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AGREEMENT

THIS AGREEMENT is made and entered into this 10" day of July, 2023, by and
between the Los Angeles County Office of Education, hereinafter jointly referred to as
"Office,” and the California School Employees Association and its Chapter 624 (CSEA)
hereinafter referred to as "Association." The Association is an affiliate of the California
School Employees Association. It is understood that negotiations and any resulting
Agreement and ratification is between the Office and the local chapter. Such recognition
of the Local Chapter 624 (CSEA) shall not preclude the Association from utilizing the
advice, services and resources of its organization, the California School Employees
Association.



ARTICLE I
RECOGNITION

The Office acknowledges its recognition of the Association as the exclusive
representative for the following unit of employees:

Included:

The unit shall consist of all probationary and permanent classified employees in
the following classifications:

Paraeducator - Academic-Readiness (See Appendix Q)
Paraeducator - Academic (See Appendix Q)
Paraeducator - Behavior Management

Paraeducator - Health Care

Paraeducator - Interpreter

Paraeducator - Special Services

Paraeducator - Transcriber

Paraeducator - Translator Hearing Impaired
Paraeducator - Translator Hearing Impaired (Restricted)
Speech Language Pathology Assistant

Excluded:

The unit shall exclude all classified employees in classifications not listed as inclusions
above; all non-classified and certificated personnel; all casual, temporary, or limited-term
personnel, except regular unit members assigned to a summer program; substitute
personnel of any description; all management, supervisory, and confidential personnel as
defined in Government Code Sections 3540.1(g), 3540.1(c), and 3540.1(m).

3540.1(g) "Management employees” means any employee in a position having
significant responsibilities for formulating district policies or administering
district programs. Management positions shall be designated by the public school
employer subject to review by the Public Employment Relations Board.

3540.1(c) "Confidential employee” means any employee who, in the regular
course of his duties, has access to, or possesses information relating to, his
employer's employer-Labor Relations.

3540.1(m) "Supervisory employee means any employee, regardless of job
description, having authority in the interest of the employer to hire, transfer,
suspend, layoff, recall, promote, discharge, assign, reward, or discipline other
employees, or the responsibility to assign work to and direct them, or to adjust
their grievances, or effectively recommend such action if, in connection with the
foregoing functions, the exercise of such authority is not of a merely routine or
clerical nature, but requires the use of independent judgment.



It is agreed that the aforementioned-described unit is the only appropriate unit, and
neither party hereto shall seek by any means, including but not limited to utilization of
PERB administrative proceedings, to revise or change said unit description in any way,
except with respect to the appropriate placement of any newly created job classification.
However, nothing herein shall prohibit changes to the unit by mutual consent.

The Association, in turn, recognizes the Office as the employer and representative of the
people and agrees to negotiate exclusively and only with the designated representative of
the Office.

Disputes relating to this Article are not subject to the grievance provisions of Article V.



ARTICLE 11
DEFINITIONS

BOARD - Shall mean the Los Angeles Board of Education.
COUNTY - Shall mean the Los Angeles County Office of Education.

DOMESTIC PARTNERSHIP - Shall mean a domestic partnership where both
persons have filed a Declaration of Domestic Partnership, which complies with
requirements of California’s Domestic Partner Rights and Responsibilities Act of
2003 (California Family Code §§ 297 and 297.5) and all requirements therein.
Existing domestic partner relationships acknowledged by the Los Angeles County
Schools Joint Benefits Trust will continue to be recognized.

EMERGENCY - Shall mean an unforeseen, sudden or unexpected occurrence,
such as storms, floods, fire, or other calamitous events demanding immediate and
prompt action.

EMPLOYEE - Shall mean any person employed by the office in any capacity,
including unit members.

IMMEDIATE ADMINISTRATOR - Shall mean the principal, administrator or
manager employed by the Office who has direct responsibility for supervising the
unit member in question.

IMMEDIATE FAMILY - Shall mean:
1. For Bereavement Leave

Brother (brother-in-law, half-brother, stepbrother)
Daughter (daughter-in-law, stepdaughter)
Domestic Partner

Father (stepfather, father-in-law)

Grandfather

Grandmother

Granddaughter

Grandson

Spouse

Mother (stepmother, mother-in-law)

Sister (sister-in-law, half-sister, stepsister)

Son (stepson, son-in-law)

Any relative living in the immediate household of the employee.



2. For Catastrophic Leave Donation Program

Immediate family shall be defined as spouse, domestic partner, child, or
parent under the immediate care of the unit member.

3. For Family and Medical Leave

Parent - Shall mean the biological parent of an employee or an individual who
stood in loco parentis to an employee when the employee was a son or
daughter. The term "parent" excludes parent "in-law" and grandparents.

Son or daughter - Shall mean a biological, adopted, or foster child, a step-
child, a legal ward or a child of a person standing in loco parentis, who is:

a. under 18 years of age, or
b. 18 years of age or older and incapable of self-care because of a mental
or physical disability.

Spouse - Shall mean a husband, wife or domestic partner; unmarried domestic
partners are excluded from the definition of "spouse."

INCUMBENT- Shall mean: Unit members assigned to the classification of
Paraeducator and employed on or before June 30, 2007 will remain in their
current Paraeducator classification (See Appendix Q).

INSURANCE PROGRAM- Shall mean an insurance or benefit carried by an
insurance carrier or by the Office in a self-funding manner.

JOINT BENEFITS COMMITTEE - Shall mean the Los Angeles County Office
of Education Joint Benefits Committee (See Appendix R, “Joint Benefits
Committee”).

NECESSITY - Shall mean something indispensable, unavoidable or compelling.

NEW HIRE - Shall mean: Unit members assigned to the classifications of
Paraeducator-Academic and Paraeducator-Academic Readiness, hired on or after
July 1, 2007 will be employed in those classifications (See Appendix Q).

OFFICE - Shall mean the Los Angeles County Board of Education and
Superintendent of Schools jointly as the employer, together with their designated
representatives.

PARAEDUCATOR-ACADEMIC - Shall mean unit members employed within
the Division of Student Programs. (See Appendix Q).



PARAEDUCATOR-ACADEMIC READINESS - Shall mean unit members
employed within the Division of Special Education (See Appendix Q).

PERMANENT UNIT MEMBER - Shall mean a permanent unit member is one
who has successfully served a probationary period.

PROBATIONARY UNIT MEMBER - Shall mean a person who has served an
initial probationary period in a class not to exceed six months or 130 days of paid
service, whichever is longer, as prescribed by the rules of the commission shall be
deemed to be in the permanent classified service, except that the commission may
establish a probationary period in a class not to exceed one year for classes
designated by the commission as executive, administrative, or police classes. No
employee shall attain permanent status in the classified service until he has
completed a probationary period in a class. In any case the rules of the
commission may provide for the exclusion of time while employees are on a leave
of absence. The rights of appeal from disciplinary action prior to attainment of
permanent status in the classified service shall be in accordance with the
provisions of Section 45305.

SUPERINTENDENT - Shall mean the chief executive officer of the Office or
his/her designee(s).

UNIT MEMBER - Unless otherwise clearly indicated by the context, shall mean
any person employed by the Office in a position or classification which is
included within the description of the negotiating unit described in Article 1.

WORKING DAY OR WORKDAY - Shall mean any weekday which has not
been declared a holiday by the State of California or the Office.



ADA

CPR

CSEA

DSP -

EERA

FLSA

FMLA

HCA

IEP

LACOE-

NCLB

PAU

PERB

PERS

SLPA

SPHC

DEFINITIONS OF ACRONYMS
Shall mean the Americans with Disabilities Act.
Shall mean cardiopulmonary resuscitation.
Shall mean the California School Employees Association.
Shall mean Division of Student Programs
Shall mean the Educational Employment Relations Act.
Shall mean the Fair Labor Standards Act.
Shall mean the Family and Medical Leave Act.
Shall mean Health Care Assistant.
Shall mean Individualized Education Plan.
Shall mean the Los Angeles County Office of Education.
Shall mean No Child Left Behind.
Shall mean Principal’s Administrative Unit.
Shall mean the Public Employment Relations Board.
Shall mean the Public Employees Retirement System.
Shall mean Speech Language Pathology Assistant.

Shall mean Specialized Physical Health Care.



ARTICLE III
RETAINED RIGHTS

All matters not specifically enumerated as within the scope of negotiations in
Government Code Section 3543.2, and all rights and powers not expressly limited
by the clear and explicit language of this Agreement, are reserved to the Office
even though not enumerated below. It is agreed that such reserved rights include,
but are not limited to, the exclusive right and power to determine, implement,
supplement, change, modify, or discontinue, in whole or in part, temporarily or
permanently, any of the following:

1.

The legal, operational, geographical, and organizational structure of the
Office, including the chain of command, division of authority, organizational
divisions and subdivisions, external and internal boundaries of all kinds, and
all advisory commissions and committees;

The financial structure of the Office, including all sources and amounts of
financial support, income, funding, taxes, and debts, and all means or
conditions necessary or incidental to securing the same, including compliance
with any qualifications or requirements posed by law or by funding sources as
a condition of receiving funds; all investment policies and practices; all
budget matters and procedures, including the budget calendar, the budget
formation process, accounting methods, fiscal and budget control policies and
procedures, and all budgetary allocation, reserves, and expenditures apart
from those expressly allocated to fund the wage and benefit obligations of this
Agreement in Article IX;

The acquisition, disposition, number, location types, and utilization of all
Office properties, whether owned, leased, or otherwise controlled, including
all facilities, grounds, parking areas, and other improvements, and the
personnel, work, service, and activity functions assigned to such properties;

All services to be rendered to the public, to school districts, to the State
Department of Education, and to the State Superintendent of Public
Instruction; all services to be rendered to Office personnel in support of the
aforementioned services; the nature, methods, quality, quantity, frequency,
and standards of services, and the personnel, facilities, vendors, supplies,
materials, vehicles, equipment, and tools to be used in connection with such
services; the lawful subcontracting of services to be rendered, and functions to
be performed, including educational, support, construction, maintenance, and
repair services, except when such subcontracting causes layoff of unit
members;

For program operational necessity, the utilization of personnel not covered by

this Agreement, including but not limited to, substitutes of any description,
temporaries, support personnel, consultants, other classified personnel,
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10.

11.

teachers, nurses, speech specialists and supervisory, confidential, or
managerial personnel to perform work which is not normally done by
personnel covered hereby and the methods of selection or assignment of such
personnel;

The educational policies, procedures, objectives, goals, and programs,
including those relating to curriculum, course content, textbook selection,
educational equipment and supplies, admissions, attendance, pupil transfers,
grade level and program advancement, pupil placement, guidance, grading,
testing, records, pupil health and safety, pupil conduct and discipline,
transportation, food services, racial and ethnic balance, extra-curricular and
curricular activities, and emergency situations, and the substantive and
procedural rights and obligations of students, parents, teachers, and other
personnel and the public with respect to such matters;

The selection, classification, direction, promotion, demotion, discipline,
termination, and retirement of all personnel of the Office subject only to
limitations of law and Article IX of this Agreement; affirmative action and
equal employment policies and programs to improve the Office's utilization of
women, disabled, and other minorities; the assignment of any employee
subject to Article X of this Agreement to any location and also to any
facilities, classrooms, functions, activities, academic subject matter, grade
levels, specialties, departments, tasks, or equipment; the number of
employees, and the determination as to whether, when, and where there is a
job opening and to reassignment of employees. Reassignments shall be based
upon reasonable grounds and shall not be made for arbitrary or capricious
reasons. Except in emergencies or for necessity, reassignments shall be
discussed with and written notification shall be given to unit members at least
five (5) working days in advance of reassignment. Upon request of the unit
member, written reasons for the reassignment shall be provided, however
such reasons shall not be subject to the grievance procedures set forth in
Article V;

The job classification including the content and qualifications therein;

The duties and standards of performance for all employees; and whether any
employee adequately performs such duties and meets such standards subject
to Article VIII of this Agreement;

The dates, times, and hours of operation of any Office facility, function,
service, or activity; the assignment of overtime subject to Article VI of this

Agreement;

Safety and security measures for students, the public properties, facilities,
vehicles, materials supplies, and equipment, including the various rules and
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duties for all personnel with respect to such matters subject to Article XI of
this Agreement;

12. The rules, regulations, and policies for all employees, students, and the public;

13. The termination or layoff of employees, consistent with law, as the result of
the exercise of any rights of the Office not limited by the clear and explicit
language of this Agreement; and

14. Action on any matter in the event of an emergency as defined in Article II of
this Agreement.

All other rights of management not expressly limited by the clear and explicit
language of this Agreement are also reserved by the Office, even though not
enumerated above. It is the parties’ intention that the clear and explicit
provisions of the other Articles of this Agreement constitute the only
contractual limitation upon the Office's rights.

The above-mentioned rights and powers of the Office are also intended to include
and preserve the rights and powers of the Personnel Commission as prescribed by
law.

The exercise of any right reserved to the Office herein in a particular manner or
the non-exercise of any such right shall not be deemed as a waiver of the Office's
right or preclude the Office from exercising the right in a different manner.

Any dispute arising out of or in any way connected with either the existence of or
the exercise of any of the above-described rights of the Office, or arising out of or
in any way connected with the effects of the exercise of such rights, is not subject
to the grievance provisions set forth in Article V. However, nothing herein shall
prohibit the filing or processing of a grievance alleging violation of an express
term of some other Article of this Agreement, which Article is itself subject to the
grievance procedure.

12



ARTICLE IV
ASSOCIATION RIGHTS

Access

1. Authorized Association representatives shall, in accordance with conditions
noted herein, have the right of reasonable access to Office facilities for the
purpose of contacting unit members in transacting lawful Association
business. Any such representative shall first report to the office of the
immediate administrator to announce his/her presence and intended general
purpose of the visit. In no event shall any representative or unit member
interrupt or interfere in any way with normal work.

2. Contacts with unit members shall be limited to non-duty hours such as breaks,
duty-free lunch periods, and before and after the workday.

3. Contacts may be made at other times under extenuating circumstances and for
good cause with prior notification and permission of the office of the
immediate administrator, which shall not be unreasonably withheld.

4. The Association may utilize Office facilities outside of duty hours for meeting
purposes, and any such meetings and other utilization shall be subject to
provisions of the Civic Center Act.

Distribution and Posting of Material

The Association may distribute organizational literature on Office property
provided it conforms to the content responsibility herein stated and does not
interfere in any way with official business. No person shall distribute literature on
Office property in a place or manner which distracts unit members or employees
who are performing their duties. Literature may be distributed or left for pickup in
staff rooms, unit member mailboxes or in other appropriate site locations as
designated by the site administrator. The immediate administrator shall be
supplied with a complete copy of materials or literature to be distributed or
posted. The Association shall have the right to post notices of Association
concerns on the bulletin board regularly established for unit members as long as
such notices are consistent with the content responsibility stated herein. The
immediate administrator shall designate a portion of the bulletin board for
Association use.

Use of Internal Mail System
1. The Association shall be allowed to continue lawful use of the internal school
mail system to distribute materials to the bargaining unit provided (a) the

materials distributed are not solely for the purpose of Association business,
and (b) the Superintendent or designee is provided a complete copy at the time
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F.

the materials are deposited in the mail system. Specific letters, notes and other
communications to individuals, or materials solely for the purpose of
Association business, shall not be distributed by the internal mail system
unless correct postage is affixed.

2. The Superintendent specifically reserves the right to prohibit the distribution
of mail which does not comply with these provisions or with the lawful use of
the internal mail system. For purposes of application to this section, "solely
for the purpose of Association business," shall be defined as including, but not
limited to, (a) internal organizational business or elections, (b) political or
ideological activities as defined by law, (c) certification and decertification
elections, or organizing for recognition purposes, and (d) information
concerning the amount of an agency fee.

3. The Office will provide delivery and pickup for lawful materials to the
Association office at such times as pickup and delivery is made to Office
facilities in close proximity to the Association office.

Content Responsibility

Any literature to be distributed or posted must be dated and must signify the
person and the Association responsible for its promulgation. The Association
assumes full legal responsibility for the content of its literature and agrees to
indemnify and hold the Office harmless against any claims and costs arising out
of the promulgation and distribution of such literature.

Unit Member Lists

The Office shall, by October 15 of each school year, furnish the Association
without charge, a list of names and site locations of all unit members and shall
notify the Association of newly employed unit members monthly thereafter.
Addresses and telephone numbers of unit members shall also be furnished the
Association upon request and upon prior authorization of the unit member.
Changes of the addresses and telephone numbers of unit members who have
authorized the release of same will be furnished to the Association monthly. The
Association agrees to use such information for internal organizational purposes
only and agrees not to disclose this information to any third party.

Board Agenda and Minutes

The Association shall receive two copies of the complete agenda and minutes of all
Board of Education meetings with the exception of minutes of executive sessions or other
confidential minutes, communications or materials.

14



G. Association Information for New Employees

H.

During the course of new employee orientation and induction, an information packet
prepared by the Association will be distributed to new employees by Human
Resource Services. Included in the new employee documents will be a copy of the
Agreement and a memorandum from Human Resource Services explaining employee
rights under organizational security.

Organizational Security

1.

Employee Rights

The Office and the Association recognize the right of employees to form, join
and participate in lawful activities of employee organizations and the equal,
alternative right of employees to refuse to form, join and participate in
employee organizations. Neither party shall exert pressure upon nor
discriminate against an employee in the exercise of these alternative rights.
Accordingly, membership in the Association shall not be compulsory.

A unit member has the right to choose to become a member of the
Association.

Payroll Dues Deduction

Salary warrants to unit members covered by this Agreement shall be reduced
by the amount which has been voluntarily authorized in writing by the unit
member for the purpose of paying monthly unified membership dues of the
unit member in the Association and its affiliates. Such written dues
authorization shall be revoked upon written notice to that effect from the
Association and such revocation shall be effective commencing with the next
monthly pay period. The Office shall, on a monthly basis draw its order upon
funds of the Office in favor of the Association for the amount equal to the
total of dues deductions made during that month and shall furnish a list of unit
members affected together with the amount deducted from each. Pursuant to
Board Policy, credit union deductions may be made to any credit union with
ten (10) or more subscribers.

The Office shall rely on information provided by the Association regarding
whether deductions are authorized, canceled, or changed. The Association
shall inform the Office within a reasonable amount of time after a new
employee chooses to become a member of the Association and authorizes a
payroll deduction for payment of unified Association dues, initiation fees and
general assessments. Likewise, the Association shall inform the Office within
a reasonable amount of time after an Association member cancels or modifies
previously authorized payroll deductions.

15



3. Office Obligations
The Office’s obligations under this Article is to:
deduct from pay appropriate amounts pursuant to this Article.

Under no circumstances shall the Office be required to dismiss or otherwise
discipline any unit member for failure to fulfill their obligations to pay the
fees established herein.

Personnel File

Upon approval of a unit member, the Association shall be entitled to have one

Representative accompany the unit member to review the unit member's personnel
file outside of duty hours. Upon written authorization of the unit member, a CSEA
staff representative may review the unit member's personnel file during duty hours.

Committees

Unit members participating on committees established jointly by CSEA and the
Office or at the initiative of the Office shall be release from duty without loss of
compensation and receive mileage reimbursement for travel associated with such
committees. This section applies, but is not limited to the following committees:
Shared Decision Making Central Council, Safety, and Budget Committees as
examples. CSEA's participation in Office committees does not constitute a waiver of
CSEA's bargaining rights.

. Contract
The Office shall print and distribute the new contract, including any side letter of

agreement, to all unit members within ninety (90) days after ratification of the
contract by the Board of Education.

16



ARTICLE V
GRIEVANCE PROCEDURES

A. General Provisions

The grievant shall be allowed representation by the Association at all levels of the
grievance process if requested. All other matters and disputes of any nature are
beyond the scope of these procedures. Also excluded from these procedures are
other matters indicated as excluded elsewhere in this Agreement. The Office shall
be the respondent in all cases. The Association may itself grieve with respect to
an alleged violation by the Office. The filing or pendency of a grievance shall not
delay or interfere with the implementation of any Office action during the
processing thereof. If the Office receives a grievance filed on behalf of an
employee by the Association which is not signed by the affected employee, the
Office will send a copy of the grievance to the affected employee.

The grievant shall be allowed representation by the Association at all levels of the
grievance process if requested. In situations where the Association has not been
invited to represent the grievant, the Office shall not agree to a final resolution
until the Association has received a copy of the grievance and the proposed
resolution, and has been given an opportunity to state in writing its view on the
matter. If the grievant does not respond within the time periods specified in this
Article V, the grievance will be deemed settled on the basis of the decision last
made by the Office. If the Office does not respond within the time periods
specified in this Article V, the grievance shall be deemed to be denied and the
grievant may pursue the matter to the next level.

B. Informal Level

Before filing a formal written grievance, the grievant shall make a reasonable
attempt to resolve the matter by means of an informal conference with his or her
immediate administrator. Such a conference shall include the grievant, a
representative if requested, and the immediate administrator.

C. Levell

After completing the informal level, and in no event later than twenty (20)
working days after the occurrence of the act or omission giving rise to the
grievance, the grievant must present such grievance in writing to the immediate
administrator. If neither the grievant nor the Association has actual or constructive
knowledge of the occurrence of the grievance act or omission, or could not with
the exercise of reasonable diligence have known about it, then the twenty (20)
working-day time limit shall begin to run on the date upon which either the
grievant or Association knew or could with reasonable diligence have known of
the occurrence. The parties may mutually agree to extend the presentation of a
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grievance with a showing of good cause; but such extension shall not exceed
twenty-five (25) working days.

The written statement shall be a clear, precise statement of the grievance,
including the specific provisions of this Agreement alleged to have been
misinterpreted or misapplied, the circumstances involved, the decision rendered at
the informal conference, and the specific remedy sought.

Either party may request a personal conference with the other party. The
immediate administrator shall communicate a written decision to the unit member
and the Association representative, if any, within ten (10) working days after
receiving the grievance and such action will terminate Level 1.

Level 11

In the event the grievant is not satisfied with the decision at Level I, the grievant
may appeal the decision in writing to the next level administrator within five (5)
working days after termination of Level I.

The appeal shall include a copy of the original grievance, the decision rendered at
Level I, and a clear, concise statement of the reasons for the appeal. The next
level administrator shall conduct an investigation into the allegations and shall
communicate a decision within five (5) working days after receiving the appeal
and such decision shall terminate Level II. Either the grievant or the next level
administrator may request a personal conference within the above-stated time
limits.

Arbitration

Grievances which are not settled at Level II, and which the grievant and the
Association desire to contest further, shall be submitted to Arbitration as provided
herein, but only if the Association gives written notice to the Office within five
(5) working days after the termination of Level II of its desire to arbitrate the
grievance. It is expressly understood that the only matters which are subject to
arbitration are grievances as defined above, which were processed and handled in
accordance with the limitations and procedures of this Article. Processing and
discussing the merits of an alleged grievance by the Office shall not constitute a
waiver by the Office of a defense that the dispute is not grievable.

Selection of an Arbitrator
As soon as possible, and in any event not later than ten (10) working days after
the Office receives the written notice of the Association's desire to arbitrate, the

parties shall agree upon an arbitrator. If no agreement is reached within said ten
(10) working days, an arbitrator shall be selected from a list of 7 arbitrators
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obtained from the State Mediation Service identified as having experience with
educational agencies by alternate striking of names until one remains.

The party who strikes the first name shall be determined by lot. If the arbitrator
selected indicates that he/she will not be available for hearing within a reasonable
time not exceeding sixty (60) calendar days, the parties shall proceed to select
another arbitrator from the list obtained from the State Mediation Service.

G. Motion to Dismiss

If the Office claims that the grievance should be dismissed because, for example,
it falls outside the scope of the procedure, or was filed or processed in an untimely
manner, or that the dispute has become moot, or that the party has breached the
confidentiality provision, such a claim shall, at the option of the Office, be heard
and ruled upon by the arbitrator prior to any hearing on the merits of the
grievance, with a suitable stay/ continuance between such a ruling and any further
proceedings which may be necessary. The Office may also at its option, and
without prejudice, have such a claim heard along with the merits of the case. If
the Office should choose to refuse to arbitrate a dispute, nothing in this section
shall preclude the Association from seeking, through appropriate administrative or
judicial proceedings, to compel the Office to proceed to arbitration.

H. Limitations

The arbitrator shall have no power to alter, amend, change, add to, or subtract
from any of the terms of this Agreement, but shall determine only whether or not
there has been a violation of this Agreement in the respect alleged in the
grievance. The decision of the arbitrator shall be based solely upon the evidence
and arguments presented to him by the respective parties in the presence of each
other, and upon arguments presented in briefs.

This Agreement constitutes a contract between the parties which shall be
interpreted and applied by the parties and by the arbitrator in the same manner as
any other contract under the laws of the State of California. The function and
purpose of the arbitrator are to determine disputed interpretations of terms
actually found in the Agreement, or to determine disputed facts upon which the
application of the Agreement depends. The arbitrator shall therefore not have
authority to decide any issue not submitted or to interpret or apply the Agreement
so as to change what can fairly be said to have been the intent of the parties as
determined by generally accepted rules for contract construction. Past practice of
the parties in interpreting or applying terms of this Agreement may be relevant
evidence, but shall not be used so as to justify, or result in, what is in effect a
modification (whether by addition, detraction, or revision) of the written terms of
this Agreement. The arbitrator shall not render any decision or award or fail to
render any decision or award merely because in his/her opinion such decision or
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award is fair or equitable. The arbitrator shall have no power to render an award
on any grievance occurring before or after the terms of this Agreement.

The arbitrator may hear only one grievant at a time unless the Office expressly
agrees otherwise. However, both parties will in good faith endeavor to handle in
an expeditious and convenient manner cases which involve the same or similar
facts and issues.

Arbitrator

The decision or award of the arbitrator within the limits herein prescribed shall be
final and binding on all parties.

The grievance and arbitration procedures described above are to be the
Association's and unit member's sole remedy for any claim to breach of this
Agreement. This does not preclude appropriate judicial review.

Expenses

Fees and expenses of the arbitrator shall be shared sixty percent (60%) by the
Office and forty percent (40%) by the Association. Each party shall bear the
expense of the presentation of its own case, with the exception of released time
which shall be provided in Section L, of this Article.

Association Representation

The grievant shall be entitled, upon his/her request, to representation by the
Association at all grievance meetings. In situations where the Association has not
been invited by the grievant to represent the grievant, the Office shall not agree to
a final resolution of the grievance until the Association has received a copy of the
grievance and the proposed resolution and has been given the opportunity to state
its views on the matter.

Reasonable Released Time

Grievance meetings will be scheduled by the Office at mutually convenient time
and places. Normally such meetings will be scheduled in such a manner that they
will not conflict with regular duties. However, when such meetings are scheduled
so as to conflict with the unit member's work hours, reasonable released time
(including necessary travel time) without loss of salary will be provided to the
grievant and his/her authorized Association representative, if any. Such released
time for the Association representative shall be charged to Association Leave in
accordance with this Agreement. This constitutes reasonable periods of released
time within the meaning of Government Code Section 3543.1(c).
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No Reprisal

There shall be no reprisal made against the unit member for processing a
grievance at any level or for assisting a grievant in the above procedures.

Complaint Procedure Regarding Responsibilities when Certificated Teacher is
Absent

Unit member(s), or the Association on behalf of unit member(s), may file a
complaint to enforce the current Office policy regarding the appropriate dispersal
of pupils to certificated staff when a certificated teacher is absent and no
substitute teacher is available to provide coverage.

The complaint shall be in writing and presented to the Site Administrator as soon
as reasonably practicable. After meeting with the Site Administrator and after
receiving a written response, the complaining party may appeal the complaint to
the appropriate Regional Director. If the complaining party has not obtained a
satisfactory response in writing, the matter will be submitted in writing to both the
Director of the Division and the Director of Labor Relations. The complaining
party will have the right to a joint meeting with the two Directors. After the
meeting, the Director of Labor Relations will respond in writing to the complaint.
This response will constitute the final step in the appeal process.

Although no specific timelines are provided for this procedure, all parties are
expected to respond and process the complaint as soon as practicable.

Grievance Files
The Office records dealing with the filing and processing of a grievance shall be
maintained separately from the grievant’s personnel file. Access to a grievant's

file shall be limited to the grievant and administrative personnel who have a
legitimate need to have such access.
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ARTICLE VI
HOURS OF EMPLOYMENT

A. Work Year

1.

Unit members who are twelve (12) month employees shall work the full
calendar year.

Unit members who are school-year employees will normally be scheduled to
work all pupil days of the regular September through June school session, plus
any additional days as determined by the Office.

B. Workweek/Overtime

1.

Six (6) hour day or less unit members

a. Workweek: The workweek for any part-time unit member having a

regular workday of at least four (4) hours, but less than seven (7) hours,
shall consist of no more than five (5) consecutive days.

. Overtime: Such an employee shall be compensated at a rate equal to one

and one-half (1 1/2) times the regular rate of pay, or shall be provided
compensatory time off, for any work authorized and required to be
performed on the sixth (6th) and seventh (7th) days following the
commencement of the regular workweek, or for hours worked in excess of
eight (8) hours in one (1) day or hours worked in excess of forty (40)
hours in a calendar week.

2. Seven (7) hour day unit members

a. Workweek: The workweek for any part-time unit member having a

regular workday of at least seven (7) hours, but less than eight (8) hours,
shall consist of no more than five (5) consecutive days.

. Overtime: Such an employee shall be compensated at a rate equal to one

and one-half (1 1/2) times the regular rate of pay, or shall be provided
compensatory time off, for any work authorized and required to be
performed on the sixth (6th) and seventh (7th) days following the
commencement of the regular workweek, or for hours worked in excess of
eight (8) hours in one (1) day or hours worked in excess of forty (40)
hours in a calendar week.

3. Eight (8) hour day unit members

a. Workweek: The workweek for any full-time unit member shall be forty

(40) hours and the workday shall be eight (8) hours.
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b. Overtime: The Office will provide compensation at a rate equal to one and
one-half (1 1/2) times the regular rate of pay, or compensatory time off,
for unit members who are authorized and required to perform overtime.
Overtime is any time required to be worked in excess of eight (8) hours in
any one (1) day or hours worked in excess of forty (40) hours in any
workweek.

4. Less than four (4) hours unit members

a. Workweek: For part time unit member having an average workday of less
than four (4) hours, the workweek shall consist of no more than five (5)
consecutive days.

a. Overtime: Work required to be performed on the seventh (71) day
following the commencement of his/her workweek, or four hours worked
in excess of eight (8) hours in one day or hours worked in excess of forty
(40) hours in any work week shall be compensated at a rate equal to one
and one half (1 1/2) times the regular rate of pay. The Office will provide
compensation at a rate equal to one and one-half (1 1/2) times the regular
rate of pay or compensatory time off, for unit members who are authorized
and required to perform overtime.

Additional hours shall be offered to qualified bargaining unit members prior to
being offered to substitute employees.

Scheduling of Hours

The scheduling of hours and workdays shall be established by the Office. The
scheduling of hours and workdays shall be established for each unit member at
the commencement of their employment and at the beginning of each school year.
The unit member will have the opportunity for input. Except in emergency
situations, unit members and the Association shall receive written notification of
changes in scheduling of hours or workdays prior to the change. A unit member
may request and be granted by the immediate administrator a regular earlier or
later reporting time. If the requested change in reporting time is not possible in the
unit member’s current assignment, the immediate administrator will attempt to
facilitate a reassignment to a vacant position within the PAU/program. If the unit
member is not satisfied with the efforts of the immediate administrator, the unit
member, with the Association representation if desired, may appeal to the division
director, or designee, whereupon a review of the assignment shall occur.

For the purpose of computing hours worked time during which the unit member is
excused from work because of holidays, vacation or fully paid leaves of absence
shall be considered as time worked by the unit member. The designation,
authorization, approval and allocation of any overtime shall rest solely with the
Office.
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Principals will solicit the interest of bargaining unit members in other assignments.
Bargaining unit members may request consideration for other assignments by
notifying their principals of their interest in possible job openings within the PAU for
the current school year using the form found in Appendix M (Notification of Interest).
This form may be submitted on an annual basis between July 1 and June30.
Notifications so filed shall be in effect until June 30.

Permanent bargaining unit members who have submitted a Notification of Interest for
the current school year shall be considered for vacant assignments within the PAU. A
principal may deny a permanent bargaining unit member placement in a position for
operational reasons which shall not be arbitrary or capricious. The principal shall
provide a written response to all bargaining unit members who expressed interest in a
vacant assignment within five (5) business days of filling the vacancy.

Unit members regularly assigned to ride buses shall be reimbursed for additional
time. Additional time shall become part of the unit member's assigned hours if
required to be performed on a continuing basis as provided in an IEP or if performed
for more than forty-five (45) calendar days. Memorandum of Understanding (MOU),
identified as Appendix L of this contract.

D. Lunch Period

Unit members who have been assigned for duty for at least six (6) hours shall be
entitled to a duty-free unpaid lunch period of thirty (30) minutes or longer. Unit
members who have been assigned for duty for less than six hours per day shall
have the option to take a duty free unpaid lunch for 30 minutes or longer. The
option of a duty free unpaid lunch period shall be established at the beginning of
each school year by the unit member, reported in writing to the immediate
Administrator, and shall be consistent throughout the school year. The lunch
period shall be scheduled by the immediate administrator at any time other than
during the first or last hour of the assignment.

