
MASTER AGREEMENT
Between

REDMOND SCHOOL DISTRICT 2J
And

OREGON SCHOOL EMPLOYEES ASSOCIATION CHAPTER NO. 84

This agreement is made on this 1st day of July, 2021 by and between the Board of Directors of
Redmond School District 2J (hereinafter called the Board or the District) and the Redmond
Chapter of the Oregon School Employees Association (hereinafter called the Association or
the OSEA).



ARTICLE ONE
EXTENT OF AGREEMENT

A.This agreement contains the full and complete agreement between the Board and the
Association on all issues agreed upon during negotiations.

B.When the District is obligated to bargain over employment relations during the term of the
collective bargaining agreement and the Association demands to bargain, the parties agree
to follow the current provisions of ORS 243.698 which outline expedited mid-term bargaining
as follows:

1.  Expedited mid-term bargaining may not, without the consent of both parties and
provided the parties have negotiated in good faith, continue past ninety (90) calendar
days after the date the notification specified in subsection (2) of this section is received.

2. The District shall notify the Association in writing of anticipated changes that impose a
duty to bargain prior to implementation of the proposed change(s).

3.  Within fourteen (14) calendar days after the District’s notification of anticipated
changes specified in subsection (2) of this section is sent, the Association may file a
demand to bargain. If a demand to bargain is not filed within fourteen (14) days of the
notice, the Association waives its right to bargain over the change or the impact of the
change identified in the notice.

4.  The expedited bargaining process shall cease ninety (90) calendar days after the
written notice described in subsection (2) of this section is sent, and the District may
implement the proposed changes without further obligations to bargain. At any time
during the 90-day period, the parties jointly may agree to mediation, but that mediation
shall not continue past the 90-day period from the date the notification specified in
subsection (2) of this section is sent. Neither party may seek binding arbitration during
the 90-day period.



ARTICLE TWO
RECOGNITION

A. The Board recognizes the OSEA as the exclusive bargaining representative, as in
ORS 243.650, Section 8, of all classified public employees of the District.

B. Supervisors and confidential employees as described in ORS 243.650 and substitute
employees as defined below shall be excluded.

C. It is recognized that it is and will remain solely the function and responsibility of the
Board to exercise the obligations and prerogatives necessary for the proper
operation and management of the Redmond School District.

D. For the purposes of this contract, the following terms shall be defined:

1. Substitute Employee: A “substitute employee” works less than 50 consecutive
work days in the same position, on the same bus route or for the same
person.  If a substitute employee works more than 50 consecutive work days
in the same position, on the same bus route or for the same person, they
become a long-term temporary employee. The District will not change
assignments or discontinue employment only for the purpose of avoiding
inclusion of a substitute employee in the bargaining unit.

2. Long-Term Temporary Employee:  Long-term temporary employees are
members of the bargaining unit whose assignment and status as an
employee ends at the conclusion of the long-term temporary period.  Such
employees are eligible for all the benefits as defined in this Agreement except
seniority rights including those seniority rights related to layoff, recall and
longevity pay and provisions relating to termination when the temporary
assignment ends.

In cases where permanent employees of the bargaining unit are filling
long-term temporary assignments, they shall be transferred back to their
original assignments at the end of the long-term temporary assignment and
will continue to accrue seniority during the long-term temporary assignment.

3. Full-Time Employee: Those employees in positions established by the Board
requiring thirty (30) or more hours per week.

4. Part-Time Employees: Those employees in positions established by the
Board requiring less than 30 hours per week.



ARTICLE THREE
EMPLOYEE RIGHTS

A. Association Dues:  The Board agrees to deduct Association dues from the wages of
each employee, as defined in Article II, for payment to the Association in accordance
with the deduction procedures set forth in Section 6 of Oregon House Bill 2016
(2019).The District will advise all newly-employed personnel at the time of their
employment that the Association is their exclusive bargaining representative. The
Association agrees to indemnify, defend, and hold the District harmless from all suits,
actions, proceedings or claims against the District involving application of this
paragraph.

B. The Board agrees to transmit the dues, fees and assessment as indicated in
paragraphs A above, with a check-off list to the State Office of the Oregon School
Employees Association by the 15th day of the month following payroll deduction.

C. District courier facilities, email within District policy and specified bulletin boards may be
used for distribution of Association communications so long as such communications
are labeled as Association materials and contain the name of the authorizing
Association official.

D. Designated representatives of the Association shall have the right to conduct
Association Business (defined as activities set forth in Section 3 of House Bill 2016
(effective January 1, 2019)) on school property and in school buildings during the
representative’s regularly scheduled work hours without loss of compensation,
seniority, leave accrual, or other benefits, at reasonable times provided there is no
interruption of normal school operations and/or the performance of the designated
representative’s essential job functions, and also provided that proper approval has
been obtained from the building administrator.  The District will grant one designated
representative up to five (5) working days annually, non-accumulative, to conduct
Association Business.  The District will approve up to three hours per month per each
additional representative to engage in Association Business, provided that such
approval does not necessitate the payment of overtime wages.  The designated
representatives are responsible for pre-arranging necessary coverage of their job
duties.  The Association will provide a list of designated representatives to the District
by September 1 of each school year, and will provide notice to the District of any
changes to the list during the school year within ten (10) school days.

E. The Association shall have the right to use facilities and office equipment at reasonable
times and when not in use provided that prior approval has been obtained from the
building administrator.  The Association shall pay for all supplies and materials incident
to such use.  This accounting shall be made to the District each month.



F. The District will provide to the Association and the OSEA Chapter President, within 5
business days upon request, a spreadsheet which shall include the following
information:

● Position title
● Work Site
● Permanent or Temporary
● For temporary positions include start date, end date
● FTE
● Number of days in work calendar
● Employee’s first and last name
● Hire date
● Seniority date
● Step and range placement
● Change of status such as termination, promotion, demotion, layoff or transfer

G. One Association representative, elected or appointed, shall be granted time off, with
no loss of pay, to attend to activities dealing with contract administration or for
processing grievances, for no more than five (5) working days annually,
non-accumulative. In addition to the above, up to two (2) additional Association
representatives shall be granted time off with no loss of pay for the purpose of collective
bargaining for a successor agreement between Redmond School District 2J and OSEA
Chapter #84.  The time off shall be within reason as determined by the superintendent.

H. Classified employees shall have the right to attend Association meetings at their
regular work location or other District facility with no loss of pay, provided the meetings
occur before or after the employees’ regular work hours, during meal periods or during
any other break periods.  The Association shall have the right to conduct such meetings
at a time and place set by the Association, provided that the meetings do not interfere
with the District’s operations as determined by the District.

I. Classified employees shall have the right to attend Association meetings with no loss
of pay. The District may require the employees to make up release time to attend
Association meetings.  Release time shall be limited to one (1) meeting per month, and
will not exceed two (2) hours. Meetings will not occur during hours when students are in
school.

J. Representation Rights: In accordance with applicable law, any employee, upon
request, is entitled to representation in any meeting or interview that the employee
reasonably believes may result in disciplinary action.

K. Complaints: When a complaint is made to the District regarding an employee of the
District and the District intends to investigate, the complaint shall be reduced to writing
and presented to the employee in a timely fashion. The employee shall then have the
opportunity to respond to the complaint. The requirement that a complaint be reduced
to writing and presented to the employee does not apply if a law enforcement
investigation is pending or if the complaint involves allegations that may amount to child
abuse or criminal conduct.



L. OSEA Time Release:

1. Employees who are members of OSEA may be allowed time off without loss of pay
or benefits under the OSEA Time Release-Program to assist in Association
business.  The District will continue to pay the employee, and the Association will
reimburse the District for actual costs to replace the employee taking part in the
program.

2. Employees taking part in this program will submit a written plan a minimum of two
weeks in advance to their immediate supervisor, including hours and days requested
for release time and duration of the plan.

3. Release of the employee is contingent on mutual agreement with the District.

4. Total time used under this program shall not exceed a limit of one hundred and sixty
(160) hours, with no more than forty (40) hours per employee participating, with
possible exceptions considered.

5. Conflicts arising over the application of this article shall not be subject to the
grievance procedure, but may be appealed to the Superintendent.

