leave must submit return to work authorization to the Human
Resources Benefits Leave of Absence Specialist

Article 42/Renumbered 41: Removes language sunsetting article
on June 30, 2025.

Appendix B: Adds differentials for flag football, sideline cheering,
after school coordinator.

Appendix C: Provides additional pay for social workers,
psychologists and speech pathologists (i.e., calculated at 10%
of Step 1, Lane 1 pay).
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RPS 205

Final Cost of the Contract

The costs outlined below represent new, additional funding added on top of the existing contract.

Wage Increases as Proposed ... $47,950,436

Extra 10% for Related Services ... $1,813,517

Extra 20 days for Maternity.____......... $540,000 Total New Money
Missing Special Education Para . $482,625 in the Contract
Missing Kindergarten Para................ $435,000 $51,691,578
Bilingual Overage Pay. ... . ... $375,000

Additional Stipends ... $95,000
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AGREEMENT BETWEEN THE ROCKFORD BOARD OF EDUCATION AND THE
ROCKFORD EDUCATION ASSOCIATION

THIS AGREEMENT, made and entered into by and between THE ROCKFORD BOARD OF
EDUCATION, ROCKFORD PUBLIC SCHOOLS, DISTRICT NO. 205, Winnebago County,
Illinois, hereinafter referred to as the “BOARD” and/or “District”, and the ROCKFORD
EDUCATION ASSOCIATION, affiliated with the Illinois Education Association and the National
Education Association, hereinafter referred to as the “ASSOCIATION” and/or “REA”, witnesseth:

WHEREAS, it is the responsibility of the Board to establish policies for the efficient administration
of the school district for the benefit of the students and the community which can best be
accomplished through professional negotiations with the professional staff, and

WHEREAS, the Board and the Association recognize their responsibilities toward each other and
to the community to negotiate in good faith to attempt to reach agreements which are mutually
satisfactory.

NOW THEREFORE, the parties covenant and agree as follows:

ARTICLE 1 - BOARD RIGHTS

There is reserved exclusively to the Board all responsibilities, powers, rights, and authority
expressly or inherently vested in it by laws and the Constitution of Illinois.

The Board agrees that this written agreement is a valid exercise of its responsibilities, powers, rights,
and authority, and agrees to be bound by its provisions.

ARTICLE 2 - RECOGNITION AND COVERAGE

1. The Board recognizes the Association, in compliance with the resolutions of the Board on April
3, 1967, and April 17, 1967, and January 13, 1969, as the winner of the election held May 10, 1967,
February 14, 1969, February 14, 1979 and therefore the exclusive representative of the professional
staff in negotiations with the Board.

2. There are expressly excluded from the provisions of this Agreement and the same shall not be
applicable to the following: administrators, central office supervisors, summer school personnel,
District Athletic Coordinator, and R.O.T.C. personnel.

3. In accordance with the aforesaid resolutions and elections, the provisions of this Agreement shall
cover and be applicable to all other certificated personnel and nurses (not excluded above) identified
herein as the Professional Staff.

4. The term “Teacher, “Staff,” or “Staff Member” is defined to mean a person covered by this
Agreement and included in the aforesaid “Professional Staft”.

5. Neither the Board nor the Association shall discriminate against, coerce, or intimidate members
eftheany professional staff member in the negotiations or the application of agreements based on age,
color, creed, disability, gender 1dent1ty natlonal origin, race, sex, sexual orientation, or any other
legally protected status. rea
Assea&&en—me%ereed—eele#naﬁe&a%eagm—s&e&g&e%h&n&eaﬁ There shall be no dlscrlmlnatlon
against any officer of the Association or member of the negotiating team for carrying out the
responsibilities in accordance with this Agreement.




ARTICLE 3 - PROCEDURES

1. The Association and Board Negotiating Teams shall conduct negotiations. A Chief Negotiator
shall be selected by each group and the persons selected shall call and arrange for meetings as
required.

2. The Association representatives on the Negotiating Team shall be members of the professional
staff limited to seven (7) plus a Chief Negotiator and the Association Exeeutive-Uniserv Director.
The Board representatives on the Negotiating Team shall be members or representatives of the Board
of Education, limited to seven (7) plus a Chief Negotiator.

3. Either the Association or the Board may request a negotiating session by communicating with
the Chief Negotiator of the other party in writing. Such requests shall be accompanied by a suggested
agenda which may be altered and scheduled by the two chief negotiators in conference. A meeting
for the purposes of negotiating shall take place within fifteen (15) days of receipt of the request unless
there is a mutual agreement to extend the time.

4. The parties mutually agree that it is undesirable to interrupt the school program or the
occupational responsibilities of the Board members for the purposes of negotiations. Therefore, every
effort will be made to schedule meetings when all involved personnel are free from such
responsibilities. However, should the Chief Negotiators agree it is necessary to meet at a time when
school is in session, Association representatives shall be released from normal assignments without
suffering loss of pay or benefits. It is understood that regular calendar school day negotiating sessions
will be limited to half-day sessions, and released time (paid for by the District) will begin at reen2:30
p.m. unless the parties otherwise agree to an earlier time on specific days.

5. The minutes of each meeting will be kept by their respective sides for their own files. Any
tentative agreement between the parties will be typed in triplicate and signed by the Chief Negotiators
before the meeting officially adjourns. Any such tentative agreement shall only be binding upon
approval by the Board and the Association.

6. Negotiating meetings will be limited to three hours with no more than two sessions per day
provided there is discussion of all agenda items. Time may be extended by mutual consent. Impasse
procedures would be excluded from said time limit.

7. Consultants may be called upon by either party for advice and to present information or factual
data.

8. The Negotiating Committee may, from time to time, establish joint study groups for the purposes
of pertinent research and deliberations. Such groups shall report their findings to the Negotiating
Committee in joint session.

9. The Board agrees to furnish the Association, upon reasonable requests, such available
information as will assist the Association in developing intelligent, feasible and constructive
proposals on behalf of teachers, students, and the school system, and upon request, such information
as is necessary for the processing of a grievance as defined herein.

10. The Association agrees to furnish the Board and the Superintendent, upon reasonable request,
available research information and data gathered by the Association or its affiliates, that will assist
the Board and the Superintendent in the development of sound educational programs.

ARTICLE 4 - TERMS OF AGREEMENT

Section A:

This Agreement incorporated herein shall be effective upon the date of ratification by both parties,
and shall continue in force and effect until midnight of June 30, 20282025, and thereafter from year
to year unless written notice of desire to terminate, amend, or modify this Agreement is given by
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either party to the other by certified mail, on or before March 15th of the year in which such
termination, amendment, or modification is desired. In the event such notification is given,
arrangements shall be made to begin negotiations prior to April 1st of said year.

Subsequent negotiating meetings may be requested by either the Board or the Association by
communicating with the Chief Negotiator or the President of the other party in writing. Such a request
shall be accompanied by a suggested agenda which may be altered and scheduled by the two Chief
Negotiators in conference. A meeting for the purpose of negotiating shall take place within fifteen
(15) days of receipt of the request, unless there is a mutual agreement to extend the time.

Section B:

This Agreement shall be subject to negotiations beginning en-by April 1*' of the year in which the
contract is set to expire;—2025. Failure to reach agreement on these matters shall revoke Article 5
without prejudice to either party until such agreement is reached.

Section C:

By mutual agreement, this Agreement may be amended or modified from time to time in writing,
and such amendments or modifications shall become part of this Agreement when attached to this
Agreement and signed by both parties.

ARTICLE 5 - AGREEMENT

1. When the modified or amended Agreement has been reached, the complete Agreement shall be
made in writing and submitted for ratification to the Board and to the Association. When approved
by both parties, it shall be signed by their respective presidents or designated officials, and shall be
entered in the official minutes of the Board.

2. The Agreement, once ratified, will constitute District policy pertaining to the Professional Staff.
Provisions of the Agreement shall be reflected in the individual contract or statement of conditions of
service as submitted to Professional Staff members.

3. The Association will not call for, sanction, or encourage, and its members will not take part in,
any action that will disrupt the normal functioning of the school system during the life of the
Agreement.

ARTICLE 6 - EFFECT OF AGREEMENT

Section A:

The parties mutually agree that the terms and conditions set forth in this Agreement represent the
full and complete understanding and commitment between the parties hereto which may be altered,
changed, added to, deleted from, or modified only through the voluntary, mutual consent of the parties
in an amendment hereto.

Section B:

Should any article, section, or clause of this Agreement be declared illegal by a court of competent
jurisdiction, said article, section, or clause as the case may be, shall be automatically deleted from the
Agreement to the extent that it violated the law, but the remaining articles, sections, and clauses shall
remain in full force and effect for the duration of this Agreement, if not affected by the deleted article,
section, or clause.

Section C:

Any contract between the Board and an individual staff member shall be expressly subject to the

terms and conditions of this Agreement.

Section D:



During the life of this Agreement, copies of this Agreement—theEvaluationPlan,and the Routine
TFaskReduetionPlan shall be printed within 45 calendar days of signing the final approval of the
printing proof of the Agreement at the expense of the Board and presented swithin to all staff members
now employed or hereafter employed by the Board. The Evaluation Plan will be provided under the
district website tab “Evaluation Plan” in the Staff Portal.

ARTICLE 7 - GRIEVANCE PROCEDURE

Section A: Definition

A “grievance” shall mean a claim by the Association or a staff member that there has been a
violation, misinterpretation, or misapplication of any of the provisions of this Agreement.
Section B: Purpose

1. The purpose of this Article is to secure, at the lowest possible administration level, equitable
solutions to grievances which may from time to time arise. Both parties agree that these proceedings
will be kept informal and confidential as may be appropriate at any level of the procedure.

2. Nothing contained herein will be construed as limiting the right of any staff member having a
grievance to discuss the matter informally with the appropriate member of the administration and to
have the grievance adjusted without intervention of the Association, providing the adjustment is not
inconsistent with the terms of this Agreement.

Section C: Time Limits

1. Since it is important that grievances be processed as rapidly as possible, the number of days
indicated at each step shall be considered as maximum.

2. The informal or formal grievance process must be initiated within tenfifteen (15) days of the
occurrence of the cause for complaint. If neither the aggrieved nor the Association had knowledge of
the occurrence, then the grievance may be initiated within tenfifteen (15) days of the first such
knowledge by either the aggrieved or the Association. When the informal process is used, the
timelines in this Article shall be suspended. At any time the Association determines that the informal
process is not productive in reaching an agreeable solution, the formal process shall be initiated. The
timelines will be reinstituted with the written notification of the formal grievance.

3. If no written decision has been rendered within the time limits indicated within a step, then the
grievance may be processed to the next step.

4. All time limits herein shall consist of school days; however, when a grievance is submitted on or
after Junre-May 1, time limits shall consist of consecutive days so that the matter may be resolved
before the close of the school term, or as soon as possible thereafter.

5. In the event a grievance is filed so that sufficient time as indicated under all steps of the procedure
cannot be provided before the last day of the school term, and should it be necessary to pursue the
grievance to all steps of the appeals, then said grievance shall be resolved under the terms of this
Agreement and this Article, and not under the succeeding Agreement.

6. If the Association does not refer the grievance to the next higher step within the specified time
limit, it will be considered resolved.

Section D: Grievance Representation

1. Upon selection and certification by the Association, the Board shall recognize an Association
Grievance Committee.

2. At least once per month during the school year the Supermtendent or designee and a member of
the Superintendent’s Cabinet;w § nd-4 :
Member shall meet the Association Gnevance / Communlcatlon Commlttee to discuss the
implementation of the agreements between the Board and the Association and such other problems
as may be of concern to either party. To ensure there is consistent representation, the Cabinet member
shall be identified each school year by the Superintendent and is expected to attend the monthly
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meetings with the Superintendent or the Superintendent’s designee. It is fully understood that these
meetings are not to be used in place of the grievance procedure, and that discussions in these meetings
will not prejudice the processing of any grievances.

Section E: Initiation and Processing

Minor problems arising from misunderstandings should be settled promptly and satisfactorily on an
informal basis at the immediately involved supervisory level without becoming formal grievances. It
shall be the right of the staff member to request the presence of Association representation. The
prompt settlement of these problems at all steps is desirable and in the interest of sound professional
relationships. However, should such informal processes fail to satisfy the immediate supervisor and
the staff member, then a grievance may be processed. At all formal steps of a grievance, a member of
the Association Grievance Committee and/or the Association Exeeutive-Uniserv Director will attend
all meetings, appeals, or other proceedings required to process the grievance. A grievance may be
withdrawn at any time at steps 1 or 2 without creating a precedent. A grievance submitted to
arbitration may be withdrawn at any time prior to an Arbitrator’s ruling, upon the written consent of
the parties.

Step 1. An allegedly aggrieved staff member and/or the Association shall submit a grievance in
writing to the immediately involved administrator or supervisor. The administrator or supervisor shall
have five (5) days to hold a hearing and present a written decision on the grievance to the aggrieved
and the Association.

Step 2. Should the Association be dissatisfied with the administrator’s disposition of the matter, it
shall refer the matter to the Superintendent within thirty (30) days. The Superintendent or appointee
shall meet with the aggrieved and the representative of the Association within five (5) days of the
submission of the matter to the Superintendent. Each party shall have the right to include in its
representation appropriate witnesses and consultants, who shall have the full right to participate as
called upon by the inviting party.

Upon conclusion of the hearing, the Superintendent shall have five (5) days in which to give a
written decision on the grievance to the aggrieved and to the Association.

Step 3. If the Association is not satisfied with the disposition of the grievance in Step 2, or if the
Superintendent fails to comply within the specified time limit, then the grievance may be submitted
within ten (10) days to binding arbitration. If within fifteen (15) days of the filing of the demand with
the District the parties cannot agree on an arbitrator, the demand shall be submitted to the American
Arbitration Association which shall act as administrator at the proceedings.

Presentations before the arbitrator shall not include any grounds or evidence except those which
were presented in Steps 1 or 2.

The arbitrator has no power to alter, add to, or subtract from this Agreement between parties.
However, it is agreed that the arbitrator is empowered to include in any award such financial
reimbursements as are judged proper. Each party shall bear the full costs of its presentation before
the arbitrator and will pay one half the cost of the arbitrator and the AAA.

Section F: Expedited Procedure

Step 1. The Association shall submit a grievance in writing to the AssistantSuperintendentChief of
Human Resources Officer (CHRO) no later than the end of the fifth (5™) day after the Association
knew or should have known of the facts underlying the grievance. The Assistant
SuperintendentCHRO shall meet with an Association representative within three (3) days of filing of
the grievance to discuss the grievance. A written decision shall be given to the Association within
two (2) days after such meeting.

Step 2. In the event the Association is dissatisfied with the AssistantSuperintendentCHRO’s
decision, the Association shall within two (2) days of receipt of the response, submit the grievance in
writing to the Superintendent. The Superintendent or designee shall meet with an Association
representative within five (5) days of filing of the grievance to discuss the grievance. A written
decision shall be given to the Association within two (2) days after such meeting.
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Step 3.

a. In the event the Association is dissatisfied with the Superintendent’s disposition of the matter,
the Association may, within two (2) days of receipt of the Superintendent’s response, refer the
grievance to arbitration. The befere—an-arbitrator established-shall be selected from a panel of
permanent arbitrators selected in accordance with the following procedure: Three_(3) mutually
agreed upon arbitrators shall be contacted bytelephone-via email by one or both parties to obtain
an available hearing date falling within thirty (30) days of the date of receipt of the
Superintendent’s decision. The parties agree they will aeeeptconsider last-minute notification

from the arb1trator of an avallable date—%k%afbﬁfa{er—adﬁses%e%sh%jﬁs{—had—a—dx%beeeme

b. The arbltratlon hearlng shall be governed by AAA’s Expedlted Procedure for Labor Arbltratlons

c.Fees for the arbitrator and any court reporter required by the arbitrator shall be paid by the Board.
It is not expected that use of a court reporter will be expected or routine.

d. The status quo must be maintained pending the decision of the arbitrator.

e. The arbitrator may issue a verbal decision after the conclusion of the hearing, followed by a
written decision within thirty (30) days of the conclusion of the hearing. The arbitrator’s decision
shall be final and binding on the parties.

ARTICLE 8 - ASSOCIATION RIGHTS

Section A:

The Association and its representatives shall have the right to use school buildings for meetings
outside of school hours, provided that when special custodial service is required, the Board may make
a reasonable charge.

Section B:

Duly authorized representatives of the Association and their respective affiliates shall have the right
to transact official Association business on school premises, providing such business does not
interfere with the educational process.

Section C:

The Association shall have the right to use school audiovisual and specific business equipment
when such equipment is not otherwise in use, and reservations have been made with the supervising
administrator or central office.

Section D:

All Association Representatives shall have the right to call meetings of the membership in that
building. Time for announcements of that date and place of Association meetings shall be provided
at regular staff meetings in each building.

Section E:

Names and addresses of newly hired staff members shall be provided to the Association within ten
(10) days following School Board approval of their employment.

In the event that the REA requests the District to provide the social security numbers of past or
present bargaining unit members, the REA shall, to the fullest extent of the law, indemnify and save
harmless the District from and against any claims, liabilities, lawsuits or the like that may arise from
or in any way be related to the providing of said social security numbers.

Section F:

The Association shall prepare a list containing each building’s Association Representative(s) and
the Association’s Executive Board and shall submit said list to the Superintendent’s designee for
inclusion in the school directory.
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Section G:

The President of the Association shall be provided an agenda and pertinent information of official
Board meetings prior to such meetings.
Section H:

To facilitate communications between staff members and their representatives, the Board agrees
that the Association may make reasonable use of inter school distribution facilities and services as
well as one half of the available space on bulletin boards in office and faculty lounge areas. The
Association shall be responsible for the delivery of materials to the central point and for the posting
of all notices. Any materials posted must be with the knowledge of the Association Representative.

It is further agreed that said school facilities and services will not be used to assist any organization
which seeks to replace the Association as the representative of the Professional Staff.

Section I: Orientation of New Staff

The Board and the Association recognize the need to provide new staff members with an orientation
of the unique requirements of the Rockford School System.

1. To provide for orientation of new staff members a workshop of up to three (3) days shall be held
prior to the opening of school for the fall semester.

2. New staff members shall be required to attend the orientation workshop for which they will be
compensated at their daily rate of pay for each day attended.

3. The Association shall provide input for use in the Administration’s planning of the orientation
program.

4. The Association may use up to one (1) day for its part of the workshop, which will include
explanation of rights and responsibilities of staff members under the Professional Agreement and
orientation to the school and community.

5. The Association may offer an experienced professional staff member as advisor to each new staff
member. The advisor will be preferably of the same building, grade and subject assignment as the
new staff member. The duty of the staff advisor will be to provide adequate and continuous orientation
concerning the special problems of the new staff member as they relate to the unique requirements of
the new assignment.

Section J: Mentoring and Partnerships

Ceontingent—upon—securing—grant—fundimgTo the extent the District’s allocations provide for
mentor(s), the District will offer a mentoring and partnership program for new teachers. There are
two categories of staff eligible to participate in these programs.

1. New to Education — 1st year — (Mentor/Mentee): This is a mentoring program with trained
mentors working with new teachers called mentees. All teachers entering the District without at least
one full year of full-time teaching experience will be required to participate in the first year mentoring

program Mentees W111 be 1dent1ﬁed and notlﬁed by—A:ug&st—l—er—rﬂthey—hw&net—been—mred—by—that

rnannerof the1r ehglbrhty and mentorlng support status after they are hrred and then onboarded and

palred Wlth a mentor

2. New to Educatlon 2nd year — (Mentor/Mentee) Thisisa follow-up mentoring program requlred
for teachers who have completed the first-year mentoring program. These mentees will be identified
and notified by-Augustton or before the start of the school year, in order to receive mentoring support

in a timely manner.

43. A New Teacher Professional Development Team amaal—ly—wﬂ-l—develep—th%pregram—ef

will
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meet before and after the school year to review, revise and/or provide feedback on the duties and
responsibilities of the mentors and mentees as well as the professional development provided to the
mentees. In addition, the New Teacher Professional Development Team shall periodically meet
during the school year. The New Teacher Professional Development Team shall be comprised of
three (3) representatives of administration, selected by the superintendent, and three (3) REA
members_currently assigned mentors, selected by the REA presidentPresident. Other administrators

and REA members may attend and partlclpate as needed, but w1ll not be entitled to vote. A&eﬁé&ﬁee
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The mentor positions are year to year positions, and performance in a mentor position will not be
part of a teacher’s evaluation. The District human—Human reseurees—Resources department
Department will oversee the mentor program.

96. Salary credit for participation as a mentee will be awarded to mentees who were in the mentor
program during the 2024/2025 school year on the following basis: three (3) credits for completion of
the first-year mentoring program, three (3)credits for completion of the second-year mentoring
program, and two (2) credits each for completion of the professional development program in the
third and fourth years.

ARTICLE 9 - UNION SECURITY

1. Each bargaining unit member, as a condition of histher employment, on or before thirty (30) days
from the date of commencement of duties or the effective date of this Agreement, whichever is later,
shall join the Association or pay a fair share fee to the Association equivalent to the amount of dues
uniformly required of members of the Association, including local, state and national dues.

2. In the event that the bargaining unit member does not pay hkistherthe fair share fee directly to the
Association by a certain date as established by the Association, the Board shall deduct the fair share
fee from wages of the non-member.

3. Such fee shall be paid to the Association by the Board no later than ten (10) days following
deduction.

4. The obligation to pay a fair share fee will not apply to any employee who, on the basis of a bona
fide religious tenet or teaching of a church or religious body of which such employee is a member,
objects to the payment of a fair share fee to the Association. Upon proper substantiation and collection
of the entire fee, the Association will make payment on behalf of the employee to a mutually agreeable
nonreligious charitable organization as per Association policy and the Rules and Regulations of the
Illinois Educational Labor Relations Board.

5. In the event of any legal action against the Employer brought in a court or administrative agency
because of its compliance with this Article, the Association agrees to defend such action, at its own
expense and through its own counsel, provided:

a.The Employer gives immediate notice of such action in writing to the Association, and permits

the Association intervention as a party if it so desires, and

b. The Employer gives full and complete cooperation to the Association and its counsel in securing

and giving evidence, obtaining witnesses and making relevant information available at both trial
and all appellate levels.

