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PREAMBLE

This agreement made and entered on the 7th day of January, 1997 by and between Forestville
Union School District ("District") and the California School Employees Association and its
Forestville Chapter No. 201 ("CSEA").
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ARTICLE 1: RECOGNITION

1.1 The District recognizes CSEA as the exclusive representative for the employees in
the classified unit.

1.2 The classified unit consists of employees listed in Exhibit A of this agreement.

1.3 This agreement applies only to employees in the above-described representation
unit.

1.4 The bargaining unit may be revised by mutual agreement of the District and CSEA
subject to appropriate PERB rules.
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ARTICLE 2: CLASSIFIED EMPLOYEE ORGANIZATION

2.1

2.1.1

2.2
2.21

2.2.2

ORGANIZATIONAL SECURITY

It is the express intention of the parties that the provisions of this Article balance the
rights of individual employees, as referenced in Government Code sections 3543 and
3546, and the right of the CSEA, the exclusive representative to create Organizational
Security.

Rights and Privileges of CSEA

“The following services are provided for CSEA

1) Use of school mail and bulletin boards for Association communications.

2) Reasonable access to employees at their place of assignment when such access will
not interfere with assigned duties of employees.

3) Permission to use school facilities, when not otherwise used for educational
purposes, without charge, for CSEA meetings, subject only to submission of the
standard application of the Civic Center permit in accordance with the District rules

and regulations.

4) Furnishing to CSEA by District, non-confidential information relating to employee-
employer relations, salaries, budget, District finance and other data appropriately of
interest and concern to CSEA.

5) District will be responsible for printing the contract.

6) CSEA has the right to use of the district machine with advance approval from the
Superintendent or his designee.

DUES DEDUCTIONS

Check off:

The District shall distribute CSEA-supplied membership applications to new hires (but
not make any statement suggesting that workers must join). CSEA shall have the sole
and exclusive right to receive the payroll deduction for regular membership dues for
employees in the bargaining unit who are members of CSEA. The District shall, upon
appropriate written authorization, deduct such dues and make appropriate remittance to
the Association within a reasonable time thereafter.

Dues Deduction:

The District shall deduct in accordance with the CSEA Dues Schedule dues from the
wages of all employees who are members of CSEA on the date of the execution of this
agreement, or who, after the date of execution of this agreement become members of

CSEA.
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2.2.3 Maintenance of Membership:

For those employees who are members of CSEA on the effective date of this agreement,
or who become members of CSEA during the term of this agreement, they shall maintain
their membership in CSEA during the term of this agreement.

The District shall not interfere with the terms of any agreement between CSEA and the
District's employee with regard to that employee's membership in CSEA. The District
shall refer all employee requests to revoke membership to the CSEA Labor Relations
Representative and shall obtain her/his written approval on behalf of the union before
processing any revocation request.

2.24 AB119:

2.2.4.1 Unit Member Information:

The District shall provide the Chapter President and CSEA Labor Relations
Representative notice of any newly hired employee, within ten (10) days of hire, via
electronic mail. The notice shall include: full legal name, date of hire, classification and
worksite.

The District shall provide CSEA with the following contact information electronically, via a
mutually agreeable secure method. The District shall provide this information for all
bargaining unit members on or before the last working day of September, January, and
May. For new employees, the District shall provide CSEA with the information on the
new unit members on or before the last workday of the month of hire. In the event no
one is hired on any particular month, the District shall send an e-mail to CSEA
confirming they did not hire any new staff that month.

2.2.4.2 New Employee Orientation:

The District shall provide CSEA mandatory access to its new employee orientations (on-
boarding process). CSEA shall receive not less than ten (10) days' notice in advance of
an orientation, except that a shorter notice may be provided in a specific instance where
there is an urgent need critical to the District's operations that was not reasonably

foreseeable.

1) Group Orientations: In the event the District conducts a group orientation, CSEA
shall have a maximum of 30 minute of paid release time for one (I) CSEA
representative to conduct the orientation session. The CSEA Labor Relations
Representative may also attend the orientation session presented by CSEA.

2) Individual Orientations In the event the District conducts one-on-one orientations with
new employees, CSEA shall have a maximum of 30 minutes of paid release time, for
one (1) CSEA representative to conduct the orientation session.

3) The orientation session shall be held on District property during the workday of the
employee(s), who shall be paid on time.

4) At CSEA's discretion, during CSEA's orientation session, no District manager or
supervisor or non-unit employee shall be present.
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2.2.5 Hold Harmless:

CSEA shall reimburse and hold the District harmless from any and all claims, demands,
and suits, or any other action arising from the District's compliance with the provisions of
this article. ' ' '

2.3 DISTRICT COMMITTEES

When the District creates a committee, CSEA shall be notified and have the opportunity
to meet with the Superintendent to determine CSEA patrticipation. Classified members of
any committee will be selected by CSEA.

(TA. 19-22)



ARTICLE 3: DISTRICT RIGHTS
3.1 Matters not specifically covered in this agreement are reserved to the District.

3.2 In the event of emergency, District shall have the right to rescind any portion of
this agreement directly related to the nature of the emergency. "Emergency" as
used in this article is limited to those highly unusual and catastrophic situations
which would prevent the normal functioning of the school District pursuant to this
agreement. A qualified or negative budget certification does not constitute an

Emergency for the purpose of this article.
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ARTICLE 4: PROCEDURES FOR EVALUATION

4.1

4.2

4.3
4.4

4.5

4.6

4.7
4.7.1
4.7.2

4.7.3

4.7.4

Unit members shall be evaluated by the immediate supervisor designated by the
Superintendent.

Probationary employees shalt be evaluated by the third and fifth months of their
six month probationary period.

Permanent employees shall be evaluated at least annually by April 15th.

Both scheduled and unscheduled observation of the employee's work maybe part
of the evaluation process.

Evaluation shall be in three copies and shall be signed by the evaluator and the
evaluee. The signature of the person being evaluated does not indicate that
he/she agrees with the evaluation/but that he/she has been presented with a
copy, had adequate time to review the written evaluation and that a conference
was held. Distribution of the three copies is as follows:

1) To be presented to the person being evaluated.
2) One to be retained in the supervisor's files.
3) One to be placed in the employee’s file in the personnel office.

The employee may make such written comments as appropriate to attach to the
evaluation.

PERSONNEL FILES
The personnel files of each employee shall be maintained in the District Office.

Upon reasonable notice, a unit member shall be permitted to review his/her personnel
file. Such review shall not normally be permitted during unit member's duty hours.

