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1c: PAEA to PAUSD 11/5/25 
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2.​ Level II 
a.​ In the event the Grievant is not satisfied with the decision at Level I, the Grievant may appeal 

the decision in writing to the Administrator of Human Resources within ten (10) fifteen (15) 
days. 

b.​ The statement shall include a copy of the original grievance, the decision rendered, and a 
clear, concise statement of the reasons for the appeal. 

c.​ Representative(s) of the Association may attend and state their views in any meeting with the 
Administrator and the aggrieved person, relating to the grievance filed.  A grievance may be 
adjusted without the intervention of the Association, as long as the adjustment is made prior 
to the arbitration, and the adjustment is not inconsistent with the terms of this Agreement; 
and provided further, the District shall not agree to a resolution of a grievance until the 
Association has received a copy of the proposed resolution and has been given the 
opportunity to file a response. 

d.​ The Administrator shall communicate the decision within ten (10) fifteen (15) days after 
receiving the appeal.  Either the Grievant or the Administrator may request and be granted a 
personal conference within the above time limit.  If the Administrator does not respond 
within the time limits, the Grievant may appeal to the next level. 

3.​ Level III 
a.​ If the Grievant is not satisfied with the decision at Level II, the Grievant may within ten (10) 

fifteen (15) ten (10) days appeal the decision in writing to the Superintendent. 
b.​ This statement shall include a copy of the original grievance and appeal, the decisions 

rendered, and a clear, concise statement of the reasons for the appeal. 
c.​ The Superintendent shall communicate the decision to the Grievant within ten (10) fifteen 

(15)  ten (10).  If the Superintendent does not respond within the time limits provided, the 
Grievant may appeal to the next level. 

d.​ Either the Grievant or the Superintendent may request and be granted a conference at a 
mutually agreed upon time. 

4.​ Level IV - Mediation 
a.​ If the grievance is not resolved to the satisfaction of the Grievant at Level III, the Grievant 

may appeal, within ten (10) fifteen (15) days of the delivery of the Level III decision, the 
grievance to Level IV. submit a request to the Association Executive Board requesting that 
the Association submit the grievance to mediation. If the Association Executive Board 
approves the request, the Association shall submit the grievance to mediation by giving 
written notice to the Superintendent’s Office within twenty (20) days fifteen (15) days after 
the date the request is made of the Association by the Grievant. 

b.​ In such case, tThe Association and the District will mutually agree upon the identification 
of a mediator agree to use a mediator from the State Mediation and Conciliation Service 
(SMCS). SMCS will provide a list, from which the District and the Association will select a 
mediator. for assignment of a mediator at no cost The mediator will be assigned at no cost., 
unless agreed otherwise between the District and the Association. Any resulting mediation 
expense shall be shared equally. California Public Employment Relations Board (PERB).  
Upon appointment the selection appointment of the mediator, mediation shall be scheduled 
according to the availability of the mediator and the parties.  

c.​ The mediation process shall be completed within twenty (20) days following the 
Grievant’s appeal to Level IV, unless the parties mutually agree to extend the twenty- 
(20) day time requirement as soon as possible subject to the availability of the mediator. 
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d.​ If an agreement is reached, the agreement shall be written and shall be signed by all the 
parties to the mediation.  All settlement agreements shall be non-precedential and shall 
constitute only a settlement of the particular grievance. 

e.​ The Association will contact the State Mediation and Conciliation Service for assignment of 
a mediator at no cost. 

5.     Level V - Arbitration 
a.​ If the Grievant is not satisfied with the disposition of the grievance at Level IV, the Grievant 

may, within ten (10) fifteen (15) days of the last meeting with the mediator, or within ten 
(10) fifteen (15) days of the expiration of the timeline in Level IV above, submit a request to 
the Association Grievance Chairperson Executive Board, requesting that the Association 
submit the grievance to arbitration.  If the Association Grievance Chairperson Executive 
Board approves the request, the Association shall submit the grievance to arbitration by 
giving written notice to the Superintendent’s Office within fifteen (15) twenty (20) days after 
the date the request is made of the Association by the Grievant.   

b.​ Within ten (10) fifteen (15) days after such written notices of submission to arbitration, the 
Superintendent’s Office and the Association shall request jointly the State Mediation and  
Conciliation Services to supply a panel of five (5) names of persons experienced in hearing 
grievances in public schools.  Each party shall alternately strike a name until only one name 
remains.  The remaining panel member shall be the arbitrator.  The order of the striking shall 
be determined by lot. 

c.​ The fees and expenses of the arbitrator and the hearing shall be borne equally by the District 
and the Grievant Association.  All other expenses shall be borne by the party incurring them. 

d.​ Once the arbitrator has been selected, hearings shall commence at the convenience of the 
arbitrator.  The arbitrator shall hear evidence and render a decision on the issue or issues 
submitted to him.  If the parties cannot agree upon a submission agreement, the arbitrator 
shall determine the issues by referring to the written grievance and the answers thereto at 
each step. 

e.​ The arbitrator shall have no power to award punitive damages, make class action awards, 
except where the class is properly identified at Level I of the procedure, or make money 
damage awards effective any date earlier than up to one year prior to the date the grievance 
was filed, except as provided by law. 

f.​ The arbitrator shall have no power to add to, subtract from, or modify the terms of this 
Agreement or the written policies, rules, regulations, and procedures of the District. 

g.​ Issues arising out of the exercise by the Board and administration of its responsibilities under 
Article IV (District Rights) of this Agreement, including the facts underlying its exercise of 
such discretion, shall not be subject to this arbitration procedure. 

h.​ After a hearing and after both parties have had an opportunity to make written arguments, the 
arbitrator shall submit in writing to all parties his findings and recommendations and shall set 
forth the arbitrator’s reasoning and conclusions on the issues submitted. 

i.​ The arbitrator’s decision is final and binding except that the arbitrator’s award must be 
supported by the preponderance of the evidence and in conformance with law.  Such awards 
are specifically reviewable by the Superior Court pursuant to the processes and procedures 
set forth under the California Code of Civil Procedure. 
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ARTICLE VI 
Compensation & Benefits 

A. 2025-2026 Teachers’ Salary 
 

1. Salary Schedule Increase: The 2025-2026 Teachers' Salary Schedule shall reflect a five 
percent (5%) increase over the 2024-2025 Employees' Salary Schedule, effective July 1, 2025.  

​   
Appendix H (Certificated Special Salaries and Stipends, including Hourly, Adult Education) 
shall be increased by five percent (5%) as of the date the Tentative Agreement is approved by the 
Board. 

  
One-Time Payment: Employees shall receive an off-salary schedule recognition payment of 
$5,000, pro-rated based on FTE, with eligibility capped at a maximum of 1.0 FTE. To be 
eligible, the employee must be in paid status as of December 19, 2025. 

 
B. 2026-2027 Teachers' Salary 
 

1. Salary Schedule Increase: The 2026-2027 Teachers' Salary Schedule shall reflect a five and 
four-tenths percent (5.4%) increase over the 2025-2026 Employees' Salary Schedule, 
effective July 1, 2026. 

