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PREFACE

This publication is the first draft of a handbook for local negotiators
concerned with improvement of the teaching profession. Its purpose is to
provide some assistance to those associations wishing to extend negotiation
to areas of professional development and instruction. The handbook was
compiled because of demand and keen intere. on the part of American teachers,
who are and will be its authors. Its publi_.tion marks the beginning of a
clearinghouse of such material. The National Commission on Teacher Education
and Professional Standards looks toward continuous revision of the numerous
parts in order to make them increasingly useful. They will always be con-
sidered to be in a tentative draft stage; suggestions for changes and
revisions are invited.

The handbook is intended largely to be used as a training document.
Accordingly, its usefulress is limited to those who have been through a
formalized training program based on this publication and designed by the
Nationa. Education Association or one of its affiliates.

In addition, it should be pointed out that the handbook can be of real
worth only to those associations which have already achieved basic contract
provisions, such as adequate recognition clauses and strong grievance proce-
dures, in order to support the implementation of other provisions agreed upon.
All suggestions contained rerein should be viewed within the total context of
the contract and should take into account local variables. For example, many
of the committee functions which are lirted here as separate can and should be
consolidated under fewer committees where local association structure dictates.

The handbook is organized ianto five major parts, each a different color
for easy identification. The loose-leaf format and the coding of the major
parts and their subsections allow the reader to integrate his own material:

and code them into the table of contents (see the illus*r:. '~ *. < back ol
the "Contents" page). The format will also make for quick revision by the
publisher.

The four major classifications of "Instruction," "Persomnel Policies,"
"Evaluation," and "Continuing Education" are broken into numerous subsections,
each on a different item related thereto. The fifth major classification —-
"Educational Development Councils" -- is complete in one section. The reader
is urged to go over the entire document to get a feel for its content and how
it may be used to advantage in any siven situation.

Most of the substance of this collection has been tested in several
training sessions. Some parts have already been incorporated into teacher-
board contracis. Experience indicates that the types of items included here
are often difficult to negotiate into contracts and even more difficult to
execute after being agreed to. Negotiation for improvement of the teaching
profession is an arena where there are strong differences of opinion. So be it.
If we can establish a clearinghouse for compiling, evaluating, and disseminating

Q
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the record as it is being written by teachers, our negotiation process will be
the better for it.

This handbook was drawn from the experience of practitioners and developed
by the following persons:

Girard D. Hottleman, Chazrman
Directcor of Educational Services, Massachusetts Teachers Association

Patrick Dolan, Instruction Consultant
Michigan Education Association

Thomas M. Forbes, Field Representative for Instructicn
New Jersey Education Association (now in a new position in Pennsylvania)

Donald McComb, Staff Associate
NEA Gffice of Professional Development and Instructional Services

George Shea, Legal Staff Counsel
Massachusetts Teachers Association

J. Alden Vanderpool, Teacher Education Executive
California Teachers Association

We are grateful for their significant contribution to the project. We appre-—
ciate .lso the critiques ind comments from many experienced staff members of
the local, state, and national associations who were consulted in the course
of developing the handbook. The project was coordinated by D. D. Darland,
associate executive secretary of the NCIEPS. Technical editing was by
Geraldine E. Pershing of the NCTEPS staff. Our appreciation goes, too, to the
NEA Division of Publications for their assistance in producing the handbool:.

Roy A. . aslfe”
Executive secretary, NCTEPG
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NEGOTIATION FCR TMPROVEMENT

OF THE PROFESS1ON

A Bandbook for
Local Teachers Association
Negotiators

A, INSTRUCTION
1.0 Research and Development

2.0 Materials, Equipment, and
Supplies

3.0 Student Rules and Regulations
4,0 Testing
5.0 Nonprofessional Duties

6.0 Special Programs
and Supplemental Services

7.0 Substitute Teachers

8.0 Adult Education

9.0 Experimentation
10.0 Performance Contracting
11.0 Differentiated Staffing

12.0 School Evaluation

INTRODUCTION

Since curriculum is what teachers do
and instruction is how they.do it, it
follows that curriculum and instruction
are the essential working conditions of
teachers and therefore are approprlate
areas of negotiation. ;

The illustrative clauses contained in
the material that follows are intended
as samples of appropriate contract
provisions. However, since no single
model can answer all local needs and
since state negotiation laws vary, lycal
negotiating teams must consider their
own situation carefully and revise the
language accordingly.



Negotiation for Improvement NEA~PD&IS/NIP HANDBOOK
of the Profession A. Instruction
Section 1.0 -~ May 1971

RESEARCH AND DEVELOPMENT

Discussion

It is common practice for many industries to spend as much as 25~3G percent
of their operating bidget on rese;rch and development in order to insure con-
tinued improvement of their products. Yet in many school districts less than
1 percent of the total school budget is allocated to curriculum research,
development, improvement, or zvaluation. Under such circumstainces the process
of improving education is not only difficult, it is almost impossible. 1In
order to cut through this barrier to quality education, teacher negotiatoers
sheculd negotiate guarantees for realistic budget support to improve their
ability to meet the needs of students. The following clause is illustrative

of some of the basic components of such a process:

Illustrative Language

The Board shall establish a fund equal to at least ___ percent of the
total operating funds of the _ School District and designate it ex-
plicitly for research and development projects as cutlined herein. Moneys
from the fund shall be expended only upon request cf the Research and Devel-
opment Committee hereby established.

The Research and Development Committee shall consist of )
members of the Association appointed by the Association, { ) repre-
sentatives of the District appointed by the Board or its representatives as
determined by the Board, and ( ) member(s) appointed by the foregoing
members.. The Board hereby agrees to provide assigned time and actual and
necessary expenses of the Research and Development Committee to facilitate
the discharge of its duties. '

‘'The Board shall make known the amount of money available in the research
and development fund by April 15 annually. The Research and Development
Committee shall develop, on or before June 1 anpually, a plan for the use of
the research and development fund. The plan shall include provision for in-
dividual teachers, building faculties or subgroups of such faculties, and/or
other groups of teachers to generate research and development projects,
| including, but not limited to, the development and testing of curriculum

materials and the writing of grant proposals, all of which shall [continued]

Anlno - l




demonstrate pctentizl value in the improvement of the guality of schocling
for students in the District. -

The Research and Development Committee shall receive and covsider propos-—
als from any prcfessional employee of the District. Upon approval by the
Committee. the Board agrees to expend moneys, as stipulated by the Commit-
tee, from the research and development fund ror assigned time, purchase of
materials, travel, and other expenses as stipulated in each approved pian.

The Research and Development Committee shall submit, on or bafore May 1
biennially, a report on the research and development activities fuaded under
the provisions of this Agreement. The report shall include a listiig of the
projects funded aud data on their effect oa the quality of schooling, and
shall summarize the improvements in the educational program for students
achieved as a result cof this Agreement.

g A.1.0 - Z



Negotiation for Improvement NEA-PD&IS/NIP HANDBOOK
of the Profession A. Instruction

Section 2.0 - May 1971

MATERIALS, EQUIPMENT, AND SUPPLIES
Discussion
There must be adequate instructional materials, equipment, and supplies
available for use by teachers and students if a fully enriched educational pro-
gram is to be provided. Teachers generally encounter six major areas of
difficulty in this regard:

1. Multi-ethnic materials graded for a variety of interest levels need to
be made available in greater quantity.

2. Current materials, equipment, and supplies need to be available in
sufficient quantity and sufficient financial resources are required for
purchase of new items as they become known.

3. The timetable for procurement needs to be realistic, workable, and
known.b

'4.'Instructional materials, equipment,_and supplies need to be selected
by the-teachers mho will be using them.

5. School personnel must rece1ve effectlve-contlnulng education in how to
select and utlllze the mater1als,lequlpment,,and supplles wh1ch are
avallable;to them._ There should be suff1c1ent cler1cal and technical

. ass1stance to- produce prlnted and audiOV1sual alds for teachers.
6;;Adequate cataloglng and retr1eval systems must be employed.
~ The 1llustrat1ve clauses below offer some negotiation ideas which are addressed
to these problem areas. Keep in mind, however, that the implementatzon process
.whicﬁ follows the negotiationrofia propision.is often the most important and
difficult‘phqset | o
The followinglclause'illustrates.guaramtees that adequate resources are

'aqailable for teachihg: ,




Illustrative Language

The Board recognizes the need for providing adequate instructional
materials, equipment, and supplies for teachers in order to assist them in
the effective discharge of their responsibilities. It is agreed, therefore,
that by March 15 annually, 211 teachers shall be given an opportunity to
express in writing their needs for materials, equipment, and supplies for
the following school year. Their requests shall be given to their immediate
supervisor who shall compile all the requests of his department and forward
them intact to the Superintendent. The Superintendent shall compute the
total cost of all requests and present the total request to the Board no
later than April 1. The Board shall approve all requests unless there is a
sound educational reason for their rejection or modification.

L

The following clauses suggest ways to get at problems which arise in

procurement and utilization of appropriate materials, equipment, a2nd supplies:

Illustrative Language

1. The Board shall provide necessary in-service programs and continuing
assistance to all staff members in the proper utilization of the materi-
als center and in the screening and use .of instructional materials. The
Educational Development Council [see E.1.0] shall approve all such
programs and assistance.

2. Not less than dollars ($ ) per stadent shall be made available
to each teacher (teaching team) for the purchase of instructional

materials which that teacher (teaching team) deems appropriate and
necessary. ' : o '

3. The Boafd,sﬁall adopt n0'instructionai‘materials or policy related
thereto unless such action is recommended by. the Educational Development
Council. S . R 8 : :

In order to assure proper ethnic balance of instructiomal materials, the

following claUse‘may be appropriate:

11 | - A.2.b -2
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Illustrative Language

Instructional materials used in the School District shall
reflect the multi-ethnic nature of our society and shall evidence a
sensitivity to prejudice, to stereotypes, and to materials offensive to
minority groups, as measured by the following criteria:

a. The suggestion, by omission or commission or by over- or under-
emphasis, that any racial, religious, or ethnic segmen* of the popula-
tion is more or less capable or more or less important than any other
in the wainstream of American- life is to be avoided.

b. Opportunities for full, fair, accurate, and balanced treatmern:t of
minority groups should be utilized.

c. Recognition of the importanci: of minority group members by frequent
placement in positions ¢Z i=zadership and centrality should be a con-
sistent “eature of ins:cructional materialis.

d. Bc=h male and female memhexrs of minority groups snould be depicted in
si-uations which exhibit th=m as worthy examples of mature American
citizens.

e. Attention should be given to the presentation of fully integrated
human groupings and settings indicating equal status.

f. The group representation of individuals should be clearly apparent
and the utilization of Caucasian facial features avoided in such
representation where appropriate.

g. Broad-ranging, well-planned, and comprehensive materials wiiich
represent the contribution and achievement of minoriity groups in art,
science, history, literature, and all other aspects of life and
culture should be apparent in the design of materials.

h. Life in contemporary urban environments, as well as rural and suburban

environments, should be pictursed. .

A materials center shall beé maintained and charged with the responsibil-

ity of seeking multi-ethnic materials related to study units being
taught. The. center shall also develop and maintain a current list of
resource centers and persons within and outside the community.

12 ' ‘A.'Z'Ol— 3




Negctiation for Improvement : NEA-PD&IS/NIP HANDBOOK
of the Profession A. Instruction

Section 3.0 - May 1971

STUDENT RULES AND REGULATIONS

Discussion

Schoo. district rules and regulations governing student behavior can have a
direct bearing on the effectiveness of teaci -~tudent interaction. It is
necessary that the teacher, through the local :ssoc..ation, have a voice in the
establishment of or changes in all appropriate —ulex: or ragulations governing
student behavior in order that they will be re=—on=~le amd not promulgated to
the detriment of the educational process. Teachers shou":Z have a voice in the
formulation of all school regulations which they are exp=cted to enforce.
Teache;s should also utilize direct or indirect p:=-:icipz=tion of the appropri-

ate students in the decisions which affect them.

Illustfative'Language

Rules and regulations gowverning student behavior shall be determined by
a Committee of the Board and the Association. Present rules and regulations
shall be subject to review by this Committee. The Committee shall consist
of’ .( ) representatives of the. Board and () representatives
of the Association. I¢ shall take.into consideration the views of parents
and students in its deliberations. The Board shall provide secretarial,

clerical, material, or consultant services as needed by the Committee.

Additional Cons1derations N

The assoc1ation might consider th1s type of committee on an individual-

school basis, in place of or coordinated with the distrlctwide_committee as

outlined above.

A.3.0 ~ 1
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Negotiation for Improvement NEA-PD&IS/NIP HANDBOOK

of the Profession A. Instruction
Section 4.0 =~ May 1971

TESTING

Discussion

Policies on the use and application of achievement tests and their results
are professional decisions which should not be rendered in ar rbitrary manner
by a school board or administrator. Teachers have a responsibi ity to partici-
pate in such decisions through the approériate mechanism set up by the local
association. TFor teachers, the data from carefully planned anc administered
tests can be a potentially useful tool in diagnosing educational problems and

identifying instructional areas in need of improvement.

Illustrative Language

Achievement tests which are to be used by the School Dis-~
trict for District-~, schcol-, or gradewide purposes shall be approved in
advance by the Educatiocnal Development Council [see E.1.0] based on the kind
and type of test, the use to which a test is to be put, and the dissemina-
tion of the test results and any interpretation of those results. In no
event shall any testing program be introduced which does not have the
endorsement of the : (Guidance Department, Testing Division,

- Division of Pupil Personnel Services, etc.).

14 - . ' A4.0 - 1



Negotiation for Improvement NEA~PD&IS/NIP HaNDBGOK

of the Profession A. Instruction

Saction 5.0 -~ May 1971

NONPROFESSIONAL DUTIES

Discussion

One method of relieviung teachers of ncnprofessional duties has been the

hiring of teacher aides., The number of aides now working in the schools has

'been grewing dramatically, especially with the advent of significant federal

aid to education which has encouraged their employment. It is important that
teacher aides be carefully selected‘and trained and that their duties be well
defined and understood. For this reason, teacher negotiators should negotiate
language which places the aides undzr the authority and at the disposal of the

teachers in order to ensure their maximuw effective use.

