
 
 

 

 

Collective Bargaining 
Agreement 

between 

Spokane School District No. 81 

Board of Directors 

and the 

Spokane Principals’ Association 

 

Representing 

Principals & Assistant 

Principals 

 

 

July 1, 2022 – June 30, 2025 



Page 1 of 28 
SPA/Principals 

 
 

Spokane Principals’ Association Table of Contents 
 

PREAMBLE .................................................................................................................................................... 2 

SECTION 1. SALARY....................................................................................................................................... 3 

SECTION 2. SALARY SCHEDULE PROVISION ................................................................................................. 5 

SECTION 3. BENEFITS .................................................................................................................................... 6 

SECTION 4. WORK YEAR ............................................................................................................................. 10 

SECTION 5. PROFESSIONAL DEVELOPMENT .............................................................................................. 12 

SECTION 6. LEAVE OF ABSENCE ................................................................................................................. 13 

SECTION 7. EMPLOYEE ATTENDANCE INCENTIVE PROGRAM ................................................................... 17 

SECTION 8. REDUCTION IN FORCE, LAYOFF, AND RECALL ........................................................................ 18 

SECTION 9. COMPLIANCE ........................................................................................................................... 20 

SECTION 10. OTHER .................................................................................................................................... 21 

SECTION 11. SUPPLEMENTAL AGREEMENT ............................................................................................... 22 

SECTION 12. EMBODIMENT ....................................................................................................................... 23 

SECTION 12. DURATION ............................................................................................................................. 24 

ADDENDUM A:  SALARY SCHEDULE ........................................................................................................... 25 

ADDENDUM B-1 CALENDARS ..................................................................................................................... 26 

2022-2023 SCHOOL YEAR ....................................................................................................................... 26 

ADDENDUM B-2:  CALENDARS ................................................................................................................... 27 

2023-2024 SCHOOL YEAR ....................................................................................................................... 27 

ADDENDUM B-3:  CALENDARS ................................................................................................................... 28 

2024-2025 SCHOOL YEAR ....................................................................................................................... 28 

 

  



Page 2 of 28 
SPA/Principals 

 
 

PREAMBLE 
 

This Agreement is made and entered into between Spokane School District No. 81 (hereinafter 
referred to as “District”) and the Spokane Principals’ Association (hereinafter referred to as 
“SPA”). 

For the purposes of this Agreement, the term “principal” will include both principals and 
assistant principals of the Spokane Principals’ Association, unless designated otherwise. 
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SECTION 1. SALARY 
 

A. 2022-2025 Base Salary Schedule  
 
The salary schedule (Addendum A) will be the base for the 2022-23 principal salary 
schedule effective July 1, 2022.  
 
Beginning with 2023-24, the salary schedule (Addendum A) will be amended to reflect 
the annual salary inflation increase provided in the adopted State budget (IPD), or 2%, 
whichever is greater.  
 
Beginning with 2024-25, the salary schedule will be amended to reflect the annual salary 
inflation increase provided in the adopted State budget (IPD), or 2.1%, whichever is 
greater. 
 
If the legislature takes action during the term of this contract that would impact the 
provisions of this schedule, then, upon review, the parties agree to identify and negotiate 
the impacts of such action on the salary schedule.  
 

B. Other Salary Compensation – Per Diem Pay Calculation – For the purposes of this 
Agreement, “true” per diem pay is defined by dividing annual base salary (as defined on 
the annual salary worksheet) by 219 stipulated workdays.  
 

C. A 20-year longevity stipend of 4% of the principal’s salary placement will be paid in 
twelve (12) equal monthly payments effective July 1 through June 30. The longevity 
stipend will be based on years of experience as reported on the S275 and as would be 
utilized for salary placement for certificated personnel.  
 

D. A professional responsibility stipend of 7.5% of the principal’s salary placement will be 
paid in 12 equal monthly payments effective July 1 through June 30.  
 

E. Principals will have the option of earning supplemental pay for up to twelve (12) days of 
work beyond their scheduled workday(s) for purposes of participating in enrichment 
activities. Assistant Principals will have the option of earning supplemental pay for up to 
ten (10) days of work beyond their scheduled workday(s) for the purpose of participating 
in enrichment activities. This time will be identified as “Enrichment Time” for payroll 
reporting purposes. Such work is to be reported in half-day increments. Usually, such 
work will be reported on weekends and holidays. Exceptions can be made for special 
evening activities.  
 

