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SECTION 1.   DISCIPLINE, TERMINATION AND NONRENEWAL
1.1 Standard for Nonrenewal for Teachers  
A. Probationary Employee:  A probationary teacher may be non-renewed during their probationary period for any reason, and such nonrenewal will not be subject to the grievance provisions of this Handbook or in District Policy 527:  Grievance Procedure.  Such nonrenewal shall be exclusively subject to the provisions of section 118.22, Wis. Stats.
B. Non-Probationary Employee:  After completing the probationary period, the parties agree to the following procedure for nonrenewal:
1. A non-probationary teacher who has not been placed on a plan of improvement under the District’s evaluation procedures may only be non-renewed for just cause.  A plan of improvement will remain in effect till the teacher has satisfactorily met the conditions established by the plan and exhibits expected improvements as determined by the administrator(s) reviewing the plan.  
2.
A non-probationary teacher who has been placed on a plan of assistance under the District’s evaluation procedures may be non-renewed for reasons that are not arbitrary or capricious if that plan has been in effect for less than one calendar year.

A non-renewal shall not be deemed a “termination” under the grievance procedure in District Policy 527:  Grievance Procedure.  Such non-renewal shall be exclusively subject to the provisions of section 118.22, Wis. Stats.
Reference:
Board Policy 527
Grievance Procedure
1.2 Length of Probationary Period for Teachers  

A. Teachers hired for the 2011-2012 school year and prior, shall serve a three (3) year probationary period.  Those teachers will have an additional two (2) years of probation added if placed on a plan of improvement anytime during the initial three year probationary period.  
B. All teachers new to the District hired for the 2012-2013 school year and beyond shall serve a five (5) year probationary period.
1.3 Standard for Discipline and Termination

A teacher may be disciplined or terminated for “cause”.  Such discipline or termination shall be subject to the grievance procedure provisions of this Handbook.  “Cause” is defined as the following:

A. There is a factual basis for the discipline or termination: The factual basis must support a finding of employee conduct in which the District has a disciplinary or termination interest; and
B. Reasonableness of the penalty: The particular discipline or termination imposed by the District must not be unreasonable.
Reference:
Board Policy 527
Grievance Procedure
1.4 Benefits during Probation

All provisions of this Handbook shall apply to an employee as of the first day of employment. Employees eligible to receive insurance benefits shall receive initial coverage in accordance with the waiting periods, if any, contained in paid coverage’s without regard for the probationary period.
1.5 Benefits for Non-Probationary Employees 
Employees who have satisfactorily completed the probationary period and remained employed thereafter shall be entitled to all of the provisions of this Handbook. 
1.6 Representation

In the event any employee is called to a meeting with representatives of the District for the purpose of issuing discipline or discharge, or for the purpose of investigating circumstances which may lead to discipline or discharge, the District shall advise the employee of his or her right to representation prior to the meeting. In the event the employee chooses to have representation, the meeting may be delayed, at the discretion of the District, until appropriate representation may be obtained. Nothing in this provision shall prevent the District from removing an employee from the work place if immediate action is required.

1.7 Disciplinary Materials

Copies of any disciplinary material(s) shall be provided to the employee before such material is placed in an employee's personnel file. The employee shall have the opportunity to reply to such materials and affix his/her reply to said material.

1.8 Termination of Employment

The employment relationship between the District and any employee is terminated:

A. If the employee is discharged pursuant to section 1.03, whichever is applicable.
B. If the employee quits his/her employment.
C. If the employee fails to return to work on the work day following the expiration of an authorized leave of absence unless unable to notify because of illness or other reasonable basis.
D. If the employee retires.

SECTION 2.   PROFESSIONAL HOURS/WORKDAY 

2.01    Normal Hours of Work

All teachers will be available and performing their duties as an employee of the School District of Abbotsford from 7:45 a.m. to 3:45 p.m.  Teachers may leave at 3:30 p.m. on Friday and on days preceding holiday vacation.  Time not defined as instructional or prep is district time that can be assigned as duties, scheduled for meetings, and other activities directly related to the function of district responsibilities by the building principal.   The responsibilities of academics shall always take precedence over extra-curricular activities.
2.02   Administratively Called Meetings 
Staff Meetings:  Teachers are required to attend all mandatory administratively called staff meetings.  Administratively called meetings may begin thirty (30) minutes before the normal workday begins or go thirty (30) minutes later than the end of the normal workday.  The administration shall attempt to provide reasonable notice of all such meetings. Teachers who are required to attend administratively called meetings will receive no additional remuneration, above their regularly paid salaries, for attending such meetings.  
Other Administratively Called Meetings:  The notification and duration provisions listed above for mandatory administrative staff meetings do not include nor shall they apply to meetings of individual educational plans teams, the preparation of individual education plans, parent-teacher conferences, department meetings or activities of similar nature, which are normally conducted at other times. Teachers are required to attend such events regardless of the date, time or duration of said meetings.  Teachers who are required to attend other administratively called meetings will receive no additional remuneration, above their regularly paid salaries, for attending such meetings.  
Reference:
Board Policy 537.1
Professional Staff Meetings
2.03   Attendance at School Events

