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Preamble

The Board of Education of District 41, hereinafter referred to as the “Board”, and the Glen Ellyn
Education Association, hereinafter referred to as the “Association”, recognize that the ultimate
aim of public schools is to provide the best education possible for children and youth in the
district. Attainment of these educational objectives, which is a joint responsibility of the Board,
the administrative and supervisory staff, and the professional teaching personnel, requires staff
participation in the consideration of certain matters of mutual concern.

Attainment of educational objectives of the district requires mutual understanding and
cooperation between the Board, the administrative and supervisory staff, and the professional
teaching personnel. To this end, free and open exchange of views is desirable and necessary.

It is recognized that teaching is a profession requiring specialized educational qualifications and
that the success of the educational program in the district depends upon the maximum utilization
of the abilities of teachers who are reasonably well satisfied with the conditions under which
their services are rendered.

ARTICLE I
Recognition

1.1  The Board hereby recognizes the Association as the exclusive and sole negotiating agent
for all certificated personnel who are under contract and providing teaching services on a
regular schedule except the Superintendent, assistant superintendents and administrative
assistants, directors, supervisors, principals, assistant principals, and other individuals
holding like positions.

1.2 The term “teacher”, when used hereinafter in this Agreement, shall refer to all employees
represented by the Association in the negotiating unit defined above.

1.3  The Board agrees not to negotiate with any teachers’ organization other than the
Association for the duration of this Agreement. Further, the Board agrees not to
negotiate any negotiable item as hereinafter defined with any teacher individually during
the duration of this Agreement.



2.1

2.2
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ARTICLE Il

Definition of Responsibilities and Duties

The Board hereby retains and reserves unto itself, all powers, rights, authority, duties and
responsibilities conferred upon and vested in it by the statutes of the State of Illinois
provided that such rights and responsibilities shall be exercised in conformity with the
provisions of this Agreement. The Board agrees to participate in good faith negotiations
with the duly designated representatives of the Association.

Any rights or benefits accorded teachers which are provided in The School Code of the
State of Illinois, or as amended, shall be incorporated into and become a part of the
Agreement.

“Good Faith” is defined as the mutual responsibility of the Board and the Association to
deal with each other openly and fairly and to sincerely endeavor to reach agreement on
negotiable items.

It is the mutual responsibility of the Board and the Association to meet at reasonable
times and negotiate in good faith with respect to salaries, fringe benefits, grievance
procedure, and other mutually-agreed upon matters, herein called “negotiable items”. In
addition, either party will consider at any time any other matter brought to its attention by
the other party including teaching conditions and assignments, curriculum and
instruction, calendar and student discipline.

It is the mutual responsibility of the Board and the Association to confer upon their
respective representatives the necessary power and authority to make proposals, consider
proposals, and make counter proposals in the course of negotiations, and to reach
tentative agreements which shall be presented to the Board for adoption and to the
Association for ratification.

Teachers shall have the right to form or join professional teachers’ organizations and to
participate in professional negotiations with the Board through representatives chosen
from the Association. Teachers shall also have the right to refrain from any or all of such
activities. Nothing in this Agreement shall interfere with the right of any individual
employed by the district to take a matter of personal concern before the Board.

The Board agrees that its Rules and Regulations governing teachers’ conduct will be
reasonable and that enforcement of discipline will be fair and for just cause. When a
teacher appears before the Board on a matter relating to such discipline, the teacher shall
have a right to be represented at that meeting by counsel of his or her choice.

The Association shall continue to have the right to post notices of its activities and
matters of Association concern on teacher bulletin boards, at least one of which shall be
provided in each school building, copies made available to the building principal and the
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Superintendent when posted. The Association shall continue to have the right to use the
district mail service and teacher mailboxes for communications to teachers.

It is understood that any notices and communications from either party shall not reflect
adversely on the teachers, the membership of the Association, the Board, or the
Administration.

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

Duly authorized representatives of the Association and their respective affiliates shall
have the right to transact official Association business on school property at all
reasonable times, provided that this shall not interfere with or interrupt normal school
operations or occur during regular school hours. Such meetings will not be conducted in
the presence of students.

The Board shall furnish annual financial reports and audits, a register of certificated
personnel, official and working budgets, treasurer’s reports, census and pupil
membership data and other public information which will assist the Association in
proposing intelligent, accurate, informed and constructive programs on behalf of the
teachers and their programs. The Association will furnish copies of any readily available
information as reasonably requested by the Board or its representatives.

The president of the Association or his/her designee shall be given written notice of any
regular or special meeting of the Board, together with a statement of purpose of such
meeting when notice is given to the public. The president of the Association or his/her
designee will file with the Superintendent at the beginning of each school year, an
address where the notice and the statement can be hand-delivered and/or mailed.

Two (2) copies of all Board reports prepared for regular or special meetings, excluding
confidential material, shall be sent to the president of the Association prior to the
scheduled meetings. The minutes of these meetings, excluding confidential material,
shall be sent to the president of the Association as soon as they have been approved.

The Board shall, whenever it deems appropriate and feasible, inform the Association of
any fiscal or budgetary change, or tax annexation or consolidation. The Board shall
inform the Association of any revisions in personnel policy which are proposed or are
under consideration. The Association shall be given an opportunity to express its views
and to make recommendations with respect to these matters when so informed.

The Board agrees that it will not discriminate against any teacher by reason of his/her
membership in the Association, or for his/her institution of any grievance, complaint, or
proceeding under this Agreement.
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The Board and Association agree that they shall not discriminate against any teacher or
applicant for employment, promotion or transfer, by reason of race, creed, color, marital
status, gender, sexual orientation, age (except as provided by Statute), or national origin.

Each teacher shall have the right, upon request, to review the complete contents of his/her
legal personnel file excluding material received from colleges and universities or
otherwise exempt by law from review. A representative of the Superintendent will be
present. A representative of the Association may, at the teacher’s request, accompany the
teacher in this review.

Agency Service Fee

A

Each teacher, as a condition of his/her 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 an agency service fee to the
Association equivalent to the amount of dues uniformly required of members of
the Association, including local, state and national dues.

In the event that the teacher does not pay his/her agency service fee directly to the
Association by a certain date as established by the Association, the Board shall
deduct the agency service fee from the wages of the non-member.

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

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

1. The Board gives immediate notice of such action in writing to the Association
and permits the Association intervention as a party if it so desires, and

2. The Board 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 Board from any liability for damages and costs imposed by a final
judgment of a court or administrative agency as a direct consequence of the
Board’s compliance with this section.