  
Appendix H (Certificated Special Salaries and Stipends, including Hourly, Adult Education) 
shall be increased by five and four-tenths percent (5.4%) effective July 1, 2026. 

  
Recognition Payment: Employees shall receive an off-salary schedule recognition payment of 
$5,000, pro-rated based on FTE with eligibility capped at a maximum of 1.0 FTE. To be eligible, 
the employee must be in paid status as of December 1, 2026. The payment will be processed at 
the end of December 2026. 

 
C.​ Benefits 

1.​ Retirement and Workers’ Compensation 
The District shall pay the increased employer costs of all STRS, PERS and workers’ 
compensation benefits during the duration of this contract. 

2.​ Unemployment Insurance 
The District shall pay the cost of this item, if mandated by law during the duration of this 
contract. 

3.​ Life Insurance 
For the duration of the contract, the District shall provide life insurance coverage for active 
employees at the same level [Note: the new plan benefits are based on age- up to age 65, 
$100,000, age 65-69- $65,000, age 70 and older, $50,000] and shall pay the premiums for each 
active employee who qualifies for full benefit coverage.  The District shall pay the pro-rated 
premiums for active employees who work more than fifty percent (50%) but less than one 
hundred percent (100%), as specified in Section B.4.f.2 of this article.  

4.   Medical, Dental, and Vision Insurance 
a.​ The District and PAEA are committed to providing unit members with cost effective health 

insurance coverage with plan choices and family coverage.  Therefore, they each hereby 
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instruct their appointed representatives to the Joint Benefits Committee to explore all options, 
including but not limited to: 

​ (1) Changing carriers 
​ (2)​Changing coverage levels 
​ (3)​Changing rate structures 
​ (4)​Changing eligibility requirements 

​ To achieve our joint goal, the Committee shall make every reasonable effort, depending upon 
obtaining information from the benefits consultants, to issue its recommendations to the 
parties no later than September 10th of each school year.  Within two weeks of receiving a 
recommendation from the Joint Committee, the District and PAEA shall make every 
reasonable attempt to meet to negotiate this Article. 

b.​ The District will provide coverage to domestic partners of unit members, provided the 
definition of domestic partnership meets all the criteria of Section 297 of the California 
Family Code, and provided further that the unit member presents the District with proof that 
a valid declaration of domestic partnership has been filed pursuant to the above Family Code 
section or with any local agency registering domestic partnerships.  At any time during this 
agreement, the carriers and the benefits specifications may be changed through negotiations 
if the parties mutually agree. 

c.​ The District shall assume and pay for the full cost of health (medical) insurance benefits for 
the full-time employee only, prorated for part-time employees who work at least half-time 
(defined as a .50 FTE assignment).  
 

For the calendar years 2027 and 2028 only, the District’s contribution to the cost of medical 
insurance benefits provided in this collective bargaining agreement will be ninety percent 
(90%) of the premium cost for the employee + 1 and employee + family plans.  
 
The ninety percent (90%) contribution amount will be calculated for each employee +1 and 
employee + family plan based on the employee’s contracted FTE assignment. Employees 
working at least .50 FTE assignment hours per week but less than 1.0 FTE assignment shall 
be prorated based upon a full-time 1.0 FTE assignment. The employee will contribute the 
remaining ten percent (10%) cost amount not covered by the District.  
 
In January of 2028, the District and PAEA agree to negotiate medical insurance benefits 
contribution amounts to premium costs for both employees and the District. If an agreement 
is not reached by June 1, 2028, the District will contribute eighty percent (80%) of the cost of 
medical insurance benefits and employees will contribute twenty (20%) for the coverage 
calendar year of 2029. 

d.​ Joint Benefits Committee 
1)​ The District will form a Joint Employee-Employer Benefits Committee, comprised 

of four (4) appointees each of the Association, the District, and CSEA and one (1) 
appointee from PAMA.  

2)​ The purpose of the Committee will be to consider and make recommendations to 
the negotiating teams regarding matters related to medical, dental, and vision 
benefits, including the following: 

a)​ To explore alternative indemnity carriers and/or modification of current 
indemnity benefit specifications; 
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b)​ To recommend employment of the necessary professional advice regarding 

medical, dental and vision programs; and 
c)​ To review and make recommendations on any cost savings or cost 

containment measures, including brokerage/sales fees, pre- and post- 
admissions review, contracting with local hospitals, and utilization review.  

3)​ The respective parties will make their appointments annually by April 15 of each 
year.  The first meeting will be scheduled by the District Human Resources Office; 
thereafter meetings will be scheduled by consensus of the Committee. Released 
time will be provided for the committee members. 

e.​ No person shall be covered under more than one plan contributed to by the District.  An 
employee with a spouse or partner who is also employed by the District would be covered in 
the following manner: 

1)​ No dependents:  (a) each may be covered under employee only coverage or 
(b) one employee-plus-one coverage policy.   

2)​ One or more dependents:  (a) one employee-plus-family coverage policy.  
3)​ Employee contributions:  Married or registered partners, both benefit 

eligible and employed by the District may be eligible for an additional 
District contribution toward the employee contribution for health benefits in 
the Kaiser or Sutter Health Plus HMO employee-plus-one and the Kaiser or 
Sutter Health Plus HMO employee-plus-family medical coverage policies. 
 Adding the FTE of the couple and multiplying the portion over 1.0 FTE by 
the District’s monthly contribution for the Kaiser or Sutter Health Plus 
HMO employee-only policy shall determine the amount of the additional 
District contribution toward the employee contribution.  If this product 
equals or exceeds the employee monthly contribution for the chosen Kaiser 
or Sutter Health Plus HMO policy then the couple will not be required to 
pay the employee contribution.  If this product does not equal or exceed the 
employee contribution for the chosen HMO policy then the couple will pay 
the difference as a monthly payroll deduction.  Married or registered 
partners, where both are benefit eligible part-time employees, may combine 
their FTE to qualify for the full-time District contribution toward an 
employee-plus-one or employee-plus-family policy without having the 
District’s contribution prorated. 

f.​ Employees eligible for full-time medical coverage who provide proof of comparable 
medical coverage through a non-District spouse or legal partner may choose to decline 
District medical coverage and receive $2500 in ten (10) equal payments for a full-year of 
non-coverage.  Employees who have declined medical benefits and received the 
non-coverage payment may reenroll in a medical plan during open enrollment or if a 
qualifying event occurs. It is within the sole discretion of the District to continue this 
provision for each successive year of this agreement. 

g.​ Employees eligible for full-time dental coverage may choose to decline District dental 
benefits and receive $300 in ten (10) equal payments for a full year of non-coverage.  
Employees who have declined dental benefits and received a non-coverage payment may 
reenroll in the Delta Dental PPO plan during open enrollment or if a qualifying event 
occurs.  It is within the sole discretion of the District to continue this provision for each 
successive year of this agreement. 

h.​ Part-Time Employees 
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 1)​ Employees must work one-half (.5) of a full time equivalent (FTE) position or 

more to be eligible for health, dental, vision and life insurance coverage.   
 2) ​ For employees regularly assigned at least .5 FTE but less than 1.0 FTE, the 

District’s contribution for health insurance benefits (medical, dental, vision 
and life) shall be prorated based upon a full time assignment.  If the employee 
elects to participate in the District’s health plans, the part time employee shall 
pay the balance of the premium cost through monthly payroll deductions in 
advance of the month of coverage.   

