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The Carbon School District (herein after, CSD) and 
the Carbon County Education Association (hereinafter, 
CCEA) hereby agree as follows:
  During the present and future the CSD will employ 
members of CCEA and other educators to perform ed-
ucational services.  The CSD and CCEA agree that this 
contractual statement of the responsibilities and rights 
of the educators will be conducive to improving the 
working relationship between the CCEA and the CSD.  
The CSD and CCEA will continue to develop a mutual 
understanding of the rights, obligations, and continuing 
employment status of all educators and minimize the 
misunderstanding of those rights and obligations. 
  It is further contemplated by the CSD and CCEA 
that the CSD will enter into individual employment 
contracts with all educators which will be brief in form, 
will adopt by reference all the provisions of this Ne-
gotiated Agreement, and will be limited in their provi-
sions to those terms specifically related to the particular 
school year or to the particular educator. 
  The Carbon School Board (hereinafter, CSB) can-
not and does not intend to delegate any of the powers 
bestowed upon it under the provisions of the Consti-
tution of the State of Utah and the laws enacted by the 
State Legislature pertaining to school boards in the 
operation of the CSD schools or programs.

Preamble



3

Article I.    Use and Interpretation of Agreement

1.  The purpose of this Negotiated Agreement is to state the terms and 
   conditions that will be applicable to all educators.

2.  The CCEA and the CSD agree and affirm that the integrity of this    
         Agree ment will be maintained, and that the CCEA and the CSD will   
  refer to this  Negotiated Agreement for the resolution of all disputes and   
  claims relating  to its implementation. Any item that is not within the   
  jurisdiction of  this Negotiated Agreement will be deferred to the CSD Board  
  Policy Manual. 
 
3.  Neither the CCEA nor CSD will attempt to use this Negotiated Agreement   
  for the purpose of harassing any administrative personnel or CCEA   
  member.  Any questions that arise concerning this Agreement or the   
  interpretation thereof will be in the sole province of the CSD and    
  the CCEA to resolve mutually.

Article II.    Recognition

1.  Recognition of the CSD

 1.  The CSD is recognized as the employer of all educators in the    
   Carbon School District. The CSD will endeavor to provide suffi-  
   cient instructional materials and supplies to insure that all educators   
   will have the best possible access to them.
 2.  The CSD desires the professional services and ethical behavior   
   of all educators. This includes an acceptance of the CSD programs   
   and the use of authoritative channels agreed to by the CSD and   
   CCEA for all requests, concerns, or grievances.

2.  Recognition of the CCEA

 1.  The CCEA is recognized as the professional association of the   
   Carbon County educators. 
 2.  The CSD recognizes the CCEA as the duly authorized, exclusive   
   representative of all educators employed by the CSD. All educators   
   are subject to this Agreement. CCEA will continue this recognition   
        as it  maintains 51% minimum membership of the educators in    
   Carbon County. (amended 5/2007)
 3.  The Superintendent of the CSD recognizes the CCEA as the Carbon
          County  educators’ liaison. The Superintendent will meet monthly with   
   the President  and President-elect of CCEA to discuss matters relating   
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         to the  CCEA membership and provide an orderly and professional   
   means of improving the CSD. 
 4.  The CSD recognizes the importance of CCEA business.   
   However,
 5.  CCEA business should be avoided during the school day.
 6.  CCEA meetings will be held separately from faculty meetings.

3.  Bargaining of Contracts

  Individuals comprising the bargaining committee of the CCEA are recog-  
  nized by the CSD as authorized exclusive representatives of the educators   
  of the CSD to bargain for the educators annually in matters pertaining to the  
  negotiated contracts. (amended 5/2007)

4.  Distribution of Negotiated Agreement and Amendments
  
  A Negotiated Agreement will be provided by the CSD to every educator and  
  will be available on-line. (amended 5/2007)

5.  Amendments

 1.  Amendments to this agreement will be made only upon mutual   
   agreement between the CSD and the CCEA.
 2.  Whenever this agreement is amended, the date of the amendment   
   will be noted on the amendment.

Article III.    Definitions

1.  “Educator” means any individual, except the superintendent, employed by   
  a school district that is required to hold a professional certificate issued by   
  the State Board of Education.  Educator does not include individuals   
  who work fewer than three hours per day or who are hired for less than half   
  of a school year.  (added 5/2007)

2.  “Career, Educator” - a licensed employee who has a reasonable expectation   
  of continued employment under the policies of a local school board. 

3.  “Out-of-state Licensed Educator” – An out-of-state licensed educator hired   
  by CSD with three or more years of successful teaching will be provisional   
  for one year.  CSD reserves the right to extend provisional status for up to   
  an additional two years and may require the completion of the Utah teacher   
  EYE requirements.  Out-of-state licensed educators who are not notified at   
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  least 60 days prior to the end of their first contract term, that their provision  
  al status will be continued, will be granted career status.

4.  “Probationary Educator” means any educator employed by a school district   
  who, under local school board policy, has been advised by the district that   
  his/her performance is inadequate.  (added 5/2008)

5.  “Provisional Educator” is one who has not achieved career status.

6.  “Part-time Educator” is an educator who works a half-time or greater teach-  
  ing contract but less than a full teaching contract. (amended 6/2012)

7.  “Temporary Educator” is an educator who works less than a half-time
          teach ing contract. (added 6/2012)

8.   “Days” - when referring to days for the purpose of this document:
  1.  11 or fewer days will be working days. 
  2.  More than 11 days are calendar days.  (added 5/2008)

9.     “Lateral Position” is an equivalent position in job description and salary. 

10.  “Extra Duty Assignments” - An educator who is hired to coach athletics,   
  help with clubs, other extra-curricular duties, or additional assignments is a   
  temporary educator who has no expectation of continued employment   
  as a coach or in the extra-curricular position beyond     
 t he immediate school year or contract term.   A person may be released from  
  a coaching or extra- curricular position at the discretion of the building   
  administrator.  (amended 5/2008)
 

Article IV.    Employment

1.  Individual Contract

  An educator who becomes employed by the CSD agrees to perform edu  
  cational services during the number of days and at the times designated in   
  the individual contract. 

2.  Initial Employment 
 1.  The signed and dated Letter of Intent will serve as the official hiring   
   date. (amended 5/2007)
 2.  This dated and signed Letter of Intent will establish the educator’s   
   seniority position in the CSD. 
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 3.  By September 1st of the current school year, the newly employed   
   educator will furnish a valid Utah teaching license, appropriate to   
   the teaching assignment, to the CSD.  Failure to present a valid  
   Utah license by the specified date will render the individual’scontract   
   void. The district has the discretion to extend the September1st date.   
   (added 5/2007)
 4.  The date of employment is the day the educator begins work.

3.  Continual Employment

  CSD employees may expect continued employment upon signing the letter   
  of intent. 

Article V.    Remuneration
 
1.  Method of Payment:  Salary will be paid through 
  direct deposit.
 
2.  Daily, Hourly and Uniform Rates 
 1.  An educator employed by the CSD will be paid according to the   
   educator’s placement on the CSD salary schedule (see Appendix A).  
   A note on the Schedule will reflect the increases provided by    
   legislative  salary adjustment. (UC:53F-2-405)  (amended 5/2008)  
 2.  An educator’s daily rate will be computed as the amount equal to the   
   ratio of the annual base salary to the contracted school days. 
 3.  The hourly rate will not apply when programs are dependent upon   
   certain funds not allocated by the State of Utah, such as recreational   
   programs.
 4.  An educator who chooses to participate in supervision of 
   extra-curricu lar activities will be paid a uniform rate. (amended   
   5/2007)
 5.  When school is closed because of disease and/or an act of nature,
      the  educator will be paid for the full time period the school is
   closed, at the  educator’s contracted salary rate, provided the 
   educator makes up  the time lost without extra remuneration. 
 6.  An educator whose contract is terminated prior to the completion
     of  the current school year will receive all balance of monies earned
    to  the date of dismissal on the following pay period.
 7.       A career licensed educator, who enters or returns to employment   
       with  the CSD with former documented years of employment, will   
         be given  the appropriate level to a maximum of  17 levels.
 8.  A retired licensed educator, who enters or returns to employment  
        with  the CSD with former documented years of employment, will 
   be placed  on the appropriate level to a maximum of level 4.
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3.  Fringe Benefits
 1.  In addition to a salary, full-time educators will receive the following   
   fringe benefits:
   a.  Health Insurance.
   b.  Sick Leave Bank (see district policy)
   c.  Short-Term disability insurance (employee’s option)
   d.  Long term disability insurance . 
   e.  Term life insurance: For educator and dependents participat-  
     ing in the group health insurance plan, the total cost will be   
     paid by the CSD ($25,000 for the educator, $2,000 for the   
     spouse, $2,000 for dependent children to age 25 or marriage   
     of the dependent children). 
 2.  An educator who works a half-time or greater teaching contract is   
   eligible to participate in the Utah State Retirement System as provided  
   by law. (amended 6/2011)
 3.  A part-time educator who works a half-time or greater teaching   
   contract may receive insurance coverage as follows:  CSD will   
          pay the  insurance premium in proportion to the educator’s FTE if   
   the educator will pay the remaining balance of the premium.  The   
   educator may decline participation in the insurance program if he/  
         she chooses not to pay their portion of the premium. (amended 6/2011)
 4.  Part-time educators are not eligible for the waiver of insurance   
          benefit.  (added 6/2011) 
 5.  Educators are responsible for notifying the payroll office of coverage   
   changes. An educator who fails to notify the district of    
  a  change of dependents resulting in a decreased premium will be   
   required to reimburse the district for any excess premiums.