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

Labor Relations Forum

In order to have a regular and consistent means for forthright communication and
problem solving, the Board and the Association agree to create forums for labor relations
through a District-level group known as “the District Two on Two” and a group at each
school building known as the “Building Level Two on Two”. The groups shall use a
collaborative approach to attain common goals through continual quality improvements
that are aligned to District and building goals. The groups shall address both contractual
and non-contractual issues for the good of the stakeholders. The District-level group
shall be composed of the Superintendent and the Director of Human Resources or other
designee of the Superintendent and the Association Co-Presidents or the designee of the
President if there are not Co-Presidents. The building-level groups shall consist of the
Principal and Assistant Principal and the two building Lead Association representatives.

The groups shall establish a consistent meeting schedule which includes meeting at least
twice per month by the District group and once per month during the school term by the
building groups, although regularly scheduled meetings may be cancelled or rescheduled
by agreement as appropriate. Issues shall be sent in advance to the co-chairs in order to
set an agenda to the extent practical.

Definitions

A. Days
Unless otherwise expressly stated, the word “days” as used in this Agreement
means school days, including institute days and other teacher work days, during
the school term and, during summer recess, weekdays on which the District’s
Central Services Office is open to the public.

B. School Term / School Year
Unless otherwise expressly stated:
1. the phrase “school term” as used in this Agreement means the period of

time when school is in session usually beginning in August and usually
ending in June as identified in the District’s official calendar; and



2. the phrase “school year” means July 1 through the next June 30.

C. Unless otherwise expressly stated, the term “Superintendent” includes designees
of the Superintendent, and the term “Association President” includes Association
Co-Presidents and designees of the Association President.

ARTICLE Il

Continuous Improvement

Commitment to a Process of Continuous Improvement through Teams for Excellence

It is the mission of the Board, the Administration, the Support Staff and the Association to be
advocates for children and to provide the highest quality educational programs and services
through a program of continuous improvement. The Board, the Administration and the
Association will devote their best efforts to achieving this goal: (1) through a professional
learning community characterized by a collaborative environment of shared vision, vocabulary,
data, expertise, experience, inquiry, and respect; and (2) through the structure and process of the
Continuous Improvement Team (“CIT”) and Building Leadership Teams (“BLT”), collectively
“the Teams for Excellence” or “the Teams.” It is expected that the structure and process of the
Teams, as set forth below, will be examined on an ongoing basis under the leadership of the
Continuous Improvement Team, with appropriate modifications recommended by the
Continuous Improvement Team to the Board and the Association for approval. Also, it is
expected the operations of the Teams will include training, professional development and
orientation of new members, collaboration, communication and a practice of plan, implement,
measure and revise. The Chief Communications Officer may participate in any of the Teams as
needed in order to best communicate the work of the District.

The composition, operation and responsibilities of the Teams for Excellence are described
below:

A. Continuous Improvement Team (“CIT”).

1. CIT Purposes and Responsibilities. The primary purpose of the Continuous
Improvement Team is to give the Association, AFSCME and Administrative
employee groups a voice in, and shared responsibility for, recommendations and
decisions made for the continuous improvement of student achievement in
alignment with the Board’s “Long-Range Plan” and the Administration’s “Key
Performance Indicators (KPI) and Action Steps” in support of the Long-Range
Plan. To effectively achieve this purpose, the responsibilities of the CIT will
include:

e Monitor the Long-Range Plan
e Monitor and recommend adjustments to the Key Performance Indicators
and the action steps



e Determine Professional Development for all employee groups based on
data-informed decisions

e Monitor data to ensure effectiveness and implementation of the
professional development

e Ensure there is a feedback loop from the CIT to the BLT and the BLT to
the CIT

e Communicate decisions to district stakeholders (Board, GEEA, AFSCME,
Administration, Community)

CIT Membership. The membership of the Team will be as follows:

@ The Board of Education President (or an alternative Board member in the
absence of the designated Board President);

(b) one of the Association’s Co-Presidents (or an Executive Board member in
the absence of the President) and three additional GEEA members selected
by the Co-Presidents if needed and in consultation with the
Superintendent;

(c) the AFSCME President (or an Executive Board member in the absence of
the President) and one additional AFSCME member selected by the
AFSCME President if needed and in consultation with the Superintendent;

(d) the Superintendent (or other central office designee of the Superintendent
in the absence of the Superintendent);

(e the Assistant Superintendent for Human Resources;

() the Assistant Superintendent for Teaching and Learning;

(9) a Building Principal (or other building administrator in the absence of the
principal) from each of the District’s school buildings;

(h) the BLT Co-Chair from each of the District’s school buildings.

Additional staff and resource members can be invited to attend meetings and/or
assigned to perform special projects on an as-needed basis as determined by the
consensus of the CIT.

It is important to the successful operation of the CIT that the persons designated
above actually attend all CIT meetings, except in extraordinary circumstances in
which the alternative person designated above may attend. The Association or
AFSCME may remove and replace one or more of its designated members for
non-performance, including absenteeism.

CIT Term of Service. Except for the Association representatives designated by
the Association Co-Presidents, the term of service of the members of the Team
will be for so long as they hold their respective positions. The term of service of
the Association designated members shall be one or two school years as
determined by the Association. Terms shall begin and end at the last meeting of
the Team for the school year, which shall serve as a transitional meeting.

CIT Operation. The Superintendent and the Association Co-President shall serve
as Co-Chairs of the Team. The Team will meet not less than six times per year on
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the first Thursday during the months of September, October, December, February,
April and June. Additional meetings may be called by the Co-Chairs as they
determine necessary, to be held, if reasonably possible, on the second Thursday of
the months designated above. Meetings of sub-groups may be scheduled by the
Co-Chairs including during off months or during the summer with the consensus
of the subgroup. A Central Services Office administrator or designee shall give
notice of meetings, keep attendance records, record and file minutes which reflect
the discussions, recommendations and actions approved by consensus of the
Team. Notices of all meetings and minutes shall be posted on the District’s
internal webpage. Typically, recommendations by Team members for agenda
items are due to the Co-Chairs on the Monday preceding the next meeting and the
agenda will be published and posted on the District’s internal webpage by the day
preceding the meeting.

CIT members, other than the Administrative and Board members, will be paid
$100.00 per meeting actually attended. The Association Co-Chair shall receive
an additional $500.00 stipend per year paid in three installments in November,
March and May

B. Building Leadership Team (“BLT”).

1.

BLT Purposes and Responsibilities. The primary purposes and responsibilities of

the Building Leadership Team shall be to:

@) provide regular updates through the Co-Chairs to the CIT on progress
towards achieving goals set forth in the school improvement plan and the
school-based KPIs;

(b) discuss, provide and facilitate leadership for the implementation of the
school improvement plan both for the building and grade/department
level;

(©) serve as grade/department level liaison in leading the development of
grade/department level action steps that align with the building level
school improvement action steps;

(d) provide leadership and assistance with grade/department level and school-
wide data analysis;

(e) assist in identifying professional development needs for the
grade/department level and building, based in the school improvement
plan initiatives;

()] assist in communicating the progress of the school improvement plan and
Action Steps;

(9) function in a manner consistent with the Superintendent’s Building
Leadership Team Guidance document.

