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. Closed Session

Reconvene Open Session

Adjourn

Alterations may be made as needed. Business may be taken up out of order when the Board adopts a motion to suspend the rules
by a two-thirds {2/3} vote or by unanimous consent.

The Board shall transact business according to the agenda prepared by the District Administrator and provided to all Board
members in advance of the meeting. The order of business may be altered at any meeting by a majority vote of the members
present.

If the Board wishes to discuss items that were not posted at least twenty-four (24) hours prior to the meeting, the Board must (1)
post a separate notice of the item(s} no less than two (2) hours prior te the meeting and (2) show good cause why posting the
item at least twenty-four (24) hours prior to the meeting was impossible or impractical.
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Under the WFMLA, if the staff member satisfies the eligibility requirements set forth above, s/he is entitled to ten (10} work weeks
of leave in a calendar year as follows:

A. a total of six {6) weeks of leave for the birth of his/her natural child and/or the placement of a child with the staff member
for, or as a precondition to, adoption;

B. a total of two (2) weeks of leave to care for a covered family member with a serious health condition; and

C. a total of two (2} weeks of leave due to the staff member’s serious health condition.
Board policy calls for concurrent Federal/State leave coverage whenever a staff member is eligible for leave under both the FMLA
and WFMLA to the extent available under the law. All periods of absence from work due to or necessitated by USERRA-covered
service is counted in determining an employee's eligibility for FMLA leave.
Definitions of Serious Health Conditions
In conjunction with the certification provided by a healthcare provider, the Board reserves the right to determine whether an
iliness, injury, impairment or physical or mental condition constitutes a serious health condition entitling a staff member to family
or medical leave under State or Federal law.
In general, a "serious health condition" under this policy means an illness, injury, impairment, or physical or mental condition that
involves one (1) of the following:

A. Hospital Care

Inpatient care (i.e., an overnight stay) in a hospital or other care facility, including any period of incapacity or subsequent
treatment in connection with or consequent to such inpatient care.

B. Absence Plus Treatment

A period of incapacity of more than three (3} consecutive calendar days* (including any subsequent treatment or period of
incapacity relating to the same condition), that also involves:

1. treatment two (2) or more times by a healthcare provider, a nurse, physician’s assistant or physical therapist under
a healthcare provider’s supervision, order or referral as appropriate within thirty {30) days of the first date of

incapacity; or

2. treatment by a healthcare provider on at least one (1) occasion that results in a regimen of continuing treatment
under the supervision of the healthcare provider and occurs within seven (7) days of the first day of incapacity.

*Under the WFMLA, leave may also be available for a "serious health condition” of less than three (3) consecutive
days in duration.
C. Pregnancy
Any period of incapacity due to pregnancy, or for prenatal care.
D. Chronic Conditions Requiring Treatment

A chronic condition which:

1. requires periodic visits of at least two (2) times per year for treatment by a healthcare provider, or by a nurse or
physician’s assistant under a healthcare provider's supervision;

2. continues over an extended period of time {including recurring episodes of a single underlying condition); and
3. may cause episodic rather than continuing periods of incapacity (e.g., asthma, diabetes, epilepsy, etc.).
E. Permanent/Long-Term Conditions Requiring Supervision

A period of incapacity which is permanent or long-term due to a condition for which treatment may not be effective. You or
your family member must be under the continuing supervision of, but need not be receiving active treatment by, a






If the District Administrator doubts the validity of a certification, the District Administrator may require, at the Board’s expense
that the staff member obtain a second opinion from a Board-designated provider, not regularly employed by the Board. If the
opinions of the staff member's and the Board's healthcare providers differ, a third, final and binding opinicn may be obtained. The
staff member must cooperate in obtaining a second or third opinion including facilitating the transfer of pertinent records to the
subsequent healthcare providers.

The District Administrator may request re-certifications on a periodic basis as permitted by law.
Designation of Leave

In all circumstances, it is the respensibility of the District Administrator to designate leave, whether paid or unpaid, as FMLA leave
and to give the staff member notice of the designation and his/her rights and responsibilities under this policy.

The District Administrator will give the staff member the notice on each occasion that s/he notifies his/her supervisor of the need
for leave that may be FMLA-qualifying, including, but not limited to, when the staff member requests another type of leave for an
FMLA- qualifying reason. In the case of intermittent or reduced schedule leave, only one {1) notice will be provided unless the
circumstances regarding the leave have changed.

Absent extenuating circumstances, the District Administrator will provide to the employee a "Designation Notice" stating whether a
request for leave has been approved or denied within five {5) business days. At a minimum, the staff member will be verbally
notified whether leave is being designated as FMLA leave within five (5) business days of the date the staff member provides
information to the District Administrator sufficient to enable him/her to determine that the leave is being taken for an FMLA-
qualifying reason.