E. Rest Period

Unit members shall be granted one paid rest period of fifteen (15) minutes for
each complete four (4) hours of work. The break shall be scheduled by the
immediate administrator generally for midmorning and/or midafternoon but not
during the first or last hour of the assignment. Rest periods shall not be combined
with lunch periods.

F. Adjustment of Accrued Benefits
A part-time unit member authorized and required to work a minimum of thirty

(30) minutes or more per day in excess of his/her regular part-time assignment for
a period of not less than twenty (20) consecutive working days shall have his/her
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illness, vacation, and other benefits conferred by law accrued at a rate to reflect on
a pro rata basis the longer time worked. This does not include those fringe
benefits, such as insurance, authorized by the Government Code commencing
with Section 53200.

Outdoor Education Assignment
Unit members required and approved for assignment to an Outdoor Education

program shall have their hours adjusted to eight (8) hours per day for the total
period, and only for the period, of the assignment.
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ARTICLE VII
LEAVES OF ABSENCE, VACATIONS AND HOLIDAYS

General Provisions

A leave of absence is an authorization for a unit member to be absent from duty
for a specific period of time and for an approved purpose specified below.

The leave protects the unit member by holding a place for such member in the
Office until the leave expires, with the right to return to the Office in a
classification of the same status and rank unless there has been a layoff affecting
the unit member on leave. Usually the unit member has the right to return to the
same position, provided the position would have otherwise remained.

Unit members on a paid leave of absence, unless otherwise provided herein, shall
receive wages, insurance fringe benefits and retirement credit, the same as if they
were not on leave. Those who go on an unpaid leave, during any pay period, shall
receive their insurance fringe benefit (health and welfare) coverage for the
balance of that pay period. Thereafter, they shall be allowed to remain on
continued coverage pursuant to the terms of the insurance plan for one (1)
calendar year, provided they make advance payment of the premiums in a manner
required by the Office. Apart from this benefit, the unit member shall receive no
wages, fringe benefits, retirement service credit or other benefits for the duration
of any unpaid leave.

Part-time unit members shall be entitled leaves of absence to that portion of the
leave as the number of hours per day of scheduled duty relates to the number of
hours for a full-time unit member.

It is agreed that a unit member who is absent from work, other than for those days
as authorized by State Law or authorized by leave provision of the Agreement, is
taking an unauthorized absence in violation of this Agreement. The Office shall
deduct a full daily salary amount for each day of absence.

Any unit member who is absent from work without an approved leave, or who
fails to return to work as scheduled after the expiration of an authorized leave of
absence, shall be deemed to have abandoned employment with the Office. Such
action by the Office shall not act to waive any due process rights of the unit
member.

The Office may require any reasonable proof of absence claim for utilization of
any paid leave provision contained in this Article VII. The Office may also
require reasonable proof the unit member is able to remain in service, including
but not limited to an examination by an Office-appointed physician at Office
expense.
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Unit members on an unpaid leave of absence may not convert such a leave to a
paid leave of absence.

In case of any impending absence, a unit member shall so inform the office of the
immediate administrator as soon as possible on the day of absence or the day
before, if possible. The immediate administrator may require the unit member
returning to service to give notice of same before completion of the unit member's
assigned hours on the workday preceding the return to service. If a unit member
returns to service without giving this required notice and a substitute has reported
to duty, the substitute shall be permitted to work with pay, and the unit member
shall be charged with personal business leave without compensation.

Abuse or misuse of any leave privileges by a unit member shall be cause for
disciplinary action. Such disciplinary action shall be subject to any due process
rights of the unit member.

Compensated Leaves of Absence
1. Bereavement Leave

A unit member shall be allowed up to three (3) workdays of absence with pay
upon the death of any member of the unit member's immediate family. If
travel out-of-state is required, or in-state north of the northern boundaries of
Monterey, San Benito, Merced, Mariposa, Madera, Fresno, and Inyo Counties,
the length of leave shall be extended up to a total of five (5) workdays.

Effective January 1, 2023, in addition to the three (3) workdays of
bereavement leave referenced above, unit members may take two (2) days of
bereavement leave without pay for the death of any member of the unit
member’s immediate family. To be eligible for this bereavement leave, unit
members must have been employed by the Office for at least 30 days
immediately preceding the start of the leave. A unit member may use
available accrued leave (vacation and sick leave), or compensatory time off
that is otherwise available to the unit member in order to be paid when using
bereavement leave under this Section. This section does not apply is a unit
member already received five (5) days of bereavement leave referenced in the
first paragraph above.

The Office may require verification of the death, relationship, and necessity of
the absence and travel. Documentation must be provided within 30 days of the
first day of the leave. Acceptable documentation includes, but is not limited
to, a death certificate, a published obituary, or a written verification of death,
burial, or memorial services from a mortuary, funeral home, burial society,
crematorium, religious institution, or governmental agency.
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The use of this leave shall be within thirty (30) workdays after the death of the
member of the immediate family. Upon request these time limits may be
waived by the immediate administrator for extenuating circumstances.

The use of this leave shall be exclusive of any other leave with pay, and no
deduction shall be made from any accumulated leave of absence balance. At
the sole discretion of the Office, additional days of absence beyond those
described herein are provided under Personal Necessity Leave upon written
request.

2. lllness
a. Purpose

The purpose of illness, accident, or quarantine leave, unless otherwise
provided in this Article, shall be for an illness, injury, or legally
established quarantine, which makes it medically inadvisable for the unit
member to perform normal duties on a scheduled workday. This includes
any period of actual disability (physical condition causing inability to
perform regular duties) resulting from pregnancy, miscarriage, childbirth.

b. Allowance

A unit member on paid status eight (8) hours per day for twelve (12)
months per year shall be granted twelve (12) days leave of absence for
sick leave each year. Unit members employed part-time and/or for less
than a full year shall be granted leave of absence for sick leave on a pro-
rata basis in the proportion that their employment bears to full-time,
twelve (12) month employment.

At the beginning of each fiscal year, the amount of sick leave granted
under this section shall be credited to each unit member. Credit for sick
leave need not be accrued prior to taking such leave, and such leave may
be taken at any time during the year. However, a probationary member of
the Office shall not be eligible to take more than six (6) illness days until
the first (1st) day of the calendar month after completion of six (6) months
of active service with the Office. If the unit member terminates
employment having used more sick leave than accrued, an adjustment will
be made on the final warrant.

If a unit member does not take the full amount of illness leave allowed in
any fiscal year, the amount not taken shall be accumulated from year to

year without limit.

In addition to the full paid illness leave, each unit member shall, at the
commencement of the fiscal year, be credited with a combined total of one
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hundred (100) workdays at fifty percent (50%) pay illness leave and all
full pay illness days accumulated and credited.

At least fifteen (15) working days prior to the exhaustion of all leave for
extended illness, the Office will send a written notice which will inform
the unit member of the date leave will be exhausted, the option of applying
for non-compensated leave, catastrophic leave, the rights under COBRA
to continue health benefits upon payment by the unit member, and the
potential placement on a reemployment list as set forth below.

If at the conclusion of all leaves of absence, paid or unpaid, the unit
member is still unable to assume the duties of his/her position, the unit
member may request an unpaid leave for up to twelve (12) workweeks
during a twelve month period, if eligible, under the Office's Family and
Medical Leave Policy. Following such family medical leave, if the unit
member is unable to assume the duties of his/her position, he/she shall be
placed on a reemployment list for a period of thirty-nine (39) months.

Maternity Disability
Maternity disability shall be considered as any other illness.
. Illness Leave Payoff Upon Termination

Upon termination from service, a classified unit member who holds a
permanent position and who has at least five (5) years of continuous
service shall receive a lump sum payment for accumulated full-pay illness
leave subject to the conditions listed below, or have accumulated full-pay
illness leave certified to PERS for retirement credit. Continuous service
means actual service and any approved or authorized unpaid or paid leave
of absence.

1) Payoff for unused illness leave shall not be made if the unit member
terminates and joins another public entity to which unused
accumulated illness leave shall be transferred pursuant to Education
Code Section 45202.

2) Accumulated unused illness leave transferred to the Office from
another public entity in accordance with Education Code Section
45202 shall be subject to a lump sum payoff award; however, years of
service in the other agency shall not be counted for payoff purposes.

3) A unit member's accumulated unused illness leave transferred to the
Office from the County of Los Angeles on July 1, 1971, as a result of
reorganization of functions pursuant to Education Code Sections 1310-
1316, shall be subject to a lump sum payoff award and the number of
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3.

4)

5)

6)

7)

8)

years with the County as a regular (probationary or permanent)
employee shall also count in calculating the lump sum payoff award.

The amount of accumulated illness leave applicable to the lump sum
payment shall be calculated as follows:

a) Not to exceed six (6) unused fulltime illness leave days times the
number of years of service.

b) Total maximum of ninety (90) unused full-pay illness days.

c) Payment shall be at the daily current salary rate of the unit member
effective on the date of termination.

Unit members who have been paid for unused illness leave in
accordance with this provision shall have no further claim on any
remaining unused illness leave for such purposes as reinstatement
upon reemployment, transfer to another public agency, or for
retirement credit (PERS).

Permanent part-time unit members shall be entitled to a lump sum
payment for unused accumulated illness leave subject to the conditions
described above in the same ratio that their amount of service; i.e.,
average number of hours per day of scheduled duties, bears to full-
time service.

A unit member who becomes a certificated employee or a non-
classified Employee with the Office shall retain all unused illness
leave and shall not be eligible for an unused illness leave lump-sum
payment.

A certificated or non-classified employee of the Office who becomes a
unit member shall be eligible for the lump sum payment of unused
illness leave as if the unit member was a classified employee the entire
period of employment.

Industrial Accident or Industrial Illness Leave

A permanent unit member who has sustained a job related injury or illness shall
report the injury to the immediate administrator on the Office Accident Report
form as soon as possible, but normally not later than the next scheduled workday
following the accident or inception of the illness.

Paid industrial accident or industrial illness leave shall be granted to the
permanent unit members, as provided herein, for injury or illness which is
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incurred within the course and scope of assigned duties and which would qualify
for Workers' Compensation coverage.

In order to qualify for industrial accident or industrial illness leave coverage, a
unit member claiming such leave shall be subject to examination by an Office-
appointed physician at Office expense to verify his/her condition and to evaluate
any claims.

Accrued illness leave or vacation, if any, shall be used provisionally until the
disposition by the Office has been made of the permanent unit member's request
for industrial accident or industrial illness leave. If industrial accident and illness
leave is granted industrial accident and industrial illness leave shall be retroactive
and any provisionally used illness leave or vacation shall be restored.

The allowable industrial accident and industrial illness leave is sixty (60) days per
fiscal year and is not cumulative. Not more than sixty (60) days may be used for
each accident or illness. Should the leave extend into the next fiscal year, the unit
member shall be entitled to only the amount of unused leave due him/her for the
particular accident or illness.

In the event a unit member should be injured due to a physical assault by a
student, an extension of up to twenty (20) days industrial leave, in addition to the
sixty (60) days, shall be automatic.

Salary received during this leave, when combined with any amount awarded for
temporary disability indemnity (Workers' Compensation or any other Office
benefit), shall not exceed the unit member's regular salary.

Industrial accident or industrial illness leave shall commence on the first day of
absence and shall be charged by one (1) day of authorized absence, regardless of
the temporary disability indemnity award.

Upon conclusion of the industrial paid accident and industrial illness leave, the
unit member may utilize any available sick leave or vacation. For other leave
purposes, the absence under this procedure shall be deemed to have commenced
on the date of termination of the industrial paid leave.

Upon the expiration of the Industrial Accident/Illness Leave, a unit member shall
be entitled to utilize illness leave and vacation if available. Thereafter the unit
member may request in writing one extension of Industrial Accident/Illness Leave
up to twenty (20) working days. A medical verification of need shall accompany
the written request. In no event will the number of days approved for extended
Industrial Accident/Illness Leave be more than the number of the accrued full-
time illness days used by the unit member beyond the initial sixty (60) days
Industrial Accident/Illness Leave. Denial of such extension of Industrial
Accident/Illness Leave shall not be subject to the Grievance Procedure in
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accordance with Article V unless denial was based upon arbitrary or capricious
grounds.

Unit members shall be permitted to return to service after an industrial accident or
industrial illness leave only upon presentation of a release from the treating
physician, and at the Office's option and expense from the Office-appointed
physician, certifying the unit member's ability to return to work.

Any unit member receiving benefits as a result of this section shall, during periods
of injury or illness, remain within the State of California, unless expressly
authorized to travel outside of the state by the Office.

If all available leaves of absence, paid or unpaid, have been exhausted, and the
unit member is not medically able to assume the duties of his/her position as
determined by the employer's physician, the unit member may request an unpaid
leave for up to twelve (12) workweeks during a twelve (12) month period as
provided by the Family Medical Leave Act of 1993 and Board Policy, (see
Appendix B). Following such leave, if the unit member is unable to assume the
duties of his/her position, he/she shall be placed on a reemployment list for a
period of thirty-nine (39) months. Prior to placement on the list, the Office shall
make an effort to accommodate through modification of duties whenever
possible. In the case of permanent disability which substantially limits one or
more major life activities, the Office shall implement the provisions of Americans
with Disability Act (ADA) as provided in Board Policy 4011.2 Disability
Discrimination-Employment.

When upon placement on the list, the unit member is able to assume the duties of
his/her position or a similar position during the thirty-nine (39) month period,
he/she shall be employed in a vacant position over all available candidates, except
for a reemployment list established because of lack of work, lack of funds, or
abolishment of position, in which case he/she shall be listed in accordance with
appropriate seniority regulations.

4. Personal Necessity Leave
a. General
Personal necessity leave may be utilized by a unit member who has sufficient
sick leave credit for circumstances that are serious in nature, which cannot be
expected to be disregarded, and which necessitate immediate attention and
cannot be dealt with during off duty hours.
For purposes of this Article, "emergency" shall mean an unforeseen, sudden

or unexpected occurrence demanding immediate and prompt action, and
"necessity" shall mean something indispensable, unavoidable, or compelling.
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The unit member may elect to use not more than twelve (12) days of unused
sick leave per fiscal year for purposes of approved personal necessity leave.
Unused personal necessity leave entitlement shall not be cumulative from year
to year. The number of days of personal necessity leave shall not exceed the
number of full days of unused sick leave accumulated during the regular
school year to which such member is entitled.

The unit member shall use only that amount of time necessary to adequately
attend to the matter of the necessity or emergency.

The Office reserves the right to review each request and to verify such request
by any appropriate means. The Superintendent or designee shall be
responsible for granting or denying the request.

The unit member shall submit a request for personal necessity leave on an
approved form to the immediate administrator not less than five (5) workdays
prior to the beginning date of the leave, unless the unit member is using
personal necessity leave for emergency reasons, as provided herein, in which
case prior approval need not be obtained.

Emergency

The prior approval requirement shall not apply to the following emergency
reasons for using personal necessity leave:

1) Death or illness of a member of the immediate family. Requests granted
under this section shall be in addition to those provided under
Bereavement Leave of this Article.

2) Accident involving the unit member or his/her property, or the person or
property of a member of the immediate family.

3) To attend a funeral of a close friend or a member of the unit member's
family other than the immediate family. Only time necessary to attend the
funeral is allowable, with a maximum of one (1) day for this purpose.

4) A maximum of five (5) days may be used in connection with the birth or
adoption of a child of a parent who is a unit member.

When prior approval is not required, the unit member shall make every
reasonable effort to comply with procedures designed to secure substitutes
and shall notify the immediate administrator of the expected duration of
the absence.

Immediately upon return to active service the unit member shall complete
the Absence Claim report and submit it to the immediate administrator,
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C.

and shall provide such additional verification of the use of these leave
provisions as may be requested by the immediate administrator.

Non-Emergency

Examples of reasons for using personal necessity leave that do require
advance approval

1)

2)

3)

4)

5)

Subpoena to appear in court as a witness. The unit member shall remit to
the Office any witness fees received, but may retain payments received for
witness expenses.

Medical or dental appointments which are preventive in nature and cannot
be scheduled during other than work hours.

Participation in lawful activities or observances which are during work
hours and in which the unit member conscientiously believes he or she
must participate.

Marriage or graduation from high school or college of a member of the
unit member's immediate family.

Matters affecting the person or property of the unit member or unit
member's immediate family which are serious in nature and necessitate the
attention of the unit member and can be dealt with only during duty hours.

Examples of reasons for which personal necessity leave approval shall not
be granted are:

Political activities or demonstrations

Vacation, recreation, social activities or holiday

Convention or meeting related to the unit member's avocation or
profession

Civic or organizational activities

Unit member's Association activities

Activities related to spouse's business, profession or avocation
Pursuit of professional degree or academic course work, or pursuit of
business interests or other employment

Processing grievances or personal lawsuits or appealing traffic tickets
Court appearance as the moving party or as a defendant in a criminal
suit

Activities which may be scheduled or conducted during other than
working hours and which could reasonably be scheduled on weekends,
during recesses or vacations

Absence due to any work stoppage, work slowdown or any other
unlawful activity.
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d. Discretionary Personal Necessity Leave

Six (6) days of Personal Necessity Leave may be used by a unit member, at
his/her discretion, to attend to matters which require the attention of the unit
member and which the unit member determines must be taken care of during
the assigned workday. No more than twenty (20) percent of the staff at any
site may be granted such leave for the same day. The unit member shall
submit notification for Discretionary Personal Necessity Leave to the
immediate administrator at least two (2) days prior to the beginning date of
the leave.

Personal discretionary leave banks days may be used on any non-student day.

Personal Necessity Leave may not be utilized due to any work stoppage, work
slowdown, strike, or any "job-action" activity.

For purposes of the 2019-2020 reopener negotiations, if another bargaining
unit in LACOE receives an additional sick, or vacation days as part of their
agreement, CSEA LACOE Paraeducators 624 shall automatically receive the
same number of additional days.

5. Jury Duty Leave

Leave of absence for jury service shall be granted to any unit member who has
been officially summoned to jury duty in a local, state or federal court. The leave
shall be granted for the period of the jury service not to exceed ten (10) days per
fiscal year. The Office may exercise its right to limit the number of unit members
on approved jury duty leave to no more than two percent (2%) in order to not
materially disrupt district operations.

The unit member shall receive full pay while on leave, provided that the jury
service fee for such leave is assigned to, and the subpoena or court certification is
filed with, the Office. Unit members on approved jury duty leave shall return to
their worksite if excused from jury service for all or a portion of the workday.

Requests for jury service leave shall be made by presenting the official court
summons to jury service to the immediate administrator within three (3) working
days after receipt.

6. Military Leave
Unit members shall be entitled to any military leave required by law and shall

retain all rights and privileges required by law arising out of the exercise of
military leave for active duty.
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7. Study or Retraining Leave

A unit member who has rendered service to the Office for at least five (5)
consecutive years may be granted a leave of absence not to exceed one (1) year
for study or retraining to meet changing conditions of his/her job category.

If the retraining is to qualify for a teaching position with the Office, the five (5)
year requirement and the one year for study or training may be waived by the
Superintendent. Priority shall be given to unit members entering their student
teaching program.

Any such leave must be upon the recommendation of the Superintendent after the
unit member has submitted his/her proposed program of study or retraining in
writing and Application for Study or Retraining Leave form (#703-200, see
Appendix E) to the immediate administrator, no later than the academic semester
or quarter before the intended leave date.

The Application for Study or Retraining Leave shall be processed within sixty
(60) calendar days of receipt of the application.

a. The Superintendent may recommend compensation of up to one/half (1/2) the
amount of the unit member's pay.
When compensation is granted, the unit member must, after the conclusion of
the leave, render service to the Office for at least twice the period of the leave.

When compensation is granted for the purpose of qualifying for a teaching
credential, and the Office is unable to hire the unit member in a teaching
position, the unit member will be released from any obligation to render
service as a Paraeducator or to reimburse any portion of compensation
received by the unit member.

b. Any leave of absence granted for the purpose of study or retraining shall not
be deemed a break in service.

c. The provisions of the leave may include that it be taken in separate six (6)
month periods or in any other appropriate periods rather than a continuous one
(1) year period. Separate periods for such leaves of absence shall be
commenced and completed within a three (3) year time span.
8. Association Leave

a. Compensated

The Association president and/or unit member designee(s) shall be allowed an
aggregate total of thirty-five (35) workdays (280 hours) in the fiscal year of
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full-pay leave of absence for the purpose of processing grievances and
conducting other lawful Association business.

The Association shall provide the Office a five (5) day advance written
statement whenever possible from the president of the Association indicating
the unit member(s) authorized by the Association to utilize such leave, the
workday to be absent, and the purpose of such absence prior to the leave
period. The Office and the Association each retain the right to modify the
leave date(s) for good cause through written notification.

Reimbursed

In addition to the compensated Association leave in the aggregate of thirty
(30) workdays (240 hours) per fiscal year, the Association may request
reimbursable leave of up to twenty five (25) workdays (200 hours) in the
aggregate for the Association president or unit member designee(s). Such
request must be submitted in writing at least ten (10) days in advance
whenever possible. The Association president and/or unit member(s) shall
receive regular salary and the Association shall reimburse the Office for
substitute salary whether or not a substitute is utilized. The Office and the
Association shall each retain the right to modify the dates of this reimbursable
Association leave for good cause through written notification.

9. Catastrophic Leave Donation Program

a.

Philosophy

When a unit member becomes critically or terminally ill, co-workers seek
ways to help the ill employee. The Office and the Association believe that
adoption of a Catastrophic Leave Donation Program as authorized by
Education Code Section 4403.5 may provide a significant benefit to unit
members who experience hardship from a catastrophic illness or injury.

Intent of the Catastrophic Leave Donation Program

The intent of the Catastrophic Leave Donation Program is to permit unit
members to donate accrued illness or vacation leave to a unit member who has
exhausted all paid leave and is experiencing a financial hardship because of a
catastrophic illness or injury to themselves or members of their immediate
family. Such donation of leave credit shall be on a voluntary basis.

Definitions

For the purposes of the Catastrophic Leave Donation Program, the following
definitions apply:
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1)

2)

3)

4)

5)

6)

7)

8)

9)

Catastrophic illness or injury means an illness or injury that is expected to
incapacitate the unit member for an extended period of time, or that
incapacitates a member of the unit member's immediate family. The
catastrophic illness or injury requires the unit member to take time off
from work for an extended period of time to care for that family member.
Such time off may create a financial hardship for the unit member because
he/she has exhausted all eligible leave credits.

Eligible leave credit means vacation leave and illness leave accrued by the
donating employee under authority of Education Code Section 45191.

Eligible employee means any employee covered by this agreement who:
a) has exhausted all accrued leave, b) is experiencing a catastrophic illness
or injury or who has a member of his/her immediate family experiencing a
catastrophic illness or injury, and ¢) is unable to return to duty due to the
catastrophic illness or injury.

Immediate family means spouse, domestic partner, or a child, or parent
when the unit member has the responsibility to care for them.

Catastrophic Leave Committee means a committee comprised of three (3)
representatives appointed by the Association whose purpose shall be to
make decisions concerning requests for donation of accrued paid leave
credits. The Superintendent's designee(s) will participate in this committee
as explained in number 6 below.

Superintendent's designee(s) shall be resource person(s) appointed by the
Superintendent to assist the Catastrophic Leave Committee in carrying out
its role. The Superintendent's designee(s) shall assist in auditing and
monitoring audits and reports, and provide documentation to the
Catastrophic Leave Committee, but shall not participate in decisions
concerning actions on requests for donation of accrued paid leave credits.

Superintendent means the County Superintendent of Schools.

Workday shall mean the number of duty hours provided on a weekday
assignment during the duty calendar year for both unit members donating
and requesting leave credits.

Contribution rate shall mean the number of days of accrued paid leave
donated by a unit member. The minimum contribution rate shall be one
workday for the donating unit member. Unit members electing to
contribute accrued illness leave shall be required to retain a minimum of
ten (10) days of illness leave in their own bank.
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10)

Recipient rate shall mean the number of days of accrued paid leave
granted by the Catastrophic Leave Committee to an applicant for leave
credits. The recipient of the leave credits will be compensated based on
the donating employee's workday, but will not exceed the recipient's usual
workday.

d. Eligibility for Receipt of Donated Leave Credit

A unit member may be eligible to receive donated leave credit when financial
hardship exists and provided the following conditions are met:

1)

2)

3)

4)

5)

the unit member is a permanent employee

the unit member is unable to work due to the employee's or immediate
family member's catastrophic illness or injury

the unit member has exhausted all accrued paid leave credits

a unit member who is receiving additional income from Worker's
Compensation is not eligible to apply for catastrophic leave until their
funding source has ended. The unit member must also have a need to
continue their leave and must provide verification of the need for
catastrophic leave to the satisfaction of the CSEA Catastrophic Leave
Committee.

a unit member who has applied for PERS disability but has not yet
received the benefits.

Catastrophic Leave may not be used for:

a) elective surgery

b) personal necessity leave; Section B, 4 of this Article governs the use of
personnel necessity leave

¢) normal pregnancy

e. Procedures for Implementation of Catastrophic Leave

The Office and the Association will provide notification to unit members
about the availability of Catastrophic Leave. Such information will be
referenced to the Agreement and will provide the following:

1)

2)

3)

requirements for eligibility and limitations
procedures for requesting the Catastrophic Leave donation

procedures for donating leave credits
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Unit members requesting donated leave credit shall submit an application to
Human Resources using the form contained in Appendix F of this Agreement,
or forms available at PAU's and/or the Office of Human Resources.
Verification of Eligibility for Donated Leave Credit

Applicants for donated leave credits shall be required to provide appropriate
verification of eligibility. Such verification may include, but not be limited to
any of the following documents:

1) doctor statement verifying catastrophic illness or injury

2) payroll verification of the exhaustion of all accrued paid leave

3) appropriate relationship verification which may include, birth certificate,
marriage certificate or baptismal record

. Notification to Unit Members of the Need for Donated Leave

The notification to unit members of the need for donated leave credits shall
include the following forms of communication:

1) anewsletter prepared by the Association distributed to each PAU via
Office mail.
2) E-mail notification to the PAUs provided from the Central Office

3) phone trees established by the Association

4) site representative

In addition to the above forms of communication, a copy of the letter from
Human Resources notifying a unit member of the exhaustion of all paid leave

will be made available to the Catastrophic Leave Committee Chairperson for
confidential use.

. Procedure to Process Donations

To permit the Catastrophic Leave Committee to process donations of leave
credits, Payroll shall verify/confirm the donor's available leave credit and that
the donor retains ten (10) days of illness leave credit. The committee shall be
notified of the length of the workday for the unit member donating the leave
credit. Unused leave donations shall be banked.

Role of the Catastrophic Leave Program Committee
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The Association will appoint three members and up to six alternates to serve
as the Catastrophic Leave Committee. Assisting the Committee, as resources,
will be the Superintendent's designee(s). The Committee shall elect a chair
and develop specific procedures for receiving and processing requests.

C. Non-Compensated Leaves of Absence

1.

Personal Leave Absence: non-compensated

The Office may, upon the written request of the unit member, grant a personal
leave without pay not to exceed one (1) calendar year.

Denial of personal leave is not subject to the grievance procedures of Article V.
Personal Business Leave

A personal leave of absence without compensation may be approved at the
discretion of the immediate administrator for a period not to exceed five (5)
working days and at the discretion of the division director for a period not to
exceed a total of fifteen (15) working days.

Denial of a personal business leave is not subject to the grievance procedures of
Article V.

Family and Medical Leave Act

Eligible unit members may request family and medical leave under provisions of
Board Policy which governs Family and Medical Leave. (See Appendix B)

Provisions of Board Policy shall apply to unit members with the following
exceptions:

a. To be eligible, a unit member must have worked a minimum of six (6) hours
per day on a ten (10) month duty year, or its equivalent hours for the duty

year.

b. Ten (10) month employees must have worked at least ten (10) months in the
prior year.

c. Twelve (12) month employees must have worked for at least the last 12-
month period.

Effective January 1, 2021, CFRA extended the definition of family members to
include an adult child, a child of a domestic partner, a grandparent, a grandchild,
or a sibling. Effective January 1, 2022, CFRA added parent-in-law.
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Effective January 1, 2023, CFRA extended the definition of family members to
include a Designated Person. A designated person means any individual related
by blood or whose association with the unit member is the equivalent of a family
relationship. Unit members may identify a designated person at the time they
request FMLA Leave. Unit members are limited to one designated person

per 12-month period.

Family and medical leave may be taken for childcare in addition to maternity
disability leave, provided such leave is taken within one year of the birth of the
child. If both parents of a new child work for the Office, each parent is entitled to
up to 12 weeks of leave.

D. Holidays

1.

Unit members who are employed during the time period a holiday occurs and in a
paid status during any portion of their working day, immediately preceding or
succeeding the holiday, shall be entitled to the following days off with regular pay
(see Calendars, Appendix G):

Independence Day

The first Monday in September - Labor Day

Veterans Day

The day before Thanksgiving-in lieu of Admission Day
Thanksgiving Day

The day after Thanksgiving Day

Christmas Eve

Christmas Day

New Year's Eve

New Year's Day

Third Monday of January - Martin Luther King, Jr. Day
President’s Day (Third Monday in February, change in name only for Washington
Day)

Cesar Chavez Day

The last Monday in May - Memorial Day

Juneteenth Day

Any other day lawfully declared a holiday for public schools.

Unit members who are not normally assigned to duty during the school holidays
of December 25 and January 1, and December 24 and December 31, where
applicable, shall be paid for those four (4) holidays, provided they were in a paid
status during any portion of the working day of their normal assignment
immediately preceding or succeeding the holiday period.
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3.

If a legal holiday listed in this Article falls on a Sunday, the following Monday
shall be a holiday. If a legal holiday falls on a Saturday, the preceding Friday shall
be a holiday.

Unit members shall receive holidays contained in the Office calendar to which
assigned for 2009-2010, 2010-2011, and 2011-2012, except in the case of the date
for Lincoln Day which can be determined by calendar realignment request. Any
unit member who is required to work on a holiday during the aforementioned
years shall be compensated at the rate of one and one-half (1 1/2) times his/her
regular rate of compensation, in addition to the regular pay received for the
holiday. The total amount of compensation equals double time and one-half (2
1/2).

Calendar Realignment Requests for school calendars for unit members, other than
for the start of the school year, shall be submitted to the appropriate educational
program within the DSE or DSP of the Office by June 30th of each school year.
Unit members shall be notified when calendar realignment requests are in place.
For circumstances beyond the divisions’ control, the deadline shall be the last
workday in October. Unit members will be notified of the start date no later than
ten (10) days prior to the start of the school year.

6. The Board approved calendar for extended year/summer session will be consistent

with district operation to the extent possible.

E. Vacation

1.

The following chart shall determine the rate upon which unit members earn
vacation days for each calendar month of continuous service based on full-time
employment. Each year indicated on the chart shall begin with the first month of
service for that year.

Commencing Days Per Days Per Days Per
with Year Monthly Year Year
of Service Accrual Rate 10-month 12-month
0-3 1.00 10 12
4 1.25 12.50 15
5 1.33 13.30 16
6-7 1.42 14.20 17
8-9 1.50 15.00 18
10 1.58 15.80 19
11-12 1.66 16.60 20
13-16 1.75 17.50 21
17-19 1.83 18.30 22
20 2.00 20.00 24

Regular employed part-time unit members shall earn vacation leave subject to all
conditions outlined in this section. The numbers of hours paid during a vacation
day shall be in the same proportions as the regular scheduled hours per day bear
to an eight (8) hour day.
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3. A calendar month shall count in the computation for accumulation of earned
vacation under this provision when the employee is in a paid status for any reason
during one-half (1/2) or more of the working days in the month.

4. Vacation credit may be accumulated to a total not exceeding that which the unit
member could earn in two (2) years.

5. Vacations shall be taken at the convenience of the division and as the workload
permits.

a. Vacation may be taken in advance of accrual with the approval of the Division
Director, but not to exceed the amount to be earned during the current fiscal
year. Upon termination any advance vacation used but not earned shall be
rebated to the Office through deduction from the last pay warrant unless the
unit member has otherwise rebated the Office.

b. Unit members shall utilize vacation days when school is not in session during
the assigned ten (10) or eleven (11) month calendar. In special circumstances
beyond the unit member's control or in any situation as determined by the
immediate administrator, a unit member may take earned vacation if pre-
authorized by the Division Director at any time during the fiscal year. Unit
members assigned to twelve (12) month calendars may utilize vacation at any
time with two weeks prior notice and the approval of the immediate
administrator.

If, at the end of a two-year period the unit member has vacation days accrued
as of June 30, that exceed the amount stated in Section 4 of this Article, the
unit member, during the following year, will be permitted to utilize vacation
during time school is in session, upon the recommendation of the principal
and approval of the Regional Director, or be paid for said days.

This provision shall not affect vacation credit accumulation as provided in
Section 3 of this Article.

