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CERTIFIED SETTLEMENT
2019-20

1. Alpine School District agrees to add a 5.8% COLA.
(2019-20 base salary is $35,976 for purposes of retirement stipend calculation. 2020-21 base salary will be
lane 1 step 1.)

2. Alpine School District agrees to fund step and lane.

3. Alpine School District agrees to fund insurance increase on base plan (Plan 4)
(See attached)

4. Equalize secondary extra class payment. (i.e., extra class will be 1/7" of salary, see attached)
5. 4078-Bullying/Harassment/Hazing Policy (Attached)

6. 4054- Personnel Records (Attached)

7. 4065- Attendance at Meeting (Attached)

8. 4070- Job Sharing (Attached)

9. 4073- Standards of Dress and Grooming (Attached)

10. 4075- Educator Preparation Time (Attached)

11. 4075.1- Elementary Educator Preparation Time (Attached)

12. 4076- Student Educators (Attached)

13. 4019- Health and Disability Leave (Attached)

14. 4027- Compensation Salary Index (Attached)

15. 4028- Salary Lane Changes (Attached)

16. 4033-Retirement Incentives and Eligibility (Attached)

17. 4048- Prior Experience (Attached)

18. 4057(a)- Educator Evaluation (Attached)

19. 4087- Orderly Termination for Certificated Personnel (Attached)

20. Alpine School District and Alpine Education Association recognize the substantial workload that
teachers carry. We commit to working jointly to explore options and implement solutions.
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New Policy 4078
BULLYING/ HARASSMENT/ HAZING POLICY

Alpine School District is committed to provide students and employees with safe and
secure learning and working environments. A student’s ability to achieve
academically and an employee’s quality of performance can be reduced by bullying,
cyberbullying, harassment, hazing, and/or retaliation. Such actions and behaviors
can impact a student’s or employee’s attendance as well as his/her sense of well-
being and may result in physical illness, mental and emotional anguish and long-
term social consequences.

Alpine School District prohibits bullying, cyberbullying, harassment, hazing, and
retaliation of employees by students or employees at school/work or at school/work
related functions (Ref:_Utah Code Rule R277-613). All victims of such incidences
and all persons with knowledge of such incidences should report them immediately.

DEFINITIONS

1. Bullying is defined as aggressive behavior that causes harm or distress, exists in a
relationship in which there is an imbalance of power or strength and is repeated over
time.

1.1 Physical bullying includes, but is not limited to, pushing, grabbing, pinching,
shoving, poking, tripping, kicking, hitting, and destroying property.

1.2 Verbal or written bullying includes, but is not limited to, name calling, unwelcome
teasing, spreading false rumors, intimidation, sexual comments, harassing and
threatening comments which are communicated verbally, in writing, or through
electronic media(cyberbullying).

2. Cyber-bullying is defined as using the internet, a mobile phone, or another device to
send or post text, video, or an image with the intent or knowledge, or with reckless
disregard, that the text, video, or image will hurt, embarrass, or threaten an individual,
regardless of whether the individual directed, consented to, or acquiesced in the
conduct, or voluntarily accessed the electronic communication.

3. Harassment is defined as repeatedly communicating to another individual, in an
objectively demeaning or disparaging manner, statements that contribute to a hostile
learning or work environment for the individual. This includes rumor spreading and
social aggression intended to demean and disparage another individual and that
contributes to a hostile learning or work environment for that individual.

4. Hazing is defined as intentionally or knowingly committing an act that:

4.1 endangers the physical health or safety of a school employee or student,



4.2 involves any brutality of a physical nature such as inappropriate touching,
whipping, beating, branding, calisthenics, bruising, electric shocking, placing of a
harmful substance on the body, or exposure to the elements,

4.3 involves requiring or forcing the consumption of any food, liquor, drug, or other
substance,

4.4 involves physically obstructing a school employee's or student's freedom to
move,

1. 4.4.1 and is done for the purpose of initiation or admission into, affiliation
with, holding office in, or as a condition for, membership or acceptance, or
continued membership or acceptance, in any school sponsored team,
organization, program, or event, or

2. 4.4.2 if the person committing the act against a school employee or
student knew that the school employee or student is a member of, or
candidate for a school sponsored team, organization, program, or event to
which the person committing the act belongs to or participates in.

5. Retaliation is defined as:

5.1 retribution against a peréon for reporting bullying, cyberbullying, harassment, or
hazing; or

5.2 tampering with the investigation of, or the response to, a report of bullying,
cyberbullying, harassment, or hazing.



PROCEDURE 4078

1. PROCEDURE FOR REPORTING/ INVESTIGATING EMPLOYEE
HARASSMENT

L

[§]

Individuals affected by harassment are afforded avenues for filing
complaints which are free from bias, collusion, intimidation or
reprisal.

. Complainants are encouraged to verbalize disapproval of the action(s)

to the harasser. Complainants should document the occurrence(s),
identifying such things as time, date, place, what was said, witnesses
and other relevant circumstances surrounding the event.

. The complainant should submit a written complaint directly to the

immediate supervisor. However, in cases where the supervisor is the
alleged harasser, the complainant should make the complaint to
his/her supervisor’s supervisor or to the administrator of personnel.

The school administrator or supervisor has the responsibility to
conduct a preliminary review when an informal complaint is received
or alleged harassment is observed. This is separate from, but may
lead to, a formal investigation. Steps the supervisor is advised to
follow include:

1. Interview the complainant and document the
conversation. Instruct the complainant to have no contact or
communication with the alleged harasser.

2. Interview the alleged harasser and inform him/her that a
complaint has been made and, if the behavior has occurred, it
must cease. If it appears likely that harassment has occurred,
write a letter of warning stating that a complaint has been made
and indicating directives to cease harassment.

3. Report back to the complainant notifying him/her as to what
has been done and that the behavior is expected to stop.

4. If complainant wishes further investigation, notify him/her to
put the complaint in writing to be considered for a formal
investigation. The supervisor should document the notification.

5. The supervisor must sometimes exercise discretion as to the
severity or pervasiveness of the conduct in determining whether

3



a formal investigation necessary regardless of the complainant’s
desires. If a blatant violation is determined to have occurred,
the complaint should be referred to the formal level.

5. Formal Investigation

1. If the supervisor feels that a formal investigation is necessary
due to the severity of the harassment or due to a repeated
offense, the supervisor will work with a Human Resources
director to conduct a formal investigation.

2. If the formal investigation reveals that harassment has occurred,
corrective action ranging from a verbal or written warning to
the accused specifying the nature of the complaint, up to a
recommendation for termination may be taken.

3. If the formal investigation results in findings of a bad faith/false
claim, the person filing such shall be subject to corrective or
disciplinary action.



Policy No. 4054
PERSONNEL CERTIFIED
1.0 PERSONNEL RECORDS

1.1 An employee’s individual personnel records are open for review toall

empleyees upon request iny—that—miQFmah@wh;eh—rs—eleaﬂs,Lmaﬂeed

1.2 Only those records kept in the official files at the district office shall be used in
the event of a disputation. These files are open and may be examined by
employees upon request, except for those university documents which are
clearly marked confidential. Principals and supervisors shall be allowed and are
encouraged to keep records for the purpose of enhancing classroom learning.
Any items to be placed in the official file which might be considered derogatory or
negative must first be read and signed by the educator. The educators’
signature will berequested-te acknowledge the material by their histher signature
indicating that they helshe have has seen the material, but the signature does
not necessarily indicate agreement. In the event that an educator will not
acknowledge the record to be placed in the file, then a discussion with the
supervisor shall occur and the material placed in the file along with a written
statement of the date the record was presented to the teacher and
acknowledgement by the principal and the supervisor indicating that the educator
refused to sign. The educator will receive a copy of the record.