BLT Membership. The membership of the Elementary Teams will be as follows:
@ one teacher designated by the Association from each of the following
grade levels:
1 Early Childhood



Kindergarten

First Grade

Second Grade

Third Grade;

Fourth Grade

Fifth Grade;

Special Education (including Resource Teachers)

CONO O WN

(b) two special teacher (Art, music, PE, digital media, FLES, EL, AEC and
Coaches) designated by the Association;

(©) up to two(with the consensus of the team) additional GEEA staff
nominated by the principal, from all staff;

(d) at least one representative from the support staff designated by AFSCME;

(e) the Principal;

()] the Assistant Principal.

The Membership of the Hadley Team will be as follows:

@) one Department Leader from each department (Exploratory, Foreign
Language, Literacy, Math, PE, Science, Special Education, Social Studies)
who shall also manage their respective departments, including such
responsibilities as administration of the department budget and planning
and chairing department meetings;

(b) up to four additional GEEA staff designated by the Association from the
following:  Gifted, Counselors, ENL, LLC, Nurse, Social Worker,
Psychologists, Speech and Language Pathologists, Specialists;

(©) at least one representative from the support staff designated by AFSCME;

(d) the principal,

(e) the assistant principals.

BLT Term. The term of the Administrative and Department Team Leader
members shall be for so long as they hold their respective positions. The term of
the other members of the Team shall be one or two years as determined by the
Association or AFSCME, beginning with the first meeting of the school year
(July 1 = June 30) and extending through the last meeting of the school year.

BLT Operation. The Team shall be led by Co-Chairs, consisting of the Principal
or the Assistant Principal, in the Principal’s absence, and an Association Team
member designated by consensus of the Teams. The principal and the
Association Co-Chair shall preside at all meetings and collaboratively prepare
agendas for meetings. The principal or designee will give notice of the meetings,
keep attendance records and prepare and distribute minutes to the Team and a
summary or minutes to the staff which reflects the discussions, recommendations
and actions approved by consensus of the Team.
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It is important to the successful operation of the BLT that the persons designated
above actually attend all BLT meetings, except in extraordinary circumstances in
which the alternative person designated above may attend. The Association or
AFSCME may remove and replace one or more of its designated members for
non-performance, including absenteeism.

The Team shall meet for two hours on the third Thursday of each month from
September through May, with up to four additional meetings as determined by,
and at the call of, the Co-Chairs. By consensus of the Team, any monthly
meeting may be held for one hour on the third and fourth Thursdays of the month
in lieu of the two-hour meeting for that month.

Team members other than Administrators shall be paid $100.00 for each two-hour
meeting attended, or $50.00 for each one-hour meeting attended. With the
approval of the Co-Chairs, the Association or AFSCME may designate an
alternate to attend a meeting who shall be paid in lieu of, and on the same basis
as, the absent member.

Additionally, the Hadley department team leader shall be paid a $500.00 stipend
per year for their departmental work paid in three installments in November,
March and May.

Additionally, the BLT Association Co-Chair shall be paid a $500.00 stipend per
year paid in three installments in November, March and May.
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4.1

4.2

ARTICLE IV

Evaluation

Evaluation Plan

In order to improve the quality of instruction in the district, an evaluation plan for
teachers shall be established by the Superintendent in cooperation with the Association
and with input from the principals and other teachers. The right to evaluate shall be the
sole responsibility of the Superintendent or his/her designees.

Any changes in the Evaluation Plan, or the instruments employed in its implementation,
shall be developed in cooperation with the Association.

Timelines for Evaluation Process Implementation

A.

Non-tenured probationary teachers — first and second years.

1.

By September 15 of each year — notification to teachers who their
evaluators will be for the school year.

By September 30 of each year and before first observation — hold group
and/or individual orientation meeting(s) to discuss the evaluation process,
framework indicators and forms which will be used for evaluating the
teachers during the school year.

For probationary teachers starting work after September 30 and before
November 1 - hold group and/or individual orientation meeting(s), within
30 days after the teacher starts work, to discuss the evaluation process,
framework indicators and forms which will be used for evaluating the
teachers during the school year.

By October 15 of each year — evaluator and teacher hold individual
goal-setting conferences.

For probationary teachers starting work after September 30 and before
November 1 - evaluator and teacher hold, within 45 days after starting
work, individual goal-setting conferences.

By the last day before winter break — complete cycle 1 observation,
including pre-conference, performance observation of at least 40 minutes
and post-conference within five days after observation with completion of
formative rubric.
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By March 1 — complete observation cycles 2 and 3.

By March 1 — complete summative conference with summative rubric;
may be combined with cycle 3 post-conference and summative rubric
substituted for formative rubric.

Non-tenured teachers — third and fourth years.

1.

By September 15 of each year — notification to teachers who their
evaluators will be for the school year.

By September 30 of each year and before first observation — hold group
and/or individual orientation meeting(s) to discuss evaluation process,
standards and instruments for evaluating the teachers during the school
year.

By October 15 of each year — evaluator and teacher hold individual
goal-setting conferences.

By the last day before winter break — complete cycle 1 observation,
including pre-conference, performance observation of at least 40 minutes
and post-conference within five days after observation with completion of
formative rubric.

By March 1 — complete observation cycle 2 and at least one informal
observation.

By March 1 — complete summative conference with summative rubric;
may be combined with observation cycle 2 post-conference and
summative rubric substituted for formative rubric.

Tenured teachers.

1.

Inquiry 1 (First year of two-year cycle)

a. By September 15 of each year — notification to teachers who their
evaluators will be for the school year.

b. By September 30 of each year — hold orientation meeting to
discuss evaluation process for teachers to be evaluated during the
school year.

C. By November 1 of each year — complete individual professional

inquiry review in a meeting between the evaluator and the teacher.
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November 1 through April 30 — engage in professional inquiry
activities, such as reflective journals, team meetings, informal or
formal meetings with evaluator, observation, and on-line dialogue.

By May 15 — complete inquiry-related observation of at least 40
minutes, at least one informal observation and summative rubric.

Inquiry 2 (Second year of two-year cycle)

a.

d.

By September 15 of each year — notification to teachers who their
evaluators will be for the school year.

By November 1 of each year — complete professional inquiry
review, assessing impact of professional practice on student
learning.

November 1 through April 30 — engage in professional inquiry
activities, such as reflective journals, team meetings, informal or
formal meetings with evaluator, observation, and on-line dialogue.

By May 15 — complete individual two-year review conference and
summative rubric between the evaluator and the teacher.

Professional Development Plan Process (following a summative
evaluation rating of "Needs Improvement")

a.