6. Probationary unit members shall not have vested interest in accrued vacation
leave until completion of six (6) months of employment.

7. Any permanent unit member who becomes ill, has a personal necessity, or is
bereaved during his/her vacation period and would have actively served had the
unit member not been on vacation, upon approval of the immediate administrator,
may be placed on the appropriate leave rather than vacation provided that
a. The illness, personal necessity, or bereavement is for three (3) consecutive

days or more; and
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b. The illness, personal necessity, or bereavement is such that the unit member,
had he/she been working, would have been absent on sick leave, personal
necessity leave, or bereavement leave; and

c. A request is filed with the immediate administrator within three (3) days after
the unit member's return to duty; and

d. The request filed fully outlines the reason for illness, personal necessity or
bereavement and is fully substantiated to include medical reports in the case

of illness.

8. Upon separation, the amount of vacation earned but not used shall be paid in a
lump sum to the unit member
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ARTICLE VIII
PROCEDURESFOR EVALUATION OF PERFORMANCE

A. Procedures

1.

Written evaluations for permanent and probationary unit members shall be on
the Office’s Electronic Evaluation Tool (EET). Upon request by the
Association, the Association may provide input about the EET to be adopted
by the Office.

The evaluation process shall be a two-step process. The first step is for the
administrator and unit member to identify areas of growth and opportunities
for training. It will be the administrators charge to provide the trainings
outlined in the evaluation without unreasonable delay and where the identified
training is not readily available the administrator will inform the unit member
in writing so they can identify other training opportunities. Said trainings will
be on paid time with unreasonable denial to train on minimum days. The
second step in the evaluation process would be the conclusion or outcome of
the previous meetings. If an administrator is unable to meet both steps of the
evaluation process, then they could not render a negative evaluation to the unit
member.

Every permanent unit member, except those on Step 5 of the Paraeducator
Salary Schedule, shall receive a formal written evaluation on an approved
form each year between March 15 and May 15. Unit members on Step 5 of the
Paraeducator Salary Schedule shall be evaluated every two years.

Every probationary unit member shall be evaluated twice during the
probationary period. The first evaluation shall be completed on or before the
end of the third (3rd) month of service. The second evaluation shall be
completed on or before the end of the fifth (5th) month of service.

Every unit member, whether probationary or permanent may be evaluated by
his/her immediate administrator at any other time when exemplary or
unsatisfactory service is performed, but such evaluation shall be completed
within twenty (20) workdays after the exemplary or unsatisfactory service is
performed. Whenever such unsatisfactory evaluation results in a denial of step
advancement in accordance with Article IX of this Agreement, the unit
member shall be evaluated monthly. The evaluation shall be made on an
Office-approved form. Whenever such unsatisfactory evaluation results in a
denial of step advancement, the unit member may, within five (5) workdays,
appeal such decision to the evaluator's immediate administrator, whose
decision shall be final.

The unit member shall have access to their evaluation and be notified on the
approved form that he/she has ten (10) working days to attach a rebuttal
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should he/she so desire, prior to the evaluation being filed in his/her official
personnel file.

The signature of the employee and that of the immediate administrator shall
be entered on the EET. Should the employee refuse to sign, that fact shall be
noted on all copies of the evaluation form before the form is filed.

A permanent unit member who receives an unsatisfactory evaluation shall be
provided recommendations on how to improve and other assistance as
appropriate.

B. Criteria

Evaluations shall be based on standards, competencies and criteria appropriate for
the classification and assignment of the unit member, along with standards
established by the division and Office with input by an established CSEA
committee.

All other provisions of Article VIII Procedures for Evaluation of Performance are
to remain intact.

E. Methods of Assessment

The evaluator shall utilize, but is not limited to, the following methods of
assessing performance:

a. Personal observations and knowledge
b. Review of work product

c. Appropriate documented and pertinent input from recipients of services
and activities of the Office, where applicable

d. Other documented input related to the unit member's job performance.

F. Evaluations Less Than Satisfactory

1.

The unit member retains the right to discuss the matter and give input to the
evaluator regarding the less than satisfactory evaluation and recommendations
within ten (10) working days. Upon extenuating circumstances as determined
by the evaluator, the evaluator may grant an additional five (5) workdays for
the unit member to discuss the matter.
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Less than satisfactory evaluations of performance shall not be predicated upon
personal activities which have no impact upon the unit member's effectiveness
as an employee or upon the image of the Office.

An evaluation which is less than satisfactory, shall include:
a. A written description of the performance deemed less than satisfactory;
b. Recommendations on how to improve; and,

c. Other assistance as appropriate and reasonable.

Evaluations less than satisfactory may be appealed by the unit member in
accordance with the appeal procedures, Section F, of this Article.

Information of a Derogatory Nature

No information of a derogatory nature may be used for evaluation purposes or
placed in a unit member's permanent personnel file unless the following
procedures have been followed:

1.

The evaluator shall review the derogatory information received by the Office
with the unit member in a timely manner, which in no event shall be later than
twenty (20) workdays from receipt of the information by the evaluator.

If the material is to be utilized for evaluation and/or placed in the unit
member’s permanent personnel file, the unit member shall be so advised and
provided a copy of the material.

The unit member retains the right to attach a written rebuttal as a part of the
permanent personnel file within ten (10) workdays. If the material is identified
as a reprimand, the unit member shall have five (5) additional days to attach a
rebuttal. Upon extenuating circumstances as determined by the evaluator, the
evaluator may grant an additional five (5) workdays for the rebuttal to be
submitted.

Derogatory information not properly placed in the unit member's permanent
personnel file may not be used for any disciplinary purposes such as
termination, suspension, demotion, administrative transfers or administrative
reassignments.

Derogatory information determined to be untrue by the evaluator shall not be
placed in the unit member's permanent personnel file.

Appeal Procedures

1.

Unit members shall be provided ten (10) workdays for the opportunity to
attach a rebuttal on any material placed in the personnel file except that
obtained for initial employment or for promotional applications. Upon
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extenuating circumstances as determined by the evaluator, the evaluator may
grant an additional five (5) workdays to attach a rebuttal.

2. Unit members may appeal to the evaluator's immediate administrator
disagreements with their evaluator on matters relating to performance
objectives and standards or modification thereof, assessment methods, or the
contents of the evaluation. The evaluator's immediate administrator shall
make the final determination.

3. Both the evaluator's immediate administrator and the unit member shall have
the right to have one representative present at the appeal conference.

Personnel File

Unit members shall have the right to inspect the contents of their personnel file.
Such inspection shall be made only during nonduty hours for the unit members
and during normal office hours (8:00 a.m. to 5:00 p.m.). In the event a unit
member cannot schedule such inspection during normal office hours, a reasonable
attempt will be made to accommodate the unit member outside of normal office
hours. Upon request, the unit members shall have the right to have an Association
representative accompany them to review the contents of their personnel file.
Upon written authorization from the unit member, a CSEA staff member may
review the unit member's personnel file during normal office hours.

Evaluation Grievance

1. No grievance arising under this Article shall challenge the substantive
objectives, standards, or criteria determined by the evaluator or the Office, nor
shall it contest the judgment of the evaluator. Grievance concerning
evaluation shall be limited to a claim that the procedures of this Article have
been misinterpreted or misapplied.

2. Discipline and termination proceedings may be undertaken as a result of or
independently of evaluation procedures. Any challenges to Office disciplinary
measures or termination shall be instituted in appropriate legal forums rather
than through the grievance provisions of this Agreement (Article V).
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ARTICLE IX
COMPENSATION
A. Salary

In the event that another bargaining unit receives an across-the-board general
salary improvement and/or off-schedule monies during the term of this
Agreement that is higher than these percentages, CSEA unit members shall
receive the same percentage increase.

The Office and the Union agree that unit members shall receive salaries in
accordance with the salary schedule R.

a. 2022-2023 & 2023-2024 Salary Improvement

If an agreement is reached in this article, the parties agree to not open any
economic articles for the 2023-2024 reopener.

All unit members shall receive an on-schedule salary increase of three
percent (3%) for the 2022-2023 school year, effective and retroactively to
July 1, 2022.

All unit members shall receive an additional on-schedule salary increase of
one percent (1%), effective and retroactive to January 1, 2023.

All active unit members, as of the date of ratification, shall receive a one-
time OFF-SCHEDULE 5% lump sum payment based on the new annual
base salary schedule effective January 1, 2023.

Effective July 1, 202, all unit members shall receive an on-schedule salary
increase of two and four tenths percent (2.4%) for the 2023-2024 school
year.

2. Comparability/Equity Adjustment

The Office shall cause a comparability/equity pay study to be done for this
unit annually, updated with information available between June 1 and June 30
of each fiscal year. Unsettled districts shall be counted as no change from the
prior year.

If the comparisons show that any point listed below is at least one percent
(1%) lower than the median of the agencies surveyed, then the salaries of the
comparison benchmark Paraeducators will be increased to the range closest to
the median. All other classifications will be adjusted accordingly. Any
increase due to this provision shall be effective July 1 of the fiscal year
following the survey.
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The comparability/equity pay study conducted by the Office for the 2017-
2018 fiscal year indicates that salaries for benchmark Paraeducators
(paraeducator — academic readiness) fall more than one percent (1.0%) lower
than the median of the agencies surveyed.

Accordingly, all Paraeducator classifications shall receive an
equity/comparability adjustment, resulting in an increase by two ranges on the
salary schedule. For this equity/comparability adjustment only, the adjustment
will take effect on January 1, 2018. Future adjustments shall continue to take
effect July 1 of the fiscal year following the survey, unless otherwise
negotiated and agreed upon.

. Provisions Regarding Adjustments

a. The adjustments of the salaries shall be made to the nearest one hundredth
of one percent.

b. Within five (5) days after the Office has provided the Association with
calculation data, the Office and Association agree to meet prior to any
salary schedule adjustments as described in this section for the purposes of
discussing and clarifying the calculations. Should a dispute arise after such
meeting has taken place, the Association may proceed immediately to the
arbitration level of Article V, Grievance Procedure for resolution of the
dispute. The Association will provide the Office with a written
explanation regarding all issues and contentions for arbitration and will
allow at least five (5) days to resolve the differences after delivering the
written explanation. Notwithstanding the filing for arbitration, the Office
may implement the Office’s calculated salary increases during the
pendency of the arbitration.

c. For an explanation of salary warrant, see Appendix J.
Salary/Salary Schedule Placement

If an error has been made in salary it shall be corrected when noted. If the
error results in underpayment, the unit member shall receive the amount of
underpayment. If an overpayment of salary has been made, the unit member
shall be responsible for full repayment to the Office. Unit members are
responsible for informing Human Resources Services of any salary error they
discover.

In the event of overpayment, the Office shall notify the unit member and

his/her immediate administrator in writing within ten (10) working days of the
date the error is discovered, the amount of overpayment, and the name and
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telephone number of the authorized person to contact to make arrangements
for repayment. The notice shall provide the unit member at least ten (10)
working days to contact the authorized person. Upon contact with the person
authorized to make the adjustment the unit member shall be provided
reasonable options for repayment to the Office prior to the adjustments. An
agreement between the Office and the unit member on repayment
arrangements shall be executed in writing. In the event the unit members fail
to notify the authorized person within the ten (10) working days, the Office
shall make necessary arrangements for repayment.

The following guidelines shall be considered in determining repayment
arrangements, including but not limited to: (a) If at all possible, the
overpayment should be paid back within the fiscal year depending on the
amount of the overpayment; (b) The overpayment shall be paid back no later
than three (3) years in accordance with Internal Revenue Service regulations;
and (c) The monthly minimum amount of repayment should not be less than
five (5) % of the overpayment.

In the event of an underpayment, a statement of correction along with
verification shall be provided and the full amount of the underpayment shall
be paid within five (5) workdays.

5. Salary on Employment

All unit members shall be appointed at the hiring rate for the class, which
shall be the first step of the schedule, unless an accelerated hiring rate is
established by the Office to aid recruitment.

6. Salary Step Advancement

a. Unit members shall receive a step advancement to Step Two (2) at the
successful conclusion of their six (6) month probationary period or 130
working days, whichever is longer. Successful conclusion of this
probationary period means that the unit member:

1) has actually provided service during some portion of each workday for
ninety percent (90%) of the working days, and

2) has been evaluated as performing satisfactorily.

Step advancement to Step Two (2) shall be on the first (1st) of the
month closest to the conclusion of the probationary period. If this falls
between the first (1st) and including the fifteenth (15th) of the month,
step advancement shall be on the first (1st) of the month. If the
conclusion of the probationary period falls between the sixteenth
(16th) and the end of the month, step advancement shall be on the first
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(1st) of the next succeeding month. This step advancement date shall
be deemed to be the anniversary date.

b. Unit members shall advance one (1) step on the salary schedule for the
class for each subsequent full year of service until the fifth (5th) step is
reached, subject to satisfactory performance as indicated by the most
recent evaluation. Unit members with evaluations that are not satisfactory
or above will not receive their anniversary step advancement until the first
(1st) of the month following a satisfactory evaluation.

7. Salary Placement

Unit members on non-compensated leave shall resume the step placement and
advancement on the salary schedule as if the leave had not been taken, but the
leave time for a major portion of the month will not be counted toward step
advancement and a new anniversary date shall be established correcting to the
closest first (1st) of the month utilizing the procedure described in Section 3.a,
of this Article. Unit members on paid leaves of absences, whether it is full pay
or partial pay, shall not have their anniversary date adjusted.

8. Salary on Reemployment

A permanent unit member in good standing who is reemployed in the same
classification in a regular position within thirty-nine (39) months from the
date the unit member had permanent status shall be appointed at the same
salary step which he/she held at the time of his/her resignation. The first (1st)
of the month closest to the reemployment date (see Section 3.a, of this Article)
shall establish a new anniversary date.

9. Salary on Promotion

a. Unit members who are promoted shall be placed on the salary schedule of
the new classification at the lowest step which provides no less than a five
and one-half percent (5 1/2%) increase in dollar amount. Whether the
promotion establishes a new anniversary date or not shall be governed in
favor of the financial advantage to the unit member. If the promotion
occurs on the anniversary date of the unit member, the unit member shall
first receive his/her anniversary salary step increment and then be placed
at the lowest step of the new salary schedule which provides no less than a
five and one-half percent (5 1/2%) increase in dollar amount.

b. Any unit member who has gained permanency in a class and who fails to
complete a probationary period in a class to which that employee has been
promoted will have the right to retain permanent status in the class held
prior to promotion.
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9.

11.

10.

11.

12.

c. If aunit member is promoted to another class prior to attaining
permanency in a class, the Office will notify the employee that failure to
attain permanency in the promotional class will constitute failure to gain
permanency in the classified service. The employee will have no right to
return to the position held prior to promotion.

Salary on Demotion
A unit member displaced by staff reduction and exercising displacement rights
to a lower class in lieu of layoff with prior service in the class shall be Y-rated

at the unit member's current hourly rate.

A unit member voluntarily or administratively demoted shall receive the
salary indicated at the same salary step and schedule of the new classification.

The unit member's anniversary date shall not change as a result of demotion.

Salary on Reclassification

Unit members who are reclassified to a position on a higher salary schedule
shall receive salary determined by the procedure for Salary on Promotion as
indicated in Section 9, of this Article. Unit members who are reclassified to a
position on a lower salary schedule shall receive salary as determined by the
procedures for voluntary demotions as indicated in Section 10, of this Article.

The Office and the Association retain their respective rights to negotiate
salaries and reclassifications of unit members subject to the provisions of
Education Code 45268 and Government Code 3543.2.

Salary Shift Differential

Unit members who work regular shifts in which more than one-half (1/2) of
the shift is between 5:00 p.m. and 8:00 a.m. shall receive a salary differential
of five and one-half percent (5 1/2%) above regular salary for the entire
scheduled workday.

Salary — Overtime

See Article VI.

Bilingual Pay

Unit members authorized and required as a regular part of their assignment of

duties to converse and/or write in a language other than English shall receive
additional compensation subject to the following conditions:

54



a. The unit member shall pass a competency test in the foreign language,
either oral or written or both, as required in the assignment.

b. Required and authorized use of oral or written language other than English
shall be compensated at an additional 2.75 percent of base salary.

c. Required and authorized use of oral and written language other than
English shall be compensated at an additional 5.5 percent of base salary.

d. Sign language(s) of general usage for basic communication shall be
considered a foreign language for purposes of this section.

*An ad hoc committee (2 CSEA members, 2 administrative members, one
of whom will be the committee chair, will recommend an appropriate
means of testing as required for Paraeducators usage, to the Personnel
Commission.)

15. Salary on Temporary Assignment

A unit member required and authorized by prior division-director approval to
perform duties related to but inconsistent with those assigned to the position
for a period which exceeds more than four (4) working days within a fifteen
(15) calendar-day period shall have his/her salary adjusted upward for the
entire period in such amounts as will reasonably reflect the duties required to
be performed outside of his/her normal assigned duties. Reasonable amounts
of additional compensation shall be as follows:

a. Ifthe inconsistent duties assigned are substantial in amount, constituting
more than half of the unit member's time at a significantly higher level of
responsibilities as determined by the division director, the unit member
shall be compensated by approximately 5.5 percent (4 ranges) additional
salary for the entire period so worked.

b. If the inconsistent duties assigned are substantial in amount, constituting
half or less of the unit member's time at significantly higher level of
responsibilities as determined by the division director, the unit member
shall be compensated by approximately 2.75 percent (2 ranges) additional
salary for the entire period so worked.

The Office will not regularly schedule unit members in order to avoid
temporary assignment pay under this section.

16. Specialized Procedures Pay
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It is the intent of the Office to ensure safe limits on the number of pupils
with the need for specialized physical health care procedures assigned to a
Paraeducator. The number of pupils with needs for specialized physical
health care procedures will be limited to two (2). If a third pupil is added,
a special review will be conducted within ten (10) working days of the
pupil's assignment by the principal, the Coordinator of Health Services,
and a representative(s) designated by CSEA, utilizing the criteria set forth
below in Paragraph b. In the case of a failure to render a decision, the
Regional Director will make the final decision based on the input from the
review team.

The Paraeducator receiving a differential may at any time request a review
of the caseload using the following criteria:

1) the complexity of the procedure

2) the time involved in implementing the procedure

3) the number of pupils in the classroom

4) the time of day procedures are to be performed, and
5) the urgency or life threatening need for the procedure

Unit members will receive a 5 percent pay differential when assigned after
training to provide Specialized Physical Health Care Services (SPHC)
(catheterizations, ileostomies, colostomies, gastrostomies, or the same
procedures by any other title, oxygen treatment, assisted cough,
dysreflexia alert, postural drainage, special eye procedures, and oral
suctioning.)

The differential will be calculated and paid on a semester basis, and shall
be provided to the unit member on the 10th of the month following the end
of the semester.

The primary will receive 5% differential pay, paid per semester as long as
the pupil is in the program. If the pupil leaves the program (L on the
attendance register), the differential ends at the end of that month. The
differential continues if the pupil is temporarily absent.

The Paraeducator receiving the 5 percent differential shall provide
services only in the classroom to which he/she is assigned. When coverage
is needed for additional gastrostomies, the principal may reassign a
Paraeducator, already on the differential, to more than one classroom for
the time necessary to complete the procedure subject to the limitations
provided in Section 17 a., of this Article.

The Office will not add any procedures in addition to those listed in

Paragraph c., unless the Office first notifies the Association in writing
within thirty (30) days of the proposed addition. Proposed additions will
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be based on objective, standardized criteria designed to address the health
needs of students, which if left unaddressed, will impede the educational
process. If the Association agrees with the proposed addition, or if the
Association does not respond within thirty (30) calendar days of
notification, the Office may incorporate the procedure under Section 17 a.,
of this Article. If the Association objects, the Office will meet with the
Association in order to negotiate the proposed addition.

Principals will utilize the existing list of services from the report prepared
by the coordinator, school nursing services, to identify positions to be
designated. The report will be updated to reflect changes in services for
pupils.

PAU's will continue to assign Health Care Paraeducators without a
specific assigned pupil to provide SPHC services until there is a vacancy
for a HCP. Or, when the student population warrants, HCP's shall be
assigned to regular HCP positions within the PAU.

The designation of a Paraeducator providing Specialized Physical Health
Care is a voluntary assignment. If the employee does not choose to accept
the designation, they will be reassigned to a Paraeducator position which
does not require provisions of specialized physical health care services
within the PAU if available. However, the Office may reassign a unit
member who is not willing to perform the procedures in order to assure
that pupils in need of special procedures will be served.

Based on the IEP process determination that a SPHC procedure must be
implemented, with the assistance of staff, the administrator will determine
the Paraeducator to be designated the provider of services in the following
steps:

1) offer to the Paraeducator in the class;

2) offer to a Paraeducator at site (select most senior from those who
volunteer);

3) offer to a Paraeducator from PAU (based on same criteria as above);
or

4) offer to a Paraeducator within another PAU in the area (administrative
exchange transfer.)

The Principal is to maintain a copy of responses in the employee's file for
all above cases, and provide the Paraeducator with a copy.
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m. The Paraeducator who refuses a procedure will be administratively
transferred only when no position is available within the PAU. The least
senior Paraeducator who refuses to provide specialized procedures will be
transferred.

n. Assignment of a Paraeducator to the 5 percent differential shall be done
using a Vacancy Authorization form. A new form shall be used for each
semester. A semester is September (first day of school) to January, (end of
the third week) and January (beginning fourth week) to June (last day of
school). Summer school will be paid based on daily rate times number of
days in summer school times 5 percent.

0. Services to pupils shall be provided by the Paraeducator only after
completion of training by the school nurse. Training will be recorded on
the Record of Training for Specialized Physical Health Care Service
Providers (see Appendix H for copy of this form) which will then be part
of the IEP process.

p. The level and duration of training will be established by the School Nurse.
Current training guidelines call for:

1) Didactic or lecture preparation on specific procedure.
2) Demonstration of this procedure on specific pupil.

3) Return demonstration by trainee. Return demonstration or practice will
continue until the School Nurse is certain that the trainee is competent
to perform the procedure.

4) All procedures will require the School Nurse to certify that training is
adequate and complete. The Paraeducator may request additional
training or supervised practice if he/she is not comfortable performing
any procedure.

5) Training for backup providers is to be established by the School Nurse.

6) The documentation of completion of training will be provided on Form
No. 301-615, and a copy will be given the principal, the Paraeducator,
and placed in the pupil file.

In accordance with the Education Code, all providers of Specialized
Physical Health Care Services shall be CPR certified.

q. Paraeducators receiving the specialized procedures differential shall serve

as primary providers for pupils requiring specialized physical health care
services. Where the Paraeducator is designated primary provider, the
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teacher shall be designated as backup provider. In cases where both the
Paraeducator and the teacher are absent, a second backup provider shall be
designated. The second backup could be a teacher, the nurse, an HCA
without a specific assigned pupil, or a Paraeducator already on a percent
differential.

r. If the above options are exhausted, a second back-up not already receiving
differential pay may be utilized as a back-up. This back-up will receive
2.5% differential pay determined on a monthly basis as service is
performed, and will be paid at the end of that semester.

18. Tuition Reimbursement

Both parties agree to the Office providing $25,000 for tuition reimbursement
to unit members consistent with procedures and timelines established by the
Career Ladder Pathways Committee. Tuition reimbursement is provided for
unit member planning to enter the teaching profession on improving skills to
promote into other classes within positions represented by California School
Employees Association (CSEA) or Los Angeles County Education
Association (LACEA). See Appendix O for Career Ladder.

B. Insurance Fringe Benefits

Unit members shall pay for any portion of the premium to excess of the Office’s
contribution, which shall be paid by tenthly payroll deduction. LACOE agrees to
maintain as a maximum the annual Office contribution to employee health and
welfare for CSEA effective beginning January 1, 2023 as follows: $10, 378 for single,
$19, 861 for two-party, and $25, 481 for family coverage. These amounts are annual
amounts and will be prorated based on coverage periods. This allowance will remain
in affect until new contract language between the parties is established.

1. The Office shall provide or make available to each unit member medical and
health insurance benefits.

1. The benefits plan established pursuant to the bargaining agreement shall
be for the purpose of providing for the medical, dental, vision, and life
benefits for unit members, dependents, and domestic partners as defined
in Article II Definitions and retirees and their dependents.

The Associations and Union have formed a Joint Benefits Committee,
comprised of three (3) members from each bargaining unit and
management (to be determined by each group), to negotiate with the
Office changing carriers, Office contribution, eligibility, the amount of
The LACOE Employee Health and Welfare Account balance, benefit
coverage in the various plans, enrollment and termination rules and
procedures. The procedures to be followed regarding voting, tie vote,
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and deadlock are set forth in the ”Joint Benefits Committee Appendix”
attached to this Agreement, which is incorporated herein by reference.

By way of a (FIRST) Amendment to Memorandum of Understanding
(MOU), the parties agreed to, and did create “The LACOE Employee
Health and Welfare Account.” A copy of the MOU is attached to this
Agreement, and incorporated herein by reference.

The LACOE Employee Health and Welfare Account (formerly the
“Trust Surplus Fund Balance™)

1. The parties agree to designate The LACOE Employee Health and
Welfare Account funds and interest (hereinafter “Health &
Welfare Account”) in excess of the actuarially appropriate
resources for run-out costs as restricted funds to be used for
medical, dental, vision and life for active employees and
dependents, and medical, dental, and vision for retirees and
spouse or domestic partner.

11. The parties agree to allot 2 million dollars to be designated for
retiree benefits which shall cover the contribution to California
Public Employees’ Retirement System (hereinafter “PERS”)
only referenced in 92.f.i, with the excess Health & Welfare
Account funds to be negotiated to what is in the best interest of
the active employees including but not limited to retiree benefits.
Effective January 1, 2007, the 2 million dollars allotted for
retiree benefits shall be used for retirees who are not eligible or
no longer eligible for Years of Service Benefits, and shall be
billed to the Joint Benefits Committee quarterly.

1. Starting with the quarter of October 1, 2007 through December
31, 2007, the Office will provide the Joint Benefits Committee
with an accounting and invoice that shows the Office and
employee health and welfare contributions, and the payments to
the health care vendors, which shall reflect the retrospective
actual payouts starting with that quarter. For calendar year
January 1, 2011 through December 31, 2011, the Health &
Welfare Account funds shall be used to cover rate increases in
the 2011 insurance premiums for the medical, HMO dental,
vision, and life, plus claims and administrative fees for the PPO
dental plan and the vision plan for unit members, dependents,
domestic partners as defined in Article II, Definitions, excluding
the PERS 2011 rate increase for retirees and their spouses or
domestic partners (i.e., §2.f.1) whose rate increases shall be paid
from the “$2 million dollar fund” allotted for retiree benefits.

iv. The Joint Benefits Committee shall monitor the Health &
Welfare Account balance to ensure that funds are only used for
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health and welfare benefits and will be provided with an itemized
written statement by the Office or the financial institution in
which the Health & Welfare Account is held as frequently as the
financial institution distributes such statement.

2. Effective with this Agreement, the Office will make the following annual
contributions to health and welfare benefits for unit members:

a. 2015-2016 Joint Health and Welfare Benefits Agreement

L.

LACOE will provide reimbursement for employee premium
contributions made on October 5, November 5, and December 5,
2015 to active unit members and employees. CSEA, LACEA,
LACOE, and SEIU will contribute the remaining funds from the
active employees Joint Benefits Account Fund as part of this
reimbursement. This reimbursement shall be distributed to all
active members and employees who made those contributions by
February 28, 2016.

LACOE will assume one hundred percent (100%) of the one-time cost for
Health and Welfare increases for active unit members and employees
effective January 1, 2016 through December 31, 2016.

ii.

1il.

LACOE will assume one hundred percent (100%) of the run-
out/unreimbursed costs of unit member and employee health and
welfare benefit calendar year ending December 31, 2015.

Active unit members and employees shall have the opportunity
to opt out of LACOE’s medical plans if the unit member can
provide evidence of other health coverage effective January 1,
2016 through December 31, 2016. Active unit members and
employees who opt out of medical plans shall receive an annual
amount of $2,000 to be paid in ten equal payments of $200.00
during plan year. At least 57 active unit members or employees
shall participate in the opting out plan to activate plan payments.
If there are not enough active unit members or employees
enrolled in the opting out plan to activate opt out plan payments,
unit members and employees participating in the plan may
reinstate LACOE health coverage.

b. The parties mutually agree to merge the two benefit schedules and select
the maximum cap of each schedule to create a single health and welfare
schedule. LACOE agrees to a five-percent (5.0%) increase to the
maximum caps from each of the 2012-2013 CSEA, SEIU, LACEA,
Management, and Confidential health and welfare benefits employer
contributions as a hard cap for all unit members effective January 1, 2014
through December 31, 2014 as follows:
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One party - $ 7,875.00
Two party - $11,550.00
Three party- $13,860.00

. LACOE agrees to a two-percent (2.0%) increase to the 2014 health and
welfare employer contribution as a hard cap for all unit members effective
January 1, 2015 through December 31, 2015.

One party - $ 8,033.00
Two party - $11,781.00
Three party- $14,137.00

If the amount of the Office’s contribution that is required by state or
federal law is increased, the amount of the Supplemental Benefit to be
paid by the Office shall be reduced in a like amount, unless otherwise
negotiated by the parties. LACOE agrees to comply with the conditions of
the Affordable Care Act, and to examine ways to offset future premium
cost increases with the Joint Benefits Committee.

The Supplemental Benefit under Section 2 above is contingent upon the
unit members’ participation in the Office’s benefits programs.

Unless expressly modified by this agreement, the provisions of Article IX,
Compensation, Section B, Insurance Fringe Benefits, of the respective
collective bargaining agreement between the Office and the exclusive
representatives herein remain in full force and effect. The exclusive
representatives hereby acknowledge that Article IX, Compensation,
Section B, Insurance Fringe Benefits, (§2.b) provides in pertinent part:
“Unit members shall be responsible for any portion of the premium in
excess of the Office’s contribution, which shall be paid by monthly payroll
deduction.”

The parties agree that the total annual Office contribution for medical
benefits for fulltime current unit members, including the PERS minimum
base rate and the Office Supplemental Benefit, shall not exceed the dollar
figures above. Any premium costs in excess of the above Office
contribution and Supplemental Benefit in Sections 1 and 2 above, shall be
paid by the unit member through tenthly payroll deduction, and paid by
the retiree through the California State Teachers’ Retirement System
(hereinafter “STRS”)/PERS payroll system deduction.

. Effective July 2010, the parties agree to reimburse the Office for PERS
administrative fee, which is calculated on the total retired health premiums
each month, pursuant to Government Code section 22901. Payment
hereunder will be borne fifty (50%) from the Office and fifty (50%) from
the Associations and the Union until such time as the $2 million allotted
(91.b.ii) above is exhausted. Thereafter, the Office will bear all costs.
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h. Payments to the Office hereinafter shall be made on a quarterly basis from

the $2 million allotted (January 1, 2007) for retiree benefits under Article
IX, 1, b, 11, herein.

i. Retiree Fringe Benefits-Unequal Contribution Method:

1.

il

1il.

1v.

Unit members who retire from active service under the
STRS/PERS shall be entitled to receive the basic Office retiree
medical contribution of $21.60 per month twelfthly ($259.20
annually), or as adjusted by law, toward the purchase of a PERS
medical benefit so long as the Office continues to participate in
the PERS retirement plan, pursuant to Government Code Section
22892(c). Upon termination of the Office’s participation in the
PERS medical insurance plan or its successor, the Office shall
have no further obligation for payment of the retiree’s medical
contribution, but will offer the retiree the option to continue, at
his/her own expense, in the subsequent medical insurance plan.
Termination of the Office’s participation in the PERS medical
insurance plan or its successor shall not affect the ability of
eligible retirees to elect to participate in the retiree Years of
Service Benefit Program as set forth below.

In addition, the Office shall annually provide a Years of Service
Benefit for eligible retirees based upon years of service. The
Benefit may be used for additional benefits coverage. The
maximum period of coverage for the Years of Service Benefit
shall be for five (5) years. Coverage shall terminate at the end of
five (5) years or when the retiree attains age sixty-five (65) or
when the retiree becomes eligible for Medicare coverage,
whichever occurs first.

Amount of Years of Service Benefit:

e Retirees, ages 55 to 65 with ten (10) years of
service with the Office—$2,744.80

e Retirees, ages 55 to 65 with twenty (20) years of
service with the Office—$5,740.80

For individuals who retire after the dates specified in the
collective bargaining agreements or LACOE Board Regulations,
the amount of $3,004.00 for ten years of service or $6,000.00
for 20 years of service, may be paid directly to a certified
medical insurer, other than PERS, selected by the retiree. If the
medical insurance premium is less than the eligible amount, the
Office will pay no more than the total cost of the premium.
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v. If the amount of the Office contribution that is required by state
or federal law is increased, the amount of the Years of Service
Benefit to be paid by the Office shall be reduced in a like
amount, unless otherwise negotiated by the parties.

J. Itis agreed that all of the above provisions are subject to the approval of
the PERS, which will review these provisions to determine if they are in
compliance with the law in regard to the PERS health plans.

k. In the event the legality of the above provisions or similar provisions
existing in other county offices or school districts are challenged or are
found to be invalid by a court of law, the Associations/Union and the
Office agree to reopen negotiations on health benefits.