Negotiated: June 19, 1979

Negotiated: 2019



Policy No. 4065

PERSONNEL CERTIFIED

1.0 ATTENDANCE AT MEETINGS

1.1 Attendance at Faculty Meetings

1.1.1 Faculty meetings are necessary to discuss problems and procedures
at the local school level, and all educators are required to attend unless
excused by the principal. Principals are to make wise use of written
bulletins, ard memorandums and emails to minimize the time required for
faculty meetings. The principal has the right to call faculty meetings. The
frequency, content, time, and other details pertaining to faculty meetings
shall be determined by the principal after consultation with the faculty.
Faculty meeting should not be held in place of collaboration. In

addition when calling and holding faculty meetings, contract time

should be taken into consideration and every attempt to avoid going

over contract time should be taken.

Negotiated: September 13, 1983

Negotiated:

2019



Policy No. 4070
(Ref:) Procedures No. 4070
(Ref:) Rules and Regulations No. 4070
PERSONNEL CERTIFIED
1.0 JOB SHARING
1.1 The Board of Education recognizes that instruction is the most important
single activity of the school system. The primary function of all other departments
of the school system is to support the instruction program and to maintain a
quality program of education for the school system. Job sharing is encouraged
under conditions that will attract and hold the highest qualified personnel.
1.2 Eligibility for Participation
1.2.1 Consideration for participation on a job sharing team requires a
minimum of two years of successful teaching experience in Alpine School

District.

1.2.2 Recommendation Approval by the principal/supervisor of the school
where the proposed job share would occur.

1.2.3 Agreement of the applicants to a minimum of one (1) full year of job
share service.

1.3 Negotiated agreement and District policies and procedures shall govern
salary, fringe benefits, and all other aspects of the program.

1.4 The District may terminate the program at its option. In such an event,
impacted teachers shall be given an opportunity to be assigned to another
teaching position.

Board Approved: December 9, 1986

Negotiated 2019



Policy No. 4073

PERSONNEL CERTIFIED

1.0 STANDARDS OF DRESS AND GROOMING

1.1 Dress and Grooming - Faculty

1.1.1 As fads and extremes of dress and appearance tend to attract
improper attention to the individual, the Alpine School District Board of
Education requires its personnel to conform to standards that avoid
extremes and exemplify personal cleanliness.

1.1.2 Faculty members shall be well groomed and expected to dress in a
professional and appropriate manner.

1.1.3 Adherence to these standards is the responsibility of the employee.
The enforcement of these standards is the responsibility of the school
principal and his/her staff.

1.2 Guidelines

1.2.1 Whiskers-Facial Hair: Neatly timmed beards, goatees and
mustaches.

1.2.2 Hair: Must be clean and well-groomed.
1.2.3 Clothing: Must be clean, neat and modest. Cutoffs and/or “grubbie”
clothing are prohibited. Casual wear may be worn to special activities

approved by the principal.

1.2.4 Footwear: All personnel are required to wear appropriate footwear.

Negotiated: 1982

Negotiated:

2019



Policy No. 4075
PERSONNEL CERTIFIED
1.0 EDUCATOR PREPARATION TIME

1.1 Recognizing that educator preparation time is a valuable component of the
education process, the Alpine Board of Education hereby establishes specific
guidelines for the implementation and supervision of educator preparation time. It
should be understood that the time set aside for preparation purposes is to be
used toward the improvement of the teaching process.

1.2 The time is to be used by each educator in correcting assignments, creating
lesson plans, and doing other activities which are related to his their teaching
duties.

1.3 The use of this designated period shall not be used routinely for unrelated
tasks such as hall duty and lunchroom duty.

1.4 Occasionally, the principal or supervisor may ask an educators to perform
school-related tasks during his their preparation period. Educators may accept,
provided that they are hefshe-is not engaged in professional activities which they
he/she considers to be of a higher priority.

1.5 Until such time as monies are available to establish appropriate preparation
periods for elementary educators, principals are given flexibility in organizing
school schedules. Flexible scheduling, teaming, spot-media center supervision,
30 minute lunch periods, and other innovations, if practical, may be used to
develop a preparation schedule.

1.6 The district administration will support the preparation time concept by
assisting those elementary schools which do not have the optional preparation
afternoon and who desire to acquire it by providing busing and other logistical
support.

1.7 The elementary preparation program piloted during the 1992-93 school year
is an accepted traditional and/or extended year schedule; however, starting and
ending times may be changed as needed.

Negotiated: September 13, 1983

Negotiated Revision: September 8, 1993

Negotiated 2019



Policy No. 4075.1
PERSONNEL CERTIFIED
1.0 ELEMENTARY EDUCATOR PREPARATION TIME

1.1 The Board agrees to work with the association in providing preparation time
for elementary educators. In the process, all parties concerned must keep in
mind that the changes and practices designed and implemented must contribute
to the general welfare and educational progress of the children we serve and
within our ability to finance such a program.

1.2 In support of the above declaration, the District and the certified employee
organization that represents a-majerity the greatest number of certificated
employees will cooperatively develop an evaluation process to assess the
effectiveness of the program. The termination of the program must be through
negotiated agreement between the Association and the District.

1.2.1 Approximately 20 certificated educators will be hired as specialists
for elementary schools. The specialist shall have the same preparation
time provided teachers in their building: i.e., if teachers in a building
receive 30 minutes preparation time per week, then the specialist would
have 30 minutes per week. If the specialist provides service to more than
one school, the specialist shall not have preparation time in both schools.

1.3 The Board agrees to provide four hours of aide time for twenty (20) extended
year and traditional schools to help provide coverage for the morning recess,
some additional coverage for noon recess and seme-clerical-time coverage for
media center or library time.

Negotiated: November 1, 1985
Negotiated Revision: October 14, 1986
Negotiated Revision: May 19, 1992
Negotiated Revision: September 8, 1993
Negotiated Revision: August 21, 1995
Negotiated Revision: August 16, 1996
Negotiated Revision: March 14, 1997

Negotiated Revision: July 26, 2000

10



Negotiated Revision: June 12, 2007
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Policy No. 4076 aé

PERSONNEL CERTIFIED
1.0 STUDENT EDUCATORS

1.1 Educators are encouraged to cooperate with universities in assisting
university students in their study and training to become qualified educators.
Educators may make application for student teachers to their principal.

1.2 As a general rule, educators that are serving as a cooperating teacher
for a university, should not be used for substitutes or any other duty that
takes them away from serving as a cooperating teacher.

1.3 As a general rule, educators that are within j# their first three years in
Alpine School District and/or completing an ARL should not be used as a
cooperating teacher. Exceptions would require supervisor approval.

Board Approved

Negotiated 2019
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Policy No. 4019

(Ref)Procedure No. 4019

PERSONNEL CERTIFIED

Definition: Calendar day includes contract days, weekends, and holidays combined.

1.0 HEALTH, AND DISABILITY, AND POSTPARTUM LEAVE

1.1 Educators with less than three years continuous current experience in the
district, are granted health and disability leave as follows:

1.1.1 A maximum of up to seven (7) working days may be granted
annually in the event of health or disability absence.

1.1.2 Health and disability may accumulate up to maximum of twenty-one
(21) working days at the beginning of the third year of employment.

1.1.2.1 During the absence of an educator for health or disability
reasons, the educator's full salary shall be paid for the cumulative
days used.

1.1.3 Beyond the cumulative health and disability leave, when an educator
is absent because of health or disability reasons, an educator's salary
shall be paid as follows:

1.1.3.1 A certified educator's salary shall have the cost of a
substitute salary deducted for any health or disability leave taken
beyond the earned cumulative days up to a combined maximum of
180 calendar days.

1.2 Educators who have completed three or more current consecutive years of
employment with the district, are granted health and disability leave for 180
calendar days beginning with the first day of disability.

1.2.1 An educator who has exhausted the 180 calendar days of health and
disability leave and returns to work on the 181st calendar day must obtain
a release to return to work letter from their primary care physician,
releasing them to return to work without restriction, or reasonable
accommadation.

1.2.1.1 Any accommodation must be in place before the 181st
calendar day of absence. (This will mean that accommodations
must be requested with enough advance notice for the District to
comply).

13



1.2.1.2 The employee who uses 180 calendar days of health and
disability leave and returns to work will be placed on sick leave
probation. Sick leave probation begins with the upcoming year and
extends to the employee 21 calendar days annually, of health and
disability leave for two years. These days are not cumulative. Upon
successful completion of sick leave probation, the employee will
have their 180 calendar days of health and disability leave restored.

