2016 - 2017

COLLECTIVE BARGAINING AGREEMENT

BETWEEN

SAINT PAUL PUBLIC SCHOOLS
INDEPENDENT SCHOOL DISTRICT NO. 625

AND

PROFESSIONAL EMPLOYEES

ASSOCIATION

January 1, 2016 through December 31, 2017

Saint Paul

S PUBLIC SCHOOLS




Saint Paul

PUBLIC SGCHOOLS

A Waorld of Opportunities

SAINT PAUL PUBLIC SCHOOLS
independent School District No. 625

Board of Education

Jon Schumacher Chair

Zuki Ellis Vice-Chair
Chue Vue Clerk
Steve Marchese Treasurer
John Brodrick Director
Jean O'Connell Director
Mary Vanderwert Director



ARTICLE TITLE PAGE
Preamble (.o, 4
Atticle 1. RECOGNION ... et et een et 5
Article 2. Management RIGES ..ot 5
Article 3. Maintenance of Standards.........c.cocociiiiiiii oo 5
Article 4. Check Off and SEIVICe FEE ......ccciiivieeeeeeeeeee e 6
Article 5. Hours of Work and OVEHIME ..o 8
ATCIE 6. Probation . ...ttt 7
Article 7. SENIOTIY ..o et 8
Article 8. Working Out of Classification ................cccooeeiiii it 8
AMGCIE 9. WO ittt 9
Article 10, Professional GIOWEN ...........c.ccooooiiiiie e eer e 10
Article 11, HOlAAYS ......oooi e, 10
ATHCIE 120 VBCAHOM. ..ottt 1
Article 13. Compensatory Leaves of ADSENCE ..ot e, 11
Artictke 14, Parental/Maternity LBave. ...t e s ea et et 13
Adticle 15,  Employee BenefitS.........cccoiiiiiiiiricie e, 14
ATticle 18, S@VEIANCE PaY ..ottt 18
AICIE 17, Legal SEIVICES ...ovi ittt ee e 19
Article 18, DISCIPHNE ..ottt 19
Article 19, Grievance ProCeAUIE..........ccoeiiiiuiiie oot 20
Article 20, Non-Discrimination .........cccooiiiiiiric e e, 22
Article 21, WOTK SOPDAIE .. oottt 22
ARCIE 22, MIRBGE ..ottt .22
Article 23, SAVING ClaUSE........c.ooiieieecee et ettt et 22
Adticle 24.  Duration and Effective Date........cc.ccoooi oo 23
Appendix A Tilles and Salary ....cc.ocoooiovii i 24
Appendix B Titles and GradesS......ocooveoii oo 30
Appendix C:  Standard RangeS ..., 33
ADDITIONAL INFORMATION

{Not Part of Negotiated Agreement)
Labor Management COOPeration.............co.uiioiiiiio oo, 35
PEX ettt ettt ettt e, 36

TABLE OF CONTENTS




PREAMBLE

This Agreement is entered into between Independent School District No. 625, hereinafter referred
to as the "Employer” and the City of Saint Paul Professional Employees Association, hereinafter referred
to as the “Association,” for the purpose of fostering and promoting harmonious relations between the
Employer and the Association in order that a high level of public service can be provided to the citizens in
the School District.

This Agreement attempts to accomplish this purpose by providing a fuller and more complete
understanding on the part of both the Employer and the Association of their respective rights and
responsibilities.

The provisions of this Agreement shall not abrogate the rights and/or duties of the Employer, the
Association, or the employees as established under the provisions of the Public Employment Labor
Relations Act of 1971, as amended.



ARTICLE 1. RECOGNITION

1.1

1.2

1.3

The Employer recognizes the Association as the exclusive representative for the Professional
Employees Group, as certified by the State of Minnesota Bureau of Mediation Services, dated
May 11, 1988, Case No. 88-PR-2632. This unit consists of the following:

All classified and unclassified professional employees of
independent School District No. 625, St. Paul, Minnesota, as
listed in Appendix B of this agreement who are public employees
within the meaning of Minnesota Statute. § 179.03, Subd. 14,
excluding supervisory, confidential, and all other employees.

The rights and benefits of provisional employees shall be governed by the Civil Service Rules
unless such rights and benefits are specifically amended as to provisional employees by this
contract.

The parties agree that any new classifications which are an expansion of the above bargaining
unit or which derive from the classifications set forth in this agreement shall be recognized as a
part of this bargaining unit, and the parties shall take all steps required under the Public
Employment Relations Act to accomplish said objective.

ARTICLE 2. MANAGEMENT RIGHTS

2.1

2.2

The Association recognizes the right of the Employer to operate and manage its affairs in all
respects in accordance with applicable laws and regulations of appropriate authorities. The rights
and authority which the Employer has not officially abridged, delegated or modified by this
Agreement are retained by the Employer.

A public employer is not required to meet and negotiate on matters of inherent managerial policy,
which include, but are not limited to, such areas of discretion or policy as the functions and
programs of the Employer, its overall budget, utilization of technology, and organizational
structure and selection and direction and number of personnel.

ARTICLE 3. MAINTENANCE OF STANDARDS

3.1

The parties agree that all conditions of empioyment relating to wages, hours of work, vacations,
and all other general working conditions except as modified by this Agreement shall be
maintained at not less than the highest minimum standard as set forth in the Civil Service Rules
of the City of Saint Paul (Resolution No. 3250), and the Saint Paul Salary Plan and Rates of
Compensation at the time of the signing of this Agreement, and the conditions of employment
shall be improved wherever specific provisions for improvement are made elsewhere in this
Agresment.




ARTICLE 4. CHECK OFF AND SERVICE FEE

4.1

4.2

4.3

4.4

The Employer agrees to deduct the Association membership initiation fee assessments and once
each month dues from the pay of those employees who individually request in writing that such
deductions be made. The amounts to be deducted shall be certified to the Employer by a
representative of the Association and the aggregate deductions of all employees shali be remitted
together with an itemized statement to the representative by the first of the succeeding month
after such deductions are made or as soon thereafter as is possible.

Any present or future employee who is not an Association member shall be required to contribute
a fair share fee for services rendered by the Association. Upon notification by the Association,
the Employer shalt check off said fee from the earnings of the employee and transmit the same to
the Association. In no instance shall the fair share fee exceed eighty-five (85) percent of the
membership dues. It is also understood that in the event the Employer shall make an improper
fair share deduction from the earnings of an employee, the Assocciation shall be obligated to make
the Employer whole to the exient that the Employer shall be required to reimburse such employee
for any amount improperly withheld. This provision shall remain operative only so long as
specifically provided by Minnesota law, and as otherwise legal.

The Association agrees to indemnify and hold the Employer harmless against any and all claims,
suits, orders or judgments brought or issued against the Employer as a resuit of any action taken
or not taken by the Employer under the provisions of this Article.

The Association agrees that a service fee of fifty cents (50¢) per member, per month shall be
deducted by the Employer from the amount withheld for dues or fair share prior to remittance of
dues or fair share to the Association.

ARTICLE 5. HOURS OF WORK AND OVERTIME

5.1

52

53

54

The normal hours of work for the employee shall be a minimum of seven and three-fourths (7 3/4)
hours in any twenty-four (24) hour period and thirty-eight and three-fourths (38 3/4) hours in a
seven (7) day period. For employees on a shift basis this shall be construed to mean a minimum
average of thirty-eight and three-fourths (38 3/4) hours a week. '

Employees who work more than seven and three-fourths (7 3/4) hours in any twenty-four (24)-
hour period or more than thirty-eight and three-fourths (38 3/4) hours in any seven (7) day period
shall not receive pay for such additional work except as in 5.4 below.,

It is understood by the parties that Section 28H - Overtime Compensation of Resolution No. 3250
shall not apply to this unit.

In unusual circumstances a department head may grant employees who work more than seven
and three-fourths (7 3/4) hours in any twenty-four (24) hour pericd or more than thirty-eight and
three-fourths (38 3/4) hours in any particular seven (7} day period compensatory time or pay on a
straight time basis for the extra hours worked. The method of this compensation shall be
determined solely by the Employer.



ARTICLE 6. PROBATION

6.1

6.2

6.3

6.4

The probationary period shall be one (1) year for all original and promotion appointees and
employees who have been transferred at their own request or reinstated after resigning in the
Professional Employees unit. In the case of a one (1) year probation, the employee’s progress
report shall be subrmitted to the Human Resources Director at the end of the fourth (4th) and
eighth (8th) month of employment.

Unless the head of the department where the employee is employed at the end of his/her
probationary period shall, during the last month of the employee's probation, certify that the
services of such probationer during the probationary period were unsatisfactory, the employment
of such probationer shall continue, and the probationer shall be deemed to have satisfactorily
completed the probationary period.  If the probationer's service has been certified as
unsatisfactory by the head of the department in which the employee is employed, the
employment of such probationer shall terminate at the end of the probationary period. If the
probationer is entitled to veteran’s preference in accordance with the Veterans' Preference Act of
the State of Minnesota, hefshe shall be entitled to a hearing as required by said Act and in
accordance with Section 16 of Civil Service Rules.

Time served on probation, whether continuous or not, shail be charged to the period of probation.

If any probationer on fair test shall be found incompetent or unqualified to perform the duties of
the portion to which he/she has been certified or transferred, the appointing officer shall report
such fact in writing to the Human Resources Office and may, for reasons specifically stated in
writing and filed with the Human Resources Office, discharge, reduce, or in the case of a
transferee, return to the former position of said probationer at any time during the probationary
period; except that if the probationer is entitled to veterans’ preference in accordance with the
Veterans’ Preference Act of the State of Minnesota, hefshe shall be entitlied to a hearing as
required by said Act and in accordance with Section 16 of the Civil Service Rules.

If a promotional or a transferee probationer is found unsatisfactory because hefshe is
incompetent or unqualified to perform the duties of the certified or transferred position, the
probationer shall be reinstated to his/her former position or to a position to which the employee
might have been transferred prior to such promotion; except that if the probationer is entitled to
veterans' preference in accordance with the Veterans' Preference Act of the State of Minnesota,
he/she shall be entitled to a hearing as required by said Act and in accordance with Section 18 of
the Civil Service Rules,




ARTICLE 7. SENIORITY

7.1

7.2

7.3

7.4

7.5

7.6

Seniority, for the purpose of this Agreement, shall be defined as follows: The length of
continuous, regular, and probationary service with the Employer from the date an employee was
first certified and appointed to a class tifle covered by this Agreement, it being further understood
that seniority is confined to the current class assignment held by an employee. In cases where
two or more employees are appointed fo the same class title on the same date, the seniority shall
be determined by the employee’s rank on the eligible list from which certification was made.

