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reimbursed must be from an accredited college or university and may be graduate or
undergraduate level. Reimbursement for successful completion of an American Board for
Certification of Teacher Excellence (ABCTE) assessments during the 2020-2021 contract year.

The reimbursement amount per credit will be the lesser of:

The actual cost of the credit, or 75% of the average cost per credit at Boise State
University, Idaho State University, and the University of Idaho during the time that the
credit is earned, regardless of where the employee actually takes the course. The
administration shall calculate the average cost.

ABCTE completion will be reimbursed at 75% of the average cost of three (3) college
credits.

The professional employee’s reimbursement payment request must be in the Superintendent’s
office on or before January 15" for courses taken after September 1 to be eligible for payment
on the February payroll, by September 15 for courses taken after January 15™ to be eligible for
payment on the October payroll. To be eligible for credit reimbursement the professional
employee must be on a current contract. Credits earned through participation in courses where
the District contributes funding for the class will not be eligible for tuition reimbursement if the
District participation equals or exceeds the District’s financial responsibility listed above.

Expires June 30, 2021
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ARTICLE I - AGREEMENT AND RECOGNITION

This Agreement is made and entered into by and between the Board of Trustees of
School District No. 221, hereinafter referred to as the Board, and the Gem County Education
Association, hereinafter referred to as the Association, for the period of July 1, 2020 through
June 30, 2021 and is pursuant to the laws of the State of Idaho.

For the 2020 - 2021 school year, the Board recognizes the Association as the exclusive
representative of all professional employees of School District No. 221 except as follows:
Superintendent, Assistant Superintendent, Principals, Vice-Principals, Director of Special
Education, Director of Curriculum, and any other supervisory personnel.

Pursuant to Idaho Code, the recognition requires satisfactory evidence that the
Association, in fact, represents a majority of such employees. Upon the request of the Board, the
GCEA will provide evidence within ten (10) days of its representation of a majority of such
employees. Such evidence shall be in the form of a letter that attests to the required

representative status, signed designation cards, or by election as may be determined by the
Association.

Expires June 30, 2021

ARTICLE II - PROCEDURES FOR NEGOTIATING A MASTER
AGREEMENT

The Board and the Association shall negotiate, per the requirements and pursuant to the
process and procedure established by the Idaho Code, as to matters of Compensation to include
salaries, benefits (insurance, leave time, and sick leave), description of the professional educator
and what is expected including areas such as hours of work and parent contacts, RIF policy,

Grievance policy, input into Board policy development for areas such as the calendar process,
and committee participation.

A. Negotiating sessions will be open and will be held on a regular basis at times and places
mutually agreed to. The first order of business at each meeting will be to establish the
date and time of the next meeting,

B. Each negotiating team will consist of no more than four (4) persons at one time. Each
team shall have the right to utilize the service of consultants during the negotiation, such
consultants not to exceed four (4) in number.

C. Itisrecognized that no final agreement between the parties may be executed without
ratification by a majority of the Board and ratification by the Association

a. The parties mutually pledge that representatives selected by each shall be
endowed with all necessary power and authority to make a proposal, consider
proposals, and make concessions in the course of negotiations in an attempt to
reach agreement.

D. In the event that the Board and Association are not able to come to an agreement in
negotiations, the issue or issues in dispute shall be submitted to mediation to resolve the
conflict as per Idaho Code 33-1274.

a. A mediator will be jointly selected by the Board and Association within 7 days of
either party requesting mediation.

b. Expenses related to the mediator shall be divided evenly between the Board and
Association.

c. The Board and Association agree to attempt to resolve the disputed item(s)
through mediation.



Expires June 30, 2021

ARTICLE III - DEFINITIONS

1. The term Association as used in the Agreement shall mean the Gem County Education
Association.

2. The term Board as used in this Agreement shall mean the Board of Trustees of The
Emmett Independent School District No. 221, Gem and Boise Counties, and State of
Idaho.

3. The term Salary as used in this Agreement shall mean any direct financial remuneration
for contracted services rendered.

4. The term Fringe Benefits as used in this Agreement shall mean the financial payment
made by the District on behalf of the employee.

5. Professional Endorsement as used in this Agreement shall mean the endorsement that
teachers earn after three years of teaching and meet the requirements found in Idaho Code
33-1201A

Expires June 30, 2021

ARTICLE IV - PROFESSIONAL EDUCATORS

This agreement between the Board and Association covers a few specific provisions that
govern the conduct of the Board and teachers. An overriding principle is that certified teachers
are Professional Educators, and as such, are governed by the highest ideals of the profession.
Teacher conduct is governed by Federal and State laws, State Board of Education rules, the Code
of Ethics for Idaho Professional Educators, district policy, and school procedures. Professional
educators are classified as Exempt Employees under the provisions of the Fair Labor Standards
Act. As a Professional, the educator is paid a salary to accomplish the job they are assigned.

Although this agreement defines areas such as hours of a workday, the Board and
Association acknowledge that Professional Educators put in many more hours to accomplish the
tasks. The workday is established to provide for the orderly operation of the schools, safety of
students, and convenient access of parents to teachers. As professionals, the administration and
staff will cooperate in allowing for some flexibility during the defined workday as long as it does
not negatively impact student education or safety. Also, administration and staff will cooperate
in allowing for some flexibility outside the defined workday as long as it does not negatively
impact personal responsibilities.

For the 2020-2021 school year, the Board has approved a calendar for a 190-day contract
year, which includes seven national holidays. The calendar will include five (5) professional
development/work days before school, one full workday at the end of each trimester and two (2)
full professional development days during the school year. The workday for employees has been
set at 7.5 hours per day.

*While this contract and the Board’s approved calendar for the 2020-21 school year is preliminarily based
on a 190 day schedule, however:



e Should the District’s overall ADA for the 2020-2021 school year, as determined by the District’s
November ISEE report data, reduce between 1% and 2% from the District’s final 2019-2020
school year ADA as documented by Midterm ADA Report 2,328.74, the District’s calendar shall
be reduced to 189 days, with the District’s Certificated Professional Employee’s consenting to a
one (1) furlough day, with corresponding reduction in salary for such one (1) furlough day, with
such day to occur January 18, 2021.

o 2,305.46 1% 1 Furlough day
2,282.17 2% = 2 Furlough days

e Should the District’s overall ADA for the 2020-2021 school year, as determined by the District’s
November ISEE report data, reduce between 2% and 3% from the District’s final 2019-2020
school year ADA as documented by Midterm ADA Report 2,328.74, the District’s calendar shall
be reduced to 188 days, with the District’s Certificated Professional Employee’s consenting to a
two (2) furlough days, with corresponding reduction in salary for the two (2) furlough days, with
such days to occur May 30, 2021

e The above days are not cumulative.

Regardless if furlough days occur and/or the number of such furlough days, employees shall receive the
minimum salaries as determined by the Idaho Code.

1. Duty-Free Lunch

The Board shall provide thirty (30) consecutive minutes of duty-free lunch for all
professional employees in the district. Professional employees have the right to give up duty-free
lunch at their own discretion.

2. Evaluation

Principals will make reasonable efforts to inform a staff member when they feel there is an area

in which he or she might be “Unsatisfactory” or “Basic” before it appears on the final yearly
evaluation.

Any Certified staff member that has received an overall rating of “Unsatisfactory” or “Basic” on
their final yearly evaluation will be evaluated the next year by (two) 2 administrators, one from
their building and one from another building in the district.

