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PART ONE - PROCEDURAL AGREEMENT 
This Agreement is made and entered into pursuant to the laws of ldaho (Idaho Code 33-1271 - 
1276) by the Board of Trustees of the Fruitland School District #373 (hereinafter referred to as 
the Board) and the Fruitland Education Association (hereinafter referred to as the Association). 
The forenamed parties agree to the following: 

 
Section 1.1 - Recognition 

The Board recognizes the Association as the exclusive bargaining representative of all certified 
personnel of the Fruitland School District #373 with the exception of the principals, superintendent, 
and temporary and substitute certificated employees. 
 
As indicated in Idaho Code 33-1271 (3) Upon either party making a request for negotiations, the local 
education organization, upon board request, shall provide to the district written evidence establishing 
that the local education organization represents fifty percent (50%) plus one (1) of the professional 
employees for negotiations. If requested by the board, the local education organization shall establish 
this representative status on an annual basis, prior to the commencement of negotiations. In order to 
establish a local education organization’s representative status, a local education organization must 
show that within the last two (2) years, fifty percent (50%) plus one (1) of the professional employees, 
as defined in section 33-1272, Idaho Code, indicated agreement to be represented by the local 
education organization for negotiation purposes. Evidence of fifty percent (50%) plus one (1) 
inconsistent with this provision shall not be counted in the establishment of representative status. 

 
Section 1.2 - Procedures 

1. The Board or its designee shall meet with the Association representatives; to negotiate in good  
faith an agreement hereinafter referred to as the "Collective Bargaining Agreement." 

 
2. Items to be negotiated and included in the Collective Bargaining Agreement shall be limited 

to certified personnel compensation, where compensation includes: salary schedule and base 
salary, extra-curricular salary, health, dental, vision and life insurance, personal leave, 
professional leave/development, sick leave, sick leave bank, transfer and reassignment 
procedure, hiring procedure, patron grievance procedure, staff grievance policy, and reduction 
in force procedure. 

 
3. Negotiations may be initiated by either party by means of written request. The parties shall 

submit their written request by April 15th if they intend to negotiate.  
 
4. The Association shall be able to request information necessary to conduct good faith negotiations 

by March 1st.  The information requested must be in writing but may be able to be sent 
electronically.  The information request will be sent to the Superintendent.  The Superintendent, 
upon receiving the request for information, will work to provide  all available information 
requested a minimum of two weeks prior to the first negotiations meeting.  

 
5. The party requesting negotiations will submit an initial package of written proposals at the 

first meeting.  
 
6. Negotiations sessions will be held at times and places mutually agreed upon. 

https://legislature.idaho.gov/statutesrules/idstat/Title33/T33CH12/SECT33-1272
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7. Each party shall designate a negotiation team of no more than three members. Each team 

shall bargain on behalf of its respective party, with one person on each team acting as chief 
negotiator.  During negotiation sessions, each member of the respective teams has the right to 
speak openly and freely on behalf of his/her party regarding items under consideration. 

 
8. All meetings shall be a matter of public record and no meeting between the Association and 

the Board shall occur that is off the record.   
 
Section 1.3 - Agreement 

Tentative agreements shall be in writing and shall be signed and dated by each party's chief 
negotiator. Tentative agreements have no effect or force until ratified by the Association and 
then the Board. Ratification shall only be on the entire package of tentative agreements. 
 
When ratified by both parties, the Agreement shall be signed by the President of the Association 
and then by the Chairman of the Board. 
 
Extra-curricular duties, excluding salaries, are under separate contracts and are not negotiable.  

 
Section 1.4 - Duration 

This Procedural Agreement shall become effective as of July 1 2025, and shall remain in force 
until June 30, 2026. No successor Procedural Agreement shall be effective until signed by both 
parties. 
 
Should the state change allocation in the funding to FSD in FY26, in areas affecting Article II, 
Section 2 of the Negotiated Agreement, after parties have negotiated and reached a previous 
agreement, this Negotiated Agreement will re-open if mutually agreed upon by both parties.  
 