Seniority shall terminate when an employee retires, resigns or is discharged.

In the event it is determined by the Employer that it is necessary to reduce the workforce,
employees will be laid off by class fitle within each department based on inverse length of
seniority as defined above. Before layoffs are implemented the Employer agrees to seek
voluntary layoffs, provided the remaining less senior employee(s) are qualified to perform the
work otherwise assigned to the individual electing voluntary layoff. Human Resources will
determine whether or not the less senior employee is qualified to perform the work. Exercising
this option does not disqualify the separated employee from an unemployment insurance benefit
claim.

In cases where there are prometional series, such as Accountant |, 1, Ill, etc., when the number
of employees in the higher fitles is fo be reduced, employees will be offered reductions lo the
highest title to which class seniority would keep them from being laid off, before layoffs are made
by any class title in any depariment. When staff reductions occur, an employee does not have to
have held a lower level position within a series to be eligible to bump a less senior employee
within that series or to be eligible for a lower level vacancy with that series.

Recall from layoff shall be in inverse order of layoff, except that recall rights shall expire after two
(2) years of layoff. it is understocd that such empioyees will pick up their former seniority date in
any class of positions that the employee previously held.

To the extent possible, vacation period shall be assigned on the basis of séniority. 1t is, however,
understood that vacation assignment shall be subject to the ability of the Employer to maintain
operations.

ARTICLE 8. WORKING OUT OF CLASSIFICATION

8.1

Employer shall avoid, whenever possible, working an employee on an out-of-class assignment for
a prolonged period of time. Any employee working an out-of-class assignment for a period in
excess of fifteen (15) consecutive working days shall receive the rate of pay for the out-of-class
assignment in a higher classification not later than the sixteenth (16th) day of such assignment.
For purposes of this Article, an out-of-class assignment is defined as an assignment of an
employee to perform, on a full-time basis, all of the significant duties and responsibilities of a
position different from the employee's regular position, and which is in a classification higher than
the classification held by such employee. The rate of pay for an approved out-of-class
assignment shall be the same rate the employee would receive if such employee received a
regular appointment o the higher classification.



ARTICLE 9. WAGES

9.1

8.2

9.3

9.4

The wage schedule for the purpose of this contract shall be Appendices A and C.

Salary Step Eligibility. Employees must meet the following conditions in order to be eligible for

salary step advancement.

9.2.1

8.2.2

An employee must have received an overall rating of “satisfactory” on his/her most recent
performance evaluation to receive any salary step advancement.

An employee must have been paid a minimum of 1,040 hours in the previous (12) twelve
months (minimum hours requirement is prorated for part-time employees) to receive any
salary step advancement.

Salary Step Progression.

9.3.1

932

933

9.3.4

An employee who meets the eligibility requirements in 9.2 of this Section will advance
one salary step at the beginning of the pay period nearest to January 1 each year up to
Step 10 (nine-year step).

An employee who meets the eligibility requirements in 9.2 of this Section and who has
completed fifteen (15) or more calendar years of service in the District will advance one
(1) salary step at the beginning of the pay period nearest to January 1 each year, not to
exceed Step 11 (fifteen-year step).

An employee who meets the eligibility requirements in 9.2 of this Section and who has
completed twenty (20) or more calendar years of service in the District will advance one
(1) salary step at the beginning of the pay period nearest to January 1 each year, not to
exceed Step 12 (twenty-year step).

Years of classified service in the District and the City of St. Paul will be recognized in step
ptacement and step advancement.

Correction of Compensation Errors. Employees should routinely review their bi-weekly pay check

and immediately document any errors or inquiries by contacting the District's payroll department.
Failure to notify the payroll department in a timely manner, or failure to routinely review the
accuracy of his/fher biweekly compensation may result in lost compensation.

9.4.1

942

District Authority. When underpayment errors are identified, the District will review the
nature of the error and shall reimburse the employee in full up to a maximum retroactive
period of two years. In the case of an overpayment, the District has the authority to
deduct from the employee’s check up to the full amount owed for a maximum retroactive
period of two (2) years.

Frocedure for Addressing Significant Overpayment Errors. In the case of a significant
overpayment, deductions from biweekly compensation shall be based on a repayment
schedule established by the District. The District, at its discretion, may limit the amount of
repayment to less than the two (2) year retroactive period described above. The
reduction of a reimbursement period will be based on the nature of the error and whether
the employee took reasonable preventative action by routinely reviewing the accuracy of
hisfher biweekly compensation.




ARTICLE 10. PROFESSIONAL GROWTH

SECTION 1. The parties recognize that professional growth is an inherent continuing obligation of
professional employees. To that end, professionat empioyees shall avail themselves of opportunities for
improving their skills. Professional reading, participation in the professional activities of professional
organizations, formal and informal study, workshops, in-service training courses, membership dues in
professional organizations directly related to the employee’s current position, and community activities
are examples of the kinds of involvement expected of professional employees and encouraged by the
Board of Education.

SECTION 2.  For fiscal year 2002 and thereafter, an amount of $500 per fiscal year shall be provided
for each employee for an employee's professional growth. These funds may be applied to pay the costs
for attendance at national or regional conventions, workshops, clinics or other professional meetings, and
memberships in professional organizations approved by the employee’s immediate supervisor. Meetings
that have negotiations as a principle topic shall not be deemed appropriate for purposes of this Article.
“Costs for attendance” shall mean registration fees, lodging, books and materials, food and travel.
Expenses {o be reimbursed shall be properly documented upon the appropriate voucher form in
accordance with District reguiations and procedures. The Dislrict has informed and trained supervisors
and Human Resources of the mutual benefit and imporiance of professional development. if an employee
is denied application of this benefit the individual is encouraged to bring the denial to the atfention of the
Association in a timely manner {o address the issue through the appropriate process.

SECTION 3.  An employee may carry over from one fiscal year to the next the full allowance or part of
the fiscal year's allowance which remains unused. The carfyover allowance will be added to the
allowance available in the following fiscal year. The maximum individual allowance available in any fiscal
year, including carryover, cannot exceed $1,500.

SECTION 4.  This professional growth aliowance is iniended to replace fuition reimbursement
previously provided for in the Saint Paul Salary Plan and Rates of Compensation. It is not intended to
supplant nor limit departmental professional development opportunities. Attendance of employees at
other professional meetings without the use of these funds and without loss of pay may be granted
subject to the approval of the empioyee's immediate supervisor.

ARTICLE 11, HOLIDAYS

11.1 Holidays Recognized and Observed. The following days shall be recognized and observed as

paid holidays:
New Year's Day Labor Day
Martin Luther King Jr. Day Thanksgiving Day
Presidents’ Day Day After Thanksgiving
Memorial Day Christmas Day

Independence Day

Eligible employees shall receive pay for each of the holidays listed above on which they perform
no work. Whenever any of the holidays listed above shall fall on Saturday, the preceding Friday
shall be cbserved as the holiday. VWhenever any of the holidays listed above shall fall on Sunday,
the succeeding Monday shail be observed as the holiday.

11.2  Eligibility Requirements. To be eligible for holiday pay, employees must be active on the payroll
the day of the holiday. Ten (10) month employees shall receive holidays that fall within their work
year, provided they meet the eligibility requirements of this section.

11.3  If Martin Luther King Jr. Day or Presidents’ Day falls on a day when school is in session, the
employees shall work that day at straight time and another day shall be designated as the
holiday. This designated holiday shall be a day determined by agreement between the employee
and the supervisor.

10



ARTICLE 12. VACATION

12.1

i2.2

12.3

12.4

In each calendar year, each full-time employee shall he granied vacation according to the
following schedule:

Hours of
Vacation Earned Annual Annual
Per Hour on Hours Days
Payroll Earned Earned
Years of Service
1% through 4th year 0769 160 20
5th through 10th year .0962 200 25
11th years and thereafter 11564 240 30

Calculations are based on 2,080 hours and shall be rounded to the nearest hour. "Years of
Service” means calendar years of service.

An employee may carry over into the following year up to one hundred eighty-four (184) hours of
vacation.

Upon separation of service, if employee has provided ten (10) calendar days notice to the
Employer, any unused, accrued vacation shall be paid at the employee’s current rate of pay. If
an employee has been granted more vacation than the employee has earned up to the time of
separation from service, the employee shall reimburse the District for such unearned vacation at
the employee’s current rate of pay. If an employee is separated from service by reason of
discharge, retirement or death, the employee shall be paid for any unused, accrued vacation
earned up to the time of such separation. Empiloyees who retire with unused vacation and who
are eligible for severance pay will receive pay for unused vacation in the form of a contribution to
the School District No. 625 403(b) Tax-Deferred Retirement Plan for Sheltering Severance Pay
and Vacation.

Sick Leave Conversion. If an employee has an accumulation of sick leave credits in excess of
one hundred and sixty-four (164) days, he/she may convert any part of such excess to vacation
at the rate of one-half (1/2) day’s vacation for each day of sick leave credit. No employee may
convert more than ten (10) days of sick leave in each calendar year under this provision.

ARTICLE 13. COMPENSATORY LEAVES OF ABSENCE

13.1

Sick Leave. Sick leave shall accumulate at the rate of .0576 of a working hour for each full hour
on the payroll, excluding overtime. Sick leave accumulation is unlimited. To be eligible for sick
leave, the employee must report to histher supervisor no later than one (1) hour past his/her
regular scheduled starting time. The granting of sick leave shall be subject to the terms and
provisions of this Agreement. A "day’ for this purpose shall be equivalent to the regularly
assigned work day of the employee and such leave shall be deducted from accumulated sick
leave. Any employee who has accumulated sick leave as provided above shall be granted leave
with pay, for such period of time as the head of the department deems necessary for the following
specified allowable uses:

13.1.1 Personal lliness: Employees may use accumulated sick leave for hours off due to
personal iliness. The employee may be required to furnish a medical certificate from a
qualified physician as evidence of iliness or physical disability in order to qualify for paid
sick leave as per District practice. Accumulated sick leave may also be granted for such
time as is actually necessary for office visits to a doctor, dentist, optometrist, etc.