4.  Educational Pay Level Advancement
 1.  An educator who intends to advance levels on the salary schedule   
          must  file in writing with the Superintendent’s office.
 2.  The educator must document the credits for advancement by submit-  
   ting an official transcript from an accredited higher education    
   institution.
 3.  B.S. Degree plus 20:  Credits earned post bachelor’s degree, that do   
       not  count towards the bachelor’s degree but are related to education,   
       will  count for advancement of one level on the salary schedule.
 4.  M.S. Degree plus 30:  Credits earned concurrently or post master’s   
   degree that do not count towards the master’s degree will count for   
   advancement of four levels on the salary schedule past the M.S.   
   Degree level.
 5.  M.S. Degree plus 60:  Credits earned concurrently or post master’s   
   degree that do not count towards the master’s degree will count for ad-  
         vancement on the salary schedule past the M.S. Degree plus 30 level.
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 6.  If approved, advancement will take effect in the pay period 
   following t he month in which approval was given.

5.  CCEA Payroll Deductions

   A CCEA member may give CSD written authorization to deduct 
   a portion  of the educator’s salary to pay membership dues to CCEA,   
   and related associations. CSD will deduct the dues in equal monthly   
   amounts and make payment to the CCEA.

Article VI.    Summer Programs

1.  The CSD will implement summer programs based on the 
  educational  needs, money available, and availability of licensed   
  educators. 

 1.  Whenever possible, all available summer school positions will be 
   posted  prior to the ending of the current school year.
 2.  An educator currently employed and who plans to return to the CSD   
   the following year will have preference for summer positions.
 3.  An educator’s seniority in the CSD will be considered when filling   
   summer school positions; consideration will also be given to an   
   educator’s area of expertise, experience, and major and/or minor   
   field of study. 
 4.  Educators will be employed on a rotation basis whenever possible.

Article VII.    Early Retirement
1.  Any career licensed educator who 1) has worked a minimum 
  of twenty (20)  years in the CSD with at least ten (10) of those years   
  immediately preceding  retirement; and 2) meets the eligibility 
  requirements for and will be receiving Utah State Retirement System Bene  
  fits within ninety (90) calendar days following retirement, may apply   
  on a non-discriminatory basis for the voluntary retirement benefits listed   
  in this policy, provided that any  Early Retirement benefits will terminate   
  once the retiree  becomes eligible  for Medicare insurance coverage: 
2.  Early Retirement Incentive Contribution:  Retirees will receive an early 
 r etirement incentive equal to twenty five percent (25%) of their highest   
  annual base district salary per year for six (6) consecutive years.  The   
  incentive will be prorated on a  monthly basis until the end of the six year   
  period or until the  retiree becomes eligible for Medicare, whichever 
  occur first.  
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3.  Eligible Retirees may choose one of the following payment options 
  (amended 5/2008):

 1.  Contributions made to the district’s Special Pay 403(b) plan.
 2.  Contributions made to the district’s Medical Expense Reimbursement   
   Plan (HRA).
 3.  Eligible retirees who have at least twenty-five (25) but fewer than   
           thirty  (30) years of service credit in the Utah Retiremen System may   
   voluntarily authorize CSD to purchase additional service credit 
   for them, as allowed by URS policy, by applying some or all of their   
   eligible incentive payment on a one-time, lump sum basis.  Any   
   remaining balance will be contributed to either the Special Pay 403(b)   
   or Medical Expense  Reimbursement plan.

4.  An educator who desires to retire early must file an application    
  with the  CSD at least two months prior to the employee’s termination date. 

5.  All early retirement benefits will terminate on the last day of the month   
  following the death of the retiree. 

6.  Except as approved by the CSD Board of Education, due to special   
     cir cumstances, any educator who has been placed on probation    
  or notified  of suspension or termination of contract in the year of    
  application for  early retirement is not eligible for the Early 
   Retirement   Incentive Program. (amended 5/2008)

7.  An educator must teach half-time or more, or be employed in a    
  position  that normally requires an average of 20 hours or more 
  per week, on a  permanent basis to receive service credit toward    
  eligibility for this benefit. 

8.  This policy does not apply to any employee hired or rehired after 
  January 1, 2007. (amended 5/2008)

9.  All Early Retirement Benefits begin following the termination of    
      the  contract benefit package.

Article VII.   -  A Early Retirement Incentive Program                          
      - Phase Out 
  Educators with 20 years or more of CSD service credit following the   
  2008-2009 school year may elect to participate in either the Early 
  Retirement Incentive Program (Article VII) or the Early Retirement   
  Incentive – Phase Out plan (article VII.A). 
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1.  Any career licensed educator who 1) has worked a minimum of twenty   
  (20) years in the CSD with at least ten (10) years immediately preceding   
  retirement; and 2) meets the eligibility requirements for and will be 
  receiving Utah State Retirement System Benefits within ninety (90) 
  calendar days following retirement, may apply on a non-discriminatory   
  basis for the voluntary retirement benefits listed in this policy, provided that   
  any Early Retirement benefits will  terminate once the retiree becomes   
  eligible for Medicare.
 
2.  Early Retirement Incentive Contribution (20/20/20):  Retirees will    
  receive an early retirement incentive equal to twenty percent 
  (20%) of  their highest annual base salary per year for three (3)    
  consecutive  years.  The incentive will be prorated on a monthly 
  basis until the  end of the three year period or until the retiree be   
        comes  eligible for  Medicare, whichever occurs first.  

3.  Eligible Retirees may choose one of the following payment options   
  (amended 5/2008):
  1.  Contributions made to the district’s Special Pay 403(b) plan.
  2.  Contributions made to the district’s Medical Expense 
    Reimbursement Plan (HRA  
  3.  Eligible retirees who have at least twenty-five (25) but fewer than   
    thirty (30) years of service credit in the Utah Retirement System   
    may voluntarily authorize CSD to purchase additional service   
    credit for them, as allowed by URS policy, by applying some   
    or all of their eligible incentive payment on a one-time lump   
    sum basis.  Any remaining balance will be contributed to either the  
    Special Pay 403(b) or Medical Expense Reimbursement plan.
4.  Post-Retirement Health Insurance (amended 5/2008):  The CSD will con  
  tribute on behalf of the retiree the same amount as it  would cost to   
  provide insurance coverage through the district’s group insurance plan   
  for an active employee and spouse (ifapplicable)  at the plan rates in effect at  
  the time of the retiree’s  retirement for a  maximum of four (4) years or until   
  the retiree is  eligible for Medicare,  whichever occurs     
  first.  Contributions will be made to either the district’s Special Pay 403(b)   
  plan or Medica  Expense Reimbursement plan depending on which option   
       was  chosen for the  20/20/20 Early Retirement Incentive benefit.

5.  An educator who desires to retire early must file an application with the   
  CSD at least two months prior to the employee’s termination date. 

6.  All early retirement benefits will terminate on the last day of the month   
  following the death of the retiree.
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7.  Except as approved by the CSD Board of Education, due to special 
  circumstances, any educator who has been placed on probation or notified   
  of suspension or termination of contract in the year of application for early   
  retirement is not eligible for the Early Retirement Incentive Program. 
  (amended 5/2008)
8.  An educator must teach half-time or more, or be employed in a position   
  that normally requires an average of 20 hours or more per week, on a   
  permanent basis to receive service credit toward eligibility for this  benefit.

9.  All Early Retirement Benefits begin following the termination of    
     the  contract benefit package.

Article VIII.    Educator’s Responsibilities
1.  Classroom Discipline

  The CSD endeavors to provide services, counselors, psychologists, and   
  other specific personnel to deal with severe behavioral problems. Through   
  its administrators, the CSD will  support an educator in the reasonable use of  
  authority in  disciplining  students.  

2.  All educators will take part in professionally related activities such as all   
  faculty meetings, all days of parent/teacher conferences, and all required   
  inservice.  (added 6/2012)

3.  Lunch Period 
  1.  An educator is entitled to an uninterrupted daily lunch of not less   
         than  thirty (30) minutes. During this time no educational, non-
   educational,  professional, or nonprofessional tasks will be required  
   to be performed  by an educator; however, according to State law,   
   a professional  educator must protect students from any known   
   condition detrimental to that student’s physical health, mental    
   health, safety or learning. (amended 6/2011)
 2.  The principal or designee will determine whether student safety is   
          being  compromised.  (added 6/2011)
 3.  An educator may leave the building during lunch.

