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Vancouver Association of Principals and Associate Principals
MANAGEMENT TEAM AGREEMENT

1A. LENGTH OF CONTRACT

All provisions of this Agreement will be in full force and effect from July 1, 2022, to and including June
30, 2025.

1B. RECOGNITION

The

Vancouver School District Board of Directors recognizes the Vancouver Association of Principals

and Associate Principals (VAPA) as the exclusive representative of all school building administrators.

1C. Association Rights:

The Assaociation has the right to:

a.

Meet with VAPA-represented employees during regular work hours to discuss grievances, complaints,
and other workplace related matters, without loss in compensation or benefits. Meetings shall not
interfere with or disrupt District operations.

Use District property and/or facilities for conducting VAPA meetings

Use the District’s electronic mail system or other similar communication system to discuss matters
related to the workplace.

Receive release time for VAPA officers conducting VAPA business during the contracted day. An
officer designated by the Association will be released from District job duties, without loss of
compensation or benefits, for the purpose of carrying out Association activities such as bargaining,
representing members, or meeting with central office administration. Prior to the release time, a
VAPA officer will notify their supervisor of the date and time frame they will be away from their
contracted duties, as well as the location they will be at to conduct Association Business. The officer
will also identify who will be overseeing school safety/security in their absence.

e Prior to the start of each school year, VAPA will provide supervising Executive Directors and

Human Resources with the names and title of VAPA officers.

2. DAYS OF WORK

During the term of this Agreement, school administrators represented by the VAPA shall be assigned days
to be worked as designated by the District Superintendent.

It is also understood that the total workdays shall be worked in consideration of the salary set forth in
the annual salary schedule. Assigned workdays for all building administrators is two hundred and sixteen
(216) days.

3. SALARY SCHEDULE

a.

The District and the Association will annually set the top step for high school principals in accordance
with this section. The top step for middle school principal, elementary principal, high school
associate, middle school associate, and elementary associate will be indexed to the top step for
high school principal at 95%, 90%, 88%, 84%, and 82% respectively. Step increments will be based
on a uniform amount of two and one-half percent (2.5%) between steps (i.e., Step 4 will be 100%
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of the amount computed above, with Step 0 being 90% of the amount).

The District and VAPA, during the term of this Agreement, will collaboratively review and compile
information from the management contracts of the eight (8) comparator Districts listed below to
assist in the development of future agreements that are competitive with the following Districts:

Evergreen Everett
Bellevue Edmonds
Puyallup Northshore
Federal Way Issaguah

The comparator Districts reflect comparable size and complexity to the Vancouver School District.

In order to implement the foregoing, each year during the term of this Agreement the District
and VAPA shall undertake the collaborative review and compilation of the information from the
management contracts of the eight (8) comparator Districts. The Association and the District also
agree to use the higher schedule when different comparator schedules exist for either degree
level (excluding Ph.D.) longevity or school size. The review will provide for identification and
consideration of non-traditional forms of compensation as they become increasingly common (e.g.,
leave cash out, bonus/incentives, etc.)

Survey results will be analyzed to identify the bottom, top and mean of the salary range with the
recommendation for total compensation to be set at the midpoint determined by the survey results.
However, if the increase in compensation needed to reach the midpoint is less than one percent
(1%), then the recommendation shall be a one percent (1%) increase. If the increase in
compensation needed to reach the midpoint is more than four percent (4%), then the
recommendation shall be a four percent (4%) increase.

Base salary will not be reduced through the survey process. However, the parties may agree to a
salary freeze or reduction based on a major financial change such as legislative reductions in
education funding, levy failure, etc.

The following procedures will be followed in negotiating salary:

1. Between April 1 and May 1 of each year, the District shall submit a comparability survey to
VAPA. VAPA may choose to conduct a comparability survey for use in negotiating the
salary schedule with the District. The comparability survey will utilize the compensation to
be paid by the comparator Districts for the following school year, unless that
compensation is not yet know, in which case the comparability survey will use the current
school year's compensation. The comparability survey shall not include the next year’s
state funding for salary allocations. (the Implicit Price Deflator or ("IPD").

2. A committee of two (2) representatives each from the Association and the District will
review the survey results and the budget outlook.
a. During the review, the committee will consider any other factors that may alter
the recommendation set in 3.d. above.

b. 1If, after a review of other factors, a majority vote of the committee supports the
recommendation set in 3.d., then the recommendation shall be presented as a
joint recommendation to the VPS Board.

c. If a majority of the committee members do not support the recommendation set
in 3.d., then those committee members who do not support the recommendation
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shall provide the reasons for their inability to support the recommendation, along
with any information and documentation for those reasons.

d. When a majority of the committee does not support the recommendation set in
3.d., the VAPA representatives on the committee will determine a final
recommendation to be made to the VPS Board based on all of the information
considered during the compensation survey and committee process. VAPA
representatives shall have the right to present the recommendation to the VPS
Board in-person.