11




ARTICLE 13. COMPENSATORY LEAVES OF ABSENCE (continued)

13.2

13.1.2

13.1.3

13.1.4

13.1.6

13.1.6

Family lliness: Employees may use accumulated sick leave for hours off due to injury,
sickness or disability of a parent, adult child, spouse, sibling, mother-in-law, father-in-
law, grandchild, grandparent, stepparent, or a member of his/her household or to
make arrangements for the care of such injured, sick or disabled persons. Up to one
hundred sixty (160) hours of accumulated sick leave may be used in a twelve month
period starting January 1*' of each year to aliow the employee to care for and attend to
the serious or critical iliness as noted above unless otherwise in accordance with
Minnesota Statute § 181.9413. These hours when used are deducted from sick leave.

Sick Child Care L eave. Sick leave to care for a sick child shall be granted on the same
terms as the employee is able to use sick leave for the employee’s own illness. This
leave shall only be granted pursuant to Minnesota Statute (M.S.} §181.9413 and shall
remain available as provided in Statute.

Bereavement Leave. A leave of absence with pay, not to exceed five (5) days, shall be
granted because of the death of an employee’s spouse, child or step-child, parent or
step-parent, and regular members of the immediate household. Up to three (3) days
shall be granted because of death of other members of the employee’s immediate family.
Cther members of the immediate family shall mean sister or step-sister, brother or step-
brother, grandparent, grandchild, parent-in-law, son-in-law or daughter-in-law. lLeave of
absence for one (1) day shall be granted because of death of other close refatives. Other
close relatives shall mean uncle, aunt, nephew, niece, brother-in-faw and sister-in-law.

Trave! Extension: If an employee is required fo travel beyond a two-hundred (200) mile
radius of Saint Paul for purposes related to eligible bereavement leave, two (2) additional
days of sick leave may be used. Employee, if requested shall provide the Human
Resource Department verification of the funeral location outside of Saint Paul,

Adoption Leave and Father with Newborn Child. Up to thirty {30) days of accumulated
sick leave may be used in a contract year to attend to adoption procedures or care for a
newly-adopted child or for a father with a newborn child. Use of these thirty (30) days
does not need to cccur consecutively. The thirty (30) days of sick leave for fathers of
newborns must be used within six (6) weeks surrounding the birth of the child. For
adoption the thirty (30) days of sick leave may be used for adoption processes or up to
six (B) weeks following the adoption. Upon completion of the adoption process additional
sick leave may be allowed for the care of a sick child as required by M. S. §18.9413.

Court Duty Leave.

13.2.1

13.2.2

Court Cases. Any employee who is duly subpoenaed as a witness in any case in court
shall be entitled to leave with pay for that purpese provided that the employee is not a
party in the case, and provided that the case is not the result of litigation undertaken by
the employee or the union against the District. in cases where the Board is a party in the
litigation, the employee shall be entitled to pay while attending as a witness at the request
of the Board or as a co-defendant in the case.

Required Jury Duty. Any employee who is required to serve as a juror shalt be granted
leave with pay while serving on jury duty contingent upon the employee paying to the
Board any fees received, minus fravel allowance, for such jury service. The employee
may seek to be excused from jury duty.

12



ARTICLE 13. COMPENSATORY LEAVES OF ABSENCE (continued)

13.3

13.4,

13.5

13.6

Military Leave. Any employee who shall be a member of the National Guard, the Naval Militia or
any other component of the militia of the state, now or hereafter organized or constituted under
state or federal law, or who shall be a member of the Officers Reserve Corps, the Enlisted
Reserve Corps, the Naval Reserve, the Marine Corps Reserve or any other reserve component
of the military or naval force of the United States, now or hereafter organized or constituted under
federal law, shall be entitled to leave of absence from employment without loss of pay, seniority
status, efficiency rating, vacation, sick leave or other benefits for ail the time when such employee
is engaged with such organization or component in training or active service ordered or
authorized by proper authority pursuant to iaw, whether for state or federal purposes, provided
that such leave shall not exceed a total of fifteen (15) days in any calendar year and, further,
provided that such leave shall be allowed only in case the required military or naval service is
satisfactorily performed, which shall be presumed unless the contrary is established. Such leave
shall not be allowed unless the employee: (1) returns to histher position immediately upon being
refieved from such military or naval service and not later than the expiration of time herein limited
for such leave, or (2) is prevented from so returning by physical or mental disability or other cause
not due to such employee’s own fault, or (3) is required by proper authority to continue in such
military or naval service beyond the time herein limited for such leave.

Quarantine/Catastrophic Disaster Leave. Employees will be provided up to a maximum of ten
(10) days paid leave of absence for quarantine by a health officer due to a contagious disease.
The same will be provided for a catastrophic disaster that occurs at the employee’s school and/or
community which causes the closure of the school district or the employee’s worksite.

Eligibility for Sick Leave. To be eligible for sick leave, the employee must meet the specified uses
in 13.1 and report the need for time off to histher supervisor no later than one (1) hour past
his/her regular scheduled starting time.

The granting of sick leave is subject to additional provisions as provided in Civil Service Rules.

ARTICLE 14. PARENTAL/MATERNITY LEAVE

141

14.2

Maternity is defined as the physical state of pregnancy of an employee, commencing eight (8)
months before the estimated date of childbirth, as determined by a physician, and ending six (&)
months after the date of such birth. In the event of an employee’s pregnancy, the employee may
apply for leave without pay at any time during the period stated above and the Employer may
approve such leave at its option, and such leave may be no longer than one (1) year.

Parental leave shall be granted to employees for the birth or adoption of a child in accordance
with applicable state and federal laws.

13




ARTICLE 15. EMPLOYEE BENEFITS

SECTION 1. ACTIVE EMPLOYEE HEALTH INSURANCE

1.1

1.2

1.3

1.4

1.5

1.6

1.7

1.8

1.9

The Employer will continue for the period of this Agreement to provide for active employees such
health and life insurance benefits as are provided by Employer at the time of execution of this
Agreement.

Eligibility Waiting Period. One (1) full month of continucus regularly appeinted service in the
District will be required before an eligible employee can receive the District contribufion to
premium cost for health and life insurance provided herein.

Full-Time Stafus. For the purpose of this Sectioh, full-time employment is defined as appearing
on the payroll at least thirty-two (32) hours per week or at least sixty-four {64) hours per pay
period, excluding overtime hours.

Half-Time Status. For the purpose of this Section, half-time employment is defined as appearing
on the payroll at least twenty (20) hours but less than thirty-two (32) hours per week or at least
forty (40) hours but less than sixty-four (64} hours per pay period, excluding overtime hours.

Employer Contribution Amount:  Full-Time_Employees. Effective January 1, 2016, for each
eligible employee covered by this Agreement who is employed fuli-time and who selects
employee insurance coverage, the Employer agrees to contribute the cost of such coverage or
$638 per month, whichever is less. For each eligible full-ime employee who selects family
coverage, the Employer will contribute the cost of such family coverage or $1,250 per month,
whichever is less.

1.6.1 Effective January 1, 2017, for each eligible employee covered by this Agreement who
is employed full time and who selects employee insurance coverage, the Employer
agrees to confribute the cost of such coverage or $653 per month, whichever is less.
For each eligible full-time employee who selects family coverage, the Employer will
contribute the cost of such family coverage or $1,285 per month, whichever is less.

Fmployer Contribufion Amount: Haif-Time Employees. For each eligible employee covered by
this Agreement who is employed half time, the Employer agrees to contribute fifty percent (60%})
of the amount contributed for full-time employees for the insurance coverages in 1.5, 1.7, 1.8 and
1.9 of this Article.

Employer Contribution Amount; Active 10 Month Employees. The District agrees to continue
contributions for benefits during maonths that 10 month employees are not actively at work.

Employer Confribution Amount. Married Couples, Employees who are married to another District
employee and who are covered under their spouse’s health plan may waive the single or family
contribution to heaith insurance and receive up to $200 per month toward their spouse’s family
premium. The combination of District confributions cannot exceed the full cost of family coverage
and cannot be applied in cases where the spouse is recelving health insurance through the
District's cafeteria benefits plan.

Life insurance. Effective January 1, 1996, the District agrees to provide term life insurance in the
amount of $50,000 for each eligible employee. This amount of life insurance shall be reduced {o
$5,000 upon early refirement and shall continue untit the early retiree reaches age sixty-five (65),
at which time the Employer paid life insurance shali be terminated.
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ARTICLE 15. EMPLOYEE BENEFITS, Section 1. (continued)

1.10

Dental Insurance. The Employer will contribute for each eligible employee covered by this
Agreement who is employed full-time toward participation in a dental care plan offered by the
Employer up to $40 per month for employee coverage. Employees who enroll in family dental
coverage may pay the difference between the cost of family coverage and the district's $40
monthly contribution to single coverage.

Long-Term Disability Insurance. Effective January 1, 2003, the Employer will provide long-term
disability coverage for each eligible full-time employee.

Flexible Spending Account. The Employer shall maintain during the term of this Agreement a
plan for medical and child care expense accounts to be available to employees in this bargaining
unit who are eligible for Employer-paid premium contribution for health insurance for such
expenses, within the established legal regulations and Internal Revenue Service (IRS)
requirements for such accounts.

The conftributions indicated. in this Article 15 shall be paid to the Employer's group health and
welfare plan.

Any cost of any premium for any Employer-offered employee or family insurance coverage in
excess of the dolflar amounts stated in this Article 15 shall be paid by the employee through
payroil deduction.

SECTION 2. RETIREMENT HEALTH INSURANCE AND TRANSITIONAL BENEFIT

Subd. 1. Benefit Eligibility for Employees who Retire Before Age 65,

1.1

1.2

Employees hired into District service before January 1, 1996, must have completed the following
service eligibility requirements with the District prior to retirement in order to be eligible for any
payment of any insurance premium contribution by the District after retirement:

A Be receiving pension benefits from PERA, St. Paul Teachers Retirement Association or
other public employee retiree program at the time of retirement and have severed the
employment relationship with the Disfrict;

B. Must be at least fifty-five (55) years of age and have completed twenty-five (25) years of
service, ofr;

C.  The combination of their age and their years of service must equal eighty-five (85) or more,
OF;

. Must have completed at least thirty (30) years of service, or;

E.  Must have completed at least twenty {20) consecutive years of service within the District
immediately preceding retirement.