M. The Association shall be notified in advance of the District’s annual new employee group
orientations and shall have the right to be placed on the agenda for 30 minutes in order to meet
with new classified employees.  If the District does not hold group orientations, a designated
representative of the Association may meet with new employees within 30 calendar days of the
date of hire at individual or group meetings without loss of pay for a period of 30 minutes at
times that do not interfere with the District’s operations as determined by the District. The
Association will be provided with copies of the Board’s consent agenda

N. To the extent that elements of HB 2016 are not addressed in the collective bargaining
agreement, the District and Association agree to follow the statutory requirements contained in
HB 2016.



ARTICLE FOUR
TERM OF AGREEMENT

The term of this agreement is from July 1, 2021 through June 30, 2023.



ARTICLE FIVE
WAGES

A. Wages for the 2021-2022 fiscal year shall be as shown in Appendix A,  which represents
a 3.0% increase over the 2020-2021 wages. Wages for the 2022-2023 fiscal year shall
be as shown in Appendix B, which represents a 3.0% increase over the 2021-2022
wages. Wage increases for 2021-22 will be effective as of July 1, 2021.

B. The wage schedule beginning with the 2021-22 fiscal year will include an additional step,
Step 7. Step 7 will represent a 5.0% increase over the previous Step.

C. The parties agree to enter into negotiations regarding the single topic of increasing the
Year 10 step for the 2022-2023 fiscal year, to commence no later than April 15, 2022.

D. Premium Rate (overtime): The premium rate is defined as one and one-half (1½) times
the regular rate of pay for any time worked over forty (40) hours per week.  For purposes
of calculating overtime, “time worked” only includes time actually worked and does not
include any paid or unpaid leave time, except that paid holiday time as identified in
Article 6 (C) shall count as time worked for the week in which the paid holiday occurs.

E. Flexible scheduling may be requested by the employee and authorized based on mutual
agreement between the employee and building administrator or department supervisor.
Flexible scheduling is not intended to be used in place of existing leaves or to disrupt the
provision of services. Requests should be made in writing as far in advance as possible.
Request forms for flexible scheduling are available through the RSD Human Resources
Department.

Employees may also occasionally flex their time within the regularly scheduled
work-week upon receiving pre-approval by the supervisor.

F. Annual Increase:  Employees shall be granted annual step increases on July 1 provided
the employee is not at the top of the salary range attached to his/her classification and
provided the employee's work performance is satisfactory as reflected in his/ her
performance evaluation. Newly hired employees must be working March 1 to be eligible
for the annual step increase. Regular employees that are promoted to a higher classified
position after March 1, who have received a minimum of a 5% increase as a result of the
promotion are not eligible for a step increase in that position on July 1.

G. Seasonal Groundskeepers: Seasonal groundskeepers shall become eligible for a step
increase upon completion of each full season worked. The step will be granted upon
return for the subsequent season.

H. Promotions:  When an employee is promoted, the employee will receive an increase by
being placed at the existing step in the wage schedule that represents as close to a 5%
increase as is possible.  Such placement may amount to an increase that is either less
than 5% or more than 5%.

I. Downward Reclassification: If a position is reclassified downward, the employee will be
maintained at their current wage range until the wage rate for the reclassified position
reaches the rate being paid to the reclassified employee.



J. Working Days: A minimum number of working days for the less than 12-month
classifications below are as follows:

1. FAN Advocates, Homeless Liaisons, Community Liaisons, Library Technicians
and Computer Lab Assistants will follow the licensed employee calendar.

2. Instructional Assistants will work the following days:
A. Student Services Elementary Positions: (ERC, ILS, Behavior, CNA, ELL)

will work the same days as licensed employees with the exception of the
following: 1st teacher work day of the year, 2nd day of both elementary
conference sessions and the final teacher workday of the year. Instructional
Assistants in this category may be requested to work on other days as
needed and would be provided no less than 72 hours’ notice. Notification may
be made via email.

B. Student Services Secondary Positions: (ERC, ILS, Behavior, CNA) will
work the same days as licensed employees with the exception of the
following: The first and last teacher work day of the year and conference
days.

C. Instructional Assistant: Academic Support (formerly Literacy, Generalists,
and Title) will work on student contact days and the first week licensed
employees return, excluding the Friday work day of that week. The teen
parent coordinator and childcare assistant will also follow this schedule.

3. Bus Drivers will work on student contact days.

4. Nutrition Service Staff - Elementary and secondary will work on student contact
days for their respective levels.

If the school calendar is changed after initial adoption by the School Board, the
classified employees will be advised via e-mail of such changes within five (5)
work days. Other than partial or total school closures or funding shortfalls, all
employees will be afforded the opportunity to work the number of days previously
scheduled.  Upon receipt of said notification, the Association will have ten (10)
working days to request negotiations on this issue.

I. Call Back: Employees called by a building administrator or department supervisor to return
to work after completing a shift for the day, or on a holiday or on a weekend which is not part
of their regularly scheduled work week, shall receive compensation for at least two (2) hours
at the appropriate rate of pay.

J. Show-up Pay: An employee reporting for work on a scheduled work-day, when the District
fails to provide regular notification not to report for work, shall be compensated for two hours
of work at that employee's regular rate of pay.  Regular notification shall be radio
announcements. Employees who report to their work site more than one half hour before
their start time will be ineligible for show up pay.

K. Longevity Pay: For all regular employees hired prior to July 1, 2012 the following provisions
will apply.
A bargaining unit employee who has at least ten (10) years of continuous employment with



the District and less than fifteen (15) years shall receive $250 annually during the month of
December.

A bargaining unit employee who has fifteen (15) years of continuous employment with the
District and less than twenty (20) years shall receive $450 annually during the month of
December.

A bargaining unit employee who has twenty (20) years of continuous employment with the
District shall receive $650 annually during the month of December.

"Continuous employment" shall mean unbroken service from the last date of hire.  Approved
unpaid leaves of absence will not count as "continuous employment" but will not "break"
such employment.

Eligibility will be calculated as of December 1 of each year.

For all regular employees hired on or after July 1, 2012 the following provisions will apply.

On the first regular paycheck following the tenth (10th) anniversary of date of their hire, the
employee will receive a one-time longevity recognition payment of $500, as a separate
check but subject to all normal payroll withholdings.

On the first regular paycheck following the fifteenth (15th) anniversary of their date of hire,
the employee will receive a one-time longevity recognition payment of $1,000, but subject to
all normal payroll withholdings.

On the first regular paycheck following the twentieth (20th) anniversary of their date of hire,
the employee will receive a one-time longevity recognition payment of $1,500, but subject to
all normal payroll withholdings.

On the first regular paycheck following the twenty-fifth (25th) anniversary of their date of
hire, the employee will receive a one-time longevity recognition payment of $2,000, but
subject to all normal payroll withholdings.

On the first regular paycheck following the thirtieth (30th) anniversary of their date of hire,
the employee will receive a one-time longevity recognition payment of $2,500, but subject to
all normal payroll withholdings.



L. Out-of-Classification Pay: Employees assigned by their building administrator or department
supervisor to perform all of the duties normally performed by an employee in a higher
classification during that employee’s absence from work shall be entitled to payment for
work out of classification. Compensation shall be at the wage range of the higher
classification and at the step the employee is currently on. The District shall have the right to
adjust the wage to a higher rate of compensation in individual instances.

This payment shall begin on the third day of such an assignment in case of unscheduled
absences, or on the first day of such an assignment in the case of prearranged absences.
Whenever an employee is to be paid for out-of-classification pay, the Timekeeper will
instruct the employee to use the “Work Out of Classification” job code in the timekeeping
system and will email the Payroll Specialist with the circumstances of the work (expected
duration and whether prearranged).

An employee that agrees to perform work in a lower classification on a temporary basis to
support district operations shall be paid their regular wage, not to exceed 10 days.

M. Pay Periods: Classified employees shall be paid according to hours in their work year.
Employees shall be paid on a twelve-month basis extending from July 1 to June 30.
One-twelfth of the employee’s projected annual wages will be due and payable on the last
banking day of each month. Designated employees will receive one to three paychecks in
June.