3. Once the final recommendation is determined, the following steps shall take place:
a. The committee recommendation will be submitted to the Board not later than May
15 of each year.

b. The Board may accept or modify the committee recommendation

c. If the Board modifies the recommendation, the Association has the option of
accepting the modification or entering into a formal bargaining process to reach a
final agreement.

d. If the recommendation is accepted, it becomes the new compensation schedule.

4, Adjustments in state funding for salary allocations (the Implicit Price deflator or “IPD") shall
be passed through to VAPA members without reduction. Such adjustments shall be in
addition to salary increases based on the process described above.

4. PROFESSIONAL MEETINGS

The District will allocate $40,000 to provide funding for Association members to attend District approved
state/regional professional meetings and national conference/conventions outside of the Northwest.
Association members have the opportunity through the annual meeting referenced in Article 23 to provide
input and have it considered by the District in planning for such participation.

5. PROFESSIONAL DEVELOPMENT

The District will provide an individual staff and group development program for Association members with
the understanding that the experiences lead to an improvement/enhancement of skills in the professional
role.

Administrators will receive an annual professional development stipend, as described below. Approval of
staff development programs for individuals and groups for VAPA members will be routed through the
executive directors of who support teaching and learning to the Professional Development Department
for consideration. Guidelines for individual staff and group development programs will follow the same
parameters adopted by the District for non-supervisory certificated personnel except that the base allocation
shall be one hundred and twenty percent (120%), per member, per year, of the amount allowable for non-
supervisory certificated staff, or one thousand four hundred and forty dollars ($1440) whichever is greater.

6. PROFESSIONAL DUES

Full dues to one professional organization of the Association member’s choice will be paid for all Association
members. Professional organizations are defined as those that are recognized in the State of Washington
and in the United States. The organizations are as follows: Washington Association of School
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Administrators, Association of Washington School Principals, and Phi Delta Kappa. It is agreed that
dues to the Washington Association for Supervision and Curriculum Development (WASCD), or an
educational association of choice at a rate not to exceed that of WASCD, as a second professional
organization will be paid for those Association members who have applied for membership and are
extending membership benefits to building staff.

. POSITION CHANGES

When an Association member is promoted he/she will be placed on the new salary schedule at the same
step, plus any earned step from the previous contracted year.

An Association member who moves based on personal request to a position with a lesser rate of pay, will
be placed in the new position and earn the rate of pay as listed on the VAPA salary schedule recognizing
their years of service. An Association member who is moved based on the District’s request, to a position
with a different pay level will be placed on a step of the level which precludes a loss in pay. If the top step
of the pay level for the new position is lower than the members current rate of pay, the member will be
grandfathered (i.e., paid the rate of pay applicable to their former position as of the date of change) for a
maximum period of two (2) years after which he/she will be placed on the pay level and step of the new
position that most nearly preserves the previous rate of pay. This special two year protection will be
terminated at any time that adjustments to the new salary schedule equals or exceeds the previous rate of

pay.

An association member who moves at the District’s request to meet District needs will be placed on a step
of the level which precludes a loss of pay. If the top step of the pay level for the new position is lower than
the member’s current rate of pay, the member will be grandfathered at the rate applicable to the previous
position and will receive such future adjustments as apply to the previous position. Such pay protection will
terminate at such time as the employee is promoted to a higher level position.

. COMPARABLE FLEX-TIME AND SPECIAL SITUATIONS

The District will institute a supplemental enrichment program (SEP) for Vancouver Public Schools building
administrators. The supplemental enrichment program acknowledges responsibilities of building level
administrators that go beyond the regular forty (40) hour work week and eight (8) hour work day during
the length of the two hundred and sixteen (216) day contract. Building administrators will be paid for
seventeen (17) additional days under the supplemental enrichment plan. The funding of SEP responsibilities
is subject to funds available from local sources and other funds allocated outside of the BEA calculation.
Supplemental contracts, shall be renewed annually. Payment will be distributed over twelve (12) equal
monthly increments.

Activities covered under the SEP plan are those responsibilities that occur beyond the regular eight (8) hour
work day. Association members will be entitled to self-direct up to nine (9) comparable flex days in
exchange for time worked outside the two hundred and sixteen ((216) day contract. No exchange can be
made for any scheduled student days. Non-contracted work time may be performed on-site or off-site.
Documentation of comparable flex time shall be maintained by the member and be readily available in
the event of an audit. Additional exchange or compensable flex days beyond the nine (9) day
authorization may be approved at the Superintendent’s discretion in either individual or district-wide
circumstances.
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9. LEAVES

Leaves
follows:

shall be provided for Association members as

Employee Iliness, Injury, Emergency, and Family Care Leave:

a.

Leave will be earned by each Association member (principal/associate principal) at the rate of eight
(8) hours for each calendar month of contracted employment September through August. Part-
time contracted Association members will be granted leave day proportionate to the time they
work each

day.