Years of regular service with the City of Saint Paul will continue to be counted toward meeting the
service requirement of this Subdivision 1.1 B, C or D, but not for 1.1 E.

Employees hired into District service after January 1, 1996, must have completed twenty (20)
years of service with the District. Time with the City of Saint Paul will not be counted toward this
twenty (20} year requirement.

15




ARTICLE 15. EMPLOYEE BENEFITS, Section 2, {continued)

1.3

Eligibility requirements for all retirees.

A. A retiree may not carry his/her spouse as a dependent if such spouse is also a District
retiree or a District employee and eligible for and is enrolled in the District health insurance
program, or in any other Employer-paid health insurance program.

B.  Additional dependents beyond those designated to the District at the time of retirement may
not be added at District expense after retirement.

C.  The employee must make application through District procedures prior to the date of
retirement in order to be eligible for any benefits provided in this Section.

D. Employees terminated for cause will not be eligible for employer contributions toward
insurance premiums for pre-age 65 or post-age 65 coverage. At the Employer's discretion,
the Empioyer may consider an employee’s voluntary resignation in lieu of termination. The
termination of an employee, if contested, must be upheld by a neutral third party.

E.  Employees hired into the District on or after January 1, 2014, will not be eligible for
any district contribution toward health insurance upon retirement.

Subd. 2. Employer Contribution Levels for Employees Retiring Before Age 65.

2.1

2.2

Health Insurance Employer Cantribution.

Employees who meet the requirements in Subd. 1.1 or Subd. 1.2 of this Article will receive a
Bistrict contribution toward health insurance untit the employee reaches sixty-five (85) years of
age as defined in this subdivision.

2.1.1  The District contribution toward health insurance premiums will equal the same dollar
amount the District contributed for single or family coverage to the carrier in the
employee’s last month of active employment,

2.1.2  In the event the District changes health insurance carriers, it will have no impact on the
District contribution for such coverage.

213 Any employee who is receiving family coverage premium coniribution at date of
retirement and later changes to single coverage will receive the dollar contribution to
single coverage that was provided in the contract under which the retirement became
effective.

Life insurance Emplover Contribution.

The District will provide for early retirees who qualify under the conditions of 1.1 or 1.2 above,
premium contributions for eligible retirees for $5,000 of life insurance only until their 85th birthday.
No life insurance will be provided, or premium contributions paid, for any retiree age sixty-five
(65) or over.

Subd. 3. Benefit Eligibility for Employees After Age 65.

3.1

3.2

Employees hired into the District before January 1, 1996, who retired before age 65 and are
receiving benefits per Subd. 2 above are eligible, upon reaching age 65, for employer premium
contributions for health insurance described in Subd. 4 of this Article.

Employees hired into the District before January 1, 1996, who retire at age 65 or older must have
completed the service eligibility requirements in Subd, 1 above to receive District contributions
toward post-age-65 health insurance premiums.

16



ARTICLE 15. EMPLOYEE BENEFITS, Section 2. (continued)

3.3 Employees hired on or after January 1, 1996, shall not have or acquire in any way any eligibility
for Employer-paid health insurance premium contribution for coverage in retirement at age sixty-
five {65) and over in Subd. 4. Employees hired on or after January 1, 1996, shall be eligible for
only early retirement insurance premium contributions as provided in Subd. 2 and Deferred
Compensation match in Subd. 5.

3.4 Years of certified civil service time with the City of Saint Paul earned prior to January 1, 1996, will
continue to be counted toward meeting the District's service requirement of this Subd. 3. Civil
service time worked with City of Saint Paul after January 1, 1996, will be considered a break in
District employment.

3.5 Employees terminated for cause will not be eligible for employer contributions toward insurance
premiums for pre-age 65 or post-age 65 coverage. At the Employer's discretion, the Employer
may consider an employee’s voluntary resignation in lieu of termination. The termination of an
employee, if contested, must be upheld by a neutral third party.

Subd. 4. Emplover Contribution Levels for Employees After Age 65.

4.1 Employees hired into the District before January 1, 1996, who retire on or after January 1, 1998,
and who meet the eligibility requirements in Subdivisions 3.1 or 3.2 of this Article are eligible for
premium contributions for a Medicare Supplement health coverage policy selected by the District.
Premium contributions for such policy will not exceed:

Coverage Type Single Family
Medicare Eligible $300 per month $400 per month
Non-Medicare Eligible $400 per month $500 per month

At no time shail any payment in any amount be made directly to the retiree.

Any premium cost in excess of the maximum contributions specified must be paid directly and in
full by the retiree, or coverage will be discontinued.

Subd. 5.  Employees hired after January 1, 1996, are eligible to participate in an employer matched
Minnesota Deferred Compensation Plan or District approved 403(b) plan. The District wilt match up to
$1,000 per year of consecutive active service. Effective January 1, 2017, the District will match up to
$1,250 per year of consecutive service. Part-time employees working half-time or more will be eligible
for up to one half (50%) of the available District match.

Federal and state rules governing participation in the Minnesota Deferred Compensation Plan or District-
approved 403(b) plan shall apply. The employee, not the District, is solely responsible for determining
his/her total maximum allowable annual contribution amount under IRS regulations. The employee must
initiate an application to participate through the District's specified procedures.

5.1 Employees hired in the District on or after January 1, 2014, shall be eligible for $200 per
year employer match in addition to the match amount provided in this section for
employees hired after January 1, 1996.

Additionally, effective January 1, 20186, alt employees hired in the District after January 1,
2014 will receive a $200 per year District contribution toward a health care savings plan.
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ARTICLE 16. SEVERANCE PAY

Pursuant to appropriate Minnesota statutes, laws, and City ordinances, the following are provided:

16.1.

16.2

16.3

Severance Pay. The District shali provide a separate severance pay program as set forth in this
Section. Payment of severance pay shall be made within the tax year of the retirement as
described in Business Cffice Rules. Al payments made under this Subd. shall be made to the
District 403(b) Tax-Deferred Retirement Plan for Sheltering Severance Pay and Vacation,
hereinafter referred to as the “Severance Plan.”

Eligibility. To be eligible for the Severance Plan, an employee must meet the following
requirements:

16.2.1 The employee must be eligible upon separation of service lo receive pension under
provisions of the St. Paul Teachers Retirement Fund, the Public Employees Retirement
Association {(PERA) or other public employee pension program.

16.2.2 The empioyee must be voluntarily separated from District employment or have been
subject to separation by layoff or retirement. Those employees who are discharged for
cause, misconduct, inefficiency, incompetence or any other disciplinary reason are not
eligible for this severance pay program.

16.2.3 For the purpose of this Severance Plan, a death of an employee shall be considered as
separation of employment and, if the employee would have met all of the requirements
set forth in this Section at the time of his or her death, contributions to the Severance
Plan shall be made to the employee’s estate.

Severance Pay

16.3.1 Early Notification Incentive. Employees who meet eligibility requirements of 16.2 of this
Article and who complete, sign and submit a Resignation Notice form to the Director of
Human Resources three (3) months prior to retirement will receive a District contribution
of $2,500 to the Severance Plan.

16.3.2 Pay for Unused Sick Leave

16.3.2.1 {f an employee notifies the Human Resource Department three (3) months in
advance of the date of retirement and requests severance pay and if the
employee meets the eligibility requirements set forth in 16.2 above, he or she
will receive a District contribution to the Severance Plan in an amount equal to
$125 for each day of accrued, unused sick leave, up to 164 days. In this
instance, the maximum amount of severance pay will not exceed $20,500.

16.3.2.2 If an employee notifies the Human Resource Department in less than three (3)
months in advance of the date of retirement and requests severance pay and if
the employee meets the eligibility requirement set forth above, he or she will
receive a District confribution to the Severance Plan in an amount equal to
$100 pay for each day of accrued, unused sick leave up to 150 days. In this
instance, the maximum amount of severance pay will not exceed $15,000.

16.3.2.3 If exigent circumstances exist, such as a sudden illnessfinjury of the employee
or immediate family member necessitating immediate retirement, and if the
employee meets the eligibility requirements set forth above, he or she will
receive a District confribution to the Severance Plan in an amount equal to
$125 pay for each day of accrued, unused sick leave up to 164 days.

18



ARTICLE 16. SEVERANCE PAY (continued)

16.4

16.3.3 Maximum Severance Pay. The maximum amount of severance pay that any employee
may obtain through this Severance Plan, excluding pay for earned, unused vacation, is
$23,000.

Pay for Earned. Unused Vacation. Employees who meet the eligibility requirements of 16.2 of
this Articie, who qualify for severance pay per 16.3 of this Article, and who retire with earned,
unused vacation shall receive pay for such vacation. Payment for earned, unused vacation shall
be made to the Severance Plan. Nothing in this Article precludes an employee from receiving
direct compensation for earned, unused vacation if he or she does not meet the severance pay
eligibility requirermnents herein.

ARTICLE 17. LEGAL SERVICES

171

17.2

Except in cases of malfeasance in office or willful or wanton neglect of duty, Employer shall
defend, save harmiess and indemnify employee against any tort claim or demand, whether
groundless or otherwise, arising out of alleged acts or omission occurring in the performance or
scope of employee’s duties.

Notwithstanding (17.1), the Employer shall not be responsible for paying any legal service fee or
for providing any legal service arising from any legal action where the employee is the plaintiff.

ARTICLE 18. DISCIPLINE

18.1

18.2
18.3

18.4

185

The Employer will discipline employees for just cause only. Discipline will be in the form of:

18.1.1 Written reprimand;
18.1.2  Suspension;
18.1.3  Reduction;

18.1.4  Discharge.

Suspensions, reductions, and discharges will be in written form.

Employees and the Association will receive copies of written reprimands and notices of
suspension and discharge.

Employees may examine all information in their Employer personnel files that concerns work
evaluations, commendations and/or disciplinary actions., Files may be examined at reasonable
times under the direct supervision of the Employer.