 3) ​ Summer school employment shall not be considered for purposes of eligibility 
for health and welfare benefits.   

 
D. ​Salary Advancement 

1. ​ Step Advancement 
Unit members (including those members with part-time assignments) who work at least 
seventy-five percent (75%) of the days required for their assignment shall have that year count as 
a year of experience for salary purposes and shall move one step on the certificated employee 
salary schedule.  Unit members (including those members with part-time assignments) whose 
assignments do not span the length of a full school year shall not be eligible to move one step on 
the salary schedule.  The District shall use both days worked and personally accumulated sick 
leave used during the year to calculate the number of days of service for a given school year. 

2.​ Column Advancement  
“Plan for Salary Advancement” is incorporated into this Agreement by reference as Appendix B 
and shall be subject to the grievance procedure, except for the section “Salary Advancement 
Categories.” 

E.​ Salary Payments 
The procedures in effect January 17, 1978, as outlined in Section 6 of Policy VI-E, “Compensation 
and Related Benefits” of the Board Policy and Procedure Manual, shall be maintained for the 
duration of the contract.  The mileage reimbursement for approved travel will be the Internal 
Revenue Service rate. 

F.​ Pre-Retirement and Post-Retirement Employment Programs 
1.​ The “Pre-Retirement Employment and Post-Retirement Programs” are incorporated into this 

Agreement by reference as Appendix D. 
2.​ Subject to Education Code Section 22119.2, the District will make the following activities 

creditable for STRS Defined Supplement Benefit: 
a.​  All regular teaching beyond 1.0 FTE; 
b.​  Stipends listed in Appendix H; 
c.​  Summer school; 
d.​  Academy teaching; 
e.​  Lead teacher; 
f.​  Hourly rate teaching; 
g.​  Substituting during the school day; 
h.​  Curriculum writing; 
i.   Induction coach; and 
j.​  PAR consulting teacher. 

3.​ In addition, the Superintendent or designee and the Association President may agree during the 
term of this Agreement to add to the list provided the work qualifies under Education Code 
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Section 22119.2. 

4.​ This supplemental benefit may be taken at retirement as an additional annuity or as a lump sum 
payment, for purposes of paying medical benefits or any other individual use. 

G.​ Peer Assistance and Review Program 
The “Peer Assistance and Review Program” is incorporated into this Agreement by reference as 
Appendix E, and is subject to the grievance procedure, except for the first three paragraphs of 
“Program Description.” 

H.​ Summer School Pay 
The pay for summer school shall be increased by a percentage equal to the percentage increase in 
Appendix A, for each year of this Agreement. 

I.​ Certificated Special Salaries 
Certificated special salaries are incorporated into this agreement by reference as Appendix H.  

J.    Early Notice of Retirement Bonus  
A permanent unit member who submits written notice of retirement to the District by February 15th 
of the year of retirement shall receive a bonus of $1000 for providing the District with the early 
notification.  The bonus shall be pro-rated based upon a full-time assignment. 

K. ​Professional Learning Stipend (PL Stipend) 
The District is committed to fostering a culture of on-going professional learning in PAUSD in order 
to create an environment in which every staff member is actively engaged in professional learning 
that enhances their ability to improve the experience and education of our students.  Unit members 
and administrators will jointly identify and provide quality professional learning opportunities 
focused on student learning.  
1.​ The District shall form a committee with teacher representation to assist in identifying eligible 

professional learning activities and in evaluating the effectiveness of the activities.  The 
Professional Learning Committee will consist of three (3) unit members appointed by the 
Association and three (3) members appointed by the District.  The committee shall be 
responsible for: 
a.​ Assisting in the identification of eligible professional learning activities 
b.​ Assisting in the communication with unit members of those activities that qualify for the PL 

Stipend. 
c.​ Providing feedback on the effectiveness of professional learning activities offered by the 

school sites and District during staff development days  
2.​ Unit members will earn the PL Stipend by engaging in 18 hours of eligible professional learning 

activities outside the professional workday and beyond those activities provided during 
designated staff development days.   

3.​ The PL Stipend will be paid at the rate published in Appendix H.  
4.​ Unit members who plan and complete 18 hours of eligible professional learning activities in a 

given year may earn the PL Stipend annually. 
5.​ Unit members changing grade levels, by their choice, and unit members returning from leave of 

absence shall be encouraged to participate in this PL program prior to the start of the school year. 
6.​ Unit members shall have their proposed professional learning activities pre-approved by their 

site principal using district-supplied forms.  If a proposed activity is denied by the principal, the 
unit member may appeal the decision to the Associate Superintendent or designee. 

7.​ In extenuating circumstances, the Superintendent or Superintendent’s designee may grant a unit 
member an extension beyond the two-year time frame to complete the 18 hours of professional 
learning. 
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8.​ Unit members approved by their sites for professional learning hours beyond the 18 hours 

needed for the PL Stipend will be paid at the hourly professional learning rate in Appendix H. 
9.​ Professional learning hours used for the PL Stipend may not be used for units to move columns 

on the salary schedule. 
10.​The District has the sole discretion to discontinue the PL Stipend program (stipend and 

expectation of 18 hours of professional learning every two years) for any school year beyond 
2015-16. 
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ARTICLE IX 

Class Size 

A.  Class Size Staffing Ratios 

The class size staffing using the Remediation Measures as stated in section B of this article shall be 

based on the following: 

 

Grades TK-K One teacher per 19 students 

Grades 1 One teacher per 22 students 

Grades 2-3 One teacher per 23 students 

Grades 4-5 One teacher per 24 students 

Grade 6-8 (Core)                                                One teacher per average of 24 students 

Grades 79-10 (Math/English)                   One teacher per average of 24 students  

Grades 7-8 (Science/Social Science)  One teacher per average of 25 students 

Grades 7-8 (Science/Social Science)  One teacher per average of 25.5 students 

Grades 6-12                                                       One teacher per department course-alike 

department average (calculated by excluding 

classes above) (calculated by excluding classes 

above) of 28.5 students 

 

 *Core – 6th Grade English, Math, Science, Social Science 

 

B. Remediation Measures  

1. If the daily enrollment in a TK-12 class exceeds the class size ratio listed in Section A, the 

remediation measures of Section B.2 and B.3 will apply. This remediation will be quarterly and 

will be calculated on the fifteenth day of each quarter.  

2. For TK - 5th grade, when remediation measures apply, the remediation funds shall be provided in 

the form of a stipend to the classroom teacher paid quarterly in the amount of $750 per 

applicable student (maximum of $3,000 annually per applicable student).  