F. During the third year (2024-2025) of the 2022-2025 three-year bargained agreement 
between the District and SPA, a salary and compensation survey will be conducted 
using the following process below. 
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1. The parties agree to jointly conduct a salary survey in November of the final year 
of the existing collective bargaining agreement (CBA) to monitor the 
competitiveness of the SPA member total compensation. The salary survey will 
be conducted in accordance with the following steps: 
 

i. Collect salary information from comparator districts listed in the table 
below: 
 
Eastern & Central WA School 
Districts 

Other WA School Districts 

Central Valley SD Evergreen SD 
East Valley SD Federal Way SD 
Kennewick SD Kent SD 
Mead SD Seattle SD 
Pasco SD Tacoma SD 
Richland SD Vancouver SD 
West Valley SD  
Yakima SD  

 

ii. Rank the total compensation as defined below: 
• Base salary 
• Additional, percentage-driven 
• VEBA or another similar savings plan 
• Additional paid workdays 
• Other provisions that are mutually agreed upon by the District and 

SPA 
 

2. The percentage of any increases to total compensation based upon the salary 
survey specified in Article I, Section F (1) will take into consideration any regional 
factors and other market adjustments within the District and the comparator 
districts. 
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SECTION 2. SALARY SCHEDULE PROVISION 
 

A. Placement on the salary schedule will be determined by the Chief Human Resources 
Officer. 
 

B. Any principal assigned to a part-time principal position will receive salary based on the 
percentage of time which they are assigned to the principalship. The individual will 
receive additional salary, as appropriate, for the portion of their assignment which is 
devoted to an assignment other than the principalship, if any.  
 

C. In case of transfer (including application and offer) from one position represented by 
SPA to another position similarly represented, the employee will be placed in the new 
classification on the first experience step on which they would receive an annual salary 
increase if the position is associated with a higher pay classification.  
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SECTION 3. BENEFITS 
 

A. School Employees Benefit Board (SEBB). The following provisions are presently in 
effect by the SEBB, and modifications made by the SEBB will be implemented as 
required by law. All the provisions of this section shall be interpreted consistently with 
the rules and regulations of the SEBB. If the Washington State Legislature changes 
provisions of the SEBB to allow for changes in employee contribution towards elective 
benefits or substantially changes the medical coverage provisions, either party can 
reopen this agreement for negotiations over the changes.  
 

1. Beginning January 1, 2020, the District shall pay the full portion of the employer 
contribution to the SEBB for insurance program as adopted by the School 
Employees Health Care Coalition agreement for all employees who meet the 
eligibility requirements outlined below. The employer contribution will be equal to 
the state funded allocation rate and will be paid throughout the school year. For 
purposes of benefits provided under the SEBB, school year shall mean 
September through August, and shall also be referred to as the eligibility year.  
 

2. Employee payroll deductions for premiums and surcharges will be based on the 
policies and rate schedules established by the SEBB Program. Employee rates 
will be paid to the Health Care Authority (HCA) through payroll deduction for the 
month in which the employee receives the benefits. 

 
3. Benefits presently provided by the SEBB include but are not limited to:  

 
a. Medical 
b. Dental including orthodontia 
c. Vision 
d. Basic Life and Accidental Death and Dismemberment Insurance 

(AD&D) 
e. Basic Long-Term Disability 

 
4. Employees are eligible to participate in the SEBB offered Medical Flexible 

Spending Arrangements (FSA) and Dependent Care Assistance Program 
(DCAP). Employees will also have the option of enrolling in a Health Savings 
Account (HCA) when a qualifying High Deductible Plan (HDHP) is selected for 
their medical insurance. In addition, employees will be able to utilize payroll 
deduction if available by SEBB for any supplemental insurance that they choose 
to enroll through SEBB (e.g., optional AD&D, Long Term Disability, etc.) 
 

5. Dependent Coverage for the Purpose of SEBB: 
 

a. Legal spouses, state registered domestic partners, children up to age 
26 (biological and adopted children, children of the employee’s spouse 
or state registered domestic partner, children for which a court order of 
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divorce decree created a legal obligation to provide support or health 
care coverage) and children of any age with a developmental or 
physical disability who meet SEBB certification requirements. 
 