1.2.2 Should an employee be unable to return to work on the 181st
calendar day of health and disability leave, they will be separated from
employment.

1.2.3 Health and disability leave will be recorded relative to the percent of
contract of the employee. (A .5 teacher who takes a sick day is charged
one full day of health and disability leave.) There is not an intent to extend
to part-time employees more health and disability leave than full-time
employees.

1.2.4 Employees who use twenty-one (21) consecutive calendar days of
health and disability leave, or establish a pattern of sick leave usage,
which may indicate misuse, will trigger the beginning count of the 180
calendar days of sick leave usage. The calendar count will begin with the
first day of the iliness/disability for which the 180-day sick leave count is
considering. The 180 day sick leave count may only go back for two years,
unless a recommendation by the sick leave panel to go beyond the two
years is reached.

1.2.4.1 Employees whose sick leave usage indicates a possible
misuse will be notified in writing of the triggering of the 180
calendar days of health and disability leave.

1.2.5 A retired career educator will not be eligible for the 180 days sick
leave benefit. They will earn seven (7) days of sick leave per year which
may accrue to a maximum of 21 days. Individuals other than retired Alpine
employees who were hired prior to March 1, 2006, are eligible for the 180
days sick leave benefit.

1.3 An educator absent from work for a period of twenty-one (21) consecutive
calendar days for health or disability reasons must supply the Human Resources
department with a medical doctor's statement regarding the exact nature of the
disability and shall include the doctor's prognosis of when the employee can
return to work.

1.4 An educator who has taken twenty-one (21) consecutive calendar days or
more of health and disability leave in any one school year or who establishes a
pattern of sick leave use which might indicate a possible misuse, may have the

14



reasons for leave reviewed by a panel consisting of three administrators to be
appointed by the superintendent. The employee will be asked to appear before
the panel. In the event it is determined that the benefit is being misused, the
panel will make recommendations for action to the superintendent and to the
employee.

1.5 If the spouse or child of an educator has surgery or is hospitalized, the
educator may be excused up to three days for the admittance, release and the
day of surgery, but unless the patient is critical the educator should be in school
during the period of recovery.

o 1.5.1 All special requests for health/disability leave beyond that which is
specified in this policy shall be referred to the principal for individual
consideration. At the principal's discretion up to 5 additional days may be
allowed or denied. Upon denial, the employee may appeal directly to the
Superintendent to request additional days.

1.6 Fitness to return to work after prolonged illness or disability will be
determined by the educator's attending physician. In the event of a conflict with
the attending physician the District administration, a second physician may be
consulted at school board expense. In the event of a disagreement between the
two doctors, a third doctor may be consulted to determine disposition of the case.

1.7 When poor health seems to impair an educator's ability to carry on work in a
satisfactory manner, the Board of Education may request the educator to have a
complete physical examination by a competent doctor of medicine.

1.8 Educators should plan their work and provide lesson plans so that their work
will progress normally whenever they must be absent themselves from school.

1.9 Sick leave data is protected by HIPPA and will not be shared with any
unqualified District employee or employee representative without written consent
of the employee.

2.0 LONG TERM DISABILITY

« 2.1Educators shall be provided with a long-term disability insurance policy with
the full cost of the premium being paid by the Board of Education for a full time
employee. The benefits of this policy become effective following the expiration of
the 180 days health and disability leave. The employee must apply and meet the
qualification of Educators Mutual (EMI Health).

e . 2.2 Individuals who were on Long-Term Disability prior to the 1988-89 contract
year and who qualify to stay on Long-Term Disability beyond the initial two (2)
years shall have a waiver of premium to age 65.

e . 2.3 Individuals who qualify for Long-Term Disability during the 1988-89 contract
year and qualify to stay on Long-Term Disability beyond the initial two (2) years
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shall be provided a conversion policy for health and accident insurance only to
age 65. This benefit will discontinue at the close of the employee’s 1988-89
contract year, but no later than August 31, 1989.

o . 2.4 Employees who qualify for Long-Term Disability and qualify to stay on Long-
Term Disability beyond the initial two (2) years shall be provided a supplemental
conversion policy to their Medicare coverage for health and accident insurance
for a three (3) year period. This benefit will discontinue five (5) years from the
date the individual qualified for Long-Term Disability.

« This is a benefit to the employee only and is effective to most employees
qualifying subsequent to the 1988-89 school year.

« . 2.5 Employees who qualify for Long-Term Disability after June 30, 2011 will no
longer be provided a supplemental conversion policy to their Medicare coverage
for health and accident coverage for a three (3) year period.

« . 2.6 Beginning September 26, 2015 Tier 1 employees (as defined by the Utah
Retirement System) who qualify for Long-term Disability (LTD) will have an
elimination period of 120 days. Tier 2 employees (as defined by the Utah State
Retirement System) who qualify for Long-Term Disability (LTD) will have an
elimination period of 180 days.

3.0 POSTPARTUM LEAVE

3.1 Employees are allowed to use health and disability leave for postpartum
recovery. See (link) for further information.

*See Policy No. 4047, ltem 1.61Negotiated: November 1, 1985
Negotiated Revision: August 25, 1987

Negotiated: September 27, 1988

Negotiated Revision: June 16, 1989

Negotiated: June 16, 1989

Negotiated Revision: June 16, 1989

Negotiated Revision: November 26, 1991

Negotiated Revision: May 24, 2011

Negotiated Revision: May 21, 2013

Negotiated Revision: May 6, 2014
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Negotiated Revision: May 2015
Negotiated Revision: April 2017
Negotiated Revision: May 3, 2018

*Information ltem: Re: Long-Term Disability
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FAQs Maternity/Postpartum Sick Leave

= What kind of leave is available to me after I have my baby?

We are happy to help you during this exciting time! Alpine School District follows
the health & disability leave policy for Maternity/Postpartum Sick Leave.

e #4019, certified

o #4412, classified

+% How many sick days are allowed for maternity/postpartum sick leave?

Depending on the nature of your delivery you will have between 6-8 weeks for
recovery. Alpine School District’s sick leave is a consecutive calendar count, which
includes weekends and all Holidays.

# Are all of my maternity/postpartum sick days paid for?

Approved sick leave is paid leave. The payment of sick leave is determined by
whether you are a provisional or tenured employee. Provisional employees have 7
days of fully paid sick leave per year and can accumulate up to 21 days over a 3-
year period. These days are at full pay with no dock to the employee. The rest of a
provisional employee sick leave will have a $50-day dollar dock for certified and
$30-day dock for classified. Once an employee is tenured (start of the 4th year of
contracted employment) then all approved sick leave is at full pay, with no dock.

= What should I do to get my maternity/postpartum sick leave approved?

Once you have delivered your baby, please send the Human Resource Department
(Attn: Sandy DenBoer) a letter from your attending doctor with the date of birth and
the recommendation for recovery. It can be faxed to HR 801-610-8490. Once the
letter has been received your sick leave will be approved and a letter will then be
sent to your administrator and you stating the date you should return back to work.

# Can I extend my sick leave past the approved return date?

Once you have received notification of your return to work date, you can email
Trudy Clark and request additional FMLA time. Employees that have worked for
the district at least one year and have over 1250 working hours in the previous 12
month are eligible. FMLA is an unpaid leave and runs concurrent with your
approved sick leave. You may also use your personal leave.



Policy No. 4027
PERSONNEL CERTIFIED
1.0 COMPENSATION SALARY INDEX

1.1 Salary indexes are used for educators in the District. The salary index is a
means of insuring fair and equitable treatment to all members of the instructional
staff. The schedule is based on training and experience. There is not salary
distinction based on organizational level of the schools.
differential-based-on-sex: The salary schedule for Occupational Therapists, and
Physical Therapists, and School Psychologists are is an exception. There is not
salary differential based on sex.

1.2 In the case of certificated educators who obtain advanced degrees after their
employment with Alpine School District, before recognition of the degree is given
for pay purposes, the educator must receive approval from the Administrator of
Personnel that the degree enhances the educator’s ability to teach in the District
or prepares the educator for other district assignments. The salary lane change
increase is not automatic and is subject to the approval of the Administrator of
Personnel.

