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ARTICLE 1:

1.1

1.2

RECOGNITION/EMPLOYEE RELATIONS

Employee Relations: It is the policy of the Board of Education of the Fort
Zumwalt School District, hereinafter referred to as the "Board” or “District”,
to bargain in good faith with employees of an exclusive bargaining
representative pursuant to Section 105.525, Mo. Rev. Stat.,

(See Appendix A). The Board or its designee shall meet, with the
exclusive representative, for the purpose of negotiations with respect to
salaries, benefits and other conditions of employment.

Exclusive Representative: The Board recognizes the Fort Zumwait Education
Association, MNEA, hereinafter referred to as the “Association,” is the
exclusive bargaining representative for the unit as described in Public Case
No. R 96-007, Certification and Definition of Bargaining Unit. The following
regulations shall apply to negotiations between the Association and the
Board.

A, Present Proposals: Members of the Association have the right to
present proposals to the Board relative to salaries, benefits and other

- conditions of employment.

B. Negotiate in Gogd Faith: Whenever the members of the Association

present proposals relative to salaries, benefits and other conditions ('_
of employment to the Board, the Board, or its designee shall meet, e
and negotiate in dgood faith such proposals with representatives of
the Association. Discussions shall be scheduled at a time and place.
mutually convenient, to both the Board and the Association.

C. Board Team: The Board shall designate a team of up to four (4)
members.

D. Association Team: The Asscciation shall designate a team of up to
four (4) members, including a spokesperson who may or may not be
a District employee.

E. Release Time: Whenever discussions are conducted at such times as
conflicts with any Association team member’s work schedule, the
Board shall provide such employee release time, with no loss of pay.

F. Agreement: The agreement as presented to the Board and the
Association will be reduced to a Memorandum of Understanding and
signed by representatives of both parties.
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G, Duration of Agreement: The Board and the Association agree that
this Memorandum of Understanding shall be incorporated in the
Board policy and administrative regulations. The Board shall not use
this Memorandum of Understanding to lessen employee-working
conditions, except as expressly provided in this Memorandum of
Understanding with the Board.

The Agreement between the Fort Zumwalt Board of
Education and Fort Zumwalt Parent Educators will be in
effect as of July 1, 2007 and shall continue in full force and
effect through June 30, 2012 subject to a re-opener on 3+
family visits for the 2008-2009 school year and a salary re-
opener for the 2010-2011 school year.

ASSOCIATION _ BOARD EDU
N f\(l - BY /fa , Lt

Pre5|dent , ' | Presu%l’ent//
BY-— f\f MJ})/M//&__# By it LA Mo b
/)aal,}aerson Negotiatmg Committee : Secretary

Y/
Subscribed and sworn to before me on this ZI il { day of 4« s i, 2007.

St. Charles County, O'Fallon, Missouri

4%
4 M £ ] S

Notary l?ypl,a’

’
My Commission Expires: FA: /c 7

"NOTARY SEAL "
Wendy S. Prakop, Notary Public
St. Charles County, State of Missouri
My Commission Expires 7/5/2000
Commission Nurnbar 05403274
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ARTICLE 3:

3.1

3.2

3.3

3.4

3.5

3.6

GRIEVANCE P-ROCEDURE

Purpose: The Association and the Board agree that employee concerns, to

~ the extent practicable, should be resolved at the employee-supervisor ievel,

some concerns by necessity will require resolution at a higher level, This
grievance procedure outfines the procedures for processing those concerns.
The number of days indicated in this procedure are work days and should be
viewed as maximum limits with every effort taken to expedite the process.

Informal Level: An employee with a grievance shall first discuss it with
his/her supervisor and/or Assistant Superintendent for Special Services with
the intent of resolving the matter informally. The employee may request
any information, including personnel files maintained at Central Office or by

the supervisor.

Level 1: If an employee with a grievance does not resolve it at the Informal
Level he/she shall submit a written statement outlining the grievance to
his/her supervisor and Assistant Superintendent for Special Services. The
supervisor and Assistant Superintendent for Special Services shall hold a
hearing with the employee and involved parties. Information and witnesses
will be presented at the hearing. The supervisor and/or Assistant
Superintendent for Special Services shall give a written response to the
employee within five (5) days after receiving the grievance.

Level 2: If the employee is not satisfied with the decision of the supervisor
and/or Assistant Superintendent for Special Services, he/she must submit
the written grievance, of which the extent and conditions may not be
expanded, within ten (10) days to the Office of the Superintendent. The
Superintendent or his/her designee shall schedule and hold a hearing with
the grievant within ten (10) days of receipt of such grievance. Information
and witnesses will be presented at the hearing. The Superintendent or .
his/her designees shall give a writter response within five (5) days of such

hearing.

Level 3: If the employee is not satisfied with the decision at the
Superintendent’s level, the employee must, within ten (10) days, submit the
matter, of which the extent and conditions may not be expanded, to the
Board of Education. The Board, after holding a hearing, shall issue a written
decision to the grievant, which shall be finai, within five (5) days of such

hearing.

Other Provisions:

a. No Reprisals of any kind shall be taken by either party or by any
member thereof against a party of interest or any other participant in
the grievance procedure because of such participation.

8



49
50
51
52
53
54
55
56
57
58
59
60
61
62
63
64
65
66
67
68
69
70
71
72
73
74
75
76
77
78
79
80
81
82
83
84
85
86
87
88
89
90
91

92
93
94
95
96

/

Representation: The grievant will be represented at all stages of this
procedure by representatives of his/her choosing. Should an
employee or & representative be required by the employer’s schedule
to be absent from his/her regular assignment for a grievance hearing
or meeting, he/she should be released without loss of pay or
benefits.

Witnesses: The grievant may call such witnesses as necessary to
provide testimony in regard to the grievance.

Information: The district will furnish the Association such
information as is necessary for grievance processing. Hearsay shall
not be allowed as information to be considered in the hearings.
Appeal: In the event the employee fails to submit a grievance or an
appeal within the time specified in the preceding subsections, the
grievance or appeal may be rejected as untimely. However, the time
limits specified herein may be extended by mutual agreement of the
parties. If a supervisor’s decision is not rendered within the time
limits set out for any step, the grievance shall automatically be found
in favor of the grievant.

Combine Grievances: The Association shall have the authority to
combine grievances and to grieve for employees. The Association
may submit such grievance to commerice at Level Two.

Timely Notice: The grievant shall be informed at least five (5) days , —
in advance of any scheduled meeting herein, but may agree to waive!

such time consideration to expedite the meeting at an earlier date.

I



ARTICLE 4:

4.1

4.2

DUE PROCESS AND DISCIPLINE

Employment Status: Parent Educators work under letters of employment.
Policies and procedures of the district shall not create contractual rights for
Parent Educators. However, Parent Educators can expect continued
employment until notified otherwise.

Discipline and Discharge: In cases of disciplinary action against a
Parent Educator, efforts will be made by the supervisor and/or
Assistant Superintendent for Special Services to warn the

employee and to assist the employee in correcting job performance
inadequacies. Any discipline or reprimand will be delivered in a
timely manner, and will be appropriate to the situation. Hearsay or
unsubstantiated complaints will not be used for reprimand
discipline or a negative comment on the evaluation. Any
complaints made against a Parent Educator by any parent, student
or other person for whom the Parent Educator is responsible will be
called to his/her attention as soon as their working schedule
allows. Any such complaint not called to his/her attention may not
be used as a basis for any disciplinary action.

Except for infractions that may call for immediate suspension with or without
pay or termination of employment, the district will adhere to the following:

. First instance requiring discipiinary action — verbal warning.

. Second instance requiring disciplinary action — written reprimand and .
conference. The written reprimand shall advise the employee that
the next incident will result in a disciplinary action appropriate to the
offense, but which could lead to suspension or dismissal.

. Third instance requiring disciplinary action ~ conference,
recommendation for appropriate discipline and written summary of

the conference to the employee.

The Board and the Association recognize there will be times when
the verbal warning, the written reprimand, or both may be
inadequate to deal with the situation, as the misconduct may
require termination of employment or suspension with or without
pay. In these instances, a conference will be held with the Parent
Educator by the Assistant Superintendent for Personnel and/or the
Assistant Superintendent for Special Services to inform him/her of
the disciplinary action being taken. If there are continuous
concerns about the same performance issue, the Parent Educator
has a right to a silent observer during the second and subsequent
meetings with the coordinator to discuss the issue. The

10
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4.2

coordinator may include a silent observer as well, When two
administrators meet with a Parent Educator, the Parent Educator
has a right to representation in the meeting. The Parent Educator
will receive a copy of the summary of the conference and any
resuiting disciplinary action.

