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1.1

1.2

ARTICLE 1
GENERAL PROVISIONS

Recognition and Role of Unit Il Personnel

The Board of Education of Washington County, Maryland (hereinafter
referred to as “the Board”) recognizes the Washington County Association of
Supervisors and Administrators (WCASA), hereinafter referred to as “Unit II,”
as the exclusive representative of administrative and supervisory personnel,
excluding the Superintendent and those otherwise designated.

Administrators and supervisors play essential leadership roles within Washington
County Public Schools (WCPS), with responsibilities that encompass both
instructional and operational aspects. They are charged with interpreting and
implementing policies and programs established by the Superintendent, the
Board of Education, and the Maryland State Department of Education (MSDE).
This includes but is not limited to supervising instructional and operational staff,
conducting employee observations and evaluations, and initiating, developing,
and implementing system-wide curricula and educational programs.

Administrators and supervisors are accountable for the effective and efficient
operation of schools and departments. This includes oversight of personnel,
facilities, budgets, and other support services necessary to maintain safe,
productive, and well-functioning schools and departments. Their leadership is
critical to ensuring that all operational and instructional efforts are aligned to
support the WCPS mission of providing high-quality educational experiences
and optimal learning environments for all students

Unit Description

Unit Il shall include all employees on the Administrator and Supervisor Salary
Scale who are employed on a 10-, 11-, or 12-month basis. These individuals
shall hereinafter be referred to as “employees” or “unit members.”

Exclusions — Confidential Positions
In accordance with Title 6, Subtitles 4 and 5 of the Education Article of the
Annotated Code of Maryland, the following positions are designated as
confidential and are excluded from the bargaining unit:
e Associate Superintendent
Budget and Financial Reporting Analyst
Chief Legal Counsel
Chief Operating Officer
Deputy Legal Counsel
Deputy Superintendent
Executive Director of Finance
Executive Director of Human Resources
Paralegal
Superintendent



1.3 Definitions
Unless otherwise stipulated, the following terms shall apply throughout this
Agreement:

e Administrative, Administrator, Supervisor, Supervisory, Personnel,
Employee, Unit Member, or Member: Refer to all bargaining unit
members covered by this Agreement.

e Unit Il, WCASA, Association, Bargaining Unit: Refer to the Washington
County Association of Supervisors and Administrators, affiliated with
MSEA/NEA.

e Board or BOE: Refers to the Board of Education of Washington County,
Maryland.

e Superintendent: Refers to the Superintendent of Washington County
Public Schools.

e WCPS: Refers to Washington County Public Schools.

1.4 Management Rights
Subject to the terms of this Agreement, the Board of Education and the
Superintendent retain all rights, authority, and discretion necessary to fulfill
their legal responsibilities in managing and operating the county’s public school
system. This includes, but is not limited to, the right to:
A. Control, supervise, and manage the schools in accordance with
applicable laws, rules, and procedures;

B. Determine the educational policies, programs, and services of the
school system;

C. Prescribe and enforce rules, policies, and regulations for the effective
operation of schools;

D. Establish the mission, goals, and standards of service for the school system;

E. Maintain the efficiency of operations and determine the methods,
means, and personnel required to carry out those operations.

The rights and responsibilities of the Board and Superintendent shall be
exercised in accordance with the Education Article of the Annotated Code of
Maryland and are not diminished by any provision of this Agreement unless
specifically stated.

ARTICLE 2
PROCEDURES FOR COLLECTIVE BARGAINING

2.1 Negotiation Procedures
A. The Board and its designated representatives shall engage in good faith
negotiations with Unit Il on all mandatory subjects of bargaining, including,
but not limited to salaries, wages, hours, working conditions, transfers, and
assignments, in accordance with Maryland law.

B. Upon request, WCPS and the Board shall provide Unit Il with information
and documentation as appropriate for the purpose of negotiating and
enforcing the collective bargaining agreement.

C. Negotiations shall commence no later than October 31 of a designated
bargaining year, with a mutual goal of reaching an agreement by June 1.
Negotiation sessions shall be scheduled as frequently as necessary, at
mutually agreed-upon times and locations.
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2.2
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3.1

D. The parties agree to develop and adopt ground rules for the conduct of
negotiations at or prior to the first bargaining session.

E. Each party shall have full autonomy in selecting its negotiation representatives
and/or consultants. Neither party shall have authority over the composition of
the other party’s bargaining team.

F. Inthe event of impasse, procedures shall be governed by Education Article
§6-406(e).

Renegotiations

If the approved Board budget is reduced during the fiscal year by fiscal authorities
of Washington County, the State of Maryland, and/or the Federal government
acting within their legal authority, and such reductions require adjustments to
negotiated salary agreements, compensation, or duty days, the parties agree to
enter into renegotiations. Renegotiations shall commence as soon as practicable
following the Board'’s approval of a revised budget and be completed within thirty
(30) calendar days unless the parties mutually agree to extend the timeline.

Collaborative Representation

The Superintendent or their designee shall consult with the Unit Il President
when designating representatives to participate in district-wide committees,
task forces, and other groups that impact Unit Il members (e.g., advisory
committees to the cabinet, healthcare, calendar, safety, and evaluation).

ARTICLE 3
GRIEVANCE PROCEDURES

Settlement of Unit Member Grievances

A. Informal Process - Every effort shall be exhausted to resolve a complaint
between the employee and the unit member’s immediate supervisor and
designated representative, if applicable. If these efforts do not render an
amenable outcome and the unit member/Association believes there is a
violation of the Negotiated Agreement, the employee or Association may file
a grievance at Step 1 of the formal grievance process.

B. Ifthe Association believes there is a system-level violation of the Negotiated
Agreement, it will file a grievance at Step 2.

C. The Board acknowledges the right of the Association’s grievance
representative to participate in the processing of a grievance at the informal
level, Steps 1, 2, 3, and 4, and the right of the unit member not to discuss
any grievance or problem if the Association’s representative is not present
to fulfill the role as described in this Article.

D. Provided thatthe Association and the Superintendent or the Superintendent’s
designee agree, Step 1 and/or Step 2 of the grievance procedure may be
bypassed and brought directly to the next step. In any event, a copy of all
decisions shall be forwarded to the Association/unit member.

E. All unit members shall have the right to grieve without fear of reprisal.
F. Timelines in the grievance procedure may be mutually waived by both parties.

G. If any unit member is scheduled for a hearing as part of the grievance
procedure during working hours, no loss of pay shall be suffered.
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3.2 Procedural Steps of the Formal Process
If the complaint cannot be resolved using the informal process, the unit member/
Association may initiate the formal grievance process by filing a grievance with
the following steps:

A. Step 1 — A written grievance must be presented to the immediate
supervisor by the Association within thirty (30) calendar days from the
date of the event giving rise to the grievance or the date on which the
employee knew or should have known of the event giving rise to the
grievance. The immediate supervisor shall provide a written response
within 15 working days (excluding official school holidays) of receipt of
the grievance. If the Association is not satisfied with the response or
no response is given, the grievance may be appealed to Step 2 to the
Human Resources Department in writing within ten (10) calendar days
of receipt of the written response of the immediate supervisor.

