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ARTICLE I 

 

RECOGNITION 
 

1.1 Definition Unit 
 

The Board of Education of Benjamin School District 25, DuPage County, Illinois, 

hereinafter referred to as the “Board,” hereby recognizes the Benjamin Education 
Association, hereinafter referred to as the “Association,” affiliated with the Illinois 

Education Association and the National Education Association as the sole bargaining 
agent for all full-time and part-time regularly employed certificated personnel except the 
superintendent, other central office professional staff, building principals, assistant 

principals, and substitutes, the foregoing exceptions being compensated pursuant to 
Board policy. 

 
1.2 Definition Teacher 
 

The term “teacher,” when used hereinafter in this Agreement, shall refer to all employees 
represented by the Association in the negotiating unit as determined above. 

 
 

ARTICLE II 

 
EMPLOYMENT CONDITIONS 

 
2.1 School Calendar 
 

The school calendar shall consist of 185 days or such minimum number of days as may 
be required by law.  Teachers shall work 180 days in consideration of the annual salaries 

set forth herein.  If the teacher works in excess of 180 days as part of a Board-approved 
assignment (before the commencement of and/or after the conclusion of the regularly 
adopted school calendar), such teacher shall be compensated for such work at a sum of 

money equal to 1/180 of such teacher’s last annual salary as set forth in the salary 
schedule herein.  The foregoing shall not apply to summer school, workshops, 

conferences, or other voluntary activities.  Compensation for voluntary assignments will 
be set by agreement between the Board and the Association.  The Association will be 
consulted in the construction of the school calendar. 

 
2.1.1 Records Day 

 
 The salary schedule reflects 180 teacher workdays.  If the Board, at its discretion, 

chooses to schedule a Records Day, such Records Day shall be an optional day of 

attendance for teachers.  If a teacher chooses to report to work on a Records Day, 
the teacher shall not receive compensation for that day. 
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2.2 Planning Time 
 

Teachers will be provided with a minimum of five duty-free planning periods per week.  
The administration will make every effort to schedule daily planning time for teachers. 

 
Teachers in grades K-4 shall have one half-day per academic quarter to be used for 
common planning activities.  The agenda for the common plan meetings will be 

determined by each team leader, who may solicit input from teachers and the principal. 
 

2.3 Professional Staff Work Schedule 
 

Teachers shall be present for duty at the place of their first assignment at least 15 minutes 

prior to the tardy bell in the morning and at least 15 minutes after the dismissal of school 
on all days when school is in session. 

 
In addition, teachers shall be present for Institute and Inservice Days as scheduled, 
building and district staff meetings, special education staffings, parent orientation and 

open house nights, and other district-sponsored events where teacher participation is a 
requirement as determined by the superintendent.  Annually, the superintendent will 

publish to the building administrators and BEA president a list of beyond school day 

activities requiring teacher attendance.  Any addition to the previous year’s list will be 
subject to the agreement of the superintendent and BEA president.  Full-time teachers 

who travel between schools will have their activities adjusted to be equivalent to what 
other full-time teachers have.  Part-time teachers’ activities will be prorated. 

 
 All teachers shall receive a duty-free lunch period as required by law. 
 

2.4 Personnel File Review 
 

Each teacher shall have the right to review contents of his/her own personnel file under 
the following conditions: 

 

 2.4.1 Written Request 
 

  Written request is made to the superintendent prior to inspection; 
 
 2.4.2 Review 

 
The superintendent, upon receipt of such request, shall schedule a review at such 

time as may be mutually agreeable; 
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 2.4.3 Conditions Of Review 
 

Review shall take place during regular business hours of the Administration 
Service Center when school is not in session in the presence of the superintendent 

or designee; and, 
 
2.4.4 Right To Representation 

 
The teacher shall have the right, upon request, to have a representative of the 

Association present during review. 
 
2.5 Parent Complaints 

 
Any complaint by a parent of a student directed towards a teacher shall be channeled as 

follows: a. Teacher; b. Principal; c. Superintendent; d. Board of Education.  If the 
complaint is not resolved between the teacher and parent or if the parent does not bring 
the complaint to the teacher, the immediate supervisor will inform the teacher about the 

complaint and schedule a joint meeting among parent, teacher and supervisor for the 
purpose of resolving the problem, unless immediate action is necessitated by suspected or 

actual danger to the welfare and safety of students and other school personnel.  In cases 
requiring immediate action, the conference with the teacher will be held as soon as 
practicable.  Any complaint about school personnel will be investigated by the 

administration before consideration and action by the Board.  The teacher will be 
consulted should it be deemed necessary for the Board to take action.  The teacher who is 

subject of the complaint shall have the right, upon request, to have a representative of the 
Association present at any such conference involving a parent complaint directed toward 
the teacher and the administration shall have the right to have a representative of its 

choosing present at any such conference. 
 

2.6 Employee Discipline 
 

The term “discipline” includes verbal and written reprimands, paid and unpaid 

suspensions, docking of pay, and dismissals for cause provided, however, that teacher 
dismissal shall in all respects be governed by the provisions of The Illinois School Code 

and not the provisions of this Agreement.  Written reprimands may be issued by the 
Board, the superintendent or the designee with a copy included in the teacher’s personnel 
file.  The teacher shall have the right to file a written response to any such filing, which 

response shall be attached to the contested document and placed in the teacher’s 
personnel file.  Suspension without pay may be determined by the Board or the 

superintendent within the provisions of Board policy and state law. 
 

Any teacher required to appear before the Board or administration concerning any matter 

which the teacher believes may result in disciplinary action is entitled to have an 
Association representative in attendance at such meeting.  The right to an Association 

representative shall not apply to evaluation conferences or to informal, impromptu 
discussions regarding teacher performance. 
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2.7 Substitutes 

 
The administration shall make every effort to provide substitutes for all absent teachers 

except when no substitutes are available or for emergency situations such as short notice.  
In any case, should a teacher be asked to surrender his/her planning period or lunch time 
to substitute, that teacher shall be compensated at the hourly rate stated in the extra-duty 

schedule. 
 

2.8 Instructional Load Committee 
 

There shall be formed a permanent joint committee for purposes of monitoring and 

making recommendations regarding the instructional load in the district.  The committee 
shall be composed of four teachers, two from each building, appointed by the president of 

the Association and one principal appointed by the superintendent. 
 

The committee shall schedule monthly meetings during the school year, but may adjust 

the meeting schedule according to current needs.  The committee will study enrollment 
figures, class sizes and special instructional problems brought to its attention by staff 

members. 
 

The committee shall make recommendations to the Board through the superintendent 

regarding possible solutions to instructional load problems. 
 

  
ARTICLE III 

 

ASSOCIATION RIGHTS  
 

3.1 Association Meetings 
 

The Board agrees that the Association shall have the right to use school buildings for 

meetings on school days during hours when the building is open and school is not in 
session.  Requests to use school buildings shall be made to the building principal.  Such 

use shall not interfere with or interrupt school operations or conflict with previously 
scheduled activities.  When special custodial service is required, the Association shall 
reimburse Benjamin School District 25 for the cost of such service. 

 
3.2 Association Notices And Information 

 
 3.2.1 Association Communications 
 

The Association shall have the right to post notices of its activities on a teacher 
bulletin board at a specific location at each site.  The use of teacher mailboxes to 

deposit Association mail shall be made available to the Association for 
communications.  The Association shall be permitted use of a computer and copy 
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machine, provided the Association reimburses Benjamin School District 25 for 
paper and supplies used. 

 
 3.2.2 Board Communications 

 
The Association shall be given copies of agendas prior to meetings of the Board 
and copies of minutes after approval by the Board. 

 
3.3 Association Release Time 

 
The Board shall allow the Association president three (3) days release time at full pay for 
attending to those matters of Association business, provided that written advance notice 

is given the superintendent for such release time.  An additional four (4) days release time 
total may be granted to the Association president or designee(s) of the Association 

president, provided that the Association shall reimburse the Board the cost of substitutes, 
if any, for such four (4) days release time. 
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ARTICLE IV 

 

GRIEVANCE 
 

4.1 Definitions 
 
 4.1.1 Grievance 

 
A grievance is defined as a written complaint or claim by a teacher or the 

Association that there has been a violation, misinterpretation or misapplication of 
specific provisions of this Agreement. 
 

 4.1.2 Days 
 

Days shall be school days, except that when a grievance is submitted less than ten 
(10) days before the close of the current school term, time limits shall consist of 
all weekdays when the business office is open in order that the matters may be 

resolved before the close of the school term, or as soon thereafter as possible.  
School days for purposes of the grievance procedure shall mean teacher 

employment days. 
 
4.2 Right To Representation 

 
 4.2.1 Assistance 

 
The Board acknowledges the right of the Association to assist a grievant at any 
level of the grievance procedure if it obtains the consent of the grievant, and the 

Association acknowledges the right of any member of the administration to 
receive assistance as desired in any step of the grievance procedure. 

 
 4.2.2 Presence 
 

At any level of the grievance procedure, the Association will have been given the 
opportunity to be present. 

 
4.3 Time Limits 
 

Failure of any teacher or the Association to act on a grievance within the prescribed time 
limits will act as a bar to any further appeal and an administration’s failure to give a 

decision within the prescribed time limits shall permit the grievant to proceed to the next 
step.  The time limits, however, may be extended by mutual consent. 
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4.4 Informal Discussion 
 

Before a grievance can be processed formally, the aggrieved party or parties shall have 
made an attempt to resolve the problems through free and informal discussion with the 

immediately involved supervisor.  The two parties may agree to an informal discussion 
with the building principal and/or superintendent before going to the next step. 