N. Extra-Duty Stipends: Bargaining unit employees who apply and are selected by the District to
provide services outside of their regular duties and will do so without accumulating time
worked in such capacity toward the payment of overtime. Compensation for such services
shall be according to the rates established in Appendix B.

This Agreement and this provision is intended to waive the employer’s obligation to pay
overtime or any rate of pay other than that indicated in the attached Extra-Duty Schedule, or
to provide minimum employment conditions (except as specified in this Agreement) and is
intended to fulfill the requirements of all applicable law, including ORS 653.261 and OAR
839-020-0030.

Classified employees provide extra-duty services entirely on a voluntary basis and both the
District and the employee may terminate such services at any time.

O. The District will make every effort to allow, when possible, qualified employees to apply and
accept more than one part-time position within the District in order to achieve as close to full
time employment as possible. Scheduling of additional part-time positions shall not interfere
with the employee’s primary job.

P. Trade Time: Employees are not eligible for “trade-time”. Employees that work beyond their
regular work schedule will be compensated for the time in accordance with wage and hour
regulations. Hours worked over the regular schedule must be pre-approved by the building
administrator or department supervisor.

Employees may occasionally flex their time within the regularly scheduled “work-week” upon
receiving pre-approval by the building administrator or department supervisor. Refer to article
on flexible scheduling for further reference.



Q. Overpayment of Wages:  As soon as the district recognizes an overpayment of wages and/or
benefits to which the employee is not entitled, regardless of whether the employee knew or
should have known of the overpayment, the district shall notify the employee in writing
(email) of the overpayment and the amount of wages and/or benefits to be repaid.

For purposes of recovering overpayments by payroll deduction, the following shall apply:
1.The district shall be limited in using the payroll deduction process for recoupment of
overpayment of wages and/or benefits that occurred no more than three (3) years before
the notification.

2.The employee and, upon request, association representative, and the district shall
meet and attempt to reach mutual agreement on a repayment schedule within thirty (30)
calendar days following written notification (email).

3.If there is no mutual agreement at the end of the thirty (30) day calendar period the
district shall implement the repayment schedule stated in Section (D) of this Article.

4. If the overpayment amount to be repaid is more than five percent (5%) of the
employee’s regular monthly base salary, the overpayment shall be recovered in monthly
amounts not exceeding five percent (5%) of the employee’s base salary. If an
overpayment is less than five percent (5%) of the employee’s regular monthly salary
base, the overpayment shall be recovered in a lump sum deduction from the employee’s
next paycheck. If an employee leaves district employment before the district fully
recovers the overpayment, the remaining amount may be deducted from the employee’s
final check(s).

5 Notwithstanding the above, Section (B), (C), and (D) of this Article shall not apply to
payroll adjustments necessitated by a discrepancy between actual hours of paid time
versus hours projected for payroll purposes from one pay period to another. For
example, if an employee utilizes leave without pay near the end of a month but is paid
for such time because leave without pay was not anticipated at the payroll cutoff date for
that month, the employee’s pay and benefit entitlements may be adjusted on the
following month’s paycheck.

6.An employee who disagrees with the district determination that an overpayment has
been made to the employee may dispute the determination in writing to the
Superintendent within thirty (30) calendar days as stated in Section (B) of this Article
and/or may file a grievance in accordance with Article 10.

7.Nothing in this article shall preclude a mutual agreement between the parties for
immediate restitution (repayment).

8.This Section does not waive the district’s right to pursue other legal procedures and
processes to recoup an overpayment of wages made to an employee at any time.

R. Minimum Shift: Bus drivers and monitors will be compensated for a minimum shift of two
hours when working on a district non-student contact day. For example, if the transportation
department is providing transportation services to students in programs other than those of the
Redmond School District and the route requires less than two hours - the driver or monitor will
be assigned and compensated for no less than two hours of work.



S. Shift Change:  Except in the case of an emergency or by mutual agreement, personnel
affected by a shift change shall be notified no less than seventy-two (72) hours in advance.  The
affected personnel will be paid at the premium rate for changes occurring with less than
seventy-two (72) hours notification.

T. Split Shift: No bus driver or monitor shall be required to clock out between shifts for periods
shorter than fifteen (15) minutes.

U. Job Assessment and Reclassification:

The District and Association agree that compensation for various positions should be based on
objective criteria and an objective process for comparison.

1. A Job Assessment and Reclassification Committee shall be appointed with equal
representation from the Association and the District.

2. After mutually agreed upon assessment criteria and procedures and the initial review of all
job titles, the Committee shall meet at least annually to review the criteria, procedures and any
positions that may need reconsideration.

3. Individual employees, the District, or the Association may request positions be reviewed by
the Committee. The Committee will determine the schedule for reviewing positions and may
decline a review if the request lacks merit.

4. The Committee may consider the availability of applicants for specific positions and
compensation of similar positions in the community when determining a recommendation for
range placement.

5. If new job titles are established, the District staff will initially place the position on the wage
range based on the criteria used by the Committee and notify the Association. After one year,
newly established positions will be reviewed by the Committee.

6. All changes in wage range placements must be approved by both parties.

7. Newly created job titles will initially be placed on the Job Classification Schedule by the
Human Resources Department. The Job Assessment and Reclassification Committee may
make recommendations on changes in job classification. Changes in classification are subject
to Association and District approval.

8. Wage movement, if applicable, will be retroactive as of January 1, 2020. Current employees
in positions that have been placed on a lower wage grade shall remain at their higher current
pay assignment until their revised reclassification grade matches or exceeds their current wage.
New employees hired shall be placed on the current wage schedule as determined by Human
Resources.



9. When economic or other unforeseen circumstances may result in the elimination of an entire
job classification, the District will notify the Association in writing at least (60) days prior to the
anticipated elimination of the job classification when practicable. The District agrees to allow the
Association the opportunity to discuss the pending action with the District.

V. Subcontracting of Bargaining Unit Work

Prior to any subcontracting of any bargaining unit work, the District will notify the Association of
the potential subcontract and the rationale, as both parties acknowledge subcontracting is a
mandatory subject of bargaining.  Upon demand from the Association, the District will negotiate
in good faith with the Association in accordance with ORS 243.698.



ARTICLE SIX
FRINGE BENEFITS

A. Insurance:  The Board shall provide each benefit eligible employee in the bargaining unit and
the employee’s family access to medical, dental, orthodontia and vision insurance. Benefits
will be available for a twelve (12) month period. Employees regularly scheduled to work thirty
(30) hours or more per week will receive insurance benefits as outlined below.  Employees
will not receive an insurance benefit paid for by the District if they are on leave without pay
granted by the District pursuant to Section H of this Article.  The insurance benefit for each
employee will be determined according to the number of scheduled weekly hours.

Each employee will enroll in mandatory group plans for long-term disability insurance, life
insurance and accidental death and dismemberment insurance. The benefit for the life
insurance and accidental death and dismemberment insurances is $5,000 per coverage.

Benefit eligibility will be maintained according to the percentage of the employee’s work
calendar that the employee worked, as described below. The calculation of hours worked will
not consider any leave without pay as time worked, whether such leave is granted under
Section H of this Article or occurs because an employee is absent without leave. Employees
taking a portion of a month of unpaid leave under OFLA/FMLA will have that time count as
days worked. The calculation of hours worked for this section shall include all paid leave
time.

All insurance benefits will be maintained at the current levels or changed as mutually agreed
by the Association and the Board (agreed upon changes to be effective as of October 1 of the
year).

Effective October 1, 2021, the insurance benefit will be paid by the District up to a maximum
of $1,400 per employee per month. Employees working 30 hours or more per week will
receive this maximum benefit of $1,400. Effective October 1, 2022, the insurance benefit will
be paid by the District up to a maximum of $1,450 per employee per month. Employees
working 30 hours or more per week will receive this maximum benefit of $1,450.

Regularly Scheduled
Hours Per Week

October 1, 2021
to September 30,

2022

October 1, 2022
To September 30,

2023

30 hours or more per week $1,400 $1,450

Bus drivers and monitors hired into a
position that requires 20 to 29 hours per
week will be eligible for the lower level
health insurance CAP included in Article
6A.