B. Step 2 — Upon receipt of a written appeal from Step 1, the Human
Resources Designee shall meet with the Association and the Immediate
Supervisor within fifteen (15) calendar days. The purpose of the meeting
is to attempt to resolve the grievance. If the grievance is not settled at
this meeting, the Executive Director of Human Resources shall issue a
written decision within thirty (30) calendar days after the meeting. If the
Association is not satisfied with the response or no response is given,
the grievance may be appealed to Step 3 to the Superintendent and/
or designated representative in writing within ten (10) calendar days
of receipt of the written response of the Executive Director of Human
Resources.

C. Step 3-Uponreceiptofawritten appeal from Step 2, the Superintendent's
designee shall meet with the Association and the Immediate Supervisor
within fifteen (15) calendar days. The purpose of the meeting is to
attempt to resolve the grievance. If the grievance is not settled at this
meeting, the Superintendent's designee shall issue a written decision
within thirty (30) calendar days after the meeting.

D. Step 4 — Upon written receipt of the Step 3 decision, the Association may
appeal the decision to arbitration as outlined in Article 3.3 Arbitration.

E. Unless a grievance is appealed as outlined above, said answer shall be
considered acceptable to the grievant and the Association.

3.3 Arbitration
A. Appeal Procedure
Any grievance concerning the interpretation, application, or alleged breach of
any provision of this Negotiated Agreement that has been properly processed
through the grievance procedure as set forth above and has not been settled
may be appealed to arbitration by the Association by serving written notice
on the Board within fifteen (15) calendar days after the answer at Step 3 of
said grievance procedure. If the Association fails to serve such notice of its
intention to arbitrate within this time limitation, it shall be deemed to have
waived the arbitration, and the grievance shall be considered settled. No
individual unit member shall have the right to invoke this arbitration procedure.
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4.2

B. Selection of Arbitrator

If the Association and the Board are unable to agree upon the selection of
an arbitrator within seven (7) calendar days after the Association’s notice
of appeal to arbitration, they shall jointly request the American Arbitration
Association (AAA) to furnish a list of not less than five (5) arbitrators, one (1) of
whom may be designated by the parties to act as arbitrator of the grievance.
If no agreement can be reached as to the arbitrator within seven (7) calendar
days after receipt of said list, the Association and the Board shall jointly
petition the AAA to furnish a second list of not less than five (5) additional
arbitrators, one (1) of whom shall be designated by them within seven (7)
calendar days after receipt of said list to act as arbitrator of the grievance.
Selection shall be made by the Association and the Board representative
alternately striking any name from the list until only one (1) name remains.
The final name remaining shall be the arbitrator of the grievance. After an
arbitrator is selected through the procedures outlined above—see also
Section 13, paragraph 1, Voluntary Labor Rules of the AAA—the arbitration
shall be administered by the AAA pursuant to said rules.

C. Jurisdiction of Arbitrator

The jurisdiction and authority of the arbitrator of the grievance and the
arbitrator’s opinion and award shall be confined to the express provision or
provisions of this Negotiated Agreement at issue between the Association
and the Board. The arbitrator shall have no authority to add to, alter, amend,
or modify any provision of this Negotiated Agreement or to make any award
that will in any way deprive the Board of any of the powers delegated to it
by law. The arbitrator shall not hear or decide more than one (1) grievance
without the mutual consent of the Board and the Association. The award in
writing of the arbitrator within the jurisdiction and authority as specified in
this Negotiated Agreement shall be final and binding on the aggrieved unit
member or unit members, the Association, and the Board.

D. Arbitration Expenses
The Association and the Board shall each bear its own expenses in these
arbitration proceedings, except that they shall share equally the fee and
other expenses of the arbitrator in connection with the grievance submitted.

ARTICLE 4
UNIT Il RIGHTS

Non-Reprisal

There will be no reprisals of any kind taken by WCPS, the Board, or Unit Il
against any employee due to membership or non-membership in Unit Il or
participation in any of its lawful activities.

Unit Access and Communication Rights

To effectively implement the terms of this Agreement in support of employees
and the school system, Unit Il representatives shall have access to all school
buildings and employees, provided such access does not interfere with
instructional time or the educational program.

A. Building Use
1. Unit Il shall have the right to use school buildings at no cost for
meetings during reasonable times.
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2. Arrangements for the use of space and scheduling must be made in
advance with the building principal.

B. Communication Systems
1. WCASA may use the interschool mail system (hard copy only) to
distribute official association communications.
2. The system shall not be used to distribute political materials,
including endorsements or recommendations of candidates, or for
commercial purposes.

C. Orientation and Employee Access
1. WCPS will provide new employees with information on how to learn
more about WCASA and membership. WCPS may share such
information with new employees in either hard copy or electronic
format.

a. WCASA will provide such information in either hardcopy or
electronic format as requested by WCPS.

b. This will be strictly informational and shall not include political
content.

2. Inaccordance with Maryland law, WCASA shall be provided access
to new employees and current bargaining unit members as follows:

a. WCPS shall notify WCASA when new employees are being
brought in for HR onboarding.

b. WCPS shall allow WCASA to meet with new employees in the
bargaining unit within the first full pay period of employment,
or as part of a new employee program that includes one or
more bargaining unit employees.

c. WCPS shall provide a minimum of thirty (30) minutes for such
meetings.

d. Meetings between WCASA and employees shall be scheduled
and arranged by WCASA, either in person or virtually, and
shall not interfere with instructional time or the educational
program.

D. Annual Agreement Overview

As necessary and during a mutually agreed-upon time, the lead
negotiators for WCPS and WCASA will meet to provide an overview
of the Negotiated Agreement between the Board of Education of
Washington County and the Washington County Administrators
and Supervisors Association. This overview will be presented to all
unit members and association representatives prior to, or at the
start of, each new school year, depending on when negotiations are
completed. The overview may be conducted virtually, through email
communication, or in person, as agreed upon by both parties.

4.3 Political Activity
Unit members have the right to engage in political activities as per Maryland
law, provided that such involvement does not interfere with the performance of
the unit member’s professional duties and responsibilities.



4.4 Unit Il Leave and Representatives

A.

B.

Representatives

By no later than September of each school year, Unit Il shall provide the
Superintendent and Executive Director of Human Resources with a list
of its representatives. UniServ Directors (or their equivalent) shall be
recognized as official representatives of Unit Il and are not required to be
included on the submitted list.

Unit Il Leave

1. Unit Il shall be granted fifteen (15) days of leave per fiscal year to be
used by Unit Il members as authorized by the Unit Il President. Such
leave shall be granted without loss of pay or fringe benefits. Unit Il will
be mindful of school operations and student needs, and will make every
effort to schedule such leave outside of student days and school hours
whenever feasible.

2. It is understood that Unit Il leave is not required for meetings with the
Board or WCPS representatives related to labor-management relations;
such meetings shall be considered part of the regular duty day.

3. In addition to the above, the Board shall release, without loss of
pay or fringe benefits, Unit II members serving as delegates to the
Maryland State Education Association (MSEA) and National Education
Association (NEA) conventions. A list of delegates must be submitted to
the Superintendent at least two weeks prior to the convention. No more
than one delegate per school or office may be released at the same time.