 

4.5 Initiating A Grievance 
 

 4.5.1 Grievance At Building Level 
 

If a problem cannot be resolved informally, the grievant or the Association shall 

present the grievance in writing on the Grievance Form, Exhibit Article IV.  If the 
grievance involves the act of an administrator at the building level, the grievance 

shall be filed at Step 1. 
 
 4.5.2 Grievance At Other Than Building Level 

 
If the grievance involves the act of an administrator other than at the building 

level, the grievance shall initially be filed at Step 2 of the grievance procedure 
after the grievant has first advised the administrator involved. 

 

4.6 Step 1 – Immediate Supervisor Level 
 

If the grievance cannot be resolved informally, the grievant or the Association shall 
present the grievance in writing on the Grievance Form to his/her immediate supervisor 
no later than twenty (20) days after the occurrence of the alleged claim or complaint.  The 

supervisor will arrange for a meeting to take place within five (5) days after receipt of the 
grievance.  The grievant, the immediate supervisor and any such representative(s) as 

provided for in Section 4.2 of this Agreement shall be present for the meeting.  The 
supervisor will then, within five (5) days after the meeting, provide the grievant, the 
Association and the superintendent with a written memorandum setting forth the 

disposition of the grievance.  Such memorandum shall contain reasons upon which the 
disposition of the matter was based. 

 
4.7 Step 2 – Superintendent Level 
 

If the grievant is not satisfied with the disposition of the grievance at Step 1, or if Step 1 
time limits expire without the issuance of the supervisor’s memorandum, the grievant 

may, within ten (10) days thereafter, refer the grievance to the superintendent.  The 
superintendent shall, within ten (10) days conduct a meeting with the same parties being 
present as may be present in Step 1.  Each party to the grievance shall have the right to 

include in its presentation a counselor if so desired.  Upon the conclusion of the hearing 
of the grievance, the superintendent shall have ten (10) days in which to provide his/her 

written decision to the grievant and the Association. 
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4.8 Step 3 – Board Level 
 

If the grievant is not satisfied with the disposition of the grievance at Step 2, or if Step 2 
time limits expire without the issuance of the superintendent’s decision, the grievant may, 

within ten (10) days thereafter, refer the grievance to the Board.  Upon receipt of the 
request the Board shall, within thirty (30) calendar days, schedule a closed session 
hearing on the grievance, and shall within ten (10) days thereafter render its decision in 

writing.  Each party to the grievance shall have the right to include in its presentation a 
counselor if so desired. 

 
4.9 Step 4 - Arbitration 
 

 4.9.1. Binding Arbitration 
 

If the grievance is not resolved satisfactorily at Step 3, there shall be available an 
additional step of impartial, binding arbitration.  The Association may submit to 
the American Arbitration Association, in writing, a request for arbitration with a 

copy to the superintendent within fifteen (15) days of receipt of the Step 3 answer.  
The arbitrator shall be selected from the American Arbitration Association in 

accordance with the Voluntary Labor Arbitration Rules. 
 
 4.9.2 Conditions Of Arbitration 

 
Neither party to the grievance will be permitted to assert grounds not previously 

introduced in the grievance process.  Each party shall be entitled to representation 
and witnesses.  The arbitrator shall have no power to alter the terms of this 
Agreement. 

 
 4.9.3 Cost Of Arbitration 

 
Cost of the arbitrator shall be borne equally between the Association and the 
School District.  Should either party request a transcript of the proceedings, that 

party will bear the cost of the transcript.  Any additional costs shall be borne by 
either party incurring the cost. 

 
 4.9.4 Arbitrator Decision 
 

The arbitrator’s decision shall be final and binding upon the parties.  His/her 
decision must be based solely and only upon his or her interpretation of the 

meaning of application of the express relevant language of this Agreement. 
 
4.10 Release Time 

 
Should the investigation of any grievance require, in the judgment of the 

superintendent, that an employee be released from his/her regular assignment, 
he/she will be released without loss of pay or benefits. 
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4.11 No Reprisals 
 

The Board agrees not to take any reprisal against any person for his/her participation or 
refusal to participate in the grievance process.  The Association agrees to take no 

reprisals against any person because of his/her participation or refusal to participate in the 
grievance process. 

 

4.12 Forum For Action 
 

 4.12.1 Action In A Single Forum 
 

Should any member of the bargaining unit commence an action against the Board 

and/or any of its members individually or collectively, before any State or Federal 
Administrative Agency, Court or Tribunal, charging the Board or any of its 

members with a violation of any of the rights granted to or enumerated in this 
Agreement, said action shall act as a bar to the commencement or further 
processing of the grievance. 

 
4.13 Withdrawal Of Grievance 

 
 A grievance may be withdrawn at any step without establishing precedent. 
 

  
ARTICLE V 

 
WAGES AND BENEFITS 
 

5.1 Compensation 
 

Teachers will be compensated in accordance with the Annual Salary Compensation 
attached as part of this Agreement. 

 

5.2 Insurance 
 

5.2.1 Article V is based upon the current major medical and dental plans in effect. 
 
 5.2.2 Eligibility 

 
Teachers must be employed at least the amount of time needed to be eligible 

according to the applicable insurance company’s policy and/or Patient Protection 
and Affordable Care Act (PPACA). 

 

Eligible part-time employees will have the employer’s portion of their medical 
and dental insurance premium prorated in an amount equal to their percentage of 

full-time employment. 
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 5.2.3 Life Insurance 
 

Full-time employees will receive life insurance in an amount equal to their salary 
rounded to the nearest thousand, or $25,000, whichever is greater.  

 
Eligible part-time employees will receive life insurance in an amount equal to 
their salary. 

 
5.2.4 Board Participation In Medical Insurance 

 
  Individual employee premiums will be 80% Board paid and 20% employee paid.   
 

Single plus children, single plus spouse and family premiums for a PPO option 
will be 65% Board paid and 35% employee paid. 

 
Single plus children, single plus spouse and family premiums for an HMO option 
will be 80% Board paid and 20% employee paid. 

 
These contribution rates reflect the parties’ goal for the life of this Agreement that 

the Board pays approximately 70% of the aggregate plan cost and that the 
teachers pay approximately 30% of the aggregate plan cost. 

  

A joint Board-BEA Insurance Committee shall convene at least annually to make 
recommendations to the Board and BEA to reduce the cost of employee medical 

insurance as well as review life and dental coverages.  This committee shall 
consist of an equal number of BEA members and Board members/administrators.  
The parties may include, as members of the committee, resource persons 

necessary for the committee to complete its task. 
 

Should the efforts of this committee produce any reductions in the total cost of 
medical insurance, such reductions shall be shared by the Board and the 
Association in the same percentages as the respective parties pay toward 

premiums. 
 

 5.2.5 Dental Insurance 
 

Individual employee premiums for dental insurance will be 90% Board paid and 

10% employee paid. 
 

Single plus children and single plus spouse premiums for dental insurance will be 
70% Board paid and 30% employee paid. 

 

Family premiums for dental insurance will be 65% Board paid and 35% employee 
paid. 
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5.3 Extra-Duty Pay 
 

Extra-duty pay will be determined in the schedule contained in Exhibit Extra-Duty 
Memorandum.  The administration will review extra-duty assignments annually and 

recommend to the Board any changes in the level of placement of any existing activity or 
the initial placement of any new activities. 
 

5.4 Frequency Of Pay 
 

Teachers will be paid in twenty-four (24) equal installments, with the four (4) summer 
checks being paid on the date of the second June payroll disbursement unless otherwise 
selected by the teacher.  Teachers shall be paid on the 1st and 15th of each month.  When 

the scheduled payday occurs on a non-teaching day during the regular school year, 
payment shall be made on the last teacher workday preceding the scheduled payday.   

 
  

ARTICLE VI 

 
LEAVES OF ABSENCES 

 
6.1 Personal Illness And Injury 
 

 6.1.1 Number Of Days 
 

The Board shall grant each regular full-time teacher sick leave with compensation 
each school year as follows: year one full-time equivalency, 11 days; year two 
full-time equivalency, 12 days; year three full-time equivalency, 13 days; year 

four full-time equivalency, 14 days; and thereafter, full-time equivalency, 15 
days.  Regular part-time teachers and individuals employed for a portion of the 

school year shall have the sick leave provisions prorated according to the length 
of service in relationship to the full-time teacher.  Sick leave shall accumulate to 
the extent allowed by Illinois law but no less than 190 days.  In the event that a 

change in the law would reduce the accumulation below a level already earned by 
a teacher, the teacher shall be allowed to retain those days earned prior to the 

change in the law. 
 
In the event a teacher has exhausted all but five (5) sick days, up to three (3) 

additional days of paid leave may be used for bereavement purposes for the death 
of an immediate family member as defined below. Bereavement days are not 

cumulative or transferable.  
  

6.1.2 Definition 

 
Sick leave shall be interpreted to mean personal illness, quarantine at home or 

serious illness or death in the immediate family or household, birth, adoption or 
placement for adoption.  The immediate family shall include parents, spouse, 
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brothers, sisters, children, grandparents, grandchildren, parents-in-law, brothers-
in-law, sisters-in-law, legal guardians and individuals with whom the employee 

has a close familial relationship.  
 

6.1.3 Doctor Certificate 
 

The Board may require certifications by such doctor(s) as it deems necessary for 

personnel to continue to serve the District, to receive benefits for absence caused 
by temporary illness or temporary incapacity and to be eligible to return to work 

following termination of a temporary illness or temporary incapacity. 
 
 6.1.4 Intent To Be Absent 

 
When a teacher has advance knowledge concerning the temporary illness or 

temporary incapacity, he or she shall notify the superintendent or his/her designee 
as far as possible in advance of the proposed absence, in writing so that proper 
plans may be implemented. 