. The current Supplemental Benefit and Years of Service Benefits amounts
stated in B.2 will continue until the parties agree to different amounts.

m. The parties agree that they will begin negotiations on a successor benefits
agreement on or before November 15 of each fiscal year.

3. Benefits on Non-Compensated Leave

Bargaining unit members on an approved non-compensated leave of absence
may continue in the medical insurance benefit program for one (1) calendar
year if the unit member reimburses the Office for the full cost of coverage in a
timely manner. Bargaining unit members on an approved leave or absent
without approval shall have their insurance fringe benefits cancelled for the
period of the unapproved leave of absence.

4.  Extended Medical Benefits for Long-Term Illness

In instances of serious long-term illness, the Office shall provide an extension
of medical insurance for the duration of the serious long-term illness, not to
exceed one (1) calendar year from the date of exhaustion of all sick leave pay.
The Office may extend the leave up to an additional calendar year. This
extension of medical benefits shall be available only if the employee is not
eligible for workers’ compensation, disability retirement or spousal medical
coverage comparable to that which was previously enjoyed by the employee.

5. Nothing within the provisions of this Agreement shall preclude the
collective bargaining process.

6.  Child Care

The Office will budget funds for the reimbursement a unit member for the

registration and insurance fee at a licensed child care facility up to a total of
$125 per year per active unit member at the beginning of each fiscal year for
care of a child or legal dependent or minor immediate family member living
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in the same household as the unit member. The unit member must submit the
name and license number of the facility prior to any reimbursement. At the
end of the fiscal year on or about June 30th, LACOE will redistribute all
unused childcare fees to each active bargaining unit member equally.

Internal Revenue Code (IRC) Section 125 Benefit

The Office will establish an IRC Section 125 system for purposes of child
care benefits, elder care benefits, and health insurance deductibles. The
participating employees shall pay for all administrative and handling fees.

Mileage and Expenses

Unit members required and approved to use their private automobiles on Office
business are eligible for mileage reimbursement subject to applicable Office
regulations. Unit members required and approved for official Office travel shall
receive reimbursement for expenses subject to applicable Office regulations.

Reimbursement for Damage and Theft of Auto

Subject to Office regulations, when a unit member suffers damage to a personal
automobile due to vandalism or theft while on an Office assignment, the unit
member shall be reimbursed for deductibles up to $300 per incident (excluding
ornamental loss); provided the damage or theft can be verified by the site
administrator as damage or theft occurring while parked at the site, and the
amount of deductible on vehicle insurance can be verified. Unit members may
decline to use their insurance, but the amount paid by Office shall equal the
amount paid as if the insurance claim had been made.

Payroll

1. Unit members shall be paid during the fiscal year on a semi-monthly basis,
payable on the twentieth (20th) and on the fifth (5th) of the month following
the pay period. If the normal pay date falls on Saturday, Sunday or a holiday,
the pay warrant shall be issued on the preceding workday.

2. If an error has been made in salary schedule placement, it shall be corrected
when noted. If the error results in underpayment, the unit member shall
receive the amount of the underpayment. If an overpayment of salary has been
made, the unit member shall be responsible for full repayment to the Office.
Unit members are responsible for informing Human Resource Services of any
salary error they discover. (See Article IX, Section A, Item 4.)

3. Should a unit member's voluntary deduction exceed the unit member's
earnings, the Office shall delete one or more of the voluntary deductions so as
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to reduce the aggregate deduction to a sum less than or equal to the unit
member's gross earnings.

Unit members shall be provided once each fiscal year, an accounting of
vacation and illness leave

66



ARTICLE X
TRANSFER PROCEDURES

Definition

A transfer is a change of assignment from one site location to another within the
same classification. Unit members assigned to the classification of Paraeducator
and hired on or before June 30, 2007 shall also have the right to transfer into
positions in the new classifications, Paraeducator-Academic and/or Paraeducator-
Academic Readiness. Unit members assigned to DSP must be NCLB compliant
(See Appendix Q). Excluded from the definition of transfer are (1) a demotion
(whether voluntary or involuntary) to a classification having a lower salary range
(2) a promotion to a classification having a higher salary range; (3) a change of
assignment within a classification which does not involve a change of site
location; and (4) a change in site location when the new site is administered by
the same immediate administrator. Changes in assignment except in emergency
situations shall first be discussed with the unit member with written notice
provided prior to the reassignment.

Initiation of Transfer

Transfers may be initiated by either written request of a unit member (voluntary
transfers) or by the Office (administrative transfers). Decisions regarding
administrative transfers shall be made by the Office, at its sole discretion,
provided such action shall be based upon reasonable grounds and shall not be
made for arbitrary or capricious reasons.

Posting

At least once each month all employment examination announcements shall be
posted on regularly established bulletin boards. If vacancies for Paraeducators
exist, such vacancies shall also be posted at least monthly on regularly established
bulletin boards, including program information and locations.

Voluntary Transfer Requests

Unit members may file transfer requests any time throughout the school year,
however, transfer requests will be processed from September 1, through June 30
using a digital form routed directly to the Personnel Commission. Monthly, the
Personnel Commission will electronically post and distribute the vacancy list, and
a copy will be emailed to the Bargaining Unit Secretary. Monthly, school
administration will post the vacancy list at the school site. Absent of extenuating
circumstances and when a vacancy becomes available, a Voluntary Transfer
Request will be processed timely. If approved, the transfer should be processed no
later than 30 calendar days. Should LACOE require more time, the Office will
advise CSEA in writing the reason an extension is necessary. The Personnel
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Commission shall file all transfer requests and maintain a transfer log, which will
be sent to the Bargaining Unit Secretary every September, January, and May.
Voluntary transfers shall be valid until the unit member is transferred or until July
31, whichever comes first. The transfer file and log shall be purged July 31 of
each school year. Unit members who continue to desire a transfer shall file a new
transfer request each school year. All Voluntary Transfer Request shall be
processed/considered by date of submission, when a voluntary transfer is
submitted by more than one bargaining unit member on the same date, seniority
will break the tie for that transfer request.

E. Filling

1.

When a new position is created or an existing position becomes vacant, the
Office shall first consider those unit members who have filed a voluntary
transfer request. Secondly, the Office shall offer a vacant position to those on
the reemployment list. Thirdly, the Office shall offer a vacant position to those
on “other” eligibility lists.

When filling existing vacancies, the immediate administrator shall
recommend to the next level line administrator, a unit member on the transfer
list or an outside applicant based on the factors of experience, job related
skills and seniority. Other factors being equal, seniority shall control.

In the event an outside applicant is chosen over a unit member, the immediate
administrator shall accompany the recommendation with a statement of the
immediate administrator's reason(s), related to the above factors other than
seniority, which supports the choice made. If more than five (5) unit members
are on the transfer list, the five (5) unit members with the highest seniority
shall be considered along with outside applicants, if any.

The next level line administrator shall review, approve, amend or reject the
recommendation and forward the decision to Personnel Commission for
further action.

Personnel Commission shall perform the procedural aspects and formalities
necessary to implement the decision, and shall notify all unit members
involved of the decision rendered.

Existing vacant Paraeducator positions as of July 1, 2007, shall be converted
into new classifications, either Paraeducator-Academic or Paracducator-
Academic Readiness, and existing Paraeducator classifications will be phased
out (See Appendix Q).

F. Appeal

68



1. Any unit member who has requested and been denied a transfer, shall be
entitled to a consultation with the administrator who has made the decision, in
order to discuss the reasons for the transfer so the matter can be heard and
considered.

2. The unit member shall have the right to have one representative present at the
appeal conference.

3. This Article X shall be subject to the grievance procedures.

Mileage Reimbursement

When a unit member has been administratively transferred during the school year,
the unit member shall be reimbursed for the excess commuter mileage due to such
transfer. Reimbursable mileage is that which is in excess of twenty-five (25) miles
per round trip per day from the unit member's residence to and from the original
location. Such mileage reimbursement shall be at the rates established by the
Office and shall continue to the end of the regular school year or sixty (60)
workdays, whichever comes first.

At any time a unit member is assigned to a different geographic work location on
a temporary basis after arriving to work at their regular work location, the unit
member shall be reimbursed for mileage to the second work location.
Reimbursement shall be at the mileage expense rates established by the Office at
that time.

Exchange Transfers

A position may be exchanged between two unit members after review by the site
administrators involved in the transfer. The transfer shall not be denied based on
arbitrary or capricious reasons. If denied, the unit member may appeal the denial
to the Director of Human Resource Services.

a) A position may be exchanged between two unit members with the same
classification, the same hours.

b) A position may be exchanged between a unit member and a position that will
be vacated and prior to the position being posted as a vacancy. The position
exchanged shall be the same classification and the same hours. If more than
one unit member at the same Principal Administrative Unit (PAU) has placed
a request to be exchanged, the unit member with the most seniority shall
prevail.

69



The voluntary exchange may be considered based on, but not limited to the
following criteria: work hours, experience, job related skills and the needs of the
students and classroom assignment. The voluntary exchange shall be considered
between July 1 and March 30 of each year. Employees granted voluntary
exchanges are not eligible for mileage reimbursement. Employees who exchange
positions may still be displaced due to a reduction in force.
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ARTICLE XI
SAFETY CONDITIONS

The Office shall provide reasonably safe-working conditions in conformance with law as
such conditions relate to facilities and equipment under the direct control of the Office,
within fiscal constraints; shall establish safety procedures for unit members; and shall
provide administrative monitoring of these working conditions and resolution in a timely
manner.

Both parties agree that the responsibility for safe working conditions is that of the Office
and the responsibility for complying with safe procedures and practices is that of unit
members. The unit member shall also be responsible for reporting to the immediate
administrator as soon as possible any unsafe working condition.

The immediate administrator shall acknowledge receipt of the report of the perceived
unsafe condition in writing and provide written status information report within forty-
eight (48) hours. If the condition is found to be unsafe, it will be corrected as soon as
possible. If the unsafe condition cannot be corrected immediately, the immediate
administrator shall provide a time line for correction of the unsafe condition, if any, to the
unit member within ten (10) work days of the receipt of the report. The Office shall
provide a safe workplace for the unit member until the unsafe condition is corrected.

PAU Safety Committee

Each PAU shall have a Safety Committee with unit member and site administrator
participation as decided by the staff at the PAU. The duties of this committee are:

a. Monthly checklist (form 501-645) to be signed by CSEA member and principal.

b. The committee shall annually review and revise site safety, health and emergency
preparedness plan. Distribute plan to unit members and SDM.

c. Committee shall make the Office Safety Committee aware of any unaddressed safety
issues.

d. Committee shall review member requisitions requests for the purchase of any device
which may enhance safety in case of emergency or assault.

Other Safety Matters:

PAU Safety Committees shall collaborate and submit the safety plan to site
administration in order to be approved by the Superintendent’s designee by March 1 of
each year. The plan shall include steps to improve security on specialized high schools,

juvenile court schools, county community schools, and independent studies sites.

Third-Party Actions
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If a third-party agency takes any adverse actions against a unit member based on alleged
safety concerns, including but not limited to a lockout from the agency’s facility, to the
extent allowable by law, and in order to not interfere with a third-party agency
investigation, LACOE shall immediately begin an independent investigation of the
allegation against the unit member. LACOE’s investigation shall include a demand that
the third party provide a written description of the allegation and all evidence in the third
party’s possession supporting the adverse action. During the period of LACOE’s
investigation, LACOE shall provide an alternate assignment to the extent allowable by
law to the unit member. If LACOE is unable to substantiate the allegation, LACOE will
petition the third-party agency, in writing, to return the unit member to the member’s
assigned site. If third party does not allow the return, the unit member shall retain first
refusal rights to any LACOE wide openings for which they are qualified to fill.

Student Restructure

Any procedure implemented by a school site, including, but not limited to, components of
any Positive Behavioral Interventions and Supports (PBIS), to address inappropriate
student behavior shall afford the classroom Paraeducator the opportunity to participate in
the intervention with the student, as reasonably determined by the site administrator and
if appropriate and allowable by law. If the Paraeducator cannot participate in the
intervention, this will not cause a delay in the student’s return to the classroom.

The Office shall furnish, promote, and provide the use of safety devices and safeguards,
and promote the use of methods and processes which are adequate to create safe and
healthful working conditions.

The unit member shall not be required to perform duties under conditions which pose an

immediate and serious threat of bodily harm to the unit member provided he/she has
exhausted all reasonable means to remedy the threatening condition.
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ARTICLE XII
CLASS SIZE

A. General

1.

In the Special Education programs the class size shall not exceed, except as
herein noted, maximums established by the California Education Code.

Class size maximums for Special Education programs may be exceeded by
authority of and in compliance with statutory requirements.

Paraeducators shall not be utilized to increase the number of pupils in relation
to the number of classroom teachers in any Special Education class, except as
provided by law.

B. Health Care Paraeducators

1.

The principal or assistant principal is responsible for communicating the
assignment of personnel for providing health care services for the pupil at the
time of initial assignment or change of provider. The parties agree to the
following conditions and criteria for the assignment of Health Care Assistant
one-to-one assignments with no other pupil who has a tracheotomy or other
condition that requires one-to-one care:

a. Pupil's status is determined to be at greatest risk with a fragile respiratory
and/or heart condition as diagnosed by a physician.

b. Pupil's individual needs are multiple, extensive and/or require complex
procedures.

c. Pupil's needs require extensive time to provide multiple, complex
procedures.

d. Pupil has emergency life threatening procedures that cannot be delayed
while another pupil is attended.

The parties agree to the following factors to be assessed by the nurse to
recommend whether or not a Health Care Paraeducator assigned one-to-one to
a pupil with a tracheotomy, or other condition that requires one-to-one care,
may safely provide procedures to other pupils:

The complexity of the procedure.

The time involved in implementing the procedure.

The number of pupils in the classroom.

The time of day procedures are to be performed.

The urgency or life threatening need for the procedure.

o0 o
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Such additional assignments of pupils shall be limited to two (2) pupils for a
total of two (2) pupils. If a third assignment is deemed necessary, reasonable,
feasible and medically sound as determined by the nurse and confirmed by the
Division Physician, a special review as described in this section will take
place prior to the actual assignment of a third pupil to assess caseload equity
and safe implementation of procedures.

. At the request of the Health Care Paraeducator except for the mandatory
review required for a third pupil assignment, a review committee shall
conduct, within ten (10) working days of the request, a review of the
assignment decision or any other related issue including, but not limited to the
following:

a. Status of pupil

b. Caseload

c. Equipment

d. Training

e. Back-up assignments

The review committee shall consist of a Health Care Paraeducator, CSEA
representative or designee, principal or designee and nurse. The committee
may make recommendations for modifications to an assignment or other
related issues.

The Health Care Paraeducator or CSEA may appeal the nurse's clinical
determination to the division nurse coordinator or the committee's
recommendation to the Regional Director. The appeal may request additional
medical review by the division physician. A written response shall be
provided by the division nurse or Regional Director. The Regional Director
shall make the final decision based on the recommendations of the review
team, the nurse, the principal and/or division nurse coordinator of the
physician.

The Office reaffirms its responsibility to provide appropriate training and
monitoring of all classified and certificated personnel who serve as primary
and back-up providers of Specialized Procedures for all pupils, in compliance
with Article IX, Section A, Item 17, Subsection (p).

74



ARTICLE XIII
WORK STOPPAGE

A. Apart from and in addition to existing legal restrictions upon and remedies for
work stoppages, the Association agrees to the following:

1.

Neither the Association nor its officers or representatives or affiliates shall
cause, encourage, condone or participate in any strike, slowdown or other
work stoppage during the term of this Agreement. In the event of any actual or
threatened strike, slowdown or other work stoppage, the Association and its
officers, representatives and affiliates will take all reasonable steps within
their control to avert or end the same; and

Any employee engaging in any strike, slowdown, or other work stoppage
during the term of this Agreement shall be subject to discipline or termination

under applicable law.

Disputes arising under this Article are to be handled according to appropriate
legal proceedings rather than the grievance procedures of Article V.
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ARTICLE XIV
EFFECT OF AGREEMENT

A. Entire Agreement

The Association agrees that this Agreement is designed to cover all matters
relating to wages, hours, and all other terms and conditions of employment.
During the term of this Agreement, the parties agree not to negotiate any of the
express provisions of this Agreement, except where there are other re-opener
articles in the Agreement.

Notwithstanding this provision, nothing herein shall prohibit the parties from
negotiating on matters within the scope of representation.

B. Separability and Savings

If any provision of this Agreement should be held invalid by operation of law or
by any tribunal of competent jurisdiction, or if compliance with or enforcement of
any provision should be restrained by such tribunal pending a final determination
as to its validity, the remainder of this Agreement and the application of such
Article or section as to persons or circumstances other than those as to which it
has been held invalid or as to which compliance with or enforcement of has been
restrained, shall not be affected thereby.

C. Effect Upon Office Policies

The Office reserves the right to determine and revise any of its policies, rules,
regulations, or procedures. However, in the event of a conflict between the terms
of this Agreement and any Office policies, rules, regulations, procedures, or
Commission rules, the terms of this Agreement shall prevail.

C. Emergency Situations

It is the mutual intention of the parties hereto that the Office retain its ability to
function and serve the public and to respond to emergencies at all times, and that
this Agreement should not delay or unduly burden the delivery of such services;
accordingly, it is agreed that when it is reasonably necessary for the Office to
suspend or disregard any portion of Articles VI, VII or X in order to function
effectively in an emergency situation, it may do so. It is understood (1) that the
nature and extent of the emergency will determine and limit the Office's rights
under this provision; and (2) that the Office must be reasonable in its application
of this provision; and (3) the Office's use of Grievance Procedures of Article V.
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ARTICLE XV
DURATION

This 2021-2024 Successor Agreement shall become effective upon report to the
Superintendent and shall continue in effect year by year, unless one of the parties has
notified the other in writing of the intention to terminate in the preceding February.
Furthermore, the parties agree that all economic articles are closed for purposes of 2023-
2024 negotiations. The parties further agree to reopen two non-economic articles each,
for purposes of 2023-2024 negotiations.
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ARTICLE XVI
SENIORITY FOR LAYOFF/REEMPLOYMENT AND REINSTATEMENT
RIGHTS
Reemployment

The following provision from Education Code Section 45298 is included herein
for information purposes, and shall not be subject to the grievance/arbitration
procedures of the collective agreement.

“(a) A person laid off because of lack of work or lack of funds shall be eligible for
reemployment for a period of 39 months as follows:
(1) The person’s reemployment shall take preference over new applicants.

(2) The person shall have the right to participate in promotional examinations
within the district during the period of 39 months.

(3) If the person is reemployed in a new position and fails to complete the
probationary period in the new position, he or she shall be returned to the
reemployment list for the remainder of the 39-month period. The remaining time
period shall be calculated as the time remaining in the 39-month period as of the
date of reemployment.

(b) An employee who takes a voluntary demotion or a voluntary reduction in
assigned time in lieu of layoff or to remain in his or her present position rather
than be reclassified or reassigned, shall be granted the same rights as persons laid
off and shall retain eligibility to be considered for reemployment for an additional
period of up to 24 months, provided that the same tests of fitness under which the
employee qualified for appointment to the class still apply. The personnel
commission shall make the determination of the specific period eligibility for
reemployment on a class-by-class basis.

(c) An employee who takes a voluntary demotion or a voluntary reduction in
assigned time in lieu of layoff shall be, at the option of the employee, returned to
a position in his or her former class or to a position with increased assigned time
as vacancies become available, and without limitation of time, but if there is a
valid reemployment list the employee shall be ranked on that list in accordance
with his or her proper seniority.”

Unit members assigned to the classifications of Paraeducator-Academic and
Paraeducator-Academic Readiness on or after July 1, 2007, have reemployment
rights to these new classifications only. They must be NCLB compliant for
positions in DSP (See Appendix Q). Unit members assigned to the classification
of Paraeducator and hired on or before June 30, 2007, have reemployment rights
to the new classifications of Paraeducator — Academic or Paraeducator —
Academic Readiness. They must be NCLB compliant for positions in DSP (see
Appendix Q).
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B. Reinstatement List Following a Resignation

Those bargaining unit members who have resigned may request that their names
be placed on a thirty-nine (39) month reinstatement list to be certified out for
purposes of interview and rehire:

a. Unit members assigned to the classifications of Paraeducator-Academic
and Paraeducator-Academic Readiness on or after July 1, 2007, who
resign have reinstatement rights to those classifications. They must be
NCLB compliant for positions in DSP (See Appendix Q).

b. Unit members assigned to the classification of Paraeducator and employed
on or before June 30, 2007, who resign have reinstatement rights for
Paraeducator-Academic and Paraeducator-Paraeducator Academic
Readiness classifications. They must be NCLB compliant for positions in
DSP (See Appendix Q).

C. Seniority for Layoff Purposes

1.

2.

Pursuant to Education Code Section 45308, seniority for purposes of layoff
shall be based on date of hire in a permanent position in a specific
classification or upon promotion to a permanent position in a higher
classification. This provision shall become effective upon the written
verification by the negotiating parties of a new seniority list pursuant to
Section 2 below. Once this verification is executed, both parties waive the
right to claim layoff seniority status based upon hours worked in class or
higher related classification.

New Hire and Incumbent Classification

a. Unit members assigned to the classifications of Paraeducator-Academic
and Paraeducator-Academic Readiness hired on or after July 1, 2007, will
be employed in those classifications (See Appendix Q).

b. Unit members assigned to the classification of Paraeducator and hired on
or before June 30, 2007, will remain in their current Paraeducation
classification (See Appendix Q).

The Assistant Superintendent of Human Resource Services shall prepare a
seniority list based upon date of hire in a permanent position in a specific
classification or upon promotion to a permanent position in a higher
classification. Prior to adoption by the Office, this list shall be compiled by
classification, and alternatively by employee in alphabetical order. Prior to
adoption by the Office, the list shall be presented to the Association.
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The unit members shall be able to appeal the seniority listing in writing to
Human Resource Services, or may appeal through a CSEA representative. An
appeal committee, comprised of one (1), and no more than two (2) Human
Resource Service employees appointed by the Office and two (2) employees
appointed by CSEA, shall review all appeals and make recommendations to
the Assistant Superintendent of Human Resource Services and the President
of the Association.

Upon completion of the appeal process the parties shall meet to discuss
revisions in the list and any general rules of application. After such revisions,
the parties shall execute a written verification of the list. If the parties cannot
agree upon a verified list, the seniority provision of the Education Code shall
apply until a verified list is agreed upon.

A break in service due to termination or resignation for any reason shall
require the establishment of a new date of hire, except when reemployed or
reinstated under Education Code Section 45309.

Any paid leave of absence, or any unpaid leave of absence less than 180 days,
or any reemployment after layoff within the period of time specified by
Education Code Section 45298, shall not constitute a break in service for
seniority purposes.

Displacement Rights

A bargaining unit member who is laid off and who has previous service in an
equal or lower class, shall have the right to displace the least senior unit member
in an equal or lower class. Seniority for purposes of displacement shall include
time served in the class from which layoff occurs and higher classes.

When a Reduction In Force Occurs:

1.

2.

Unit members assigned to the classifications of Paraeducator-Academic and
Paraeducator-Academic Readiness hired on or after July 1, 2007, can only
displace (bump) into the new classifications based on seniority (See Appendix

Q).

Unit members assigned to the classification of Paraeducator and employed on
or before June 30, 2007, shall be allowed to displace (bump) based upon
seniority into the new classifications of Paraeducator-Academic and
Paraeducator-Academic Readiness. Incumbents shall retain their original
seniority date. They must be NCLB compliant for positions in DSP (See
Appendix Q).

Prior to a Reduction in Force (RIF) taking place, Human Resource Services
will solicit requested placement area information from all CSEA members.
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For employees who do not submit a requested placement area, displacement
shall take place in the following order:

a. A senior unit member has the right to displace the least senior unit
member at the PAU.

b. Ifno position is available at the PAU, the unit member shall exercise
displacement rights within the quadrant.

c. Ifno position is available at the PAU or quadrant, the unit member shall
exercise displacement rights county-wide.

Employees must be No Child Left Behind (NCLB) compliant to be placed into
positions of Division of Student Programs.

Reduction of Hours

When a condition exists that requires the Office to conduct a reduction of hours of
unit members based on a lack of work or lack of funds, the Office and CSEA shall
negotiate the decision and its effects.

Reduction of hours shall be conducted using the first date of hire seniority within
the class and in the following order of priority:

1. Within the PAU
2. Within the quadrant (four geographic areas used by LACOE)
3. County-wide

Employees who take voluntary demotions or voluntary reductions in assigned
time in lieu of layoff shall be, at the option of the employee, returned to a position
in their former class, or to positions with increased assigned time, without
limitation of time. A valid reinstatement list shall be maintained by the Personnel
Commission ranking unit members on that list in accordance with their proper
seniority.

81



ARTICLE XVII
SHARED DECISION MAKING

Shared Decision Making Central Council

1.

CSEA is to participate in deliberations of the Central Council by appointing
two (2) representatives to attend the business meeting of the council.
Necessary release time and mileage reimbursement shall be provided to unit
member representatives to attend Central Council meetings or other activities
related to the business of this council.

The Central Shared Decision Making Council shall consist of no more than
fourteen (14) members with the majority composed of bargaining unit
members.

Site Level Councils

1.

Site councils shall incorporate representatives from all stakeholder groups
including, but not limited to, members of each bargaining unit, parents,
administrators, community members and when appropriate pupils as
determined by the staff at the PAU. A majority of the council shall be
bargaining unit members. Participation of unit members is on a voluntary
basis.

CSEA unit members participating in the council shall be selected from among
those unit members who volunteer. If no unit members volunteer CSEA shall
be consulted for a possible appointment from the unit members at the PAU.
No other group, individual or entity shall have the authority to make an
appointment for the bargaining unit to the PAU council.

. Unit members shall be given a complete copy of the document that describes

the makeup, scope of authority, method of selecting council members, terms
of service, procedures for resolving disputes, decision making process to be
used and any other information relevant to the procedures, policies and
methodologies used by the council.

Collective Bargaining

Councils shall restrain from making decisions on items pertaining to bargaining
such as those found in the various collective bargaining unit agreements and
determined by state (EERA, Education Code) and federal (FLSA) laws although
not expressly included in the contract.
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IN WITNESS WHEREOF, the Parties have executed and entered into a Successor Agreement
for July 1, 2021 — June 30, 2024.

LOS ANGELES COUNTY OFFICE OF EDUCATION

DATED: Jan 25’ 2024 By. KanikA'White (J#n 25. 2024 16:10 PST)

Kanika White
Chief Human Resources Officer

CALIFORNIA SCHOOL EMPLOYEES ASSOCIATION CHAPTER 624

April Vidrir
DATED: Jan 24,2024 By April Vidrio (Jan 24, 2@4 11:24 PST)

April Vidrio
Labor Relations Representative

nthony Radcli
DATED: Jan 24, 2024 By AnthAony Radcnff(Jz/n 24,%5/11:59722

Anthony Radcliff
CSEA President
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APPENDIX A- SALARY SCHEDULE

Los Angeles County Office of Education

Serving Students = Supporting Communities = Leading Educators

CSEA - 2022-23 PARAEDUCATOR SALARY SCHEDULE R

Job Salary Hours Step
Code Classitication Range| Per Day 1 2 3 4 5
727 |Paraeducator - Special Services 4 1450,50 1573.00 1660,50 1752.50 1850.00
4.5 1676.81 1769.63 1368.06 1971.56 2081.25
5 1863.13 1966.25 2075.63 2190.63 2312.50
5.5 2045,44 2162.88 2283.19 2409.69 1543.75
14 6 223575 2359.50 24580.75 2628.75 2775.00
6.5 2422.06 2556.13 2698.31 284751 3006.25
7 2608.38 2752.75 2905.338 306658 3237.50
7.5 2754.69 2949.33 3113.44 3285.%4 3468.75
8 231,00 3146.00 3321.00 3505.00 3700.00
Houry Fate 17.13 18.08 19.09 20,14 21.26
719 |Parseducator 4 17259.00 1825.00 1926.50 2033.50 2146,00
720 |Parasducator 4.5 1945,13 2053.13 2167.31 2287.69 241425
7M1 |Paraeducator - Academic 5 216125 22B1.25 2408.13 2541 88 2682.50
726 |Paraeducator - Academic Readiness 5.5 2377.38 2509.38 2648.94 279606 295075
708 |Paraeducator - Behavior Management I 23 6 25583.50 2737.50 2889.75 3050.25 3219.00
718 |Parasducator - Restricted 6.5 2B09.63 2965.63 3130.56 3304.44 3487.25
7 3025.75 3133.75 3371.38 3558.63 3755.50
7.5 3241.88 3421.88 3612.19 3812.81 402375
B J458.00 3650.00 3353.00 406700 4292.00
Houry Rate 19.87 20.98 22,14 23.37 24.67
715 |Paresducator - Transciber 3 182500 192650 203350 218600 226550
716 |Parseducator - Sign Language 4.5 205313 2167.31 2287.69 241425 254869
712 |Paraeducator - Sign Language (Restricted) 5 22B81.25 2408.13 2541.38 2682.50 2831.88
5.5 2509.38 2648.54 2796.06 2950.75 3115.06
29 6 2737.50 2BB9.75 3050.25 3219.00 3398.25
6.5 2965.63 3130.56 330444 J487.25 358144
7 3153.75 3371.38 3558.63 3755.50 3564.63
7.5 3421.88 3612.19 331281 402375 424781
8 3650.00 3853.00 467,00 4259200 453100
Houry Rate 20,58 22.14 23.37 24,67 26,04
706 |Parasducator 4 1926.50 2033.50 21456.00 2265.50 2351.00
-- Health Care 4.5 2167.31 2287.69 2414.,25 254859 268988
5 2408.13 2541.88 2682.50 2831.88 25BB.75
5.5 2648.94 273606 2950.75 3115.06 3287.63
33 & 2BE9.75 3050.25 3219.00 33598.25 3586.50
7065 |Parasducator 6.5 3130.56 330444 3437.25 3681.44 IBRE.3B
-- Academic-English Learners (Spanish) 7 3371.38 3558.63 375550 396453 41B4.25
7.5 3612.19 3B12.81 402375 424781 448313
B 3IB53.00 4067.00 4292.00 4531.00 4782.00
Houry Rate 22.14 23.37 24,67 26,04 2748
7085 |Educatonal Eshavioral Techncian T} 3 TIE.00 135000 249000 EmL0 A0
45 514,38 2653.88 280125 295706  3120.75
5 27593.75 2348.75 3112.50 3285.63 3467.50
5.5 3073.13 324363 3423.75 361419 I1814.25
6 3352.50 3538.50 3735.00 334275 4161.00
6.5 3631.B8 3833.38 406,25 4271.31 4507.75
7 3911.25 4128.25 4357.50 459958 4554,50
7.5 41590.63 4423.13 4668.75 4528.44 520125
B 4470.00 4718.00 4930.00 5257.00 S548.00
Hourly Rate 25.69 27.11 28.62 30.21 31.89
724 |Speech Language Pathology Assistant [ 4050,00 4275.00 4512,75 4763.25 5027.25
58 7 4725.00 4987.50 5264.88 5557.13 5BE5.13
a 5400.00 5700.00 6017.00 6351.00 &703.00
Hourdy Fate 3103 376 34,58 36,50 38,52

Mpproved by Superintendent 0650023
Rates effectve Q101723
Page 1ol I
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Los Angeles County Office of Education

Serving Students = Supporting Communities = Leading Educators

CSEA - 2022-23 PARAEDUCATOR SALARY SCHEDULE R

Job Salary Hours Step
Code Classitication Range | PerDay 1 2 3 4 5
711 |Educational - Sign Language Interpreter 4 3008.50 3175.50 3351.50 3538.00 3734.00
4.5 33B4.56 3572.44 3770.44 3980.25 4200.75
5 3760.63 3969.33 4189.38  4422.50 4667.50
5.5 4136.69 4366.31 4608.31 485475 5134.25
66 & 4512.75 4763.25 5027.25 5307.00 5&01.00
6.5 4B88.681 5160.19 5446.19 5745325 G067.75
7 5264.B8 EEE7.13 5865.13  6191.50 6534.50
7.5 SE40.54 £954.06 6284.06 663375 7001.25
B &017.00 6351.00 6703.00 707600 7468.00
Houry Rate 34.58 36.50 38.52 40.67 42.92
7332 |Educational - Sign Language Coordinator 4 3306.50 34590.50 3684.00 35:88.50 4104.50
4.5 3719.81 3926.81 4144.50 4374.55 4617.56
5 4133.13 4363.13 4605.00  4850.63 5130.63
5.5 4546,44 4799.44 5065.50 534559 5643.69
73 & 4958,75 5235.75 5526.00 5832.75 6156.75
6.5 5373.06 S672.06 5986.50 631881 6669.51
7 57B6.38 6108.33 6447.00  6804.58 71B2.B8
7.5 6199.69 E544.69 6307.50  7290.%4 769554
B 6613.00 E981.00 7368.00 77700 B205.00
Houry Rate 38.01 40.12 42,34 44,70 47.18