4.5 Bulletin Board
Unit Il shall have the right to a reasonable share of employee bulletin board
space in each facility for the display of Unit Il materials.

ARTICLE 5
ASSIGNMENTS

5.1 Authority

A.

Unit Il acknowledges the authority of the Superintendent to assign and
transfer Unit Il members and other employees as necessary to meet the
needs of the school system, in accordance with Maryland law.

The Superintendent shall recommend personnel to the Board for
appointment, promotion, and/or transfer, based on an evaluation of their
qualifications, performance, and the results of the interview process.

For Unit Il vacancies, preference for interview and selection shall be
given to qualified personnel who are currently employed by WCPS. Unit Il
members may not file a grievance for disagreement on candidate selection.
They may, however, appeal under Maryland law.

5.2 Equal Opportunity

WCPS is committed to equal opportunity in all aspects of employment
and educational access. The Board of Education does not discriminate on
the basis of age, ancestry/national origin, color, disability, ethnicity, gender
identity/expression, marital status, race, religion, sex, sexual orientation, or
socio-economic status in matters affecting employment or in providing access
to programs and services to WCPS current or prospective students or parent
or legal guardians.
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5.3

5.4

Assignments

Unit members shall be assigned to a ten-month, eleven-month, or twelve-
month work schedule based on their specific role and organizational needs. All
work schedules shall fall within the District’s fiscal year, July 1 through June 30.
The length of each work schedule shall be defined as follows:

ASSIGNMENT TYPE

LENGTH OF ASSIGNMENT

Ten-Month

Based on the annual school calendar

Eleven-Month

August 1 to June 30

Twelve-Month

July 1 to June 30

The assignment for eleven-month employees may be subject to change for
certain unit members at WCPS’s request.

Vacancies and Transfers

It is expressly understood that the procedures and provisions outlined herein
shall not supersede or interfere with the authority of the Superintendent under
Education Article §6-201 of the Annotated Code of Maryland to transfer and
reassign employees based on the needs of the school system.

A. Posting and Filling of Unit Il Vacancies
1. All unit vacancies shall be posted on the WCPS website. Additionally,
unit members will receive electronic notification of these vacancies.
2. Vacancies shall remain posted for a minimum of ten (10) calendar days
prior to the selection of a successful candidate.

B. Voluntary Transfers

A unit member who voluntarily accepts an assignment through the
interview process or requests a change in assignment shall receive the
salary appropriate for the new position at the time the transfer becomes

effective.

C. Involuntary Transfers

1. Transfer to Lower Category:

a. When a unit member is involuntarily transferred to a position with
the same length of assignment (i.e., 10-, 11-, or 12-month), but in
a lower salary category, the employee’s current salary shall be
frozen and maintained until the salary for the new position equals or
exceeds the frozen salary rate. Once the salary for the new position
matches or exceeds the frozen rate, the unit member shall resume
normal movement on the applicable salary schedule.

b. If, after two (2) fiscal years, the salary for the new position has not
reached the frozen salary rate, the unit member shall be placed on
the top step of the salary category for the new position in the new

fiscal year.

2. Transfer to Higher Category:
a. When a unit member is involuntarily transferred to a position in a
higher category, their salary shall be increased to the higher rate
effective on the date of transfer.
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3. Reassignment Due to Performance:

a. When a unit member is involuntarily reassigned to a lower-category
position due to documented performance deficiencies, the member
will be placed on the salary scale applicable to the new position.

b. These individuals are not eligible to request salary maintenance at
the rate of their prior position.

5.5 Acting Positions

A

D.

It may become necessary for the Superintendent to fill an acting position,
in accordance with Policy CIA, due to unexpected circumstances. The
Superintendent acknowledges that a voluntary transfer into an acting
assignment is the preferred approach.

. Prior to assigning a unit member to an acting position, the Superintendent or

designee shall confer with the individual regarding the temporary nature of
the role and discuss potential assignment options following the conclusion
of the acting assignment. This ensures the employee is fully informed of the
implications before the acting role takes effect.

A unit member appointed to serve in an acting capacity shall receive the
salary regularly designated for the acting position or their current salary,
whichever is higher, for the duration of the assignment.

If requested, an individual completing an acting assignment shall receive a
written evaluation of their performance, with a copy placed in their personnel file.

5.6 Calendar Committee
Unit Il may have up to two (2) representatives on the school calendar committee.

5.7 Reduction in Force (RIF)
A. Elimination of Positions

B.

1. In the event that a reduction in force becomes necessary, resulting in the
elimination of one or more unit positions, the Superintendent shall determine
which employees are to be retained based on the required and preferred
qualifications for the remaining positions within the affected functional area
or department, with seniority within Unit Il also taken into consideration.

2. When a unit position is eliminated through no fault of the employee, the
following shall apply:

a. The affected employee shall receive written notice of at least sixty (60)
calendar days prior to the effective date of the position elimination.

b. An involuntary transfer process shall be initiated for the affected
employee. Placement through the involuntary transfer process shall
be determined based on the employee’s qualifications and seniority.

c. Involuntary transfers (including salary) will be conducted in accordance
with the provisions outlined in Article 5.4(C) — Involuntary Transfers.

Reassignment to Teaching Positions
1. Acertified unit member who is involuntarily reassigned or who voluntarily
transfers to a teaching position as a result of a reduction in force shall:
a. Be placed on the involuntary transfer list for administrative consideration
and potential return to a unit position should a vacancy arise.
b. Be ranked on that list based on total years of service with WCPS.
c. Retain tenure rights as a teacher within Washington County, as
governed by applicable state law and Board policy.

9



C. Separation from Employment

1. Unit members who are separated from employment due to a reduction in
force shall retain recall rights for two (2) years. Recall will be in reverse
order based on seniority.

2. Unit members who have been recalled or rehired will have their
employment rights reinstated as if they had never left employment.
Employment rights include, but are not limited to, years of service,
longevity, and seniority.

3. Unit members who are separated from employment due to a reduction
in force (RIF) shall continue to receive insurance coverage for three
(3) months, with the employee paying their regular cost share. After
the three (3) months of coverage, the unit member shall be offered
insurance through COBRA.

4. If a unit member is offered a Unit Il position for which they meet the
minimum qualifications and they decline the placement and instead
elect to be separated through the RIF process, they shall not be eligible
for the three (3) months of post-employment insurance coverage at the
employee cost share rate. At the time of separation, the unit member
shall be offered insurance through COBRA.

ARTICLE 6
COMPENSATION

6.1 Salary Scale
A. Salary calculations for administrators and supervisors will be based on the

B.

Administrator and Supervisor Salary Scale.

A salary committee, composed of representatives from the confidential
positions designated in Article 1.2 Unit Description and the Unit Il
Executive Committee, will convene at the start of negotiations in October.
The committee will review the current category placement of positions to
ensure they are appropriately aligned with job responsibilities. The group
will convene as needed outside of the initial yearly meeting to address
emerging concerns or conduct additional reviews.

6.2 Salary Notification and Review
A. Unit members will receive an exempt salary notice annually.

B.