 
 6.1.5 Intent To Return 

 
Notification of intent to return to duties shall be given to the superintendent or 
designee at least two (2) school days in advance of the date of return in those 

circumstances where the absence has exceeded one (1) month. 
 

 6.1.6 Continue Insurance 
 

A teacher who is temporarily ill or temporarily incapacitated may continue 

membership in the District group insurance programs, provided the premiums are 
paid in advance monthly by the staff member, when applicable, to the business 

office and provided further that the insurance carrier approves thereof. 
 
 6.1.7 Sick Leave Bank 

 
The Board of Education of District 25, in cooperation with the BEA, shall 

establish a Sick Leave Bank on a voluntary basis.  The Sick Leave Bank is 
intended for use for continuous, long term major disability or illness of Sick 
Leave Bank members.  The Association shall administer the Sick Leave Bank and 

shall establish rules for the implementation of the Bank.  Any costs and labor 
necessary for the operation of the Bank shall be the exclusive responsibility of the 

Association.  A copy of the established rules shall be on file in the District 
business office.  By November 1 of each year, the Association shall provide the 
District business office the names of participating members.  The Association will 

also update the District business office as to subsequent charges against the bank. 
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6.2 Parental Leave Of Absence  
 

 6.2.1 Conditions – Tenure Teacher 
 

A tenure teacher shall be eligible for parental leave of absence without pay or 
other benefits (unless the parental leave is running concurrently with paid FMLA 
leave), subject to the following conditions: (As used herein, “teacher” means 

tenure teacher except 6.2.12, which is applicable only to non-tenure teachers.) 
 

 6.2.2 Notification 
 

The teacher shall advise the superintendent or designee of the pregnancy no later 

than the fourth month of pregnancy or upon ascertainment of such condition, 
whichever shall be the later.  At such time, the teacher shall provide a written 

statement from the treating physician indicating the expected date of delivery. 
 
 6.2.3 Written Application 

 
Application for such leave shall be made in writing to the superintendent at least 

ninety (90) calendar days prior to the anticipated birth of the child. 
 
 6.2.4 Duration 

 
The teacher and the superintendent or designee shall agree upon a date and plan 

for the commencement and termination of such leave taking into consideration 
maintenance of continuity of instruction and any medical factors to the maximum 
possible degree and the pertinent time factors related thereto.  The leave shall 

begin on an agreed upon date.  The leave shall not exceed the balance of the 
school year in which it commences and one additional school year.  Every effort 

shall be made to have such leave terminate immediately prior to the start of a new 
school term. 

 

 6.2.5 Sick Leave 
 

Sick leave shall not be applicable during the period of the parental leave of 
absence (unless the parental leave is running concurrently with paid FMLA 
leave).  Any accumulated sick leave may be used prior to the commencement of 

the parental leave.  Any remaining accumulated sick leave shall be available to 
the teacher upon return to employment in the District. 

 
 6.2.6 Continue Insurance 
 

Any teacher whose leave is to commence during the summer recess shall be 
eligible for fringe benefits through August 31st of that year.  With the consent of 

the carrier, the teacher may maintain insurance benefits provided the premiums 
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are paid in advance monthly by the staff member to the business office (unless the 
parental leave is running concurrently with paid FMLA leave). 

 
 6.2.7 Intent To Return 

 
A teacher on a leave of absence must give written notice to the superintendent or 
designee no later than 30 work days before the leave expires of the teacher’s 

intention to return or resign.  Failure to furnish such written notice shall constitute 
a notice of resignation. 

 
 6.2.8 Reinstatement 
 

Upon reinstatement following leave, the teacher will be re-employed in any 
position for which he/she is qualified to teach. 

 
 6.2.9 Right Not To Apply 
 

Nothing in this Article shall be construed as requiring any teacher to apply for a 
parental leave of absence. 

 
 6.2.10 Male Eligibility 
 

A male teacher is eligible for a parental leave of absence under all applicable 
conditions of this section. 

 
6.2.11 Adoption 
 

 Prior to using parental leave for purposes of adoption, a teacher may use up to 30 
days of sick leave for adoption or for placement for adoption provided that the 

teacher submits written proof that the formal adoption process is underway.  A 
teacher desiring parental leave of absence as a result of becoming an adoptive 
parent shall notify the superintendent or designee in writing upon the initiation of 

such adoption proceedings.  Parental leave of absence shall be granted upon 
written notification to the superintendent or designee of the date the child is to be 

received.  It shall be the responsibility of the applying teacher to keep the 
superintendent or designee informed of the status of the proceedings and as soon 
as known, the expected date of delivery of the child.  The length of this leave shall 

be consistent with parental leave of absence timelines. 
 

6.2.12 Conditions – Non-Tenure Teacher 
 
 A parental leave of absence may be granted to a non-tenure teacher under unusual 

circumstances by action of the Board, subject to all the conditions applicable to a 
tenure teacher, and provided the term of such leave shall not be considered in 

computing full-time employment for purposes of the continuous employment 
necessary to attain contractual continued service status.  A teacher must work at 
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least 120 days in the school year to count toward the acquisition of tenure.  The 
granting of parental leave to any non-tenure teacher shall not constitute a 

precedent for the granting or withholding of leave to any other teacher.  Each 
request shall be judged on its own merits and shall be within the sole discretion of 

the Board. 
 
6.3 Extended Sick Leave 

 
 6.3.1 Conditions 

 
The Board recognizes that there may be occasions when the employee’s 
accumulated sick leave does not extend to cover the duration of an illness.  If a 

teacher exhausts all of his/her accumulated sick leave due to an extended illness 
and cannot return to work, the teacher may request a leave of absence for the 

duration of the illness.  The following guidelines shall apply:  
 

6.3.2 Time Limits 

 
Leave may extend to one full school year and shall ordinarily be contained within 

a single school year.  Extensions shall be at Board discretion. 
 
 6.3.3 Continue Insurance 

 
While on leave, the teacher may elect to retain insurance by prepaying premiums 

on a monthly basis to the business office, if the continuation of the group 
insurance is acceptable to the carrier. 

 

 6.3.4 Doctor Certificate 
 

The teacher’s application for leave shall be supported by a physician’s written 
certification of the teacher’s inability to perform normal teaching duties.  The 
Board may request consultation by a physician of its choice as a matter of 

unprejudicial clarification of the disability.  Such consultation shall be at Board 
expense.  The Board may, from time-to-time during an extended leave, request 

certification by a physician of continued inability to perform normal teaching 
duties; such certification shall be at the employee’s expense. 

 

 6.3.5 Return To Duty 
 

The teacher shall be expected to resume normal teaching duties upon certification 
by a physician that he/she is capable of performing same.  In addition, if the leave 
has extended for a period of more than ninety (90) days or if the employee was 

afflicted with a communicable disease during the leave, the employee shall 
furnish evidence of freedom from communicable disease at the employee’s 

expense. 
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6.4 Personal Business 
 

 6.4.1 Number Of Days 
 

Each regular full-time teacher may be allowed absence with full pay for two (2) 
personal business days each year.  A regular part-time teacher and individuals 
employed for a portion of the school year shall have the personal business 

provisions prorated according to the length of service in relationship to the full-
time teacher.  At the end of each school year, unused personal business days may 

be accumulated to four (4) personal business days, personal business days allowed 
in the succeeding year, that would make the accumulation greater than four (4), 
shall be converted to sick leave.  Sick leave days may not be used for personal 

business days, but personal business days may be used for sick leave days. 
 

6.4.2 Conditions 
 

Personal Business Leave is granted by the Board to permit a teacher to conduct 

business that cannot be conducted outside of the school day.  Personal Business 
Leave days shall not be used to extend school holidays or vacation periods nor 

shall they be available during the first ten (10) or last ten (10) teacher employment 
days of the school year, except in unusual circumstances beyond the control of the 
teacher.  In order to access personal leave in these situations, the teacher shall 

provide the superintendent with the reason for the need to take the leave.  The 
superintendent’s decision to grant or deny such leave shall be non-precedential 

nor subject to the grievance procedure or other method of review. 
 
 6.4.3 Request 

 
A teacher requesting Personal Business Leave shall do so in writing, submitting a 

Request for Personal Business Leave form to the immediate supervisor at least 
two (2) school days prior to the proposed Leave day unless an emergency arises. 

 

 6.4.4 Multiple Personal Business Day Request 
 

Each teacher may use up to two (2) consecutive days of Personal Business Leave 
without giving a reason for the use of such leave.  If a teacher requests three (3) or 
more consecutive days of Personal Business Leave, the teacher may be requested 

to give a reason for the use of those consecutive days beyond two (2). 
 

6.5 Religious Holidays Leave 
 
 6.5.1 Number Of Days 

 
Leaves for observance of religious holidays shall be granted to a maximum of 

three (3) days per school year. 
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 6.5.2 Options 
 

  6.5.2.1 Personal Business Days 
 

Use Personal Business Leave days to the extent that such days are 
available. 
 

  6.5.2.2 Alternative Employment 
 

Perform alternative employment which may include, but not necessarily 
include, internal substitution or supervision without compensation. 

  

 6.5.3 Request 
 

Request for religious holidays leave shall be made in accordance with the 
provisions for Personal Business Leave (Section 6.4). 

 

6.6 Jury Duty 
 

 6.6.1 Leave Granted 
 

After due notice, the superintendent shall grant leave at full salary for a teacher to 

be absent from assigned responsibilities for the purpose of fulfilling jury duty. 
 