Bilingual Pay: Oral gr Written - 2.75% of Base Salary; Oval and Written - 5.50% of Base Salary

MONTHLY Longevity Rates-- Service After 10 years 15 years 20 years 25 years 30+ years
Assigned & or More Hours Per Day-10 Month £70.00 £120.00 £170.00 $220.00 $270.00
Assigned & or More Hours Per Day-12 Month £58.33 £100.00 £141.67 $183.33  $225.00
Assigned 5.75 Hours Per Day-10 Manth 67.08 115,00 162.92 210.83 258.75
Assigned 5.75 Hours Per Day-12 Maonth 55.90 95.83 135.77 175.69 215.63
Assigned 5.5 Hours Per Day-10 Month 64,17 110,00 155.83 201.67 247.50
Assigned 5.5 Hours Per Day-12 Month 53.47 9167 129.86 168.05 206.25
Assigned 5.25 Hours Per Day-10 Manth 61.25 105,00 148.75 152,50 236.25
Assigned 5.25 Hours Per Day-12 Maonth 51.04 §7.50 123.96 160.41 196.83
Assigned 5 Hours Per Day-10 Marth 58.33 100.00 141.67 183.33 225.00
Assigned 5 Hours Per Day-12 Month 48.61 83.33 118.06 152.78 187.50

Approved by Superintendent DB
Rates ofective 01701/23
PageXaol 2

85



Los Angeles County Office of Education
Serving Students = Supporting Communities » Leading Educators

CSEA - 2023-24 PARAEDUCATOR SALARY SCHEDULE R

Job Salary | Hours Step
Tode Classmication Fange | Per Day 1 ] 3 ! 5
727 |Paraeducator - Special Services 4 1526.00 1611.00 1700.00 1754.50 1854.00
4.5 1716.75 1812.38 1912.50 2018.81 213075
5 1507.50 2013.75 2125.00 2243.13 2367.50
5.5 2098,25 2215.13 2337.50 2467 .44 260425
14 6 2285.00 2416.50 2550.00 26591.75 2541.00
6.5 2479.75 2617.88 2762.50 2916.06 307775
7 2670.50 2819.25 2975.00 3140.38 3314.50
7.5 2861.25 3020.63 3187.50 336469 3551.25
B 3052.00 3222.00 3400.00 3585.00 37E8.00
Hourly Rate 17,54 18.52 19.54 20,63 21.77
719  |Paraeducator 4 1770.50 1869.00 1972.50 208200 2157.50
720 |Paraeducator 4.5 1991.B1 2102.63 2219.06 234225 247219
721 |Parseducator - Academic L1 2213.13 2336.25 2465.63 2602.50 2746.88
726 |Paraeducator - Academic Readiness 5.5 243444 2569.88 2712.19 2862.75 3021.56
708 |Paraeducator - Behavior Managemsent I 25 6 2655.75 2803.50 2958.75 3123.00 3256.25
718 |Parzeducator - Restricted 6.5 2877.06 3037.13 3205.31 3383.25 3570.94
7 3098.38 3270.75 3451.88 3543.50 545,63
7.5 3319.69 3504.38 3698.44 3903.75 412031
8 354100 3738.00 3945.00 416400 4395.00
Houry Rate 20,35 21.48 22.67 23.53 25.26
715 |Paraeducator - Transciber 4 1865.00 1972.50 2082.00 2157.50 2319.50
716 |Parzeducator - Sign Language 4.5 2102.63 2219.06 2342.25 247219 2609.44
712 |Paraeducator - Sign Language (Restricted) 5 2336.25 2465.63 2602.50 2745688 2859,38
5.5 2565.88 2712.19 2862.75 3021.56 3189.31
29 6 2803.50 2058.75 3123.00 3296.25 3479.25
6.5 3037.13 3205.31 3383.25 3570.54 3769.19
7 3270.75 3451.88 3643.50 3545.63 4059.13
7.5 3504.38 3688.44 3903.75 4120.31 43459.06
B 3738.00 3945.00 416400 435500 4535.00
Houry Rate 21,48 22.67 23.93 25.26 26,66
706 |Paraeducator 4 1972.50 20B82.00 2197.50 2319.50 2448.50
-- Health Care 4.5 2219.06 2342.25 2472.19 2609.44 2754.56
5 2465.63 2602.50 2746.88 2859.38 3060.63
5.k 2712.19 2BE2.75 3021.56 318931 3366.59
33 6 2958.75 3123.00 3296.25 3475.25 367275
7065 |Parasducator 6.5 3205.31 3383.25 3570.94 37659.19 3578.81
-- Academic-English Learners (Spanish) 7 3451.88 3643.50 384563  4059.13 42B4.88
7.5 3I6598,44 3903.75 4120.31 4345.06 4550.%4
B 3545,00 4164.00 4395.00 4563500 4557.00
Hourly Rate 22,67 23.93 25.26 26.66 28.14
7085 |Educational Behavioral Technician 44 4 22588.50 2415.50 2550.00 2651.50 2541.00
45 357456 2717.44 286875 303794 319613
L 2860.63 3019.38 3187.50 3364.38 3551.25
5.5 3146.69 3321.31 3506.25 3700.81 3506.38
6 343275 3623.25 3825.00 4037.25 4261.50
6.5 3718.81 3925.19 4143.,75 4373.69 4616.63
7 400488 4227.13 4452.50 4710.13 457175
7.5 4250,54 4529.06 4781.25 S045.56 5326.88
8 4577.00 4831.00 5100.00 5383.00 56B2.00
Houry Rate 26,30 27.76 29.31 30,54 32.66
734 |Speech Language Pathology Assistant [ 4147.50 4377.75 4620.75 4877.25 5148.00
38 7 4838.75 S107.38 5390.38 5690.13 &006.00
8 5530,00 S837.00 6161.00 6503.00 586400
Hourly Fate 3178 33.55 3541 3737 3545

Approved by Superirtendent 06,3023
Blates fecthve 0700723
Page 1ol 2
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Los Angeles County Office of Education

Serving Students = Supporting Communities » Leading Educators

CSEA - 2023-24 PARAEDUCATOR SALARY SCHEDULE R

Job Salary | Hours Step
Code Classitication Fange | Per Day 1 2 3 4 3
711 |Educational - Sign Language Interpretar 4 3080.50 3251.50 3432.00 3622.50 3524,00
4.5 3465.56 3657.94 3861.00 407531 4302.00
5 3850.63 4064.38 4290.00  4528.13 4780.00
5.5 4235.69 4470.81 4719.00  4580.%4 5258.00
66 b 4620.75 4877.25 5148.00 5433.75 5736.00
6.5 L005.81 5283.69 5577.00 L586.56 6214.00
7 5350.88 LE590.13 6006.00 633938 66592.00
7.5 L775.594 B096.56 6435.00 &792.19 7170.00
] 6161.00 6503.00 6364.00 7245.00 7648.00
Houry Rate 35.41 37.37 39.45 41,64 43,95
733 |Educational - Sign Language Coordinator 4 3386.00 3574.00 377250 358200 420300
4.5 3809.25 4020.75 424406 447575 4728.38
5 4232.50 4467.50 471563  45%77.50 5253.75
5.5 4655.75 4914.25 5187.19 547525 L779.13
73 b L079.00 5361.00 5658.75 5973.00 6304.50
6.5 L502.25 LBO7.75 613031 &470.75 6829.88
7 L925.50 6254.50 6601.88  &968.50 7355.25
7.5 6348.75 6701.25 707344 746525 78B0.63
B &772.00 7148.00 7545.00 7964.00 B406.00
Hourly Rate 38.92 41.08 43.36 45.77 48.31

Bilingual Pay: Oral gr Written - 2.75% of Base Salary; Oral and Written - 5.50% of Base Salary

MONTHLY Longevity Rates-- Service After

Assigned & or More Howrs Per Day-10 Month
Assigned & or More Hours Per Day-12 Month
Assigned 5.75 Hours Per Day-10 Maonth
Assignad 5.75 Hours Per Day-12 Month
Assigned 5.5 Hours Per Day-10 Maonth
Assignad 5.5 Hours Per Day-12 Month
Assignad 5.25 Hours Per Day-10 Month
Assignad 5.25 Hours Per Day-12 Month
Assignad 5 Hours Per Day-10 Month
Assignad 5 Hours Per Day-12 Month

Approed by Superintendent 06/30723
Blates efecthve O7/00L723

Page Zol 2

10 years
£70.00
£58.33
67.08
55.90
64,17
53.47
61.25
51.04
58.33
48.61

87

15 years 20 years

£120.00
£100.00
115.00
95,83
110,00
91.57
105.00
87.50
100.00
8333

£170.00
§141.67
16292
135.77
155.83
129.86
148.75
12396
14157
118.06

25 years 30+ years

$220.00
$183.33
210,63
175.69
201.67
166.05
192,50
160.41
1B3.33
152,78

$270.00
$225.00
258.75
215.63
247.50
206.25
236.25
196.88
225.00
187.50




Appendix B (1) AR 4261.8

Los Angeles COE
Administrative Regulation
Family Care And Medical Leave - SR

AR 4261.8
Personnel

The Office shall not interfere with. restrain. or deny the exercise of any right for family care and medical leave provided to an
eligible employee, as defined below. under the law. In addition, the Office shall not discharge or discriminate against any
employee for opposing any practice made unlawful by. or because of. his/her involvement in any inquiry or proceeding related to
the family care and medical leave. (29 USC 2615: Government Code 12945.2)

(cf. 4030 - Nondiscrimination in Employment)
Definitions

Any word or phrase defined below shall have the same meaning throughout this administrative regulation except where otherwise
specifically defined.

Child means a biological. adopted. or foster child: a stepchild: a legal ward: or a child of a person standing in loco parentis as long
as the child is under 18 years of age or an adult dependent child. (29 USC 2611: Government Code 12945.2)

Eligible employee means an employee who has been employed with the Office for at least 12 months and who has at least 1.250
hours of service with the Office during the previous 12-month period. (29 USC 2611: 29 CFR 825.110; Government Code
12945.2)

Parent means a biological. foster. or adoptive parent: a stepparent: a legal guardian: or another person who stood in loco parentis to
the employee when the employee was a child. Parent does not include a spouse's parents. (29 USC 2611; 29 CFR 825.122;
Government Code 12945.2: 2 CCR 7297.0)

Serious health condition means an illness. injury. impairment. or physical or mental condition that involves either of the following:
(29 USC 2611: 29 CFR 825.113, 825.114, 825.115: Government Code 12945.2)

L Inpatient care in a hospital, hospice, or residential health care facility

2. Continuing treatment or continuing supervision by a health care provider. including one or more of the following:

a. A period of incapacity of more than three consecutive full days

b. Any period of incapacity or treatment for such incapacity due to a chronic serious health condition

c. For purposes of leave under the Family and Medical Leave Act (FMLA), any period of incapacity due to pregnancy or for

prenatal care

d. Any period of incapacity which is permanent or long term due to a condition for which treatment may not be effective
e. Any period of absence to receive multiple treatments. including recovery. by a health care provider

Spouse means a partner in marriage as defined in Family Code 300 or 1 USC 7. In addition. for purposes of rights under the
California Family Rights Act (CFRA). a registered domestic partner shall have the same rights, protections. and benefits as a
spouse and protections provided to a spouse's child shall also apply to a child of a registered domestic partuer. (1 USC 7: 29 CFR
825.122: Family Code 297.5. 300: 2 CCR 7297.0)

Eligibility for Leave

Employees are eligible for unpaid Family and Medical Leave if they meet the following conditions:

L Full-time employees employed for at least one (1) year and who have worked a minimum of 1250 hours during the
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Appendix B (2) AR 4261.8

12-month period immediately preceding the commencement of the leave or the onset of the condition that would qualify the
employee for the FMLA/CFRA leave.

2. Ten-month employees will be deemed to have met the one year requirement if they serve the full year.
3. Employees otherwise eligible as negotiated in the collective bargaining contract(s).

The Office shall grant family care and medical leave to eligible employees for the following reasons: (29 USC 2612: 29 CFR
825.112; Family Code 297.5; Government Code 12945.2)

1. Because of the birth of a child of the employee or placement of a child with the employee in connection with the
employee's adoption or foster care of the child

2. To care for the employee's child. parent. or spouse with a serious health condition

3. Because of the employee's own serious health condition that makes him/her unable to perform one or more essential
functions of his/her position. except that CFRA leave shall not cover an employee's disability on account of pregnancy. childbirth.
or related medical conditions

4. Because of any qualifying exigency arising out of the fact that the employee's spouse. child. or parent is a covered
military member on covered active duty (or has been notified of an impending call or order to covered active duty)

5. To care for a covered servicemember with a serious injury or illness if the employee is the spouse. child. parent. or next of
kin. as defined. of the servicemember

In addition to FMLA leave for disability on account of a pregnancy. childbirth. or related medical conditions pursuant to item #3
above, a female employee disabled by pregnancy. childbirth. or related medical conditions may be entitled to take leave for a
reasonable period of time. not to exceed four months. (Government Code 12945)

Terms of Leave

An eligible employee shall be entitled to a total of 12 work weeks of family care and medical leave during any 12-month period,
except in the case of leave to care for a covered servicemember as provided under "Military Caregiver Leave" below. (29 USC
2612: Government Code 12945.2)

During the period of leave. the Office may require the employee to report his/her status and intention to return to duty.

Leave taken pursuant to the CFRA shall run concurrently with leave taken pursuant to the FMLA, except in the following
circumstances:

1. Leave taken to care for a registered domestic partner or a child of a domestic partner. Such leave shall count as leave
under the CFRA only. (Family Code 297.5)

2. Leave taken for disability on account of pregnancy. childbirth, or related medical conditions. FMLA leave taken for
these purposes shall run concurrently with the California pregnancy disability leave granted pursuant to Government Code 12945,
CFRA leave related to the birth of a child shall not commence until the expiration of the pregnancy disability leave. (Government
Code 12945, 12945.2: 2 CCR 7297.6)

(cf 4161.1/4361.1 - Personal Illness/Injury Leave)
(cf. 4261.1 - Personal Illness/Injury Leave)

Leave taken for the birth or placement of a child must be concluded within the 12-month period beginning on the date of the birth
or placement of the child. Such leave does not need to be taken in one continuous period of time. The basic minimum duration
of the leave for birth or placement of a child shall be two weeks. However, Office shall grant a request for leave of less than two
weeks' duration on any two occasions. (29 USC 2612: 2 CCR 7297.3)

If both parents of a child work for the Office. their family care and medical leave related to the birth or placement of the child shall
be limited to a combined total of 12 weeks. This restriction shall apply whether or not the parents are married, not married. or
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registered domestic partners. (29 USC 2612: Government Code 12945.2)
Use/Substitution of Paid Leave

Except for pregnancy disability leave, during the period of family care and medical leave, the Office shall require the employee to
use his/her accrued vacation leave, other accrued time off, and any other paid or unpaid time off negotiated with the Office. If the
leave is because of the employee's own serious health condition, the employee shall use accrued sick leave pursuant to the
collective bargaining agreement and/or County Superintendent policy. (29 USC 2612; Government Code 12945.2)

(cf 4141/4241 - Collective Bargaining Agreement)
(cf 4161/4261/4361 - Leaves)

Intermittent Leave/Reduced Leave Schedule

Leave related to the serious health condition of the employee or his/her child, parent, or spouse may be taken intermittently or on a
reduced leave schedule when medically necessary, as determined by the health care provider of the person with the serious health
condition. However, the Office may limit leave increments to the shortest period of time that the Office's payroll system uses to
account for absences or use of leave. (29 USC 2612: 2 CCR 7297.3)

If an employee needs intermittent leave or leave on a reduced work schedule that is foreseeable based on planned medical
treatment for the employee or a family member, the Office may require the employee to transfer temporarily to an available
alternative position. This alternative position must have equivalent pay and benefits, the employee must be qualified for the
position, and the position must better accommodate recurring periods of leave than the employee's regular job. Transfer to an
alternative position may include altering an existing job to better accommodate the employee's need for intermittent leave or a
reduced leave schedule. (29 USC 2612: 2 CCR 7297.3)

(cf. 4113.4/4213.4/4313.4 - Temporary Modified/Light-Duty Assignment)
Request for Leave

An employee shall provide at least verbal notice sufficient to make the Office aware that he/she needs family care and medical
leave and the anticipated timing and duration of the

leave. The employee need not expressly assert or mention FMLA/CFRA to satisfy this requirement; however, he/she must state
the reason the leave is needed (e.g., birth of child, medical treatment). If more information is necessary to determine whether the
employee is eligible for family care and medical leave, the County Superintendent or designee shall inquire further and obtain the
necessary details of the leave to be taken. (2 CCR 7297.4)

Based on the information provided by the employee. the County Superintendent or designee shall designate the leave, paid or
unpaid, as FMLA/CFRA qualifying leave and shall give notice of such designation to the employee. (2 CCR 7297.4)

When the need for the leave is foreseeable based on an expected birth, placement for adoption or foster care, or planned medical
treatment for a serious health condition of the employee or a family member. the employee shall provide the Office with at least 30
days advance written notice before the leave. The employee shall consult with the Office and make a reasonable effort to
schedule. subject to the health care provider's approval, any planned medical treatment or supervision so as to minimize disruption
to Office operations. (Government Code 12945.2: 2 CCR 7297.4)

When the 30 days notice is not practicable because of a lack of knowledge of approximately when leave will be required to begin,
a change in circumstances, or a medical emergency. the employee shall provide the Office with written notice as soon as
practicable. (2 CCR 7297.4)

Certification of Health Condition

At the time of the employee's request for leave for his/her own or his/her child's. parent's. or spouse's serious health condition, or
within five business days of the request, the County Superintendent or designee shall request that the employee provide
certification by a health care provider of the need for leave. Upon receiving the Office's request. the employee shall provide the
certification within 15 days, unless either the County Superintendent or designee provides additional time or it is not practicable
under the particular circumstances, despite the employee's diligent, good faith efforts. (29 CFR 825.305; 2 CCR 7297.4)
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The certification shall include the following: (29 USC 2613; Government Code 12945.2; 2 CCR 7297.0)

L The date on which the serious health condition began

2. The probable duration of the condition

3. If the employee is requesting leave to care for a child, parent, or spouse with a serious health condition, both of the
following:

i Statement that the serious health condition warrants the participation of a family member to provide care during a period

of the treatment or supervision of the child, parent, or spouse
b. Estimated amount of time the health care provider believes the employee needs to care for the child. parent. or spouse

i If the emplovee is requesting leave because of his/her own serious health condition. a statement that due to the serious
health condition. he/she is unable to work at all or 1s unable to perform one or more essential functions of his/her job

5. If the emplovee 1s requesting leave for intermattent treatment or 1s requesting leave on a reduced leave schedule for
planned medical treatment, a statement of the medical necessity for the leave, the dates on which treatment 1s expected to be given,
the duration of such treatment. and the expected duration of the leave

The County Superintendent or designee shall not request any genetic information, as defined in 42 USC 2000ff. from any
mplovee or his'her family member except as necessary to comply with a certification requirement for FMLA/CFRA leave
purposes or with the prior written authonization of the employee. Any such genetic information received by the Office shall be
kept confidential in accordance with law. (42 USC 2000{f-1, 2000£f-5)

When an employee has provided sufficient medical certification to enable the Office to determine whether the employee’s leave
request 1s FMLA-eligible, the County Supenntendent or designee shall notify the employvee within five business days whether the
leave 15 FMLA-eligible. The County Superintendent or designee may also retroactively designate leave as FMLA/CFRA as long as
there 1s no individualized harm to the emplovee. (29 CFR 825.301)

[f the County Superintendent or designee doubts the validity of a certification that accompanies a request for leave for the
=mplovee's own serious health condition, he/she may require the emplovee to obtain a second opinion from a Office -approved
health care provider, at Office expense. If the second opinion 1s contrary to the first, the County Supenntendent or designee may
requare the employee to obtain a third medical opmion from a third health care provider approved by both the employee and the
Office, again at the Office expense. The opinion of the third health care provider shall be final and binding. (29 USC 2613;
Government Code 12945 2)

[f additional leave 1s needed when the time estimated by the health care provider expires, the Office may require the emplovee to
provide recertification in the manner specified in items #1-5 above. (29 USC 2613; Government Code 12945 2)

Fitness for Duty Upon Return to Work

Upon expiration of leave taken for his'her own serious health condition. an employee shall present certification from his/her health
care provider that he/she 15 able to resume work.

ef 4112 4/4212 4/4312 4 - Health Examinations)

The certification from the employee's health care provider shall address the employee's ability to perform the essential functions of
his/her job.

Rights to Reinstatement and Mamntenance of Benefits

Upon granting an employee's request for family care and medical leave. the County Superintendent or designee shall guarantee to
reinstate the employee in the same or a comparable position when the leave ends. (29 USC 2614; Government Code 12945.2)

However, the Office may refuse to reinstate an emplovee returning from leave to the same or a comparable position 1f all of the
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following apply: (29 USC 2614; Government Code 12945 2)

1. The emplovee 1s a salaried "key emplovee" who 1s among the highest paid 10 percent of those Office employees who are
emploved within 75 miles of the employee's worksite.

2. The refusal 1s necessary to prevent substantial and grievous economic injury to Office operations.

3. The Office informs the employee of its intent to refuse reinstatement at the time it determines that the refusal is necessary.,

and the employee fails to immediately return to service.

{cf 41173 - Personnel Reduction)
(cf 42173 - Layoff'Rehire)

During the period when an employee 1s on family care and medical leave, he/she shall maintain his'her status with the Office and
the leave shall not constitute a break in service for purposes of longevity. seniority under any collective bargaining agreement. or
any emplovee benefit plan. (29 USC 2614: Government Code 12945.2)

For a period of 12 work weeks, the Office shall continue to provide an eligible employee on family care and medical leave the
group health plan coverage that was in place before he/she took the leave. The employee shall reimburse the Office for prenmums
paid during the famuly care and medical leave if he/she fails to return to Office emplovment after the expiration of the leave and
the failure is for any reason other than the continuation, recurrence, or onset of a serious health condition or other circumstances
beyond his'her control. (29 USC 2614; 29 CFR 825.213; Government Code 129452)

(cf 4154/4254/4354 - Health and Welfare Benefits)

In addition, during the period when an employee 1s on family care and medical leave, he/she shall be entitled to continue to
participate in other employee benefit plans mcluding life insurance, short-term or long-term disability insurance, accident
insurance, pension and retirement plans, and supplemental unemployment benefit plans to the same extent and under the same
conditions as apply to an unpaid leave taken for any other purpose. However, for purposes of pension and retirement plans, the
Office shall not be required to make plan payments for an employee during the leave period and the leave period shall not be
counted for purposes of time accrued under the plan.  (Government Code 12945.2)

Military Family Leave Resulting from Qualifying Exigencies

An eligible employee may take up to 12 work weeks of unpaid leave during the 12-month period established by the Office while a
covered military member is on covered active duty or call to covered active duty status for one or more qualifying exigencies. (29
USC 2612)

Covered military member means an employee's spouse, son, daughter, or parent on covered active duty or call to covered active
duty status. (29 CFR. 825.126)

Covered active duty means duty during the deployment of a member of the regular Armed Forces to a foreign country or duty
during the deployment of a member of the National Guard or Reserves to a foreign country under a call or order to active duty. (29
USC 2611)

Qualifying exigencies include time needed to:

1. Address 1ssues arising from short notice deployment (up to seven calendar days from the date of recept of call or order of
short notice deployment)

2. Attend military events and related activities, such as any official ceremony or family assistance program related to the
active duty or call to active duty status

3. Arrange childcare or attend school activities anising from the active duty or call to actrve duty, such as arranging for
alternative childcare, enrolling or transferring a child to a new school, or attending meetings

4. Make or update financial and legal arrangements to address a covered mulitary member's absence
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5. Attend counseling provided by someone other than a health care provider

6. Spend time (up to five days of leave per mstance) with a covered mulitary member who 1s on short-term temporary rest
and recuperation leave during deployment

7. Attend to certain post-deployment actrvities. such as arrival ceremonies or reintegration briefings
8 Address any other event that the employee and Office agree 1s a qualifying exigency

The employee shall provide the County Superintendent or designee with notice of the need for the qualifying exigency leave as
soon as practicable, regardless of how far in advance such leave 1s foreseeable. (29 CFR 825.302)

An employee who 15 requesting such leave for the first time shall provide the County Supenntendent or designee with a copy of
the covered military member's active duty orders, or other documentation issued by the military, and the dates of the service. In
addition, the emplovee shall provide the County Superintendent or designee with certification of the qualifying exigency
necessitating the leave. The certification shall contain the information specified in 29 CFR 825.309.

The employee's qualifying exigency leave may be taken on an intermittent or reduced leave schedule basis. (29 CFR 825.302)

During the period of qualified exigency leave, the Office’s rule regarding an emplovee's use of his'her accrued vacation leave and
any other accrued paid or unpaid time off, as specified in "Use/Substitution of Paid Leave" above, shall apply.

Military Caregiver Leave

The Office shall grant up to a total of 26 work weeks of leave during a single 12-month period, measured forward from the first
date of leave taken, to an eligible employee to care for a covered servicemember with a serious 1llness or imury.  In order to be
eligible for such

military caregiver leave, an employee must be the spouse, son, daughter, parent. or next of kin of the covered servicemember. This

26-week period 1s not m addition to, but rather 15 inclusive of. the 12 work weeks of leave that may be taken for other FMLA
qualifying reasons. (29 USC 2611, 2612; 29 CFR 825.127)

Covered servicemember may be either:
1. A member of the Armed Forces, including a member of the National Guard or Reserves, who 1s undergoing medical
treatment. recuperation. or therapy; 1s otherwise in outpatient status; or i1s otherwise on the temporary disability retired list for a

serious mjury or illness

2. A veteran who, within the five years preceding his’her undergomg of medical treatment. recuperation, or therapy for a
serious inyury or illness, was a member of the Armed Forces, including the National Guard or Reserves

Son or daughter of a covered servicemember means the biological, adopted. or foster child, stepchild, legal ward, or a child of any
age for whom the covered servicemember stood 1n loco parentis. (29 CFR 825.127)

Parent of a covered servicemember means the covered servicemember's biological, adopted, step or foster parent. or any other
individual who stood 1n loco parentis to the covered servicemember (except "parents m law"). (29 CFR 825.127)

Next of kin means the nearest blood relative to the covered servicemember, or as designated 1n writing by the covered
servicemember. (29 USC 2611, 2612)

Outpatient status means the status of a member of the Armed Forces assigned to a military medical treatment facility as an
outpatient or a unit established for the purpose of providing command and control of members of the Armed Forces recetving
medical care as outpatients. (29 USC 2611; 29 CFR 825.127)

Serious injury or illness means:

1. For a member of the Armed Forces, an injury or illness incurred or aggravated by the member’s service 1n the line of duty
while on active duty in the Armed Forces that may render the member medically unfit to perform the duties of the member's office,
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grade, rank, or rating

2. For a veteran, an injury or illness incurred or aggravated by the member's service in the line of duty on active duty in the
Armed Forces, mcluding the National Guard or Reserves. that manifested itself before or after the member became a veteran

The employee shall provide reasonable and practicable notice of the need for the leave in accordance with the procedures in the
section entitled "Request for Leave" above.

An employee requesting leave to care for a covered servicemember with a serious injury or illness shall provide the County
Supermtendent or designee with certification from an authorized health care provider of the servicemember that contains the
information specified in 29 CFR 825.310.

The leave may be taken intermuttently or on a reduced schedule when medically necessary. An employee taking nulitary caregiver
leave in combination with other leaves pursuant to this administrative regulation shall be entitled to a combined total of 26 work
weeks of leave duning a single 12-month period. When both spouses work for the Office and both wish to take such leave, the
spouses are limited to a maximum combined total of 26 work weeks during a single 12-month period. (29 USC 2612)

During the period of military caregiver leave, the Office's rule regarding an employee's use of his'her accrued vacation leave and
other accrued paid or unpaid time off. as specified m "Use/Substitution of Paid Leave" above, shall apply.

Notifications

The County Supenntendent or designee shall provide the following notifications about state and federal law related to
FMLA/CFRA:

1. General Notice: Information explaming the provisions of the FMLA/CFRA and emplovee rights and obligations shall be
posted 1n a conspicuous place on Office premuses. or electronically. and shall be included 1 employee handbooks. (29 USC
2619: 2 CCR. 7297.9)

The general notice shall also explam an employee's obligation to provide the County Superintendent or designee with at least 30
days notice of the need for the leave, when the need for the leave 15 reasonably foreseeable. (2 CCR 7297.4)

2. Eligibility Notice: When an employee requests leave or when the County Supenntendent or designee acquires
knowledge that an emplovee's leave may be for an FMLA/CFRA qualifying reason, the County Superintendent or designee shall,
within five business days, provide notification to the employee of his/her eligibility to take such leave. (29 CFR 825.300)

3. Rights and Responsibilities Notice: Each time the eligibility notice 1s provided to an employee, the County
Supermtendent or designee shall provide written notification explaining the specific expectations and obligations of the employee,
including any consequences for a failure to meet those obligations.  Such notice shall include, as appropriate: (29 CFR 825.300)

a. A statement that the leave may be designated and counted agamst the employee's annual FMLA/CFRA leave entitlement
and the appropriate 12-month entitlement peniod. if qualifying

b. Any requirements for the emplovee to furnish medical certification of a serious health condition. serious injury or illness.
or qualifying exigency ansing out of active duty or call to active duty status and the consequences of failing to provide the

certification

c. The employee's right to substitute paid leave, whether the Office will require substitution of paid leave, conditions related
to any substitution, and the employee's entitlement to take unpaid leave if the employee does not meet the conditions for paid leave

d. Any requirements for the employee to make any premium pavments to maintain health benefits. the arrangement for
making such payments, and the possible consequences of failure to make payments on a timely basis

e If applicable, the employee's status as a "key emplovee." potential consequence that restoration may be demed following
the FMLA leave, and explanation of the conditions required for such denial

f The employee's right to maintenance of benefits during the leave and restoration to the same or an equivalent job upon
return from leave
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Appendix B (8) AR 4261.8

g The emplovee's potential liability for health insurance premuums paid by the Office during the employee's unpaid FMLA
leave should the emplovee not return to service after the leave

Any time the information provided in the above notice changes, the County Supenntendent or designee shall, within five business
days of his/her receipt of an employee's first notice of need for leave, provide the emplovee with a written notice referencing the
priof notice and describing any changes to the notice. (29 CFR 825.300)

4. Designation Notice: When the County Superintendent or designee has mformation (e g.. sufficient medical certification)
to determine whether the leave qualifies as FMLA/CFRA leave, he/she shall, within five business days, provide written
notification designating the leave as FMLA/CFRA qualifying or, if the leave will not be so designated. the reason for that
determination. (29 CFR 825.300)

If the amount of leave needed 15 known. the notice shall include the number of hours, days. or weeks that will be counted against
the employee's FMLA/CFRA entitlement. If it is not possible to provide that number at the time of the designation notice.
notification shall be provided of the amount of leave counted against the employee's entitlement upon request by the employee and
at least once in every 30-day period if leave was taken in that period. (29 CFR 825.300)

If the Office requires paid leave to be substituted for unpaid family care and medical leave, the notice shall so specify. If the
Office requires an emplovee to present a fitness-for-duty certification that addresses the employee's ability to perform the essential
functions of the job. the notice shall also specify that requirement.

Any time the information provided in the designation notice changes. the County Supenntendent or designee shall, within five
business days. provide the employee with written notice referencing the prior notice and describing any changes to the notice. (29
CFR 825.300)

Records

The County Superintendent or designee shall maintain records pertainng to an individual employee's use of family care and
medical leave in accordance with law. (29 USC 2616; 42 USC 2000ff-1; 29 CFR 825.500; Government Code 12946)

Regulation LOS ANGELES COUNTY OFFICE OF EDUCATION
approved: October 17, 2013 Downey. California
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Appendix C

LACOE Policy on Inclement Weather and Post-Earthquake

The Office will agree to append these procedures provided: (1) such
procedures are not subject to the grievance/arbitration mechanism; and (2)
such procedures are first revised through consultation with all employee

groups.
1.

In September of each school year site administrators shall file updated
site inclement weather and earthquake plans with their regional
director, in accord with division regulations. These plans shall be
reviewed in September of each year with the school staff.

During inclement weather (severe flooding and rain, heavy snowfalls),
forest fires requiring evacuation, rock slides, post earthquake
conditions, and other “acts of God”, employees are expected to remain
at, or report to his/her supervisor. A site plan for such emergencies
(assignment of alternative work sites, etc.) should be formulated,
especially for the selection of alternative work sites that are reasonable
distance from the employee’s home. Additionally, site plans might
include a disaster “designee”, in the event that the site administrator
can not access the site, and/or the telephones are out.

During inclement weather or post earthquake conditions, the principal
is responsible for communicating conditions and making
recommendations regarding school closure, through the regional
director, the division director, to the assistant superintendent, school
operations, who has the authority to declare schools closed.
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Procedures for Selection for Additional Hours

Unit members who are permanent employees will be given first consideration for additional
hours at their worksite. Any hours extending the work day or weekend hours within the scope of
the unit member’s job classification and essential functions of the job description may be posted
and offered on a rotational basis.