Reviewable material shall not include ratings, reports or records which (1) were obtained
prior to the employment of the unit member involved, (2) were prepared by identifiable
examination committee members, or (3) were obtained in connection with a promotional
opportunity.

Information of a derogatory nature, except material mentioned in 4.7.3 above shall not
be entered or filed in the unit member's personnel file until the such member is given
written notice of such material. Following such notice, the unit member shall have five
calendar days to review and have attached thereon the unit member's comments relative
to such derogatory material.



ARTICLE 5: HOURS OF EMPLOYMENT

5.1

5.2

5.3

54

9.5

WORKWEEK

The workweek shall consist of five consecutive days, Monday through Friday of
eight hours per day and forty hours per week. This article shall not restrict the
extension of the regular workday or workweek on an overtime basis when such is
necessary to carry on the business of the District.

WORKDAY

The length of the workday shall be designated by the District for each classified
assignment. Each bargaining unit employee shall be assigned a fixed regular and
ascertainable minimum number of hours per day and days per year.

The arrival and departure time for each employee shall be determined at the sole
and exclusive direction of the Governing Board, provided no change shall be
made after September 30 of each school year without first negotiating such
change with CSEA.

During the hours of employment, employees shall perform those duties assigned
to them by the Superintendent and their supervisors as well as those contained
in their job descriptions.

Hours of employment for part time employees shall be assigned by the
Superintendent on a pro rata basis to the full forty hour week.

LUNCH PERIOD

The immediate supervisor shall determine the length of the lunch period. Except
when required by the needs of the school, unit members shall be entitled to an
uninterrupted regularly scheduled lunch period after the employee has been on
duty for four hours. The length of time for such lunch period shall be a period of
no longer than one hour nor less than one-half hour and shall be scheduled for
full time employees at, or as near as possible, to midpoint of each work shift. The
lunch period shall not be considered as part of the working day for salary
purposes.

REST PERIODS

All bargaining unit employees shall be granted rest periods, which insofar as
practicable, shall be in the middle of each work period at the rate of 15 minutes-
for four hours work. In order to meet the needs of infrequent emergencies,
regularly scheduled breaks maybe occasionally changed by the supervisor. Rest
periods are a part of the regular workday and shall be compensated at the pay
rate for the employee.

OVERTIME
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5.6

5.7

5.8

5.9
5.9.

2.8.2

Except as provided herein, all overtime hours, ordered and directed by the
immediate supervisor, shall be compensated at a rate of pay equal to one and
one half times of the regular rate of pay for the employee for all work. Overtime is
any time to be worked in excess of eight hours in anyone day or in any (or in
excess of 40 hours in any calendar week, whether such hours are worked prior to
the commencement of a regularly scheduled starting time or subsequent to the
assigned quitting time.

When an employee is required to work on any holiday, the employee shall be
paid compensation, or given compensating time off, for such work, in addition to
the regular pay received for the holiday, at a rate of time-and-one-half the regular
rate of pay.

Employees having an average workday of four hours or more during the
workweek, who work five consecutive days, shall be paid overtime if required to
work the sixth or seventh day. An employee having an average workday of less
than four hours during a workweek, shall be paid overtime for the seventh day
following the commencement of the workweek. Accrued overtime may be taken
in pay or compensatory time at the option of the employee. Approval of the
Superintendent must be obtained as to when compensatory time is taken.

SHIFT DIFFERENTIAL

All unit members who regularly work after 6:00 p.m. shall receive an additional 50
cents per hour for the portion of their shift worked after 6:00 p.m. When such
employees are periodically assigned to regular day shifts of 20 days of longer
duration, such shift differential shall not be paid.

OVERTIME DISTRIBUTION

Overtime shall be distributed to employees in the bargaining unit on an equitable
basis.

MINIMUM CALL-IN OR CALL-BACK TIME

A minimum of two hours pay at the appropriate rate of pay under shall be paid for
call-in or call-back time.

SUMMER WORK

Summer work shall be assigned according to the following provisions and shall only be
applicable to summer work.

Employees who work in their regular classification during the summer and are not
regularly so assigned; shall be paid their regular rate of pay. In addition, such employees
shall accrue sick and vacation leave on a prorated basis. Employees in this category
may also utilize accrued sick leave during summer assignments.

M"M|Page



2.9.3

5.94

5.9.5

5.10

Employees who work during the summer and are not regularly so assigned and work in
an existing job classification, but not in the employees regular job classification, shall be
paid at the appropriate step of the salary range in which they are working, based on their
experience in that classification. Employees will advance one step on the salary
schedule for each year of summer work done in a given classification. In addition, such
employees shall accrue sick and vacation leave on a pro-rated basis. Employees in this
category may also utilize accrued sick leave during summer assignments.

Employees who work during the summer on special-short-term summer projects in a
classification that does not exist during the regular academic school year shall be paid
the established hourly rate of pay. Such positions shall not accrue or be able to use any
contractual leave.

Academic year employees shall be given preference in categories 5.9.1 and 5.9.2. All
summer positions in category 5.9.3 shall be filled on the basis of qualifications and
seniority in the District. Should qualifications be relatively equal, the must senior person
shall be given preference.

ADJUSTMENT OF ASSIGNED TIME

Any part-time employee who works an average of thirty (30) minutes or more per
day in excess of his/her regular assignment for a period of twenty (20)
consecutive working days or more shall have his/her regular assignment
adjusted upward to reflect the longer non-overtime hours, effective the next pay

period.
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ARTICLE 6: PAY AND ALLOWANCES

6.1
8.2

6.3

6.4

6.5

6.6

SEE EXHIBIT B For current salary schedules.

'FREQUENCY

All employees in the bargaining unit shall be paid once a month, payable on or
before the last working day of the month. If the normal pay date falls on a
holiday, the paycheck shall be issued on the preceding workday.

PAYROLL ERROR

Whenever it is determined that an error has been made in the calculation or
reporting in any classified employee payroll or in the payment of any classified
employee's salary, the District shall within five (5) work days following such
determination, provide the employee with a statement of correction. Any payroll
errors resulting in insufficient payment of an employee shall be corrected as soon
as possible with a corrected pay warrant drawn against any available funds; but
in any event, within ten (10) work days of the statement of correction.

Should an employee be overpaid, the employee and a designated District
representative shall agree to a mutually agreeable repayment plan in writing. A
statement of correction shall be included with each pay warrant with a running
balance.

In the event that an employee has brought an overpayment to the attention of the
District Business Office by written notification, countersigned by the Business
Office, and the overpayment continues, the employee will have no further
obligation to repay the District the further amount(s) overpaid.