The District Administrator will confirm the verbal notice with the written notice as soon as feasible, but no later than the first
payday following the verba! notice (unless the payday is less than one (1) week after the verbal notice, in which case the notice
must be no later than the subsequent payday).

Manner In Which Leave Can Be Taken

Leave available under this policy may be taken in full and, under certain circumstances, may also be taken intermittently or on a
reduced leave schedule, Intermittent leave is leave taken in separate blocks of time due to a single qualifying reason. Reduced
schedule leave is leave that reduces the usual number of working hours per day or week. The staff member must consult with
his/her supervisor and make a reasonable effort to schedule intermittent or reduced schedule leave so it does not unduly disrupt
the District’s operations.

Intermittent or reduced schedule leave due to a serious health condition must be medically necessary. Medically necessary means
there must be a medical need for the leave and the leave can be best accommedated through an intermittent or reduced leave
schedule, as certified by the healthcare provider in the Certification.

When leave is governed only by the FMLA, the District Administrator may offer a staff member a temporary transfer to another
position for which s/he is qualified with equivalent pay and benefits that better accommodates the intermittent or reduced
schedule leave when the need for leave is foreseeable based on planned medical treatment or the staff member takes such leave
for the birth of a child or for placement of a child for adoption or foster care. The staff member may reject this offer in which case
there will be no adverse effect on the leave or entitlement to return to the same or similar position following leave. Any time spent
by the staff member in an alternative position will not count against the employee's FMLA leave entitlement.

Instructional staff members (i.e. individuals whose principal function is to teach and instruct students in a class, a small group, or

an individual setting) who request intermittent leave or a reduced-leave schedule governed only by the FMLA, which would exceed
twenty percent {20%) of the total number of working days over the period of anticipated leave, must elect either to:

A. take leave for a period or periods of a particular duration, not greater than the duration of the pfanned treatment; or
B. transfer temporarily to an available alternative position offered by the District Administrator for which the instructional staff

member is qualified, and that has equivalent pay and benefits and that better accommodates the recurring periods of leave
than the staff member’s regular position.

Coordinating Leaves - Substitution

Generally, leave taken under this policy is unpaid. However, for leave governed exclusively by the FMLA, the staff member may
use the following leaves provided by the Board, if available:



A. vacation or personal leave, if available, for any family or medical leave;

B. accrued paid family leave (i.e., paid leave covering the particular circumstances for which the staff member is seeking
leave), if available, for birth, adoption, or to care for a seriously Ill family member; and

C. accrued pald medical or sick leave, if available, to care for a seriously ill family member, or for the staff member's own
serious health conditicn.

A staff member may not substitute paid leave for unpaid FMLA leave taken under this policy in any situation where the Board
would not normally provide such paid leave.

For leaves governed by the WFMLA, a staff member may substitute paid or unpaid leave, which s/he have earned and accrued, for
leave taken under this policy, If available. The Board reserves the right to deny substitution as permitted by law.

Any paid leave substituted for unpaid FMLA leave or WFMLA leave will decrease, in whole or in part, the staff member’'s FMLA
and/or WFMLA leave entitlement.

Continuation of Benefits

A staff member will remain eligible for group health insurance benefits under the Board’s group health plan during leave taken
under this policy under the same conditions as coverage would have been provided if the staff member had been actively
employed during the entire leave. However, the staff member has the option of choosing not to retain such coverage during family
or medical leave.

During leave taken under this policy, the Board will continue to pay any portion of group health insurance premiums for coverage
that it was responsible for paying immediately prior to the leave as required by law. The staff member will be responsible for
paying his/her portion of health insurance premiums regardless of whether his/her family and medical leave is paid or unpaid. Itis
the staff member’s responsibility to make arrangements with the District Administrator for making premium payments for group
health insurance during leaves.

To the extent permitted by law, the Board reserves the right to require the staff member to place up to eight (8) weeks of health
insurance premiums in escrow prior to leave, or to discontinue coverage if such premiums are received more than thirty (30} days
late.

The staff member’s entitlement to benefits other than group health benefits during a period of family or medical leave is
determined by the Board’s policy regarding provision of such benefits when a staff member is on other types of leave.

If a staff member fails to return to work or fails to remain at work for a period provided under the law, the District may recover its
portion of the premiums paid for medical benefit coverage during the leave, unless the reason for the staff member's failure to
return to work is due to the continuation of the serious health condition or the onset of a new serious health condition.

Accrual of Benefits

The use of leave under this policy will not result in the loss of any employment benefit that accrued prior to the start of the staff
member’s leave. A staff member will not continue to accrue seniority or any other employment benefit during leave taken under
this policy, except that such benefit shall accrue if the staff member elects to use other leaves provided by the Board, and if such
benefits would normally accrue during such leave.