Illustrative Language

The Board recognizes that in order to achieve maximum utilization of
talent of the professional staff, the school programs should be structured
to permit teachers to spend the maximum amocunt of school time in the per-—
formance of activities of a professional nature. The Board agrees that
‘teachers shall not be required to perform duties of a nonprofessional
nature. In addition, the Board agrees to employ, by September 1, 19

( ) teacher aides who shall serve under the direction and supervi-
sion of certified teachers., for the purpose of assisting teachers in their
responsibilities. A Committee of teachers chosen by the Association, work-
ing jointly with representatives of the Board, shall, by May 1, 19_,
present to the Board the plan for the selection, training, and use of
teacher aides. 'The Board agrees to provide adequate funds for the appro-
priate training of aides. ’

Alternate Clause

The Board and the Association acknowledge that a teacher's primary re-
sponsibility is to teach and that his energies should, to the extent possi-
ble, be utilized to this end. Therefore, they agree to the following:

: : ' ’ [ continued]

is . A.5.0 - 1



1. Tea. ' s shall not be re¢juired to: ]

a. Pe-form nonprofessional assignments, including, but not Iimit. to,
milk distribution and supervision of playgrounds, cafeterias.
cor-idors, lavatcries, sidewalks, and buses.

b. Perform health services, such as administeriung eye Or ear exa™ Tha- |
tions and weighing and measuring pupils.

¢. Collect money from students for noneducational purposes. Al1the.agh
teachers mey be required to collect money for educational pur-

poses, they shall not be required to tabulate or account for s:iuch
money.

d. Deliver books to classrooms, duplicate instructional and co'ther
materials, kezp registers and cumulative record cards, prepar:z
report cards, and perform other similar clerical functions.

2. Teachers shall not be required to transport pupils to activities which
takes place away from the school building. Teachers may do so volwa--
tarily, however, with the advance approval of their principal or
immediate superior. In such event, teachers shall be relieved of all
personal liability for any accident which may occur in comnection ‘“Ith
the trip.

3. Elementary teachers shall be relieved of recess duty.
4. No teacher shall be given detention hall duty.

5. No teacher shall be given study hall supervisory duty.

The following clause illustrates the "phase—in" techmique of negotiation
and should be used in the event the boafd cannot adopt the entire program in

one fiscal year.

Alternate ClauSe

The Board agrees to employ, by September 1, 19 _, one (1) full-time
clerical aide to service each high school department of more than « >
teachers. A similar program shall be initiated for the junior high schools
in 19 and for the elementary schools in 19 . Teachers not covered by
this provision by 19 _ shall receive guarantees of equitable assistance from
clerical employees assigned to building principals.

A.S.o - 2
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Negctiation for lmprovement NEA-PD&IS/NIP HANDBOOK
~of the Profession A. Instructicn

Section 6.0 - May 1971

SPECIAL PROGRAMS AND SUPPLEMENTAL SERVICES
Discussion
The needs of students require that specialists be employed to provide
the spécial programs and supplemental services necessary in any modern
educational environment. Local associations should negotiate guarantees
which will bring some stability or improvement to the level of these programs

and services.

Illustrative Language

The Board and the Association recognize that the solution of some
learning problems requires specialized programs and services supplemental
to those available in the regular classroom. It is agreed, therefore:

1. That the number of specialists (guidance counselors, elementary
music teachers, elementary art teachers, elementary physical educa-
tion teachers, teachers of the retarded, teachers of the perceptually
handicapped, physical therapists, psychologists, psychometrists,
remedial reading teachers, developmental reading teachers, nurses,
home tutors, administrators) shall not be reduced during the life
of this contract unless by mutual agreement.

2. That the number of special programs and services shall not be
reduced during the life of this countract unless by mutual agreement.

3. That a Committee of the Association working join.ly with the central
'~ Administration shall study the special programs and services now
available to students in the _ : School District and shall
make recommendations for modification by December 1, 19 _ .

3. That a fund of dollars ($ ) shall be appropriated
for use by teachers to hire consultants not in the employ of the
District for the purpose of assisting teachers in solving difficult
learning problems for which such outside assistance may be necessary.
Such consultants may be those who give direct service to the students
or direct service to professional personnel within the District.

The fund shall be administered by the Assistant Superintendent of
Schools.




Alternate Clause

Upon the request of any teacher, any studeant shall be given specializec
assistance in order to meet specific or unique needs not being met
adequately by the regular school curriculum or procedures. Such specialized
assistance shall include, but shall not be limited to, reading instruction,
tutorial assistance, intensive diagnostic services, and counseling.

Additional Considerations

In school districtes where specialists are not available or are present

to a degree less than desirable, negotiators should attempt to negotiate the

additional positions into the contract.

O
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Negotiation for Improvement NEA-PD&IS/NIP HANDBOOK
of the Profession A, Instruction
Section 7.0 - May 1971

SUBSTITUTE TEACHERS
Discussion
The temporary replacement of a regular teacher by a substitute teacher
should not cause an inordinate interruptfon in the educational program.
Local associations should negotiate the conditions necessary to ensure
continuance of an effective educational program in the event a substitute

is required.

Illustrative Language

The Board and the Assoclation recognize that, in the event substitute
teachers are employed, every effort must be made to ensure that the
effectiveness of the educational program is not impaired. 1t is agreed,
therefore, that the Superintendent shall conduct annually, in August and
September, an active search to establish a list of the most qualified
substitutes available and shall continue .o supplement the list whenever
possihle during the course of the academic year. Substitutes shall be
qualified and certified teachers in their area of specializaticon. A list
of all substitutes shall be made available to all tzachers by October 1
of each school year, and subsequently, in the event of a teacher's absence,
the teacher to be replaced shall be given the first opportunity to select
his substitute. The responsibility of locating a substitute, howeve-,
shall rest with the appropriate supervisor. In the event a regular teacher
substitutes for an abseut teacher, the regular teacher shall be compensated
at a rate equal to one-sixth ot his regular salary for each class period
or hour of substitution or any fraction thereof. In any event, regular
teachers may substitute for absent teachers only under emergency conditions,
and such assignments shall be made equitably. No teacher aides or practilce
teachers may substitute for absent teachers. :

The Board shall provide a two-week training program for substitute
teachers prior to the opening of school in September. The Association
shall appoint volunteers from its membership to assist the Board in the
planning and development of the training program. Volunteers shall bhe
reimbursed for such assistance at their regular rate of compensation. All
substitute teacher$ must participate in the program in order to qualify
for placement on the substitute list established prior to the opening of
.school in September. Substitutes added to the list thereafter must parti-
cipate in the training program prior to the following academic year in
order to continue as a substitute. ’

18
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Alternate Solution

Negotiate with the school board for the hiring of a staff of permanent
substitutes (e.g., number equal to 5 percent of the total staff) who would
be employed in addition to the regular staff. In the event such substitutes
are not needed to replace absent teachers, they could replace regular teachers
who need time to develop curriculum materials, provide tutorial assistance,

or perform other tasks of value to improved education.




Negotiation for Improvement NEA~PD&IS/NIP HANDBOOK
of the Profession A. Instruction
Section 8.0 -~ May 1971

ADULT EDUCATION
Discussion
Adult education includes high school diploma and high school equivalency
programs for adults, vocational adult education, adult basic education, and
manpower development programs. All full-time and part-time teachers of
acults should be included in a bargaining unit of the local association.
Provision for sound working conditions for teachers of adults need to be

inciuded in the negotiated contract because of the special circumstances

under which these teachers may teach.

Tllustrative Language

1. Positions in the adult education program shall be made available first
to qualified and regularly employed teachers from the School
District. [Note: This may not be necessary if provided for in another
part of the contract.]

2. Announcements of openings for teachers of adults shall be posted by
the Superintendent no later than May 15 and December 15 each year.
Teachers who are employed shall be notified no later than the June 30
and January 10 following such announcements. [Note: This may not be
necessary if provided for in another part of the contract.]

3. All teachers of adults~shalllhave the same contractual benefits,
rights, and privileges, including access to the grievance procedure,
as any other teachers in the District.

4. Adult basic education classes shall have no more than « )
students per class. Other classes for adults shall have no more than
the number of students per regular class negotiated for in the regular
day school program.

5. Teachers of adults who work outside regular school hours shall receive
such additional benefits and protection appropriate for employees who
may work such hours, including adequate safety and security measures,
adequately heated and lighted classrooms, illuminated parking, and
police protection.

6. Teachers of elementary school and high school completion classes for

adults shall be granted up to ( ) hours per month with pay to
meet with community, health, welfare, employment, and other [continued]
Q -
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resource specialists. [Note: The assistance and‘involvement'may be
necessary to ensure the social or economic rehabilitation of adult
basic education students.]

7. All teachers of adults teaching six (6) contact hours per week or less
shall receive one-tenth of 1 percent of their computed full—~time base
salary as an hourly rate. Teachers of adults who teach more than six
(6) contact hours per week shall receive a prorated annual contract.

.8. During the school year, at least ( ) hours of in--service
training in methods of teaching adults shall be provided by the Board
at no cost to teachers. Teachers shall participate at their regulay

rate of pay. In-service training shall be scheduled during the regular
hours of the adult education program.

9. An Adult Educatlon Advisory Committee of ( ) perscns shall be
' created, ( ) members appointed by the Board and ¢ D

appointed by the Association. The Committee shall meet at least once
each month in regard to:

a. Day-~to—day problems in adult education.

b. Administrative, curricular, and methodological considerations
appropriate to adult education; planning and implementing innova-
tive approaches to teaching adults; and rev1ew1ng adult education

programs at least once a year.

c. Establlshlng standards and conditions for maintaining liaison w1th
- community- health employment, and welfare agencies.

“d. Other approprlate concerns of adult educatlon.

- "Additional Con slderatlona;:

Every person,ilrrespectlve of .age, should have ‘he rlght and the
f;lopportunlty to achleve a hlgh school dlploma or its equlwalent at public
»\iexpense.- To th1s end a hlgh school completlon program suited to the needs
. of adults and free from unnecessary restrlctlons of cred1t, requlred subJects,ﬂ
:lfandlbours soent 1n’classroom 1nstructlon should be proV1ded’by the board of

. education; A pollcy to thls effect mlght be approprlate for the Educational

'Development Council to consider. [See E.1.0.]

22
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Section 9.0 - May 1971

EXPERIMENTATION

Discussion

Possible dangers arising from such new concepts as performénce—based
contracting [see A.10.0], voucher systems, and other innovations point to
the need for caution in educational experimentation. Were we dealing with a
manufactured product which would be discarded if it did not meet expectations,
our attitude toward experimentation might be different. Children, however,
cannot be discérded. Damage to children can be the result of hasty, ill-
supervised experimentation. Yet we must seek improved ways of educating our
youth, and experimentation is necessary.

To protect children from unnecessary or harmful manipulation, program
proposals must be submitted to careful examination by thoée‘most knowledgeable
and must receive their approval'prior to being implemented. It is also
esseﬁtial that a syétem‘of evaluation be established so that regular checks
and appropriate decisions can be made on continuance of a program.

TeacherS, és'professional practitioners in education, are knowledgeable
.and must play a substantlal part in such examlnations and evaluations. lThose
who will be working in innovatlve programs should also be involved in or
represented.on”rev;ew bodies. Master agrgement_language such as_the following

is suggeSted:

Illustrative Language

1. Innovative and experimental programs shall be encouraged but shall be
subject to the guidelines as outlined in this Article.

2. An innovative and experimental program shall begin when all of the '
following have been satisfied: v : [continued]

N
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a. Discussion of the program by the staff or department directly
4nvolved shall be preceded by distribution of available information
about the program. Authorities in the area of the experimentation
shall be consulted for information. :

b. The program shall be adopted im a secret ballot election by at least
percent of the involved staff.

c. The program shall be presented to the Ediucational Development Council
[see E.1.0]. 1If the program receives the approval of the Council, it
shall then be presented to the Board for approval.

d. The program as approved by the Board shall be fully funded.

e. Teachers who do not wish to participate in the 2xperimental program
may utilize the transfer procedure.

3. Programs that have been put into effect shall be evaluated at least
once each school year by personnel and through a process agreed to by
the Association. Such evaluation shall be reduced to writing and dis-
tributed for staff information if the program is considered for extension.

Extensions, if requested, shall be subject to the provisions of Paragraph
2 above.

4. The Board shall act upon all recommended experimental programs by either
adoption, rejection, or return of the recommendation to the Educational
Development Council for reconsideration. Any rejection or request for
reconsideration shall be accompanied by a statement of the weason for
such action. At the request of the Educational Development Council, the
Board shall expend an amount edqual to percent of the operating budget
for experimental and/or research programs. )

Additional Considerations

' The following questidns are suggested for.éonsidéfation by groups review-
» ing‘innovative proéfaﬁ'ptoposélsz ”
| ﬂl.'Is.thére'édeqﬁéte’proﬁision for tho:qughxiﬁvdlﬁementvof the teaching

-staff? o | - |

2. Wﬁat’potéﬁtiél riéks(are studeﬁts ekpbéed}td that they are not
exposed to inxfﬁéifégﬁlaf school program? |

3. Arévsuch risks ﬁorthqfacingvin light of potential resulfs proposed by
the innevative'progfam?

4. Are the risk§ such that péréﬁtal consent should be obtained (after

thorough explanétion of the program);prior to student participation?

A.9.0 - 2
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Aruitoxt provided by Eic

Are provisions made i -r early identification of adverse effects to
mitigate against undue harm?

Have expected outcomes of the program been describesd so as to be
measurable?

Does the pregram enable sufficient control of variables to measure
effectiveness as compared to other programs?

Are other means of program testing available or desirable prior to
implementation of the program?

Is experimentation of this nature im a pilot situatioa,preferabie
to a program implemented on a broader base .

Will the board be able to fully fund the program, Now znd in the

future, if proved worthwhile?

o A.9.0
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PERFORMANCE CONTRACTING

Discussion

Performance contracting is a management-contractor relationship which
ties payment to results. To date, ité primary use has been to relate
compensation given a private corporation for conducting an educgtional
program to achievement shown by students involved in the program. Although
there are somé financial guarantees separate from performamnce, such contracts
generally provide penalties for low achievement and bonuses for high
acirievement. Concentration on reading'and math for those significantly
beiow grade level in urban areas has also characterized efforts to date.
Local associations can expect to face this new ﬂevelopmént'in zt least two

A
ways:

1. Boards of education will con;inue,té negotiate performance éontracts
with private firms, and those contracts have implications for
édllective barggining and for implementation of existing master
agreements;

rZ. The assbéiétion will‘be‘aSked (or will seek) to tie cdndiﬁions of
employmgnt’aﬁd/or;cqmpensatiﬁn to,pefforman¢é guaran;eeé,thrbugh the
fgéllecti§e‘barg5iniﬁg'éénfraét, f ' -

What,should'the'locai_éésqciation’lbok:for when the board of education

cqntracps with a‘p;ivate.firm?' ;o '
i. Incen;ive pay 1s oftén provided for teackers. In addition to
basing such,pay on measurable féctors, it may also be giﬁen out

_arbitrarily.

A.10.0 - 1
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2. Many contracts call for reassigmment of personunel upon request of
the private corporation, with no requirement for a showing of cause.

3. Boards of education have in some instances dismissed personnel cr
otherwise effected economies in order to carry on =xperimental
programs.