The second evaluator will not discuss or review the previous evaluation with the certified staff’s
building principal.

The building principal uses the information from the second evaluator to complete a final yearly
evaluation. If this evaluation has an overall rating of “Unsatisfactory” or “Basic”, a meeting is
held at the request of the teacher with the two evaluators and the superintendent to review the
evidence and discuss the evaluation. The teacher may request to have a representative join the

meeting. An amended final evaluation may be created in this meeting. There is no appeal to this
final evaluation.

Expires June 30, 2021

ARTICLE V - CERTIFIED TEACHERS’ CONTRACTS

As established in Idaho Code 33-514 there are three (3) categories of annual Contracts
available to school districts under which to employ certified personnel. Category 1 contract is a
limited one year contract; Category 2 contract for certificated personnel in the first and second



years of continuous employment with the same district; and Category 3 contract is for
certificated personnel in the third year of continuous employment.

Idaho Code 33-515 establishes the provisions for the school district to offer Renewable
contracts to certified personnel. Upon being offered and signing a contract for the fourth full year
with the district, a certified employee is placed on a renewable contract status except those
instructional and pupil services staff who have not obtained a professional endorsement
under section 33-1201A, Idaho Code, may not be placed on a renewable contract status.
(Idaho Code 33-515 (1)).

The above salary schedules are based upon a 190 day calendar. Should a furlough day(s) be triggered by
the ADA provisions of Article IX, individual Certificated Professional Employee’s Salary shall be
reduced by 1/190% for each furlough day.

Regardless if furlough days occur and/or the number of such furlough days, employees shall receive the
minimum salaries as determined by the Idaho Code.

Expires June 30, 2021

ARTICLE VI - POLICY DEVELOPMENT AND COMMITTEE
PARTICIPATION

Certified teachers are an essential part of the decision making process for Emmett
Independent School District (District).

1. Policy Development — Teachers are invited to review all proposed Board policies and
provide input during their development. When a committee is formed to review a policy,
appropriate, certified staff will be invited to be a part of the committee. The Superintendent
will post on the District Website all proposed policies. A form will be available on the
Website to provide feedback on proposed policy changes. A copy of each proposed policy
will be sent to the president of the Association, for distribution to all teachers, to receive
feedback on the policy.

2. Committee Involvement — Reasonable effort will be made to provide certified staff
representation to include GCEA members on school and district committees. District
committees will include, but are not limited to calendar, leadership premium, and insurance.

3. Certified Teacher Issues for 2020-2021— Certified teachers will be on building level and
district level committees for the development of policies, procedures, or plans for the
following issues:

3.1 Evaluation Process
3.2 Determining measures and targets for measurable student achievement.
3.3 Determining qualifications for master teacher premiums.

Expires June 30, 2021

ARTICLE VII — ASSIGNMENT AND TRANSFER OF CERTIFICATED
EMPLOYEES

The superintendent is authorized to transfer or assign certificated employees to any
position for which the employee is qualified. Assignments will be based on the qualifications of
the employee, availability of other qualified personnel, the desires of the employee, as well as the
philosophy and needs of the district.



When a certified position becomes available, the vacancy will be posted within and may
be posted outside of the district. Any interested employees will submit a written statement of
their desire to be considered for the position. Current employees applying for a vacancy will be
given due consideration as to filling the vacancy.

If a change of assignment or building is determined to be in the best interest of the
District, the employee will be notified as soon as possible and have an opportunity to express his
or her preferences. Reasonable efforts will be made to not involuntarily transfer a certified
employee more than one year in a row or consecutive transfers. The superintendent’s decision
regarding the assignment will be final.

Expires June 30, 2021

ARTICLE VIII - GRIEVANCE PROCEDURE FOR CERTIFICATED
EMPLOYEES

1. Purpose
The purpose of this procedure is to secure at the lowest possible administrative level
equitable solutions to the problems, which may from time to time arise. Both parties agree that

these proceedings will be kept as informal and as confidential as may be appropriate at any level
of the procedure.

Nothing herein contained will be construed as limiting the right of any certificated
employee, except administrators, having a grievance, to discuss the matter informally with any
appropriate member of the administration and having the grievance adjusted, provided that the
adjustment is consistent with Board Policy.

All grievance related documents, communications, and records dealing with the process

of a grievance shall be filed separately from the personnel files of the participants.
2. Definitions

Grievance is a claim alleging a violation, misinterpretation, or misapplication of the
negotiated agreement, district policy or procedure affecting employment conditions.
The term grievance shall not apply to any matter which:

1.1. The method of review is prescribed by law.

1.2. The School Board is without authority to act.

1.3. Is covered by the School Board’s affirmative action grievance procedure.

Teacher is a certified employee holding a certified position in the district such as classroom
teacher, counselor, etc. This policy excludes certified staff on an administrative contract.

An aggrieved person is a certified teacher or group of teachers.

A party of interest is a certified employee who may be required to take action to resolve a
grievance or against whom action may be taken to resolve a grievance. Any “party of interest”

may be represented at any level of the grievance procedure by a person or persons of his or her
choosing.

A day as used in this Grievance Procedure means any teacher contract day within the regular
school year as shown on the official school calendar. If the grievance extends beyond the regular
school year, a “day” means any day, Monday through Friday, exclusive of holidays.



3. Time Limits

No grievance shall be valid unless it has been presented at the appropriate level within
thirty (30) days after the aggrieved person or persons knew, or reasonably should have known, of
the act or condition on which the grievance is based. If not so presented, the grievance shall be
considered as waived.

The term days when used in regard to a time limit shall mean school contract days or
during summer break business days.

If a grievance is filed which might not be finally resolved at Step Three before the school
year would expire leaving the grievance unresolved, the time limits set forth herein may be
reduced by mutual agreement so that the grievance procedure may be concluded prior to the end
of the school year, or as soon thereafter as is practicable.

Since it is important that grievances be processed as rapidly as possible, the number of
days indicated at each level should be considered as a maximum, and every effort should be
made to expedite the process. The time limits may, however, be extended by mutual agreement.

4. Representation

The aggrieved person initiating the grievance has the right to be represented at each step
of the grievance procedure by any person or persons of his or her choice. However, the
aggrieved person must personally be present at all levels of the grievance procedure.

Neither the board nor any member of the administration shall take reprisals of any kind
against any teacher, any party in interest, any Association representative, or any other participant
in the grievance procedure by reason of such participation.

5. Procedure

A written grievance shall meet the following specifications:

5.1. It shall be specific

5.2. It shall contain a synopsis of the facts giving rise to the alleged violation or
misinterpretation.

5.3. It shall contain the specific section of the negotiated agreement, District policy or
procedure, which has allegedly been violated.

5.4. It shall state the relief requested.

5.5. It shall contain the date of the alleged violation.

5.6. It shall be signed by the aggrieved.

Step One -- Principal or immediate supervisor

An aggrieved employee shall first discuss the grievance with the building principal or
his/her immediate supervisor with the objective of resolving the matter informally. The
aggrieved employee may (1) discuss the grievance personally, (2) may request that a
representative accompany him/her, or (3) may request that the representative act in his/her behalf
with the grievant present throughout the grievance process.

Step Two -- Superintendent

If the aggrieved employee is not satisfied with the disposition of his/her grievance at Step
One, or if no decision has been reached by his/her principal or immediate supervisor within five
(5) days after the meeting, then the aggrieved employee may file the grievance in writing with
the District Superintendent , with a copy sent to his/her Principal or immediate supervisor within
six (6) days after the receipt of the Step One decision or eight (8) days after the Step One
meeting, whichever is the later.