Iliness, injury, emergency and family care leave will accrue through the Association member's
contracted work year. Iliness, injury, emergency, and family care leave will accrue from year-to-
year subject to board policy on maximum limitations.

An Association member returning to employment in the District will be entitled to reclaim all
illness, injury, emergency, and family care leave benefits recorded to his/her credit at the time
of his/her earlier termination subject to board policy on procedures and limitations.

Association members entering the employment of the Vancouver School District who had
prior employment with another Washington school district are entitled to transfer all illness,
injury, emergency, and family care leave benefits the Association member may have accumulated
with the previous district after such entitlement is verified by the former district consistent with
board policy.

An Association member suffering extended illness or physical incapacity compelling continuous
absence beyond the term of the individual's accumulated illness, injury, emergency, and family
care leave benefits, may apply for a limited extension of benefits not yet earned upon
recommendation of the Superintendent and upon approval of the Board of Directors, such extended
iliness, injury, emergency, and family care leave may be granted at the rate of forty (40) hours
during each prior contracted year of service to the District, not to exceed two hundred (200)
hours. These days are to be charged against future iliness, injury, emergency, and family care
leave allowance or reimbursement made to the District if the Association member does not earn
sufficient future leave. Extension of this leave is at the discretion of the District.

Emergencies are defined as those situations that have clear and present elements of risk to
health, life, and property of an Association member and/or his/her family. It is a situation that
cannot be dealt with outside of working hours and requires the individual to absent him/herself
from his/her duties for matters of bona fide necessity and not mere convenience. An emergency
includes the care of a child of an Association member under the age of eighteen (18) with a
health condition that requires treatment or supervision.

Federal Family and Medical Leave Act:

d.

An Association member whether male or female is entitled to twelve (12) work-weeks of family
leave during any twelve (12) month period. For the purpose of this section, an Association
member/employee is anyone who was employed by the Vancouver School District for a total of
fifty- two (52) weeks and has at least 1,250 hours of service during the previous fifty-two (52)
weeks.

Family leave may be taken: (a) because of the birth of a child and to care for a newborn child
(b) because of the placement of a child with the Association member for adoption or foster care,
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or (c) to care for a child or a spouse or parent who has a serious health condition or (d) because
of the Association member's own serious health condition or (e) qualifying exigency leave, or (f)
military care giver. If leave is due to birth or adoption, or to care for an ill parent, and both
spouses are District employees a total of twelve (12) weeks of leave will be provided.

c. Leave taken to care for a newborn or newly adopted child must be completed within twelve
(12) months after the birth or adoption. The District may require confirmation by a health care
provider of the Association member's need for family leave.

d. "Child" is defined as a biological, adopted, foster child, stepchild, or a legal ward who is under eighteen
(18) years of age or incapable of self-care due to a mental or physical disability. A "serious health
condition" is one caused by injury, impairment, illness, or physical or mental condition that involves
(a) In-patient care, or (b) Continuing treatment by a health care provider.

e. Family leave shall be without pay for all or part of the leave. However, the Association member
may choose or the District may require the Association member to use his/her accrued paid leave
as part of family leave. Health benefits provided under any group health plan will be continued
for the duration of the leave at the level and under conditions coverage that would have been
provided if the Association member had continued in employment during the leave.

f. The family leave is in addition to any leave for sickness or temporary disability because of
pregnancy or childbirth and other leave provisions provided in this Agreement provided that
the FLMA and related regulations shall determine whether FLMA and any other leave may overlap.

g. An Association member who plans to take family leave must provide the District with written
notice at least thirty (30) days in advance, unless the family leave is not foreseeable, in which
case the Association member must notify the District of the expected leave within one working
day of the beginning of the leave.

h. Upon returning from family leave the Association member is entitled to be returned to the
same position he/she previously held or as otherwise provided in the Family Medical Leave Act
and Board policy.

i. Two (2) weeks before the Association member's anticipated return-to-work date, the
Association member must report to his/her supervisor to give notice of his/her intention of
returning to work.

j.  If an Association member fails to report for work within three (3) work days after the date on
which he/she was to have returned to work, that Association member will be presumed to have
voluntarily resigned his/her position with the District.

Attendance Incentive Program:

a. Annual Conversion of Iliness, Injury, Emergency, and Family Care Leave: Each January any eligible
Association member who at the end of the immediately previous calendar year shall have

accumulated in excess of sixty (60) days (480 hours) of unused illness, injury, emergency, and
family care leave may elect to receive remuneration for unused illness, injury, emergency, and
family care leave earned the previous year at the rate of twenty-five percent (25%) of the
Association member's current full- time daily rate of compensation for each full day (8 hours) of
eligible illness, injury, emergency, and family care leave (a maximum of three (3) days or twenty-
four (24) hours in any one calendar year). Any such election shall be made by written notice to
the Human Resources Office during the month of January on forms provided by the District. All
iliness, injury, emergency and family care leave days converted pursuant to this section shall be
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deducted from the Association member's accumulated illness, injury, emergency and family care
leave balance. Any such annual conversion of accumulated iliness, injury, emergency and family
care leave shall be subject to the terms and limitations of Washington state law.

