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The Alliance Public Schools Board of Education and the Alliance Education Association
have approved the Master Agreement, which covers the contract year 2015-2016.

A. PERSONAL LEAVE

1. Principals may grant professional staff two days of personal leave per contract

period under the following condition:

A. Notice requesting personal leave be given in writing to the principal at least
three (3) days in advance of the day of leave to permit making suitable
arrangements for the teacher's classes.

B. Personal days will not be granted during parent-teacher conferences or staff
development times except in situations that involve personal business that
cannot be conducted at any other appropriate time.

C. Principals have the authority to reject a request for personal leave; however,
professional staff may appeal through regular channels when in their opinion
the principal's decision is arbitrary.

D. Unused personal leave days during the contract year will be paid to the
professional staff at a per-day rate which is equal to that paid a regular
substitute teacher for that contractyear. It shall be clear that the provision
made in B-3 will not allow for payment of unused personal leave days due to
use of sick leave days as personal leave.

B. SICK LEAVE/FAMILY CARE LEAVE

hd

. Ten Days of sick leave will be granted to each full- time professional staff

member of the school district.
Unused sick leave each year will be cumulative to a maximum of forty-five (45)
days.

. Each professional staff member may use up to two (2) days of accumulated sick

leave as personal leave with the approval of the Principal or Program Director in
each contract period. The provisions of Section A above shall apply.

Pregnancy shall be treated the same as any other health condition.

Professional staff may use up to two (2) days of sick leave for the adoption of a child.
Accumulated leave, up to a maximum of twenty (20) days per contract year, may be
used by the professional staff member to attend to the care needs of extended family
members (spouse, child, parent, sibling, grandparent, grandchild, or parent-in-law)
living with or outside the professional staff member's home. No more than five (5)
days per contract period may be used for family care needs associated with a
normal pregnancy of a daughter or daughter-in-law. In situations that involve very
unusual circumstances, additional family care leave may be granted at the
discretion of the Superintendent. Professional staff members may appeal to the



Board of Education for additional family care leave days beyond the maximum
allowed under this section of the contract when very unusual circumstances exist.
At the request of the staff member, the Board will handle such requests in a
confidential manner.

At the beginning of each school year, the professional staff shall have available ten (10)
days of sick leave plus any unused accumulated sick leave up to a maximum of forty-five
(45) days. Examples: a first year professional staff member with zero accumulated days
will have only ten days during that first year. Another professional staff may have ten
days of sick leave plus five days of accumulated unused sick leave from previousyears.
It is possible for a professional staff to have fifty-five total sick leave days if the
professional staff member has accumulated forty-five unused days from previousyears.

When a Principal has reasons to suspect the misuse of sick leave or family care leave,
the Principal may request verification that a professional staff member used leave
for the intended purposes.

C. PROFESSIONAL LEAVE

1. All professional staff is eligible to request up to a maximum of three (3) days of
leave for the professional growth activities related to their respective
assignments.

2. No more than one day of thethree days available under this section may be
used for activities related to extra duty assignments.

3. Professional staff may apply tothe Superintendent forapproval ofthese
activities for professional growth as required by the Nebraska Department of
Education for certificate renewal.

4. Staff requested leave may be granted by the Principal with the approval of the
Superintendent. Expenses for staff requested professional leave would be at the
cost of the person requesting leave, unless approved by the Superintendent.

PROFESSIONAL MEETINGS

When a professional staff member is a local officer in AEA or is a representative to a
district state or national teacher’s professional organization, the professional staff may be
granted up to three additional days of professional leave without loss of salary. The
district will stand the expense of a substitute and the professional staff member or the
organization shall stand all expenses of attendance. In such instances, when the
superintendent requests a professional staff member's attendance, the district will stand
expenses for attendance.

ADMINISTRATOR DIRECTED LEAVE

When the administration requests that a professional staff member participate in a
professional development activity related to program planning, development or
implementation the district will provide for the reasonable expenses of the professional



staff member as per district policy and regulation.

Education Related Opportunities

The Board may grant with recommendation of the Superintendent, paid leave for
professional staff to participate in education related opportunities, which provide the
opportunity for professional growth and will benefit the school district. Such
opportunities may include an invitation to be part of a curriculum study outside the school
district, an external evaluation team, or other assignment by the Nebraska Department of
Education, state colleges or universities, or a professional education organization.
Consideration will also be given to professional staff that receives grants, fellowships, or
funds for professional growth experiences. The professional staff member shall submit a
written request for approval to the Superintendent of Schools no less than ninety (90) days
prior to the commencement of the leave. Such leave shall be approved at the sole discretion
of the Board. The Board reserves the right to restrict the total number of paid leave days
available under this section based upon available resources and other considerations deemed
appropriate by the Board.