The Superintendent shall arrange for a meeting with the aggrieved employee within five
(5) days after receiving the appeal from Step One in writing. Each party shall have the right to
include in its representation witnesses and counselors, as it deems necessary to develop facts
pertinent to the grievance. Upon completion of the hearing, the Superintendent will have five (5)
days in which to provide his/her decision in writing to the aggrieved employee.

Step Three -- School Board or Board of Trustees

If the aggrieved employee is not satisfied with the written disposition of his/her grievance
after Step Two, the aggrieved person may appeal by submitting a written grievance to the School
Board within eight (8) days of receiving the Superintendent’s decision. Copies of the appeal will
be sent to the Principal or immediate supervisor and Superintendent. Within ten (10) days after
receiving the grievance appeal, a committee of School Board members, the full board, or a
hearing officer designated by the School Board shall meet with the aggrieved employee for the
purpose of resolving the grievance. The School Board's ultimate decision and final disposition of
the grievance shall, however, be rendered by the full Board in writing within thirty (30) days
after receiving the notice of appeal. If a hearing officer is designated, all parties in interest shall
have ten (10) days to submit written objections to his/her proposed findings and recommended

disposition.
6. Facilitation

The Board agrees to make available to the aggrieved person and his/her representative all
pertinent information not privileged under law in its possession or control which is relevant to
the issues raised by the grievance.

7. Legal Rights
Nothing contained herein shall deny to any certified employee, the Board or the
Association, their rights under State or Federal Constitution and laws.

Expires June 30, 2021

ARTICLE IX - REDUCTION IN FORCE OF CERTIFICATED
EMPLOYEES

1. General Statement

A reduction in force may occur when the board determines that it is in the best interest of
this district to reduce the number of contracted certificated employees.

2. Reasons for Elimination of Certificated Staff Positions
It is recognized that the Board of the District has the sole and exclusive prerogative to
eliminate certified staff positions consistent with the provisions of the state statutes.

Elimination of certificated staff positions may result from the following examples or from
other conditions necessitating reductions:

2.1.1. Decreases in student enrollment

2.1.2. Changes in curriculum

2.1.3. Financial conditions or limitations of the District
2.1.4. Reorganization or consolidation.

The need for implementation of a Reduction in Force and/or the elimination of
certificated positions is left to the sole discretion of the District’s Board.

The District’s Board may choose to implement a RIF through:

10



2.1.1.1.  the elimination of an entire program or portions of programs:

2.1.1.2.  the elimination of positions in certain grade levels only;

2.1.1.3.  the elimination of positions by category;

2.1.14.  the elimination of positions in an overall review of the District;

2.1.1.5.  the elimination of positions through other considerations and

implementation decisions;

2.1.1.6.  the elimination of a portion or percentage of a position(s) or any

combination of the above.

3. Definitions

As used in this policy, teacher shall apply to any employee of the District who holds a

certificate issued by the State Board of Education who is employed in a teaching position.

4.2.

4.3.

Procedures
4.1.

Prior to commencing action to terminate teacher contracts under this procedure, the
Board will give due consideration to its ability to effectuate position elimination and/or
reduction in staff by:

4.1.1. Voluntary retirements

4.1.2. Voluntary resignations

4.1.3. Transfer of existing staff members

4.1.4. Voluntary leaves of absence

In the event a reduction-in-staff is required, teachers who are retained pursuant to this
policy may be reassigned if suitable position openings are available in instructional areas
for which they are Highly Qualified and for which the principal has approved transfer as
per Idaho Code requirements.

In making a determination as to the individuals to be released pursuant to the Reduction
in Force, the Board will consider the following criteria. Each criterion, below, shall be
considered in terms of the total context when selecting those employees for reduction
pursuant to the provisions of this policy. Employees subject to reduction in force under
this policy will be presumed to have been performing satisfactorily. The following
criteria will be considered:

4.3.1. Current year’s teacher evaluation, including components required by state
statute to be encompassed in teacher evaluation.

4.3.2. Professional Standards and Conduct over the course of the last three (3)
consecutive years.

4.3.3. Highly Qualified in subject matter of instruction

4.3.4. Highly Qualified in multiple subject matters

4.3.5. Educational degrees or credits earned

4.3.6. National certifications held

4.3.7. Experience in subject matter

4.3.8. Position as a Lead teacher within the district.

4.3.9. Professional contributions to the district or state as an advisor, leadership
roles and impact on building culture.

4.3.10. Preference given to veterans of the armed services. Veteran is defined to
include any person who has served in the active service of the armed
forces of the United States during any period of war recognized by the
United States Department of Veterans Affairs for the purpose of awarding
federal veterans benefits as may be defined in Title 38, United States
Code, Chapter 1, Section 101(21), who served as a veteran in the armed
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forces during any period, and who has been discharged from service under
honorable conditions. Veterans’ preference will be determined by data
obtained from the personnel records on file in the district as of the date the
board implements the reduction in force.

It is the intent of the Board to consider the individual and cumulative effect of each
criterion on the welfare of students and the best long-term and short-term interest of the
school district.

It is further the intent of the Board that primary consideration is the quality of instruction
and the progress that students are making throughout the course of the school year as well as
properly endorsed Highly Qualified instructors to be in classroom positions in order for the
District to be compliant with federal and state education requirements. Thus, each criterion
shall be considered in terms of this total context.

The factors for consideration shall be reviewed on an annual basis by the District’s
Administration to determine whether factors should be added or eliminated, or weighted

differently. Such recommendations for modification will then be brought before the Board
for consideration.

4.4, When a reduction in force is anticipated by the Board, they will direct the
Superintendent to begin the following procedures:

4.4.1. The district office in cooperation with building principals will complete a
Teacher Profile on each teacher in the district.

4.4.2. With this notification, the district office shall provide a copy of the
Teacher’s Profile, utilizing the established point system, and the steps a
teacher should take if they believe that there is an error in their individual
Teacher Profile.

4.4.3. If ateacher receiving a Teacher Profile believes that there is an error that
has been made on their individual profile, the teacher shall notify the district
office of their concern of an error, in writing, by the close of the school day
on the third school day after the Teacher Profile has been delivered to the
teacher or the teacher’s mailbox. This written notice shall specifically
identify what element or elements of the Teacher Profile that are believed to
be in error and explain specifically why the element(s) is believed to be in
erTor.

4.4.3.1. Ifthe district office receives notice of possible error, each such
written notice, timely received, shall be individually reviewed for
possible reconsideration or evaluation of the information used to create
the Teacher Profile. This may include a member of the District’s or
School’s Administration communicating directly with the teacher to
obtain more information or documentation relating to the alleged error.

4.43.2. Ifthe district office determines that an error was made in the
completion of the Teacher Profile, a new profile will be created and
forwarded to the teacher in question.

4.43.3. If the district office determines that no error was made in the
completion of the Teacher Profile, the profile will be reviewed by the
District’s Superintendent. Thereafter the Superintendent or designee of
the Superintendent shall review the dispute, in whatever manner the
Superintendent/designee deems appropriate for the circumstance, and
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make a final decision on the issue of the appeal and questioned error of
the Teacher Profile.