Additional hours shall be voluntary for unit members. If a unit member is unable or unwilling to
volunteer, the site administrator may consider other unit members from other worksites for
additional hours.
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APPENDIX E

Los Angeles County
Office of Education

APPLICATION FOR STUDY OR RETRAINING LEAVE

FOR CSEA UNIT MEMBERS
PART 1 — To be Completad by Applicant (Please type or;print using ball point pen. Press ﬂrmly, you are making. 4 coples)

TNAME OF SCROUL SITE OR OFFICE SITE

Purpose of study or retraining leave: (Check appropriate box.) Attach the following items as appropriate:
Ostudy or retraining to meet changing conditions of my . 1. A description of the changing condition(s)
job category necessntatlng this leave

O% quahfy for a teaching position with the County Offlce 2. Your proposed program of study or retraining
3. Your travei plans

PROPOSED DATES OF LEAVE .
FROM (MO/DAY/YR) TO (MO/DAY/YR) NO. OF MONTHS

[COMPENSATION 1S REQUESTED AMOUNT OF COMPENSATIO’N

{0Ono  [ves
Up to one-half (‘A) of regular salary
may be granted.

| understand that if compensation is granted, | must, after the conclusion of the leave, render service to the County
Office for at least twice the period of the leave. | understand a bond may be required in the amount compensated.

lSlBNAﬂJR‘E OF APPLICANT GATE OF APPLICATICN (MONTHIDAYIVEAR} |

Submit ALL copias of this form to Personnel Services upon recommendation from superintendent.
PART Il — APPROVALS

[SIGNATURE OF (MMEDIATE ADMINISTRATOR COMMENTS
& DATE SIGNED
Oves  Ono :
[SIGNATURE OF DIVISION DIRECTOR COMMENTS
IRECOMMENDATION DATE SIGNED
Oves Do
OF NT SUP T GOMMEJTS
Jmﬁow oA SeRED
Oves Owno
. . AMOUNT OF MONTHLY COMPENWIONI
RECOMMENDATION WITHOUT WITH
OF Cloisapprove [l aprrove compensaTion | Jcompensarion |$
SIGNATURE OF SUPERINTENDENT DATE SIGNED
SUPERINTENDENT
FOR PERSONNEL SERVICES USE ONLY ,
[REViEWED 67 DATE REVIEWED AMOUNT GF BOND APPROVED DATES OF LEAVE
$ FROM T0 INO. OF MONTHS
ICOMMENTS

DISTRIBUTION: Original - P ); Canary - Division; Pink iate Supervisor; Goldenrod - Applicant
Form No. 703-200 Rev. 4/88
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Appendix F (1)

Los Angeles County
Office of Education

Leading Educators « Supporting Students
Serving Communities

CSEA Catastrophic Leave Request Form

This section to be filled out by employee:

I . do hereby apply for daw(s) of catastrophic leave as st forth in

Narme of CSEA Unit Member

Article VII of the agreement between CSEA Chapter 624 and the Office.

Please indicate whether leave is requested due to absence caused by:
Your own serious health condition

To care for

Relationship to employes

I submit this application for the following reason(s):

Please attach medical verification {and proof of relationship if leave request is to care for a family member) to
this request.

Signature of Employes Social Sacurity Number Date

Send completed form to Faz Kasri in Human Resource Services (9300 Imperial Highway, ECE 103, Downey, CA 90242) or

fax to (562) 469-4370.
FkEkkkErkkErkkdrkk bk ek dkk Tk Ed kT rRE xR ErFEFkF kR Er Rk EIEE kT EF kR kR E Rk Tk bk TRk FhkFTFEE

This section for Office use only

Approved by CSEA Catastrophic Leave Committee for days of donated leave

Mot approved by CSEA Catastrophic Leave Committee

Chaltparson, C5EA Catastrophic Leave Committee Date
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Appendix G(1)

Los Angeles County Office of Education

Serving Students s Supporting Communities » Leading Educators

2022-23 12-MONTH CLASSIFIED EMPLOYEES'** CALENDAR — Code A
Work Year Begins July 1, 2022 and Ends June 30, 2023

JULY 2022
1
(4 5 6 7 8 20
11 12 13 14 15 Service
18 19 20 21 22 Days
25 26 27 28 29
SEPTEMBER 2022
1 2
[d 6 7 8 9 21
12 13 14 15 16 Service
19 20 21 22 23 Days
26 27 28 29 30
NOVEMBER 2022
1 2 3 4
7 8 9 10 [ 18
14 15 16 17 18 Service
21 22 3 k4 Pg Days
28 29 30
JANUARY 2023
[4 3 4 5 &6
9 10 11 12 13 20
1d 17 18 19 20 Service
23 24 25 26 27 Days
30 31
MARCH 2023
1 2 3
& 7 8 9 10 2
13 14 15 16 17 Service
20 21 22 23 24 Days
| P 28 20 30 31
MAY 2023
1 2 3 4 5
8 9 10 11 12 2
15 16 17 18 19 Service
22 23 24 25 26 Days
| bd 30 3

Service
Days

21
Service
Days

19
Sernvice
Days

19
Service
Days

20
Service
Days

21
Service
Days

AUGUST 2022

1 2 3 4 5
8 9 10 11 12
15 16 17 18 19
22 23 24 25 26
29 30 31
OCTOBER 2022
3 4 5 6 7
10 11 12 13 14
17 18 19 20 21
24 25 26 27 28
31
DECEMBER 2022
1 2
5 6 7 8 9
12 13 14 15 16
19 20 21 22
| [pd 27 28 29
FEBRUARY 2023
1 2 3
6 7 8 9 10
13 14 15 16 17
21 22 23 24
27 28
APRIL 2023
3 4 5 6 7
10 11 12 13 14
17 18 19 20 21
24 25 26 27 28
JUNE 2023
1 2
5 6 7 8 9
12 13 14 15 16
20 21 22 23
26 27 28 29 30

affected staff no later than October 31, 2022.

Calendar Realignment Requests must have Division Director Approval, with notification to

]:' Designated Holidays (15)
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Appendix G(2)

Los Angeles County Office of Education

Serving Students s Supporting Communities = Leading Educators

LEGAL HOLIDAYS PER EDUCATION CODE SECTIONS 37220/45205

Holiday 2022-23 Date Day of Week Date Each Year
Independence Day July 4 Monday July 4
Labor Day September 5 Monday 1st Monday in September
Veteran's Day Movember 11 Friday MNovember 117
Thanksgiving Day Movember 24 Thursday 4th Thursday in Movember
Christmas Day December 26 Monday December 25
MNew Year's Day January 2 Monday January 1
Martin Luther King, Jr. Day January 16 Monday 3rd Monday in January?
President’s Day February 20 Monday 3rd Monday in February
Cesar Chavez's Day March 27 Monday Last Monday in March
Memorial Day May 29 Monday Last Monday in May
Juneteenth Day June 19 Monday June 19

The day of the week on which November 117 falls, If November 11% falls on a Saturday, the school holiday will be the preceding
Friday. If Movember 117 falls on a Sunday, the school holiday will be on the following Maonday.

Fither the third Monday in January, or the Monday or Friday in the wesk in which January 15 occurs,

3Monday or Friday of the week in which February 12 falls.

BOARD HOLIDAYS PER EDUCATION CODE 3720045205

Movember 23, 2022 In lieu of Admission Day
Movember 25, 2022 The day after Thanksgiving Day
December 23, 2022 In lieu of Christmas Eve
December 30, 2022 In lieu of Mew Year's Eve

Workyear: 12-Month SEIU, Confidential, CSEA, or Classified Management Employses — 246 days, plus 15

holidays
(Vacation accrued in accordance with applicable collective bargaining agreement or LACOE Board Regulation).

HUMAN RESQURCE ADVISORY AND SUPPORT SERVICES
04/12/22
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Appendix G (3)

Los Angeles County Office of Education

Serving Students s Supporting Communities » Leading Educators
2023-24 12—MONTH CLASSIFIED EMPLOYEES ** CALENDAR — Code A

Work Year Begins July 3, 2023 and Ends June 28, 2024

JULY 2023

3[4 5 6 7
10 11 12 13 14
17 18 19 20 21
24 25 26 27 28
31

SEPTEMBER 2023

1
[4d 5 6 7 8
11 12 13 14 15
18 19 20 21 22
25 26 27 28 29

NOVEMBER 2023

1 2 3
6 7 8 9
13 14 15 16 17
20 21 3 B3 P4
27 28 29 30
JANUARY 2024

[{ 2 3 4 5

8 9 10 11 12
16 17 18 19
22 23 24 25 26
29 30 31

MARCH 2024

1
4 5 6 7 8
11 12 13 14 15
18 19 20 21 22

| pd 26 27 28 29
MAY 2024
1 2 3

& 7 8 9 10
13 14 15 16 17
20 21 22 23 24

| 7 28 20 30 31

20
Sanvice
Days

20
Sanvice
Days

15
Sanvice
Days

21
Sanvice
Days

20
Service
Days

22
Sanvice
Days

Senvice
Days

Senvice
Days

18
Senvice
Days

20
Senvice
Days

Senvice
Days

19
Senvice
Days

AUGUST 2023

7
14
21
28

1 2 3 4

3 9 10 11
15 16 17 138
22 23 24 25
29 30 31

OCTOBER 2023

16
23
30

3 4 5 6
10 11 12 13
17 18 19 20
24 25 26 27
3

DECEMBER 2023

4
11
18

1
5 & 7 8
12 13 14 15

19 20 21
| b9 26 27 28

FEBRUARY 2024

1 2

5 6 7 8 9
12 13 14 15 16
20 21 22 23
26 27 28 29

APRIL 2024

1 2 3 4 5

8 9 10 11 12
15 16 17 18 19
22 23 24 25 26
29 30

JUNE 2024

3 4 5 & 7
0 11 12 13 14

17

24

18 20 21

25 26 27 28

Calendar Realignment Requests must have Division Director Approval, with notification to
affected staff no later than October 31, 2023.

];l Designated Holidays (15)
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Appendix G (4)

Los Angeles County Office of Education

Serving Students s Supporting Communities = Leading Educators

LEGAL HOLIDAYS PER EDUCATION CODE SECTIONS 37220/45205

Holiday 2023-24 Date Day of Week Date Each Year
Independence Day July 4 Tuesday July 4
Labor Day September 4 Monday 1st Monday in September
Veteran's Day Movember 10 Friday Movember 111
Thanksgiving Day Movember 23 Thursday 4th Thursday in November
Christmas Day December 25 Monday December 25
MNew Year's Day January 1 Monday January 1
Martin Luther King, Ir. Day January 15 Monday 3rd Monday in January®
President's Day February 19 Monday 3rd Monday in February
Cesar Chavez's Day March 25 Monday Last Monday in March
Memaorial Day May 27 Monday Last Monday in May
Junsteenth Day June 19 Wednesday June 19

The day of the week on which November 117 falls, If Movember 117 falls on a Saturday, the school holiday will be the preceding
Friday. If Movember 117 falls on a Sunday, the school holiday will be on the following Monday.

*Fither the third Monday in January, or the Monday or Friday in the wesk in which January 15 occurs.

*Monday or Friday of the week in which February 12 falls.

BOARD HOLIDAYS PER EDUCATION CODE 3720045205

Movember 22, 2023 In liew of Admission Day
Movember 24, 2023 The day after Thanksgiving Day
December 22, 2023 In lizu of Christmas BEve
December 29, 2023 In licu of New Year's Eve

Workyear: 12-Month SEIU, Confidential, CSEA, or Classified Management Employees -— 245 days, plus 15

holidays
(Vacation accrued in accordance with applicable collective bargaining agreement or LACOE Board Regulation).

HUMAN RESOURCE ADVISORY AND SUPPORT SERVICES
09/28/23
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Appendix I (1) BP 4030

Los Angeles COE
Board Policy
Nondiscrimination In Employment - SP/BP

BP 4030
Personnel

The County Superintendent desires to provide a positive work environment where employees and job applicants are
assured of equal access and opportunities and are free from harassment in accordance with law. The County
Superintendent prohibits discrimination against and/or harassment of LACOE employees and job applicants at any
LACOE site or activity because of race, color, ancestry, national origin, ethnic group identification, citizenship and
immigration status, age, religion, marital or parental status, physical or mental disability, sex, sexual orientation,
gender, gender identity or expression, or genetic information; the perception of one or more of such characteristics; or
association with a person or group with one or more of these actual or perceived characteristics. These terms are
defined by state or federal statute.

Every effort shall be made to realize full, equal employment, in practice and results, for all people. No employee or
applicant for employment shall suffer discrimination prohibited under any state or federal law.

Every effort shall be made to realize full, equal employment, in practice and results, for all people. No employee or
applicant for employment shall suffer discrimination prohibited under any state or federal law. To this end, no person,
because of race, color, ancestry, national origin, ethnic group identification, citizenship and immigration status, age,
religion, marital or parental status, physical or mental disability, sex, sexual orientation, gender, gender identity or
expression, or genetic information; the perception of one or more of such characteristics; or association with a person
or group with one or more of these actual or perceived characteristics shall be discriminated against in employment,
promotion, training, transfer, application of policy or regulation, or in any other way be excluded from or denied the
benefits of programs or activities.

(Ct 0-110 Nondiscrimination in LACOE Programs and Activities)
(cf. 4032 - Reasonable Accommodation)

(cf. 4119 11/4219.11/4319.11 - Sexual Harassment)

(cf. 4119.41/4219.41/4319.41 - Employees with Infectious Disease)
(cf. 4154/4254/4354 - Health and Welfare Benefits)

(cf. 5145.7 - Sexual Harassment)

Prohibited discrimination consists of the taking of any adverse employment action against a person, including
termination or denial of promotion, job assignment, or training, or in discriminating against the person in
compensation, terms, conditions, or other privileges of employment based on any of the prohibited categories of
discrimination listed above.

The prohibition against discrimination based on the religious creed of any employee or job applicant includes any
discrimination based on the person's religious dress or grooming practices or any conflict between the person's
religious belief, observance, or practice and an employment requirement. The prohibition against discrimination based
on the sex of an employee or job applicant shall include any discrimination based on the person's pregnancy,
childbirth, breastfeeding, or any related medical conditions. (Government Code 12926, 12940).

Harassment consists of any unwelcome verbal, physical, or visual conduct that 1s based on any of the prohibited
categories of discrimination listed above and that is so severe or pervasive that it adversely affects an mdividual's
employment opportunities, has the purpose or effect of unreasonably interfering with the mdividual's work
performance, or creates an intimidating, hostile, or offensive work environment.

The County Superintendent also prohibits retaliation against any LACOE employee or job applicant who complains,
testifies, assists, or in any way participates in LACOE's complaint procedures instituted pursuant to this policy.

Any LACOE employee who engages in prolubited discrimination, harassment, or retaliation, or who aids, abets,



Appendix I (2) BP 4030

incites, compels, or coerces another to engage or attempt to engage in such behavior in violation of this policy shall be
subject to disciplinary action, up to and including dismissal.

(cf. 4117.4 - Dismissal)
(cf. 4118 - Suspension/Disciplinary Action)
(cf. 4218 - Dismissal/Suspension/Disciplinary Action)

The County Superintendent designates the following position as Coordinator for Nondiscrimination in Employment:
Director, Labor Relations.

Any employee or job applicant who believes that he/she has been or is being discriminated against or harassed in
violation of LACOE policy or regulation should immediately contact his/her supervisor, the Coordinator, or the
County Superintendent who shall advise the employee or applicant about LACOE's procedures for filing, investigating,
and resolving any such complaints.

Complaints regarding employment discrimination or harassment shall immediately be investigated in accordance with
AR 4031 - Complaints Concerning Discrimination in Employment.

(cf. 4031 - Complaints Concerning Discrimination in Employment)

Any supervisory or management employee who observes or has knowledge of an incident of prohibited discrimination
or harassment shall report the incident to his/her supervisor, the Coordinator, or County Superintendent as soon as
practical after the incident. All other employees are encouraged to report such incidents to their supervisor
immediately.

Training and Notifications

LACOE shall provide training to employees about how to recognize harassment and discrimination, how to respond
appropriately, and components of LACOE's policies and regulations regarding discrimination.

The County Superintendent will provide leadership and assistance in building an environment in which opportunity for
employment is equalized. LACOE establishes an inclusive, positive workplace where all cultures and differences are
valued.

(cf. 4131- Staft Development)
(cf. 4231- Staff Development)
(cf. 4331- Staftf Development)

LACOE shall publicize its nondiscrimination policy and the availability of complaint procedures. Such publication
shall be included i each announcement, bulletin, or application form that is used in employee recruitment. (34 CFR
100.6, 106.9)

LACOE's policy shall be posted in all schools and offices including staff lounges and student government meeting

rooms. (5 CCR 4960)

Policy LOS ANGELES COUNTY OFFICE OF EDUCATION
adopted: September 3, 2013 Downey, California
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Appendix K
Los Angeles County Office of Education
Division of Special Education

TO: Site Administrator

FROM: , Paraeducator

SUBJECT: Classroom Coverage

No substitute teacher was available for our classroom

on and pupils were not disbursed according to the PAU
Plan.

What was done with pupils? (please describe)

Signature Date
Response:
Signature Date

c: Regional Director
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Appendix L
Memorandum of Understanding
Agreement Between
California School Employees Association and
Los Angeles County Office of Education

Statement of Intent Regarding “Bus Assignments”

The Los Angeles County Office of Education and California School
Employees Association agree that with respect to Section C of Article VI, the
parties’ intent is to provide flexibility for the assignment of “bus duties” on a
temporary basis. Temporary basis means an assignment of forty-five calendar
days or less.

Further, it is also the parties’ intent, to ensure a consistent practice of
increasing an employee’s regular assigned work hours by the amount of
minutes or hours spent on “bus assignments” when such duties are performed
for a period of more than forty-five (45) calendar days.

The use of more than one paraeducator to perform bus related duties in a
period longer than forty-five (45) calendar days shall not be used in a way
which is detrimental to an employee’s right to receive an increase in his/her
assigned work hours.

In situations arising where an increase in regular assigned hours is to take
place but there is more than one employee eligible; experience, training, and

student needs will be used as criteria to decide the assignment, all things
considered equal, seniority shall prevail.

Dated: December 17, 1997
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Appendix M

Los Angeles County
Office of Education

Leading Educators « Supporting Students
Serving Communities

PARAEDUCATOR ANNUAL NOTIFICATION TO PRINCIPALS ON
POSSIBLE JOB OPENINGS WITHIN THE PAU FOR THE CURRENT
SCHOOL YEAR

Name of Paraeducator School Year

PAU Site

This is to inform you that

o I am interested in openings that may occur this school year if the new
position is:

Primary age class

Elementary age class

Junior high age class

Secondary age class

Transition classroom

Integrated site classroom

Special center classroom

Earlier hours

Later hours

Additional hours

1 on 1 position

Other

0O 0 0O O oo oo o o o o

0 Iam not interested in any paraeducator openings that may occur this
school year.

Signature Date

LACOE is a premier provider of integrated, educational programs and services from birth to adulthood in a
richly diverse and multicultural global environment. -LACOE Vision
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APPENDIX N

Side Letter of Agreement
By and Between _
Los Angeles County Office of Education
and
California School Employees Association, Chapter 624

Staff Development

Both parties agree to provide one (1) six (6) hour session of staff development for all unit
members based on the following conditions:

¢ Voluntary

o Outside the unit member’s work day or calendar year

o Hourly rate

o Stafl development is Office sponsored and meets the requirements for AB 825.

¢ Only unit members meeting the requirement of paracducators as defined in
AB 825 shall qualify for this additional six (6) hours pay for a staff
Development activity outside the work day and calendar year.

The parties agree to meet and discuss only changes that result from additional legislation

such as the addition of additional days.

s Yo, %K%/—*

Norma Kinder Annette L. Anderson

CSEA Chapter #624 President Director Labor Relations, LACOE
:}’/;zo/ar 5/ 5/28

Date Date ~
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APPENDIX O

Side Letter of Agreement
By and Between
Los Angeles County Office of Education
and
California School Employees Association, Chapter 624

CAREER LADDER

The Office and California School Employees Association, Chapter 624, agree to meet
and develop a career ladder for paraeducators. The goal is to create opportunities for

paraeducators to move into teacher level positions.

Slsrn Sl /-

Norma Kinder Annette L. Anderson

CSEA Chapter #624 President Director Labor Relations, LACOE
5laofof s/5/08
Date Date”
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APPENDIX O
CAREER LADDER

The goal of this appendix is to create career ladder opportunities for current bargaining
unit members. The goal includes, but is not limited to teacher level positions.

Within a month of ratification of agreement of this appendix, the parties mutually agree
to form a committee to explore possibilities, including, but not limited to, the following
topics:

1. Educational and career advancements including but not limited to
degrees, certifications, and job classifications that a paraeducator aspires to
achieve.

2. The job experience of bargaining unit members shall be taken into
consideration when applying for promotions and job classifications within
LACOE.

3. The Office shall offer professional development training and tuition
reimbursement for current bargaining unit members who wish to apply for
LACOE central job classifications.

4. Job classifications and years of experience will be considered in lieu of
minimum qualifications when the unit member is currently on an educational,
training and/or certification track to meet the qualifications.

The parties agree to meet to discuss progress on these topics on a quarterly basis and there would

be a minimum of two (2) bargaining unit members in addition to one alternate serving on the
committee.
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Rubric

Paraeducator Evaluation APPENDIX P (1)

Directions:  Assess performance based on the descriptions below. Enter a check W)

corresponding to the description in each category on the Classified Employee
Performance Evaluation form.

5=Excellent 4=Above Average 3=Satisfactory 2=Improvement Needed 1=Unsatisfactory

1. Quantity:

Amount of work

=S NWhH o

Completes amount of assigned work independently to enhance the instructional
program

Completes amount of assigned work to enhance instructional program
Completes amount of assigned work to support instructional program

Unable to complete amount of assigned work without direction

Unable to complete amount of assigned work with direction

Completion of work on schedule

Completes assigned work on schedule independently to enhance the instructional
program '

4 Completes assigned work on schedule to enhance instructional program
3 Completes assigned work on schedule to support instructional program
2 Unable to complete assigned work on schedule without direction
1 Unable to complete assigned work on schedule with direction
2. Quantity:
Accuracy
5

= NWwWah

Completes assigned work independently and accurately to enhance the instructional
program i

Completes assigned work accurately to support instructional program
Completes assigned work

Unable to complete assigned work on schedule without direction
Unable to complete assigned work accurately with direction

Neatness of work product

5

2 NWhH

Work product’s neatness meets the needs of job assignment independently and
accurately

Work product’s neatness meets the needs of job assignment independently
Work product’s neatness meets the needs of job assignment

Unable to produce neat work product within the job assignment with directions
Unable to produce neat work product within the job assignment without directions

Thoroughness

5
4
3
2
1

Assigned work is completed thoroughly independently and accurately
Assigned work is completed thoroughly independently

Assigned work is completed thoroughly

Unable to complete work thoroughly without direction

Unable to complete assigned work thoroughly with direction
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Rubric . APPENDIX P (2)
Paraeducator Evaluation

Oral expression

5
4
3
2

1

Oral and/or sign language expression is relevant to and enhances the instructional
program and easy to understand to multiple audiences

Oral and/or sign language expression is easily understood and relevant to and
enhances the instructional program

Oral and/or sign language expression is easily understood and relevant to the
instructional program

Oral and/or sign language expression is unable to be easily understood not relevant to
instructional program without direction

Oral and/or sign language expression is unable to be easily understood or not relevant
to instructional program with direction

Written expression

5
4
3
2

1

Written expression is relevant to and enhances the instructional program and easy
to understand to multiple audiences

Wiritten expression is easily understood and relevant to and enhances the
instructional program

Written expression is easily understood and relevant to the instructional program
Written expression is unable to be easily understood not relevant to instructional
program without direction

Written expression is unable to be easily understood or not relevant to instructional
program with direction

3. Work Habits:

Observes Working Hours

Observes working hours on a regular and consistently basis independently to support
instructional program

Observes working hours on a regular basis to support instructional program
Observes working hours to support instructional program

Does not observe working hours on a regular basis without direction

Does not observe working hours on a regular basis with direction

Attendance

5
4
3
2
1

Attendance at work is regular and consistent and supports instructional program
Attendance at work on a regular basis and supports instructional program
Attendance at work supports program

Lack of attendance impedes instruction without direction

Lack of attendance impedes instructional program with direction
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Rubric ) APPENDIX P (3)
Paraeducator Evaluation

Observes rules and regulations

5
4
3
2

1

Observes rules and regulations as appropriate to job assignment on a regular

basis independently to enhance instructional program

Observes rules and regulations on a regular basis as appropriate to job assignment to
enhance instructional program

Observes rules and regulations on a regular basis as appropriate to job assignment to
support instructional program

Does not observe rules and regulations as appropriate to job assignment without
direction

Does not observe rules and regulations as appropriate to job assignment with

“direction

Complies with work instruction

5

=NWw

Complies with work instruction accurately and independently to enhance and support
instructional program

Complies with work instructions within job assignment to support and enhance
instructional program

Complies with work instructions within job assignment to support instructional program
Does not comply with work instructions within job assignment without direction

Does not comply with work instructions within job assignment with direction

Orderliness in work

=NWwhHh [$)]

A
5

=N W »

Provides orderliness for a safe and productive environment within job assignment
independently and accurately

Provides orderliness for a safe and productive environment independently

Provides orderliness appropriate to job assignment that support instructional program
Does not provide orderliness without direction

Does not provide orderliness within the job assignment with direction

pplication to duties

Willingly offers and follows useful suggestions to improve working situations and
solving problems within job assignment to enhance instructional program

Willingly participates and follows in improving working situations and solving problems
to enhance instructional program

Willingly participates in improving working situations and solving problems within job
assignment to support instructional program

Unwilling to participate in improving job assignment

Unwilling to comply with useful suggestions to improve working situation and solve
problems within job assignment

Organization

5

= NWwh

Demonstrates organizational skills to support and enhance the instructional program
independently and accurately

Demonstrates organizational skills to support the instructional program
Demonstrates organizational skills and supports the instructional program

Does not demonstrate organizational skills without direction

Does not demonstrate organizational skills within job assignment with direction
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Rubric ENDIX P (4
Paraeducator Evaluation Akl IXE D

4. Personal Relations

Getting along with associates
5 Gets along with associates within the division/area/unit/program to enhance
instructional pregram

4 Gets along with associates within the unit/program to enhance instructional program

3 Gets along with associates within the unit to support the instructional program

2 Does not get along with associates in the unit which impedes instructional program
and/or school climate

1 Does not get along with associates within the division/area/unit/program which impedes

the instructional program

Public Relations

Demonstrates positive public relation skills with whom he/she comes in contact with and
promotes the goals and objectives of the office

Demonstrates positive public relation skills with whom he/she comes in contact to
enhance the instructional program ‘

Demonstrates positive public relation skills and responsibilities within the job location
Demonstrates limited public relation skills with who he/she comes in contact

Does not use public relation skills with whom he/she comes in contact

=N w H 3]

ersonal appearance
Dresses appropriately for the work assignment and environment and adheres to site
standards for safety of students of LACOE and provides a positive image for students
Dresses appropriately for the work assignment and environment and adheres to site
standards for safety of students and self. Provides a positive image for students
Dresses appropriately for the work assignment and environment and adheres to site
standards for safety of students and self
Does not dress appropriately for the work assignment and environment for safety of
student and self without direction

1 Does not dress appropriately for the work assignment and environment for safety of

students and self with direction

N W A OT

Reaction to supervision

Responds and follows supervision affectively and/or behaviorally and participates in
solutions

Responds and follows supervision affectively and/or behaviorally to enhance the
instructional program

Responds and follows supervision affectively and/or behaviorally to support instructional
program

Does not respond affectively and/or behaviorally to supervision without re-direction
Does not respond affectively and/or behaviorally to supervision with re-direction

=N W A O
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Rubric END
Paraeducator Evaluation HET IXE Q)

5. Adaptability

Performance in new situations

5 Adapts, performs, and enhances services in a new situation independently
4 Adapts and performs services independently in new situations

3 Adapts and performs services in a new situation

2 Does not adapt and perform services without direction

1 Does not adapt and perform services with direction

Performance in emergencies

5 Performs services independently and in emergency situations promoting calmness and

safety to others

4  Performs services independently in emergency situations and adheres to emergency

procedures

Performs services in an emergency by adhering to emergency procedures or direction

3
2 Does not perform services without detailed direction in emergency situations
1 Does not perform services in emergency situations

Performs with minimum instruction

5 Performs job related duties independently

4  Performs job related duties

3  Performs job related duties when modified .

2 Does not perform job related duties when modified without instruction
1 Does not perform job related duties when modified
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Appendix Q (1)
Side Letter of Agreement
By and Between
Los Angeles County Office of Education
And
California School Employees Association, Chapter 624

New Paraeducator Classifications
Definitions

Paraeducator Academic Readiness — employed within the Division of Special
Education

Paraeducator, Academic — employed within the Division of Student Programs
(DSP)

This does not apply to:
Paraeducator-Healthcare;
Paraeducator-Interpreter;
Paraeducator-Translator (Hearing Impaired);
Paraeducator-Translator Hearing Impaired (Restricted);
Paraeducator-Restricted;
Paraeducator-Transcriber; and
Paraeducator-Speech Language Pathology Assistant.

New Hire and Incumbent Classification
1. New Paraeducators hired after July 1, 2007, will be employed only
into the new classifications, either Paraeducator-Academic Readiness
or Paraeducator-Academic.
2. The incumbent Paraeducators will remain in their current Paraeducator
classification.

Reductions in Force (RIF)
3. When a RIF occurs:

a. Employees who are hired into the new classifications can only
displace (bump) into the new classifications based on seniority.

b. Incumbents shall be allowed to displace (bump) based upon
seniority, into new classifications. Incumbents shall retain
their original seniority date. They must be No Child Left
Behind (NCLB) compliant for positions in DSP.

Reemployment Rights following a RIF
4. New hires have reemployment rights to new classifications only.
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APPENDIX Q (2)

5. Incumbents have reemployment rights to the new classifications. They
must be NCLB compliant for positions in DSP.

Reinstatement List following Resignation
6. Those who have resigned may request that their names be placed on a
reinstatement list to be certified out for purposes of interview and
rehire:
a. New hires who resign have reinstatement rights for new
classifications
b. Incumbents who resign have reinstatement right for new
classifications. They must be NCLB compliant for positions in
DSP.

Transfers
7. The Incumbent Pareducators shall have the right to transfer into
positions in the new classifications. They must be NCLB compliant
for positions in DSP.

Vacancies in Existing Paraeducator Classifications
8. Existing Vacant Paraeducator positions shall be converted into the new
classifications and the existing paraeducator classification will be
phased out.

Dated: February 8, 2007
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Appendix R
JOINT BENEFITS COMMITTEE

APPENDIX R (1) FINAL

Tentative Agreement
- Between
Los Angeles County Office of Education
and
California School Employees Association
and
Los Angeles County Education Association
and
Service Employees International Union, Local 660

APPENDIX TO AGREEMENT
JOINT BENEFITS COMMITTEE

This Appendix sets forth the procedures.to be followed by the Joint Benefits
Committee referred to in Article IX of the bargaining agreement.

Quorulﬁ. A quorum'shall consist of at least two-thirds (2/3) of the Committee
members, provided that at least one (1) Office member and two (2) Union
members, one each from any two (2) Unions, are present.

Voting. The Committee shall not take any action or make any decisions on
any matter coming before it or presented to it for consideration or exercise any
power or right given or reserved to it or conferred upon it by this Agreement
except upon the vote of each group of the Committee at a meeting of the
Committee duly and regularly called or except by the signed concurrence of
all Committee members without a meeting.

Proxies. A member may designate any other member as a proxy to vote and
take action in the same manner and with the same effect as if the designating
member were present; provided that proxies may not be counted to determine
the presence of a quorum and provided that Office members may not
designate Union members or Union personnel and Union members may not
designate Office members or Office personnel.

Unit Vote. The Office members and the Union members shall act jointly in
the administration of this Agreement, it being the intent of the Agreement that
there by equal representation in the administration of the Agreement. All
actions shall be decided by a unit vote, the Office members being entitled to
one (1) vote, and the Union members being entitled to one (1) vote,
respectively; provided, however, that in order to cast a vote at any particular
meeting, no less than two (2) Office members and two (2) Union members as
the case may be, are present at the 'meeting.
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10.

APPENDIX R (2)

The unit vote of the Union members shall be determined first by attempting to
reach a consensus among Union members present at the meeting, If consensus
is not reached by the Union members, the Union unit vote will be determined
by a majority vote of the Union members present at any meeting.

The unit vote of the Office members shall be determined first by attempting to
reach a consensus among the Office members. If consensus is not reached by
the Office members, the Office unit vote will be determiried by a majority
vote of the Office members present at any meeting

If the vote among either Union members or among Office members to
determine the respective unit vote ends in a tie vote, such tie shall constitute a
vote in opposition to the question for purposes of the subsequent unit vote. A
tie vote between Union members and Office members shall be controlled by
the provisions of this Appendix concerning tie votes and deadlocks.