1.2.1 In cases where the educator disputes the ruling by the Administrator
of Personnel, a panel consisting of two members appointed by the district
and two members appointed by the association and a fifth person selected
by the four appointees will make a recommendation on the proposed
advanced degree. In cases where the four appointees cannot agree on
the fifth panel member, then the fifth shall be drawn from four final
nominees. Each member of the panel shall nominate two individuals. Each
member may eliminate one of the eight nominees. The four remaining
names will be placed in a box from which the fifth member’'s name will be
drawn. The individual drawing will be determined by a toss of the coin.

1.3 This policy has application to all educators who earn advanced degrees after
June 30, 1987. A current salary schedule can be given through the District
Payroll Department.

Negotiated: October 14, 1986
Negotiated Revision: October 14, 1986
Negotiated Revision: August 25, 1987

Negotiated Revision: June 16, 1989

18



Negotiated Revision: September 18, 1990
Negotiated Revision: June 19, 2001

Negotiated Revision: May 24, 2002
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Policy No. 4028
PERSONNEL CERTIFIED
1.0 SALARY LANE CHANGES

1.1 Salary schedule step changes for experience are automatic and are handled
yearly by the Business Services Department.

1.2 Horizontal lane changes which are made by earning additional hours of credit
or a higher degree are not automatically handled by the Payroll Department.
Verification and qualification for a lane change based on additional training must
be presented by the employee to the School Board Office by the 10th of the
month in which they may qualify. (Contingent upon approval, the payment will be
reflected in the next month's check.) The lane change for those who turn in their
information after May 10 will be reflected in the September pay check and will not
be retroactive for the summer checks.

1.3 Only those credits taken after earning both the original certification and a
bachelor's degree (or higher) from an accredited institution of higher learning
shall be recognized towards salary lane changes. This applies to all credits
regardless of when they were earned.

1.3.1 QUALIFICATION FOR STEP 27 ON BACHELOR'S LANE V - Those
educators who have been awarded the Bachelor's plus 50 lane in Alpine
School District cannot move to Step 27 unless they complete 20 semester
hours.

1.3.2 The program must be complimentary to and in support of the
educator's major teaching assignment.

1.3.3 In the event of a conflict on proposed program, an appeal may be
made to the Superintendent of Schools, or his designee and the
Association president jointly.

1.3.4 The program program allows those educators with a Bachelor's plus
50 to earn credit to move to Step 27 on the salary schedule. In order to
move to Lanes VII (M.S. Degree + 20 semester hours) and VIII (M.S.
Degree + 37 semester hours) an educator must have a Master's Degree
from an accredited university.

1.3.5 Eligibility for this step change includes having completed 26
qualifying years as determined by step attainment on the Alpine School
District salary schedule. Verification of qualification for this 20 semester
hour program and a lane change application must be presented to the
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Human Resource Office by the 10th of the month in which they may
qualify.

1.4 The following lane change requirements also apply beginning July 1, 1983:

1.4.1 Three Five semester hours of district prior approved inservice credit

or Utah-State USBE approved inservice credit may be earned each school
year to be applied to lane changes beginning the 4983-84 2019-20 school
year.

1.4.2 All lane change credit, both college and inservice, must contribute to
the specific assignment of the teacher and/or be educationally career
enhancing for the applicant.

1.4.3 The inservice activity must be approved in advance in the District
Educational Services Department. Individual educators are not required to
obtain prior approval from the Human Resources Office except for the
required 20 quarter hours of prior approved credit to reach the masters
equivalency lane.

1.4.4The decision that the above conditions have been satisfied shall be
determined by the District Human Resources Office.

1.4.6 At least 50% of the lane credit requirements must be college earned
credits as outlined above (with the exception of lane IV, V and VI).

1.4.7 In the event that an educator’s teaching specialty does not align with
suitable college credits, the educator may submit a request to the
appropriate department for prior approval of appropriate inservice or other
credits as a substitution for all or part of the college credit requirement. In
the event the appropriate department Human-Reseurces-Office rules
against the request, it may be appealed referred to Human Resources the
appeals-committee-described-above for a decision.
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1.4.98 Beginning with the 2017-18 school year, contract professional
development days will not qualify for lane change credit.

Note: The above represents a consolidation of “Board Policy EBFB” Negotiated
August 28, 1981, and “Equivalency Credit” (Negotiated Spring of 1983 and

Approved by the Board of Education on September 13, 1983) (See Procedures

No. 3--back of book--for interpretation.)

Negotiated Revision:
Negotiated Revision:
Negotiated Revision:
Negotiated Revision:
Negotiated Revision:
Negotiated Revision:
Negotiated Revision:
Negotiated Revision:
Negotiated Revision:
Negotiated Revision:

Negotiated Revision:

October 14, 1986
August 25, 1987
June 16, 1989
September 18, 1990
May 2006

June 12, 2007

June 16, 2009
September 22, 2009
May 6, 2014

May 12, 2015

May 3, 2018
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Policy No. 4033
PERSONNEL CERTIFIED
1.0 RETIREMENT INCENTIVES & ELIGIBILITY

1.1 To accommodate certificated educators who elect to retire early and to
comply with the requirements of the Age Discrimination in Employment Act, the
following policy has been adopted.

1.2 A certificated educator of the Alpine School District shall receive this benefit if
he/she:

(a) submits the written application form to the Superintendent of the
District by February 1 of the contract year in which the educator retires, (In
the event the Utah State Legislature makes substantial changes to service
requirements or the amount of benefit for full retirement under the Utah
State Retirement System, the deadline will be extended to April 1st.)

(b) is employed by the District as a certificated educator for the required
time period immediately preceding retirement,

(c) retires at the end of a contract (although, for verified health problems
the Board may allow an educator to retire prior to the end of a contract
year and receive this benefit),

(d) agrees to, if requested by the District, substantiate the unreduced old
age insurance benefits (Social Security) and

(e) meets one of the following criteria:

2.0 STIPEND ELIGIBILITY

2.1 Has completed immediately preceding retirement, a minimum of 15 current,
consecutive, full-time years with Alpine School District to qualify for a stipend,
and is or will be, during the contract year of retirement at least 60 years of age, or

2.2 Has completed immediately preceding retirement, a minimum of 15 current,
consecutive, full-time years to qualify for a stipend and has accumulated
sufficient years of service under the Utah State Retirement System rules to
qualify for full, unreduced pension benefits.**

2.3 Educators who are contracted at .5 or greater, and have completed

immediately preceding retirement, a minimum of 15 years of current,
consecutive, service with Alpine School District, and are or will be, during the
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contract year of retirement, at least 60 years of age, shall be eligible for the
stipend using the prorated formula defined in 2.4.1. or

2.4 Educators who are contracted at .5 or greater, and have completed
immediately preceding retirement, a minimum of 15 years of current,
consecutive, service with Alpine School District, and have accumulated sufficient
years of service under the Utah State Retirement System rules to qualify for full,
unreduced pension benefits,** shall be eligible for the stipend using the prorated
formula defined in 2.4.1.

2.4.1 The prorated formula for calculating the retirement incentives for
partial contract service is as follows:

2.4.1.1 The partial contract portion for each of the fifteen
consecutive years immediately preceding the retirement shall be
added together (e.g. .5 + .6 + .714 etc.).

2.4.1.2 The composite total shall then be divided by 15 to arrive at
the average percentage of contract over the fift(e)en-year period.

2.4.1.3 The average percentage shall then be multiplied by the
benefit/stipend of a teacher who is full-time, and on the same step
and lane as the part-time contracted retiree.