Employment Restoration

A staff member will generally be reinstated to the same position s/he held when leave began or a position with equivalent pay,
benefits, and other terms and conditions of employment, if such position remains available, and the staff member possesses the
ability to perform the essential functions of the job satisfactorily, with or without any accommodation that may be required by the
Americans With Disabilities Act of 1990. The staff member, however, has no greater right to reinstatement or benefits than if s/he
had been actively employed during the leave. Further, if the staff member gives unequivocal notice of intent not to return to work,
s/he is not entitled to be reinstated.

A staff member who exceeds his/her FMLA/WFMLA leave, but remains off work under a non-FMLA/WFMLA leave policy, is not
entitled to reinstatement to the same or a similar position under the FMLA/WFMLA; however, the staff member may be eligible to
be reinstated under the non-FMLA/WFMLA leave policy.

A staff member who is able to return to work prior to the expiration of leave must notify his/her supervisor immediately. Upon
such notice, the District Administrator will promptly reinstate the staff member to active employment, provided s/he has the
present skill and ability to perform the essential functions of his/her job satisfactorily with or without accommodation. However,



the reinstatement need not occur until the third business day following the staff member's notification of his/her ability to return to
work.

Fitness For Duty Certification

If leave is due to the staff member’s sericus health condition, s/he must present certification to return to work to his/her
supervisor upon returning to work. The staff member’s principal attending physician must complete the certification. The
certification must indicate that the staff member has been released to return to work. It must also specify any physical or other
limitation on the staff member’s ability to perform regular or other duties and the duration of the limitations. No certification will
be required when the staff member returns from intermittent leave, except as otherwise permitted or required by the Americans
With Disabilities Act of 1990.

The certification will be limited to the particular health condition that caused the staff member’s need for leave, except as
otherwise permitted by the Americans With Disabilities Act of 1990. If the staff member is an "individual with a disability" within

the meaning of the ADA, any fitness-for-duty physical examination or inquiry by the District will be job-related and consistent with
business necessity.

Reinstatement may be delayed until the staff member submits the certification. Under such circumstances, if the staff member
does not promptly provide a certification or qualify for another leave of absence, s/he may be disciplined, up to and including
termination.

With the staff member’s permission, the Board’s healthcare provider may contact the staff member’s healthcare provider to clarify

and authenticate the certification, but no additional information may be requested or required, and the staff member’s return to
work may not be delayed while the contact is being made. No second or third fitness for duty certification may be required.

Confidentiality

All medical information relating to leave, whether written or verbal, shall be kept confidential to the maximum extent possible. All
medical documents including, but not limited to, medical certifications and return-to-work statements must be maintained in
confidential, secure files separate from personnel files.

N¢ Discrimination

Leave under this pelicy will not be used as a negative factor in employment actions, such as hiring, promotions, disciplinary actions
or under attendance policies,

Miscellaneous
The District Administrator may designate another administrator to perform his/her duties under this policy.

A staff member who fraudulently obtains leave under this policy is not protected by this policy’s job restoration or maintenance of
health benefits provisions.

The District Administrator shall see that the policy is posted properly.

The District Administrator shall provide a copy of the policy upon the request of a staff member.
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various races, ethnic groups, etc. toward the development of human society;
provide that necessary programs are available for students with limited use of the English language;
B. Staff Training

develop an ongoing program of staff training and in-service training for school personnel designed to identify and solve
problems of bias based upon the pProtected eClasses in all aspects of the program;

C. Student Access

1. review current and proposed programs, activities, facilities, and practices to ensure that all students have equal
access thereto and are not segregated on the basis of the Protected Classes in any duty, work, play, classroom, or
school practice, except as may be permitted under State regulations;

2. verify that facilities are made available in a non-discriminatory fashion, in accordance with Board Policy 7510 - Use
of District Facilities, for non-curricular student activities that are initiated by parents or other members of the
community, including but not limited to any group officially affiliated with the Boy Scouts of America or any other
youth group listed in Title 36 of the United States Code as a patriotic society;

D. District Support

require that like aspects of the District program receive like support as to staff size and compensation, purchase and
maintenance of facilities and equipment, access to such facilities and equipment, and related matters;

E. Student Evaluation

verify that tests, procedures, or guidance and counseling materials, which is/are designed to evaluate student progress,
rate aptitudes, analyze persenality, or in any manner establish or tend to establish a categery by which a student may be
judged, are not differentiated or stereotyped on the basis of the Protected Classes.

The District Administrator shall appoint and publicize the name of the compliance officer(s) who is/are responsible for coordinating
the District's efforts to comply with the applicable Federal and State laws and regulations, including the District's duty to address
in a prompt and equitable manner any inquiries or complaints regarding discrimination or equal access. The Compliance Officer(s})
also verify that proper notice of nondiscrimination for Title IT of the Americans with Disabilities Act (as amended), Title VI and VII
of the Civil Rights Act of 1964, Title IX of the Education Amendment Act of 1972, Section 504 of the Rehabilitation Act of 1973 (as
amended), is provided to students, their parents, staff members, and the general public.