. Resigns as an employee of the district.

. Fails to report to work for three (3) consecutive workdays or fails to
report within three (3) consecutive workdays following the expiration
of an authorized leave, without giving (within said three (3)
consecutive workday period) a satisfactory explanation for not
reporting. Such an employee shall be considered as having
voluntarily guit.

Appeal: A Parent Educator who has been suspended with or without pay, or
terminated by the Superintendent shall be given an opportunity to discuss
the action with the Superintendent. Such review should take piace prior to
the time that the Superintendent is to report the suspension or termination
to the Board of Education. The Superintendent’s decision shall stand
approved unless reversed by the Board at the time the Superintendent
reports any such termination or suspension.

11
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ARTICLE 5:

3.1

5.2

53

EVALUATION

The purpose of the evaluation instrument is to assist and recognize the
employee for the significant role he/she plays in the District. The evaluation
process should be a positive ongoing process of open communication that
serves to assist, motivate, guide and evaluate the employee for the purpose

of improving the quality of performance.

a,
b.

-Purposes:

To enable the employee to achieve personal and District goals.

To enable the employee to understand and recognize his/her duties
and responsibilities.

To help the employee identify personal and professional strengths

and weaknesses.
To provide guidance for the employee in improving weaknesses.

To recognize the employee’s special talents and contributions to the

school program.
To serve as a guide for renewed employment.

Responsibility for Evaluation:

d.

Responsibility for evaluating the employee’s performance is placed
with the immediate supervisor and/or Assistant Superintendent for
Special Services. .

Should the employee or supervisor feel there is a need for an
additional evaluation, either party may request another District
administrator to evaluate the employee’s performance.

General Procedures: The empioyee’s supervisor has the responsibility for
informing each employee in advance of the criteria. To bring a desirable
degree of consistency and uniformity to the evaluative process of Parent

Educators the following procedures will be observed:

d.

b.

All new employees will receive a formal evaluation at the end of the
first three (3) months of employment.

All Parent Educators will be evaiuated at least once annually by an
immediate supervisor, or Assistant Superintendent for Special
Services.

All annual evaluations shall inciude at least one observation by the
Assistant Superintendent for Special Services and/or Early Childhood
Coordinator. All deficiencies wili be noted. Deficiencies that could
result in termination will be noted and a thirty (30) day improvement
period shall be provided before formal evaluation.

All evaluative reports shall be in writing and a copy given to the
employee within ten (10) days of the evaluation being compieted.

12
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5.4

5.5

e. An official copy of each evaluative report shall be filed with the
Assistant Superintendent for Personnel.

f. The official results of the employee evaluation will become a part of
the employee’s personnel record and may be used in making
decisions concerning continued employment status and assignments.

Each employee will be given an explanation of his or her duties and
responsibilities and guidance in performing them satisfactorily by his or her
immediate supervisor.

Time Lines: The Summative Evaluation shali be completed by May 15,
unless an extension is mutuaily agreed between the employee and the
supervisor and/or Assistant Superintendent for Special Services.

A committee will be formed comprised of two parent educators and .
two district administrators to review and revise the parent
educator evaluation form. A recommendation will be made by the
committee to the Board of Education before November 1, 2007 to
be in effect for the 2007-2008 school year, and the new instrument
will be presented to the Parent Educators in a staff meeting.

13
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ARTICLE 6:

6.1

GENERAL TERMS OF EMPLOYMENT

Parent Educator — Early Childhood Education: A Parent Educator shall have

a minimum of & high school diploma or its equivalent, be competent in the
non-professional duties to be performed and have:;

A Certification in one of the following:
. Elementary Education
. Early Childhood Special Education
» Early Childhood Education
. Vocational Home Economics (Consumer and Homemaking)
. Occupational Child Care Services
and demonstrated ability in working with young children and their

parents; OR

B. A two-year associate degree or two-year certificate program in Early
Childhood Education, Child Development or Nursing and
demonstrated ability in working with young children and their

parents; OR
C. Sixty (60) college hours and two (2) years of successful experience in
a program working with young children and their parents; OR
D. Five (5) years of successful experience in a program working with

young children and their parents;
AND

E. Must show successful completion of approved training in parent
education regardiess of previous training and experience according to

the foliowing schedule:

1. A minimum of thirty (30) hours pre-service training;

2. A minimum of twenty (20) hours in-service training during the
first year of employment in an approved program;

3. A minimum of fifteen (15) hours in-service training during the

second year of employment in an approved program;
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6.3

6.4

6.5

(

4. A minimum of ten (10) hours in-service training for the third,
fourth and fifth years of employment in an approved
program,

F. Parenting experience is strongly recommended but not required.

Equal Opportunjty Employment: The Fort Zumwalt School District is an
equal opportunity employer. It is the policy of this district to afford equal
employment opportunities to qualified individuals regardless of their race,
color, national origin, ancestry, religion, sociceconomic status, marital
status, sex, age, handicaps or memberships in legally constituted
organizations, to the extent required by law. This palicy applies to all
aspects of the employment relationship, including recruitment, selection,
placement, training, assignment, promotion, transfer, compensation,
benefits and termination.

The goals of this policy are to (1) offer job training and educational
opportunities to help employees succeed in their current jobs and prepare
for advancement, giving protected groups every opportunity to participate;
(2) assist employees in securing positions commensurate with their skills and
knowledge, assuring equal access to promotion and advancement; (3)
efficiently address concerns and grievances relating to this policy.

To ensure implementation of this policy, the Superintendent will (1) annuaily
recommend for Board appointment a nondiscrimination compliance and
grievance officer; (2) develop administrative practices consistent with the
goals of this policy; and (3) report regularly to the Board on the progress
toward these goals. . '

Tine Test: District and contract service employees shall be required to have
an annual tine test, chest x-ray, or a waiver form from their physician.

Job Descriptions and Responsibilities: Job Descriptions are contained within

District policy. Copies of the descriptions will be provided to all Parent
Educators for any appropriate input. The final decision of job responsibilities
is the responsibility of the Superintendent or his/her designee. However,
any changes in responsibilities will be discussed with the Parent Educators
prior to being implemented. (Reference Appendix C)

Full-Time_and Part-Time Emplovees

Full-Time Employees: A full-time employee is one who is employed in a
recognized job category for a minimum of thirty (30) hours weekly. Full-

15
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6.7

6.8

time employees will be provided with employee benefits as defined in Board
policy.

Part-Time Employees: A part-time employee is one who is employed by the
school district for less than thirty (30) hours weekly. No employee benefits

wili be provided to part-time employees.

Part-time employees will be utilized on an as needed basis. Full-time
employees interested in available part-time positions will be given first
consideration, but will not be required to accept part-time.

Safe Facilities and Conditions: The District agrees to take steps to provide
safe working conditions. Employees who become aware of conditions that
are unsafe or jeopardize the health or safety of employees or students shall
notify their supervisor.

Personnel Files: It is the intent of the Board of Education to maintain
complete and current personnel files, including all information necessary to
comply with the Fair Labor Standards Act, for all district employees. There
shall be one personne! file for the district maintained in the Office of the

Superintendent.

The file of an individual employee will be considered confidential
information, to the extent allowed by the law, and will only be available to
authorized administrative personnel and to the employee. Files containing
immigration records will be kept separate from personnel files.

Upon request to and in the presence of the appropriate administrative
official, any employee will have the right during regular working hours to
inspect his or her own personnel file, with the exception of the ratings,
reports and records obtained prior to the employment of the individual,
including confidential placement papers.

Information of a derogatory nature will not be entered or filed In the
employee’s personnel folder until the employee is given notice, as well as an
opportunity to review the information and comment thereon. The employee
will have the right to append a reply to the statement, which will also be

included in the folder.

Expense Reimbursements: Parent Educators who incur expenses in carrying
out their authorized duties will be reimbursed upon submission of a properly
compieted and approved voucher and such supporting receipts as required
by the business office.
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Such expenses may be incurred and approved in line with budgetary
allocations for specific types of expenses.

Expenses for travel will be reimbursed when the travel has the advance
authorization of the Board and/or the Superintendent. The Superintendent:
may grant this authorization without prior Board action when the travel
expense has been anticipated and incorporated into the operational budget
of the particular program involved and the Board will later ratify such
approval.

Mileage will be paid at the maximum allowable rate of the IRS. Automobile:
Reimbursement for mileage will be made at the maximum allowable rate of
the IRS. The mileage rate will remain the same for the entire fiscal year.
The rate on July 1 will remain in effect through June 30. This is the
maximum rate regardless of the number of passengers. Parking charges in
reasonable amounts as well as toll road and toll bridge charges are
reimbursable.