4. Working conditions are oiften considexrably improved for selected
staff members or employees of the contractor who teach in the new
program.

5. Selection of educational programs and firms is often completed
without regard f:r, and without the adwantage of . teacher involvemezm:
and wichout reg-srd for demonstrated efucztional competence on the
part oif the concractor.

6. Performanca contracting may be used as a means of evading collective
negoctiation responsibilities in order to install programs unacceptabla
to the employee organization.

7. A teacher in the contracted program may be asked to perform con-
siderably more service for the private contractor than his colleagues
are asked to perform in a-regular school program.

8; Because of?intrinsic motiﬁation systems involving trading stamps
or tokens, the process by Wthh performance contractors 'educate"

’ children ‘can teach impllcltly tbat learnlng is valuable only if there

are material rewards.

N

Recommendations to Local Associatlons

Pending further study of performance oautracting, it is recommended
that local associations:
1. Be vigilant. Identify acticn toward performance contracting and

seek association involvement from the earliest stages of

development.

Sy o  A.10.0 - 2



2. Report action toward performance contracting to the appropriate
state or naticnal association staff member immedi:tely, aﬁd keep
him Informe:s ~f developments.

3. Become knowl=zdgeable about performance contracting. The state z=i
national associations czn be of help here.

4. Insist that the board of education not avoid its vesponsibility o
negotiate ir this area. Any deviations from the :erms énd comdi ~ons
of the master contract are subject tc grievance. Immediate and
forceful use of the grievance procedure may be reguired.

5. Negotiate school contract provisions which insist upon associaiow

involvement in planning, implementing, and evaluating performanics

contracts. Lanugage such as the following might be utilized:

Illustrative Language

The Board shall enter into no contract which will result in instruction
being provided, supervised, or otherwise influenced by any organization
other than the Association without the express written approval of the
Association.  The Board shall further provide for Association involvement
in new or innovative programs, from planning through evaluatioa stages.

Altefnate (or Additional) Clause’

In the event the Board enters into a contract with any outside agency
for any service related to curriculum and instruction, -the Board agrees
that no regular staff shall be displaced in any way. It is also agreed
that such contracted agency shall perform its work in accordance with scund

- educational practices and that. all its employees shall be bound by the
' existing Master Agreement between the Board and the Association.

Suggested Guidelines

»No'benefits will Be reaiizéd from ﬁerférmance contracts unless they are
well planned and well managéd.‘ There is nO-mYétique in private industry or in
mtferial ér monetary incemtives-whiCh_guaranteeé a sﬁccessful experience with

W | e ) o A.10.0 - 3




a contract unless optimum conditions of teaching and learning are maintained.
Many well-meaning lay boards and citizens may be taken in by the "money back
guarantee" feature cf performance contracting. What good is the money back
< ¢ 2hild has no:= l:armaed in accordance with contract objectives? The
stuiznt has wastad mis time.

The conditions which should be maintained in performance contracting are

~as follows:

1. Teachers =:honlZ be involved through local associations. The involve-
ment shouldé =xtend from the planning of contract objectives through
evaluation o performance.

2. A contract should be concerned with (a) learnings in addition to
skill subjects, with clear objectives stated for all areas of learning;
and (b) the whole range of pupils, not'just an easy—to-teach segment
.of the pupil population. This is not to say that the contract cannot
focus on particular snbjects or particular groups of pupils.

3. The content, deliver&'system, and evaluation should follow acceptable
principles of teaching, learning, and testing and should be evaluated:
by a review panel bftspecialists and practitioners before ﬂhe contract

.is signed. |

,4.>No deviation from the signed contract should be permitted without

Sagreement pf all parties«concerned 1nc1uding the review panel.

"'5. Achievement tesce'alone are nnt an acceptable ‘measure of student
1earning and the raising of otandardized test performance should not
be acceptable as the sole basis for performance contracting. Other
measurement devices must be developed and used, such as criterion
tests based on specific learning objectives. These devices should be

developed with community and professional involvement and should be

=

A 10.0 - 4
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10.

11.

- 13.

agrez=& vpon prior to the signing of tﬁe»contract. In fact, the

lear ' : abjectives should be the basis for bids on a contract.

Tha = - -—actor should be required to post a performance bond so that

i

thz =.-oal system will be assured of the availability of sufficient
fumdc tc enable the contractor to meet the obligation of the contractm
A cr-ti~zct should be of stated duration and provide for the contractor
to —uwxr: over to the schcol system the instructional know-how and
mates-- .5 (turn—-key provision).

Any -._.:zract shoulid provide for the maximum use of exicting personnel
of v>: school system. Personnel used in the project should be ade-
quatzlly trained in the processes and techniques related to the contract
objective. |

A cont--act should guarantee that the pupils will be under close
supexvzsion of professionally trained,and certificated personnel.
Compensation for teachers should be based on assignment of responsi-

biliti=s, not on test performance of pupils. Assignment and evaluation

" of tezr-hers should be the responsibility of professional educators.

Extrinsic rewards or incentives for pupils should not be used as an

ongro—.z feature of the learning program. They may, however, be used

in gaining initial interest.

If a stable industry of Derformance P ntractors is to develop (as
oPposed to fly—by—night operators), all contracts should provide a

basic level of support and adequate compensation for the contractor

,unrelated to pupil ?erformance tests. This condition is tro protect

the pupils from undue pressure and fraudulent practice in the course

of tha contract.

No canf v act should be let W1thout some: genuine innovative feature not

i

‘likelr cr possible to develop within the school's resources.

A.10.0 - 5
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14.

15.

16.

17.

The program under contract should be open to ingpection and evaluation
by interested qualified groups.

The materials and equipmént should be leased xather than purchased
until their effectiveness has been ascertained.

The industry should be encouraged to develop compatible equipment,
although this condition should not be placed atove the need to

experiment broadly.

Some concern should be shown for the degree to which the effects of

the experiment are lasting.

A.10.0 - 6
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Section 11.0 - May 1971

DIFFERENTIATED STAFFING

Discussion

The concept of differentiated staffing recognizes that a complex school
organization requires many specialist activities, and more and more differ-
entiation of roles should be expected as the organization becomes larger and
mors complex.

Differentiated staffing is not new. Subject matter specialists,
particularly in the secondary school, have been around for many years. This
is a form of differentiated staffing, as is the use of teacher aides. Some
forms of differentiated staffing not only differentiate by subject area but

institute a hierarchy of teachers. For instance:

Executive Teacher
Professional Teachers
Associate Teachers
Provisional Teachers
Interns

Persons at the top of the hierarchy tend to have greater status and receive

higher compensation. There is also horizontal differeﬁtiatioﬁ of staff, i.e.,

an increase in the number or kinds of specialists.

Dangers

Sometimes differentiated staffing has been used by school boards as a

merit pay technique. Because of this, care must be taken to negotiate compen-—

satior levels and an equitable appointment process. Negotlations should also

include 1¢ngth of the work year, tenure status, leave policies, and other
benefits which desirably might differ from oﬁe hierarchical level to another.
Also, differentiated staffing designs should never be implemented without
o - :
‘ | A.11.0 - 1
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the full knowiedge and consent of an existing staff. The NEA's peosifzion on Qif—
ferentiated staffing 1s a cautlious one. It encourages careful experimentation
under teacher control.

The most important single piece of advice in this area is: Differentiate
only when it solves a previcusly identified instructional problem. Never
differentiate for its own sake.

Recognizing that differentiated staffing is to solve instructional
problems, it would be well to find out whether a problem exists. The following

contract clause may be of interest in this regard:

Illustrative Language

The Board and Association agree that it is in the best interest of both
parties to provide for the most efficient and productive use of professional
staff. In order to obtain this condition, it is agreed that:

1. The Board shall employ a competent educaiiocnal research specialist
who shall be subject to the approval of the Associationm.

2. The duties of the specialist shall be to evaluate the quality of
education in the District and to make suggestions for its improvement,
including guidelines for implementation of his suggestions. Included
in his responsibilities shall be the determination of the specific
objectives of the curriculum, an assessment of the appropriateness and
adequacy of the curriculum objectives, and an evaluation of the
effectiveness of current teaching-learning practices as they relate
to stated curriculum objectives and curriculum guides.

3. Additional duties of the specialist shall be to assess the following,
ncot. limited thereto: appropriateness of the administrative structure;
' staffing design; curriculum, -and ancillary educational activities such
as grading and reporting; discipline practices; counseling procedures;
extracurricular activities; and promotion procedures as they relate to
the achievement of the stated curriculum oObjectives. ‘

4. Recommendations by the specialist shall result directly from his
published research as it relates to his epecific responsibilities.

5. Implemerication of any of the specific recommendations of the research
specialist shall require additional contractual agreements between
thie Board and the Association.

6. Teachers shall be fully involved in all phasés of the specialist's

work and their professiocnal load shall be such that involvement is
possible. : )

Aoll-o - 2
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An interesting approach to giving school staffs the opportunity to

determiné their own makeup might be attempted through negotiating a clause such

as the following:

Alternate (or Additional) Clause

During the term of this Agreement, all schools shall have an equated
teacher number equivalent to one (1) for every ( ) students. The
teachers in each building shall determine how the school is to Le staffed.
The following values shall be applied in such determination:

[Caﬁtion: The numbers are arbitrary. Also be alert to the tendancy to
base these employee ''values" on their respective salaries, which may have
very little to do with their worth to the teaching team.]

One (1) teacher aide shall equal .4 of an equated teacher.

One (1) playground supervisor shall equal .38 of an equated teacher.
One (1) secretary shall equal .45 of an equated teacher.

One (1) reading diagnostician shall equal 1.15 of an equated teacher.
One (1) school psychologist shall equal 1.25 of an equated teacher.

Teachers may further employ specialists or consultants on a per diem or
short-term basis. Expenditures for such employment shall be treated as the
actual pro rata portion of an equated teacher.

A.11.0 - 3
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SCHOOL EVALUATION

Discussion

School evaluations (of curriculum, equipment, staff, faciliities, business
operation, and the like) are ambitious undertakings. Even to examine cne
aspect of the school is difficult and time-consuming. If such studies are to
be valuable, teachers must lend their professional.experience and judgment to
them. At the same time, local associations should ensure that those carrying
on the evaluation are properly equipped to do the job, apd that may mean 2
considerable expenditure of funds. Consider the following points:

1. The studv needs to be structured, and the use of an instrument such
as Projiles of Excellence (NEA, 1966)‘may be desirable.

2. Time for the staff to complete their tasks is essential. The best
situation would be one in which the normal professional load of
teachers is reduced to allow for participation in this additional
professional service. Reassigned time is another alternative (but
perhaps less palatable).

3. The administration of an evaluative study is a ¢ifficu1t task in
itself, aﬁd a member of the association might well be assigned full
time to it. This person should be seleéted from a list ~f applicants
endorsed by the association. The fcllowing matters will be of
concerns
a. Timetable
b. Organization of staff
c. Financial and human resources which may be necessary

d. Coordination of the above.

A.12-0 - 1



4. Secretarial service should be made available to the committees and
individuals inveolved in the study.

5. The overall goals of the school district might well be examined
carefully before proceeding with the remainder of the study.

6. It may be desirable for the association to encourage such evaluations

oen a regular basis.

Illustrative Language

There shall be a comprehensive evaluation conducted of the
School District during the scbool year 19 _~ . It is the intent of the
Board and the Association to make such an evaluation once in every
year period thereafter. The Board agrees to provide necessary funds, time,
and supportive services to all personrel involved in the comprehensive
evailuatiorn. The Board also agrees that the evaluation shall not cause the
teacher's day to be lengthened, and in the event additional duties are
required, teachers shall be compensated by releasing them from equivalent
obligations. It is further agreed that the selection and administration of
the appropriate instruments, the extent ovi staff involvement, and the
utilization of the data yieided by the evaluation shall be matters for
negotiation and eventual inclusion in the Master Agreement. In no event
shall a comprehern:iwvz <valuation be carried cut in whole ¢r in part without
the agreement of the Association.

o
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NEGOTIATION FOR IMPROVEMENT

OF THE PROFESSIGN

A Handbook for
Local Teachers Association
Negotiators

B. PERSONNEL POLICIES
1.0 Teiacher Recruitment:

7 O Vaecnacies: Placement and
Promotions

3.0 Transfers - Voluntary/Involuntary
4.0 Assigmment

5.0 Scheduling

6.0 Student Teaching

7.0 Intern Teaching

INTRODUCTION

Proper selection, placement, and
ultimate performance of school staff
affects every teacher's performance and
contributes to his success or failure.
Therefore, personnel policies are
ersential areas for negotiation.

The illustrative clauses contained in
the material that follows are intended
as samples of appropriate contract
provisions. However, since no single
model can answer all iocal needs and:
since state negotiation laws vary, local
negotiating teams must consider their
own situation carefully and revise the
language accordingly.

.
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TEACHER RECRUITMENT

Discussion

The effectiveness of any individual teacher is always somewhat related
to the quality of teaching of other members of the staff who meet the students
both before and after he does. Because of this, teachers must have a strong
wvoice in their school district's recruitment policies and must be active
participants in the recruitment procedures. There must be some teachers on
all rearuitment teams to support accountability for educational results.
L.ocal #asociations should insist that recruitment programs be fully developed
and conscientiously implemented. The heart of the matter here is for the
school board to provide time and money to the appropriate recruitment team

to conduct a thorough and professional search.

Illustrative Language

The Roard and the Association recognize that the recruitment of new
teachers is of importance to both the Board and the Association. It is
agreed, therefcre, that in the event there are vacancies or new openings
which cannot be filled by existing starf, there shall be an active recruit-
ment procedure, hereby established, with the following minimum essentials:

1. The Association shall receive first notification of all vacancies
and openings.

2. Notification of vacancies and openings shall also be sent to the
State Teachers Association, the State Department of Education, and
appropriate colleges and universities.

3. A notice of vacancy or opening shall include, but not be limited to,
a description of the position, the educational and professional
prerequisites, the location and level of the position, salary and
benefits, supportive services, and specialist personnel available.

4. No vacancy shall be *illed until at least five applicants have been
screened. [continued]
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5. No teaching Vacéncy shall be filled unless there has been a visit to
the class of the successful applicant and he has been observed for at
least three normal length classes or one-half day.

6. The screening and interviewing of all potential candidates shall be
performed by the Recruitment Committee.

7. The Recruitment Committee shall consist of a representative of the
Board, a representative cof the Asscciation (appointed by the
President of the Association), the apprepriate principal, the appro-
priate depar+ment head, and a teacher represerting the building,
level, department, or special area in.which the vacancy or opening
exists.

8. All members of the Recruitment Committee shall have equal status on
the Committee.

9. No candidate shall be employed unless he is approved by a majority
of the Recruitment Committee. If the Board does not employ a can-
didate recommended by a majority of the Recruitment Committee, the
Board shall so notify the Recruitment Committee in writing, stating
reasons for the action.