Preliminary Review. Prior to issuing a disciplinary action of unpaid suspension, demotion, or
discharge, the supervisor will make a recommendation to his/her supervisor regarding proposed
discipline. That supervisor will then schedule a meeting with the employee prior to making a final
determination of the proposed discipline. The employee shall have the opportunity to have union
representation present and be provided the opportunity to speak on his/her behalf regarding the
proposed action. If the employee is unable to meet with the supervisor, the employee andfor
union will be given the opportunity to respond in writing.
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ARTICLE 18. DISCIPLINE (continued)

18.6

18.7

An employee to be questioned concerning an investigation of disciplinary action shall have the
right to request that an Association Representative be present.

A grievance relating fo this Article shall be processed in accordance with the grievance procedure
of this Agreement in Articie 19 and M.S. § 179A.20, Subd. 4. This provision is not intended to
abrogate rights of veterans pursuant to statute.

ARTICLE 18. GRIEVANCE PROCEDURE

19.1

19.2

18.3

19.4

The Employer shall recognize stewards selected in accordance with Association rules and
regulations as the grievance representatives of the bargaining unit. The Assaociation shall notify
the Employer in writing of the names of the stewards and of their successors when so named.

It is recognized and accepted by the Employer and the Association that the processing of
grievances as hereinafter provided is fimited by the job duties and responsibilities of the
employees and shall therefore be accomplished during normal working hours only when
consistent with such employee duties and responsibilittes. The steward involved and a grieving
employee shall suffer no loss in pay when a grievance is processed during working hours,
provided the steward and the employee have notified and received the approval of their
supervisor to be absent to process a grievance and that such absence would not be detrimental
to the work programs of the Employer.

The procedure established by this Aricle shall be the sole and exclusive procedure for the
processing of grievances, which are defined as an alleged violation of the terms and conditions of
this Agreement.

Grievances shall be resolved in conformance with the following procedure:

Step 1. Upon the occurrence of an alleged violation of this Agreement, the employee involved
with or without the steward shall attempt to resolve the matter on an informat basis with
the employee’s supervisor. If the matter is not resolved to the employee’s satisfaction
by the informal discussion, it may be reduced to writing and referred to Step 2 by the
Association. The written grievance shall set forth the nature of the grievance, the facts
on which it is based, the alleged section(s) of the Agreement violated, and relief
requested. Any alleged violation of the Agreement not reduced to writing by the
Association within ten {10} workdays of the first occurrence of the event giving rise to
the grievance, shall be considered waived.

Step 2.  Within ten (10) workdays after receiving the written grievance, a designated Employer
supervisor shall meet with the Association steward and attempt to resolve the
grievance. If, as a result of this meeting, the grievance remains unresolved, the
Employer shall reply in writing to the Association within five (5) workdays following this
meeting. The Association may refer the grievance in writing to Step 3 within ten (10)
workdays following receipt of the Employer's written answer. Any grievance not
referred in writing by the Association within ten (10) workdays following receipt of the
Employer's answer shall be considered waived.

20



ARTICLE 19. GRIEVANCE PROCEDURE (continued)

19.5

19.6

19.7

19.8

Step 3. Within ten (10) workdays following receipt of a grievance referred from Step 2, a
designated Employer supervisor shail meet with the Association’s representative or his
designated representative, the Employee, and the Steward, and attempt to resolve the
grievance. Within ten (10) workdays following this meeting, the Employer shalf reply in
writing to the Association stating the Employer's answer concerning the grievance. If,
as a result of the written response, the grievance remains unresolved, the Association
may refer the grievance to Step 4. Any grievance not referred in writing by the
Association to grievance mediation or Step 4 within ten (10) workdays following receipt
of the Employer's answer shall be considered waived. The Employer within ten (10)
working days of receipt of the request for review at Step 4 may refer the grievance to
grievance mediation or allow the grievance to proceed to Step 4,

Stepd4. If the grievance remains unresolved after the Step 3 response and/or grievance
mediation, the Association may within ten (10) workdays after the response of the
Employer or conclusion of mediation, request arbitration of the grievance. The
arbitration proceedings shall be conducted by an arbitrator to be selected by mutual
agreement of the Employer and the Association within ten (10) workdays after notice
has been given. If the parties fail to mutuaily agree upon an arbitrator within the said
ten (10)-day period, either party may request the Bureau of Mediafion Services to
submit a panel of five {5) arbitrators. Both the Employer and the Association shall have
the right to strike two (2) names from the panel. The order of striking wilt be
determined by the flip of a coin. The process will be repeated and the remaining
person shall be the arbitrator.

The arbitrator shall have no right to amend, modify, nuilify, ignore, add to or subtract from the
provisions of this Agreement. The arbitrator shall consider and decide only the specific issue
submitted in writing by the Employer and the Association, and shall have no authority to make a
decision on any other issue not so submitted. The arbitrator shall be without power to make
decisions contrary to or inconsistent with or modifying or varying in any way the application of
laws, rules or regulations having the force and effect of law. The arbitrator's decision shall be
submitted in writing within thirty (30) days following close of the hearing or the submission of
briefs by the parties, whichever be later, unless the parties agree to an extension. The decision
shall be based solely on the arbitrator's interpretation or application of the express terms of this
Agreement and to the facts of the grievance presented. The decision of the arbitratar shall be
final and binding on the Employer, the Association, and the employees.

The fees and expenses for the arbitrator’s services and proceedings shall be borne equally by the
Employer and the Association, provided that each party shall be responsible for compensating its
own representatives and witnesses. If either party desires a verbatim record of the proceedings,
it may cause such a record to be made, providing it pays for the record.

The time limits in each step of this procedure may be extended by mutual agreement of the
Employer and the Association.

It is understood by the Association and the Employer that if an issue is determined by this
grievance procedure, it shall not again be submitted for determination in another forum. If an
issue is determined by any other forum, it shall not again be submitted for arbitration under this
grievance procedure,
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ARTICLE 20. NON-DISCRIMINATION

201

202

The terms and conditions of this Agreement will be applied to employees equally without
regard to or discrimination for or against any individual because of race, color, creed, sex,
age, or because of membership or non-membership in the Association. The Association
recognizes its responsibility as bargaining agent and agrees fairly to represent ail
employees in the bargaining unit. Notwithstanding this obligation, if fair share fees under
PELRA (M.S. §179A) are prohibited under law, the Employer recognizes the right of the
Association to charge nonmembers of the Association a reasonable service fee for
representation in grievances, appeals and hearings. The Association assumes full
responsihility for the collection of this fee.

Employees will perform their duties and responsibilities in a non-discriminatory manner as such
duties and responsibilities involve other employees and the general public.

ARTICLE 21. WORK STOPPAGE

211

The Association and the Employer agree that there shall be no strikes, work stoppages, sfow-
downs, sit-down, stay-in or other concerted interference with the Employer’s business or affairs
by any of said Association andfor members thereof, and there shall be no bannering during
existence of this Agreement without first using all possible means of peaceful settlement of any
controversy which may arise. Employees engaging in same shall be liable for disciplinary action.

ARTICLE 22. MILEAGE

SECTION 1. MILEAGE ALLOWANCE. Employees of the School District, under policy adopted
by the Board of Education, may be reimbursed for the use of their automobiles for school
business. The mileage allowance for eligible employees shall be established by the Board of
Education. The mileage reimbursement rate shall be indexed periodically to reflect the rate
established by the IRS.

SECTION 2. REIMBURSEMENT PROCEDURES. An employee must keep a record of each
trip made. Reimbursement shall be for the actual mileage driven in the performance of assigned
duties as verified by the appropriate school district administrator and in accordance with School
District Business Office policies and procedures.

ARTICLE 23. SAVING CLAUSE

231

This Agreement is subject to the laws of the United States, the State of Minnesota. In the event
any provisions of this Agreement shall be held to be contrary to law by a court of competent
jurisdiction from whose final judgment or decree no appeal has been taken within the time
provided, such provisions shall be voided. All other provisions shall continue in full force and
effect. The voided provision may be renegotiated at the written request of either party. All other
provisions of this Agreement shall continue in full force and effect.
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ARTICLE 24. DURATION AND EFFECTIVE DATE

241 Except as herein provided, this Agreement shall be effective as of January 1, 2016, and shall
continue in full force and effect through December 31, 2017, and thereafter until modified or
amended by mutual agreement of the parties. Either party desiring to amend or modify this
Agreement shall notify the other in writing so as to comply with the provisions of the Public
Employment l.abor Relations Act of 1971, as amended.

242 This constitutes a tentative agreement between the parties which will be recommended by the
Negotiations/Employee Relations Manager, but is subject to the approval of the Board of
Education of Independent School District No. 625 and is also subject to ratification by the

Association.
WITNESSES:
INDEPENDENT SCHOOL DISTRICT NO. 625 THE CITY OF SAINT PAUL PROFESSIONAL
EMPLOYEES ASSOCIATION
NE A /\/VD(F/)
E } v/ A W/
Chair, Board of Edutatig President, P.IZ. A,

- it AR ,‘é" o
WDrreéﬁ of Human Resou% Legal Counsel, P.E.A.