4.  Preparation Time

 1.  An educator will receive preparation time for the purpose of  
   preparing curriculum.  Faculty meetings, in-service, workshops,   
   PLCs, IEPs, etc. cannot be held during this time unless initiated by   
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   the educator. 
 2.  An elementary educator will receive at least 120 minutes of     
   preparation time per 5 day work week.
 3.  All preparation time is contract time. (added 6/2012)

5.       School Days

 1.  School days refer to instructional days and days used for 
   educational conferences, conventions, workshops, or institutes. 
 2.  Pursuant to UTAdminC R277-419-4.1a, 180 days and 990 hours   
   of instructional time must be realized.  The minimum school day   
   is four hours R277-419-2.31. (amended 4/2009)
 3.  School days will not occur on Saturdays, Sundays, or CSD 
   designated holidays.  
 4.  Educators shall be at school at least one-half hour before school   
   begins and shall remain at school at least one-half hour after    
   school is dismissed.
 5.  The building principal shall determine, with Board approval, the   
   length of the work day for the employees under his/her immediate   
   supervision. (added 4/9/2018)

6.  Substitutes for Educators

  When it is necessary for an educator to be absent, it is the  responsibility of  
 t he educator to arrange for a substitute teacher through the District’s Sub
  stitute Management System. The  educator will provide lesson plans and   
  pertinent classroom  information. 

7.  Supervision by Educators
 1.  An educator will assist administrators in maintaining student    
   behavior throughout the buildings, grounds, and any other    
   area where students are under the jurisdiction of the CSD.
   a.  An administrator will assign necessary supervision in an    
    equitable manner.  No educator will carry an     
    excessive burden of responsibility in this regard.
  b.  An educator may sponsor and will assist with co-curriclar   
    activities under the supervision of the school’s administrator.
  c.  An educator may volunteer to supervise extra-curricular    
    activities. An educator who chooses to supervise these   
    activities will be paid the uniform rate. These activities include:
     i.  After school athletic events.
     ii.  Other after-school activities accepting gate receipts   
       for which supervision is required.
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     2.  An educator will not be required to supervise student 
   spectator buses.

8.  Communication as to Public Concern/Complaint
 
  As a professional courtesy, administrators and educators will refer    
     all  noncriminal public concerns and complaints to the lowest appropriate 
 l evel for a conference prior to addressing a concern or complaint at the   
  administrative level. Please refer to Article XXI. (amended 5/2008

 1.  Grading
  a.  Teachers are responsible to post grades to the Student Information   
    System by the end of the third work day following the last day   
    of the quarter with the exception of the last quarter.  Grades are   
    expected to be posted before the last contract day of school year.

Article IX.    Nontraditional Employment

1.  Job Sharing

 1.      Two certificated educators in the same subject area and/or grade level   
       may  share one full-time position.  (amended 5/2008)
 2.      At least one of the certificated educators must have one or more years   
  of  successful teaching experience in CSD.
 3.      An applicant for a job sharing position must be a current employee of   
    the  Carbon School District. (amended 4/2010)
 4.      Teachers desiring to job share will be required to find a current, 
              certificated  teacher in the district with whom to share the position.  
              If a current  employee cannot be found, the district will advertise for a   
              part-time  position. (amended 4/2010)
 5.      Job sharing is only approved for a single contract year and must be 
             financially feasible for the district.  A new or established job share team   
               must submit a plan to the principal by   February 1st, approved by the 
               principal by February 15th and the appropriate area administrator by 
        February 20th (amended 6/2015)
 6  If two certificated educators from two different schools propose a plan   
      to j ob share at one of the schools, approval must be obtained from the 
   principal where the job sharing will take place, as well as from the area  
   administrator.  (amended 5/2008)
 7.  Each job sharing educator will be required to work one-half (1/2) of the  
   time of a regular teaching contract.
 8.  Job sharing educators are required to attend meetings and conferences   
    as  determined by the principal without additional compensation.
 9.  Subject to the approval of the principal, certificated educators in a job 
   sharing position may substitute for each other at substitute wages.
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 10.  In the event that one of the job sharing educators resigns or retires, the   
                other  job sharing educator will assume the full job responsibility and   
   be paid the  full-time contract rate.
 11.  Job sharing educators qualify for full quality teaching pay according to   
   district guidelines. Movement on the salary schedule will be according   
   to district guidelines. (amended 5/2008)
 12.  Job sharing educators are subject to all CSD policies, procedures and
    assignments as other certificated educators.
 13.  Job sharing educators will each receive five (5) sick leave days and .5   
         health  coverage. (amended 4/2010) After the 2011-2012 school year,   
   job sharing  educators will not be eligible for the waiver of insurance   
         benefit.  (Added 6/2011)
 14.  Job sharing educators may receive insurance coverage proportionate to   
   their FTE if they pay the remaining balance of the premium.  The   
   educator  may decline participation in the insurance program if they   
   choose not to pay  their portion of the premium. 
 15.  Job sharing educators are not eligible for the waiver of insurance 
         benefit.  (added 6/2011)

1. Preparation Time Payment

 1.  Carbon School District (CSD) recognizes the importance of 
   providing teachers time to prepare for their instruction.  CSD provides   
   time within the teacher’s contract day for preparation purposes.  It   
   is the intent of CSD that teachers use their preparation time for 
   preparation purposes.  However, there occasionally exists a situation   
   that necessitates a teacher foregoing this preparation time within the   
   contract day and instead being paid for that additional instruction time. 
 
 2.  CSD may choose to enter into an agreement to pay a teacher to use   
   preparation time for the following purposes:
  a.  Class size reduction
  b.  Increase class offerings
  c.  Mentoring/coaching of other teachers
  d.  Cost savings to the school and/or district in salary and benefits
  e.  Emergency due to a teacher separating employment from the   
    district at a time when hiring a new teacher is unlikely such as   
    mid-year or right before school starts
 
 3.  It is expected that a teacher who sells preparation time will compensate  
   by preparing for their instruction outside of contract time as instruct-  
   ional preparation will remain a key responsibility.
 
 4.  If CSD pays a teacher for their preparation period, in order to allow the  
   teacher to teach an additional period, it is expected that the class   
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   enrollment will be such that it justifies the purchase of prep-time.  
 
 5.  The following procedure will be followed when a principal perceives   
   the need to pay for a teacher’s preparation period:
  a.  The principal or designee will complete a Prep-Time Payment   
    Request Form consisting of background information, funding   
    source, and the reason for the request
  b.  The superintendent or designee must sign the form indicating that   
    the criteria for prep-time payment is met
  c.  The business administrator or designee must sign the form 
    indicating there are sufficient funds to pay the teacher 
  d.  The principal will provide notice to all teachers in the school re  
    garding the opportunity for prep-time payment along with the   
    necessary qualifications
  e.  Interested teachers who qualify to meet the need will apply at 
    the school
  f.  School level administration will select a teacher for prep-time   
    payment and communicate their selection to the faculty
 
 6.      Payment for preparation time will be calculated at 10% of the daily rate   
        of pay for the individual selected for prep-time payment.  All prep-time   
        payment situations will be so calculated regardless of circumstances   
             such as  concurrent enrollment or different funding sources.
 
 7.      All prep-time payment agreements are terminated at the conclusion of   
              each school year and will not be allowed to carry over from year   
              to year without going through the process outlined above.

Article X.    Leave

1.  Family and Medical Leave - 

  Pursuant to Federal Law - Family and  Medical Leave Act of 1993, et.sec,   
  the CSD Family and Medical Leave policy conforms with the Family   
  and Medical Leave Act, 29 USC  2601.  This law entitles eligible    
  employees to receive up health condition is defined as requiring    
  inpatient care in a hospital or  residential facility, or continuing treatment   
  from a health care provider. Eligible educators shall continue to receive   
  medical insurance  benefits, provided the educator was entitled to medical   
  insurance bene fits prior to the commencement of FMLA leave.  At the   
  end of  the leave  period, the educator will be reinstated to his or her   
  previous,  or an equivalent position.  CSD shall authorize up to twelve   
  weeks of  unpaid leave each school year (July 1st to June 30th) to educators   
  for any of the following reasons:



16

 1.  Birth of a child.
 2.  Placement of a child with the educator for adoption or foster care.
 3.  A serious health condition of the educator.
 4.  Care of a spouse, dependent child or parent of the educator with a   
   serious medical condition.
 5.  Military Service
   To be eligible for twelve weeks of family and medical leave, the   
   educator must have been employed by the District for at least    
   12 months, and worked a minimum of 1250 compensable hours   
   during the 12 month period immediately preceding the com-   
   mencement of leave.  Educators, or an appropriate representative,   
   shall submit a request for FMLA leave 30 days in advance when   
   the need for leave is foreseeable, or as soon as possible in    
   emergencies. While on FMLA, the employee must use accrued   
   leave, but will be allowed to retain up to 10 accrued leave days   
   for use after the FMLA leave has been exhausted.(amended 6/2016)

2.  Bereavement Leave
 1.  An educator is entitled to bereavement leave without loss of salary.
 2.  A death in the educator’s or spouse’s immediate family entitles the   
   educator up to five days of bereavement leave. 
 3.  Immediate family includes:
  a.  Spouse.
  b.  Parents, siblings, children, children-in-law, grandchildren,   
    mother-in-law, father-in-law or persons who have assumed 
    these roles.
  c.  Other persons for whom the educator has assumed responsibility.
 4.  An educator is entitled to one day of bereavement leave for the   
         funeral  services and two days, if necessary, for travel for the death of   
   brothers- in-law, sisters-in-law, grandparents, aunts, uncles,    
   nephews, nieces, or  to serve as a pallbearer.
 