The Association agrees that in any action so defended, it will indemnify and hold harmless the
Employer from any liability for damages and costs imposed by a final judgment of a court or
administrative agency as a direct consequence of the Employer’s compliance with this Article.
Exception:

It is expressly understood that this save harmless provision will not apply to any claim, demand,
suit or other form of liability which may arise as a result of any type of willful misconduct by the
Board or the Board’s imperfect execution of the obligations imposed upon it by this Article.

ARTICLE 10 - STATE AND FEDERAL FUNDS

Section A:
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The Association shall be informed when any school committee is formed to formulate programs or
projects for the utilization of special state and/or federal funds. The Association shall have the right
to present their views to said Committee and have representation thereon.

Section B:

The Board and the Association agree that prior to any Board action relative to the new use of state
and/or federal funds, an opportunity shall be provided for Association representatives to meet with
the Superintendent to review proposals and priorities.

ARTICLE 11 - ADDITIONAL PERSONNEL

Section A:

During the formulation of recommendations to the Board for the establishment of any new
positions, or the elimination of any existing positions involving certificated professional personnel
below the rank of Superintendent, it is desirable that the Administration consults with representatives
of the Association so that consideration may be given to the Association’s views.

Section B:

The Board and the Association agree that prior to any Board action regarding the establishment of
any new positions or the elimination of any existing positions involving certificated professional
personnel below the rank of Superintendent, an opportunity shall be provided for Association
representatives to express their views directly to the Board regarding the proposed action.

ARTICLE 12 - GENERAL EMPLOYMENT PRACTICES

Section A: Definitions

1. “Days” as used herein, shall mean days during the calendar school year. Before or after the
calendar school year, “days” shall be defined as consecutive days.

2. “Within-school/within-department adjustment” is the internal movement of staff members
prior to a district-wide posting.

3. “District-wide Posting” is the posting on the District’s website which lists vacancies,
requirements, and timelines.

4. “Seniority” shall be defined in order of priority as:

a. Total continuous District #205 employment under the Professional Agreement.
b. Total District #205 employment under the Professional Agreement.

c. Total teaching experience outside District #205.

d. Horizontal (educational) placement on the salary schedule.

e. Total credited hours.

Unpaid leaves of absence (including time on active rehire list) shall not break seniority nor count
toward seniority. Seniority for part-time staff members shall accrue in a manner prorated to that of
full-time staff members. Seniority records will be kept reflecting the number of years and days
accrued for each part-time staff member. All staff members shall be on one seniority list.

5. “Vacancy” is defined as a position newly created, or a current position from which a staff
member has transferred, resigned, taken leave, or been terminated, or has given or been
given effective notice thereof, unless the Board by affirmative action has made a decision
to not fill such position.

a. At the Elementary level, a classroom vacancy will exist only if the number of assigned
classroom staff members in a building is less than the allocation of classroom positions
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6.

for the building. A vacancy in the specialist position at the elementary level will exist
if the number of assigned specialist staff members is less than the allocation of specialist
positions for that department, or there is a change of specialist positions for that
department, or there is a change of specialist allocations in a building.

b. At the Secondary level, a vacancy exists in a department within a building if the number
of assigned staff members is less than the allocation of department positions, or there is
no assigned staff member qualified for the position.

“Surplus staff member” is defined as a staff member who is displaced from histherthe staff
member’s current position but who has not been terminated or subjected to a reduction in
force. Should the position from which the staff member was displaced be restored, the staff
member, if still surplused, will be returned to it. If the staff member has secured another
position, the staff member will be offered the choice of returning to the restored position or
keeping the secured position. If a surplus staff member fails to apply and/or is not selected
for a vacant position for which the surplus staff member is qualified to fill, the District may
create a temporary position or place the surplus staff member into a vacant position.
“Dislocated staff member” is defined as a staff member whose position is eliminated due to
building closures or partial building closures.
~“‘Part-time staff member” is defined as a staff member whose work day is four-fifths (4/5)
or less of the full work day for elementary, middle, and high schools, respectively, as that
day is defined in Article 22 of this Agreement. A part-time staff member also may be defined
as a staff member who works a full day but less than five days per week. Part-time staff
members, as above defined at the middle or high school level, shall have no unpaid duties
nor be required to be in a school building for more than the time which he/shethe staff
member teaches or supervises.

Section B: Posting and Filling Vacancies

All vacancies shall list locations and additional job and school requirements. Vacancies shall be
posted and filled in the following manner:

1. The hiring calendar for cycles 1 & 2 will be mutually agreed. Positions will be posted and filled
in the following manner:

a.

S

g.

The first and second cycle following Board action on RIF and/or dismissal of staff members
each year will follow this outline:

Internal positions available at each building/group

Dislocated surplus process

District wide posting enpage20as set forth in Section A, paragraph 3 of this Article 12
From the end of cycle 2 to August-June 30th to the completion of Board action of the
following school year on RIF and/or dismissal, positions will be uploaded to the District’s
online application server by noon and be kept open for 7 calendar days (or longer if not
filled). A weekly email will be sent out by Human Resources via District email to the REA
email group notifying them that vacant positions are listed on the District’s online
application server.

H-is-the-intent-of the-partiesto-advertise-andfill*Vacancies created by or occurring as a
result of Article 33, Early-Retirement Notifications, will by-following the internal posting
and surplus placement process prior to advertising and recruiting for the resulting vacancies.
Such advertisement and recruitment shall occur in the fall of the year in which the retirement
notification is received.

Recommendation for hires will be sent to HR the first day of the work week-by3:00pm.
Placements will be sent to REA the following day.

2. Applications are due within seven (7) school days of posting. If a staff member wishes to
withdraw their application or change their order of preference for a vacancy, it must be done within
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seven (7) school days of posting. Upon request, the REA shall receive a list of applicants prior to the
filling of any vacancy and the results of placements by email.

3. It is the District’s intent to fill vacancies promptly. If a vacancy is not filled or not withdrawn
after it has been posted, then it shall be reposted in accordance with this Section. Surplused teachers
who apply for a vacant position and who otherwise possess the required licensure/qualifications will
be given priority prior to any new to the District hire.

4. Should the Board desire to attract and retain staff members at identified schools, the Association
and the District shall establish a specific plan beginninginthe 2012-2043-scheolyear-to provide
professional development programs and graduate credit reimbursement to attract candidates to apply
for published vacancies at these specific schools. If a staff member accepts one of these positions,
he/she-the staff member must commit to stay for a minimum of two years unless there is a change in
the school principal. If the staff member voluntarily leaves the district or the school prior to
completing the two year term, he/shethe staff member shall reimburse the District for any tuition
reimbursement.

Section C: Applications

1. Only those who are qualified through relevant certification, education, and training shall be
eligible to apply.

2. Any staff member shall be eligible to apply for transfer into any vacancy in the school system
for which he/shethe staff member is qualified. Full-time staff members may receive no more than two
(2) transfers per school year with the exception of transfers into a site-based school. Per Article 42,
staff members transferring into a site-based school may not transfer out until the next school year.
The initial placement of a surplused or RIF’d staff member shall not count towards this limitation. It
is the responsibility of the staff member to withdraw histherthe request if he/shethe staff member no
longer desires to be considered for a vacancy.

Section D: Selection

1. When filling new or vacant positions, the District shall consider the applicant’s
licensure/certification, qualifications, merit and ability (including performance evaluations, if
available), and relevant experience. Seniority will be considered as a factor if there are multiple
applicants and all other factors determined by the District are equal.

2. Postings or advertisements will state the effective date of transfer, which will coincide with the
start of a new grading period, unless otherwise mutually agreed.

3. The Board may place an unassigned staff member and or a staff member returning from leave in
any advertised vacancy for which he/shethe staff member qualifiesis—gualified. An individual so
placed by the Board may continue to apply for and be considered for any other vacancy for which
he/shethe staff member is qualified.

4. Full-time tenured staff members who accept part-time positions shall retain their tenure in the
District when assuming part-time positions. Such tenured staff members who work in part-time
positions will accrue seniority in the same manner as other part-time staff members and not as full-
time staff members. The compensation and benefits provided to such tenured staff members working
in part-time positions will be prorated in the same manner as for all other part-time staff members.

5. Extra-curricular vacancies, Appendix €B, shall be filled on the basis of qualifications for the
vacant posts. Staff participation in extra-curricular activities will be strictly voluntary. It is understood
that extra-curricular and ee-co-curricular assignments are on a yearly basis and no right of tenure or
continuation of such assignments is conferred by this Agreement.

6. All appointments to vacancies shall be made without regard to age, race, creed, color, national
origin, sexgender, gender identity, marital status, disability or hardieapany other protected status.

7. The District’s decision to select a particular applicant to fill a new or vacant position is not subject
to review under grievance resolution procedures. However, grievances involving the procedural
requirements associated with the posting and/or filling of positions shall be resolved through the
Expedited Grievance Procedure.
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Section E: Involuntary Transfer

1. Any staff member who is affected by a change in assignment shall be notified and consulted by
the principal or head supervisor as soon as possible. Any transfer which is not acceptable to the staff
member involved shall be considered an involuntary transfer and subject to the provisions of this
section. No transfers, unless voluntary, shall be made after Jure+April 15th prier beforete the coming
school year, except when necessitated by changing school enrollments, staff reductions, economic
conditions or new educational programs. After August 15, involuntary transfers shall be allowed only
for changing school enrollments.

2. An involuntary transfer shall be subject to the following provisions:

a. The Board will release the staff member from a contract if so requested.

b. In the event that there is need for transfer of a staff member, such transfer will be based on
seniority; the staff member with the least seniority being transferred first.

c. A staff member being transferred has the right to appeal the transfer through the grievance
procedure.

d. A staff member shall not be assigned to a vacancy for which he/shethe staff member is not
qualified by certification. A staff member transferred involuntarily shall be transferred only to a
comparable vacancy.

e. Written notice of a proposed involuntary transfer shall be given to the staff member involved
immediately upon knowledge of such transfer.

f. A staff member transferred involuntarily shall have the right of first refusal to any subsequent
vacancy arising at the site or in the department from which he/shethe staff member was surplused.
Said vacancy shall be offered to the staff member prior to its posting.

g. No staff member shall be transferred involuntarily without good cause.

3. The staff member who has submitted a transfer to the Grievance Procedure shall be maintained
in the status quo during the Grievance Procedure. The Grievance Procedure shall be followed except
that the Association shall, within five days after receiving the written decision at Step 1, refer the
grievance to the Superintendent under the provisions of Step 2. All other time limits shall apply.
Section F: Staff Reductions

1. Each year, the Board will establish a sequence of honorable dismissal lists categorized by
positions and the established groups. Copies of the lists will be distributed to the Association at least
seventy-five (75) days before the end of the school term. With notice to the Association, the Board
may move teachers from grouping one into another grouping during the period of time from seventy-
five (75) days until forty-five (45) days before the end of the school term.

n-or-before D mb 0 1o04n ommittee N 1Qo

O 5 v D) O O

32. A joint committee of REA members and administration was formed to establish the following

matters set forth in Section 24-12(c) of the School Code: In any school year in which the Board
determines that it will decrease the number of staff members or discontinue some program or service,
the Board will adhere to the following process:

a. In accordance with Section 12 of the School Code staff members will be placed into four (4)
groups based upon the effected staff member’s performance evaluation ratings.

b. Within group 1, the sequence of dismissal will be at the discretion of the school district. Within
group 2, the sequence of dismissal will be based upon average performance evaluation ratings,
with the staff members with the lowest average performance evaluation rating dismissed first. As
between or among staff members in group 2 with the same average performance evaluation rating
and within each of groups 3 and 4, staff members with the shorter length of continuing service
with the school district shall be dismissed first.

3. Ifthe Board has any vacancies within 24 months of the date on which the notice of reduction in

force was issued, such vacancies will be advertised and offered to the staff members who were in
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groupings 3 or 4 who possess the appropriate certification(s) and the qualifications established by the
district and/or state. Among staff members eligible for recall, the order of recall will be by seniority.
The staff members w1th the greatest semorlty w111 be recalled ﬁrst

Any staff member who is offered a vacancy for which he/shethe staff member is qualified, and has
applied, but refuses that vacancy, shall forfeit all recall rights. Staff members not selected for a
vacancy for which they have applied shall maintain all recall rights.

65. Should it be necessary to have a reduction in force, the Association Executive Board shall have
preferential seniority. Within 15 days after their installation into office, the Association shall provide
the Board with the names of the Executive Board members.

76. When any staff member is not reduced or when part-time positions are not altered as to size or
school location, part-time staff shall retain from year to year their positions in the District.

Section G: Change in Middle School Assignment

1. Middle School staff members who are placed in a position that has been advertised as a Grade 6,
7, and 8 may voluntarily move from one grade level to another for the following school year upon the
request of the principal.

2. In the event the Middle School staff member does not agree to move from one grade level to
another upon the request of the principal, the principal may, with good cause, before Junetpriorte
the—coming schoolyearforty-five (45) days before the end of the school term, reassign the staff
member to another grade level (i.e., grade 6, 7, or 8).

3. If the staff member disagrees with the reassignment to another position, the staff member may
appeal the decision to the Mediation Panel, as defined herein. Such appeal must be submitted no later
than 5 school days after being informed of the principal’s decision to reassign the staff member. The
staff member will remain status quo during the appeal process.

4. The Mediation Panel shall be composed of two Association representatives and two District
administrators. Neither the staff member nor the principal shall be eligible to serve on the Mediation
Panel.

5. The Mediation Panel shall convene and hear the appeal within 10 days of the receipt of the appeal.

6. The Mediation Panel shall consider and review: (1) the principal’s written rationale for seeking
the reassignment; (2) the staff member’s written concerns/objections to the reassignment; (3) the staff
members-length of time in histherthe staff member’s current assignment; (4) the staff member’s
certification and endorsements; (5) the staff member’s performance evaluations; and, (6) if applicable,
documentation related to the cost of materials purchased by the staff member that are solely used at
the current grade level assignment.

7. The Mediation Panel shall attempt to mediate the dispute and issue a decision within 5 days of
the convening of the panel. In the event such mediation is not successful, the Mediation Panel shall
deliberate and issue a verbal decision as to whether the Mediation Panel agrees or disagrees with the
principal’s decision to reassign the staff member. Such verbal decision and any dissenting or
concurring opinions shall be tape-recorded.

8. In the event of a tie or an unfavorable decision issued by the Mediation Panel, the principal or
the staff member may further appeal to the Superintendent. The appeal to the Superintendent must be
made in writing within 5 days of the issuance of the Mediation Panel’s decision.

9. Upon the appeal to the Superintendent, the Superintendent will review the documents considered
by the Mediation Panel as well as the recorded decision, including any dissenting or concurring
opinions. Either party may submit a written statement in favor of the party’s respective position to
the Superintendent. Any written statement must be shared with the other party.
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10. The Superintendent must issue a decision within 5 days of the receipt of the written appeal.
Such decision shall be final and binding. If no decision is made by the Superintendent within 5 days,
the status quo will be maintained.

11. If an appeal is not submitted within the time frames specified in this Agreement, the matter shall
be considered resolved.

Section H: Specialty Courses Offered by Third Parties for Career Academies

1. Faculty for specialty courses offered by an outside entity (“Third Party”) for the high school
career academies may be recruited by the Third Party.

2. The selection of a certified staff member for each specialty course must be done in compliance
with the Professional Agreement.

3. Every effort shall be made to hire qualified certified staff to instruct each specialty course offered
on a District campus.

4. 1If no suitable certified staff member applies for the position to teach a specialty course on a
District campus, then the District and Third Party may hire an individual satisfying the requirements
of the Third Party and its accrediting body for the course and holding, in order of preference, a
Provisional Vocational Certificate, a Temporary Provisional Certificate, or a Part-time Provisional
Certificate (collectively, “Provisional Certificate” and “provisionally certified”). An individual hired
with such a credential may teach the course as long as the credential is maintained in good standing
and will be covered by the Professional Agreement.

5. If neither a certified nor provisionally certified staff member satisfying the requirements of the
Third Party and its accrediting body applies for the position to teach a specialty course on a District
campus, the Third Party may hire an individual who otherwise satisfies the requirements of the Third
Party and its accrediting body for the course. In which case, the District shall place a certified staff
member to team teach the course with the non-certified staff member. The non-certified staff member
shall not be subject to the Professional Agreement.

6. A staff member teaching a specialty course may be considered staff of the Third Party for purposes
of the course. In case of any conflict between a directive of the Third Party and the principal of the
building in which the staff member works, the building principal shall be recognized as the
professional staff member’s supervisor.

7. Evaluation of professional staff by the Third Party shall only be with regard to Third Party courses
for Third Party purposes and shall not be included in the District personnel file of professional staff.
Evaluation of professional staff for purposes of District employment shall be in accordance with the
Professional Agreement, the evaluation plan of the District and REA, and the Illinois School Code,
shall not utilize information or data of any kind from the Third Party assessment or evaluation, and
shall be the only evaluation used for District employment decisions other than staffing of the Third
Party course.

8. Selection of the instructor for each specialty course by the Third Party shall be for one year. A
tenured, certified staff member not applying for or selected to teach a Third Party course in a
successive year shall be treated as surplused with regard to that portion of the staff member’s schedule.

9. Other than travel expense reimbursement for training, any additional compensation or incentive
from the Third Party to a professional staff member is subject to the Professional Agreement and must
be agreed to by the Third Party, the District, and the REA.

10. As used in this Article, “certificate” or “certified” includes any equivalent license developed as
the successor to a professional educator certification in accordance with the laws of the state of Illinois
and the Illinois State Board of Education.

Section I:

The Board and the Association shall establish a joint committee for the purpose of creating programs
to encourage minorities (students, employees, and community members) within the Rockford
community to enter the education field. The committee will consist of four staff members
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appointed by the Association and four individuals appointed by the Superintendent. The committee
shall consider such ideas as the formation of Future Teachers Associations in all high schools, mentor
programs, tutors in preparation for Illinois State certification testing, service for obtaining scholastic
and financial assistance needed to enter the education field, and cooperative ventures with area
institutions of higher learning.

ARTICLE 13 - SUMMER SCHOOL AND-ADULETFEDUCATHON

Section A:

All openings for summer school andforadult-edueation staff members will be adequately publicized
by the Administration and shall be posted in each school building as early as possible, and under
normal circumstances, not later than ten days prior to the start of said sessions. Applications must be
submitted within one week of the posting of said notices. Staff members who have applied for summer
school eradultedueatien—positions will be notified in writing of the action taken regarding their
applications as early as is practicable. In the event the application is not granted, upon request of the
staff member, the reasons therefore shall be given.

Section B:

Positions in the summer school and-adult-edueation-will, to the extent possible, be filled first by
regularly employed staff members of the Rockford School System.
Section C:

In filling these positions, consideration will be given to a staff member’s area of competence, major
and minor field(s) of study, quality of performance, and attendance record.

ARTICLE 14 - RIGHTS OF STAFF MEMBERS

Section A:

Every staff member is endowed with the right to be free from any deprivation or coercion for
purposes of restricting the enjoyment of any rights conferred by the law or Constitution of Illinois
and the United States. Therefore, the Board will not discriminate against any staff member because
of membership or participation in the Association or other organizations that do not subvert the
principles of American Democracy. It is further recognized that any rights granted to staff members
in this Agreement are in addition to those provided by statute or constitution.

There will be no discrimination or stereotyping of roles in District #205 in the employment and/or
promotion of teachers;administrators-or-any-otherprofessional personnelstaff members.

Section B:

Every staff member has the right to fair and equitable treatment, and accordingly, shall not be acted
against except for just cause. The Board agrees that discipline will be designed to improve, not merely
punish, where-when an act or omission is deemed by the Board to be remediable under 105 ILCS
5/10-22.4. However, the Board reserves the right to take more severe disciplinary action immediately,
up to and including discharge, where in the Board’s discretion, such is appropriate. Additionally,
nothing herein shall be construed to diminish the Board’s statutory rights. Prior to the issuance of a
notice to remedy, the staff member or the Association may submit a written statement to the Board.
Section C:

Every staff member shall have the right to have all conferences which relate to transfer, demotion,
suspension, or dismissal in private or, if so chosen, in the company of an Association
Representative/counseleeunselor. If representation eeunsel-is requested, then said conference shall
not proceed until the chosen representative eeunselor is present. The meeting -but-musttakeplacewill
occur within ten (10) school days of notification, except in cases where representation is unavailable
within that time frame, or unless agreed upon by both parties, in which case a reasonable extension
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shall be granted. When notifying the staff member of the scheduled meeting, the staff member will
be provided with written notice of the charges against the staff member, documented evidence of the
allegations. If there is video evidence, the administration will make the video available for review
upon the request of the representative at least 24 hours prior to the scheduled meeting. To the extent
the staff member is disciplined following the scheduled meeting, the staff member may write a
rebuttal letter which will be included in the staff member’s personnel file.

Section D:

Every staff member shall have the right to examine the contents of the staff member’s personnel
file in the presence of the person responsible for the files, the contents of the staff member’s building
and the central office personnel files provided the Administration shall have the opportunity to
withdraw all confidential placement credential recommendations received prior to appointment.
Section E:

A staff member shall examine all material of an evaluative nature to be placed in histhertheir
personnel file prior to its inclusion in the file. Only material of which the staff member has full
knowledge at least 24 48 hours prior to the proceedings shall be used in any proceedings against said
person.

Section F:

No action against a staff member shall be taken on the basis of a complaint by any individual or
group, nor any notice thereof shall be included in the staff member’s personnel file unless the matter
is first reported to the staff member in writing.

Section G:

The staff member shall have the right to answer any material filed under Section F above, and that
answer shall be attached to the complaint.
Section H:

The Illinois School Code provides that Boards of Education shall indemnify and protect empleyees
ofschoel Distrietsstaff members against death and bodily injury and property damage, claims and
suits, including defense thereof, when damages are sought for negligent or wrongful acts alleged to
have been committed in the scope of employment or under the direction of the Board of Education.
Section I:

Appearances in court in connection with lawsuits covered by the Illinois School Code will not result
in loss of wages or accumulated leave for the staff member. Grievance or arbitration hearings shall
not be scheduled during school hours unless parties mutually agree.