Development of the Professional Development Plan

1) Once a tenured teacher receives a summative
evaluation rating of "Needs Improvement”, a

Professional Development Plan (PDP) will be

developed within a maximum thirty teacher work days.
Every effort will be made to complete the PDP in a

timely manner and as quickly as possible.

2) The PDP will be developed in consultantion with the
teacher using the PDP Form. A teacher canrequest
Associationsupport duringthe development of the PDP.
The Associationrepresentative will attend meetings with
the evaluator and the teacher as the PDP is created in order to
take notes or to provide clarification tothe teacher as
needed.

3) The summative evaluation on which the tenured
teacher received the “needs improvement" rating will be
used to identify areas for improvement
(domain/component) on the PDP Form. This form includes
the evidence from the summative evaluation on which the
teacher received the "Needs Improvement” rating.
Completion of the PDP Form will provide a connection
between sections on the summative evaluation rubric and
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the Professional Development Plan.
4) It is the hope andexpectation of all participants in
this Professional Development Plan that problems,concerns
and changes to the planwill be few and that the Plan will
be completed successfully.

b. Length of the Professional Development Plan
1) According to Illinois School Code, the PDP must be
implemented within 30 teacher work days after the
completion of the summative evaluation that resulted in a
“Needs Improvement” rating.
2) ThePDPwill be in effect for forty-five (45) school days
unless a shorter or longer period isagreed upon by the evaluator,
the teacher and the Association. Throughout the PDP time period,
the evaluator will conduct at least one informal observation
followed by feedback to the teacher asrequired in section
4.3.
3) Midway through the time period for the PDP, a meeting
will occur and the Mid-Plan Meeting Form will be completed.
An extension of the length of the plan may be granted at the
mid-plan n meeting.
4) At the end of the PDP period, Professional Development
Plan Form is finalized including marking each of the areas as
successful or unsuccessful. The form is signed and dated
again by the evaluator and by the teacher. The Mid-Plan
Meeting Form will be attached to the Professional
Development Plan and both documents will be placed in
the teacher’s personnel file.

C. Summative Evaluation Cycle Following Needs Improvement
Rating
1) According to the Illinois School Code, after receiving a
Needs Improvement rating, a new summative evaluation
cycle must be conducted in the school year following the
school year inwhich the "Needs Improvement” rating was
given. The new summative evaluation cycle may run concurrently
with the PDP.
2) This cycleincludes threeobservations,two of which
must be formal and none of which shall be observations
conducted as part of the PDP. Otherwise, artifacts and
information developed during the PDP may be used as part of
the summative evaluation cycle and rating.

4. Remediation Plan Process (following a summative evaluation rating of
"Unsatisfactory”) - The development and execution of the Remediation Plan will follow
the steps outlined in the Illinois School Code with the following additional aspects.

1) The administration prepares a draft of the remediation plan based on the deficient
performance areas noted in the summative evaluation.
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4.3

4.4

2) The plan is reviewed and revised if needed in collaboration with the consulting
teacher, the teacher rated unsatisfactorilyy, and, if so requested by the teacher,
union representation.

3) The final plan is implemented at the direction and final approval of the
administration.

4) The Association may request and the Administration may consider assigning an
additional qualified evaluator who will participate in the next observation and
potentially the summative evaluation.

D. Regularly employed part-time teachers:

1.

A regularly employed part-time teacher is someone that is employed by
the district for more than four consecutive years, but not tenured.

2. The process identified in 4.2.B. above for third and fourth year
non-tenured teachers shall be followed for regularly employed part-time
teachers.

E. Full-time, non-probationary, non-tenured teachers:
1. Full-time, non-tenured teachers employed on or after November 1 will

receive orientation in the evaluation program and at least one observation
and summative conference before the end of the school term.

Informal Observations

Unscheduled informal observations may occur throughout the year. Information derived
from informal observations which influences the evaluator’s assessment of teacher
performance will be discussed promptly with the teacher and shared in writing through
the conferencing process.

Documentation

A. The formative (Form E) and summative (Form 1) evaluation plan
documents shall be signed by all participants involved in completing
the documents, with copies to such participants and the teacher's district
personnel file. Where reasonably foreseeable, tenured teachers will be
notified on Form E if significant concerns exist and may result in a final
summative rating of "Unsatisfactory” or "Needs Improvement”. The
copies with original signatures shall be placed in the District personnel
file. Other documents used by the principal and the teacher to complete
the signed documents shall be stored electronically, to which the teacher
shall have access.

B. If a staff member wishes to respond in writing to the content of an
evaluation plan document, he/she must submit the response to the
evaluator within ten days of receipt of the evaluation. The written
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4.5

4.6

5.1

response shall be signed by all parties and attached to the evaluation in the
district personnel file, and a copy shall be retained by the teacher.
Inter Rater Reliability
In order to facilitate achievement of a reasonable degree of inter-rater reliability,
the administration will conduct calibration exercises on an annual basis. GEEA Co-
Presidents can request information about the annual calibration exercises if there is
a concern or a question.
Compliance with Procedures
If there is a concern about compliance with the procedural requirements of this
article, the teacher, along with the Association, may follow the grievance procedure
provided for in Article VI.

ARTICLE V

Vacancies, Transfers and Promotions
Vacancies

A. A vacancy exists when a new bargaining unit position is established or a
bargaining unit position becomes open as a result of the death, resignation,
retirement, transfer, dismissal or non-renewal of the teacher holding the position.

Vacancies do not arise with respect to:

@ Openings created when a “bubble” of students moves up in grade leaving
a reduction in openings at the previous, contiguous grade. The Principal
will make an assignment of those teachers serving the “bubble” students

without posting the openings.

(@) When openings occur on or after November 1, a substitute will fill out the
year, however, the opening will be posted for the following year as a

vacancy.

B. During the school term, a vacancy shall be posted internally for a minimum of
five full school days on the District’s website and sent electronically to all
teachers. The posting shall contain a description of the position and directions for

the application process.

C. Up to August 1 during summer break, vacancies shall be posted for a minimum of
five business days on the District’s internal website and sent electronically to all
teachers. The posting shall contain a description of the position and directions for
the application process. A business day is a day on which the Central Services

Office is open to the public.

Beginning August 1 during the summer break, the five-day requirement does not

apply, but all other vacancy procedures are applicable.
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To apply for a vacancy, teachers must complete an internal electronic application
for the desired position. To be assured of consideration, the internal electronic
application must be submitted by the closing date for internal teacher applicants.

The principal or Superintendent may conduct, at their option, informal interviews
for the vacancy. The Superintendent or the Human Resources Director makes the
final decision based on the recommendation of the Principal. The Board may
decide not to fill a vacancy and is not required to select a particular person for a
given vacancy. Once a vacancy is filled, all internal applicants, selected or not,
will be notified in writing or electronically of the decision. Applicants not
selected will remain in their current positions, but both selected and not-selected
applicants may apply for future vacancies.