The District Administrator shall attempt annually te identify children with disabilities, ages 3 - 21, who reside in the District but do
not receive public education. In addition, s/he shall establish procedures to identify students who are Limited English Proficient,
including immigrant children and youth, to assess their ability to participate in District programs, and develop and administer a
program that meets the English language and academic needs of these students. This program shall include procedures for student
placement, services, evaluation, and exit guidelines and shall be designed to provide students with effective instruction that leads
to academic achievement and timely acquisition of proficiency in English. As a part of this program, the District will evaluate the
progress of students in achieving English language proficiency in the areas of listening, speaking, reading and writing, on an
annual basis (see AG 2260F).

Reporting Procedures

Students, parents and all other members of the School District community are encouraged to promptly report suspected violations
of this policy to a teacher or administrator. Any teacher or administrator who receives such a complaint shall file it with the
District’s Compliance Officer at his/her first opportunity,

Students who believe they have been denied equal access to District educational opportunities, in a manner inconsistent with this
policy may initiate a complaint and the Investigation process that is set forth below. Initiating a complaint will not adversely affect
the complaining individual's participation in educational or extra-curricular pregrams unless the complaining individual makes the
complaint maliciously or with knowledge that it is false,

District Compliance Officers

The Board designates the following individuals to serve as the District’s "Compliance Officers” {hereinafter referred to as the
"COS“).

Carmen O'Brien Daniel Wolfgram
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In order to minimize health and safety risks to student-athletes and maintain ethical standards, school personnel, coaches, athletic
trainers, and lay coaches should never dispense, supply, recommend, or permit the use of any drug, medication, or food

supplement solely for performance-enhancing purposes.

The guidelines should also provide a set of behavioral expectations for each type of participant. The District Administrator is
authorized to implement suitable disciplinary procedures against those who violate the following sportsmanship expectations.

To support the efforts to strengthen sportsmanship, ethics, and integrity, the Board commits itself to:

A. adopt policies {upon recommendation of the administration) that reflect the District's educational objectives and promote
the ideals of gocd sportsmanship, ethics, and integrity;

B. support and reward participants, coaches, school administraters, and fans who display good sportsmanship.
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Under the WFMLA, if the staff member satisfies the eligibility requirements set forth above, s/he is entitled to ten {10) work weeks
of leave in a calendar year as follows:

A. a total of six (6) weeks of leave for the birth of his/her natural child and/or the placement of a child with the staff member
for, or as a precendition to, adoption;

B. a total of two (2) weeks of leave to care for a covered family member with a serious health condition; and

C. a total of two (2) weeks of leave due to the staff member’s serious health condition.

Board policy calls for concurrent Federal/State leave coverage whenever a staff member is eligible for leave under both the FMLA
and WFMLA to the extent available under the law. All periods of absence from work due to or necessitated by USERRA-covered
service is counted in determining an employee's eligibility for FMLA leave.

Definitions of Serious Health Conditions

In conjunction with the cartification provided by a healthcare provider, the Board reserves the right to determine whether an
fliness, injury, impairment or physical or mental condition constitutes a serious health condition entitling a staff member to family

or medical leave under State or Federal law.

In general, a "serious health condition” under this policy means an illness, injury, impairment, or physical or mental condition that
involves one (1) of the following:

A. Hospital Care

Inpatient care (i.e., an overnight stay) in a hospital or other care facility, including any period of incapacity or subsequent
treatment in connection with or consequent te such inpatient care,

B. Absence Plus Treatment

A period of incapacity of more than three (3} consecutive calendar days* (including any subseguent treatment or period of
incapacity relating to the same condition}, that also involves:

1. treatment two (2) or more times by a healthcare provider, a nurse, physician’s assistant or physical therapist under
a healthcare provider's supervision, order or referral as appropriate within thirty (30} days of the first date of

incapacity; or

2. treatment by a healthcare provider on at least one (1} occasion which results in a regimen of continuing treatment
under the supervision of the healthcare provider and occurs within seven (7} days of the first day of incapacity.

*[Inder the WFMLA, leave may also be available for a "serious health condition" of less than three (3) consecutive
days in duration.