A unit member may request a salary review by submitting a written
request to Human Resources. Human Resources will review the request
in consultation with the Executive Director of Human Resources and the
Superintendent. Salary review requests must be submitted within two years
of the date of the action or change prompting the request.

. A written response outlining the decision will be provided to the employee

within 30 calendar days of the request.

6.3 Teacher Placement
A. When a teacher is promoted or placed into a twelve-month Unit Il position,

the initial salary placement on the Unit Il Salary Scale shall be determined

using the following process:

1. The teacher’s current salary will be annualized, minus salary enhancements
and stipends.
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2. A7% increase is applied to the annualized amount.

3. Lead Teacher and National Board Certification salary enhancements
shall be added after the 7% increase is applied to the annualized
amount in step 2. If Blueprint funding for Lead Teacher or National Board
Certification is no longer available or if these positions are redefined
under the Blueprint, WCPS reserves the right to discontinue inclusion of
those specific salary enhancements.

4. Theindividual is placed on an equal step or the next highest step above
the adjusted salary in the appropriate category for the new position, up
to the maximum step for that category.

B. A new employee entering WCPS with prior administrative and supervisory
experience shall be placed on the salary scale at a level deemed
appropriate based on their experience, responsibilities, and qualifications.

6.4 Doctorate Degree

Unit members who hold a doctorate degree from an accredited institution shall
receive an additional $5,000 or 3% of their salary, whichever is greater, added
to their annual salary, which is pensionable.

6.5 Promotion

When a current unit member is promoted, their placement on the Unit Il Salary
Scale shall be determined as follows:
1. Begin with the employee’s current category and step on the salary scale.
2. If the promotion includes a change in work year (e.g., from 10-month to 11-
or 12-month), annualize the current salary.
3. Apply the following percentage increase to the annualized salary:
* 5% for movement to the next higher category
» 2.5% for each additional category beyond that
4. Place the employee on the nearest higher step in the new category that
meets or exceeds the calculated amount. The employee’s step placement
cannot exceed the highest step available in the new category.

6.6 Exceptional Responsibility Stipend

6.7

6.8

The Superintendent may, with knowledge of the Board, grant an employee an
Exceptional Responsibility Stipend, not to exceed 5% of the employee’s salary.
Factors that the Superintendent may consider include, but are not limited to,
the following: substantial number of observations/evaluations, construction,
reconfigured staff, reconfigured school, student achievement, and unusual
circumstances.

Unsatisfactory Evaluation

Unit members who are evaluated as unsatisfactory but continuing in the same
assignment on a probationary basis shall remain in the same step and lane
during the year in which the unsatisfactory evaluation occurred unless the
Superintendent determines otherwise.

Error in Pay

Unit members are responsible for reviewing their bi-weekly pay stubs to ensure
accuracy. Any discrepancies, such as errors in hours worked, deductions, or
benefits, that result in an underpayment or overpayment to the unit member
must be reported promptly to Human Resources/Payroll so they can be
investigated and resolved in a timely manner.

1



A. Underpayments

When it is evident that an employee has an error in their pay and the error

was the fault of WCPS and not the employee:

1. The employee’s pay will be adjusted as necessary, and retroactive
payment(s) will be made within four (4) weeks.

2. Retroactive adjustments will be made for the current fiscal year, plus the
prior fiscal year if the error is traced back to the prior fiscal year.

3. It is the employee’s responsibility to review their annual salary
notification and bi-weekly pay stubs and promptly bring any errors to
WCPS'’s attention through the Human Resources Department.

B. Overpayments

When it is evident that an employee has been paid more than the salary or

stipends they should normally receive:

1. Retroactive adjustments will be made for the current fiscal year, plus the
prior fiscal year if the error is traced back to the prior fiscal year.

2. WCPS and the employee will develop a repayment schedule that
does not exceed 12 months of repayment. Under extraordinary
circumstances, the Superintendent may approve requests for a longer
repayment schedule.

3. Inthe event that an employee separates employment before completing
the repayment, WCPS may withhold the employee’s final separation
check as a final repayment.

ARTICLE 7

SALARY DEDUCTIONS
7.1 Salary Deductions
Unit members may authorize payroll deductions for the following purposes:
e Washington County Teachers Federal Credit Union
e §457(b) and 403(b) retirement accounts
e Association dues

7.2 Dues Check-Off
A. WCPS shall deduct Association dues from the salary of each Unit Il
employee covered by this Negotiated Agreement, provided that WCPS has
received a valid written or electronic authorization from the employee.

B. Dues deductions shall be made in sixteen (16) equal installments beginning
with the salary check issued on or about October 30 of each year.

C. Revocation
1. Such authorization shall be irrevocable for a period of one (1) year and
shall automatically renew each year unless revoked in writing.
2. Torevoke, a Unit Il employee must submit written notice to both WCPS
Management and WCASA no later than September 30. The revocation
will take effect on October 15 of that year.

D. By October 30 of each year, WCPS will provide WCASA with a list of all
unit members who have authorized dues deductions. Except in the case
of unforeseen circumstances, WCPS will transmit all collected dues to
WCASA via direct deposit following each pay period.
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E. WCASA shall supply the authorization forms, subject to approval by WCPS.
WCASA assumes full responsibility for any claims made by a unit member
arising from or related to the deduction of dues under this section.

ARTICLE 8
LEAVES

8.1 Professional Leaves of Absence
The Superintendent may approve both short- and long-term professional
leaves of absence that promote the professional growth of Unit Il personnel
and provide a benefit to the school system.

A. Sabbatical Leave

The Superintendent may grant a sabbatical leave of up to one year to Unit

Il employees for graduate study at an accredited college or university. Such

leave intends to enhance professional competencies and skills that will

strengthen instructional programs and leadership within the school system.

e Eligible unit members may apply for sabbatical leave to pursue advanced
study that aligns with system needs.

e Employees approved for sabbatical leave will receive one-half (%2) of
their regular salary during the approved period.

e As a condition of this leave, the employee must return to service with the
Board for a minimum of two (2) years following the leave or repay the
salary received during the leave.

e The Superintendent will determine the number of sabbatical leaves
granted each year.

B. Academic or Fellowship Leave
A unit member may request a leave of absence without pay for up to
one year to participate in academic study or to engage in a national or
international fellowship program that offers temporary professional learning
or work experience outside of Washington County.

C. Returning from Leave
A unit member returning from a professional leave of absence will receive
preferential consideration for any Unit Il vacancies for which they are
qualified. If immediate placement in a Unit Il position is not possible, the
employee shall be assigned to a teaching or other appropriate position until
a Unit Il vacancy becomes available.

8.2 Medical, Family, and Extended Leave
A. Family and Medical Leave
Each unit member, covered under the provisions of the Family and Medical
Leave Act (FMLA), is eligible for up to twelve (12) weeks.
e FMLA allows for up to twelve (12) weeks of job-protected leave in
any rolling twelve (12)-month period.
e Employees must first use all accrued sick, personal, and annual
leave prior to receiving unpaid leave under FMLA.