b. Conversion of Illness, Injury, Emergency and Family Care Leave Upon Separation or Death: Any
eligible Association member who shall separate or die while employed by the District, may
elect (personally or by his/her personal representative as appropriate) to convert accumulated
unused
iliness, injury, emergency, and family care leave days to monetary compensation at the rate of
twenty- five percent (25%) of the Association member's full-time daily rate of compensation at
the time of termination from employment or death for each full day (8 hours) of eligible illness,
injury, emergency, and family care leave, up to a maximum of one hundred eighty (180) days
(1,440 hours). An Association member separating from employment must be eligible for
conversion of illness, injury, emergency and family care leave for compensation. Any such
conversion of illness, injury, emergency and family care leave upon separation or death shall
be subject to the terms and limitations of Washington state law.

Bereavement Leave—Short-Term Compensated:

a. Approval must normally be sought at least twenty-four (24) hours in advance of the anticipated
absence. In cases where this is not possible, the employee is obligated to contact his/her building
or unit administrator or other appropriate authority at the earliest possible moment.

b. The total number of hours of short-term leave without loss of pay may not normally exceed the
sum total of twenty-four (24) hours (3 days) for any one individual in any one (1) school year
for the following purpose:

Bereavement: Personal bereavement occasioned by the imminent or actual loss of a member
of the individual's family or a close personal friend.

c. A family member is construed to mean spouse, children, mother, father, legal guardian, sister,
brother, grandfather, grandmother, aunt, uncle, nephew, niece, cousin, and in-laws.

Jury Duty Leave—Compensated:

Upon receipt of a jury summons, the Association member will notify his/her supervisor who will contact
the Human Resources Office. The Association member should provide the name of the court, the judge's
name, and the date of the summons.

The Human Resources Office will, if requested by the Association member, attempt to have him/her
excused from jury duty. In cases where the Association member is required to serve, this will be
compensated leave.

Subpoena Leave—Compensated:
An Association member will be granted subpoena leave as may be required by the subpoena, and shall
be paid his/her regular salary up to and including fifteen (15) days, EXCEPT when he/she is the

plaintiff or defendant in such action.

This exception shall not apply when the Association member is named as plaintiff or defendant for
events or actions arising out of the performance of his/her duties for the District.

Where officially documented written statement(s) are acceptable as testimony by the court, the
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Association member should make such arrangements.

In serving as a witness the Association member will make a maximum effort to minimize the amount of
time spent away from his/her employment.

The Superintendent may extend the definition and intent of the subpoena leave policy on an individual
basis.

Adoption Leave—Compensated:

a. Adoption leave shall be granted with pay upon timely application to the Human Resources Office
to a parent in order to complete the adoption process, providing such leave does not exceed an
aggregate of five (5) days in any given year. (If both parents are District employees, a total of
five (5) days will be provided for a family.) Such leave may be used for court and legal
procedures, home study, and evaluation, and required home visitations by the adoption agency
not possible to schedule outside of regular school hours.

Military Reserve/National Guard Active Training Duty—Compensated:

Military Reserve or National Guard active training duty, whenever possible, should be scheduled
during authorized vacation periods to prevent conflict with the principal/associate principals’ contractual
or work obligation to the District.

When compulsory military educational or military circumstances do not allow training during authorized
vacation periods the following guidelines shall apply:

a. The Association member shall provide a copy of orders and proof that such duty is mandatory
and is his/her annual active duty training.

b. Absence for active training duty shall not exceed twenty-one (21) days per year.

c. The Association member shall experience no loss of pay or benefits for the authorized twenty-
one (21) days.

Religious Observance Days—Compensated:

Association members for a reason of faith or conscience or an organized activity conducted under
the auspices of a religious denomination, church, or religious organization will be granted leave without
loss of pay for up to two (2) days.

A request for such leave shall include a statement describing what reason of faith or conscience or
an organized activity conducted under the auspices of a religious denomination, church, or religious
organization is to be observed The Association member must submit his/her request to his/her
supervisor as far in advance as possible.

An Association member taking religious leave may be required to make up missed days prior to opening
of school, winter or spring holiday, or after the close of school, as may be mutually determined by
the principal/associate principal and his/her immediate supervisor.

Personal Business Days and Significant Organizational or Personal Situations, Substitute Costs
Borne by the District and/or the Individual:

The Association and District recognize that an Association member may need to absent himself/herself
from assigned duties during the regular school day and school year to handle matters of personal
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business, to carry out leadership roles in non-school connected community organizations, attend special
family events, or other similar matters of significance. The District affirms that its employees should play
an active role in the community without unusual personal penalties or sacrifices.

The District recognizes two chief kinds of short-term compensated leave:

1. Personal business leave, and
2. Significant situations leave

A. Personal Business Leave Day/Compensated:

A personal business leave will be afforded to an Association member to attend to matters of bona fide
importance not easily feasible to handle outside of regular working hours.