6. Eligibility 
 

a. Employees, including substitutes, shall be eligible for full insurance 
coverage under SEBB if they work, or are anticipated to, 630 or more 
hours in a school year. Should an employee who previously was not 
expected to be eligible for benefits under SEBB works 630 hours in one 
year, the employee will become eligible for benefits to begin the month 
after attaining 630 hours. Should the employee meet the 630-hour 
eligibility mid-year for two consecutive years, the employee will be 
anticipated to work 630 hours going forward if in the same position and, 
therefore, be eligible for benefits under SEBB. For the purposes of 
counting hours for eligibility, the year shall be from September 1 through 
August 31. All hours worked during the year shall count for the 
purposes of establishing eligibility.  
 

b. When an employee is hired into a position that would qualify for benefits 
if filled for the full eligibility year, and there are not enough days 
remaining in the year to achieve 630 hours, and the employee is 
anticipated to work 630 hours during the following year, that employee 
will be provided benefits coverage if the employee will be working at 
least 17.5 hours each week for 6 of the last 8 weeks before the end of 
the year (August 31) for 11-12 month positions.  
 

c. In accordance with the SEBB program, paid leave shall count towards 
the 630-hour used to determine eligibility for benefits under this section. 
An employee on approved leave under the federal Family and Medical 
Leave Act (FMLA) or the Washington State Paid Family Medical Leave 
Program may continue to receive the employer contribution toward 
SEBB insurance coverage in accordance with the federal FMLA or 
RCW 50A.04.245. 
 

d. For an employee on leave without pay who is no longer anticipated to 
meet the eligibility standard for employer paid insurance benefits by the 
end of the school year, the employee will have the option of self-paying 
premiums and applicable surcharges to the HCA in accordance with the 
SEBB continuation coverage option. 

 
7. Benefit Enrollment/Start: 

 
a. SEBB will provide an open enrollment period each year to allow 

employees to modify their benefit plan selection for the ensuring benefit 
plan year. The open enrollment period shall be established by the SEBB 
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program. 
 

b. If an employee has a qualifying change in family or employment status, 
outside the annual open enrollment period, benefit changes may be 
requested in the manner and timeframe established by the SEBB 
Program Special Open Enrollment. 
 

c. An eligible employee must complete enrollment and dependent 
verifications within the required timeframe established by the SEBB 
Program.  
 

d. In the event an eligible employee does not submit benefit enrollment 
information within the required timeline, the employee will be 
automatically enrolled in the employee only default plans for medical, 
dental, vision, basic life, AD&D, and basic long-term disability 
insurance, in accordance with the SEBB Program.  
 

e. Benefit coverage will begin the first day of the month following the first 
day of work for eligible positions (per the Eligibility clause above), 
except during the month of September when the employee’s benefit 
coverage will begin in September on their 1st day of work if the 
employee is in an eligible position and the employee begins on or 
before the first school day in September.  
 

8. Continuity of Coverage:  
Employees previously employed by a SEBB employer and eligible for SEBB 
coverage in the month prior to their first day of work will have uninterrupted 
benefits coverage if they meet the eligibility requirements above. 
 

9. Benefit Termination/End: 
 

a. Any employee eligible for benefits who terminates the 
employee/employer relationship shall continue to receive benefits 
through the last day of the calendar month of employment, consistent 
with the SEBB provisions.  
 

b. In accordance with SEBB provisions, when an employee eligible for 
benefits separates from employment after completion of the employee’s 
full contract obligation, the separation will be effective August 31. In 
cases when an employee provides notice of an alternate date, the 
District will provide the employee notification of the impact on benefit 
eligibility and coverage.  
 

B. COBRA continued coverage and other extended coverage will be extended to all eligible 
employees as required by law and SEBB provisions.  
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C. In accordance with state and federal law, employees have the opportunity to participate 
in making VEBA contributions based on the outcome of the employee group votes 
conducted by the Association. VEBA funding options include: sick leave cash out at 
retirement, and annual sick leave sell back. If one (1) or more options are adopted by the 
employee group cotes, all eligible employees in the group must participate. The 
Association will annually notify the District by November 15th of the participation in the 
VEBA plan and the approved employee funding options. The Association’s written 
notification to the District will constitute agreement of the parties for implementation of 
VEBA contributions for the next calendar year. The election results remain in place for 
the entire calendar year.  
 