B. Medical Leave
Following the exhaustion of FMLA benefits, or in cases where an employee
is ineligible for FMLA, a unit member may be eligible for an extended
medical leave. The Superintendent shall determine the duration and terms
of such leave for a period of up to two (2) years.
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C. Sick Leave
Unit members shall accrue sick leave at a rate of one (1) day per month of
employment. Accumulation is unlimited.
Upon retirement:
e Aunit member with fewer than ten (10) years of WCPS service shall
receive $50.00 per day for each unused sick day.
e A unit member with ten (10) or more years of service shall receive
35% of their final per diem rate for each unused sick day, but not less
than $50.00 per day.

D. Conversion of Sick Leave Days

1. Unit members who maintain perfect attendance (no use of leave for
personal iliness, family illness, or leave without pay) from November 1
through October 31 may convert up to seven (7) days of accumulated
sick leave into pay at the employee’s per diem rate, payable on the
second pay in November.

2. Unit members with at least five (5) years of full-time, WCPS service who
also meet the perfect attendance criteria above may convert up to nine
(9) days to pay at their per diem rate.

3. Employees hired between November 2 and May 1 may convert up to 3.5
sick leave days under the same conditions.
e Sick leave conversion is reduced on a one-to-one basis for any

qualifying leave taken during the conversion period.

e Payment will be made via a separate check or direct deposit.

E. Sick Leave Bank

All active unit members are eligible to contribute to the Sick Leave Bank,

which provides income protection for incapacitating personal iliness.

e Annual contribution amounts will be set by Human Resources and
communicated to the Superintendent by July 1.

e Contributions must be made between July 1 and October 1.
= New employees may contribute within 30 days of their hire date.
= Employees returning from extended leave may contribute within 30

days of return.

e Sick leave bank benefits may be used on the first scheduled duty day
after contribution.

e A maximum of 50 paid duty days may be granted in one fiscal year.

e Sick leave bank usage cannot result in total earnings exceeding the
employee’s annual salary.
All other forms of paid leave must be exhausted before accessing the bank.

e Requests must be submitted on the designated form and will be
reviewed and verified by the Executive Director of Human Resources
and the Coordinator of Human Resources: Employee Benefits.

e Approved grants will be processed by Human Resources and forwarded
to Payroll for payment.

e Sick leave bank grants do not carry over and must be renewed annually.

e Unused awarded days will be returned to the bank.
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F. Family Crisis Leave Exchange (FCLE)
The FCLE provides additional sick leave to a unit member who has
exhausted all leave and must care for an immediate family member facing
a catastrophic, life-threatening situation.
e FCLE leave is not available for the employee’s own illness or injury.
e Leave is granted from voluntarily donated days by unit members.
e The maximum leave available per case is thirty (30) workdays.
e Each contributor may donate no more than one (1) day per case.

G. Benefit Continuation While on Extended Leave

While on an extended leave of absence, a unit member may continue their

medical, dental, vision, and life insurance benefits for up to twenty-four (24)

months.

e |f the employee is on paid leave, they may continue benefits at their
current employee contribution rates.

e If the employee is on unpaid leave, they are responsible for paying the
full cost of the premiums.

Employees must ensure the timely payment of any required premiums.
If payment is not made within the specified timeline, coverage will be
terminated.

Employees may remain active in the State Retirement System during leave,
subject to applicable law.

H. Application for Leave
A unit member requesting parental or caregiver leave must submit their
request at least thirty (30) days in advance of the intended leave start date,
except in cases of emergency or as required by law.

Requests for initial and extended leaves for the upcoming school year
should be submitted as early as possible during the current year.

. Caregiver Leave
A unit member shall, upon request, be granted unpaid leave for caregiving
responsibilities for a period not to exceed two (2) years.

J. Parental Leave
e A unit member adopting a child shall be granted comparable unpaid
leave, beginning upon receipt of de facto custody or earlier, if needed
for adoption procedures.
e A unit member shall, upon request, be granted unpaid leave for
childbearing and/or childrearing for a period up to three (3) years.

8.3 Supplemental Leave Provisions
A. Personal Leave
Unit members are entitled to three (3) days of personal leave annually,
without loss of pay. Personal leave may be used with prior notification and
is defined as a personal responsibility, obligation, or duty that cannot be
postponed. Unused personal leave will be converted to sick leave.
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B. Bereavement Leave
Unit members are entitled to bereavement leave as follows:

1. Five (5) days for the death of a child, parent, sibling, spouse, or
anyone who resided regularly in the household.

2. Three (3) days for the death of an in-law (mother, father, sister,
brother, daughter, son), grandparent, grandchild, or the employee’s
or spouse’s aunt, uncle, niece, or nephew.

3. One (1) day to attend the funeral of a fellow employee or close friend.

4. An extension of up to five (5) days per incident for extenuating
circumstances may be requested through the Executive Director of
Human Resources or designee.

5. Bereavement leave days do not need to be used consecutively.

6. Absences exceeding three (3) consecutive days may require
documentation upon written request from the Human Resources
Department or the unit member’s supervisor, indicating the nature of
the loss.

C. Annual Leave

1.

This policy applies to all unitmembers. Years of experience are defined as
administrative/supervisory service, whether in WCPS or in a comparable
role elsewhere. This determination is made by the Human Resources
Department at the time of hire and is acknowledged and accepted by
the unit member upon acceptance of an offer of employment.

. Annual vacation days are accrued monthly from July 1 through June 30,

based on years of experience:

e (-4 years: 1.25 days/month (15 days/year), 40-day maximum carryover
e 5-14 years: 1.5 days/month (18 days/year), 40-day maximum carryover
e 15-19years: 1.75 days/month (21 days/year), 40-day maximum carryover
e 20-24 years: 2.0 days/month (24 days/year), 40-day maximum carryover
Annual leave must be scheduled with the approval of the unit member’s
supervisor.

Unused annual leave will be paid at the employee’s per diem rate at
separation from WCPS.

At the close of each fiscal year, up to eight (8) days of annual leave may
be cashed out and deposited into an IRS §457(b) or 403(b) account at
the employee’s current per diem rate.

Any days above the 40-day carryover limit at the end of the fiscal
year will be converted to sick leave unless used by October 15 of the
following fiscal year. Extension requests must be submitted in writing to
the Executive Director of Human Resources or designee.

D. Deductions for Excess Leave
For absences beyond available leave, salary deductions will be made from
the employee’s annualized salary.

E. Inclement Weather Leave Options
Unit members may work remotely when schools are closed to students
due to inclement weather and liberal leave is in effect (per Administrative
Regulation EBCD-R).

1.
2.

This option may be used in half- or full-day increments.
Supervisor approval is required.
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8.4

9.1

9.2

9.3

9.4

3. This provision does not prevent the use of annual, personal, or sick leave
on such days, as permitted under Administrative Regulation EBCD-R.

4. All terms of the Administrators and Supervisors Telework Agreement
must be followed when teleworking on inclement weather leave days.

Jury Duty

Unit members will be granted leave for jury duty without loss of pay.
Documentation verifying the dates of service must be submitted to the Human
Resources Department and the member’s supervisor.