Section J:

Whenever a staff member is absent from school as a result of physical incapacitation,
hospitalization, or resulting court appearances and/or legal consultation caused by assault and/or
battery of a staff member occurring within the scope of employment or while under the direction or
supervision of the Board of Education or Administration, said staff member shall not be charged
personal illness leave or personal leave for such absences, if such absence is verified by a competent
physician as solely related to the assault in question. No more than 10 days of such absence shall be
allowed for any one occurrence.

Section K: Accommodations for Lactating Mothers

The Board shall comply with the provisions of 820 ILCS 260, the Nursing Mothers in the Workplace
Act. In the event that the building is unable to find a suitable location for the mother to express her
milk, the Association President and Superintendent shall meet within ten (10) work days to attempt to
find a reasonable solution. Provided, however, that the inability of the Association President and
Superintendent to find a reasonable solution shall not be subject to the Grievance Procedure and/or to
arbitration.
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ARTICLE 15 - STAFF FACILITIES

Section A:

The Board and the Association mutually recognize the importance of the continuous use of adequate
staff reference materials in maintaining a high level of professional staff performance. In furtherance
of that recognition, the Board shall endeavor to make such materials_(e.g., reference materials,
professional development resources, instructional guides, academic journal, and digital subscriptions)
equitably available to the schools.

Section B:

bﬂﬂdmg Each elemeﬁtaﬁ'—aﬁd—ﬁﬁdeﬂe school w111 have des1gnated areas, approprlately furmshed and
apart from students, for use as a staff dining room and/or lounge. Provisions for male-andfemale

lavatories, staff-diningroom;and-statfloungeinthe-seeondary;—staff dining room and/or lounge in
elementary-and-middle-schools will be provided for in every future building, and in any renovation
of existing buildings.

All District facilities will be tobacco free.

Section C:

Secretarial service and office machines that are normally provided for administration services in the
school buildings shall be available to staff members for school purposes, subject to the discretion of
the principal. Such discretion shall not be unreasonably exercised.

Section D:

Telephone facilities shall be made available to staff members for their reasonable use, and if
confidential surroundings are required, they shall be supplied.
Section E:

Space will be provided in each classroom in which staff members may safely store instructional
materials and supplies.
Section F:

A serviceable desk and chair for the staff member will be provided in each classroom. Staff
members who are not assigned a classroom may work with the principal and building committee to
determine an alternative location available for a desk or lockable cabinet for the staff member to
secure belongings and complete work-related tasks.

Section G:

The Board will provide adequate reserved parking space for staff members at schools where areas
can be made available and their use will not interfere with the instructional program.
Section H:

A communication system will be provided in all new school buildings so that staff members can
communicate with the school’s main office from their work stations.
Section I: Professional Library

The Board recognizes the relationship between professional reading and professional development.
In recognition of that need, the amount of $1.50 per staff member will be appropriated for the purpose
of purchasing professional books, periodicals, and materials for the use of the professional staff. The
appropriation will be designated on a building level basis and the faculty of each building, under the
direction of the Association Representative and the building principal, will develop its own method
for requisitioning and circulating of professional materials within its own building according to the
particular needs of each building staff. It shall be the responsibility of the building principal, with the
advice of the building committee, to designate the location and provide the facilities within the
limitations of the budget. This article is not intended to replace funds available to principals from
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other sources for this purpose. In no case shall any building receive less than $100.00 for the purpose
outlined in this section.
Section J:

Within existing facilities designated as operational by the Board, appropriate physical resources
shall be provided for all instructional programs as recommended by the building committees and
approved by the Administration. Every attempt will be made to schedule the same space which affords
an atmosphere of confidentiality for such personnel, with access to a desk and chairs for interviewing
children and families. Proper storage facilities with a locked file will be provided, as well as the use
of a school phone in confidential surroundings.

ARTICLE 16 - STAFF AUTHORITY &
MAINTENANCE OF DISCIPLINE

Section A:

The parties seek to educate young people in the democratic tradition, to foster a recognition of
individual freedom and social responsibility, to inspire meaningful awareness of and respect for the
Constitution and the Bill of Rights, and to instill appreciation of the values of individual personality.
It is recognized that these democratic values can best be transmitted in an atmosphere in which
freedom for staff members and students is encouraged.

Section B:

Freedom of individual conscience, association, and expression will be encouraged, and staff
members will observe fairness in staff member/pupil relationships to safeguard the legitimate interests
of the school, and will exhibit by appropriate example the basic objectives of a democratic society.
Section C:

Since the staff’s authority and effectiveness in their classrooms is undermined when students
discover that there is insufficient administrative backing and support of the staff, the Board recognizes
its responsibility to give all reasonable support and assistance to staff members with respect to the
maintenance of control and discipline in the classroom. The Board further recognizes that the regular
education staff, unless trained to do so as determined by the student’s IEP team, with the regular
education teacher in attendance, may not fairly be expected to assume ongoing responsibility for
emotionally disturbed students, and further, are not charged with the responsibility for psychotherapy.
Staff members have as their responsibility the identification of such students to the building
principal, for referral to appropriate special services personnel serving that building in order to seek
special help and more productive ways of dealing with such students.

Whenever a particular student requires the attention of special counselors, social workers, law
enforcement personnel, physicians or other professional persons, the administration shall take prompt
action to secure necessary assistance in the areas concerned and ensure that the staff member will not
be required to provide these specialized services.

Section D:

Staff members recognize their responsibility for the maintenance of discipline within the classroom.
When the grossness of the offense, the persistence of the misbehavior, or the disruptive effect of the
violation makes the continued presence of the student in the classroom a cause of disruption of the
educational process of the entire class, a staff member may refer the student to the head principal (to
convene a problem solving team) and provide a record of the dates and actions of the student’s
misbehavior to establish the persistence of the problem and shall include a record of the steps that the
staff member has taken in an attempt to remedy the problem (which may include such actions as calls
and other communication with parents, parent conferences, and discussions with the principal or other
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relevant staff about the student). The head principal shall within ten school days constitute and
convene a problem solving team including the principal, the referring teacher, and at least one
additional licensed faculty member (such as but not limited to an interventionist, literacy leader,
psychologist, social worker, or resource teacher), which shall develop a behavior plan for the student
that identifies the expectations for improvement in the student’s behavior, the ways in which this
improvement will be supported and encouraged, and a timeline for reviewing the plan and the
progress under the plan. Review of the plan and progress under the plan should occur no longer than
20 school days from development of the plan or from the previous review. Parents or guardians of the
student shall be provided with the plan and informed of the possibility of removal of the student from
the classroom.

In reviewing the plan, the problem solving team may modify and/or continue the plan, or
permanently remove the child from the classroom. If the teacher does not agree with the action of the
problem solving team, he or she may refer the matter to the building committee for review. If the
building committee cannot resolve the issue, the Superintendent shall be invited to attend a special
meeting of the building committee with regard to the issue under this section, which the
Superintendent or designee shall attend.

All actions under this Article must comply with Individuals with Disabilities Education Act
(“IDEA”).

No student should be permanently removed from the classroom before all possible means of dealing
with the situation have been exhausted. All possible means shall be interpreted as including, but not
limited to, consultation with appropriate special services personnel. If a student is permanently
removed, placement of the student shall be the responsibility of the principal.

The authority of the staff member for the maintenance of discipline will also include the areas of
the halls, grounds, and the period before and after school.

This section of the contract is to be used only for those cases where the student’s continued presence
makes it impossible for other students in the class to learn. It is to be used in those cases where the
misbehavior is a persistent, ongoing problem or where the grossness of the behavior warrants such
action. The purpose of this section is not to deny a student an education but rather to support each
teacher in creating an atmosphere where learning may take place. No student has the right to disrupt
a class so that the education of the others in that class becomes impossible.

Section E:

Any students who have been found to have committed an assault and/or battery on a staff member
shall be immediately removed from the classroom and supervised by the Principal or designee
pending due process requirements. The administrator shall then present the facts and his/her
recommendation to the Superintendent or his designee for final action.

Section F:

Individual records will be maintained on student discipline for cases related to ‘D’ and ‘E’ above
and will be available to staff members involved in these cases.
Section G: Building Security

1. At the beginning of the school year, the Principal shall review the Rockford Public Schools
Student Code of Conduct with staff members. A witten-copy of the Student Code of Conduct shall
be posted on the District’s websitegiven-to-eachstaffmember in the staff portal.

2. A staff member has the right to call the police should a student commit an assault and/or battery
on the staff member. The staff member shall notify the Principal (or designee) if such call is made.
Section H: Discipline

1. Students while on suspension from school are prohibited from the building, and from attending
all classes and all other activities held at school. Prior to the reinstatement of the suspended student(s),
the staff member may request a conference with the administrator handling the matter. Students
removed from S.I.L.E. or other alternative learning environment due to disruptive behavior may have
other interventions available. Staff members who wrote the discipline referral or office discipline
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referral may give consent for this student to return to histherthe staff member’s class for the remainder
of the day.

2. Students shall be disciplined in accordance with the Rockford Public Schools Student Code of
Conduct. It is expected that Discipline Referral forms will be processed and made electronically
available or, if paper, returned to staff members within 48 hours unless circumstances prevent the
timely return, in which case the administrator will so inform the staff member.

ARTICLE 17 - EVALUATION PROCEDURES

Section A:
The Evaluation Plan approved by the Board and the Assoc:1at10n aﬂd—theStadeﬂt—Grewth—Mamral
£ ¢ areis incorporated into this

Art1c1e by reference.
The building principal and/or designee (limited to assistant principals and the appropriate, qualified
special education and special services supervisors and administrators, in consultation with the
building principal) is responsible for evaluating all staff members assigned to histherthe staff
member’s building. Responsibilities of evaluators, in addition to those specified in the Evaluation
Plan Document, include:
1. Staff members to be evaluated are to be informed by the evaluator at the beginning of the school

year (i.e., the first institute day) or upon assignment along with the spec1ﬁc criteria according to Wthh
the evaluation will be made. e h . L RETROREIRgS

2. Prlor to each formal observatlon—rex,ﬁrewqu—mth the evaluator and staff member shall hold a pre-
conference to review the methods of evaluation to be employed and—Fhe discuss the staff member’s
shall-explainhisther objectives, methods, and materials-te-the-evalaater. The evaluator will advise the
staff member as to when each formal observation will be conducted. The evaluator shall conduct a
post-conference with the staff member after each formal and informal observation to review the
completed observatlon form qih%staff—member—wrﬂ—a}se—meekwrth—th%eva}uater—te%ewew—aﬁd

3. Assuring that probationary staff members are evaluated once each year prior to attaining tenure.

4. Assuring that staff members on contractual continued service are evaluated once every twe three
(3) years or upon request of the staff member or evaluator. In the years not evaluated, the principal
shall place a letter in the staff member’s personnel file, with a copy to the staff member, stating that
the lack of an evaluation will not be construed as an adverse reflection on the staff member’s
performance. A form letter jointly agreed upon by the Board and the Association will be utilized.

5. Each formal evaluation shall be initiated by a pre-conference between the evaluator and the staff
member that includes a review of the expectations of the parties and mutually scheduling the date and
time for the observation. In the case of the first instance of a staff member’s failure to be present for
the pre-conference or observation, it will be mutually rescheduled by the administrator and staff
member. Every evaluation event (i.e., pre-observation, post-observation, or summative evaluation
conference, the SMART Geal-forstudent-growth-meeting-or formal observation) shall be held at an
agreed time unless, with regard to a particular event, an evaluator attempts twice to schedule and no
time is agreed to, the evaluator may assign a time in accordance with the timeline for the event. If
the staff member for any reason is unable to attend at the scheduled time (including but not limited to
cancelling, failing to attend, sick leave, or medical leave), the evaluator shall have an additional five
(5) school days from the staff member’s return to work to assign the time for and hold the event.
Section B:
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1. All monitoring or observation of a staff member shall be conducted openly and with full
knowledge of the staff member. In evaluation or observation of staff members, the use of any elesed
eirenitteleviston—and-publieaddress;—audio systems—andor digital recording devices are expressly
prohibited.

2. A summative evaluation report shall be preceded by at least three (3) observations for non-tenured
and tenured who have been previously rated needs improvement or unsatisfactory. and-a-minimum-of
two-ebservatiensfor For tenured staff previously rated proficient and/or excellent, a minimum of two
(2) observations shall occur-edueators-efprofessional-performanee, one (1) of which shall be no less
than 30 minutes. No observation shall take place after May 15, except in the case of a needs
improvement or remediation plan already in progress.

3. If the evaluator notes areas in which the staff member needs to improve, the criticism shall be
reduced to writing and a copy given to the staff member within ten (10) school days of the occurrence.
All criticism of a staff member shall be in writing and shall contain suggestions for improvement.

4. A copy of the summative evaluation report shall be given to the staff member within ten (10)
school days ef-thelatter—of the final observation erthe-SMART Gealfor Student-Growthresults
submission. If the staff member disagrees with the summative evaluation report, he/shethey may
submit a written answer, which shall be attached to the file copy of the summative evaluation report
in question. Any such written answer will be delivered to the evaluator within ten (10) school days of
the conference. Additional conferences shall be held within five (5) school days of the request of the
staff member with the appropriate supervisory and administrative personnel to the level of
Superintendent.

5. On subsequent observation forms and summative evaluation reports, the evaluator shall comment
on previously noted criticisms of the current school year.

6. The observation forms and the summative evaluation reports shall be signed by the staff member
to show that copies have been received. Signing does not necessarily indicate approval of or
agreement with the reports. The summative evaluation reports shall then be filed in the staff member’s
personnel file.

7. During a remediation period, a staff member shall not be allowed to transfer to another school
without the express written approval of the Board. This restriction shall not preclude movement due
to Article 12, Section F, staff reductions.

8. Should a staff member on remediation be granted a leave of absence, the remediation period will
resume upon return from leave.

9. Upon request, the District will provide the Association a list of qualified teachers for selection to
be consulting teachers. The Association will use the prepared list to timely select a consulting teacher.
Additionally, the District will provide in a timely fashion all information relating to each remedlatlon
1nc1ud1ng, but not llmlted to the observatlons and summative evaluation. Fh :

Section C

With the understanding that any evaluation process includes subjective performance measurement,
it is not intended that the evaluation of any professional staff member under the Evaluation Plan; (i.e.
excellent, proficient, needs improvement, unsatisfactory); be subject to the grievance procedure. The
evaluator shall provide in the summative report reasonable, well-defined performance goals for each
performance rating of unsatisfactory. Failure of the evaluator to provide reasonable, well-defined
performance goals for each performance rating of unsatisfactory shall be considered a procedural
defect. Any procedural defects in the evaluation process will be subject to the grievance procedure.
Upon the written request of a staff member who receives an overall rating of proficient, the evaluator
shall, within a reasonable time, provide a written summary of goals for the staff member to achieve
in order to receive an overall rating of excellent.
Section D:
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The procedures set forth above shall be fully applicable to staff members working in extracurricular
and co-curricular assignments, except that item “B-2” may be adjusted to accommodate the
extgenetes-urgent need or demand of the activity.
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ARTICLE 18 - STANDARD OPERATING
PROCEDURES FOR BUILDINGS

In the development of the Operating Procedures, the Board recognizes the value and desirability of
staff involvement and encourages their recommendation. Consistent with the following policy
(School Building Committee) and within the limits of Board Policy, each principal shall develop
procedures for the building.

Section A: Purpose

The purpose of the School Building Committee is to act in an advisory capacity in identifying
problems at the building level and arriving at acceptable solutions to problems relating to rules,
procedure, policies, discipline, and any other matters pertaining to operation of the building. To this
end, upon request, the Principal will provide the Building Committee with a copy of the school’s
budget, and the Building Committee may include the budget as an agenda item to be discussed at a
scheduled meeting.

The Building Committee shall, but is not limited to:

1. Review data and trends relative to student discipline in order to improve school climate.

2. Provide input and recommendations to the principal on discipline procedures conducted in the
building.

3. Recommend training programs on student discipline for staff as requested.

4. Examine individual concerns where a staff member does not concur with the administrator’s
processing of a discipline referral.

5._Review additional building-level issues brought forth by staff to improve school operations and
working conditions.

Section B: Organization

1. A school Building Committee shall be organized at each school. Committee members shall be
elected on or about September 15, by and from the professional staff assigned to the building, and
shall serve until September 15 of the following year. Committee membership shall be reported by
September 30 of each year to the Superintendent for official filing.

2. The Association shall designate one of its Association Representatives from the building to serve
as chairperson pro tempore of the committee until the committee meets to select a chairperson. One
of the Association Representatives will serve on the committee with the right to vote.

3. The principal shall be an ex-officio member of the committee.

4. All members of the committee will be certificated personnel elected by the staff. Elections shall
be conducted by the Association members within the school. All professional staff within the school
will be eligible to vote for the membership of the committee irrespective of membership in the
Association.

5. Membership on the committee in addition to the principal and the Association Representative
shall be based as follows:

a. Elementary schools - one representative for each grade level, and one representative from special
services. In cases when the staff of an elementary building does not exceed twelve, five
representatives from that building shall be elected. All teachers from that building shall serve if
there are fewer than 6 teachers.

b. Secondary schools - representation on the basis of the following:

Enrollment Number of Members
600-orless 3

601t6-1100 or less 5
1101 to 1600 7

30



1601 to 2100 9
2100 or more 11

c.Deviations - Any modification in number of membership or organization of the committee must
be approved by the Association and the Board through an official designee.

6. The principal will provide the School Building Committee with secretarial services if available

and mutually agreed upon by the principal and Committee.
Section C: Bylaws

1. Each Building Committee shall adopt its own Bylaws. Such Bylaws shall provide for, among

other things:

a. Any professional staff member shall be eligible for election to the Committee. Offices will be
held only by the Committee members and any Committee member shall have an equal right to
hold office.

b. The method of electing Committee members and filling vacancies.

c. The selection of officers, including chairperson.

d. The calling of meetings. Meetings shall be scheduled at least once each month during the school
year.

e. The order of business.

f. Such Bylaws shall not conflict with statutory rights and responsibilities of the Superintendent,
Principal, the Board, or the terms of this Agreement.

Section D: General Rules

1. Any staff member may submit to any Building Committee member in the building a written
statement of a problem for discussion by the Committee. Notwithstanding, staff members should
notify their respective principal / supervisor in the effort to resolve the problem prior to bringing it to
the Committee.

2. Upon receipt of such items, a Committee member shall place the same on the agenda for the next
meeting.

3. Any Committee member may place on the agenda any item believed appropriate, including
formal requests by another staff member.

4. The principal shall be given an advance copy of the agenda and such agenda shall be published
or emailed to staff members and the principal in advance throughout the building.

5. Problems that can be resolved at the building level will be so resolved. Problems that cannot be
resolved at the building level may be referred by Committee to the Grievance Procedure; provided
that when issues with regard to school climate cannot be resolved by the Committee, the
Superintendent shall be invited to attend, in which case the Superintendent or designee shall attend
the next Committee meeting.

Section E: Feacher-Technology Support

Each school may have an Association member designated by the principal to provide teacher
technology support in accordance with a role description agreed to by the Superintendent and
Association Executive Board. A member serving in such role shall receive the teacher technology
support differential pursuant to Appendix C. The performance of duties in this role shall not be used
in the staff member’s evaluation.

The District also provides technology support to students and staff through the District’s IT
Department.

Section F: Building Champion

Each building with professional staff assigned to it shall have one Association member designated
as the Building Champion to serve as the facilitator of communication regarding facilities in
accordance with a role description mutually agreed to by the Superintendent and Association
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Executive Board. The Building Champion shall be selected by the head Association Representative
for the building in consultation with the head principal and other Association Representatives. The
performance of duties in this role shall not be used in the staff member’s evaluation.
Section G: Academy Team Leaders

In each Academy in a high school, the District may designate one teacher as the Team Leader. Each
Team Leader shall receive the Team Leader differential as compensation for his-er-hertheir added
responsibilities as set forth in the Academy Team Leader role description. As part of the added
responsibilities of the Team Leader position, a Team Leader may be assigned to prepare, convene,
and facilitate meetings relating to their Academy during preparation time that for other professional
staff are voluntary. As with other differential positions, each Team Leader shall be designated on a
year-to-year basis, and the added responsibilities of a Team Leader shall not be included in the staff
member’s evaluation.

ARTICLE 19 - TEXTBOOKS AND SUPPLIES

Section A:

The Board recognizes that appropriate texts, library reference facilities, maps and globes, laboratory
equipment, audio-visual and computer equipment, teaching supplies, athletic equipment, current
periodicals, standard tests and questionnaires, and similar materials (such as, for example, 21
Century learning materials) are the tools of the teaching profession.

Section B:

In that textbooks, and-supplies, and library materials are the tools of the teaching profession, the
Board expects the need for additional supplies and textbooks, the need for changes in the types of
supplies and textbooks, and the updating of supplies and textbooks to originate with the staff member.
The Board anticipates that most of these needs will be met through regular budgetary procedures, but
will consider any such needs presented by the Association.

Section C:

In the selection of textbooks, the Board recognizes the effect of such selections upon the schools of
the entire District. Therefore, when the need for a change in textbooks has been established, the Board
affirms the right of the various schools of the District to be represented in the selection of
replacements.

The Association agrees, in such instances, to appoint committees of appropriate staff members,
including department-headsteacher leaders, to meet with the representative(s) of the Superintendent
for the purpose of reviewing all available textbooks and materials pertaining to said change.

Upon conclusion of the review, each committee will submit to the Board, through the
Superintendent, a report including a list of the textbooks and materials reviewed, a recommendation
for the textbooks and materials chosen as the replacement, and the basis upon which the particular
textbooks and materials were chosen.

The Board agrees to honor such recommendations or to return the report to the Committee with its
reasons for non-acceptance of the recommended selections.

