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​ARTICLE I​

​ASSOCIATION​​RECOGNITION​

​1.1​ ​Acknowledgement.​​Calbright College (hereinafter​​known as “The College”)​
​recognizes The Calbright Faculty Association CTA/CCA/NEA (hereinafter known as​
​“CFA”: or “The Association”) as the exclusive representative of full-time academic​
​employees of the College, including Faculty/Instructors and Counselors, for the​
​purposes of meeting and negotiating. Management, Confidential, Classified, and​
​Supervisory employees, as defined by the Educational Employment Relations Act,​
​shall be excluded from the bargaining unit.​

​1.2​ ​Inclusion.​​Included in the Unit, as recognized​​by the Public Employees Relations​
​Board (PERB) on October 29, 2020, and as certified by matter LA-RR-1305-E, are​
​all full-time Faculty members, including Faculty/Instructors and Counselors.​

​1.3​ ​Exclusions.​​Excluded from the Unit: all part-time​​Faculty/Instructors, Management,​
​Supervisors, and Classified employees, including temporary contractors.]​
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​ARTICLE II​

​ASSOCIATION RIGHTS​

​CFA shall have the following rights, in addition to any rights set forth elsewhere in the​
​Agreement.​

​2.1​ ​Access and Meetings​​Authorized representatives​​of CFA shall be granted​
​reasonable access to District properties, equipment and District maintained​
​technology resources to meet with bargaining unit members.  Such​
​meetings are not to interfere with or interrupt the performance of scheduled duties.​

​2.2​ ​Distribution and Posting​​CFA representatives​​may distribute organizational​
​literature to bargaining unit members via District email. CFA also shall be permitted​
​to post organizational materials on District maintained physical bulletin boards and​
​digital bulletin boards on the intranet subject to space and time limitations as​
​necessary to deal with an excessive volume of material to be posted. CFA is​
​responsible for maintaining such distributions and postings and for the removal of​
​excess or outdated material. At the time of distribution and posting, a copy of the​
​material shall be given to the Vice President, Human Resources. At no time shall​
​Calbright’s resources be utilized to support a political candidate or initiatives.​

​2.3​ ​Presentations to the Board of Trustees.​​Duly​​authorized CFA representatives​
​shall have the right to speak at public meetings of the Calbright College Board of​
​Trustees, pursuant to existing Board of Trustees policies governing such​
​Appearances.​

​2.4​ ​Information to CFA​
​The District shall furnish to CFA:​

​2.4.1​ ​An electronic copy of the Adopted Budget and/or​​supporting financial​
​documents (if applicable, if not, whatever financial accounting reports​
​provided to the state) bargaining unit member salary schedule step/column​
​placement, a list of all bargaining unit members receiving stipends and the​
​stipend amount, health benefit plan placement, the annual cost of each health​
​benefit plan, and the amount paid by the District to the health benefit plan by​
​September 15th of each year.  Other public documents shall be available​
​upon request.​
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​2.4.2​ ​A complete list of the names, job titles, assignments, work locations, phone​
​numbers, email addresses, and mailing addresses of all bargaining unit​
​members by September 15th and again on March 1st of each academic year,​
​in compliance with AB 119. Nothing in this provision shall limit CFA from​
​making additional requests for this information.​

​2.4.3​ ​A list of all new hires by name, job title,​​assignments, work location, phone​
​numbers, email addresses, and mailing address within thirty (30) days of hire.​

​2.4.4​ ​An electronic copy of this Agreement shall​​be posted on the District website​
​and made available to each faculty member after negotiations are completed​
​for a new contract and for each newly hired faculty member upon​
​employment.​

​2.5​ ​Information to Employees​

​2.5.1​ ​Upon hire into any position within the bargaining​​unit, the District shall provide​
​information to the faculty member concerning CFA’s status as exclusive​
​representative, a CFA membership form authorizing dues deductions, and a​
​copy of this Agreement.  The District shall make available for review by any​
​faculty member a directory of District employees and shall provide CFA with​
​a copy of same.​

​2.5.2​ ​The District shall provide CFA time during​​new faculty onboarding to meet​
​with new bargaining unit members regarding association business. Such​
​meeting time shall be mutually arranged and scheduled between the​
​President/CEO (or Designee) and the Association President at least ten (10)​
​days prior to the date of the new employee onboarding.​

​2.6​ ​Committees.​​Unless otherwise provided in this​​Agreement or College policy,​
​whenever the College has formed an advisory committee that requires CFA​
​participation and/or could reasonably be anticipated that the work of the committee​
​may impact the provisions of the collective bargaining agreement,  the Association​
​shall have the right to designate a bargaining unit member representative on the​
​committee.​
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​2.7​ ​Association Dues​

​2.7.1​ ​Upon appropriate written authorization from​​the bargaining unit member, the​
​District shall deduct from the salary of the bargaining unit member and make​
​appropriate remittance for Association dues.​

​2.7.2​ ​Deductions for members of the bargaining unit​​who elect to pay Association​
​dues and who make such election after the beginning of the academic year​
​shall be pro-rated in such a manner that the employee will pay dues only in​
​proportion to the number of months during the academic year in which they​
​are a member of the Association. Any fraction of a month shall be counted as​
​a full month.​

​2.7.3​ ​The District shall, within sixty (60) days after​​the close of each payroll cycle,​
​deliver to the Association the proceeds of such dues deductions, together​
​with a list of faculty members and amounts deducted.​

​2.7.4​ ​A bargaining unit member’s written dues deduction​​authorization shall be​
​revocable only upon receipt of written notice to the college from the​
​Association, and such revocation shall be effective commencing with the next​
​pay period after receipt thereof.  The Association shall indemnify the College​
​for any claims made by an employee concerning deductions made in reliance​
​on information provided by the Association.​

​2.8​ ​Automatic Salary Deductions.​​Upon appropriate​​written authorization from the​
​bargaining unit member, the District shall deduct from the salary of the bargaining​
​unit member and make appropriate remittance for annuities, credit union, savings​
​bonds, charitable donations, and any other plans or programs approved jointly by​
​CFA and the District.​
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​ARTICLE III​

​MANAGEMENT RIGHTS​

​3.1​ ​Management Rights.​​Except as limited by the specific​​and express terms of the​
​EERA and/or this Agreement, the Board hereby retains and reserves unto itself all​
​rights, powers, authority, duties, and responsibilities conferred upon or vested in it by​
​law. The parties agree that all customary and usual rights, powers, functions, and​
​authority possessed by management are vested in the Administration, and the​
​Administration shall continue to exercise such rights, powers, functions, and​
​authority during the period of this Agreement.​

​Management rights include, but are not limited to,​​the following:​

​3.1.1​ ​Hiring, supervising, and for cause discharging​​or non-renewing employees​
​in accordance with requirements of law​

​3.1.2​ ​The District has the sole right of assignment​​of employees​

​3.1.3​ ​Representing the state and requirements placed​​within the Education Code​
​in determining educational needs, and District priorities; all consistent with​
​provisions of applicable laws​

​3.1.4​ ​Obligating District funds​

​3.1.5​ ​Establishing the organization job descriptions​​and positions required in the​
​District​

​3.1.6​ ​Directing the work of all employees​

​3.1.7​ ​Responding to emergencies of any nature.​

​3.1.8​ ​Bringing the District programs within limits​​prescribed by law and regulation​
​for funding of the District.​
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​ARTICLE IV​

​WORKING CONDITIONS​

​4.1​ ​Work Schedules.​

​A work week consists of 37.5 hours per week.  At times, meeting student needs​
​and/or deadlines may require additional hours for a limited period. Faculty members​
​may work over 37.5 hours by mutual agreement.​

​Should a faculty member experience a period of high volume of work during a given​
​period of time, the faculty member and the Dean may mutually agree to prearrange​
​for flexibility in scheduling and adjust work hours or days for any given period.​

​Any flexibility of scheduling must occur within 60 days in which high volume work​
​occurred. High volume work shall be defined as circumstances in which a faculty​
​member must work more than 4 hours beyond the typical work week, or in which a​
​faculty member works more than 2 hours beyond the typical work day.​

​Flexibility periods shall not roll over academic calendar years and shall be utilized​
​sparingly during the final month of the academic year.​

​In cases where special projects require additional work beyond the typical workweek​
​or work day, with mutual agreement, the Faculty member shall be compensated for​
​additional time beyond professional responsibilities based on the table in Appendix B​

​4.2​ ​Workday.​

​4.2.1​ ​All Faculty must be available to perform core​​responsibilities daily​
​Monday-Friday​​between the hours of 10 am and 4 pm.​