ARTICLE 9
INSURANCE

Health Insurance
A. Medical Insurance
The Board shall contribute toward the premium cost of individual and
dependent medical insurance as follows:
e In & Out of Network Plan: The Board shall pay 85% of the premium.
e In-Network Only Plan: The Board shall pay 86.3% of the premium.
e Employees working at least 15 but fewer than 30 hours per week
shall receive a 50% premium contribution from the Board.
e Employees working fewer than 15 hours per week shall be
responsible for 100% of the premium cost.

B. Dental Insurance
The Board shall pay 85% of the dental insurance premium.
e Employees working at least 15 but fewer than 30 hours per week
shall receive a 50% premium contribution from the Board.
e Employees working fewer than 15 hours per week shall pay 100% of
the dental insurance premium.

C. Vision Insurance
The Board shall pay 50% of the individual and dependent vision insurance
premium.
e Employees working fewer than 15 hours per week shall be
responsible for 100% of the vision insurance premium.

D. WCASA is allocated up to four (4) unit members on the Healthcare
Committee.

Life Insurance

The Board shall pay 100% of the premium cost for a group term life insurance
program. The amount of life insurance for Unit II members shall be equal to
the employee’s annual salary, with double indemnity provided in the event of
accidental death.

Long-Term Disability

For unit members who select long-term disability insurance, the Board shall pay
75% of the premium cost for the existing long-term disability insurance policy. This
policy provides benefit payments equal to 60% of the employee’s annual salary.

Liability Insurance

The Board shall provide liability insurance coverage in the amount of
$1,000,000. This coverage shall include provisions for bodily injury, property
damage, attorney fees, and lawsuits arising from actions taken by professional
employees acting within the scope of their duties and without malice.
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9.5 Changes to Benefits

10.1

For the duration of this agreement, the Board shall not modify the current
employee benefits policy unless such modifications are substantially equivalent
to the existing benefits.

ARTICLE 10
REIMBURSEMENTS & ADDITIONAL SUPPORT

Tuition Reimbursement and Professional Development Support

The Board agrees to reimburse unit members for the cost of approved
coursework, training, and certification programs that are relevant to their
current position or future assignments within WCPS. The Superintendent shall
allocate a minimum of $39,000 annually to support tuition reimbursement under
this Article. Reimbursement is contingent upon the availability of funds and
administered on a first-come, first-served basis.

A. Eligibility and Covered Expenses
1. Certificated and Non-Certificated Unit Members Pursuing Credits and
Degrees

All unit members—certificated or non-certificated—may be eligible for
reimbursement for college credits and degree programs (undergraduate,
graduate, or doctoral) at the following maximum rates:
e Undergraduate and Graduate Credits: Up to $450 per credit hour
e Doctoral Credits: Up to $500 per credit hour

An employee may be reimbursed for up to twelve (12) credit hours per
fiscal year (July 1 — June 30). An additional three (3) credit hours may be
reimbursed at the end of the fiscal year, subject to funding availability.

In addition, certificated unit members currently employed in an
administrative role and holding the Administrator | Licensure shall be
eligible for reimbursement of fees associated with the School Leaders
Licensure Assessment (SLLA) upon obtaining a passing score required
for the Administrator Il Licensure.

2. Non-Certificated Unit Members Pursuing Non-Credit Coursework or
Certifications

Non-certificated unit members may also be eligible for reimbursement
of expenses related to non-credit coursework or certification programs
that are required or preferred for their current position. Reimbursable
expenses may include:

e Registration fees

e Instructional materials

e Other fees associated with obtaining a recognized certification

that are aligned with WCPS expectations for the position

All such training must contribute to the development of essential
knowledge and skills necessary for effective job performance.
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Note: Eligibility for reimbursement under this Article is not available to
non-certificated employees whose department has already budgeted
funds for professional development and/or certification reimbursement.
Employees should consult with their department director to determine
whether separate funding is available prior to applying under this Article.

B. Approval Requirements

1. Credits and Degrees (All Unit Members):
All credit-bearing coursework must be pre-approved using the designated
Course Approval Form. Courses must be directly related to the employee’s
current position or potential future assignments within WCPS.

2. Non-Credit Coursework/Certifications (Non-Certificated Unit Members):
All non-credit training or certification program requests must be
submitted in advance and receive written approval from both the
employee’s department director and the Executive Director of Human
Resources or designee.

C. Reimbursement Process and Documentation
To request reimbursement, the employee must submit the following
documentation to the Human Resources Department upon completion of
the course, training, or certification:
e A completed Tuition Reimbursement Request Form
e Official receipt(s) verifying payment
e For credit-bearing coursework and degree programs: an official
transcript verifying successful completion with an earned grade of
“B” or higher
e For non-credit certification programs: an official notification of
successful certification

D. Submission Deadlines
For credit-bearing coursework, all documentation must be submitted by the
following deadlines:
e Summer Semester (including mini-semesters): October 15
e Fall Semester (including mini-semesters): March 15
e Spring Semester (including mini-semesters): July 15

E. Continued Employment Requirement

1. Unit members who receive reimbursement under this Article must
commit to a minimum of two (2) years of continued employment with
WCPS following receipt of reimbursement.

2. If an employee voluntarily resigns or otherwise separates from
employment before fulfilling this obligation, they shall be required to repay
WCPS for any reimbursement received during the preceding two (2) fiscal
years. Such payments may be taken from the unit member’s paycheck.

10.2 Professional Growth
Administrators and supervisors are encouraged to participate in a wide variety
of professional learning experiences to gain knowledge, skills, and dispositions
necessary to meet individual, school, and district goals.

Supervisor-approved, differentiated professional learning will be available to
support the professional growth of administrators and supervisors. Appropriate
time and resources shall be available for such learning experiences.
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10.3 Use of BOE Vehicles and Mileage Reimbursement
When a unit member is required to use their personal vehicle during working
hours (excluding travel to and from work), they shall be reimbursed for mileage
at the current IRS rate, in accordance with Board of Education Policy DLC and
Administrative Regulation DLC-R.

ARTICLE 11
PERFORMANCE & EVALUATION

11.1 Evaluation of Unit Members
A. All unit members shall be evaluated in accordance with procedures
established by the Superintendent, applicable Board policies, and any
relevant state regulations.

B. The Board will form a work group to discuss any updates or changes to
evaluation. WCASA will have representation on these work groups.

11.2 Performance Management and Evaluation
To promote ongoing dialogue and support continuous improvement, the
evaluation process is designed to provide meaningful feedback to enhance the
job performance of unit members.

A. Supervisors are expected to review the unit member’s performance
expectations and professional goals as part of the onboarding process
at the start of employment and annually during the evaluation cycle.

B. A mid-year check-in may be requested by either the unit member or the
supervisor to assess progress toward established goals and make any
necessary adjustments.

C. If performance concerns arise, and it is determined by the supervisor in
consultation with the Human Resources Department that a Performance
Improvement Plan (PIP) is appropriate, a plan will be developed
collaboratively with the unit member.

e PIPs are non-disciplinary and are intended to provide structured
support, development, and guidance to help employees meet
performance expectations and be successful in their roles.

