


















































H. Contribution and/or involvement in extracurricular or co curricular positions with
students;

I. Compliance with Professional Standards and Conduct over the course of
employment with the District; and

J. Teacher evaluation, including components required by Idaho Code to be
encompassed in teacher evaluation.

[t is the intention of the Board that the individual and cumulative effect of each criterion
on the welfare of students and the best long-term and short-term interest of the District be
considered.

It is further the intent of the Board that primary consideration be the quality of instruction
and the progress that students are making throughout the course of the school year, as
well as that properly endorsed highly qualified instructors 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, eliminated, or weighted
differently. Such recommendations for modification will then be brought before the
Board for consideration.

4. The Human Resources Department shall advance notice of the possible reduction in
force to all teachers who may be released, based upon the number of teachers who may
be released, in whole or in part, and the school programs, teacher positions, or categories
of positions that may be affected.

5. Upon receipt of this notification, it is recommended that the subject teachers review
their personnel file materials with the District’s Administrative Office to assure that the
school has appropriate information relating to the various criteria referenced above.

A. If a teacher receiving a teacher profile believes that there is an error, the teacher
shall notify the Human Resources Department of their concern of an error, in
writing, by the close of the school day on the 60th school day after the teacher has
received notice of the possible reduction in force.

B. This written notice shall specifically identify what element or elements of the
teacher’s personnel file and criteria are believed to be erroneous and explain
specifically why the element(s) is believed to be in error.

C. If the District receives notice of possible error, each such written notice, timely

recetved, shall be individually reviewed for possible reconsideration or evaluation
of the information used in consideration of the Reduction in Force.
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3.12

3.13

3.14

D. Should a teacher fail to inspect his or her personnel file and have inaccurate
information in their personnel file and/or have failed to provide the District with
updated information, the information contained in the file will be utilized for the
Reduction in Force determination and the teacher will not have the opportunity to
subsequently correct such information after the reduction in force has been
implemented.

6. If the Board determines that a reduction in force will be implemented, the
Superintendent shall submit a list of the teachers recommended for release, through the
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.

7. All releases shall be done in conformance with the applicable provisions of Idaho Code
and all affected teachers will be promptly notified, in writing, of the Board’s decisions or
actions that need to be taken by the Board relating to applicable due process activities, if
any. The Reduction In Force procedure can be found in Board of Trustees’ Policy 5740P.

Policv Review Committee

The District Policy Review Committee will meet as needed.

Harmony Committee

The Harmony Committee will schedule and meet twice prior to negotiations and as
requested by either party during the 2023-2024 school year for updates and
communications. The committee will consist of no less than the Superintendent,
Business Manager, and minimum of two (2) CEA Representatives.

Teacher Mentor Program

The principal in each building will assign all new educators to Orofino Joint School
District 171 a mentor for the first year(s) of employment with the district. The purpose of
the mentor will be to provide information, support, and encouragement for the success of
the initial educator. Orofino Joint School District 171 understands the mentor program
will go beyond the mentor teacher’s responsibilities and will provide a monetary award if
money is available for this activity during the school year when the teacher is assigned to
be a mentor.

The proposed stipend amount will be stipulated ahead of each assignment and may vary
based on the assignment. The mentor will need to provide to the administrator their
meeting logs and the monthly checklist to receive their stipend. The administration and
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board will make the final decision of awarding the stipends to the mentors, based upon
the initial agreement and satisfactory completion of the agreement.

Role of the Mentor:

Qualifications

1. A mentor must possess a valid Idaho Teacher Certificate License.
2. A mentor must have at least three years of teaching experience.

3. A mentor must be recommended, selected, and approved by the administrative team
based on the teaching and leadership skills displayed and observed.

4. A mentor must agree to abide by the expectations stated as “Mentor Responsibilities.”

5. A mentor must be in good standing and demonstrate adherence to the goals and
mission of the school.

6. All mentorships must be approved by the board.
Mentor Responsibilities
1. Develop a collegial/professional relationship.
2. Orient the new teacher to the district procedures.
3. Gather necessary resources to assist the initial educator with planning efforts.
Examples include:
Curriculum guides
Handbook
Schedules
Progress Monitoring Assessments

4. Provide professional contacts as needed for the initial educator to meet content specific
and teaching strategy needs.