10. The Board shall provide released time and funding for members of the
Recruitment Committee at such times when meetings, interviews, OT
classroom visits become necegsary.

11. Out-of-state travel for recruitment puppeoses shall be considered a
normal activity of the Recruitment Committee.

12. Classroom visitations shall be made by teams of two memberxrs of the
Recruitment Committee elected by the members of the Committee.

13. It shall be ihe objective of the Committee to perform its functions
without regard for differences ir race, coler, religion, or personal
philosophy.

Alternate Clause (1)

Staff Balancing: The Board arnd the Association agree than an effective
team approach to the quality education of children requires a good balance
of experienced and less experienced teachers. The Board agrees, therefore,
to observe the following s+aff balance in employing new members of the staff
to fill vacancies or openings:

At least one~third must have ten (10) years or more of experience.
At least one—third must have five (5) years or more of experiemnce.
No more than ome-third may have fewer than five (5) yvears of experience.

39
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Alternate Clause (2)

Minimum Standards: The Association and the Board recognize that the
quality of teachers is significantly related to the quality of their educa-
tion. It is also recognized that the practices of teachor education
institutions vary considerably and that there are variances in the degree
of quality of such institutions. It is agreed that the quality of incoming
educational personnel is a legitimate concern of the Association. It is
further agreed that the Board shall fund a workshop program during the
summer of 19 for the purpose of establishing employment standards in the

. School District. The workshop shall be comprised of the follow-
ing committees:

1. A committee of ( ) members from =ach secondary school
subject area.

2. A committee of ( ) members from each specialist area.
3. A compittee of ( ) elementary teachers.,

The workshop program shall be of four (4) weeks duration, four (4) hours
per day. The rate of pay shall be established at doilars ____ cents
($ ) per hour. The duties of the committees shall be to establish the
minimum educational standards for employment as a teacher in the District,
applicable to the specific areas of responsibility represented by the
various committees. The recommendations of the various committees shall be
final and binding on the Board, and subsequent to publication of the

staudards, no new teacher may be employed who does not meet the published
standards.

Alternate Clause (3)

Minimum Standards: The Board and the Association agree that mno noncertif-
icated teacher may be employed during the life of this Agreement and that no
teachar shall be assigned outisde the area of his major/minor. It is further
agreed that the Superintendent shall forward a photostatic copy of the cer-
tificate of each newly employed teacher to the Secretary of the Association.

Alternate Clause (4)

Minimum Standards for (English) Teachers: The Board and the Association
agree that the Board shall employ a Committee cf { ) (English)
teachers during the summer of 19 _, for a period not to exceed eighty (80)
hours each, for the purpose of developing minimum standards of employment
for new (Bnglish) teachexrs. Subsequemt to publication of the standards,
no (English) teacher may be employed who does not meet the minimum required
standards. Employment of the Committee shall be at the rate of
dollars ____ cents ($ ) per hour.

B.l.o - 3




Suggested Guidelines

Recruitment teams should strive to create criteria for selection that
will lend balance to the instructional staff. Such factors as age, experience,
educational preparation, geographic origin, important individual talents, com-
mitment to a career in teaching, evidence of interest in change, and special
interests should be considered. 1In addition, multi-ethnic balance should
receive appropriate concern. Preference should be given to graduates of
institutions accredited by the National Council for Accreditation of Teacher
Education (NCATE).

Be sure to negotiate time for recruitment team members to perform their

assigned function. In some cases, a simple clause will do: ''Adequate
released time shall be provided.'" In other circumstances, it may be more
appropriate to negotiate specifics: "Released time shall be provided for not

less than two (2) consecutive weeks,'" or "A substitute shall be provided when

a staff member is required to perform his duties as a member of the recruitment

team."

O
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VACANCIES: PLACEMENT AND PROMOTIONS
Discussion
Teaching positions should be attainable by virtue of qualifications and
potential value to high-qualiity education rather than by more arbitrary
met.;ods. It is impwrtant, therefore, that teacher negotiators achieve fair
and equitabtle vacancy placement and promotion procedures as an essential

condition of the contract.

Illustrative Language

1. Where a vacancy in any professional pcsition in the Schceol
District shall occur, the Board shall cause to be published a written
notice of such vacancy. The notice shall be delivered to the Association
and copies of the notice shall be posted in every school building. No
vacancy shall be filled until notice of such vacancy shall have been
posted for at least fifteen (15) working days.

2. Qualifications, requirements, duties, salary, and other pertinent infor-
mation shall be set forth in notices of vacancies (see Section 8 below).

" 3. Any teacher possessing the necessary qualifications may apply for a

' vacancy and all applications shall be carefully considered. All appli-
cations shall be in writing and shall set forth the position for which
the applicant is to be considered.

4. In filling any vacancy, the Board agrees to give due weight to the
professional background and attainments of all applicants and their
length of service in the system.

5. Unsuccessful candidates for a position shall be so notified of the final
decision in writing within one (1) week of that dec .3ion and at least
two weeks prior to the decision being made public information.

6. The Board declares its support for promoting from within the system. A
promotion is defined as the achievement of a professional position which
pays a higher salary differential or is on a higher salary schedule than
the regular teachers' salary schedule. The Association shall assist the
Board in the development and establishment of the criteria of and quali-

fications for such positions and additional procedures to be followed
in filling the positions.
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7. The qualifications set forth for a particular position shall not be
changed unless the Associaticn has been notified in writing in advance of
such change and the reasons for the change.

8. The written description of a particular vacancy shall contain, but not
be limited to, information on:

a. Type of vacancy and whether a new position or a vacancy caused by
the transfer, retirement, or resignation of a teacher.

b. Specific grade level or subject(s) to be taught.

c. Approximate size of class (elementary) or nunmber of classes and
subjects (secondary).

d. If sectioned, approximate ability level of students.

e. Any unusual learning ci behavior problems that may be encountered.

f. Physical facilities, e.g., rvom in main building, temporary struc—
ture, rental facility, etc. Also (if secondary). whether the
teacher will have a room of his own or be obliged to travel.

g. Adequacy of materials and supplies.

h. Supportive services and specialist persomnel available.

i. Starting date.

j. Current contract.

‘ B.2.0 - 2
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' TRANSFERS - VOLUNTARY
Discussion
Occasionally there is a need for teachers, at their own request, to
transfer from one teaching assignment to another. Transfer procedures, since
they can have a profound effect on teaching performance, wust be fair and
orderly. For this reason, teacher negotiztors should negotiate the conditions

of voluntary transfer into master agreements.

Illustrative Language

1. Teachers may apply for a transfer to a specified or unspecified locatiomn
or assignment at any time during the schcol year.

2. Teachers desiring a transfer shall submit a writtem request to the
Superintendent, stating the specific assignment or nature of the assign-
ment and school or schools preferred, if any. Such requests shall be
ackncowledged promptly in writing.

3. In filling nonpromotional vacancies occurring within the professional
staff of the District, preference shall be given to teachers voluntarily
requesting transfers under this Artlcle, and no assignments of new
teachers shall be made until all transfer requests have been considered.
The provisions of this clause shall apply to these vacancies occurring

between the end of one school Year and the beginning of the following
school year.

4. In the event that more than cne teacher spplies for the same vacancy,
precedence shall be given to those with longer service.

5. Each transfer applicant shall te motified of the status of his applica-
tion on or before May 15 of the school year in which the request is made.
In the event the request is denied, the applicant shall recelve written
notice of reasons for the denial.

TRANSFERS —~ INVOLUNTARY
It is equally important for negotiators to consider the procedures for

involuntary teacher transfers.
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Illustrative Language

Although the Board and the Association recognize that frequent transfer
of teachers is disruptive of the educational process, they also recognize
that some involuntary transfers of teachers from one school to another are
unavoidabie and that, in making assignments in the School
District, the interests and aspirations of teachers must be considered.
Therafore, they agree to the following:

1. When involuntary transfers are necessary, a teacher shall not be
assigned to a position outside his area of competence or major/minor
area of concentration. Teachers transferred involuntarily shall be
transferred only to a comparable position.

2. Notice of proposed involuntary transfers shall be given to the
teachkers involved immediately upon knowledge of such transfers.

3. An involuntery transfer shall be made only after a meeting between the
teacher involved and the Superintendent (or his designee), at which
time the teacher shall be notified of the reasons for the transfer.

4. No teacher shall be transferred involuntarily without good cause.

5. A systemwide list of all vacant positions shall be made available
promptly to all teachers being transferred involuntarily. All such
teachers shall be given adequate time off, without loss of pay, for
the purpose of visiting schools at which such openings exist and shall
be reimbursed for automobile use in visiting such schools at the rate
of ( ) cents per mile.

6. No involuntary transfer shall be effectuated subsequent to the April

~immediately preceding the school year in which the transfer is to
become rffective.

7. In the event an involuntary transfer becomes a matter of grievance,

such transfer shall not take effect until after the grievance and
arbitration procedures have bzen completed.

ERIC B.3.0 ~ 2
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ASSICGNMENT

Discussion

Good teaching is often the result of proper assignment. I. teacher
is assigned to teach at a level inappropriate to his training and skill or
outside the area of his knowledge and experience, the resulf can be unfortunate
both for the teacher and for the students. Very often another assignment can
mean the difference betsveen success and failure. For this reason, local
associations mu5t'attempt to guarantee the right of all teachers to seek

appropriate assignment.

Illustrative Language

The Bcard and the Association recognize that proper assignment of
teachers is necessary in order to assure maximum efficient use of staff
talent within the . School District. It is therefore agreed
that any teacher may request a change in his assignment at any time. If
the proposed change would result in better service to the children of the
Distiict, it shall be effected at the first and earliest opportunity.

ERIC -
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SCHEDULING

Discussion

It is now ~idely recognized that effective teaching requires a multi-
plicity of related functions, including actual classroom instruction, guidance
services to pupils and parents, participation in student activities, prepara-
tion for classroom activities, self-improvement, and the development and
improvement of curriculum and instruction. Past practice, however, has
almost universally denied the teacher time to fulfill many of these essential
teaching~related functions. Teacher negotiatocrs can remedy this problem by

attempting to gain agreement on provisions which provide specific time tc

perform specific functions.

TIllustrative Language

The Board and the Association recognize that effective teaching requires
a multiplicity of teaching-related functions, including actual classroom
instruction, guidance services to pupils and parents, participation in
student activities, preparation for classroom activities, self-improvemernt
activities, and participation in programs and activities designed for the
‘improvement of curriculum and instxuction. The Board and the Asscciation
agree that the regular school day should be structured to permit the full
and flexible practice of all of these necessary functions. Therefore,
the Board agrees (to one of the following):

(Option A) That no teacher shall be assigned to classroom teaching for
. more than percent of the regulur school day.

(Option B) That no teacher shall be assigned to actual classroom teaching

for more than ( ) periods per day.

[T T
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(Opticn C) To hire ( ) full-time substitute teachers equal to

percent of the total school staff who shall act as
teacher replacements in the instance of illness and to re-—
lieve teachers for curriculum work, tutorial work, or other
activities related to the improvement of Fustruction.

(Option D) To arrange the schedule of each teacher as folilows:

( ) period{(s) per (day or week) for preparationj;

( ) period(s) per (day or week) for the improvement of
curriculum and instruction; ( ) period(s) per (day or
week) for self-improvement; ( ) period(s) per (day or
week) for parent or pupil conferences; periods per (day
or week) of classroom teaching, all of which shall total mo
more than () periods per week. No teacher shall be
scheduled outside the area of his major/minor.

Note: For Options A, B, and C, it is necessary also to negotiate a com-

panion '"block time'" clause to ensure that redefined roles do not take their
effect through a lengthened school day. Thke philosophy inherent in these
clauses is that a teacher ic more then a person who stands before a2 cleass;

he is a professional who must have adequate time to fulfill a variety of other

obligations.

Illustrative Language

No teacher shall be assigned to work more than ( ) hours, and
those hours shall be consecutive. In the event additional hours are re-
quired within the terms of this Agreement, the teacher shall be paid on a
pro rata bazis,
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STUDENT TEACHING

Discussion

Through the process of collective negotiation, teachers can estiblish the
conditions under which their school district will participate in the improvement
of teacher education programs. Through this process they can lay the groundwvork
for the development of a successful working relationship among public school
teachers, teacher education department personnel, school distric’ : . vesenta-
tives, and teacher education students.

Field experience in some form is a prerequisite to both initial and
advanced licensure (where applicable) in every state. Field experience is
actual work in a school di trict as part of a credential program. This includes
student teaching, intern teaching, or experience in counseling, school social
work, school administration, or some other specialty. Since field experience
programs occur in school dist-icts, local teachers associations can establish
a procedure to put teachers in a more influential position over standards and

practices for district participation in these programs.

Suggested Procedure

Where there is a significant degree of interest in a local teachars
association in improving the process of teacher education, the association
should appoint a task force to secure a teacher education council (TEC). When
this task force has formulated a proposal which meets with approval by the
association, the TEC should be established through the collec.'ve necgotiation
process. To get the tisk force under way, a cont” ~t provisjom such ..3 the

fdllowing_should be cobtained:
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Illustrative Language

The Association and the Board agree that the possibility of esta.lishing
2 Teacher Education Council should be investigated. Therefore, a Task Force
to draw up a specific proposal for such a Council is hereby established.

It shall be composed of ( ) representatives appointed by the
Association, and ( ) representatives appointed by the Board. The
Task Force shall be granted ( ) days of assigned time and the

actual and necessary expenses incurred in the completion of its task.
The Board agrees to remunerate consultants requested by the Task Force
for this purpose.

The following process is suggested to achieve an operating teacher

educ....on council:

1. Details for establishing a TEC are developed, such as:

a. Membership

b. Powers

c. Duties

d. Means of support

e. Reporting requirements

f. Time to carry out its duties
g. Other.

2. The professional negotiation process is utilized to establish the TEC.

3. The task force is dismissed.

4. The TEC is appéinted.

5. The TEC develops specifics of the conditions under which the district
will participate in providing field exp:rience opportunities in
teacher education.

. The association takes the conditicns to thz: negotiati: g table and
seeks their adcption as part of the master agreement.

7. Provisions are taken to the associatioun for ratification.

8. The TEC becomes the agency to discharge the designated

responsibilities.-

B.6-0 - 2
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The following illustrates a clause establiishing the teacher education

council:

Tllustrative Language

There is hereby established in the School District a Teacher
Education Council, hereinafter referred to as TEC. The TEC shall be
composed of:

[Note: If a small council is desired, the left column indicates the
suggested number of members in each category. If a larger council is de—
sired, use the right column.]