$1,100 $1,150



The District will pay a portion of insurance premiums for health, dental, orthodontia and vision
insurance according to the preceding table.

Employees eligible for a District insurance contribution, but who choose not to obtain medical
insurance coverage, may decline coverage by electing to “opt out of medical coverage” or
“waive benefits” in accordance with the rules as set forth by OAR 111-040-0050.  Employees
choosing to opt out must submit their election to opt out through the OEBB benefit management
system and provide proof of current coverage under another employer-sponsored group
medical benefit plan.  If an eligible employee chooses to “opt out” or waive his/her insurance
coverage, that waiver shall be effective until the next open enrollment period or following a
qualifying status change whereby the OEBB QSC Matrix allows this as an option.  An employee
can reinstate the insurance benefit and forfeit future benefit stipends should there be a qualified
status change as defined by OAR 111-040-0040.

An eligible employee who opts out of an OEBB sponsored medical insurance plan by meeting
the requirements outlined above shall receive a monthly stipend in lieu of the contractual
insurance cap and such payment will be considered taxable income. The monthly stipend will be
$360. 30% of the District-paid cap amount. Part time, benefit eligible employees receive an opt
out stipend proportional to their FTE. Eligible employees electing to opt out of the
OEBB-sponsored medical benefit plans may enroll in the dental, vision, and optional benefit
plans at their own expense. The parties agree to reopen on the issue of health insurance should
federal and/or state regulations be provided that would require revisions of this article.

The District shall provide a Section 125 plan as long as such a service is available at no cost to
the District.  The parties agree to bargain if there is not a “no cost provider” available.

For an employee whose first day of work is during the first twelve (12) days of the month,
insurance benefits will become effective on the first day of the following month.

For an employee whose first day of work is on or after the 13th day of the month, insurance
benefits will become effective on the first day of the second following month.

For an employee who terminates or goes on unpaid leave of absence during the first twelve (12)
days of the month, the District paid insurance benefits will be effective through the end of the
present month.

For an employee who terminates or goes on unpaid leave of absence on or after the 13th day of
the month, the District paid insurance benefits will be effective through the end of the following
month.

Employees who lose benefits due to separation of employment or unpaid leave of absence will
be eligible for continuation of group benefits at employee expense as provided in the
Consolidated Omnibus Budget Reconciliation Act (COBRA) according to law.

B. Physical Examinations:  Physical examinations required of employees shall be paid in full by
the Board provided that the physical examination is performed by a doctor or other qualified
person designated by the Board.



C. Holidays:  The following days are to be observed as paid holidays:
New Year’s Day Veterans’ Day
Memorial Day Thanksgiving Day
Independence Day Day after Thanksgiving
Labor Day Christmas Day

If the holiday falls on Sunday, it will be observed on Monday.  If the holiday falls on Saturday,
it will be observed on Friday.

Eligible employees who are scheduled to work but wish to take Christmas Eve or Martin
Luther King Day off may use their vacation time or compensation time for that day.

To be eligible for a paid holiday, employees must have worked thirty (30) calendar days or
more preceding the holiday and must have worked the scheduled workday before the
holiday and be available for the scheduled workday immediately following the holiday.
Authorized protected leave and paid leave shall be considered as days worked.

Employees in the bargaining unit shall be compensated for the holiday as though they have
worked a regularly scheduled day. If an employee is required to work on the above named
holidays, she/he shall receive the overtime rate for all hours worked in addition to his/her
regular holiday pay.  Under no circumstances will classified employees work a holiday
without prior approval from the director of Human Resources, unless requested for
emergency purposes by the employee’s building administrator or department supervisor.
Employees shall not receive holiday pay during any period during which they are on an
unpaid leave of absence.

D. Tuition Reimbursement:  Tuition reimbursement may be provided for classified employees
within their individual areas of assigned work.  Prior approval by the employee's immediate
building administrator or department supervisor and by the director is required for advance
reimbursement.  Verification of successful completion of the course(s) and a copy of a
receipt or cancelled check verifying the cost will be required by the District.

When advanced payment is not requested, applications for reimbursement will be accepted
by the District.  Reimbursement submitted in this manner may be made upon approval by
the building administrator or department supervisor.  Applications for tuition reimbursement
shall be made by completing a Classified Tuition Reimbursement form provided by the
District.

E. Personal Leave:  The District shall allow employees three (3) days of personal leave per
year without loss of pay.  A day is defined as that employee's regularly scheduled hours in a
day.

Personal Leave will be awarded at the beginning of the fiscal year. The awarded personal
leave will be reduced by the number of hours an employee is absent from their scheduled
work. Hours of leave used will be rounded to the nearest quarter hour for leave accounting
purposes.

Except in the case of an unforeseen emergency, an employee will give 5 work days advance
notice to the immediate building administrator or department supervisor. Building
administrator or department supervisor will maintain discretion over how many personal



leave requests may be approved for the same time period. For example, only a certain
number of bus drivers may use personal leave on the same date. Building administrator or
department supervisor will consider requests in the order they are received and will respond
to the requests within five working days. If the building administrator or department
supervisor is absent and unable to respond within five working days, the employee may
submit the request to the Director of Human Resources.

Probationary employees will receive no personal leave until they have been employed for
60-calendar days. The personal leave award will be prorated based on the percentage of the
year worked and reported on the paystub following the completion of 60 days.

Employees may carry over up to 8 hours of unused personal leave to the next year. This is
not cumulative from year to year. No employee will start a year with any more than 8 hours
of carried over personal leave. Employees who have worked in the district less than one full
year shall earn personal leave on a pro-rata basis.

The intent of personal leave is to accommodate the employee’s personal business
obligations and may not be used the day before or the day after a vacation leave or holiday
(Labor Day, Veteran's Day, Thanksgiving Break, Winter Break, New Year's, Spring Break,
Memorial Day, 4th of July and Summer Break), or the beginning or the end of the school
year. However, with supervisor approval personal leave may be used on an aforementioned
excluded date if the day is a non-student contact day. In extenuating circumstances, the
Director of Human Resources or designee may approve or extend leave requests before or
after vacation.

F. Sick Leave: Each employee will accrue one (1) day of sick leave for each full month worked.
Employees who work less than eight (8) hours per day will receive a prorated share of sick
leave credits based on their regular work day (based upon FTE).

Sick Leave will be accrued at the end of each pay period and is available to use upon
accrual. Hours of leave used will be rounded to the nearest quarter hour for leave
accounting purposes. Sick leave runs concurrent with designated Oregon Family Leave Act
(OFLA) and Family Medical Leave Act (FMLA) leave.

Employees who have earned sick leave shall be eligible to use sick leave for any period of
absence from employment that is due to the employee's or immediate family member’s
physical or mental health care.
"Immediate family" shall be defined as follows:

● Partner or spouse of the employee;

● Children, stepchildren, son-in-law, daughter-in-law, grandchildren, or grandparents
of the employee;

● Mother, father, brother, or sister of the employee;

● Mother-in-law, father-in-law, brother-in-law or sister-in-law of the employee;
● Any relative who is a resident responsibility of the employee; or

● Guardian or a person who served as a guardian without the legal designation for
the employee.

● Any person or the employee who is loco parentis.



The district reserves the right, after 3 consecutive days of absence, to require proof of
personal illness or injury from an employee, including a medical examination by a physician
chosen and paid for by the district. An employee refusing to submit to such an examination
or to provide other evidence as required by the district, shall be subject to appropriate
disciplinary action, up to and including dismissal.

Depending on the nature of the reported illness or injury, the district also reserves the right
to request a written release to work from the employee’s physician to verify that the
employee can safely perform his or her duties.

Classified employees have unlimited accumulation of sick leave in accordance with ORS
342.596. The district will adhere to the law in accordance with ORS 653.606.

Pursuant to ORS 237.153, the Board agrees to request that the Public Employees
Retirement System compensate employees for accumulated unused sick days in
accordance with its rules and procedures.