Parent Educators who travel at school expense will exercise the same
economy as a prudent individual traveling on personal business and will
differentiate between expenditures for business and those for personal
convenience. ( .

Mileage reimbursed to Parent Educators for family visits, group
meetings and screenings will include mileage from the designated
district Early Childhood office to the first visit, meeting or
screening made for the day. It will also include mifeage between
each visit. Finally, mileage will be reimbursed from the final visit of
the day back to the Early Childhood office. When a Parent Educator
visits day families and evening families, there is often a significant
break in between visits such that the Parent Educator does not go
directly from one visit to another. Unless the Parent Educator is
staying in the vicinity, when this occurs, he/she should include
mileage from the last visit back to the Early Childhood office. Then
he/she should start over counting mileage from the Early
Childhood office to the evening visit and back to the Early
Childhood office after the last visit.

Supplies and Materfals: Parent Educators will be given supplies and
authorized curriculum materials necessary for carrying out his/her job
responsibilities, as determined by the Assistant Superintendent for Special
Services and Early Childhood Coordinator in cooperation with the employee.

The district will budget $120.00 for each Parent Educator for the
2007-2008, 2008-2009 and 2009-2010 school years, $125.00 for (
2010-2011 and $130.00 for 2011-2012 school years. Parent
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6.12

6.13

Educators will not be required to use their allocation for postage.

The district will continue to work in a flexible manner with the Parent
Educators in the purchase of materials and supplies to perform their duties.
Meetings with the district's Director of Purchasing may prove beneficial in
the establishment of new and more flexible purchasing arrangements.
However, the district’s purchase order system continues to be a safe and
accountable system for the purchase of materials by all employees. Cash
advancements without receipts or other means of accounting for the funds
are not prudent, nor would the district’s auditing firm approve them.

Paperwork: State regulations mandate appropriate and accurate paper
documentation for reimbursement. Efforts will be made to reduce
paperwork when possible. As Parent Educators conclude work for a school-
year, they will be paired with ancther Parent Educator for the purposes of
checking out. Checking out should be defined as simply matching lesson
plans to dates, etc. Files that appear to have missing or questionable items
shouid be submitted to the Coordinator for further review.

The secretary and clerk are responsible for office paperwork. In unusual
creumstances, if additional help is needed, Parent Educators will be asked to
volunteer if there is time available in their schedules. No one will be

mandated to do such work.

Training/Conferences: Employees shall be reimbursed for conference

‘attendance required for maintaining proper certification for his/her early

childhood responsibilities. Attendance at conferences determined to be
helpful to an employee in carrying out his/her responsibilities may be
requested.

Inservice/Workshops: Required training for new Parent Educators shall be
paid as additional salary if Parent Educators are required to attend days

before the beginning of the contract year.

Parent Educators shall have the opportunity to request attendance at
workshops and inservices appropriate for their job responsibilities. Approval

will be determined on a case-by-case basis.

When inservices relating to the field are attended during the contract year,
they will become hours worked and recorded as such on the time sheet.

Work Week: Daily time schedules for Parent Educators will be established
by the Superintendent or his/her designee in cooperation with the Early
Childhood Education Coordinator. Work Calendars will be developed
annually. Each employee will be provided with an appropriate work calendar
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237 prior to the beginning of the new school year. The work calendar may be

238 modified during the course of the year, as required by weather conditions

239 and other unforeseen events.

240 :

241 : A. Flex and Compensatory Time: Parent Educators are encouraged to work

242 their weekday hours, however, because of the flexible nature needed for the
243 program, a Parent Educator may need to use flex time. Flex time is ’

244 available for part-time and fuil-time Parent Educators to balance a

245 lengthened work week with a shortened one or vice versa. It may also be
246 used for Parent Educators to rescheduie visits when there is a schedule

247 conflict, a no-show by a family or when the Parent Educator is on FMLA.

248 Flex time should be reconciled within two (2) weeks unless there is mutual
249 agreement between the Parent Educator and Coardinator to schedule it at a
250 different day. Should flex time rescheduling result in the Parent Educator

251 working more than forty (40) hours per week, the Parent Educator should
252 consult with the coordinator to discuss compensatory time or overtime

253 arrangements. If at all possible, the Parent Educator shiould schedule visits
254 such that he/she does not exceed forty (40) hours per week.

255

256 B. Group Meetings: The Parent Educators are responsible for the planning and
257 organizing of group meetings. The organization and distribution of those

258 meetings will be agreed upon by the Parent Educators and their supervisor. -
259 Assignments for responsibility of group meetings shall be in a fair and S
260 equitable manner. -
261

262 ‘ Full-time Parent Educators are responsible for participating in 8 — 9 group

263 meetings per year. Part-time Parent Educators will be responsible for 4 - 5
264 group meetings per year. Parent Educators who wish to conduct more

265 group meetings may volunteer to do so, however, should not recruit

266 volunteers or assistants to help with “extra” meetings.

267

268 C. Case Load: A full-time Parent Educator shall have a caseload of 70-
269 90 families unless there are not enough families availabie to meet
270 the minimum caseload. Any high-needs family, day or night is

271 counted as 1.5. Any multiple family, day or night is counted as 2.
272 Caseloads will be calculated at the end of each month whereby

273 families who are exiting will be deleted prior to the new families

274 being added. The final number of families will not exceed the

275 maximum caseload of 90. The caseload shall be pro-rated for

276 parent-time Parent Educators.

277

278 Full-time Parent Educators shall service no more than twelve (12) evening

279 families per school year, unless otherwise agreed upon by the Parent

280 Educator Coordinator and/or Assistant Superintendent for Special Services.
281 As Parent Educator positions are posted, the number of evening families will (\-
282 :
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be identified on the posting. In addition, the letter of employment signed by
each parent educator shall indicate the number of evening families that the
Parent Educator may expect. Evening services begin at the end of the
school day (which is usually 3:30 p.m.) and before 8:00 p.m

3+ Families

Over the 2007-2008 school year, the District will review the new
legislation with regard to 3+ families. Since State reguirements
will not be known until after July 1, 2007, the number of children in
the family, the length of the visits, and the additional lesson
planning required will be considered at that time. If there is an
additional factor increase, it will be consistent with the current
practice. Any appropriate changes will be implemented as soon as
possible for the 2007-2008 school year and beyond. The District
will also ensure that all Parent Educators are trained and certified

for 3+ visits at the District’s expense.

Evening Families
During the 2007-2008 school year, the District will transition full

time Parent Educators to have a range of 16-30 evening families
(equivalency). Parent Educators who work 20 hours per week shal!
have no more than the equivalency of 25 evening families. Parent
Educators who work 16.25 hours shall have a maximum of the
equivalency of 16 evening families, unless they were employed as
full time evening Parent Educators. During the transition year,
Parent Educators will progress toward the new evening case load
numbers as families are dismissed from the program. :

If at any time a Parent Educator would like to lower or raise the
maximum number of evening families in his/her caseload, the
Parent Educator should put that in writing to the Early Childhood
Coordinator and to the Personnel Department. As family needs and
personnel change, the District will try to accommodate each
request in the order submitted.

Each Parent Educator is responsible for contacting their families and
scheduling appointments for home visits, and for encouraging families to
participate in group meetings. The Parent Educator must strive to have as
many contacts as possible with each of their families.

Families who are not in the program for the full year will have theif

contacts prorated appropriately. During the 2004-2005 schoolj
Coordinator’'s Council will discuss and decide on a prorated numbe

of visits based on the following issues:

v When prorating starts and/or ends for incoming and exiting
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families;
v" Number of personal contacts for prorating.
The Coordinator’s Council will review this annually.

The district shail make every effort to hire part-time Parent Educators to
work primarily with evening families. Parent Educators with more than ten
(10) years of service in the P.A.T. program in Fort Zumwalt School District
should be offered a reduced evening caseload of no more than ten (10)
families whenever caseload and program needs allow.

Access to Early Childhood Office: Access to the Early Childhood office may
be necessary for some Parent Educators during evening hours when office
staff is not working. Therefore, the district will make every effort to work
with Parent Educators who need access to the building. The Early Childhood
Coordinator will devise a working plan to assist access to the building. Any
Parent Educator suggestions will be taken into consideration for this plan.
Security procedures recognized by the district and the property owner will be
considered when the plan is devised.
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ARTICLE 7:

7.1

LEAVE OF ABSENCE

Sick Leave: Each employee who starts work at the beginning of the
school year shall earn nine (9) days of sick leave for the year, with
five (5) days credited at the beginning of the school year and four
{(4) days credited immediately following winter break. Employees
who join the system after the start of the schooi year shall earn one
day of sick leave for each full month worked, with the crediting of
sick days at the time of employment on a pro-rated basis. Anyone
who separates from the system during the year and who has used
sick leave beyond its availability shall have the final paycheck
adjusted to reflect an overpayment of earnings to that employee.
Unused sick leave days shall be credited to each employee with
unlimited accumulation. During the first month of the school year,
the employee may check with his/her supervisor to determine the
number of accumulated sick days.