​4.2.2​ ​Other work hours may occur in a flexible schedule​​to meet student needs and​
​shall be submitted to the Dean or designee, prior to the beginning of an​
​academic year, for approval. For non-student facing faculty, this includes​
​meeting with subject matter experts (SME), vendors, training opportunities or​
​other mutually agreed upon activities​

​4.2.3​ ​Alterations to the approved/submitted work schedule, as opted by​
​the faculty, may occur with prior approval by the Academic Dean or designee​
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​in advance of any changes.​​The Academic Dean or designee may request​
​schedule alterations after the approval of the submitted work calendars in​
​order to meet the educational needs of students.  Such changes shall require​
​mutual agreement.​

​4.2.4​ ​The college will not require service from faculty​​outside the hours of 8 am and​
​7 pm Monday through Friday unless services outside these hours have been​
​deemed necessary to provide the educational program for students and have​
​been mutually agreed upon by the faculty member and dean. Faculty​
​members can decline for any reason without fear of retaliation.​

​4.3​ ​Workload.​

​All faculty members must participate in core responsibilities on an ongoing basis.​

​4.3.1​ ​Instructional  and counselling  Faculty Load.​ ​Due to the differences between​
​the needs of​

​students and rigor of distinct courses and programs, college stakeholders and​
​faculty shall meet quarterly (regular meetings 4 times per year) to discuss​
​FTE needs per course and program (based on enrollment, number of​
​assignments, and demands on faculty for student support) to determine​
​whether changes to student load/caseload are necessary.​

​Should a resolution not be met, the division Vice President and The Union​
​President shall be engaged to assist in the solution process.​

​4.4​ ​Core responsibilities.​

​4.4.1​ ​Eighty percent (80%) of the weekly workload​​should typically be​
​designated​

​for student engagement and support for student-facing faculty.​

​4.4.1.1​ ​Student engagement and support and assigned​​work  shall be​
​aligned with the faculty member’s role and may include​
​classroom or equivalent instruction, office hours,​
​correspondence (calls, emails, text, Slack, etc.)​
​college-approved online communication tools, student data​
​collection monitoring and review, webchats, grading and test​
​preparation, student outreach, student appointments, other​
​meetings with students, and any other student​
​engagement-focused instruction or counseling duties that are​
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​mutually agreed upon by the faculty member and Dean in​
​writing.​

​4.4.1.1.1 For faculty members with little or no student contact,​
​core responsibilities shall align with the job description and be​
​shared in advance with the bargaining unit member. Additional​
​responsibilities beyond the job description may be mutually​
​agreed upon between the Dean and unit member. Any changes​
​to any job description used as a basis for faculty evaluation shall​
​be bargained with the association.​

​4.4.1.2​ ​All core responsibilities should be provided​​on college-approved​
​technology resources.​

​4.4.1.3​ ​Priority shall be given to Instructional​​Faculty​​beginning with the​
​program lead faculty​​to develop or update program​​specific course​
​curriculum and course content when the need arises as part of their​
​core responsibilities. External Subject Matter Experts (SME) shall only​
​be hired to perform this work when duties or workload of regular​
​faculty could delay the completion of updates and program launch​
​dates.by mutual agreement of the District and the Association.​
​4.4.1.3.1  Should regular faculty with program specific expertise not​

​be available, Subject Matter Experts will be used to update​
​or develop  programs.​

​4.4.1.3.2  For non-student-facing faculty, core responsibilities shall be​
​determined by the supervising Dean or designee and​
​shared with the faculty member in advance.​

​4.4.2​ ​Twenty percent (20%) of the weekly workload​​should typically be dedicated to​
​College Service.​

​4.4.2.1​ ​College Service shall include but not be​​limited to:​
​●​ ​Team meetings​
​●​ ​Professional development​
​●​ ​College activities that are not related to student​

​engagement​
​●​ ​Committee meetings and Work Groups​
​●​ ​Academic Senate President Up to 3 hours per week​

​(Before or after the 10-4 required availability period)​
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​●​ ​Faculty Association President Up to 3 hours per​
​week (Before or after the 10-4 required availability​
​period)​

​4.4.3​ ​The number of hours of student engagement and​​college service may be​
​modified, in advance, by mutual agreement of the Dean or designee and​
​faculty members based on the needs of students and/or college programs.​

​4.4.3.1​ ​Changes in the schedule shall be pre-approved​​and​
​documented appropriately by the Dean or designee.​

​4.4.4​ ​Core Responsibilities do not include:​

​4.4.4.1​ ​Activities related to conducting Union business​​or concerted​
​activities unless part of college service time hours granted from​
​4.4.2.1​

​4.4.4.2​ ​Activities related to conducting Academic​​Senate business or​
​concerted activities unless part of college service time hours​
​granted in 4.4.2.1​

​4.4.4.3​ ​Special Projects that are paid by the agreed-upon​​hourly rate​

​4.4.4.4​ ​Any duties that are being paid by additional​​Compensation​

​4.5​ ​Work Year​

​The work year will consist of 215 workdays as specified in the relevant Work Year​
​Calendar.​

​4.5.1​ ​College Holidays​

​4.5.1.1​ ​Faculty shall be entitled to the following​​paid holidays, providing​
​that they are in paid status during any portion of the working day​
​immediately preceding or following the holiday:​

​Independence Day​
​Labor Day​
​Veterans Day​
​Thanksgiving Day​
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​Day After Thanksgiving​
​Day Before Christmas​
​Christmas (Observance)​
​New Years Day​
​Dr. Martin Luther King Jr Day​
​Lincoln’s  Birthday​
​Washington’s Birthday​
​Cesar Chavez Day​
​Memorial Day​
​Juneteenth​

​4.5.1.1.1​ ​If any holiday falls on a weekend, the college​​will​
​assign an  “observance” day for the holiday on its​
​annual College Holiday  Schedule.​

​4.5.2​ ​A work-year calendar shall be submitted to​​the Academic Dean for​
​approval prior to the start of the work year.​

​4.5.2.1​ ​Changes to the work year calendar shall be​​submitted in​
​advance to the academic Dean for approval. Changes to​
​non-work days on the calendar should be arranged at least​​30​
​14 days in advance. Extenuating circumstances will be dealt​
​with on a case-by-casebasis.​

​4.5.2.2​ ​Faculty shall not work on their pre-approved​​Non-Work Days​
​unless mutually agreed upon and preapproved by the Dean or​
​designee, in which case, the Non-Work Day(s) would then be​
​adjusted to a later date.​

​4.5.3​ ​Faculty shall not work on designated college​​holidays.​

​4.6​ ​Workplace Privacy​

​4.6.1​ ​Calbright shall maintain the status quo, which​​does not include​
​real-time/active online monitoring of unit members. The College currently​
​does not engage in active monitoring, including keystroke monitoring,​
​screenshot collections, or active time monitoring, including software​
​application activity tracking internet activity. Changes to the status quo will be​
​bargained with CFA. Calbright will not actively monitor faculty social media. In​
​accordance with Calbright practices and policies, there is no expectation of​
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​privacy when utilizing these public resources - emails or electronic messages,​
​for example, may be a public record. It shall not be the practice of Calbright to​
​perform real-time/active or passive monitoring.​ ​Just​​cause is defined in​
​Appendix C​
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​ARTICLE V​

​SALARY PLACEMENT​

​5.1​ ​Initial Salary Placement: It is the intent of​​Calbright College to prioritize​
​both the industry experience and the Competency-Based Education experience​
​when considering placement on the salary schedule.  Therefore, salary placement​
​shall be determined in the following manner:​

​5.1.1​ ​One year for every one (1) year of full-time​​experience​​shall be​
​recognized for each year of Competency-Based Education teaching​
​and learning experience.​

​5.1.2​ ​One year for every two(2) years of full-time​​experience​​shall be​
​recognized for relevant​

​5.1.2.1​ ​Industry-based experience, provided that it​​directly​
​relates to the college assignment.​​Industry experience​​is​
​the professional experience gained through time​
​spent and knowledge gained from working in a​
​particular industry or sector of the economy​​.​

​5.1.2.2​ ​Working with focus populations, as described​​in the​
​Calbright Strategic Vision, provided that it directly relates​
​to the disciplinary area of college assignment.​

​5.1.3​ ​One year for every three (3) years of full-time​​experience​​shall be​
​recognized for each year of community college faculty experience,​
​provided that it directly relates to the disciplinary area of college assignment.​

​5.1.4​ ​Maximum salary schedule placement for​​combined​​industry​
​experience and CBE experience shall not result in placement beyond​
​year six (6) on the salary schedule.​