D. Retirement: 
 
Employees participate in retirement in accordance with the rules and regulations 
established by the Washington State Department of Retirement Systems.  
 

E. Tax sheltered annuity and Washington State Deferred Compensation deposits shall be 
transferred by payday each month. Every employee participating in an annuity or the 
state’s deferred compensation program will be provided notice of the date of transfer of 
their tax-sheltered annuity.  
 

F. The District shall provide automatic payroll deduction for health club fees at the 
employee’s option.  
 

G. The District will contribute $100.00 per month toward each SPA member’s VEBA 
account (a tax-free health reimbursement account). This amount will be pro-rated for 
part-time SPA members. In addition, in accordance with state and federal law, 
employees will have the opportunity to participate in making additional VEBA 
contributions based on the outcome of the employee group cotes conducted by the 
Association. VEBA funding options include: self-paid VEBA, sick leave cash out at 
retirement, and annual sick leave sellback. If one (1) or more options are adopted by the 
employee group votes, all eligible employees in the group must participate. The 
Association will annually notify the District by November 15th of the participation in the 
VEBA plan and the approved employee funding options. The Association’s written 
notification to the District will constitute agreement of the parties for implementation of 
VEBA contributions for the next calendar year. The election results remain in place for 
the entire calendar year.  
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SECTION 4. WORK YEAR 
 

A. Basic Contract Work Year 
 
The work year will be twelve (12) months from July 1 through June 30 annually. The 
Contract length for administrators in the unit is 260 days, inclusive of holidays and 
vacations, with the number of stipulated workdays as described below: 
 
 Days Holidays Vacation 
    
Middle School Assistant Principal 219 days 13 days 28 days 
Senior High Assistant Principal 219 days 13 days 28 days 
Elementary Principal 219 days 13 days 28 days 
Middle School Principal 219 days 13 days 28 days 
Senior High Principal 219 days 13 days 28 days 

  

It is expected that principals will work during the time students are in school and during 
those times before and after school as necessary for proper opening and closing of 
school, as well as participate in appropriate, District-designated professional 
development activities as predetermined by the District in collaboration with SPA. 

B. Absences 
 
During periods of weather emergencies or natural disasters, principals are the District’s 
liaison with individual buildings and are responsible to report to the building in order to 
assess the situation and to address student safety and communicate that status to 
district officials. A system and timeline for such communication will be a part of the 
district’s emergency plan. Principals may not be required to remain on-site for the 
duration of the emergency.  
 
In the event of unusual or extraordinary circumstances which result in emergency 
calendar changes, principals will be given the same opportunity to request special 
consideration for leaves of absence as those offered to the other district staff. Principals 
will make every effort to make the necessary adjustments to their prior personal 
arrangements. If such adjustments are not possible, the principal will work with the 
School Director to determine alternative coverage and appropriate absence reporting.  
 
There may be infrequent yet important family celebrations or special occasions which 
are planned by others and are scheduled on dates when students and teachers are 
present. Principals may request to schedule vacation for such special occasions using 
appropriate leave accruals. Requests should be made through School Directors. 
Requests will be reviewed and will be recommended for approval to Human Resources if 
appropriate and if coverage can be arranged. Other requests for vacation are to be 
submitted to School Directors.  
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C. Flexible Workdays – Flex Days: 

 
Flex days are designated workdays (not vacation days) which can be worked at other 
than the normal scheduled hours and at site(s) other than the school building as long as 
the principal can be contacted by the District. Days designated are days when students 
and certificated staff are not scheduled to be present. Flex days may be exchanged with 
vacation days with the approval of the School Director.  
 

D. Vacation 
 
Principals will accrue vacation at 18.66 hours (2.3 days) per month and will be entitled to 
the days of vacation associated with each position for each fiscal year. Each of these 
accounts may accrue, as of August 31 of each year, to a maximum of thirty (30) days, 
unless additional accrual is authorized by the superintendent. Principals are responsible 
for reporting leave use to their applicable payroll timekeeper. During a timekeeper’s 
absence, leave may be submitted directly to the payroll department in order to meet 
regular payroll cut-off schedules. In no case will a carryover from year to year be in 
excess of 30 days.  
 
Each year, a maximum of five (5) accrued and unused vacation days may be converted 
to pay at the employee per diem rate. Payment requests may be submitted throughout 
the year on an Exception Hours Form. The employee is responsible for ensuring the 
Exception Hours Form is submitted prior to the August payroll cutoff date each year.   
 