3. For 6th - 12th grade, when remediation measures apply, the first consideration for the use of the 

remediation funds shall be to reduce the impact of the larger class size. The principal and staff 

members involved shall explore and mutually discuss the following methods for remediation, 

and thereafter the principal shall select from the following options: 

a. Aide assistance 

b. Additional aide time or additional classroom support FTE 

c. Transfer of pupils 

d. Hiring of additional teacher(s) 

e. If after discussion, none of the above options are feasible, the principal and staff 

members involved will present a remediation plan for equivalent equivalent funds 

equivalent to section B.2. of this article equivalent to section B.2. of this article in in lieu 

of personnel to the Superintendent or designee for approval. In the case of remediation in 

grades 6 through 12, the principal will present the remediation plan to the staff by the 

twenty-first day of the semester or school year, whichever is appropriate. 

f. All site administrators will do their best to balance classes equitably.  
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     4.   The District shall provide the Association with the class size school average statistics as of the    

           eleventh day of the school year, or thereafter on request. The Association’s building site       

           representatives may participate in the remediation discussion. 

 

C. Combination Grade Classes 

Grades TK- 5 (with the exclusion of the Ohlone School model: excluding excluding with the 

exclusion of the Ohlone School model: excluding with the exclusion of the Ohlone School model: 

Special Education classes, language immersion instruction, language immersion instruction, 

music instruction, physical education instruction, and library instruction) 

 

1. Educators who teach a combination class for the year will be paid $10,000 annually pro-rated 

stipend to a full-time equivalent assignment. The stipend is calculated based on the instructional 

year and shall be paid annually. 

 

The parties agree to form an ad hoc committee by May 31, 2026 to study the additional workload that 

comes from implementing standardized, grade-specific curriculum into the multi-grade Ohlone School 

model with the intention of creating an MOU to address the additional workload. 

The purpose of this article is to establish guidelines and procedures for the formation of 

combination classes in neighborhood elementary schools when there are not enough students to 

form a full class of students at a particular grade level. 

The purpose of this article is to establish guidelines and procedures for the formation of 

combination classes in neighborhood elementary schools when there are not enough students to 

form a full class of students at a particular grade level. 

A combination class, for the purposes of this contract, shall be defined as a class in which students from 

two different grade levels are placed together under a single teacher's instruction. A combination class 

may be formed when the number of students at a particular grade level falls below the minimum class 

size threshold as defined by the PAUSD/PAEA CBA. 

Before the formation of a combination class, the school administration shall notify affected teachers.  In 

the event of a combination class, the school administration shall make efforts to balance the grade levels 

represented in the class, taking into consideration the individual needs and abilities of the students. The 

school administration shall also ensure that class sizes remains within reasonable limits as reasonable 

limits as reasonable limits as the class size staffing ratios the class size staffing ratios defined by the 

PAUSD/PAEA CBA.  

 

D. Special Education and Related Services Case Management  

 

1. Case management/caseload is defined as providing special education services to students 

including, but not limited to: 

a. Providing instruction and services for those pupils whose needs have been identified in an 

individualized education program, 
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b. Providing information and assistance to individuals with exceptional needs and their parents, 

c. Providing consultation, resource information, and material regarding individuals with 

exceptional needs to their parents and to regular staff members, 

d. Coordinating special education services with the regular school programs for each individual 

with exceptional needs enrolled in the resource specialist program, 

e. Monitoring of pupil progress on a regular basis, participation in the review and revision of 

individualized education programs, as appropriate, and referral of pupils who do not demonstrate 

appropriate progress to the individualized education program team, and 

f. Emphasizing at the secondary school level academic achievement, career and vocational 

development, and preparation for adult life. 

1. Case management/caseload is defined as providing special education services to students 

including, but not limited to: 

a. Providing instruction and services for those pupils whose needs have been identified in an 

individualized education program, 

b. Providing information and assistance to individuals with exceptional needs and their parents, 

c. Providing consultation, resource information, and material regarding individuals with 

exceptional needs to their parents and to regular staff members, 

d. Coordinating special education services with the regular school programs for each individual 

with exceptional needs enrolled in the resource specialist program, 

e. Monitoring of pupil progress on a regular basis, participation in the review and revision of 

individualized education programs, as appropriate, and referral of pupils who do not demonstrate 

appropriate progress to the individualized education program team, and 

f. Emphasizing at the secondary school level academic achievement, career and vocational 

development, and preparation for adult life. 

1221. Special Education Ed Specialists/RSP/Mild-Moderate (not in a self-contained class) 

a. Case Management: 26 students per teacher. 

a. Case Management, Elementary: maximum 14 students per teacher. 

b. Case Management, Secondary: maximum 22 students per teacher.  

a. Case Management, Elementary: maximum 15 students per teacher. 

b. Case Management, Secondary: maximum 23 students per teacher.  

a. Case Management: 26 students per teacher. 

a. Case Management, Elementary: maximum 16 students per teacher. 

b. Case Management, Secondary: maximum 24 students per teacher.  

a. Case Management: 26 students per teacher. 

 

 

2332. Special Education Mild-Moderate Self-contained Class 

 a. Case Management/class size maximum of 12 10 11 12 students per teacher. 
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3443. Special Education Moderate-Severe/Futures Extensive Support Needs 

 a. Case Management/class size maximum of 12 8 8 12 9 12 10 12 students 

 

4554. Therapeutic/Behavioral Classes 

 a. Case Management/class size maximum of 12 8 9 12 10 students 

 

5665. Speech & Language Pathologists 

    a. No individual SLP's caseload exceeds 50 students for SLPs that serve 

elementary/secondary students and 50 students for SLPs that serve preschool/transitional 

kindergarten students. 

a. Case Management, Elementary/Secondary: maximum 40 students per SLP 

b. Case Management, Preschool/TK: maximum 35 students per SLP 

a. Case Management, Secondary: maximum 45 students per SLP 

b. Case Management, Elementary: maximum 40 students per SLP 

c. Case Management, Preschool/TK: maximum 35 students per SLP 

a. No individual SLP's caseload exceeds 50 students for SLPs that serve 

elementary/secondary students and 50 students for SLPs that serve preschool/transitional 

kindergarten students. 

a. Case Management, Secondary: maximum 45 students per SLP 

b. Case Management, Elementary: maximum 45 students per SLP 

c. Case Management, Preschool/TK: maximum 40 students per SLP 

a. No individual SLP's caseload exceeds 50 students for SLPs that serve 

elementary/secondary students and 50 students for SLPs that serve preschool/transitional 

kindergarten students. 

 

 

6776. Caseload Consideration: All caseloads will take into consideration the complexity and 

intensity of each student's needs, the number of meetings required, travel demands between sites, 

and the technology use needs of the students. 

 

This article agreement shall be effective on July 1, 20246. 
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ARTICLE X 

Evaluations 

A.  Introduction 

1.   The District and the Association mutually agree on the importance of an evaluation 

system that: 

a.   Acknowledges excellence in teaching, encourages risk-taking and collegiality for 

professional growth, and supports those needing assistance; 

b.   Is based on standards of excellence that are well known and that are applied with 

clarity, consistency, and fairness for all teachers; 

c.   Allows administrators, teachers, parents, and students to work together efficiently 

and effectively to continuously improve education in our schools. 