SPECIAL PAYMENTS

Any payroll adjustment due to an employee in the bargaining unit as a result of
working out of class, re-computation of hours, or other reasons other than
procedural errors shall be made in a supplemental check pursuant to County
Office of Education timelines.

LOST CHECKS

Any paycheck for an employee in the bargaining unit which is lost after receipt
shall be replaced within ten working days of notifying the District payroll clerk and
signing a statement relieving the District of financial responsibility should both
checks be cashed. A paycheck which is mailed to the employee and not
delivered shall be replaced within 15 working days of the pay date.

PROMOTION

Promotion shall be deemed to mean reassignment to a position which is in the
higher range of the salary schedule. An individual, when promoted from one
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6.7

6.8

6.9

6.10

6.11

range to another, shall receive the salary of the higher range which is above the
salary being received in the lower range.

Salary Upon Promotion: An employee who is promoted in a classification
allocated to a higher salary range than the classification from which he/she was
promoted shall receive that salary of the step of the salary range for the new
classification which would constitute an increase of at least five percent (5%), but
not less than Step 1 of the salary range for the new classification, and no higher
than the top step of the new range. Or, the District, at its discretion, may place

- newly promoted classified employees on the salary schedule up to Step 3 of the

range based on past experience and training which is above the minimum or
desirable experience and training stated in the job description.

MILEAGE

An employee in the bargaining unit required to use his/her vehicle on District
business shall be reimbursed at the IRS approved rate for all miles driven on
behalf of the District.

MEALS AND LODGING

Any employee in the bargaining unit who, as a result of work assignment, must
have meals and/or lodging away from the District, shall be reimbursed for all
costs according to current Board policy. Where possible, the District shall provide
advance funds to the employee.

INITIAL STEP PLACEMENT

New employees shall be placed at Step 1 at the appropriate range, provided, the
Superintendent may place that employee on a higher step when past experience
justifies. The District, at its discretion, may place newly hired classified
employees on the salary schedule up to Step 9 of the range. Such placement
shall be based on past experience and training which is above the minimum or
desirable experience training stated in the job description. Should the District
place any newly hired classified employee above Step 3, the District shall notify
the CSEA Labor Relations Representative and/or CSEA Chapter 201 President
and provide rationale. The District will provide a copy of a resume or application
upon request by the CSEA Labor Relations Representative and/or CSEA Chapter
201 President. Disputes as to application of this section shall be handled through
the grievance procedure in Article 15.

CAREER INCREMENTS

District agrees to additionally compensate long service employees in accordance
with Exhibit B.1 attached hereto.

STEP ADVANCEMENT
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6.12

6.13

Step advancement shall be provided annually on July 1 and until the top of the
range is reached, provided the employee has received a satisfactory evaluation.
Employees whose step placement is frozen due to an unsatisfactory evaluation
will be placed on an improvement plan. The improvement plan will contain
specific performance improvement recommendations. The employee’s job
performance will be evaluated again after ninety days on the improvement plan.
If at that time the employee receives a satisfactory evaluation, the employee shall
advance one step effective with the next regular payroll period after attaining a
satisfactory evaluation.

SALARY STEP FREEZE

Upon the end of the salary step freeze, a unit member who has been subject to
the freeze will be placed on the step on which he/she would have been placed
had there been no freeze. No retroactive compensation will be made for any year
for which the freeze was in effect.

All empioyees in the bargaining unit shall receive annually by September 15th,
an itemized list which will include a statement of the classification held, step and
range placement, all deductions, additional wage benefits, and sick leave and
vacation accrued as of the date of issue.

On the salary schedule the word "class" will be replaced by the word "range’.
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ARTICLE 7: HEALTH AND WELFARE BENEFITS

7.1

7.11

7.2

7.3

7.4

7.5

7.6

For each full-time employee, the District shall contribute up to the following
amounts for health and welfare benefits retroactive to October 1st, 2024:

Health Plans $1,458.33 per month (12 Months)
Dental Plan $130.00 per month

Vision Service Plan: $ 35.00 per month

Life Insurance: $ 3.41 per month

Effective October 1st, 2025, the District shall contribute $1,500.00/month for full-
time employees towards medical benefit premiums.

Unit members requesting medical coverage costing in excess of the above
amount shall submit a request to the District for appropriate deductions in salary
to pay the additional cost.

For part time employees, working a minimum of four hours per day or more, the
District shall contribute a proration of health benefits based on the relationships
to full time employment. For example, a four-hour employee would receive fifty
percent (50%) of the cost of the basic health plan for employee and dependents.
The amount of this proration may be applied to the cost of the health plan offered
by the district at the option of the employee.

A prorated Dental Plan and a full Life Insurance Plan will be provided for part
time employees working a minimum of four hours per day or more. - -

The District shall pay 50% of health, dental, vision, and life insurance benefits for
employees retiring after June, 1989 based on the current monthly benefit
entittement of the employee at the time of retirement. To qualify for these
benefits, the employee must have:

1) Worked for the District a minimum period of 10 years and accrued at least five (5) full
service years of credit with PERS while employed with the District.

2) Worked for the District for a minimum period of five (5) years immediately preceding
the date of retirement:
These benefits shall start no earlier than age 55 and will not be continued beyond the
65th birthday at which time the employee may elect to retain such coverage at
his/her own expense. Coverage by the district would be secondary to any other
insurance carried by participating retired employees.

The District shall provide a $1500 per year child care credit for each employee
who has his/her child enrolled in the Forestville Preschool Program or the before
school or after school child care program. The total shall be $1500 per year
regardless of number of children enrolled in the program.
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ARTICLE 8: HOLIDAYS

8.1

8.2

8.3

Unit members shall receive fourteen (14) days of paid holidays per year. These
holidays are set forth in Exhibit C.

In order to be paid for the holiday, the employee must have been regularly
scheduled to work on that day and must be in paid status on the working day
immediately preceding or succeeding the holiday.

Employees in the bargaining unit who are not normally assigned duty during the
Christmas recess shall be paid for holidays occurring therein providing they were
in paid status during any portion of the working day of their normal assignment
immediately preceding or succeeding the holiday.

In addition to the holidays listed in paragraph 8.1 above, unit members shall be
entitled to paid holidays on such other days as the governing board of the District
specifically declares to be paid holidays for classified employees.

In addition, unit members shall be entitled to paid holidays on every day
appointed by the President, or the Governor of California, for a public fast,

Thanksgiving or holiday
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ARTICLE 9: VACATION

9.1

9.2

9.3

9.4

9.9

All employees in the bargaining unit shall earn vacation for bargaining unit work
under this article.