3.0 STIPEND CALCULATION

3.1 Educators who qualify under this policy shall receive benefits as described
below provided that any monthly, full Social Security benefits under the Social
Security Act 42 U.S.C. (401 et seq.), which the educator is eligible to receive,
whether actually applied for and received or not, shall be incorporated into the
stipends paid under this policy. The result that the amount paid by the District
plus such full Social Security benefits the educator is eligible to receive shall
equal the stipend amount described below:

3.1.1 Educators retiring after July 1, 2017, will receive a stipend equal to
54% of the difference between the salary schedule base of the Teacher's Salary
Schedule, and the Educator's basic contract amount multiplied by four, plus the
insurance benefit described in 5.0. Part-time contracted employees refer to
5414,

3.1.2 Educators who have less than four years remaining to qualify for full
Social Security benefits, will have the benefit described in 3.0 offset by the
Social Security benefits which the retired educator is entitled to receive
when the individual is eligible to receive full unreduced Social Security.
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3.1.3 If death of the retired educator receiving benefits should occur,
insurance benefits shall continue and stipend benefits shall be paid to the
retired educator's designated beneficiary for the remainder of the time
entitled as if the employee were still living. If there is no designated
beneficiary, the stipend benefits will be paid to the retired educator's
estate.

3.1.4 For purposes of paragraph 4.1 “year” means the consecutive
twelvemonth period beginning with the month benefits start under this
policy and each anniversary thereafter.

3.1.5 Beginning July 1, 2019, school counselor's stipend will be calculated
on a same length of contract as a teacher.

4.0 INSURANCE ELIGIBILITY- Including Post COBRA Benefits

4.1 Has completed, immediately preceding retirement, a minimum of 20 years
(15 of which must be current and consecutive) qualify for the 4, 5, or 6 years of
retired insurance articulated in 5.0, *(1) full-time professional service with Alpine
School District, and is, or will be, during the contract year of retirement at least
sixty years of age.

4.2 Has completed immediately preceding retirement a minimum of 20 years, 15
must be current, consecutive, to qualify for the 4, 5, or 6 years of retired
insurance in 5.0, * (2) full-time professional service with Alpine School District,
and has accumulated sufficient years of service under the Utah State Retirement
System rules to qualify for full, unreduced pension benefits**. This does not
include temporary retirement window special rules.

4.3 Educators who are contracted at .5 or greater and have completed
immediately preceding retirement a minimum of 20 years, 15 of which must be
current, consecutive to qualify for the 4,5 or 6 years of retired insurance in 5.0
professional service with Alpine School District and are, or will be, during the
contract year of retirement, at least 60 years of age, shall be eligible for
retirement incentives under the prorated formula defined in 2.4.1 or

4.4 Educators who are contracted at .5 or greater and have completed
immediately preceding retirement a minimum of 20 years, 15 of which must be
current, consecutive to qualify for the 4,5 or 6 years of retired insurance in 5.0
professional service with Alpine School District and have accumulated sufficient
years of service under the Utah State Retirement System rules to qualify for full
unreduced pension benefits.**, shall be eligible for retirement incentives under
the prorated formula defined in 2.4.1.

4.5 Retirees-who exhaust COBRA benefits may purchase insurance for 106% of
the premium.
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5.0 RETIRED EMPLOYEE INSURANCE BENEFIT

5.1 There are no retired insurance benefits for employees hired on or after March
1, 2006. The retired insurance benefits for employees and/or their eligible
dependents hired before March 1, 2006 are as follows:

5.1.1 Employees who were hired prior to March 1, 2006, and who have
not retired prior to July 1, 2006, will have the following post retirement
insurance benefit for themselves and/or their eligible dependents. The
years of experience are as of July 1, 2006.

1-10 years in Alpine: 4 yrs. of insurance 11-19 years in Alpine: 5
yrs. of insurance 20 or more years in Alpine: 6 yrs. of insurance

5.1.1.1 Part time contracted employees may obtain the insurance
benefits accorded full-time employees by paying the percent of the
premium which represents the difference between 100% (full-time)
and the average percent of contract as defined in 2.4.1.

5.1.2 If the coverage in 5.1.1 expires before the employee is eligible to join
Medicare the employee may purchase the District designated group health
insurance policies at 106% of the regular district rate, after exhausting any
COBRA rights, until he/she is eligible to join Medicare. The payments for
such extended coverage must be in advance and paid at least quarterly.
The employee must maintain continuous coverage, including any COBRA
rights of purchase, with the District's designated group health insurance
policies for benefits under this policy. Part-time contracted employees
qualify for this benefit at the 106% rate.

5.1.3 For those educators hired prior to July 1, 2000 the insurance
coverage will continue for the number of eligible years regardless of
eligibility to join Medicare. Coverage for the retired employee eligible to
join Medicare shall consist only of a supplement to Medicare as outlined in
Policies 4011 and 4016.

5.1.4 If a retiree is covered by a post-retirement medical plan and chooses
not to participate in the Alpine School District medical benefits, they may
sell the Alpine School District medical plan back to Alpine School District

for 25% of the premium for which they qualify. Pleasereferto-policy- #4033
=9

6.0 RETIRED EMPLOYEE DEPENDENT INSURANCE BENEFIT: Including
Post-COBRA Benefits

6.1 Insurance benefits for spouse and/or dependents can be earned by
educators who qualify for eligibility as defined in 4.0. The benefits for spouse and
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dependent coverage are defined in 5.0. Spouse and dependent coverage may
not exceed what is granted to the retiring employee. Part-time contracted
employees may obtain benefits for spouse and dependent coverage by paying
the percent of the premium which represents the difference between 100% (full-
time) and the average percent of a contract as defined in 2.4.1.

6.1.2 If the spouse or dependent becomes eligible to join Medicare
(except as noted in 6.1.5) or is enrolled in another employer sponsored
health insurance plan or is eligible for another employer sponsored health
insurance plan that is fully funded by the employer, the benefits cease
until the spouse is no(t) longer eligible for coverage under the other plan
and again applies for coverage under HIPPA, which allows for a special
enrollment period to maintain continuous coverage when insurance is lost.
The years of spouse and dependent eligibility begin running upon the date
the insurance terminates as a result of the educator retirement regardless
of eligibility or membership in another health insurance plan.

6.1.3 The spouse and dependent coverage in 6.0 shall consist of the
District designated group insurance policies. If the spouse and/or
dependent becomes eligible to join Medicare, the insurance coverage for
the dependent shall consist of the District's supplement to Medicare.

6.1.4 If the spouse and dependent coverage expires under 6.0, the
spouse and/or dependent may purchase the District's designated health
insurance policies at 106% of the regular district rate after exhausting any
COBRA rights, until they cease to be a dependent under health insurance
rules or are eligible to join Medicare or another employee-sponsored
health insurance plan. The payments for such extended coverage must be
in advance and paid at least quarterly. The spouse and/or dependent must
maintain continuous coverage, including any COBRA rights of purchase,
with the District's designated group health insurance policies for benefits
under this policy.

6.1.5 For those employees hired prior to July 1, 2000, the insurance
coverage for the spouse in 6.0 will continue for the period of coverage
regardless of eligibility to join Medicare. The insurance coverage for the
spouse of those employees hired prior to July 1, 2000 who are eligible to
join Medicare shall consist of a supplement to Medicare.

6.2 Benefits of the early retirement incentive program provided by the District are
independent of the Utah State Retirement System. Retirees should carefully
consider the effect of early retirement as it relates to Social Security, State
Retirement, Income Taxes, Medical and Life Insurance, etc.

6.3 Nothing in this policy should be construed to violate any rights an employee
or dependent has under COBRA, ADEA or similar law.
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6.4 All retirees will participate in a special pay plan until the agreement is
terminated by mutual agreement of the Alpine School District and the
professional association representing the majority of the teachers. If an individual
purchases years of service from the State, this shall be paid without going
through the special pay plan. An individual may elect to withhold funds from the
special pay plan to be placed in a flexible spending account.

6.4.1 Calculations for the retirement incentive will be calculated once at
the time of retirement. The total amount will be deposited at the time of the
first retirement payment.

6.4.2 A supplement to MEDICARE Contingency Fund will be established
to help insure the solvency of this benefit. The contingency fund will
consist of two separate funds, the "A" fund and the "B" fund.