(3 5) ( ) classroom teachers, one of whom shall be a fi.st-~year
teacher, appointed by the Association;

(1 3) ( ) clinic teacher(s) appointed by the Associationg
[Clinic teachers are public school employees responsible for
assisting persons in field experience. They would include super-
vising teachers, critic teachers, master tcachers, as well as

counselors or administrators to whom field experience perscons areé
assigned. ]

(1 2) ( ) representative(s) of the District.
[If the smaller council is desired, this represeniative could be
either from the building level or from the central office level.
If the larger council is desired, one should come from each level.]

The TEC shall invite each college or university which places field exper-
ience participants [credential candidates] in the District to name one
representative to membership on the TEC.

The Association shall appoint one field experience participant from each
college or umiversity which places participants in the District. Appointees
shall be from among a slate of nominees submitted to the TEC by the admin-
istrative head of teacher education at the college or university.

Each element represented on the TEC shall vote as a unit, and approwval by
each element (or unit) is required as the basis for action by the TEC.

: The TEC shall have the authority to develop any and all standards and
procedures affecting field experience opportual:.ies in the Distxict. This
includes, but is not limited to, placement, selection, and assignment of
clinic teachers, assignment and reassignment of field experience parti-
cipants, and selection and assignment of cullege or university facilitatc”s
[college or univrrsity faculty members who work with field expevience
participants and =Xini teachers)]. After approval in a mannerxr established
by the Association, proposed standards and procedures shall be brought to
the negotiating table for adoption. Once adopted, they shall be submitted
to the Associ on for ratification. When ratified, they shall be binding
upon the Dis .cict and all District employe=s. [continued]

Q
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The TEC stall have the authority to hear any grievance related to
standards and procedures in field experience programs in the District to
ascertain the facts and, if a problem exists, to seek a solution through
its own efforts. It shall have the fuvther authority to init _ate charges
resulting from its investigations.

The TEC shall examine the effectiveness ~f the field experience program
and report the results of its studies at least once in each five-~year
period.

The TEC shall examine the extent to which standards and procedares
adopt: = by the TEC are being irplemented. A finding of unsatis. 10Ty per-
formance by any individual or institution in the field experience program
shall be brought to the attention of those responsible for the performance.
The TFEC shall seek, through persuasion, to secure satisfactory performance.
1f such efforts fail within a reasonable time as determined by the TEC, the
TEC shall notify t. » Association that unsatisfactory performance persists.
Upon such notice, the Association shall consider a formal request to
terminate the individual or iunstitution as a participant in the field
experience program of the District. The Districf hereby agrees tc terminate
any individual or instituti~n as a participant upon request of the Associ-
ation, provided the request initiates with the TEC.

T.e District agrees to provide dollaxrs (S ) for expenditures
made at the direction of the TEC for the 19 _~-__ school year. Annually
thercafter the TEC shall adopt a budget which shall be approved through
the negotiation process. yunds required by the budget shall be provided
by the District and each college and university holding membership oun the
TEC. The amount to be contributed by the District shall be the proportion
represented by the ratio of the pumber of District employees to the total
number of members of the TEC. The amount to be contributed by each college
or university shzll be determined in the same manner.

Th: District shall be the custodian of the Council's funds and shall
provide adequate accounting of their expenditure. Funds from the TEC's
account shall be paid according to policies adopted by the Council and upon
proper authorization as established by the Council. <Colleges and universi-
ties participating shall pay their pro rata share of funds to the District
to be credited to the TEC's account. The Council's funds shall be held ir
trust by the District and any funds not expended in any fiscal yeaxr shall
be held available *u any subsequent fiscal year.

Public school employees who are members of the TEC shall have _ ~_C )
days of assigned time, at the direction of the Council, to discharge their
duties. Actual and necessary expenses shall be paid to members upon demand
from the funds of the Council, according to policies and procedures estab-
lished by the TFC. 1In addition, the TEC may establish special workshops or
other sessions doring periods when school is not in session to further
discharge its responsibilities.

The TEC may draw upon expert advice from any source of its choice,
L--and its funds shall be legitimately expended for such advice:. [continued]
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The Board hereby recognizes that to provide field experience oppoxr—
tunities for prospective teachers and other persoanel is desirable. It
agrees to provide such field experience opportunities to qualified parti-
cipants who are bona fide students in colleges or universities maintaining
membership ou and contributing to the TEC established herein. Thase field

experience opportunities shall be provided only under the terms of this
Agreement.

Alternate Clause

The Associatlon and the Board agree that providing productive field
exparience opportunities for prospective members oi ~he profession is a
significant contribution to the improvement of the . -ity of professional
services. In recngrition of this fact, there shall .- established a
Teacher Education Committee composed of ( ) members appointed by
the Association, ( ) members appointed by the District, and

( ) member(s) appointed by the foregoing members. The Teacher
Education Committee shall develop and recommend adoption of standards and
procedures for field experience opportunities in the School
District. When such recommendations are adopted by the Board, they shall be
binding upon all District employees and shall constitute the basis upon which
field service opportunities shall be available in the District.

The Committee shall determine and recommend the number of field eXperi-
ence personnel the District can accommodate, the school sites to which they
shall be assigned, and the special emoluments provided clinic taachers.

The Committee shall define the nature of the responsibilities pertaining to
field experience opportunities of the District, the colleges znd universi-
ties placing participants in the District, and the participants.
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INTERN TEACHING

Discussion

The quality of the intern tesrhing experience can contribute signi-
ficantly to tkes ultimare quality of the rerformance of the potential teacher,
provided the experience is meaningful. On the other hand, if the intern
teacher is not properly placed, supervised, and criticized, the expe.ience
can serve to discourage potentially effective teachers from entering the
profession. Because it is important to the improvement of the quality of
teaching, teacher negotiators should seel contractual guarantzes that will

ensuie an eifactive intern teaching experience.

Illustrative jianguage

The Board and the Associatio.. agree chat the proper deplcyment of
intern teachers in the _ Schoni District can constitute a
significant contribution to the improvement of the education profession.
In recognitioa of this fact, the~e shall be established by the Associa-
tion by May 1 of each year a Committee of teachers who shall make
recommendations regarding the proper deployment of and shall supervise *he
follow~up activities of intern teachers. Committee recommendations 211
include the number of intern *teachers to be assigned each year, thc
buildings to which they will be assigned, the kinds of consideration to be
given to supervising teachers, and the nature of the responsibilities

of boch _he District and the intern teachers other than those imposed by
the cooperating college.
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NEGOTIATION FOR IMPROVEMENT

OF THE PROFESSION

A Handbook for
Local Teachers Association
Negotiators

C. EVALUATIOWN

1.0 Protection from Arbitrary
Action

2.0 Resolution of Disputes

3.0 Teacher Zvaluation of
Evaluators

4.0 Peer Evaluation

5,0 Teacher Incapacity

6.0 Studen . Evaluation of Teachers
7.0 Self-Appraisal

8.0 Academic Freazdom

INTRODUCTICN

Evaluation processes frequently are
the methods by which continued teachev
employment is decided. TFor this reason,
the methods and substanc. of evaluation
are matters of concern for teacher
negotiators.

Th¢ illustrative clauses contained in
the material that foliows are intended
as samples of appropriate contract
provisions. However. since no sin; le
model can answer all local needs and
since state negotiation laws vary, local
negotiating teams must consider their
ownt situation carefully and revise
the language accordingly.

U
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PROTECTION FROM ARBITRARY ACTION

Discussiocon

In reading contractual agreements betwesn boards of education and iocal
associations, it becomes apparent thLat several provisions relating to teacher
evaluation are quite common. These provisions deal primarily with fair
practices. Several additional fzir practice concerns are weli on their way

toward accept:::re on a wide basis.

Of 211 fair practice provisions, th. mos<t important would contain a

statement to the effect that:

Illustrative Language

No teacher shall be disciplined, reprimanded, ..:Jduced in rank or
compensation, susp~uded, dismissec, deprived of any professional advantage,

or given an adverse evaluation of his professional services without reason-—
able and just cause.

Such a statement in combination with an effective grievance clause
guarantees that the board of education will be held accountable to =an
impartial third party for its actions. This also requires that the board will
be ssked (by the court or arbitrator) to demonstrate thac the teacher knew
clearly what was expected of him, that those expectancies were reasonable,
that he was warned, that the punishment to be imposed is appropriate, and
that he has otherwise been + d rcairly. This cannot be guaranteed,
however, aud appropriate fair pwactice provisions in the agreement must be

negotiated. Tlue following represents those tommonly found:

ERIC
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Tllustrative Language

All monitoring or cbservation of the work of a teacher shall be con-
ducted wvpenly and with full knowledge of the teacher. The use of
eavesdropping, clecsed-circuit television, public address or audio
sysetems, and similar surveillance devices shall be strictly prohiibited.

11 .valuations snall be reduced to writing and a copy given ©o the
ceT-ner within ( ) days of the evaluation. TIf the teacher
sisagrees with the evaluation, he may submit a written answer which
st.-11 be ~ttached to the file copy of the evaluation in question and/ox
submit any complaints through the grievance procedure.

A teacher shall have the right to review the contents of his perscannel
file originating after c¢riginal employment and to have a represent~tive
of the Asscciation accompany him in such review.

No material originating after original employment shall be placed in

a teacher's personmel file uniess tha teacher has had an opportunity

to review the material. The teacher may submit a written notation
regarding any material and the same shall be attached to the file copy
of the material in question. If the teacher be. leves that matexrial to
be placed in his file is inappropriate or in eiror, he may receive
adjustment through the grievance procedure, whereupcn the material shall
be corrected or expunged from the file. 1If tlie teacher is esked teo sign
material placed in his file, such signature shall be understood to
indicate his awareness of the material but in no instance shall said

signature be interpreted to mean agreement with the content of the
material.

Any complaint made against a teacher or person for whom the teacher is
administratively responsible, by any parent, student, or other person,
shall premptly be called to the attention of the teacher if said complaint
is to be placed in the teacher's personnel file. The procedures of
Section 4 of this clause apply to these records as well as all others

that are placed in the file.

Lf a teacher is to be disciplined or reprimand=d by the Board or its

agents, he shall be entitled to have a representative of the Association
present.

Each observation of a teacher in teaching situnations shall be for an
appropriate amount of time. [Note: Local associations may wish to

specify an exact period of time or to define what is m-ant by
"appropriate.']

Each observation of a teacher shall be follcwed by a personal conference

between the teacher and his ewvaluator for purposes of clarifying the
writien evaluation ¥eport.

Failure of the Board to follow any provision of this Agreement or the
policies of the Bnard with respect to the evaluation ©f teachers shall
result in restoring any teacher against whom action [continued]
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10.

11.

12.

13.

14.

15.

16.

has been taken to full teaching status with appropriate compensation for
any embarrassment caused by the Board's (or its agent's) wrongful acts,
and the record surrounding the event in question shall be destroyed.

If an evaluator finds a teacher lacking, the reasons therefore shall be
set forth in specific terms, as shall an identification of the specific
ways in which the teacher is to improve and of assistance to be given
by the administrator and other staff member. In subsequent evaluation
reports, failure to again note a specific deficiency shall be inter-
preted to mean that adequate improvement has taken place.

Any disciplinary action taken against a teacher shall be appropriate to
the behavior which precipitates said action.

No evaluation shall unduly interfere with the normal teaching-learning
process.

A preevaluation conferemce shall be held between the evaluatox and the
teacher so that the evaluator may be apprised of che teacher's objec—

tives, methods, and materials planned for the teaching-learning situa-
tion to be evaluated.

Each teacher, upon his employmernt or at the beginning of the school
year, whichever is later, shall be apprised of the specific criteria
upon which he will be evaluated. No criterion shall be used which has
not previously been approved by the Association as applicable for the
position held by the teacher being evaluated.

All communications obtained by a teacher in the course of hig profes-
sional duties and deemed by said teacher to be of a confidential nature

shall not, except with his consent, be disclosed to anyone unless said
disclosure is required by law.

All evaluators shall be fully and properly trained in the techniques and
criteria to be used in the evaluation process. If systematic analysis

is to be utilized, the evaluator shall demonstrate his proficiency at
tn> recommended reliability level.
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RESOLUTION OF DISPUTES

Discussion

An effective procedure for resolving disputes arising from teacher
evaluation should meet the same requirements necessary to resolve any dis-—
putes arising from interpretation or application of the contract.

1. Opportunity should exist for resolution of differences between or
among the parties involved ir the dispute without third-party inter-
vention.

2. Provision must be made to secure accurate data surrounding the
difference of opinion.

3. Due process must be offered to parties to the dispute.

4. A final level of appeal should be to an impartial tribunal (third
party). This is a basic element of due process.

Those forums which may presently be available for the resolution of
employee-employer differences must also be taken into accour.t. For example,
legislation regarding tenure, civil rights, or collective bayxgaining may well
provide dispute resolution procedures for employees who feel aggrieved.

Forums established by the association and board of education may be
included under the term arbitration but may be of several varieties. Among
the questibns whigh‘must~be;reviewed‘are:

1. Should there bé one‘éfbigfatof or é pénel? If a panel, how many?

2. What should the qualificatibns of an arbitrator be, if any? (Under
some of the current afbitraﬁion serviges,»no quaiifications need be
set, as any name submitted by fhe service can be rejected by either
party.) |

3. What authority should be given;the arbitratox(s)?

C02.0 - 1
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4. Within what resources and time limitations shoulid the arbitrator(s)

work?

5. How are the arbitrators to be chosen?

From the range of possible answers to taese questions, a variety of
structures could develop. This is desirable. From such variety can be
isolated those which are best suite: to local goals.

During the past several years, arbitration provisions have been found in
collective negotiation agreements with increasing frequency. This is desirable
for two reasomns:

i. Arbitiation offers the parties an opportunity to'select arbitrators
who have expertise in dealing with the specific area of difficulty
whi.ch has arisen.

2. The arbitration process is quicker, less exrensive, and more private

than the courts-

Tﬁe Process of Appeal. The process of appeal which leads to final resolu-

tion by a third party should be designed so that utilization of arbitration

and other remedial procedures is reserved for but a few cases. Preferably,

resolution of any differences will be at the lowest level of»this process—-—

between the immediate parties to the dispute.

| The beginning of the process, then, lies with the immediate parties to

the dispute, and the last step is final résolution by a third party. ‘It

remains to Eé determined if'additional steps in the process are necessary,

and, if so, how many and of what variet&. Here aré,some possible ways of

responding (there are many.éthers):

| ‘11 Use the regular gfievance nrocedure, i.e., appeal to the immediate

supervisor, then to the emﬁloyee relations directci, the board of
education, and finally to arbitration (or fhe court's administrative
forums) .

C.2.0 - 2
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2. Use the regular grievance procedure but substitute a different form of
arbitration.