1. The District will make available as needed, a total of three (3) days of personal business leave
each school year for an Association member for which the cost of the substitute will be borne by
the District. The District will automatically carry forward up to two (2) days of personal leave into
subsequent leave years. Administrators will be allowed to have a maximum personal leave
accrual of five (5) days inclusive of up to two (2) days carryover and the current years three
(3) days entitlement. Leave in excess of the two (2) days at the end of the leave year will
automatically be cashed out at the Association member’s per diem rate.

2. The Association member may request up to two (2) additional personal leave days with the
member bearing the cost of the substitute for the reasons outlined above.

3. The parties acknowledge that the District's first and foremost responsibility is to provide an
effective instructional program for the students. Non-emergency personal business leaves to
management staff may need to be proportionately curtailed within the number of qualified
substitutes available at various times during the school year and on certain days of a school
week. The District and
Association will make every reasonable effort to recruit qualified personnel to expand the substitute
list to reduce the number of limitations that will need to be made for people applying for leaves.

a. It is essential that a school year opens and closes in an effective and businesslike
manner which requires the presence of the regular principal/associate principal.
Personal business leave will not normally be granted during the first five (5) days and
last ten (10) days of a school year, exceptions allowed only for clearly stated and
compelling reasons.

b. The parties recognize that the demand for substitutes does vary at different time
periods for a variety of reasons. The District will give first priority to the assignment
of available substitutes to replace a principal/associate principal who is ill or injured.
It may limit the number of personal business leaves allowed on any one day to
4% (2-4 Association members) of the total District management staff as require
a replacement with a substitute on any day of anticipated high demand.

4. Application for personal business leave should be made as far in advance as possible and not
less than twenty-four (24) hours in advance to allow the District ample opportunity to
determine if a qualified substitute is available and the Association member can be released.

a. An Association member will not be required to provide a verbal or written explanation

in his/her request for a one (1) day personal business leave. (Exception is the
retroactive travel delay.)
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b. An Association member requesting two (2) or more consecutive days of personal
business leave should provide a verbal explanation to his/her immediate supervisor
and may be required to indicate in writing the reasons for the request.

B. Significant Personal Situation Leave; Compensated Individual Funds; Substitute Costs:

1. The parties acknowledge that periodically an Association member will have an occasion of
personal significance that may require an absence of more than the basic five (5) days
allowed for personal business leave for an Association member during the school year. The
reason may have many more elements of social and recreation than is intended for regular
urgent personal business leaves. These situations are deemed to be of the nature or similar to
one or more of the following:

Accompany a spouse on a business trip or prize trip to Hawaii, Europe, etc.
A marriage anniversary trip

Attend a family or similar reunion in a distant city or country

Visit with a seriously ill family member

Assist in the first few days with a newborn grandchild, etc.

Attend a convention for a fraternal organization, political party

g. Other events of a similar nature

mpoppo

2. The Association member may utilize any annual and accumulated District funded personal
business leave days available to him/her in conjunction with the individual funded leave days
for this purpose. It is anticipated that utilization of this significant leave by an Association member
is not an annual event and may be limited to one leave in a three - four (3-4) year time period.

3. The Association member will apply for a personal significant situation through a letter and
application to the Executive Director of Teaching and Learning, (specific to their level) as far in
advance as is possible and normally not fewer than ten (10) working days. The final decision
to allow the leave will be made by the Superintendent or his designee. Each request will be
judged on its own merit. A check for the cost of the days of a substitute to be funded by the
Association member will accompany the application.

4. An Association member may appeal a denial of this kind of leave only to the school board whose
review decision shall be final. Such appeal is limited to the grounds that the rejection of the
request was arbitrary and capricious and/or invidious to the applicant or specific group of
employees of the District.

10. EXTENDED CONTRACTS

11i.

The District will extend principals’ or associate principals’ contracts when, in the estimation of the Dis’gcrict
the individual Association member is needed on an extended contract at his/her current rate of pay. ~An
example is summer school supervision.

Rate of pay for the purposes of this provision is based on that person's annual salary, divided by the number
of contracted days of work under this contract.

INSURANCE AND FRINGE BENEFITS

All benefit options and contribution rates are set by the School Employees Benefits Board (SEBB) and shall
revert to the SEBB established policies and guidelines.

VAPA shall be entitled to provide input regarding the availability of various supplemental insurance plans
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12,

13.

14.

in which employees may participate at their expense,

The District shall carry comprehensive general liability, automobile liability and umbrella liability insurance.
Limits of liability protection are $2,000,000 bodily injury and property damage combined single limit.

Regarding automobile liability a VAPA member's personal automobile insurance will respond first to
an automobile liability insurance claim. The District policy would be excess. The District’s automobile liability
limits are $2,000,000, plus the District’s umbrella liability for combined bodily injury and property damage.

The District carries board of directors’ liability protection against error or omission claims to the limit
of $2,000,000.