4.5. Teachers with the lowest scores on the profiles of all teachers who may be released will
be reviewed by an administrative committee. The administrative committee shall
consist of the school Principals, District Directors, and Superintendent. The number of
teacher profiles that will be reviewed will be twice the number of positions needed to be
reduced through a RIF, taking into account the school programs, teacher positions or
categories of positions that may be affected. The committee will review these teachers’
profiles to ensure consistency among scoring and to ensure that the Boards intent to
consider the welfare of students and the best long-term and short-term interest of the
school district be considered. The committee shall submit to the District Superintendent
a prioritized list of teachers to be released.

4.6. If the Board determines that a RIF, in fact, will be implemented, the Superintendent
shall submit a list of the teachers recommended for release, through use of the above
process, and shall make a recommendation to the Board as to what due process, if any,
the Board needs to implement for each individual personnel situation.

4.7. All releases shall be done in conformance with the applicable provisions of the Idaho
Code and all affected teachers will be promptly notified, in writing, of the Board’s
decision or actions that need to be taken by the Board relating to applicable due process
activities, if any.

Expires June 30, 2021

ARTICLE X - LEAVES

1. Bereavement L.eave

Each full-time professional employee will be entitled to five (5) days of bereavement
leave, per occurrence, for the death of a member of the immediate family. Immediate family
includes father, mother, brother, sister, husband, wife, son, daughter, grandfather, grandmother,
father-in-law, mother-in-law, brother-in-law, sister-in-law, son-in-law, daughter-in-law,
grandchild, niece, nephew, and stepchildren.

2. Personal Leave

Each full-time professional employee will be allowed a maximum of three (3) personal
leave days per school year. This leave will not be deducted from sick leave. For individuals
continuing employment with the District, up to six leave days may be carried into the next year,
allowing a maximum of nine (9) accumulated days. At the end of the school year, a teacher who
has more than the allocated accumulated allowance for leave may request payment for a
maximum of three (3) days of unused leave. For individuals not continuing employment with
the district, an employee may request a maximum payment of three (3) days of unused leave.
Unused leave for which payment is sought shall be paid at $ 80.00 per day. This reimbursement
will be paid in the July paycheck.

Days will be granted under the following guidelines:

2.1. Personal leave will be granted upon a first come first serve basis with each building
administrator being responsible to determine the number of professional employees
eligible for leave on any one day based upon the availability of substitutes.

2.2. Requests for up to three (3) days of leave must be presented to the principal in AESOP at
least two (2) full days before the requested release time. Requests for four (4) or more
days leave must be presented to the principal in writing at least 14 calendar days before
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the requested release time. In emergency situations, the notification time will be waived;
however, verification that an emergency existed may be requested.

2.3. Requests for personal leave days are discouraged for classroom teachers on their testing
days and prior to or immediately following a scheduled break, the first two weeks of the
school year or the final two weeks of the school year with the exception as defined in
section 4.4.

. Professional Leave

3.1. The Superintendent shall have the authority to grant professional leave, which involves
no expense, other than substitute pay, and is requested for two (2) days or less.

3.2. The Board shall have the authority to grant professional leave, which involves more than
two (2) days.

3.3. A form will be provided for professional leave. One copy goes to the building
administrator, one copy goes to the District Office and one copy goes to the professional
employee.

3.4. Request for professional leaves must be submitted:

3.4.1. To the principal and/or Superintendent at least one (1) week in advance of the first
day of requested leave, and,

3.4.2. The principal shall have the authority to grant professional leave to professional
employees requesting professional growth opportunities for writing grants, which
benefit the school district and is requested for two (2) days or less.

. Temporary Leaves of Absence

4.1. Jury Duty/Court Appearances
Temporary leaves of absence without school salary reduction may be granted for jury
duty and/or court appearances for which the employee is subpoenaed as a witness. Court
remuneration, less actual expenses, will be signed over to the School District.

4.2. Military Duty
Temporary leaves of absence involving recall to active duty of military reservists shall be
considered by the Administration on an individual basis.

4.3. Parental Leave
Parental leave may be taken in accordance to the Family Medical Leave Act.
Sick leave may be used for childbearing. The time needed will be determined by the
employee’s physician.
A professional employee adopting a child shall be entitled to use thirty (30) days of sick
leave, commencing upon the de facto custody of said child, or prior to receiving such
custody if necessary in order to fulfill the requirements for adoption.

4.4. School Volunteer Leave
Building principals are encouraged to allow professional employees an opportunity to

volunteer in his/her child or grandchild’s school activities when and where scheduling is
possible.

5. Extended Leave of Absence

Request for extended leave will be submitted in writing to the Superintendent with

notification of acceptance or rejection of the request being returned in writing within five (5)
calendar days following the next regular Board meeting.

No pay will be granted for extended leave.

Extended Leave may also be granted for health reasons as defined under Sick Leave.

Employees may receive pay through sick and personal leave. Extended leave for health reasons
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is governed by the Family Medical Leave Act (FMLA). Employees that have exhausted sick,
personal, and FMLA may apply for extended leave.

For an Extended Leave granted mid-contract year due to extenuating circumstances, the
Superintendent has the authority to grant such leave and has been so delegated by the Board. In
such circumstances, the employee and the Superintendent shall discuss the anticipated period of
leave and the rights, if any, that the teacher may have to return to the District should the leave
extend to the end of the contract or school year. If the employee requesting leave was not an
employee to whom there was an automatic right to return to the District for the next subsequent
school year, no right to an automatic return is created by the employee taking this period of
extended leave.

If an employee of the District seeks to take a period of Extended Leave for an entire
school year, if such a request is received after contracts have been issued for the next subsequent
school year and the employee has been issued a new contract, if the leave is granted, the
employee will have the right to return to the same or a similar position, if such a position is
available at the District at the time of the individual’s return. If the individual is intending to
return to the District, notice must be provided to the District’s Administration on or before
March 1st.

If a request for leave is made for an entire school year prior to the issuance of contracts, a
discussion will be held between the District Superintendent and the employee requesting leave as
to whether or not a position of any nature shall be available for the employee upon return.

6. Sabbatical Leave

6.1. Professional employees who have been employed by the District for a period of seven
(7) consecutive years immediately prior to the years in which the sabbatical leave is to
commence and who have not previously been granted a sabbatical leave may apply for
sabbatical leave. Sabbatical leave may not exceed a period of one year and shall be
without pay or increment. Professional employees will be assured of the same teaching
assignment upon their return unless their previous teaching assignment has been
eliminated. If the position has been eliminated, the professional employee will be
assigned to another teaching position within the District. The professional employee
may apply for a different assignment within the District upon return if he/she desires and
if such a position is vacant.

6.2. The Board shall authorize sabbatical leaves of absence when it deems such leaves of
absence to be reasonable and for good cause and not detrimental to education within the
system. Sabbatical leaves shall be granted only for the purpose of allowing those
professional employees to continue professional education and advancement.

6.3. Applications for sabbatical leaves must be submitted to the Superintendent of School
prior to February 1 of the previous school year.

6.4. Eligible professional employees shall include with their application for sabbatical leave a
recommendation from the appropriate supervisor and a plan of study in an approved
college or university, or a problem or project for research or writing to be pursued
independently by the applicant. This plan shall be approved by the Superintendent and
receive approval before any changes shall be authorized.