2.   This article shall be implemented in accordance with the guidelines of the 

Board Policy 4115. This article shall be implemented in accordance with the 

guidelines of the Board Policy 4115. (This policy is included as Appendix I as an 

attachment to the contract for information purposes but is not subject to the 

grievance procedure.) 

3.   In elementary and secondary school, the principal has ultimate responsibility for 

evaluating staff members.  In the secondary schools, the principal may share this 

responsibility with other site administrators. 

4.  By September 30 of each school year, staff members on the formal assessment 

schedule shall be notified by the Certificated Human Resources office of the name(s) of 

the person(s) responsible for their evaluation. 

5.   The responsibilities and duties enumerated in this section are listed to indicate 

activities that help accomplish the goals of evaluation.  It is not necessarily an all-

inclusive list.  Staff and supervisors are encouraged to design and implement other 

activities that help fulfill the goals of evaluation. 

  

B.  Definitions 

1.   Professional Development Plan 

A document developed by the teacher in consultation with the supervisor describing a 

teacher’s professional growth interests and needs that: 

a.   Covers one to four years of professional activity 

b.   Includes 1-5 long-term professional growth goals that are consistent with school, 

district, and department goals and priorities 

c.   Identifies the California Standards for the Teaching Profession (CSTP) and the 

California Standards for the School Counseling Profession (CSSCP) related to each 

professional growth objective; hereafter referred to as the “Standards” 
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d.   Identifies specific annual objective(s) to be the focus in the present year and 

describes activities to be undertaken 

e.   Is updated each year and may be revised at any time, and 

f. Is kept on file by the teacher and supervisor/evaluator. 

2.   Formal Observation 

A classroom observation by the supervisor/evaluator that: 

a.   Is announced at least 2 days in advance 

b.   Is preceded by a conference between supervisor and teacher unless the parties 

mutually agree that a pre-conference is not needed. 

c.   Is at least 30 minutes in length, and 

d.   Is followed by a conference and written report of the supervisor’s comments no 

later than five school days after the observation. 

3.   Informal Observation 

A classroom observation by a supervisor/evaluator that: 

a.  Does not meet one or more of the criteria listed above for a formal observation.  

Informal observations include drop-ins, visits, or pass-throughs. These are usually 

short visits but have no time restrictions. 

b.  For informal observations of more than 10 minutes, the supervisor/evaluator shall 

provide brief, informal, and meaningful feedback within 3 days to help the teacher 

reflect on their practice. 

  

C.  Evaluation Plans 

1.   Teachers will be evaluated by one of the following plans: 

a.   Plan 1:  Staff members who do not have permanent status in the District will be 

evaluated under Plan 1. 

b.   Plan 2:  Two and Four-Year Cycles 

(i) Plans 2.2 (two-year cycle):  Permanent staff members who are judged by 

their supervisor(s) to meet all the Standards and who have been in the District 

fewer than ten years shall be evaluated under Plan 2.2. 

ii) Plans 2.4 (four-year cycle):  Permanent staff members who have been in 

the District ten years or more and who are judged by their supervisor(s) to meet 

all the Standards shall be evaluated under Plan 2.4. 

c.   Plans 3 and 4:  Permanent staff members who are judged by their supervisor not 

to meet one or more of the Standards shall be evaluated by Plan 3 or Plan 4.  These 

plans are described in Sections H, I, and J of this Article. 

2.   Required procedures for each plan are listed here.  Under no circumstances will any 

of the evaluation procedures described here prohibit the District from initiating 

termination procedures at any time for reasons other than unsatisfactory performance, 

pursuant to the Education Code. 

a.   Plan 1 Required Procedures for Evaluation of Staff Members Not Having 

Permanent Status 
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(1) Plan 1 Procedures Required of Staff Members: 

(a)  To follow the chronology outlined in Section G (Chronology) for relevant 

plan. 

(b) To meet with their supervisor to discuss progress toward meeting the 

PAUSD Teaching Performance Standards and/or toward achieving the 

annual objectives in the professional development plan. 

 (2) Plan 1 Procedures Required of Supervisors/Evaluators:  

(a)  To follow the chronology outlined in Section G (Chronology) for relevant 

plan. 

(b) To observe the work of the staff member for a sufficient period of time to 

make an appropriate assessment. 

(c)  To make informal classroom observations, announced or unannounced 

and of any duration, as needed. 

(d) To be sure that no more than two supervisors observe a teacher at the 

same time. 

(e)  To assist the staff member in identifying desired improvements and to 

develop a program to effect those improvements.  If a desired or needed 

improvement for a staff member is identified, the supervisor shall indicate in 

subsequent written records whether or not the staff member has effected or 

partially effected improvement. 

(f)  To determine whether a staff member’s performance meets the 

Standards.  If it does not, the supervisor shall communicate this to the staff 

member in writing.  The judgment of teacher performance reported on the 

Summary Evaluation will determine the evaluation status of the staff member 

at the start of the next school year. 

b.   Plan 2 (2.2 & 2.4) Required Procedures for Evaluation of Permanent Staff 

Members Meeting the Standards 

A permanent teacher determined by their supervisor to be meeting all of the Standards 

shall be evaluated by Plan 2. 

(1)   Plan 2.2 and 2.4 Procedures Required of Staff Members:  

  

(a) To follow the chronology outlined in Section G (Chronology) for Plan 2.2 

or 2.4. 

(b) To meet and work with their supervisor/evaluator to: 

i. Develop a multi-year professional development plan that includes 

annual objectives; 

ii.   Assess progress toward achievement of annual objectives; 

iii.  Assess the staff member’s performance on the Standards; and 

iv.  Assess the learning and working environment. 
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  (c) In the formal evaluation year, permanent teachers on Plan 2.4 only, will 

complete choose choose a formal observation mode with from the following 

options listed on the District form: Instructional Design, Peer Evaluation, Peer 

Evaluation, Peer Evaluation, Coursework, Observation, Data Driven Inquiry, and or 

National Board Certification or Renewal linked here [insert link] and inform their  

 

supervisor of their choice. mode with various options listed on the District 

form and inform their supervisor of their choice. cycle with the assigned 

supervisor/evaluator. Regardless of option selected, all teachers on a Plan 2.4 shall 

complete the Summary Evaluation form in collaboration with their 

supervisor/evaluator.  

    

(d) Additional Procedures Required of a staff member on Plan 2.4:  To have a  

professional dialogue and reflective review with supervisor/evaluator at the end of 

the second year of the four-year evaluation cycle to summarize achievements/efforts 

and to support continuous growth and achievement. 

(2) Plan 2.2 and 2.4 Procedures Required of the Supervisor:  

(a)   To follow the chronology outlined in Section G (Chronology) for Plan 2.2 

or 2.4. 