3.  Association Leave

 1.  As used in this policy, “association leave” means leave from the   
   educator’s regular school responsibilities granted for that educator   
   to spend time for association or union duties.
 2.  The CCEA shall be allowed up to ten (10) days of paid association   
   leave per school year.  In order for the leave to be paid from 
   district funds, the leave must meet the following requirements:
  a.  The CCEA member must apply for such leave in writing to   
    the superintendent of schools and must document the purpose   
    of the leave and how it will benefit education within the    
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    district.
  b.  The superintendent must review the request and approve the   
    leave in writing.
  c.  Paid leave may only be used for those activities which will   
    directly benefit education within the district.
  d.  Paid leave may not be used for conducting political activity,   
    including actively campaigning for candidates for public    
    office in partisan and nonpartisan elections; and fundraising   
    for political organizations, political parties, or candidates.
 3.  The CCEA shall reimburse the school district for the cost of paid   
   association leave for activities that do not provide a direct    
   benefit to education within the school district.  This shall include   
   the salary and benefits of the CCEA member taking the leave and   
   the cost of the substitute for that teacher. 
 4.  The District considers the following activities to be of benefit to   
   education in the district and will provide paid leave for these    
   activities when they are scheduled during school days.  These days   
   will not be included in the ten (10) days mentioned above:
  a.  Bargaining meetings
  b.  Grievance meetings
  c.  Joint CCEA and CSD meetings
 5.  CCEA members will complete an association leave report when   
   using association leave.  The report will be used by the district to   
   document the costs of association leave as required under   
   UC 53G-11-206.4.
 6.  Any willful violation of section UC 53G-11-206.4 or any willful   
   violation of this section of the personnel policy may be used for   
   disciplinary action under UC 53G-11-513.
 
4.  Leave of Absence
 1.     A career licensed educator may apply for a Leave of Absence    
        without  salary for the following:
  a.  Compulsory military service
  b. I llness/disability
  c.  Mental fatigue
  d.  Educational study
  e.  Temporary transfer of a spouse
  f.  Child care of a dependent minor
  g.       Other
 2.      Leave of Absence - Current Year
  a.  A career licensed educator requesting a leave of absence for   
       the  remainder of the current school year must apply in writing   
     to  the CSD for such leave.
  b.  The educator’s insurance benefits will continue as provided   
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    under FMLA if the educator’s leave is granted because of illness   
    or disability.
  c.  When an educator requests leave for any other reason, the 
           educa tor’s insurance may continue only if the educator has 
    completed  one-half of the current contract year and the educator   
    agrees to share the cost of the insurance equally with the CSD.
 3.      Leave of Absence - Subsequent Year
  a.  An educator requesting a leave of absence for the subsequent   
    school year must apply for such leave in writing to the CSD prior   
    to February 10th of the current school year.  (amended 6/2015) 
  b.  The educator’s benefits will not be in effect while the educator is   
    on the leave of absence.
  c.  The educator may be eligible for COBRA insurance coverage   
    which can be carried at the educator’s expense.
 4.      Returning to Employment from a Leave of Absence
  a.  An educator, who requests a Leave of Absence and plans to return   
       the  following contract year must notify the CSD by February  10th  
    of the current school year. (amended 6/2015)
  b.  The CSD will return the educator to a comparable position. The   
    educator’s previous salary will resume unless the educator would   
    have otherwise been dismissed under a Reduction in Force   
    procedure.
  c.  A returning educator who fails to notify the CSD by February    
    10th does not bind CSD to re-employ the educator.  
    (amended 6/2015)

5.  Professional Leave
   The principal may grant an educator professional leave as it may   
   benefit the educator, students, or an educational program of the CSD.    
   (amended 5/2008)
6.   Sabbatical Leave
 1.  The superintendent may recommend and grant a sabbatical leave   
  f or professional growth and improvement.  A sabbatical leave will   
   be considered only for reasons of additional academic study    
   or training that will benefit the CSD programs.
 2.  Two educators may be granted sabbatical leave per year.
 3.  When more than two educators apply for a sabbatical leave, the   
   CSD and CCEA will recommend a priority ranking of applicants.   
   Value to the CSD being equal, preference will be given to the two   
   educators with the longest period of uninterrupted service    
   in the CSD who have not had a prior sabbatical leave.
 4.  The educator must have completed at least six consecutive full   
   school years as an active educator in the CSD and be teaching    
   full-time when the application is initiated.
 5.  The educator’s request must be in writing and received by the    
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   superintendent no later than February 1st of the school year    
   proceeding the year for which the sabbatical is being requested.
 6.  The educator will be notified by March 15th if the sabbatical leave   
   is granted.
 7.  The educator agrees to notify the superintendent for approval of   
   any projected changes in the educator’s plan for professional    
   improvement.
 8.  The educator will be included in the CSD health insurance, life   
   insurance, and retirement programs during the sabbatical leave.
 9.  The educator will retain all retirement benefits for which he/she is   
   eligible under the provisions of the Utah Retirement Systems.
 10.  The educator will agree in writing to return to employment with   
   the CSD for two full years following the sabbatical leave.    
  In  the event that the educator does not return to the CSD, all monies   
   paid to the educator during the sabbatical leave will be refunded   
   to the CSD. If necessary, the CSD may bring suit against the    
   educator to collect any deficiency and attorney fees.
 11.  No educator will be granted a sabbatical leave more than once   
   every seven (7) years.
 12.  An educator on sabbatical leave will not be entitled to the 
   accumulation of sick days.
 13.  The educator, upon return, will be reinstated without loss of salary   
   or seniority and will resume the normal advancement of salary   
   levels from the level the educator was on before the sabbatical was   
          taken.
 14.  There will be no accumulation of leave during sabbatical leave.    
   (amended 6/2013)
 15.  Part-time educators are not eligible for sabbatical leave.
 16.  Educators approved for sabbatical leave will be paid 50% of their   
   previous year’s contract salary. (added 4/2010) 
7.  Service Leave

  1.  An educator will be eligible for military leave, jury duty leave, and  
    public office leave pursuant to state and federal laws.
 
8.  Annual Leave

 1.  An educator’s annual leave allowance will be ten (10) days at full   
   pay.  Early student release days paid as a full contract day will be   
   charged a full day for absences.
 2.  A newly hired educator’s allowance for annual leave will become   
   operative when the educator reports to work. (amended 6/2012)
 3.  Annual leave for an educator whose employment is subsequent to   
   the beginning of the school year and an educator whose contract   
   is terminated for any reason prior to the expiration of the current   
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   year will be prorated according to the ratio of days of service    
   during the contract year.
 4.  Annual leave is not intended to be used for extended vacations   
   during the school year.  If the educator requests more than three   
   consecutive school days, prior approval by supervisor must be 
   obtained.  If the absence is due to medical reasons, the supervisor   
   must be notified and medical verification provided. 
   (amended 6/2015)
   a.  An educator may appeal a principal’s decision to the 
     district Human Resources Director.  (added 6/2015)
 5.  Annual leave should not be used in excess during the end of year   
   testing window.
 6.  An educator who participates in four or more weeks of full-time   
   summer employment will receive one additional day of sick leave.
 7.  All educators eligible for annual leave may accumulate any 
   number of leave days.  However, any accumulated days; hereafter   
   referred to sick days, can only be used for medical purposes    
   and not for personal leave. (amended 6/2012)
 8.  An educator employed by the CSD is entitled to the sick leave   
   benefits hereinafter stated for personal illness or serious illness in   
   the educator’s immediate family:  
  a.  Spouse
  b.  Children 
  c.  Parents
  d.  Any person who may have assumed the roles indicated in “b”   
    and “c.”
 9.   Educators will be compensated for unused sick leave as per the   
   following schedule (value of accumulated sick leave is based on   
   the educator’s base salary daily rate):
   a.  Educators terminating with less than 40 days will receive   
     6% of the daily rate value of all accumulated sick leave days.
   b.  Educators terminating with 40-79 days will receive 8% of   
           the  daily rate value of all accumulated sick leave days.
   c.  Educators terminating with 80-119 days will receive 10%   
     of the daily rate value of all accumulated sick leave days.
   d.  Educators terminating with 120 or more days will 
     receive 15% of the daily rate value of all accumulated 
     sick leave  days.  (amended 5/2008)
 10.  At the option of the educator, the payment of unused sick leave   
   over 140 days may be paid annually or at the educator’s retirement.
 11.  Upon the death of an educator, the educator’s heirs will be entitled   
   to receive payment for the educator’s unused sick leave based on   
   the calculation above. (amended 5/2008)
 12.  A part-time educator will receive sick leave proportionately based   
   on a full-time equivalency.  The CSD will provide CCEA with an   
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   annual report of its members’ accrued sick leave, upon request.
 13.  The educator must receive approval from the principal to take    
   leave in conjunction with a holiday. The educator’s principal will   
   determine if the leave will adversely affect the school’s program.   
   This leave must be applied for at least 24 hours before the educator is   
   absent, except in an emergency. (amended 6/2012) 
 