6.5. A professional employee on sabbatical leave shall not engage in full-time employment
or in the study for another trade or profession during his leave unless the employment is
accepted by the Board as a part of the plan of study.
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7. Sick Leave

Teachers are entitled to nine (9) days of sick leave each year without deduction of salary.
Sick leave is defined as personal illness or illness in the immediate family. Immediate family
includes father, mother, husband, wife, son, daughter, stepchildren, brother, sister, son-in-law,
daughter-in-law, father-in-law, mother-in-law, grandfather, grandmother, and grandchildren.

7.1. Sick Leave Accumulation
Professional employees who continue employment with School District No. 221 shall be
able to accumulate unlimited sick leave. The total will be reflected in the professional
employee’s paycheck throughout the year.

If a new employee has been employed by another district or another state educational
agency during the immediately preceding year or within three (3) school years if the
termination of employment is due to a reduction in force, that individual’s accumulated
sick leave will be secured for and credited to that new employee.

Bereavement leave may be allowed out of sick leave, at the superintendent’s discretion,
for those situations that involve deceased individuals not covered under the Master
Contract bereavement leave policy.

Accumulated sick leave days will be certified to the Public Employee Retirement System
(PERSI) upon retirement for insurance calculation purposes.

8. Temporary Association Leave

A maximum aggregate total of ten (10) days of leave without any salary reduction will be
granted for the 2019 - 2020 school year. The aggregate of these days may be shared by one or
more professional employees for use in regularly scheduled official Professional Association
meetings, other than delegate assemblies, provided that written notice of the same is given to the
Superintendent of Schools at least ten (10) days prior to the meetings.

9. Region or State Office Holder

A maximum total of fifteen (15) days of leave annually without any salary reduction will
be granted to a member(s) who have been duly elected to a region and/or state association office.
This leave shall be used for official Professional Association meetings, delegate assemblies,
legislative hearings, committee and/or task force meetings, provided that written notice of the
same be given to the Superintendent of Schools at least ten (10) days prior to the meetings. The
maximum number of days authorized by this provision will not exceed fifteen (15) days annually
as applied aggregately to the person or persons so affected.

Expires June 30, 2021

ARTICLE XI - SICK LEAVE BANK

A sick leave bank for professional employees covered by this contract is hereby
established. The purpose of the sick leave bank is to alleviate economic hardship brought upon a
professional employee by absences caused by personal illness, accident or medical
circumstances, which render the employee incapable of carrying on his/her, duties. To
participate, each professional employee shall contribute a prescribed number of his/her earned
sick leave days as determined by the sick leave bank committee. Sick leave days thus
contributed shall be deducted from the individual’s sick leave entitlement. The contributed sick
leave days shall form a fund of sick leave days that will be available to all eligible participating
professional employees upon recommendation of the sick leave bank committee. No
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professional employee will be admitted to the bank except during the designated registration
period. This provision will be waived for professional employees hired after the yearly
registration period. Such individuals will have thirty (30) calendar days to enroll in the bank.

The sick leave bank committee shall consist of five (5) members appointed by the
Association. There shall be one (1) member from each of these schools: Carberry Elementary
School, Emmett High School, Emmett Middle School, Shadow Butte Elementary School, and
one at large member (preference given to Sweet, Ola, Butte View and/or Black Canyon). The
committee shall have the authority to establish such guidelines, as it deems necessary, consistent
with the terms of this agreement, to administer this program. Guidelines shall have the approval
of the Association and the Board. The sick leave bank committee shall determine the number of
sick leave days each participant must contribute in order to keep the bank solvent. Any days
contributed by a professional employee shall become the property of the bank. At the end of the
contract year, unused sick leave days will remain in the bank. When a professional employee
leaves the district or withdraws from the bank, their donated days shall remain the property of
the bank. Teachers who leave the district may donate any or all of their unused sick leave days
to the bank. The committee shall be responsible for reporting to the District’s payroll office the
names of contributors and number of days contributed. It shall report all days granted by the
bank and all other information necessary for the professional employee’s records. The district
shall be responsible for distributing enrollment forms, for maintaining each employee’s sick
leave membership list and provide sick leave bank committee members with current sick leave
bank records.

Application for use of the bank shall be submitted to the sick leave bank committee (c/o
Superintendent) for its recommendation. The committee shall review the request and determine
the eligibility of the professional employee. In the event of a disagreement between a
professional employee and the sick leave bank committee as to whether or not a specific
disability qualifies the professional employee for a bank grant, the committee may require the
professional employee to submit to an examination by a physician chosen and paid for by the
applicant. The result of such an examination shall be submitted to the committee for its
consideration in making a final determination of the application for a grant. If the committee
deems necessary, it shall require proof of physical disability resulting from illness or injury at the
time of application and from time to time after a grant has been made. After a complete review
of the application, the committee shall have the authority to make final decisions within the
guidelines as to the disposition of the case.

In order for a professional employee to be eligible to apply for sick leave benefits from
the sick leave bank, the professional employee must first: (1) be a contributor to the bank, (2)
have been absent from work due to personal illness, accident or medical circumstances rendering
the employee incapable of carrying on his/her duties and, (3) have used all of his/her sick leave
and personal leave days.

The maximum number of days that can be granted in any one (1) fiscal year to a
professional employee will be the remaining number of days a professional employee is
scheduled to work under his/her current contract.

The number of sick leave days granted shall not exceed the number of days absent from
work due to physical disability resulting from illness or injury. Bank grants to individual
professional employees will not be carried over from one fiscal year to another. All such grants
will end at the termination of the school year. If a professional employee does not use all of the
days granted by the bank, the unused sick leave days will be returned to the bank. If a
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professional employee has been granted days from the sick leave bank and applies in a
consecutive year, the sick leave bank committee will make a recommendation to the Board who
will make the final decision on the disbursement of days.

A professional employee who is a member of the bank is eligible to submit a Teacher Request
Form to the committee to ask certified sick leave bank colleagues to contribute sick days to care
(maximum of 2 per colleague) for an immediate family member with an illness (father, mother,
husband, wife, son, daughter, step-children, brother, sister, son-in-law, daughter-in-law, father-
in-law, mother-in-law, grandfather, grandmother, and grandchildren.). The committee will
review the request and make a decision on forwarding the request to the staff. Any donated days
in excess of those used by the professional employee will be donated to the sick leave bank.

Expires June 30, 2021

ARTICLE XII - FRINGE BENEFITS

1. Professional Employees Cafeteria Plan
School District #221, hereinafter referred to as the “District,” hereby adopts and
establishes the following Cafeteria Plan (hereinafter designated as “Plan”) pursuant to
contract negotiations with the Gem County Education Association, to enable its professional
employees to choose among several taxable and nontaxable benefits.

1.1. Purpose

The purpose of this Plan is to establish a plan that gives the professional employees a
choice among one or more nontaxable benefits and one or more taxable benefits, which

qualifies as a Cafeteria Plan under Section 125 of the Internal Revenue Code of 1954, as
amended.

1.2. Identification Information

1.2.1. The name of the plan is School District #221 Cafeteria Plan for professional
employees.

1.2.2. The name and address of the District are:

Independent School District #221
400 South Pine Ave Suite 1
Emmett, ID 83617

1.2.3. The Employer Identification Number assigned by the Internal Revenue Service to
the sponsor of the plan is 501.

1.2.4. This Plan is a Cafeteria Plan.

1.2.5. The Plan is administered by the person named in 2.6 below. The person named in
2.6 below is the “named fiduciary” of the Plan within the meaning of Section 402

of the Employee Retirement Income Security Act of 1974 (hereinafter referred to
as ERISA).