 6.6.2 Board Expectation 
 

It is expected that certificated employees shall fulfill their civic obligation when 

called to jury duty.  The Board, however, does not wish a teacher to suffer loss 
while performing jury duty. 

 
 6.6.3 Assignment Of Benefits 
 

To receive full salary following jury duty, the teacher shall assign stipends 
received for jury duty performance to Benjamin School District 25.  The teacher 

is responsible for his/her expenses incurred while on leave for jury duty. 
 
6.7 Long-Term Leaves Of Absence 

 
 6.7.1 Individual Merit 

 
The Board shall consider requests for leaves of absence on individual merit.  
Leaves may be granted when the request is judged to be of mutual benefit to the 

teacher and the District. 
 

 6.7.2 Teaching Three Years 
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Full-time and part-time teachers, who have successfully completed three (3) full 
years teaching in Benjamin School District 25 immediately preceding the request 

for leave, may apply. 
 

6.7.3 One School Year 
 

Leave may extend to one (1) full school year and shall be contained within a 

single school year. 
 

 6.7.4 Application 
 

Request for leave shall be made in writing to the superintendent six (6) months in 

advance of the beginning date of the requested leave by setting forth the expected 
benefit to the teacher and the District.  In cases of extreme urgency, the time 

requirement may be waived.  Application shall include a statement of intent to 
return for a period of at least one (1) year. 

 

 6.7.5 Continuation Of Insurance 
 

While on leave, the teacher may elect to retain insurance by prepaying premiums 
on a monthly basis, if the continuation of the group insurance is acceptable to the 
carrier. 

 
 6.7.6 Compensation And Experience Credit 

 
Leaves approved by the Board shall be without compensation.  Upon return from 
a leave, the teacher will receive a contract upon re-employment reflecting no 

credit on the compensation schedule for time spent on leave. 
 

 6.7.7 Sick Leave 
 
  A teacher returning from leave shall retain previously accumulated sick leave. 

 
 6.7.8 Physician’s Statement 

 
The Board may request from a teacher returning from leave a physician’s 
statement of the employee’s ability to resume teaching duties and evidence of 

immunity from communicable disease at the employee’s expense. 
 

 6.7.9 Re-Employment 
 

Leaves shall be granted with a guarantee of re-employment, unless provisions of 

reductions in force apply, and re-employment shall be in a position for which the 
teacher is qualified to teach. 

 
 6.7.10 Extending Leave 
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Personal and professional long-term leaves of absence shall not extend any other 

leave. 
 

 6.7.11 Board Discretion 
 

The granting of personal and professional long-term leaves of absence is at the 

discretion of the Board and the Board’s decision is non-reviewable. 
 

6.8 Family And Medical Leave Act 
 
 Eligible teachers are entitled to leave under the Family and Medical Leave Act (FMLA).  

Details can be found in the District’s Board Policy 5.185.  FMLA leave shall run 
concurrent with other paid and unpaid leaves of absence. 

 
6.9 Sabbatical Leave 
 

6.9.1 Sabbatical leave may be granted to a tenure teacher after completion of at least six 
(6) years of satisfactory service as a full-time teacher and may again be granted 

after completion of a subsequent period of six (6) years of such service.  A leave 
granted for a period of one (1) school year or less shall bar a further sabbatical 
leave until completion of six (6) years of additional satisfactory service. 

 
6.9.2 The leave shall be conditioned upon a plan for resident study, research, travel or 

other purposes to benefit the School District, which plan must be approved by the 
Board and not thereafter modified without the approval of the Board. 

 

6.9.3 Such leave may be granted for a period of at least four (4) school months but not 
in excess of the school term.  Before a leave is granted pursuant to and in 

accordance with these provisions, the applicant shall agree in writing that if, at the 
expiration of such leave, he/she does not return to and perform full-time teaching 
service in the District at least two (2) school years after his/her return, all sums of 

money received from the Board during the sabbatical leave will be refunded to the 
Board unless such return and performance are prevented by illness or incapacity. 

 
6.9.4 Applications for leave shall be made in writing to the superintendent prior to 

February 1st for leave during the next school year. 

 
6.9.5 During absence pursuant to such leave, the teacher shall receive the same base 

salary as if in actual service, from which there shall be deducted an amount 
equivalent to the amount payable for substitute service.  However, such salary 
after deduction for substitute service shall not be less than the minimum salary 

provided by The School Code (105 ILCS 5/24-8) or one-half of the base salary, 
whichever is greater. 
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6.9.6 The teacher on leave shall not engage in any activity for which salary or 
compensation is paid unless the activity is directly related to the purpose for 

which the leave is granted and approved by the Board.  Unless justified by illness 
or incapacity, failure of any teacher granted a leave pursuant to and in accordance 

with these provisions to devote the entire period to the purposes for which the 
leave was granted shall constitute a cause for removal from teaching service. 

 

6.9.7 Upon expiration of a leave granted pursuant to and in accordance with these 
provisions and upon presentation or evidence satisfactory to the Board showing 

compliance with the condition of the leave, the teacher shall be returned to a 
position equivalent to that formerly occupied.  The tenure of the person on 
sabbatical leave shall not be affected. 

 
6.9.8 Absences during a leave granted pursuant to and in accordance with these 

provisions shall not be constructed as a discontinuance of service for any purpose, 
including progression on the salary schedule.  

 

6.9.9 Any applicant taking leave shall give a note for the full amount of payments made 
to the applicant, made payable to the School Board, to insure compliance with 

intent to the Article and the provisions of The School Code of the State of Illinois. 
 
 

ARTICLE VII 

 

TEACHER EVALUATION 
 
7.1 Procedure 

 
The evaluation procedure as approved by the Board, (contained in the Professional 

Evaluation System Handbook) shall be in effect. 
 
7.2 Revision 

 
Teachers will be consulted when revision in the evaluation procedure is deemed 

necessary and such revisions shall not be effective until ratified by both parties.  Either 
party may request a review of the procedure.  The evaluation procedure in place at the 
beginning of a school calendar year shall remain in effect for the remainder of the school 

term. 
 

 

ARTICLE VIII 

 

VACANCIES AND TRANSFERS 
 

8.1 Notice Of Vacancies 
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The superintendent or designee will send notice of all vacancies to the president of the 
Association and will post notice of all vacancies in all school buildings for at least 10 

calendar days after said notification.  Such notice shall be accompanied by a statement of 
minimum qualifications.  No vacancy will be filled, except on a temporary basis, until 

such vacancy shall have been posted and notice sent to the president of the Association.  
Notice to the president of the Association may be accomplished by delivery of the 
minutes of the Board if said vacancy is described herein.  The Board shall decide when a 

vacancy exists. 
 

8.2 Application For Transfer 
 

A teacher presently on tenure shall have the right to apply for any transfer for which 

he/she is qualified.  Annually, during the month of February, principals shall share with 
teachers at a faculty meeting anticipated employment opportunities within the district 

which might accommodate teacher interests in a change of assignment or transfer.  Such 
application shall be in writing to the superintendent.  Any employee application received 
prior to application(s) of non-employees shall receive first consideration for an interview. 

 
8.3 Change In Assignment 

 
Teachers will be advised prior to the end of the school term of any change in their 
assignment for the forthcoming year if the reasons prompting such change were known 

prior to the close of the school term.  Change in assignment after this date will be made 
known to the teacher as promptly as possible. 

 
8.4 Involuntary Transfer 
 

Involuntary assignments resulting in substantially different teaching situations from those 
designated by the end of the school year shall provide said teacher with the right of 

resignation.  Any teacher transferred involuntarily shall receive consideration for an 
interview in any requested transfer for future vacancies.  Involuntary transfers shall not 
be made unless they are in the best interest of the students and shall be submitted in 

writing to the teacher involved. 
 

 

ARTICLE IX 
 

RETIREMENT 
 

9.1 Eligibility  
 
 9.1.1 A service recognition stipend will be available to full-time teachers who meet 

each of the following eligibility requirements:  
 

  A. As of the date of retirement, completed at least ten (10) years of full-time 
teaching service in District 25; and 
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  B. As of the date of retirement will have attained the age of 60 or have 35 

years of TRS creditable service; and 
 

  C. Eligible  for and have been approved to participate in a retirement plan 
offered by the Teachers’ Retirement System of Illinois provided, however, 
that this retirement benefit is not available to any teacher whose retirement 

requires the Board to pay to TRS a contribution or “penalty”; and 
 

  D. Retires effective on any June 30 but no later than June 30, 2025. 
 
9.2 Process 

 
 9.2.1 Eligible employees wishing to receive the benefits set forth in this Article IX must 

submit an irrevocable written notice of intent to retire to the superintendent or 
designee during the month of February of any year of this Agreement.  A 
teacher’s notification of intent to retire may only be rescinded (and then, only if a 

replacement teacher has not been hired or the Board has not acted to reduce the 
number of teachers employed) for one or more of the following reasons:  

 
  A. Death of the retiree’s immediate family; or  
 

  B. Loss of a bona fide employment offer which was to be effective during 
retirement; or  

 
  C. Disability of the teacher, spouse or the teacher’s “dependent,” as defined 

by the Internal Revenue Service; or  

 
  D. Other reasons of compelling emergency as determined solely by the 

Board, and not reviewable, said reason to be non-precedential with respect 
to granting or denying required changes in retirement election. 

 

  In the event the Board permits a revocation, any benefits paid to the teacher under 
this provision in anticipation of retirement must be repaid.  Such repayment will 

be made pursuant to an agreement between the teacher and the Board or designee.  
In the event no such agreement is reached, the repayment must occur within two 
(2) years of the approval of the revocation by the Board.  In the event the Board 

permits a revocation, the revoking teacher will be replaced on the salary schedule 
at the appropriate step and lane, as if the teacher had never submitted a notice of 

intent to retire. 
 