G. Legal Leave:  The Board recognizes the civic right and responsibility of employees to
support the judicial process of our country.  An employee shall be granted leave for services
on a jury. Jury duty leave will be paid leave except where, in the judgment of the District, the
amount of time required is excessive.  In such cases, leave will be granted without pay.

When an employee has been released from jury duty prior to the close of business, she/he
shall contact his/her building administrator or department supervisor or building principal and
request clarification of his/her duty status. The above provisions shall apply to service as a
witness in response to a subpoena related to the duties as a school district employee or
other direction by proper authority. Legal leave identified in this provision does not apply
when an employee is involved as a litigant for personal reasons.

If the employee receives a fee for these services, the fee, less mileage, shall be deposited
with the District's business office in order for the employee to receive a full paycheck for the
period involved; and provided further that a copy of the subpoena or other notice shall be
filed in the District Office with the request for leave.

H. Leave Without Pay:  An employee shall be allowed leave without pay upon request and with
the recommendation of that employee's building administrator or department supervisor and
the approval of the director of Human Resources for a duration of not more than twelve (12)
months.  An employee on leave without pay shall, at the end of such leave, be returned to
that employee's position in the District prior to the leave. Adjustments in compensation that
went into effect during the time the employee was on leave without pay shall be applied to
the employee's compensation upon returning from the leave. If leave without pay is
requested for less than a full work year and paid leave benefits are available, leave without
pay may not be used. Paid personal leave and vacation leave benefits must be exhausted
before leave without pay may be approved.

I. PERS Pick-up:  The District will continue to pick-up the 6% employee portion of the Public
Employees' Retirement System contributions during the duration of this agreement.



J. Vacation: Employees shall earn and be awarded vacation on a monthly accrual basis
beginning July 1. Vacation leave will be awarded at the close of each pay period according to
the length of continuous employment as indicated in the tables below (prorated by FTE).

Ten and eleven month employees will receive their vacation awards August through May pay
periods in order to allow them ample time to use each year’s leave award.

Vacation Award Table:

Total Annual Award Based
on Continuous Months of
Employment

260
Contract
Days

237
Contract
Days

219
Contract
Days

147-191
Contract
Days*

1-60 months 10 Days 9 Days 8 Days 7 Days

61-120 months 15 Days 14 Days 13 Days 12 Days

121 months or more 20 Days 18 Days 17 Days 15 Days

Monthly Award 260
Contract
Days

237
Contract
Days

219
Contract
Days

147-191
Contract
Days*

(Based on 1.0 FTE) 12 month
accrual

10 month
accrual

10 month
accrual

12 months
vacation pay

1-60 months 6.67 hours 7.20 hours 6.40 hours 4.66 hours

61-120 months 10.00 hours 11.20 hours 10.40 hours 8.00 hours

121 months or more 13.33 hours 14.40 hours 13.60 hours 10.00 hours

*Employees hired on or before June 30, 2016 and working less than 191 calendar days per year
are awarded vacation pay in lieu of vacation leave in equivalent amounts. Such pay will be
calculated and paid in June of each year based on the percentage of the year worked by the
employee. Vacation pay and leave will be adjusted for any percentage of the year not worked
due to unprotected (non-FMLA/OFLA) and unpaid leaves of absence or leave without pay in
excess of five work days.

J. Vacation Use: An employee's awarded vacation leave will be used by mutual agreement
between the employee and the supervisor. A maximum of 80 hours of unused vacation
leave may be carried forward into the subsequent fiscal year each July 1, beginning in 2020.
Unused vacation leave in excess of 80 hours will be forfeited each June 30.



Upon termination from District employment, non-probationary employees shall be paid for all
earned but unused vacation leave as previously set forth.

K. Overpayment for all paid leaves. In the event an employee is dismissed or resigns prior to
the end of their work year, any overpayment due to leaves that were awarded but not yet
earned will be adjusted according to the hours worked as a percent of the total scheduled
hours for the work year.  If the employee has used more leave hours than the earned hours,
the excess leave paid shall be deducted from the employee’s final paycheck.

L. Break and Lunch Period:  Within each four (4) hour period, each employee shall be entitled
to a fifteen (15) minute break period.  If an employee's scheduled workday exceeds five (5)
hours, the employee shall be entitled to receive a duty-free, unpaid, lunch period of not less
than thirty (30) minutes.

Employees working 3.5 hours or fewer:

1. Employees who work at least 3.5 hours per day but less than 4.0 hours per day are
entitled to a 10 minute break during their shift, without a reduction in pay.

2. Employees who work less than 3.5 hours per day are not entitled to such a break.

3. This break will be scheduled by the employee’s building administrator or department
supervisor with flexible timing or may be scheduled by the employee’s supervisor at a
specific time determined by, and at the discretion of, the supervisor. If the employee
prefers a specific scheduled time rather than a more flexible arrangement, the
employee’s building administrator or department supervisor will designate a specific time
each day for the 10 minute break to be taken.

R. Mileage Reimbursement:  Employees required to use their personal vehicles on the job to
travel between buildings (not to and from home) shall be reimbursed the mileage rate as
currently adopted by the Board of Directors.  Requests for mileage reimbursement shall be
made monthly on the form provided by the District and approved by the building
administrator or department supervisor before submission to the Business Office.

S. Sick Leave Bank

The parties agree to provide a Sick Leave Bank benefit as described below:

1. Administration:
a. Sick Leave Bank continued each year upon mutual agreement of the

parties;
b. Association to recruit subscribers;
c. District to manage funds and records, and provide quarterly accounting

reports. District to be reimbursed for fund administration at the state
approved "indirect cost rate";

d. Disbursement Committee to develop operational guidelines and review
applications.*



e. Committee composition:
i. Three subscribers, elected to committee by subscribers in an

election conducted by OSEA.
ii. One individual appointed by Superintendent.

*The Disbursement Committee will be expected to establish guidelines for
limitations on disbursement (e.g., aggregate limits, periodic limits, etc).

2. Funding
a. Subscription fee of $120.00 per subscriber per year for employees

working more than four (4) hours per day and $60.00 per subscriber per
year for employees working four (4) or less hours per day, deducted in
equal monthly amounts (12 months at $10.00 per month or 12 months at
$5.00 per month) by payroll deduction.

b. District match subscription fees up to $3,500. The subscription match
obligation is annual, and the amount is determined each year by that
year's annual subscription fees (i.e., irrespective of any carryover);

c. Any year-end fund balance shall be carried over to the following contract
year.

d. Upon expiration of the contract, the existence and operation of the Sick
Leave Bank shall be part of the status quo. If the parties negotiate a
continued Sick Leave Bank provision in the successor Collective
Bargaining Agreement, any existing fund balance shall be carried over
and applied under the successor provision. If the parties elect to
discontinue a Sick Leave Bank provision, any existing fund balance will
be placed in a specifically identifiable Professional Development account
within the District’s general fund. The purpose of this account will be to
offer opportunities for professional development and/or reimburse
classified employees for approved costs associated with professional
development.

3. Enrollment:
a. For each school year, the enrollment deadlines shall be:

i. The same as the OEBB open enrollment period for staff
employed at the start of the school year;

ii. The 15th of the month following hire date for new hires hired after
the start of school;

b. Re-enrollment of existing subscribers shall be automatic each year that the
provision is continued, unless the payroll department is notified in writing of
the subscriber's desire to discontinue enrollment.

4. Eligibility:
a. Subscribers only;
b. For members' serious illness, injury or health condition, upon certification of

medical condition by M.D. and approval by committee
c. Upon exhaustion of all paid leaves
d. Following ten (10) consecutive working days initial qualification waiting period

(which is retroactively paid upon qualification)
e. Disqualified if eligible for or receiving:

i. Worker's compensation benefits,
ii. PERS disability benefits,



iii. Social security disability benefits, or
iv. Long or short term disability insurance payments

5. Benefits and Disbursements:
a. Eligible member shall receive an amount not to exceed wages and insurance

cap benefits at the same rates and levels as prior to his/her absence for up to
ninety (90) days, or until qualified for LTD benefits or one of the enumerated
disqualifying benefit programs.

b. Upon determination of member's eligibility and initiation of payment of
benefits to member, District may withdraw from fund and disburse to itself
reimbursement for the actual expended cost of the eligible member (i.e. the
individual employee’s loaded per diem).