C. Pregnancy

Any period of incapacity due to pregnancy, or for prenatal care.
D. Chronic Conditions Requiring Treatment

A chronic condition which:

1. requires periodic visits of at least two (2) times per year for treatment by a healthcare provider, or by a nurse or
physician’s assistant under a healthcare provider’s supervision;

2. continues over an extended period of time (including recurring episodes of a single underlying condition); and
3. may cause episodic rather than continuing periods of incapacity (e.g., asthma, diabetes, epilepsy, etc.).
E. Permanent/Long-Term Conditions Requiring Supervision

A period of incapacity which is permanent or long-term due to a condition for which treatment may not be effective. You or
your family member must be under the continuing supervision of, but need not be receiving active treatment by, a






If the District Administrator doubts the validity of a certification, the District Administrator may require, at the Board’s expense,
that the staff member obtain a second opinion from a Board-designated provider, not regularly employed by the Board. If the
opinions of the staff member's and the Board’s healthcare providers differ, a third, final and binding opinion may be obtained. The
staff member must cooperate in obtaining a second or third opinion including facilitating the transfer of pertinent records to the
subsequent healthcare providers.

The District Administrator may request re-certifications on a periodic basis as permitted by law.
Designation of Leave

In all circurnstances, it is the responsibility of the District Administrator to designate leave, whether paid or unpaid, as FMLA leave
and to give the staff member notice of the designation and his/her rights and responsibilities under this policy.

The District Administrator will give the staff member the notice on each occasion that s/he notifies his/her supervisor of the need
for leave that may be FMLA-qualifying, including, but not limited to, when the staff member requests another type of leave for an
FMLA- qualifying reason. In the case of intermittent or reduced schedule leave, only one notice will be provided unless the
circumstances regarding the leave have changed.

Absent extenuating circumstances, the District Administrator will provide to the employee a "Designation Notice" stating whether a
request for leave has been approved or denied within five {5) business days. At a minimum, the staff member will be verbally
notified whether leave is being designated as FMLA leave within five (5) business days of the date the staff member provides
information to the District Administrator sufficient to enable him/her to determine that the leave is being taken for an FMLA-
qualifying reason.

The District Administrator will confirm the verbal notice with the written notice as soon as feasible, but no later than the first
payday following the verbal notice {unless the payday is less than one (1) week after the verbal notice, in which case the notice
must be no later than the subsequent payday).

Manner In Which Leave Can Be Taken

Leave available under this policy may be taken in full and, under certain circurnstances, may also be taken intermittently or on a
reduced leave schedule. Intermittent leave is leave taken in separate blocks of time due to a single qualifying reason. Reduced
schedule leave is leave that reduces the usual number of working hours per day or week. The staff member must consult with
his/her supervisor and make a reasonable effort to schedule intermittent or reduced schedule leave so it does not unduly disrupt
the District’s operations.

Intermittent or reduced schedule leave due to a serious health condition must be medically necessary. Medically necessary means
that there must be a medical need for the leave and the leave can be best accommodated through an intermittent or reduced
leave schedule, as certified by the healthcare provider in the Certification.

When leave is governed only by the FMLA, the District Administrator may offer a staff member a temporary transfer to another
position for which s/he is qualified with equivalent pay and benefits that better accommaodates the intermittent or reduced
schedule leave when the need for leave is foreseeable based on planned medical treatment or the staff member takes such leave
for the birth of a child or for placement of a child for adoption or foster care. The staff member may reject this offer in which case
there will be no adverse effect on the leave or entitlement to return to the same or similar position foliowing leave. Any time spent
by the staff member in an alternative position will not count against the employee's FMLA leave entitlement,

Instructional staff members (i.e. individuals whose principal function is to teach and instruct students in a class, a small group, or
an individual setting) who reguest intermittent leave or a reduced-leave schedule governed only by the FMLA, which would exceed
twenty percent (20%) of the total number of working days over the period of anticipated leave, must elect either to:

A. take leave for a period or periods of a particular duration, not greater than the duration of the planned treatment; or

B. transfer temporarily to an avallable alternative position offered by the District Administrator for which the instructional staff
member is qualified, and that has equivalent pay and benefits and that better accommodates the recurring periods of leave
than the staff member’s regular position.

The District Administrator may require instructional staff members who take Federal leave near the end of an academic term to
extend their leave through the end of the academic term if:

A. the leave is commenced more than five (5) weeks from the end of the term but the employee intends to return during the
final three (3) weeks of the term and the leave is longer than three {3) weeks in duration;



B. the leave is commenced within five (5} weeks of the end of the term and the employee intends to return during the final
two (2) weeks of the term and the leave period was at least two {2) weeks in duration; or

C. the leave commences within three (3) weeks of the end of a term and the leave was at least five (5) working days in
duration.

Staff members whose leave is extended at the end of an academic term under this section will be charged against their FMLA
entitlement only the time that they required for purposes of their leave.

Coordinating Leaves - Substitution

Generally, leave taken under this policy is unpaid. However, for leave governed exclusively by the FMLA, the staff member must
use the following leaves provided by the Board, if available:

A. vacation or personal leave, if available, for any family or medical leave;

B. accrued paid family leave (i.e., paid leave covering the particular circumstances for which the staff member is seeking
leave), if available, for birth, adoption, or to care for a seriously ill family member; and

C. accrued paid medical or sick leave, if available, to care for a seriously ill family member, or for the staff member’s own
serious health condition.