1.2.6. The name, title and address of the principal place of business of the person
administering the Plan is as follows:
Craig Woods, Superintendent
Independent School District #221
400 S Pine Suite 1
Emmett, ID 83617
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1.2.7. The Plan administrator set forth in the immediately preceding paragraph is the

person designated as agent for the purpose of receiving legal process at the
address set forth in section1.2.6 above.

1.2.8. The Plan is funded pursuant to a salary reduction agreement.

1.2.9. All benefits are paid directly by the District and no other organizations or entities
are used for the accumulation of assets through which benefits are provided.

1.2.10. The ending date of the Plan’s fiscal year is August 31st.

1.2.11. This change from a Premiums Only Cafeteria Plan to a broader nontaxable
benefits plan under Section 125 of the Internal Revenue Code of 1954, as amended,
will continue from September 1, 2020, to August 31, 2021.

1.3. Eligibili

1.1. Each professional employee of the district shall be eligible to participate in the
plan on the date such employee is employed by and commences services with the

district.
1.4. Benefits

The Plan shall have an effective date of September 1, 2020

For the 2020-2021 School year the District shall contribute as detailed below per
month for insurance eligible employees (or proportionately for proportionate eligible
employees) to be utilized by the employee to pay premiums for Medical, Vision,
Dental, Employee Assistance Plan, and Life insurance coverages. If there is any
premium costs above the District’s contribution, such sums shall be the responsibility

of the employee and shall be addressed in a monthly payroll deduction.

Cost of Extra Amount

Insurance for Selecting

Delta District Cost to Willamette
PPO Plan Dental Benefit Employee Dental
Employee $716.92 $640.00 $76.92 $6.38
Employee/Spouse | $1562.98 | $640.00 $992.98 $11.66
Employee/Child $1117.12 | $640.00 $477.12 $12.13
Employee/Children | $1316.87 | $640.00 $676.87 $18.13
Family $1865.75 | $640.00 $1225.75 $24.40

Cost of HSA Extra for

Insurance Account Selecting

With Delta | District Cost to Contribution | Willamette
HSA Plan Dental Benefit Employee Dental
Employee $614.92 $640.00 $-25.08 $25 $6.38
Employee/Spouse | $1336.98 | $640.00 $696.98 $0 $11.66
Employee/Child $959.12 $640.00 $313.12 $0 $12.13
Employee/Children | $1132.87 | $640.00 $492.87 $0 $18.13
Family $1603.75 | $640.00 $963.75 $0 $24.40
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Each eligible professional employee shall be entitled to participate in the plan on
the following month after the date such professional employee is employed by and
commences services with the district.

Each professional employee shall designate the form in which said benefits are to
be provided for themselves and dependents from the following list:

1.4.1. Major medical insurance options: Emmett School District Health Benefits Plan
and Trust Health Savings Account (HSA) plan or Emmett School District Health
Benefits Plan and Trust Preferred Provider Organization (PPO) plan for employee
and dependents.

1.4.2. Dental insurance options, Delta Dental or Willamette, for employee and
dependents.

1.4.3. Vision insurance for employee and dependents.

1.4.4. Term life insurance executable from the employee’s income under Section 79 of
the Internal Revenue Code of 1954, as amended, up to $50,000 in face value.
1.4.5. Cancer insurance for self and dependents. (Employee has the option to purchase
through payroll deduction, not included in insurance estimated total cost of

insurance.)

1.4.6. Employee Disability Insurance. The employee may choose to participate in a
District Long-Term Disability Plan or elect not to participate in the Employee
Disability Program. (Employee has the option to purchase through payroll
deduction, not included in insurance estimated total cost of insurance.)

1.4.7. Other programs offered through payroll deduction.

Designations of benefits for any given fiscal year shall be made on forms
provided by the plan administrator before the professional employee is eligible for
participation in the Plan. The written form must be completed and signed by the
participant and submitted to the District on or before the 15th day of September, or if
the professional employee becomes eligible to participate during the Plan year, on the
first of the month following the beginning of services by the employee. Once the form
is submitted and signed by the professional employee, the benefits designated may not
be changed until the beginning of the next fiscal year unless the change is consistent
with a change in family status (e.g., marriage, divorce, death of a spouse or child, birth
or adoption of a child, and termination of employment of a spouse) and relates only to
the remainder of the Plan year after the election is changed and advance written
approval is obtained from the District

Coverage in the fringe benefit pool shall begin on the effective date of this
contract and be continuous 12-month coverage.

A committee of at least two (2) professional employees, one (1) administrator,
personnel manager, and the District’s Business Manager will review all benefits
options. This committee may provide recommendations concerning insurance benefits
to the negotiations teams.

Any change in insurance carriers and contract options shall be mutually agreed to
by the Board of Trustees and Representative Organization

2. College Tuition
The Board agrees to reimburse each professional employee for up to three (3) approved
semester credits earned during the 2020-2021 contract year. Courses for which credit is
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ARTICLE XIII - COMPENSATION

1. Salary Schedule for Professional Emplovees

The District and Association recognize the rungs and advancement on the ladder are

Certified Salary Schedule
2020-2021 School Year

dependent on meeting the requirements set in Idaho Code.

Career Ladder 0 to 23 24 ormore |
Placement Credits | Credits l Tasters
Residency 1 $40,000 $40,000 $40,000
Residency 2 $40,000 $40,000 $40,500
Residency 3 $40,000 $40,000 $41,000
Prof 1 $42,500 $44,500 $46,000
Prof 2 $42,500 $44,500 $46,000
Prof 3 $42,500 $44,500 $46,000
Prof 4 A $43,988 $46,280 $47.,840
Prof 4 B $44,510

Prof 5 | $45,527 | $48,131 | $49,754
Prof 6 947,121 | 948800 | $49.963
Prof 7 A $49,571 $50,745
Prof 7B $f19,571 §§1 672 <
Prof 8 A 851,268  §62,485
Prof 8 B | $52234 | §53447
Prof 9 A $53,063 $54,288
Prof 9B $53,063 $54,288
Prof 10 A

Prof 10 B

Prof 10 C $56,823 $58,103
Prof 10 D $58,584 | $60,940
Prof 10 E $50679 | $65263

All staff will be frozen and will not advance on the rung or lanes for the 2020-2021 school
year.,

Staff that were incorrectly placed on the 2019-2020 salary schedule will be placed on the
correct rung and lane. The District honored the misplacement on the salary schedule for the
2019-2020 school year and both the Association and District agree to the correcting the
placement of these employees.

Expires June 30, 2021
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reimbursed must be from an accredited college or university and may be graduate or
undergraduate level. Reimbursement for successful completion of an American Board for
Certification of Teacher Excellence (ABCTE) assessments during the 2020-2021 contract year.

The reimbursement amount per credit will be the lesser of:

The actual cost of the credit, or 75% of the average cost per credit at Boise State
University, Idaho State University, and the University of Idaho during the time that the
credit is earned, regardless of where the employee actually takes the course. The
administration shall calculate the average cost.

ABCTE completion will be reimbursed at 75% of the average cost of three (3) college
credits.

The professional employee’s reimbursement payment request must be in the Superintendent’s
office on or before January 15" for courses taken after September 1 to be eligible for payment
on the February payroll, by September 15 for courses taken after January 15™ to be eligible for
payment on the October payroll. To be eligible for credit reimbursement the professional
employee must be on a current contract. Credits earned through participation in courses where
the District contributes funding for the class will not be eligible for tuition reimbursement if the
District participation equals or exceeds the District’s financial responsibility listed above.