3. Decline use of the grievance procedure, substituting an alternative
procedure, in cases involving teacher evaluation, dismissal, etc.
[Note: A special committee might be elected by the teachers to review
each case, making recommendations and findings of fact.l TUse of
professionals from other districts on joint teachér—administrator
committees and committees appointed by the association are additional
examples of alternatives for implementing this concept. ¢

The following procedure contains several interesting and controversial

elements but is submitted as one example of how this appeal process might be

vievied:

Illustrative Language

Immediazely upon receipt of a request or recommendation for nonrenewal of
contract or discomtinuvation of professional services of a teacher, the
Board shall so notify the Association and the Association shall be given
an opportunity to review the case and to present recommendations to the
Board if requested to do so by the teacher.

Upon being so notified by the Board and the teacher, the nciation
shall appoint a Professional Practices Panel, consisting . C )
members, which shall review the allegations and circumst: ces surrounding
same and make a report and recommendations to the Board. As part of
their review, the Panel shall hold a hearing and otherwi . proceed
according to the tenets of due process. '

The Board shall provide necessary support services to the Panel,

including, but not limited to, secretarial assistance to record and
transcribe all hearings. ‘

The Board”shallvmake available all information concerning the case and
shall insist that failure of its agents or of persons bringing charges to
fully cooperate with the Association in this review shall result in the

rejection of amny request OTr recommendation £or nonrenewal of contract or
dismissal.
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Caining Accurate Data. 1In large part, due process protections will ensure

that data which is inaccurate or unsubstantiated will have no weight. There is
an additional concern, however: How can accurate and complete data be brought
to bear at the initial steps of the appeal process, giving both parties to the
dispute the best information upon which to base decisions which will be made?
The Board, its agent, or other individual or group with whom-the teacher has a
dispute is entitled to know whether or not the evidence is accurate and complete
in order to decide on a course of action. The teacher should similarly be
informed in crder tc make a decision concerning further appeal, settlement, or
withdrawal. Master agreement language such as the following will be appropriate

to this concern:

Illustrative Langvage

The Board shall not be permitted, in such arbitration proceeding, to
assert any ground or to otherwide rely on evidence not previously disclosed.

The example of an appeal procedure outlined above contains some ideas as
to how this information can be developed. There are other means, including
joint teacher-board committees and study teams consisting of professionals not

employved by or associated with the school district.

]ERJ(? : | C.2.0 - 4
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Due Process. in addition to such fair practice guarantees as written
evaluations, complaints being called to the teacher's attention, and open
~yaluations, it will be necessary to insist on some minimal due process for
a teacher:

1. Adequate notice of charges

2. Opportunity to prepare a defense

3. Opportunity to confront and cross-—examine adverse witnesses

4, Opportunity'to present witnesses

5. Oprortunity for legal and/or professional counsel

6. Efficient disposition of the grievance.

Reinstatement of the teacher upon a finding that his grievance is
justified is essential but may be inadequate. The following provision should

be considered for inclusion in the master agreement:

Illustrative Language

1f any teacher for whom a grievance is sustained shall be found to have
been unjustly discharged, he shall be reinstated with full reimbursement for
all professional compensation lost. If he shall have been found to have
been improperly deprived of any professional compensation or advantage, the
same or its equivalent in money shall be restored to him.
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of the Profession C. Evaluation

Section 3.0 -~ Mey 1971

TEACHER EVALUATION OF EVALUATORS
Discussion
In these days when teachers are asked to be accour:table. it is not
unzreasonable for them to insist on reciprocity in accountability. One approach
is to insist that administrators live up to their agreements as spelled out in
the contract through careful contract enforcement. Another method is to have

teachers evaluate administrators. Here are some suggestions for negotiated

provisions in this regard:

Illustrxative Language

1. All administrators shall be evaluated by the teachers they supervise not
less than twice per year. One such evaluation shall be performed during

the month of October and onme shall be performed during the month of
January.

2. The evaluation of an administrator shall be coordinated by a Committee of
the teachers he supervises, selected by all the teachers so supervised.

 This Committee shall oversee the process and reduce the evaluation re-
sults to writing.

3. The evaluation shall be as per the procedure and criteria which ara
attached to this Agreement as Appendix .

4. Within two weeks of having analyzed the evaluations, the Committee shall
meet with the administrator beiug evaluated and advise him as to improve-
ments which are expected in his professional serxrvices.

5. If the administrator fails to make improvements suggested by the
Committee, the teachers may so advise the Superintendent. The Superin-

tendent shall then meet jointly with representatives of the teachers and
the administrator.

6. The Roard, upon request of the Association following the action outlined
in Section 5 above, shall meet with the Association to discuss the
situation and seek resolution of differences. Said meeting shall be
open or closed at the request of the Association.

ERIC €.3.0 - 1
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Section 4.0 -~ May 1971

PEER EVALUATION
piscusqigg
fvaluation as a means of improving professional services provided by an
individual teacher is of most value when it includes assessment not only by
the employer but by colleagues as well. Local associations wishing to
arrange for input from the peer group should consider the following questions:
1. How many of the colieague group shculd be assigned to the observa-
tion and assistance team for an individual teacher?
[Note: One person is probably insufficient, and it is possible to
have too many involved. The aumber of qualified observers—assisters
and the resources available tc¢ ensure time for the team to do its
job are factors to consider.}
2. How shall the team be chosen?
[Note: A variety of systems can be utilized, by themselves or in
combination. Some which come to mind are {a) appointment by the
board (or its agent), (b) appointment by titie (e.g., department head

ie avtomatically a member), (c) appointment by the association,

wd

N’

. election by building or department staff, and (e) appointment by
the teacher being observed and assisted. ]

3. How dften shduld observations, interviews, and assistance activities
take place? |
[Eggg; There is probably no geod answer to this question, because
it will vary with the individuals involved. Nevertheless, decisions
as to aliocation of resources will dictate some response. At least
two observations, each followed by interviews and necessary assistance,

should be considered minimal. A further comsideration is the

RIC c.4.0 - 1




possibility that established teachers may need observation and
assistance less often than teachers early in their career. ]

4. What qualifications should be demanded of the observer-assister?
[Note: Tenure status and specialist training in the area in which
-the teacher being assisted is practicing are nofmally considered in
determining qualifications. But consider also what will be done if

there is no specialist readily available.]

5. What compensation is provided for the observer-assister?
[Note: Regular teaching loads should be reduced, substitutes pro-
vided, ér other equitable arrangements made to ensure that additional
burdens are not imposed on already difficult teaching schedules.]

6. What supportive services will be required by the team?
[Note: Secretarial assistance is an example of one need which
might be identified.]

7. What training and/or orientation will be required for members of the
team, and who shall provide it?
[Note: "Start-up'" needs {and accompanying costs) are probably greater
than those for continued operation. Skill training, for instance,
may be necessary for a large number of observers-assisters in order
to implement the program, but thereafter only a few persons need be
trained each year to fill spots vacated through retirements, resig-
nations, etc.]

8. What will be the timetable for initiation, conduct, and conclusibn
of the observation and assistance program?
[Note: Be sure to negotiate the date by which each team is to be

appointed and the date wher a final report is expected. For

example: ]
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Illustrative Language

1. Within thirty (30) days follcwing execution of this Agreement or within
thirty (30) days of the beginning of the school year, whichever date is
iater, an Assistance Team shall be appointed for each probationary
teacher. Thereafter, an Assistance Team shall be appointed for each
new staff member during the first thirty (30) days cf his ewmployment.

2. A written report signed by all members of the Assistance Team shall be
prepared for the teacher and his permamnent file not later than six (6)
weeks prior to the deadline for notification of intention (to the
teacher) nct to renew the teacher's yearly contract.

9. How should the team proceed to carry on observations, interviews, etc?
[Note: At one extreme, deadlines, methods, and criteria could be
specified in the procedure; at the other extreme, the team might be
expected to determine its own modus operandi; a combination oi both
might be desirable. A further concern ig involvement of the teacher
to be observaed in such decisions. Consider, for example, the

following:]

Illustrative Language

Not later than twenty (20) days following its appointment, the Assistance
Team shall hold an initial conference with the teacher to be observed. At
this conference, the method, time schedule, and specific criteria shall be

mutually agreed upon within the guidelines established elsewhere in this
procedure.

10. What reports sﬁould be required of the team and where or to whom
should they be.sent?r
[Note: The teacher should receive a copy of the report(s) made by
the team, but decisions abouﬁ further distribution are often diffigult.
Those who have an interest might include the principal, department
head, faculty adviser, personnel office, and the association.

Contents of the report(s) may influence decisions on who gets a copy.
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Some districts have special committees which receive such reports,
with recommendations coming from the special committee. If this is
desired, consider how confidentiality is to be assured.]

11. What should the report contain?
[Note: Possible inclusions are criteria and methods cf team opera-=
tion, strengths and weaknesses of the teacher being evaluated, and
recommended improvement programs. An additional and most controversial
concern is whether the report should contain recommendations as to
continued employment.]

12. What resources should be available to assist the teacher in making
needed changes or improvements?
[Note: The team and other faculty are one type of resource. Time
for the team to carry out this respongibility might be provided and
financial resources may also be necessary. A provision such as the

following might be considered:]

<ive Language

The Assistance Team s . .me the responsibility of ~roviding
assistance to the teacher in 1mprov1ng his instructional techniques. To
fac111tate the Assistance Team's efforts, the Board shall provide up to
dollars ($ ) for the purpose of financing additional -

training, observationm, and practice for the teacher.

13 What shOuld be the duratlon of the team s‘ex1stence7
| .[Note. Probationary teachers mlght benefit frum working with the
‘same team over. the entire probatlonary perLod ]
;;14. Is the procedure compatible with exlsting pxocedures”
v[Egtg; Ex1st1ng procedures should be rev1ewed and replaced where
approprlate._ Coordination of procedures for gaining input from other

‘lsources may also be poss1ble ]
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15.

16.

17.

Can the procedure be readily adapted?

[Note: Experience, particularly with a new program, often reveals
desirable changes. The system should have assessments built in so
it can be translated quickly.]

Should the program be mandatory or should individuals be able to
opt out?

[Note: An initial voiuntary effort might be used as a means of
testing the program, making it mandatory for all teachers at such
time as it is shown to be successful.]l

Is provision made for appeal by an individual teacher.against
inappropriate acticn by his colleagues?

[Note: Failﬁre by a teacher to perform his respconsibilities as an
evaluator may unduly or unnecessarily jeopardize ﬁhe employment

status of his colleague being evaluated.]

69
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of the Profession C. Ewvaluation

Section 5.0 ~ May 1971

lEACHER INMCAPACITY

Discussicn

In some cases due to ill health a teacher may become or be considered
unable to continue practicing in his proiession. Fortunately, however,
modern medical treatment often makes it possible tc return the health of the
teacher. The following points are offered local associations that desire to
seek assistance for teachers in this regard through the negotiation
process:

1. Social justice is the key concept. Illness (mental or physical)
frequently strikes teachers who are on tenure, who have served for
many years and have a considerable investment in their profession.
They may slowly or suddenly become ill.

2. There is a social stigma attached to mental health problems which
is zeflected both in the feelings of persons whose mental health
is actually deteriorating and in the society at large,

3. Not only has a tenure teacher made a career choice, but he may have
made considerable financial and social commitments. He may
marr1ed have chlldren to bring up, a mortgage to pay, etc. Thus,
solving ‘the deteriorating health problem is compounaed by an inability
to free himself from other obligations.

4, Taking these factors into account the long—range solution toward

| which the association moves at the negotiating table must £fi f’ t of
all free the teacher from the pressure of other obligations. lhis
means the association must negotiate the following. (a).an income
protection plan, (k) an adequate maJor medical plan [Note: Mental
illnesses need major medical protection since a solution usually

,C.S.D - 1
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cannot be reached in months; it may take a year or more, even with the
best of modern treatment.]; and (c) an adequate leave policy.tied to
the appropriate provisioms in the tenure law (forced leaves of zbsence).
There is a tendency to assume that, in the case of mental illness, we
can bass the buck to the medical profession for evaluating or deciding
who is competent to teach. This tendency usually manifests itself in
a proposal to have a teacher examined by a medical panel to determine
whether or not he is fit to continue practicing. Although psychiatry
may be able to describe the extent of mental illness, whether that
illness can be sufficient cause for a teacher to leave the profession
is not necessarily a decision which psychiatrists can make. Whether

a teacher can or cannot perform his job must be dccided by the teaehing
profession.

If the profession determines that a teacher is mict performing his
professional services in an adequate manuer, it is then up to the
teacher whether or not he will avail himself oi medical assistance.

1f such assistance is desired, examinations should be oaid for by the
board of education and the income protection, leave provisions, and
medical plan benefits made‘available.

Provision shOuid be made to ensure.that,the teacher remzuins free from
continued harassment through the”evaluation process.

It is often: possible for a teacher who has taken a 1eave of absence
for health reasons to return on a part-time basis. This can be
encouraged through a negotlated provision.

Provision should be made for any teacher who wishes it to have an
examination to determine if physical or mental health is the cause of
hisﬂinaoeouate teaching, prior to faeing formal charges, notice of
discharge, or a hearing. |

.ClSOO s 2
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of the Prcfession ' C. Evaluation

Section 6.0 - May 1971

STUDENT EVALUATION OF TEACHERS

Discussion

Student evaluation of teachers is a reality. A major ccncern is how the
valuable contributions of students can be effectively channeled to allow for
needea change in an orderly manner. Two cautions: (a) Student evaluations
may vary significantly from those of administrators or of the peer grcup.
(b) Teachers cannot reiy sclely on student. evaluations to improve their teaching.

Many universities and school districts or other organizations have
developed instrumehts for obtaining student feedback. Scoring and analyzing
services are also generally available' for the teachers. ‘It is recommendec
that such instruments not be scored or seen by the school district unless the
teacher gives his authorization.) Where ycunger students are involved, an
interview technique may have to be used to get responses for the evaluation
instrument. Parent responses may also be utilized--particularly where younger
students are involved--as an addition or alternative to student evaluation.
A sampling may be sufficient in this instance.

. Assistance to teachers’mighﬁ be enhancgd through a negotiated provision

such as the following:

Illusfrativé,Lagguagg

Teachers wishing to obtain an evaluation of their teaching by students
may utilize the services of the (Educator Feedback Service) through
_ Urdversity. Tha Board shall pay all costs of such service. The
confidentiality of the results of such evaluations shall be determined by
the teacher to be evaluated. .

It is strongly suggested that local associations augment student evalua-
tions with effective self-appraisal (which may require video-tape or other such

[ﬂii(ﬁuipment) and.?ther gvaluation_teéhniqu§$.