6.4.2.1 The "A" fund will contain the current fi(n)ances that are set
aside for the supplement to MEDICARE. It will also contain the
District's annual savings from the retirees participation in the
special pay plan. The District may add additional funds as it deems
necessary. These funds may be accessed to help fund in part any
one or all of the following post retirement benefit costs:

A) Six year post retirement medical benefit program,

B.) Retirement stipend costs, or

C) Supplement to MEDICARE costs.
6.4.2.2 The "B" fund will contain the finances currently set
aside to fund a return to self-insured medical plan, should
that become a viable option in the future. These funds may
be accessed for that purpose if necessary. Interest will
accrue on these funds. It is intended that the necessity of
continuing these funds be reviewed, by the negotiations
teams, at least every five (5) years.

7.0 Once submitted, retirement forms may not be rescinded.

*An approved leave of absence will not constitute a break in service if the
educator returned immediately following the leave.

**Currently, this means to retire with 30 qualifying years of service at any age.
***The word "another" refers to insurance coverage other than that provided by

Alpine School District so long as the district's insurance carrier continues to
require only a single premium payment on the spouse with the later birthday
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when dual insurance coverage exists, i.e. both spouses are employed by Alpine
School District.

**** Any changes made to the retirement benefits in current policy that would
affect current employees eligible for the benefits, the District will open a 30 day
retirement declaration window the year prior to the policy changes going into

affect.
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575 NORTH 100 EAST, AMERICAN FORK, UT 84003-1758
(801) 610-8468 FAX (801) 610-8490
DR. A. KEVIN COX, ADMINISTRATOR OF HUMAN RESOURCES

MEMORANDUM OF UNDERSTANDING

TO: Mike Gowans, President, Alpine Education Association
FROM: Kevin Cox, Administrator of Human Resources

DATE: May 1, 2019

RE: Policy 4033

During the negotiations process in April of 2019, issues relating to Policy 4033 were
discussed and changes were made. A significant section of the policy was determined to most
likely be obsolete and was eliminated. However, the possibility exists that this policy may still
apply to individuals that we have currently been unable to identify. In order to protect employees
from possible harm by eliminating this section, we are recording the deleted part here so that it
can be utilized if needed. The language in question is as follows:

EXCEPTION TO EARLY RETIREMENT BENEFIT
(Refer to Policy 4033)

Educators who moved from full to part time prior to 1993 will be permitted the following
exception to the early retirement policy: If they have obtained 10 or more full time,
contracted, years prior to retirement, and will be at least 60, or if they have obtained 15
years of full time, contracted, employment with Alpine School District prior to retirement
and have accumulated sufficient years of service under the Utah State Retirement rules
to qualify for full defined benefit planned pension benefits under the Utah State
Retirement they will not have consecutiveness broken by years of part time
employment. They will receive a full time benefit because they will be required to be full
time at the time of retirement.

Since this solution does not encompass individuals who moved from full to part time pre
1993 and are currently part time, the district would agree to ask the 29 individuals we
have identified to commit to whether or not they would go full time. They would have a
30 day period to make this commitment. We would then facilitate obtaining full time
employment for these individuals. Beginning with the 1997-98 school year, any who



have not been offered a full time job would be able to count that year and any
succeeding years as full time qualifying years toward the full time benefit. When a full
time contracted position is offered and rejected, the district’s obligation to obtain full time
employment for that individual and therefore, district obligation to provide any Alpine
School District retirement incentive ceases.

Negotiated August 1996



Policy No. 4048

PERSONNEL CERTIFIED

1.0 PRIOR EXPERIENCE

1.1 Educators who have previously taught outside Alpine School District and who
have not retired from a career in education, shall be awarded year for year

experience, en-the-salanrschedule-asfollows: up to step 10 on the salary

schedule.
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1.1.2 The Alpine School District Board of Education allows credit to newly hired
teachers who held a valid state teaching certificate at the time of their previous
teaching experience. This past experience must be documented upon the
request of the Human Resources Administrator.

1.1.3 The applicant must teach a minimum of 91 contract days in any given year
to receive experience credit for that year, or begin contracted teaching on or
before the first day of the second semester.

1.1.4 Experience credit will be allowed if the candidate's past certified experience
occurred in any of the following circumstances.

31



1.1.4.1 Public School experience in any state.

1.1.4.2 Private school experience for state recognized private school with
enrolled students of public school age. (Ages 5-18)

1.1.4.3 Full-time seminary instruction.

1.1.4.4 Higher education institutions upon presentation of documentations
of accrued experience; the years of experience; and provided the
instructor held a valid public school certificate.

1.1.4.5 Intern experience will be given provided the experience was
contracted and occurred within the State of Utah. Seniority will be based
on the date of hire in Alpine School District.

1.1.4.6 State institutions, such as the Utah State Training School, provided
the candidate held a valid Utah public school teaching certificate.

1.1.4.7 Experience credit is not allowed for either part or full-time
substitute teaching.

1.1.4.8 Experience is not allowed for volunteer service in the schools.
1.1.4.9 Experience is not allowed for military service.

1.1.4.10 Half-time experience may be considered for allowance of full-time
teaching, such as kindergarten assignment.

1.1.5 Salary placement for newly hired teachers will be tentative; the step and/or
lane placement may be adjusted retroactively when credits, degrees, and
experience are appropriately confirmed and approved.

1.2 Full-Time Equivalency

1.2.1 The association and the school district agree that “full-time
equivalency” relating to college and higher learning institutions shall be
certified by the institution from which the employee came and that one-half
year or more of experience shall be recognized as a full year of
experience on the salary schedule providing a teaching certificate has
been earned prior to the experience.

1.3 Educators who have previously taught in Alpine School District and who are
rehired after January 1, 1997, provided that they have not retired from a career in
education, shall be awarded experience on the salary schedule as follows:

1.3.1 All years of Alpine experience.
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1.3.2 If the teaching experience in Alpine was less than seven years, the
hiree will be permitted to count years of experience from other districts
according to 1.1.1 above. These years may only be counted to enable the
hiree to reach Step 7 using a combination of Alpine and other district
years.

1.3.3 The date of hire will be the day the teacher signs the new contract. A
new seniority number will be assigned the individual on the basis of this
signing date as per Policy No. 4096 (1.3.1).

1.3.4 Fringe benefits will be determined by Policy No. 4047 (1.6.1).

1.3.5 Retirement and fringe benefits will be based on years of continuous
service in Alpine School District if the hiree had been a classified
employee immediately prior to becoming a certified employee in Alpine
School District.

1.3.5.1 Seniority commences with the first day the retiree signs
their contract. As established as per Policy No. 4096 (1.3.1).

1.3.5.2 The individual will be considered a provisional employee
and will be evaluated as per Policy No. 4057 (1.3.1).

1.4 Retirees from a career in education may apply for contracted positions.
Supervisors shall not hold positions for retirees. A completed application does
not guarantee the retiree a position. Employment, prior experience, and benefits
shall be based upon the following:

1.4.1 Utah Retirement System (URS) retirees may not be hired on a
contract until one year from their URS retirement date. sigh-a-centract-until

the-day-afterthey-have officiallyretired.
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half i TRRE 6] the | liately followina their official
retirement-date from-the URS.

1.4.3 Retirees who are hired with prior experience, will be "at-will"
employees for two years.

1.4.4 Salary schedule placement shall not exceed Step 4 (Step 7 if hired
prior to March 1, 2006) of the appropriate lane for which the employee is
qualified.

1.4.5 Rehired Alpine School District retirees will be permitted to continue
to receive their Alpine School District Retirement Incentive benefits.
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1.4.6 Hired retirees will not be eligible for any Alpine Retirement Incentive
benefits.

1.4.6.1 Individuals, other than retired Alpine employees, who were hired
prior to March 1, 2006, are eligible for the same Alpine Retirement
benefits as all other Alpine employees.

1.4.6.2 The post retirement medical benefit accrued by Alpine
retirees will run simultaneously with their active employee
insurance benefit.

| Utah Reti . i 104k}
1.4.8 The employee is responsible for meeting all requirements to enable
continuation of the Utah State Retirement benefits.

1.4.10 Contracted employment with Alpine School District cannot begin
until one year after the retirement date as defined by the URS.

