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PREAMBLE

THIS AGREEMENT is made on this day of L , 2022 by
and between the Fremont School Board of the Fremont School District and the Fremont
Education Association.

1.

RECOGNITION

1.1

1.2

1.3

1.4

The Fremont School Board recognizes, for purposes of collective bargaining, the
Fremont Education Association, NBA-NH, as the exclusive representative of:

All full-time teachers, media specialists, and school counselors
employed by the Fremont School District (the "District’).

The Fremont Education Association agrees to represent all bargaining unit
members in the unit designated above without discrimination and without regard to
membership in the Fremont Education Association.

*Full time teacher" for the purposes of this Agreement shall mean any teaching
position who teaches 50% or more of the teaching day and/or of the teaching
week.

Definitions:

e The terms "teacher” or "member" mean any person included in the bargaining
unit.

¢ The term "Board" means the Fremont School Board.

e The term "Association” means the Fremont Education Association.

The term "administrative supervisor" shall mean either the Principal or the Special

Education Director, as specified on an individual teacher's individual contract, or

job description. In the absence of any such designation, then the principal, or

his/her designee in writing shall be deemed the administrative supervisor as used
herein for that specific teacher.

NEGOTIATIONS PROCEDURE

The Association and the Board agree to enter collective bargaining in accordance with
the procedures set forth in the New Hampshire Revised Statutes Annotated,
Chapter 273:A.

On or before September 1, either party may submit to the other a written notice of its
intention to negotiate a successor agreement concerning salaries, fringe benefits, and
terms and conditions of employment.

The parties shall meet at reasonable times and places to negotiate in a good faith effort
to reach agreement. During such negotiations the Board and the Association will present
relevant data, exchange points of view and make proposals and counterproposals.
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The Board shall furnish to the Association upon request all pertinent non-confidential data
and information of the district in the public domain as will assist the Association in
developing constructive proposals and programs on behalf of the teachers.

Either party may, if it so desires, utilize the services of outside consultants, and may call
upon professional and lay representatives to assist it in negotiations.

Any agreement reached shall be reduced to writing and be signed by the Board and the
Association. A copy of said agreement shall be filed with the New Hampshire Public
Employee Labor Relations Board in accordance with RSA 273-A,

Any sections of the agreement which requires the expenditure of public funds for its
implementation shall not be binding unless and until the necessary appropriations have
been made by the School District. The Board and the Association shall make every effort
to promote and secure the funds necessary to implement the agreement.

3. GRIEVANCE PROCEDURE

3.1 Definitions:

3.1.1 A grievance is a claim of an alleged violation of a specific provision of
this agreement. A grievance, to be considered under this procedure,
must be initiated in writing within fifteen (15) days of its occurrence.

3.1.2 An aggrieved person is the person or persons making the complaint, or
the Association if the grievance relates to an Association right or a matter
which affects the entire bargaining unit, provided the Association
President signs the grievance and attends any grievance meetings.

3.1.3 The term "days" shall be interpreted as meaning school days during the
school year unless otherwise stipulated. During the summer months
when school is not in session, "days" shall mean business days, i.e.,
excluding weekends and legal holidays.

3.2 Purpose:

3.2.1 The purpose of this procedure is to secure, at the lowest possible
administrative level, equitable solutions to the problems, which may
arise concerning the application of the terms of this agreement.

3.2.2 Both parties agree that these proceedings will be kept as confidential
as possible.

3.3  Structure:

3.3.1 The building Principal is designated as the
administrative/representative for Level One procedure.

3.3.2 The Superintendentis designated as the administrative representative
for Level Two procedure. The Superintendent may select additional
persons to assist in his/her function.
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3.4

3.3.3

334

The Board may designate an administrative representative for Level
Three.

A grievance may be withdrawn at any level.

Initiation and Processing:

3.4.1

34.2

343

344

Failure at any step of this procedure to communicate the decision on a
grievance within the specified time limits shall permit the aggrieved
person to proceed to the next step. Failure by the grievant to process a
grievance within the prescribed time limits shall constitute a waiver of
further appeal and an acceptance of the administrative decision made at
the last level. A decision or appeal on a grievance shall be in writing and
shall be rendered within the time limit set forth.

Level One - Principal. Any teacher who has a grievance shall discuss it
first with the Principal in an attempt to resolve the matter. If, as a result of
the discussion, the matter is not resolved to the satisfaction of the
teacher within five (5) school days, he/she shall set forth his/her
grievance in writing to the Principal specifying: (a) the nature of the
grievance and the date of occurrence; (b) the specific provision of the
agreement alleged to have been violated; (c) the nature and extent of the
injury or loss or inconvenience; (d) the result of previous discussions; (e)
his/her dissatisfaction with decisions previously rendered; and (f) the
remedy sought. The Principal shall communicate his/her decision to the
teacher in writing within five (5) days of receipt of the written grievance.

Level Two - Superintendent. The teacher, no later than five (5) school
days after receipt of the Principal's decision, may appeal the Principal's
decision to the Superintendent of Schools. The appeal must be made in
writing, reciting the matter submitted to the Principal, as specified in (a)
through (f) above.

The Superintendent shall meet with the employee to attempt to resolve
the matter, as quickly as possible, but within a period not to exceed ten
(10) school days.

The Superintendent shall communicate his/her decision in writing to the
grievant, the Principal, and Association’s representative within ten (10)
school days after meeting with the grievant.

The parties agree that any grievance related to a decision and/or action
of the Superintendent may be initiated at the Step Two level of the
grievance process.

Level Three - School Board. If the grievance is not resolved to the
grievant's satisfaction, he/she, no later than ten (10) school days after
receipt of the Superintendent's decision, may request a review by the
Board. The request shall be submitted, in writing, through the
Superintendent of Schools who shall attach all related papers and
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3.5

Page 4

34.5

forward the request to the Board. The Board shall hold a hearing with the
grievant within ten (10) days of the request and render a decision, in
writing, within fifteen (15) school days of the hearing.

Level Four - Arbitration. If the decision of the School Board does not
resolve the grievance to the satisfaction of the employee grievant, and
he/she wishes review by a third party, he/she shall so notify the
Association within five (5) school days of receipt of the School Board's
decision. If the Association determines that the matter should be
arbitrated further, it shall, in writing, so advise the Board within ten (10)
school days of receipt of the School Board's decision.

3.4.5.1. The parties shall first attempt to select an arbitrator by mutual
agreement. If they are unable to agree upon an arbitrator,
either party may submit the grievance to the Public Employee
Labor Relations Board or the American Arbitration Association
for appointment of an arbitrator in accordance with their
applicable rules.