Teachers may be required to attend school events. Determination of required attendance will be made by the building principal.  These events, though not limited by enumeration, may be an open house, music program, art show and/or other District or building events that occur after the normal workday.  Teachers shall be given no less than thirty (30) calendar days notice of such events.  Teachers who have a co-curricular conflict or have pre-approved coursework to attend may be excused at the discretion of the District Administrator and/or his/her designee.  Such conflict should be communicated to the applicable administrator as soon as possible before the date of the scheduled event.
2.04   Consultation with Parents

Each teacher will consult with parents on a regular basis so that parents recognize the important role they play in shaping the attitudes of their children and assume greater responsibility for the performance of their children and for the excellence of our schools.  Such consultation may be in the form of phone contacts, home visitations, progress reports, in-person appointments, etc., in addition to the scheduled parent teacher conferences.  Documentation of consultation with parents can be requested by the building principal.
2.05   Emergency School Closures

In the event the District is required to close school for inclement weather or emergency reasons, the first full day will be forgiven.  Further school closings due to inclement weather or emergencies may be made up at the end of the school year, including partial days, at the discretion of the School Board.  The District shall, at a minimum make up all days/hours necessary to guarantee the receipt of state aids and/or necessary to meet the minimum annual school year requirements (days and hours) of the State of Wisconsin.  
2.06   School Calendar   
The school calendar shall be determined by the Board and shall meet or exceed all required hours of instruction established by state statute.  In addition to days of instruction, the calendar will include scheduled parent-teacher conferences, in-service, and mandatory work days as recommended by the administrative team.  The maximum number of scheduled days for staff is established as 190 or its equivalency.  Administration may schedule additional days, not to exceed 190, prior to or following the established school calendar.  Additional days may be required of partial staff participation.  Administration will attempt to provide a thirty (30) day notice for additional days.  First year teachers will have an additional day of new teacher in-service on a date specified by administration. 
All job sharing and part time staff will be required to attend all scheduled in-service unless excused by the building principal.  The district will provide curriculum rate compensation.    
SECTION 3
PROFESSIONAL GROWTH XE "Professional Growth" 
3.01  Requirement to Remain Current

All teachers shall engage in independent and active efforts to maintain high standards of individual excellence.  Such efforts shall include keeping current in each specific and applicable area of instruction, Board established curriculum, as well as continuing study of the art of pedagogy.  In addition to maintaining high standards of excellence for the students and school, the teacher will make him/herself available during the contractual year and day to his/her colleagues for assistance, to the District for services beyond those specifically required as part of his/her individual contractual duties, and to the community as a valuable resource.
3.02
District Requirements for Professional Growth
Teachers with Life from the State Department of Public Instruction must earn at least two (2) graduate credits every five (5) years.  Five (5) year periods are based on each teacher’s date of employment.  Teachers with Professional Licenses and PI 34 Licenses issued by the Department of Public Instruction must maintain their licenses under the provisions established by the DPI. 
3.03
Professional Reimbursement Program

The Board will reimburse employees seventy-five dollars ($75.00) per graduate credit upon receipt of an official grade notification.  The following stipulations also apply.

A.  Courses must be at the graduate level.  If courses are part of a master’s program, the master’s program must be pre-approved by the district administrator.  Consideration for approval of master’s program will only be given to programs related to the subject or field the teacher is teaching or professional development specific to teaching.  Master’s programs that lead to additional certifications or licensures not required or requested by the district, i.e., educational administration, counseling, etc., will not be eligible for reimbursement or advancement.  Teachers enrolled in master’s programs prior to April 1, 2011 will be grand fathered and not be subject to this language.  

B.  Courses must be subject related in the field that the teacher is teaching or apply to theory of teaching practice.  Courses that lead to certification or licensures not required or requested by the district are not eligible for reimbursement if not enrolled in a program prior to April 1, 2011.

C.  In order to be entitled to reimbursement, these credits must be pre-approved by the Administration, submitted on the district form, and computed on the semester plan. 
D.  A grade of “B” or better must be achieved.
E.  The Board will reimburse employees the full cost of tuition for undergraduate credits when the employee takes the course(s) at the request of the Board.

F.  Reimbursement will be limited to a total of 12 credits earned during the period of a school calendar year to be defined as July 1 through June 30.
G.  Reimbursement will be limited to the cost of credit(s) only.  Associated fees and costs are not reimbursable.  
SECTION 4.
TEACHER SUPERVISION AND EVALUATION
4.01
General Provisions

The Board and teachers view teacher evaluation as a continuing process for the purpose of improving instruction and assessing the individual performance of staff members.  

4.02
Evaluators

Every teacher in the District will be supervised and evaluated by the building principal or his/her designee.  The designee may be a non-District employee who is a certified administrator.  The minimum number of evaluations is defined by Wis. Stats. § 121.02(1)(q), requires that each school board shall evaluate in writing, the performance of all certified school personnel at the end of their first year and at least every third year thereafter.  The District will employ various evaluation techniques to include formal and informal evaluations.  These may be in the form of a series of walk-through evaluations with summative evaluations. Beginning in the 2014-2015 school year and piloting prior to, the district will use a board adopted Educator Effectiveness Model approved by the state to meet the requirements of the Wisconsin Department of Public Instruction.
4.03
Evaluation Process 


A. 
Basic Requirements

1.  Evaluation of the work performance of a teacher will be conducted a minimum of once per school year.  Probationary teachers as defined in Sections 1.01 and 1.02 will be evaluated a minimum of twice per school year.
2.
All required observations must be completed by May 31st.