Section D:

When it becomes necessary for budget requests in the areas of textbooks and supplies to be cut, the
Administration will inform the affected principals within two weeks after final adoption of the budget.
After consulting with the School Building Committee on the priority of items, each principal will
submit any recommendations.
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ARTICLE 20 - INSTRUCTIONAL COUNCIL

Section A:

The Instructional Council shall represent staff members in the process of educational change. The
Instructional Council will operate under a set of bylaws submitted to the Superintendent and
Association.

Section B:

The Instructional Council will meet monthly during the school year. Additional meetings may be
scheduled depending upon the nature and urgency of the business at hand. A Steering Committee will
be elected by members of the Instructional Council. It should consist of five (5) members who have
served at least one (1) year on Instructional Council (three (3) staff members and two (2)
administrators) in addition to the REA president or vice-president and the Chief Instructional Officer.
Steering Committee will meet monthly to set the agenda for each of the Council meetings. The
Association and/or the Superintendent may suggest items for Instructional Council to consider. Such
items will be considered and reported on in a timely fashion.

Section C:

Instructional Council will also facilitate the Association’s and the Administration’s joint planning
of the in-service program for each year. The program will be established by May 1 of each year.
Modifications may be made with mutual agreement.

Section D:

The Instructional Council may establish subcommittees to consider particular matters (as outlined
in the bylaws). After review, recommendations and suggestions will be forwarded to the
Superintendent and President of the Association.

Section E:

The Instructional Council will consist of:

1. Nine (9) REA members selected in the following categories, nominated by a committee of the
Association Executive Board, and appointed by the Association Executive Board, to serve staggered
three (3) year terms: +-one (1) Early Childhood, one (1)} Bilingual/Dual Language, one (1)+ Special
Education, 2-two (2) Elementary, two (2)2 Middle School, and two (2)2 High School. A term shall
expire with the end of the appropriate school year, with the successor term starting immediately
thereafter. The Association Executive Board shall make the appointment of the successor
Instructional Council member prior to the expiration of a particular Instructional Council member’s
torm. Initialte N ) R . . .

lesi v ] tion I ive Board..

2. Three (3) members appointed by the Superintendent from their respective groups for staggered
terms of three years: one (1)} Elementary, one (1)+ Middle School, and one (1)+ High School
administrator;

3. Permanent non-voting members: President or vice-President of the Association; Chief
Instructional Officer and curriculum coordinators. The Chief Instructional Officer will serve as
permanent chairperson of both the Council and the Steering Committee.
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A substitute will be provided for each staff member as needed.

ARTICLE 21 - EEASTRESTRICHVE
ENVIRONMENTSPECIAL EDUCATION

As to Section A, the District has corrected the scrivener’s error. In addition, the District will agree

to change the missed paraprofessional pay to reflect the criteria currently in place on the time
submission form which had been negotiated with the Union in 2023 (which reflects the 2004
arbitration agreement).

As to Section D, the District does not agree to change the previously agreed upon language.

While the Board and the Association acknowledge that Least Restrictive Environment (LRE) is
federally mandated_through Federal Law 34 CFR §300.114, they also recognize the extent to which
any individual student with disabilities should participate in regular education programs must be
appropriate to that student’s unique needs as determined by the Eligibility Determination Conference
(EDC) and/or the Individualized Education Plan (IEP)_as developed in accordance with federal and
state law. Such participation in regular education programs shall not substantially interfere with the
learning of others even with supplemental services, threaten the safety either of other students or of
the disabled student, or require so much modification in the curriculum that the regular program has
to be altered beyond recognition.

The Board recognizes and agrees that it will take any and all steps necessary in order to meet the
requirements of federal and state laws which require that students with disabilities be educated in the
least restrictive environment. Such steps might include, among other things, co-taught classes, the
relocation of programs, the establishment of additional classes, or the reassignment of students both
with and without disabilities.

Section A: IEP Meetings and Recommendations

Fhe A regular education staff member, who is or will be providing instructional or other services to
a student with disabilities in a regular education classroom setting, shall be invited, in writing, to
participate in the [EP meeting and any subsequent meetings. Participation shall not result in the loss
of leave time or uncompensated planning time.

IEP required recommended-paraprofessionals (i.e., one-to-one paraprofessionals) shall be in place
within twenty (20) days from the date of the IEP. “Days” shall mean days when the District offices
are open._Staff members shall be eligible for compensation at the lost planning period rate for each
thirty (30) minutes after the twenty (20) day grace period when the one-to-one paraprofessional is
absent so long as the staff members submit their request for missed paraprofessional pay in the pay
period in which such request meets the following criteria:

e The request for pay includes the teacher’s, paraprofessional’s and student’s attendance.

e The requesting teacher is assigned to teach regular education classes.

e The student with the one-to-one paraprofessional does not have “Learning Disability” or
“Speech/Language” as a primary eligibility.

e More than twenty (20) days have passed since the earlier of (1) the most recent IEP was
drafted specifying the need for a one-to-one paraprofessional or (2) the placement of the
paraprofessional.

e The total minutes requested by the teacher do not exceed the number of minutes in the
student’s IEP.

e The assigned paraprofessional was absent and a substitute / another adult was not in the
class.

NOTE: If there is more than one student in the class with an assigned paraprofessional,
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compensation for missed paraprofessional pay will only be paid if all paraprofessionals are absent, in
which case the compensation Will be based upon the number of minutes of the student Who has the

If a staff member advises, in writing, the administration of a reasonable basis to believe that the
student’s current IEP is not meeting the student’s unique needs, as required by law, an IEP meeting
shall be reconvened within twenty (20) days. An IEP meeting shall be reconvened if a staff member
advises, in writing, the administration that the student’s participation in the regular education program
substantially interferes with the learning of others, even with supplemental services, threatens the
safety either of other students or of the disabled student, or requires so much modification in the
curriculum that the regular program has to be altered beyond recognition.

Section B: District Special Education Advisory Committee

The District Special Education Advisory Committee shall address issues and concerns that have
broad implications, rather than issues of individual students, regarding the implementation of
programs for students with special needs. This committee will be made up of eight (8) members, four
(4) appointed by the Association, one (1) of whom is a special education teacher, and four (4)
appointed by the District, one (1) of whom is a special education administrator. Staff members may
submit written concerns to the Committee. The District Special Education Advisory Committee will
review and act upon the concerns at its next scheduled meeting. The committee will process decisions
including, but not limited to, co-teaching, general reassignment of students, workload, use of
paraprofessionals, paperwork, provision of appropriate instructional materials, and staff training. The
committee and presenter will be provided with release time or compensation to meet.

Section C: Training and Materials
The Board shall set aside a sum of money to provide staff development for all teaehers professional
staff Who prov1de specml educatlon serv1ces to students WLhG—ha-V%}HG}HS-}Gﬁ—StHd%HFS— Sﬂeh—staﬁ

Section D: Special Education Workload

1. Definitions:

a._ Workload — Workload is the combination of individualized instruction, consultative
services, collaboration among_staff members, attendance at IEP meetings, required
paperwork and reporting.

b. Case Management — Workload less the individualized instruction.

c._Class Size — Students served per period for individualized instruction
2. Special Education Staff Workload

The REA and the District have agreed that the District will work to ensure that there is sufficient
staff available so that all services required under students’ IEPs can be provided at a requisite level
of intensity. The class sizes and workloads set forth below shall be established as the standards for
the maximum number of students.
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When an overage in special education class size or case management limits occurs, the special
education staff member shall notify the Special Education Administrator. Within ten (10) days of the
initial occurrence, the overage will be rectified. When the situation is not easily rectified, the Special
Education Administrator will notify the Executive Director of Special Education or designee who
will have ten (10) days to rectify the situation. This second set of ten (10) days may include the
convening of a Review Committee. Members of the Review Committee will include but not be limited
to: the building principal, Special Education Administrator, special education staff member (and/or
case manager) and REA representative. The plan developed by the Review Committee may include
(but_will not be limited to) adjusting caseloads or increasing allocations. Such plan will be
implemented within ten (10) days of the committee’s meeting.

To the extent a special education staff member has concerns about the special education staff
member’s overall workload, the staff member may also bring this concern to the Special Education
Administrator. When bringing forward workload concerns, the special education staff member shall
prepare an analysis which must include, but is not limited to, data for the school year of concern: (1)
total direct minutes per week for all assigned students; (2) total indirect minutes per week for all
assigned students; (3) total number of evaluations / re-evaluations assigned to the individual staff
member as the case manager; (4) total number of anticipated hours required to complete the
evaluations / re-evaluations as the case manager; (5) total number of evaluations / re-evaluations for

which input is to be provided by the staff number but which the staff member is not the case manager;
(6) total number of anticipated hours required to provide input into the evaluations / re-evaluations
where the staff member is not the case manager; (7) number of IEPs managed; (8) detail of unique
circumstances which are impacting the staff member’s workload. Within ten (10) days of receiving
the requisite data, the Special Education Administrator will meet with the staff member to discuss the
concerns and possible remedy. If the staff member is not satisfied with the outcome of the meeting
the staff member shall notify the Executive Director of Special Education or designee who will have
ten (10) days to review the situation and either confirm or adjust the proposed solution. This second
set of ten (10) days may include the convening of a Review Committee. Members of the Review
Committee will include but not be limited to: the building principal, Special Education Administrator,
special education staff member (and/or case manager) and REA representative. The review committee
will provide a recommendation to the Executive Director of Special Education who will consider the
totality of circumstances into consideration and make a final decision regarding the staff member’s
workload.
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Special Education Class Size

Category of Class Size Limits Class Size Limits Class Size Limits with
Classroom with Teacher Only with Teacher and Teacher and Two
Paraprofessional Paraprofessionals
Students 20%
or less in
Special Education 15 NA NA
Students with more
than 21% but less than
60% in
Special Education 10 15 NA
Students with 61%or
more in Special Education 8 13 NA
Students served in LI/MI
(moderate/PLUS) program 5 8 13
Students served in LI/MI
(severe), LI/AU, SCED Programs
NA 5 10
SC Early Childhood
Programs NA 1-5 6-10
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SC Hearing Impaired
Programs 5 10 NA

Case Management

The Board and the Association recognize that the ISBE required the identification of limits on the
workload of its special educators so that all services required under students’ IEPs, as well as all
needed ancillary and support services, can be provided at the requisite level of intensity. Each
workload is based on an analysis of the activities for which the special educator is responsible and
encompasses, but is not limited to: individualized instruction, consultative services and other
collaboration among_staff members, attendance at IEP meetings and other staff conferences, and
paperwork and reporting.

Category Maximum District Suggested
Commitment District Target
School
Psychologist 1/1250 1/1000
Speech and 1/60 caseload 100 SRS drives
Language Therapist Not to exceed the number
100 SRS of students
School Social Worker 900 min. 900
(Special Education) per week per week

School Nurse 1/ 1000 1/825
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Category of Workload Maximum Number Suggested Number

of Students of Students
Early Childhood,
Elementary Team Taught 17 15
Elementary Instructional 13 13
Secondary Co-taught,
Instructional, Collaboration 17 15
LI/MI (moderate / PLUS) 13* 13*
LI/MI (severe)/AU/HI/ED 10* 10*
Early Childhood Self contained 15%* 12*
Itinerant OI/VI/HI Teachers 17 15

*Limited to students assigned in that program

Note: Special Education Teachers (Resource, Instructional, Co-Taught, Self-Contained) who have

accepted a sixth (6™) assignment will have their maximum caseload increased by no more than three

(3). Such increase will not exceed 20 students.

ARTICLE 22 - STAFF HOURS AND SCHOOL
CALENDAR

Section A: Early Childhood

1. The teacher day shall be seven (7) hours and fifteen (15) minutes with up to one hour reserved for
the noon lunch period and the schedule of those hours to be determined by the principal and the staff
of each school to meet the peculiarities and/or transportation problems of each school. Sessions may
be up to two (2) hours and forty-five (45) minutes in length.

2. Modifications for student dismissals may be made after consultation and agreement of the
Association, and the final decision shall rest with the Board.

3. Early childhood staff members shall be required to report fifteen (15) minutes before the start of
the students’ school day determined by the scheduled teachers’ receipt of the students from bus
unloading or parent delivery. Teachers shall be required to remain at the end of the school day no
longer than required by Section G below. This time is to be used for non-instructional professional
duties consistent with Article 22, Section P below.

4. The Board will provide each early childhood staff member with at least five (5) planning periods
per week to be used for non-instructional professional duties consistent with Article 22 section P
below. Each planning period will be a minimum of thirty (30) minutes.

5. No professional staff member shall be required to supervise more than the maximum permissible
class size as prescribed by applicable state and federal guidelines.
6. Early childhood staff members shall have a ten (10) minute break from their classes in the morning
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and afternoon provided the staff member’s class is left in the charge of another staff member. The
principal and the staff in each school shall work out a plan for its implementation using the staff
assigned to the building.

7. Early childhood staff members shall not be required to make home visits when they have reason
to suspect a visit may jeopardize their personal safety. In order to accomplish required home visits
which cannot be made during the teacher day and where personal safety is not an issue, staff members
will make such home visits outside of the teacher day with prior advance administrative approval both
as to necessity and projected time involved. An amount of released time equal to the time involved in
these home visits will be granted for each participating staff member on the Friday of the same week
in which the after-hours visit is made.

8. On the last student attendance day of the school year, the regular work day shall be five (5) hours
and the remainder of the day shall be available to staff to complete paper work, record keeping and
check-out for the end of the school year.

Section AB: Elementary

1. The official length of the day for elementary school students shall be 5 hours 55 minutes with a
minimum of 40 minutes for the noon lunch period and the schedule of those hours to be determined
by the principal and the staff of each school to meet the peculiarities and/or transportation problems
of each school.

2. Modifications for student arrivals and dismissals may be made after consultation and agreement
of the Association, and the final decision shall rest with the Board.

3. Elementary staff members shall be required to report five (5) minutes before the start of the
students’ school day determined by the tardy bell.

4. The Board will provide each elementary staff member with at least five (5) 45 minute planning
periods per week totaling 225 minutes per week during the hours of student attendance as well as a
planning period each school day after students have been dismissed, all of which shall be used for
non-instructional professional duties consistent with Article 22, Section P below. The total required
work hours shall not exceed those established in Section G of this Article. Certified Instruction
Specialists, including but not limited to Art, Music and Physical Education specialists will instruct
the elementary staff member’s class during these planning periods during the hours of student
attendance. Every possible effort will be made to schedule no more than 2 planning periods per day.
No intervention specialist or academic coach shall be used to create classroom elementary teacher
planning time, except as part of a program, school-based solution, or curriculum established through
standard District processes or a school’s problem solving team.

5.1t is understood that there may be occasional times when the specialist does not arrive or is late,
and the teacher shall remain in charge of the class in that event.

6. All certified instruction specialists shall have at least five (5) 45 minute planning periods per week
totaling 225 minutes per week during the hours of student attendance as well as a planning period
each school day after students have been dismissed, all of which shall be used for non-instructional
professional duties to be used consistent with Article 22, Section P below. The total required work
hours shall not exceed those established in Section G of this Article. No Certified Instruction
Specialist’s class shall be less than forty-five (45) minutes. There shall be a minimum of four minutes
scheduled between the end of each Certified Instruction Specialist’s class and the beginning of the
next class, to provide preparation, with a minimum of five (5) minutes at the beginning of the student
day to the first Certified Instruction Specialist’s class of the day and a minimum of five (5)minutes
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from the end of the last Certified Instruction Specialist’s class to the end of the student day to facilitate
student movement into and out of the school.

7. No professional staff member shall be required to supervise more than the maximum permissible
class size according to current contract limits.

8. Elementary staff members shall have a ten (10) minute break from their classes in the morning
and afternoon provided the staff member’s class is left in the charge of another staff member. The
principal and the staff in each school shall work out a plan for its implementation using the
professional staff assigned to the building.

9. On the last student attendance day of the school year, the student day shall be five (5) hours and
the remainder of the day shall be available to staff to complete paper work, record keeping and check-
out for the end of the school year. The District may impose a flexible schedule on the last student
attendance day to accommodate the shortened schedule.

Section BC: Secondary (Middle and High Schools)

1. At the middle and high school level, the student day shall not exceed seven (7) hours and fifteen
(15) minutes. Within these parameters, middle and high school schedules shall be determined by
the principal and the staff of each school to meet the peculiarities and/or transportation problems
of each school.

2. Modifications for student dismissals, double sessions, etc., may be made after consultation and
agreement of the Association, and the final decision shall rest with the Board.

3. Secondary staff members shall be required to report not more than fifteen (15) minutes before the
start of the students’ school day, except for those situations where a few staff members will be
required for supervision before the opening of school, at which time up to thirty (30) minutes before
the opening of school may be required. Such secondary personnel will have equivalent released time
in their daily work schedules.

4. While the staff members’ responsibilities generally necessitate remaining after school, no definite
amount of time after the close of school will be required.

5. Middle school and high school staff members shall teach and supervise up to 300 minutes each
day including student passing times before and after class. Staff members shall not be required to
meet more than five (5) class periods each day. The Board may offer up to 20% of the certified full-
time staff (at each school) a sixth assignment. If a determination has been made to offer a sixth
assignment, the Board will adhere to the following: Staff members may voluntarily agree to teach a
sixth class for a semester or an entire academic year. Such staff members shall be compensated at the
pro rata rate of 20% of their base pay. There shall be no reprisal if a staff member declines to accept
a sixth class assignment. Except as provided below, no staff member shall be required to supervise
lunch. If the Superintendent determines the need, a staff member may voluntarily agree to assist with
lunchroom or tutoring supervision during histhertheir planning period. He/sheStaff members shall be
reimbursed at the missed planning period rate. No supervisory duties shall be assigned to staff
members implementing the middle school concept. Modifications of these provisions may be made
upon the recommendation of a majority of the staff members of a school, with the approval of the
Board and the Association.

6. Each staff member will receive a minimum of 100 minutes (or two (2) class periods in a non-
block schedule) to be used for non-instructional professional duties consistent with Article 22, Section
P below. Such preparation periods shall be equal in length to class periods. Preparation periods for
department heads shall be as follows: six (6) or more staff members in a department, a minimum of
150 minutes for planning per day; less than six (6) in a department, a minimum of 100 minutes for
planning per day.

7. Implementation of true Middle School Concept programs inconsistent with the provisions of this
agreement shall require specific recommendations to be considered by the Building Committee.
Those recommendations may include areas such as the program design, numbers of meetings per
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week, curriculum, scheduling, level of staff training, level of staff participation, budget, piloting and
implementation issues. The Building Committee shall be responsible for adapting such
recommendations to its school. The Building Committee, with the full participation and vote of the
principal, shall make recommendations to the staff.

Implementation of the program at any middle school shall require a 2/3 affirmative vote of the
bargaining unit staff, approval by the Superintendent, and approval by the Executive Board of the
Association. Continuation of the program after a two year pilot program would require a biannual
reaffirmation of the staff. All votes shall be by secret ballot and conducted by the Association
Representative.

8.In the event the middle school program is changed to a junior high school program, these
provisions shall apply to the junior high school program.

9. On the last student attendance day of the school year, the Middle-Sehool student day at secondary
schools shall be-not exceed five (5) hours and the remainder of the day shall be available to staff to
complete paper work, record keeping and check-out for the end of the school year. The District may
impose a flexible schedule on the last student attendance day to accommodate the shortened schedule.

Section €D: Adult Education

Adult and Continuing Education Professional staff members shall be covered by all provisions of
the Professional Agreement except as modified herein. Both the Board and the Association agree that
the intent of this article is not to hinder existing programs or to change the unique teaching techniques
already in use or to change its unstructured approach to education. The intent of this article is to ensure
all staff members the rights and responsibilities enjoyed by the rest of the Professional Staff.

1. The official length of the day for the staff shall be consistent with the individual school’s
programs. The actual working schedules shall be determined jointly by the staff and the administration
to meet the peculiarities of the schools, but in no case shall the staff member’s day exceed the
maximum day specified in the contract Article 22, Section C, except as modified herein.

2. Staff members may teach up to six five (65) periods a day with a total of no more than 300 teaching
minutes per day.

3. Each staff member will receive a minimum of ene-two (42) fifty (50) minute planning period per
day to be used for non-instructional professional duties consistent with Article 22, Section P below.

4. The Board will not employ full-time Adult Education hourly paid teachers.
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Section E:

A schedule of dates and times of up to one general staff or Professional Learning Community (PLC)
meetings a month plus a second PLC meeting a month will be determined at the beginning of each
year. An additional PLC meeting may be scheduled each month with the agenda approved by the
Building Committee. A copy of the agenda for said meetings shall be presented by the Building
Committee not less than five (5) days prior to its convening. Said meeting shall be limited to one (1)
hour and must adhere to the agenda presented. An additional meeting may be scheduled each month
with the Superintendent or the Assistant Superintendent or Chief Instructional Officer being present.
Attendance at any other meetings shall be at the option of the individual staff member, except those
required of new personnel for orientation purposes.

Section F:

The academic calendar (referred to as the “minimum term” in the Illinois School Code) may include
the following release days with no student attendance:

No more than four (4) Institute days to be at District direction; and

No more than two (2) School Improvement Planning (SIP) days during the school year to be at
District direction.

Teachers will be required to submit report cards and all other end of the year information for
students on or before the last day of the academic calendar.

Each Building Committee may design an in-service training and/or staff development program
relating to the School Improvement Plan for one early release day per semester pursuant to the
provisions of 105 ILCS 5/18-8.05(F)(2)(d). The Superintendent shall submit the application for
approval of the program prepared by the Building Committee to the Regional Superintendent of
Schools for approval.

The number of days in the academic calendar shall not exceed the “minimum term” specified in the
Illinois School Code (as it currently exists or may hereafter be revised or restated), including but not
limited to the minimum number of pupil attendance days set forth therein, (by applicable State law(s)
and/or regulation(s)), the scheduling and use of which shall otherwise be determined by the Board.
Should the “minimum term” be increased during the life of this agreement, any additional required
days shall be subject to impact bargaining.