​5.2​ ​Movement on the Salary Schedule:  When a unit​​member completes additional​
​degree requirements that may cause them to move to another column on the​
​salary schedule:​
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​5.2.1​ ​A conferred degree must be presented to Human​​Resources for salary​
​placement.​

​5.2.1.1​ ​Salary movement will occur at the beginning​​of the next​
​academic year (July)​

​5.2.1.2​ ​Proof of degree completion and/or units​​earned at an institute​
​accredited by an accrediting agency recognized by the US​
​Department of Education prior to June 30 must be provided by​
​October 1 and will be paid retroactively to July 1.​

​5.2.1.3​ ​Copies of conferred degrees or credits earned​​received after​
​October 1 will not be eligible for salary movement until July 1 of the​
​following academic year.​

​5.2.2​ ​An employee completing 75% of an academic year​​shall receive credit for​
​One (1) year's movement on the salary schedule at the end of the academic​
​year. All step movement on the salary schedule shall occur at the beginning​
​of the next academic year.​

​5.2.2.1​ ​Employees working less than 75% of an academic​​year shall​
​not move to the next step on the salary schedule at the​
​beginning of the next academic year.​
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​ARTICLE VI​

​LEAVES​

​6.1​ ​General Provisions​

​6.2​ ​Authorized Leaves:​ ​Leaves under this Article​​or mandated by law are authorized​
​absences.​

​6.3​ ​Calculation of Sick Leave:​

​6.3.1​ ​Accrued sick leave shall be deducted for basic​​assignments that a unit​
​member misses due to illness.  The minimum deductible sick leave is one​
​hour with additional deductions rounded up to the nearest ¼ hour.​

​6.3.2​ ​Entitlements While on Leave:​ ​Unless otherwise​​provided in this Article, a​
​unit member on a​​paid​​leave of absence shall be entitled​​to:​

​6.3.3​ ​Return to the same position, or as nearly the​​same position as possible,​
​which he or she held immediately before the commencement of the leave.​

​6.3.4​ ​Receive credit for annual salary increments​​provided during his or her​
​Paid​​Leave.​

​6.3.5​ ​Receive retirement benefits as provided by law​​and STRS regulations​

​6.3.6​ ​Receive full insurance benefits during a​​paid​​period of leave.​

​6.3.7​ ​Receive any other benefits to the extent not​​otherwise prohibited by law.​

​6.4​ ​Sick Leave (Absence for Illness, Injury, or Quarantine):​

​6.4.1​ ​Provision:​ ​Sick leave shall be provided to​​unit members in accordance with​
​the provisions of the Education Code and with such additions as are provided​
​for within this section.​

​6.4.2​ ​Unused Sick Leave:​ ​Unused sick leave shall​​accrue from academic year to​
​academic year.  Transfer of accumulated sick leave shall be in accordance​
​with the provision of​​Education Code Section 87782​​.​

​6.4.2.1​ ​Upon​ ​separation​ ​from​ ​the​ ​District,​​the​​balance​​of​​unused​​basic​
​and excess sick leave shall be reported to STRS.​
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​6.4.2.2​ ​Rate of Accrual:​​A contract unit member shall be granted one​
​day of sick leave per calendar month, not to exceed twelve (12)​
​days per fiscal year.​

​6.4.2.3​ ​At the beginning of each academic year, every​​unit member​
​shall receive a sick leave allotment credit equal to his/her​
​entitlement for the academic year. A unit member may use this​
​credited sick leave during any scheduled duty day during the​
​scheduled work year from July 1 through June 30.​

​6.4.3​ ​Essential treatments,​​examinations for diagnostic​​purposes, and other​
​absences specifically related to a unit member's health shall be allowed as​
​sick leave when such treatment or examinations need to be made during​
​assigned academic time.​

​6.4.3.1​ ​Personal or immediate family illness or​​injury, an illness that​
​precludes normal work performance or threatens coworkers'​
​health and safety, and medical or dental appointments that may​
​not be reasonably scheduled during non-work hours. Immediate​
​family is defined as a spouse, child, child-in-law, parent​
​(including in loco parentis), parent-in-law, step-parent or legal​
​guardian of employee or employee's spouse or domestic​
​partner, brother, sister, brother-in-law, sister-in-law,​
​grandparent, grandchild, step-parent, stepsibling, step-child or​
​legal ward, and/or registered domestic partner.​

​6.4.4​ ​Use of Accumulated Sick Leave​​:  Unit members​​may use all accumulated​
​sick leave for qualifying absences on any scheduled workday during any​
​academic year.​

​6.5​ ​Absence Covered by Accumulated Sick Leave:​

​6.5.1​ ​Unit members absent due to illness, injury,​​or quarantine imposed by health​
​authorities shall have no salary deduction if such absence is covered by days​
​accumulated for sick leave if available in the unit member's leave bank.​

​6.5.2​ ​Faculty who are required to take time off from​​work to care for a family​
​member,​​as referenced in 6.4.3.1​​may use their available​​sick leave balance​
​to do so.​

​6.5.3​ ​Personal Necessity.​​Unit members may use up​​to 4 days of accrued sick​
​leave per academic year for the purpose of personal necessity.  Personal​
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​necessity leave must be requested in advance and requires approval of the​
​unit member’s immediate supervisor.  Personal necessity leave shall not be​
​granted to a unit member during a leave of absence. Should a circumstance​
​of significant or catastrophic need arise, the unit member can request​
​consideration for approval of additional days or rescheduling of non-work​
​Days. These requests shall be made to the Vice President of Human​
​Resources or designee and will be considered on a case by case basis.​

​6.5.3.1​ ​Justification - does not require a stated​​reason.​

​6.5.3.2​ ​Deduction - Allowed days shall be deducted​​from and may not​
​exceed the number of accrued days the unit member has​
​earned in the current contract year.​

​6.6​ ​Family and Medical Leave Act (FMLA)​​Unit members​​are entitled to receive​
​FMLA/CFRA leave consistent with state and federal law.  Such leave shall be​
​subject to advanced notice to the extent practical and verification of FMLA/CFRA​
​eligibility.  FMLA/CFRA leave shall run concurrently and is unpaid.  Unit members​
​may elect to use other paid leaves (e.g., sick leave or extended illness leave)​
​concurrent with FMLA/CFRA if applicable.​

​6.6.1​ ​Extended Sick Leave:​ ​After all earned sick​​leave is exhausted, additional​
​non-accumulated leave shall be available for a period not to exceed five (5)​
​academic months, as provided by law.​

​For such non-accumulated sick leave, an amount shall be deducted from the​
​unit member's salary equal to that paid to a substitute.  If no substitute was​
​employed, the deduction shall be not more than 50% of the unit member’s​
​regular pay.​

​6.6.2​ ​Verification of Absence:​ ​A signed statement​​from the unit member stating​
​illness as a reason for absence shall normally be satisfactory proof of​
​absence; however, for absences beyond three (3)consecutive workdays, a​
​statement by a licensed practitioner​​may be required​​.​

​6.6.3​ ​Notification of Absence:​ ​A unit member shall​​contact the office of the Dean​
​whenever there is a need to be absent,  at least sixty (60) minutes prior to​
​missing any work assignment.  Should circumstances prohibit this notification,​
​the unit member shall notify the Dean in writing within two days of returning to​
​work,providing the reasons why the advance notification was not given.​
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​6.6.4​ ​Verification of Ability to Return to Work:​ ​A unit member who has been​
​absent due to illness, injury, or quarantine for more than three (3) consecutive​
​workdays may be required to submit to the Vice President of Human​
​Resources or designee a signed statement from their licensed practitioner​
​stating that they are able to resume their College responsibilities.​

​6.6.5​ ​Deficit:  If a unit member has used more sick​​leave than has been earned and​
​accrued, and is not eligible for Extended Sick Leave leave above, that deficit,​
​in a dollar amount calculated from the equivalent daily rate for that member,​
​shall be deducted from the final salary warrant due for the current academic​
​year.​

​6.7​ ​Industrial Accident and Illness Leave​

​6.7.1​ ​Provision:  Pursuant to the provisions of​​Education​​Code Section 87787​​,​​a​
​unit member shall be provided a leave of absence for industrial accident or​
​illness under the following conditions:​

​6.7.1.1​ ​Cause and Acceptance:​ ​The accident or illness​​must have​
​arisen out of, and in the course of, his/her employment, and​
​must be accepted by the District's industrial insurance managing​
​agent as an insurable bona fide injury or illness.​

​6.7.1.2​ ​Number of Days:​ ​Allowable leave for each​​industrial accident​
​or illness shall be for the number of days of temporary disability,​
​up to sixty (60) days, during which the College is in session or​
​when the member would otherwise have been performing work​
​of the College in any one fiscal year.​