3.
Teachers will be shown a copy of any evaluation report prepared by their supervisor and will have the right to discuss such report with their supervisor before it is submitted to central administration or put in their personnel file.  It will be the responsibility of the teacher to respond to any formative or summative evaluations within five days of the supervisor submitting the report.   

4.
Assistance, recommendations and directions may, at the discretion of the District, be provided to each teacher in an attempt to correct professional difficulties observed.
B.  Acknowledgement of Receipt and Response:  The teacher will acknowledge receipt of all documents related to supervision and evaluation by signing and dating the document.  The teacher shall have the right to attach a report with any remarks concerning the document(s).  Acknowledging receipt does not imply agreement with all or part of the documents received.    Any employee wishing to comment on the evaluation or who feels the evaluation was incomplete, inaccurate, or unjust, may reduce those comments or objectives to writing and have them attached to the evaluation instrument to be placed in the personnel file. A teacher may attach a response to any document related to this process after the teacher’s receipt of the evaluation document(s) listed above.  The file copy of the evaluation and any comments or objectives shall be signed by both parties to indicate awareness of the content.  
Reference:
School Board Policy 538
Teaching Staff Evaluation
4.04
Initial Educator Licensed Teacher 

A.  Professional Development Plan:  A teacher who holds an Initial Educator License is responsible for developing a Professional Development Plan (PDP).  The PDP must demonstrate increased proficiency and professional development based on the Wisconsin Educator Standards.  The Initial Educator is also responsible for initiating an annual review of the PDP by the Initial Educator’s Review Team (IERT) that is convened by the Initial Educator.
B.  Mentor Assignment:  An initial educator will be provided a qualified mentor by the District.  
SECTION 5
MENTOR AND MENTOR ASSIGNMENTS
Experienced teachers will develop a relationship with an initial educator that is ongoing over multiple school years focusing on effective teaching practices and that provides learning opportunities for both parties.  
5.01
Mentor Assignments

The district will solicit mentors from a pool of trained staff to serve as mentors to incoming staff.  The district will make every effort to match the assignment in relationship to grade level, subject level, building assignment, and professional experience.  Mentors will be given contracts to serve as a mentor for the school calendar year.  The district will support the relationship by providing opportunities to regularly meet throughout the mentoring period as scheduled by the local Mentor Coordinator, or CESA-10.  
5.02
Expectations/Guidelines:
1.  Attend all scheduled mentor meetings. 
2. Meet with the initial educator weekly or bi-weekly for the first semester (record meetings        in collaborative logs and journals)

3.  Attend the monthly initial educator seminars scheduled by the local Mentor    Coordinator

4. Provide emotional support, develop a collegial relationship and keep communications confidential.

5. New staff, Initial Educators (P.I. 34 Licensing) will be assigned a mentor for a three year period.

6.  New staff, with 5-Year Professional Educator Licenses will be assigned a mentor for one year. 
5.03
Compensation

1.  Additional compensation for the August New Teacher in-service day is available if the mentor does not use it to fulfill the two in-service work days required in the negotiated calendar.  A timesheet should be submitted to the district office for payment at current curriculum rate.  
2. Each mentor will receive a stipend in the amount of $150 for each mentee for up to three years.  The mentor coordinator will receive a $250 stipend for the first mentee assignment and $150 for each mentee assignment thereafter.  Should the mentor coordinator not be assigned a mentee, the coordinator will be entitled to a stipend in the amount of $150.00.

3. Timesheets submitted at semester or at the end of the year by the Mentor Coordinator for attendance at the local support seminars will be compensated at the contract curriculum rate for both the mentor and initial educator, not to exceed 8 hours per person.  

4.  The Mentor Coordinator may submit receipts for expense reimbursement in addition to the scheduled seminars subject to board established guidelines, subject to prior approval by the District Administrator.   All reimbursement receipts must be received by the district office prior to June 1.  Requests for reimbursement will be denied if received on or after June first due to the expiration of the grant within the fiscal year.
5.04
Release Time
The mentor will receive, twice a year during the mentoring period, release from the classroom (substitute provided) for a half-day to observe the initial educator.  This time will include observation and discussion of the initial educator’s classroom practices.

Reference:
Abbotsford Mentoring Handbook
SECTION 6.
TEACHER ASSIGNMENTS, VACANCIES, TRANSFERS, AND RESIGNATIONS

6.01
Teacher Assignments, Vacancies and Transfers
A.  Determination of Assignment:  Teachers will be assigned or transferred by the District Administrator of the District and/or his/her designee.


B.  
Assignment Preference Consideration:  Teachers may express in writing to the District Administrator and/or his/her designee their preference of  a) grade level; or b) subject.  If a teacher wishes to be transferred to another position which may open during the summer, application for a transfer should be made in writing to the District Administrator and/or his/her designee.  Insofar as possible, consideration shall be given these requests.