D. EMERGENCY LEAVE

Principals shall grant emergency leave to professional staff for personal matters that require
the staff member’s immediate attention under the following conditions:

1. A maximum of five (5) days may be granted to any one professional staff member
per year.

2. All full five days, provided (3) and (4) below have not been used, may be used per
year for death or serious illness in the immediate extended family. Immediate
extended family is designated as parent, brother, sister, grandparent, mother-in-law,
or father-in-law not living in the household. Serious illness is defined as illness
requiring hospitalization.

3. A single day of the permitted five days may be used for paternity reasons. Such leave
must be taken the day prior, during or one day after the mother's delivery.

4. A single day of the permitted five days may be used for purposes of attending the
funeral of a friend or relative not designated under (2) of this policy.

5. Principals may grant emergency leave which exceeds the limits of this policy, but
such leave in excess of the conditions stated shall cause the professional staff
member’s salary to be deducted at the rate of 1/185th for each day of leave in excess
of the policy.

6. The five days per year granted under this policy shall be non-
accumulative.

E. STAFF COMPLAINTS AND GRIEVANCES (Certificated Personnel)

School employees are encouraged to solve difficulties and problems within the school or
department in which they are employed. In the eventthat a difficulty or grievance
cannot be settled within the school or department, the employee is encouraged to bring
the matter to the attention of the district administrator in charge of certificated



personnel.

This grievance procedure serves to secure, at the lowest possible administrative or
supervisory level, proper and equitable solutions to grievance, and to guarantee orderly
succession of procedures within which solutions may be pursued. School personnel are
encouraged to ask their immediate supervisor for assistance on any matters that relate
to their duties. It will be incumbent upon all district employees to follow these
proceduresto settle their grievances.

Within this general framework the following specific purposes are to be served by this
grievance procedure:

1. To ensure that a complaint is considered fairly, with all due speed and without
prejudice or reprisal to the aggrieved person.
2. To encourage teacher expression regarding conditionsthat affects him or her

professionally.

3. To provide a specific procedurethat will facilitate the understanding of district
policies that affect teachers.

4. To build confidence in the sincerity and integrity of the procedure as a means to
establish the facts upon which a grievance is based and a fair conclusion is
reached.

E-1. GRIEVANCE PROCEDURE

The district's grievance procedure is the professional channel of appeal, which shall be
used by professional employees to seek just and productive solutions to employee and
policy conflicts.

Employees, who are aggrieved by the actions and decisions of supervisory staff, other
employees, or the effects of district policy, shall seek solutions through the following
procedures:

STEP#1I
1. Informally present and discuss your grievance matter with your immediate
SUpervisor.

2. Ifthe grievance matter is not resolved to your satisfaction, state your grievance in
writing to your immediate supervisor.

3. The immediate supervisor shall provide you with a written decision and reasons
within three days after receiving your written grievance.

STEP # 11
1. Ifthe grievance is not resolved to your satisfaction, appeal your grievance to the
principal or next ranking supervisor (follow the chain-of administrative
organization) within five (5) days.
2. Present your written grievance statements and accompanying documents to the



next succeeding supervisor in charge.

3. The supervisor receiving your written appeal shall arrange a review conference
with the employees involved within five (5) days.

4. The receiving supervisor shall provide the involved parties his/her written decision
within three (3) days following the review conference.

STEP # 111

1. If your grievance remains unresolvedto your satisfaction, file a written appeal
with the Superintendent of Schools.

2. Provide the Superintendent with all documents from the preceding procedural
steps.

3. The Superintendent shall hold a review conference with the parties involved
within five (5) days after receipt of a grievance appeal.

4. The Superintendent shall provide his/her written decision and reasons to the
involved parties within three (3) days after the review conference.

STEP #1V

1. If your grievance remains unresolved, appeal in writing to the Board of Education
by giving notice to the Board President.

2. Provide the Board President with all written documents from the preceding steps
of the appeal process.

3. The Board President shall arrange a conference with the Board and all involved
parties after receivingthe written appeal request as soon as practical but no later
than the next regular Board meeting.

4. After the conference the Board President shall provide to all parties the written
decision of the Board of Education as soon as practical.

STEP#V

When an employee grievance matter concerns employment conditions covered in the
current Board/Professional Staff representative written negotiated agreement, the
employee may appeal a Board decision to the Commission of Industrial Relations.