3.4.5.2. The arbitrator shall limit himselffherself to the issues and
shall consider nothing else. He/she can add nothing to, nor
subtract anything from the agreement between the parties.
The decision of the arbitrator shall be binding upon both
parties subject to the provisions of RSA 542 and be
rendered, in writing, within thirty (30) days of oral closings or
of the submission of written briefs by the parties or the
submission of written briefs by the parties, whichever comes
later.

3.4.5.3. The fees and expenses of the arbitrator will be shared
equally by the School Board and the Association.

Rights of Teachers to Representation:

3.5.1

3.5.2

An aggrieved person may be represented at all stages of the
grievance procedure by himself/herself,or at his/her option, by the
Association or by a representative selected or approved by the
Association.

In cases when a teacher chooses not to be represented by the
Association, and beginning with Level 2 of the grievance process
(appeal to the Superintendent), the Association shall have the right to
receive copies of the original grievance (Level 1), the Principal's
decision, and the grievant's appeal to the Superintendent. The
Association shall thereafter also have the right to be present and
present its position in writing at the hearing sessions held concerning
such grievance and shall receive a copy of all decisions rendered.



3.5.3 The Board and the Association shall assure that the parties in interest
and witnesses are guaranteed freedom from restraint, interference,
coercion, discrimination, or reprisal with respect to the processing of
agrievance.

354  Personnel Files: All documents, communications, and records dealing
with the processing of a grievance shall be filed separately from the
personnel files.

355 In order to commence a formal grievance under this Article, Teachers
shall use the Grievance Record Form attached hereto at Appendix A.

4. COMPENSATION
41  Salary Schedules:
- 2023-2024 — Year1 ]
Step Track1 | Track } Track3 = Track 4 Track5 | Track6 ‘
e B | Bt5 | B30 I M M15 |  M30 |
1 $39,974 $ZL1,237 $42,554 $43,911 $45,319 $46,778 ‘
2 $40,474 ‘ $41,737 | $43054 | $44411 | $45819 | $47.278
3 ﬁ $40,774 $42,037 _ $;4_53,354 $44,71 _1 - $46,119 $47,578 |
4 $41f237 | §42,55£}_ B $43,911 §45,319 | $46,7ZB $48,285 |
5 $42,554 } $43,911 $45,319 | $46,778 $48,285 $49,844
— L A= . = |
6 - $43,911 $45,319 $46,778 l $48,285 | $49,844 $51,457
b I o ” = _— I m
_ v $45,319 $46,778 $48,285 $49,844 ‘ $51,457 ‘ $53,130 \
| 1 | . . = _ ~
I 8 $46,778 $48,285 $49,844 | $51,457 $53,130 $54,858 ‘
F = —— | ! —_— S— - - + —
| 9 \ $48,285 $49,844 ll $51,457 _$53_,1 30 $54,858 $56,644
' 10 | $49,§4 | ES1 457 $53,13£) $54,858 $56,644 $58,498
11 $51,457 __‘ $53,130 $54,858 | $56,644 $58,_49£_5 $60,416
12 | $53,130 $54,858 _$56% | $58j198 l $6Q,416 | $62,398
13 ) $56,379 $58,106 $59,893 | $61,747 | $63_,666 $65,646
14 $59,579 @1 ,307 $63,005 $64,948 E6,866 $69,944 ‘
15 $61,282 $63,064 $_64,903 $66,814 | $_6_8,_790 $70,829 |
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)

Track 1
B
$41,572
$42,072
$42,372
$42,886
$44,257

$45,667

$47.132

$48,649
$50,217
B §51,837

| $53516
| 855,255
$58,634

$61,962

: $63,733

2024-2025 — Year 2

Track2 | Track3 | Track4 | Track5 Track 6
B | B30 | M M15 | M30
$42,886 = $44257 @ $45667 | $47.132 | $48,649
$43,386 | $44757 | $46,167 | $47,632  $49,149 |
$43,686 = $45057 | $46467 | $47,.932  $49,449
| $44257 | $45667 @ $47.132 | $48,649  $50.217
| $45667 | $47,132 | $48649 | $50,217 | $51,837
$47,132 | $48,649 @ $50,217 | $51.837  $53,516
$48,649 | $50217 | $61,837  $53516 | $55255 |
$50,217 | $51,837 = $53,516 = $55255 | $57,053
$51,837 | $53516 = $55255 = $57,053 | $58,910 |
$53,516 | $55255 @ $57,053 | $58,910 | $60,838 |
$55255 | $57,053  $58,910 | $60,838 | $62,833 |
$57,053 | $58,010 = $60,838 @ $62,833 | $64,804
$60430 | $62,289 = $64,217 & $66,212 | $68.272
$63,760 I_' $65,61_§—{ $67,546 | $69,541 | $72,741
$66,587 | $67,400 | $69,486 | $71,541 | $73,662



o ) 2025-2026 — Year 3 )

Step | Track1 Track2 | Track3 | Track 4 | Track5 | Track 6
| B _ B15 | B30 | M5 |  M30

| $42,819  $44,173 | $45585  $47, 037+ $48,546 | $50,108

$49 046 $50,608

| R ——

$43,319 $44,673 $46,085 $47 537

e

2

3 $43619 | $44973  $46385 | $47,837 ' 549,346 | $50,908
4 $44173 | $45585 | $47.037 | $48546 | $50,108 | $51,724
5 | $45585  $47,037  $48546  $50,108 | $51,724 | §$53,302
6 | $47037  $48546 | $50,108 | $51724 | $53302 | $55121
> - 392 |
8

9

10

11

$48,546  $50,108 | §51,724  $53302 | $55121 | $56,913

350,108 | $51724 | $53,302 | $55121 | $56,913 | $58,765

$51,724 | $53,302 | $55121 | $56913 | $58,765 $60,677

$53392 | $55121 | $56,913 | $58,765 | $60,677  $62,663
2 | | $56.913 | il 7|
$65121 | $56913 | $58,765 & $60,677 | $62663  $64,718

12 | $56913 | $58,765 | $60,677 | $62,663 = $64,718  $66,841

13 $60.303 | $62,243 | $64,158 | $66,144 | $68,198  $70,320
14| $63821 | $65673 | 967,587 | $60,572 | $71627 | $74923
15 | 965645 | 67,555 | $69.524 | $71571 | $73,687 | §75872

In each year of this contract, tenured bargaining unit members at Step 15 will receive a
one-time payment of $1,500.00.