9.  Sick Leave Bank 
 1.  See Board Policy DDF Sick Leave Bank
 

 2.  Unpaid Leave
  1.  Educators who have used all of their available annual leave, and   
    do not qualify for the Family and Medical Leave Act (FMLA)   
    or any other district provided leave, or have not received any   
          days  from the Sick Leave Bank, may receive two (2) days   
    of unpaid leave.  Five (5) additional unpaid days will be allowed   
    with penalties.  The educator will be charged penalties for all days   
    beyond the second unpaid leave day as follows:
   a.  One day of salary for each unpaid day he/she uses
   b.  Substitute teacher cost for each day he/she uses
   c.  Cost of insurance for each day he/she uses
  2.  If any additional unpaid days occur during the same school year,   
    the orderly termination policy may be followed (Article    
    XII – Orderly School Termination for Educators states that an   
    educator may be terminated for abuse of the sick leave policy).
  3.  Unpaid days may not be used two consecutive years without 
    orderly termination. (added 4/2009)
  4.  With proper medical documentation the educator may appeal   
    to the Human Resources Director to waive the orderly termination   
    procedure.  (added 6/2015)

Article XI.    Assignments and Transfers 
1.  Assignments (amended 6/2015)

 1.  An educator is assigned by the CSD to a position that best meets   
   the instructional needs of the CSD and its students.  Transfers are   
   made to maintain a proper balance of experience and expertise   
   within the CSD.  
 2.  Letters of Intent will be sent to career educators by February 1st   
   and will be returned to the school district by February 10th.
 3.  Provisional letters of intent will be sent prior to March 15th.
 4.  Educators who notify the district by February 10th, in writing of   
   their intent to leave employment with CSD, will receive a $500   
   incentive from the district on their final paycheck.  
 5.  Educator assignments within an elementary school will be 
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   completed by the principal by February 20th.  Further changes   
   may be made by the principal if the teaching staff subsequently   
   changes.
 6.  An elementary educator may not be reassigned within the school   
   by the principal more than once in three years unless agreed    
         upon  by the educator or student population changes require grade   
   realignment.  This does not preclude the educator from requesting   
   an assignment during that time period.
 7.  Career educators who desire a transfer must submit a request by   
   March 5th on the approved district form.
 8.  The CSD will identify and advertise all vacancies as soon as 
   possible.  A list of all vacancies, together with the required 
   endorsements and skill requirements, will be compiled and posted   
   by the CSD in each school, district office, district website, district   
   email, local newspaper and sent to the president of the CCEA.
 
2.  Voluntary Transfers of Lateral Positions (amended 6/2015)

 1.  Voluntary transfers will be honored prior to opening positions to   
   outside applicants.  Voluntary transfers will not be accepted during   
   the school year. Positions that become vacant and are filled during   
   the school year will be opened for transfer after February 10th. 
 2.  Voluntary transfers are available to career educators not on 
   probation or an improvement plan who hold an appropriate license   
   for any of the identified and advertised positions and will not be   
   granted during the school year.
 3 . A career educator will be notified of the transfer decision within   
   five (5) days after the interviews for the open position have been held.
 4.  Career educators who desire any transfer must submit a request by   
   March 5th on the approved district form.
  a.  Open positions will be filled using the transfer request pool   
    through the interview process if more than one qualified    
    educator applies for that position.
  b.  Educators who do not request a transfer by March 5th may   
    apply for any openings they may desire after the initial 
    transfer process has been completed. These educators will be   
    granted an interview along with other applicants.
  c.  Requests for voluntary transfers for the upcoming school year   
    will not be accepted after March 5th.  
 5.      A career educator will be notified of the transfer decision within    
       five  (5) days after the interviews for the open position have 
   been held.
 6.      A qualified educator on special assignment is able to request 
        transfer to  a classroom position.
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3.  Involuntary Transfer (amended 5/2007)

 1.  The CSD may transfer educators when, in the judgment of the   
   CSD, the transfer will benefit the educator, the school, the students,   
   and/or the instructional needs of the CSD. Transfers may also occur   
   when there is a reduction in force, for staff balance, or when it is in the   
   best interest of the district.
 2.  Whenever possible, the superintendent will notify the educator   
   being transferred before the end of the current school year.
 3.  Extra-curricular assignments in the CSD may be a determining   
   factor in transfer decisions.
 

Article XII. Orderly School Termination or Educators 
1.  Termination 
 1.     Dismissal or termination - an educator shall be deemed discharged   
        upon occurrence of any of the following events:
  a.  Termination of the status of employment of an educator.
  b.  Failure to renew the employment contract of a career educator.
  c.  Reduction in salary of an educator not generally applied to   
    all educators of the same category employed by the school   
    district during the educator’s contract term. 
  d.  Change of assignment of an educator with an accompanying   
    reduction in pay unless the change of assignment and salary   
    reduction are agreed to in writing.
 2.  Causes for Dismissal or Non-Renewal - Any educator may be 
   suspended or discharged during a contract term for any of the 
   following:

Date  Summary of intent to return/not return and final evaluation dates

February 1st Letter of Intent delivered to career educators

February 10th Letter of Intent due date: Non-returning educators, including retirees,  
  must notify the district by this date in order to receive $500 separation  
  payment
February 20th Initial career educator assignment finalized by principals in 
  Elementary schools
By the 1st Monday 
Following March 1st Provisional educator’s 2nd Formal Evaluation must be completed by  
  administration
March 5  All educator Intent to Transfer request due
   Letter of Intent or Non-offer sent to provisional educators
By March 25th  Letter of Intent for provisional teachers due
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  a. S erious unprofessional conduct not characteristic or befitting a   
    school district educator;
  b.  Violation of state or federal law, rule, or regulation reasonably   
    related to the employee’s job;
  c.  Egregious or intentional violation of Negotiated Agreement   
    or Board policy “DG” identified under the “Carbon School   
    District Employee Standards of Conduct”;
  d.  Commission or conviction, entering a plea of guilty, no contest, or   
    a plea to a felony or misdemeanor relatively related to employee’s   
         job;
  e.  Failure to report arrest within forty-eight (48) hours to the   
    Superintendent or designee under the following:
     i.  any matters involving arrests for alleged sex   
       offenses;
     ii.  any matters involving arrests for alleged drug-
       related offenses;
     iii.  any matters involving arrests for alleged alco  
       hol-related offenses;
     iv.  any matters involving arrests for alleged 
       offenses against a person as set forth in Utah   
       law (Title 76 chapter 5). The offenses include,   
       but are not limited to, assault, harassment, abuse,   
       neglect, exploitation, endangerment, kidnapping,   
       murder, trafficking, rape, sexually assault;
     v.  and for employees who drive motor vehicles as   
       an employment responsibility, any matters    
       relating to arrests for violations of the vehicle   
       code including, but not limited, to reckless    
       driving, etc.
  f.  Improper or unlawful physical contact/conduct deemed    
    harmful to a minor;
  g.  Theft of school property including use of district property   
    or personal gain, or willful damage to district property;
  h.  Unlawful discrimination/harassment of any individual    
    physically, mentally, or sexually;
  i.  Neglect of employment obligations, including but not    
    limited to, unauthorized or excessive absences or    
    tardiness;
  j.  The unlawful use or distribution of a controlled substance,   
    or prescription medication outside of the control of a medical   
    professional, or the consumption or influence of alcohol on school   
    property;  
  k.  Unlawful or fraudulent act related to employment 
    including falsification of employment related documents or verbal   
    misrepresentation of employment related information; Failure   
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    to meet a condition of employment duties and responsibilities   
      or  maintain certification or licensure required for job; Deficiencies   
          pointed out as a part of any appraisal or evaluation; Failure to
    maintain  effective working relationship, or to maintain good   
    rapport with parents, the community or colleagues; Conducting   
    personal business that interferes with educator’s duties;
  l.  Insubordination, which is defined as the failure to follow a clear   
    and reasonable directive, by administrative supervisor, specifically 
    related to  one’s educational duties, and within the confines of the   
    negotiated agreement, board policies and state law.
2.  Procedural Due Process
 1.  Notice that a career educator’s continued employment is in 
   question:  If a career educator’s continued employment is in 
   question, the district shall:
  a.  Notify the career educator at least thirty (30) days prior to   
    issuing a notice of intent not to renew the educator’s 
    contract, that continued employment is in question and the   
    reasons for anticipated non¬-renewal. (amended 6/2013)
  b.  Grant the career educator assistance to correct the 
    deficiencies, including informal conferences and the services   
    of school personnel within the CSD.  (amended 5/2008)
 2.  Notice of the intent not to renew the contract of a career 
    educator:  If the district intends not to renew the contract of 
    employment of a career educator who has received at least two   
    (2) unsatisfactory evaluations during the preceding three (3) years,  
    after giving notice that continued employment is in question, it   
          shall: 
  a.  Give notice that a contract of employment will not be offered   
    for the following school year to the individual.
  b. I ssue the notice at least (30 days) before the end of the
    contract term of the individual.
  c.  Serve the written notice by personal delivery or by certified   
    mail addressed to the individual’s last known address.
  d.  Show on the notice a date and state a clear and concise 
    reason(s) why the individual’s contract will not be renewed. 
  e.  Give notice of the individual’s right to appeal and the right   
    to hearing of the decision not to offer a contract for the    
    following school year. (amended 5/2008)
 3.  Notice of the intent not to offer a contract to a provisional 
   educator:  When the district intends not to renew the employment   
   of a provisional educator, it shall give notice at least 60 days 
   before the end of the provisional educator’s contract term that    
   the educator will not be offered a contract for a following term of   
   employment.  Provisional educators do not have an expectation   
   of continued employment, or the right to grieve, or the right to a   
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   hearing on the decision of non-renewal of employment. (amended   
   5/2008)
 4.  Expectation of continued employment in absence of notice
   (UC: 53G-11-513):
  a. I n the absence of appropriate notice, an educator is considered   
    employed for the next contract term with a salary based upon   
    the salary schedule applicable to the class of educators into   
    which the individual falls.  (amended 6/2007)
  b.  This provision does not preclude the dismissal of a career   
    educator during the contract term for cause.
 5.  Notice of the intent to terminate employment during the term of   
   contract (UC: 53G-11-513) - When the district intends to terminate   
   an educator’s contract during the contract term, the district shall: 
  a.  Give written notice of that intent to the educator. 
  b.  Serve notice by personal delivery or by certified mail 
    addressed to the individuals’ last known address.
  c.  Serve the notice at least thirty (30) days prior to the proposed   
    date of termination. (amended 4/2009)
  d.  State the date of termination and detailed reasons for 
    termination.
  e.  Give notice of the individual’s right to appeal the decision to   
    requested within fifteen (15) days after the notice was either   
    personally delivered or mailed to the individual’s most recent   
    address shown on the district’s personnel records.  The notice   
    shall state that failure of the educator to request a hearing,   
    with procedures set forth in the notice, constitutes a waiver of   
    that right and that the district may then proceed with    
    termination without further notice.  UC: 53G-11-513    
    (amended 4/2009)
 6.     Career educator’s right to an informal conference:
  a.  A notice of intention not to renew the contract of a career
    educator or of an intention to terminate the contract during its   
    term must advise the individual that he/she may request an   
    informal conference before the principal, immediate    
    supervisor or the superintendent. 
  b.  The educator’s request for an informal conference must be   
    made in writing and be delivered to the principal, immediate   
    supervisor, or superintendent’s office within fifteen (15) days   
    of receipt of the notice of intent not to renew or notice of    
    termination during the contract term. 
  c.  The informal conference will be held within ten (10) working   
    days unless an extension is agreed upon by both parties.  
  d.  The outcome of the informal conference shall be in writing.   
    (amended 6/2007)
 7.      Career educator’s right to a hearing: (amended 6/2007)
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  a. I f after the informal conference, the educator wishes a formal   
    hearing on the notice of termination, the educator must submit   
    a written request to the superintendent’s office for a hearing   
    within five (5) days of the receipt of the written outcome of   
    the informal hearing.
  b.  If the educator waives the informal conference, the educator   
    may submit a written request for a formal hearing to the    
    superintendent within fifteen (15) days of the receipt of the   
    notice of termination.
  c.  Upon receipt of a timely request for a formal hearing, the    
    superintendent will notify the CSB of the request.
  d.  The CSB shall send notice of the date, time and place to    
    all appropriate personnel.
  e.  If the educator does not request a formal hearing within    
    fifteen (15) days the educator shall have waived any rights   
    to a hearing.
 8.      Discretion to appoint a hearing examiner: (amended 6/2007)
  a.  If the CSB determines that the hearing shall be conducted by a   
    hearing examiner or board, it shall, within ten (10) days following   
    receipt of the request for a hearing, advise the superintendent   
    to serve as the hearing examiner or to appoint a board of three   
    district administrators.
  b.  In appointing a hearing examiner or hearing board, the CSB may   
    delegate its authority to the hearing officer or hearing board to   
    make findings and decisions relating to the employment of the   
    educator, which are binding upon both the educator and the   
    CSB. In the absence of an express delegation, the CSB retains   
    the right to make its own decision based on the factual findings of   
    the hearing officer.
 9.  Rights of the educator at a hearing:  At the hearing, the educator and   
   administration each have right to counsel, to produce witnesses, to hear  
   testimony, to cross-examine witnesses, and to examine documentary   
   evidence.
 10.  Board decision: (amended 6/2007)
  a.  Within fifteen (15) days after the hearing, the person or entity who  
    conducted the hearing, whether the hearing examiner, hearing   
    board, or the CSB, shall issue written findings and conclusions   
    deciding the matter. 
  b.  These findings shall be provided to the educator by certified/
    registered mail or personal delivery. 
 11.  Suspension during investigation: (amended 6/2007) 
  a.  The active service of an educator may be suspended with pay by 
   t he superintendent pending the outcome of an investigation of   
    accusations that the continued employment of the individual may   
    be harmful to students or to the district. 
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  b.  If suspension is imposed, written notice shall list specifically the   
    reasons for the suspension. 
  c.  The educator shall be provided written notice of the outcome of   
    the investigation, which may be included with written notice   
   of  termination of employment during the contract term or notice of   
    non-renewal of contract. (amended 5/2008)

Article XIII.    Reduction in Force

1.  The district may reduce the number of staff through a 
  reduction in  force due to one or more of the following:

  1.  Declining student enrollment in the district.
  2.  The discontinuance or substantial reduction of a particular service   
    or program.
  3.  The shortage of anticipated revenue after the budget has been   
    adopted.
  4.  School consolidation.
 
2.  No reduction in force shall take place without approval of the    
      CSB. Such approval will be documented in board minutes.

3.  CSD will not utilize a last-hired, first-fired layoff policy when 
  releasing  school district employees for a reduction in force.(added 6/2012)

4.  CSD will take into account the personnel needs of the district    
 by evaluating teacher to student ratios separately between     
secondary  and  elementary staff. (added 6/2012)
 
5.  CSD administrative staff will use a 20-point scale when 
  considering a  reduction in force (added 6/2012):

  1.  Carbon School District Instructional Employee Observation and   
    Evaluation Tool (weighting factor of 2 times the average 
    evaluation score of the most recent evaluation, up to 8.0 points).
  2.  Professionalism through recommendation of direct supervisor,   
    including but not limited to punctuality, collaboration, attendance,   
    respectful treatment of others, professional behavior, performing   
    educational duties, letters of discipline (up to 4.0 points).
  3.  Professional contributions, including but not limited to 
    endorsements, licenses, education, extra-curricular assignments,   
    leadership roles, highly qualified status, and other pertinent roles   
    (up to 4.0 points).
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  4.  Successful teaching experience (1-4 years experience, 1 point;   
    5-10 years, 2 points; 11-16, 3 points; 17 or more years, 4 points). 
 

6.  When a career educator is to be released under this provision,     
      the  CSD shall serve written notice upon the employee at least sixty (60)   
  days prior to the termination date. The notice shall indicate the reason(s)   
  for the action and will inform the educator of his/her right to request, within  
  ten (10) days of the receipt of the notice, an informal meeting    
  before the CSB or its designee.  Within twenty (20) days of receiving such   
  a request, the CSB shall notify the educator of the time and place   
  scheduled for the informal meeting, and the identity of the person who  
  will preside.  