AU o
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of the Prcfession C. Evaluation
Section 7.0 -~ May 1971

SELF~APPRAISAL

Diséussioq

Self--appraisal is a long-demonstrated need of teachers. MNearly 100
appraisal systems are now available and some are ¢~ :ady in use for
improvement of instruction or as part of a school district's teacher evalua-
tion program. Some require the use of video-tape or audio-tape equipment.
Tre appraisals range from philosophical points of view to implicit or explicit
definitions of gocd teaching. Some of the systems are modifications of the

Flanders Interaction Analysis approach. Other widely known systems include:

Amidon-Hunter Verbal Interaction Category System
Robertson: Instrument for Coding Teacher Verbal and Neonveibal Behavior

Kallenbach and others: Instrument for Observation of Teaching Activities
(I0TA .

Washington: Expert Teacher Action Study (LTAS)

Seventy¥nine systems are described briefly in Mirrors  for Behavior, edited by
Anita Simon and E. Gil.Boyer (published by Classroom Interaction Newsletter,
c/o Research for Better Schools, Inc., 1700 Market Street, l’h:L';'-'_u;f‘;i:.hL La,
?énnsylvania 19103). |

The followiﬁg»élause’may serve'as a working.modelebt{aSSociations that
wish to'ngéotiété a p:bviéio#-foiteachér'selffapbréiéél.

L e roa -

i Iilﬁstrativelianguagg

The Board and the Association agree that providing a variety of means
for teachers to appraise their own teaching behavior in systematic ways 1s
important in improving the quality of imstruction. The Board and the
Association alsc agree that the formal system of teacher evaluation now in
‘use serves the meeds of the Board to discharge its responsibility for
assurance of high-quality instructional services. . [continued]
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The Board and the Association recognize, however, that there is signifi-
cant value in providing teachers with a variety of means to pursue to the
fullest their personal desire to engage in self-stimulated, private, secure,
and systematic examination -of their own teaching practices in an effort to
continually improve the quality of their services.

The Board agrees, therefore, to provide teachers with a variety of means
to examine their cwn teachirg behavior in privacy, with full and complete
assurance that the results of such appraisal shall be controlled by the
individual teacher. It agrees further that there shall be no -arry-over into
the system of teacher evaluation used by the School District for
purposes of making decisicns about retention, prcmotion, and dismissal.

For the purpose of distinguishing between the two processes, the effort
to assist teachers with examination of their own practices shall be desig-
nated the Teacher Self-Appraisal Program. The District-operated evaluation
process shall continue to be known as the Teacher Evaluation Program.

To carry out the purposes of this understanding, the Board agrees to:

1. Recognize a Committee appointed by the Association as the agency
to manage the Teacher Self-Appraisal Program.

7. Insist that all employees honor the security requirements of the
Teacher Self-Appraisal Program. Such security shall be maintained
at the discretion of the individual teacher whose practices are
under appraisal.

3, Provide the above-mentioned Committee an amount up to
dollars ($ ) for actual and necessary expenses and assigned
time to examine the extant self-appraisal systems and identify an
appropriate number of such systems for use in the District.

4. Provide the financial and physi- 7 = - irces meig@ssary "0 il .. o
cadre of volunteer teacuers +n the usé of the self-appraisal systems
selected by the Committee to the extent that said cadre can in turn
train other teachers who request such training.

5. Provide assigﬂed::ime for volunteer teachers to become trained in
the use of their <hoice among the selected systems, such training to
be given by 2 memiper of the training cadre.mentioned above.

C.7.0 - 2
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of the Profession €. Evaluation
) Section 8.0 -~ May 1971

ACADEMIC FREEDOM
Discussion
It is important that constitutionally guaranteed rights and the basic
freedomé of inquiry and speech be excluded from evaluation proczdures since
outside monitoring of these rights and freedoms is detrimental to the proper
functioning of a teacher.

The fcllowing are two illustrations of typical basic protection clauses:

Illustrative Language

Teachers shall be entitled to full rights of citizenship, and no
religious or political activities of any teacher, or the lack thereof, shall
be grounds for any discipline or discrimination with respect to the profes~
sional employment of such teacher. The personal life of any teacher is not
within the appropriate concern or attention of the Board.

S

IllustratiVe;Lagguage

Academic freedom shall be guaranteed to teachers, and no special limita-
tions shall be placed upon study, investigation, anc the presenting and
interpreting of facts and ideas (including personal opinions when identified
as such) concerning man, society, the: physical and biological world, and
other branches of learning, subject to accepted stardards of professional
responsibility. The right to academic freedom herein established shall in-
clude the right to support. or oppose political causes and, issues outside of
fhe normal cxassroom activities.
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NEGOTIATION FOR TMPROVEMENT D. CONTINUING EDUCATION
OF THE, PROFESSION . 1.0 Orientation of Staff

2.0 Reimbursement of Course Costs

A Handbook for 3.0 Changes in Curriculum
Lo al Teachers Association
Negotiators 4.0 Funds for Professional Materials

5.0 In-Service Training
6.0 Sabbatical Leave

7.0 Travel, Professional Days,
Summer Workshops

INTRODUCTION

Because coutinued excellence in
teaching performance is expected by
school boards and because this can be
realized oanly through continual growth
cn the job, negotiators must obtain the
conditions and resources which will
permit teachers smple opportunity to
keep abreast of the rapid changes and
developments in their profession. Each
teacher's learning needs are unique,
This means that no single method cf
continuing education will be suitable
for all members of the staff. Teacher
representatives should consider a
variety of possibilities when they
attempt to ncgotiate an effective
continuing education program for iocal
association members,

The illustrative clauses contained in
the material that follows are intended
as samples c¢f appropriate contract
provisions., However, since no single
model can answer all local needs and
since state negotiation laws vary, local
negotiating teams must consider their
own situation carefully and review
the language accordingly.
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of the Profession D. Continuing Education
Section 1.0 - May 1971

ORIENTATION OF STAFF
Discussion
It is the responsibility of the teaching profession to assure adequate
continuing education and growth of its members, from the first year forward
to retirement, so that they may provide quality education. The local
association should negotiate a method for improvement of teachers, beginning

with orientation for those new to the school district. For example:

Illustrative Language

The Board and the Associaticn recognize the need to properly orient new
staff members to the unique requirements of the i School District.
Therefore, it is agreed that the Association shall participate in the orien-
tation of new staff at least to the following extent:

1. On the day prior to the opening day of school, the President of the
Association or his designee shall be provided time equal to that of
the Superintendent to address the annual assembly of the faculty.

2. In the formal program provided by the District for the orientation
of new staff, there shall be adequate opportunity for participation
of Associaticn representatives.

3. The first day of in-service releasad time activities for new staff
members shall be planned and implemented by the Association.

4. The names of all new staff members and their building, grade, and
_subject assignments shall be provided to the Association no later
than September 15 annually.

Dlloo i 1
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of the Profession D. Continuing Education

NEA~PD&IS /NIP HANDBOOK

Section 2.0 - May 1971

REIMBURSEMENT OF COURSE COSTS

Discuesion

Reimbursemeut of costs for courses taken by experiernced teachers in a

school district as part of required continuing education is a fairly routine

contract stipulation and the arguments for its inclusion are obvious: the more

educated the staff, the better off will be the students. The cost to the school

system is relatively low, the banefit to the students high. Four important

aspects of a provision for reimbursement are:

1.

The teacher should have the right to select both the college and
the course.

The reimbursement should be in full.

In no case should the board be allowed to require course work for
advancement without reimbursement.

The teacher should have the right to brimng the course to the school

rather than be required to be present on campus to obtain credit.

The following clause may be appropriate:

The Board and the Association recognize the impcrtance of advanced or
specialized training for teachers (and administrators). It is agreed,
therefore, that upon presentatiocn by a teacher (or administrator) of
evidence of successful completion of any course taken for required advanced
credit or specialized training, the Board shall reimburse the teacher (or
administractor) in full for all reasonable costs, including tuition and
books. All courses shall be deemed acceptable unless the Board can
demonstrate that the completed study could have no beneficial effects on the
students of the Mistrict.

Illrnstrative Language

78 D.2.0 - 1



Hegotiation for Improvement | NEA-PD&IS / NIP HANDBOOK
of the Profession { D. Continuing Education
Section 3.0 - May 1971

CHANGES 1IN CURRICULUM
Discussion
Teachers may need additional formal training in order to be able to
adequately teach, supervise, or perform related duties in connection with new
curriculum (e.g., new math, structural linguistics, PSSC) iatroduced into the
school program by the board of educatioz. In this case, tke school board

should pay for the necessary training. The local association might consider

this example of a contract provision:

gllustrative l.anguage

The Board recognizes that the recent introduction of (Structural
Linguistics) into the curriculum has caused (will cause) unusual educational
demands on the professional staff. In order to assist teachers in more
adequately meeting those demends, th:z Bozrd agrees to sponscr a course in
(Linguistics), to be taught by a competert specialist acceptable to the
Association in one of the convenient buildings within the
School District. Such course shall be open to all teachers who feel the
need for it, shall be free of charge to all teachers wizthin the District,
shall meet at convenient times during the regular school year, shall yield

college credit for those who wish it, and shall be acceptable as credit
for salary advancement under the usual terms.

Du3u0 - 1
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of the Profession D. Continuing Education

Section 4.0 - May 1971

FUNDS FOR PROFESSIONAL MATERTALS
Discussion
Teachers continue to learn by keeping current with the latest books and
journals in their field. School'boards should assist them by defraying the
cost of this method of continuing education. The local association might

negotiate a "professidnal Reading Clause,' as follows:

Illustrative Language

The Board agrees to reimburse «<ach teacher up to dollars
(s ) per school year for the purchase of professional reading materials
for his own use.

Alternate Clause

The Board and the hssociation recognize the relationship between profes—
sivnal reading and professional development of teachers. The Board agrees,
_therefore, to appropriate an amount equal to the average library expenditure

.per student, plus an amount equal to the average textbook expenditure per
student, as set forth in this Agreement, for each teacher for the purchase
of professional books, periodicals, and other materials for the exclusive
use of the professional staff. The appropriation shall be- apportioned on
the basis of building level and size of faculty of each building, under the
direction of the Association's building representatives. The building

principal shall develop the method for the purchase, placing, and circula-
tion of professional materials within each building, according to the

' particular needs of the building staff. In buildings where the staff
designates some place other than the existing library for the placemént of

- professional reading materials, the Administration shall, within a reasonable
period of time, secure the necessary shelves, racks, or other appropriate
storage facilities to provide adequate housing for the materials.
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IN-SERVICE TRAINING
Discussion
Besides formal and informal study, boards of education should provide time
during the regular school year for teachers to meet for training which they

devise for themselves. What follows is a typical procedure:

Illustrative Language

In recognition of the importance of in-service training for the profes—
sional staff, the Board and the Association agree to the following proce-
dures for in-service training:

1. The afternoon of (day) of each (week/month) shall be
designated "In-Service Day,' except that there shall be no In-Service
Day in June. If the (day) of any given (week/month)

falls on a holiday or during a vacation, another appropriate day shall
be substituted.

2. The calendar for In-Service Days shall be structured jointly by repre-
sentatives of the Association and the central Administration. Their
work shall be completed no later than April 1 of the school year
preceding that for which the calendar is structured.

3. The time of in-service training shall be .

4. Adequate time for lunch shall be provided.

5. The atmosphere of in-service training (smoking regulations, dress,
provisions for coffee, etc.) shall be informal.

6. The in-service program for each year shall be structured by a Commit-—
tee of the Association. Their work shall be completed no later than
May 1 of the school year prior to implementation of the program.

7. Although the in-service program shall be planned to make maximum use
of staff talents, outside consultants may be required. In such case,
the Board agrees to pay a reasonable cost for each coansultant, not to
exceed dollars (§ ). If the cost exceeds this amount,
the Board shall appropriate the additional necessary funds if it deems
such appropriation worthwhile. In any event, the Board agrees that,
on the occasion of its first meeting each October, it shall provide
adequate time to hear the Association's plan for the fellowing year's
in-service program and, with the exception that the plan shall provide
for a greater expenditure than ' ($ ), shall approve the
plan. for implementation. : -

DcSoo - 1

o0
o



‘ Negotiation for Improvement , NEA-PD&IS / NIP HANDBOOK

of the Profession D. Continuing Education
Section 6.0 - May 1971

SABBATICAL LEAVE
Discussion
Experienced teachers should have the opportunity for extended leave to
Pursue advanced education in depth. In developing a continuing enrichment
Program for negotiation, the local association should include a clause per-—

taiping to sabbatical leave. For example:

Illustrazive T anguage

The Board rec=gnizes the value to the school system of providing ample
opPortunity to thee staff for in-depth or =xtended pursuit of acdwvanced
education. Therefore, it agrees that the following extended-leave policy
shall be in effect:

1. Any member of the professional staff who shall have had five years
of consecutive service shall be eligible for extended leave of not
less than one semester or more than two for the purpose of advanced
professional study. These minimum requirements may be waived by the
Board for an individual for adequate reason, but in no case shall such
waiver be granted if it causes the exclusion of other applicants
eljigible under the minimum requirements.

2. Applicatioﬁ for extended. leave must be submitted before May 1.

3. All applicants shall be notified of decisions prior to May 15.
[See "Additional Considerations' below.]

4. Applicants granted leave shall be compensated at full pay and shall
receive all other regular benefits during the term of the leave.

5. Successful applicants shall be relieved of all normal responsibilities
during the term of the leave.

6. No more than __ percent of the entire faculty shall be eligible
to be on leave at the same time.

7. Upon return from sabbatical leave, a teacher shall be placed on the
salary schedule at the level he would be on hod he remained actively
employad in the School District, and all benefits to-
which he was emtitled at the commencement of the leave, including
accumulated unused sick l=ave, shall be restored to him, and he shall
be assigned to the same position or a position comparable to that
held at tilie time leave commenced.
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Additional Considerations

It might be necessary, because of a possibly large number of applirations
for extended leave, or a recognized need for lécal association involvemént in
such decision making, to consider the basis on which decfsions on individual
candidates are to be made. Actual preferential criteria might be placed in the.
contract, or provision for a joint committee.to make »~1p make deciclons
on individual applicatioqs. For example: "The Board sl ili g:ve preference
t-: those individuals (a) receiving outside grants; (b) t=zking, par% in a
program fulfilling advanced degree requirements; (c) havii.g s@niority in the
school system; (d) whose projected programs will have great --oteatZial value
to the school system," etc. An alternative is to negotiarze a joizz committee
(of the association and the board-superintendent/administrz: . on) t3 evaluate
sabBatical leave requests and make decisions or recommencd=z=tions coacerning

them, perhaps using some of the foregoing criteria.
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“TRAVEL, PROFESSIONAL DAYS, SUMMER WORKSHOPS

Discussion

Teachers shouid have a variety of opportunities for continuing

enrichmeant. A good professional coantract will include clauses on tra—=l for

professional purposes, including iater— or intraschool visitations; prc les—
sional days; and the initiatiocon, expansion, or design of effective sumser
o

workshop activity. All of these will result in the improvement of profes-

sionals with parallel gains for the school system.