4.2 Pay Periods:

4.2.1 Bargaining unit members shall be paid every two (2) weeks on
Friday. Employees may elect 22 or 26 equal installments. The first
paycheck will be issued on the second Friday of the teacher work
year and the last pay will be disbursed with the 22nd instaliment.

422 Pay statements accompanying paychecks shall contain an
itemization of all deductions and payments beyond regular salary, and
shall include information on sick and personal leave time accrued and
used.

4.3 Placement on Salary Schedule:

4.3.1 Experienced Teachers Entering the District: Preparation and years of
teaching experience before entering the district shall be evaluated by the
Superintendent. This shall serve as the basis for placing an incoming
teacher on an appropriate step. No teachers shall be placed at a lower
point on the salary schedule than said teacher’s training and experience
warrant unless the Board shall have first obtained the agreement of the
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432

433

Association. A teacher may be placed on a higher point on the salary
schedule if market conditions and/or critical shortage areas make it
difficult to hire a person for a particular position at the salary provided for
in the schedule based upon the person's training and experience; the
Association shall be notified when this occurs and the reasons, therefore.

Credit For a Full Year of Teaching: A teacher teaching in the Fremont
School District for one-half of the total school days plus one day will be
given credit for a full year on the salary schedule (for example, 91 days if
the school year is 180 days, 88 days if the school year is 175 days).

Placement on Advanced Education Column: To be eligible for placement
on an advanced education column the teacher must have completed all
necessary graduate credits prior to September 1 and/or February 1 of
the school year. Upon recommendation of the Superintendent and
approval of the Board, credit will be allowed for undergraduate credited
courses. The teacher must have transcripts documenting graduate
course work on file in the SAU Office no later than October 31 and/or
March 31 of the school year. Actual salary adjustment will not take place
until transcripts are filed in the SAU Office. Under no circumstances shall
a teacher's salary be adjusted if documenting transcripts are not on file in
the SAU Offices by the deadlines.

A teacher must give written notice to the SAU #83 Office by October 1st
of the year previous to the school year in which he/she anticipates a lane
change on the salary schedule.

To activate a prior noticed (October 1 of the previous school year)
early-in-the-year lane change, the teacher submits an official transcript
for the recently completed coursework to the SAU between September 1
and October 31. The teacher will receive the lane change compensation
beginning in the next regularly scheduled SAU pay period. The
compensation adjustment will be made as of the date stamp on the
transcript on the date it is received by the SAU.

To activate a prior noticed {October 1 of the previous school year)
later-in-the- year lane change, the teacher submits an official transcript
for the recently completed coursework to the SAU between February 1
and March 31. The teacher will receive the lane change compensation
beginning in the next regularly scheduled SAU pay period. The
compensation adjustment will be made as of the date stamp on the
transcript on the date it is received by the SAU.

For salary purposes, fifteen (15) pre-approved Staff Development clock
hours, except when taken during school hours, will equal one (1) college
credit and is applicable for advancement on the salary schedule, up to
six (6) credits per salary track. Book studies are limited to one (1) per
year with a maximum of six (6) hours per book. Advancement on the
salary schedule beyond BA+30 requires a master's degree. Staff
development credit for advancement on the salary schedule can only be



5.

434

4.3.5

INSURANCE

earned while under contract to the Fremont School District and will only
begin on July 1, 2022.

Stipends: The Stipend Committee (two members appointed by the
Superintendent and two members appointed by the FEA Board) will meet
annually to review stipend positions and amounts for each position.

It is agreed that only bargaining unit members will be given first
consideration for a stipend position by May 15 of each year. After twenty
(20) school days from the initial posting of the positions, if there are still
open stipend positions, Support Staff bargaining unit members who are
interested and qualified will be considered for the unfilled stipend
position(s). Twenty (20) school days after that posting, if stipend
positions continue to be open, those stipend positions will be posted to
the public.

The District agrees to allocate a lump sum for each year of the duration
of the contract, which is no less than the total amount budgeted in the
previous fiscal year.

Employees Placed on a Needs Improvement Plan: Employees who are
placed on a Needs Improvement Track for a second consecutive year
will not receive their salary step increase. If, at the end of the school
year, the employee has improved performance and is no longer
designated as Needs Improvement, he/she will retumn to the appropriate
step the following year based on years of service-so long as the given
salary schedule includes a step increase.

5.1 Health Insurance:

51.1

The following health insurance plans will be offered for the duration of
the contract. The available plans include:

Single, or;

Two person including domestic partners (must complete domestic
partner eligibility form), or; Family.

The following health insurance plans will be offered for the duration of
the contract.

LUMENOS:

For all current employees, the District will contribute the following
percentages annually:

Year |  Single | TwoPerson | Family

2022-2023 6% | 95% 95%
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5.2

Page 10

5.1.2

5.1.3

51.4

SITE OF SERVICE/KDED PLAN:

For all current employees, the District will contribute the following
percentages annually:

Year |  Singe | TwoPerson | Family
2022-2023 951/0 _ 95% 95%
AB HMO:

For all current employees, the District will contribute the following
percentages annually:

~Year Single | Two Person Family
2022-2023 _ 80% _ 80% | 80%

Co-pays for this plan are set annually by the insurance company.

Any employee who notifies the District in writing no less than 30 days
before the commencement of the school year that he/she wishes to
waive his/her applicable health insurance coverage, provides written
proof of health insurance under a plan sponsored by an employer
other than the District, shall be entitled to a conditional opt-out
arrangement which results in a payment of $1,000 annually, payable
in two equal payments for the first pay period in November and May.

Each year there shall be an open enroliment period of at least 30
days. Teachers may elect to change plans only during the open
enrollment period, or as otherwise permitted under the insurance plan
or applicable law.

The prescription plans and plan names in effect that accompany the
medical plans are subject to change based upon availability through the
insurance carrier. If a current plan is no longer offered, it will be replaced
with the most closely matched alternative option available through the
carrier that does not result in higher total premium costs.

Dental Insurance: The school district will pay 100% of the teacher’s annual

premium at the single membership rate.

The dental insurance plan will be Northeast Delta Dental Plan, Option 2,
Coverage A- 100%, Coverage B-80% and Coverage C-50%.

Employees may elect to take 2-person/family dental insurance at the
employee's net expense (2-person/family premium minus single premium
cost), subject to the insurer’s permission.



6.

5.3 Life Insurance: The school district will pay 100% of the teacher's annual
premium of a term life insurance, per carrier’s policy. This policy will be
equivalent to the teacher's salary, but no less than $30,000. At age 70, the life
insurance reduces to 50% of the teacher’s salary.