Section G:
Staff members working pursuant to the provisions of this Agreement will have a work day of no
longer than seven (7) hours and fifteen (15) minutes.
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Section H:

Every attempt will be made by the administrative staff to supply qualified substitute teachers. Only
in cases of extreme emergency will a staff member be required to serve on a substitute basis, which
shall occur according to the process set forth in Article 25, Section I.

Section I:
All staff members shall have a duty-free uninterrupted lunch period no shorter than that stipulated
in the Illinois School Code.

Section J:
Staff members shall not be required to perform non-instructional housekeeping functions.

Section K:

minimum-of one-dayper-year—Case managers may request up to two (2) non-consecutive days each
year for the completion of [EP paperwork. The individual case manager shall decide when the day
shall be taken, and shall properly notify the appropriate supervisor. Gre Two (2) additional days may
be requested by the case manager from histhertheir supervisor, subject to review—approval by said
supervisor.

Section L:

Every effort will be made to schedule multidisciplinary staffings during the school day. Notification
of the date and time of the multidisciplinary staffing will be given to staff members at least three days
in advance of the meetings.

Section M:

The Superintendent, in consultation with the Association, shall annually recommend the Academic
Calendar to the Board. Supplemental modifications as needed must be jointly agreed to by the Board
and the Association.

Section N:

It is agreed that a specific meritorious plan by a professional staff member may be submitted to the
Superintendent, and upon Board approval, said staff member shall be released from that part of the
normal professional responsibilities as is necessary for the purpose of research, grant writing, or the
development of improved curriculum materials.

Upon completion of the research assignment, said staff member shall be restored to the former
position, if possible, or to a position of like nature.

Section O:

1. On up to five (5) days per year, the District may create flex time by varying the start and end
time of the school counselor work day from the times set forth in Section B of Article 22 and
Appendix BC of the Professional Agreement. The work day for school counselors shall remain a
consecutive seven (7) hours and fifteen (15) minutes for high school counselors and seven (7) hours
and fifteen (15) minutes for middle school counselors.

2. A schedule of proposed flex time days, with start and end times, will be provided to each school
counselor on the first day of the school year.

3. Flex time dates in addition to the five (5) per year and/or not included in the schedule provided
on the first day of school, may be agreed by the District and the Association, but in no event shall a
school counselor receive fewer than ten (10) school days’ notice of the date and of the start and end
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times of flex time. If a counselor is offered the opportunity of such additional flex time dates,
participation shall be at the discretion of the counselor, and there shall be no consequence for a
counselor for not accepting the flex time.

4. Flex time shall not be used in the first ten (10) days or last ten (10) days of the school year,
without specific prior agreement of the District and the Association.

5. Flex time shall not be scheduled for Saturday, Sunday, or a legal or special holiday on the District
calendar.

6. Unless mutually agreed by the evaluator and school counselor, a work day involving flex time
shall not be used for evaluation.

7. Flex time shall not be used for meetings or professional development, without specific prior
agreement of the District and REA.

8. Leave for illness or other causes on a work day with flextime shall be in accordance with the
Professional Agreement and established practices and District procedures for leave.

Section P:

Any and all preparation and/or planning periods referenced in Article 22 above shall be used for
planning and/or preparation per day and/or for other professional duties in the interests of student
engagement and/or student achievement (including, but not limited to, consultation/collaboration with
parents, teachers, co-teachers, and/or other staff members; IEP meetings; evaluation meetings;
grading; data review, collection and/or entry; or similar duties). Planning period time is generally
self-directed. It is not intended to include instructional time or to require additional Professional
Learning Communities, Small Learning Communities, committee meetings, and/or Academy
meetings.

ARTICLE 23 - VOCATIONAL EDUCATION

Section A:

Work Experience Credit: Vocational education staff members who work in business or industry,
and who work in their subject field during the summer, shall be given credit on the salary schedule.
Credit: Every 80 hours of work experience directly related to the specialty will be equated to one (1)
semester hour of credit on the salary schedule. This is not to exceed a maximum of ten (10) semester
hours of credit with a maximum of five (5) which can be earned in any one summer. After attaining
placement on the M.A. schedule, an additional ten (10) hours beyond the M.A. shall be granted based
on every 80 clock hours of work experience directly related to the specialty will be equated to one (1)
semester hour of credit on the salary schedule. This is not to exceed a maximum of ten (10) semester
hours of credit with a maximum of five (5) which can be earned in any one summer. Procedure for
Approval: The staff member must apply for approval by completing the appropriate form which must
then be approved by the principal and the Superintendent of Schools. For final approval and
determination of salary credit to be granted upon completion of said work experience, a written report
shall be submitted summarizing the benefits that were derived and documenting the number of hours
worked.

Section B:

Non-degreed teachers with provisional vocational certificates will be given education and
experiential placement on the salary schedule in the following manner:

1. In addition to the college credit earned to qualify for the provisional vocational teaching
certificate, additional movement on the salary schedule shall be on the basis of one academic year of
college for every three years of verified, full-time, journeyman level work experience in the teaching
specialty. This work-experience equals college-credit method would be used up to and including the
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B.A. position of the salary schedule. College hours earned may be added horizontally up to and
including the B.A. + 20 position.

2. Additional work experience beyond that required to achieve the B.A. position on the salary
schedule should be equated vertically on the “experience” scale on the basis of 1 year experience for
every two years of verified full-time journeyman level work experience in the specialty.

Section C:

The cooperative education coordinators will have office space. The following shall also apply:

1. Their work day will be equivalent to that of a regular high school staff member’s day.

2. Coordinators will be responsible for a maximum of two (2) related classes per day.

3. The maximum number of students that a coordinator will meet each day will be forty (40), if all
students are in the same category. The maximum number of students that a coordinator will meet each
day will be thirty (30), if students are from different categories, i.e. OE, DE, etc.

4. The maximum number of schools a coordinator will be responsible for is two (2).

5. The work schedule will be divided equally among the following responsibilities: programs, clubs,
and job supervision.

ARTICLE 24 - CLASS SIZE
The District will agree to change the missed paraprofessional pav to reflect the criteria currently

in place on the time submission form which had been negotiated with the Union in 2023.

Section A:

The Board and the Association recognize that the pupil-teacher ratio is an important aspect of an
effective educational program. Therefore, they agree that the class size set forth below shall be
established as the standards for the maximum number of pupils per teacher and that this policy shall
be effected in all schools to the extent possible.

The Board will supply the Association with a list of all elementary classes within 10 days of the
start of each semester.

Maximum class sizes shall be established as follows:

Kindergarten 26
1-3 26
4-6 30
Combination 1-6 23

There shall be no 1-2, 2-3, 3-4, or 4-5 combination classes unless designated by the educational
program of the building.

Allocations for and class sizes for all-day kindergarten classes shall be determined as follows. The
allocations process shall initially proceed as if the maximum kindergarten class size is 28; using the
number of kindergarten classrooms in each school based on this limit, the 16 schools with the highest
mean kindergarten class size as of June 1 as mutually agreed upon by the Superintendent and
Association shall receive one additional kindergarten teacher. If no agreement is reached, the parties
shall appeal to the Board who has the final decision. If the Building Committee of a school determines
there is no room in the school for an additional kindergarten classroom, the school shall not receive
an additional kindergarten teacher and the total number of schools receiving additional kindergarten
teachers shall be reduced by one. Teachers among the additional kindergarten teachers shall be
surplused each year, with the additional positions considered a district-wide department. If a school
is to receive an additional kindergarten teacher in consecutive years, however, the additional
kindergarten teacher in the previous year shall have the opportunity to choose to return to the school
for the subsequent year.
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For all-day kindergarten classes over 23 a full-time paraprofessional will be provided. The
paraprofessional shall be in place within twenty (20) days from the date of enrollment of the twenty-
third student. “Days” shall mean days when the District offices are open. Staff members shall be
eligible for compensation when an assigned a required paraprofessional is absent at the lost planning
period rate for each thirty (30) minutes so long as the staff members submit their request for missed
paraprofessional pay in the pay period in which such request meets the following criteria:

e The request for pay includes the teacher’s and paraprofessional’s attendance.

e The requesting individual is assigned to teach all day kindergarten.

e The class has over 23 students enrolled in it.

e The assigned paraprofessional was absent and a substitute was not assigned to the class.

. b il ;g. ¥ f o] ].i;] ]ng] cossi ],3
assignment—or—the—twenty {(20)—day—grace—period—When paraprofessional vacancies exist for
kindergarten, the teacher and the principal will develop additional criteria relating to that school or
program and qualifications for the position. Both the administrator and teacher will interview for the
vacancy with the final recommendation resting with the administrator. No kindergarten class in a
school shall exceed 23 students until all kindergarten classes in the school have 23 students.

Section B:

Class sizes set forth shall be established as the maximum number for academic classes in all
secondary schools. Maximum 33 at 150 unless the staff member voluntarily agrees to teach an
additional period in which case the
maximum shall be 33 at 180

Music - no limit
Study Halls - 33

The Board shall use its best efforts to keep secondary Physical Education classes from exceeding
40 students per class.

Section C:

For the duration of this contract, class size for special education will be as prescribed by applicable
state and federal special education laws in effect as of June 28, 2007. Elementary special education
eligible students, when included in regular education classes for less than a full day, will be counted
for purposes of determining class size as if they were in the regular education class for the full day.

R A d nd A a on a o a o-of:
. 2 & 2 !

Section D:

Every reasonable attempt will be made to avoid elementary class size overage. In no case shall any
elementary class exceed maximum class size as established in this article by more than two students.
Kindergarten shall not exceed 26. First through third grade shall not exceed 28. Fourth through sixth
grade shall not exceed 32. Bilingual classes shall receive overage pay when class size exceeds 90%
of the class size maximums set forth in this Article 24 as of the date the contract is ratified. When an
overage occurs in an elementary classroom, that teacher shall be paid an overload rate of $13.50 per
day, for the first child and $13.50 per day for the second child in excess of the maximum class size.
To receive the overage pay, the staff member must take attendance for each period in which the staff
member seeks to be compensated. In addition, to receive compensation, such requests for additional
pay must be submitted within each pay period in which the overage pay is earned. Each-teachershalt
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At the secondary level all classes shall be within the specified contractual limits within 5 days of
the ten day count.
Section E:

For instruction requiring specialized facilities, the available work stations shall control class size.
Classes involving hazardous materials, equipment, machinery, etc., shall be controlled by the number
of work stations, but in no case exceed 24 after the twentieth pupil attendance day of each semester.

ARTICLE 25 - ALLOWANCE FOR STAFF
ABSENCE

Section A:

In each school year, full-time staff members shall earn paid sick leave as follows:

12 days for members with 0 — 19 years of service

15 days for members who have completed 20 years or more of service

Accrued paid sick leave may be used for personal illness, mental or behavioral health complications,
quarantine at home, serious illness or death in the immediate family or household, or birth, adoption
or placement for adoption, or the acceptance of a child in need of foster care. For paid leave for
adoption or placement for adoption, the school board may require that the teacher or other employee
provide evidence that the formal adoption process is underway, and such leave is limited to thirty
(30) work days.

The definition of the “immediate family” is husband—er—wifespouse, child, brother, sister,
grandparent, grandchild, parent-in-law, brother-in law, sister-in-law, legal guardian or parent of staff
member or spouse, wherever they may reside, or other relative in the same dwelling unit. Any
deviation from the above listing must be approved by the Superintendent of Schools as recommended
by the administrative head of each school unit.

Section B:

Two (2) of the above twelve (12) days may be used by staff members under yearly contract for
personal leave for the purpose of handling personal affairs which cannot be transacted on the weekend
or after school hours. Except in the case of emergency, personal leave shall be granted upon request
and without explanation with two (2) days prior notice to the building principal or appropriate
supervisor. They shall not be used for casual or indiscriminate purposes. Casual or indiscriminate
uses include but are not limited to taking vacations, earning an income from another source, or
attendance at a workshop or course which has not been pre-approved by the Board. If it is learned
that a staff member used personal leave days for casual or indiscriminate purposes, it will result in
the loss of salary for the day or days in question.

On the day preceding or following a legal or special holiday and/or the first or last day of school,
personal leave will be granted for emergencies only; provided, however, in non-emergencies the
Superintendent or designee may, upon review of written explanation, grant personal leave before or
after a holiday, or the first or last day of school without creating a practice or setting precedent. An
emergency is defined as an unforeseen combination of circumstances that calls for immediate action.
It requires a written explanation of the need for personal leave which must be submitted to the
Superintendent or designee.

Section C:
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Any unused portion of the above allowance of days will be subjected to unlimited accumulation of
sick leave days. Up to six (6) days may be accumulated for personal leave, and all six (6) days may
be taken on consecutive work days.

Sick or personal leave days may be taken in 1/2 day increments. At the elementary level, 1/2 day is
defined as 1/2 the contractual required time. At the secondary level 1/2 day is defined as the end of
the period which most closely approximates 1/2 the required contractual time.

Section D:

The Board may require a physician’s statement for absences of over three (3) consecutive days due
to personal illness and may request a restatement every thirty (30) calendar days in the event of an
extended illness.

Section E:

Staff members shall be paid the difference between contractual salary and pay received while
serving on jury duty in a Court of Record. Staff members shall be paid the difference between
contractual salary and witness fees or other compensation received for time spent in court in response

to subpoenas.

St
Section GF:

The Board reserves the right to have a staff member examined with regard to a personal illness by
a licensed physician/psychologist selected and paid for by the Board. In the event the staff member,
so examined, does not concur with the report of an examination rendered by the
physician/psychologist so selected by the Board, the staff member, at histherthe staff member’s own
expense, may obtain a report of an examination by a physician/psychologist of histherthe staff
member’s own choice. If the two reports thus obtained do not agree, then a third
physician/psychologist shall be selected by the two physicians/psychologists who have examined the
staff member, and the report or opinion of the examination by such physician/psychologist so selected
shall be final and binding on the parties regarding the staff member’s personal illness.

Section HG:

Upon written request staff members may be granted leave days without compensation at the
Superintendent’s discretion. These days are not intended for casual or indiscriminate use.

Section 1H:

The following process shall govern professional staff members serving as substitute teachers (in-
house subbing).

The principal or designee will ask professional staff members to cover during planning periods. At
secondary schools, the principal will at the beginning of the school year compile a list of staff
members who are willing to cover during planning times, who will be asked first when a substitute is
needed.

If classes remain uncovered after the principal or designee has asked professional staff to cover
during planning periods, the principal may revoke the professional leave granted to staff members
attending in-district events.

If classes still remain uncovered, the principal or designee may require staff to substitute during
their planning time. At the beginning of the year, the building committee and building administration
shall jointly establish a list of all certified staff members who will be available to cover a class during
their planning time and the rotation for determining who will be directed to serve as a substitute. The
list and rotation shall be fair and equitable and minimize the impact on an individual’s service in their
assigned duties and student learning. Staff members who do not have instructional assignments (such
as but not limited to student support specialists [{such as counselors, social workers, and
psychologists]), instructional coaches, reading and math coaches, and special education staff) may be
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part of the list and rotation created by the building committee, as long as it is done on a fair and
equitable basis. Due to grant requirements, however, staff members whose salaries are funded by
federal grant cannot be included in such a list and rotation. At the elementary level, uncovered classes
may also be split and the students distributed to other classrooms, as long as class size limits are not
exceeded.

Staff members shall be notified of such assignments as soon as possible. In the event such an
assignment is made and a professional staff member loses a planning or preparation period,
$27-5040.00 shall be paid per standard planning period prorated for actual time assigned.

ARTICLE 26 - MINIMAL STANDARDS AND PROFESSIONAL GROWTH

Section A:

Since pupils are entitled to be taught by staff members who are working within their areas of
competence, staff members shall not be assigned outside the scope of their teaching certificates of
their major or minor fields of study, except temporarily and for good cause and then the Association
shall be so notified in each instance.

Section B:

The Board shall provide adequate funds for staff members to attend professional conferences or
committee sessions, visit other classrooms or schools, or to participate in other professional growth
opportunities. Such activity shall be only with the prior authorization of the Superintendent or
representative. Final approval on any extension of past practices is reserved by the Board.

Section C:

The Administration may request that staff members enroll in specific credit courses so that certain
academic or professional deficiencies may be filled and preparation standards mandated by
curriculum revisions or applicable accreditation standards may be achieved. Should the staff member
be unwilling or unable to accommodate such a request to the extent of completing four credit hours
per year, and the want of the indicated improvement prohibits the initiation or continuance of a desired
curriculum or accreditation, then the staff member may be reassigned (accommodating his/her desires
as nearly as possible) in order that the objective may be gained. Staff members complying with such
requests shall be reimbursed for tuition, books, and ten dollars ($10.00) for miscellaneous expense
incurred by enrollment in the classes.

ARTICLE 27 - REVIEW OF EARNED CREDITS

Section A:

There shall be a semi-annual review of credits earned by staff members. The review shall be made
at the beginning of each semester. All graduate courses, up to twelve (12) semester hours of
undergraduate credit from accredited institutions, and all Board approved workshops may be used for
salary credit as set forth in this Article 27.

Section B: Philosophy

The Board and the Association support and encourage life-long learning and career-long
development of professional craft. Professional growth in a variety of learning experiences is
recognized and supported by offering in-district opportunities for staff development. This includes
active engagement in school improvement planning days, staff development classes, workshops,
teacher committees, and teacher leadership as well as faculty, team, and department meetings. An
essential element of this approach is that professional educators share and model what they learned
with their colleagues for the betterment of teaching and learning throughout their School and the
School District.
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Section C:

Effeetive August 12048 Credit on the salary schedule for college and university courses, as well
as degree or certificate programs, shall only be provided for courses and programs that have received
the prior written approval of the Chief Human Resources Officer or designee, through the use of the
course and program approval form and according to the guidelines set forth by the Professional
Growth Team, as meeting both of the following criteria:

* The course or program is provided by an accredited college/university; and

* The course or program is aligned with the District strategic plan and the educational priorities of

the School District.

Salary schedule credit will be given only by semester hour, except as adjusted by the Professional
Growth Team. A professional staff member seeking prior approval of a course or program shall
submit the college course and program approval form no fewer than fifteen (15) calendar days prior
to the beginning of the course or enrollment in the program. If a course or program is not approved,
the Chief Human Resources Officer or designee shall notify the professional staff member through
District email within fifteen (15) calendar days of the submission of the course and program approval
form; in the absence of such notification, the course or program is approved. Once a degree or
certificate program has been approved, all courses toward the program are approved and do not
require further individual approval.

If a course or program is not approved, a professional staff member may appeal to the Appeal
Committee (described below) by submitting an appeal to the attention of the Chief Human Resources
officer within five (5) calendar days of the email notification from the Chief Human Resources Officer
or designee. Failure to meet a deadline in order to satisfy the requirement of obtaining prior approval
of a course or program is not subject to the appeal process.

Upon receipt of a timely appeal submitted to the attention of the Chief Human Resources Officer
as provided above, the appeal of a course or program not being approved shall be decided by the
Appeal Committee comprised of the Chief Human Resources Officer, the president of the
Association, a District representative serving on the Professional Growth Team, and an Association
Representative serving on the Professional Growth Team, within ten (10) calendar days of the receipt
of the appeal. In the event no agreement is reached on an appeal, the final decision will rest with the
Superintendent; that decision shall not be subject to the grievance process and/or arbitration.

The Professional Growth Team shall meet at least annually to draft guidelines for course and
program approval in alignment with the District’s strategic plan and priorities and shall annually
review all courses and programs approved and denied as part of adjusting the guidelines. The
Professional Growth Team shall be comprised of four administration members, selected by the Chief
Human Resources Officer, and four Association members, selected by the Association
prestdentPresident.

In addressing matters other than appeals (that shall be otherwise processed through the appeal
process described above), the Professional Growth Team shall seek to operate by consensus. When
consensus cannot be reached, the Professional Growth Team will make decisions by majority vote. If
a majority is not achieved on an issue raised before the Professional Growth Team, the status quo
ante remains in effect. If a member selected by the District or Association is not in attendance of a
given District Growth Team meeting, the other party shall choose one of its members not to vote, in
order to keep the number of voting members equal.

The provisions of this section C shall apply to coursework and degree or certificate programs
enrolled in after August 1, 2018.

Section D:

Salary schedule credit may also be earned through completion of District professional development
experiences, which will be made available for professional staff members. The professional
development experiences will be approved, coordinated and made available to staff through the
District professional development department. Whenever possible, District professional staff
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members will be chosen to present or facilitate these professional development experiences.

Professional development experiences for salary schedule credit will range in length, with a
combination of instructional time (face time) and independent work time (outside time) counting for
credit.

Professional development experiences approved for salary schedule credit will be posted on the
District’s web site and will be the only experiences for which credit will be granted. The posting for
each professional development experience will include the clock hours to be earned (and the
combination of face time and outside time), the description of the experience, the requirements for
completion, and meeting times and locations.

Completion of sixteen (16) clock hours of District approved professional development will provide
one (1) credit hour toward salary schedule lane movement, except as adjusted by the Professional
Growth Team.

to-certified-staff-members-starting-in2019-20—Professional staff members who participate in these
professional development tracks will receive salary credit to be used for movement on the salary
schedule, unless they have already maximized degree and salary credit movement on the salary
schedule, in which case they shall receive a lump sum stipend determined by the Professional Growth
Team and communicated prior to the first class.

Section E:

Salary adjustments shall be made as soon as possible following each semi-annual review. Such
adjustments shall be retroactive to the first pay period of said semester.
Section F:

All workshops, other than those approved by the Board, to be used for salary credit must be pre-
approved on the appropriate form at least ten (10) days prior to the start of the workshop. “Days” for
this purpose is defined as calendar days.
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ARTICLE 29-28 - IN-SERVICE TRAINING AND SUMMER WORKSHOPS

The Board recognizes the importance of in-service training_and professional learning for the
professional staff and will be responsible for providing such training outside of regular school hours
and in summer workshops.

Section A: In-Service Training

The Association and the Administration will jointly plan the in-service program for each year, and
the program will be established by May 1 of each year. Modifications may be made with mutual
agreement. (This task is assigned to Instructional Council. See Article 20.)