C.  Job Posting:  The position will also be posted in the local print media and statewide job placement sites via the web.  The employer retains the right to temporarily fill vacant positions at its discretion during the posting and selection period. The notice shall include the date of posting, the job requirements, a description of the position available, the anticipated start date and the qualifications required for the position.  
D.  Process for Filling Vacancies:  An employee who applies for a vacant position, prior to the end of the posting period, may be granted an interview for the position.  The District retains the right to select the most qualified applicant for any position based upon stated job descriptions (this restriction does not prohibit the District from considering qualifications that are related to the position and exceed those minimum qualifications listed in the job description).  The term applicant refers to both internal candidates and external candidates for the position.  The District retains the right to determine the job descriptions needed for any vacant position.  

E. Involuntary Transfers:  When the District determines that an involuntary transfer of an employee is necessary, due to the District's inability to fill a vacancy or a new position according to the procedures set forth above may, at its discretion, transfer an employee in the District qualified for the position.  No employee will be involuntarily transferred by the District without a conference followed by a written notice from the District Administrator and/or his/her designee which will include the reasons for the transfer.  An employee who is involuntarily transferred shall suffer no loss of wages, hours, or other fringe benefit as a result of such transfer.  

Reference:  School Board Policy 535
Teacher Assignments, Vacancies, and Transfers
6.02
Employee Resignations
The teacher’s contract, which is part thereof, shall be considered binding on both parties.  If for any reason a teacher asks for release from the contract, it is understood that the following conditions for release shall apply:

A.  The teacher must give the District notice that they intend on severing their contract with the District.  Whenever possible, the teacher must give such notice at least sixty (60) calendar days prior to the date the employee desires the severance to occur.

B.  Resignations from contracts on or after July 1st and before July 15th, shall result in liquidated damages of one thousand dollars ($1000). Resignations from contracts after July 15th shall result in liquidated damages of one thousand, five hundred dollars ($1500.00).  Any teacher reduced to less than a full time contract shall be granted one (1) year of exception, from date of notice, to the liquidated damages clause, when fifteen (15) days notice is given prior to leaving the district.  Teachers employed less than full time shall pay liquidated damages prorated on the basis of their part-time contract.

C.  Liquidated damages and the sixty (60) calendar day notice requirement would not apply to teachers who do not return their contracts by June 1st, or whose resignation is tendered and effective after the end of the school year, but before July 15th.

D.  The employee may choose to have liquidated damages deducted from the employee’s last paycheck or the employee shall submit a check for the liquidated damages amount at the time of resignation.

E.  The Board in its discretion may waive the liquidated damages for the following reasons:

1. Employment transfer of spouse;

2. Illness of employee;

3. Other reasons as determined by the Board of Education.
 In the event the District chooses to waive the liquidated damages, the District shall return any damages submitted with the resignation notice to the employee.
F.  Any employee involuntarily called into service by the United States government for military duty shall not be assessed liquidated damages under this Article.

In the event said teacher breaches this contract by termination of services during the term hereof, the Board may, at its option, demand to recover from the teacher such amount of liquidated damages as set forth above; provided, however, that this expressed intent to liquidate the uncertain damages and harm to the District is not the exclusive remedy or right of the Board, but is, rather, an alternative right and remedy and shall not, unless the Board elects to rely on the same, preclude the Board from seeking and recovering the actual amount of damages resulting from such a breach by the said teacher.  

Reference:  School Board Policy 536.1
Employee Resignations
6.03
Teacher Absence and Substitutes

When a regular teacher is to be absent from school and a substitute is needed, it is the responsibility of the teacher to call the designated substitute service.  The building principal will determine the designation procedure.  If possible, such notification should be made the evening prior to the time of absence, or before 6:00 a.m.  This will help to provide time for obtaining a substitute teacher. 
6.04 Summer School Assignments

District employed teachers with proper certification will be given the opportunity to fill summer school positions.  Should the District be unable to fill summer school positions with District staff, summer school positions will be filled with non-District certified teachers.  Employees teaching summer classes shall be given a summer school session contract in accordance with § 118.21, Wis. Stats.

6.05 Extended Contracts

Additional contract days may be added to the contracted school calendar with board approval.  At such time administration solicits requests for extended contracts, teachers will submit those requests to their building principal for review.  Should the building principal support the request, the request will then go to the board for approval.  Teachers will be compensated at a rate established by the board for curriculum development.  The board reserves the right to alter the request, limiting the number of compensated hours, as well as designating when those extended hours will be applied.  
6.06 Job Sharing 
Definition:  Job sharing shall be defined as two (2) teachers sharing one (1) full-time position providing there are clear and well-defined benefits to students, the job sharers, and the School District of Abbotsford. 

Job Sharing Criteria:

1. Job sharing positions shall be available to teachers who have indicated to the District Administrator in writing no later than March 1st, the desire to share a position for the upcoming school year.

2. Job sharing assignments shall be limited to one position per building/per year.

3. Job sharers shall submit a written description of job sharing arrangements on a District provided form to the Building Principal for approval no later than April 1st.

4. The building principal will evaluate the proposal based upon established criteria and forward a written recommendation to the District Administrator no later than May 1st.