5.4 Insurance for Less Than Full-Time Employees: All insurance benefits shall be
prorated for those teachers who work less than full-time but are at leasta .50
FTE. Proration will be equal to the percentage of time worked. Any teacher who
is less than a .50 FTE shall not be eligible for insurance benefits.

LEAVES

6.1 Sick Leave: At the start of each school year, sick leave will be granted to each

member of the bargaining unit at the rate of fifteen (15) days per year. Each
member’s unused sick days will roll over each year and can accumulate up to
one hundred twenty (120) days. After accumulating one hundred twenty (120)
days, a member will be granted an additional fifteen (15) days at the start of
each school year, but any unused days of the fifteen (15) will not roll over.

Such sick leave may be used only for personal illness or iliness in the
immediate family. Inmediate family is defined as spouse, life partner or
children (Children is defined as biological, adopted, foster child, stepchild, or
legal ward, who is under 18 years of age or who is 18 years of age or older
and incapable of self-care because of a mental or physical disability at the time
the sick leave is to commence) or dependent family members residing in the
employee’s household.

For the purposes of this section, life partner shall mean a person with whom
the employee resides at the same address in a long-term relationship.
Identification of such a partner must be made on the emergency contact form
submitted by the employee at the beginning of the year. The employee must
provide changes to life partner status to both the SAU Office and the building
office via writing/email.

in addition, a teacher may utilize up to fifteen (15) days of his/her annual
allotment of sick leave for the illness of his/her father, mother, step-father,
step-mother, father-in-law, mother-in-law, grandparents or siblings. Special
exceptions will be considered in writing to the Superintendent.

6.1.1 If abuse of sick leave is suggested, the Administrative Supervisor or
Superintendent shall so notify the teacher, in writing. The reasons for
this notification shall be clearly stated and defined.

6.1.2 If a teacher is absent for five (5) consecutive days, the teacher may be
required to furnish satisfactory medical proof of illness upon request.

6.1.3 On or before October | of each year, a teacher shall be given an
annual accounting of her/his credited and accumulated sick leave as
of the first workday of the workyear.
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6.2

Page 12

Sick Leave Bank: There shall be established a sick leave bank to any bargaining

unit member who participates in the Sick Leave Bank as follows:

6.2.1

6.2.2

6.2.3

6.2.4

Membership: Membership in the Sick Leave Bank is limited to members
of the bargaining unit. Participation is voluntary. In order to participate, a
bargaining unit member must provide notice to the Sick Leave
Committee and the SAU business office before the end of September in
any school year of intent to participate, and contribute to the Sick Leave
Bank as specified in section 6.2.4, below.

Utilization of Sick Bank Days: The sick days in the bank shall be
available for use by Sick Leave Bank members who are absent for
any personal iliness or disability which would qualify as a "serious
health condition" as defined by the Family Medical Leave Act, and
whose own sick days have been exhausted.

Reguest: A member seeking use of the Sick Leave Bank shall submit
a letter of request and a letter from a doctor to the Sick Bank
Committee.

Administrative Input: The administration may provide the Sick Bank
Committee with information which it may deem appropriate and
helpful to the Committee in its decision making.

Committee Decisions: In making its determinations, the Sick Bank
Committee shall require a doctor's note stating the number of days
needed for absence without disclosing the nature of the medical
need. The Committee shall make a decision based on the letter from
the doctor and the guidelines/criteria for granting sick bank time
requested, and if appropriate, shall assign sick leave days
accordingly. Decisions of the Sick Bank Committee will be honored
by the administration as well as by teachers who apply for withdrawal
of Sick Bank days. Decisions of The Sick Bank Committee are not
grievable.

Administration/Sick Bank Committee: The Sick Leave Bank will be
administered by a Sick Bank Committee, which shall consist of a
Principal and two (2) members of the bargaining unit appointed by the
Association. The Principal will be notified at least twenty-four hours in
advance of the time and place of each meeting of Sick Bank
Committee, and may attend meetings or designate an administrator
as his or her representative.

Contributions: Each member of the Sick Leave Bank will contribute
up to three days of hisfher annual earned sick days. Teachers who
were members of the Sick Leave Bank during the previous
contractual year shall continue to be members of the Sick Bank and
contribute one day to the Sick Leave Bank only on an as needed
basis after all teachers who are new to the Sick Leave Bank have
given three sick days.



6.2.5 Maximum Balance: Sick days may accumulate to 120 days, plus
three days for each member new to the Sick Leave Bank in that year.

6.2.6 Minimum Balance: In the event that the Sick Leave Bank falls below
75 days, participating teachers will be required to contribute an
additional day. For an individual member who has exhausted his/her
earned sick leave, the requirements to contribute additional day(s)
may be waived by the Sick Bank Committee with the understanding
that the delayed contribution would be made from the following year's
sick leave. The Sick Leave Bank reserves the right to set a limit on
the number of days that members would be asked to contribute.

6.2.7 Application Process for Sick Bank Use:

« The employee must submit a letter of request and attach a doctor’s
note as listed above in 6.2.2.

¢ Available sick bank days will automatically be applied to the
employee’s approved personal iliness leave or maternity leave (see
restrictions below) if the leave extends beyond all other paid leave
accrual the employee has exhausted (sick and personal, in that
order; excluding bereavement time).

Guidelines: The following are the specific guidelines which FEA and
SAUS83 will use when determining the merit of an application and
distribution of Sick Bank Days.

1. If a member is currently on a Board approved or personal leave,
requests for Sick Bank usage will not be considered.

2. Sick Bank days will be granted in the amount needed to extend
paid status as close to the last day of leave as possible. The
leave length and return to work date is defined by committee
approved sick leave.

3. Disability due to pregnancy will be treated as any other disability.
Note: Sick Bank days cannot be used during the “baby bonding”
portion of a Parental Leave.

4. Sick Bank Days will not be used in lieu of disability retirement.

5. Sick Bank Days will not be granted for elective surgery that could
be scheduled during designated vacation periods or for treatment
plans that could be scheduled outside normal work hours.

6. Members who are eligible for or are receiving temporary disability
payments from the Worker's Compensation Insurance Fund,
Short-Term Disability, or Long-Term Disability are not eligible.

7. Members who are receiving payments from a third-party as a
result of an accidental bodily injury or sickness caused by the
negligence or wrong-doing of a third party shall not be eligible.
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6.3

6.4

6.5

Page 14

8. Approved Sick Bank Days will be granted to the member at their
usual per diem pay. No member shall receive more than their
salary as a result of Sick Bank assistance.