Absences may be charged against sick leave for illness of the
employee. If there is a question as to whether the employee is able
to perform his or her duties, the Superintendent may postpone the
employee’s return to work upon the recommendation of a medical

doctor.

Absences may aiso be charged against sick leave for illness of a
member of the employee’s immediate family (spouse, children, step-
children, parents, parents-in-law, daughters-in-law, grandparents,
grandparents-in-law, and grandchildren) in those instances where it -
is necessary for the employee to be with the members of his or her
immediate family during such iliness.

When it is necessary for a Parent Educator to take sick leave or
FMLA, the employee shall have the option of completing family visits
prior to or upon return from sick leave for FMLA, or request that
another Parent Educator make-up the family visits. Should the
Parent Educator make-up his/her own visits, he/she shall continue to
be paid at the normal rate of pay. If the Parent Educator is unable
to perform his/her duties, or chooses to request a “substitute,”
he/she shall take sick leave or FMLA and provide the proper
information to another Parent Educator for family visit(s).

For the Parent Educator whoe is “substituting” for the employee on
sick leave or FMLA, he/she shall be paid at his/her normal rate of pay
per hour for any additional hours worked.

“Substitute” Parent Educators may be currently employed part-time
or full-time Parent Educators in Fort Zumwalt School District who are
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7.2

willing to work extra time during someone’s sick leave, or may be

non-employees who are certified by the State of Missouti to be a
Parent Educator.

Sick Leave Bank: The purpose of the sick leave bank is to furnish a
continuing income for employees who are faced with serious health
conditions and have used up all of their sick leave and personal leave
days. At the time of employment, each new Parent Educator shail
contribute his/her first day of sick leave to the sick leave bank. The
district shall match each of these days and the total shall constitute
the “Parent Educator Sick Leave Bank.” Eligible employees who
qualify under this policy shail be granted additional sick days from
the sick leave bank over and above the number normally allotted and
shall later reimburse the sick leave bank for a portion of those days.

I. Eligibility

A. A Parent Educator who has a serious health condition
that make him/her unable to perform the functions of
his/her position shall be entitled to additional paid sick
days from the sick leave bank in accordance with the
schedule set out in Paragraph 1V of this policy.

B. For purposes of this policy, the term “serious health
condition” shall be defined in the same way as it is
defined under the Family and Medical Leave Act of
1993. Under FMLA rules, a “serious health condition”
means illness, injury, impairment, or physical or
mental condition that involves in-patient care in a
hospital, hospice, or residential medical care facility, or
continuing treatment by a health care provider. The
term is intended to cover conditions or illnesses
affecting one’s heaith to the extent that in-patient
care is required, or absences are necessary on a
recurring basis for more than a few days for treatment
or recovery, Examples of serious health conditions
include heart attacks, heart conditions requiring heart
bypass or valve operations, most cancers, back
conditions requiring extensive therapy or surgical
procedures, strokes, severe respiratory conditions,
spinal injuries, appendicitis, pneumonia, emphysema,
severe arthritis, severe nervous disorders, injuties
caused by serious accidents on or off the job, ongoing
pregnancy, severe morning sickness, the need for
prenatal care, childbirth and recovery from childbirth,

23
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IIL.

The term is not intended to cover short-term
conditions for which treatment and recovery are very
brief, Employees unable to work as a result of colds,
flu, fever, etc. which do not constitute a serious health
condition are not eligible to receive additional days
from the sick leave bank. Nor will days be granted for
elective or cosmetic surgery. The sick leave bank is
not intended for employee absences due to reasons
other than serious health conditions.

Reimbursement by Employees

A.

Employees who are granted additional sick leave shall
subsequently reimburse the sick leave bank from
future sick leave days in accordance with the schedule

set out in Paragraph 1V.

Procedures

A

Requests for additional sick days shall be administered
by the Personnel Department. The applicant shall use
forms and procedures of the Personnel Department.

All sick days and personal leave days must be used
before applications for additional sick days shail be

considered.

Additional sick leave can only be granted in full-day
units.

Any additional sick days granted from the sick leave
bank will terminate at the end of the school year.

An application for additional days must be supported
by a certification issued by a medical doctor. If the
District has reason to doubt the validity of the
cettification, the District may require, at the District’s
expense, that the employee obtain the opinion of a
second medical doctor designated by the District. In
any case where the second opinion differs from the
original certification, the District may require, at the
District’s expense, that the employee obtain the
opinion of a third doctor designated or approved
jointly by the District and the employee, whose
certification shall be final and binding.
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Time of Employment

90 Days to 2 Years -

3 Years to 6 Years

"7 Years to 10 Years

11 Years to 15 Years

16 Years and Up

Iv.

F. If at any time the sick leave bank is depleted,
employees will be promptly notified in writing of such
fact and advised that no further additional sick days

will be granted until further notice.

G. All unused days in the sick leave bank shall carry over

to the next school year.

Reguest and Reimbursement Schedule;

Additional sick days shall be allotted to eligible employees
based on their length of service with the District in

accordance with the following schedule:

Maximum
Reguest

6 Days

12 Days

18 Days

27 Days

33 Days

25

Payback Schedule

2forl, 2,3
4for4,5 6

2fort, 2,3
4for4,5, 6
6.for 7, 8, 9
8for 10, 11, 12

2forl, 2,3
4for4, 5,6
6for7,8 9

8 for 10, 11, 12
10 for 13, 14, 15
12 for 16, 17, 18

2forl, 2,3
4for4,5 6
Gfor7, 8 9

8 for 10, 11, 12
10 for 13, 14, 15
12 for 16, 17, 18

2forl, 2,3
4for4, 5,6
6for7,8,9

8 for 10, 11, 12
10 for 13, 14, 15

14 for 19, 20, 21
16 for 22, 23, 24
18 for 25, 26, 27

14 for 19, 20, 21
16 for 22, 23, 24
18 for 25, 26, 27
20 for 28, 29, 30
22 for 31, 32, 33



193 V. Appeal Rights

194
195 Any employee whose request for additional sick days is
196 denied may appeal such decision to the Board of Education
197 pursuant to the applicable grievance procedure.
198
199
200 7.3 Unused Sick Leave Reimbursement - The following procedures will be
201 used in providing for cash reimbursement for unused sick leave:
202
203 . Retirement — Unused sick leave reimbursement pay at
204 retirement, as verified by the receipt of the first check from
205 - the Retirement System, shall be paid to a retiring support
206 : staff employee for all unused sick leave in accordance with
207 the following scale: the number of hours worked per day
208 ' times 125% of the federal government minimum hourly
209 wage, times the number of unused accumulated sick feave
210 days. Any claim for reimbursement. herein by an individual
211 : separating from the district shall be invalid if not filed in
212 writing within thirty (30) calendar days of the final workday.
213
214 A retiring support staff member may be able to incorporate

(215 accumulated sick leave, including those days earned in the

216 final year of empioyment, into his or her salary during the
217 final year of employment. The following procedure must be
218 followed: (1) the support staff employee must notify the
219 : Superintendent of his or her intent to retire on or before
220 ~ June 15, in the year retirement is to take place, and (2) an
221 appropriate district-provided form must be completed,
222 notarized and returned to the Superintendent’s Office on or
223 before June 15. Adjustments to the final paycheck will be
224 made to reflect any use of sick leave taken during the final
225 year. The Retirement Sick Leave Reimbursement of Support
226 Staff Members Form is in the Business Office Procedures
227 Handbook.
228
229 . Termination — Upon leaving the district prior to retirement,
230 support staff employees shall be paid for unused sick leave in
231 accordance with the following scale: the number of hours
232 worked per day times 65% of the federal government
233 minimum wage, times the number of unused accumulated
234 sick leave days. Any claim for reimbursement herein by an
235 individual separating from the district shall be invalid if not
236 filed in writing within thirty (30) calendar days of the final
237 workday.

- 138

7239

240 26



241

242
243
244
245
246
247
2438
249
250
251

252
253
254
255
256
257
258
259
260
261
262
263
264
265
266
267
268
269
270
271
272
273
274
275
276
277
278
279
280
281

282
283
284
285
286
287
288

7.4

7.5

. Sick Leave Reimbursement for Deceased Employees — For
‘purposes of paying for unused days of sick leave, the death
of a staff member will be treated in the same manner as
retirement and the prevailing retirement rate wiil be used in
the calculation. Each employee will be asked at the time of
employment to indicate the person to whom they wish such
payment to be made, if necessary. The Support Staff Sick
Leave Reimbursement For Deceased Employees Form is in
the Business Office Procedures Handbook.