(b)  To assist staff members in preparing a multi-year professional 

development plan 

that includes annual objectives, to provide support for staff member’s 

continuous progress toward achievement of the annual objectives in the plan, 

and to assess achievement of those objectives. 

(c)   To provide staff members with information about goals and priorities at 

other levels 

within the system, and to ensure that individual staff members’ professional 

development plans support those goals and priorities. 

(d) To observe the work of the staff member for a sufficient period of time to 

make an appropriate assessment. In the informal evaluation year, at least 

one formal (at least 30 minutes in length) or one informal observation (more 

than ten minutes in length) with written feedback shall occur. 

(e) To assess whether a staff member’s performance meets the Standards.  If 

the performance does not meet the Standards, the supervisor/evaluator shall 

communicate this to the staff member in writing, and procedures outlined in 

Evaluation Plan 3 shall be followed. 

Alternative evaluator: Any certificated employee on an Evaluation Plan 3 or 4 

receives an unsatisfactory observation/evaluation report, shall upon request, 

be provided at least one (1) additional observation, conference and 

observation report. At the employee's request, the additional observation, 

conference, and observation report shall be performed by a different 
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administrator from the District as assigned by the Human Resources 

Department. The written observation report shall be made available as part of 

the unit member’s annual evaluation. Either the evaluator or unit member 

may choose to have the observation report included as an attachment to the 

annual evaluation. 

(f) Additional Procedures Required of the Supervisor/Evaluators for staff on 

Plan 2.4: To have a professional dialogue and reflective review with each 

staff member at the end of the second year of the four-year evaluation cycle 

to summarize achievements/efforts and to support continuous growth and 

achievement. 

  

D.  Procedures to Resolve Disagreement over the Professional Development Plan or 

Observation Schedule for Teachers on Evaluation Plans 1, 2.2, 2.4. 

The following procedures shall be followed in the event of a disagreement between the staff 

member and the supervisor/evaluator regarding the professional development plan or 

classroom observations. 

1.   The staff member and the supervisor/evaluator shall make a good faith effort to 

resolve the disagreement themselves. 

2.   If the disagreement persists, the parties may together invite a third party to assist in 

resolving the disagreement. 

3.   If the third party is not successful in helping the staff member and 

supervisor/evaluator to resolve the disagreement, the staff member, 

supervisor/evaluator, and the third party shall each have the opportunity to state their 

position on the matter(s) in dispute and to have a written statement attached to the 

observation report or professional development plan.  If necessary, a Human Resources 

administrator shall make the final decision on the matter(s) in dispute. 

  

E.  Responsibilities of the Superintendent and their Staff 

1.   To ensure fairness in the evaluation process by: 

a. Consulting with supervisors/evaluators to ensure that judgments are based upon 

appropriate data; 

b. Helping supervisors/evaluators identify and assist staff members who do not meet 

the Standards, or assisting those staff members directly; 

c. Developing forms for the recording of observations and for the summary evaluation 

consistent with the contract and with the agreement of the Association; and 

d. Reviewing completed summary evaluations. 

2.   To provide for training of staff members who must evaluate the work of others. 

3.   To make decisions regarding the initiation of termination of a staff member, pursuant 

to the Education Code. 

  

F.   Responsibilities of the School District 
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1.   To provide the resources necessary for carrying out this process, including, but not 

limited to, the following: 

a. Time for supervisors/evaluators and staff members to confer in order to develop the 

professional development plan; 

b. Training on the process of developing professional development plans and 

assessing staff member performance; and 

c. A list of immediate supervisors/evaluators for each member of the bargaining unit, 

to be provided to the Association no later than September 30. The District shall 

notify the Association of any changes in the September 30 list. 

2.   To identify priorities for supervisors/evaluators in such a way that they have time to 

provide needed support for staff members. 

3.   To establish goals for the District and to review progress toward the accomplishment 

of those goals. 

4.   To specify the District goals and any specific objectives of a management team 

member or of any other supervisor if those objectives affect the staff member(s). 

5.   To provide resources determined by the District to assist staff members in pursuing 

their professional development plans. 

6.   To defend and indemnify, to the extent required by law, staff in the performance of 

their duties as an agent of the administration in the evaluation of a unit member. 

 

G.  Chronology 

1.   Evaluation tables are listed for Plans 1, 2.2 & 2.4 describing the procedures for both 

formal evaluation years, in which summary evaluations are required, and informal years, 

in which no written summary evaluation is required. 

2.   All temporary and probationary staff members will follow the chronology given for 

Plan 1, which involves formal evaluation every year. 

3.   All permanent staff members with fewer than ten years experience in the District 

shall follow Plan 2.2, having a formal evaluation every other year except when: 

a. The staff member has been placed under Evaluation Plan 3:  Does Not Meet 

Standards Support/Improvement Plan Implemented; 

b. The staff member has been placed under Evaluation Plan 4:  Does Not Meet 

Standards — Administrative Review. 

4.   All permanent staff members with ten years or more experience in the District shall 

follow Plan 2.4, having a formal evaluation every four years and a professional 

dialogue with reflective review with the supervisor/evaluator in the second year of the 

cycle, except when circumstances exist as detailed in G.3.a. and 3.b. listed above. 

5.   The target dates listed in the tables do not necessarily preclude those activities from 

also occurring during other times of the year. 

6.   This Chronology by itself does not give a complete picture of the evaluation process.  

It must be looked at in conjunction with the responsibilities listed on the previous pages.  

Further, the establishment of the following target dates is not meant to ignore the 
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importance of ongoing informal meetings between the supervisor and the staff member.  

Such meetings are an important part of the evaluation process. 

7.   The target dates listed in these tables are dates by when the procedures are 

expected to be accomplished, although exceptions may be made.  If procedures are not 

accomplished within two weeks after the target dates listed, some final judgments about 

the staff member’s performance that year may be impossible or inappropriate.  

8.   During the informal evaluation year, staff members will be expected to review and 

revise their professional development plans, and may use a variety of methods for 

assessing progress on their professional development plans, including self-evaluation.  

Informal meetings with supervisors are encouraged. 

  

Plan 1 — Chronology 

This plan applies to all temporary and probationary staff members and their supervisors.  

Formal evaluation occurs every year. 

A staff member who is employed more than 40% and who is temporary for a third consecutive 

year will follow the chronology for a temporary staff member who is equal to or less than 40%. 