9. All granted but unused days must be returned to the Sick Bank.

Personal Days: Personal leave will be granted for up to three (3) days per
year, under the following conditions:

o Personal day requests must be submitted at least 48 hours in advance,
except for emergencies.

» Personal days will be granted on a first come-first served basis with no more
than 2 personal day requests granted for any given day.

+ No personal days will be granted on days immediately prior to or immediately
following a holiday or school vacation.

e All personal days need to be submitted by May 15.

» |f a personal day is denied and a teacher uses a sick day for the day
requested, a doctor's note may be required.

¢ Any exceptions to the above guidelines must be approved by the
Superintendent.

Any staff member who has at least 2 unused personal days on June 1 will be
compensated at a rate of the current certified teacher substitute rate, times the
number of personal days (e.g., $90 x 2 = $180). Payment will be included in
the final paycheck for the school year.

Bereavement Leave: Bereavement leave will be granted at the rate of five (5)
days per year for death of a spouse, children/dependents, father, mother,
father-in-law, mother-in-law, grandparents, siblings, grandchild, or life partner,
For the purposes of this section, life partner shall mean a person with whom
the employee resides at the same address in a long-term, monogamous
relationship. Identification of such partner must be made on emergency
contact form submitted by the employee at the beginning of the year. The
employee must provide changes to life partner status to both the SAU Office
and the building office via writing/email.

Additional day(s) may be granted by the Superintendent on a case-by-case
basis.

Parental Leave Childbearing and Childrearing: Subject to the terms and conditions
set forth below, a leave of absence without pay and other fringe benefits shall be
granted to a teacher for the purpose of childbearing and childrearing — Parental
Leave.

A teacher who is pregnant shall be entitled to a leave of absence of up to one
school year beginning any time after the commencement of her pregnancy. The



6.6

School Board may grant a continuance to this leave of absence to provide
continuity of instruction. The teacher shall notify the Superintendent at least thirty
(30) days prior to the date on which the leave is to begin, except in cases of
emergency.

Any teacher shall be entitled, upon request, to a leave of absence of up to one
school year immediately following the birth or adoption of a child. The teacher shall
notify the Superintendent at least thirty (30) days prior to the date on which the
leave is to begin, except in cases of emergency.

Teachers who take a leave of absence within one year following the birth,
adoption, or foster care placement of a child may use their sick time (if available)
concurrently with their FMLA leave for up to twelve (12) weeks. After twelve
weeks, any additional leave shall be unpaid and any benefits that the District may
continue to offer the employee shall be at the employee’s full expense.

Any teacher granted parental leave may arrange with the SAU Office to continue
his/her insurance program by making personal payments. Such payments would
be made by the teacher to the SAU Office in advance of the month due.

Sabbatical Leave: A sabbatical leave may be granted by the School Board upon
the recommendation of the Superintendent. Such leave shall be available to
bargaining unit members who have completed seven (7) years of service to the
District within a bargaining unit position.

6.6.1 This may be a full year leave at half pay or a half-year leave at fuli
pay.

6.6.2 Only one Sabbatical Leave per year may be granted.

6.6.3 Any application for a Sabbatical Leave is subject to the review of the
Administration and the approval of the Board. Such application must
be in writing and filed with the Principal and/or Superintendent of
Schools no later than December 1 of the year preceding the start of
the leave. The applicant(s) will be notified of acceptance or denial of
the application no later than February 1.

6.6.4 In the event there is more than one application in any given year, the
Superintendent, exercising his or her sole discretion, shall determine
the recipient taking into consideration, among other things:

6.6.4.1. the relevance of the proposed sabbatical programs to the
respective applicants' positions in the District;

6.6.4.2. the potential benefit to the District of the proposed sabbatical
programs;

6.6.4.3. the dates the sabbatical applications were received in the
SAU 83 office.
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6.8

6.9
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6.6.4.4. the relative seniority of the applicants; and

6.6.4.5. whether one or more of the applicants had previous sabbatical
requests.

6.6.5  Any Sabbatical Leave granted is with the understanding that upon
completion, the teacher will return to the District for a minimum of two (2)
additional years of service. If a teacher fails to return to the District, or
fails to complete two (2) years of service after return, the teacher shall be
required fo reimburse the District the amount paid to the teacher under
Article 6.1.1. In the event that the teacher fails to make the required
payments, the District may enforce the obligation in the appropriate
Court, and the teacher shall be responsible for any legal costs incurred
by the District, including reasonable attorneys' fees.

6.6.6 All benefits to which the teacher was entitled at the start of the
Sabbatical Leave, including unused sick time, shall be restored upon
return.

6.6.7 During a Sabbatical Leave, a teacher will be entitled to continue at his
or her sole cost any insurance benefits, with all such payments due in
advance.

6.6.8 A teacher shall not earn any experience credit for the period he or she
is on Sabbatical Leave.

6.6.9 The Board's and/or Superintendent's decisions under this section 6.6
shall be final and not subject to the grievance procedure.

Less Than Full-Time Employees: Sick leave, personal leave, bereavement
leave, and all other leaves shall be pro-rated for those teachers who work less
than full-time but are at least at .50 FTE. Pro-ration will be equal to the
percentage of time worked. Any teacher who is iess than a .50 FTE shall not be
eligible for any leave time.

Jury Duty: Teachers called to jury duty will receive their regular compensation
from the School District. A teacher will return monies paid by the court for jury
duty to the School District. The check received by the teacher for jury pay shall
be signed, "Pay to the order of the Fremont School District” and endorsed. If
the check(s) is/are not received, or other arrangements made, the
compensation previously paid out for the time missed by the teacher will be
deducted from the last pay periods of the fiscal year. Mileage included in the
original check for jury pay will be refunded to the teacher with a separate
check from the District.

Perfect Attendance: A teacher having perfect attendance for any trimester will
receive one hundred dollars ($100). A teacher having perfect attendance for
the entire year will receive an additional payment of one hundred fifty dollars
($150). Perfect attendance means being present for the full day on any school
day or scheduled workshop day. Exception shall be made for Superintendent
approved professional development. The perfect attendance payment shall be




6.10

6.11

6.12

paid at the end of each trimester and at the end of the school year, as
applicable, during which the teacher earns it.

Unpaid Leave: Upon written request of a teacher, the Board at its sole
discretion may grant unpaid leave to ateacher.

Association Leave: The Association shall be entitled to up to two days of paid
leave per year for an Association-designated representative to attend union
conferences, meetings or events, provided that no more than two employees
may use Association leave on the same day and the scheduling of such days is
approved in advance by the Superintendent and does not cause undue
disruption for the District.