A staff member may not substitute paid leave for unpaid FMLA leave taken under this policy in any situation where the Board
would not normally provide such paid leave,

For leaves governed by the WFMLA, a staff member may substitute paid or unpaid leave, which s/he have earned and accrued, for
leave taken under this policy, if available. The Board reserves the right to deny substitution as permitted by law.

Any paid leave substituted for unpaid FMLA |eave or WFMLA leave will decrease, in whole or in part, the staff member’s FMLA
and/or WFMLA [eave entitlement.

Continuation of Benefits

A staff member will remain eligible for group health insurance benefits under the Board’s group health plan during leave taken
under this policy under the same conditions as coverage would have been provided if the staff member had been actively
employed during the entire leave. However, the staff member has the option of choosing not to retain such coverage during family
or medical leave.

During leave taken under this policy, the Board will continue to pay any portion of group health insurance premiums for coverage
that it was responsible for paying immediately prior to the leave as required by law. The staff member will be responsible for
paying his/her portion of health insurance premiums regardless of whether his/her family and medical leave is pald or unpaid. It is
the staff member's responsibility to make arrangements with the District Administrator for making premium payments for group
health insurance during leaves.

To the extent permitted by law, the Board reserves the right to require the staff member to place up to eight (8) weeks of health
insurance premiums in escrow prior to leave, or to discontinue coverage if such premiums are received more than thirty {30) days
late.

The staff member's entitlement to benefits other than group health benefits during a period of family or medical leave is
determined by the Board’s policy regarding provision of such benefits when a staff member is on other types of leave.

If a staff member fails to return to work or fails to remain at work for a period provided under the law, the District may recover its
portion of the premiums paid for medical benefit coverage during the leave, unless the reason for the staff member's failure to
return to work is due to the continuation of the serious health condition or the onset of a new sericus health condition.

Accrual of Benefits

The use of leave under this policy will not result in the loss of any employment benefit that accrued prior to the start of the staff
member's leave. A staff member will not continue to accrue or any employment benefit during leave taken under this policy,
except that such benefit shall accrue if the staff member elects to use other leaves provided by the Board, and if such benefits
would narmally accrue during such leave,



Employment Restoration

A staff member will generally be reinstated to the same position s/he held when leave began or a positicn with equivalent pay,
benefits, and other terms and conditions of employment, if such paosition remains available, and the staff member possesses the
ability to perform the essential functions of the job satisfactorily, with or without any accommodation that may be required by the
Americans With Disabilities Act of 1990. The staff member, however, has no greater right to reinstatement or benefits than if s/he
had been actively employed during the leave. Furthermore, if the staff member gives unequivocal notice of intent not te return to
work, s/he is not entitled to be reinstated.

A staff member who exceeds his/her FMLA/WFMLA leave, but remains off work under a non-FMLA/WFMLA leave policy, is not
entitled to reinstatement to the same or a similar position under the FMLA/WFMLA; however, the staff member may be eligible to
be reinstated under the non-FMLA/WFMLA leave policy.

A staff member who is able to return to work prior to the expiration of leave must notify his/her superviser immediately. Upon
such notice, the District Administrator will promptly reinstate the staff member to active employment, provided s/he has the
present skill and ability to perform the essential functions of his/her job satisfactorily with or without accommodation. However,
the reinstatement need not occur until the third business day following the staff member's notification of his/her ability to return to
work.

Fitness For Duty Certification

If leave is due to the staff member’s serious health condition, s/he must present certification to return to work to his/her
supervisor upon returning to work. The staff member’s principal attending physician must complete the certification. The
certification must indicate that the staff member has been released to return to work. It must also specify any physical or ather
limitation on the staff member’s ability to perform regular or other duties and the duration of the limitations. No certification will
be required when the staff member returns from intermittent leave, except as otherwise permitted or required by the Americans
With Disabilities Act of 1990.

The certification will be limited to the particular health condition that caused the staff member’s need for leave, except as
otherwise permitted by the Americans With Disabilities Act of 1990. If the staff member is an "individual with a disability” within

the meaning of the ADA, any fitness-for-duty physical examination or inquiry by the District will be job-related and consistent with
business necessity.

Reinstaternent may he delayed until the staff member submits the certification. Under such circumstances, if the staff member
does not promptly provide a certification or qualify for another leave of absence, sfhe may be disciplined, up to and including
termination.

With the staff member’s permission, the Board’s healthcare provider may contact the staff member’s healthcare provider to clarify

and authenticate the certification, but no additional information may be requested or required, and the staff member’s return to
work may not be delayed while the contact is being made. No second or third fitness for duty certification may be required.