Pregnancy Disability — Parent Educators who are absent because of
pregnancy related disability may use accumulated sick leave in the
same manner that sick leave is applied to other absences. During
such periods of time the normal insurance coverage will continue at
district expense. Normal recovery time will be consistently applied as
being six (6) to eight (8) calendar weeks in length unless otherwise
determined by the physician. If there is a question as to whether the
employee is able to perform her duties, the Superintendent may
postpone the employee’s return to work upon the recommendation

of a medical doctor.

NOTE: See Family and Medical Leave Act of 1993 for additional (, ]

options provided by law.

Personal Leave — Three (3) days of personal leave shall be granted
annuglly to each employee, upon recommendation by the employee’s
supervisor and approval by the Assistant Superintendent for
Personnel. The Assistant Superintendent for Personnel! shall be
notified at least one week in advance of the leave, except in cases of
emergency as determined by the appropriate supervisor. The
supervisor may limit the granting of personal leave to insure that the
schools are adequately staffed on any given day. Applications for
personal leave should be made in writing on forms availabie in the
Early Childhood Coordinator’s Office. In the event an employee
terminates his or her employment prior to completing the annual
work calendar, only one day of personal leave will be granted.
Appropriate deduction will be made on the employee’s final paycheck
to reflect excessive use of personal leave beyond the one day
allowed. Personal leave days can be accumulated to a maximum of
four (4) days and must be taken in no less than one-half day
segments. Unused personal leave in excess of four (4) days shall be
credited to the employee’s sick leave.

No employee shall be permitted the use of personal leave on the day
preceding or subsequent to a holiday or preceding or subsequent to
winter break or spring break except in the following instances: (
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7.8

A An employee may elect to use personal leave one (1) time
during his/her career with the approval of the
Superintendent.

B. In the case of an emergency, the Superintendent of Schools
shall review the circumstances surrounding the emergency
and may grant paid personal leave. When the employee has
utilized his or her personal leave, the Superintendent may
advance personal leave against the next school year’s
personal leave. In the event the employee does not return
the following school year, any advanced personal leave days
will be deducted from reimbursement of accumulated sick
leave. If accumulated sick leave does not exist, the
employee’s final paycheck will be adjusted.

Presenteeism Incentive — In addition to the severance pay plan of

reimbursement for accumulated sick leave days upon leaving the
district, the district will also offer a more “immediate” incentive for
Parent Educators not to use any more personal leave or sick leave
than necessary. Each employee who does not use any personal
leave or sick leave during the scheduled work days of the employee’s

‘calendar (including winter and spring breaks) in a semester during

the “regular school year” will be awarded fifty dollars ($50.00) by the .
Board of Education for perfect attendance in that period of time. -
The payment will be made in the month following the end of the
semester. Use of Jury Duty Leave, Subpoenaed Witnesses Leave,
Bereavement Leave and Compensatory Time, accumuiated and used
within the employee’s work calendar, will not count as absences for
the purpose of implementing this incentive.

Bereavement Leave — Parent Educators shall be granted up to three
(3) days of bereavement leave for each death of a member of the
immediate family. The term “immediate family” shall include spouse,
children, step-children, parents, parents-in-law, step-parents,
brothers, brothers-in-law, sisters, sisters-in-law, sons-in-law,
daughters-in-law, grandparents, grandparents-in-law, grandchildren
and immediate aunts and uncles. Nothing herein shall be interpreted
to prohibit an employee’s use of personal leave.

Jury Duty L eave — Jury Duty, when summoned, is considered a civic
responsibility. Leave will be granted for the period of jury service
providing adeguate notice is given to the Assistant Superintendent
for Special Services. The difference in daily wages and payment
received for jury duty will be paid for each day served on jury duty.
A substitute will be provided, if necessary. Absences to appear as a
plaintiff, defendant or voluntary witness shall be considered as
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7.10

7.11

7.12

7.13

personal leave absences.

‘Subpoenaed Witness - Employees wha are subpoenaed to serve as a

witness in court will be excused from their duties for the necessary
amount of time and receive their salary for this period. The absence
will not be charged against any of the leave days provided by the
Board of Education. :

Family Care Leave — A leave of absence without pay shall be granted"
to an employee for the purpose of family care. Family care, as
defined herein, shall require the individual being cared for as residing
in the home of the employee. Said leave shall be for a period of time
mutually agreed upon by the employee and the Board of Education.
Such employee may elect to continue insurance at his or her own
expense for the duration of the leave by providing the school district
appropriate premium payments in the manner required by the
business office.

An employee returning to employment after family care leave shall
be returned to the same or a position equivalent to his or her
previous assignment. The employee shall not lose accumulated
leave days as a result of said leave nor add to same during such

period.

NOTE: See Family and Médical Leave Act of 19893 for additionai
options provided by law.

Extended Period Leave — Each request for leave for extended periods
of time will be acted on individually by the Board of Education.

Dock Days — The Superintendent may grant an employee’s request to
be absent without pay. Approved dock day absences will be
coordinated with the Superintendent.

A deduction for each day's absence shall be determined in the
foilowing manner: divide the employee’s annual salary by the
number of days specified.

Family and Medical Leave Act of 1993: In addition to the leave
policies already available, the Family and Medical Leave Act of 1993
(P.L. 103-3) allows eligible employees leave without pay for certain
specified reasons, effective August 5, 1993. An empioyee is eligible
if he or she has been employed by the District for at least twelve
(12) months and has worked at least 1,250 hours during the
previous twelve (12) months. Eligible employees are entitled to a
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total of twelve (12) workweeks of unpaid leave during any fiscal year
for one or more the following reasons:

A,

Birth/Care of Child: Because of the birth of a son or daughter

of the employee and in order to care for such son or
daughter;

Adoption/Foster Care Placement: Because of the placement
of a son or daughter with the employee for adoption or foster

care;

Care of Sick Spouse/Child/Parent: In order to care for the
spouse, or a son, daughter, or parent, of the employee, if
such spouse, son, daughter, or parent has a serious health

condition; and

Personal Sick Leave: Because of a serious health condition
that makes the employee unable to perform the functions of
the position of such employee,

The following provisions shall apply to leaves of absence as
authorized herein:

1.

Limit on Child Care Leave: The right to leave under
subparagraphs 1 and 2 shall expire at the end of the
12-month period beginning on the date of such birth or
placement of a son or daughter.

n

Serious Health Condition: The term “serious health condition
as used in subparagraphs 3 and 4 means illness, injury,
impairment, or physical or mental condition that involves
inpatient care in a hospital, hospice, or residential medicat
care facility, or continuing treatment by a health care
provider.

Relationship to Paid Leave: Through other leave policies,
paid sick days are already available to employees for leave in
some of the categories set out in subparagraphs 1 through 4
above. Where paid sick days are available, employees are
required to substitute such paid sick days for that portion of
the 12-week period of unpaid leave,

Certification: The District may require that a request for

leave under subparagraph 3 or 4 be supported by a
certification issued by a doctor. If the District has reason to
doubt the validity of the certification, the District may require,
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at the district’s expense, that the employee obtain the opinion
of a second doctor designated by the District. In any case
where the second opinion differs from the original
certification, the District may require, at the District’s
expense, that the employee obtain the opinion of a third
doctor designated or approved jointly by the district and the
employee, whose certification shall be final and binding.

Intermittent or Reduced Schedule Leave: When medically
necessary, leave under subparagraphs 3 and 4 may be taken
intermittently or on a leave schedule that reduces the usual
number of hours per workweek or workday. If the employee
requests intermittent leave, or leave on a reduced [eave
schedule, that is foreseeable based on planned medical
treatment, the District may require such employee to transfer
temporarily to an available alternative position for which the
employee is qualified and that has equivalent pay and
benefits and better accommodates recurring periods of leave
than the regular employment position of the employee.

Advance Notice of Foreseeable Leave: Where leave under
subparagraphs 1 or 2 is foreseeable based on an expected
birth or placement, the employee shall provide the District

- with not less than thirty (30) days prior notice of the

employee’s intention to take leave. When the necessity for
leave under subparagraphs 3 or 4 is foreseeable based on
planned medical treatment, the employee shall make a
reasonable effort to schedule the treatment so as not to
unduly disrupt the operations of the district and shall provide
the district with not less than thirty (30) days prior notice of
the employee’s intention to take leave.