New principals and assistant principals will be authorized use of vacation in excess of 
their accrued vacation balance from July 1 through December 31 during the first year of 
employment only. Such use of vacation will be reflected in a negative vacation hour(s) 
balance in the payroll system.  
 
Principals who are covered by TRS I or PERS I and who have accrued vacation may 
take their vacation prior to termination or be paid upon termination for accrued vacation, 
providing paid vacation upon termination does not exceed a total of 30 days. Under no 
circumstances may an employee be paid for more than total of 30 days of unused 
vacation days during their two highest years of compensation for retirement purposes.  
 
Principals who are covered by TRS II, TRS III, or PERS II and who have accrued 
vacation may either use such vacation prior to termination or may receive payment for 
the unused accumulated annual leave. However, such payment may not be used by the 
state retirement system for calculating benefits.  
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SECTION 5. PROFESSIONAL DEVELOPMENT 
 

A. Professional Association Dues 
 
The District will pay the annual dues of principals for their respective state and national 
principals’ associations or up to five hundred dollars ($500.00) for other District-
approved professional organizations.  
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SECTION 6. LEAVE OF ABSENCE 
 

Available types of leaves of absence are described below. Employees absent because of 
general or other leaves described below may not serve in other forms of gainful employment, 
unless by special approval of the Human Resources department. To do so may constitute a 
breach of contract.  

A. General Leave: Principals will be allowed a total of twelve days per school year on a 
prorated basis for the various types of general leave which shall be accumulated, 
tracked, and categorized as follows: 
 

1. Method of Accumulating and Tracking: General leaves shall be cumulative 
from year to year to a maximum equal to the number of contract days in the 
contract work year in the principal contract. Unless changed by future 
negotiations, that amount shall be 260 days. 
 

a. A continuing employee will be entitled twelve leave days front-loaded on 
the day they are scheduled to report to work in the new contract year. 
However, the yearly allowable number of leave days will be prorated for 
any leaves without pay extending from the twenty-one (21) days or 
more. Employees who use, and are paid for, the yearly front-loaded 
allowable sick leave days, but who do not report for work during the 
contract year, will reimburse the District for any general leave given.   
 

b. If the contract is terminated during the year for other than health 
reasons, the days allowed for the current year will be adjusted pro-rated 
to those days used but not earned. A person commencing employment 
during the school year will be granted leave days on a pro-rated basis. 

 
2. Categories of General Leave: 

 
a. Sick Leave: Sick leave is defined as days of absence from duty 

because of personal injury or sickness. 
 

b. Family Care Leave: Employees shall be allowed to use their accrued 
general leave to care for immediate family members with a health 
condition that requires treatment or supervision. 

 
c. Emergency Leave: This leave is intended for problems for which pre-

planning is either not possible or could not relieve the necessity for the 
employee’s absence (ex: court appearances, extension of bereavement 
for travel purposes, funeral of a friend not covered under bereavement 
leave). Emergency leave must be approved by Human Resources. 
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d. Religious Accommodation Leave: Employees who are members of 
recognized religious groups have the right to request in advance 
through Human Resources up to three (3) days per work year of non-
accumulating religious accommodation leave when the recognized 
religious group celebrates a holy day or religious holiday, requires 
attendance at the celebration, and the celebration is only scheduled at a 
time which conflicts with the employee’s scheduled workday and shift.  

 
e. Maternity Leave: Illness or disability caused or contributed to by 

pregnancy, miscarriage, abortion, childbirth, and recovery therefrom are 
temporary disabilities. Absences for reasons of maternity shall be 
granted according to the guidelines of the Washington State Human 
Rights Commission. As those guidelines change, the administrative 
procedure shall be revised accordingly. Procedures for accessing 
maternity leave are as follows: 
 

i. An employee shall notify the Chief Officer for Human Resources 
as soon as possible in writing of the expected date of birth of the 
child. 
 

ii. An employee is eligible for a leave of absence for the period of 
time that they are sick or temporarily disabled because of 
pregnancy or childbirth. Leave extending beyond five days shall 
require a physician’s statement to verify the leave period for 
disability relating to pregnancy or childbirth. In instances where an 
employee requesting maternity leave is not under a physician’s 
care because of religious reasons, a supporting written statement 
from the employee will be required. Such leave shall normally be 
limited to no more than six weeks. 
 