Location of Meetings. Meetings of the Joint Benefits Committee shall be
beld quarterly or as needed at a place agreed upon by the members.

Action Without a Meeting. Upon any matter that may properly come before
the Committee, the members may act without a meeting, provided such action

has the written concurrence of all the members.

Deadlock. In the event of a deadlock of the Office members and the Union
members on any matter within their power, the dispute may proceed with the
rules governing Impasse pursuant to the Educational Employment Relations
Act (EERA).

Tie Vote as Deadlock. Subject to paragraph 10 below, a deadlock of the
Committee members may occur only upon a tie vote.

Procedural Requirements for Deadlock. A deadlock of the Office members

and the Union members shall not be deemed to have occurred unless and until
a vote has been taken on a matter at each of two (2) meetings of the
Committee, with the second meeting occurring no later than ninety (90)
calendar days after the first meeting, unless the members vote to extend this
time period for up to an additional ninety (90) calendar days. If information
deemed germane to a matter by the Union members or the Office members is
not available within the initial ninety (90) calendar day period, then that
period shall be automatically extended until the information is presented to the
members at a Committee meeting, except that in no event shall the extension
be greater than ninety (90) calendar days.
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deadlock with a joint impasse.

Labor Relations, LAC

Los les C, Education Association
Mark is, President

ice Employees ional Union
Frances Lewis, Field Representative

%J_l&r—
ia School Employees Association

Norma Kinder, President

APPENDIX R (3)

11.  Impasse. If a deadlock occurs pursuant to the provisions above, the parties
may execute a joint declaration of inability to reach agreement or,
alternatively, each union may choose to execute its own declaration of
inability to-reach agreement, and the matter shall thereafier proceed in
accordance with the provisions of the EERA governing impasse procedures.
This provision shall not be construed to force the unions to resolve the
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APPENDIX S
ARTICLE IX COMPENSATION

Appendix S (1)
2011
Tentative Agreement

Between
Los Angeles County Offfiice of Education
msmmﬁmmwm _
-mwﬂnmmum.w?ﬂ

ARTICLE IX
COMPENSATION

'1. The Office shall provide or make available to each unit member medical and

a The bencfits plain established pursuant to the collective bargaining
agreement shall be for the purpose of providing for the Illﬂdiﬁl-dﬂjml»
partners as defined in Article II Definitions and retirees and their
dependents.

The Associations and Union have formed a Joint Benefits Committee,
mmpﬁmdufﬁmuﬁ}manbmfmmmhhmininsl@hm
management (to be determined by each group), to negotiste with the
oﬁmmmaﬁmmﬁmm, i
The LACOE Employee Health and Welfare Account balance, benefit
procedures, The procedures to be followed régarding voting, tie vote, and
deadlock are set forth in the “Joint Benefits Committee Appendix™
attached to this Agreement, which is incorporated herein by reference.
By way of a Memorandum of Understanditig (MOU), the paties agreed
to, and did create “The LACOE Employee Health and Welfare Account.
* A copy of the MOU is attached to this Agreement, which is incorporated
herein by tef 1 . _
b. 'MM@EWMWW&&EM(M&:”IM
Surplus Fund Balsnce™ - :

i. The parties agree to designate The LACOE Employee Health and
Welfare Account funds and interest ( hereinafter “Health & Welfare
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Appendix S (2)

Account™) in excess of the actuarially appropriate resources for run-
out costs as restricted funds to be used for medical, dental, vision and
life: for active employees and dependents, and medical, dental, and
vision for retirees and spouse or domestic partner.

ji. The parfies agree to allot $2 million dollars to be designated for retiree

benefits which shall cover the contribution to California Public

* Retirement System (hereinafter “PERS™) only referenced
in f2.£(3.), with the excess Health & Welfare Account funds to be
negotiated to what is in the best interest of the active employees
including but not be limited to retivee benefits, Effective January 1,

- 2007, the $2 million dollars allotted for retiree benefits shall be used
for retirees who are not eligible or no longer eligible for Years of
Service Benefits, and shall be billed to the Joint Benefits Committee
quarterly. :

. Starting with the quarter of October 1, 2007, through December 31,
2007, the Officé will provide the Joint Benefits Commitiee with an
accounting and invoice that shows the Office and employee health and
welfare contributions, and the payments to the health care vendors,
quarter. For calendar year January 1, 2011, through December 31,
2011, the Health & Welfare Account funds shall be used to cover rate
increases in the 2011 insurance premiums for the medical, HMO
plan and the vision plan for unit members, dependents, and domestic

partners as defined in Article II, Definitions, excluding the PERS 2011

rate increase for retirees and their spouses or domestic partners (i.e.,

T2.£.i) whose rate increases shall be peid from the “$2 million dollar

fund™ allotted for retiree benafits.

iv. The Joint Benefits Committee shall monitor the Health & Welfare
Account balance to ensure that finds are only used for health and
welfiare benefits anil will be provided with an itemized written _
staternent by the Office or the financial institotion in which the Heslth
& Welfare Account is held as frequently as the financial institution
distributes such staternent. .

2. Effective with this Agreement, the Office will make the following annual
contributions to health and welfare benefits for unit members: -

a. Beginning January 1, 2011, the Office will contribute $108.00 per month
twelfihly $1,296.00 per calendar year) to eligible unit members for
approved PERS Health plan options. This amount shall be the Office”s
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Appendix 5 (3)

b. Bffective January 1, 2011, the Office shall annually provide a
Supplemental Benefit for eligible unit members to be used for additional
benefit coverage. The Office will provide the following annual

Benefit (paid tenthly) towards the premiums for eligible unit
members’ medical, dental, vision, and life insurance coverage: $7,934.00.
Unit members shall be responsible for any portion of thie premium in
excess of the Office’s contribution, which shall be paid by monathly payroll
dﬂllﬁhﬂﬂ.

¢. [fthe amount of the Office’s contribution that is required by state or
" . federal law is increased, the amount of the Supplemental Benefit to be

paidhy‘ﬂmﬂﬁmstnl!hemdumﬂ.hnlikeamntmﬂmm

negotiated by the parties. _ '

d. The Supplemental Benefit under Section 2 above is contingent upon the
unit members® participation in the Office’s benefits programs.

e. The parties agree that the total annual Office contribution for medical
ﬁ@mhmmzmmmmmwhmnfﬂl:m
Offfice contribution and Supplemental Benefit in Sections 1 and 2 above,
Mhepﬂdhﬁemﬁmﬂummﬂﬂymmﬁmm
paid by the retiree through the California State Teachers’ Retirement
System (hereinafter “STRS”)/PERS payroll system deduction.

f Rffective July 2010, the parties agree to reimburse the Office for PERS
administrative fee, which is calculsted on the total retired health premiums
mmmmmmm@ml, Payment
hereunder will be borne fifty percent (50%) from the Office and fifty
pmam[smﬁ}ﬁmnﬂwmmdﬂimmdﬂmﬂnimwﬁlmﬁﬁmnﬂm
$2 million allotted (§1 b ii shove) is exhausted. Thereafier, the Office will
bear all the costs. . - .

o Payments to the Office hereinsbove shall be made on & quarterly basis °
from the $2 million allotted (Jenuary 1, 2007) for retiree benefits under
Atticle IX, 1, b, i, herein.

h. RﬂﬁmeFrmgaBmeﬁts—UnaqunlﬂumﬂlnhmMm

i. Unit menibers who retire from active service under the STRS/PERS
shall be entitled to receive the basic Office retiree medical contribution
of $21.60 per month twelfthly ($259.20 annually), or as adjusted by
law, toward the purchase of a PERS medical benefit so long as the
Office continues to participate in the PERS retirement plan, pursuant
mwmmnsm&mm&m .
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ii.

* Appendix S {(4)

Office’s participation in the PERS medical insurance plan or its
mmam,ﬁaﬂfﬂunhnﬂmemﬁnmnbﬁpﬁmﬁmmmnf
to continue, at his/her own expense, in the subsequent medical .
insurance plan. Termination of the Office’s participation in the PERS
medical insurance plan or its successor shall not affect the ability of
eligible retirecs to elect to participate in the fetiree Years of Service
Benefit Program as set forth below.

In addition, the Office shall annually provide a Years of Service
Benefit for eligible retirees based upon years of service. The Benefit
raay be used for additional benefits coverage. The maximum period of
coverage for the Years of Service Benefit shall be for five (5) years.

-Coverage shall terminate at the end of five (5) years or when the

retiree attains age sixty-five (65) or when the retiree becomes eligible

Amount of Years of Service Benefit:

« Retirees, ages 55 to 65 with ten (10) years of service with the
Office—$2,744.80 : .

o Retirees, ages 55 to 65 with twenty (20) years of service with the
Office—85,740.80 :

For individuals who retire after the dates specified in the collective
bergeining agreements or LACOR Baard Regulations, the amount of
$3,004.00 for ten years of service or $6,000.00 for 20 years of service,
may be paid directly to a certified medical insurer, other than PERS,
selected by the retiree, If the medical insurance premium is less than
the eligible amouint, the Office will pay no more than the total cost of

If the amount of the Office contribution that is required by state or
federal law is increased, the amount of the Years of Service Benefit to
be paid by the Office shall be reduced in a like amount, unless
otherwise negotiated by the parties.

i, Ttis agreed that all of the above provisions are subject to the approval of
the PERS, which will review these provisions to deterniine if they are in
compliance with the law in regard to the PERS health plans. .

i. Inthe event the legality of the above provisions or similar provisions
existing in other county offices or school districts are challenged or are
found to be invalid by a court of law, the Associations/Union and the
Office agree to reopen negotiations on health benefits.
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Appendix S (5)

k mmmm&mp]mﬂulﬂmnﬁtdemufSﬂﬁueBmﬁBanmnm
stated in B.2 will continue until the parties agree to different amounts.

. The parties agree that they will begin negotiations on a successor benefits
agreement on or before November 15 of each fiscal year.

s. Bmﬁhmﬁonmmnsﬂdlmﬁ(w:dofﬂmmmﬁawﬁnt}

Bummhmubmmmwvdmmdmafubma
ﬁqmﬂimnhﬁenmdimlhmequﬁtmfmm(l)mlmdu
rmifthnbugaiuﬁnguﬁt_mb&rdmbmmﬂwoﬁwﬁtﬂwﬂlmd
coverage in aﬁnﬁymmﬂupiﬂnguﬁtnmhmmmnppmwdleﬂm

for the period of the unapproved leave of absence.
6. MWBM for Long-Temn Iiness

In instances of serious long-term illness, the Office shall provide an extension
of medical insurance for the duration of the serious long-term illness, not to
mdnm(l}mlmduymmmedlmafﬂhmnﬁmofaﬂsicklumm.
mmmmmmmmmmﬁmmm.m

- extension of medical benefits shall be aveilable only if the employee is not
m&m*mmm«mmﬂm
memmbhmthﬂurhiphwmﬁwdyuﬂwﬂbyﬂwmplom

7. Nnﬁﬁngwiﬁhﬂnwﬁimofﬁlmmmﬂprwhﬂcthnmﬂwﬁw

- Fareds [eegt— 3/
Lo Angeles County Office of Education Date
Fernando Acosta, Coordinator, Labor Relations

izﬂ.ﬂ.&g M, : '3/1-2.2:5 .
Norma Kinder, President
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APPENDIX T
2011 MOU JOINT BENEFITS BANK ACCOUNT

APPENDIX T (1)
(FIRST) AMENDMENT

TO
MEMORANDUM OF UNDERSTANDING
FOR CREATION AND MANAGEMENT OF A
JOINT BENEFITS BANK ACCOUNT!

The Los Angeles County Office of Education (“LACOE"), the California School
“Emmployees Association, Chapter 624 T“CSEA™), the L Angeles County Education
Association (“LACEA™), and the Service Employees International Union, Local 99
(“SEIU™) (collectively referred to as the “Parties™) hereby enter into this Memorandum of
Understanding (“MOU") on this 14" day of April, 2008, as amended on July 20, 2011,
for the following purposes and with reference to the following facts:

WHEREAS, the Parties created the Los Angeles County Schools Joint Benefits
Trust (“the Trust™) for the purpose of receiving and managing employer and employee
contributions for health and welfare benefits , subject to bargaining between LACOE and
the Unions; and

WHEREAS, the Parties agreed, effective January -1, 2007, to change from the
Trust health plan to LACOE, for the purpose of providing for employee health and
welfare benefits; and

WHEREAS, the Parties have determined that because of the change from the
Trust health plan to LACOE, the purpose for the Trust no longer exists; and

WHEREAS, the Parties wish to dissolve the Trust while maintaining the monies
held by the Trust in a separate designated account, to be expended only for health and
welfare benefits as agreed upon by the Parties through collective bargaining negotiations.

NOW, THEREFORE, :tlshmtryagrmdby and between LACOE, CSEA,
LACEA, and SEIU as follows:

1. On or before July 1, 2008, LACOE shall open an interest bearing bank
account, designated by LACOE to be a depository solely for the monies formally held by
the Trust and to include and not be limited to related interest and/or dividend earnings for
employee health and welfare benefits (hereinafter referred to “The LACOE Employee
Health and Welfare Account™). Withdrawal, expenditures, renewals of certificate of
depwﬂ,mtansfernfmomesﬁmthﬂLACDEEmphweHﬁhhmﬂWﬂlﬁmﬁmmt
shall be in accordance with paragraph 6 below.

'mmﬁmmﬁnmbmww:mﬁrmmmhmufmeummwmdwmg
1), incleding but not necessarily limited to ] 1 and 6 relating to account transactions that require
appmal and 19714, 5, 6, and 7 relating Article DX, Compensation which is amended on a yearly basis.
.ﬂunmdmnn:hmmdmnmuﬂ‘mwmud:ﬁrwnrﬂumhmnwmufﬂuuﬂUorﬂmr

m'lplmmnnunnﬂmmf.
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2. Expeummnmredbyth:Tmstmuttome?ﬂ 2008, suchasexpenm
fmuﬂmdemnmﬂmmg,shallbepmﬂbythnhustbefumestﬁmdsmmmfmedm
The LACOE Employee Health and Welfare Account. Expenses incurred by the Trust on
or after June 30, 2008, if any, shall be paid from the LACOE Employee Health and
Welfare Account, in accordance with paragraph 6 below.

3. Thamnmesh:ldb}rtthmstshaﬂh:trﬂnsfmredtuTth&C(}E
"EElplnyeaHéa]'ﬂi @nd Welfare Account on or béfore Jufié 30, 2008. ’

: 4, The Joint Benefits Committee shall continue to operate under the same
terms and conditions as provided in the Article IX Compensation Agreement between
LACOE and the Unions executed on December 14, 2007 by LACOE, LACEA, and SEIU
and on January 15, 2008 by CSEA, a copy of which is attached hereto, and as amended
from time to time which is incorporated herein by reference.

5. LACOE shall comply with the Article [X Compensation Agreement
between LACOE and the Unions executed on December 14, 2007 by LACOE, LACEA,
and SEIU and on January 15, 2008 by CSEA, a copy of which is attached hereto, and as
amended from time to time which is incorporated herein by reference.

6. Withdrawals, expenditures, renewals of certificate of deposit, or transfers
of monies from The LACOE Employee Health and Welfare Account shall be made only
as approved by the Joint Benefits Committee and in accordance with the Article IX
Compensation Agreement between LACOE and the Unions executed on December 14,
2007 by LACOE, LACEA, and SEIU and on January 15, 2008 by CSEA, a copy of which
is attacked hereto, and as amended from time to time which is incorporated herein by
reference. The Assistant Superintendent of Business Services (or if he/she is unavailable,
the Assistant Superintendent of Human Resource Services) and a LACOE employee of
the member groups shall have signature responsibilities for the account. The member
group shall be selected annually, effective July 1, 2008, in alphabetical order and in the
following order of rotation: CSEA 2011-12; LACEA 2012-13; and SEIU 2013- 14. It is
thempumhhtyafmhmembargmuptuputsumnefnrwardmmmttheobhgauuu

for the group’s year, including a primary and secondary person.

7. This MOU shall not be construed as adding to or altering the terms of the
Article [X Compensation Agreement between LACOE and the Unions executed on
December 14, 2007 by LACOE, LACEA, and SEIU and on January 15, 2008 by CSEA, a
copy of which is attached hereto, except as specifically provided herein, and as amended
from time to time which is incorporated herein by reference. _

8. If for any reason any paragraph or provision of the MOU, or the
application thereof, to any person, entity, or circumstance shall be held to be invalid,
unenforceable, or contrary to any law, then the remainder of the MOU, or the application
of such paragraph or provision to persons, entities, or circumstances other than those to
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which it has been held invalid or unenforceable shall not be affected thereby and each
paragraph and provision shall be valid and enforced to the fullest extent permitted by law.

The MOU constitutes the entire agreement between the Parties and in executing the
MOU, each party hereto does so freely, knowingly, and voluntarily and is fully aware of
the contents and effects thereof, and such execution is not the result of any fraud, duress,
mistake, or undue influence whatsoever.

IN WITNESS WHEREQOF, the Parties have executed and entered into the MOU
as of the date first written above.

LOS ANGELES COUNTY CE OF EDUCATION

DATED: Q ' By: /5\} l -
N %ﬁl %gﬂn—ﬁ Jr,
(Print )
CALIFORNIA SCHOOL EMPLOYEES ASSOCIATION,
HAPTER-624 '
" DATED: 0/ " A

LOS ANGELES COUNTY EDUCATION ASSOCIATION

DATED: ?ZQQ ,En \ By: "!l‘f.]'k o\t Q~M&_

Michaela Q'neill
(Print Name)

SERVICE EMPLOYEES INTERNATIONAL UNION,
LOCAL 99 '

DATED: 7 B 2142402
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APPENDIX U
2015, 2016, and 2017 JBC TENTATIVE AGREEMENT

JOINT HEALTH AND WELFARE BENEFITS NEGOTIATIONS
TENTATIVE AGREEMENT
Among and between the

CALIFORNIA SCHOOL EMPLOYEES ASSOCATION, CHAPTER 624 '
LOS ANGELES COUNTY EDUCATION ASSOCIATION !
SERVICE EMPLOYEES INTERNATIONAL UNION, LOCAL 99
and the
LOS ANGELES COUNTY OFFICE OF EDUCATION

10/2/2015

LACOE will provide reimbursement for employee premium contributions made on October 5,
November 5, and December 5, 2015 to active unit members and employees. CSEA, LACEA,
LACOE, and SEIU will contribute the remaining funds from the active employees Joint Benefits
Account Fund as part of this reimbursement. This reimbursement shall be distributed to all
active unit members and employees who made those contributions by February 28, 2016.

LACOE will assume one hundred percent (100%) of the one-time cost for Health and Welfare
increases for active unit members and employees effective January 1, 2016 through December
31, 2016.

LACOE will assume one hundred percent (100%) of the run-out/unreimbursed costs of unit
member and employee health and welfare benefits for the health and welfare benefit calendar
year ending December 31, 2015.

Active unit members and employees shall have the opportunity to opt out of LACOE’s medical
plans if the unit member can provide evidence of other health coverage effective January 1,
2016 through December 31, 2016. Active unit members and employees who opt out of medical
plans shall receive an annual amount of $2,000 to be paid in ten equal payments of $200.00
during plan year. At least 57 active unit members or employees shall participate in the opting
out plan to activate plan payments. If there are not enough active unit members or employees
enrolled in the opting out plan to activate opt out plan payments, unit members and employees
participating in the plan may reinstate LACOE health coverage.



IN WITNESS WHEREQF, the Parties have executed and entered into this agreement as of

the date first written above.
CALIFORNIA S/GH.%O’Z EMPLOYEES ASSOCIATION,

' CHAPTER 6 )
DATED: /Y K[ ¢5 By: 74 J/w—’/ a_/é?é\ .

//ff/c #de [ /44 Alére_c;@m/

(Print Name)

i CALIFORNIA SC L EMPLOYEES ASSOCIATION,
If,;,/;i/j CHAPTER 624 )
DATED: By: IVt . .

P N v J
tunice Girasbin

(Print Name) J
LOS éNfG)ElE UCATION ASSOCIATION
DATED: By: ﬁ,z—’-—gb ) P
S rian C_,/Lf sha e
(Print Name)

LOS ANGELES C(ﬁ]j}‘ EKEJXCATI N ASSOCIATION
DATED: ]0 \7/"5 By: /Z"// N
donh B. Ihnap

(Print Name)

SERVICE EMPLOYEES INTERNATIONAL UNION,
LOCAL 99

DATED: i_DL&E BM AL Mféf

m{ CipAet.

(Print Name)

SERVICE EMPLOYEES INTERNATIONAL UNION,

R Y S

[IPAR -EETATIAD CAPY I

(Print Name)

LOS ANGELESC@ﬁFICE OF EDUCATION
DATED:[DZ‘:LZ/S By:rmi\i

JDarren Mﬁvﬁbv{“)ﬂt

(Print Name)

DATED
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JOINT HEALTH AND WELFARE BENEFITS NEGOTIATIONS
. TENTATIVE AGREEMENT
Between and Among the

CALIFORNIA SCHOOL EMPLOYEES ASSOCIATION, and Its CHAPTER 624
LOS ANGELES COUNTY EDUCATION ASSOCIATION
SERVICE EMPLOYEES INTERNATIONAL UNION, LOCAL 99
_ and the
LOS ANGELES COUNTY OFFICE OF EDUCATION

August 22, 2016

The Office will assume one hundred percent (100%) of the one-time cost for Health and Welfare
increases for active unit members and employees effective January 1, 2017 through December
31, 2017. See attached rate sl?eet.

No later than June 1, 2017, thé Office will meet with representatives of the bargaining units to
negotiate an increase to existing caps, to be effective no later than January 1, 2018.

Active unit members and employees shall have the opportunity to opt-out of LACOE’s medical
plans if the unit member or employee can provide evidence of other health coverage effective
January 1, 2017 through December 31, 2017. Active unit members and employees who opt-out
of medical plans shall receive an annual amount of two-thousand dollars ($2000.00), to be paid
in ten (10) equal payments of two-hundred dollars ($200.00) during the plan year. At least fifty-
seven (57) active unit members or employees shall participate in the opt-out plan to activate
plan payments. If there are not enough active unit members or employees enrolled in the opt-
out plan to activate plan payments, unit members and employees participating in the plan may
reinstate LACOE health coverage.
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IM WITNESS WHEREOF, the Parties have executed and entered into this agreement as of the date first
written above.

CALIFORNIA SCHOOL Eumm?mmnun, and mm 624
TED: E! zilf e BY:
EUM Lois Graba, G\’!qsb'\

{Print Name)

? ASSOCIATION, and Its CHAPTER 624
e )6 e |

fﬂﬂ.::fm/ ﬂ,@éﬂw [R@

(Print Name]) '

' mmmmummn
. DATED: §.22-/¢ BY: j’

Rrian Checstian

{Print Name)

CE EMPLOYEES INTERNATIONAL UNION, LOCAL 99
mrfm_ﬁ,’ldi,mm w

{Primt Name) 7

SERVICE EMPLOYEES INTERMA NION, LOCAL 99
DATED: Ez'zgizaga B V_‘M—

_tesls  HBFR B ERGEL

{Print Mame]

LOS ANGELES COUNTY OFACE OF EDUCATION

DATED: B— 21 =2al, BY:

N N

{Print Nama)

5
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JOINT BENEFITS COMMITTEE NEGOTIATIONS
TENTATIVE AGREEMENT
Between and Among the

CALIFORNIA SCHOOL EMPLOYEES ASSOCIATION, and its CHAPTER 624
LOS ANGELES COUNTY EDUCATION ASSOCIATION
SERVICE EMPLOYEES INTERNATIONAL UNION LOCAL 99
and the
LOS ANGELES COUNTY OFFICE OF EDUCATION

September 20, 2017

The parties of the Joint Benefits Committee agree that the proposal herein covers a two-year
period from January 1, 2018 through December 31, 2019.

Effective January 1, 2019, and thereafter the Office, active bargaining unit members, and
employees agree to a new cost-sharing model on the increased cost of health and welfare
benefits.

The Office will assume one hundred percent (100%) of the increased cost of health and welfare
benefits for active bargaining unit members and employees effective January 1, 2018 through
December 31, 2018. There will be no increased contribution for active bargaining unit members
and employees for the period from January 1, 2018 through December 31, 2018. See attached
rate sheet, which is incorporated herein by reference.

Effective January 1, 2019, the Office will contribute eighty-eight and one-half percent {88.5%) of
the total premium costs for all health and welfare benefits. The total contribution for active
bargaining unit members and employees will equate to eleven and one-half percent (11.5%) of
the total cost of health and welfare benefits. The Joint Benefits Committee determined the
percentage of contribution per tier (employee, employee + 1, family) to establish the maximum
employee contribution for 2019 (see attached rate sheet). In the event that health and welfare
costs exceed the agreed upon rate sheet, the Office will assume the additional cost. If the actual
rates are less than proposed, the employee contribution will be adjusted to reflect the lesser
rate based upon the agreed percentage of contribution in 2019.

Active bargaining unit members and employees shall have the opportunity to opt out of LACOE’s
medical plans if an active bargaining unit member or employee can provide evidence of other
health coverage effective January 1, 2018 through December 31, 2018, and then again for the
- time period of January 1, 2019 through December 31, 2019. Active bargaining unit members
and employees who opt out of medical plans shall receive an annual amount of two thousand
dollars ($2,000.00), to be paid in ten (10) equal payments of two hundred dollars ($200.00)
during the plan year.
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IN WITNESS WHEREOF, the Parties have executed and entered into the following Tentative
Agreement as of 09/20/2017.

CALIFORNIA SCHOOL EMPLOYEES ASSOCIATION, :;nd its CHAPTER 624

DATED: _7/4¢ / /7 By, T/ SOl

"
Sl A / / /?f*/,/g’ 2So \/

(Print Name)

CALIFORNIA SCHOOL EMPLOYEES ASSOCIATION, and its CHAPTER 624

patep: 1/20 1] By: Uhuapith Romo

-

F i | ZaA b € | 1.' \ K omero

(Print Name)

LOS ANGELES COUNTY EDUCATION ASSOCIATION
C A
(f /2 'C‘//:“ 7 . W /\\

DATED: By: - N

7\) V) V/E

{ (P[{illt Name)

LOS ANGELES COUNTY EDUCATION ASSOC&%@N

DATED: J-+0 ~ /7 B p@( /LA( Lot

rél-“l(ru.ﬁ%/‘lf%/ﬂ M

SERVICE EMPLOYEES INTERNATIOAL UNION, LOCAL 99

(& 2 N & e
DATED: /' 2O il 7 By: A(_l/th,(ﬂ,_/ (-Cﬂ,[_/;_.n,g - [*/)'wj(j\‘
i

D(_{ mrte ¢ Rty L r 7L/L

(Print N/ﬂme)

SERVICE EMPLOYEES INTERN;TTIOAL UNION, LOCAL 99
oy

-
I ‘__,_.....,.,,,.,w'
s il B
DATED: _’ VEY, . ‘._/
. ’ =
Nerncdon 10. SpaaHa
(Print Name)

LOS ANGELES COUNTY OFFICE OF EDUCATION

DATED: [ -22~/7 Bys ;@\

Durren | MEDAL

(Print Name)
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APPENDIX V- Return To Work MOU (1)

AMemorandum of Understanding
Between
Los Angeles County Office of Educarion (LACOE)
And the
California Schools Emplovees Association and its LACOE Paraeducators 624 (CSEA)
September 2, 2020

This Memorandum of Understanding (“MOU™) is entered into by and between the LOS
ANGELES COUNTY OFFICE OF EDUCATION ("Office") and the California Schools
Employees Association and its LACOE Paraeducators 624 (“CSEA™). The Office

and CSEA are hereinafter collectively referred to as “the Parties ™ The Parties have entered
mto this MOU to memorialize the agreements reached regarding the response to the coronavirs
{(COVID-19) pandemic and the provision of educational services during the 2020-2021 school
vear. Upon full execution this MOU shall remain in effect until such time that state and local
public health departments deem it safe to refurmn to school operations without mitigation
protocols to reduce impacts of COVID-19, but in no event later than June 30, 2021.

The purpose of this MOTJ is to ensure the maintenance of reasonably safe facilities and operations,
for the benefit of the students and communities served by the Office and its teachers and staff. The
Parties recognize the importance of prmudent measures to reasonably limit emplovees, students,
their families, or other people using facilities from being exposed to or infected with COVID-
1%. Reasonable care should be exercised to identify potential exposure and limit the spread of the
disease.

Therefore, the Parties agree as follows:

1. LACOE shall adhere to the gmidance issued by the Los Angeles County Department of
Public Health (LACDPH). the California Department of Education (CDE), and the California
Department of Public Health (CDPH). The parties agree to meet as soon as possible to
negotiate the impact and effects of any revisions or updates to those guidelines.

Notably, LACOE will ensure the following safety precautions:

a. Al staff will be required to practice frequent handwashing

b, All staff will be required to wear face coverings

c. All staff will have the option to wear a face shield with a face covering
d. All staff must practice social distancing

2. LACOE understands the desire of CSEA to have information if anv student or employee has
tested positive for COVID-19. LACOE will follow the direction of the Los Angeles County
Department of Public Health regarding any information sharing and giving notice to CSEA
as soon as if's practical without violating privacy rights. LACOE has developed informal
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APPENDIX V - Return To Work MOU

cantact tracing protocols that will ba Followad Iin confirmad or suspectad CDV|D19
cases, N-:lt:lbly. thaosa protocals Includa.

a. |f an amplayas tests positivea, LA':':'E shall spaak with emplaoyeae and invastigata
who the amployea may have baan In contact with.

b. Any employass who Is believed to have bean In closa contact (wnhln E- feat for
mora than 15 r|-|||-|||.|r.:|:::I with a CC‘V'D19 positive amployae will ba notified
immadiataly and quarantinad until they have bean clearad to return to work.

E: |f an amplayas balleves thay havae been In closs contact with an Infactad
individual, they may requeaest to seif-guarantine and requast contact tracing.

a. Unie mnmhnr{s:l will remain in pald status during the contact tracing period.

ANl TACOE emplovees shall follow the LACDPH s guidance. If these requirements are not

mat, unit members shall bring concarns to an administrator who will have a chance to remady
tha situation within two {2} warking days. I_Inlr. membars can Immadiataly remave
thamselves from a situation In which they feal unsata. If tha situation Is unable to bea
remadiad, the unit membear will be glvaen altarnative waoark duties within thair job description
as directed untill conditions are made salfe for the complation of the original assignmant;
provided modiTication sufficiantly addresses safety concaerns. Thls mathod of resoclving safety
cancerns shall not displace the right to il DSHA or othar administrative complalints or to
File a grievanca for vialation of this agreamant. Unlt mambars shall not ba retaliated against

for refusing to parfarm work reasocnably considerad to be unsala.

LACDE shall post adegquata notica at all points of antry to LAC':'E Ffacilities reminding all

antrants of their responsibility to adhars to social distancae guidalines and to waear propar

PPE.

Jrie mambars balonging to populations daamed by tha COC to ba =t Figher-risk for savera
inass guae te COVID-19 may ba allowead to work from homa whils under salf-gquaranting
upon the presentation of their medical provider's recommendation of the same. These higher-
Fisk unmit mambars shall halp facilitate distance laarning for thelr regularly contractad
workday, whilea thay ara In seif-guaranting and remain In pald status so long that they can

parform assantial job dutias remaotaly.

F'my unit mambar who works at a facllity whara someone tasts positiva for EDV'D'19. and
that unit mambar was not In close contact with the suspactad ar canfirmaed COVID-19 casa,
may «lact to go to their healthcare providar In the last hour of thelr assigned shift. A wnicn

point LACOE nas wne capacity to provide In"housa CoOVID tasts, LACOE snan praovidae tham

at no-cost to all unit mMmambars.

LACDE wwill comply with HR 52"::'1 to provide eamargeancy paid sick lsave to an amployse

who Iz qualified and Is unabla to work (CII' r.-:»lnwc-rli:}.

LACOE agraes to davelop a plan that ensures physical distancing amaong staff and studants In

thalr worksite to reduce the sprasd of thae virus, which inciudes!
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Avul-:llng tha direction of staff congregation In wark anviranmants, breaak rooms, starr
rooms, and bathrooms. In oroar to maneain appropriate physical distance In starr
break araa, the Districe shan consigar staggerad braeak timas, llmited cccupancy, amd
establishment of additional break areas.

Avul-:llng tha dirgction of grouping staff togethar far training or staff devalopmant.
Wirewa training and distancing measuras shall be considarad.

In accargance witn CadlOSHA regulations and guidanca, LACOE shan avaiuate an

workspaces to ansura that employeas can maintaln physical distancing to tha extant

passibila.

Whera passibla, LACOE snan rearrange waorkspaces to Incorporate a minimum of six
feat betwean amployeas and studants.

v physical distancing batwean waorkspacas or betwaean amplaoyeas and

students{visitars 15 not possibla, tha Dhstriee agraes to Install physical barriars to

separate workspaces.