5. The District will not be expected to hire the job share partner, but will hire the vacated position replacement.

6. The District reserves the right to determine the position and assignment for the job sharing position.

7. Renewal of the job share will follow the same timeline with a revised or modified Plan of Service and Principal’s Recommendation for the upcoming year.

8. The District reserves the right to continue or discontinue the job share upon renewal.

9. In the event more than one Job Share Proposal is received per building per school year, the District reserves the right to determine which position will be approved based on the above criteria.
Approval:  Job sharing must be jointly approved by the District and the teachers who wish to participate. 
Eligibility:  In order to be eligible to participate in the job sharing program, applicants must:
1. Agree to sign a one-year contract for the shared position.
2. Agree to return to full-time status, or to be non-renewed, at the option of the District, in the event the shared position is eliminated or if one of the participants in the shared job is unable to continue in the shared assignment.
3. Be certified to teach those subjects/grade levels involved in the shared job.

Assignment:  Shared job holders shall be assigned specific job responsibilities at the time the job sharing contract is signed.  The list of job responsibilities shall be appended to the individual contract and shall minimally include, but not be limited to:
1. A description of the job to be shared and the percent of full-time for which the contract is let, as well as the above provisions controlling salary, benefits, seniority,  unemployment, etc.
2. Allocation of preparation time and planning responsibilities between the job sharers.
3. Grade reporting requirements (if different than normal).
4. Faculty meeting and parent conference responsibilities.
5. Extra-duty assignments and compensation.
6. Any other unusual or unique working conditions which may be applicable.

Insurance Benefits:
1.  Job share positions of 50% or less are ineligible for district provided insurance.  To be eligible for    

     pro-rated district provided insurance benefits, part-time teachers must work 75% (30 hours) or   

     more.  (Refer to Employee Handbook, Part II, Section 12, 12.01(B).)
Reference:
School Board Policy 535.3
Job Sharing

SECTION 7. 
REDUCTION IN FORCE, POSITIONS, AND HOURS

7.01 Reasons for Reduction in Force

In the event the Board determines to reduce the number of positions (full non-renewal) or the number of hours in any position (partial non-renewal), the provisions set forth in this section shall apply.
7.02
Notice of Reduction

The District will provide notice of reduction in accordance with the timelines set forth in § 118.22, Wis. Stats.  The reduction notice shall specify the timelines pertaining to the right to a private conference under § 118.22, Wis. Stats and will refer the employee to the Reduction in Force provision in this Handbook. 

7.03 Election for Reduction – Steps

In the implementation of staff reductions under this section, individual employees shall be selected for full or partial layoff in accordance with the following steps:

A.
Step One - Attrition:  Normal attrition resulting from employees retiring or resigning will be relied upon to the extent that it is administratively feasible in implementing reducing staff. 

B.
Step Two - Volunteers:  Volunteers will be non-renewed first.  The District will provide the volunteer(s) with a nonrenewal notice.  Requests for volunteers will be sent to employees within each grade level, departmental and certification area.  An employee who volunteers to be non-renewed under this section will put his/her request in writing.  Volunteers will only be accepted by the District if in the District's opinion the remaining employees in the department/certification area are qualified to perform the remaining work.  Volunteers will be treated as a District directed nonrenewal under this section of the Handbook. 
C.
Step Three - Selection for Reduction/Layoff:  The District shall select the employee in the affected grade level, department/certification area for nonrenewal [full nonrenewal or a reduction in hours].  

1.
The District shall utilize the following criteria in order of application for determining the employee for nonrenewal:
a.
Educational Needs of the District:  Will be those needs as identified and determined by the Board through normal channels in accord with its constituted authority.

b.
Qualifications as Established by the Board:  Including, but not limited to specific skills, certification [if applicable], training, District evaluations, etc.
c.
Qualifications of the Remaining Employees in the Grade Level, Department or Certification Area:  Relevant qualifications will be those experiences and training that best relate to the position(s) to be maintained and District needs as determined by the Board.  These experiences shall include but not be limited to current and past assignment and practical experience in the area of need.

d.
Performance of the Employees Considered for Nonrenewal:  Performance of the employees under consideration as previously and currently evaluated in the last two summative evaluations.  

Reference:
Policy 536.4
Non-Renewal of Professional Staff

7.04 Reduction in Hours Resulting in Non-Renewal
Employees who are non-renewed and such non-renewal results in a reduction in hours shall not lose any benefits they have accrued.  Benefits are defined as length of service and sick leave earned as an employee. Reduced in time employees shall be treated as part-time employees under this Handbook.

7.05 Insurance Benefits Following Non-Renewal

Please see Part I, Section 9, COBRA, subsection 9.08 for a full explanation of insurance continuation options.  

SECTION 8  
WORKING CONDITIONS

A.   Middle/senior high teachers who teach more than six (6) class periods per day shall be compensated an additional two thousand, seven hundred one dollars ($1,350.50/semester) or will be scheduled for two (2) preparation periods per day.  Combination classes taught during the same period do not count as separate preparations.  

B.   Elementary teachers who teach two (2) grades in their classroom will receive additional compensation in the amount two thousand, seven hundred one dollars ($2,701).