Personalized Learning Time: A bargaining unit member who would like to
undertake a new initiative may request a contract workday to develop a plan. Use
of a workday may be granted at the sole discretion of the Administrative
Supervisor and then Superintendent.

PROFESSIONAL DEVELOPMENT

7.1

Professional Days: Teachers may be granted up to three (3) professional days
per school year for activities that meet any of the following criteria:

a. Defined need of the schooldistrict.

b. Related to the teacher's area of assignment.

c. Defined need of teacher's staff development plan or annual goals.
d. Approved by Superintendent as meetingother criteria.

Additional professional days may be granted at the sole discretion of the
Administrative Supervisor and Superintendent.

Teachers shall request such leave in writing at least two (2) weeks in advance.
All professional day requests shall be made to and approved by the
Administrative Supervisor and the Superintendent.

The Board encourages teachers to use professional days to increase their
content knowledge and improve their teaching skills. The Board agrees to
reimburse the teacher or issue a purchase order for conference workshop or
meeting fees for the full cost of the professional development registration fee.

In order to be reimbursed, a teacher must submit satisfactory proof of payment
and attendance to the SAU Office within thirty (30) days of completion of the
conference, workshop, or meeting. In the case of a purchase order, a teacher
must submit satisfactory proof of attendance to the SAU Office within thirty
(30) days of the completion of the conference, workshop, or meeting. When
requesting reimbursement, the teacher will be required to sign a form
authorizing the District to withhold any unpaid amount from the teacher’s last
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7.3
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paycheck for that school year if the teacher fails to provide satisfactory proof of
completion and attendance.

No more than three (3) bargaining unit employees per school day may be
allowed leave for professional development unless otherwise approved by the
Superintendent or his/her designee.

Reimbursement: Teachers taking approved graduate level courses will be
reimbursed by the district or may apply for a purchase order from the district
for a sum not to exceed the cost of nine (9) graduate credits per year at the
UNH in-state graduate per credit hour rate. All courses must have prior
approval. Application for approval must be made in writing to the
Superintendent at least three weeks prior to the first day of class. The Board
may grant approval for undergraduate courses upon recommendation of the
Superintendent.

Courses shall be eligible for approval if they meet any of the following criteria:

¢ Defined need of the school district.
» Related to the teacher's area of assighment.
¢ Defined need of teacher's staff development plan or annual goals.

e Approved by Superintendent as meeting other criteria.

To qualify for reimbursement or payment of & purchase order, the teacher
must agree to remain in the Fremont School District for at least one trimester
after completion of such course(s). If the teacher leaves the District before this
one-trimester period expires, with the exception of disability or non-renewal of
contract, the teacher will be responsible to pay back the District the full amount
paid by the District within six months of the teacher’s separation of
employment with the District. In the event that the teacher fails to make the
required payments, the District may enforce the obligation in the appropriate
Court, and the teacher shall be responsible for any legal costs incurred by the
District, including reasonable attorneys' fees.

If the teacher does not receive a grade of "B" or better, the teacher shall also
reimburse the full amount of the tuition to the District. When requesting
reimbursement, the teacher will be required to sign a form authorizing the
District to withhold any unpaid amount from the teacher's last paycheck for
that school year.

No teacher may be approved for reimbursement of more than 6 credits per
semester or term as determined by the providing education institution.
Exceptions may be made for schooi-sponsored courses. This clause is in
effect to give equal opportunity for all teachers to apply for available funding.

Professional Learning Fund: Total reimbursement for all professional leave
(conferences and coursework) shall not be more than $30,000. Funds will be
distributed on a first come-first served basis (using the date the SAU office
receives the request). Funds will be attributed to the fiscal year in which more




7.4

than 50% of the activity occurs. Upon request, the Association will be provided
an accounting of monies used and balance available.

Transportation: Transportation costs will be paid at the IRS rate per mile when
approved by the Administrative Supervisor when transportation is not provided
by the school district and when personal vehicles are used for school business.

8. RETIREMENT

8.1

8.2

8.3

Retirement Stipend:

8.1.1 Eligibility: A full-time teacher shall be eligible for the following
retirement stipend if the teacher is certified as a teacher by the New
Hampshire Board of Education at the time of retirement, has
completed at least fifteen consecutive years of full-time employment
as a teacher by the School District immediately prior to retirement,
and has submitted a signed, written notice of intent to retire to the
Superintendent no later than October 1 of the teacher's last school
year of work.

8.1.2 Stipend: The School District shall pay a one-time retirement stipend
of ten thousand dollars ($10,000) to an eligible retiring teacher on or
before July 30 immediately following the last day of the teacher's
employment. A maximum of two eligible retiring teachers per year
may receive this stipend. In the event that more than two retiring
teachers are eligible for this stipend in the same year, the two
teachers with the longest consecutive employment by the School
District as full-time teachers shall receive the stipend. A teacher may
rescind his/her notice of intent to retire no later than November 15% of
the school year in which the teacher provided the notice.

Retirement Sick Day Buy-Back: Upon retirement from the Fremont School
District all full-time teachers shall be awarded a sum of money equal to the
daily certified substitute pay (atthat point in time) muiltiplied by the number of
accumulated sick leave days at the time of retirement. Example: A teacher
has 30 accumulated sick leave days as of June 30 (time of retirement) and
the substitute pay for that year is $70 per day, the teacher would receive a
stipend of 30 x $70 (substitute pay rate)= $2,100.

New Hampshire Retirement Eligibility

To be eligible for the above stipend and/or buy-back, a teacher must officially
retire from teaching according to RSA 100-A.

Application for the above retirement stipend and/or buy-back shall be made at
the same time the teacher completes his/her application for service retirement
to the State Retirement System.
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9. WORKDAY & OTHER WORKING CONDITIONS

9.1

9.2

9.3

Page 20

Schedule: The normal workday for bargaining unit members shall be 7 hours
and 20 minutes, which includes student contact time, classroom coverage
during the arrival and dismissal of students, lunch periods, preparation time,
assigned duties, and workday staff, department, and committee meetings. The
workday will begin 15 minutes before the student day and end 20 minutes after
the student day (excluding student early release days). In the event that the
State Department of Education modifies the minimum standards set forth in
Rule ED 306.18 for elementary or middle schools, the normal workday will be
automatically adjusted to comply with ED 306.18. However, the District agrees
to negotiate the impact of the adjustment with the FEA for the ensuing budget
year.

Teachers will be required to attend two staff meetings per month, as deemed
necessary by the administration. These meetings may last up to 60 minutes
beyond regular departure time. Every effort will be made to provide meeting
agendas 24 hours in advance and minutes posted after each meeting. Any
teacher absent will be responsible for material covered during the meeting.