​6.7.1.3​ ​Non-Cumulative:​​Allowable leave shall not​​be accumulated​
​from year to year.​

​6.7.1.4​ ​Commencement of Leave:​ ​The leave under​​this Agreement​
​shall commence on the first day of absence.​

​6.7.1.5​ ​Compensation:​ ​When a member is absent​​from their duties​
​due to an industrial accident or illness, they shall be paid such​
​portion of the salary due him/her for any month in which​
​absence occurs, as when added to their temporary disability​
​indemnity under Division 4 or Division 4.5 of the Labor Code,​
​will result in a payment to them of not more than their full  salary.​
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​6.7.1.6​ ​Reduction in Leave:​ ​Industrial accident or​​illness leave shall​
​be reduced by one day for each day of authorized absence​
​regardless of a temporary disability indemnity award.​

​6.7.1.7​ ​Fiscal Year Overlap:​ ​When an industrial accident​​or illness​
​leave overlaps into the next fiscal year, the member shall be​
​entitled to only the amount of unused leave due him/her for the​
​same illness or injury.​

​6.7.1.8​ ​Coordination of Benefits:​​During any paid​​leave of absence,​
​the unit member shall endorse to the District the temporary​
​disability indemnity checks received due to his/her industrial​
​accident or illness.  The District, in turn, shall issue the member​
​appropriate salary warrants for payment of the member’s salary​
​and shall deduct normal retirement and other authorized​
​contributions.​

​6.7.1.9​ ​Location of Claimant:​ ​Any member receiving​​benefits as a​
​result of this Agreement shall, during the period of injury or​
​illness, remain within the State of California unless the​
​governing board authorizes travel outside the State.​

​6.7.1.10​ ​Termination of Leave:​ ​Upon termination​​of the industrial​
​accident or illness leave, the member shall be entitled to the​
​benefits provided for sick leave in the Education Code, and this​
​Article and his/her absence for such purpose shall be deemed​
​to have commenced on the date of termination of the industrial​
​accident or illness leave, provided that if the member continues​
​to receive temporary disability indemnity, they may elect to take​
​as much of his/her accumulated sick leave which when added to​
​his temporary disability indemnity will result in payment to them​
​of not more than their full salary.​

​6.7.1.11​ ​Accident Report:​ ​Any unit member who sustains​​an injury​
​while working for the College is required to file an accident​
​report within 24 hours, or as soon as possible, with the Vice​
​President of Human Resources or designee and, if necessary,​
​to fill out appropriate forms for Compensation.​

​6.7.1.12​ ​Return to Work:​ ​The unit member's request​​for return to duty​
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​following industrial accident leave must be accompanied by a​
​licensed practitioner's release certifying the unit member's​
​capability of resuming all regular activity of the designated​
​assignment.​

​6.8​ ​Leaves Associated with Birth/Adoption of a Child:​

​6.8.1​ ​Caring for Newborn Child:​​Within the first year​​of the birth or​
​adoption of a child, unit members may use up to 30 days of accrued​
​sick leave, less any days used for personal necessity​​.​​(​​See Educ.​
​Code section 88207.5.)​​.​ ​Unit members shall provide​​advance notice​
​whenever possible prior to requesting this leave.​

​6.8.2​ ​Paid Parental Leave​​:  Faculty who have worked​​at Calbright College​
​for at least 12 months shall be entitled to a maximum of twelve (12) Work​
​weeks of parental leave and may use their accrued sick leave (less any such​
​leave used for personal necessity) for purposes of parental leave without loss​
​of salary.  When an employee has exhausted all available sick leave and​
​continues to be absent from their duties on account of parental leave, the​
​employee shall be compensated no less than 50 percent of the employee’s​
​regular salary for the remaining portion of the 12-work week period on​
​parental leave. This leave shall run concurrently with leave provided under​
​the California Family Rights Act (Educ. Code § 88196.1).  An employee shall​
​not be provided more than one 12-work week period for parental leave during​
​any 12-month period. Use of parental leave shall be subject to notice and​
​verification.​

​6.8.2.1​ ​Definition:​ ​Parental leave shall refer to​​leave for the purpose of​
​a parent preparing for the arrival of or care for a new child.​
​Parental leave shall not constitute a break in Service.​

​6.8.2.2​ ​Pregnancy/Childbirth Leave​​Absences because​​of​
​childbirth/pregnancy shall, upon request, qualify as a temporary​
​disability, and the unit member shall be entitled to leave​
​consistent with state and federal law. Such leave shall be​
​subject to verification and approval by the unit member’s​
​physician. Leave requested under this provision shall be​
​subject to the following Provisions:​

​6.8.2.2.1​ ​Request:​ ​The request for maternity leave​​shall be​
​presented to the appropriate Vice President of​
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​Human Resources or designee.  The period of​
​leave, including the date upon which the leave​
​shall begin, shall be determined by the unit​
​member and their licensed practitioner.​

​6.8.2.2.2​ ​Medical Statement:​ ​A statement from the​​unit​
​member’s practitioner as to the beginning date of​
​the leave and anticipated return to service shall be​
​filed with the college at least 30 days prior to the​
​anticipated start date of the unpaid leave, if​
​possible.​

​6.9​ ​Rights:​ ​Because of a unit member’s pregnancy,​​the Board shall not:​

​6.9.1​ ​Refuse to select them for, or include them in,​​a training program leading to​
​reassignment or Promotion.​

​6.9.2​ ​Discharge them from employment.​

​6.9.3​ ​Discriminate against them in matters of compensation​​or conditions of​
​employment as defined in Section 3543.2 of the State Government Code.​

​6.10​ ​Child Rearing Leave:​ ​At the request of a unit​​member, an unpaid leave of​
​up to one (1) year for the rearing of a minor child may be granted by the​
​appropriate Vice President or designee.  This leave provision is separate and in​
​addition to other leaves in this Article.​

​6.11​ ​Bereavement Leave:​

​6.11.1​ ​Provision:​ ​Unit members are eligible for​​paid Bereavement Leave. In​
​the event of the death of an immediate family member, an eligible​
​employee will receive​​Five (5)​​paid days off for purposes​​of planning​
​and attending the funeral. Immediate family is defined as a husband,​
​wife, child, in-laws (son,daughter, father, mother, siblings,​
​grandparents), grandparent, grandchild, stepparent, stepsibling,​
​stepchild, and/or registered domestic partner. Human Resources may​
​also approve Bereavement Leave in the event of the death of others​
​outside of the immediate family. Human Resources may also approve​
​additional unpaid time off for bereavement.​
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​Unit members must notify their supervisor as soon as the leave dates​
​are known and must log the time off on their timesheets.​

​6.12​ ​Judicial Leave:​ ​Subject to applicable law and​​contractual obligations, unit​
​members who are summoned for and serve approved jury duty will be paid their​
​normal salary or their normal rate of pay for up to eight hours per day during their​
​jury service for a maximum of 10 business days.​

​Unit members must notify their supervisor as soon as possible after receiving a jury​
​duty summons. Jury Duty Leave is granted by Calbright College with the expectation​
​that employees will return to their jobs if excused from jury duty during regular​
​working hours.​

​6.12.1​ ​Provision:​ ​A unit member may be absent from​​duty, without loss of​
​salary, to appear as a witness in a court (other than as a litigant,) to​
​serve on a jury, or to respond to an official order from another​
​governmental authority for reasons not brought about through the​
​connivance or misconduct of the unit member.​

​6.12.2​ ​Verification:​​A copy of any official order​​to appear must be submitted​
​to verify the absence.  In the case of jury duty, an official court form​
​signed by the court clerk verifying the days and hours of duty rendered​
​must be submitted.​

​6.13​ ​Fees Payable:​ ​Where a fee is payable, other​​than mileage reimbursement, the​
​amount of such fee shall be signed over to the District.  The member shall​
​receive his/her regular salary due for the period of absence.​

​6.14​ ​Legislative Leave/Elected Officer Leave:​

​6.14.1​ ​Provision:​ ​A unit member who is elected to​​the State Legislature or​
​Congress​​or​​of​​any​​state​​organization​​shall​​be​​entitled,​​upon​​request,​​to​​an​
​unpaid leave of absence for the length of the term or terms of office.​

​6.14.2​ ​Return to Duty:​ ​The unit member shall notify​​the District of their​
​intended return at least four (4) weeks prior to the intended return to work.​

​6.15​ ​Association Leaves​ ​The College shall grant the​​Association release time for its​
​officers to attend conferences and seminars pertaining to labor relations activities.​
​No College payment shall be made for travel, rooms, meals, or related expenses.​
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​Such release time shall be requested at least a month in advance of the seminar or​
​conference.  The Association shall reimburse the College for all such release time.​