Plan 1 

Target 

Dates 

Completion 

Date 

Probationary 2 Staff Supervisor 

11/1 Meet to discuss progress on 

Standards 

1st Interim Assessment 

12/21 Meet to discuss progress on 

Standards 

2nd Interim Assessment 

2/15 Meet to discuss progress on 

Standards 

3rd Interim Assessment 

Provide opportunity for staff assessment of 

administrative performance*   

3/1   Complete “Summary Evaluation” and 

Tenure Decision 

* The District and the Association agree the purpose of assessment of administrative 

performance is to provide meaningful feedback on leadership practices. The District will 

develop forms for this purpose with input from PAEA. The questions will include multiple 

choice or scaled questions. The administrator may add more questions, including open-

ended, at their discretion. All feedback will be unidentifiable unless the unit member chooses 

to self-identify. 
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Plan 1 

Target Dates 

Completion 

Date 

Probationary 1 & 

Temporary Staff 

Supervisor 

11/1 Meet to discuss progress 

on Standards 

1st Interim Assessment 

2/15 Meet to discuss progress 

on Standards 

2nd Interim Assessment 

Provide opportunity for staff assessment of 

administrative performance* 

4/1 Meet to discuss progress 

on Standards 

3rd Interim Assessment 

4/1   Complete “Summary Evaluation” and Rehire 

Decision 

* The District and the Association agree the purpose of assessment of administrative 

performance is to provide meaningful feedback on leadership practices. The District will 

develop forms for this purpose with input from PAEA. The questions will include multiple 

choice or scaled questions. The administrator may add more questions, including open-

ended, at their discretion. All feedback will be unidentifiable unless the unit member chooses 

to self-identify. 

  

Plan 1 

Target Dates 

Completion 

Date 

 Temporary 40% or Less 

Staff 

Supervisor 

12/21 Meet to discuss progress 

on Standards 

1st Interim Assessment 

2/15   Provide opportunity for staff assessment of 

administrative performance* 

4/1   Complete “Summary Evaluation” and Rehire 

Decision 

* The District and the Association agree the purpose of assessment of administrative 

performance is to provide meaningful feedback on leadership practices. The District will 

develop forms for this purpose with input from PAEA. The questions will include multiple 

choice or scaled questions. The administrator may add more questions, including open-

ended, at their discretion. All feedback will be unidentifiable unless the unit member chooses 

to self-identify. 
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Plan 2.2 — Chronology 

This plan applies to all permanent staff members who have been in the District for fewer than 

ten years and who meet the Standards.  It has a two-year cycle, alternating formal and informal 

evaluation years. 

  

Plan 2.2 

Target 

Dates 

Completion 

Date 

Staff Member Supervisor 

Informal Year (1) 

10/15 Meet to write, discuss, and plan implementation of professional development 

plan 

2/15   Provide opportunity for staff assessment of 

administrative performance* 

4/30 Discuss and assess progress on professional development plan 

5/1 Plan tentative revisions in 

professional development 

plan for following year 

  

Formal Year (2)  

10/15 Meet to write, discuss, and plan implementation of professional development 

plan 

2/15   Provide opportunity for staff assessment of 

administrative performance* 

4/30 Discuss and assess progress on professional development plan 

5/1 Plan tentative revisions in 

professional development 

plan for following year 

Complete “Summary Form for Evaluation of 

Performance” 

* The District and the Association agree the purpose of assessment of administrative 

performance is to provide meaningful feedback on leadership practices. The District will 

develop forms for this purpose with input from PAEA. The questions will include multiple 

choice or scaled questions. The administrator may add more questions, including open-

ended, at their discretion. All feedback will be unidentifiable unless the unit member chooses 

to self-identify. 

  

Plan 2.4 — Chronology 
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This plan is available to any permanent staff member who has been in the District for ten or 

more years and who meets the Standards. It has a four-year cycle with a two-year reflective 

review and professional dialogue. 

  

Plan 2.4 

Target Dates 

Completion Date 

Staff Member Supervisor 

Informal Year (1) 

10/15 Meet to write, discuss, and plan implementation of professional 

development plan 

2/15   Provide opportunity for staff assessment of 

administrative performance* 

5/1 Plan tentative revisions in 

professional development 

plan for following year 

  

Reflective Year (2) 

10/15 Meet to write, discuss, and plan implementation of professional 

development plan 

2/15   Provide opportunity for staff assessment of 

administrative performance* 

4/30 Discuss and assess progress on professional development plan 

5/1 Complete Reflective 

Review 

Plan tentative revisions in 

professional development 

plan for following year 

Receive completed Reflective Review and 

send to HR 

Informal Year (3) 

10/15 Meet to write, discuss, and plan implementation of professional 

development plan 

2/15   Provide opportunity for staff assessment of 

administrative performance* 

5/1 Plan tentative revisions in 

professional development 

plan for following year 

  

Formal Year (4) 



1a. PAUSD to PAEA 11/5/2025    1e. PAUSD to PAEA 2/2/26 

1b. PAEA to PAUSD 12/9/2025 1:00pm 1f. PAEA to PAUSD 2/2/26 1:15 pm 

1c. PAUSD to PAEA 12/9/2025 2:30pm   1g. PAUSD to PAEA 

1d. PAEA to PAUSD 1/15/2026    1h. PAEA to PAUSD 3/16/26 

       1i. PAUSD to PAEA 3/16/26 2:30pm 

10/15 Meet to write, discuss, and plan implementation of professional 

development plan 

2/15   Provide opportunity for staff assessment of 

administrative performance* 

4/30 Discuss and assess progress on professional development plan 

5/1 Plan tentative revisions in 

professional development 

plan for following year 

Complete “Summary Form for Evaluation of 

Performance” 

* The District and the Association agree the purpose of assessment of administrative 

performance is to provide meaningful feedback on leadership practices. The District will 

develop forms for this purpose with input from PAEA. The questions will include multiple 

choice or scaled questions. The administrator may add more questions, including open-ended, 

at their discretion. All feedback will be unidentifiable unless the unit member chooses to self-

identify. 

    

  

H. Evaluation Plan 3:  Does Not Meet Standards:  Support/ Improvement Plan 

Implemented 

1.   Placement on Plan 3 is the result of a staff member’s failing to meet one or more of 

the Standards as identified by the site principal and administrative supervisor working in 

consultation with the Superintendent’s staff. Disciplinary matters shall be handled using 

the progressive discipline procedures in Article XIII: Working Conditions, not through the 

Plan 3 process. While While PppPpWhile Pplacement on Evaluation Plan 3 may shall 

may only shall only may shall only may occur during the spring reviews,.a staff 

member shall be placed on this plan whenever it is deemed necessary by the site 

principal/administrator. , a staff member shall be placed on this plan whenever it 

is deemed necessary by the site principal/administrator. a staff member shall may 

be placed on this plan whenever it is deemed necessary by the site 

principal/administrator after two or more unsatisfactory formal or informal observations 

with feedback provided to the unit member.  

2.   Prior to a teacher’s being formally assigned to Plan 3, the following procedures will 

be followed: 

a. As soon as a concern arises Within 10 school days of a concern(s) arising, the site 

principal and administrative supervisor shall notify the staff member of the concern(s) 

in order to support their efforts to improve.  

ab. If the site principal/administrator determines that a teacher’s performance does not 

meet all the Standards, they will develop a plan to address concerns over an informal 

support period of 4 to 8 weeks. This informal plan will include specific step(s) the 

member can take to demonstrate they are meeting the identified standard(s). The 
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principal/administrator shall notify include a the PAEA representative President 

chosen by the teacher and a Human Resources administrator. of in the discussion. 

c. At the end of the agreed-upon informal support period, if the principal/administrator, 

in consultation with the supervisor/evaluator, determines that the staff member 

meets the identified standard(s), they will be immediately placed on Evaluation 

Plan 2.2 or 2.4, according to their time in the district. 

bd. At the end of the agreed-upon informal support period, if the teacher’s 

performance does not meet specific standard(s) agreed upon in the informal plan, 

the principal/administrator shall notify the teacher in writing that they are being 

placed on Evaluation Plan 3.  

ce. If a teacher has previously been given the opportunity to address performance 

concerns through this type of informal support period, it is the prerogative of the 

principal/administrator to assign the teacher directly to Plan 3 should the same or 

other or related concerns surface at a later date. 