Duties: Arrival and dismissal duty, recess duty, and any other non-classroom
duties which are necessary for maintaining a well-run school and assuring the
safety of the students are considered part of the regular work day for
bargaining unit members. Teachers may be required to provide such duties
during the work day for any time not otherwise allocated under this Agreement
(e.g., lunch, planning time, staff meetings).

Supervision of passing time in the hallways for students transitioning to or from
classes, lunch, and recess shall be considered part of regular classroom
duties.

Teachers without full teaching schedules (e.g., unified arts teachers) may be
assigned additional duties during non-assigned times.

Normally, such non-classroom duties shall not exceed thirty (30) minutes per
member, but may be exceeded in the event of an emergency.

Before August 15, the Building Principal shall meet with the President of the
Association or his/her designee to discuss the proposed duty schedule for the
coming school year. The Administration shall assign non-classroom duties as
fairly as scheduling and other objective factors permit. Teachers will be notified
of any permanent, non-emergency change to the duty schedule during the
school year at least five (5) days in advance. For emergency changes,
teachers will be notified as soon as the circumstances reasonably permit.

Lunch Period: The school-wide lunch/recess schedule will be made to reflect
the contractual obligation of a duty-free 30-minute lunch break for all
bargaining unit members.



9.4

9.5

9.6

9.7

Evening Activities: Teachers shall attend up to three (3) evening events per
year as designated by Administration. Parent teacher conferences shall not be
considered “evening activities.” If the Administration requires any teachers to
attend more than three (3) evening events, said teacher shall be paid $100 for
each additional evening event. There shall be no disciplinary action for a
teacher who declines to attend an evening event beyond three (3) such events
in a school year. Administration will make every effort to list events on the
school calendar prior to the opening of school, subject to change upon
reasonable notice, except in the event of emergencies such as school
closings, and/or by mutual agreement.

Work Year: The work year shall consist of no more than 180 student days 187
workdays, with no more than 180 student days. Of the seven additional
teacher days, the following will be included:

e Three days prior to school opening used as follows:

— One day to be designated for a set up day & meetings with related
services/special education if needed.

— One in service day in the morning with the 2nd half designated to team
meetings.

— The final day to be administrative planned professional development.
e One day for parent conferences not to be split.

¢ The balance of the seven (7) days planned by administration for
professional learning.

New hires (hired prior to the beginning of the school year) will work 188
workdays and be compensated at their daily rate for the new staff orientation
day prior to the existing hires first day.

Probationary Period for New Hires: Any newly hired employee will serve a
probationary period of 90 calendar days, starting the first day he/she works with
students. Within those 90 days, either party may terminate the contract, without
penalty, if it is felt that the employee and the position are not a good match.

Teacher Preparation: Teachers will have 40 minutes of "duty-free”, educational
planning time per full day of school. The weekly team meeting time will be
limited to 30 minutes to allow teachers to have time to complete other required
tasks and to allow timely pick up of students from their assigned Unified Art
class. During a pre-scheduled early release day, each teacher will have 20
minutes of educational planning time. On a five-day school week, one of the
five planning times shall be a team planning time when grade level teams
meet. Unified Arts teachers will have an equal amount of weekly planning time;
this might result in two (2) planning periods in one day. When there are two
pre-school sessions, the preschool teacher shall have five (5) duty-free
preparation periods of 25 minutes each day and one additional period of 80
minutes.
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1.

9.8

For purposes of this Section 9.7, "duty-free" time shall mean time free of
student contact, meetings, or duties so that teachers can prepare lessons for
their classrooms. Whenever adequate coverage of students is not possible
due to lack of substitutes and/or administratively requested volunteers, the
administration shall have the right to assign a teacher to such coverage during
the preparation period. Teachers shall be compensated for their loss of
planning time at the rate of 1/6 of the staff member’s current Per Diem rate of
pay (salary/187) per occurrence. Teachers will be responsible for completing a
Time Sheet documenting the meeting type, date, and time.

Moving Classrooms: When teachers are required to move rooms from one
school year to the next, they will not be responsible for moving any furniture or
heavy objects over 20 pounds, either to the new classroom or around the new
classroom. To facilitate this move, the teacher will provide the custodial staff
with a diagram of where he/she would like each object placed in the new room.
The teacher will label eachitem properly to make this feasible. If items are not
placed according to the diagram, the teacher should contact the head of the
custodial staff for prompt remedy.

PERSONNEL FILES

10.1

10.2

10.3

Upon 48-hour notice to the SAU office, a teacher shall have the right to review
the contents of his/her personnel file and to receive copies of any documents
contained therein. A teacher is entitled to have a representative of the
Association accompany him/her during such review.

No material shall be placed in the teacher's personnel file unless the teacher
has had an opportunity to review the material and be given a copy of such.
The teacher shall acknowledge that he/she has had the opportunity to review
such material by affixing his/her signature to the copy to be filed with the
express understanding that such signature in no way indicates agreement with
the contents thereof. A teacher shall have the right to submit a written answer
to such material and his/fher answer shall be attached to all copies. The
teacher's "written answer" shall be delivered to the SAU Office within seven (7)
days of the date the teacher received the written material, shall be no longer
than the original material itself, shall not identify any student by name, and shall
not include any other documents, copies, etc.

In the event that the administration needs to access any materials from a
teacher's personnel file, a record of access will be attached which must
include the name of the party, the date of access and the purpose for which
the party used the records. In the event that transcripts, certifications, or other
documents, are lost or missing from a teacher's file, through no fault of the
teacher, the District shall pay the cost of obtaining additional copies for the file.

FAIR TREATMENT/JUST CAUSE

11.1
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In the event that in the opinion of the supervising administrator an incident in a
teacher's performance could result in termination of employment, reduction in



12.

11.2

11.3

rank or loss of compensation, the teacher shall be notified in writing by the
administration of issue.

The administration shall clearly state the issue, in writing, state the expected
corrections, and the teacher shall be given a reasonable period of time for
such correction.

If such issues have continued or are of such a serious nature that termination
of employment, reduction in rank, or loss of compensation is likely to occur,
then the teacher shall have the right to request the presence of a
representative from the Association.

No teacher shall be discharged, reduced in rank or in compensation without
adequate reason and/or just cause. In addition, the reason will be provided to
the teacher and to the Association.