​A​ ​reasonable​ ​number,​ ​not​ ​to​ ​exceed​ ​five​ ​(5)​ ​unit​ ​members,​ ​may​ ​be​​released​​from​
​their​​regular​​duties​​with​​pay​​when​​participating​​in​​contract​​negotiations​​with​​College​
​management.​

​A​ ​reasonable​ ​number,​ ​not​ ​to​ ​exceed​ ​two​ ​(2)​ ​unit​​members,​​shall​​be​​released​​from​
​their​ ​regular​ ​duties​ ​with​ ​pay,​ ​in​ ​order​ ​to​ ​attend​ ​grievance​ ​meetings​​scheduled​​with​
​Management.  No more than one unit member may be released at a given time.​
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​ARTICLE VII​

​EVALUATION​
​Changes to this article 7.5.1 and 7.5.2 shall occur during the 2026-2027 academic year or​
​as modified in a successor agreement.​

​7.1​ ​Evaluation Process​

​The evaluation process is designed to promote professionalism, enhance​
​performance, and be closely linked with staff development efforts. The evaluation​
​process should be effective in yielding a genuinely useful and substantive​
​assessment of performance. Among other things, this requires an articulation of​
​clear, relevant criteria on which evaluations will be based.​

​The principal purposes of the evaluation process are to recognize and acknowledge​
​good performance, to enhance satisfactory performance, to help employees who are​
​performing satisfactorily to further their own growth, to identify weak performance, to​
​assist employees in achieving needed improvement, and to document unsatisfactory​
​performance.​

​Participants in the evaluation process must be sensitive to the diversity of California​
​and the community served by Calbright College.​

​A Faculty member’s students, administrators, and peers (as specified in 4.4) should​
​all contribute to their evaluation, but the Faculty should play a central role in the​
​evaluation process and, together with the appropriate area Dean, assume principal​
​responsibility for the effectiveness of the process.​

​Any reported technological inconsistencies that remain unresolved will not be used​
​in the evaluation without the opportunity to discuss the situation with the evaluation​
​Committee.​

​7.2​ ​Definitions as applicable in the Evaluation Article:​

​7.2.1​ ​Faculty: A tenured Faculty member.​

​7.2.2​ ​Tenure Track Faculty:​

​7.2.2.1​ ​A Faculty member who will serve a four (4)​​year​
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​probationary period, commencing with the Fall term of the first​
​academic year in which the Tenure Track Faculty member​
​serves at least seventy-five (75%) percent of the days​
​considered a full-time assignme​​nt. Any faculty member​​who​
​does not meet the 75% threshold does not need to complete the​
​formal evaluation process and will have an informal evaluation​
​meeting with dean or designee.​​A first-year Tenure​​Track​
​Faculty member serves under a one-year Tenure Track; a​
​second-year Tenure Track Faculty member serves under a​
​second one-year Tenure Track and; a third-year Tenure Track​
​faculty member serves under a two-year Tenure Track​
​completing the third and fourth years of the tenure-track period.​

​7.3​ ​Evaluation Criteria: Regular and Tenure Track Faculty​
​The criteria outlined in the Evaluation Instrument, are intended to delineate common​
​areas of performance to be evaluated during both Regular and Tenure Track Faculty​
​member evaluations. (consistent with 4.4 a of the contract).​

​These criteria will be most helpful if they are used as a basis for diagnosis, and​
​dialogue in addition to forming the basis for evaluation. Evaluation teams that​
​believe other criteria are necessary for a particular area are encouraged to mutually​
​establish these with the evaluatee at the beginning of the process.​

​7.4​ ​Evaluation Process: Tenure Track Faculty (Years​​1, 2, and 3/4)​
​Tenure Track Faculty shall be evaluated once during each year of probationary​
​status. In the case of a Tenure Track Faculty member hired initially in the spring, the​
​annual evaluation process will commence in the succeeding fall. Tenure Track​
​Faculty evaluation is an extension of the hiring process whereby such Faculty are​
​integrated into the life of the college prior to becoming permanent Faculty members​
​of the college community. The decision to grant tenure is as important as the initial​
​employment decision.​

​7.5​ ​Tenure Track​​Faculty Evaluation Committee​
​The Evaluation Committee for a Tenure Track Faculty Member shall consist of:​

​7.5.1​ ​One (1) Tenured Calbright faculty member selected​​by the Dean or designee.​
​If a Tenured Faculty member is not available, an untenured Faculty member​
​may be selected to serve.​​When practical, faculty​​members shall not serve on​
​each others evaluation committees. Dean or designee will make all efforts to​
​equitably distribute evaluator roles across the faculty body.​
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​7.5.2​ ​One (1) Tenured Calbright Faculty area specialist.​​If a Tenured Faculty​
​member in the specialty area is not available, an adjunct faculty member who​
​holds tenure at another institution may be selected to serve. If a Tenured​
​Calbright faculty or tenured adjunct faculty is not available a Tenured Faculty​
​member from an institute of higher education using Competency-based​
​Education (CBE) may be utilized. A pool of faculty in the evaluatees subject​
​area will be provided by the college. Faculty members with community college​
​experience will be prioritized, but others may be utilized in order to broaden​
​the pool.  Faculty will select a member from the pool provided, based on​
​availability.​

​7.5.3​ ​The evaluatee’s Dean, or the Dean’s designee.​
​The evaluation committee selected during the Tenure Track Faculty member’s​
​first Tenure Track evaluation shall, to the extent it is possible, serve as the​
​Evaluation Committee for each evaluation during the Tenure Track Faculty​
​member’s probationary status. The dean, or the Dean’s designee, shall serve​
​as Chair of the Evaluation Committee. The Committee Chair shall be​
​responsible for maintaining the evaluation file. At the conclusion of the​
​evaluation process, the file shall be returned to the Office of Human​
​Resources.​

​7.6​ ​Tenured​​Faculty Evaluation Committee​

​The Evaluation Committee for a Faculty Member shall occur every 3rd year following​
​Tenure and consist of:​

​7.6.1​ ​Tenured Faculty Department Chair (subject matter​​expert) or designee. If​
​the Faculty Department Chair is not tenured, a Tenured Faculty member from​
​an institute of higher education using Competency-based Education (CBE)​
​may be utilized.​

​A Tenured Calbright Faculty area specialist, or if a Tenured Calbright Faculty​
​is not available, a Tenured Faculty member from an institute of higher​
​education using Competency-based Education (CBE) may be utilized. A pool​
​will be provided by the college. Faculty members with community college​
​experience will be prioritized, but others may be utilized in order to broaden​
​the pool.  Faculty will select a member from the pool provided.​
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​7.6.2​ ​The evaluatee’s Dean, or the Dean’s designee.​
​The Dean, or the Dean’s designee, shall serve as Chair of the Evaluation​
​Committee.​

​7.6.3​ ​Faculty Peer. Two tenured or tenure track faculty​​members. Faculty​
​members may be student facing or non-student facing.​

​7.7​ ​Components of the Evaluation​

​The evaluation of Tenure Track Faculty shall include:​
​1)​ ​Professional growth/self-evaluation report and portfolio;​ ​including links to​

​evidentiary documents (copies of documents are not required).​
​2)​ ​Observations, mutually agreed to by the Faculty Member and his/her​

​Evaluation Committee;​
​3)​ ​Student evaluations and student success data, including but not limited to​

​attrition,​​reflection and planning  for strategies​​to increase student persistence​
​and completion rates of students,​​and frequency and​​quality of student​
​contacts.​​Quality contact shall be defined as substantive​​response to a​
​student question.​

​4)​ ​Committee member review; and,​
​5)​ ​Any other components mutually agreed to by the Faculty Member and​

​his/her Evaluation Committee.​
​6​​)​ ​For non-student facing tenure track faculty, the​​components of the evaluation​

​shall include:​
​a)​ ​Professional Growth Evaluation and Portfolio​
​b)​ ​Subject matter expert evaluation​
​c)​ ​Reflection and planning for Student success data as it relates to​

​assessment of online course​
​Design. - Examples include assessment of online course design,​
​assessment strategies, interventions for pilots​

​d)​ ​Other mutually agreed upon criteria between the unit member and​
​Dean.​

​7)​ ​At the completion of the evaluation period, a duplicate folder will be provided​
​to faculty members containing their portfolio documents.​

​7.7.1​ ​For Tenured faculty the components of the evaluation​​shall include:​

​1)​ ​professional growth/self-evaluation report;  including​​links to​
​evidentiary documents (copies of documents are not required).​
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​2)​ ​minimum of two observations, mutually agreed to by the Faculty​
​Member and his/her Evaluation Committee;​