Twelve month employees may request vacation time off. Employees less than
twelve months will be paid vacation but are not eligible to take vacation time off.

All vacation for twelve month employees shall be taken at a time convenient to
the District with the approval of the Superintendent. Vacations are normally
scheduled during the school vacation period. Employee requests for vacations at
other times during the school year may be granted with the approval of the
Superintendent.

Accumulation: Unit members shall accrue vacation time based on the following
for twelve month (260 day calendar) full-time (8 hours) employees.

1) Less than five years of employment: 10 days per year
2) After five years of employment: 15 days per year
3) After ten years of employment: 20 days per year

Employees working less than eight hours shall have their vacation prorated by
the number of hours worked, divided by eight.

Employees working less than twelve months shall have their vacation prorated by
the number of months of employment, divided by twelve. Employees working
180-200 days are considered to be employed ten months. Employees working
201-259 days are considered to be employed eleven months. Employees
working less than 180 days will have their vacation prorated by the number of
days worked, divided by 180.

Twelve month employees shall schedule and take paid vacation in the year the
vacation is earned. Vacation not taken in the fiscal year earned shall be paid off
in the final supplemental payroll of the year. If an employee leaves the
employment of the District before the leave taken is earned, the value of the
leave so taken shall be deducted from the employee's final paycheck.

Pay for vacation days for all bargaining unit employees shall be the same that
which the employee would have received had he/she been in a working status.

Vacation schedules: Normally vacation requests must be submitted thirty days in
advance.

When an employee in the bargaining unit is terminated for any reason, he/she
shall be entitled to all vacation pay earned and accumulated up to and including
the effective date of termination. In order to be eligible for vacation leave, a new
employee must have served as a regular employee for at least six full months.
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9.6

9.7

The vacation leave time will then be computed retroactively to the date of
employment.

For employees working less than a full month, vacation shall be prorated based
on contracted work days. ' '

Unit members working less than twelve months shall be paid for vacation earned
as part of their regular salary payment.

INTERRUPTION OF VACATION

An employee in the bargaining unit may be permitted to interrupt or terminate
vacation leave in order to begin another type of paid leave provided by this
agreement without a return to active service, and the employee supplies notice
and supporting information regarding the basis for such interruption or
termination which is satisfactory to the Superintendent or his/her designee.



ARTICLE 10: LEAVES

10.1

10.2

10.3

10.4
10.4.1

10.4.2

10.4.3

10.4.4

10.4.5

Bereavement Leave: Unit members shall be granted leave with full pay in the
event of a death of any member of the employee’s immediate family, not to
exceed three days (or five days if out-of-state travel or travel in excess of 300
miles one way is required). Immediate family means the mother, father,
grandmother, grandfather, or grandchild of the employee or of the spouse of the
employee and the spouse's son, son-in-law, daughter, daughter-in-law, brother,
or sister of the employee or any person living in the immediate household of the
employee. ‘

Jury Duty: An employee shall be entitled to leave without loss of pay for any time
the employee is required to perform jury duty and the District shall pay the
employee the difference, if any, between the amount received for the jury duty
and the employee's regular rate of pay. Any meal, mileage, and/or parking
allowance provided the employee for jury duty shall not be considered as part of
the amount received for jury duty. Any day during which any employee in the
bargaining unit whose regularly assigned shift commences at 4:00 p.m. or after,
and who is required to serve after 12:00 noon shall be relieved with pay from
work.

Military Leave: An employee shall be entitled to any military leave provided by
law and shall retain all rights and privileges granted by law and arising out of the
exercise of military leave.

SICK LEAVE

An employee employed five days a week for a full fiscal year shall be granted 12 days of
paid leave with full pay for illness or injury, exclusive of all days he/she is not required to
render service to the district.

An employee employed five days a week, who is employed for less than a full fiscal year,
is entitled to that portion of 12 days leave of absence for illness or injury as the number
of months he/she is employed bears to12.

An employee employed less than five days per week shall be entitled, for fiscal year of
service, to the proportion of 12 days of leave for illness or injury as the number of days
he/she is employed per week bears to five. When such persons are employed for less
than a full fiscal year of service this and paragraph 10.4.2 shall determine that proportion
of leave of absence for illness or injury to which they are entitled.

Pay for any day of such absence shall be as the pay which would have been received
had the employee served on the day of iliness.

At the beginning of each fiscal year, the full amount of sick leave granted under this
section shall be credited to each employee. Credit for sick leave need not be accrued
prior to taking such leave and such leave may be taken at any time during the year.
However, a new employee of the District shall not be eligible to take more than six days
until the calendar month after completion of six months of active service with the District.
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10.4.6
10.4.7

10.4.8
10.4.9

10.5

10.5.1

10.5.2

10.5.3

10.5.4

10.5.5

Employees shall be entitled to sick leave for days of actual disability arising out of
pregnancy. The periods of actual disability shall be verified by the physician.

If the employee does not take the full amount of leave allowed this section, the amount
not taken shall be accumulated from year to year. '

Any sick leave benefits earned but not used may be converted by the employee to
service credit pursuant to Government Code 20963.

The Superintendent may require medical verification of any illness three (3) days.

The Superintendent is authorized to place any classified employee on administrative
leave with or without the employee's full pay and benefits (if applicable) for health
reasons whenever the Superintendent determines that to do so would be in the best
interests of the District, its students, or its employees.

INDUSTRIAL ACCIDENT AND ILLNESS LEAVE

In addition to any other benefits that an employee may be entitled to under the
Worker's Compensation laws of this state, employees shall be entitled to the
following benefits:

An employee suffering an injury or illness arising out of and in the course and scope of
his/her employment shall be entitled to a leave of up to sixty (60) working days in any
one fiscal year for the same accident or illness. This leave shall not be accumulated from
year-to-year, and when any leave will overlap a fiscal year, the employee shall be
entitled to only that amount remaining at the end of the fiscal year in which the injury or
illness occurred

Payment for wages lost on any day shall not, when added to an award granted the
employee under the Worker's Compensation law of this state, exceed the normal wage

for the day.

The industrial accident or illness leave is to be used in lieu of normal sick leave benefits.
When entitlement to industrial accident or iliness leave under this section has been
exhausted, entitlement to other sick leave, vacation or other paid leave may then be
used. If, however, an employee is still receiving temporary disability payments under the
Worker's Compensation laws of this State at the time of the exhaustion of benefits under
this section, he/she shall be entitled to use only so much of his/her accumulated and
available normal sick leave and vacation leave, which when added to the Worker's
Compensation award, provides for a day’s pay at the regular rate of pay.