ARTICLE 12
EMPLOYEE PROTECTIONS

12.1 Personal injuries
Aunit member who is temporarily unable to perform their duties due to a personal
injury sustained in the course and scope of employment, and not resulting from
gross negligence as defined by the Workers’ Compensation Laws of Maryland,
may be eligible for salary continuation and other benefits as outlined below:

A. Salary Continuation and Reporting Requirements
The employee shall be paid their full salary for up to twelve (12) months,
less any Workers’ Compensation payments, awards, or other insurance
benefits.
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B. Use of Leave Based on Claim Status
1. If the claim is approved as compensable under Maryland
Workers’ Compensation laws, the employee’s sick leave will not
be charged for the duration of the absence.
2. If the claim is determined to be non-compensable, the employee
must use all available accumulated leave (e.g., sick, personal, or
annual) before being placed on leave without pay.

C. FMLA Coordination
If eligible, the absence will be designated as Family and Medical Leave
Act (FMLA) leave. It will run concurrently with any workers’ compensation
or paid leave benefits, in accordance with federal law and Board policy.

D. Medical Evaluation Requirement
The Human Resources Department may require the employee to
undergo periodic medical evaluations by a WCPS-appointed physician
to determine the employee’s fithess to perform assigned duties.

12.2 Personal Conduct
The personal life of a unit member shall not be the concern of, nor warrant
attention from, the Board or WCPS unless such conduct:
1. Interferes with or disrupts the regular operations of the school system;
2. Directly prevents the unit member from properly performing their
assigned duties during the workday; or
3. Violates Board of Education policies.

12.3 Complaints Regarding Unit Members
A. Written or verbal complaints from parents, students, or external stakeholders
will be shared with the unit member promptly, preferably within the same
day and no later than three (3) business days, except where precluded or
prohibited by law or statute.

B. All complaints must be thoroughly investigated before being used for disciplinary
purposes or for otherwise affecting the status of the unit member. The unit
member will receive a written response outlining the findings. The unit member
will have the opportunity to submit a written response to the findings.

C. Related to the complaint, the unit member will also have the opportunity to
submit a written response for inclusion in the record.

D. Related to the complaint, administration may keep supervisory records
and notes solely for their purposes. At such time as the administrator no
longer supervises the employee, the administrator’s records are purged
and destroyed, except where precluded or prohibited by law or statute.

12.4 Reimbursement for Damaged, Destroyed, or Stolen Personal Property and
Equipment

A. General Conditions
1. The Board shall reimburse a unit member for personal property
or equipment that is damaged, destroyed, or stolen in the course of
employment, subject to the terms and limitations set forth in this article.
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2. All claims must be supported by appropriate documentation, including
reasonable proof of ownership and evidence of fair market value (e.g.,
receipts or proof of purchase).

3. Timely reporting to appropriate authorities (e.g., school administration,
law enforcement) and full cooperation with any investigations are
required for claim processing.

4. The Board’s total liability is limited to the maximum reimbursement
amounts outlined in Sections B and C, and is subject to verification of
the circumstances and valuation of the loss.

B. Personal Property Damage or Loss During Employment

1. Reimbursement shall be provided for personal property that is:
e Damaged or destroyed due to an assault;
e Damaged or destroyed while intervening in a student altercation; or
e Stolen as a result of forced entry or unauthorized access to locked or

otherwise properly secured storage within the classroom or work location.

2. The incident must have occurred in the course of the unit member’s
employment.

3. The maximum reimbursement under this section is one thousand dollars
($1,000), reduced by any applicable benefits received from Workers’
Compensation or personal insurance.

C. Personally-Owned Instructional or Professional Equipment
1. Reimbursement for personally-owned instructional or professional
equipment brought to school for use as an adjunct to professional duties
shall be provided only if:
e The unitmember enters into a written agreement with theirimmediate
supervisor or principal before bringing the equipment to school; and
e The written agreement includes a mutually agreed-upon replacement
value.
2. Acopy of the signed agreement shall be retained by both parties.
3. The Board’s reimbursement shall not exceed one thousand dollars
($1,000) per occurrence.
4. If the unit member files a claim through personal insurance, the Board
shall reimburse the deductible up to one thousand dollars ($1,000).
5. No reimbursement shall be made if the negligence of the unit member
or their supervisor contributed to the loss or damage.

12.5 Just Cause
A. No unit member will be disciplined, reprimanded, or reduced in rank or
compensation without just cause. A unit member may have representation
at due process, outcome, and Performance Improvement Plan (PIP)
meetings. Meetings will be scheduled in a manner that is collaboratively
determined so that representation can be coordinated.

B. For a matter involving two or more unit members, WCASA representation
for each unit member will be determined by WCASA leadership and the
UniServ Director. A separate representative will be appointed for each unit
member. However, only one representative may be from the same school
or location as the unit members if the unit members are all from the same
school or location; the other representatives appointed must be from a
different school or location. Such meetings shall be held with due regard for
a unit member’s privacy.
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C. Ifaconcern needs to be addressed with the unit member, it shall be handled
in a private and professional manner.

D. Unit members will not be publicly ridiculed or disciplined.

E. Arestorative approach to personnel matters for staff may be implemented
if deemed appropriate by Human Resources or upon request from WCASA
leadership/UniServ Director.

12.6 Personnel Files
The unit member’s personnel file shall be maintained by Human Resources in
accordance with the following procedures:

A

No material related to the discipline of a unit member shall be placed in
the unit member’s personnel file unless signed by the unit member.

In the event a unit member refuses to sign a formal discipline letter,
the administrator shall document such refusal, and the letter shall be
included in the unit member’s personnel file.

No such material in the unit member’s file shall be used in a hearing
against a unit member unless opportunity for review of such material
has been afforded.

The unit member shall have the right to respond to any material filed,
and their response shall be attached to the file copy.

Aunit member shall have continuous electronic access to their personnel
file through the employee platform and may, at their discretion, share
their personnel file with a Unit Il representative. If a unit member
is placed on administrative leave and does not have access to the
employee platform, they may request a copy of their personnel file from
Human Resources.

A unit member’s file shall be open to inspection by only those people
whose official responsibilities require such inspection.

12.7 Summer Professional Learning
Each summer, circumstances permitting, a limited number of administrators and
supervisors may enroll in a program of study approved by the Superintendent
or a designee that closely parallels system-wide goals for the professional
development of staff.

Time away from one’s assignment, excluding annual leave, may not exceed ten
(10) days.
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ARTICLE 13
SEPARATION & TRANSITION

13.1 Employment Severance Expectations
A. Notice of Resignation or Retirement
1. Unit members who intend to resign or retire are expected to submit an
electronic employment severance form with a minimum of thirty (30)
calendar days’ notice. Additionally, members are responsible for ensuring
that all priority assignments are completed prior to their departure.

2. Failure to provide adequate notice or fulfill required responsibilities may
result in an unfavorable employment reference. Any exceptions to these
expectations must be approved by the Superintendent.

B. Retirement Incentive — Five-Month Advance Notice
Unit members who provide written notice to the Human Resources
Department of their intent to retire at least five (5) months prior to their
effective retirement date shall receive a one-time salary adjustment of
$3,000.

C. Retirement Incentive — Three-Month Advance Notice
Unit members who provide written notice to the Human Resources
Department of their intent to retire at least three (3) months prior to their
effective retirement date shall receive a one-time salary adjustment of
$1,500.