​3)​ ​student evaluations​
​4)​ ​committee member review; and,​
​5)​ ​and any other components mutually agreed to by the Faculty Member​

​and his/her Evaluation Committee.​
​6)​ ​For non-student facing tenured faculty, the​​components of the​

​evaluation shall include:​
​a)​ ​Professional Growth Evaluation and Portfolio​
​b)​ ​Subject matter expert evaluation​
​c)​ ​Student success data as it relates to assessment of online​

​course design. - Examples include assessment of online course​
​design, assessment strategies, interventions for pilots.​

​d)​ ​Other mutually agreed upon criteria between the unit member​
​and Dean.​

​7)​ ​At the completion of the evaluation period, a duplicate folder will be​
​provided to faculty members containing their portfolio documents.​

​7.8​ ​Evaluation Timelines​

​Each year, evaluation timelines and deadlines will be provided by Human Resources​
​by July 30. Deadlines may be adjusted due to extenuating circumstances with​
​mutual agreement and the approval of Human Resources. However, Tenure Track​
​Faculty member evaluations must be completed by no later than January 15 of each​
​Tenure Track year.​

​7.8.1​ ​By August 1: Evaluation Committee Formation​
​The Dean of each department or area, in consultation with the Office of​
​Human Resources, shall ensure that an evaluation committee is formed or​
​reconfirmed for each Tenure Track Faculty and Faculty member.​

​7.8.2​ ​By September 1: Initial Evaluation Conference​​& Evaluation Instrument​
​The Evaluation Committee shall meet with the Tenure Track Faculty and​
​Faculty Member and work together to establish the timelines and procedure​
​for the components of the evaluation that are individualized - including the​
​observations, any additional standards, or other criteria agreed to with the​
​Dean and/or Committee, all to occur by November 1. The evaluation criteria,​
​general timeline, and the forms used will be reviewed. By the conclusion of​
​this meeting,a schedule for observations and any additional components shall​
​be agreed upon and set.​
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​7.8.3​ ​Completed no later than November 1: Observations & Student Success​
​Data​​The Evaluation Committee shall observe at least​​two but no more than​
​five mutually agreed-upon instructional and/or support sessions. Calbright will​
​provide the designated student success data to each Faculty member at least​
​two weeks prior to this date.​

​7.8.4​ ​Completed no later than November 1: Self-Evaluation and Faculty​
​Portfolio​​Faculty shall submit their Self Evaluation​​and Portfolio no later than​
​November 1.​

​7.8.5​ ​By November 1: Student Evaluations.​
​Calbright will provide a student evaluation link for Tenure Track Faculty​
​members to be evaluated by students who have met with the Tenure Track​
​Faculty and who have not submitted drop forms or taken a leave of absence.​
​The student evaluations will be provided to the Tenure Track Faculty Member​
​no later than December 31 of each year. For non-student-facing faculty,​
​Subject Matter Expert feedback, and other criteria jointly determined during​
​the goal setting process shall replace student evaluation, as established and​
​previously agreed.​

​7.8.6​ ​By December 1: Evaluation Committee Meeting​
​The Evaluation Committee shall meet to review and discuss the​
​completed evaluation rating forms and submitted evidence and, upon review​
​of the entire evaluation file, shall prepare a final evaluation report utilizing the​
​Tenure Track or Faculty Evaluation Summary Form. In the event that the​
​Evaluation Committee cannot reach a consensus as to the overall rating of​
​the Tenure Track Faculty Member, at least two (2) members of the Evaluation​
​Committee must agree on the rating. Any member of the Evaluation​
​Committee may submit a written report dissenting from the Tenure Track​
​Faculty Evaluation Summary prepared by the majority of the Evaluation​
​Committee.​

​7.8.6.1​ ​As part of the Tenure Track and Faculty Evaluation​​Summary,​
​the Evaluation Committee shall:​

​7.8.6.1.1​ ​For a Tenure Track faculty member working​​under​
​their first one-year Tenure Track or second​
​one-year Tenure Track, recommend to either:​
​1)​ ​not enter into a Tenure Track for the​
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​following academic year;​
​2)​ ​enter into a Tenure Track (one/two year) for​

​the following academic year; or,​
​3)​ ​employ the Tenure Track Faculty Member​

​as a permanent employee for all​
​subsequent academic years.​

​7.8.6.2​ ​For a Tenure Track faculty member completing​​the second year​
​of his/her third Tenure Track Contract (final year of probationary​
​status), recommend either:​
​1)​ ​not employ the Tenure Track Faculty Member as a​

​permanent faculty member; or​
​2)​ ​employ the Tenure Track Faculty Member as a​

​permanent (tenured) Faculty member for all subsequent​
​academic years.​

​7.8.7​ ​By December 22: Final Evaluation Conference For Tenure Track Faculty.​
​At the final evaluation conference, the Dean shall review the Committee​
​evaluation and recommendations with the Tenure Track Faculty Member. A​
​copy of the Tenure Track Faculty Evaluation Summary Form will be provided​
​to the Tenure Track Faculty Member. The Tenure Track Faculty member will​
​be provided the opportunity to respond to the final evaluation, which shall be​
​included in the final evaluation file.​

​7.8.7.1​ ​In the event that the Evaluation Committee​​recommends that​
​the Tenure Track Faculty Member’s Tenure Track not be​
​renewed or that the Tenure Track Faculty Member not be​
​employed as a permanent/tenured Faculty member, the​
​recommendation will be forwarded to the Division​
​Vice-President who shall forward the recommendation to the​
​President and CEO for recommendation to Board of Trustees​
​for final action.​

​7.8.7.2​ ​The Evaluation Committee’s recommendation​​shall be​
​forwarded by the CEO/President to the Board of Trustees with​
​any dissenting report prepared by an evaluation committee​
​member and with a copy of the Non-Tenured Faculty’s​
​evaluation packet. The Board of Trustees shall make the final​
​decision with respect to the forwarded recommendation.​
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​7.8.7.3​ ​In the event of a recommendation not to enter into a contract for​
​the following year or not to employ the Tenure Track Faculty​
​Member as a permanent/tenured member of the faculty, the​
​affected Tenure Track Faculty member may file a grievance in​
​accordance with Education Code Section 87610.​

​7.8.7.4​ ​If a Tenure-Track Faculty member receives​​a final evaluation​
​with areas of concern but has a recommendation to employ the​
​Tenure Track Faculty Member for the following academic year,​
​the Evaluation Committee and the all necessary supports,​
​including but not limited to specific recommendations for​
​improvement; college assistance to implement such​
​recommendations; provision of additional resources, without​
​cost to the unit member.​

​7.8.7.4.1​ ​The plan must have identifiable objectives​​and​
​include the Timeline within which each objective is​
​to be achieved, and interim progress meetings​
​may be scheduled as needed.​

​7.8.7.4.2​ ​At the conclusion of the timelines included​​in the​
​plan for improvement, the Tenure Track Faculty​
​Member shall submit to the Evaluation Committee​
​a written report outlining the steps taken by the​
​Tenure Track Faculty Member in compliance with​
​the plan for improvement.​

​7.8.7.4.3​ ​The improvement plan will be included as​​part of​
​the Tenure Track Faculty Evaluation Summary​
​Form and will be part of the evaluation​
​components for the Tenure Track Faculty​
​Member’s next evaluation.​

​7.8.7.4.4​ ​The Chair will ensure that the evaluation​​file is​
​sent to the Office of Human Resources.​

​7.8.8​ ​For Tenured Faculty​​the Final evaluation conference​​on an evaluation year​
​shall occur prior to February 1. The final evaluation will then be sent to HR to​
​be placed in the personnel file.​
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​7.8.8.1​ ​Should a Tenured faculty member not meet expectations in the​
​final evaluation, a Plan of Improvement shall be established not​
​later than March 1 of each year.​
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​ARTICLE VIII​

​GRIEVANCE, DISPUTE RESOLUTION, AND JUST CAUSE​

​8.1​ ​Definitions​

​8.1.1​ ​A Grievance is a formal allegation, oral or​​written, by a grievant that they​
​have been adversely affected by a violation, misapplication, or​
​misinterpretation of the specific provisions of this Agreement.​

​8.1.2​ ​A Grievant is a bargaining unit member, bargaining​​unit members, or CFA.​

​8.1.3​ ​Unless stated as “calendar days,” a Day is defined​​as one of the days​
​(Monday through Friday) that the District has scheduled the unit member to​
​provide services.​

​8.1.4​ ​The Respondent is the lowest level of administration​​determined by the​
​District as having the authority to adjust/resolve the complaint.​