C.   Any teacher who does not want an overload for the coming school year shall notify the district administrator, in writing, prior to February 1.  The district shall make a good faith effort to see that no teacher who so notified the District shall be assigned an overload, however, the Board shall retain the final authority to make such assignments. 

D.   Any teacher assigned overload by the District shall be notified by the end of the previous school year or at the time of employment if later, unless the Board was not aware of the need to make the assignment.

E.   No teacher on overload shall be non-renewed for poor performance due to unreasonable circumstances arising from the overload.

SECTION 9.
PROFESSIONAL STAFF LEAVES AND ABSENCES

The types of leaves and absences are defined below.  The number of leaves and absences will be pro-rated as per contract designation. In addition, leaves and absences will be pro-rated if employment is terminated prior to an individual contract expiration date.  If employment is terminated prior to contract expiration, and leaves and absences are in excess of pro-rated amounts, the district will deduct excess costs from the final payroll.  
9.01
Sick Leave 

Sick leave days may be used for illness or disability of the employee or immediate family (spouse or children), including medical/dental appointments.  Administration reserves the right to request evidence of scheduled appointments.  This leave shall be taken in no less than one hour blocks.  At the beginning of each year, each teacher shall be credited with nine (9) days per year.  Sick leave days are cumulative to a maximum of ninety (90) days that may be carried over to the next contract year.  Sick leave shall be used from the current year first.  Days needed beyond those of the current year will be taken from those accumulated.  Days accumulated above ninety (90) days shall be considered bank days and shall be cumulative indefinitely.  Once a sick day becomes a bank day, it can no longer be used as a sick day.    A contract not fulfilled will obviously negate such benefits for that contract year.  Sick leave may be used only until the employee qualifies for long-term disability insurance.  Employees hired for and after the 2012-2013 school year are entitled to accumulated sick days only.  

Upon retirement, for eligible employees, reimbursement for unused sick days and bank days  paid at the rate of twenty dollars ($20) per day will be deposited in a district approved Health Reimbursement Arrangement (HRA).  For eligible employees not retiring form the district, but severing services to the district, will be given a cash payout of fifteen dollars ($15) per day upon leaving the district for unused sick and bank days.
Reference:  
Board Policy 532.3
Professional Staff Leaves and Absences

9.02
Emergency Leave


Emergency leave, non-cumulative:  Emergency leave is non-cumulative.  Emergency leave not to exceed three (3) days per contract year is authorized.  This leave shall be taken in no less than one hour blocks.   An emergency leave shall be granted by the building principal, or in his /her absence, the District Administrator for the following reasons: 

1.
The employee is summoned to appear in a court of law, other than jury duty.  Employee must submit evidence of summons prior to appearance.  

2.
Personal disaster. (Examples:  fire in the home, wind damage, car accident.)  This provision does not include travel complications or inconveniences to the employee.


3.
Birth or adoption of a son or daughter.

4.
Surgery, serious injury, or hospitalization required by the employee’s family.  This provision does not include illness.  Family shall be defined as husband, wife, child, brother, sister, parents, grandparents, grandparents-in-law, father-in-law, mother-in-law, daughter-in-law, son-in-law, sister-in-law, brother-in-law, grandchildren, step-children, step-parents, individuals of which the employee has assumed legal guardianship (administration reserves the right to request proof of guardianship),or any other member of a family living in the same household regardless of relationship.

5.  
Death in the family.  Family shall be defined as above and will also include aunts and uncles.  An extension of three (3) days may be granted.  The additional three (3) days shall be deducted from sick leave.

6.
The death of close friends or relatives not previously defined, the cost equal to a tier one substitute’s wages will be deducted from the salary of the employee.   
Reference:  
Board Policy 532.3
Professional Staff Leaves and Absences

9.03
Personal Leave

A teacher is entitled to not more than two (2) days of personal leave.  This leave shall be taken in no less than one hour blocks. The cost equal to a tier one substitute’s wages will be deducted from the teacher’s salary for the personal leave days.  To apply for personal leave, a teacher shall:

1.
Give at least forty-eight (48) school day hours written notice to the District Administrator or in his/her absence, the building principal.
2.
Not more than three (3) teachers per building per day will be granted personal leave and/or professional day leave.

3.
The District Administrator will inform the teacher if personal leave days are approved or disapproved within twenty-four (24) hours after receiving the request for personal leave days.

4.
Personal leave may be used to extend vacation periods.  Written notice for personal leave immediately prior to or after vacations will state reason(s) for personal leave request.  Personal leave to extend vacation periods may not exceed a maximum of two (2) employees per building per day.

5.  
Personal days will not be granted on days designated in the negotiated calendar as early release, in-service, convention, or workdays. 
 Reference:  
Board Policy 532.3
Professional Staff Leaves and Absences
9.04
Court Appearance Leave

A leave of absence will be granted to enable an employee to answer any summons or subpoena in federal, state or county court unless the same has been issued by reason of violation of law allegedly committed by the employee unless the employee is a school district witness.  In the event that the employee is paid for his/her attendance in court, the teacher shall turn over to the school district the fee received less the amount received for expenses incurred for such duty, with no pay being deducted from their regular payroll check.  Court appearance leave will be deducted from emergency leave. 
Reference:  
Board Policy 532.3
Professional Staff Leaves and Absences

9.05
Jury Duty Leave

Teachers required to serve on jury will receive their regular pay, however, they must turn over the jury duty pay to the district.  Teachers shall report to school immediately following the conclusion of their jury duty each day if they are released before noon.