13.2 Retirement Terminal Pay
A. Sick Leave Payout — Less Than 10 Years of Service
Upon retirement or in the event of death, unit members with fewer than ten
(10) years of service with WCPS shall receive payment for all unused sick
leave at a rate of $50.00 per day.

B. Sick Leave Payout — 10 or More Years of Service
Upon retirement or in the event of death, unit members with ten (10) or more
years of service with WCPS shall receive payment for all unused sick leave
at a rate of 35% of their final per diem rate, but not less than $50.00 per day.

C. Conversion of Unused Personal Leave
At the time of retirement or in the event of death, any unused personal leave
days shall be converted to sick leave and included in the total for terminal
pay purposes.

ARTICLE 14
GENERAL PROVISIONS

A. Distribution of the Agreement
A limited number of printed copies of this Negotiated Agreement shall be
produced at the Board’s expense and provided annually to the Association.
In addition, a printed copy shall be provided to all newly hired unit members.
The most current version of the agreement will be available on the WCPS
website and updated as necessary through mutual agreement of both parties.
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B. Agreement as Board Policy
This Negotiated Agreement constitutes official Board policy for its duration.
The Board will carry out the commitments contained herein and give them
full force and effect as Board policy. The Board will amend its written policies
and take other such action as may be necessary to give full force and effect
to the provisions of this Negotiated Agreement.

C. Non-Discrimination
The Board is an equal opportunity employer and does not discriminate in
matters affecting employment or in the providing of services, programs, or
activities in compliance with all federal and state anti-discrimination laws. In
addition, the Board does not discriminate on the basis of size.

D. Severability

If any part of this Agreement, or the application thereof, is found to be
invalid, unlawful, or unenforceable by a court of competent jurisdiction
or by legislative or regulatory action, such provision shall be deemed
severed from this Agreement. The remainder of the Agreement, or the
application of such provision to unit members other than those for whom
it is held invalid or unlawful, shall not be affected and shall remain in full
force and effect.

In the event that a provision is rendered invalid, unlawful, or unenforceable,
the parties shall meet within fifteen (15) days or in an agreed-upon time
period to negotiate a replacement provision that complies with the law
while preserving the original intent to the extent possible. An alternate
timeline may be mutually agreed to in writing by both parties.

ARTICLE 15
DURATION AND SCOPE OF NEGOTIATIONS

This article establishes the duration of the Negotiated Agreement and the
schedule for negotiations in subsequent fiscal years.

The provisions of this Agreement shall be effective July 1, 2025, and remain
in effect through June 30, 2029.

During the term of this Agreement, the following articles shall be subject to
negotiation for the subsequent fiscal year:

a. 2025/2026 (FY27
b. 2026/2027 (FY28
c. 2027/2028 (FY29
d. 2028/2029 (FY30

- Salary

- Salary and one (1) sub-article from each team
- Salary and two (2) sub-articles from each team
- Salary and full contract

—_ — — —

Additional sub-articles beyond what is listed may be opened for negotiation
as required by the Blueprint for Maryland’s Future, other state or federal
legislation, or by mutual agreement of the parties.
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IN WITNESS WHEREOF, this Negotiated Agreement between the Washington County Association of
Supervisors and Administrators and the Board of Education of Washington County is executed on this 20th day
of January, 2026.

FOR THE FOR THE
BOARD OF EDUCATION WASHINGTON COUNTY
OF WASHINGTON COUNTY ASSOCIATION OF SUPERVISORS AND
ADMINISTRATORS
‘L%@ il [lane JWM
Darrell Evans Rachel Kane-Kirkpatrick, Ed.D.
Board President WCASA President

OV 2V/N.
David T.Sovine, Ed.D.

Superintendent
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Memorandum of Understanding
between

the Board of Education of Washington County
and
the Washington County Association of Supervisors and Administrators

This Memorandum of Understanding is entered into on this 16th day of June, 2026, by and between the Board
of Education of Washington County and the Washington County Association of Supervisors and
Administrators.

WHEREAS, the Board of Education of Washington County recognizes and values the extraordinary dedication,
leadership, and service provided by administrators and supervisors in support of the school community; and

WHEREAS, administrators and supervisors consistently devote extensive time, effort, and expertise to ensure
the success, safety, and well-being of students, staff, and families while advancing the mission and goals of
Washington County Public Schools; and

WHEREAS, the parties desire to formally recognize these contributions through enhancements to leave and
retirement benefits as set forth in the Tentative Agreement signed by the parties on May 21, 2026, which is
incorporated herein by reference;

NOW, THEREFORE, the parties agree to the following amendments and enhancements to the Negotiated
Agreement dated July 1, 2025, through June 30, 2029:

Term of Agreement

This Memorandum of Understanding shall be effective from July 1, 2026, through June 30, 2029. Unless
otherwise modified by mutual written agreement of the parties, all provisions contained herein shall expire on
June 30, 2029.

Effective July 1, 2026
Sick Leave Cash-Out Increase
To enhance Article 8.2.D., Conversion of Sick Leave Days:

e Unit members with at least ten (10) years of service who also meet the perfect attendance criteria
set forth in Article 8.2.D.1 may cash out one (1) additional sick leave day annually.

e This enhancement increases the maximum annual sick leave cash-out from nine (9) days to ten
(10) days.

Additional Personal Leave Days
To enhance Article 8.3.A., Personal Leave:

All unit members shall receive two (2) additional personal leave days each fiscal year.

e These additional days formally recognize the extensive hours, heavy workloads, and relentless
efforts of administrators and supervisors in supporting WCPS operations and instruction.
These days are strictly "use-or-lose" and shall not carry over to the next fiscal year.

The days must be used during the fiscal year in which they are granted.
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Effective for Retirements on or After July 1, 2027
"Rule of 85" WCPS Retiree Health Care Benefits Enhancement

To recognize and reward sustained service in administrative and supervisory positions, unit members
who retire under the Rule of 85 (years of service plus age at retirement) shall receive additional service
credit for purposes of retiree health care benefits. Additional service points shall be awarded based on
the unit member's completed years of service in Unit II positions at the time of retirement, as follows:

e Ten (10) or more years of Unit II service: One (1) additional service point
e Fifteen (15) or more years of Unit II service: Two (2) additional service points
e Twenty (20) or more years of Unit II service: Four (4) additional service points

Additional service points awarded under this provision shall be applied solely to determine eligibility

for, and contributions to, WCPS retiree health care benefits.

Except as expressly modified herein, all other terms and conditions of the Negotiated Agreement shall remain

unchanged and in full force and effect.

IN WITNESS WHEREOF, this amendment to the Negotiated Agreement between the Washington County
Association of Supervisors and Administrators and the Board of Education of Washington County was made on

this 16th day of June, 2026.

FOR THE
BOARD OF EDUCATION
OF WASHINGTON COUNTY

7
= e —
Darrell Evans
Board President
DIt ——

Gary Willow, Ed.D.
Deputy Superintendent

FOR THE

WASHINGTON COUNTY
ASSOCIATION OF SUPERVISORS AND
ADMINISTRATORS

Rachel Kane-Kirkpatrick, Ed.D.
WCASA President
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