In the above conditions members of VAPA are insured while performing their assigned duties.
STIPEND

The District will provide a $3,500 stipend three (3) times during the Association member's final five
(5) years of employment with the District. To receive the stipend an Association member must participate
in a District- approved project.

REOPENERS

There are no reopeners for salary items. It is agreed that the Association and the District will each have
the option of bringing two (2) discrete topics to the negotiation table between April 1 and May 1 each year.

PERSONAL PROPERTY LOSS AND DAMAGE

The District or its insurer(s) will reimburse the VAPA member as obligated by statute, for loss or damage
otherwise not covered by the member's private insurance coverage to personal property caused while
such employees are engaged in (1) the maintenance of order and discipline, or (2) the protection
of school personnel, school property, or students.

The District agrees to budget $5000 per year for the purpose of reimbursing VAPA members whose
personal property, including clothing and automobile, is lost or damaged as a result of theft and
vandalism. It is understood that the total claims reimbursed will not exceed the budgeted amount.
The District shall promulgate reasonable rules and regulations outlining the procedures and documentation
needed for payment of a reimbursement claim. Those rules shall be governed by the following provisions:

a. The use of a VAPA member's personal equipment at his/her work site or at
another location must have the prior written approval of the VAPA member's
supervisor.

b. Loss or theft of cash is not covered.

c. Theft or vandalism must have occurred while the VAPA member was
performing assigned duties/responsibilities.

d. The VAPA member must report the theft or vandalism to the appropriate law
enforcement agency within forty-eight (48) hours of knowledge of the incident, and
a copy of said report must be provided to the VAPA member's supervisor.

e. The VAPA member must complete a Proof of Loss and Claim Reimbursement form
and attach any receipts or cost estimates that explain the amount of theft or
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vandalism.

1. The claim for reimbursement must be made to the VAPA member's
supervisor within ten (10) days of the theft or vandalism or the claim is
deemed waived by the VAPA member.

f. The VAPA member must exhaust his/her own insurance recovery possibilities
before being eligible for reimbursement from the District. Upon District approval
of a VAPA member's claim, the VAPA member may be reimbursed up to $500.

g. Reimbursement claims shall be filed for amounts not less than ten dollars ($10),
but no more than five hundred dollars ($500) for each loss.

h. Repair and replacement costs shall be based on the most current and available
estimate of current value, rates, and/or prices.

i. Reimbursement of VAPA member claims will occur in June. The amount of reimbursement up to
a maximum of five hundred dollars ($500) depends on the number of claims filed with the District.
The District will make every effort to see that each VAPA member receives an equitable share of the
five thousand dollars ($5000). For example: If there were twenty (20) claims for five hundred
dollars ($500) each employee would receive $250.

15. TRAVEL REIMBURSEMENTS

16.

17.

Members will be reimbursed under District travel regulations for travel to include in-District mileage
reimbursement.

SUBSTITUTES

Substitutes will be provided for principals and associate principals if
available.

DISCIPLINE

The District affirms that general principles of "progressive discipline" will be utilized and applied in correcting
behavior of a VAPA member. It must be recognized by both parties that there are offenses that may,
because of their magnitude, preclude progressive discipline.

A VAPA member shall be entitled to have present two (2) representatives from VAPA during any disciplinary
action which would result in an adverse effect on the Association member's employment status.

Any complaint made against a VAPA member by any parent, student or other person shall be brought to
the attention of the VAPA member(s) within five (5) working days from the time said complaint comes
to the attention of the District.

All Association members who have completed less than three (3) consecutive school years of employment
as a principal with the District, or one year after completing at least three years of employment as a
principal in another district, are subject to the provisions of RCW 28A.405.230 regarding the transfer of
administrators to subordinate certificated positions.
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18. HOLD HARMLESS POLICY

19.

20.

21.

The Vancouver School District will provide legal assistance to an Association member regarding claims
against the member arising out of performance of employment duties while acting in the scope of
his or her performance. If the investigation of the alleged conduct reveals that the member was acting
outside the scope of employment or the conduct would be considered a criminal conduct, then the
Vancouver School District, because of possible conflict of interest, would no longer be obligated to provide
legal assistance.

The District shall provide liability insurance protection for each Association member covered by this
Agreement in case of suits, actions, or claims against the administrator and/or the District arising from,
or out of the member's performance, or failure of his or her employment; provided however, that the
District shall not be obligated to assume any costs or judgments held against the member when such
damages are proved to be due to the member’s willful negligence, willful violation of the law, or criminal
act as determined by a court of jurisdiction.

GRIEVANCE PROCESSING PROCEDURES

A VAPA member has the right to express a complaint to his or her immediate supervisor regarding
working conditions. If the complaint cannot be resolved by the immediate supervisor, then an appeal for
resolution can be made to the office of the Superintendent within ten (10) days of the immediate
supervisor's decision. The office of the Superintendent will review and investigate said complaint and render
a final decision within ten (10) days after the dispute is submitted to the office of the Superintendent.