Expires June 30, 2021
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2. Salary Schedule for Occupational Therapy. Physical Therapy, Speech Language
Pathologist, and Psychologists
OT, PT, SLP, and Psych Salary Schedule

2020-2021 School Year
Masters or Higher

2019-2020 Career OT, PT, Psychologists
Ladder Placement SLP

Residency 1 $50,000 $51,000
Residency 2 $51,000 $52,000
Residency 3 $52,000 $53,000
Professional 1 $54,500 $55,000
Professional 2 $56,000 $56,500
Professional 3 $57,500 $58,000
Professional 4 $59,000 $59,500
Professional 5 $60,500 $61,000
Professional 6 $62,000 $62,500
Professional 7 $63,500 $64,000
Professional 8 $65,000 $65,500

Stipends may be provided to Occupational Therapy (OT), Physical Therapy (PT), Speech
Language Pathologist (SLP), and Psychologists for additional duties that relate to responsibilities
and extended days of work. Stipends can also be provided for additional certifications that will
be utilized by the Emmett School District. Stipends will be provided in the following amounts:

School Psychologists $10,000
OT, PT, SLP $5,000
Certifications $5,000

3. Placement on the Salary Schedule

The above Certified Employee Salary Schedule is a model of the end goal of the GCEA
and the District. It is intended to be a "living document” that provides both the District and the
Employee a clear view of where they are in their salaries and where they are headed. The goal of
the Salary Schedule is to be financially sustainable for the District and mutually agreed upon by
both the District and the Employees.

The District will form a committee that evaluates the sustainability of the Schedule, as
well as works towards developing a more permanent Schedule.

In determining the experience factor, the actual years of teaching or administrative
service in an accredited public school or in an accredited private or parochial school shall be
credited. All certificated employees working in a certified position including Career Technical,
Pupil Service, and Instructional staff, will be placed on the salary schedule in the following
manner:
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3.1. All certificated employees that are in their first year of holding a certificate shall be
placed in the Residency 1 cell.

3.2. Those in their second year of certificated employment will be placed in the Residency 2
cell.

3.3. Those in their third year of certificated employment will be placed in the Residency 3
cell.

Initially, all District certificated staff under contract in the 2014-2015, school year were
placed in a cohort on the career ladder based on their 2014 — 2015 placement on the salary
schedule. This placement took into account their years of service and educational placement as
of the start of the 2014-2015 school year. Master’s degrees earned after the 2014-2015 school
year will be credited as if the degree were earned prior to the 2014-2015 school year.

3.4. All certificated employees of the District with five or more years of teaching experience,
shall have their placement determined by first finding their placement on the District’s
2014 - 2015 salary schedule and then be placed in their assigned career ladder cohort
based on their 2014 — 2015 placement and the number of years of teaching experience.

4. Advancement on the Salary Schedule

A certificated employee that has not met the requirements, as outlined in Idaho Code 33-
1001 (14), to earn an Idaho Professional Endorsement (IPE) will remain in the third cell of the
residency rung until they earn an IPE.

The District’s certificated staff on a professional rung of the career ladder advance one rung
on the career ladder for each year of service unless they have failed to meet the compensation

rung performance criteria for three (3) of the last four (4) years. “Professional compensation rung
performance criteria” means:

(a) An overall rating of proficient, and no components rated as unsatisfactory on the state
framework for teaching evaluation; and

(b) Demonstrating the majority of their students have met their measurable student
achievement targets or student success indicator targets. Idaho Code 33-1001.

In determining the Educational Allocation, only credits earned after initial certification,
based upon a transcript on file in the District personnel file, earned at an institution of higher
education accredited by the State Board of Education or a regional accrediting association shall
be allowed. The levels for the Educational Allocations are 0 to 23, 24 or more credits, and
Masters. Credits and degrees earned must be in a relevant pedagogy or content area as
determined by the State Department of Education.

5. Development of Curriculum for the District
Teachers, who are appointed to district curriculum projects, will be compensated at $20
per hour for the development of curriculum and resources during non-contract time.

6. Part-Time Professional Employees

Two professional employees shall be allowed to share one position when their schedule
and duties can be arranged between themselves with the advice and approval of the building
principal.

When a professional employee is hired part-time, the benefits package shall be prorated
to reflect the percentage of the contract day worked. Personnel hired before June 1, 1998 and
hold a part-time position shall not be affected by this agreement.
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7. National Board Certification

As provided by Idaho Code, any instructional staff member of this district certified as a
master teacher by the National Board for Professional Teaching Standards on or before July 1 of
each year will receive an additional $2,000 per year for each of five (5) consecutive years in
addition to his/her salary calculated in accordance with the district’s salary schedule.

Any school nurse employed by the District for at least ten (10) years and certified by the
National Board for Certification of School Nurses for at least five (5) of those years shall receive
a one-time payment of $2,500.

8. Merit Service Time Retirement

Any professional employee who has been a full-time member of the District for fifteen (15)
or more consecutive years and retiring from the district will receive Merit Service Time Pay
from the Board in the amount of $50 for each year of service in District No. 221. Such Merit
Service Time remuneration will be paid on their last payroll check.

9. Extended Contracts

Contracts extended beyond the regular professional employee contract year will be
reimbursed at the rate of 1/190 workday at the professional employee’s current placement on the
salary schedule unless specified differently in this Master Agreement.

10. Extra-Curricular Salary Schedule
All extra-curricular assignments and the decision to fill any position will be made at the

discretion of the School Board. Remuneration shall be consistent with the following
schedules:

A professional employee as listed on the following schedule involved in the extra-curricular
program will have an experience factor of .25% added to the base percentage for every two
years, to a maximum of eight (8) years and maximum of 1%.

Voluntary Duties — Duties related to extracurricular activities shall be on a voluntary basis.
Extracurricular activities are those activities in which students participate voluntarily.

High School Athletic Director will be provided 15 extended contract days. The Athletic
Director is intended to teach six class periods per year. If assigned to teach more periods they
will be compensated at 1/12 of their base salary for each additional period.

Professional Employees shall be given preference concerning extra-curricular assignments.
Activity Stipend reductions for the 2020-2021 school year
Assistant Varsity Football, Assistant Varsity Boys and Girls Basketball, Assistant Varsity
Wrestling, Assistant Varsity Baseball and Softball, and Assistant Varsity Volleyball.

Middle School Reductions will include reduction of 1 Middle School Football Coach, 1 Middle
School Boys and Girls Basketball Coach, 1 Middle School Track Coach, 1 Middle School Cross
Country Coach.