 9.2.2 The Board shall allow a minimum number of early retirees equal to 30 percent of 

those who are eligible and who apply, rounded to the nearest whole number, by 
seniority.  In any given school year the Board, in its sole and non-reviewable 

discretion, may permit additional retirees (in excess of the minimum number 
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specified above), provided; however, that such permission shall not be deemed to 
create a past practice, pattern or precedent.  

 
9.3 Benefits 

 
 9.3.1 Service Stipend 
 

  As a benefit of voluntary retirement for teachers who qualify as provided above, 
the Board will pay the teacher a service recognition stipend of $1,000 for each full 

year of teaching service in District 25.  In the event the compensation to which a 
teacher would otherwise be entitled under the provisions of this Agreement in 
each of the years prior to retirement hereunder is less than six percent (6%), the 

Board will deduct sufficient dollars from this service recognition stipend to 
increase the teacher’s TRS creditable earnings by six percent (6%) over the 

teacher’s prior year’s reported TRS creditable earnings for each remaining year of 
the teacher’s employment in the District.  This increase would occur beginning in 
the school year in which the teacher gives notice of retirement as noted above.  A 

retiring teacher may receive no more than four (4) years of six percent (6%) 
creditable earnings increases under this program.  A retiring teacher may instead 

choose to receive this benefit as a lump-sum post-retirement payment in the 
January immediately following retirement. 

 

  In the event the amount of the service recognition stipend exceeds the amount 
necessary to increase a teacher’s TRS creditable earnings by six percent (6%) for 

each remaining year of a teacher’s employment in the District, the remainder of 
the service recognition stipend will be paid to the teacher post retirement in the 
January immediately following retirement.     

 
A teacher for whom an extra-duty stipend or payment was part of the teacher’s 

creditable earnings in the school year prior to the school year in which retirement 
notice is given, and who gives up the duty in any year prior to retirement, will 
have the stipend or payment for such duty subtracted from creditable earnings 

before the relevant six percent (6%) increase is applied.  Under no circumstance 
may a participating teacher receive a creditable earnings increase exceeding six 

percent (6%) over the prior year’s creditable earnings. 
 

9.3.2 Insurance After Retirement  

 
A. The Board will reimburse the retired teacher for post-retirement health 

insurance premiums paid by the retiree to a maximum of $500 per year 
until the retiree reaches age 65 or becomes eligible for Medicare, 
whichever shall first occur. 

 
9.3.3 Repayment  
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 A. In the event the proposed retirement does not occur as anticipated, each 
teacher irrevocably assigns to the Board the right to recoup any payments 

made on his/her behalf from future payments made to or on behalf of such 
teacher.  

 
9.4 Savings Clauses  
 

 9.4.1 Retirements under this Article IX are subject to revision if legislation were to be 
enacted that increases the current known cost of the Board.  In the event 

legislation does not cause the Board to incur a cost greater than the expected cost 
at the time of execution of this Agreement, then the retirement incentive shall be 
adjusted to achieve revenue neutrality for the Board.  Such adjustments shall be 

agreed to by the BEA and the Board on a case-by-case basis. 
 

 

ARTICLE X 

 

REDUCTION IN FORCE 
 

10.1 Process 
 

10.1.1 Reduction In Force procedures are to be implemented according to the provisions 

of the applicable Illinois law. 
 

10.2 Seniority Definition 
 
 10.2.1 Continuous Service 

 
Years of continuous service as a regular full-time teacher in the School District 

provided, however, that less than full-time service shall be computed on a pro-rata 
basis, and approved unpaid leaves of absence shall not be counted in determining 
seniority. 

 
10.2.2 Lottery 

 
If the total teaching service as computed in the manner described in 10.2.1 above 
is equal between two or more teachers, the order of seniority shall be determined 

by lottery in the presence of Association leadership. 
 

10.2.3 Seniority List 
 
 The employer shall publish annually a seniority list.  Each teacher shall have ten 

(10) employment days thereafter to file written objection to his/her status and 
shall detail the alleged specific error in the listing.  Failure to make such timely 

objections will be deemed an acceptance of the status and the teacher cannot 
thereafter challenge his/her seniority for the school term. 
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ARTICLE XI 

 
NEGOTIATION PROCEDURES 

 
11.1 Beginning 
 

Negotiations shall begin no later than March 1 in the year this contract terminates, unless 
both parties agree to an alternate date. 

 
11.2 Ground Rules 
 

Ground rules governing the course of negotiations will be determined by agreement of 
the parties upon commencement of the negotiations process. 

 

ARTICLE XII 

 

SUBCONTRACTING 
 

12.1 Conditions 
 

The Board retains the non-reviewable right to subcontract extra-duty non-classroom 

teaching positions customarily held by and duties performed by members of the 
bargaining unit.  However, prior to the institution of any subcontracting relationships, the 

Board agrees to impanel a committee to meet with the Association to discuss both the 
need to subcontract and the terms and conditions of such subcontracting relationship.  
Nothing shall be deemed a requirement to reach agreement on such topics as a 

precondition for the institution of subcontracting. 
 

12.2 Preference In Hiring 
 

The Board shall give teachers preference in hiring for all extra-duty assignments except 

supervisory responsibilities.  However, the Board may hire other persons for non-
supervisory extra-duty assignments when no teacher is willing to perform those duties.   

 
12.3 Subcontractor Rights Limits 
 

Any subcontracting relationships formed by the Board shall not be interpreted to invest in 
such subcontractors the status of assignees of the rights of this Agreement, nor shall the 

same be deemed to invest in such subcontracting agencies the status of co-employer with 
the Board. 
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ARTICLE XIII 

 

MANAGEMENT RIGHTS 
 

13.1 Board Responsibility 
 

The Board retains and reserves the ultimate responsibility for proper management of the 

School District conferred upon and vested in it by the statutes and constitutions of the 
state of Illinois and the United States, including, but not limited to, the responsibility for 

the following rights: 
  
 13.1.1 Conduct Of School Affairs 

 
 To maintain executive management and administrative control of the School District and 

its properties and facilities and the professional activities of its employees as related to 
the conduct of school affairs. 

 

 13.1.2 Employment 
 

 To hire all employees and, subject to the provisions of the law, to determine their 
qualifications and the conditions for their continued employment or their dismissal or 
demotion, their assignment, and to promote and transfer all such employees. 

 
 13.1.3 Program 

 
 To establish programs and courses of instruction, including special programs, and to 

provide for athletic, recreational and social events for students, all as deemed necessary 

or advisable by the Board. 
 

 13.1.4 Delegation Of Authority 
 
 To delegate authority through recognized administrative channels for the development 

and organization of the means and methods of instruction according to current written 
Board Policy or as the same may from time to time be amended, the selection of 

textbooks and other teaching materials, and the utilization of teaching aids of all kinds. 
 
 13.1.5 Employee Assignment 

 
 To determine class schedules, the hours of instruction, and the duties, responsibilities and 

assignments of teachers and other employees with respect thereto, and non-classroom 
assignment. 
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13.2 Limits 
 

The exercise of the foregoing powers, rights, authorities, duties, and responsibilities by 
the Board shall be limited by the specific and express term of this Agreement. 

 

 

ARTICLE XIV 

 
NO STRIKE CLAUSE 

 
14.1 No Strike 
 

During the term of this Agreement, the Association agrees not to strike or engage in any 
concerted job action which would materially interfere with the operation of Benjamin 

School District 25. 
 

 

ARTICLE XV 

 

EFFECT OF AGREEMENT 
 
15.1 Waive Rights To Negotiate Further 

 
The parties acknowledge that during the negotiations which resulted in this Agreement 

and its appendices, each had the unlimited right and opportunity to make demands and 
proposals with respect to any matter or subject not removed by law or by specific 
agreement of the parties from the areas of collective bargaining, and that the 

understanding of that right is set forth in this Agreement.  Therefore, the Board and the 
Association for the life of this Agreement each voluntarily and unqualifiedly waives any 

right which might otherwise exist under law, practice or custom to negotiate any further 
on those agreements effective for or during the term of this Agreement. 

 

 

ARTICLE XVI 

 
DURATION AND ACCEPTANCE 
 

16.1 Effective Dates 
 

This Agreement shall be effective with the commencement of the normal business day on 
the 27th day of August 2018 and shall remain in full effect until the close of business on 
the 26th day of August 2023. 
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16.2 Renegotiation Excluded 
 

No item agreed to shall be deemed capable of renegotiation to be effective during the 
term of this Agreement, unless mutually agreed to in writing by the parties or except as 

provided in the Contingency Agreement. 
 
16.3 Conditions Of Renegotiation 

 
 While this Agreement shall expire on the 26th day of August 2023, negotiation for the 

next Collective Bargaining Agreement shall commence no later than March 1, 2023.  In 
the event agreement is not reached by the date preceding the first scheduled day of 
teacher attendance for the 2023-2024 school year, then either party may terminate this 

Agreement by providing five (5) days written notice on the other party. 
 

 Dated this 12th day of March 2018  
 

IN WITNESS WHEREOF, the parties have executed this Agreement by their duly 

authorized representatives. 
 