Any claimant shall be entitled to representation of his/her choice when a grievance
claim is appealed through the procedure of the Board of Education.

E-2.

Lh

CONDITIONS AND LIMITATIONS OF GRIEVANCE PROCEDURE

A grievance against actions and decisions of an immediate supervisor - Begin
procedure at Step #1.

A grievance against the actions and decisions of a principal - Begin procedure at
Step #I1.

A grievance against the actions and decisions of Superintendent - Begin at Step
#II1.

A grievance against the actions and decisions of the Board of Education - Begin at
Step #I11.

A grievance against another non-supervisory employee- Begin at Step #11.

A grievance resulting from the interpretation of policies in the district's policy



manual - Begin at the supervisory step of the individual making the
interpretation.

7. A grievance which is created by the correct administration of district policy -
Begin at Step #I11.

Employee complaints not channeled through this professional communications procedure
will be handled as malicious gossip and petty gripes and may cause the employee to be
charged with unprofessional conduct and/or insubordination.

GRIEVANCE PROCEDURE CONDITIONS

It is agreed by both parties that these proceedings will be kept as informal and
confidential as may be appropriate at any level of this procedure. Failure at any step
of this procedure to communicate the decision on a grievance within the specified time
limits shall permit the aggrieved employee to proceed to the next step. Failure at any
step of this procedureto appeal a grievance to the next step within the specified time
limits shall be deemed to be acceptance of the decision rendered at that step.

It is understood that employees shall, during and notwithstanding the tendency of any
grievance, continue to observe all assignments and applicable rules and regulations of
the Board until such grievance and any effect thereof shall have been fully determined.

Since it is important that grievancesbe processed as rapidly as possible, the number of
days indicated at each level should be considered as a maximum, and every effort

should be made to expedite the process.

Staffs, who seek to appeal the decision of any supervisor, shall notify the supervisor in
writing of their action seeking to appeal the decision or actions.

F. IMPLEMENTATION OF THE SCHEDULE

A new professional staff member will be granted all years of prior experience up to a limit
of ten (10) years as verified by the district office.

F-1. MOVEMENT ON THE SCHEDULE

Yearly experience (vertical) increments on the salary schedule are automatic.

The additional graduate hours to be used in moving a professional staff member
professionally (horizontally) 4.50 percent on the salary schedule shall include the

following:
1. BA+9 3 Hours in teaching field
2. BA+18 6 Hours in teaching field
3. BA+27 9 Hours in teaching field
4a.BA+36 18 Hours in teaching field
4b.MA 12 Hours in teaching field
5. MA+9 15 Hours in teaching field

6. MA+18 18 Hours in teaching field



7. MA+27 21 Hours in teaching field
8. MA+36 24 Hours in teaching field

Upon verification by the superintendent or his/her designee, an adjustment in salary
schedule placement shall be made annually for a staff member who presents
documentation for credits earned. Salary adjustments shall be made according to the
following procedures:

By July 1 preceding the contract year, a professional staff member will provide the
superintendent a written statement of their intention to move professionally
(horizontally). Failure to meet this deadline will result in the salary adjustment being
delayed for another contract year.

When signed Salary Schedule Adjustment Forms and official transcripts are
received in the Superintendent's office by the first Friday in September, the
appropriate salary adjustments will be affective with the September payroll.

When signed Salary Schedule Adjustment Forms and official transcripts are
received in the Superintendent's office by the first Friday in October, the
appropriate salary adjustment will be effective with the October payroll.

If signed Salary Schedule Adjustment Forms and official transcripts are received
after the first Friday in October, the appropriate salary adjustments will not be
effective until the next contract year.

If circumstances exist that are beyond the control of the professional staff member, the
superintendent may approve additional time for submitting the necessary
documentation.

G. BASE SALARY

The base for the 2015-16 contract year is $30,050 on a 185-day contract. (See Appendix
A).

1. ADDITIONAL COMPENSATION

The board of education will provide additional compensation or assignments considered
outside of the scope of the regular contract through one or more of the following
circumstances:

A. Extended Contracts: Contract extensions are paid at the daily rate of 1/185 of the
teacher current salary schedule placement.

B. Additional Contract: Additional contracts for teaching responsibilities outside of
the regular day or contract year will be paid at the daily rate of 1/185 of the base
pay for the current school year.

C. Stipends: Stipends for additional workshops or projects are set at $120 per day
or at the rate set forth in the application for grant supported projects.