The Superintendent will communicate salary, educational attainment value and
other contractual components for new hires or reassignments to the Association
President, through the monthly personnel report to the Board.

As openings are posted and filled, other positions will become available.
Teachers may apply for vacancies that arise after they have applied for and
accepted (or been transferred to) a new assignment. This could result in multiple
postings for the same position and means that staffing plans are subject to change.

5.2 In the event transfers of teachers are initiated by the Administration, the teacher’s
previous experience, training, continuous length of service in the district, abilities,
qualifications, and certification will be considered among other factors. Effort will be
made to avoid involuntary transfer of the same staff member in consecutive school years.

5.3  The process for filling positions to be funded by a grant shall be the same as the process
for filling vacancies as provided in 5.1 above, except that 5.1.C. will be applied only after
consultation with the Association President.

ARTICLE VI

Professional Grievance Procedure

The purpose of this procedure is to provide a means for the orderly and expeditious adjustment
of grievances of individual teachers of the Glen Ellyn School District No. 41.

6.1 Definitions

A.

“Grievance” means a claim by an individual teacher and/or the Association that
an agreement between the District and the Association, an existing school policy
or an established practice has been violated, misinterpreted, misapplied, or
applied unevenly or unfairly.
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6.2

“Grievant” means either a teacher of the District having a grievance or the
Association acting for its members.

All time limits consist of days as defined in Section 2.22.

At the Grievant’s request, at least one Association representative and any
involved teacher shall be present at any meeting, hearing, appeal or other
proceedings relating to a grievance which has been formally presented. All such
hearings, appeals, meetings or proceedings shall be held after regular school hours
or during non-teaching time unless otherwise directed by the Board. If directed
by the Board, attendance at any meetings, hearing, appeals or other proceedings
relating to the grievance adjusting process, whether as a Grievant, a witness, a
representative of the Association, or otherwise, requires a teacher’s absence from
his/her regular duty assignment, he/she shall be released from such duty
assignment without loss of pay or other penalty. Nothing contained herein shall
be construed as limiting the right of any teacher having a grievance to proceed
with a grievance adjustment without Association intervention or to discuss the
matter privately and informally with the administration.

The parties hereto acknowledge that it is usually most desirable for a Grievant and the
administration to resolve problems through free and informal communication. When
requested by the Grievant, an Association representative may accompany the Grievant to
assist in the informal resolution of the grievance. If, however, such informal processes
fail to satisfy the Grievant or the association, a grievance may be processed as provided
in the following steps, using the attached form. If a request to pursue the grievance after
each step has not been received within fifteen (15) days next following, the grievance
will be deemed withdrawn.

A

The Grievant will have fifteen (15) days to file a grievance from the time of the
events giving rise to the alleged grievance. The alleged grievance will be in
writing and given to the Grievant’s principal or immediate supervisor, with a copy
to the Superintendent.

In order to provide the Board and the Association the opportunity to attempt to
resolve issues through free and informal communications, after a grievance is
initially filed at Step A, the remaining process and timelines shall not begin until
either the Superintendent or the Association’s President notifies the other in
writing that informal problem solving communications with respect to the specific
grievance have ended. A copy of the notice shall be promptly given to the
Grievant’s principal or immediate supervisor and the Step A process and
timelines shall resume upon the principal’s or immediate supervisor’s receipt of
the notice.

If the informal communications are not successful in resolving the grievance, the

principal or immediate supervisor will arrange for a meeting to take place within
eight (8) days after receipt of notice of resumption of the grievance. The
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Grievant, principal or immediate supervisor, and the Association’s representative
if the Association participated in the initiation of the grievance, shall be present at
the meeting. Each party shall have the right to include in its representation such
witnesses and counselors as it deems necessary to develop facts pertinent to the
grievance. Upon conclusion of the hearing, the principal or immediate supervisor
shall have eight (8) days in which to provide a written decision to the Grievant
and the Association. When necessary, details that would violate confidentiality
shall be omitted from the written decision sent to the Association.

If the grievance is not resolved at Step A within the time limits provided, the
Grievant or, at his/her request, the Association shall present the grievance in
writing to the Superintendent, who will arrange for a meeting to take place within
six (6) days after receipt of the grievance. The Grievant, the principal or
immediate supervisor, and the Association’s representative if the Association
participated in the presentation of the grievance to the Superintendent, shall be
present. Each party shall have the right to include in its representation such
witnesses and counselors as it deems necessary to develop facts pertinent to the
grievance. Upon conclusion of the hearing, the Superintendent or his/her
representative shall have six (6) days in which to provide a written decision to the
Grievant and the Association. Details that would violate confidentiality shall be
omitted from the written decision sent to the Association when necessary.

If the grievance is not resolved at Step B within the time limits provided, the
Grievant or, at his/her request, the Association shall present the grievance in
writing to the Board. The Board shall arrange for a meeting to take place with the
Grievant and the Association, if the Association participated in the written
presentation to the Board, within fifteen (15) days. Each party shall have the right
to include in its representation such witnesses and counselors as it deems
necessary to develop facts pertinent to the grievance. Upon conclusion of the
hearing, the Board shall provide a written decision within ten (10) days to the
Grievant and the Association. When necessary, details that would violate
confidentiality shall be omitted from the written decision sent to the Association.

If the time limits expire without the issuance of the Board’s written reply, or if the
Board does not comply with a written decision, then the Association may proceed
to the next step.

If the Association is not satisfied with the disposition of the grievance at Step C.,
the Association may submit the grievance to final and binding arbitration on
behalf of individual(s) who is/are alleged to have been grieved. If a demand for
arbitration is not filed with the Board within thirty (30) days of the date of the
Step C. answer, then the grievance shall be deemed withdrawn. If within fifteen
(15) days of the filing of the demand with the Board the parties cannot agree on
an arbitrator, the demand shall be submitted to the American Arbitration
Association which shall act as the administrator of the proceedings. Expenses for
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6.3

6.4

6.5

6.6

6.7

6.8

6.9

the Arbitrator’s services and the expenses which are common to both parties to
the arbitration shall be borne equally by the Grievant and the Board. Each party
to the arbitration proceeding shall be responsible for compensating its own
representatives and witnesses. The Arbitrator, in his/her opinion, shall not amend,
modify, nullify, ignore, or add to the provisions of the Agreement. His/her
authority shall be strictly limited to deciding only the issue or issues presented to
him/her in writing by the Board or the Association, and his/her decision must be
based solely upon his/her interpretation of the meaning or application of the
express relevant language of the Agreement, existing school policy and/or
established practice. Details that would violate confidentiality shall be omitted
from the written decision sent to the Association when necessary.

If the Grievant and the Superintendent agree, Steps A and B of the grievance procedure
may be bypassed and the Grievant brought directly to the next step. If the Association
and the Superintendent agree, the time limits for filing a grievance, and the timelines for
response and advancement to the next step, may be extended.