Restoration to Position: Any eligible employee who takes
leave under subparagraphs 1 through 4 above shall be
entitled, on return from such leave, to be restored to the
position held when the leave began, or to an equivalent
position with equivalent employment benefits, pay, and other
terms and conditions of employment.

Special Rules Applicable to Leave Periods Near End of A
Semester: Because the end of the semester Is a critical time
for such tasks as developing final exams and evaluation of
students, the following special rules apply to instructional
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7.14

10.

employees seeking to return from leave during the
last three (3) weeks of a semester:

a. If the employee begins the leave five (5) or more
weeks prior to the end of the semester, and the
period of leave is for more than three (3) weeks. Then
the district can require an employee seeking to return
within the last three (3) weeks to wait until the next

semester.

b. If the employee begins any leave (except personal or
sick leave) less than five (5) weeks before the end of
the semester and the period of leave is greater than
two (2) weeks, then the district can require an
employee seeking to return within the last weeks to
wait until the next semester,

C. If the employee begins any leave (except personal or
sick leave) three (3) or fewer weeks before the end of
the semester and the period of leave is greater than
five (5) working days, the district may require the
employee to wait until the next semester.

Continuation of Health Insurance: During the:period of leave, -
the district shall maintain health insurance coverage (Health
and Major Medical, Dental, Optical) at district expense under
the conditions coverage would have been provided if the
employee had continued in employment continuously for the
duration of such leave.

Questions Regarding Family and Medical Leave Act: The

foregoing provisions represent an overview of the Family and
Medical Leave Act of 1993. Specific questions concerning
leaves of absence shall be referred to the Assistant
Superintendent for Personnel and resolved consistent with the

provisions of the law.

Employees are asked to fill out leave request forms when
requesting leave. These forms are in the Business Office
Procedures Handbook and are available through the
employee’s supervisor.

Holidays: There are a maximum of three (3) paid holidays per year.
The length of the work calendar determines the number of available
paid holidays. The available paid holidays are Thanksgiving Day,
Christmas Day, and Presidents’ Day.
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Workload and Leaves: Efforts will continue to be made to hire

certified substitutes for Parent Educators on long-term leave.

If no certified substitute can be found, temporary work that may be
available due to a Parent Educator being on Family or Medical Leave
will be offered to part-time Parent Educators as an opportunity to
extend hours on a temporary basis. Such temporary work is not
posted, but all part-time Parent Educators will be made aware of the
opportunity. If all factors are equal among the part-time Parent
Educators, the Parent Educator with the most seniority shall be given
the opportunity.

Families will be evenly distributed among full-time Parent Educators if
part-time Parent Educators are not interested in having hours
extended.
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ARTICLE 8:

8.1

8.2

8.3

VACANCIES AND TRANSFERS

Posting of Vacancies ~ During the regular school year, all vacancies in the
support and professional staff positions will be posted for seven (7)
workdays, prior to filling the vacancies, as informational items for current
employees. The Board reserves the right not to fill a vacancy. Professional
and support staff, and Parent Educator vacancy notices shall be posted in
the office of the Early Childhood Coordinator and sent to the Association’s
office. Vacancy notices are provided from the Office of the Assistant
Superintendent for Personnel. A Parent Educator may apply for any position
for which he or she is qualified and meets other stated requirements.

Parent Educators who apply for other positions in the district will be granted
an interview. If not selected, the Parent Educator may reapply for future
positions and will be re-interviewed upon each year of application.

Creation of New Jobs — All Parent Educators shall be given the opportunity to
apply for posted vacancies. If all factors are equal among the Parent
Educators applying for a new Parent Educator position, the Parent Educator -
with the most seniority shall be given the position.

If additional hours are permanently added to the program, ail Parent
Educators will be notified and given the opportunity to apply.

Filling of Vacancies — Transfer requests for vacancies are filed in the Office
of the Assistant Superintendent for Personnel. Such requests are kept on
file for one year from the date of appiication. Vacancies shall be filied on
the basis of experience, qualifications and certification needed. If all factors
between internal and external candidates are equal, preference shall be
given to the internal candidates. If alf factors between internal candidates
are equal, the most senior candidate shall be selected. Full-time Parent
Educators who wish to be part-time, and part-time Parent Educators who
wish to be full-time should indicate that in writing to the coordinator and will
be granted a status change except in extenuating circumstances. If a
Parent Educator is not granted a status change {part-time to full, or full-time
to part), reasons will be given in writing.

As Parent Educator positions are posted, the number of evening
families will be identified on the posting. In addition, the letter of
employment signed by each parent educator shall indicate the
number of evening families that the Parent Educator may expect.
Evening services begin at the end of the school day (which is
usually 3:30 p.m.) and before 8:00 p.m.

Applicants for a position shall be notified in writing of the District’s decision.
No empioyee will be discouraged from seeking a transfer. No employee will
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8.4

8.5

8.6

be penalized in his/her present assighment because of any such request for
transfer. :

Seniority — There is only one job category for seniority. Seniority will be for
continuous employment in the Fort Zumwalt Parents As Teachers program.
Leaves of ahsence will not affect seniority.

Involuntary Transfers — Should the district find it necessary to transfer a
Parent Educator to a different certification area, based on caseload or other
program needs, Parent Educators shall be asked to volunteer for the
assignment first. Should no one volunteer, the least senior Parent Educator
that is certified shall be involuntarily transferred.

‘Reduction in Force — Should a reduction in force be necessary, the last

Parent Educator hired will be the first to be laid off. If a person scheduled
for layoff has additional certifications that are needed in the program, that
person may be retained if no senior person has the available certification to

meet the program needs.
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ARTICLE 9:

9.1

9.2

9.3

SALARY AND FRINGE BENEFITS

Salary Determination ~ All Parent Educator Employees shail be
reimbursed in accordance with the Parent Educator salary plan.

Salary Schedule —

A.

Experience Credit: Experienced Parent Educators new to the
district will be placed at the entry level of the Parent Educator

Salary Plan.

Time Sheets: It is the responsibility of the Parent Educator to
complete time sheets according to the payroll schedule provided
by the Fort Zumwalt School District business office. This payroll
schedule will be posted in the P.A.T office. If the Parent Educator
is not able to reconcile a last minute change in person due to
circumstances beyond the control of the Parent Educator, a
telephone cail should be made to the coordinator or secretary as
early as possible on the morning of the day time sheets are due.

Payment: Annual salaries will be paid in twenty-four (24) equal
payments payable not later than the first and fifteenth of each
month. When the first and/or the fifteenth of the calendar month
fall on a weekend or holiday, salaries will be paid on the last
preceding working day.

Payroll Deductions -

A

Professional Organization: Employees have the right to join or
refrain from joining any organization for their professional or

economic improvement.

Payroll Deductions: Payroll deductions will be made for
professional dues. Any employee who is a member of the
Association, or who has applied for membership, may sign and
defiver to the Board an assignment authorizing deduction of
membership dues in the Association. The assignment card shall
be delivered to payroll no later than the fifth of the month for
which deduction is to be made. Such authorization shall continue
in effect from year to year unless revoked in writing between June
1 and September 1 of any year. Pursuant to such authorization,
the Board shall deduct such dues in equal amounts from the
regular salary checks of the employee beginning in September
and ending in August of each year, except as such deductions
shall cease and all obligations related thereafter be void upon an
employee’s termination from employment. Deductions for
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employees employed or enrolled after commencement of the
school year shall be appropriately pro-rated to complete full
payment by the August paycheck. The Association agrees to hold
the Board harmless for any damages arising out of legal action by
an employee or the Association contesting any applicatron of this
pohcy and/or procedure.

Procedure: With respect to all sums deducted by the Board
pursuant to authorization of the employee, for Association
membership dues, the Board agrees to remit promptly the same
to the Association. On or Before September 1 of each year, the
Association shall certify to the Board the total amount of
Association dues for the ensuing year. The Board will submit to
the Association an initial alphabetical list of employees for whom
such deductions have been made following the start of the school
year, and such additions as shall become effective during the

year.

Other Payroll Deductions: Upon appropriate written authorization
from the employee, the Board shall deduct from the salary of any
employee and make appropriate timely remittance for annuities,
credit unions, dependency insurance only through the company
with which the Board paid insurance is carried, salary protector

with any organizational sponsored company, or any other plans or

programs as provided by the Board. Any individual utilizing this
provision shall be limited to two (2} changes annually. Insofér as
tax sheltered annuities are concerned, the Board will {1) continue
to recognize all presently established companies now doing
business in the district; (2) require any company that wishes to
sefl annuities in the school district to file all pertinent information
prior to starting sales, and require a minimum of five (5) sales
prior to allowing the use of payroll deductions; (3) require all
companies to file by August 1 of each year all financial reports
and annuity plan descriptions for their company, and (4) allow
employees transferring into the district to continue their existing
annuities on payroll deductions.