1.5 If an individual graduated and then received their teaching certificate, credits
earned in the intervening time may be used for lane change.

1.6 If non-teaching experience is granted, it will be granted in accordance with
1.1 of this policy.

1.6.1 The experience must be related to the individual's area of
certification.

1.6.2 Ninety-one (91) or more full time working days in a given year will
equal one year's experience.

1.6.3 The individual shall be treated as a provisional educator for the
purposes of evaluation (Policy No. 4057 (1.3.1)).
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Procedure No. 4057(a)

(Ref.) Policy No. 4057

PERSONNEL CERTIFIED

EDUCATOR EVALUATION

1.0 REGULARLY SCHEDULED EVALUATIONS Observation Process

1.1 At the beginning of the evaluation process an orientation and fifteen days
advanced notice is required unless otherwise mutually agreed upon. Specific
times for announced evaluations is recommended.

1.2 For the first year provisional teacher (Level 1) performing in an acceptable
range (emerging effective, highly effective) two summative evaluations are
required. For those who receive a not effective, the process in number 1.5 will be
followed.

1.2.2 For provisional teachers (Level 1) in their second and third year of
teaching, performing in an acceptable range (emerging effective, effective,
highly effective), one summative evaluation is required if agreed upon by
the teacher and administrator. Otherwise, two summative evaluations will
be required. For those who receive a “Not Effective,” the process in
number 1.5 will be followed.

1.3 For those career teachers (Level 2) performing in an acceptable range
(effective, highly effective) one evaluation is sufficient. A midyear conference is
suggested and post-conference is required. If the evaluation will contain any
score below an effective or scores which would affect the educator’s pay, it is
suggested that the post-evaluation conference be held within two working days.
This would not preclude principals from working with teachers to improve
individual areas of concern (for example, helping teachers improve a score of
effective).

1.4 For those career teachers (who have not been placed on probation) who
receive an overall score of not effective, minimally effective on any performance
expectation of a summative evaluation and who, therefore, need to have
additional evaluations, a letter of improvement could be prepared and this
process will be followed:

1. 1.4.1 There would be two formative announced evaluations and one
summative announced evaluation which are not cumulative. These should
occur over at least a period of 30 calendar days. The summative
evaluation would be the only one which counts as the final effectiveness
rating.
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1.4.2 The pre- and post-evaluation conferences are necessary for
all evaluations. It is suggested that the post-evaluation conference
occur within two working days after the evaluation.

1.4.3 During the formative evaluation an accommodation could be
made for not observing all ten standards. This would require
agreement between the principal and teacher in the pre-evaluation
conference.

1.4.4 If the educator scores effective or above on the summative
evaluation, there would be no need to continue the evaluation
process.

1.4.5 When an unannounced observation is made:

1.4.5.1 A formal notification of the possibility of unannounced
observations should be given to an educator who needs
additional observations because of scoring a minimally
effective or below.

1.4.5.2 When an unannounced observation is made, an oral
debriefing is required and it is suggested that this occur
within two working days after the observation.

1.4.5.3 It is suggested that a reasonable number of
unannounced observations be made. Unannounced
observations will be for the purpose of observing areas of
concern only (minimally effective or below).

1.5 For provisional teachers who have received a not effective on their
summative evaluation and probationary teachers an improvement letter will be
prepared. For probationary teachers, there will be two formative announced
evaluations and one summative announced evaluation. The summative
evaluation would be the only one which counts and it is not cumulative. All ten
scales will be observed for the two formative and one summative evaluation.
Unannounced observations will be for the purpose of observing areas of concern.
It is recommended that within two working days after each of the two formative
evaluations that feedback be given, however, only the final summative evaluation
scores must be given to the teacher. If an improvement letter is needed, the letter
must be delivered or mailed within fifteen calendar days of the final evaluation.
The contents should be discussed with the educators unless it is necessary to
send the letter by certified mail.

1.6 Alpine School District will comply with State/Board Rule and Administrative
Code.
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Policy No. 4087

PERSONNEL CERTIFIED

1.0 ORDERLY TERMINATION POLICY FOR CERTIFICATED PERSONNEL
1.1 Definition of Terms

1.1.1 CAREER EDUCATOR: Any certified educator who has completed
three or more successful years of half-time or greater teaching experience
in Alpine School District and who has not been retained as a provisional
educator or has not been placed on probation. Educators with prior
service may also be classified as career educators as outlined in 1.1.2.1
below. These individuals have a reasonable expectation of continued
employment.

1.1.2 PROVISIONAL EDUCATOR: An educator who has served less than
three full years in the District.

1. 1.1.2.1 Any educator who transfers into the District with one year
previous experience shall be classified as a provisional educator for
two years [see Policy No. 4048 (1.1.4)]. However, teachers with two
or more years of previous successful teaching experience shall be
moved to the career educator status and the Basic Professional
level* after their first year if their evaluation is satisfactory and if
they are recommended by their principals.

*Career Ladder designation

1.1.3 EDUCATOR: All teaching and professional personnel of a school district,
except administrators, (those paid on the administrative salary schedule) who
hold positions requiring certification/license and valid endorsements issued to
them by the State Board of Education.

1.1.4 PROBATIONARY EDUCATOR: A career educator who, because of
unsatisfactory performance, is placed in a probationary status for the purpose of
remediation.

1.1.5 CONTRACT TERM: The period of time an educator is engaged by the
school district pursuant to a contract whether oral or written. Alpine School
District contracts will begin July 1 and will end on June 30.

1.1.6 TERMINATION:

1.1.6.1 Failure to renew the contract of a career educator for a succeeding
contract term.
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1.1.6.2 Reduction in salary of any educator not generally applied to all
educators in the employ of the school district during such educator’s
contract term.

1.1.6.3 Change of assignment of an educator with an accompanying
reduction in pay, unless the agreement of the educator for such reduction
has been obtained in writing.

PERSONNEL CERTIFIED
2.0 TERMINATION PROCEDURES
2.1 PROVISIONAL EDUCATORS:

2.1.1 Provisional educators are at-will employees and have no expectation
of continued employment.

2.1.2 If a principal/supervisor recommends that the district not issue a
provisional educator a contract for a subsequent year, the principal
submits a letter to the Superintendent or a designee requesting that the
provisional educator be officially notified of the district's intention not to
extend the contract for the following year.

2.1.3 At the conclusion of the third year of provisional status, the
principal/supervisor may recommend that a provisional educator be
retained on a provisional status (not to exceed two additional years) by
submitting a letter to the Superintendent or a designee requesting that the
provisional educator be officially notified of the district's intention to retain
the educator on provisional status.

2.1.4 The Superintendent or a designee shall hand deliver the notice or
send it by certified mail to the person's last known address. The notice
shall indicate the district's intent to not issue a contract for the subsequent
year or to retain the educator on provisional status. Written notice shall be
mailed or delivered no later than April 1. In the event the school calendar
provides for less than 60 days notice from April 1 to the last day of school,
the date shall be adjusted to provide for 60 calendar days.

2.1.5 In cases of extreme incompetence or unsatisfactory performance, as
determined by the principal, provisional educators may be terminated by
the Superintendent or a designee upon receipt of thirty (30) days written
notice.
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2.2 CAREER EDUCATOR:

2.2.1 If a career educator is not performing in an acceptable and
satisfactory manner, the superintendent or a designee may:

2.2.1.1 Officially place the career educator on probation for
remediation by a written notice hand delivered or sent by certified
mail. This written notification shall be delivered to the career
educator not later than March 7. The career educator on probation
shall retain the rights as provided in 2.2.2.

2.2.1.2 The career educator shall be given a period of time in which
to correct the problem(s)/remediation giving rise to anticipated non-
renewal. This time is a time of probation/remediation and shall be
for at least 30 days. At the discretion of the principal in consultation
with District officials, the length of the probation/remediation period
may be increased beyond 30 days. The principal shall meet with
the career educator to discuss the course of action set out in the
notice of probation/remediation, including the principal's
involvement, goals, methods of achieving them, and a time frame
for the same.