The Board acknowledges the right of the Association’s grievance representative to
participate in the processing of a grievance at any level, when assistance from the
Association has been requested by the Grievant; and no Grievant shall be required to
discuss any grievance if the Association’s representative is not present.

All matters pertaining to specific grievances shall be confidential information and shall
not be unnecessarily or indiscriminately related, disclosed, or divulged by any participant
in the grievance adjusting process or by a teacher or member of the Board or the district.
All documents, communications and records dealing with grievances and their
adjustment shall be filed separately from the Grievant’s personnel file. If the Grievant so
requests in writing, a record of the final adjustment of his grievance may be placed in the
personnel file.

During the course of any investigation by the Association, either to determine whether it
will represent a Grievant or to enable it to represent the Grievant effectively, the District
shall cooperate with the Association and furnish to it such information germane to the
grievance as the Association may request. After careful review, the Association may
decide not to represent the Grievant.

Any individual involved in grievance adjustment proceedings, whether as a Grievant, a
witness, a representative of the Association, or otherwise, shall not suffer any restraint,
interference, discrimination, coercion or reprisal on account of his/her participation in the
grievance adjusting process.

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

Upon mutual agreement of the parties, the expedited Arbitration Rules of the American
Avrbitration Association shall be used instead of the VVoluntary Labor Arbitration Rules.
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GRIEVANCE REVIEW REQUEST FORM
Procedure

This form is to be utilized in initiating a grievance review pursuant to the procedure for adjusting
grievances adopted by the district’s Board of Education.

The completed, signed Grievance Review Request must be submitted in presenting a grievance
at Steps A, B, and C. The form must be addressed and delivered to the appropriate
administrative supervisor, with a copy to the Superintendent at Step A; and to the Superintendent
at Steps B and C.

To: Title:

Grievant’s Name

Address

Home Phone

Position (or title)

School Department or Grade

1. Consistent with the procedure for adjusting grievances, | have taken the following
actions:  (Indicate specifically by name and title who has officially reviewed the
grievance to date.)

Step A
Step B
Step C
2. The nature and basis of my grievance.
3. The adjustment | am recommending and seeking is:
4. Date of events giving rise to the grievance:
Signature Date
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ARTICLE VII

Notice of Non-Renewal and Reduction in Force of Teachers

The Superintendent will notify, in writing, the Association’s president(s) a reasonable time in
advance of action by the Board on the non-renewal of probationary teachers under Section 24-11
of the Illinois School Code and of the reduction in force of teachers under Section 24-12 of the
Illinois School Code. The notice shall be given no later than the time at which the
Superintendent’s recommendation for non-renewal and/or reduction in force is formally
presented to the Board, which usually will be when the agenda materials are sent to the Board for
the meeting at which the action is to be taken. Nothing in this agreement prevents the Board
from non-renewing or otherwise terminating the employment of a teacher where the Board
complies with the notice provisions of the Illinois School Code. Reduction in force remains the
sole responsibility of the Board and shall not be negotiated.

Teachers who are non-renewed may request an exit interview with the Superintendent or
designee and may be assisted by an Association representative at any such meeting.

ARTICLE VIII

Leave

8.1 Sick Leave

Each full-time teacher shall be entitled to a maximum of ten (10) days leave for personal
illness with full pay during each school year until the teacher has completed two years of
service. After two years of full-time service, sick leave shall be increased to fifteen (15)
days per year. Sick leave days may accumulate without limit. Sick leave shall be
interpreted to mean personal illness, disability or illness resulting from pregnancy,
quarantine at home or illness in the immediate family. The immediate family for purpose
of this section shall include; parents, spouse, brothers, sisters, children, grandparents,
grandchildren, parents-in-law, brothers-in-law, sisters-in-law, and legal guardians.

Clarification of formula for calculating sick leave for half-time teachers: FTE x number
of days allowed (Example: 1.0 x 15 days = 15 full days; .5 x 15 days = 7.5 full days or 15
days of .5 schedule)

Clarification of sick leave related to pregnancy: Sick leave is accrued and spent in terms
of a teacher’s current assignment rate.

Sick leave is accrued and spent in terms of a teacher’s current assignment rate.
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8.2

8.3

8.4

8.5

Bereavement Leave

The Board shall grant up to five (5) days of paid bereavement leave in the case of the
death of any relative residing in the teacher’s household and/or the following members of
the immediate family: spouse, mother, father, daughter, son, brother, sister, step-father,
step-mother, grandfather, grandmother, grandchild, and legal guardian.

The Board shall grant up to three (3) days of paid bereavement leave in the case of the
death of any of the following family members: daughter-in-law, son-in-law, brother-in-
law, sister-in-law, father-in-law, mother-in-law, grandparents-in-law, guardians of the
teacher’s spouse, step-children, step-grandchildren, uncles and aunts, nieces and
nephews, and cousins of the first degree.

Personal Leave

The Board shall grant two (2) days of personal leave per year without loss of pay,
cumulative to four (4) days, providing the request does not include the day prior to or the
first working day immediately following a school holiday. If a request is presented for a
day prior to or the first working day following a school holiday, it could be recognized on
the basis of the request. Such requests will terminate with the Superintendent. Advance
notice of the necessity for personal leave shall be submitted as soon as possible to the
building principal. Each teacher beginning the school year with four accumulated
personal leave days and not using two (2) personal leave days granted that year, will
receive two (2) personal leave days credited as sick leave days at the beginning of the
next school year.

Accident or Injury Leave

In case of any accident or injury arising out of and in the course of employment, the
involved teacher shall make every effort to report to his/her principal or director within
forty-eight (48) hours and shall make every effort to file a written report with the
Superintendent within seven (7) days of such accident or injury. Such teacher, employed
full time, injured on the job in such a manner that is covered by Worker’s Compensation,
shall not have sick leave deducted, except that the maximum number of days covered by
such injury shall not exceed 200 days. Worker’s Compensation shall accrue to the
district for the period of time the teacher is receiving full compensation from Glen Ellyn
School District No. 41.

Additional Leave

In addition to the above, the Board shall authorize absence with pay as follows:

A Religious holidays other than those recognized by the Illinois State Code shall be
granted to a maximum of three (3) days per school term. A deduction in salary

equal to the cost of a substitute each day shall be made from the teacher’s pay
whether a substitute is called or not. A teacher desiring to take leave under this
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policy must notify his/her principal or immediate supervisor at least ten (10) days
in advance of the requested leave.

Every teacher shall be entitled to one (1) professional visitation or conference day
per year to be non-cumulative. Requests for visitation or conference attendance
shall be approved by the building principal or the immediate supervisor.

8.6 Parental Leave

A.