Compensation may be paid to staff members who participate in in-service training programs. Said
compensation will be in the form of the Appendix BE hourly rate;—eempensatery-time; or credit on
the salary index for successful completion of such programs by staff members.

Section B: Summer Workshops
Compensatlon may be pa1d to staff members who part1c1pate in in-service trammg programs. Ynless
RHe-W Notwithstanding,
if the in-service training / Workshop is mandatory, the staff member shall be pald at the staff member’s
hourly rate. atory—time e n-the
programs by statf members.
Section C: Gempeﬂsatery—'l:uﬂe

Section BC: Salary Credit

Salary credit will be based on sixteen (16) contact hours per salary credit except as adjusted by the
Professional Growth Team.
Section ED: Material Preparation

Staff members appointed by the Board to prepare materials and/or syllabi for the total school system
or any part thereof shall be compensated for the time involved in the project.

ARTICLE 36-29 - COMPENSATION
The District does not agree to change the below previously agreed upon language.

Section A:

Annual salaries shall be computed according to Appendix A attached hereto, which is incorporated
and made part of this Agreement. The daily rate of pay shall be 1/485-180 of the individual staff
member’s annual salary as set forth in Appendix A-and-SeetionB-efAppendixD.

Staff members shall be granted one vertical step on Appendix A for each year of service. A year of
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service is defined as at least 90 school days of consecutive employment as a full time or part time
staff member.

Section B:

1. In the employment of new staff members, the Superintendent shall place them on the appropriate
step of the salary schedule in accordance with the years of preparation and experience in the field of
education.

Experience of a non-teaching nature may be approved for credit at the discretion of the
Superintendent and the Board of Education and will appear in the recommendation and be noted.

2. A new staff member with experience elsewhere shall be placed upon the step which would have
been reached had that experience been in Rockford, provided that such experience has been of
comparable nature and has been certified by previous employers, or provided that any year of credited
experience shall have been continuous service of at least one-half of a school year, and has been
certified by previous employers.

3. Part-time staff members shall receive salary and benefits prorated to those of full-time staff
members. All salary and benefits for part-time staff members shall be prorated by tenths (1/10).

4. Part-time professional staff members who are not eligible to be active members of the Teachers
Retirement System of Illinois (“TRS”) shall be entitled to compensation in accordance with the
Appendix A Salary Schedule. The Board shall not be obligated to pay such professional staff members

an amount equivalent to the “picked-up” employee contribution to TRS-nehdedin-the~“C figure-of
St

5. Part-time staff will have a specific work schedule that complies with TRS daily work reporting
requirements. Part-time staff will be required to clock in and out each day to accurately record hours
worked.

Section C:

Staff members shall be paid for regular and additional service according to one of the following
schedules. Each staff member shall have the option of choosing one of these schedules. Choice shall
be indicated not later than June 1st of the current school year.

1. Payment shall be made in equal, bi-weekly installments with deductions and withholdings as
indicated for the current existing school financial calendar.

2. Payment shall be made in equal, bi-weekly installments beginning in September and continuing
through June. The staff member shall have the option of receiving that unpaid portion of the contract
in a lump sum on the first pay date in July. Notification of the intent to exercise this option must be
made in writing and received in the Payroll Department no later than June 1st of the school year.
Section D:

Compensation due to staff members for participation in professional development, in-service
training, and summer workshops as outlined in Article 2928, will be paid in a timely manner when
staff members have complied with the announced procedures for recording attendance. Staff members
will be paid the hourly rate earned per Appendix €-B on the payday immediately following Board
approval. Board approval will occur within two regularly scheduled Board of Education meetings
following the end date of the professional development, in-service training and summer workshop.
Section E:

Any error in the computation of the salary of a staff member shall be corrected as soon as possible
upon discovery of the error, and an adjustment of the salary will be made to correct the error.
Section F:

Any deduction from a staff member’s salary which is not required by law or authorized by the staff
member shall be subject to the provisions of the Grievance Procedure.

Section G:

Staff members required to drive personal automobiles in the course of their employment or

otherwise using their automobiles in authorized service to the District shall be reimbursed at no less
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than the current IRS rate.
Section H:

All authorizations for payroll deduction will be made on a form(s) provided by the Board.
Deductions may be initiated or changed at any time with thirty (30) days prior notice for the following:
(1) Teachers’ Association dues, (2) Combined Charities Campaign, (3) Credit Union, (4) Tax-
Sheltered Annuities.

In the case of negotiated group insurance programs, payroll deduction authorizations will be made
on the form(s) provided by the Board, and may be initiated or changed on specific dates determined
jointly by the Association and the Board.

Section I:

Nurses holding a Bachelor’s degree shall be placed on the Bachelor’s degree level on Schedule A.
Section J:

Excluding summer school personnel, any staff member required to work before or after the calendar
school year shall have salary figured at the daily rate of the contractual salary for the staff member’s
curricular responsibility in accordance with the terms of the Illinois School Code.

Section K:

Salary deductions for three or more sick days used beyond the accumulated number of sick leave
days shall be made on the basis of a minimum of three pay periods following the return of the staff
member.

Section L:

The Board shall pick up and pay a maximum of 9.4%, of the staff member’s Illinois Teacher
Retirement System (“ITRS”) contribution in a non-taxable manner pursuant to Section 414 (h) of the
Internal Revenue Code of 1986, as amended. Effective beginning the 2007-2008 school year, staff
members shall not be required to pay and shall be held harmless by the Board from any obligation to
pay the .84% TRS health care contribution required to be paid pursuant to SILCS375/6.6.

Section M:

The Board shall provide, at no cost to staff members, a Flexible Spending Account Plan. Staff
members may defer certain predetermined amounts of their compensation which will be considered
before tax earnings. These amounts will, at the direction of the individual participant, be used to
reimburse said participant for certain health care and/or dependent care expenses incurred and
considered deductible under the Internal Revenue Code.

Section N:

The Board shall pay all employees by direct deposit on alternate Fridays. Employees who do not
elect to receive their pay via direct deposit shall have their pay checks mailed on the same day as
those employees receiving direct deposit to a location as directed by the respective employee.

Section O:

In the effort to ensure that employees are timely and correctly paid, full-time staff members shall
use the time clock or time clock entry software to record their presence at work on a daily basis during
their regularly scheduled work day.

ARTICLE 3041 - INSURANCE PROTECTION

Section A: Health Insurance
During the term of this agreement, the Board shall offer Health Insurance Plan(s) to staff members
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and their dependents. Specific benefits and plan rules as agreed to by the Board and the Association
are found in the applicable Board Plan Documents.
Section B: Spouse Coverage

1. If a spouse of a covered employee is eligible for his/her employer’s health insurance plan, for
which the employer pays a minimum of 50% of the insurance premium or an equivalent amount in

cash or contribution to Internal Revenue Code Section 125 (cafeteria plan), the Health Insurance Plans
will only pay claims as if it were secondary to the spouse’s employer’s plan.

2. A spouse covered by his/her employer’s insurance plan may remain as a participant in the Health
Insurance Plans, but coordination of benefits shall apply and the employer’s plan will be primary.

3. If the insurance coverage available to the spouse through his/her employer is limited by a pre-
existing condition, the Health Insurance Plans will act as primary for the pre-existing condition until
the spouse has satisfied the pre-existing condition limitation. The spouse must present a declination
of coverage due to the pre-existing condition limitation. The information must be from the employer’s
health insurance carrier or the spouse’s physician.

4. If a spouse currently under the Health Insurance Plans is ineligible for his/her employer’s health
insurance as outlined in paragraph one, or due to medical conditions is unable to become eligible
under his/her employer’s plan, he/she may remain solely on the Health Insurance Plans.

5. If a spouse becomes ineligible for his/her employer’s plan, he/she may enroll as a dependent in
one of the Health Insurance Plans during the open enrollment period, and a spouse can enroll outside
the enrollment period if one of the three qualifying events listed in the Plan document occurs. In such
an event, any pre-existing conditions limitations of the Health Insurance Plans shall be waived.
Section C: Health Insurance Premiums

For staff members who take insurance, half of the monthly premium payment for insurance will be
deducted from the first two paychecks of each month. In the event of a third paycheck in a month,
there will be no insurance premium deducted unless there is a refund or deduction to correct a specific
situation.

Changes in premiums will be effective at the start of each academic year.

Emnlovee 70 109 0o
TAIp1toy oo 770 TOU70 970
(1] 0 0
(4] (0] 0
Eamilsz 1409, 170, No,
T arrry T 70 1770 970
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wellness non-wellness
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Emplovee T¥o—10% 0%

(1] (1] 0

(4] (0] 0
Eam}l‘\" 1 QOU 210 U OOU

Besinni £ the2024-2025 A cademie Y
Employee Pays Percent of COBRA Cost (per month) *
Category PPO-1000 PPO-1000 HSA
wellness non-wellness

Employee 7% 10% 0%
Employee + children 20% 23% 0%
Employee + Spouse 20% 23% 0%
Family 20% 23% 0%

* Employees will pay the indicated percentage of the District’s total cost for the coverage they select
(calculated in accordance with the rules used to calculate COBRA premiums, but without the 2%
administrative fee allowed by COBRA); provided, however, that in no event will the employee
portion of the premiums increase (for the same coverage option) more than 10% of the total

COBRA cost in any given year.

Health Savings Account (HSA) Employer Contribution:

HSA HSA Wellness

Employee $ 400 $ 800
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Employee + Ch $ 600 $ 1.350

Employee + Sp $ 700 $ 1.400

Emplovee + Family $ 800 $1.750

Section D: Dental Insurance

The Board shall offer a fully paid Group Dental Insurance Plan as agreed to by the Board and the
Association for staff members and their dependents. Specific benefits and plan rules are found in the
applicable Board Plan Document. EffeetiveJanuary120+6,eEmployees who do not elect medical
insurance shall pay the following monthly premiums for dental insurance. Half of the monthly
premium payment for insurance will be deducted from the first two paychecks of each month.
Thereafter, the plan year shall be July 1 through June 30 of the following year.

Dental only coverage (per month)
Employee $5:256.40

Employee + Children $10-1312.36
Employee + Spouse $10-5012.84
Employee + Family $15.0018.34

Dental only premiums shall be increased 10% annually for the duration of the Agreement.

Section E: Group Term Life and AD&D Insurance

The Board shall offer a Double Indemnity Group Term Life and Accidental Death and
Dismemberment (AD&D) Coverage in the amount of $20,000.00 Double Indemnity to staff
members. Purchase of additional Life Insurance at full cost is available to the staff member.
Section F: Insurance Committee

Because the HMO and increased life insurance plans are a direct cost to the individual staff member,
both the Board and the Association agree to a committee of three representatives appointed by the
Board and three representatives appointed by the Association to investigate various HMO and life
insurance plans, establish specifications of the plan, submit specifications for bid, and choose the final
carrier. Further, it shall be the responsibility of this committee to meet quarterly to review these plans.
Section G: Disability Insurance

The Board shall provide a Supplemental Disability Benefit which, when added to the Illinois
Teacher Retirement Act benefits, shall total sixty-six and two-thirds percent (66 2/3%) of the staff
member’s current salary rate; but in no event shall the Supplemental Disability Benefit be greater than
thirty percent (30%) of the staff member’s current salary rate. Staff members receiving this benefit
shall meet the disability criteria established by TRS and will be eligible for the supplement disability
benefit for up to two years. After two years, in order to be eligible for the supplemental disability
benefits, a staff member must meet the supplemental disability plan requirements. Individuals who,
as of October 31, 2011, were deemed ineligible for benefits under the plan eligibility requirements and
who qualify for such benefits pursuant to the disability criteria established by TRS, shall continue to
receive supplemental disability benefits so long as they continue to meet the disability criteria
established by TRS.

The Board and the Association shall jointly establish specifications of the plan and choose the
carrier. It is understood that the Board may elect to self-insure this program.
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Section H: Wellness Committee

A committee composed of four representatives appointed by the Association and four
representatives appointed by the Board shall be established to study an employee wellness program
which shall include, but not be limited to smoking cessation, weight control, and stress management.

The committee’s recommendations will be implemented as soon as practical.
Section I: Loss of Personal Items

The Board will assume liability of loss of personal items (upon proof) through Acts of God such
as fire and flood with a maximum coverage of $250.00.
Section J: Continuation of Coverage

Staff Members who are dismissed, RIF’d or resign effective at the end of the school year shall be
allowed to maintain insurance coverage through August 31st of that year.
Section K: Benefits Notification

Staff members who are hired by the District will receive notice of eligibility to participate in the
District’s benefits package via district email. Members will have 30 days from the effective date of
their employment to apply for benefits. If this application is not received by the District within the
30 day window, the member will have to wait until the next open enrollment to apply. Members will
also receive information regarding their participation in the District sponsored wellness program.
Section L: Vision Insurance

Effective July 1, 2022, the Board will make available a Group Vision Plan applicable to full-time
staff members and their dependents, the costs of which shall be the responsibility of each participating
staff member.

ARTICLE 312 - DISCHARGE, DEMOTION AND/ OR DEPRIVATION OF SALARY
INCREMENT

Discharge, demotion, other involuntary change in employment status, or deprivation of salary
increments shall be for just cause and preceded by:

1. The faithful execution of the evaluation procedure and the honoring of all rights included in
this Agreement or applicable statutes.

2. The forwarding of a written explanation, by certified mail or delivered in person, for the action
to the staff member.

3. A complete review of the staff member’s files with the staff member. At the staff member’s
request, a representative may be present.

4. If requested by the staff member, a hearing before the Board.

ARTICLE 323 - EAREY-RETIREMENT AND SEVERANCE PAY

Section A: Severance Pay

1‘ 9 membe sho—x

20819 sehoolyear: To receive the severance benefits enumerated in this article-ferretirementat-the
end-of-years-subsequent-to-2048-19, retirement notice shall be submitted by March 1 of the school
year prior to the school year at the end of which the member intends to retire, unless otherwise
mutually agreed.
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42. Once submitted, notice of retirement is irrevocable, except in the event of a death of a spouse
or life partner, or at written request of the staff member based upon a compelling emergency as
determined at the sole discretion of the Board, which decision shall be nonprecedential and not
grievable.

53. If the member fails to submit the timely notice of the intent to retire, the member will not
receive any of the benefits outlined in this article. However, if there is a mutually agreed upon
settlement of retirement, the member would receive the severance and health insurance agreement
outlined in this article, but not the incentive pay.

64. If there are changes made to the way that pensions are funded by the Illinois Legislature, the
District will honor any timely notice of retirement submitted prior to the passage of the Act but is not
required to accept any new such notices. Any retirement incentive going forward shall be negotiated.

nd—th R LA oree—to-the oppor Nt fo e—opene on

85. Staff members possessing a minimum of ten (10) years of service with the District shall be
eligible for a retirement severance payment computed by multiplying histherthe staff member’s last
daily rate of pay by twenty percent (20%) of accumulated sick leave days in excess of 105. This
payment shall be made after the staff member’s receipt of histhertheir final paycheck from the District
for services rendered, subject to the exception appearing below.

The severance payment shall be made either with or prior to receipt of the staff member’s final
paycheck, either in whole or part, to the extent such payment will not cause the staff member’s TRS
creditable earnings for the year to exceed histherthe staff member’s prior year’s TRS creditable
earnings by a factor of six percent (6%).

96. Any accumulated sick days used towards credited service with the ITRS will not be counted in
the calculation of severance pay.

107. The following are ineligible to receive any severance payment:

a. Any staff member whose dismissal is sustained by the Illinois State Tenure Commission.

b. Any staff member who is dismissed or who resigns at the request of the Board, if the dismissal

or request for resignation is deemed to be for just cause by the Association.

c.Any staff member who leaves the system contrary to the provisions of the Illinois State Tenure

Act, or contrary to the terms of his-their employment contract.

d. Any staff member who has previously received this benefit from the District.

Section B: Retirement Insuranee-Incentive

Staff must meet the below eligibility criteria to receive the benefits in this Article:
. For TRS Tier 1 staff who submitted an irrevocable notice of retirement to the Human Resources

Department by March 1 of the school vear prior to the school year at the end of which the member intends

to retire: Be at least 55 years of age at the time of retirement and have at least ten (10) vears of service.
. For TRS Tier 2 staff who submitted an irrevocable notice of retirement to the Human Resources

Department by March 1 of the school year prior to the school vear at the end of which the member intends

to retire: Be at least 62 vears of age at the time of retirement and have at least ten (10) years of service.




Retiring staff members may enroll in a medical insurance plan provided by the Illinois Teachers
Retirement System (TRIP Managed Care Plan or TCHP) and the Board will pay the full premium to
the TRS each year until the end of the school year in which the retiree turns 65. If the individual
retiree enrolls in the TRIP Managed Care Plan, there will be no contribution by the retiree. If the
individual retiree enrolls in the TCHP the retiree will reimburse the District for one-half of the TCHP
premium. At the end of that school year in which the retiree turned 65, the Board’s obligation to the
retiree for any insurance contribution ceases.

Section E€: Continuation of Coverage
Staff members who retire effective at the end of the school year, shall be allowed to continue
insurance coverage through August 31st of that year.

ARTICLE 334 - ASSOCIATION LEAVE

Section A:

The Association President and/or Vice-President shall be released upon the request of the
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Association. He/sheEach shall be paid at a placement upon the salary schedule to be determined by
the Association. He/sheEach shall be considered a full time employee with respect to the Illinois
Teachers Retirement System. The Association shall reimburse the Board for the salary paid-of the
President and half of the Vice-President’s salary should they be released. The Board shall pay the
contributions to ITRS in accordance with Article 30, Section K.

Upon return from this release time, the staff member shall be advanced on the salary schedule as
though employed as a regular staff member, and shall be restored to the former position, or to a
position of at least comparable seniority and status.

The staff member shall maintain tenure, insurance benefits, and accumulated sick leave including
that which would have accrued during the leave period and all other accrued benefits provided in the
Professional Agreement.

Section B:

The Association shall be authorized to use ef-up to sixty (60) days of release time for its members
to participate in Association or related educational activities, and up to sixty (60) additional days if
the Association reimburses the Board of Education for the cost of the substitute. Association days
may be taken with prior approval of the Association President or Vice-President who will inform the
Superintendent or designee of such days. Additional days may be granted with Board approval upon
written request. Association leave as defined above shall not be used for a staff member to participate
in the Illinois Education Association UniServ Director training program.

When joint committees of staff members and administrators meet during the school day, the staff
member’s participation shall not count as Association leave days (such as but not limited to:
Instructional Council, Insurance Summit, Evaluation Subcommittee, Special Education Advisory
Board, and SB7 Committee).

Section C:

Any staff member taking leave under this Article shall give notice of intent to return within 15 days
after the election for that office is conducted. Upon mutual agreement said employee could return at
an earlier time.

ARTICLE 345 - EDUCATIONAL, PROFESSIONAL GROWTH, AND UNPAID LEAVES

Section A: Educational Leave

A staff member who has been employed by the Rockford School District for a minimum of three
(3) years, and who has a record of satisfactory service, shall be eligible for an Educational Leave for
a period of up to two_(2) years, provided said staff member states an intent to return to the Rockford
School District for a minimum period of one year.

The staff member requesting a leave of absence for study shall be required to take the equivalent of
at least nine (9) term hours per quarter from an accredited college or university. Course hours taken
during the summer shall not count as part of the nine (9) hours requirement.

The staff member being granted a leave of absence for study shall advance on the salary schedule
as though employed in the Rockford School District provided a transcript is filed indicating the
required credits have been earned.

Section B: Professional Growth Leave

After seven (7) years of continuous employment in the District without other leaves, a staff member
may petition for a one (1) year Professional Growth Leave to pursue independent studies and/or
experiences that will enhance histherthe staff member’s performance as a professional educator. This
leave shall be limited to no more than twice during tenure as a professional staff member, and shall
require a minimum of seven (7) years between leaves. It shall be restricted to one (1) percent (+%4) of
the staff at any one time. Professional staff members shall have the option to buy insurance at current
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member cost, and there will be no advancement on the salary schedule for the year of leave.
Section C:
Request for leaves of absence for Educational and Professional Growth Leave shall be made to the
Committee for Sabbatical Leave.
Section D:

Educational Leave and Professional Growth Leave shall be leaves without pay, and may be granted
by the Board after receiving the recommendation of the Committee for Sabbatical Leave. Upon return
from leave, the staff member shall be restored to the former position, if possible, or to a position of
like nature. The staff member shall maintain tenure, if granted, accumulated sick leave, and all other
accrued benefits provided in this Professional Agreement.

Section E:

Any staff member taking leave under this Article shall give notice of intent to return ninety (90)
days prior to the end of the semester preceding the semester in which he/shestaff member intends to
return. Upon mutual agreement said employee-staff member could return at an earlier time.

Section F: Unpaid Leave

The Superintendent may grant requests for unpaid leaves of absence for purposes other than
education, professional growth, exchange teaching, Association work, maternity, medical, military,
public office and sabbatical for up to one full school year. Requests for such leaves shall be made
directly to the Superintendent and contain a statement of the reason for such request. If granted, such
leaves will be unpaid and provide no benefits other than re-employment upon expiration. Upon
expiration, the staff member shall be restored to histherthe staff member’s former position if possible
or to a position of like nature. If tenured at the commencement of such leave, the staff member shall
maintain tenure. Accumulated sick leave and any other accrued benefits provided for in this
Agreement shall also be maintained. Seniority shall be that accrued at the commencement of such
leave. The granting or denial of such leaves by the Superintendent shall be without precedent and not
subject to the grievance procedure.

ARTICLE 356 - EXCHANGE TEACHING

Section A:

A staff member may apply for an exchange teaching assignment for a period not to exceed one (1)
year in another school district, or two (2) years in another country after five (5) years of satisfactory
service in the District, provided said staff member states an intent to return to the District for a
minimum of one (1) year.

Section B:

Exchange leave with pay may be granted by the Board on recommendation of the Sabbatical Leave
Committee.