During all paid leaves of absence, whether industrial accident leave, sick leave,
vacation, compensated time off, or other available leave provided by law or provided by
the Governing Board, the employee shall endorse to the District wage loss benefit
checks received under Worker's Compensation laws of this State. The District shall
issue the employee the appropriate warrants for payment of wages or salary and shall
deduct normal retirement and other authorized contributions

When all available leaves of absence, paid or unpaid, have been exhausted and if the
employee is not medically able to assume the duties of the person’s position, the person
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10.6

10.7

10.8

10.9

10.10

shall, if not placed in another position, be placed on the reemployment list for a period of
39 months. When available, during the 39 month period, the person shall be employed in
a vacant position in the class of the person's previous assignment over all other
available candidates except for a reemployment list established because of a lack of
work or lack of funds.

PERSONAL NECESSITY LEAVE

Ten days of absence for sick leave under section 10.4 of this article may be used
by the employee, at his or her election, in cases of personal necessity

PERSONAL BUSINESS LEAVE

Each employee shall be entitled to four (4) days in total of paid leave annually out
of accrued sick leave for the purpose of conducting personal business, which can
be taken in half-day increments.

CHILD REARING LEAVE

An employee who is the natural or adoptive parent of a child shall be entitled to
an unpaid leave of absence for the purpose of rearing his/her child; however, the
precise beginning and ending of such unpaid leave must be approved by the
District.

GENERAL LEAVES

When no other leaves are available, a leave of absence may be granted to an
employee on a paid or unpaid basis at any time and upon any terms acceptable
to the District and the employee. The District will provide up to ten (10) additional
days of personal necessity leave to care for a spouse, child, or parent with a
serious health condition.

FAMILY CARE LEAVE

Each unit member who has been employed by the District for more than one
continuous year is eligible for an unpaid family care leave not to exceed (12)
weeks within a (12) month period, unless a longer leave is agreed upon by the
District and the unit member. Family care leave may be used for the birth of the
unit member’s child, placement of a child for adoption or foster care, to care for a
spouse, child or parent with a serious health condition, or a serious health
condition which renders the unit member unable to perform essential job
functions.

During the period of such leave the District shall maintain the unit member’s
group health benéfits, if any, on the same basis as if the unit member was in paid
status. Upon return from family care leave, the unit member is entitied to return to
the same position or to an equivalent position with equivalent benefits, pay, and
other terms and conditions of employment. The unit member’s absence under
this program shall not be considered a break in service. The unit member must
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10.11

provide the District with at least thirty (30) days advance notice for the leave if the
need is foreseeable, or if such notice is not foreseeable, notice must be given as
soon as possible under the circumstances.

CATASTROPHIC LEAVE

When a catastrophic illness or injury incapacitates an employee or a member of
his/her family who lives in the household of the employee, for an extended period
of time, fellow classified employees may donate accrued vacation and sick leave
credits to that employee. All transfers of eligible leave credit shall be irrevocable.
Upon requesting donations under this program, the employee shall provide
verification of the catastrophic injury or illness. Verification shall be made by
means of a letter, dated and signed by the sick or injured person's physician,
indicating the incapacitating nature and probable duration of the iliness or injury.
To ensure that donor employees retain sufficient accrued sick leave to meet
needs that normally arise, donors shall not reduce their accumulated sick leave
to fewer than twelve (12) days. An employee must first exhaust all available paid
leave before qualifying for Catastrophic Leave.
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ARTICLE 11: TRANSFERS AND PROMOTIONS

11.1

11.1.1

11.1.2

11.2

11.3

When the new position is created or an existing position becomes vacant, the

‘District shall provide an opportunity to bargaining unit employees to obtain the

position. All vacancies shall be posted by the District for three days during the
instructional year and copies of the vacancy, notice placed in all classified unit
mailboxes. All vacancies occurring during the summer months shall be posted for
six days and copies mailed to all unit members at the time of posting. Any
employee in the bargaining unit may apply for that position by filing a written
notice with the District. The final determination as to who is selected to fill the
position shall be left to the discretion of the District.

Any employee going on leave who desires notice of a vacancy shall give the District
written notice of such interest and an address to which he/she wishes the notice of
vacancy be sent. Said notification shall be good for a period of six (6) months.

An employee on leave shall have the right to have CSEA file for the vacancy on his/her
behalf; however, it shall be the obligation of the employee to submit appropriate
application forms and to attend any interviews required for the position.

A permanent employee who moves to a position in a class in which he/she has
not previously completed a probationary period shall be considered probationary
in that class for a period of six months. At any time during the probationary period
he/she may be returned to his/her former class without right of appeal, at the
option of either the employee or the District.

NOTICE CONTENTS

The job vacancy shall include: The job title, a brief job description of the position
and duties, the minimum qualifications required for the position, the assigned job
site, the number of hours per week, regular assigned work shift times, days per
week and months per year assigned to the position, the salary range and
deadline for filing to fill the vacancy.
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ARTICLE 12: CLASSIFICATION

12.1 Every bargaining unit position shall be placed in a class.

12.2 New positions: The District may establish new classifications and set the job
descriptions therefore. If such positions are appropriately placed in within the
classified unit, the salary for the position shall be negotiated with CSEA. Pending
the completion of such negotiations, the District shall have the right to establish

an interim salary.

12.3 If employee believes that he/she is working outside of the job description, a
written, request for review shall be submitted to the District, together with
whatever supporting information the employee deems appropriate. The District
shall review such a request and do one of the following:

1) Ifitis determined that the employee is not working out of classification, present
reasons for such determination to the employee.

2) Ifit is determined that the employee is working out of job classification, either direct
the employee to restrict his/her duties to those found in the job description or
reclassify the position after consultation with the employee and CSEA
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ARTICLE 13: LAYOFF
13.1 REASONS FOR LAYOFF

Layoff shall occur only for lack of work and/or lack of funds, and means a total
separation from service.

13.2 NOTICE OF LAYOFF

Procedures for notice and right to hearing are set forth in California Education Code
45117. The District shall notify CSEA in writing of any planned layoffs on or before
March 10th of each year.

Any notice of Layoffs shall specify the reason for layoff and identity by position,
classification and name the employee designated for layoff. The preliminary layoff
notification to the employee shall be provided in writing on or before March 15th of each
year.

13.3 CLASSIFICATION

Classification is the act of placing a position in a class and shall be construed to mean
that each position in the classified service shall have a designated title, a statement of
the specific duties required to be performed in each such position, and the regular
monthly salary range for each such position.

13.4 ORDER OF LAYOFF

Class shall mean classification throughout this Agreement. Any layoff shall be affected
within a class. The order of layoff shall be based on date of hire, which is defined as the
first day of paid service as a regular employee.