Sections 11.1 and 11.2 shall apply to, and cover only those teachers in the
District who have achieved continuing contract status in accordance with RSA
189:144a, I(b) and |

REDUCTION IN FORCE

A reduction in force shall mean a reduction in the total number of bargaining unit
positions. Should the School Board find it necessary to reduce the number of
certified full time teaching positions, the District shall follow the procedures set forth
below.

12.1

12.2

12.3

12.4

The Superintendent will notify the President of the Teachers Association when
discussion of a reduction in force is placed on the School Board agenda, or
brought formally by the District to - or placed by the Board on the agenda of - any
other public meeting. (First meeting)

Before any decision to reduce force, the School Board will request written
presentations regarding said reduction in force from the Teachers' Association,
individual teachers, students, and the public. These presentations are to be
submitted on or before the next scheduled School Board Meeting (second
meeting), at or following which the Board may decide whether the reduction in
force is necessary or appropriate.

The Superintendent will present a reduction in force proposal to the School Board
at the next scheduled School Board Meeting, taking into consideration the
presentations submitted to the School Board in (2) above. (Third meeting)

All bargaining unit members will be classified according to their then current
positions within the following classifications:

12.4.1 Regular teachers, grades K-8,

12.4.2 Special education and remedial reading teachers,
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12.5

12.6

12.7

12.4.3  All other bargaining unit positions.

The Board shall make every reasonable effort to minimize the effects of reduction
in force on the current staff by absorbing as many positions as possible through
attrition.

In identifying which teacher(s) will be reduced, the following factors will be
considered:

12.6.1 certification and highly qualified status;
12.6.2 relevant teaching experience within the past five (5) years;
12.6.3 job performance as reflected on the teacher's evaluation;

12.6.4 academic preparation and relevant professional development beyond
minimum standards; and

12.6.5 seniority ("seniority” is defined as the length of continuous service within
the District in any bargaining unit position, excluding any period while not
employed in a bargaining unit position (Approved leaves shall not
constitute a break in service).

Teachers whose positions have been identified to be eliminated shall have the
right to be offered a contract for the following two school years if a position
becomes vacant and available within the classifications above from which the
teacher's previous position was reduced, provided that the teacher retains the
appropriate certification/credentials. If more than one teacher is laid off due to
reduction in force, rights to vacant positions shall be in the reverse order of layoff.

13. MISCELLANEOUS

13.1

13.2

13.3
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Copies: Copies of this agreement between the Board and the Association shall be
reproduced at the expense of the Board within thirty (30) days after the Agreement
is signed by the parties. A copy of the Agreement shall be distributed to all
teachers now employed and hereafter employed. Further, that the Board shall
furnish ten (10) copies of the Agreement to the Association for its use.

Posting: The District will publicly post all vacancies in professional positions,
including stipend positions, within the District. The District will use the school
website, inform the Association President or designee via e-mail, and post in a
common location such as the teacher’s room.

Calendar: The Association President or designee will be given the opportunity to
offer input with respect to the school calendar prior to Board approval.



14.

15.

16.

17.

13.4 Notification of Assignment: The District shall notify contracted staff by June 15th of
preceding school year of their intended placement for the following year. This
notification will be made in writing regarding grade level, subject, and room
assignment. In the event of necessary staff changes after June 15th, the District
shall make notification to the affected staff members within a reasonable time
period. The District will make every effort to avoid involuntary classroom
reassignments.

SAVINGS CLAUSE

If any provision of the Agreement or any application of this Agreement is held to be
contrary to law, then such provision or application shall not be deemed valid and
subsisting, except to the extent permitted by law, but all provisions or applications shall
continue in full force and effect. If any provision is found to be contrary to law the parties
shall meet within thirty (30) school days of such legal determination, for the purpose of
adjusting the articles affected so that it will be in accordance with the law.

ZIPPER CLAUSE

The Board and the Association agree that each party has had an opportunity to negotiate
salaries, fringe benefits, terms and conditions as provided in this Agreement, and no
further negotiations will be conducted on any item whether contained herein or not during
the life of this Agreement. This Agreement may be altered, changed, added to, deleted
from or modified only through the voluntary, mutual consent of the parties in a written and
signed amendment to this Agreement.

DURATION CLAUSE

The provisions of this Agreement will be effective as of July 1, 2022, except as otherwise
provided herein, and will continue and remain in full force and effect until June 30, 2023.

The parties have caused this Agreement to be signed by their respective chairperson and
respective negotiations committee chairperson, all in the day and year first written above.

SEPARATION CLAUSE

Any employee under contract with the Fremont School District who seeks or is
contacted for employment elsewhere shall immediately inform the prospective
employer that he/she is under a contractual obligation to the Fremont School District.
If said employee becomes a finalist for a position elsewhere, the employee will
immediately notify the District. Upon written notification from the employee that
he/she wishes to accept a position elsewhere, the District will make a good faith
effort to secure a replacement deemed qualified by the District.

However, said employee under contract to the District shall not be released from his/her
contractual obligations to the District until such time as a replacement deemed to be
qualified by the District is hired, or until thirty-two (32) calendar days has elapsed from
the date which the contracted employee requested that he/she be released from his/her
contractual obligations, whichever comes first.
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If a contracted employee fails to conform to these requirements, said person will bear all
costs associated with the abrogation of his/her contract including, but not limited to, all
legal fees and costs which the Board may incur in enforcing this provision and any and all
other costs associated with locating and securing a qualified replacement.

Upon review of the circumstances surrounding a contracted employee’s separation,
the Board may waive the costs outlined above.
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This Agreement concludes collective bargaining (except as provided for in the grievance
procedure) for its term, and may only be amended during its term by the parties' mutual
agreement in writing.

The Fremont School Board

Date: December 19,2022 By:

The Fremont Education Association

Date: December 19, 2022

By: ! / l.-’él\g\-l.»(_ﬁ{. Z | /[L L {"\*— .
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Appendix A
FREMONT SCHOOL DISTRICT PROFESSIONAL STAFF

COLLECTIVE BARGAINING AGREEMENT

Distribution of Copies
Grievant

Superintendent GRIEVANCE RECORD FORM

School Board Is1. 2 d3
Arbitrator (For use at Levels 1, 2, and 3) Grievance No.

Name of Grievant: ~ Date Filed/Appealed: -
Assignment: Date of Alleged Violation:

Article of Agreement allegedly violated:

Statement of the grievance:

Nature of the extent of the injury or loss involved:

Grievant's dissatisfaction with decisions previously rendered:

Remedy sought:
Signature of the Grievant
Disposition by: Principal Superintendent Board:
 Date Answered o Principal/Superintendent/Board

Grievance settled on the basis of Principal/Superintendent/Board answer.

Grievant
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