/ﬂ/ 7/«9»5/\\0

(N othf(ons/ Er%ployee Relatrons Date
istant Manager

?-92-14

Date

23




¥Z

Log'es8 9Z8'2/% £.9'69% $£0'99% 59Z'68% Li1'c0% Lyl'09% 122'468 06'vse BGR'1G% 6rY 6vs FARAYAZ: g1-¥2-Z1
G/5'2/3 501228 £86'89% 08£'68% 8L0'v9% Z6+'79% L55'65% 099'958 996258 GPe'LEs 656'8vS 058'ord gl-i-L
L uswabBeue)y aoiopIopn
8 Ipeisy
092’148 §8L°04% Z£9'/9% 660793 #5E€08 892'19% 716868 046'56% $96'75% 9Ly 06% 086'/¥S gel'Grs 9L-¥2-Z}
+$G5°0.L8 #80°0.L% Z96'00% PoP'co% IZL'Z98 195'00% 96.'/6% 020'55% Lyt'2ss LEB'EYS 118" 278 £8Z'61$ 9k-b-1
| IsA[euUy Uoieasasy
Z 1sieradg uoRuLIO| 211and
| ueneiqr]
| WBILNODDY
L 8pelD
Z9Z'698 88.'89% ££0'69% 102'28% ¥By 198 86+ 654 789'95% L1B'ess 98€'168 Gl6'8vs Grg'ors 768 PrS gl-vz-Z1
8/5'85% i01'89% £86'¥9$ 166'168 618008 £98'89% 1Z1'95% 128258 218'08% 06%'8v% £81'9%3 $56'cr$ 91~}
JUBISISSY [BIUSWILQIAUT
g apelg)
Lig'i0% 9£8'08% £89'¢9% Lag'oos 859'65%  Z89°'/56% LBB'YSS £6£'768 Leg'ars £16'Lp8 00E'GrE 0%0'cvs gi-vZ-Z)
St9'993 $/1°98% Z50'c03 £8.'656 290'658%  1Z1°46% LyP'vas GL8'153 LBE'6YS £¥0°'L¥$ LS8 i 29778 9l-1-1
welsissy Bujurel] |[eouysa ]
| Eis|ssy Juswisbzuey
JUB}SISSY SIUBID)
L Isiuy olydels
G apeID
#89'c0¢% 602'c9% 2580098 £26'668 092'25% 90¥'¥53$ /88°159% 59E'6Y$ 170 LY BYL'PYS $59'Zv% z09'0v% 9L-vZ-2)
£80'co% £85'79% Z9t'65% 65€'25S £0L'6E3 298'¢58 £L8'168 088'8r$ S.5'0P% 0L s FANAT ALY 00z 0¥ 9l-1-1
L isl|zoads uoneWIC| AGnd
WESISSY Juswido@aag pun4
g apeIn
Zl Ly 0} 6 8 L g G ¥ £ z )
daig
0z Gl 5 8 A 9 g ¥ £ z A 0
jea

SARIVIVS ANV S37111L

V¥ XION3ddV



ge

98.'64% 01E'6L8 851'04% €81°CL% ope'Lig ¥66'89% Y5598 z25'29% 009'6s$ 91/'95% 0EC'¥PSE 19P' LGS glL-¥Z-2L
G86'8/% 525'8/8 PO¥'GLE 89¥' LS 0r9'0L% Lig'eos SBEYeS £06°18% 0L0'66% $S51'95% SEY'ES$ 166'05% al-l-i
Jojeutpioos) Aljlgeuieisng B ABlaug
L 1o8kUdlY
Z JUBUNCODY
11 apeln
G9G'L/$ 620°LL8 9C6'¢L3 ¥L0'0.8 18Z'69% 8/6'09% [AFA S 999'08% 0z8'/6% §50'65% 80¥'25% 188'67$ 9L-¥Z-Z1
i62'0L% 9zE'9LS POZ'CLS 08¢'69% 545'29% §1£'99¢ LL'cog Go0'09% BYZ'/G% 0L&'¥S% 088153 LBE'618 2] 2l A 1
isiewadg Buiuiel )
Isi[e10eds woddng weisAg UoRBLIOLL] JUBpMmS
Jojeuiplooy) ypefoid wewsbeuey Aouabiews v Aunoeg
2 1sAjeuy yoleasay
JOJBUIDIOOS) 80.N0SaN UBLUNH
Z 1siyy olydels
JOIBUIPIOOT) SAOY PUB SINHLN 4
101eUIpico) Asuatoyg ABlaug
103BUIPI00D 0BG
(910270171 9ANOaY3) JuEISISSY AJljIqRIUNOIDY
0l epein
IPE'G/$ GOB'vLS £LLLLS 0.6'L9% Liy'ie% ¥6'vos 6.8°1o% 896'853% ¥91'95% GLp'ess Z16'058 Z0G'gv$ gL-¥Z-21
GBS 'S PZLvLS £00' 148 L6Z'/9% ZL5'98% 128798 09Z'19% PRL'85% 809'65% ore'zes 80¥'05% zzZ0o'gvs al-i-
{el/e2/l aanoaye) WEIsIsSsY awWpeda( uswabeuey Aousbiows p Aunosg
isielosdg vonInN
Z uBlsIssY Juslwabeue
welsissy wswpedag saijoe{
| Isijeoads (eluswuoliALg
6 9pelg)
Zi bl 0l B ] L g G ¥ £ z L
daig
0¢ gt 6 8 L g g 4 £ Z 3 0
jeap

SAVIVS ANY S3T1LIL

(panunuos) v XION3ddY




o¢

218'08% £peioss 06L'eBS 6¥e'e.% LE6' .18 29E'6/8 erL'Li% 6Z£'89% 670698 £00'Z9% 800'65% L0Z'96% gL-¥Z-21
856'68% g81'ses 99¢'28% 890'8/$ 651'2/% SL9'%L$ 8e0°L/% Z59'/9% GOv'vos £6£'19% YTy'ess Gr9'GGS 8i-b-1

£ 18l[eadg Wwewabeue a2lopIOp
1sieoadg ubisaq a2IoMIOAA
1siepeds weiboly Alejeg
1sieIoadg AUSISAI] PUE JUSWHINIDSY
¢ IsAleUyY yoseasay

uostadspngquisy
i 9pels)
cze'yes Lpeees #69'08% 284928 185'G/S LOL'ELS ¥69'69% LBE'99% G51'c9% ZLl'ogs BPL LGS 98s'pss SL-vZ-ZI
887'ER% 210°¢8% 668'6.% GzL'GL8 £P8'PLS LIE'TLS 700'69% peLiges 0£6'z08 £L16'86% 08.'95% 9F0’vSS 8i-1-)

1stjei0ads uawdoaa pue Bunayiey Jolues
9IB|S0SSY J0lUaG SUONEdLNWWE:) Bugayiep
£ Welsissy uswabeuey
1si[eedg Juswdo@as pund
Z 1sl[e0edg jBlusLuoiaLl]

£l 3peiD

gso'zes 185'18% 8TY'8.LS YEE'FLE L9¥'eL$ 6¥0'L4$ B12'/9% 8.€'v9¢ 9e¢'19$ rlv'ess £19'688 r00'ecs glL-¥e-clL
£ve'Les £42'08% 1G9'LLS 865'€L$ OvL'Zi$ Sve0.$ BY0' 298 1PL'e9% 62.'09% 9e£8°.5% Zeo'sss 6L9'25% 8i-1-l

Z 1sieioadg uswabeuB |y 3210DI0AA

L 1SA[BUY anfea

I01BUIRI00Y) 198014 uononisuon ABojouuos |

| 1skieuy swashs

1si[e100dg Alejes

ishjeuy Buiseyaing ssoinieg [BIPOISND PUE UOIIANYN
1oleBisaau| syby uewing

Jopp3 by
Z 1slfeads syjeusg
71 8PEID
F) m or 5 8 7 9 g ¥ £ z 7
dajg
o744 Sl 6 g L g g ¥ € Z i o
JBaj

SIIHYIVS ANV S3TLIL
(panupuod} v XIaNIddV



le

0Z9'v6% oFL'res Z66'06¢ AT 8EZ'G8% LEP'ZaS Si¥'8L$ 899'viS 180°LLS B59'/0% i6¥'vog PS¥'19% 91-vZ2l
£89'c6% ¥1Z'c6$ 160'06% 08e's8s ¥8E'¥2% $19'18% 669'248% 606'cLS £82'0.% 696°'09% 618'c9% 5v8'0o% 9i-L-L
1sfeeads JUswsoueyUT soUBLLOLB suonelad
J0)euIpIoo)) ssaupaledalg Avusblauwlg
Jojeuipioon swesAg 9 suonelad ssaulsng
il spely
£G8 188 6LE'18% szz'ess 649'c8¢ S¥9°'Z8% 226'6.% BEL'OLS G16'zi8 9£0'69% 09.'59% £y9'zes 6£9'65% 9i-¥Z-21
¥¥5'08% viv'06% 15£°488 182'28% Lzg'188 LEL'BL8 Gee's/e LBL'LLS Z6e'99% 603698 £20'298 6P0'65% 9i-1-4
7 1sAjeuy anjep
J0JBUIPIOCY) Ble(] Uolelodsue) |
£ 1sieoadg poddng swieisAs
7 18AjeUY SWBISAS
IsAleuy Juswabeuely UORRLLIOM| 10S8d08d
1slje103dg 3iomiaN
voddng suoneoyddysAleuy swaisAg uofewlou| Juawebeusy
(510Z/21/Z 3rpo213) 1sdjeuy Buiseyoind ABojouyoss] uopeLLIOU|
1sh|euy Juawabeury LOIBLIOI| S2.N0SEY UBLLINK
WEBNNSUOD 20IN0SDY UBWANH
lojeuplocs) BIBQ SaljjioR
€ isl[ewady [eluawuoIAUTg
1sAleUY ssaulIsng
gl speip
09¢'68% £88'28% 0e/'ces €5¢°19% LLE'0BS £99°.1/% ¥96'¢i% Lye'0sS $86'09% 9z8'tos orL'08% L0B'AG8 9l-¥Z-Zi
Giv'e8s £00'99% 188'v2% 6v7'08% 91¢'6/% P68'9.$ FASTA VA 5¥9'68% ZZs'09% P6L'cos S71'09% [¢E' 168 gl-L-I
lauue|d wawenoldw) [epdes pue sousUURN
Jsuug|d aduBUSRIBIY SBIYI0B
Z 09YdIY
£ }BIUNO2DY
Gl 9pelsy
Zl L Gl 5] 2 A 9 G ¥ £ 4 3
daig
oz g1 8 g Z 9 G 4 £ 4 l ¢
IEDA
S3AHVIVS ANV ST1IL