13.5 BUMPING RIGHTS

An employee laid off from his or her present class may bump into any class in which the
employee has served and has greater seniority considering his/her seniority in the class
and any equal or higher classes. The employee may continue to bump into lower
classes in which he/she has had previous service to avoid layoff. Any vacant position
shall be deemed the least senior employee in the class, and the laid off employee shall
bump into such position without advertising the vacancy. An employee who bumps into
another class shall retain his/her numerical step placement on the range of the
classification bumped into by the employee.

13.6 LAYOFF IN LIEU OF BUMPING

An employee who elects a layoff in lieu of bumping maintains his/her reemployment
rights under this Agreement.

13.7 EQUAL SENIORITY
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13.8

13.9

13.10

13.11

13.12

If two (2) or more employees subject to layoff have equal class seniority, the
determination as to who shall be laid off will be made by lot.

REEMPLOYMENT RIGHTS

Laid-off persons are eligible for reemployment for a thirty-nine (39) month period
from the effective day of layoff and shall be reemployed in the reverse order of
layoff. Their reemployment shall take precedence over any new applicants.
Acceptance of partial reemployment shall not diminish an employee's
reemployment rights.

NOTIFICATION OF REEMPLOYMENT OPENING

Any employee who is laid off and is subsequently eligible for reemployment shall
be notified in writing by the District. Such notice shall be sent by certified mail to
the last address given the District by the employee.

EMPLOYEE NOTIFICATION TO DISTRICT

Any employee shall notify the District of his or her intention to accept or refuse
reemployment within five (5) working days following receipt of the reemployment
notice. Failure to respond shall constitute a rejection of the offer. An employee on
a reemployment list may decline two (2) offers of reemployment in his/her former
classification. After the second refusal the laid off employee shall assume the
responsibility of keeping the District informed of his/her interest in available
openings.

VOLUNTARY DEMOTIONS OR VOLUNTARY REDUCTION IN HOURS

Employees who take voluntary demotion or voluntary reductions in assigned time
in lieu of layoff shall be, at the employee's option, returned to a position in their
former class as vacancies become available, in accordance with the Education
Code, except that they shall be ranked in accordance with their seniority on any
valid reemployment list.

RETIREMENT IN LIEU OF LAYOFF

13.12.1 Any employee in the bargaining unit may elect to accept a service retirement in lieu of

layoff, or voluntary demotion or reduction in assigned time. Such employee shall within
ten (10) workdays prior to the effective date of the proposed layoff complete and submit
a form provided by the District for this purpose. :

13.12.2 The District agrees that when an offer of reemployment is made to an eligible person

13.13

retired under this Article, and the District receives within ten (10) working days a written
acceptance of the offer, the position shall not be filled by any other person, and the
retired person shall be allowed sufficient time to terminate his/her status.

SENIORITY ROSTER
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The District shall maintain an updated seniority roster indicating employee's date
of hire by seniority in the current classification held by the employee as well as
the classification name and date of hire for all classifications for which the
employee previously attained permanent status.

13.14 SENIORITY DURING INVOLUNTARY UNPAID STATUS

Upon return to work, the employee shall be restored to all the benefits and
burdens which he/she enjoyed prior to the layoff. During the layoff period the
individual will not earn vacation, sick leave, holidays or other leave benefits but

will retain his/her seniority.
13.15 IMPROPER LAYOFF

Any employee who is improperly laid off shall be reemployed immediately upon
discovery of the error and shall be reimbursed for all loss of salary and benefits.

13.16 EFFECTS OF LAYOFF

13.16.1 The laid off employee shall be provided two (2) days of personal business leave
without loss of pay or leave to seek other employment.

13.16.2 If the laid off employee has served not less than three (3) full school years with the
District, he/she shall continue to be enrolled in, and receive District contributions
toward health and welfare benefits received at time of layoff, for a period of two (2)
calendar months following the month in which the layoff is effective. Thereafter, the
employee may elect to exercise their COBRA rights and continue participation in the
program at their own expense for eighteen (18) additional months.
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ARTICLE 14: DISCIPLINARY PROCEDURE

14.1 Disciplinary Action

The following disciplinary action(s) may be taken by the District against a
permanent employee for the causes listed in Section 14.2 of this article.

14.1.1 Dismissal

Dismissal is removal from the employment of the District.
14.1.2 Suspension

Suspension is a suspension from duty without pay for a limited number of days.
14.1.3 Involuntary Reassignment

Involuntary reassignment is a change of assignment whereby an employee is deprived
of an incidence of classification.

14.1.4 Involuntary Demotion

Involuntary demotion is placement in a lower classification.

14.2 CAUSE

14.2.1 A permanent employee may have disciplinary action taken against him/her for any of
the following causes:

1) Neglect of duty:
a) Repeated, unexcused tardiness.
b) Repeated, unexcused failure to report to work as assigned.
c) Excessive absence which is detrimental to the District.

2) Inefficiency.

3) Incompetency.

4) Insubordination.

5) Dishonesty.

6) Conviction of sex offense as defined in Education Code 44010, conviction of a
narcotics offense in Section 44011, or conviction of child abuse and neglect as
described in Penal Code 1165.2-11165.

7) Inability to work harmoniously with others to such a degree that District functioning is
disrupted.

8) Failure to maintain such conditions and standards required by the District Job
Description.

9) Willful damage to school property.

10) Failure to maintain licenses or certificates required by law for the job.

11) Conduct that constitutes a violent or serious felony as defined in Penal Code 667.5
or 1192.7.

12) Unlawful discrimination including harassment against any student or other employee.

13) Violation or refusal to obey state or federal law or regulation, board policy or district
or social procedure.
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14.3
14.3.1

14.3.2

14.3.3

14) Falsification of any information supplied to the district including, but not limited to,
information supplied on application forms, employment records, or any other school
district records.

15) Unprofessional conduct. , ,

16) Use of alcohol or a controlled substance while on duty or in such close time proximity
there to as to affect the employee’s performance.

17) Retaliation against any person who, in good faith, reports, discloses, divulges, or
otherwise brings to the attention of any appropriate authority any information relative
to an actual or suspected violation of state or federal law occurring on or directly
related to the job.

18) Unsatisfactory performance.

PROCEDURE
Progressive Discipline:

1) The District agrees to progressive discipline before commencing any formal
disciplinary action. A supervisor shall, in writing, present the employee with a "Notice
of Concern". This notice shall include methods and recommendations for
improvement. The "Notice of Concern" shall not be placed in the employee’s file, but
shall be used only to help the employee improve in difficult areas.