Insurance Benefits — Each full-time Parent Educator of the district shall be
provided by the Board, without cost to the employee, the following
insurance protection. Such insurance shall include provisions for
dependent coverage at the employee’s expense through payroil
deduction. Insurance protection shall be as follows:

Health Insurance: The heaith and major medical program that
shall be comparable in its coverage standards with the program in
effect during the 1997-98 school year. Specifications for the
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program shall not discriminate on the basis of marital status for the
purpose of maternity benefits.

B. Group Life Insurance: Life insurance protection in the amount of
$50,000 shall be payable to the Parent Educator’s designated

beneficiary. This program shall make available option life
insurance in increments of $10,000 to a ceiling of $150,000 that
will be available at the school district’s rates at the employee’s
expense through payroll deduction. The program shall also make
available dependent life insurance at the employee's expense.
Spouse coverage will be in the amount of $25,000 and $12,000

for a child.

C Dental Insurance: Dental insurance shall be comparabie in its
coverage standards with the program in effect during the 1997-98
school year.

D. Optical Insurance: Optical insurance which shall be comparable in
its coverage standards with the program in effect during the

1997-98 school year.

E. Workers” Compensation Insurance: Each certified employee is

covered by Workers’ Compensation Insurance and is eligible for
compensation for any hospital, surgicaf, or doctor’s bill resuiting
from an injury incurred while on the job. An employee is
considered on the job whenever engaged in school business. An
accident resulting in injury, no matter how minor, must be
reported at once to the immediate supervisor who in turn, will

notify the Superintendent.

F. Flexible Benefit Plan: The District, at its expense, will continue to
offer a flexible benefit plan (Cafeteria Plan) for the voluntary

reduction of empioyee income.
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Fort Zumwalt School District

MEMORANDUM

TO Lori Roach

FROM Patty Corum

DATE August 17, 2007

Re Clarification of Intent

Memorandum of Understanding
FZEA-FARED AND THE FORT ZUMWALT SCHOOL DISTRICT

July 1, 2007 ~ June 30, 2012

Per our discussion, page 19, line 278 of the new Memorandum of Understanding

for Parent Educators should read, “Full-time Parent Educators shall service no

more than sixteen (16) evening families” rather than “twelve (12) evening

families.” This was the intent of the negotiations committee and is explained on

page 20, lines 302-310. Due to the fact that the Memorandum was ratified by the

parent educators and approved by the board of education, we will not change the .
text, however it should be understood that this was the intent and will be the ( }
practice followed. Thank you for your continued cooperation in our discussions.

Ve

Fta f/)iw—
L ﬁach MNEA Uniserve Director

4/?//(’ 7

Date 7/

/ %Zf (o

Patty Corum. Deputy Superintendent

J/,Zc’/{7

Date




Appendix A:

BEFORE THE STATE BOARD OF MEDIATION

STATE OF MISSOURS
FORT ZUMWALT EDUCATION )
ASSOCIATION. MNEA , )
Pestonar )
v. | ; Publc Casa Na. R 96-007
FORT ZUMWALT SCHOOL ;
Respondent. )
T REPR
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o the conduct of e election, within the me provided herviar; - '

T IS HEREBY CERTIFIED hhat Fort Zumwek Educasion Assocstion, WMNEA has been
Sesionated and 3aieced by a majority of e empioyses of the above named Empioyer. in 1he unt
seacried beiow, a8 1her exckaive baganig represercaive. Purtuan: b Sectian 105,525 RSMo.
(904 said Crgeizaion i e sxtmive recrsserxatve of af he empioyess N wmid unit for e
purpose of SCLIENNS wih resoect 15 Saiaries e Other Conciions of empioyment.

Uit For an scoropnsis unt coneesting of afl parent sducars; eeucing all other distict
emgiCyess anNd QUards. CencE and RperVEars exciaded by the AL

Wﬂﬂ@’d&d“&‘__. 1908,

STATE BOARD OF MEDIATION

SEAU g . E -
' Frarcm R Braav.
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Appendix B

JULY 1, 2007 — JUNE 30, 2012
MEMORANDUM OF UNDERSTANDING

BETWEEN

FZEA-PARED
And The
Fort Zumwalt School District

AMENDMENT

High Needs: Parent Educators will be advised of such trainings available to them. Families
needing special services will be assigned to Parent Educators with training in areas of need

whenever possible.

Feedback to Management: All district administrators are encouraged to solicit feedback and
input from their staffs to provide constructive criticism for future decision-making and
performance. While the current Coordinator of Early Childhood Education is not an
administrator in the same sense as building principals or district administrators, feedback and
input would also be beneficial to this position. The Assistant Superintendent for Special
Services is responsible for the evaluation of this individual and any feedback solicited by the

Coordinator will not directly impact the evaluation.

Coordinator’s Council will be established by Jantia#y 2008 and at least two (2)
meetings will be held before the end of the school year. In subsequent years the
Coordinator will hold quarterly meetings. The Council will be made up of the
Coordinator, up to three (3) FZEA members selected by FZEA and up to three (3)
Parent Educators selected by the Coordinator or elected by the Parent Educators.
Suggested topics will include but are not limited to professional growth
opportunities, peer visits, prorating families who are not in the program for a full

year, and group meeting issues.

Motivation: Currently, Parent Educators are included in staff apprec?atfcn activities conducted
by the District on a yearly basis. Consideration for additional programs can be undertaken in

the near future.

i
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SUPPORT STAFF POSITIONS

TITLE: Parent Educator - Early Childhood Education
QUALIFICATIONS: The parent educator shall have a minimum of a high school diploma or its
eguivalent, be competent in the non-professional duties to be performed and
have:
1, Certification in one of the following:
+ Elementary Education
» Early Childhood Special Education
+ Early Childhood Education
¢ Vocational Home Economics {Consumer and Homemaking)
« Occupational Child Care Services and demonstrated ability in working with

young children and their parents; or

2. A two-year associate degree or two-year certificate program in Early
Childhood Education, Child Development or Nursing and demonstrated
ability in working with young children and their parents; or

3. Sixty college hours and two years of successful experience ina
program working with young children and their parents; or

4, Five years of successful experience in a program working with young
children and their parents;

AND

5, Must show successful completion of approved training in parent

aducation regardless of previous training and experience according to
the following schedute: :

a. A minimum of 30 hours preservice training;

b. A minimum of 20 hours inservice training during the first year
of employment in an approved program;

c. A minimum of 15 hours inservice training during the second
year of employment in an approved program;

d. A minimum of 10 hours inservice training for the third, fourth

and fifth years of employment in an approved program.
Parenting experience is strongly recommended but not required. . '

AREPORTS TO: Early Childhood Education Coordinator

JOB GOAL: ' To improve the early childhood education program by assisting the professional
staff with its implementation.

PERFORMANCE RESPONSIBILITIES:

Must provide five contact hours per year to each family, four of which must be persanal visits.

1.

2. Must write and carry out tesson plans and activities for each personal visit.

3. Must keep accurate records of caseloads and each personal visit.

4, Must screen each child on caseload who is at least six months of age or older {screen annually].

5. Must be proficient with the appropriate screening instruments.

6. Must help plan and carry out-group meetings for the year {approximately 8-10).

7. Must help with recruitment for the Parents As Teachers Program.

a. Must attend appropriate inservices during the year.

9. May work some evening hours {1-2 evenings per week) because many parents enrolled in the

program both work during the day.

10. Perform other duties as assigned by the Early Childhood Coordinator or the Assistant
~ Superintendent - Special Services,

11. Possess the ability to effectively communicate, verbally and in written form, with administrators,

staff and the community as needed.
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TERMS OF EMPLOYMENT:

Employment will be on a nine-month basis beginning with the-first teacher orientation day. Each parent
educator will be provided a work calendar showing the specific daily work schedule of the employee. The
work calendar may be medified by the Board of Education at any time, as needs dictate.

Seven hours [including a 30-minute non-paid lunch period) will constitute a werkday for full time parent
educators. A definite daily schedule will be established by the early childhood education coordinator and the
Assistant Superintendent - Special Services. Part time parent educators work either 16 % or 20 hours per
week. Job responsibilities will be prorated and modified as appropriate.

The yearly salary will he disbursed in twenty-four (24) equal payments.

EVALUATION:

Performance of this job will be evaluated annually in accordance with the provisions of the Board's policy
on evaluation of support staff personnel.

Approved: August 5, 1986
Revised: August 3, 1987
Revised: February, 1998
Revised: July, 2004
Revised: May 15, 2006

Fart Zumwalt School District, O'Fallon, Missouri.