5. Schedule an observation with the educator at least once each quarter. In addition,
arrange for appropriate observations by the educator of the mentor and other
professionals.

6. Hold a minimum of one monthly meeting with their mentee.
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7. Discuss the teacher’s responsibilities and expectations in the school district based upon
the Orofino Joint School District 171 Teacher Handbook.

8. Establish a system of on-going communication with the educator.
9. Maintain confidentiality in the professional relationship.

10. Share resources for professional development opportunities.

11. Keep a log of time spent in the mentor role.

12. Reflect on the year together and offer suggestions to improve the performance and
mentoring relationship.

13. Provide suggestions as to ways to improve the Orofino Joint School District 171°s
Mentoring Program.

14. Recognize that not all mentor/mentee relationships will work for a wide variety of
reasons. Consult with the principal when challenges arise and intervention is needed.

Role of the Building Administrator

1. Orient the entire building faculty regarding the school district’s mission and the mentor
program’s purpose.

2. Recruit individuals to serve as mentors. Match new faculty with mentors.
3. Reassign a mentor if necessary.

4. Ensure that the evaluation process for initial teachers is separate from the mentor
relationship.

Role of the Mentee

1. Develop a collegial/professional relationship with mentor.

2. Provide time for the mentor to meet monthly and observe every quarter.

3. Be open to discuss and listen to ideas presented from the mentor.

4. Provide suggestions as to ways to improve the Mentoring Program.

5. Recognize that not all mentor/mentee relationships will work for a wide variety of

reasons. Consult with the principal when challenges arise and intervention is needed.
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For the 2023-24 school year form a committee to clarify the process and align the mentor
stipends accordingly.

Article IV
Professional Compensation

4.1 Certified Credit Reimbursement

The District will fund a credit reimbursement account to assist certified staff pay for
college credits. The fund will be $15,000 for the 2023-2024-school year.

The procedure is found in Board of Trustees’ Policy 5435 and 5435P. s

1. Certified statf may apply for three college credits reimbursement annually.

2. In the event that more reimbursement is applied for than there are funds available,
the total amount of money requested will be divided by the amount set aside by
the district ($15,000).

3. Reimbursements are for tuition only.

4. All requests for reimbursement must have a receipt showing the cost of the class
and a transcript showing successful completion of the class.

5. Tuition will only be reimbursed for classes that are in the certified staff’s
assignment/curriculum field or pre-approved by the superintendent.

6. All requests for reimbursement must be received by June 6, 2024.

7. The superintendent or designee will disburse funds in separate checks through the
June accounts payable.

8. Certified staff will be allowed three credits of reimbursement annually. In the
event the $15,000 is not fully utilized by the three credit allotment, a second
round of payments may be applied for by certified staff. The funds will be
divided equally until the limit of $15,000 is reached.

4.2 Holidays/Calendar

Holidays are paid according to the 2023-24 adopted district calendar: Labor Day-
September 4,2023; Thanksgiving-November 23, 2023; Christmas-December 25, 2023;
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4.3

4.4

4.5

4.6

4.7

4.8

New Years- January 1, 2024; MLK Birthday- January 15, 2024; President’s Day-
February 19, 2024; Memorial Day- May 27,2024.

Personal Leave

Certified Staff who do not use their Personal Leave as required in 3.5 Leave of Absence
(Personal) or who request payment for their personal days will be paid for days at the
certified Substitute rate for unused personal days. Employees may only request payment
for full days. Partial days will be paid at the end of the fiscal year if the employee would
have lost the leave time.

Master Educator Premium

For the duration of the state funded Master Educator Premium (MEP) allocation,
bargaining unit employees receiving said premium shall receive their $4,000 stipend in
equal installments over a twelve (12) month period: September to August.

Summer School

Salaries for Summer School will be based on the certified staff member’s hourly prorated

pay level.