3.   While the principal/administrator may request any assistance or resources that they 

deem appropriate, the responsibility for monitoring and supervising staff placed on 

Evaluation Plan 3 is the responsibility of the principal/administrator as identified at the 

beginning of the school year. 

4. A member shall not be placed on Plan 3 if their supervisor has failed to meet any 

evaluation completion dates for that member in the last 12 months. 

I. Procedures for Evaluation Plan 3 

1.   All general procedures for the staff member and the supervisor listed in Section G 

(Chronology) for Plans 1, 2.2, and  2.4  are required here.  In the case of conflict 

between those general procedures and these specific procedures, these specific 

procedures apply. 

2.   A staff member placed on Evaluation Plan 3 shall be notified of this by both the 

principal/administrator and a Human Resources administrator. 

3.   When the staff member has been placed on Plan 3, the teacher, the principal, the 

administrative supervisor(s), a Human Resources administrator, and at the staff 

member’s request, a PAEA representative of the staff member’s choice will develop a 

support/improvement plan, which shall specify: 

a. Time span of the plan, not to exceed 18 weeks 

b. Performance concerns, including the Standards to be addressed 

c. Support to be provided to the staff member, including referral to the Peer 

Assistance and Review Program  

d. Process and schedule for gathering parent/student input, if deemed by the 

supervisor to be a necessary part of the plan 

e. Information about classroom observations to be made, which may be 

announced or unannounced 
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f. Description of what will be considered satisfactory progress toward meeting 

Standards, to be used in consideration of an extension of the support period (see 

“5(b)” following) and 

g. Dates of written progress reports and summary evaluation 

4.   At least every 63 4 weeks the supervisor shall complete a written report on the staff 

member’s progress and discuss it with the staff member.  Each report will clearly identify 

which standards remain to be met. 

5.   At the end of the period specified in the support/improvement plan the 

principal/administrator will write a summary evaluation of the staff member’s 

performance. 

a. If the principal/administrator, in consultation with the supervisor/evaluator, 

determines that the staff member meets all Standards, they will be placed on 

Evaluation Plan 2.2 and will receive a summary evaluation in the following school 

year.  Thereafter, the staff member may select to be evaluated under any Plan 

appropriate to the staff member’s experience in the District. 

b. If the principal/administrator, in consultation with the supervisor/evaluator, 

determines that a staff member has made satisfactory progress but still does not 

meet all standards, an extension of Plan 3 may be granted for up to 18 weeks.  A 

definition of what will be considered satisfactory progress will be included in the 

original support/improvement plan. 

c. If the principal/administrator, in consultation with the supervisor, determines that a 

staff member has not made satisfactory progress toward meeting all standards, the 

staff member will be placed on Evaluation Plan 4. 

6.   The support/improvement plan and summary evaluation required under Plan 3 will 

be placed in the staff member’s personnel file. 

  

J. Evaluation Plan 4:  Does Not Meet Standards: Administrative Review 

1.   A staff member not meeting one or more of the Standards and not making 

satisfactory improvement during a period of support in Plan 3 shall be evaluated under 

Plan 4.  Evaluations of staff members under Plan 4 are structured to accumulate a file 

that demonstrates the quality of the staff member’s performance and the efforts 

expended in assisting the staff member to improve performance.  Evaluation Plan 4 

requires careful monitoring and analysis of the staff member’s performance.  The District 

may begin termination procedures for unsatisfactory performance pursuant to the 

Education Code at any time while the teacher is being evaluated under Plan 4. 

2.   The Superintendent’s staff, in consultation with site principals and other 

administrative personnel, shall identify individuals to be placed under Evaluation Plan 4.  

The staff member shall be notified of this decision at a meeting with the 

principal/administrator and a member of the Superintendent’s staff, in order to delineate 

clearly concerns associated with the staff member’s performance. 
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a.      Procedures for Evaluation Plan 4 

(1)          School and District administrators shall revise the staff member’s 

support/improvement plan (created in Plan 3) to include more frequent 

observations and conferences and more direct intervention in the classroom.  

The maximum duration of this support/improvement plan will be 9 weeks. 

(2)          At least every 2 weeks the principal/administrator shall complete a 

written report on the staff member’s progress and discuss this report with the 

teacher. 

(3)          The principal/administrator shall write a summary evaluation by a 

date specified in the support/improvement plan, but no later than 9 weeks after 

the time the staff member is placed on Plan 4.  This evaluation will be reviewed 

by the Superintendent’s staff. 

(a)                 If the principal/administrator and Superintendent’s staff 

determine that the staff member meets all standards at the end of the support 

period, the staff member will be evaluated by Plan 2.2 for the remainder of 

that school year and the following year, receiving a summary evaluation by 

May 1 in each of those years.  Thereafter, the staff member may select to be 

evaluated under any Plan appropriate to the staff member’s experience in the 

District. (b) If the principal/administrator and Superintendent’s staff determine 

that the staff member does not meet all standards at the end of the support 

period, the District will initiate termination procedures for unsatisfactory 

performance, if termination procedures have not already been initiated. 

(4)          The revised support/improvement plan, progress reports, and 

summary evaluation required under Plan 4 will be placed in the staff member’s 

personnel file. 

 

K.  Student Input 

  

(This section will be temporarily replaced by a two-year pilot program specified in a separate 

MOU for the 2023-24 and 2024-25 school years.)  

  

a.   The District and the Association agree that the purpose of student input is to 

provide meaningful feedback to assist teachers and supervisors in their reflection on 

and improvement of teaching practices.  A staff member’s administrative 

supervisor(s) is/are the sole evaluator(s) of that staff member’s performance.  The 

District is responsible for providing information to students regarding the purpose of 

student input and their opportunity to provide it.  The District may use department, 

school, and district aggregate data as benchmarks to identify growth in instructional 

practices. Classroom teachers are required to collect unidentifiable input from 
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students in Grades 6-12.  The procedure used for student input must provide for 

student anonymity. 

b.   The teacher may devise, subject to approval by their supervisor/evaluator, forms 

and procedures for the collection of student input, or they may use forms and 

procedures provided by the District.  

c.   Student input shall be collected by the classroom teacher prior to the end of the 

first semester and for semester courses again prior to the end of the school year.  

The teacher shall share input received with their supervisor. 

d.   Student input shall not form the basis for a less than “meets Standards” 

evaluation unless corroborated by the evaluation process described in this Article. 

 














































