​8.1.5​ ​A Representative is a CFA representative or​​a bargaining unit member​
​designated by the grievant to serve as their representative at Level I or​
​Level II of the grievance. Absence from regular duties shall be granted​
​without loss of salary to the Grievant, and designated representative, if​
​any when such regular duties conflict with attendance at meetings,​
​conferences, or hearings with District personnel.​

​8.1.6​ ​The grievance forms, attached as Appendix/Appendices​​__, are the forms​
​upon which all formal grievances must be filed and upon which the​
​decisions shall be rendered. It is the official record of the grievance.​

​8.1.7​ ​Receipt of a Formal Grievance: A grievance shall​​be considered received​
​when the grievance or response to the grievance is delivered via email to​
​the Grievant or Respondent, with a copy to the CFA Grievance Chair, and​
​the Vice President of HR, in accordance with the procedures set out in​
​this Article.​

​8.2​ ​Miscellaneous​

​8.2.1​ ​CFA shall receive a copy of all documents, grievances,​​and appeals at​
​the formal levels.​
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​8.2.2​ ​CFA shall have the right to consult with and/or​​represent the Grievant at​
​any level of the grievance process.​

​8.2.3​ ​Time limits may be modified by mutual agreement​​in writing between the​
​parties.​

​8.2.4​ ​Failure of the College or the Association to​​adhere to time limits​
​set forth herein to take any required action within the prescribed time limits​
​shall cause the grievance to advance to the next level.​

​8.2.5​ ​No reprisals of any kind shall be taken by the​​President and CEO or by​
​any member or representative of the administration or the College or​
​Board of Trustees against any aggrieved party, any party in interest, any​
​member of CFA, or any other participant in the grievance procedure by​
​reason of such participation.​

​8.2.6​ ​All documents, communications, and records dealing​​with the processing​
​of a grievance shall be filed in a separate grievance file and shall not be​
​kept in the personnel file of any of the participants.​

​8.2.7​ ​Informal Level of Grievance​

​8.2.7.1​​Within thirty (30) calendar days after the​​bargaining unit member,​
​members, or CFA had reasonable knowledge of the alleged​
​violation, misapplication, or misinterpretation of the specific​
​provisions of this Agreement, the Grievant shall schedule a meeting​
​to attempt to resolve the grievance by an informal conference with​
​the Respondent. At the time of the scheduling of the meeting, the​
​Grievant shall notify the Respondent that the meeting will deal with a​
​possible grievance, the nature of the grievance and that this is the​
​informal level of the grievance policy. A mutually convenient​
​meeting time shall be scheduled within five (5) days of​
​receiving the request to meet. If the Grievant desires, they​
​may have a representative present to assist them in the​
​meeting. CFA shall be notified and have the right to consult​
​with the Grievant and to be present at the meeting. Both​

​parties will make an earnest effort to settle complaints in this​
​step.​
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​8.3​ ​Formal Level of Grievance​

​8.3.1​ ​Level I​​: Within ten (10) days of the informal​​conference, should the​
​grievance not be resolved, the Grievant must present their grievance in​
​writing on the grievance form, attached in Appendix __, to the Respondent.​
​Once the grievance is received, signed copies shall be given to the Vice​
​President of Human Resources or designee, the Grievant, the Respondent,​
​and the CFA Representative.​

​8.3.1.1​ ​The statement of the Level I grievance shall​​be a clear,​
​concise statement of the circumstances giving rise to the​
​grievance, citation of the specific article of the Agreement​
​that is alleged to have been violated, the decision rendered​
​at the informal conference, and the specific remedy sought.​
​The Respondent shall return the form with their decision with​
​rationale for the decision to the Grievant in writing within ten​
​(10) days after receipt of the written grievance, with signed​
​copies to the Vice President of Human Resources or​
​designee, the Grievant, the respondent, and the CFA​
​Representative.​

​8.3.2​ ​Level II:​​If the Grievant is not satisfied​​with the decision at Level I, they​
​may, within ten (10) days of the receipt of the decision from Level I, appeal​
​the decision to Level II on the grievance form, attached Appendix __, to​
​the appropriate Vice President. The statement of the Level II grievance​
​shall include a copy of the original grievance and appeal, the decisions​
​rendered, and a clear, concise statement of the reasons for the appeal. A​
​copy of the appeal and supporting documents shall be sent to the Vice​
​President of Human Resources or designee, the Grievant, the appropriate​
​Vice President or designee, and the CFA Representative.​

​8.3.3​ ​Within five (5) days of receiving the Level​​II appeal, the appropriate Vice​
​President or designee shall arrange a mutually convenient time to​
​meet with the Grievant to discuss the matter and attempt to resolve​
​the grievance. If the Grievant desires, they may have a​
​representative present to assist them in the meeting. CFA shall be​
​notified and have the right to consult with the Grievant and to be​
​present at the meeting.​
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​8.3.3.1​ ​Within ten (10) days of the Level II meeting, the appropriate​
​Vice President or designee shall communicate a written​
​response to the Grievant and CFA Representative. Such​
​a response will terminate Level II.​

​8.3.4​ ​Level III (MEDIATION):​​If the Grievant is not​​satisfied with the decision at​
​Level II, they may, within ten (10) days of the receipt of the decision from​
​Level II, request that CFA submit the grievance to mediation. Should CFA​
​decide to submit the grievance to mediation, within ten (10) days of​
​receiving the request from the Grievant that the grievance be submitted to​
​mediation, CFA shall file the appeal for mediation to the Vice President​
​of Human Resources or designee. The appeal to mediation shall be filed on​
​the grievance form, attached as Appendix __, to mediation and must​
​include a copy of the original grievance and appeals, the decisions​
​rendered, and a clear, concise statement of the reasons for the appeal for​
​mediation. A signed copy of the appeal shall be sent to the Vice President​
​of Human Resources or designee, the President and CEO, and the​
​Grievant.​

​8.3.4.1​ ​Within ten (10) days after receipt of the​​written appeal for​
​mediation, the parties shall request the immediate services​
​of a mediator. The mediator selected shall be jointly agreed​
​to by CFA and the District. The parties may utilize the​
​California State Mediation and Conciliation Service for​
​mediation or another mediator of their choosing. The fees​
​and expenses of the mediator shall be borne by the District​
​during the term of this agreement​​- Effective July​​1, 2025, the cost​
​of mediation shall be shared by the college and the association​

​A)​ ​The function of the mediator shall be to assist the parties​
​to achieve a mutually satisfactory resolution of the​
​grievance by means of the mediation process.​

​B)​ ​If a satisfactory resolution of the grievance is achieved by​
​means of this mediation process, both parties to the​
​grievance shall sign a written statement of the resolution​
​to that effect and thus waive the right of either party to​
​further appeal of the grievance.​
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​8.3.4.2​ ​The mediator shall not have the authority to impose a​
​settlement upon the parties.​

​8.3.5​ ​Level IV (BINDING ARBITRATION):​​If the Grievant​​is not satisfied with the​
​outcome at Level III, the Grievant may, within ten (10) days of the outcome​
​of the mediation, submit a request in writing to CFA for arbitration of the​
​dispute (Appendix __ attached). Should CFA decide to submit the​
​grievance to arbitration, within ten (10) days of receiving the request from​
​the Grievant that the grievance be submitted to arbitration, CFA shall file​
​the appeal for arbitration to the Vice President of Human Resources.​
​Within five (5) days of receipt of the appeal, the District and CFA shall​
​request that the California State Mediation and Conciliation Service or the​
​American Arbitration Association supply a list of five (5) names of​
​persons experienced in handling grievances in Community​
​Colleges/schools. Each party shall alternately strike a name until only one​
​name remains. The order of the striking shall be determined by lot. The​
​remaining person on the list shall be the arbitrator.​

​8.3.5.1​ ​The arbitrator shall, as soon as possible,​​hear evidence and​
​cannot agree upon a submission agreement, the arbitrator​
​shall determine the issue to be arbitrated by referring to the​
​written grievance.​

​8.3.5.2​​The District and CFA agree that the jurisdiction​​and​
​authority of the arbitrator and the decision rendered by the​
​arbitrator will be confined exclusively to the interpretation of​
​the express provision or provisions of this Agreement that​
​are at issue. The arbitrator shall have no authority to add to,​
​subtract from, alter, amend, or modify any provisions of this​
​Agreement or impose any limitations or obligations not​
​specifically provided for under the terms of this Agreement.​