9 The partias recogniza that there are specific requiramants, as datermined by tha G'f“rl:e_, for

remaote working arrangemants. lr thosa requiremants cannot be Met, unit Mambars must

report to thair regulariy assignad work location. Requlrnments includae but are not limited to!

Dne on one analor sman group waork with studants via Taams

Avananie ta zuppart administrators and studants for ragular school hours
Suppnrt caertificated and administrative staff in instructionsl support dutias as
assigned

Partlclpatn In maestings, PLCs. and professional devaelaopmant

Rngular cammunication with parents, teachars, administrators and counsalors

FDSI‘.HT a safe and collaborative virtwal anvirommant

10 Whan unit mambars report to thair job locations their job duties, at a minimum, consist of the

FDIInW|ng:

Sntup and take down computars for studant usa. Dncn computer sat-up Is completad,
unit mnmbnr[:-] area parmittad to move to & separate room to suppart distanca

learming.

Suppnrt. tha distancae learning program In a wirtual mannar

I_.Inlt mnmbnr[:} may providae in parson student support, supervisa and maonitor studant

engagemant, learning, and behawvior whila following LACDPH guldancea.

11. The eaucationa programs directors and principals will regularly evaluate the staffing

12.

damands of tha Instructional pragram and make adjustments as necessary to minimize the

tima thst unit mambaers ara directad to ba on campus without advarsaly affacting tha

Iinstructional program, If possibla.

LACOE may provide remote work assignmeants for unit membars who have childcare related
naads due to school or daycara closuras. Witnaut havimg an advaersa |mpact on the
Instructional model, as determined by the educational programs diractor, with input from the

PAU principal, remote work may be approved prior to taking FFCRA laawa.
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13. ln the avant a LACOE rac lity must be closaed, or any LACOE oparations ara curtailled dua to
e COVID-TS pandamic, CSEA wnit mambars may ba assigned to othar Orricewide autias
and In that evant, and shall not suffer any loss of pay or benafits relative to thair regular

schadulas foar thae period af the closure af curtallmaent provided that unit Members carry out

thelr assignaed dutias.

’ 10
14, Tha Partias recagniza thattha COVID-19 spidamic Is evelving and so are tha gavernmantal
responsas. ne Parties win bargain, the effects, IFf any, of Turther gavernmantal directi ves

ragarding tha COVID9 pandaemic In the avant that such directivaes alter the tarms and

conditions of the unit members” employment.

I
15 Grigvance proceaura; [ sagreamants arising from the anforcemant of this agreamant shall ba

referred to the grievance procedure outlined in the parties’ collective bargamning agreement.

16. The partias agres to renegotiate this MO irena cpaerational needs of the distance lsarning

program are not baing mat.

17 Tris MOU 15 & temporary agreamaeant to address the extraordinary clrecumstances created by
i

the noval coronavirus [I:D"-,"'H:I 1u] pandemic. It does not create any precedents nor establish

the status quo for future bargaining purposes. | his MO shain remain in affect until aither

the @nd of the day on Juna 3':'. Z'D('. o or tha lifting of the statawidea Statn af [ margaency

declaraed on v.: rch "1 :’D:":' In responsa to the coronavirus cutbreak, whichever comas rirst.

CALIFORNIA SERVICE EMPLOYEES ASSOCIATION. Chapter 624
_Sep4,2020 Mararia Forter

}r' Maranita Porter [Sep 4, 2000 0241 FDT)

Date

Maranita Porter
mt Name)

Sep3,2020  Hdodel Sticoart

B}F: Mitchell Stewrart [Sep 3, 2020 104 FOT]

Date

Mitchell Stewart
(Print Name)

LOS ANGELES COUNTY OFFICE OF EDUCATION
_Sep 4,2020

- Hick Szepiarry |Sep 4, 2020 08:42 POT)
Y- P

Date

Nick Stephany
(Print Name)
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APPENDIX W - Substitute Teacher MOU (1)

Memorandum of Understanding
By and between
Los Angeles County Office of Education (LACOE)
and
California School Employees Association
and its
LACOE Chapter 624
Regarding
Substitute Teacher
July 7, 2021

This Memorandum of Understanding is entered into by California School Employees
Association and its LACOE Chapter 624 (CSEA), and the Los Angeles County Office of
Education to set forth terms for CSEA members to participate as Substitute Teachers

and the benefits accorded to them.

BACKGROUND:

The parties agree that CSEA unit members can help meet the operational needs of the
Office by serving as substitute teachers as needed.,

EFFECT ON CURRENT POSITIONS:

1.

In order for CSEA unit members to be eligible to serve as a substitute teacher,
they must possess a valid and current 30-Day Substitute Permit issued by the
California Commission on Teacher Credentialing.

Principals may assign willing and eligible CSEA unit members to serve as
substitute teachers as needed. The decision to assign a particular eligible unit
member to a substitute teacher assignment will follow a rotation for each school
site based on the office wide seniority that gives equal opportunities to substitute
teach to all eligible CSEA unit members, An assignment can be multiple
consecutive days in the same classroom or with the same students,

When assigned as a substitute teacher, in addition to their regular pay and
benefits, unit members will receive a stipend for each day they serve as a
substitute teacher. This stipend is subject to standard payroll taxes and
deductions in the amounts as follows:

a. If a unit member is assigned to serve as a substitute teacher for over three
and a half (3.5) hours, the assignment shall be considered a full day
assignment and the unit member shall be paid a $100 stipend.

146



APPENDIX W - Substitute Teacher MOU (2)

b. If a unit member is assigned to serve as a substitute teacher for less than
three and a half (3.5) hours, the assignment shall be considered a half day
assignment and the unit member shall be paid a $50 stipend,

4, Unit members will not use their own accrued time, either iliness or vacation, while
serving as a substitute teacher, When unit members must uiilize leave of any
type on days when they are scheduled to serve as substitute teachers, they shall
not be eligible for a stipend.

5. When a unit member is assigned as a substitute teacher, the principal or
designee may request a substitute paraeducator to serve in the unit member's
place,

B, Unit members may serve as a substitute teacher for a maximum of nine (%) days
per month, regardless of whether the substitute teacher assignment is a full or
half-day assignment.

7. For purposes of this MOU, one month shall start on the 20th day of the month
and extend to the 19th day of the next month.

8. The principal and school secretary shall issue a memorandum to Payroll by the
20th day of each month that reports the substitute assignments for unit members
during that month,

IT]S. THEREFORE. NOW AGREED BY ANMD BETWEEN THE PARTJES:

8, This MOU shall expire December 31, 2021,

10, This is a non-precedent setting agreement, Any contract language not in conflict
with this MOU remains in effect.

This MOU is subject to CSEA's internal Policy 810 review and member ratification.

r M [.f-a.—-—---’

Nick StepRamy (ful 7, 202 9POT Aporil Vidrio (Jul 14, 2021 17230 POT]

For LACOE For CSEA
Plaranda Fodes
For CSEA
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APPENDIX X - 2021 Return to In-Person Instruction MOU (1)

Memorandum of Understanding
Between
Los Angeles County Office of Education (LACOE)
And the

California School Emplovees Association and its LACOE Paraeducators 624 (CSEA)

Tuly 14, 2021
Eeturn to In-Person Instruction

LACOE and CSEA (collectively, “the parties™) recognize that the COVID-19 pandemic has
necessitated changes in student learning and specialized instruction moving forward that will
require additional skill sets for unit members. In order to help LACOE Paraeducators prepare for
the challenges of the post COVID-19 classroom. LACOE will train all CSEA umt members on
building resiliency, social emotional wellness and increasing support in the classroom relating to
the changing needs brought on by the pandemic.

Based on the foregoing, the Parties agree as follows:

1. All bargaining unit members will be provided a one-time off schedule payment ecual
one-thousand and five-hundred dollars (31.500) for successful completion of three
project based training modules.

2. Unit members must complete-the training modules by August 31, 2021 in order to be
eligible for the one-time off schedule payment described in paragraph 1 of this MOTU or
any prorated portion thereof described in paragraph 4 of this MOU.

3. A list of possible training modules will be provided to unit members within one week of
fully executing this MOT.

4. Unit members need not complete all three training modules in order to be eligible for a
stipend. Instead, unit members will be compensated $500 for each module completed for
a maximum of three training modules.

5. The training modules shall be completed outside of the paid workday.

6. Unit members who retired in the 2020-2021 school year will be eligible to complete these
trainings. and receive corresponding compensation, upon accepting a substitute
paraeducator assignment in LACOE schools in 2021-2022.
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7. The one-time off schedule payment described in paragraph 1 of this MOU or any
prorated portion thereof described in paragraph 4 of this MOU will be provided to
emplovees in a separate check by the fentative date of November 1, 2021, If there is an
1ssue with the payment date, LACOE will communicate with the CSEA representatives.

8. This 15 a non-precedent setting agreement. Any contract language not in conflict with this
MOU remains in effect.

CSEA will follow internal processes for MOU approwval.

LOS ANGELES COUNTY OFFICE OF EDUCATION

F LA
D_,:\T'ED: JLII 27’ 2021 B}': Hick Stepiany [Jul 27, 2021 10258 POT
Nick Stephany
(Print Name)
CALIFORENIA SCHOOL EMPLOYEES
ASSOCTATION and its CHAPTER 624
Masnsefn Povte
DATED: ‘J L’Il 27! 2021 B}-j Marsnits :ortir Jul :.'{j;:: l?:i POT]
Maranita Porter
(Print Name)
April Viakio
DATED: J LII' 27’ 2021 By #fril Vidrio [Jul 27, 2021 1459 POT)

April Vidrio

(Print Name)
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APPENDIX Y - 2022 COVID-19 Vaccine and Test Requirements (1)

Memorandum of Understanding
Between The
Los Angeles County Office of Education (LACOE)
And
Califormia School Employees Association (CSEA)
And Its
Los Angeles County Office of Education Chapter # 624
COVID-12 Vaccine and Testing Requirements
March 22, 2022

The California School Employees Association (CSEA) and the Los Angeles County Office of
Education (LACOE), hereinafier “the Parties”, agree to the following provisions regarding the
mmplementation of the COVID-19 vaccine mandate described in Superintendent’s Policy
4060(a):

1)

2)

3)

4

CSEA unit members who are granted a LACOE-approved exemption and a LACOE-
approved accommeodation through TACOE s interactive process shall test twice per week for
COVID-19. Unit members shall have the option to test through LACOE or may test with
their chosen provider at their own cost but nst submit negative COVID-19 test results twice
per week.

As needed. LACOE shall provide two (2) hours of leave at the beginning or end of a shift to
receive a dose of any COVID-19 vaccine. Unit members shall notify their direct supervisor at
least 48 hours in advance before taking this leave.

A unit member who receives the first dose of a COVID-19 vaccination shall be allowed to
report to work in-person, and shall test twice weekly until fully vaccinated.

LACOE is responsible for the privacy of all members religious and medical exemption
information and will treat such information with utmost privacy and respect for CSEA
members sensitive information.

LACOE will provide notice to all members at the school site when and where there is an
exposure. This is to ensure all members are able to make informed decisions about their
health and wellbeing including the health and wellbeing of coworkers and family members.
As allowable by law, LACOE will provide CSEA information if anv probation staff, student,
or emplovee has tested positive for COVID-19 without violafing the privacy rights under
HIPAA and CMIA
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6) LACOE in conjunction with the local health department requirements shall initiate contact
tracing. All persons who may have come into close contact with the positive individual shall
be notified within one business day of receiving nofification that probation staff, employee or
student has been infected with COVID-19. LACOE shall notify the CSEA president and
Labor Relations Representative of the worksite locations(s) of the infected individual

7) Emplovees shall immediately report to their supervisor any problems with established
COVID-19 protocols. In the event of a deficiency in the COVID-192 protocol is confirmed
and 1s not immediately comrected, the emplovee shall be assigned an alternate work location
until the concern can be addressed.

8) LACOE will comply with SB 114 CSEA members shall be afforded up to ten (10)
cumulative days of SPSL for the period beginning January 1, 2022 and contimuing through
September 30, 2022

9} Bargaining unit members who have utilized personal leave or have taken unpaid time off due
to COVID will have that time reimbursed to January 1. 2022 adhering to the same criteria as
5B 114 leave.

10)If at any time LACOE or CSEA find it prudent to meet and confer regarding proposed
modifications to this MOU due to the ever-changing miles and regulations with state and
local health agencies either side may do so.

11) This MOTT shall take effect on January 1, 2022 and shall continue until further notice.

LOS ANGELES COUNTY OFFICE OF EDUCATION

DATED: May l’ 2022 B’_",?: 4 aryf gy 1, 022 oA POT
Jason Hasty
Executive Director
CALTFORNIA SCHOOL EMPLOYEES ASSOCIATION, CHAPTEE. 624
v Viapo
DATED: M ay 2 ¥ 2022 B‘:.r' :gﬁ{tc [May .:{:n 10:30 FOIT]
April Vidrio
Labor Relations Representative

DATED: M ay 9! 2022 Bv:  Marania Parter (May 3, 2002 08:57 POT)

Maranita Porter
CSEA President
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APPENDIX Z - 2022 Substitute Teacher MOU (1)

Memorandum of Understanding
By and between
Los Angeles County Office of Education (LACOE)
and
California School Emplovees Association
and its
LACOE Chapter 624
Regarding Substitute Teacher

June 22, 2022

This Memorandum of Understanding is entered into by California School Employees

Association and its LACOE Chapter 624 (CSEA). and the Los Angeles County Office of
Education to set forth terms for CSEA members to participate as Substitute Teachers and the

benefits accorded to them.

BACKGROUND:

The parties agree that CSEA unit members can help meet the operational needs of the Office by
serving as substitute teachers as needed.

EFFECT ON CUERENT POSITIONS:

1.

(]

In order for CSEA unit members to be eligible to serve as a substitute teacher, they must
possess a valid and cumrent 30-Day Substitute Permit issued by the California
Commission on Teacher Credentialing.

Principals may assign willing and eligible CSEA unit members to serve as substitute
teachers as needed. The decision to assign a particular eligible unit member to a
substitute teacher assignment will follow a rotation for each school site based on the
office wide seniority that gives equal opportunities to substitute teach fo all eligible
CSEA unit members. An assignment can be multiple consecutive days in the same
classroom or with the same students.

When assigned as a substitute teacher, in addition to their regular pay and
benefits, unit members will receive a stipend for each day they serve as a
substitute teacher. This stipend is subject to standard payroll taxes and deductions
in the amounts as follows:

a. Ifaunit member is assigned to serve as a substitute teacher for over three and a
half {3.5) hours, the assignment shall be considered a full day assipnment and the
unit member shall be paid a $100 stipend.
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b. If a unit member is assigned to serve as a substitute teacher for less than three and
a half (3.5) hours, the assignment shall be considered a half day assignment and
the unit member shall be paid a $50 stipend.

4. Unit members will not use their own accrued time, either illness or vacation. while

serving as a substitute teacher. When unit members nmst utilize leave of any type on
days when they are scheduled to serve as substitute teachers. thew shall not be eligible for
a stipend.

5. When a unit member is assigned as a substitute teacher, the principal or designee may
request a substitute paraeducator to serve in the unit member’s place.

6. Unit members may serve as a substitute teacher for a maximum of nine (9) days per
month, regardless of whether the substiute teacher assignment is a full or half-day
assignment.

7. For purposes of this MOU, one month shall start on the 20th day of the month and
extend to the 19th day of the next month.

8. The principal and school secretary shall issue a memorandum to Payroll by the 20th day
of each month that reports the substitute assignments for unit members during that
month.

ITIS, THERFTORE, NOW AGREED BY AND BETWEEN THE PARTIFS:
9. This MOU shall expire June 30, 2023.

10. This is a non-precedent setting agreement. Any contract language not in conflict with
this MOU remains in effect.

This MOTJ is subject to CSEA’s internal Policy 610 review and member ratification.
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LOS ANGELES COUNTY OFFICE OF EDUCATION
paTep. Jun 22, 2022 By

Jason Hasty

Executive Director

CALIFORNIA SCHOOL EMPLOYEES ASSOCIATION. CHAPTER 624

paTED: JUN 22, 2022 By, SLLL
April Vidrio
Labor Relations Representative
patep: Jul 12,2022 By Slactudn borter

Maranita Porter

CSEA President
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INDEX

A

Absence
Association leave, 39
bereavement leave, 30
birth or adoption of a child, 36
catastrophic leave donation eligibility, 41
catastrophic leave donation program, 40
compensated, 30
definition of catastrophic leave donation program, 40
definition of emergency, 35
definition, leave of, 29
family and medical leave, 44
holidays, 44
illness leave payoff upon termination, 32
illness, accident, or quarantine leave, 30
industrial accident or illness, 33
jury duty, 38
maternity leave, 32
military leave, 38
non-compensated leave, 43
part time unit members, 29
personal business leave, 43
personal leave, 43

personal necessity leave, 35
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reporting injury or illness to immediate supervisor, 33
study or retraining leave, 38
unpaid leave, fringe benefits, 29
vacations, 45
Accident
and illness leave, industrial, 33
Acronyms, 9
Adjustment of Accrued Benefits, 28
Administrative Transfers, 69
Advancement, salary step, 54
Agenda, Board, 14
Agreement
statement of, 3
Agreement Articles
Article I Recognition, 4
Article II Definitions, 6
Article III Retained Rights, 10
Article IV Association Rights, 13
Article IX Compensation, 52
Article V Grievance Procedures, 20
Article VI Hours of Employment, 25
Article VII Leaves of Absence, 29
Article VIII Procedures for Evaluation of Performance, 48
Article X Transfer Procedures, 69
Article XI Safety Conditions, 72
Article XII Class Size, 73

Article XIII Work Stoppage, 75

156



Article XIV Effect of Agreement, 76
Article XV Duration, 77
Article XVI Seniority for Layoff/Reemployment and Reinstatement Rights, 78
Article XVII Shared Decision Making, 82
Appeal
absence of certificated teacher, dispersal of students, 24
denial of step advancement, 48
Level I of grievance, 21
of evaluation procedures, 50
scheduling of hours, 26
Appendix B, Family and Medical Leave Policy, 86
Arbitration, 21
Arbitrator
decision, 23
expenses, 23
limitation upon motion to dismiss, 22
selection of, 21
Arbitrator’s Decision, 23
Association Information for New Employees, 15
Association Leave, 39
Association Rights
Association information for new employees, 15
Board agendas and meetings, 14
contacts with unit members, 13
content responsibility, 14
contracts for unit members, 19

distribution and posting of materials, 13
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employee rights, 15

Office obligations, 18

organizational security, 15

payroll dues deductions, 15

personnel file review, 19

reasonable access, 13

receipt of Board Agenda and Minutes, 14
released time for serving on Office committees, 19
representation at grievances, 23

unit member lists, 14

use of internal mail system, 13

use of Office facilities, 13

Association, defined, 3

B
Bargaining Unit Employees
excluded positions, 4
included positions, 4
Benefits
accrued, adustment of, 28
child care registration,reimbursement, 66
damage and theft of automobile reimbursement, 67
extended for long term illness, 66
Internal Revenue Code, Section 125 Benefit, 67
mileage and expense reimbursement, 67
non compensated leave, 66

Office contribution, 63
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Bereavement Leave, 30
Bilingual Pay, 56
Birth or Adoption of a Child
child care registration, 66
leave of absence, 36
Board
Agenda and Minutes, 14
of Education, defined, 6
Break in Service, 80
Bus Assignments, 108

Business Leave, personal, 30

C

Calendar Realignment Requests for School Calendars, 45
Career Ladder
Appendix Q, 116
Caseload Review, 58
Catastrophic Leave Donation Program, 40
definitions, 40
eligibility, 41
non-permissible uses, 42
procedures for implementation, 42
verification of eligibility, 42
Certificated Teacher Absence, 24
Child Care, 66
Child Care Registration and Reimbursement, 66

Civic Center Act, 13
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Class Size, 73
Classroom Coverage Form
Appendix L, 107
Collective Bargaining
shared decision making, 82
Committees, 10, 19
Comparability/Equity Adjustment, 52
Compensated Leaves of Absence, 30
allowance, 31
Association leave, 39
bereavement leave, 30
illness, accident or quarantine leave, 30
industrial, accident or illness, 33
jury duty leave, 38
maternity disability, 32, 44
military, 38
personal necessity leave, 35, 37
purpose, 30
study or retraining leave, 38
vacations, 45
Compensation, 52
benefits on noncompensated leave, 66
bilingual pay, 56
comparability/equity adjustment, 52
insurance fringe benefits, 61
longevity stipend, 57
Office contribution, benefits, 63
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overtime, 56
payroll, 67
promotion, 55
reclassification, 56
reemployment salary, 55
reimbursement for damage and theft of automobile, 67
salary, 52
salary on employment, 54
salary step advancement, 54
salary/schedule placement errors, 53
shift differential, 56
specialized procedures differential, 58
temporary assignment, 57
tuition reimbursement, 61
upon demotion, 56
Compensatory Time Off, 27
Complaint Procedure
regarding responsibilities when teacher is absent, 24
Computing Hours Worked, 26, 27
Confidential Employee, 4
Contacts with Unit Members, 13
Content Responsibility
Association literature, content of, 14

County, 6

D

Decision, Arbitrators, 23
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Deduction, payroll dues, 15
Definitions
acronyms, 9
Board, 6
confidential employee, 4
County, 6
domestic partnership, 6
emergency, 6
employee, 6
excluded positions, 4
immediate administrator, 6
immediate family-bereavement leave, 6
incumbent, 7
insurance program, 7
management employees, 4
necessity, 7
new hire, 7
of family, for catastrophic leave, 7
Office, 7
Paraeducator Academic Programs, 7
Paraeducator Special Education, 8
permanent unit member, 8
probationary unit member, 8
Superintendent, 8
supervisory employee, 4
unit member, 8

working day or work day, 8
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Demotion, salary on, 56
Designation
of confidential employee, 4
of management employee, 4
of overtime, 26
of Paraeducator, Specialized Physical Health Care, 59
of supervisory employee, 4
Differential, salary shift, 56
Disability Leave, maternity, 32
Dismiss Grievance, motion to, 22
Displacement Rights, 80
Distribution and Posting of Material, 13
content responsibility, Association, 13
Domestic Partnership, 6
Donated Leave Program, 40

Duration of Agreement, 77

E

Education Code Section 45308
seniority for purposes of layoff, 79
Effect of Agreement
effect upon office policies, 76
emergency situations, 76
entire agreement, 76
separability and savings, 76
Eight Hour Day Unit Members

workweek, workday, overtime, 25
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Emergency, 6
personal necessity leave, 36
scheduling of hours, 26
Employee, 6
bargaining unit, 4
confidential, 4
excluded, 4
management, 4
supervisory, 4
Employee Rights, 15
Employment
evaluations, 48
hours of, 25
salary on, 54
scheduling of hours, 26
Entire Agreement, 76
Equity Adjustment, 52
Evaluations
appeal of procedures, 50
criteria, rubric, 49
grievance of procedures, 51
information of a derogatory nature, 49
less than satisfactory, 49
methods of assessment, 49
performance, 48
permanent employees, 48

personnel file inspections, 50

164



probationary employees, 48

procedures, 48

rebuttal of, 48
Examination Announcement

posting of, 69
Excluded Positions

confidential, management, supervisory, 4
Expenses

and mileage, 67

of arbitrator, 23

F

Family

immediate, defined, 6
Family and Medical Leave Act, 44
File Purging

upon transfer, 69
Files

grievance, 24

personnel, 19

purging of, 69
Four (4) Hour Day Unit Members, 26
Fringe Benefits

insurance, 28

G

Grievance Procedure
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Arbitration, 21

arbitrator's decision, 23
Association representation, 23
complaint procedure regarding certificated teacher absences, 24
definition of grievance, 20
grievance files, 24

informal level, 20

Level I of grievance procedure, 20
Level II of grievance procedure, 21
limitations upon arbitrator, 22
motion to dismiss, 22

no reprisals, 24

reasonable released time, 23

selection of an Arbitrator, 21

H

Health and Medical Benefits
Internal Revenue Code, Section 125 Benefit, 67
Health Care Paraeducator, 73
Holidays, 44
Hours of Employment, 25
adjustment of accrued benefits, 28
emergency scheduling of hours, 26
lunch period, 27
outdoor education assignment, 28
reduction in hours, 56, 81

rest period, 27
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scheduling of hours, 26
work year, 25

workweek/overtime, 25

Illness Leave
allowance, 31
long term, 66
payoff upon termination, 32
placement on reemployment list, 31
purpose of, 30
Illness, Accident, or Quarantine Leave, 30
Immediate Administrator, 6
Immediate Family
bereavement leave, 6
catastrophic leave donation program, 7
Included Positions, 4
Inconsistent Duties
additional salary, 57
Incumbent, 7
Industrial Accident Leave, 33
reporting to immediate supervisor, 33
Informal Level
of grievance procedure, 20, 23
Initial Salary Step Placement, 54
Insurance

long term illness, 66
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medical and health benefits, 61
medical,dental, vision, life, 61
program, 7
retirees, years of service, 65
Insurance Fringe Benefit Addendum
Appendix U, 132
Internal Mail System
use by Association, 13

Section 125 Benefit, 67

J

Joint Benefits Committee, 7

Jury Duty Leave, 38

L

LACOE Employee Health and Welfare Account, 62
Layoff and Reemployment
procedures, 78
seniority, use of, 79
Leaves of Absence, 29
allowance, 31
Association leave, 39
bereavement leave, 30
birth or adoption of a child, 36
business leave, 30
catastrophic leave, 7, 31, 40, 41, 66
COBRA, 31
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compensated, 30
defined, 29
definition of emergency, 35
discretionary, 37
emergency, 36
family and medical leave, eligibility, 44
illness leave payoff upon termination, 32
illness, accident, or quarantine leave, 30
industrial accident or illness, 33
jury duty, 38
maternity, 32
military, 38
noncompensated, 43
non-emergency, 36
part time unit members, 29
personal business leave, 43
personal necessity leave, 35
salary placement after leave, 55
study or retraining leave, 38
unacceptable reasons, 37
vacations, 45
Less Than Four (4) Hours Unit Members
workweek, workday, overtime, 26
Less than Satisfactory Evaluations, 49
Level I, grievance procedure, 20
Level 11, grievance procedure, 21

Level Informal, grievance procedure, 20
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Limitations
of grievances, 21
upon arbitrator, 22
Lists
promotional and eligibility, 70
seniority, 80
unit member, 14
Longevity Stipend, 57

Lunch Period, 27

Mail, 13
Management Employee, 4
Material
distribution and posting of, 13
Maternity Disability Leave, 32
Medical and Health Benefits, 61
dental, vision, life insurance, 61
extended for long term illness, 66
Joint Benefits Committee, 62
Office contribution, 63
retirees, years of service, 65
Member
of bargaining unit, defined, 4
unit lists, 14
Membership

payment of dues, 15
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Mileage and Expense Reimbursement, 67
Military Leave, 38
Minutes

Board meetings, 14

Motion to Dismiss Grievances, 22

N

Names
of unit members, 14
selecting arbitrators, 22
NCLB compliant, 81
Necessity, 7
New Hire, 7
New Hire and Incumbent Classification, 79
New Paraeducator Classifications
Appendix S, 121
No Child Left Behind MOU
Appendix T, 122
No Reprisal for Processing Grievances, 24
Non-Compensated Leaves of Absence, 66
family and medical leave, eligibility, 44
personal business leave, 43
personal leave, 43
Notification/Possible Job Openings
Appendix N, 109
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o)

Office
definition, 7
rights retained by, 10
Office Facilities
union use of, 13
Organizational Security, 15
Outdoor Education Assignment, 28
Overtime, 25, 26
eight hour day unit members, 26
less than four hours unit members, 26
seven hour day unit members, 25

six hour day or less unit members, 25

P

Paraeducator
Academic Programs, 7
and SPHC procedure, 59
caseload review, 58
classifications, 4
evaluation and rubric, 118
Health Care, 73
NCLB compliant, 78
new classifications, 69
salary differential, 58
Special Education, 8

Specialized Physical Health Care, 59
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vacancies, posting of, 69
Part Time Unit Members
four hours or less, 26
leaves of absence, 29
Pay Warrants, 67
Payroll Dues Deduction, 15
Performance Evaluations
criteria, rubric, 49
less than satisfactory, 49
methods of assessment, 49
personnel file inspections, 50
procedures, 48
Permanent Unit Member, 8
PERS, 62, 66
Personal Business Leave, 43
Personal Necessity Leave, 35, 37
emergency, 36
non compensated, 43
non-emergency, 36
unacceptable reasons, 37
Personnel File
inspection of, 50
Placement
after leave of absence, 55
on 39 month list, 35
salary placement errors, 53

Posting, 69
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Association material, 13
examination announcements, 69
vacancies, 69
Probationary Unit Member, 8
Procedures
for evaluation of performance, 48
for selection for extended session work, Appendix B, 95
grievance, 20
transfers, 69
Promotion
salary on, 55

Public Employees Retirement System (PERS), 9, 32, 33

Q

Quarantine Leave, Illness, or Accident, 30

R

Rebuttal of Evaluations, 48
Reclassification

salary on, 56
Recognition Article I

Paraeducators, 4
Reduction in Force, 80
Reduction of Hours

and seniority, 81
Reemployment

reinstatement list, 79
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reinstatement rights, 78
seniority, 78

Reimbursed Association Leave, 39

Reimbursement
child care registration, 66
damage, theft of auto, 67
mileage and expenses, 67
riding buses, 27
tuition, 61

Released Time
Association representatives, 23
Central Council meetings, 82
for arbitrations, 23
grievance meetings, 23
joint committees, 19
reasonable, 23

Representation
at grievance meetings, 23

Rest Period, 27

Retained Rights of Office
Article III, 10

Retirement Benefits
years of service, 65

Review
of personnel file, 19

Riding Buses, reimbursement, 27

Rights of Association
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access and use of Office facilities, 13
Board agenda and minutes, 14
committee participation, 19
contacts with unit members, 19
distribute organizational literature, 13
list of names, unit members, 14
literature content responsibility, 14
organizational security, 15
payroll dues deduction, 15
personnel file review, 19
release time, committees, 19
review of personnel file, 19
unit member lists, 14

Rubric Paraeducator Evaluation

Appendix R, 118

S

Safety Conditions, 72

Salary. See also Compensation
adjustments, 53
benefits on noncompensated leave, 66
benefits on retirement, 65
bilingual pay, 56
comparability/equity adjustment, 52
displacement in lieu of layoff, 56
errors, 53

inconsistent duties, 57
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on demotion, 56
on employment, 54
on promotion, 55
on reclassification, 56
on reemployment, 55, 56
overtime, 56
placement after leave, 55
shift differential, 56
specialized procedures differential, 58, 59, 60
step advancement, 54
step advancement, denial, 48
temporary assignment, 57
Salary Warrants
Appendix K, 106
Scheduling of Hours, 26
Selection of an Arbitrator
grievance procedure, 21
Seniority
appealing seniority lists, 80
Appendix S, 79
break in service, 80
displacement rights, 80
Education Code Section 45308, 79
layofts, 79
list of date of hire or promotion, 79
new hires and incumbents, 79

Paraeducator, Academic Programs, 78
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Paraeducator, Special Education, 78
reduction in force, 80
reduction of hours, 81
reemployment, 78
voluntary demotions, 81
Separability and Savings, 76
Seven Hour Day Unit Members
workweek, workday, overtime, 25
Shared Decision Making
Central Council, 82
collective bargaining, 82
released time, 82
Site Level Councils, 82
Shift Differential, 56
Six Hour Day or Less Unit Members
workweek, workday, overtime, 25
Specialized Physical Health Care (SPHC), definitions, 9
Specialized Procedures
compensation, 58
salary differential, 59
Specialized Physical Health Care Services (SPHC), 58
Staff Development
Appendix P, 111
Study or Retraining Leave, 38
Superintendent, defined, 8

Supervisory Employee, 4
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T

Teacher Absence Complaint Procedure, 24
Temporary Assignment Salary, 57
Thirty-Nine Month Reinstatement List

for unit members who have resigned, 79
Transfers

administrative, 69

appeal of denial, 70

defined, 69

initiation, 69

mileage reimbursement, 71

new classifications, 69

posting of vacancies, 69

procedure, 69

vacancies, filling of, 70

voluntary requests, 69

Tutition Reimbursement, 61

U

Unit Member Lists, 14

Unit Member, defined, 8

Vv

Vacancies
filling of, 70
posting of, 69

Vacations, 45
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illness while on, 46
in lieu of leaves, 46
probationary unit members, 46
scheduling, 46

Voluntary Demotions, 81

Voluntary Transfer Requests, 69

w

Work Day
defined, 8
eight hour day unit members, 25
less than four hours unit members, 26
lunch period, 27
rest period, 27
seven hour day unit members, 25
six hour day or less unit members, 25
Work Stoppage
no strike, 75
Work Week
adjustment of accrued benefits, 28
compensatory time off, 27
computing hours worked, 26
eight hour day unit members, 25
holiday work, 27
less than four hour day unit members, 26
lunch period, 27

scheduling of hours, 26
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scheduling of hours and workdays, 26
seven hour day unit members, 25
six hour day unit members, 25

Work Year

hours of employment, 25

Y

Years of Service Benefit, 65
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