




















































3. That the employee has not demonstrated sufficient improvement in the areas ofdeficiency and action should be taken to non-renew the employment contract of theemployee.Section 11: Superintendent's Post-Probation Action Following a review of any report submitted pursuant to Section 10 above, the Superintendent shall determine which of the alternative courses of action is proper and shall take appropriate action to implement such determination. In the event that the Superintendent determines that the employee has not demonstrated sufficient improvement in the stated areas of deficiency, the Superintendent shall make a determination of probable cause for the non-renewal of the employee's contract and shall provide written notice thereof to the Board for final action. The Superintendent shall also send a copy of said notice to the employee and the President on or before May 15 pursuant to the requirement of RCW 28A.405.210 and RCW 28A.405.220Section 12: Representation Rights Each employee shall have the right to request and the right to have present a representative of his or her choice at all stages of the evaluation and probation process. The employee shall inform the supervisor in advance whenever the representative will be present. 
ARTICLE V. R.I.F.: LAYOFF AND RECALL In the event of a financial emergency that requires the District to consider a Reduction in Force (RIF) affecting employees, the District shall confer with the Association at the earliest possible date and shall continue to confer throughout the process. The parties shall meet and discuss possible ways of avoiding a RIF and ways to minimize the potential impact of such action should it become necessary. In addition, the District shall distribute and post an updated seniority endorsement list. � The list shall indicate the most recent date of hire for each employee, his/her current assignment, and the bargaining unit positions for which the employee is certified. The District will contact individual certificated staff to validate the seniority/ endorsement list. TEA officers will review the seniority/endorsement list with certificated staff. If a RIF is still required, the District shall first seek voluntary reductions through resignations, leaves of absence and/ or retirement and only then consider layoffs. If layoffs are required, the District shall make every effort to retain the most senior employees first, taking into consideration its need to maintain a basic academic program that meets State standards with the most qualified employees. Employees with seniority f total years experience teaching in public schools) shall be laid-off only as a last resort. The parties shall also make every reasonable effort jointly and separately to minimize the impact of layoff by helping to seek other employment for RIFed employees and by hiring laid-off employees as soon as openings become available for which they qualify. TEA will be consulted during the rehire process. Teachers will be on the rehire list for two years. 
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D. Sick Leave Incentive1. Employees who utilize four ( 4) days or less of sick leave (illness, injury, emergency or family leave) in the work year will be given an incentive bonus of four hundred dollars($400) to be paid in August.2. Employees who utilize eight (8) days or less of sick leave (illness, injury, emergency or family leave) in the work year will be given an incentive bonus of two hundred dollars($200) to be paid in August.3. Employees may access this incentive only for the 12 days earned in the year in which theincentive is claimed. Buying back days or sharing leave more than four ( 4) days willdisqualify the employee from claiming this incentive.4. This section will sunset at the end of this agreement. For the purpose of comparison, thebaseline from which this ten percent reduction will be measured will be the 2018-19 schoolyear.Section 3: Pregnancy Disability and Parental Leave A. Employees may request up to twelve (12) weeks of parental leave to run concurrently withFMLA.Parental leave will be granted by the District upon receiving written notice prior to thecommencement of said leave. The written notice for maternity, bonding, or adoption leaveshall include a statement as to the expected date of return to employment. The employeeshall inform the District of the specific day when they will return to work. The employee shall take such leave within twelve (12) months after childbirth, adoption, or placement of afoster child. An employee requesting this leave may request and utilize accumulated sickleave, request shared leave, Washington State Paid Family & Medical Leave and/or mayrequest that the leave be without pay for all or some of the duration of her /his leave. It willbe the sole choice of the employee as to the order such leave(s) will be utilized. Theemployee and heF doctor will determine when the beginning and end of the leave willoccur.In the event sick leave is exhausted, or will shortly be exhausted, the employee may requestleave sharing. If all leave options are exhausted, the employee shall be granted a leave ofabsence without pay.An employee returning from the leave provisions contained herein shall be assigned to their previous position, or when not possible, to an equivalent position with the sameemployment benefits, pay, and other terms and conditions of employment as held prior tothe leave.B. Employees shall be allowed up to one (1) year of unpaid leave for the purpose of childrearing a natural or adopted child. An employee returning from such leave shall be placedin the position last held or in a similar position in the District.C. Nothing in this policy shall preclude an employee's right to apply for any other applicableleave.Section 4: Adoption Leave Page 29 




















