2) Should it be necessary to give more than two (2) "Notices of Concern" concerning
the same or related problem, the District may commence formal disciplinary action.
The above progression of discipline shall hot be followed when immediate action is
necessary for the protection of students, employees of the District.

Written Notice

An employee who is to have disciplinary action taken against him/her shall be informed
in writing of the following:

1) Statement of Charges: A statement of the specific charges against the employee
shall be written in ordinary concise language of the specific acts and omissions on
which the disciplinary action is based and shall include the cause and any rules and
regulations which have been violated. No charge however, shall be made which
occurred prior to neither the employee's becoming permanent nor more than two (2)
years from the filing of this statement of charges.

2) Right to a Hearing: The employee may request a hearing in writing within five (5)
calendar days after service of the Statement of Charges. A card shall be provided to
the employee, the signing of which shall constitute a demand for a hearing and
denial of all charges. Failure to request a hearing within the five (5) calendar days
shall be deemed to be a waiver of the right to the hearing.

3) Access to Material: The employee may, upon request, have copies of the material
upon which the charges are based.

Request for Hearing

1) The hearing shall be held within a reasonable period of time but not less than five (5)
calendar days after the filing of a request for a hearing.
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2) The employee does not request a hearing by the set date, disciplinary action may be
taken without a hearing.

3) Employee may be represented at the hearing by a representative of his/her choice.

4) The hearing shall be conducted before the Governing Board or before its designee.
a) Hearing before the Governing Board.

i. The employee shall have the right to personally appear and- testify, to
call favorable witnesses, and to cross-examine adverse witnesses.
b) Hearing Before Designee
i. A suspension of five (5) days or less, or an involuntary reassignment
hearing may be delegated to the Superintendent or his/her designee.

ii. Adismissal hearing may be delegated to a hearing officer from the Office
of the State of California Department of Industrial Relations.

iii. The designee shall submit a written recommended decision to the
Governing Board which shall include proposed findings of fact and
determination of issues. A copy of the recommended decision shall be
sent to the employee.

5) Prior to making a final decision, the Governing Board shall afford the employee the
opportunity to present arguments to it on the sufficiency of cause for discipline
action.

6) The Governing Board may accept, reject, or modify the recommended decision.
Should the Board reject or modify the recommended decision, it shall first review the
record of the hearing. Any modified decision shall include findings of fact and
determination of issues by the Governing Board.

14.3.4 Results of Hearing

A written decision shall be sent to the employee, including the findings of fact and
determination of issues.

14.4 MISCELLANEOUS

14.4.1 An employee may be relieved of duty but shall not be denied pay until these disciplinary
procedures have been complete except pursuant to Education Code provisions relating
to a situation where an employee has been charged with a sex or drug offense.
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ARTICLE 15: GRIEVANCE PROCEDURE
15.1 DEFINITIONS

15.1.1 Employees: refers to any employee who is included in the appropriate unit as defined in
Article 1, and therefore covered by the terms and provisions of this Agreement.

15.1.2 Grievance: a grievance is an allegation by a grievant that he/she has been adversely
affected by a violation, misapplication, or misinterpretation of the specific provisions of this
Agreement.

15.1.3 Days: means school days which students are required to be in attendance, regardless of
the length of that day.

15.1.4 Immediate supervisor: the lowest level administrator having jurisdiction over the
aggrieved person.

15.1.5 Grievant: a grievant is any member of the bargaining unit or CSEA.

15.1.6 The grievant shall be entitled to have a representative at all levels of the grievance
procedure.

156.2 PURPOSE

The purpose of this procedure is to secure at the lowest possible administrative level, equitable
solutions to the problems which may from time to time arise, affecting the welfare or working
conditions of the employees. Both parties agree that these proceedings will be kept as informal
and confidential as may be appropriate at any level of the procedure.

156.3 LEVELS

15.3.1. Informal level

Before filing a formal written grievance, the aggrieved person or persons must attempt to
resolve it by an informal conference with his/her immediate supervisor.

15.3.2 Level | - Formal Level

1) Within ten (10) days after the occurrence of the act or omission giving rise to the
grievance, the grievant must present his/her grievance in writing to his/her immediate
supervisor.

2) This statement shall be a clear, concise statement of the grievance, the circumstances
involved, the decision rendered at the informal conference, and the specific remedy
sought.

3) The supervisor shall communicate his decision to the employee and to the District
Superintendent in writing within ten (10) days after receiving the grievance. If the
supervisor does not respond within the time limits, the grievant may appeal to the next
level.

4) Nothing contained herein will be construed as limiting the right of an employee having a
grievance to discuss the matter informally with an appropriate member of the
Administration, and to have the grievance adjusted without intervention by the
Association. However, it will be the responsibility of the administration to report to the
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5)
6).

156.3.3

15.3.4

15.3.5

Association, within two weeks, that a grievance was processed, the decision and the
section of the contract that was grieved.

Within the above limits, either party may request a personal conference.

Agreed in principal: There should be provision for rapid processing of grievances near
the end of school.

Level Il - Formal Level

1) In the event the grievant is not satisfied with the decision at Level |, he/she may
appeal the decision in writing to the District Superintendent within ten (10) days.

2) This statement should include a clear concise statement of the reasons for the
appeal.

3) The District Superintendent shall communicate his decision within ten (10) days after
receiving the appeal. Either the grievant or the Superintendent may request a
personal conference within the above time limits. If the Superintendent does not
respond within the time limits, the grievant may appeal to the next level.

Level lll - Mediation

If the grievant is not satisfied with the disposition of the grievance at Level Il, the
grievant, with the agreement of the Association, within ten (10) days after receiving the
decision of the District Superintendent, may request that the grievance be submitted to
mediation. The Association shall notify the California State Mediation and Conciliation
Service (CSMCS) and request the CSMCS appoint a mediator who shall schedule a
mediation conference at the earliest possible date. Mediation conferences shall take
place at a mutually convenient place and time. The mediator shall assist the parties in
resolving the grievance. The mediator shall have the authority to meet separately with
either party, but shall not have the authority to meet separately with either party, but shall
not have the authority to compel the resolution of the grievance. If, after due diligence,
the mediator concludes resolution is not possible, the mediator shall notify both parties in
writing.

Level IV - Board of Trustees

If the grievance is not resolved in mediation at Level I, the grievant, within five (5) days
of the mediation, may appeal to the Board of Trustees by filing said appeal with the
Superintendent. A special board meeting shall be held within ten (10) days of the appeal
unless a regular board meeting is held within that time. The Board of Trustees shall
make its decision based upon the written record at the lower levels and on any argument
which the employee and his/her representative may present before the Governing
Board. The decision of the Board shall be communicated in writing within ten (10) days
of the Board meeting at which the appeal was adjudicated.