 
WITNESSES:      FOR THE BOARD OF EDUCATION OF 
       BENJAMIN SCHOOL DISTRICT NO. 25 

 
 

              
 
              

 
              

 
       
 

       
 

 
WITNESSES:      FOR THE BENJAMIN EDUCATION 
       ASSOCIATION IEA/NEA 

 
 

              
       President 
 

              
       Chief Negotiator 
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EXHIBIT ARTICLE I 

 

ANNUAL SALARY COMPENSATION 

2018-2023 
 

 

The teachers’ annual salary increase is derived from three components:   
Base Salary Increase, Performance Increase, and/or Educational Advancement Increase 

I.) Base Salary Increase 

A. Determines the amount by which the district’s base salary will increase 

B. All teachers receive this increase; it is added to each teacher’s previous year’s salary 

C. Yearly amount will be determined by the weighted average of the Consumer Price Index 

For All Urban Consumers Chicago (CPI) used for PTELL (tax cap) as follows: 

 Fall (start of school – December) distribution will be weighted by four (4) 

months 

 Spring (January – end of school) distribution will be weighted by five (5) months 

D. The weighted average formula will be based upon the relevant December CPIs 

published annually in January of the year prior to and during the relevant work year of 

this Agreement 

E. Example: 

 2018-19 weighted average =  

 
 

 
 
 

 
 

 
 

 

 

 

 

F. In the event the weighted average CPI is less than 0.9%, teachers will not receive the 

Base Salary Increase until January 1 of the relevant school year; this raise will not be 

retroactive to the beginning of the school year and will be paid at the relevant amount 

starting January 1 until the end of that contract year. 

II.) Performance Increase 

A.  Equal to a fixed 1.5% per year (if individual is eligible) for the duration of this contract 

Chart:  Base Salary Increase 

Weighted Average CPI 
Base Salary Increase 

(based on Weighted Average CPI) 

less than 0.9% 
1.65% 

(delayed until January 1 of the relevant school year) 

0.9% to 1.89% 1.65% 

1.9% to 2.59% 1.90% 

2.6% or more 2.65% 
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B.  Based on individual eligibility; increase is added to each eligible teacher’s previous 

year’s salary 

C.  Eligibility: 

a. teachers must have an “Overall Performance Rating” of “Proficient” or 

“Excellent” on the most current evaluation cycle to receive the Performance 

Increase 

b. teachers with an “Overall Performance Rating” of “Needs Improvement” on the 

most current evaluation cycle would receive the relevant Base Salary Increase 

but not the Performance Increase 

D. In the event the weighted average CPI is less than 0.9%, teachers will not receive the 

Performance Increase until January 1 of the relevant school year; this raise will not be 

retroactive to the beginning of the school year and will be paid at the relevant amount 

starting January 1 until the end of that contract year. 

E. Part-time teachers employed at the 0.49 level or less will receive one (1) Performance 

Increase for every eligible two (2) years of service at the 0.49 level or less 

 

III.) Educational Advancement Increase 

A. The Board encourages academic attainment for its teaching staff; in furtherance of 

this recognition, teachers will receive salary increases resulting from successful 

completion of approved, recognized professional development completed beyond the 

regular workday or work year 

B. The guidelines are as follows: 

1. Salary credit for Education Advancement will be conferred upon successful 

completion of the course, or courses, with a minimum grade of “B” received 

and subsequent submission of transcript to the District 

2. For purposes of this provision, such academic attainment will be recognized 

for the following Educational Advancement categories:  BA+15, MA, 

MA+15, MA+30, MA+45 

 

 
 
 

 
 

 
 

3. Educational Advancement Increase is added to the new yearly salary after all 

other relevant eligible increases (Base Salary Increase and Performance 

Increase) have been applied to the teacher’s previous year’s salary 

 

Chart:  Educational Advancement 

Increase 

Educational Advancement Increase 

From BA to BA+15 3.7% 

From BA+15 to MA 7.4% 

From MA to MA+15 3.7% 

From MA+15 to MA+30 3.7% 

From MA+30 to MA+45 3.7% 
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4. Educational Advancement Increase(s) occurs regardless of the value of the 

relevant weighted average CPI 

5. Changes in salary resulting from this provision may occur twice each year, on 

September 1 and March 1 

6. A teacher may not advance more than two (2) of the Education Advancement 

categories in any one (1) school year 

7. Hours credited must be earned subsequent to the last highest earned degree 

unless those hours are conferred along with that degree 

8. Any credit hours earned prior to receiving a Master Degree do not apply to 

future Educational Advancement 

9. Quarter hours shall be converted to semester hours as follows: one-quarter 

hour equals two-thirds semester hour 

C. Approval process: 

1. Prior to commencing work for Educational Advancement, the teacher must 

provide the Superintendent, or designee, a completed Educational 

Advancement Coursework Approval form with a written rationale which 

includes the following: 

a. the course, or courses, to be taken 

b. anticipated impact on the teacher’s effectiveness 

c. anticipated benefit to students and/or the District 

d. plan to share the acquired professional learning with colleagues 

2. Educational Advancement Coursework Approval form is available in each 

school’s office 

3. The submitted Educational Advancement Coursework Approval form must 

receive the written approval of the Superintendent, or designee 

4. After the end of one full grading period following completion of the course, or 

courses, the teacher will submit a reflection document addressing the specific 

ways in which the professional learning impacted teacher effectiveness and 

benefitted students and/or the District; failure to complete the reflection 

process will prevent future approval of coursework for Educational 

Advancement 

D. Course(s): 

1. Must be related to the teacher’s assignment or current existing positions in the 

district 

2. Must be graduate level unless the Superintendent, or designee, requests or 

approves an undergraduate level course 

3. Must be offered by an accredited institution of higher learning or a recognized 

branch of such institution; the institution must be degree conferring 

E. Tuition reimbursement: 

1. Each regularly employed teacher is eligible to apply for tuition reimbursement 

for courses that have the preapproval of the superintendent 

2. Rate and funds: 

a. The rate of reimbursement is $80 per semester hour 
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b. The Board shall provide a pool of money for tuition reimbursement 

equal to 35% of the base salary for the current school year; the school  

year is defined as the first day of teaching for that year through the last 

calendar day prior to the first day of teaching of the following year 

c. Once the pool is expended, tuition reimbursements will be terminated 

for the remainder of the year 

3. Guidelines: 

a. Prior approval by the Superintendent, or designee, of all coursework 

b. Reimbursement shall not exceed the actual expense 

c. Approval per teacher will be limited to three (3) semester hours per 

semester and six (6) semester hours per summer for a maximum of 

twelve (12) semester hours per year 

d. Preference will be given to courses which are a part of an approved 

Master’s Degree Program and to teachers who have not previously 

applied during the year for reimbursement 

4. Disbursement: 

a. Reimbursements will be made in the months of October, February and 

June 

b. To receive reimbursement for an approved course, the teacher must be 
currently employed by the District and submit to the Superintendent, 

or designee, a copy of the tuition payment and grade report for that 
course; submissions must be received by the seventh (7th) day of the 

month in which reimbursement is to be disbursed 

IV.) Compensation After Unsatisfactory Rating 

A. Compensation for a tenured teacher will be impacted during the time of an 

Unsatisfactory Overall Performance Rating 

B. Teachers with an Unsatisfactory Overall Performance Rating will experience no 

increase in compensation during the required remediation period 

C. Upon successful completion of the required remediation plan, the teacher will 

prospectively receive the negotiated compensation increases 

V.) Initial Compensation Placement or Advancement 

A.  Upon initial employment by the District, a teacher may generally receive up to six 

(6) years of credit for verified prior teaching experience; however, the Superintendent 

at his/her discretion may waive this guideline if it is necessary to employ an 

individual in an area requiring specialized skills (e.g. special education or technology) 

and/or job-related experience 

B. Initial salary will be based upon the new teacher receiving the same salary as a 

similarly situated teacher, i.e. same years of experience and educational attainment; in 

the event no such similarly situated teacher exists, the District will maintain a salary 

grid to be used for the sole purpose of determining the salary of a newly employed 

teacher; this salary grid will be increased annually by the amount resulting from 

negotiations with the Association 
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C. After initial salary determination has been made, the teacher’s salary will be 

increased annually by the amount resulting from negotiations with the Association 

D. Fractions of years’ service will be added together in order to obtain a full-time 

equivalent for purposes of initial compensation placement only 

E. Records of certified staffs are updated to show educational attainment on a full-time 

equivalent basis for service prior to and in District 25 

VI.) Publication of Salaries 

A. By June 1 of each school year the District will provide to the BEA chief negotiator: 

1. A list of known teachers including their next year’s salary and, for each, all 

applicable salary increases 

2. The updated salary grid used for the sole purpose of determining the salary of 

a newly employed teacher  

VII.) Contingency Agreement 

A. In recognition of the uncertainty of Board revenue during the life of this Agreement, 
the Association and the Board agree as follows: 

1. Effective July 1, 2019, in the event of one or more of the following events 
occur during the life of this Agreement, the Board and Association agree that 
the parties will meet to re-open the negotiations for salary, only, for any school 

year covered by this Agreement and impacted by the noted event: 

a. There is legislation which freezes or lowers property tax revenue to 

which the District would otherwise be entitled; and/or 

b. The Board is required to pay additional revenue to support teacher 

pensions to the Teacher Retirement System; and/or 

c. There is a 10% reduction in money allocated by the State of Illinois 

Evidence Based Spending Model, or successor funding model 

B. In the event this re-opener is invoked, salary negotiations will begin within 30 

calendar days of the decision to re-open; such negotiations will be limited to teacher 

salaries, unless otherwise agreed by the parties; any agreement(s) resulting from such 

negotiations will be subject to ratification by the Board and the Association 

In the event re-opener negotiations do not result in an agreement, the original negotiated 

Agreement will expire the day prior to the start of the subsequent school year and the parties will 
meet to negotiate a new Agreement, subject to the rights and obligation.  
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EXHIBIT ARTICLE II 
 

EXTRA-DUTY PAY SCHEDULE 

2018-2023  
 
An assistant coach moving to a head coaching position in the same sport will be allowed to transfer 
his/her years of teaching experience to the head position. 
 