Section C:

A staff member being granted an exchange teaching leave of absence shall advance on the salary
schedule as though employed in the District for that period.
Section D:

Requests for a leave of absence for exchange teaching shall be made by the end of the first semester
for leave beginning the following September.
Section E:

Any staff member taking leave under this Article shall give notice of intent to return ninety (90)
days prior to the end of the semester preceding the semester in which he/she intends to return. Upon
mutual agreement said employee could return at an earlier time.
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ARTICLE 367 - MATERNITYPARENTAL, CHILD CARE, AND ADOPTION LEAVE

Section A:

Should a staff member not wish to take advantage of Maternity—Parental Leave as provided for
below, that period of time between the day she-the staff member leaves her-the staff member’s
professional duties at-herpursuant to the doctor’s advice and the day she-the staff member is able to
return to her-the staff member’s professional duties at-her-pursuant to the doctor’s advice shall be
considered sick days and shall be subject to the provisions of Article 25, Allowance for Staff Absence.
Notwithstanding, the first twenty (20) sick days of continuous leave of absence pursuant to this
Section A shall not be deducted from the staff member’s accrued available sick days.

Section B:

If the staff member does not elect to take a leave pursuant to Section A of this Article, then the staff
member has the options set forth in this Section B of Article 36. A staff member who is employed in
the District shall be eligible for one of the following: (1) to use her-accrued sick time for time taken
on FMLA leave following the birth of a child (which shall not exceed the amount of FMLA leave
that the involved employee has available for that purpose and/or the amount of sick time available to
that employee; or (2) Materaity—Parental Leave without pay for a period of two (2) years plus the
balance of the school year in which she-the staff member leaves, providing the staff member states
her-the intent to return to the District for a minimum of one (1) year upon completion of leave.
However, said staff member who takes a maternityParental leave-Leave without pay under Section
B(2) shall give notice of her-the intent to return ninety (90) days prior to the end of the semester
preceding the semester in which she the staff member intends to return. Upon mutual agreement, said
employee could return at an earlier time. In no event shall a staff member who takes a maternity
Parental leave-Leave without pay under Section B(2) be eligible for a subsequent Maternity-Parental
Leave prior to working the minimum of one (1) year following the initial leave.

Section C:

[f the staff member does not elect to take a leave pursuant to Section A or B of this Article, then the
staff member has the options set forth in this Section C of Article 36. A staff member who is employed
in the District shall also be eligible for leave without pay for a period of two (2) school years plus the
balance of the school year in which he/shethe staff member leaves, in the event of an infant (up to
one year) adoption, or child care, providing the staff member states an intent to return to the District
for a minimum of one (1) year upon completion of leave. However, said staff member shall give
notice of intent to return ninety (90) days prior to the end of the semester preceding the semester in
which he/shethe staff member intends to return. Upon mutual agreement, said employee could return
at an earlier time. In no event shall a staff member be eligible for a subsequent MaternityParental
Leave prior to working the minimum of one (1) year following the initial leave.

Section D:

Upon return, a staff member who has been granted a MaternityParental, Child Care or Adoption
Leave and who has served at least one full semester during that year shall be placed on the salary
schedule on the step he/shethe staff member would have reached had he/shethe staff member
completed the full year. He/sheThe staff member shall maintain his/hertenure, if earned, insurance
benefits, and accumulated sick days, and all other rights provided in this Agreement.

Section E:

A staff member who has been granted a MaternityParental, Child Care or Adoption Leave shall be
entitled to full insurance benefits at the premium rate of an active member for the balance of the
school year in which he/shethe staff member leaves, plus an additional twelve (12) months. Should
the staff member elect the second year of leave, he/shethe staff member shall reimburse the District
for the full health insurance contribution (full healthcare continuation cost) for that second year.
Section F:
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No staff member shall be required to terminate ker-the staff member’s professional duties solely
because of pregnancy unless her-the staff member’s physician certifies that she-the staff member is
unable to continue. The Board shall have the right to require that a pregnant staff member be examined
by the Board’s physician with respect to hertheir ability to continue ker-their duties.

ARTICLE 378 - MEDICAL LEAVE

Section A:

A staff member employed by the District on contractual continued service shall be eligible for
Medical Leave for a period of two (2) continuous calendar years, with certification from the staff
member’s physician, without pay, provided said staff member states an intent to return to the District
for a minimum of one (1) year upon completion of the Leave.

A staff member who has been granted an unpaid Medical Leave shall be entitled to full insurance
benefits at the premium rate of an active member for eighteen (18) months. Should the staff member
remain on medical leave for more than eighteen (18) months, ke/shethe staff member shall reimburse
the District for the full health insurance contribution (full healthcare continuation cost) for the
duration of the additional leave.

Section B:

Application for Medical Leave shall be in writing to the designated Third Party Leave Administrator
to conduct the requlred certification process with the member’s licensed healthcare pr0v1der(s) to
determine ellglblllt\/ sman-Resources—and-sh e mpan .
¥ Lol . e the il '

Section C:

requlred to submit a return-to- work letter to the Human Resources Beneﬁts Leave of Absence

Specialist from their licensed healthcare provider prior to their scheduled return to work date. The
District shall be entitled upon its request, and at its expense, to have the staff member examined by a
physician of its choice at any time.

Section D:

Upon return, a staff member who has been granted a Medical Leave and who has served at least
one full semester during that year shall be placed on the salary schedule on the step which would have
been reached had the full year been completed. A staff member shall be restored to the former
position, if possible, or to a position of like nature. A staff member shall maintain tenure, if earned,
insurance benefits, and all other rights provided in this Agreement.

ARTICLE 389 - MILITARY LEAVE

Section A:

Military leave will be granted to any staff member who is drafted in any branch of the armed forces
of the United States. Upon return from such leave, a staff member will be placed on the salary
schedule at the level which-he—weuld-have-achieved had he-the staff member remained actively
employed in the system during the period of his-absence. He The staff member shall maintain tenure,
accumulated sick leave, and all other accrued benefits provided in the Professional Agreement.
Section B:

If National Guard or Reserve encampment should occur during the school year, the staff member
required to participate shall be granted a temporary leave of absence. The staff member will receive
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histherthe staff member’s regular salary minus that which he/she-shall-received from the government
for each school day spent in government service.

ARTICLE 46-39 - PUBLIC OFFICE LEAVE

Section A:

A staff member who has been employed by the Rockford School District for a minimum of three
(3) years and who has a record of satisfactory service shall be entitled to a leave of absence without
pay to campaign for, or serve in, a public office.

Section B:

Such leave shall be granted in segments of one (1) semester or more by the Board upon
recommendation of the Committee for Sabbatical Leave.
Section C:

A staff member granted such leave shall be restored to his/herthe staff member’s former status
upon return, if absent for not more than one (1) semester. Otherwise, he/shethe staff member shall be
placed in a position of like nature. He/sheThe staff member shall maintain tenure, accumulated sick
leave, and all other accrued benefits provided in the Professional Agreement—Fhestaffmemberand
shall have the option to buy insurance at current member cost.

Section D:

Any staff member taking leave under this Article shall give notice of intent to return ninety (90)
days prior to the end of the semester preceding the semester in which he/shethe staff member intends
to return. Upon mutual agreement said employee could return at an earlier time.

ARTICLE 401 - SABBATICAL LEAVE

Section A: Purpose

In order to provide opportunities for maximal professional improvement, Sabbatical Leave shall be
available to staff members for formal, full-time study at a recognized college or university.
Section B: Eligibility

1. An applicant must have accrued seven consecutive, full years of professional service in the
District.

2. Applicants shall not have received a Sabbatical Leave during the seven years immediately
preceding any application.

3. Each applicant must agree to return to service in the District immediately upon termination of
Sabbatical Leave, and to continue in such service for a period of three years, unless physical disability
makes this impossible or there is mutual agreement to the contrary. A signed agreement in the format
of a promissory note shall stipulate that the failure of the staff member to provide such service shall
result in the obligation to reimburse the District a proportional part of the salary paid during Sabbatical
Leave, determined by the fraction of the three years not served following the leave.

Section C: Application

1. The Committee for Sabbatical Leave shall consist of an elementary and a secondary principal,
appointed by the Superintendent, a staff member appointed by the Association, and the President of
the Association. The Committee shall be chaired by a fifth member appointed by the Board of
Education, who will vote only in the event of a tie.

2. Applications shall be made to the Committee for Sabbatical Leave on or before annual deadline
dates to be established by the said Committee.

3. The application shall be accompanied by plans for the use of the Sabbatical Leave, evidence that
the applicant has been accepted into a graduate program, an exposition of the plan’s potential for
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increasing the applicant’s professional competence and such other information as may be necessary
as determined by the Committee for Sabbatical Leave.
Section D: Selection

1. Selection shall be made according to the following procedure:

a. The Committee will prepare a priority listing of eligible candidates by April 15.

b. Providing that sufficient qualified applicants have applied, up to one percent of the body of staff

members currently employed will be recommended.

c.The Board shall make final approval on appointments for Sabbatical Leave no later than April

30, and acceptance thereof by the staff member shall be final. Should problems of a personal
nature arise making it impossible for the staff member to accept the Leave, the Superintendent
shall make every reasonable effort to re-assign the staff member.

2. Consideration shall be given to:

a. Assured eligibility.

b. The proposed Leave’s potential for contributing to the applicant’s professional growth.

c. The applicant’s prior contribution to the Rockford School District and potential for future

leadership.

d. The applicant’s need for financial support.

e. Any other pertinent factors as established by the Committee.

Section E: Compensation

1. During absence pursuant to the Sabbatical Leave, such staff member shall receive the same basic
salary as if in actual service, except that there may be deducted therefrom an amount equivalent to
the amount payable for substitute service. However, such salary after deduction for substitute service
shall in no case be less than the minimum provided by the Illinois School Code or one half of the
basic salary, whichever is greater.

2. The Board shall pay the contribution to the Teachers’ Retirement System required of the person
on leave computed on the annual full-time salary rate under which the staff member last received
earnings immediately prior to the leave, or a proportionate part of such rate for a partial year of
Sabbatical Leave credit.

3. Where they can be provided at the same cost as the regular programs, a staff member shall receive
the regular insurance and retirement fringe benefits as provided by the Board.

4. The staff member is responsible for notifying the business office of the place to which the payroll
check shall be addressed while on leave. Checks will be mailed to that address on or before the regular
pay days.

Section F: Miscellaneous Provisions

1. Sabbatical Leave may be for a portion of the year, but may not exceed a full school year.

2. A staff member on Sabbatical Leave may not deviate from the approved plan, except with the
written permission of the chairperson of the Committee for Sabbatical Leave.

3. Sabbatical Leave will be automatically terminated should the grantee be placed on a probationary
status by the college or university involved.

4. Any falsification of information by the staff member in application or other reports required as a
part of Sabbatical Leave may subject the Leave to termination upon recommendation by the
Committee for Sabbatical Leave.

5. Upon return from Sabbatical Leave, the staff member shall be advanced on the salary schedule
as though employed during the period of Leave. The staff member shall be restored to his/her former
position, if possible, or to a position of at least comparable nature of status and seniority. The staff
member shall maintain tenure, insurance benefits, accumulated sick leave, and all other accrued
benefits provided in the Professional Agreement.

Section G:
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Any staff member taking leave under this Article shall give notice of intent to return ninety (90)
days prior to the end of the semester preceding the semester in which he/she intends to return. Upon
mutual agreement said employee could return at an earlier time.

ARTICLE 412 - SITE-BASED GOVERNANCE PROGRAM

Section A: Premise

In order to support and improve student achievement and provide a mechanism for stakeholders to
have greater responsibility for decisions applicable to their schools, a site-based governance process
is made available consistent with the provisions of this Section. Any bargaining unit member who is
assigned to a school for not less than fifty-one percent (51%) of the staff member’s work week may
submit recommendations concerning programs, changes and/or other initiatives to be implemented at
the school to the building Principal.
Section B: Implementation

Upon receipt of the recommendation, the school Principal shall make the initial determination as to
whether the recommendation should be brought forward. Recommendations brought forward shall
require consideration and approval by the Building Committee. The Building Committee shall be
responsible for evaluating recommendations applicable to its school. The Building Committee, with
the full participation and vote of the principal, shall review, revise and/or approve recommendations
prior to presentation to the staff for a vote. Where the Principal or Building Committee determines
that the recommendation should not be brought forward for such a vote, this determination shall be
final. Once approved by the Principal and Building Committee, draft recommendations shall be
distributed to the bargaining unit staff in the building and sent to the Superintendent and REA
President.
Section C: Voting

Where the Principal and Building Committee determines that it is appropriate for the
recommendation to be brought forward for a vote, a vote shall be conducted by secret ballot election
conducted among the bargaining unit members who are assigned to the school. The vote shall occur
no less than ten school days following the distribution of the recommendation, voting shall occur for
no less than 3 school days and shall require a 2/3rds affirmative vote of the bargaining unit members
who vote to determine whether the recommendation is approved and should be implemented. Ballots
shall be counted by members of the Building Committee. Notice of the results along with the vote
totals shall be sent to the bargaining unit staff in the building and sent to the Superintendent and REA
President. Voting to approve a recommendation shall occur no less than ten school days prior to the
last day of the quarter, trimester or semester. Voting to continue a recommendation for the following
school year shall occur no less than ten school days prior to the last day of school. Provided, however,
that such a recommendation may be disapproved upon the mutual agreement of the President of the
Association and the Superintendent and, in such event, the recommendation shall not further proceed.
Section D: Scope

Recommendations implemented through site-based governance may include changes that may
conflict with Article 22 and/or Article 24 of the Professional Agreement but shall not change
applicable State and/or Federal laws, rules or regulations or the policies of the Rockford School
Board. Currently approved recommendations for that building must be attached to any job posting for
a bargaining unit position applicable to the building.
Section E: Duration and Renewal

Approved recommendations shall become effective starting the first day of the following quarter,
trimester or semester and remain in effect for the remainder of the involved school year.
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Recommendations proposed and approved during the final quarter, trimester or semester shall become
effective the first day of the following school year. Recommendations may otherwise be renewed into
subsequent school years in keeping with the process set forth in Sections B and C above.
Section F: Termination of Approved
Recommendations

Except for recommendations that become effective the first day of the following school year as set
forth in Section E above, recommendations shall terminate at the end of the school year unless
renewed. Recommendations may be terminated early by joint agreement of either the Principal and

Building Committee or the Association President and Superintendent.
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APPENDIX A
Salary tables will be added to reflect the following increases to the base:

Year 1 increase — 4%

Year 2 increase — 3.5%

Year 3 increase — 3%

Salary Schedule
2021-2022

Upon the expiration or termination of this Agreement, employees shall not receive
adjustments in steps and lanes until a successor agreement is reached. When a successor agreement

is ratified, step and lane adjustments shall be retroactive to the effective date of the successor

agreement.
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APPENDIX BC

Extra-Curricular Differentials for Extra-Curricular Activities
Section A:

Pay for extra-curricular activities and added responsibility positions will be determined by an, index
on salary schedule BA lane, step 2.

Establishment of a differential for an activity or responsibility shall not limit the right of the Board
to eliminate that activity or responsibility. However, any change in index will be negotiated.

Section B:

Where there is no change in the staff member’s responsibility, the pay differential shall not be
reduced as a result of the application of the pay rate, that is he/she will receive the present differential
or that determined by the index, whichever is higher.

Section C:
The following indices shall apply as the positions may be assigned by the Board of Education.

HIGH SCHOOL
Band 0.0991
Chorus 0.0991
Orchestra 0.0991
Drama 0.0991
Scholastic Bowl 0.0991
Robotics First FIRSTTech Challenge 0.0771
Chess 0.0729
Department Head 0.0729
Student Council 0.0630
Interracial Club 0.0630
Debate 0.0630
Peer Mediation 0.0526
Newspaper 0.0398
Yearbook 0.0398
Aquatics 0.0349
MIDDLE SCHOOL
Intramurals/Athletics 0.0464
Band 0.0526
Chess 0.0729
Chorus 0.0464
Orchestra 0.0526
Drama 0.0398
Scholastic Bowl 0.0729
Student Council 0.0630
Interracial Club 0.0630

Robotics First FIRSTLego League  0.0464
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Peer Mediation 0.0526
Newspaper 0.0349
Yearbook 0.0349

ADDED RESPONSIBILITIES - DIFFERENTIALS

Curriculum Implementation Leader 0.177
District Band, Orchestra,

Chorus Assistant Director 0.0526
E-Sports 0.0771
Science Olympiad 0.0771
District Band, Orchestra, Chorus Director  0.0991
Secondary Reading Support Coach 0.0991
CAPA / Gifted Coordinator 0.1178
Multi-Classroom Leader 0.177
PAR PCT 0.1888
District Curriculum Coordinator 0.1178
Team Leader 0.0729
Head Teacher 0.0729
Instructional Technology 0.0729
Teacher Technology Support 0.1178
After School Activity Coordinator 0.0729
Designated Teacher 0.0349
Robotics Jr. First Lego League 0.0349
Consulting Teacher 0.0589
Local Professional

Development Committee 0.0589
Student Council — Elem. 0.0349
Extra-curricular — Elementary 0.0349
Patrol 0.0177

ADDED RESPONSIBILITIES - STIPENDS

Curriculum Leadership Team $46662000
NewTFeacher Mentor—1 Mentee——$2000
NewTFeacher Mentor—2 Mentee——$2250

New Teacher Mentor — 3 Mentee $35002500
Registered Behavior Technician Supervisor $3500
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Section D:

Those staff members who are hired at the high school level for athletic differentials are eligible for
experience credit. Experience credit will not be awarded for experience in a different sport or at a
different level.

In order to receive experience credit for previous similar experience, the staff member must provide
evidence of this experience. Evidence could be, but is not limited to, a letter from the previous
employer, pay stub or W-2 form. Evidence will be verified through a verification of experience form
that can be obtained on the district website. One season in a sport would equal one year credit in the
same sport for Rockford differential credit. In the case of a year-long activity, nine months would
equal one year credit in the same activity for Rockford differential credit.

Evidence of previous experience will be submitted to the district athletic director who will submit
all information to the Human Resources department, with a copy to the REA, for verification and
processing.

Examples of experience that is eligible for credit:

* One season of being a football coach or assistant coach in a public or private high school = one

year of credit in Rockford

* One season or nine months of cheerleader coaching or assistant coaching in a public or private

high school = one year of credit in Rockford for the cheerleading differential

* One season of coaching or assistant coaching through Roy Gayle (or Boys and Girls Club or

similar group) with students who are high school age = one year of credit in Rockford in the same
sport

» Nine months of work as a trainer at a private health facility = one year of credit in Rockford for

the weight room differential

Athletic Differentials 1-2 years 3-5 years 6+years
Football

Head 0.1345 0.1574 0.1667

Assistant 0.0928 0.1115 0.1218
Flag Football

Head 0.0771 0.0902 0.0974

Assistant 0.0630 0.0796 0.0860
Basketball

Head 0.1345 0.1574 0.1667

Assistant 0.0928 0.1115 0.1218
Swimming

Head 0.0991 0.1221 0.1298

Assistant 0.0722 0.0902 0.0974
Track

Head 0.0991 0.1221 0.1298

Assistant 0.0722 0.0902 0.0974
Cross Country

Head 0.0771 0.0902 0.0974

Assistant 0.0630 0.0796 0.0860
Baseball/Softball

Head 0.0991 0.1221 0.1298
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Assistant 0.0722 0.0902 0.0974

Wrestling
Head 0.0991 0.1221 0.1298
Assistant 0.0722 0.0902 0.0974
Tennis  Head 0.0771 0.0902 0.0974
Assistant 0.0630 0.0796 0.0860
Golf
Head 0.0771 0.0902 0.0974
Assistant 0.0630 0.0796 0.0860
Volleyball
Head 0.0991 0.1221 0.1298
Assistant 0.0722 0.0902 0.0974
Soccer
Head 0.0991 0.1221 0.1298
Assistant 0.0722 0.0902 0.0974
Bowling
Head 0.0425 0.0497 0.0529
Assistant 0.0338 0.0422 0.0450
Bass Fishing
Head 0.0425 0.0497 0.0529
Assistant 0.0338 0.0422 0.0450
Competition
Cheerleading
Head 0.0991 0.1221 0.1298
Assistant 0.0722 0.0902 0.0974
Sideline Cheerleading
Head 0.0425 0.0497 0.0529
Ticket Manager 0.0771 0.0902 0.0974
Pompom 0.0771 0.0902 0.0974
Assistant
Poms/Dance 0.0630 0.0796 0.0860
Student Athletic
Coordinator 0.1888 0.2116 0.2209
Weight Room
Coordinator 0.0771 0.0902 0.0974
Head Athletic Trainer
High School 0.7000 0.8197 0.8545

The sport or the gender of the participants will not be employed to limit the number of assistant
coaches. They will be appointed and assigned on a need basis.
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All athletic activities for which compensation shall be paid shall be performed outside of the school
day.
Hourly rate of pay for all other compensated activities will be $27-5640.00.
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APPENDIX BC

Section A: Counselors

It is understood that the evaluation of a counselor shall be based on histherthe staff member’s
primary counseling responsibility.

Counselors shall be available to report, if requested, for up to three working days prior to the first
pupil attendance day and up to three working days after the last pupil attendance day each school
year. Compensation shall be in accordance with Article 30, Section I of this Professional Agreement.
High school counselors shall work a consecutive 7 hour 30 minute day between 8:00 a.m. and 8:00
p.m.; middle school counselors shall work a consecutive 7 hour 10 minute day between 8:00 a.m. and
8:00 p.m. When the Board desires that all counselors work prior to the first day of the next school
year or following the last pupil attendance day of the current school year, the Board will notify all
such counselors in the first instance, before the last pupil attendance day of the current school year
or, in the second instance, before the end of the third quarter of the school year.

The Board and the Association will work toward a ratio of one (1) counselor for each three hundred

(300) students.

Section B: Psychologists’ Schedule
1. Appendix A placement.

2. Responsibility experience District #205 add-on factor;

10% of Lane 1, Step 1

3. Psychologists’ day will not exceed eight (8) hours.
4. A minimum of 20 days paid per diem rate. A portion of these days may be scheduled during the
special holidays. Psychologists will work an eight (8) hour day.

I\

Section C: Social Workers’ and Speech Pathologists’ Schedules
1. Appendix A placement.