(penunuoo) v XIaN3ddV



vSLBLLS

82

8LT'aLL3 GZL'GLIS ZL'e0Ls FPP8'L0LS 06Z'¥0LS £8¢'66% LR £ 250'06% rL'G8% 212'183% Ivgll% gi-ve-Cl
/G /L1S LOVALLS Gee'cLid ZE0'R0LS 9.4'9018 I5Z'€0LS 66€'66% 8i9'c8$ 0o.'68% Geg'ves 806'08% 0L0'LLS gi-1-1
JojelisiuiLpy Jog o|doad
Jorelisiuwipy pedojeas(] souablyaiul ssaulsng
§¢ 8pelig
286'8018 Z25'80L8 69¢'50L% 192'66% £0.'36% PSY'S6S $Z6'06$ £E5'98% STAA aLg'8/$ GOL'PIG QLZ'Les g1-vZ-T}
818'201% vy L0LS 9zZE'vOLE BiE'26¢ 0£s'16% 605'v6% ¥20'06% 2/9'q8s 019'18¢ 8€L'/1$ GZ0'vLS 506'048 9L-i-1
. Jeyeniea] welbold
WEBYNSUOY 103(01d 20IN0SEY UBLINK
ZZ 8peln
996'201% Z8¥'20Ls 6££'66% 051'76% 560'c6% 066'68% 989'c8% 56G'18% TAAINES eL0'vLS D0S'CLS tl'L9% SL-¥Z-Tl
LP6°LOLS 271018 §6¢'968 81z'c6% vEL'ZES 660°'68% 8€8'res LBA'08% 856'9.% 08Z'eLs Z08'69% 8.b'99% glL-i-}
¢ 1sAiely SWIDISAS
¢ JeauiBuy [aueysa
10JBUIPIOON ANfEND Jiy JoopLy
sleneds JUSWSSOSSY
1l o83y
0Z apeio
$0Z'/6% 0cL'o6$ 1/6'¢8% 6589'883 099'/8% 0LL'78% £68'08% 2£6'9/.8 y0e'eLs 05.'69% £9%'99% Zez'cos gL-vZ-Z1
£92'98% 2..'66% 059'26% 118'28% ZB.'08S LE6'ERS 250'08% GL1'9.8 8/6'2/% 850893 Lig'ses 909'29% 91-1-1
AUy Heddng WalsAS LONBLLLICIU| JUSPNIS
uosiadspngui( loluag
1sAjeuy 1eBpng J1o1usg
JOJBUIRICO D SUCHEISY 21aNd
1slienadg sWwslsAg uonewou; ajoel Aloga|doad
Jojeurpio0n) suone@y eipay pue Buneiepn
(510272112 eanoay3) 1sieloadg Juswabeur|y aojalag ABo[ouysa] UoBULIOU]
1s||ewadg Wawebauey SWa)SAS UOHBLLICN]
1syjeloadg JuswsBeurly UONBULIOI| S2IN0SaY UBLWINH
Jojeuipioon Juswdo@asQ pund
81 apEID
Zl b 04 6 8 z 9 g 4 € 4 A
dais
e Gl 6 8 L 9 g 4 £ Z L 0
Jes )\
SARVIVS ANY S3LIL

(ponunuos} v X1IONIddY



6¢

"Aed Jo ajel Aunouy/Ajiep U Lo PasEq q M AUB(2S [EUDIIPRE ‘'SIN0Y 030'Z SPSaSXa JEaA 3IOM J9BAUCD B || 'SINOY (080'Z U0 PasEq ik saie|es [enuuy

L9L°7¢1¢ 269'9¢1% 8EGECLS 995'9Z1% 760'GZ1$ [AA R AR LBO'GLLS 0v9°601% AR VA olLP'e6s ZLL'76% FATA 9l-¥Z-Z1
808°GE LS BEC'GELE 81z'zels ELE'SZLS §52'¢Z18 vL'6LLS LG6'ELLS $GG'80L% P8EC0LS 9Z¥'86% vl1'e68 £G£'68% aL-b-l
JOIRNSILILIPY SWOISAS UOHBLION|HI0MBN
0¢ BpEID
8Lz'cels A FArANE S DBS'8ZLS AN AAR G6E'LZLS LBELLLS £e8'LLig 08r'e0Ls A 9z5'06% G¥6'L6% 109'/8% 9l-vZ-2L
668'LELS gzr'ierd L0e'9z1e 209°12L8 £61'0Z1% GezZ'olLd 9zL'0LLS 9Z¥'s01LS 6L¥'001% DL5'G6% GE0'L6S P£.'08% Si-i-l
Jojelsiuiwipy aseqeleq
6¢ apely
Zi Ll oL 8 8 L g g ¥ € z L
dayg
oz Sl <] 8 L g g ¥ € Z L 0
I\
SIHVYIVS NV 37111

(penunuod) v XIAONIddV



APPENDIX B

Grades

Grade 7

Grade 11
Grade 15
Grade 11
Grade 15
Grade 20
Grade 16
Grade 25
Grade 6

Grade 9

Grade 13
Grade 16
Grade 5

Grade 10
Grade 20
Grade 16
Grade 18
Grade 15
Grade 5

Grade 9

Grade 13
Grade 20
Grade 12
Grade 16
Grade 12
Grade 25
Grade 3

Grade 7

Grade 7

Grade 10
Grade 14
Grade 12
Grade 9

Grade 18
Grade 12
Grade 16
Grade 20
Grade 10
Grade 12
Grade 16

TITLES AND GRADES
PROFESSIONAL EMPLOYEES’ ASSOCIATION

Classified Titles

Accountant 1

Accountant 2

Accountant 3

Architect 1

Architect 2

Architect 3

Business Analyst

Business Intelligence Developer/Administrator
Environmental Assistant

Environmental Specialist 1

Environmental Specialist 2

Environmental Specialist 3

Graphic Artist 1

Graphic Artist 2

indoor Alr Quality Coordinator

Information Technology Purchasing Analyst (Eff:2/17/2015)
information Technology Service Management Specialist (Eff: 2/17/2015)
Maintenance and Capital Improvement Planner
Management Assistant 1

Management Assistant 2

Management Assistant 3

Mechanical Engineer 3

Multimedia Specialist

Network Specialist

Nutrition and Custodial Services Purchasing Analyst
PeopleScft Administrator

Public Information Specialist 1

Public Information Specialist 2

Research Analyst 1

Research Analyst 2

Research Analyst 3

Safety Specialist

Security & Emergency Management Department Assistant
Senior Budget Analyst '

Systems Analyst 1

Systems Analyst 2

Systems Analyst 3

Training Specialist

Value Analyst 1

Value Analyst 2
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Appendix B (continued)

Grades

Grade 9

Grade 20
Grade 12
Grade 17
Grade 12
Grade 10
Grade 29
Grade 12
Grade 17
Grade 10
Grade 11
Grade 16
Grade 9

Grade 15
Grade 3

Grade 18
Grade 13
Grade 10
Grade 16
Grade 10
Grade 16
Grade 18
Grade 22
Grade 14
Grade 12
Grade 18
Grade 13
Grade 16
Grade 30
Grade 9

Grade 14
Grade 17
Grade 16
Grade 18
Grade 22
Grade 18
Grade 14
Grade 14
Grade 10
Grade 13
Grade 18
(Grade 18
Grade 10
Grade 16
Grade 5

Grade 12
Grade 16

TITLES AND GRADES
PROFESSIONAL EMPLOYEES’ ASSOCIATION

Unclassified Titles

Accountabiiity Assistant

Assessment Specialist

Benefits Specialist 2

Business Operations and Systems Coordinator
Communications Specialist

Contract Coordinator

Database Administrator

Digital Editor

Emergency Preparedness Coordinator

Energy Efficiency Coordinator

Energy & Sustainability Coordinator

Facilities Data Coordinator

Facilities Department Assistant

Facilities Maintenance Planner

Fund Development Assistant

Fund Development Coordinator

Fund Development Specialist

Furniture and Move Coordinator

Human Resource Consuitant

Human Resource Coordinator

Human Resource Information Management Analyst
Human Resource Information Management Systems Specialist
Human Resources Project Consultant

Human Resource Specialist

Human Rights Investigator

Marketing and Media Relations Coordinator
Marketing Communications Senior Associate

MIS Analyst/Application Support
Network/Information Systems Administrator
Nutrition Specialist

Ombudsperson

Operations Performance Enhancement Specialist
PeopleSoft Information Management Analyst
PeopleSoft/ Oracle Information Systems Specialist
Program Evaluator

Public Relations Coordinator

Recruitment and Diversity Specialist

Safety Program Specialist

Security and Emergency Management Project Coordinator
Senior Marketing and Development Specialist
Senior Ombudsperson

Student Information System Support Analyst
Student Information System Support Specialist
Systems Suppoit Specialist 3

Technical Training Assistant

Technology Construction Project Coordinator
Transportation Data Coordinator
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Appendix B (continued)

TITLES AND GRADES
PROFESSIONAL EMPLOYEES’ ASSOCIATION

Unclassified Titles

Grades

Grade 14 Workforce Design Specialist

Grade 8 Workforce Management Specialist 1
Grade 12 Workforce Management Specialist 2
Grade 14 Workforce Management Specialist 3
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APPENDIX C