9.06
Professional Day

The District Administrator may grant each employee covered by this Agreement one (1) professional day per year.  This day may be used for conventions, in-service, workshops, classroom visits, district mentor/mentee activities, etc.  The District will pay the cost of the substitute teacher.  Requests for a professional day shall be submitted in writing ten (10) days prior to the date requested, stating the intended use of the professional day.  No more than three (3) teachers per building per day will be granted professional and/or personal leave.

A.  Any reference to “building” is defined as having a majority of Pre-K through 5 staff responsibilities or a majority of 6-12 staff responsibilities.
Reference:  
Board Policy 532.3
Professional Staff Leaves and Absences

9.07
Unpaid Leave

Unpaid leave may be granted for personal or medical reasons for a period not longer than five working days by administration, after the allotted personal and medical leave has expired.  Longer periods of unpaid leave beyond five working days may only be granted at the sole discretion of the School Board and must be approved in advance by the board.  Submittal for board approval is required thirty (30) working days in advance of the requested leave.  All unpaid leave will result in pro-rated salaries and fringe benefits.
Reference:  
Board Policy 532.3
Professional Staff Leaves and Absences

SECTION 10.   
COMPENSATION FOR HOURLY SUBSTITUTION
10.01
Assignment and Compensation

A teacher who takes over a complete class, study hall or library period for another teacher (when a substitute is not available) will receive payment of fifteen dollars and three cents ($15.03).  Anything less than a .5 period will be paid at a rate of seven dollars and fifty-two cents ($7.52). 

10.02
Cumulative Bank Time

Teachers may bank period compensation and accumulate periods for potential “comp” days in lieu of monetary compensation.  For each ten (10) days banked, the employee is entitled to one day of “comp” time with the following conditions:  


1.  “Comp” time may only be taken in full day increments.

2.  The building principal must approve “Comp” days three (3) working days in advance.



3.  No more than one (1) person may be out of a building on “Comp” time.

4.  No “Comp” time may be taken during the last ten (10) student contact days.


5.  Unused “Comp” time periods do not carry over into the next contract year.


6.  Unused portions of “Comp” time will be paid out at the end of the school year.

7.  All payments to staff that take over for a class will be paid at the end of the school year.


8.  Employees may be granted up to two (2) “Comp” days per school year. 
9.  “Comp” days will not be granted on days designated in the negotiated calendar as early-      

      release, in-service, convention, or workday.
SECTION 11.
PROFESSIONAL COMPENSATION

11.01
Salary 

A.
Part-time employees will receive the salary set forth in the Handbook in a percentage equal to the amount of their employment.
B.
The salary is based upon the regular school calendar set forth in this Handbook.
C.
The employee's pro-rated daily rate and pro-rata hourly rate shall be determined in the following manner:

1.
The employee's scheduled annual salary divided by the number of contracted days equals the pro-rata daily rate [extended contract or furlough days shall not be used in this calculation.]  
2.
The pro-rata daily rate divided by eight (8) hours per day equals the pro-rata hourly rate.

11.02
Initial Salary Placement

Effective for employees initially hired for the 2012-2013 school year and beyond, the Board, in its sole discretion, will determine the starting salary.  This provision is not retroactive.
The position of each teacher presently within the system shall be determined by the Administration and the Board.  
11.03
Salary Movement After First Year of Employment

Employees beginning employment prior to the end of the first semester, who have provided satisfactory service, as determined by the District, will be considered  for advancement coinciding with the district approved salary scale the ensuing contract year provided funds are available as determined by the District.  Employees who begin employment after January 1st will remain at the level placed on the salary scale for the ensuing fiscal year.  An employee may be held to the previous year's step for less than satisfactory performance.  An employee may be frozen at his/her previous year's wage rate for more serious nonperformance.
11.04
Curriculum Development

Curriculum development or curriculum revision pay will be twenty-one dollars and ninety-one cents ($21.91) per hour for 2015-2016.  
11.05
Events and Activities

Event workers will be paid thirteen dollars and nine cents ($13.09) per hour for a minimum of two hours  for working at athletic events or other school activities.  
SECTION 12.
INSURANCES and BENEFITS
12.01
Recognition
For determining eligibility of insurances and benefits, the district identifies the following as classifications of the teaching staff:
A.  Regular Full-time Teachers:  Regular full-time teachers are defined as teachers who carry.  Regular full-time teachers shall be entitled to all benefits under the terms of this agreement.
B.  Regular Part-time Teachers:  Regular part-time teachers are defined as teachers who teach   less than a full-time teaching load.  Regular part-time teachers who work 75% (30 hours) or more will be eligible for pro-rated fringe benefits.  Employees whose assignments are less than 75% (30 hours) of a full-time equivalency are not eligible to participate in the District’s insurance and are not eligible for any District premium contribution.
12.02
Commencement and Termination of Benefits
Coverage will commence on September 1 or the employee’s first day of employment if hired after September 1 and continue until August 31 of the following year. The insurance benefits described in this Handbook and on the individual contract terminate according to the following schedule:

A.  If an employee resigns or is terminated during the term of his/her individual contract, District     coverage shall cease at the end of the month the resignation or termination becomes effective.
B.  If an employee resigns or is terminated who has completed the school year, his/her insurance       benefits shall terminate as of August 31.
12.03
Dental Insurance
The Board shall provide dental insurance to eligible employees.  The insurance carrier(s), program(s), and coverage’s will be selected and determined by the Board. The Board participation will be up to one hundred, thirty dollars ($130.00) per month for the family plan and up to fifty dollars ($50.00) per month for the single plan from July 1, 2016 through June 30, 2017.  Any additional premium will be paid by those participating in the program.
12.04
Health Insurance
The board will participate in a group health insurance plan.  The Board will pay up to one thousand, three hundred, fifty-three dollars and ninety-two cents ($1,353.92) per month towards the family plan and up to six hundred six hundred, seventy-two dollars and twenty-five cents ($672.25) towards the single plan per month from  July 1, 2016-June 30, 2017.   Any additional premium will be paid by those participating in the program
12.05
Liability Insurance
The School Board shall carry liability insurance which provides coverage for the acts of employees performed in accordance with their duties and within their scope of employment.  Employees shall be covered for liability in accordance with the terms of the District's liability insurance policy.  

12.06
Long-term Disability

The Board shall contract and pay for long term disability insurance, the Board’s participation will be one hundred percent (100%) of the premium per month.  
12.07
Wisconsin Retirement System (WRS) Contributions

The Board will pay one half of the established required amount of the State Teacher Retirement per professional employee.  The employee will pay the designated employee share established as the required amount.  
SECTION 13.
POST-EMPLOYMENT BENEFITS
13.01
Description and Eligibility

Early retirement benefits shall be available to teachers who reach age fifty-six (56) and thereafter who resign their regular duties.  An applicant for early retirement benefits must be an existing teacher employee in the School District of Abbotsford with a valid Wisconsin teaching license, who is at least fifty-six (56) years of age and who has served in the school district for not less than fifteen (15) years.  “Age” for the purpose of this policy is defined as the employee’s age as of December 31st in the calendar year during which retirement becomes effective.
Eligibility shall apply only to teachers who retire at the conclusion of the 2012-2013 school-year and thereafter and shall not be retroactive to any teacher who retired prior. This policy shall not apply to any discharged, terminated, or non-renewed employee.

13.02
Application 
All applications for early retirement must be filed with the district administrator no later than February 1.  The district administrator shall make recommendations to the Board for approval of the applications for early retirement benefits.  Any teacher as defined above shall be eligible to receive the early retirement benefits set forth herein provided a financial benefit to the District shall result.  The cost of the retirement benefits set forth herein, including the cost of unemployment claims, shall not equal or exceed the cost of retaining the eligible employee.  Furthermore, the Board reserves the right to deny early retirement benefits for any other legitimate reason.
13.03
Compensation

A.  Teachers for and prior to the 2011-2012 school year applying for early retirement at age fifty-six (56) and beyond and who meet the requirements described in 13.03 shall be entitled to a maximum of twenty-six thousand, two hundred fifty dollars ($26,250) with distributions designated below.  Age for purposes of this policy is defined in paragraph B. Teachers employed less than full-time yet have served the district for fifteen or more years will have their length of service with the district calculated to a full-time equivalency and this benefit will be prorated accordingly.  The annual distribution payment shall commence with the first subsequent July pay period.  The employer will make a yearly district contribution of three thousand, seven hundred fifty dollars ($3,750) for seven (7) years into a Health Reimbursement Arrangement designated by the district.  

B.  Teachers hired for the 2012-2013 school year and beyond, who meet the requirements described in 13.03 will be entitled to five hundred dollars ($500.00) for each year of service to the district upon retirement with a minimum of fifteen years of service to the district. The employer will determine the total amount owed to the employee and will make five equal annual payments, to commence with the first subsequent July pay period, of twenty percent (20%) into a Health Reimbursement Arrangement designated by the district on the employee’s behalf.  
C.  An additional one hundred dollars ($100) will be credited for each year of service beyond the fifteenth year, with a maximum amount for this provision established at two thousand ($2000).  This amount will be added to the qualifying amount described in sections A and B above.
D.  In the event that a teacher who is receiving voluntary early retirement benefits pursuant to the terms of this section applies for and receives unemployment compensation which is drawn against the account of the District, the voluntary early retirement benefits specified herein shall be reduced by the amount of the unemployment compensation for the duration of the period in which unemployment compensation is drawn.
E.  If, after early retirement, a teacher dies before full payment has been made, the balance due and owing shall be paid to the named beneficiary or, lacking the same, to the estate of the deceased.
13.04
Health Insurance Continuation Benefit
Retirees will be allowed to remain in the health insurance group for a maximum of seven (7) years or eighty-four months (84) or until they become eligible for Medicare benefits contingent upon the retiree’s monthly prepayment of the full monthly premium.  The monthly premium is to be prepaid monthly to the district to maintain eligibility in the district health plan.
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