Confidentiality

All medical information relating to leave, whether written or verbal, shall be kept confidential to the maximum extent possible. All
medical documents including, but not limited to, medical certifications and return-to-work statements must be maintained in
confidential, secure files separate from personnel files.

No Discrimination

Leave under this policy will not be used as a negative factor in employment actions, such as hiring, promotions, disciplinary actions
or under attendance policies.

Miscellaneous
The District Administrator may designate another administrator to perform his/her duties under this policy.

A staff member who fraudulently obtains leave under this policy is not protected by this policy’s job restoration or maintenance of
health benefits provisions.

The District Administrator shall see that the policy is posted properly.
The District Administrator shall provide a copy of the policy upon the request of a staff member.
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If the District Administrator doubts the validity of a Certification, the District Administrator may require, at the Board’s expense,
that the staff member obtain a second opinion from a Board-designated provider, not regularly employed by the Board. If the
opinions of the staff member’s and the Board's healthcare providers differ, a third, final and binding opinion may be obtained. The
staff member must cooperate in obtaining a second or third opinion including facilitating the transfer of pertinent records to the
subsequent healthcare providers.

The District Administrator may request re-certifications on a periodic basis as permitted by law.

Designation of Leave

In all circumstances, it is the respensibility of the District Administrator to designate leave, whether paid or unpaid, as FMLA leave
and to give the staff member notice of the designation and his/her rights and responsibilities under this policy.

The District Administrator will give the staff member the Notice on each occasion that s/he notifies his/her supervisor of the need
for leave that may be FMLA-qualifying, including, but not limited to, when the staff member requests another type of leave for an
FMLA- qualifying reascn. In the case of intermittent or reduced schedule leave, only one notice will be provided unless the
circumstances regarding the leave have changed.

Absent extenuating circumstances, the District Administrator will provide to the employee a "Designation Notice" stating whether a
request for leave has been approved or denied within five {5} business days. At a minimum, the staff member will be verbally
notified whether leave is being designated as FMLA leave within five (5) business days of the date the staff member provides
information to the District Administrator sufficient to enable him/her to determine that the leave is being taken for an FMLA-
qualifying reason.

The District Administrator will confirm the verbal notice with the written notice as soon as feasible, but no later than the first
payday following the verbal notice (unless the payday is less than cne (1) week after the verbal notice, in which case the notice
must be no later than the subsequent payday).

Manner In Which Leave Can Be Taken

Leave available under this policy may be taken in full and, under certain circumstances, may also be taken intermittently or on a
reduced leave schedule. Intermittent leave is leave taken in separate blocks of time due to a single qualifying reason. Reduced
schedule leave Is leave that reduces the usual number of working hours per day or week. The staff member must consult with
his/her supervisor and make a reasonable effort to schedule intermittent or reduced schedule leave so it does not unduly disrupt
the District’s operations.

Intermittent or reduced schedule leave due to a serious health condition must be medically necessary. Medically necessary means
that there must be a medical need for the leave and the leave can be best accommodated through an intermittent or reduced
leave schedule, as certified by the healthcare provider in the Certification.

When leave is governed only by the FMLA, the District Administrator may offer a staff member a temporary transfer to another
position for which s/he is qualified with equivalent pay and benefits that better accommodates the intermittent or reduced
schedule leave when the need for leave is foreseeable based on planned medical treatment or the staff member takes such leave
for the birth of @ child or for placement of a child for adoption or foster care. The staff member may reject this offer in which case
there will be no adverse effect on the leave or entitlement to return to the same or similar position following leave. Any time spent
by the staff member in an alternative position will not count against the employee’s FMLA leave entitlement.

Coordinating Leaves - Substitution
Generally, leave taken under this policy is unpaid. However, for leave governed exclusively by the FMLA, the staff member must
use the following leaves provided by the Board, if available:

A. vacation or personal leave, if available, for any family or medical leave;

B. accrued paid family leave (i.e., paid leave covering the particular circurmstances for which the staff member is seeking
leave), if available, for birth, adeption, or to care for a seriously ill family member; and

C. accrued paid medical or sick leave, if available, to care for a seriously ill family member, or for the staff member’s own
serious health condition.

A staff member may not substitute paid leave for unpaid FMLA leave taken under this policy in any situation where the Board
would not normally provide such paid leave.



For leaves governed by the WFMLA, a staff member may substitute paid or unpaid leave, which s/he have earned and accrued, for
leave taken under this policy, If avalfable. The Board reserves the right to deny substitution as permitted by law.

Any paid leave substituted for unpaid FMLA leave or WFMLA leave will decrease, in whole or in part, the staff member's FMLA
and/or WFMLA leave entitiement.