Fort Zumwalt School District Appendix D
Support Staff Performance Based Evaluation

45 Day Evaluation Annual Evaluation
Name School Year
Schoal/Depariment Evaluatar/Title
Performance Based Factors
A5OVe Neadd
Excaflent| Average | Satisfactory{ Improvement | Unsatisfactory [ N/A
I. Job Knowledps '

1. Demonsirates a thorough understanding of the job
2. Has necessary skills o implement required job
responsibilities

3. Requires minimum instruction on each new
assignment

4, indicates willingness 1o expand job skills

II. Quallty of Performance

1, Performs tasks neatly

2. Performs tasks accurately

3. Performs tasks thoroughly

4 |s consisient in the quality and performance of tasks
1. Depandability / Adaptability

1. Utilizes time efficiently for job completion

2. Works well under pressurg

3 Adjusts to changes in methods and procedures

4. Thinks constructively and handles new responsibility

well
5, Completes tasks without close supervision

&, Follows instructions and carries out job assignments
7. Exhibits calmness in stress siluations

B. Makes reasonable decisions

9. Demonstrates ability to plan and organize tasks

V. Responsibilities

1. Maintains acceptable atlendance and procedures

2. is punctual

3. Begins work promptly and avoids unnecessary delays
4, Continues work activities until the end of the
scheduled work day

5. Demonsirates awareness of cost considerations

6. Demonstrates appropriaie grooming and apparel for
job assignments

V. Communication Skilis

1. Demonstrates ahility to communicate ciearly and
efiectively with supervisors, fellow employees, and other
school staff

2. Communicates effectively with students, parents, and
'other members of the community

13 _Uses appropriate oral and written communication

‘4 Keeps appropriate personnel informed about areas of
,concem

V1. Attitude and Cooperation

1 Demonstrates a positive aftitude B ; 4 !
2 Indicales wilingness ic cooperale 1n a courteous ‘ i i .
manner with suparvisors, feliow warkers, and staff : , j 1‘
members ! : ! :
3 Demaonsirates enthusiasm for the job and displays ' : ! .
‘willingness o assume extra responsbililies , . ' : : :
4 Readly accepis suggeslicns for improvement )
5 Follows eslablished district policies and procedures .

PR R




Above Needs T
Excellent| Average | Satisfactory| Improvement | Unsatisfactor A
Vil. Equipment and Suppiy Utilization
1. Demonstrates knowledge of proper equipment for task
2.Uses equipment and supplies in a safe and efficient
manner
3. Maintains proper care of equipment and suppiies
4. Organizes work area for efficient performance
Evaluator Camments
Employee Commenls
Supervisor's Signatura Cate Employee's Signature Data
Recommend for continued employment
Not recommend for continued employment
(
e
Complets if applicable Excellent]| Average | Satisfactory| Improvement | Unsatisfaciory | N/A

VIl Supervisory / Coordinator Skills

1. Shows eflective leadership skills

2. Effectively motivates employees

3. Praises and supparts positive efforts of each
employee’

4. Offers criticism in a constructive manner

5. Uses sound judgment in decision making

6, Sets good example for others to follow

7. Completes paperwork and reports in neat, concise,
and accurate fashion

8. Delegates appropriate responsibiiities

'9. Responds promptly to job related concems

10. Implements established district policies and
rocedures

The Employee's signature does not imply agreement with the evaluation, but simply indicates
the employee has read the report and has had an opportunity to review it with the evaluator.




PARENT EDUCATORS

o

2007-2008 SALARY SCHEDULE

Appendix i

) :
‘LEVEL BASE ASSOC. ASSOC. ASSO0C, TEACHER CERT. | TEACHER CERT. &
' DEGREE DEGREE +15 DEGREE +30 | ORBADEGREE IN| MA DEGREE OR
RELATED FIELD RELATED FIELD
Base A A15 A30 C/BA CMA
1 $ 16,30863| $ 16,650.42 | & 16,764.36 | 16,878.29 | § 19,997.40 | $ 20,319.58
2 3 16,777.88 ] $ 1712893 | § 1724727 | & 17,36463 | $ 2067732 | 20,909.16
3 $ 17056298 1741443 % 17,633.82 ]| § 17656318 | § 2161155 | § 21,943.38
4 |$ 1737454 % 17,739.63 | $ 17,861,565 | $ 17,983.01 | § 22658.78 | $ 22,990.62
5 5 1822894 § 18,697.60 | § 18720491 § 1884338 ¢ § 23,942.45 | § 24,277 .54
6 $ 1891302 % 1928168 | § 1940457 | § 19,52745 | % 24,756.37 | § 25,081.46
7 $ 1959706 | % 16,965.74 | $ 20,088.63 | 2021152 % 251960.51 | § 26,295.61
8 b 2028114 | $ 2064981 ( % 2077270 % 2089550 % 28,395.74 | § 28,745,96
9 $ 2116877 % 2154105[ % 21665.10 | § 21,789.18
10 |5 218594716 2223171 ] % 22355681 | % 22,479.89
11 $ 2255019 | % 22092244 % 2304652 ;% 2317059
12 $ 2324088 | % 2361312 $ 23737211 § 23,861.29
13 |5 2477151 [ 8% 2515681 % 25,407.58 | § 25,413.69




PARENT EDUCATORS Appendi:
2008-2009 SALARY SCHEDULE - '
LEVEL BASE ASS0C. ASSO0C, ASSOC. TEACHER CERT. | TEACHER CERT. .
DEGREE DEGREE +15 DEGREE +30 | OR BA DEGREE IN| MA DEGREE OR
RELATED FIELD RELATED FIELD
Base A A15 A30 C/BA CMA
1 5 1663480 |8 1659834335 - 17.00964 | $ 1721585 § 2039735} % 20,725
2 3 17,113.43 | § 1747253 | % 17,602.22 | § 1771192 1 3 20,088.86 | § 21,3273
3 3 17,397.41 1 § 1776272 | § 17,884.49 | § 18.006.25| % 22,043.78 | § 22,3822
4 $ 17.722.03 | § 1809443 | $ 18,218.79 | $ 1834267 | § 2311196 | § 23,4504
5 3 18,775.81 | § 19,156.52 | § 1928210 ] § 1940868 | § 2466072 1 $ 25,005.6
6 $ 19,480.41 | § 1986013 | % 19,986.70 | $ 2011328 [ $ 2548906 | § 25,844 2
7 $ 20184981% 2056472[§ 20691291 3% 20817871 & 2673933} % 27,084 .4
8 $ 2088958 3% 2126931 $% 2139588 % 2152246 | § 2981553 | § 30,183.7
9 $ 2185675]% 2224113 § 2236921 % 22,497.33
10 $ 22568.90 | $ 2295425 % 2308237 % 23,210.49
11 $ 2328307]% 2366741 23,79653 1% 2392363
12 $ 239962218 2438055(% 2450866 S 24,636.78
13 $ 26010.091% 2641466] § 2667796 | §  26,684.37




PARENT EDUCATORS
2009-2010 SALARY SCHEDULE

Appendix 1

«EVEL BASE ASSOC. ASSOC, ASSOC. TEACHER CERT. | TEACHER CERT. &
DEGREE DEGREE +15 | DEGREE +30 | OR BADEGREEIN| MA DEGREE OR
RELATED FIELD RELATED FIELD
Base A AlS A30 C/BA CMA .
1 $ 1696750 % 1732310 | % 1744163 | § 1756017 | 20,805.30 | § 21,14048
2 $ 17455701% 178219815 1794406| % 1806616 § 2140864 | $ 21,753.88
3 $ 1774536|% 1811797[% 1824218 5 1836637 | § 2248466 | § 22,82991
4 $ 180764815 1845631 % 1858316 | % 18,70853 | 3 23567420 | $ 23,919.44
5 $ 18245205 1963441 |5 1976415/ F 1989389 | § 2527724 | % 25,631.01
6 $ 1986742 | % 2035663 | $ 2048637 | § 2061611 | § 2613654 | 3 26,490.31
7 $ 2068860 | § 2107883 % 2120857 1 § 2133831} % 27,407.81 | § 27,761.59
8 [$ 21182 % 21801045 2183078 | % 2206052 % 31,103.56 | § 31,487.18
9 $ 2251246]1% 2290837 1% 2304029 | % 2317225
10 | $ 2324700 | § 2364287 | § 2377484 | 2390680
11 | $ 23981561 % 243774415 2450940 % 24641.34
12 | $ 24716101 % 2511197 | $ 2524392 %  25375.88
13 | $ 2713373 | % 27555771 % 2783045 % 2783714