7.    A career educator who has been released as a result of a 
  reduction in  force may apply for any or all vacancies and will    
  be given  consideration to fill those vacancies for which the    
  educator is  qualified.  However, there is no guarantee of 
  continued  employment. (amended  6/2012)

8.  An educator who returns to CSD will be reinstated at the educator’s   
  previous years of experience and salary level

 Article XIV.     Remediation and/or Probationary 
      Status: Corrective Strategies for 
      Career Educator
1.  An educator whose performance is inadequate or in need of improvement   
  will be provided a written document that contains only data previously   
  considered and documented with the educator that clearly identifies:

  1.  The educator’s deficiencies.
  2.  The available resources for improvement.
  3.  A recommended course of action designed to improve the   
    educator’s performance.
2.  The plan of assistance may not exceed 120 school days 
  (UCA 53G-11- 514 & 517 ). (added 6/2012)
 
3.  If upon a reevaluation of the educators performance, the district    
  determines the educator’s performance is satisfactory, and within a    
  three-year period after the initial documentation of unsatisfactory    
  performance for the same deficiency, the educator’s 
  performance is  determined to be unsatisfactory, the district may    
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  elect to not renew  or terminate the educator’s contract ( 53G-514-   
  3a). (amended 6/2012)

4.  The CSD shall provide the educator with reasonable assistance to 
  improve the educator’s performance.

5.  A mentor may be assigned by the educator’s immediate supervisor    
   or  principal. This mentor will not serve as an evaluator. 

Article XV.    Resignation of Contract

1.  An educator may resign the individual contract at any time.

2.  The educator who resigns after the signing of the current year’s 

  contract will be considered in violation of the master contract. 

3.  The CSD may retain from the educator’s reserved funds $500.00.
4.  When an educator does not have reserve funds, the CSD may bring   
  suit, if necessary, to collect the deficiency, court costs, and attorney fees.

Article XVI.    Provisional Educator

1.  A provisional educator is one who has not reached career, licensed    
  status in the CSD.

2 . A provisional educator is employed each year without the 
  expectation  of a position in the subsequent year. ( 53G-11-513)
 
3.  A provisional educator who meets all qualifications may become a    
  career licensed educator upon the receipt of the educator’s fourth    
  contract f ollowing three full consecutive years of at least half-time    
  employment within the CSD.
 
4.  CSD reserves the right to extend provisional status for up to an
   additional two years.  Employees receiving extended provisional    
         status  must be notified of that extension by the last day of school.
 
5.  CSD reserves the right to confer career license status to 
  experienced  educators prior to their fourth contract based upon    
  the recommendation  of the supervisor.
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6.  A provisional educator may be dismissed from contract without    
       due  process or cause at the end of the contract term in accordance    
  with UC:  53G-11-513-3a. 
 
7.  A provisional educator who is dismissed during the contract term    
       will  be given the same due process rights as a career educator. 
  (UC: 53G-11-513-5) 
 
8.  Mentor educator for provisional educators:
  1.  A provisional educator will be assigned a mentor by the immediate  
    supervisor or principal.
  2.  The provisional educator’s mentor will be a career, licensed 
    educator who performs substantially the same assignment.
  3.  The career licensed, mentor educator will assist the provisional   
    educator in becoming informed about the profession and school   
    system, but will not serve as an evaluator of the provisional   
    educator.

Article XVII.    Personnel File
 
1.  An educator’s personnel file subsequent to the educator’s initial   
        hiring  is available to the educator for inspection. The following    
        such items  may be retained in an educator’s personnel file:
  
  1.  Evaluations.
  2. T ranscripts.
  3.  Letters of recognition.
  4. P ost graduate credits.
  5.  Letters of reprimand.
  6.  Awards.
 
2.  Written documentation of disciplinary action and/or remediation    
  to be placed in an employee’s district personnel file will take    
  place only  after a fair investigation and/or evaluation by the 
  employee’s  direct supervisor. (added 6/2012)
 3.  As a professional courtesy to all employees, written disciplinary   
          and/ or remediation documentation that may be detrimental to an 
  employee’s career shall be viewed by the employee before it is    
        placed  in the employee’s district personnel file.  It is agreed that    
  supervisors will review this documentation with the employee    
        before  placing  it in the district personnel file. (added 6/2012)

4.  All documentation of a disciplinary and/or remediation matter will    



32

       be  signed by the employee with a postscript clearly stating 
  employee signature is in receipt only and does not signify any    
  agreement with the content.  It is understood that the educator    
  will have the opportunity  to receive a copy of this documentation,    
  and attach his/her letter of explanation or rebuttal to the 
  documentation.  This letter will then be attached to the district file    
  copy.  All materials shall be reviewed by the superintendent or    
  designee at district level. 
  (amended 6/2012)

5.  Failure of the educator to sign (in receipt only) will be considered    
  insubordination (Article XII. B. 2. b). (added 6/2012)
 
6.  According to the Government Records Access management Act, an   
  employee has a right to examine the contents of his/her district 
  personnel file. An employee also has the right to have copies of any   
 or  all contents of his/her file.  This cost shall be paid by the employee   
  at the standard private copy rate.
7.  After three (3) years of satisfactory evaluations, an educator may    
  request, in writing, the probationary status letter be removed/   
  expunged  from educator’s personnel file. (added 5/2008)
 
8.  After three (3) years an educator may submit a written request to    
      the  superintendent asking for removal of any derogatory 
  material that has  been on file for at least three (3) years.  These    
  requests will be  considered  on a case-by-case basis. (added 5/2008)

Article XVIII.    Evaluations
1.  Notices

  1.  At least fifteen (15) days prior to the evaluation, administrators   
    will orient educators to the CSD evaluation program, 
    including specific elements of and a copy of the evaluation
    instrument to be used.  A reasonable number of observations are   
    recommended to ensure adequate information for an educator’s   
    evaluation.
  2.  The principal shall give an educator whose performance is 
    inadequate or in need of improvement a written document clearly   
    identifying:
   a.  deficiencies;
   b. t he available resources for improvement; and
   c.   recommended course of action that will improve the 
     educator’s performance.
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2.  Career Licensed Educator’s Evaluation 
 
  1.  A career licensed educator will receive formative evaluations each  
    year and formative and summative evaluations every three years.  
  2.  A career educator whose evaluation falls below Effective Level   
    will be placed in the yearly summative evaluation process. 
    (ammended 6/2013) 
  3.  The educator’s evaluation must be completed before May 1 of the   
    current school year. 
  4.  Within fifteen (15) days after the completion of the evaluation, the   
    educator’s administrator will reduce the evaluation to writing and   
    discuss the results with the educator.  (UC:53G-11-508-1d)
  5.  Following any revisions made after the discussion, the signed   
    evaluation will be placed in the educator’s personnel file.
  6.  The educator will receive a copy of the evaluation with any and all  
    attachments.

3.  Provisional Educator’s Evaluation 

 1.  The CSD requires that all provisional educators be evaluated twice   
   each year. The following procedure will be followed for the first   
   evaluation:
  a.  The provisional educator’s first evaluation must take place   
    before the first Monday following November 15th of the    
    current school year.
  b.  Within fifteen (15) days after the completion of the first    
    evaluation, the provisional educator’s administrator will    
    reduce the evaluation to writing and discuss the results with   
    the educator.
  c.  Following any revisions made after the discussion, the signed   
    evaluation will be placed in the provisional educator’s    
    personnel file.
  d.  The provisional educator will receive a copy of the evaluation   
    with any and all attachments.  ( 53G-11-508)
 2.  Provisional educator’s second evaluation:
  a.  By the first Monday following March 1 of the current school year,   
    the second evaluation will be completed, discussed, and signed by   
    the educator.   (amended 6/2013) 
  b.  The second evaluation may or may not be scheduled.
  c.  Within fifteen (15) days after the completion of the second
     evaluation, the provisional educator’s administrator will reduce   
    the evaluation to writing and discuss the results with the 
    provisional educator.
  d.  Following any revisions made after the discussion, the signed   
    evaluation will be placed in the provisional educator’s personnel   
          file.
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  e.  The educator will receive a copy of the second evaluation with any  
    and all attachments.

4.  Request for Review of Evaluation
 1.  An educator who is not satisfied with his/her written evaluation   
   may, within fifteen (15) days, request review of the evaluation.
 2.  If a review is requested, the school district superintendent or 
   designee shall appoint a person not employed by the school 
         district  who has expertise in teacher or personnel evaluation to   
   review and make recommendations to the superintendent
    regarding the teacher’s summative evaluation.  53G-11-502-2   
   (added 6/2011) 

Article XIX.    Grievance
1.  Grievance will mean:

 1.  A working condition considered unsatisfactory.
 2.  A complaint alleging unfair treatment by the CSD, administrators,   
   or agents thereof.
 3.  A complaint that there has been an alleged violation, misinterpretation,   
   or misapplication of any of the provisions of the Negotiated 
   Agreement.
 4.  When referring to days in this Article, 11 or fewer days will be   
   working days and more than 11 days are calendar days. (amended   
   5/2008)
 5.  Scheduling of grievance activities during summer recess shall    
   be made by mutual agreement between the parties.  The 
   parties may agree in writing to postpone resumption of the 
   grievance until the new contract begins. (added 6/2007)
 