Activity % of calculation amount
AthIEtic DITECIOT .ccvvveiiiirreeecsnrecessieeriessessssererscsssresessssanssesssssrnsnens 20
Head FOOtDall.........eieeeieecetteeeeeeceescssssvensrestesseeeissesessaressenssssesssss 17
Assistant Varsity Football..........ccecevveecureecrncernnicnsninsnincnensennnne 9.5
TV FOOIDALL......cooieiiiiiitiiicccniiietettesessiscssssarseressesssssessssssnsssnnesssssses 8.5
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Freshman FOotball ...........oooouieeicieeiiinrreineseesssencesesesesecssssssssesosns 8.5

81 Grade FOOLall ..........cocverervereeraenreennissesssssessensessesassessessssesssees 6.5
70 Grade FOODAll ...........ueevrrreeeeeeniainsnsssesissssesessssssessessssseassnes 6.5
Head Basketball Boys and GIrls .........cccoceeeerereeeereenecueceeenseesensessessens 17
Assistant Varsity Basketball Boys and Girls .........cccoceveeeeuecnecreenene 9.5
JV Basketball Boys and Girls .........cccccecvveerrerrreneneerenreccneecesecnsenes 9.5
Activity % of calculation amount
Frosh Basketball Boys and Girls............ccccccouvverrenrennnrecrenseeese e eeee 8.5
7% & 8" Basketball Boys and Girls ............cc.ceeueeveerereenuerneensessensenns 6.5
7% & 8 “B” Basketball Boys and Girls ..........ceeeeeeveeenceenecnsenens 5.75
Head WIestling ......cccvveeeeuiveirininuinneenrncnenesessessosssssesessssanssssnesaensons 13
Assistant WIeStling..........ccoeveveeeerrereerriesisesrnesssessssessesassseseessrseaens 7.5
TV WIESHHNG ....coveriiireretiencneneeesssesreressesessssnsssstesssssssssnssnennesnons 7.5
Tth & 8th WIestling ........cceeveevtireeneeereeenrenrentereeseereseesnessessaesnensenees 6.5
Head Baseball ...........cccoveenienernrerernineecerensenseresssssssessssssessessessacssesess 13
Assistant Varsity Baseball .............ccccvurvevrennenecrenecereevnseneecenen 7.5
JV Baseball ........cccvivnineneinnenricricnnrenseessesessessersssesssssssssssssessenese 7.5
Head Softhall .........cccceveeviierninieeninrereninnnrnnessssssesssseesssscssssessesessesens 13
Assistant Varsity Softball ..........ccceceeeeevnenvenenninceccerenreeseeeeens 7.5
TV SOfthall ......ooirriireirciecenresenecenenesseressssssnessaesnssessssenesess 7.5
Head Volleyball ...........ccooeeeuivieereerinennenieenseressneressseesssssneseenes 17.0
Assistant Varsity Volleyball ...........ccovvevreverceninieneneerecensncsennesnennee 9.5
TV Volleyball .........cciveiinenenrnenrecterirneenessessesessrsssessessessssassersesaens 8.5
Freshman Volleyball...........ccoouieeeeeeevcrininenieieenenereceessenseesaessensenns 85
7th & 8th Volleyball .........cc.coeveeinerrenncrinreneereneecereeseesesessesseses 6.5
7th & 8th “B” Volleyball.............ccoovvriverrerrreeenrereeerereeereeereessenes 5.75
Head TracK........ccovieuivnieninieneecseecnnnnenseeneneeesesessessessosesssessesssseees 13
ASSIStANt TTACK......ccceireerereereneeresserestnestasessseseeresssssssersesssssassesanaees 7.5
Tth & 8th TTACK ....ceeurverieecerrerecrereseesereeresseesssesseesessessessesasssssnsnes 6.5
Head Cross COUNMTY ......cceeieririvennrrssieennnensasssssessssorsssessosassssnasassesss 13
Assistant Cross COUNLTY........ccuceerierecctrunnencersessesssansaesesessessanensaes 7.5
7th & 8th Cross COUNLIY .......ccceveerecverentnrerensesrenesessessessssessessnssasseses 6.5
Head TeNniS .....ccoveererrereiricrenrereenesensenenessssesesssssssessessesessssssesessassoses 13
AsSiStant TENNIS .......cccceeviiinninnnienenstnnnnissnnsssiosesesesessesssssssssossoses 7.5
Tth & 8th TENNIS .....ccceveeueereeerereenrienerenrereesseessesessessraesssesesaessessases 6.5
Head GOlf..........coiriiniirrenrieiteniseesrereensssesasseessesessnesessessessesasnesnens 10
ASSIStant GOlf...........coevviiiirinicerninereereseessseserseseeseseessssessessssessesans 5
Head Soccer Boys and GIrlS .............ueverveeeerersersensersesssessessesessenes 13
Assistant Soccer Boys and GirlS.......cocceveereernenienenreenerveeereeceeessesses 7.5
Cheerleader Adv. HS ........ooeiiierenncncnerneestennessesseesessesssessessanns 13

26



Drill Team HS........coovmiiiiiiiiiciinientneiseeesneecseccenes 6.5

Band Director HS........ccccvviirninenninieniieneeneeneeniesesssnessesssesssssseres 17
‘Vocal Director HS........coooivinninrreeeccrecesircteeecenreee e e e e e 6.5
Orchestra HS.......cooriirireerenirentccieseesteecreeseecseesaneseesesssesses 6.5
Newspaper HS ..........ooiiiniiininenensiienennnscnsersestesssereessossossenns 6.5
Elementary MUSIC.......cccovvrrrrninrnnrinresisncsessisnsessessssessensasaenssessossess 5.0
Activity % of calculation amount
Middle SChool MUSIC.......cccccevurerverrereereeerierreiieeseseneessessecseseessesennes 5.0
ANNUAL HS...oeteecectecrcsee s ssseeassaeseessessnessnessseranessensns 8.5
ANNUal EMS..........oitccctrrtene e eeeeraeseseeseeseesaesnesssessesanes 5.75
Drama Coordinator HS ............cccocevevrevreereenernieiereeseennesseennessessennes 6.5
Middle SchOOl Drama...........cceceevveveerveervrenreesrenreesseessesseesseessesseenes 4.25
NASA School Coordinator............cccvvveiiniiieieeieeeiiiieeeneanns. 7.0
Debate/Mock Trial HS.........ocoiviiivereeeeecteceneerenenessseneeseeseseens 5.75
National Honor Society AdVISOL..........cccceeververeennseescesisessensessessossens 5.0
Class Advisors at High School ..........cccccevenvenreverricecierenrenenenennennes 3.0
Academic Team Adv. HS .....vriiiirtecrerecrccerrceer e eeeeenees 3.25
Academic Team Adv. EMS ... eerreeeereereeceenresrreneessesssens 3.25

11. Extracurricular Calculation
The extracurricular calculation amount for the 2020 - 2021 school year shall be $ 29,856.

12. Mileage Allowance
Mileage payment for use of private cars on authorized District business will be at $0.51 per

mile or the Federal IRS rate, whichever is less.

13. Withholding of Salary
For each absence not covered by this Agreement, professional employees will have 1/190 of

their contract salary deducted. Contract salary does not include an extracurricular salary or
extended work year.

ARTICLE XIV - SAVINGS CLAUSE

All items in this Agreement are presumed to be legal and valid. If any specific items of
this Agreement shall be ruled invalid by a court of law or governmental action the Board and
Association shall enter into negotiations within fifteen (15) days to agree on a successor clause
of the invalidated article.

However, if such adverse ruling is made re-negotiation will commence upon agreement
between the Association and the Board. The balance of this Agreement shall not be affected by
any such ruling and shall remain in force.

ARTICLE XV - MASTER AGREEMENT DURATION

The provisions of this Agreement shall become effective as of July 1, 2020, and will
continue and remain in force until June 30, 2021.
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Acceptance:

This Master Agreement is signed on this 29 day of _Juné€.

. Q02D

This Mastgr Agreement shallbe binding on the parties hereto.

"?;_?—y

\/

Gem County Education ASSociation

District #221 Board of Trustees
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