A parental leave of absence without pay shall be granted to a tenured teacher for
the purpose of child-bearing as follows:

1. Tenured teachers who elect not to teach during their pregnancy, or upon the
birth or adoption of their child, will be regarded as having taken a leave of
absence in accordance with Board policy. Tenured teachers on such a leave of
absence shall not lose their tenure and shall be entitled to one year of seniority
for any year in which the teacher has taught at least one semester. The term of
leave may not exceed the balance of the school year in which such leave
commences and the next full school year.

2. A tenured teacher who is granted a parental leave of absence pursuant to (1)
above shall have re-employment rights as follows: Upon notification to the
Superintendent of the teacher’s desire to return to active employment, the
teacher shall be re-employed and such re-employment would be in the best
interests of such teacher’s students. The Board may require a physician’s
certificate as a condition for returning.

A parental leave of absence without pay, as described in A. above, may be
granted to a non-tenured teacher for the purpose of childcare. This leave will be
granted on the basis that a non-tenured teacher granted parental leave shall not
gain tenure while on leave. The teacher’s re-employment shall be contingent
upon the availability of a vacant position.

A teacher on a parental leave of absence shall not be denied the opportunity to
substitute in the school district by reason of the fact that he/she is on such leave of
absence.

Written notification of the teacher’s intention to return to employment in the year
succeeding his/her leave shall be provided to the Board by February 15 of the then
current school year. Failure to comply with this expectation will result in the
individual’s return to employment being contingent upon the availability of a
vacant position.
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8.7

8.8

8.9

Leave of Absence

A leave of absence without pay for one year may be granted to tenured teachers by the
Board upon the recommendation of the Superintendent. The leave may be granted with
the following provisions:

A. with a guarantee of re-employment; or
B. re-employment may be contingent upon the availability of vacant position; or

C. the teacher, at his/her request, will be considered for placement in any vacant
position for which he/she qualifies to the District’s satisfaction.

The teacher may or may not receive experience credit on the salary schedule for this
leave.

The granting of such leaves will be wholly and unilaterally at the sole and exclusive
discretion of the Board. An individual denied a leave request shall be afforded an
opportunity to discuss the reasons therefor.

Written notification of the teacher’s intention to return to employment in the year
succeeding his/her leave shall be provided to the Board by February 15 of the then
current school year. Failure to comply with this expectation will result in the individual’s
return to employment being contingent upon the availability of a vacant position.

Job-Sharing Leave

A. Job sharing is defined as an employment arrangement in which two (2)
individuals share one position and at least one (1) of the two is tenured and has
been granted a job-sharing leave of absence.

B. A job-sharing leave may be granted to a tenured teacher at the discretion of the
Board. The goal of a job-sharing arrangement is to provide benefits to all parties
involved, teachers, the children, and the District. To aid in reaching this goal, it is
appropriate that all parties to a job-sharing arrangement have a common
understanding of their rights and responsibilities as defined in Board procedures.

Association Leave

Each delegate representative, up to a maximum of four, shall be excused without loss of
pay for attendance at the Illinois Education Association Representative Assembly,
providing such attendance is for not more than two days, and that written request for such
leave has been submitted by the Association to the Superintendent.

An additional yearly maximum of four days of leave will be granted provided the
Association reimburses the district for the cost of the substitutes and further provided the
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8.10

frequency of excused leaves does not impair the quality of classroom instruction and that
a written request for leave has been submitted by the Association to the Superintendent
for approval.

On or before June 1% of each year, the Superintendent, the Association President for the
following school term and building principal(s) from their respective schools shall meet
to develop a plan for the following school year that will strive to provide for optimum
opportunities for the parties to develop and strengthen a healthy relationship between the
Administration, the Board of Education and Association.

Additional Association leave days may be approved by the Superintendent.
Sabbatical Leave

The District provides a sabbatical leave of absence program for professional teachers
under the provisions listed below:

A. Teacher must have served the District a minimum of seven consecutive years to
be eligible.
B. Leave may be granted for approved advance education study, exchange teaching,

or travel sponsored by colleges or professional organizations with the purpose of
promoting professional growth. The leave shall be conditional upon a plan for
resident study, research, travel or other activities proposed by the applicant and
deemed by the Board to benefit the school system.

C. The authority to grant sabbatical leave rests with the Board upon the
recommendation of the Superintendent. Upon approval, that plan shall not be
further modified without Board’s approval.

D. A letter of intent shall be submitted to the Superintendent on or before January 15.
A final plan shall be presented to the Superintendent by February 7. The
Superintendent shall present his/her recommendation to the Board at its February
meeting.

E. Annual salary paid a teacher on sabbatical leave shall be the difference between
the teacher’s annual salary for that year and the amount paid for substitute
services. However, such salary after deductions for the substitute services, shall
in no case be less than the minimum provided by law, or one-half of the base
salary of the teacher, whichever is greater. The person on leave shall not engage
in any activity for which compensation is paid unless the activity is directly
related to the purpose for which the leave is granted and is approved by the Board.

F. In the event that a staff member is not able to complete the granted sabbatical

leave for the purpose for which it was granted due to unforeseen circumstances,
the staff member shall be allowed to return to work in the district without any loss

27



9.1

9.2

9.3

9.4

of pay or benefits or to remain on sabbatical leave, whichever is more appropriate
at the discretion of the Board.

G. The sabbatical year shall be considered as a year of service to the district.

H. The teacher granted sabbatical leave shall be considered a member of the teaching
staff in regard to teacher welfare insofar as approved in Section 24-6.1 of The
School Code.

The Board will pay the contribution to the Illinois State Retirement System
required of the person on leave, computed on the salary of such person for the
year immediately prior to the leave. The Board will continue to pay that portion
of the insurance premium paid for all other teachers, and the remainder of the
premium shall be deducted from the teacher’s salary.

I The applicant shall agree in writing that, if at the expiration of such leave he/she
does not return to and perform contractual continued service in the district for at
leave one school year after his/her return, all sums of money received from the
Board during this sabbatical leave will be refunded to the Board unless such
return and performance is prevented by illness or incapacity.

J. If a teacher should die while on sabbatical leave, the estate of that person will not
be held liable for any salary paid while on leave. Likewise, if a teacher should
become permanently disabled while on leave, no repayment of salary paid while
on leave shall be required.

K. Sabbatical leave may be granted for two teacher applicants for any school year.

ARTICLE IX

Negotiation Procedure

Each party shall select an equal number of representatives to serve as its negotiation
committee.

Either party may select whomever they wish to advise them and be present at all
negotiations.

Representatives of each party will meet on or before November 1 of the final year of the
Agreement to determine the course of negotiations.

During negotiations, agreed-upon material shall be prepared for the negotiation

committees of the Board and the Association and initialed prior to the adjournment of the
meeting at which agreement was reached.
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9.5  Agreement and Appendices

When the Association and Board reach tentative agreement on all matters being
negotiated, they will be reduced to writing and shall be submitted to the membership of
the Association for ratification and to the Board for official approval. Upon ratification
by both parties, those items shall become a part of this Agreement.