2.2.2 If a principal in conjunction with district administration determines
after the period of probation/remediation that the career educator has not
been successfully remediated and that the contract shall not be renewed
for the subsequent year, the following procedure will occur:

2.2.2.1 Termination Notice - The Superintendent or a designee
shall provide written notification of the district's intention not to
renew the career educator's contract. The notice shall contain a
clear and concise statement that the contract will not be renewed,
the reasons for the termination (and the entitled right to request an
informal conference with the Superintendent or designee). This
notice shall be hand delivered to the educator or sent by certified
mail to the educator's last known address not later than April 20th.

2.2.2.2 Informal Conference Request - Following the receipt of the
written notice the educator may request an informal conference
with the Superintendent or a designee. The request must be
submitted in writing to the Superintendent within 15 days of the
date of hand delivery or the mailing. The conference will be held as
soon as practical. The educator may bring a representative to the
informal conference, however no legal counsel or witnesses will be
permitted.
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2.2.2.2.1 The Superintendent or a designee shall notify the
teacher of the results of the informal conference.

2.2.2.2.2 An educator who requests an informal hearing with
the Superintendent or a designee may also formally request
through written notification a hearing as noted in 2.2.2.3.

2.2.2.3 Challenges to Termination - If an educator does not desire
an informal conference with the Superintendent or a designee but
wishes to challenge the proposed termination, the educator may
request a hearing as described in section 2.3. The educator may
not appeal directly to the Board of Education. The request must be
in writing to the Superintendent within 15 days following the hand
delivery of the mailing. The hearing panel shall be selected within
10 days following the educator's request to the Superintendent.

2.2.2.4 Failure to Request a Hearing - If the educator does not
request in writing a hearing within 15 days the termination will be
considered complete and the written notice of final termination by
the Board of Education, effective the date stated and the notice of
non-renewal shall serve as the final written notice of termination.
No further review by either a hearing panel or by the Board will be
provided.

2.2.3 Hearing Procedure

2.2.3.1 At the beginning of every other school year, (beginning with
the 2020-21 school year) the teacher's association and the district
shall select ten individuals each (20 total), all of whom are current
employees of Alpine School District, to serve as candidates for any
hearing panel that may be convened for that school year. These
individuals shall be provided training on concepts relevant to
serving on a hearing panel. In the event that either team loses a
member (i.e. retirement, termination, etc.), an additional training will
be held for new panel members.

2.2.3.2 A hearing panel shall consist of a five member panel. The
panel members shall be selected as follows:

2.2.3.2.1 Prior to the selection of the hearing panelists, any
member of the pool who is determined to have a conflict of
interest shall be excused from serving on the panel. A
conflict of interest may include: supervisor, witness,
colleague, serving in the same building, close personal
friend, etc.
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2.2.3.2.2 Panelist(s) shall make a self-declaration regarding
any conflict of interest. Panelist(s) will provide an explanation
of the conflict.

2.2.3.2.3 After panelists have declared any conflict of
interest, each side may challenge any one individual from
the other side's remaining pool relative to a perceived
conflict of interest. The conflict of interest must be specified.
The particular panelist will then be excused from serving on
the panel.

2.2.3.2.3.1 After the elimination of candidates from
the pool based upon conflict of interest, each side
shall adjust by deletion the number of remaining
candidates in order to create an equal number of
candidates on both sides.

2.2.3.2.4 Each side (the district and the association) shall
select one member from their own remaining pool. This
leaves each side with an equal number of remaining
candidates. Each side shall then eliminate sufficient
candidates from the other side's remaining pool to leave a
maximum pool of five. From this pool each side shall select
one candidate from the other's pool to serve on the panel.
The remaining names from each side's pool shall then be
placed in a box from which the fifth member's name shall be
drawn. The side drawing the name shall be determined by a
toss of the coin.

2.2.3.2.5 The five members will determine, by a simple
majority vote, the panelist who will serve as chair of the
hearing panel.

2.2.3.3 The educator and the district shall receive a list of witnesses
and copies of all documentary evidence to be used in the case at
least 10 days prior to the commencement of the hearing.

2.2.3.4 The educator has the right to counsel: to subpoena
witnesses; to hear testimony against him/her; to cross examine
witnesses; and to examine documentary evidence submitted to the
panel, and such other rights provided by law.

2.2.3.5 At the conclusion of the hearing, the panel will retire and
deliberate. Upon reaching a decision by simple majority vote, the
panel will make written findings of fact and conclusions including a
minority report if the decision is not unanimous. A copy of the
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panel's findings and conclusions (majority/minority) shall be
delivered submitted by personal delivery or certified mail to the
educator, the Board of Education, the Superintendent and the
Association.

2.2.3.6 Either side may appeal the panel decision to the Board of
Education. An appeal must be requested in writing to the Board
within 10 days of the conclusion submission of the report of the
hearing panel. If an appeal is not filed within the 10 days, the
decision of the hearing panel will stand.

2.2.3.6.1 The Board of Education will meet in a closed
session to consider the appeal. Counsel for both sides may
be present to represent the majority/minority opinions.
During this session, both sides may take up to 20 minutes
each to present their position as it relates to the majority and
minority opinions of the hearing panel. An additional 10
minutes per side will be allowed to present any rebuttal. The
Board of Education may ask questions during this process.
At the conclusion of the rebuttal period the Board may ask
questions. Evidence may not be introduced beyond that
which was presented to the hearing panel. At the conclusion
of the presentations, everyone but the elected members of
the Board of Education shall be excused. The Board will
then deliberate the outcome of the appeal.

2.2.3.6.1.1 If the Board of Education uses legal
counsel, it must be from a different firm than the one
used to represent the district's position during the
appeal.

2.2.3.6.1.2 No school board member shall have
communication regarding the hearing appeal with any
individual who is not a member of the school board,
other than any legal counsel as defined in 2.2.3.6.1.1.
until the Board takes action on the appeal.

2.2.3.6.2 The Board of Education may either accept or reject
the findings of the majority hearing panel. The Board will
take official action regarding the outcome of the appeal at
the next regularly scheduled School Board business
meeting. Such action shall be final.

2.2.3.6.2.1 If the Board of Education rejects the

decision of the hearing panel they must state their
rationale.
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2.3 Nothing here shall be construed to limit the right of either the Board or the
educator to appeal to an appropriate court of law.

2.4 Items to be considered in an orderly termination process must also satisfy the
provisions of Alpine School District Board of Education policy Number 4054
(Personnel Records).

3.0 TERMINATION FOR CAUSE
The active service of any educator may be terminated by the district for cause.
Notification to the educator shall be given in writing at least thirty days prior to the
proposed date of termination. Causes for termination or non-renewal include:

3.1 Insubordination. Defined as "Refusal to obey a directive which a supervisor is
entitled to give and have obeyed".

3.2 Improper or unlawful physical contact with students.

3.3 Manufacturing, possessing, using, dispensing, distributing, selling, and/or
engaging in any transaction or action to facilitate the use, dispersal, or
distribution of any illicit (as opposed to authorized) drugs or alcoholic beverages
on school district premises or as a part of any school district activity.

3.4 Falsification of information supplied to the district (such as: application,
employment data, reports, testing data).

3.5 Failure to obtain or maintain an appropriate license.
3.6 Theft of District property.

3.7 Inability, incapability, or failure to perform essential job functions despite
reasonable accommodations.

3.8 Evident unfitness to perform teaching duties.
3.9 Violation of District policy which is of sufficient gravity to warrant termination.
3.10 Conviction of a crime which has a rational nexus to education.

3.11 Conduct which is harmful to students and which is of such a negative nature
that it warrants termination.

4.0 REDUCTION IN FORCE

Nothing in this policy shall be construed to preclude staff reduction when
necessary to decrease the number of educators because of the discontinuance
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of a particular service, decrease student enroliments in the District, because of
the shortage of anticipated revenue after the budget has been adopted or
because of school consolidations. Reduction in force shall be governed by the
Reduction in Force policy.

Board Approved: November 13, 1984

Negotiated Revision: October 14, 1986

Negotiated Revision: August 25, 1987

Negotiated Revision: June 19, 2001

Negotiated Revision: May 18, 2010

Negotiated Revision: May 2012
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