If the conflict is not resolved to the satisfaction of the Association member through the office of
the Superintendent and if the problem is directly related to a decision made by the Superintendent, the
Association may request mediation through the Public Employee Relations Commission (PERC) within fifteen
(15) days from the date of the Superintendent’s decision.

If the parties are unable to resolve the dispute through mediation, the Association may submit the dispute
to the Board of Directors within fifteen (15) days from when either party declares impasse in mediation.

The Board of Directors shall meet to hear the dispute within thirty (30) days from the date of referral.
The Association shall be provided with the opportunity to present the dispute to the Board, including the
ability to present testimony and exhibits and be represented by legal counsel. The number of days
specified may be waived by mutual consent of both parties.

The Board of Directors shall issue a written decision within ten (10) days from when the Board meets to
hear the dispute. The Board’s decision shall be final and binding.

TRANSFERS

The District will make every effort to notify VAPA members of transfer prior to June 1, although it is
understood that changes can and will be made after June 1 to meet urgent needs of the District.

An Association member who is being transferred from one building to another will be allowed at least two
(2) days of release time to support the transition. The release time will be with or without a substitute
depending on need (i.e., a substitute would generally be provided in buildings where the transferring
administrator is the sole administrator or other equally compelling situations).

PRINCIPAL/ASSOCIATE PRINCIPAL POSITION INTEREST REGISTER/REASSIGNMENT

The Superintendent may periodically transfer building administrative staff. Notice of transfer shall generally
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be given to the administrator by June 1; the parties acknowledge that circumstances may arise, which
will render notice by June 1 impossible and that timely notice, in light of the circumstances, is all that is
expected in such cases.

Between February 1 and March 14 of each school year, Association members will be given the opportunity
to make themselves available for lateral transfer (same pay level)/promotion consideration for the ensuing
school year. The registration process will be accomplished by electronic mail and will include a listing by
job title.

Association members will be considered available and interested in all schools for any position level in which
they indicate interests.

All available and interested Association members will be given consideration for any vacancies. Interviews
of candidates will be at the District’s discretion. If the District chooses not to interview any given candidate,
the candidate will be informed that he/she is not being considered and will be provided the reason(s)
upon request. The general method of consideration will be to afford each interested candidate with a non-
specific (i.e., District-wide) interview by appropriate District staff. Such interviews will generally occur
in February/March and will be used to provide input to the Superintendent in making selections for
subsequent vacancies. It is not expected that the District will re-interview candidates for positions that
they have been interviewed for within the last one-to-two years.

22, SUBSTITUTE RELEASE FOR TEACHER SELF-ASSESSMENT
a. Teacher Self-Assessment and Goal Setting:
The District agrees to provide Association members with an administrative substitute and a
teacher “floating” substitute for up to two (2) days to allow quality time for administrators and
teachers to meet and review teacher self-assessments and goal setting. Additional time may be
approved by the Principal’s supervisor and the Human Resources Administrator if circumstances
warrant.

b. Evaluations:
The District agrees to provide Association members with an administrative substitute for up to
eight (8) days at the member’s discretion in order to work on evaluations.

23. THE SUPERINTENDENT'S TEAM

The Superintendent’s team will meet annually in the spring with VAPA members to obtain input for the
ensuing year on (1) administrative and support needs for administrators, and (2) professional
development planning for administrators.

An annual meeting will be scheduled on the calendar
for February of each year. The meeting will be held outside of the school day to allow for participation
by all building administrators. The purpose of the meeting will be to allow for substantive
engagement of administrators in planning for the ensuring year in the following areas:

a. Administrative staffing of schools to include use of certificated administrators and/or
special staff (ProTech, TOSA's, etc.)

b. Administrator resource needs (technology, equipment, etc.)

c. Administrator professional development to include utilization of the funds
specified in Section 4: Professional Meetings

The District will share information regarding issues, resources, and priorities for the ensuing year and
allow for workgroup input, analysis, discussion, and response/suggestions to the Superintendent regarding
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planning and decision making.
24, SPECIALIST POSITIONS

The District and the Association may periodically agree to designate “specialist” positions as VAPA
membership positions or agree to remove such positions from VAPA membership. When positions are
so designated, agreement will also be reached as to the category (Principal or Associate) and the salary
schedule for such positions. The District and Association agree to the following Designations:

a. Fir Grove/G.A.T.E. Administrator: This position is designated and compensated at the
Elementary School Principal level: Class III.

b. iTech Preparatory Administrator: This position is designated and compensated equally
between the Middle School and High School Principal level: Class VII.

c. Lieser Campus Administrator: This position is designated and compensated at the Middle
School Principal level: Class III.

d. Vancouver Flex Academy Administrator: This position is designated and compensated
at the Elementary School Principal level: Class III.

e. Vancouver School of Arts and Academics Administrator: This position is designated
and compensate equally between the Middle School and High School Principal level: Class VII.