2. Responsibility experience District #205 add-on factor;
10% of Lane 1. Step 1

3. In the event the Board determines that extended work is necessary for social workers_and/or
speech pathologists, the number of days and the personnel, all as directed by the Board, shall be paid
at the per diem rate.
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APPENDIX D

As of the ratification of this agreement, the following Memoranda of Understanding were in effect:

(1) Peer Assistance and Review;

(2) Speech-Language Pathologists Differential;

(3) Special Education Case Management Differential;

(4) Premium Pay for Full-Time Self-Contained (LI/MI Autism and ED) Special Education Teachers;
(5) Educational Technology Innovation Instructor;

(6) REA Family Attendance;

(1) STEAM at West;

(8) International Baccalaureate; and

(9) Montessori.
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Appendix A Tables, as proposed

INCLUDING TRS | |
FY26 1.04 | | |
1 2 3 4 5 6 7 8
. BA BA+10 = BA+20 MA MA+10  MA+20  MA+30  MA+40

STEP SALARY SALARY SALARY SALARY SALARY SALARY SALARY SALARY

I 49877 51994 54,113 56230 58349 60,467 62,586 64,703

2 51994 54,113 56230 58,349 60467 62586 64703 66,822

3 54113 56230 58349 60,467 62,586 64,703 66,822 68,939

4 56230 58349 60467 62,586 64,703 66,822 68,939 71,057

5 58349 60467 62,586 64,703 66,822 68939 71,057 73,176

6 60467 62,586 64,703 66,822 68,939 71,057 73,176 75293

B 7 62586 64703 66,822 68939 71,057 73,176 75293 77413

i 8 64703 66822 68939 71,057 73,176 75293 77413 79,529

9 66822 68939 71,057 73176 75293 77413 79,529 81,649

100 68939 71,057 73,176 75293 77413 79,529 81,649 83,766

11 71,057 73,176 75293 77413 79529 81649 83766 85886

120 73,176 75293 77,413 79,529 81,649 83,766 85886 88,003

13 | | 81,649 83,766 85886 88,003 90,121

14 | | | 88,003 90,121 92,239

15 | | 92239 94358

16 | 94,358 96,475

17 : | 98,592

18 | 100,711

9 7 B | 102,831

i 200 75293 77413 79,529 83,766 85886 90,121 96475 104,949
i |




Appendix A Tables, as proposed

Fy27 1035 | ] B
| 1 2 3 4 5 6 7 8

BA | BA*I0  BA20  MA  MA+0  MA+20 MA+30  MA+40

STEP  SALARY SALARY SALARY SALARY SALARY SALARY SALARY SALARY

\ ‘ | \I 1

- | - N | | |
1 51,622 53814 56,007 58,198 60391 62,584 64777 66,967
2 53814 56,007 58,198 60,391 62,584 64,777 66967 69,160

3 56007 58198 60391 62,584 64777 66967 69,160 71352

4 58,198 60391 62,584 64,777 66967 69,160 71,352 73,544

B 5 60391 62,584 64,777 66,967 69,160 71352 73,544 75737
6 62,584 64777 66967 69,160 71,352 73,544 75737 77,928

7 64777 66967 69,160 71352 73,544 75737 77928 80,122

8 66967 69,160 71,352 73,544 75737 77928 80,122 82313

9 69,160 71352 73544 75737 77928 80,122 82313 84,507
10 71,352 73,544 75737 77,928 80,122 82313 84507 86,698
11 73,544 75737 77,928 80,122 82313 84507 86,698 88,892

12 75737 77928 80,122 82313 84,507 86,698 88,892 91,084

13 | 84,507 86,698 88,892 91,084 93275

14 ] | 91,084 93275 95,467

15 B 95467 97,660
B 16 | | 97,660 99,852
17 | | | 102,043
18 ] | 104,236
19 | 106,430

20 77,928 80,022 82,313 86,698 88,892 93275 99,852 108,622

\
[




Appendix A Tables, as proposed

| | |

) ; | I

FY28 1.03 ) BB B |
1] 2 3| 4 5 6 7 8

BA  BA+10  BA+20 MA | MA+I0 | MA¥20  MA+30 | MAT40
STEP ~ SALARY SALARY SALARY SALARY SALARY SALARY | SALARYi SALARY
| | | 1 |

I 53,171 55429 57,687 59,944 62202 64461 66,720 68976
2 55429 57,687 59944 62202 64461 66,720 68976 71,235
B 30 57,687 59,944 62202 64461 66,720 68976 71235 73,493
4 59944 62202 64,461 66720 68976 71235 73493 75750
5 62202 64461 66,720 68976 71235 73,493 75750 78,009
6 64461 66,720 68976 71235 73,493 75750 78,009 80,266
7 66720 68976 71,235 73493 75750 78,009 80266 82,526
B 8 68976 71235 73493 75750 78,009 80,266 82,526 84,782
9 71,235 73493 75750 78,009 80266 82,526 84,782 87,042
10 73493 75750 78,009 80,266 82,526 84,782 87,042 89,298
11 75750 78,009 80,266 82,526 84,782 87,042 89298 91558
12 78,009 80266 82,526 84,782 87,042 89298 91558 93816
13 | I 87,042 89208 91558 93816 96,074
14 | | | 93816 96,074 98,331
15 | | | 98331 100,590
6 | | | 100,590 = 102,848
17 - ] 105,104
18 | - | | 107,363
19 | B B | 109,623
20 80,266 82,526 84,782 89298 91558 96,074 102,848 111,880




Appendix A Tables, as proposed

NOT INCLUDING TRS | |
Y26 1.04 | |
| 1 2| 3 4 5| 6 7 8
BA BA+10 = BA+20 MA MA+10 = MA+20 MA+30  MA+40 |
STEP SALARY SALARY SALARY SALARY SALARY SALARY  SALARY SALARY
1 45388 47315 49243 51,169 53,097 55,025 56,954 58,880
2 47315 49243 51,169 53,097 55,025 56,954 58,880 60,808
3 49243 51,169 53,097 55,025 56,954 58,880 60,808 62,735
4 51,169 53,097 55,025 56,954 58,880 60,808 62,735 64,662
5 53,097 55,025 56,954 58,880 60,808 62,735 64,662 66,590
B 6 55,025 56,954 58,880 60,308 62,735 64,662 66,590 68,516
7 56954 58880 60,808 62,735 64,662 66,590 68,516 70,445
8 58880 60,808 62,735 64,662 66,590 68,516 70,445 72,372
9 60,808 62,735 64,662 66,590 68,516 70,445 72,372 74,301
10 62,735 64,662 66,590 68,516 70,445 72,372 74,301 76,227
3 11 64,662 66,590 68,516 70,445 72,372 74,301 76,227 78,156
12 66,590 68,516 70,445 72,372 74,301 76,227 78,156 80,083
- 13 74301 76,227 78,156 80,083 82,010
14 80,083 82,010 83,937
15 83,937 85,866
16 85,866 87,793
17 7 89,719
18 91,647
19 93,576
200 68,516 70,445 72,372 76,227 78,156 82,010 87,793 95,503
|
|
|




Appendix A Tables, as proposed

\
FY27 1.035 | |
1 2 3 4 5 6 7 8|
BA | BA+10  BA+20 MA MA+10 = MA+20  MA+30 = MA+40
STEP SALARY SALARY SALARY SALARY SALARY SALARY SALARY SALARY
1 46976 48971 50966 52,960 54956 56951 58,947 60,940
B 2 48971 50966 52960 54956 56951 58947 60,940 62936
3050966 52960 54956 56,951 58947 60,940 62936 64,931
- 4 52960 54956 56951 58,947 60,940 62,936 64,931 66,925
5 54956 56951 58947 60940 62936 64931 66925 68921
] 6 56951 58947 60940 62,936 64931 66925 68921 70914
7 58947 60,940 62,936 64931 66925 68921 70914 72911
B 8 60940 62,936 64,931 66,925 68,921 70914 72911 74,905
9 62936 64931 66925 68921 70914 72911 74905 76,901
10 64931 66925 68921 70,914 72911 74905 76901 78,895
11 66925 68921 70914 72911 74905 76901 78,895 80,891
12 68921 70914 72911 74905 76901 78,895 80,891 82,886 |
13 76901 78,895 80,891 82,886 84,881
B 14 82,886 84,881 86,875
15 } 86,875 88,871
16 - 88,871 90,865 |
17 92,859
18 B ] 94,855
19 96,851
20 70914 72911 74905 78,895 80,891 84,881 90,865 98,846
|
|
|
|




Appendix A Tables, as proposed

FY28 1.03| | B )

1 2 3 4 5 6 7 8

BA BA+10 | BA+20 = MA | MA+10 | MA+20  MA+30  MA+40

STEP SALARY SALARY SALARY SALARY SALARY SALARY SALARY SALARY
| | | |

1 48386 50440 52,495 54,549 56,604 58,660 60,715 62,769

2 50440 52495 54549 56,604 58660 60,715 62769 64,824

B 3 52,495 54,549 56,604 58,660 60,715 62,769 64,824 66,879
4 54549 56,604 58,660 60,715 62,769 64,824 66879 68933

i 5 56604 58660 60,715 62,769 64,824 66879 68933 70,988
6 58660 60,715 62,769 64,824 66,879 68,933 70,988 73,042

7 60,715 62,769 64,824 66,879 68933 70,988 73,042 75098

8 62769 64824 66879 68,933 70,988 73,042 75098 77,152

9 64824 66879 68933 70,988 73,042 75098 77,152 79208

10 66879 68933 70988 73,042 75098 77,152 79208 81,262

11 68933 70988 73,042 75098 77,152 79208 81262 83318

B 12/ 70988 73,042 75098 77,152 79208 81262 83318 85373
13 | 79208 81,262 83318 85373 87,427

14 | 85373 87,427 89,481

15 | | 89,481 91,537

16 | 91,537 93,591

17 | 95,645

18 97,700
D9 | 99,757
200 73,042 75098 77,152 81262 83318 87427 93591 101,811




FY26 % Increases (step & lane movement)

Step ‘ BA ‘BA10 | BA20 MA MA10 MA20 ‘ MA30 MA40
| | |
1 4.00% 4.00% 4.00% 4.00% 4.00% 4.00% 4.00% 4.00%
2 8.42% 12.83% 12.47% 12.14% 11.84% 11.55% 11.28% 11.04%
3 8.24% 12.47% 12.14% 11.84% 11.55% 11.28% 11.04% 10.81%
4 8.07% 12.14% 11.84% 11.55% 11.28% 11.04% 10.81% 10.59%
5 7.92% 11.84% 11.55% 11.28% 11.04% 10.81% 10.59% 10.39%
6 7.78% 11.55% 11.28% 11.04% 10.81% 10.59% 10.39% 10.20%
7 7.64% 11.28% 11.04% 10.81% 10.59% 10.39% 10.20% 10.02%
8 7.52% 11.04% 10.81% 10.59% 10.39% 10.20% 10.02% 9.85%
| 9 7.41% 10.81% 10.59% 10.39% 10.20% 10.02% 9.85% 9.69%
10 7.30% 10.59% 10.39% 10.20% 10.02% 9.85% 9.69% 9.54%
11 7.19% 10.39% 10.20% 10.02% 9.85% 9.69% 9.54% 9.40%
12 7.10% 10.20% 10.02% 9.85%‘ 9.69% 9.54% 9.40% 9.26%
13 4.00% 7.01% 6.93% 9.69% | 9.54% 9.40% 9.26% 9.13%
14 4.00% 7.01% 6.93% 9.69% 6.70% 9.26% 9.13% 9.01%
15 4.00% 7.01% 6.93% 9.69% 6.70% 9.26% 9.01% 8.89%
16 4.00% 7.01% 6.93% 9.69% 6.70% 9.26% 11.51% 8.78%
17 4.00% 7.01% 6.93% 9.69% 6.70% 9.26% 11.51% 8.67%
18 4.00% 7.01% 6.93% 9.69% 6.70% 9.26% 11.51% 11.00%
19 4.00% 7.01% 6.93% 9.69% 6.70% 9.26% 11.51% 13.34%
20 7.01% 10.02% 9.85% 12.54% 9.40% 11.89% 14.01% 15.67%
|




FY27 % Increases (step & lane movement) \

\

Step ~ BA | BAI0 BA20 MA MA10  MA20  MA30 = MA40
| | |
I 350%  350%  350%  3.50%  3.50%  3.50%  3.50%  3.50%
2 789%  12.29% 11.93%  11.60%  1130%  11.02%  10.75%  10.50%
3 172%  11.93%  11.60%  1130%  11.02%  10.75%  10.50%  10.28%
4 755%  11.60%  1130%  11.02%  10.75%  10.50%  10.28%  10.06%
5. 740%  11.30% 11.02%  10.75%  10.50%  10.28%  10.06%  9.86%
6 726%  11.02% 10.75%  10.50%  10.28%  10.06%  9.86%  9.67%
B 7 713%  10.75% 10.50%  10.28%  10.06%  9.86%  9.67%  9.49%
8  7.00%  10.50%  1028%  10.06%  9.86%  9.67%  949%  9.32%
9  689%  1028%  10.06%  9.86%  9.67%  9.49%  932%  9.16%
10 678%  10.06% 9.86%  9.67%  9.49%  932%  9.16%  9.01%
11 668%  9.86% 9.67%  9.49%  932%  9.16%  9.01%  8.87%
) 12 659%  9.67% 9.49%  932%  9.16%  9.01%  8.87%  8.74%
13 350%  6.49% 6.41%  9.16%  9.01%  887%  8.74%  8.60%
14 350%  6.49% 6.41%  9.16%  6.18%  8.74%  8.60%  8.48%
15 3.50%  6.49% 641%  9.16%  6.18%  874%  8.48%  837%
16 3.50%  6.49% 6.41%  9.16%  6.18%  874%  1097%  8.25%
i 17 350%  6.49% 6.41%  9.16%  6.18%  874%  1097%  8.14%
18 3.50%  6.49% 641%  9.16%  6.18%  874%  1097%  10.47%
19 3.50%  6.49% 6.41%  9.16%  6.18%  874%  1097%  12.79%
20 649%  9.49% 9.32%  11.99%  8.87%  1135%  13.46%  15.12%
| |
\




|
FY28 % Increases (step & lane movement) \
Step BA  BAI0  BA20 MA MA10  MA20  MA30 = MA40
| | |

1 3.00%  3.00% 3.00%  3.00% 3.00%  3.00%  3.00%  3.00%
2 737%  11.75% 11.39%  11.06%  10.76%  10.48%  1021%  9.97%
) 3 7.20%  11.39% 11.06%  10.76%  10.48%  1021%  9.97%  9.74%
4 7.03%  11.06% 10.76%  10.48%  1021%  997%  9.74%  9.53%
B 5 6.88%  10.76% 10.48%  1021%  997%  9.74%  9.53%  9.33%
6 674%  10.48%, 1021%  997%  9.74%  9.53%  933%  9.14%
B 7 6.61%  1021% 9.97%  974%  9.53%  933%  9.14%  8.96%
- 8 6.48%  9.97% 9.74%  9.53% 9.33%  9.14%  8.96%  8.80%
9 637%  9.74% 9.53% 9.33% 9.14%  8.96% 8.80%  8.64%
10 6.26%  9.53% 933%  9.14% 8.96%  880%  8.64% 8.49%
11 6.16%  9.33% 9.14% 8.96% 8.80%  8.64%  8.49% 8.34%
120 607%  9.14% 8.96% 8.80% 8.64%  8.49%  834% 8.21%
13 3.00%  5.98% 5.90% 8.64% 8.49%  834%  821% 8.08%
B 14 3.00%  5.98% 5.90% 8.64% 567%  821%  8.08%  7.96%
B 15 3.00%  5.98% 5.90% 8.64% 5.67%  821%  7.96%  7.84%
16 3.00%  5.98% 5.90% 8.64% 567%  821%  1044%  7.73%
17 3.00%  5.98% 5.90% 8.64% 5.67%  821%  10.44%  7.62%
18 3.00%  5.98% 5.90% 8.64% 5.67% 821%  10.44%  9.94%
19 3.00%  5.98% 5.90% 8.64%  5.67%  821%  10.44%  12.25%
20 598%  8.96% 8.80%  11.45%  834%  10.81%  12.92%  14.56%




FY26 % Increases (step movement only)

MA10

MA20

Step BA  BAI0 BA20  MA MA30  MA40
* - E— |
- 1 400%  4.00%  4.00%  400%  4.00% 4.00% 4.00% 4.00%
B 2 8A2%  824%  8.07%  7.92% = 7.78%  7.64%  1.52% 7.41% )
B 30 824%  8.07%  7.92%  178%  7.64%  1.52%  1.41% 730%
4 807%  792%  1.78%  1.64%  7.52%  141%  130% 719%
50 7.92%  178%  T.64%  1.52%  741%  730%  7.19%  7.10% e
- 6 178%  T.64%  1.52%  741%  730%  7.19%  7.10% 7.01% B
i 7 764%  152%  T41%  730%  7.19%  7.10%  7.01% 693%
8 752%  741%  730%  7.19%  7.10%  7.01%  693%  6.84%
9 T41%  730%  7.19%  7.10%  7.01%  693%  684%  677%
10 730%  719%  7.10%  701% = 693%  684%  677%  6.70%
11 719%  7.10%  7.01%  693%  6.84%  677%  6.70% 6.63%
12 7.10%  7.01%  693%  684%  677%  670%  6.63% 6.56% ]
13 400%  4.00%  4.00%  677% = 6.70%  6.63%  6.56% 6.50% B
14 400%  4.00%  4.00%  4.00%  4.00% = 656%  6.50% 6.44%
15 400%  4.00%  4.00%  4.00%  4.00%  4.00%  6.44% 6.39%
16 4.00%  4.00%  4.00%  4.00%  4.00%  4.00%  6.39% 6.33%
17 4.00%  4.00%  4.00%  4.00% 4.00%  4.00%  4.00% 6.28%
18 4.00%  4.00%  4.00%  4.00%  4.00%  4.00%  4.00% 6.24%
19 400%  4.00%  4.00%  4.00%  4.00%  4.00%  4.00% 6.19%
- 20 701%  693%  684%  670%  6.63%  650%  6.33% 6.14%
| |
1 \
N — | |




FY27 % Increases (step movement only) ) | | B L o | B
Step BA BA10 BA200 MA = MAI0 MA20 MA30  MA40
| ‘ |
. . | _ | | . S iii S
’ I 3.50%  350%  350%  350%  350%  350%  3.50% 3.50% L
2 78%%  1.72%  1.55%  7.40%  7.26%  713%  7.00% 6.89%
3 172% 7.55% 7.40% 726%  7.13%  7.00%  6.89% 6.78%
4 755% 740%  726% 7.03%  7.00%  6.89%  6.78% 6.68% B
5 740% 726%  7.13%  7.00%  68%%  678%  6.68% 6.59%
| 6 726%  7.13%  7.00%  689%  6.78%  6.68%  6.59% 6.49% o
- 7 T13%  7.00%  689%  678%  6.68%  659%  6.49% 6.41% |
i 8  7.00%  6.89%  678%  6.68%  659%  649%  641% 6.33% ]

9 689%  678%  6.68%  6.59% 6.49% 6.41%  633%  626%

10 678%  6.68%  659%  649%  641%  633%  6.26% 6.18% B

11 6.68%  659%  649%  641%  633%  626%  6.18%  6.12% Il

12 659%  649%  641%  633%  626%  6.18%  6.12% 6.05%

13 350%  3.50%  3.50%  626%  6.18%  6.12%  6.05%  5.99%
14 350%  350%  350%  3.50%  3.50%  6.05%  5.99% 5.93%
15 350%  350%  3.50%  3.50%  350%  3.50%  5.93% 5.88% B

16 3.50%  3.50%  3.50%  350%  3.50%  3.50%  5.88% 5.82%|
17 3.50% 3.50% 3.50% 3.50% 3.50% 3.50%  3.50% 5.77% a
18 3.50%  3.50%  350%  350%  3.50%  3.50%  3.50% 5.72% _
19  350%  3.50%  3.50% 3.50% 3.50% 3.50%  3.50% 5.68%
20 649%  641%  633%  6.18%  6.12%  599%  5.82% 5.63%
|
\
\
_— | . | | .
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Step ~ BA BAI0 BA20  MA = MAI0  MA20  MA30  MA40
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B S A Y A Y A N
] I 3.00%  300%  3.00%  3.00%  3.00%  3.00%  3.00% 3.00%
2 737%  720%  7.03%  6.88%  6.74%  6.61%  6.48% 6.37%
3 720%  7.03%  6.88%  6.74%  661%  648%  6.37% 6.26%
4 7.03%  6.88%  674%  6.61%  648%  637%  626% 6.16%
5 6.88%  674%  6.61%  648%  637%  626%  6.16% 6.07%
] 6 674%  661%  648%  637%  626%  6.16%  6.07% 5.98%
B 7 661%  648%  637%  626%  6.16%  6.07%  5.98% 5.90%
B 8  6.48%  637%  626%  6.16%  607%  598%  5.90% 5.82%
9  637%  626%  6.16%  607%  598%  590%  582% 5.75%
10 626%  616%  6.07%  598%  590%  582%  575% 567%
11 616%  607%  598%  590%  582%  575%  5671%  5.61%
120 607%  598%  590%  582%  575%  567%  5.61%  554%
N 13 300%  3.00%  3.00%  575%  5.67%  5.61%  554%  548%
14 3.00%  3.00%  3.00%  3.00%  3.00%  5.54%  5.48% 5.42%
15 3.00%  3.00%  3.00%  3.00%  3.00%  3.00%  5.42% 537%
B 16 3.00%  3.00%  3.00%  3.00%  3.00%  3.00%  537% 531%
17 300%  3.00%  3.00%  3.00%  3.00%  3.00%  3.00% 5.26%
18 3.00%  3.00%  3.00%  3.00%  3.00%  3.00%  3.00% 521%
19 3.00%  3.00%  3.00% 3.00%  3.00% 3.00%| 3.00% 5.17%)
20| 5.98% 5.90% 5.82% 5.67% 5.61% 5.48% 5.31%) 5.12%
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