2.  Grievant will mean:

 1.  Educator or the CCEA who submits a grievance for consideration.   
   One or more educators may be party to a single grievance.    
   (amended 6/2007) 
 2.  It is the intent of the CSD and CCEA to resolve all grievances 
   promptly, informally and confidentially, at the lowest possible    
   administrative level and to secure equitable solutions. Nothing   
   herein contained will be construed as limiting the right of the    
   grievant to discuss the matter informally with any appropriate    
   member of the administration and having the grievance    
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   adjusted, provided the adjustment is consistent with the terms of    
   this Agreement.  Until a grievance has been resolved or all    
   steps  of t he grievance procedure have been followed, no    
   unilateral action will be taken by any of the involved parties.    
   CCEA will have the opportunity to be present and to state its    
   views at any level in the grievance procedure beyond Level One.
 3.  A grievant may be represented at all levels of the grievance 
   procedure  by a person(s) of his/her choice. (amended 6/2007)
 

3.  Grievance Procedure
 1.  It is important that the grievance procedure proceed as rapidly   
   as possible. The time frame indicated at each level should be 
   considered as a maximum and every effort should be made to    
   expedite the process; however, specified time limits may be    
   extended by mutual consent.
  a.  If the grievant fails to preserve the timeline one time, the    
    grievance may be resubmitted.  A second timeline failure on   
    the same grievance shall waive the grievance with prejudice.   
    (added 6/2007)
  b.  If the designated administrators at two grievance levels fail to   
    respond in writing to the grievant, the grievance will proceed   
    directly to the CSB for appropriate hearing and disposition.   
    (added 6/2007)
 2.  Grievance procedure will mean the outlined levels that an educator   
   may follow in processing a grievance. (amended 6/2007)
 3.  Level One - Principal/Appropriate Supervisor   (amended 6/2007)
   a.  The grievant will first discuss the grievance with the principal  
     or appropriate supervisor with the objective of resolving the   
     matter. 
   b.  The principal or appropriate supervisor will submit a written   
     answer to the grievant no later than ten (10) days following   
     the discussion with the grievant.   
 4.  Level Two - Appropriate District Supervisor   (amended 6/2007)
   a.  When the grievant is dissatisfied with the disposition of the   
     grievance at Level One or if no decision was rendered within   
     ten (10) working days after the presentation of the grievance,   
     the grievant will file a written grievance with the appropriate   
     district supervisor within ten (10) days after receiving the   
     written response to Level One. The written grievance will: 
    i.  Describe the nature of the grievance and the facts   
      giving rise to it.
    ii.  Note the provisions of the Negotiated Agreement,   
      Board Policy or law alleged to be violated, mis   
      interpreted, or misapplied, and the position of    
      the grievant with respect to such provisions.
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    iii.  State the specific remedy requested to resolve the   
      grievance.
   b.  The appropriate district supervisor will meet with the grievant  
     and/or CCEA within (10) days of receipt of the appeal and   
     respond in writing within ten (10) days. 
 5.  Level Three - Superintendent (amended 6/2007)
  a.  When no mutually agreeable resolution is reached in Level   
    Two, the grievant will file a written appeal of the grievance to   
    the superintendent.
  b.  The grievant will submit the written appeal to the superinten-  
    dent within ten (10) days after the response from Level Two   
    has been received by the grievant.
  c.  The superintendent or designee will meet with the grievant   
    within ten (10) days following receipt of the appeal to    
    hear the merits of the grievance, and respond in writing within   
    fifteen (15) days following the Level Three hearing.
 6.  Level Four - Board of Education   (amended 6/2007)
  a.  When the grievant is dissatisfied with the response at Level Three:
   i.  Within five (5) days following receipt of the Level Three   
     decision, the grievant may appeal the response to    
     Level Four or request in writing that the superintendent   
     submit the grievance to the CSB for a hearing and final   
     decision.
   ii.  Pursuant to UC: 53E-6-607, the CSB will within five (5)   
     days schedule a hearing with the grievant.
   
   iii.  The CSB will render a final decision of the case within   
     twenty  (20) days after the grievance hearing. The    
     decision of the CSB will be submitted in writing to    
     all parties and will be final and binding on all parties to the   
     grievance.
  b.  Nothing herein will be construed to limit the right of an ag  
    grieved party to appeal the decision of the CSB in an 
    appropriate court of law.

Article XX.    Addressing Parent Concerns

1.       Teacher, Advisor, Coach Responsibilities - Because parents will be 
       re ferred to the earliest level of intervention, teachers, advisors, and   
          coaches are asked to develop Disclosure Statements, which will be posted,   
         a  copy submitted to the principal, and a copy posted online for parents     
          to review. A hard copy signed by the parent will be kept on file by the   
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  teacher,   advisor, or coach. Disclosure Statements are to be developed and      
          presented t o students on  the first week of school or activity, and 
    reviewed as  infractions  occur. Disclosure Statements should include:

 1.  Course of Study - an outline of the core standards and objectives   
   for your course, include links or access to your Curriculum Maps.
 2.  Expectations for Behavior - Classroom Rules & Procedures that   
   outline consequences and rewards and how they are administered.   
   Please include a reference to the Student Code of Conduct which   
  s pecifies consequences that are beyond the teacher, advisor, or    
   coach’s jurisdiction. 
 3.  Expectations for Achievement - a syllabus which outlines class  
   room grading scales, assignment deadlines, homework 
   expectations and policies regarding late work.

2.      New Students to your classroom should be welcomed and accommodated   
          on the first day of class; registration problems are to be addressed with   
          the student and counselor following the class period.  At no time is the
    teacher to tell a student that he/she does not belong there.  Interactions   
  with students should  be  mutually  respectful and dignified. The 
  teacher’s tone of   voice, body language,  and verbal exchanges should be   
  reflective of this. The following levels of concern include classroom,   
  co-curricular and extra-curricular  programs:
  

 1.      First Level (Classroom) Concerns - Student & Teacher
  a.  Parents are encouraged to have their students address their 
     c oncerns with their teacher, advisor, or coach.  This is a first 
    opportunity for teachers to guide students through problem
    solving skills.
 2.      Second Level (Classroom) Concerns - Student, Parent & Teacher
  a.  Parents will be referred to the teacher, advisor, or coach.
  b.  Parents will be encouraged to become knowledgeable and   
    familiar with the above documents and to seek clarification to   
    these expectations early in the school year.
  c.  When contact is made, teachers are expected to refer parents   
    to the Disclosure Statements provided earlier to discuss    
         and  clarify with them their student’s level of understanding   
    of the expectations.
 3.  Third (School) Level Concerns - Student, Teacher, Principal
  a.  Referrals to earliest level:  Parents will be referred back to the   
    earliest levels of intervention to resolve questions and/or 
    concerns.  If parents are unable to resolve their concerns with   
    the teacher, advisor, or counselor, parents will then contact the   
    building principal as outlined:
   i.  Meeting:  The principal will convene a meeting between   
                  the  student, parent and teacher/advisor/coach.
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   ii.  Ground Rules:  The principal will review the protocol for   
     proceeding, emphasizing that exchanges are to be 
     appropriate, respectful, and practical, with the best interest   
     of the student’s education in mind.
   iii.  Concerns in Writing:  Parents will clearly explain their   
     concerns to the principal and include notes or a timeline of   
     the event(s).
   iv.  Interactions with students and parents should be mutually   
     respectful and handled with dignity; the teacher’s tone of   
     voice, body language, and verbal exchanges should be   
     reflective of this.
   v.  Further investigate:  Since the principal, in some cases, is   
     only now becoming aware of the situation,
     allowances must be made for him/her to further 
     investigate the issue.
   vi.  Decision:  In the event the parent and teacher are unable to   
     resolve the issue, the principal shall frame a resolution.
   vii.  Follow-up:  A principal, teacher, advisor, coach, or 
     counselor,  will make follow-up contact with the parent.
 b.  If attempts at resolution fail at any of these levels, parents have the   
   right to appeal to higher levels of administration.

Article XXI.    Addressing District Concerns
District expectations are that any concerns or problems will be taken care of 
at the proper administrative level of command to initiate open communication 
whenever possible.  (added 6/2015) 

Article XXII.    Zipper Clause

With the adoption of this revised edition of the Negotiated Agreement, it is un-
derstood that there may arise instances where the new edition may not conform 
to the intent of the original. For a period of  two years, the CCEA or the CSD 
may request a meeting to discuss and adjust the revised edition to bring it into 
conformance with the original, and/or Utah code (except in issues dealing with 
new or negotiated additions/changes)

Appendix A.   
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IN WITNESS THEREOF, THIS AGREEMENT AND ALL PROVISIONS 
THEREIN ARE CONTRACTUALLY AND LEGALLY BINDING ON THE 
ASSOCIATION AND THE DISTRICT WHEN DULY EXECUTED:

Association

Chris Sweeney
CCEA President

Chelsa Roberts
CCEA President Elect

Carbon School District

Wayne Woodward
President of the Board

Dr. Lance Hatch
Superintendent

Ratification by CSD School Board May 8, 2019
Ratification by CCEA May 9, 2019
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Carbon School District Educator Salary Schedule 2019-2020



41



42



43