iii. An employee can elect to utilize accumulated general leave for the 
period of actual physical disability caused by pregnancy, 
miscarriage, abortion, childbirth, and recovery therefrom, provided 
that the employee works up to the day her physician indicated as 
the beginning of her disability.  
 

iv. If sick leave is exhausted during the period of physical disability, 
leave without pay may be granted for the duration of the disability, 
unless the time period is of such duration that granting the leave 
would be unreasonable in view of the necessities of the District. 
 

v. When returning from leave, a statement from the employee’s 
attending physician releasing the employee to return to work may 
be required. 
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f. Parenting Leave: Employees may use up to thirty (30) days of 
accumulated general leave per year for introducing a new child into their 
family. This applies to regular childbirth as well as adoption. This leave 
is in addition to maternity leave. 
 

B. Family and Medical Leave: Any eligible employee is entitled to a total of twelve (12) 
work weeks of family and medical leave in accordance with the criteria and provisions of 
applicable statutes and District Policy No. 5404. 
 

C. Washington State Paid Family and Medical Leave (PFML): Eligibility for leave and 
benefits as well as premium rates are established by the Washington State Paid Family 
and Medical Leave Program RCW 50A.04. Premiums collected from employees are 
through payroll deduction, and both employee and employers fund the Paid Leave 
program. 
 

D. Shared Leave Pool: The District shall provide employees with access to leave pooling 
as outlined in the Shared Leave policy adopted by the Board of Directors.  
 

E. Bereavement Leave: Bereavement is leave separate from other leave allocations 
described herein, and the amount of bereavement leave shall be allocated as described 
below. If travel or legal responsibilities necessitate the extension of approved absences 
related to the death of a relative, a request for use of emergency leave days can be 
made to Human Resources. Such requests shall be considered and may be approved, 
depending on the circumstances. 
 

1. Immediate Family: each employee shall be granted a maximum of five (5) days 
per incident of bereavement leave. Such leave shall be granted in incidents of a 
death in the employee’s immediate family (including stepfamily) with pay for a 
period of up to five (5) days. Immediate family is defined as, spouse, domestic 
partner, son, daughter, other dependent child, parent, parent-in-law, grandparent, 
grandchild, brother, or sister. Domestic partners must be registered with the 
State, or the District must have an affidavit of Domestic Partnership already on 
file for benefit purposes. 
 

2. Near Relative: Absences due to the death of a near relative in the employee’s 
family shall be allowed for a period of up to two (2) days. Near relative is defined 
as nephew, niece, aunt, uncle, cousin, grandparent-in-law, brother-in-law, sister-
in-law, son-in-law, and daughter-in-law. For the purposes of this provision, the 
term “in-law” extends to domestic partnerships consistent with the above 
provision. 

 
3. Special Cases: In special cases, the Chief Officer for Human Resources or 

designee may extend the definition of immediate family. 
 

F. Jury Duty: Upon receipt of a jury summons, principals may contact Human Resources 
to request assistance in seeking a release from service or to request jury duty leave. If 
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the principal is unable to obtain a release from service, the time they are required to 
serve on jury duty shall be granted with pay and benefits with no deduction from leave 
balance, provided that the principal gives the district any compensation they receive for 
the time in jury duty service.  
 

G. Special Leave: In addition to the leave provisions above, principals may request and 
may be granted a special leave of absence. Such leaves may be granted with or without 
pay and benefits depending on the circumstances and may also be extended depending 
on the circumstance. Such determination will be made by the District. Principals may 
elect to continue to self-pay benefits during the period of unpaid leave as is allowed by 
law and by the District’s insurance carriers. 
 

H. Exceptional Leave: Exceptional leave is the term used to request vacation for which no 
reason is required to be given. Such requests are made to the school director (coverage 
arrangements need to be made). Use of exceptional leave for vacation is deducted from 
the principal’s accrued vacation balance. Up to two days of exceptional leave (vacation) 
are available to principals each contract year.   
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SECTION 7. EMPLOYEE ATTENDANCE INCENTIVE PROGRAM 
 

This provision will be consistent with RCW 28A.400.210 or its replacement. 

A. Cash-Out: Twelve (12) days may be accumulated per year to a maximum of one 
hundred and eighty (180) days available for cash-out as described below.  
 