Benefit availability for all members is limited to the funds actually available in the fund account.
Neither the District nor the Association is required to advance funds to meet eligible member
benefit levels.

T. Bereavement Leave: All classified employees shall receive up to five (5) days paid
bereavement leave for each death in the immediate family occurring during the employee’s
regularly scheduled work year. If qualified for OFLA, employees may take an additional five (5)
days of OFLA bereavement leave and it must be completed within sixty (60) days after the
employee receives notice of the death of the family member.

"Immediate family" shall be defined as follows:
● Partner or spouse of the employee;

● Children, stepchildren, son-in-law, daughter-in-law, grandchildren, or grandparents
of the employee;

● Mother, father, brother, or sister of the employee;

● Mother-in-law, father-in-law, brother-in-law or sister-in-law of the employee;
● Any relative who is a resident responsibility of the employee; or

● Guardian or a person who served as a guardian without the legal designation for
the employee.

● Any person or the employee who is loco parentis.

In any instance not covered above, a written application stating reasons and length of
requested leave shall be submitted for approval to the Superintendent or the Director
of Human Resources.

U. Absences Due to Public Health Emergency

In the event that a public health emergency is officially declared by a governmental entity at
the national, state, or local level, the District will consider the impact of this declaration on the



ability of employees to attend work. At its discretion, the District will utilize alternate work sites
and flexible scheduling for employees. The District retains authority to determine if these
accommodations are feasible based on employee job duties.



ARTICLE SEVEN
JOB OPENINGS AND NOTIFICATION

A. Vacancies:  Vacancies in classifications covered in this Agreement, that the District
intends to fill other than by internal transfer within the same wage range, if qualified, shall
be announced via email to all employees. Vacancies will be posted for a minimum period
of five (5) working days prior to the closing date. Any classified employee may apply for
a vacant position. A job description for each posting shall be available online and upon
request from the District Office.

B. When a position is filled, the hiring recommendations will appear in the Board Consent
Agenda.

C. Present school employees shall be given hiring preference over outside applicants as
long as the skill, qualifications, ability, and experience of the present employee and the
outside applicant are equal, as they relate to the job description as determined by the
Superintendent, or designee. Current employees who meet qualifications of an open
position will be given the opportunity to submit a one-way video screening interview, so
long as the District continues to utilize this electronic format.

D. When skills, qualifications, and abilities are determined to be equal, as judged by the
Superintendent, or designee, then seniority shall prevail.

E. The employee not selected for a vacancy may request and receive the reasons for not
being selected within five (5) working days of receiving the request.

F. Transportation department routes less than two hours per day and/or less than five days
per week will not be posted but be offered to existing transportation staff in order of
seniority.



ARTICLE EIGHT
SENIORITY, LAYOFF, PROMOTION

A. Seniority for classified employees employed by the District is defined as:
District seniority is the total uninterrupted service since the last date of hire as a regular
employee within the District irrespective of job classification or job location. Approved leave
without pay shall not constitute a break in service; however, an employee will only accrue
seniority for a period of thirty (30) calendar days after the effective date of the leave.  The
employee shall begin accruing seniority again when he/she returns to a regular duty
schedule.  When employees have the same first date of actual service, the Personnel
Director will draw lots for the employees and notify the employees and the Association of the
resulting seniority ranking of the employees within 30 calendar days.  The employees and
the Association may observe the drawing of lots but employees will not be released from
work to do so.

1. Loss of all seniority will occur when an employee:

a. Voluntarily quits a regular position;

b. Is discharged;

c. Is laid off for more than two (2) years; or

d. Does not return from a leave of absence at the expiration of the leave of
absence.

B. Probationary Employees - employment of all regular full-time and regular part-time classified
employees will be probationary for the first 180 paid work days in the District.  The District
shall have the right to discharge any employee at any time during his/her probationary
period.  Such discharge may be appealed to the Board of Directors under the provisions of
ORS 342.663 but shall not be subject to the provisions of the grievance procedure of this
agreement.  Employees within the probationary period will be evaluated by their building
administrator or department supervisor within the first 90 days worked from the date of hire
and also again at the conclusion of the probationary period.  Probationary employees shall
be afforded all other rights under this agreement. The District may extend the probationary
period by up to sixty (60) working days with notification to the Association.

C.Promoted Employees - an employee who has been promoted shall serve a probationary
period of three (3) months of continuous employment (summer recess excluded for employees
not on duty during the recess) before attaining permanency in the new classification.

1. Failure to complete Probation by Promoted Employee:  An employee who has
received a promotion and who voluntarily requests within the three (3) month
probationary period to retreat to his/her previous classification, or who fails to
complete the required probationary period, shall be returned to the classification in
which she/he had attained permanency and was serving at the time of the promotion.
Assignment to a position within the classification shall be made by the District.  The
period of time served in the position to which the employee was promoted will be
counted, for seniority purposes, as time served in the classification to which the
employee is returned.  In the event the employee's former classification from which
she/he was promoted does not exist, she/he shall be eligible to return to any other



classification in which she/he has achieved permanency.  All time served in that
classification, plus the higher classification, shall be counted for seniority purposes in
the lower classification.  A position is deemed to exist in the classification where
there are probationary employees, with less seniority, filling a position or where the
District has not filled the position previously vacated by the promoted employee.

2. Probationary Release and Placement in Different Classification:  By mutual
agreement between the employee, the Association, and the District, a person
released from a probationary status in a promoted position may be placed in a
vacant position in a classification in which the employee has not previously served,
providing she/he is qualified.  In such cases, the employee shall be treated as if
she/he had been returned to his/her original classification without experiencing a loss
of wages/benefits, i.e., if the employee, due to lack of an available position, moves to
a lesser classification, the employee's rate of pay will be frozen at his/her original
position rate until the salary schedule for his/her new position is equal to or greater
than the rate of pay she/he is receiving.

3. Salary Placement When Released from Probation:  For advancement on the salary
schedule, an employee released from a promoted probationary position shall be
accorded all rights, benefits, and burdens as if the employee had not been promoted.

D.Layoff - In the event the District, in its discretion, determines that a reduction in force is
appropriate, employees whose positions are eliminated or are “bumped” by another
employee may "bump" or displace employees working in an equal or lower paying
classification (or in a higher paying classification under #5 below) if the following conditions
are met:

1. In order to displace or bump another employee, the employee must have greater
District seniority than the least senior employee working in the classification.

2. The employee must meet qualifications as determined by the district to perform the
work in the classification.

3. An employee who has bumped to a new position and who voluntarily requests within
a thirty (30) day probationary period to retreat to a Layoff Status or who fails to
satisfactorily complete a thirty (30) day probationary period as determined by the
superintendent shall be returned to a Layoff Status.  The period of time served in the
position to which she/he has bumped will be counted, for seniority purposes.

4. In certain instances, when the best interest of a child or children may be critical, and
with the agreement of the Association, a position may be declared a "sensitive
position" and would become exempt from the layoff and bumping procedures.

5. If the employee requesting to bump is unable to bump due to #2 or #4 they may
move up the seniority list and bump into a higher paid classification provided they
have more district seniority than the person bumped and they have previously,
successfully completed a probationary period in the position.  This will not apply if
after completing the probationary period the employee was subsequently removed
from the position for disciplinary reasons or based on poor performance.

E.Recall - Recalls from a layoff shall be made according to District seniority.  No new



employee shall be hired into a classification until all laid-off employees from that
classification have been given a chance to return to work.  An employee shall be eligible for
recall for two (2) years from the date of the layoff.

In order to maintain the right to recall, an employee must register in person or by mail, with
the superintendent or his designee, upon change of address, telephone number, and at least
every six (6) months to signify his/her availability for recall.

Laid-off employees shall be recalled by email to the last known email address the District
has on record and certified letter and shall have five (5) days from receipt of such notification
in which to inform the District of their intent to return to work, and shall have an additional
ten (10) days in which to report to work. An earlier reporting date may, by mutual agreement,
be arranged.