D. Loss of Prep Time: Teachers will be compensated at a per period (50 minutes)
rate of 1/7 of the substitute teacher's daily rate for loss of planning time when
asked to cover another teacher's class, providing the following conditions are
met:

1. The administration approves the staff leave request and the teacher agrees to
forfeit plan time to cover the class.

2. The teacher voluntarily accepts the assignment to cover the class.

3. The teacher already covered one class for no compensation during the
current contract year.

4. Staff must complete and sign the reimbursement form for payment.

E. Incentive Pay: The board of education and the AEA will agree annually of
incentive pay. The board will officially adopt the "teacher incentive plan" in
October of the current school year. Items considered for inclusion in the
incentive plan and the amounts paid will be reviewed annually and attached to
this document as Appendix "D" following the October meeting.

H. COACHING AND SPONSORSHIPS

Coaching and activity sponsors will be placed on the extra-duty schedule with each
position receiving the dollar amount allocated to the assignment as set forth in
Appendix B. Staffing for each position may be adjusted as follows:

1. By administration, upon consideration of participation, duties, or qualifications of
available staff. Extra-duty assignments will be paid on the basis set forth in
Appendix B.

2. By staff, with approval of administration, in the event an assignment
FTE is split or otherwise shared by the coach or sponsor.

In the event a position is not filled, no compensation will be owed. Appendix B reflects
the compensation for each position as a calculated percentage of base salary for the
current contract year. Each staff member assigned to duties under Appendix B will
execute an agreement reflecting their extra-duty assignment and compensation.

I. Long Term Disability

The district will provide payment for current income protection plan for LTD. This
amount will be included in the regular salary at .0046 for the 2015-16 school year.

J. Life Insurance
The district will provide a group life insurance plan. All employees are required to

participate in the $20,000 life insurance plan. Additional coverage can be added at the
employees cost.

K. Insurance and Other Fringe Benefits



Health Insurance/Cash-in-Lieu Option. Both parties, recognizing that access to adequate and
affordable health care is central to each teacher's ability to carry out his or her professional
responsibilities, agree to the following conditions regarding teachers' health insurance benefits.

1. Plan Type. For the 2015-16 school year the School District shall provide and pay 100% of
the cost to all 1.0 full time equivalency (FTE) teachers self-only Educators Health Alliance (EHA)
health insurance Blue Preferred $950 Deductible (PPO, $950 deductible), or its equivalent successor
deductible plan, and PPO -.80% A, B & C coverage dental at the premium cost established annually
by the EHA; the School District’s contribution toward the premium cost of health and dental
insurance coverage and the fringe benefit stipend shall be prorated for teachers with an FTE (full-
time-equivalency) of less than 1.0 on the basis of such FTE.

2. Contribution Toward Cost of Premium for Self Only Coverage. The Board will pay 100% the
cost of the premium for the employee (“self only”) Blue Preferred $950 deductible coverage tier of
the EHA plan type, or equal coverage by another provider, described above for all teachers who elect
to receive group health and dental insurance coverage from the school district, plus an annual “fringe
benefit stipend” in the amount of the difference between the cost of the annual EHA “Employee”
level health and dental insurance premium and the sum of $18,175, which may be taken in whole or
in part as cash or applied to the purchase of additional insurance through the School District’s
Section 125 Plan.

3. Declination of Health Insurance Coverage and Cash-in-Lieu of Insurance Election. A
Teacher may decline the School District provided Employee (“self only”) group health and dental
insurance and receive a cash-in-lieu of insurance stipend in the amount of $18,175, PROVIDED, that
a Teacher shall not be permitted to decline Employee (self-only) tier group health and dental
coverage unless said Teacher has filed with the superintendent's office on the form provided by the
School District an agreement providing (1) for an individual disclaimer which certifies that said
teacher is covered by alternate health insurance coverage which provides at least “Bronze Level’
health insurance coverage as defined under the Patient Protection and Affordable Health Care Act
(PPACA); (2) that should the employee fail to obtain and maintain health insurance coverage as
required by subparagraph (1) above at any time during the term of this Negotiated Agreement, the
Faculty Member shall be deemed to have permanently waived his/her rights to decline health
insurance coverage and receive a cash stipend, and shall be required to enroll Employee “self-only”
under the School District’s group health insurance coverage during the open enrollment period for
such group plan for the ensuing contract year, and all subsequent contract years.

L. IRS Section 125 Plan

The district has a Section 125 plan offered to all staff. Employees can have the following
monthly insurance and other approved costs deducted through a Section 125 plan. The
