A person changing coaching assignments will be placed on the step commensurate with their coaching 
experience in that sport in District 25. 
 
The FTE are only guidelines.  They are neither binding nor part of the Collective Bargaining Agreement. 
 
The amounts listed below are fixed stipends for each activity based upon the following hourly rates: 
For 2018-2019 and 2019-2020:  Step 1 = $26.00; Step 2 = $28.60; Step 3 = $31.46; and Step 4 = $34.61  
For 2020-2021, 2021-2022 and 2022-2023: Step 1 = $27.00; Step 2 = $29.70; Step 3 = $32.67; Step 4 = 
$35.94.  The first amount for each step is for 2018-2019 and 2019-2020.  The second amount for each 
step is for 2020-2021, 2021-2022, and 2022-2023. 
 

Level I                                             

(160 – 180 hours) 

FTE 

Evergreen/Benjamin 

 

Step 1           

0-3 Years 

 

Step 2           

4-7 Years 

 

Step 3          

8+ Years 

 

Step 4           

  12+ Years 

Athletic Director (no 
plan period provided) 

  1 $4,160/$4,320 $4,576/$4,752 $5,034/$5,227 $5,538/$5,750 

 

Level II                                              

(100 – 120 hours) 

FTE 

Evergreen/Benjamin 

 

Step 1           

0-3 Years 

 

Step 2            

4-7 Years 

 

Step 3          

8+ Years 

 

Step 4       

12+ Years 

Boys’ Varsity Basketball  1 $2,600/$2,700 $2,860/$2,970 $3,146/$3,267 $3,461/$3,594 

Boys’ Junior Varsity  Basketball  1 $2,600/$2,700 $2,860/$2,970 $3,146/$3,267 $3,461/$3,594 

Girls’ Varsity Basketball  1 $2,600/$2,700 $2,860/$2,970 $3,146/$3,267 $3,461/$3,594 

Girls’ Junior Varsity Basketball  1 $2,600/$2,700 $2,860/$2,970 $3,146/$3,267 $3,461/$3,594 

Girls’ Varsity Volleyball  1 $2,600/$2,700 $2,860/$2,970 $3,146/$3,267 $3,461/$3,594 

Girls’ Junior Varsity Volleyball  1 $2,600/$2,700 $2,860/$2,970 $3,146/$3,267 $3,461/$3,594 

Soccer Boys’ Head Coach   1 $2,600/$2,700 $2,860/$2,970 $3,146/$3,267 $3,461/$3,594 

Student Council Co-Sponsor  2 $2,600/$2,700 $2,860/$2,970 $3,146/$3,267 $3,461/$3,594 

Team Leader Grade 5  1 $2,600/$2,700 $2,860/$2,970 $3,146/$3,267 $3,461/$3,594 

Team Leader Grade 6  1 $2,600/$2,700 $2,860/$2,970 $3,146/$3,267 $3,461/$3,594 

Team Leader Grade 7  1 $2,600/$2,700 $2,860/$2,970 $3,146/$3,267 $3,461/$3,594 

Team Leader Grade 8  1 $2,600/$2,700 $2,860/$2,970 $3,146/$3,267 $3,461/$3,594 

Theater Club Sets & Costumes 
Supervisor  

 1 $2,600/$2,700 $2,860/$2,970 $3,146/$3,267 $3,461/$3,594 

Theater Club Co-Director   2 $2,600/$2,700 $2,860/$2,970 $3,146/$3,267 $3,461/$3,594 

Yearbook - Benjamin   1 $2,600/$2,700 $2,860/$2,970 $3,146/$3,267 $3,461/$3,594 
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EXHIBIT ARTICLE II         Extra-Duty Schedule 

           2018-2023   

Level III                                                        

(80 – 90 hours) 

FTE 

Evergreen/Benjamin 

 

Step 1           

0-3 Years 

 

Step 2            

4-7  Years 

 

Step 3            

8+ Years 

 

Step 4          

12+ Years 

Athletic Director (with plan 
period provided) 

  0 $2,080/$2,160 $2,288/$2,376 $2,517/$2,613 $2,769/$2,875 

Chorus   1 $2,080/$2,160 $2,288/$2,376 $2,517/$2,613 $2,769/$2,875 

National Jr. Honor Society   1 $2,080/$2,160 $2,288/$2,376 $2,517/$2,613 $2,769/$2,875 

Newspaper   1 $2,080/$2,160 $2,288/$2,376 $2,517/$2,613 $2,769/$2,875 

STEAM Club  1 $2,080/$2,160 $2,288/$2,376 $2,517/$2,613 $2,769/$2,875 

Soccer Girls’ Head Coach   1 $2,080/$2,160 $2,288/$2,376 $2,517/$2,613 $2,769/$2,875 

Team Leader Specials – 
Benjamin 

  1 
$2,080/$2,160 $2,288/$2,376 $2,517/$2,613 $2,769/$2,875 

Track Head Coach  1 $2,080/$2,160 $2,288/$2,376 $2,517/$2,613 $2,769/$2,875 
 

Level IV                                              

(60 – 70 hours) 

FTE 

Evergreen/Benjamin 

 

Step 1             
0-3 Years 

 

Step 2           
4-7 Years 

 

Step 3               
8+ Years 

 

Step 4       
12+ Years 

Art Club  1 $1,560/$1,620 $1,716/$1,782 $1,888/$1,960 $2,077/$2,157 

Basketball-Boys 5th & 6th 
Grades 

 1 
$1,560/$1,620 $1,716/$1,782 $1,888/$1,960 $2,077/$2,157 

Basketball-Girls 5th & 6th 
Grades 

 1 
$1,560/$1,620 $1,716/$1,782 $1,888/$1,960 $2,077/$2,157 

Chess Club 1 1 $1,560/$1,620 $1,716/$1,782 $1,888/$1,960 $2,077/$2,157 

Co-Ed Cross Country  1 $1,560/$1,620 $1,716/$1,782 $1,888/$1,960 $2,077/$2,157 

Multi-Media Club  1 $1,560/$1,620 $1,716/$1,782 $1,888/$1,960 $2,077/$2,157 

Outdoor Ed Coordinator  1 $1,560/$1,620 $1,716/$1,782 $1,888/$1,960 $2,077/$2,157 

H.O.P.E. (Helping Other 
People Everywhere) – 
Benjamin 

 1 
 

$1,560/$1,620 
 

$1,716/$1,782 
 

$1,888/$1,960 
 

$2,077/$2,157 

Dance and Cheer   1 $1,560/$1,620 $1,716/$1,782 $1,888/$1,960 $2,077/$2,157 

Student Patrol/Crossing Guard 1  $1,560/$1,620 $1,716/$1,782 $1,888/$1,960 $2,077/$2,157 

Teacher Mentor/Induct. Year 1 TBD TBD $1,560/$1,620 $1,716/$1,782 $1,888/$1,960 $2,077/$2,157 

Team Leader Grade K 1  $1,560/$1,620 $1,716/$1,782 $1,888/$1,960 $2,077/$2,157 

Team Leader Grade 1 1  $1,560/$1,620 $1,716/$1,782 $1,888/$1,960 $2,077/$2,157 

Team Leader Grade 2 1  $1,560/$1,620 $1,716/$1,782 $1,888/$1,960 $2,077/$2,157 

Team Leader Grade 3 1  $1,560/$1,620 $1,716/$1,782 $1,888/$1,960 $2,077/$2,157 

Team Leader Grade 4 1  $1,560/$1,620 $1,716/$1,782 $1,888/$1,960 $2,077/$2,157 

Team Leader Specials - 
Evergreen 

1  
$1,560/$1,620 $1,716/$1,782 $1,888/$1,960 $2,077/$2,157 

Team Leader Special Education   
 

1 $1,560/$1,620 $1,716/$1,782 $1,888/$1,960 $2,077/$2,157 
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EXHIBIT ARTICLE II        Extra-Duty Schedule 

          2018-2023   

 

Level V                                              

(40 – 50 hours) 

FTE 

Evergreen/Benjamin 

 

Step 1             

0-3 Years 

 

Step 2             

4-7 Years 

 

Step 3          

8+ Years 

 

Step 4         

12+ Years 

Assistant Boys Soccer  1 $1,040/$1,080 $1,144/$1,188 $1,258/$1,307 $1,384/$1,438 

Assistant Cross Country  1 $1,040/$1,080 $1,144/$1,188 $1,258/$1,307 $1,384/$1,438 

Assistant Track  2 $1,040/$1,080 $1,144/$1,188 $1,258/$1,307 $1,384/$1,438 

Fitness Club (BOKS) 1  $1,040/$1,080 $1,144/$1,188 $1,258/$1,307 $1,384/$1,438 

Leadership Club - Evergreen 1  $1,040/$1,080 $1,144/$1,188 $1,258/$1,307 $1,384/$1,438 

Math Boost 
 

1 $1,040/$1,080 $1,144/$1,188 $1,258/$1,307 $1,384/$1,438 

School Store Sponsor 1 1 $1,040/$1,080 $1,144/$1,188 $1,258/$1,307 $1,384/$1,438 

Teacher Mentor/Induct. Year 2 TBD TBD $1,040/$1,080 $1,144/$1,188 $1,258/$1,307 $1,384/$1,438 

Technology Liaison 5   5 $1,040/$1,080 $1,144/$1,188 $1,258/$1,307 $1,384/$1,438 

Yearbook - Evergreen 1  $1,040/$1,080 $1,144/$1,188 $1,258/$1,307 $1,384/$1,438 

Jazz Band   1 $1,040/$1,080 $1,144/$1,188 $1,258/$1,307 $1,384/$1,438 

Team Leader Special Education 1  $1,040/$1,080 $1,144/$1,188 $1,258/$1,307 $1,384/$1,438 