Salary Schedule
The salary schedule shall be for 174 contract days.
Appendix A

Extra-Curricular Schedule

Appendix B

Work Day-Definition

1. The teacher work day will be from 7:30 a.m. to 4:00 p.m. on student contact days.
For the 2023-24 calendar year there are 148 student contact days.
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2. Non-student contact professional development days and in-service will be from
8:00 a.m. to 2:30 p.m. with the use of flex time (if needed) at administrator
discretion. Each employee has 19 hours of flex time. For the 2023-24 calendar
year there are 5 professional development days and 3 district in-service days with
one district in-service taking place on the hill.

3. Non-student work days are from 8:00 a.m. to 2:30 p.m.. For the 2023-24 calendar
year there are 7 work days. No trainings or meetings, except [EP meetings, will be
scheduled from 8:00 a.m. to 12:00 p.m. on work days immediately prior to the
end of first, second, and third quarter grading periods.

4. The first district in-service day in August will be 8-2:30 with 30 minutes to 1 hour
(8-9) used for collaboration time and can be used for an association meeting.

5. Professional Learning Communities (PLC) learning will take place on staff
development days and include board learning opportunities throughout the year.

4.9 Preparation Time

1. Teachers will exercise professional judgment in the use of their preparation time.

2. The building administrator will meet/discuss with the certificated staff prior to
finalizing the building master schedule annually to discuss the scheduling of and
to maximize the preparation time allotted. Scheduled meetings with the harmony
committee, principals and superintendent to address and monitor prep time and
master schedule issues as a district focus before the master schedules are created
for the following year.

3. Each secondary teacher shall be provided one personal planning period per day of
instruction.

4. Elementary teachers shall be provided at least 40 consccutive minutes of
uninterrupted preparation time per day of instruction.

5. Teachers may be asked to perform or attend professional duties as needed during
their prep time and this will not count as flex or violation of protected time.

6. In the absence of a teacher, every effort will be made to hire a substitute. If
possible, in the event a substitute cannot be found, aides will first be reassigned to
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4.10

4.1

cover classes, then a secondary or elementary teacher may accept an occasional
substitute assignment for her/his prep time (some of their 19 hours of flex time
will be used).

7. If any teacher voluntarily relinquishes personal planning time to teach an
additional course instead of having a preparation period, she/he will be provided
additional compensation at the rate in proportion to their teaching contract.

8. Arrangements for other mutually agreed upon loss of prep time may be worked
out between the employee(s) and the building principal or supervisor.

Evaluation/Advanced Professional Committee

The Evaluation Committee will meet prior to the end of first quarter to discuss the
Evaluation Procedure and construction of future negotiated agreement additions.

The committee will consist of all 4 building principals, 1 or 2 board members, at least 4
CEA members, and any other interested certificated staff with alternating leads and

agenda creation.

Leadership Stipends/ AP Leadership Description

The district will allocate money as available for leadership stipends for certified and
classified staff. These positions will be decided by the building principals based on the
needs of their individual buildings and placed in one of the three categories below. The
mentor positions will fall on Category One for Tier one and Category Two for Tier Two.
The other positions will be placed on job expectations as determined by the building
principal.

Category One- 2000
Category Two- 1500
Category Three- 1000

Teachers can be categorized as serving in leadership positions to meet advanced
professional qualifications by the state. Specifically an advanced professional certified
instructional, or pupil service staff person shall be considered to have demonstrated
professional leadership if she/he meets any of the following:

-Instructional Specialist
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-Mentor

-Curriculum or assessment committee member

-Team or committee leadership position

-Data coach

-Other leadership positions identified by the school district

Article V

Insurance

5:1 Coverage

The District will offer a PPO Medical Insurance Plan to employees of Joint School
District #171. Certified Employees who have a .5 FTE to .74 FTE contract are
eligible for employee only coverage, paid for by the District.

Certified Employees who have contracts of .75 FTE or greater are eligible for the
Employee’s PPO Plan and family/spouse/children (FSC) coverage as outlined in
Appendix C. The District will pay for the Employees plan and 80% of the cost of the
family/spouse/children plan.