​8.3.5.3​ ​A hearing shall take place at which both parties​​shall have​
​an opportunity to present their case orally and separately to​
​the arbitrator. Written arguments may also be submitted. The​
​arbitrator shall submit in writing to both parties their findings​
​and decision, which shall be binding on the parties.​
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​8.3.5.4​ ​The fees and expenses of the arbitrator shall be shared​
​equally by the College and CFA. All other expenses shall be​
​borne by the party incurring them, and neither party shall be​
​responsible for the expense of witnesses called by the other.​

​8.3.6​ ​Both CFA and the College share a mutual interest in the tenets of​
​just cause in interactions with all unit members (APPENDIX B).​
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​ARTICLE IX​

​INTELLECTUAL PROPERTY​

​9.1.​ ​Intellectual Property, Promotio, and Use Rights​
​Faculty Members shall have the right to promote, distribute, publish, and​
​commercially profit from the Works they created prior to employment at Calbright​
​and for materials faculty create outside the scope of Calbright's activities. This​
​includes materials faculty may provide to students that are not included as part of​
​the core content/course developed by Calbright.​

​9.2.​ ​District Use:​
​Faculty Member agrees that Works created within the scope of their employment for​
​use by Calbright staff or students may be utilized, revised, or incorporated into the​
​District's curriculum or educational materials.​
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​ARTICLE X​

​EMPLOYEE BENEFITS​

​10.1​ ​Medical Insurance:​

​10.1.1​ ​The District shall provide health insurance​​for all faculty members and​
​qualified dependents.​

​10.1.2​ ​The District shall provide at least one HMO​​medical insurance​
​option and one PPO medical insurance option for all unit members.​

​10.1.3​ ​The District shall consult with CFA should​​it be necessary to make​
​any change in health insurance carriers.​

​10.2.​ ​Dental Insurance:​

​10.2.1​ ​The District shall provide dental insurance​​for all faculty members and​
​qualified dependents.​

​10.2.2​ ​The District shall consult with CFA should​​it be necessary to make​
​any change in dental insurance carriers.​

​10.3​ ​Vision Insurance:​

​10.3.1​ ​The District shall provide vision insurance​​for all faculty members and​
​qualified dependents,​

​10.3.2​ ​The District shall consult with CFA should​​it be necessary to make  any​
​change to vision insurance carriers.​

​10.4​ ​Contribution Toward Medical, Dental, and Vision​​Insurance​

​10.4.1​ ​The District shall provide an employer contribution​​equal to all other​
​employees of Calbright.​
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​ARTICLE XI​

​HEALTH AND SAFETY​

​11.1​ ​Calbright shall provide safe and healthful working​​conditions to all bargaining unit​
​employees.​

​11.2​ ​Employees are encouraged to report unsafe or​​unhealthful working conditions to​
​their direct supervisor. If such a report does not resolve the safety or health​
​concern, an employee or CFA may make a formal report to the Vice President of​
​Human Resources, who shall respond as soon as practicable but not later than ten​
​(10) business days.​

​11.3​ ​No employee shall face discrimination or retaliation​​for reporting a legitimate​
​safety or health concerns to their supervisor, the College, or CFA.​

​11.4​ ​CFA shall be provided a copy of Calbright’s Injury​​and Illness Prevention Plan​
​(IIPP) annually and whenever the IIPP is updated. Calbright shall consult with​
​CFA on updates to the IIPP. If Calbright drafts any safety-related policy, procedure,​
​or plan other than the IIPP, CFA shall be provided a copy.​

​11.5​ ​Should a bargaining unit member have a serious​​illness or be within a high-risk​
​category, they may request an interactive accommodation meeting with Human​
​Resources prior to attending an in-person event.​

​11.5.1​​Bargaining unit members may request an interactive​​process with​
​Human Resources if they or someone among their routine close contacts is​
​vulnerable to infection or other illnesses and is at risk of severe disease​
​outcomes.​

​11.5.1.1​ ​Unit members who are in a high-risk category​​as determined​
​through the interactive processor that someone among their​
​routine close contacts is vulnerable to infection or other​
​illnesses, may not be required to attend in-person meetings or​
​events unless in-person meetings or events are an essential​
​duty of their job description.​

​11.5.1.2​ ​If in-person meetings or events are an essential​​duty of their job​
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​description, Calbright shall use the reasonable accommodations​
​process (interactive Process) prescribed by applicable law and​
​government regulations to make accommodations for the​
​employee’s safety. CFA may, at the unit member's request,​
​participate in identifying safety measures and accommodations.​

​11.6​ ​Calbright shall announce and review individual​​employee responsibilities under​
​Calbright’s COVID-19 prevention plan or any other pending health-related safety​
​plans at an all-hands meeting as soon as practicable​
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​ARTICLE XII​

​CONTRACT DURATION​

​12.1​ ​This Agreement shall be from​​July 1, 2025,​​to​​June 30, 2026​​. - No further​
​reopeners.​

​12.2.​ ​The Agreement expressed herein, in writing,​​constitutes the entire agreement​
​between the parties, and no oral statement shall add to or supersede any of its​
​provisions.​

​FOR THE ASSOCIATION​ ​FOR THE COLLEGE​

​Cindy Carney​
​Chapter President​

​DATE​ ​Joseph Bremgartner​
​Vice President, Human Resources​

​DATE​

​Angel Maldonado​
​CTA Representative​

​DATE​ ​Shannon McCarty​
​Vice President, Learning &​
​Instruction​

​DATE​

​Timea Iharosi​
​Sr. Manager, Human Resources​
​Bargaining Team Member​

​DATE​

​Ajita Menon​
​President and CEO​

​DATE​
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​APPENDICES​

​APPENDIX A​
​SALARY SCHEDULE​

​215 Day Cal.​
​Bachelors or AA plus​

​6 yrs​​Minimum​
​Qualifications Still Apply​

​Master’s​
​Doctorate or Masters plus 30 credits​
​beyond those required for the initial​

​Master’s​

​1​ ​$78,547​ ​$82,547​ ​$86,547​

​2​ ​$82,475​ ​$86,475​ ​$90,475​

​3​ ​$86,599​ ​$90,599​ ​$94,599​

​4​ ​$90,929​ ​$94,929​ ​$98,929​

​5​ ​$95,475​ ​$99,475​ ​$103,475​

​6​ ​$100,249​ ​$104,249​ ​$108,249​

​7​ ​$105,261​ ​$109,261​ ​$113,261​

​8​ ​$110,524​ ​$114,524​ ​$118,524​

​9​ ​$116,050​ ​$120,050​ ​$124,050​

​10​ ​$121,853​ ​$125,853​ ​$129,853​

​11​ ​$127,946​ ​$131,946​ ​$135,946​

​12​ ​$134,343​ ​$138,343​ ​$142,343​

​13​ ​$141,060​ ​$145,060​ ​$149,060​

​14​ ​$148,113​ ​$152,113​ ​$156,113​

​15​ ​$155,519​ ​$159,519​ ​$163,519​

​16​ ​$163,295​ ​$167,295​ ​$171,295​

​17​ ​$171,459​ ​$175,459​ ​$179,459​

​18​ ​$180,032​ ​$184,032​ ​$188,032​
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​APPENDIX B​
​STIPENDS​

​Additional Compensation/Stipends​

​Peer Evaluation​ ​$1,000​ ​Per academic year​

​Work Performed beyond​
​the professional​

​obligation​

​$75 per hour​

​Advanced, mutual agreement between the​
​unit member and the Dean is required. The​
​agreement must include the anticipated​
​amount of time to be compensated and​
​preapproved by the Division Vice President.​
​This will be available to faculty across​
​disciplines and departments.​

​If the project requirements change or result in​
​the work hours exceeding the initial​
​agreement, the agreement may be modified​
​to reflect the additional work to be performed​
​and compensation to be paid, with​
​preapproval of the Division Vice President.​
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​APPENDIX C​
​SEVEN TESTS OF JUST CAUSE​

​Standards of Just Cause​

​1.​ ​Was the employee adequately warned of the consequences of their conduct?​

​2.​ ​Was the employer’s rule or order reasonably related to efficient and safe operation?​

​3.​ ​Did management investigate before administering the discipline?​

​4.​ ​Was the investigation fair and objective?​

​5.​ ​Did the investigation produce substantial evidence or proof of guilt?​

​6.​ ​Were the rules, orders, and penalties applied evenhandedly and without​
​discrimination?​

​7.​ ​Was the penalty related to the seriousness of the offense and the past record?​
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​APPENDIX D​
​GRIEVANCE FORM​

​●​ ​Please click​​here​​.​

​●​ ​Or copy and paste the link below into your browser.​

​https://drive.google.com/file/d/1729wZJQizEvUGWjZvqeT5mxfVmVbRfE-/view?usp=sharing​
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