 
 
 

Level VI                                              

(20 – 30 hours) 

FTE 

Evergreen/Benjamin 

 

Step 1            

0-3 Years 

 

Step 2                                   

4-7 Years 

 

Step 3                            

8+ Years 

 

Step 4                            

12+ Years 

Assistant Girls Soccer  1 $520/$540 $572/$594 $629/$653 $692/$719 

Environmental Club - 
Evergreen 

2  
$520/$540 $572/$594 $629/$653 $692/$719 

FITT Club  1 $520/$540 $572/$594 $629/$653 $692/$719 

Gaming Club   1 $520/$540 $572/$594 $629/$653 $692/$719 

Intramurals - Evergreen 2  $520/$540 $572/$594 $629/$653 $692/$719 

Intramurals – Co-Ed Basketball  1 $520/$540 $572/$594 $629/$653 $692/$719 

Intramurals - Volleyball  1 $520/$540 $572/$594 $629/$653 $692/$719 

Talent Show - Evergreen 2  $520/$540 $572/$594 $629/$653 $692/$719 

Talent Show - 5th & 6th Grades  2 $520/$540 $572/$594 $629/$653 $692/$719 

Talent Show - 7th & 8th Grades  2 $520/$540 $572/$594 $629/$653 $692/$719 

Book Club   1 $520/$540 $572/$594 $629/$653 $692/$719 

Character Crew 1  $520/$540 $572/$594 $629/$653 $692/$719 
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EXHIBIT ARTICLE II         Extra-Duty Schedule 

          2018-2023  
 

The following extra-duty positions will be paid at the hourly rate of $26.00 for the years  
2018-2019, 2019-2020; and $27.00 for years 2020-2021, 2021-2022, 2022-2023   

 

Extra-Duty Positions Paid at Hourly Rate (not an exclusive list) 

Before-School Supervision 

Coding Club 

Crossing Guard – Evergreen School 

Cursive Club 

Game Crowd Control 

Game Day Supervisor – Benjamin School 

Homework Club 

Internal Substitution 

Lunch Supervision 

Playground Supervision 

Summer Curriculum Work 

 

 
The following extra-duty positions will be paid at a flat rate as follows:  

  

 

Rate 

Extra-Duty Positions Paid at Flat Rate  
2018-2019 

2019-2020 

2020-2021 

2021-2022 
2022-2023 

Outdoor Education Assistant Coordinator* $416 $433 

Outdoor Educator (number varies based on 
students’ needs) 

$416 
$433 

Project Fair Sponsor (as needed) $416 $433 

Summer 8th Grade Trip Chaperone $416 $433 

Summer 8th Grade Trip Program Leader $1,248 – (number of 
chaperones x $416) 

$1,298 – (number of 
chaperones x $433) 

 

 

 

 *When coordinator is not part of 6th grade team 
 

Staff members may be employed for before-school supervision.  The rate of compensation will 
be the hourly rate.  Staff members will work on a rotational basis (one adult for each 150 

students).  The library assistant and other assistants, when possible, will be used for supervision.  
If the need for additional supervision arises, the Board, administration and Association will 
discuss the situation prior to implementation. 
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EXHIBIT ARTICLE III 
 

GRIEVANCE 
 

Name of grievant             
 
Name of grievant’s immediate supervisor          

 
Consistent with the procedure for adjusting grievances, I have taken the following action(s) on 

the dates and with the persons shown: 
 
Informal discussion             

 
Step 1              

 
Step 2               
 

Step 3               
 

Nature of grievance (include specific Article, clause, sentence of Agreement alleged to be 
violated and description of alleged violation): 
 

              
 

              
 
              

 
              

 
              
 

Remedy sought             
 

              
 
              

 
              

 
Date of event(s) giving rise to this grievance         
 

Date of grievance     Received by        
         Signature 

Date received     Received by        
         Signature 
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INTRODUCTION TO MEMORANDA 

 

 
1. The attached memoranda are for informational purposes only.  They are clearly not part 

of the negotiation agreement between the parties, but merely serve to provide a common 
understanding of part of the history of the collective bargaining process between the 
parties. 

 
2. The attached memoranda of understanding were accomplished during past periods of 

negotiations which led to negotiated agreements, with the understanding that the 
memoranda would not be in the Agreement.  However, the parties agreed to include the 
memoranda following the last official page of the Agreement only as a convenience to 

the Benjamin Education Association and the Benjamin School District 25 Board of 
Education, with the original intent remaining permanent and that these memoranda are 

not a part of the negotiated Agreement and as such, the substance of these memoranda are 
not subject to the contractual grievance process. 

 

3. It is not the intent, nor is it the representation of the parties, that the attached memoranda 
represent each and all of the memoranda of understanding reached during the history of 

the relationship between the parties. 
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EXTRA-DUTY MEMORANDUM 

 

 
1. Existing activities and requests for new activities will be reviewed at the sponsor teacher 

or administration’s request as needed.  The review and final recommendation to the 
Board will be made by a team consisting of two (2) members of the BEA negotiating 
team and two administrators. 

 
2. Duties and guidelines for each activity will be prepared in written form.  Input will be 

gathered from current sponsors and will be summarized and reviewed/revised by affected 
administrators, sponsors, athletic director, etc. before finalization.   

 

3. Extra-duty openings will be posted in each school.  If an opening occurs in the summer, 
the posting will be placed on the district’s website.  Supervisory openings will have a 

seven (7) calendar day cutoff date at which time the opening can be filled by non-
certified staff. 

 

4. The payment system will be as follows: 
 

 Payments will be made quarterly 

 Payments will be included in the individual’s regular check (no second check) 

 Documentation will be made to affirm the completion of each activity 
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CURRICULUM WRITING MEMORANDUM 
 

The task of actually writing curriculum will normally be reserved for summer work.  Curriculum 
writing will only be conducted during the school year if required by special circumstances.  In 

either case, compensation will be at the contractual hourly rate stated in the Collective 
Bargaining Agreement.  The number of hours for the curriculum writing project will be agreed 
upon in advance. 

 
The expectation is that a draft of the completed curriculum project will be presented to the 

superintendent (or designee), by a predetermined date. 

 
Preference for selection for curriculum writing will be given to teachers who were members of 

the committee for the selected curricular area.  Grade level representation will be a consideration 
in the selection process. 

 
Those selected for the writing project may determine their own work schedule and location. 
 

Compensation will be made at the payroll following the completion of the writing project as 
determined by the superintendent (or designee). 
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COMMITTEE/MEETING GUIDELINES MEMORANDUM 
 

A. Committees 
 

 1. Each teacher should consider serving on one (1) committee each year.  Committee 
assignments will be made on the basis of teacher preference, grade level 
representation and expertise required.  In the event there are an insufficient 

number of teacher volunteers to serve on a designated committee, the 
superintendent may assign a teacher(s) to serve on such committee.  However, no 

teacher shall be required to serve on more than one committee per school year. 
 

 2. A teacher may voluntarily choose to serve on more than one committee.  

Recognition of this voluntary participation will be noted in the teacher’s 
personnel file. 

 
 3. The committee’s goals for the year will be reviewed at the first meeting. 
 

 4. Committee members will select a chairperson (teacher or administrator) who will 
have the responsibility of preparing an agenda for each meeting and conducting 

the meeting.  Teachers are encouraged to serve in the chairperson’s role. 
 

5. Committees are responsible for preparing minutes of their meetings and must 

send a copy to the curriculum director.  Committees may elect/appoint a secretary 
or rotate this responsibility. 

 
B. All Meetings 
 

 1. The goal is to run efficient and productive meetings.  After-school meetings, both 
required and voluntary, will begin as close to dismissal as possible and may not 

run beyond 4:15 P.M. at Benjamin or 4:30 P.M. at Evergreen, or as a voluntary 
committee may choose to determine.  The meetings will be adjourned once the 
agenda is completed, but no later than the aforementioned times. 

 
Meetings cannot be efficient and productive if participants are not present.  The 

expectation is that all staff will be available on Wednesdays for meetings to as 
late as 4:15 P.M. at Benjamin or 4:30 P.M. at Evergreen.  Extracurricular 
activities are not to be scheduled on Wednesdays if they will require teachers to 

leave prior to 4:15 P.M. at Benjamin or 4:30 P.M. at Evergreen.  Classes on 
Wednesdays will not be approved for tuition reimbursement or lane advancement 

if they require a teacher to leave prior to 4:15 P.M. at Benjamin or 4:30 P.M. at 
Evergreen.  The superintendent will exercise discretion approving exceptions to 
these guidelines. 
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2. On early dismissal days, teachers may not leave prior to 4:00 P.M. at Benjamin or 

4:30 P.M. at Evergreen.  If all agenda items have been addressed, teachers will be 
dismissed to work within the building until 4:00 P.M. at Benjamin and 4:30 P.M.  

at Evergreen.  If the two schools are combined for an early dismissal day/meeting, 
teachers may not leave prior to 4:00 P.M. 

 

3. An attempt will be made to avoid scheduling meetings before major events or 
holidays. 
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SPECIAL EDUCATION WORKLOAD MEMORANDUM 

 

 

Special education workload will be assigned pursuant to the Illinois special education regulations 

as provided in the applicable Illinois law.  Any teacher who has a concern about class size or 

composition shall have the right to meet with the principal and discuss his/her concerns.  The 

teacher may appeal the decision of the principal to the superintendent.   

 