Benefits ::ln-l:slétwork

Blue Cross olicy n Pre :"‘ n 7

Deductible
Individual $5,000 $500
Family $10,000 $1.590
Coinsurance 80% al
Out-of-Pocket Maximum
Individual $5,500 $2,400
Family $11,000 $4,800

Prescription Drugs
Deductible $250 per person No reimbursement

Rx Maximum Out of Pocket | $1000 Ind/$2000 Fam | $1000 Ind/$2000 Fam

Open enrollment for the insurance plans will occur at the beginning of each plan year,
through October 1 or upon a change in family or work status.

2023-2024 coverage cost can be found on Appendix C.
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Article VI
Effect of Agreement

6.1 Duration

The provisions of this Agreement will be effective as of July 1, 2023 and will
continue and remain in full force and effect until June 30, 2024.

6.2 Automatic Extension

If at the time this Agreement would otherwise terminate, the parties are negotiating
for a new Agreement, terms and conditions hereof shall continue in effect until
ratification by both parties of the successor Agreement.

6.3 Ratification

be binding upon the parties.

The Agreement is signed this l day of AJQ\_T)A’ . 2023 and shall

IN WITNESS THEREOF:
For the Association For the Board
: '\ ‘
- o ‘j//\ 48/”/25 (A&;-u? N
\/ v
Preswient of CEA Chairperson

1 &l s

Secretary Clerk of the Board
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Article VII
Memorandum of Understanding (MOU)

The parties agree that the Negotiated Agreement is subject to renegotiation in the event
the District and the Association mutually agree to reopen the agreement. The reopener
may be for limited scope or to review the entirety of the agreement. The scope and
terms of the reopener shall be mutually agreed upon, in writing, before reopener
negotiations can take place. We agree that the 2024-2025 certified instructional and
pupil service staff contracts will be issued by June 6, 2024 for the same amount as the
2023-2024 certified instructional and pupil service staff contracts.

This memorandum shall be in full force and effect for the duration the memoranda is
attached to a ratified contract between the District and the Association.

tafoz

For the District / Date

(\QJ}/?\W%/ /"’] 3/ 7)/15
/ Forthe Assoé'@p& / !' / Dﬁéte

I

|
|
!
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Memorandum of Understanding-Infectious Disease

The parties agree that in the event an infectious disease crisis, public health
crisis, or other unanticipated or unforeseen health crisis impacts the staff,
students, or operations of the school district, the Association and District agree
to reopen the Negotiated Agreement. The parties agree this reopener is limited to
discuss how the district will address staff absences (sick leave and district
provided leave) due to the public health crisis.

This memorandum shall be in full force and effect for the duration the
memoranda is attached to a ratified contract between the District and the
Association.

For the Association For the Board

4 8/ l\{[DL’b (
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Appendix A
Certified Salary Schedule

2023-2024

BA+72

District Cohort Base Salary BA + 24 MA MA + 24
$2000 $3500 $6000

R1 R1 $44,568 $44,568 $44,568 $44,568
R2 R2 $45,369 $45,369 $45,369 $45,369
R3 R3 $46,169 $46,169 $46,169 $46,169
P1 P1 $48,982 $50,982 $52,482 $54,982
P2 P2 $49,263 $51,263 $52,763 $55,263
P3a P3 $49,924 $51,924 $53,424 $55,924
P3b P4 $51,723 $53,723 $55,223 $57,723
P4a P5 $53,421 $55,421 $56,921 $59,421
P4b P6 $55,119 $57,119 $58,619 $61,119
P5a P7 $56,818 $58,818 $60,318 $62,818
P5b P8 $59,082 $61,082 $62,582 $65,082
P5c P9 $61,346 $63,346 $64,846 $67,346
P5d P10 $63,610 $65,610 $67,110 $69,610
P5e P11 $69,234 $71,234 $72,734 $75,234

The Educational Allocations are treated as a “pass through” in this agreement.



All credits earned after certification shall be counted towards a staff member’s
placement on the salary schedule. In the event credits earned places the employee in a
more favorable column than the attainment of a master’s degree, the employee shall be
placed in the most favorable compensation column.

Appendix B
EXTRA CURRICULAR SCHEDULE

JOINT SCHOOL DISTRICT NO. 171

EXTRA CURRICULAR ACTIVITIES/DUTIES INDEX SCHEDULE

2023-2024
CATEGORY 1 2 3 4 5 6 7
INDEX 0.2 0.13 0.09 0.07 0.04 0.0212 | 0.0106

The index is applied to a base salary of $30,000.