Continuation of Benefits

A staff member will remain eligible for group health insurance benefits under the Board’s group health plan during leave taken
under this policy under the same conditions as coverage would have been provided if the staff member had been actively
employed during the entire leave. However, the staff member has the option of choosing not to retain such coverage during family
or medical leave.

During leave taken under this policy, the Board will continue to pay any portion of group health insurance premiums for coverage
that it was responsible for paying immediately prier to the leave as required by law. The staff member will be responsible for
paying his/her portion of health insurance premiums regardless of whether his/her family and medical leave is paid or unpaid, It is
the staff member’s responsibility to make arrangements with the District Administrator for making premium payments for group
health insurance during leaves,

To the extent permitted by law, the Board reserves the right to require the staff member to place up to eight (8) weeks of health
insurance premiums in escrow prior to leave, or to discontinue coverage if such premiums are received maore than thirty (30} days
late.

The staff member’s entitlernent to benefits other than group health benefits during a period of family or medical leave is
determined by the Board’s policy regarding provision of such benefits when a staff member is on other types of leave.

If a staff member fails to return to work or fails to remain at work for a period provided under the law, the District may recover its
portion of the premiums paid for medical benefit coverage during the leave, unless the reason for the staff member's failure to
return to work is due to the continuation of the serious health condition or the onset of a new serious health condition.

Accrual of Benefits

The use of leave under this policy will not result in the loss of any employment benefit that accrued prior to the start of the staff
member’s leave. A staff member will not continue to accrue or any employment benefit during leave taken under this policy,
except that such benefit shall accrue if the staff member elects to use other leaves provided by the Board, and if such benefits
would normally accrue during such leave,

Employment Restoration

A staff member will generally be reinstated to the same position s/he held when leave began or a positicn with equivalent pay,
benefits, and other terms and conditions of employment, if such position remains available, and the staff member possesses the
ability to perform the essential functions of the job satisfactorily, with or without any accommodation that may be required by the
Americans With Disabilities Act of 1990. The staff member, however, has no greater right to reinstatement or benefits than if s/he
had been actively employed during the leave. Furthermore, if the staff member gives unequivocal notice of intent not to return to
work, s/he is not entitled to be reinstated.

A staff member who exceeds his/her FMLA/WFMLA leave, but remains off work under a non-FMLA/WFMLA leave policy, is not
entitled to reinstatement to the same or a similar position under the FMLA/WFMLA; however, the staff member may be eligible to
be reinstated under the non-FMLA/WFMLA leave policy.

A staff member who is able to return to work prior to the expiration of leave must notify his/her supervisor immediately. Upan
such notice, the District Administrator will promptly reinstate the staff member to active employment, provided s/he has the
present skill and ability to perform the essential functions of his/her job satisfactorily with or without accommodation, However,
the reinstatement need not occur until the third business day following the staff member's notification of his/her ability to return to
work,

Fitness For Duty Certification

If leave is due to the staff member’s serious health condition, s/he must present certification to return to work to his/her
supervisar upon returning to work. The staff member's principal attending physician must complete the certification. The
certification must indicate that the staff member has been released to return to work. It must also specify any physical or other
limitation on the staff member’s ability to perform regular or other duties and the duration of the limitations. No certification will
be required when the staff member returns from intermittent leave, except as otherwise permitted or required by the Americans
with Disabilities Act of 1990,



The certification will be limited to the particular health condition that caused the staff member’s need for leave, except as
otherwise permitted by the Americans With Disabilities Act of 1990. If the staff member is an "individual with a disability" within
the meaning of the ADA, any fitness-for-duty physical examination or inquiry by the District will be job refated and consistent with
business necessity.

Reinstatement may be delayed until the staff member submits the certification. Under such circumstances, if the staff member
does not promptly provide a certification or qualify for another leave of absence, s/he may be disciplined, up to and including
termination.

With the staff member’s permission, the Board’s healthcare provider may contact the staff member’s healthcare provider to clarify

and authenticate the certification, but no additional information may be requested or required, and the staff member’s return to
work may not be delayed while the contact is being made. Na second or third fitness for duty certification may be required.

Confidentiality

All medical information refating to leave, whether written or verbal, shall be kept confidential to the maximum extent possible, All
medical documents including, but not limited to, medical certifications and return-to-work statements must be maintained in
confidential, secure files separate from personnel files.

No Discrimination

Leave under this policy will not be used as a negative factor in employment actions, such as hiring, promotions, disciplinary actions
or under attendance policies,

Miscellaneous
The District Administrator may designate another administrater to perform his/her duties under this policy,

A staff member who fraudulently obtains leave under this policy is not protected by this policy’s job restoration or maintenance of
health benefits provisions.

The District Administrator shall see that the policy is posted properly.

The District Administrator shall provide a copy of the policy upon the request of a staff member,
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