Illustrative Language

Travel: The Board and the Association recognize the importance of travel
for professional improvement. Therefore, the Board agrees:

1. That for purposes of extended travel for professional improvement,
the provisions of the (Sabbatical Leave) agreement shall apply.

2, To appropriate an amount equal to dollars ($ ) per
staff member in corder to create an edocational conferemce travel fund.
The fund shall be administered jointly by the Superintendent or his
designee and the Pregident of the Association or his designee, both of
whom shall establish the necessary procedures for fair and effective
disposition of the funds within the intent of this Article.

3. That all members of the professional.staff shall be entitled to
" () days of released time for the purpese of inter- and
intraschool visitations and shall be compensated for travel expenses
or for mileage at the rate of () cents per mile. A visit
to another school district within the intent of this Article shall be
deemed school business and the usual meal allowances and other

benefits shall be in effect. -

& Kk %

Professional Days: The (day) of (month) and the _
(day) of (month) shall be designated "professional Days." On such

days school shall not be in session so that the Association may conduct a

full day of activities designed for the improvement of the full professional
staff. The plauning and implementation of the program for Professional Days
shall be the regponsibility of the Association, including the costs thereof,
except that'there shall be nc cost to the Association for the i continued]
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use of school facilities. Professional Days shall be cmsidered regulax
days within the limits of the negotiated school calendar

* % %

Summer Workshops: The Board recognizes the importance of providing ade-
quate opportunity for teachers to work toward the improvement of curriculum
and learning designs in order to assure continuing qua’iity education in the
School District. Therefore, it is agreed that:

1. Each sumser there shall bz a voluntary curriculum workshop program
for teachers who wish to participate.

a. The workshop shall be under the direction of the Director of
Curriculum or other appropriate representative of the Board.

b. Teachers. or groups of teachers shall, before November 1 preceding
the workshop, submit their intention to participate, together
with a brief outline of planned activities and their duration,
to the Director of Curriculum.

c. The length of participation may vary from two to six (2-6) weeks.

d. Compensation shall .be at a rate based on the individual teacher's
regular salary.

e. The Director of Curriculum shall be placed on the agenda for the
first regular meeting of the Board in November. He shall present
the combined plans for those teachers who have signified intention
to participate in tiie workshop for the summer following. The
Board shall approve the plans presented by the Director of Curricu-
lum and appropriate the necessary funds to finance the workshop
program.

£. The Director of Curriculum may make suggestions regarding the plans
submitted by teachers and may offer assistance. However, final
authority for their design and implementation shall rest with the
participating teachers.

g. The Director of Curriculum shall have the right to substitute
participants if subsequent events require an original participant
to withdraw. Also, in the event that the total cost of the
program as originally designed is greater than that permitted
under the agreed upon formula, the Director of Curriculum shall
have authority to modify the program in order to accommodate all
participants on an equitable basis.
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E. EDUCATIONAL DEVELOPMENT COUNCILS

1.0 Educational Devalopment
Councils

INTRODUCTION

It is axiomatic that education must
always undergo a continuous process of
evaluation, modification, and growth in
order to satisfy the educational needs
of students. Such a process implies
curriculum changes, changes in materials,
and procedural changes. Since all such
changes affect teachers' behavior and
since the collective wisdom of
practicing teachers promises greater
effectiveness in their discovery,
initiation, and implementation, it
behooves any school district to assure
teachers a direct and effective role in
the process of educational change. For
this reason, educational Jdevelopment
councils have been appearing with
greater frequency in negotiated
contracts across the country.

The illustrative clauses contained in
the material that follows are intended
as samples of appropriate contract
provisions. However, since no single
model carn answer all local needs and
sincz state negotiation laws vary, local
negotiating teams must consider their
own situation carefully and rewvise the
language accordingly.
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EDUCATIONAL DEVELOPMENT COUNCILS
Discussion

In man7 school districts throughout the United States, professional
negotiation has become a way of life. Local teachers associations are bar-
gaining not only for those economic benefits justly deserved by the profession,
but also for many other terms and conditions of employment which have an
effect upon teachers in the performance of their teaching responsibilities.

Teachers organizations have a professional responsibility to promote
better instruction. Growing awareness cf this respomsibility is indicated
by the rapidly emerging trend toward greater teacher involvement in the
improvement of curriculum and imstruction. Since no profession can function
effectively when its members are denied the right to make basic decisions
regarding their work, this trend promises to raise teaching to a higher
professicnal status.

Although professional associations must become involved in the decisions
that determine the nature and effectiveness of instruction, this does not mean
they will take over the schools and displace the agencies legal y responsible
for curriculum making and instructional supervision. If anything, it means
"freeing up" the instructional process —- enhancing it, expanding it,
expediting it.

Professional negotiation emphasizes the right of teachers associations to
participate in decisions regarding the educational program. It does not
follow, however, that all such decisiomns should be regularly made at thez
negotiating table except under unusual circumstances. Associations should not
negotiate for the specific kinds of library books or instructional materials

Q
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and courses to be used in a school district, but rather for the method through
which the materials are selected or the curriculum improved. Whether it is
grading policies, pupil girouping, teacher evaluation, report cards, or in-
service education, teachers should be able to turn to a process that will
guarantee resialts for their efforts instead of being forced to have their
energies dissipated by empty talk and frustration.

The public has been holding teachers accountable for the curriculum and
for instruction because they believe that teachers are significantly involved
in the decision-making process. However, if we look at the extent of this
involvement we find that in many instances teachers have been systematically
excluded. Generally where they have been invclved it has been only in an
advisory capacity and in most cases ineffective.

Involving teachers in decisions is a basic tenet advocated in every
respectable. text in curriculum. Ironically, however, teachers find that
they have to fight to negotiate this activity into the contract-——an activity
not only advocated for years but assumed by taxpayers to be standard procedure.
The task for negotiators, therefore, is to achieve a process which will
assure teachers an effective voice in curriculum.

The Educational Development Council (EDC) is one vehicle which has
been designed to involve teachers in meaningful educational decision making.
It has been widely negotiated throughout the country and is identified in
various agreements by many names, such as instructional council, curriculum
council, joint committee, and professional study committee. The basic model
provides a process by which teachers and the school board can work out a
plan of action for educational change. It gives them an opportunity to
develop eduqational policy on a continuing basis thrcughout the year. The

potential of such a council is limited only by the awareness and imagination
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of the teachers involved, the cooperation in terms of freedom and funding to
which the school board agrees, and the degree to which teachers wish to
utilize the process meaningfully. The EDC can be used to initiate, develop,
and follow through on issues concerning the teachers, the schools; and the
community.

Suggested Guidelines

In establishing an effective EDC, the following guidelines should be
considered. Each item should be tailored to fit the local situation; and
since the council's power base comes from the negotiated contract, it is
essential that precise contractual language be written to ensure the effec~
tive operation of the EDC.

1. Total membership on the council should be no less than six and,

unless a firm judgment is made to the contrary, no more than trelve.

2. The local association should appoint its representatives to the
council.

3. Terms of council members should be staggered to ensure continuity.

4. Provision for released time for council members should be included.

5. Provision for funding of the council in its operations and for its
members should be included.

[Note: Adequate released time and compensation for council members
are essential for the success of the council.]

6. Prdﬁision should be made to assure that the council has adequate
authority. (Board rejection of a council recommendation should be in
writing and only for good cause.)

7. Provision should be made for the council to make its recommendations
directly to the board of education.

8. No recommendation of the EDC should be implemented in such a way as

to conflict with the existing contract,
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11.

120

13.

14.

15.

16.

17.

18.

19.

20.

21.

22.

Democraéic principles and procedures should be reflected in council
astivities to build grass-roots confidence.

Provision for a Minimum number of council meetings to be held during
the year should be included.

Provision for calling special council or subcommittez meetings should
be included.

Provision should be made to allow the council to establish subcommittees.
Subcommittees should report back to the council with specific
recommendations. Provision should be made for minority reports. All
reports should be done in a specific format.

A quorum of a minimum of 50 percent of the members of the council
should be required for the council or subcommitteeé to conduct
official business.

An agenda should be prepared at least one week in advance of all
council or subcommittee meetings.

A specific procedure for having council members place items on the
agenda should be included.

Official minutes of all council and subcommittee meetings should

be recorded.

Individual teachers as well as‘building faculties should be encouraged
to initiate ideas and suggestions to be presented to the council.
Priority problems in the district should be able to receive immediate
council attention.

Teachers should receive frequent coummunications concerniang the
council's activities and progress.

Provision for an annual report of the council'®s activities to the staff
and the association should be made.

Adequate secretarial and clerical assistance should be provided.
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Illustrative Language

A. Organization

1. Purpose

An Educational Development Council (EDC) shall be established and
shall hold its first meeting no later than » 19 . The
purpose of the Council shall be to strengthen the educational program
through recommendations, research, implementation, and evaluation
by the Superintendent and the Association to best meet the needs of
the students, the schools, and the community. The Council may
considzr, but not be limited to, advising the Board and the Associa~-
jon on such matters as curriculum improvements, teaching techniques,
instructional organizational patterns, experimentation, extracurricu-
lar programs, in-service training and staff development, pupil testing
and evaluztion, philosophy and educational goals of the
School Districi, teacher recruitment, research, educational specifica-

tions for buildings, and other related matters regarding the effective
operation of the District.

2. Membership

The Council shall consist of ( ) representatives appointed
by the Superintendent and ( ) representatives appointed by the
Association. B

3. Subcommittees

The Council shall be authorized to establish subcommittees for
specific projects to allow for those who would be affected by Couuncil
recommendations to have an opportunity to be involved.

4. Tndividual Initiative for Suggestions

Individual teachers, departments, grade levels, Association commit-—
tees, administrators, Board members, students, parents, or other
interested parties shall be encouraged to initiate ideas and sugges-
tions for Council projects.

5. Additional Members

Nothing in this Article shall be interpreted as preventing the
Council from consulting with or adding to its number such additional
teachers, administrators, professional advisers, students, parents, or
other persons as the original members herein designated shall detexr-
mine are desirable and appropriate for its purposes. In the event
that professional consultants are added, the Board agrees to provide
adequate funds to pay for such services. [continued]
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6. Rules of Procedure

The Council shall establish its own rules of procedure and shall
provide for a rotating chairmanship. The chairman shall be responsi-
ble for the arrangement and conduct of meetings. [Note: The council
should have the power to establish its own rules of procedure unless
such rules have been carefully spelled out at the negotiating table.
However, experience has shown that it is better to have the council
set up the rules itself, removed from the neogitations atmesphere. ]

7. Meetings

The Council shall meet at least (minimum frequency).

8. Information

The Council and its subcommittees shall be provided the same
access to available School District information as provided to the
Association, as specified in Article __ of this Agreement.

B. Reports
1. Board and Association Action

The Board and the Association shall consider and study all
written recommendations submitted by the Council for actiom. If
the Board or the Association refuses to adopt any such recommendations,
it shall state the specific reasons for such refusal in writing to
the Council.

2. Minority Reports

Reports of the Council or any subcommittee established by the
Council may include minority as well as majority views.

C. Budget
As of __» 19 _, the Board shall provide __ dollars
($ ) to the Council for the purpose of assisting the Council in

establishing effective procedures for decision making in implementing
the responsibilities stated above in the District.

D. Teachexr Participation

1. Pay

Teachers who serve on the EDC or any subcommittee organized by
it beyond the regulariy scheduled in-school year shall be paid at
the rate specified in Article , Section » Paragraph

of this Agreement.

2. Assigned Time

In addition to whatever other assignéd time they may be entitled
under the terms of this Agreement, teachers who are - [continued]
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members of the EDC or any of its subcommittees shall be assigned time
at the following rates for the purpose of working on any of the
projects defined above:

a. Elemeintary schools ( ) periods per day
b. Junior high schools () periods per day
c. Senior high schools ) periods per day
d. Other ——____C ) periods per day

E. Clerical Assistance

Adequate secretarial and clerical assistance shall be provided for the
Council.

Alternate Clause

In recognition of the need to involve teachers in the process of curricu-
lum change in a meaningful way, the Board agrees that there shall be formed
a committee of teachers called the Educational Development Council, whose
responsiblity it shall be to represent the teachers in the process of edu-
cational change. The Council shall consist of four (4) high school teachers,
four (4) junior high school teachers, and four (4) elementary school
teachers. Council members shall have their teaching loads reduced by the
equivalent of one (1) period each day of the school year in order to pursue
research needed for the improvement of the educational process. Further,
Council members shall be released from other school duties at twelve
o'clock noon each Monday in order to meet jointly to pursue the werk of
the Couneil. The Council shall be chosen annually by the President of the
Association no earlier than February 1 and no later than April 1 for
appointment the following September. A list of the names of the Council
shall be submitted to the Superintendent no later than April 15 of each
year so that the necessary administrative steps can be taken.

The duties of the Council shall be_as follows:

1. To consider all proposals f£rom any source respecting curriculum,
teaching methode, aids and materials, educational facilities, con-
struction design and equipment of new and remodeled schocls, and
any other matter pertaining to the improvement of the educational
programs carried on or proposed to be carried on in the public
schools.

2. To discuss, investigate, evaluate, and make appropriate suggestions
to the Administration pertinent to curriculum, teaching materials,
and teaching methods and procedures. Such suggestions shall be
considered public and shall be subject to publication by the
Association.

3. To review and evaluate any changes the Administration might make in
curriculum, materials, methods, or procedures affecting the learning
process. Such evaluation shall be considered public ‘and [continued]
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shall be subject to publication by the Association. No proposal

for changes im curriculum, scheduling, or buildings or other matter
having widespread or significant effect on learning shall be imple-
mented until referred to the Council for review and recommendation.

4. To make proposals for discentinuing the use of textbooks and for
adcption of new textbooks, such proposals representing the opiaion
of the professional staff in consultation with the Administration.
Except in case of emergency, the Board shall not discontinue any
textbook or adopt a new textbook unless the Council has considered
and made a recommendation respecting such acticn.

5. To cooperate with the Administration in the implementation of adu-

cational revisions which the Council considere beneficial to students
in the School District.

6. To issue an annual report to the President of the Association con-

- cerning Council activities, including the minutes of each meeting,

a summary of the work of the year, and suggestions and conclusions

to aid the work of future councils. This report shall be made no
later than June 1 of each year.

7. To meet with the Board at reasonable iimes, not more often than
once per month, unless by mutual agreement.

8. To establish subcommittees to consider particular matters.
Particular matters within this Council's jurisdiction may be con-
sidered by others, but all proposals respecting such matters shall
come to this Council for consideration and presentation to the
Board. The Board and the Association shall give serious considera-
tion to the recommendations of the Educational Development Council
and shall discuss the same as they mutually find appropriate.
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