25. MENTORING NEW ADMINISTRATORS

The District will orient new administrators to the mentoring program of the Association of Washington
School Principals (AWSP) and will encourage participation the program. The AWSP program may be
supplemented by a District initiative when justified by need and at the discretion of the Superintendent.
Exploration of need can be initiated by the Association or the District.

26. EMERGENCY SCHOOL CLOSURE AND REPORTING

Assuring that the building in weather related emergencies and having a plan in place so students, facility,
and staff are properly accounted for is considered a fundamental responsibility of a school administrator.

As such administrators need to develop a plan and check on that plan during a weather related
emergency. Administrators may work in the building or from home during weather related emergencies.
The principal is accountable for the plan’s execution and documentation of implementation. Plans may
not violate established employee job descriptions.

27. PERFORMANCE EVALUATIONS

Both parties agree to be in compliance with state and federal mandated performance evaluations. In
the absence of a mandate, both parties agree to bargain a performance evaluation system.

28. LONGEVITY RECOGNITION

Each administrator will receive additional compensation for years of Vancouver School District building
administrative experience. Ten (10) — Fourteen (14) years of experience equals .25%, Fifteen (15) -
Nineteen (19) years’ experience equals additional .25%, and twenty plus (20+) years equals additional
.5%.
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29. REDUCTION IN FORCE

a. Program and staff reductions may be required as a result of enrollment decline, failure of a special
levy election, termination or reduction of funding of categorically-funded projects, other events
resulting in  a significant reduction in revenue, or a reallocation of funding. The District shall
determine which educational programs and services will be reduced, modified, or eliminated. In
the event that program or staff reductions will result in a reduction in VAPA represented positions,
then the superintendent or designee will meet with the executive board of VAPA to discuss mutually
agreeable ways of reassigning affected administrators. Should a mutually agreeable solution not
be reached the district may move forward with a reduction in force. Staff reductions developed in
accordance with these procedures shall be implemented by or before May 15 (or such other date
as may be subsequently established by law for certificated contract renewal). VAPA-represented
employees impacted by a reduction in force shall be considered for retention in any vacant position
for which they are qualified, including teaching positions, subject to the procedures in any applicable
collective bargaining agreement.

b. VAPA-represented employees who are not retained in a VAPA-represented position shall be place
on a rehire list for a period of up to eighteen (18) months. In the event that a vacancy occurs in
the VAPA bargaining unit, the District shall make reasonable efforts to inform individuals on the
rehire list of the opening to give such individuals an opportunity to apply for the open position.
When filling the positions from the rehire list, the District retains sole discretion to determine who
to hire. When the District determines that its top candidates are equally qualified for a position,
the District shall fill the vacancy using the following criteria:

1. First preference: Candidates on the rehire list who are employed by the District in a
position that is not represented by VAPA shall have preference over candidates on the
rehire list who are no longer employed by the District.

2. Second preference: Candidates shall be offered the vacancy in seniority order, based on
total years of employment with the District.

3. If an individual on the rehire list declines an offer to fill a vacant position, the individual
shall be removed from the rehire list.
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ADDENDUMS
HALF-TIME ELEMENTARY AND MIDDLE SCHOOL ASSOCIATE PRINCIPALS

Stipulations Governing Half-Time Elementary and Middle School Associate Principals
1. salary:
a. .5 from teacher salary schedule

b. .5 from VAPA salary schedule

2. Length of Contract:
a. 180 half days as teacher
b. 216 half days as associate principal

3. Staff Development:

a. One-half of the approved amount for non-supervisory certificated employees and one-half the
amount for VAPA members

4. Insurance and Fringe Benefits:

a. Full administrative benefits

(44

. Professional Dues:

a. Same as full-time VAPA member

6. Leaves:
a. Inaccordance with this Management Team Agreement
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Principals — Associate Principals (VAPA) Salary Schedule
July 1, 2022 - June 30, 2023

Class Position Steps Base Salary
I HS Principal 0 162,894
1 167,420
2 171,944
3 176,469
4 180,993
II MS Principal 0 154,751
Home Connect i 159,047
2 163,346
3 167,645
4 171,944
111 ES Principal 0 146,605
Flex Academy i 150,677
2 154,751
3 158,823
4 162,894
v HS Associate 0 143,347
1 147,329
2 151,311
3 155,292
4 159,274
v MS Associate 0 136,832
1 140,633
2 144,433
3 148,233
4 152,034
VI ES Associate 0 133,573
1 137,283
2 140,994
3 144,704
4 148,414
F iTech Prep Principal 0 158,824
VSAA Principal i 163,234
2 167,646
3 172,058
4 176,471
Longevity: Ten (10) - Fourteen (14) years .25%, Fifteen (15) - Nineteen (19) years additional .25% and Twenty
(20) plus Years Additional .5% (VPS Building Administrative Experience Only)
$2,000 Added compensation for an earned Doctorate ($1,000 for half-time Associate Principals)

VAPA Management Team Agreement 2022-2025