ARTICLE NINE
PERSONNEL RECORDS

A. The personnel records of an employee in the bargaining unit shall be maintained in the
District's personnel office.  Such personnel records shall not contain any information of a critical
nature that does not bear the employee's signature or initials, indicating that the employee has
been shown the material, or a statement by the employee who has been shown the material
and has refused to sign or initial such material.  An employee shall have the right to attach a
written statement of explanation to any material.

B. Letters of caution, consultation, warning, admonishment, and reprimand shall be considered
temporary contents of the personnel records and may be removed upon request of the
employee to the Director of Personnel Services and destroyed no sooner than three (3) years
after they have been placed in the employee's personnel file.  Such requests shall not be
unreasonably denied.  If the request is denied, the employee may appeal to the Superintendent,
and if necessary, to the School Board.  An employee's personnel records shall be available
within seven (7) working days of the receipt of the request, for inspection upon his/her request.
An employee shall be allowed to submit a written rebuttal to disciplinary materials. Such rebuttal
shall be maintained in the personnel file for the same duration as the disciplinary materials.

C. Material placed in the personnel record of an employee without conformity with the
provisions of this Article will not be used by the District in any disciplinary proceeding involving
the employee.

D. A copy of any material to be placed in an employee’s personnel file that might lead to
disciplinary action will be provided to the employee and to the association representative. An
employee may have documents relevant to their work performance placed in their personnel
file.  Medical files will be kept separate and confidential in accordance with state and federal
law.

E. Any employee shall have the right, upon request, to review the content of their personnel file.
An OSEA representative may accompany the employee during such review, upon request of the
employee.

Any affected employee may respond in writing to any item placed in their personnel file and may
indicate to the Superintendent any materials which are disciplinary in nature the employee
believes to be obsolete or otherwise inappropriate for retention. Any such specific item over five
(5) years old, for which corrections have been made and documented, will be removed. Items
that are exceptions to this provision are: any item that involves an unlawful or criminal action;
any item that is related to sexual conduct as defined in ORS 339.370.

All classified employees shall have the right to appeal any refusal to remove material through
the grievance procedure to arbitration.

F. Nothing in this Section will prevent the District from agreeing to an earlier
removal date



ARTICLE TEN
GRIEVANCE PROCEDURES

Both parties acknowledge the right of classified employees within the bargaining unit to file
grievances and the protections provided any person filing such grievances and the protection
provided the bargaining unit represented by the OSEA are encouraged to utilize the provisions
of this Article without fear of any legally prohibited sanctions being imposed against said
employee or any other person involved in the grievance procedure by reason of the processing
of such grievance. The Association and the District agree that it is in the best interest of all
parties to resolve disputes at the earliest opportunity and at the lowest level. The association
and the District encourage problem resolution between employees and management and are
committed to assisting in resolution of disputes as soon as possible. In the event a dispute is not
resolved in an informal manner, this Article provides a formal process for problem resolution.

In an effort to resolve problems before they escalate, in a mutually acceptable and expeditious
fashion, the following grievance procedure is agreed to:

A. Definitions and Provisions:

1. POLICY GRIEVANCE - a complaint by an employee or group of employees that
she/he (or they) has (have) been treated inequitably by reason of any act or
condition which is contrary to established employment relations, Board policy, or
practice governing or affecting employees.

2. CONTRACT GRIEVANCE - a complaint by an employee or group of employees
that there has been to him/her (or them) a violation of or incorrect interpretation,
or incorrect application of any provision(s) of the contract.

3. AGGRIEVED OR GRIEVANT - the person or persons who has (have) the
grievance or is (are) presenting the complaint.

4. IMMEDIATE SUPERVISOR - the person who has direct administrative or
supervisory responsibilities over the aggrieved or the authority to resolve the
grievance.

5. EMPLOYEE - a classified employee in the bargaining unit.

6. REPRESENTATIVE - an OSEA Field Representative, Association
Representative or District designated person who may speak for, represent
and/or advise the party in interest.

B. Grievance Form

The written grievance must be submitted using an Official Grievance Form (unless
agreed to otherwise) and include the following information:

1. A statement of the pertinent facts to describe the grievance.
2. The date(s) that the incident(s) occurred;
3. The specific article and section of the Collective Bargaining Agreement or District

policy that was allegedly violated;



4. The specific remedy requested;
5. The name of the grievant(s);
6. The name of the Association representative.

The Board acknowledges the right of the aggrieved and/or the Association to have the
Association grievance representative and/or Association legal counsel in the processing of the
grievance at all levels and that no employee may be required to discuss any grievance without
such representative or counsel.

Any and all time limits specified in the grievance procedure may be waived in writing by mutual
agreement of the parties.  Failure by the District to submit a reply within the specified time limits
shall permit the aggrieved to proceed to the next level.  For purposes of this Article, "working
days" shall mean Monday through Friday, normal District business days. Grievances extending
beyond the regular school year shall be processed as expediently as possible until completed.

C. Levels of Grievance Procedure:

1. STEP 1 - CONTRACT AND POLICY GRIEVANCE.  The grievant shall discuss
the grievance with his/her supervisor or building principal within ten (10) working
days from the occurrence or of the employee's first knowledge thereof.  Such
supervisor or designee shall respond to the grievance as quickly as reasonable,
but no later than ten (10) working days after the grievance is first discussed

2. STEP 2 - CONTRACT AND POLICY GRIEVANCE.  If the grievance remains
unresolved, the grievant shall submit the grievance in writing to the supervisor
with a copy to the superintendent within ten (10) working days from the receipt of
the immediate supervisor's reply in writing.

3. STEP 3 - CONTRACT AND POLICY GRIEVANCE.  If the grievance remains
unresolved, the grievant shall submit the grievance set forth in Step 2 in writing to
the Superintendent within ten (10) working days from the receipt of the immediate
supervisor's reply.  The Superintendent or his designee shall meet with the
employee's immediate supervisor and the employee within ten (10) working days.
Pursuant to the hearing and review of the correspondence and relevant facts, the
Superintendent or their designee shall respond to the grievance in writing to the
grievant and the Association Representative within ten (10) working days of the
meeting.

4. STEP 4 - CONTRACT AND POLICY GRIEVANCE.  If the grievance remains
unresolved, the grievant shall submit the grievance set forth in Step 2 in writing to
the Board of Directors within ten (10) working days from the receipt of the
Superintendent's reply.

Within ten (10) working days of the receipt of the grievance, the Board will notify
all persons of a scheduled hearing date, to be held within forty five (45) calendar
days of the receipt of the appeal. The Board shall hear arguments, review
correspondence and relevant facts of the superintendent and the aggrieved, and
respond to the grievance to the grievant and the Association Representative in



writing within ten (10) days of the hearing. The decision of the board on a policy
grievance shall be final and binding.

5. STEP 5 - CONTRACT GRIEVANCE ONLY.  If, after ten (10) working days from
the receipt of the Board's reply, a contract grievance remains unresolved, the
contract grievance as set forth in writing in Step 2 may be submitted to an
arbitrator in accordance with the following procedures:

a. If the parties are unable to mutually agree on an arbitrator, a list of five (5)
names, who maintain an office in Oregon or Washington, or California
shall be requested from the Employment Relations Board and the parties
shall alternately strike one name from the list until only one name remains.
The Association shall strike the first name. The one remaining shall be the
arbitrator. Two (2) working days shall be allowed for the striking of each
name.

b. All meetings and hearings under this procedure shall be kept informal and
private and shall include only such parties in interest and/or designated
representatives.  The arbitrator shall render a decision within thirty (30)
days from the date of the formal hearing.  The power of the arbitrator shall
be limited to interpreting this Agreement and determining if the disputed
article or portion thereof has been violated.

c. The arbitrator shall have no authority to alter, modify, vacate, or amend
any terms of this Agreement or to substitute his/her judgment on a matter
or condition for that of the District where the District has not negotiated
and limited its authority on the matter or condition.  The decision of the
arbitrator within these stated limits shall be final and binding on both
parties.

d. No issue whatsoever shall be arbitrated or subject to arbitration unless
such issue results from an action or occurrence which takes place
following the execution date of this Agreement and no arbitration
determination or award shall be made by the arbitrator which grants any
right or relief for any period of time whatsoever prior to the execution date
of this Agreement.

e. Expenses for the arbitrator's services and the proceedings shall be borne
equally by the parties.  However, each party shall be completely
responsible for all costs of preparing and presenting its own case including
compensating its own representatives and witnesses.  If either party
desires a record of the proceedings, it shall solely bear the cost of such
record.

f. In the event the arbitrator finds that the arbitrator has no authority or power
to rule in the case, the matter shall be referred back to the parties without
decision or recommendation on the merits of the case.