9.6 Mediation

Should the assistance of a mediator be necessary, the requirements of the Illinois
Educational Labor Relations Act and its implementing Regulations shall be applied.

9.7 Strikes

The Association shall not call for or encourage any strike action for the duration of this
Agreement.

ARTICLE X

Insurance

10.1  Medical Insurance
10.1.1 Health Insurance Plan Specifications

A. Subject to C., D. and 10.1.3 below, the health insurance plan specifications shall
be those contained in the PPO and HMO plans provided by the District through
the Educational Benefits Cooperative (“EBC”) as of the effective date of this
Agreement.

B. The plan year is July 1 through June 30 (the “Plan Year”).

C. The Plan Specifications shall remain substantially the same through June 30,
2016, unless changes are:

1) agreed upon after negotiations; or

(2) required by law; or

(3) necessary to conform the Plan to the insurer’s standard plans. The
standard plans are the final plans offered by the insurer to the District for
the next plan year. If the standard plans do not substantially contain the
Plan Specifications, the changes must be considered by the Insurance
Review Team and are subject to negotiations with the Association.

D. The insurer (currently EBC) may be changed by the Board, after consideration by
the Insurance Review Team and negotiations with the Association.
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10.1.2 Premiums

A. For each Plan Year, the premiums will be set by the insurer. It is the expectation
of the Board and the Association that premiums will be established by the insurer
on an integrated/unified claims experience approach, except that the premiums for
health insurance benefits offered through EBC may be determined on a de-unified
claims experience approach.

B. Teachers will pay a portion of the premiums for the four-tiered Plan as follows:
2018-2020
Employee 14%
Employee & Children 28%
Employee & Spouse 28%
Family 30%
C. To the extent reasonably possible, increases in premium contributions for a new

Plan Year will be reflected in the first paycheck for the new school term. By no
later than May 25 each school year, the Board will inform teachers of the date by
which teachers must give notice of changes in insurance status in order to make
changes in the deductions from the paychecks for the new school term.

10.1.3 Deductibles and Out-of-Pocket

A Per year deductibles and out-of-pocket costs for teachers under the Plan will be

as follows:

(1) Deductibles: (Only one deductible applies whether the services are in or
out of network.)

a.
b.
C.
d

e.

Employee -- $400

Employee plus spouse -- $400 each

Employee plus one child -- $400 each

Employee plus two or more children -- $400 each, or any
combination up to a maximum of $1,200

Family -- $400 each, or any combination up to a maximum of
$1,200

(2) Maximum Out-of-Pocket / The amount of money that a teacher will have to
pay toward covered health care expenses in addition to the calendar year
deductible during any one calendar year is as follows:

In Network Out-of-Pocket:

a.
b.

Employee -- $500
Employee plus spouse -- maximum $1,000
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c. Employee plus one child -- maximum $1,000
d. Employee plus two or more children -- maximum $1,500
e. Family -- maximum $1,500

Out of Network Out-of-Pocket:

Employee -- $1,500

Employee plus spouse -- maximum $3,000

Employee plus one child -- maximum $3,000

Employee plus two or more children -- maximum $4,500
Family -- maximum $4,500

P00 o

(3)  Prescription Drug Co-Pays: Beginning with the 2013-2014 Plan year, the

prescription drug co-pay shall be on a 10-20-40 basis.

The benefit year or period will be January 1 through December 31 (the “Benefit
Period”). Expenses for covered services during the last three months of a Benefit
Period which were or could have been applied to that Benefit Period’s program
deductible may be applied toward the program deductible of the next Benefit
Period.

10.2 Life Insurance

$50,000

The teacher may purchase increased life at the teacher’s expense.

Note: Group insurers will not provide unless 25% of those eligible agree to purchase additional coverage.

10.3  Dental Insurance
Participants
Coverage In payment Contributions
Employee only Board 100%
Staff member 0%
Family coverage in excess  Board 0%
Of employee only rate Staff member 100%
10.4 District 41 Insurance Review Team (“IRT”).

A. The District 41 IRT will be composed of three representatives designated by the
Association President(s), three representatives designated by the Board or the
Superintendent, the Association’s UniServ Director and the Board’s insurance
consultant. The District 41 IRT may include not more than three AFSCME
representatives. The Committee will meet as necessary to achieve its functions.

B. Subject to confidentiality restrictions, full information regarding the cost and

operation of the Plan will be provided to the IRT at reasonable and timely
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intervals, but in any event no later than 30 days after the District receives the
information. The same information and documents produced by the IRT will be
sent to the Association’s President(s) by the Superintendent or designee. Data
will be disaggregated for the Association, where appropriate.

The primary and continuing functions of the IRT will be the monitoring of the
Plan and making recommendations to the Board and the Association, so as to
maintain a modern, cost-effective plan, about which the teachers are well
educated. Recommendations of the IRT are advisory only and subject to
negotiations between the Board and the Association to the extent required by law
or the CBA.

10.5 Flexible Benefit Plan

A

The Board shall maintain a salary reduction plan which meets the requirements of
Section 125 of the Internal Revenue Code and Treasury Regulations promulgated
thereunder. If, at any time, Section 125 or related Regulations are amended, the
parties shall promptly revise the plan to comply with the amendment.

A teacher may annually elect to participate in the salary reduction plan by
choosing to receive benefits described below. The amount elected shall be
deducted from the teacher’s compensation. The plan shall be on the calendar
year. Prior to the beginning day of the plan year, each teacher shall, in writing,
designate the dollar amount(s) elected for that year for each of the following
benefits:

1. Premiums for group medical, dental or other insurance, single or dependent
coverage, to the extent such premiums are not paid by the Board: and/or,

2. Reimbursement for qualified dependent care assistance as defined and
allowed under the Internal Revenue Code, up to a maximum of $5,000
annually or such lesser amount required by law.

3. Reimbursement for any amount of deductibles under the group insurance
described in B (1) and for any other qualified unreimbursed medical care
expenses as defined and allowed under the Internal Revenue Code, up to a
maximum of $3,000 annually or such lesser amount required by law.

The amounts designated may not be changed during the plan year unless there is a
change in family status or other circumstances provided in Section 125 and/or
Treasury Regulations promulgated thereunder. Any amounts designated for
which valid reimbursement claims are not made on a timely basis will be forfeited
and not otherwise paid to the teacher during that year or carried over to a
succeeding plan year, and such amounts shall become the property of the plan.
Plan administrative costs shall be borne by the Board.
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10.6

111

11.2

D. The dollar total of the designated benefits elected pursuant to the plan will be
deducted in equal amounts from the teacher’s salary payments during the plan
year.