Copies will be provided by the Superintendent for distribution.

The decision of the Board of Trustees shall be final. This shall in no way preclude other
remedies prescribed by law.
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15.4 General Provisions
15.4.1 Any cost for the mediation hearing shall be shared equally by the parties.

15.4.2 An employee may be represented in all stages of the grievance procedure by
himself/herself with the exception of the mediation hearing, or at his/her option by a
representative of CSEA.

15.4.3 All documents, communications, and record dealing with the process of a grievance will
be filed .in a separate file, and will not be kept in the personnel file of the participants.

15.4.4 The grievant and any necessary witness shall be granted release time with pay to attend
any hearings required by these grievance procedures.

15.4.5 No reprisals of any kind will be taken by the District against participants in a grievance
process by reason of such participation.

15.4.6 Time limits for appeal provided in each level shall begin the day following receipt of
written decision by the parties in interest.

15.4.7 If a grievance arises from action or inaction on the part of a member of the
Administration at a level above the Principal or immediate supervisor, the aggrieved
person shall submit such grievance to the Superintendent in writing directly and the
processing of such grievance shall be commenced at Level Il.

15.4.8 CSEA shall have the authority to file notice and take actions on behalf of grievant(s)
under this Article.

15.4.9 Until final disposition to the grievance is accomplished the grievant is required to
conform to the original direction of his/her supervisor, unless to do so would place
anyone in danger, or produce a health or safety risk.



ARTICLE 16: SAFETY

16.1  All unit members shall have the right to report any practice or conditions which
poses a threat to the health and safety of any person associated with the School
District to the Superintendent and to the Safety Committee.

16.2 A Safety Committee shall be formed consisting of two members appointed by the
District and two members appointed by CSEA, which committee shall review
health, safety and sanitation conditions. The committee shall make
recommendations to the District concerning improvements regarding health,
safety, sanitation and working conditions.

16.3 The bargaining unit members of the committee shall be allowed reasonable
release time to carry out their obligations under item 16.2.

16.4 No employee shall be in any way discriminate against as a result of reporting
unsafe/unhealthy conditions.
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ARTICLE 17: TRAINING

17.1  Unit members shall be paid for any hours spent in training programs mandated
by the District.

17.2 The District may provide in service training for employees before, during or after
regular work hours. If attendance is required then each employee so affected
shall be compensated at the appropriate rate of pay for that position.

17.3 Classified staff will be given credit on the District's Salary Schedule for units of
training; education in areas which will increase job skills and will provide service
to the districts educational program. Particular focus would be in areas of
computer technology, office skills, skills which will assist teachers in the
instruction of reading, mathematics or writing, cleaning technology, assist in
areas of school safely and school climate, specific repairs or such areas as
specified by the Superintendent or his designee. A unit member with previous
bilingual experience/training will be allowed to take the District's Bilingual
Assessment. The unit member must receive a score of eighty per cent (80%) to
be eligible for the stipend. Unit members completing bilingual training or
instruction will also be required to pass with a score of eighty per cent, (80%).
For the stipend to remain in effect, unit members shall verify the use of the
bilingual skill while an employee of the Forestville Union School District or by
participating in a refresher course/class every two years.

Any unit member who attains certification for Advanced First Aid with CPR
certification in training through the District shall receive their normal pay for all
hours spent in training. Any unit member who attains certification for Advanced
First Aid with CPR certification from an accredited program outside the District
will be eligible for one-fourth (1/4) of the stipend for each year the certification is
maintained.

Any newly hired member with certification will be awarded the same stipend
when the certification is renewed.

One unit of credit will be given for each sixteen (16) hours of certified training.
For each six (6) units of acceptable course work completed an additional $320
will be awarded to the unit member's annual salary. No units will be awarded
retroactively. All units must have prior approval by the Superintendent or his
designee. Verification of completed units, transcript or report card, must be
submitted to the District Secretary prior to April 15th in order to be credited for the
subsequent year’s salary schedule. All costs will be part of the Salary Formula.
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ARTICLE 18: SEVERABILITY

18.1 If during.the life of this agreement there exists any applicable law or any
applicable law regulations, order issued by governmental authority other than the
District which shall render invalid or restrain compliance with or enforcement of
any provision of this agreement, such provision shall be immediately suspended
and be of no effect hereunder, so long as such law, rule, regulation, order shall
remain in effect. Such invalidation of a part or portion of this agreement shall not
invalidate any portion which shall continue in full force and effect.
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ARTICLE 19: SUPPORT OF AGREEMENT

19.1

19.2

18.3

19.4

The parties recognize that the system of public education in the United States is
aided greatly in producing a strong viable democracy and they hereby confirm
their adherence to, and belief in, that system.

The District is engaged in rendering educational services to the public, and the
Association and District recognize that there is an obligation on each party for the
continuous rendition and availability of such services. -

The duties performed by the employees of the District as part of their
employment pertain to and are essential to the operation of a public school and
the welfare of the public dependent thereon. Employees shall not abstain from
the performance of their duties for the District. The Association shall not call upon
nor authorize employees, individual or collectively, to engage in such activities
and shall make all reasonable efforts under the circumstances to dissuade
employees from engaging in such activities.

Employees shall perform loyal and efficient work and service and shall use their
influence and best efforts to protect the property of the District and its services to
the public, and shall cooperate in promoting and advancing the welfare of the
District's educational program, and to preserving the continuity of its services to
the public at all times.
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ARTICLE 20: NEGOTIATIONS PROCEDURES

20.1 Prior to negotiations starting, each party will prepare their proposals and prior to
submission to the Board, the District and CSEA will meet and exchange _
proposals. Both, proposals will then be submitted to the Board simultaneously.

20.2 The decision-making environment that the parties wish to encourage requires
mutual respect for all the participants. To that end all of the negotiations team
members will be expected to do the following:

e Focus on the problem or issue non-judgmental

e Present information openly and accurately

e Actively listen to information presented

e Honor all ideas and opinions

e Encourage creative solutions

e Actively participate in seeking a solution that meets all interests
e Come to all meetings prepared
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ARTICLE 21: DURATION

21.1 Three year term of contract, July 1, 2025 through June 30, 2028. For 2026-2027
reopeners, there shall be no limit to the number of articles that can be reopened.
For 2027-2028, the Parties may reopen on two Articles plus Article 6 — Pay and
Allowances and Article 7 — Health and Welfare Benefits.
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