STANDARD RANGES, January 1, 2016
PROFESSIONAL EMPLOYEES' ASSOCIATION

Years Start 1 2 3 4 5 6 7 8 9 15 20

Step 1 2 3 4 5 6 7 8 9 i0 15 20
Grade 1 37,833 39,769 41,764 43,916 46,025 48,422 50,774 52,503 53,121 56,047 59,168 59,640
2 38,066 40,982 43,055 45,166 47 474 49 861 852362 54,145 54,783 57,800 60,921 61,392
3 40,200 42,232 44,306 46,675 48,880 51,373 53,867 55,703 56,359 59,462 62,583 63,053
4 41,412 43,443 45,676 47,880 50,367 52,848 55,534 57,425 58,102 61,303 64,426 64,896
5 42,624 44,851 47,043 48,387 51,815 54,447 57,121 59,067 59,763 63,052 66,174 66,645
6 43,954 46,183 48,490 50,877 53,377 56,121 58,868 60,875 61,591 64,983 68,107 68,576
7 45,283 47,5611 49,937 52 441 55,020 57,796 60,661 62,727 63,464 66,962 70,084 70,554
8 46,650 48,959 51,345 53,966 56,660 59,551 62,492 64,619 65,380 68,983 72,105 72,575
9 48,022 50,408 52,846 55,608 58,384 61,266 64,321 66,512 67,297 71,003 74,124 74,595
10 49,387 51,890 54,510 57,248 60,065 63,141 66,315 68,675 69,380 73,204 76,326 76,797
11 50,951 53,495 56,154 59,010 61,903 64,895 68,311 70,640 71,468 75,404 78,525 78,996
12 52,479 55,062 57,836 60,729 63,741 67,049 70,346 72,740 73,598 77,651 80,773 81,243
13 54,046 56,780 59,517 62,530 65,734 69,004 72,377 74,843 75725 79,895 83,017 83,488
14 55,645 58,424 61,393 64,405 67,662 71,038 74,616 77,159 78,068 82,366 85,488 85,058
15 57,328 60,145 63,194 66,322 69,845 73,232 76,894 79,516 80,449 84,881 88,003 88,475
16 59,049 62,023 65,109 68,3562 71,797 75,385 79,131 81,827 82,791 87,351 90,474 90,844
17 60,846 63,819 66,989 70,387 73,909 77,699 81,615 84,394 85,390 90,091 93,214 93,683
18 62,606 £5,811 69,059 72,578 78,175 80,052 83,931 86,792 87,811 92,650 95,772 96,243
19 64,483 67,729 71,129 74,691 78,483 82,325 86,495 89,442 90,492 95,476 98,598 99,069
20 66,478 69,802 73,280 76,958 80,791 84,838 89,009 92,134 93,218 98,3556 101,477 101,947
21 68,433 71,876 75,473 79,305 83,175 87,389 91,783 94,912 96,026 101,317 104,439 104,910
22 70,505 74,025 77,739 81,610 85,676 90,024 94,509 97,730 98,878 104,326 107,448 107,918
23 72,668 76,255 80,022 84114 88,259 92,777 ~ 97,390 100,716 101,903 107,515 110,637 111,108
24 74,770 78,561 82,472 86,577 90,960 95,488 100,207 103,621 104,838 110,615 113,737 114,208
25 77,076 80,908 84,895 89,160 93,618 98,399 103,257 106,776 108,032 143,985 117,107 117578
26 79,421 83,253 87,517 91,8906 96470 101,351 106,349 109,972 111,265 117,396 120,518 120,088
27 81,728 85,833 90,097 94,631 99,363 104,343 109,564 113,298 114,628 120,941 124,063 124,533
28 84,191 88,418 92,875 97411 102,297 107,533 112,858 116,703 118,075 124,582 127,704 128,174
29 86,734 91,035 95,570 160,419 105426 110,726 116,235 120193 121,607 128,307 131,428 131,849
30 89,353 93,774 98,426 103,394 108,554 113,957 119,774 123,885 125313 132,216 135,339 135,809
31 92,014 96,628 101,437 106483 111,800 117,466 123,297 127497 128,007 136,103 139,226 139,695
32 94,713 99,522 104,486 109,728 115,164 121,017 126,975 131,304 132,847 140,165 143,288 143,759
33 97,566 102,493 107615 113,051 118644 124,646 130,841 135298 136,890 144,429 147,552 148,023
34 100,498 105,582 110,859 116,378 122202 128,358 134,820 139,421 141,063 148,832 151,956 152,426
35 103,547 108,790 114,147 119,857 125,839 132266 138,817 143,543 145,234 153,234 156,357 156,827
36 106,639 111,958 117,589 123,494 129,632 136,173 142,923 147,793 149,531 157,770 160,892 161,363
a7 109,844 115319 121,068 127,167 133,504 140,283 147,235 152,252 154,045 162,530 165652 166,123
38 113,169 118,801 124,745 130962 137,531 144,509 151,630 166,794 158,642 167,378 170,500 170,870
30 116,636 122,358 128,460 134,950 141,676 148,777 156,228 161,549 163,452 172,456 175578 176,048
40 120,052 126,076 132,370 138,899 145938 153,567 160,908 166,388 168,346 177,621 180,743 181,213
41 123,610 129,826 136,278 143,080 150,239 158,111 185,667 174,311 173,326 182,875 185995 186,468
42 127,363 133,659 140,346 147,347 154,735 162,856 170,671 176,485 178,666 188,397 191,519 191,989
43 131,120 137,727 144,572 151,804 159,431 167,763 175,798 181,788 183,925 194,057 197,179 197,650
44 135,066 141,831 148,948 156,421 164,201 172,788 181,086 187,254 189,458 199,896 203,017 203,487
45 139,175 146,093 153,369 161,021 169,088 177,934 186,489 192,851 195,120 205,867 208,990 209,460

Annual salaries are based on 2,080 hours. If a contract work year exceeds 2,080 hours, additional salary will be paid based on the
dailyfhourly rate of pay.
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APPENDIX G (continued)

STANDARD RANGES, DECEMBER 24, 2016
PROFESSIONAL EMPLOYEES ASSOCIATON

Years Start 1 2 3 4 5 6 7 8 9 15 20

Step 1 2 3 4 5 6 7 8 9 10 15 20
Grade 1 38,312 40,167 42,182 44,355 46,485 48,906 51,282 53,028 53,652 56,607 59,760 60,236
2 39,457 41,392 43,486 45618 47,949 50,360 52,886 54,686 55,331 58,378 61,530 62,006
3 40,602 42,654 44,749 47,041 49,369 51,887 54,406 56,260 56,923 60,057 63,209 63,684
4 41,826 43,877 46,133 48,460 50,871 53,376 56,089 57,899 58,683 61,916 65,070 65,545
5 43,050 45,300 47,513 49,881 62,333 54,991 57,692 53,658 60,361 63,683 66,836 67,311
& 44,384 46,645 48,975 51,386 53,911 56,682 59,458 61,484 62,207 65,633 68,788 69,262
7 45,738 47,986 50,436 52,965 55,570 58,374 61,268 63,354 64,099 67,632 70,785 71,260
8 47,117 49,449 51,858 54,506 67,227 60,147 63,117 65,265 66,034 69,673 72,826 73,301
9 48,502 50,812 53,475 56,164 58,968 61,879 64,964 67,177 67,970 71,713 74,865 76,3414
10 49,881 52,409 55,055 57,820 60,666 63,772 66,978 69,261 70,074 73,936 77,089 77,565
(k! 51,461 54,030 56,716 53,600 62,522 65,544 68,904 71,346 72,183 76,158 79,310 79,786
12 53,004 56,613 58,414 61,336 64,378 67,719 71,048 73,467 74,334 78,428 81,581 82,055
13 54,586 57,348 60,112 63,155 66,391 69,694 73,101 75,591 76,482 80,694 83,847 84,323
14 56,201 59,008 62,007 65,048 68,329 71,748 75,362 77,931 78,849 83,190 86,343 86,818
15 57,9501 60,746 63,826 66,985 70,341 73,9684 77,663 80,311 81,2563 85,730 88,883 89,360
16 59,639 62,643 65,760 69,036 72,515 76,139 79,922 82,645 83,619 88,225 91,379 91,853
17 61,454 64,457 67,659 71,001 74,648 78,476 82,431 85,238 86,244 90,992 94,146 94,620
18 63,232 66,469 69,750 73,304 76,937 80,853 84,770 87,660 88,689 93,577 96,730 97,206
19 65,128 68,406 71,840 75,438 79,268 83,148 87,360 90,336 91,387 96,431 99,584 100,060
20 67,143 70,500 74,013 77,728 81,599 85,686 89,980 93,055 94,150 99,33¢ 102,492 102,966
21 69,117 72,595 76,228 80,098 84,067 88,263 92,701 95,861 96,986 102,330 105,483 105,959
22 71,210 74,765 78,616 82,426 86,533 90,924 9b,454 98,707 99,867 105369 108522 108,997
23 73,395 77,018 80,822 84,955 89,142 93,705 98,373 101,723 102,922 108,580 111,743 112,218
24 75,518 79,347 83,207 87,443 91,870 96,443 101,209 104,657 105886 111,721 114,874 115,350
25 77,847 81,717 85,744 90,052 94,554 99,383 104,200 107,844 109,112 115125 118,278 118,754
26 80,215 84,086 88,392 92,815 97,435 102,365 107412 111,072 112,378 118570 121,723 122,198
27 82,545 86,691 90,998 95,577 100,357 105,386 110,660 114,431 115774 122,150 125304 125778
28 85,033 89,302 93,804 98,385 103,320 108,608 113,987 117,870 119,256 125,828 128,981 120456
29 87,601 91,945 96,526 101,423 106,480 111,833 117,397 121,395 122,823 129,580 132,742 133,218
30 90,247 94,712 99,410 104,428 109,640 115097 120,972 125094 126,566 133,538 136682 137167
31 92,934 97,694 102,451 107,548 112,918 118641 124530 128,772 130,287 137,484 140618 141,092
32 95660 100,517 105,531 110,825 116,316 122,227 128,245 132617 134,176 141,567 144721 145197
33 98,542 103,518 108,691 114,182 119,830 125,882 132,149 136651 138,250 145873 149,028 149503
34 101,504 106,638 111,968 117,542 123,424 128642 136,177 140815 142,474 150,320 153,476 153,950
35 104,582 109,878 115288 121,056 127,097 133,589 140,205 144,978 146686 154,766 157,921 158395
36 107,705 113,078 118,765 124729 130,928 137,535 144,352 149,271 151,026 159,348 162,501 162,977
37 110,942 116,472 122,279 128,430 134,839 141,686 148,707 153,776 1585585 164,155 167,309 167,784
38 114,301 119,988 1259802 132,272 138,908 145954 153,146 158,362 160,228 169,052 172,205 172,680
39 117,701 123,582 129,745 136,300 143,093 150,265 157,791 163,164 165,087 174,181 177,334 177,808
40 121,263 127,337 133,604 140,288 147,397 155103 162,517 168,052 170,020 179,397 182550 183,025
41 124,846 131,124 137,641 144,511 151,741 159,692 167,324 173,024 175,050 184,704 187,856 188,333
42 128,637 134,996 141,749 148,820 156,282 164,485 472,378 178250 180,351 190,281 193,434 193,009
43 132,431 139,104 146,018 153,322 161,025 169,441 177,556 183,606 185764 195998 199,151 199,627
44 136,417 143,240 150,437 157,985 165,843 174,516 182,897 189,127 191,353 201,895 205,047 205522
45 140,567 147,554 154903 162,631 170,779 479,713 188,364 184,780 197,071 207,926 211,080 211,555

Annual salaries are based on 2,080 hours. If a contract work year exceeds 2,080 hours, additional salary will be paid based on the
daily/hourly rate of pay.
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ADDITIONAL INFORMATION

{Not a Part of the Negotiated Agreement)

LABOR MANAGEMENT COOPERATION

The District and Association agree that it is in the best interest of professional employees and the school
district to meet and discuss areas of concern or ideas for ways to improve what we are already doing.
Therefore, the Association and the District will work together, during the term of the 2016-2017 labor
agreement, on a forum for these discussions. These discussions are intended to address issues quickly
by bringing people relevant to the discussion together in a forum to talk. Either the Association or the
District can initiate these discussions. Both parties understand that to limit disruptions at the various work
sites, participation in these discussions should be limited to small groups of people. This forum does not
replace negotiations of contractual issues.
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