Category 1

Category 2

AD $6300

Head Basketball HS $4095
Head Football HS

Head Wrestling HS

Head OHS
Cheer(Fall/Winter)

OHS Band/Choir
Head Soccer HS
Head Track HS
Head Baseball HS

Head Volleyball HS
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Head Softball HS
Head District Tennis HS
Head District XC HS

Category 3  Assistant Basketball HS
Assistant Football HS

Assistant Wrestling HS

Assistant OHS Cheer
(Fall/Winter)

Assistant Soccer HS
Assistant Track HS
Assistant Baseball HS
Assistant Volleyball HS
Assistant Softball HS
Assistant District Tennis HS

Assistant District XC HS

Category 4 JH Head Basketball
Dance
JH Head Football
JH Head Track
JH Head Volleyball

JH Head Wrestling

All HS C-squad positions
(third coach)

Category 5  weight Room Supervisor
Drama HS

JH Assistant Basketball

$2835

$2205

$1260
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JH Assistant Volleyball
HS Annual/Newspaper
JH Assistant Football

JH Assistant Track

Category 6 CTSO's $668
Knowledge Bowl
Senior Advisor
Junior Advisor

HS Student Council

Category 7 National Honor Society $334
Sophomore Advisor
Freshman Advisor
Eighth Grade Advisor

Seventh Grade Advisor

Youth Legislature

1. Only one paid head coach per sport team.
2. Only one paid assistant coach per sport team.
3. A third coach gets paid from the C-squad category if athlete
numbers meet requirements. (1st # is for assistant, 2nd # is

for C-squad)
Basketball Football 11 Football 8 Soccer
10//20  man 16/25 man 12/20 Cheer 16 16/25 XC 12
Track Baseball Volleybali Wrestling
10/20 12 10/20 Softball 12 Tennis 12 8/16

4. Co-coaching takes the Head and Assistant wages and totals
then evenly splits them in half for each coach.
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5. Co-coaching for two Assistants takes the assistant's wage
and the C-squad wage totals then splits them in half for each

coach.

6. Coaches will be paid in one check at the end of the season
following their evaluation. The AD will then notify(file

completion letter) to the district office so the coach can be
paid. If a season is cut short, the coach will receive a
prorated amount equal to the amount of season they

completed.

7. Appendix B personnel will be paid hourly Tier 3 Bus Driver
Rate (tracked on timesheet) when driving a district vehicle
with students, with district pre-approval.
8. A Committee will be formed to gather information for all extra
curricular activities to review the schedule. The Athletic
Directors will create a proposal by April 1, 2024.

Appendix C

Monthly Insurance Cost

Benefits PPO
Deductible

Individual $5000
Family $10000
Co-Insurance 80%
Out of Pocket Max

Individual $5500
Family $11,000

Professional Services

Office Visit -Primary Care (ChoiceDoc)
Office Visit- Specialist (ChoiceDoc)
Pediatric Office Visit

Preventative Care

Laboratory & X-Ray

$30 Co-pay ($10 copay)
$50 Co-pay ($30 copay)
$0 copay
Covered in full
First $100 at 100%, then Ded +Coins

Mental Health/Chemical Dependency
Inpatient

Deductible Co-Insurance

Outpatient Visit $30 Co-pay
Emergency Services
Urgent Care $60 Co-pay

Prescription Drugs (per person)
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Deductible $250 Brand Deductible

Generic $10 copay
Preferred Brand $30 copay
Non-Preferred Brand $50 copay
Specialty $30 or $50 copay
Mail Order Same as retail

Rx Max OOP $1,000 Ind/$2000 Family
Rates

Employee Only $693.65

Employee + Spouse $1476.58
Employee + 1 child $1047.78
Employee + Children $1204.23
Family $1701.13

*District Pays 100% Employee Only Premium for employees working .5-1 FTE. District pays 80% of

Dependent’s premium for employees working .75-1 FTE.

We will explore options for other vendors throughout the 2023-2024 school year for comparison
and look at options for the mental health/telehealth options to include for the 2023-2024 school

year.
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