D. Class Grievance:  The intent of the grievance procedure is to resolve unfair situations
and provide dispute resolution.  Not all such situations involve issues of law or school
district policy but may, nonetheless, be a real hardship for one or more employees.  In



such situations, the Association, representing the classified employees, may file a class
grievance according to the procedures outlined above and act as the aggrieved party.
All such grievances shall be presented by the employee group only when in its judgment
the issue is substantial.

E. Miscellaneous:

1. The parties agree to use the Official Grievance Form, as outlined in Section B of
this Article  to file a formal grievance in accordance with the language of this
article.

2. Forms for filing grievances and other documents necessary under the procedures
shall be made readily available in electronic format on the district’s website and
shall be available to all employees and Association Representative(s) at any
time.  All decisions shall be in writing with copies to all parties to the grievance.

3. All documents, communications, and records dealing with the processing of
grievances shall be filed separately from the personnel files of the participants.

4. Any decision, course of conduct, or other action which becomes the subject of a
grievance shall not be stayed pending the processing of the grievance except
with the written consent of the superintendent or the Board.  A decision at any
level of the procedure in favor of the grievant, however, may provide appropriate
remedy for the period during which the grievance was suffered.  It is understood
that employees shall, during and notwithstanding the pending of any grievance,
continue to observe all assignments and applicable rules and regulations of the
Board until such grievance and any effect thereof shall have been fully
determined.

5. The Board reserves to itself the right to review any decision made at any lower
level provided notice of such action is given to the grievant and all parties in
interest within thirty (30) days and the  grievant and all parties in interest be given
an opportunity to be heard by the Board.

ARTICLE ELEVEN



DISCIPLINE

A. Each employee hired into the bargaining unit shall serve a probationary period of 180 paid
work days.  The purpose of the probationary period shall be to:

1. Train and aid an employee whose work performance fails to meet District-required
work standards.

2. Reject any employee whose work performance fails to meet District-required work
standards.

B. At the end of the probationary period, the employee shall be classified as a regular
employee or released.  During the probationary period, an employee may be dismissed
without recourse to the grievance procedure as set forth in Article 10. After the
probationary period, a regular employee in the bargaining unit may be dismissed,
suspended, demoted or otherwise disciplined only for just cause.

C. Each employee shall have the right to Association representation, at no cost to the District,
at any conference, (the purpose of which is disciplinary action) including written reprimand,
suspension and/or demotion, and termination.  This will not preclude relieving an employee
from duty with pay temporarily when such is deemed necessary by the building administrator
or department supervisor.

D. The District will make reasonable effort to protect the privacy of an employee being
disciplined. The District has the authority to determine the method of conducting investigations.
At the conclusion of any disciplinary investigation where the District determines that no
disciplinary action will be taken, the District will provide notification to the employee and the
Association representative that the investigation is concluded and that no disciplinary action was
taken.



ARTICLE TWELVE
STRIKES AND LOCKOUTS

A. The Association and its members, as individuals or as a group, will not initiate, cause,
permit, or participate or join in any strike, work stoppage or slowdown, picketing, or any
other restriction of work.  Employees within the bargaining unit, while acting in the course of
their employment, shall not honor any picket line established by the Association or by any
other labor organization when called upon to cross such picket line in the line of duty.

B. Disciplinary action, including discharge, may be taken by the District against any employee
or employees engaged in a violation of this Article.  Such disciplinary action may be
undertaken selectively at the option of the District and shall not preclude or restrict recourse
to any other remedies, including an action for damages which may be available to the
District.  This Article will be honored for the duration of this contract only.



ARTICLE THIRTEEN
EMERGENCY CLOSURE

A. When school is canceled because of an emergency closure, an announcement will be made
that employees shall report or employees need not report unless called.  If employees are
not required to report, the employee will be compensated for the emergency closure as
though the employee had worked a regularly scheduled day and not charged any leave
balance.

There are two exceptions to the content of the announcements:

1. Regardless of the content of the announcement, essential personnel
(essential personnel positions are included in addendum B) are required to
report; and

2. Regardless of the content of the announcement, employees who work only on
days when students are present (bus drivers, Nutrition Service personnel, etc.)
will not report.

B. Employees on a scheduled absence will have their paid leave benefits deducted on an
emergency closure day.

C. If employees are required to report and an individual feels unable to do so safely, they will
telephone their building administrator or department supervisor and inform them.  The
employee who is unable to report will not be charged any leave.

D. If workdays are lost during a school year due to emergency closure, employees may be
required to make up those days lost at the end of the school year without additional
compensation.  A decision to make up a day(s) will be a District level decision.



ARTICLE FOURTEEN
EARLY-RETIREMENT INCENTIVE PROGRAM

THERE IS CURRENTLY NO EARLY RETIREMENT PROGRAM IN EFFECT.

The Board will continue to review the viability of an early retirement program on an annual
basis and may re-institute a program at a time when the Board concludes that there is a
mutual benefit to the District and employee groups.



ARTICLE FIFTEEN
NON-DISCRIMINATION

A. Under this agreement, neither party will discriminate against an employee on the basis
of religion, age, sex, status as a nursing mother, marital status, race, color, creed,
national origin, political affiliation, military status, sexual orientation, gender expression,
gender identity, any real or perceived sensory, mental or physical disability, genetic
information, status as a victim of domestic violence, sexual assault or stalking, or
because of the participation or lack of participation in union activities. Bona Fide
occupational qualifications based on the above traits do not violate this Section.

B. Both parties agree that unlawful harassment will not be tolerated.

C. An employee who believes they are the subject of discrimination may contact their
supervisor, other District management, and/or their Association representative, and may
file a complaint in accordance with District policy and/or file a grievance in accordance
with Article 10.



ARTICLE SIXTEEN
SEPARABILITY OF PROVISIONS

In the event that any provision of this contract shall at any time be declared invalid by any court
or competent adjudication, such decision should apply only to a specific article, section, or
portion thereof directly specified in the decision.  Such a decision shall not invalidate the entire
contract; it being the expressed intention of the parties hereto that all other provisions not
declared invalid shall remain in full force and effect and will be honored during the duration of
the contract.

Executed this __________ day of _____, 2021 at Redmond, Oregon, by undersigned officers by
authority of and on behalf of the Redmond School District 2J Board of Directors and Oregon
School Employees Association Chapter No. 84.

FOR OREGON SCHOOL EMPLOYEES ASSOCIATION, CHAPTER NO. 84:

___________________________________________________    _________________
Chapter President Date

___________________________________________________    _________________
OSEA Field Representative Date

FOR THE REDMOND SCHOOL DISTRICT 2J:

___________________________________________________    _________________
Date



OFFICIAL GRIEVANCE FORM: Classified Employees
Oregon School Employees Association, Redmond Chapter 84

Date Filed

Name of Grievant(s)

Name of Supervisor

Work Location

Classification of
Grievance if Known

Any employee who intends to file a grievance must consult with an Association Representative, who will complete this form in accordance
with the appropriate grievance procedure.

Article(s) and Section(s) of the current Collective Bargaining Agreement
which were violated, or interpreted incorrectly, or applied incorrectly

This grievance involves disciplinary action: ▢ YES ▢ NO

Describe with appropriate detail the situation upon which this grievance is based. Include information such as dates, times, locations,
and individuals involved as witnesses. Include the name(s) of the individual(s) who caused the action upon which this grievance is
based.

Describe the specific remedy that is requested.

_______________________________________________________________________________________________
Name of Grievant (signature optional)

______________________________________________________________________________________________
Name of Association Representative (signature optional)

_________________________________________________________________________________________/__________________
Name of District Representative Receiving Grievance Form                                        Date