B. Separation: At the time of separation from Spokane School District employment due to 
retirement or death, remuneration will be granted at a rate equal to one (1) day’s current 
compensation for each four (4) days of accrued General Leave. The maximum number 
of days which can be remunerated is twenty-five (25) percent of one hundred eighty 
(180) days (forty-five [45] days). It is agreed that the provisions enumerated above will 
be in effect upon the effective date of this law and will continue in force unless RCW 
28A.400.210 is changed or the law is found to be illegal or unconstitutional.  
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SECTION 8. REDUCTION IN FORCE, LAYOFF, AND RECALL 
 

Reduction in Force (RIF) 

A. In the event RIF or layoffs are anticipated due to a financial emergency, the District and 
SPA agree to meet to: 
 

• Establish a process and timeline 
• Discuss the financial information and resultant projected actions 
• Consider potential impact on programs and employees 
• Identify options for action(s) to be taken 
• Explore possible alternatives to layoff 
• Develop creative and practical ways to mitigate adverse impacts to District 

educational programs while minimizing the number of principals to be laid 
off. 
 

B. The District will prepare initial financial information to be shared with the Association and 
will prepare seniority lists by position. Included in the list will be the individual’s 
certification and endorsements. 
 

C. Seniority for the purpose of RIF and layoff shall be defined as: 
 

1. Date of hire into a SPA represented position 
2. Total years of educational experience  

 
D. The School Board has the legal responsibility to establish the educational programs to 

be provided by the District and has the legal authority to make necessary adjustments 
consistent with the financial resources available. Although the common goal is to have 
joint recommendations forthcoming from the District and the Association activities and 
discussions, the Board and the District must make decisions in a time frame that allows 
any adjustments to be made within statutory requirements.  
 
If no joint recommendations can be reached in a timely fashion as described herein, the 
fact that the Association engaged in discussions and activities regarding RIF and layoff 
shall not in any way suggest that the Association has thereby abrogated any legal rights 
to contest or to address the action(s) taken by the District and the School Board. 
 

E. The District will inform both the individuals identified for layoff and the Association of the 
data used to support the layoff as identified in this contract. Selection of which 
employees are to be laid off shall be made in inverse order of their seniority. Those with 
the lowest seniority will be selected first. Assistant principals will be laid off before 
principals are laid off. 
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F. There will be no bumping down the seniority list. The District will publish the list of 
available positions and will work with the Association in seeking volunteers first in 
assigning principals to the available positions.  
 
 

Recall 

A. All principals who are laid off or have been reassigned to subordinate district positions in 
accordance with these procedures shall be placed in a recall pool for up to two (2) years. 
 

B. Recall shall be determined as follows: 
 

1. Each individual shall be considered for re-employment as a principal based upon 
certification and qualification(s) for position(s) available. The most senior qualified 
principal for the position will be re-employed. 
 

b. Employees will be given a choice of positions when more than one position is 
available at the time the offer of re-employment is made. Employees who reject 
an offer of reemployment consistent with the terms noted herein will remain in the 
recall pool for up to two (2) years from the date of layoff.  
 

C. Persons in the recall pool shall be responsible for maintaining their current address and 
phone numbers with the District Human Resources Department. 
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SECTION 9. COMPLIANCE 
 

In the event any of the provisions in the Agreement are determined to be contrary to law or fail 
to meet compliance requirements, the parties agree to mutually develop lawful and/or compliant 
alternatives for the contract year in question. 
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SECTION 10. OTHER 
  

Other employment conditions which are outside of the scope of RCW 41.59.080(7) are covered 
by school board policy, administrative directives, and state code.  
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SECTION 11. SUPPLEMENTAL AGREEMENT 
 

This Agreement may be amended by mutual agreement during its life. 
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SECTION 12. EMBODIMENT 
 

The Agreement expressed herein constitutes the entire Agreement between the parties except 
as this Agreement may be amended under the specific provisions listed within this Agreement. 
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ADDENDUM A:  SALARY SCHEDULE 
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ADDENDUM B-1:  CALENDARS 
2022-2023 SCHOOL YEAR 
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ADDENDUM B-2:  CALENDARS 
2023-2024 SCHOOL YEAR 
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ADDENDUM B-3:  CALENDARS 
2024-2025 SCHOOL YEAR 
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