Nothing contained herein is intended to or shall conflict with, or abrogate the powers or duties and 
responsibilities vested in the legislature, State Board of Education, and the Board of Trustees of 
Fruitland School District #373 by the laws of the State of ldaho. The Board of Trustees of School 
District #373 is entitled, without negotiation or reference to any negotiated agreement, to take 
action that may be necessary to carry out its responsibilities due to situations of emergency or acts 
of God.



Page 7 

PART TWO - COLLECTIVE BARGAINING AGREEMENT 

SECTION 2.1 - INSURANCE 
 

Fruitland School District #373 
2025-2026  Blue Cross of Idaho Health, Vision, & Dental Insurance Rates 

 

PPO 
Total w/ Premium 

Saver 

District Pays to 
Blue 

Cross/Premium 
Saver 

Employee Share 
Blue Cross 

Employee 
Share for 

Dependents to 
Blue Cross/PS 

Subscriber Only $894.54 $874.54 $20.00 None 

2 Party $1,795.48 $1,130.93 $20.00 $644.55 

Family $2,138.60 $1,257.22 $20.00 $861.38 

Single/Child $1,226.29 $892.26 $20.00 $314.03 

Single/Children $1,471.97 $959.33 $20.00 $492.64 

     

H.S.A. 
TOTAL w/Premium 

Saver 

District Pays to 
Blue 

Cross/Premium 
Saver 

Employee Share 
Blue Cross 

Employee 
Share for 

Dependents to 
Blue Cross 

Subscriber Only $823.45 $745.46 $10.00 None 

2 Party $1,746.23 $1,084.10 $10.00 $652.13 

Family $2,031.31 $1,189.05 $10.00 $832.26 

Single/Child $1,226.27 $856.60 $10.00 $359.67 

Single/Children $1,411.23 $907.24 $10.00 $493.99 

     

Dental Blue Connect  

Increase has not 
been calculated as 

of 5/21/25  

Employee share 
for Dependants 

Dental Blue 
Connect 
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  Total Premium 

District Pays 
Dental Blue 

Connect 

Employee Pays 
any additional 
increase over 

$47.14 

Subscriber Only  $47.14 $47.14  

Sub + Spouse  $102.40 $47.14 $55.26 

Sub + One Child  $101.67 $47.14 $54.53 

Sub + Children  $101.67 $47.14 $54.53 

Family  $181.93 $47.14 $134.79 

     

Delta Dental  Total Premium 
District Pays 
Delta Dental 

Employee share 
for Dependants 

Delta Dental 

Subscriber Only  $36.40 $36.40  

Sub + Spouse  $78.68 $36.40 $42.28 

Sub + One Child  $70.00 $36.40 $33.60 

Sub + Children  $82.32 $36.40 $45.92 

Family  $139.52 $36.40 $103.12 

     

USAble Employee Life  Total Premium 
District Pays Life 
Insurance  

   $3.10  

     

Ameritas/Vision   
District Pays 

Vision 

Employee share 
for Dependants 

Vision 

Subscriber Only  $6.89 $6.89  

Sub + Spouse  $13.78 $6.89 $6.89 

Sub + One Child  $14.75 $6.89 $7.86 

Sub + Children  $14.75 $6.89 $7.86 

Family  $23.57 $6.89 $16.68 
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SECTION 2.2 - LEAVE OF ABSENCE 
 
SECTION 2.2.1 - Personal Leave 

Certified personnel desiring personal leave are to request this leave in writing to the building 
principal. Certified personnel may be granted personal leave if a substitute is available. 
Personal leave for all other certified personnel will be at the discretion of the building's 
principal. 
 
Authorization for the leave will be given to certified personnel by the building principal. Up to 
five (5) days of personal leave may be taken during the year. The district will deduct $60 per day, 
or the rate of a substitute certified personnel, whichever is greater, from the certified personnel's 
pay for the 4th and 5th day of leave, if used. Personal leave is not cumulative and is defined as 
leave to attend to matters of a personal nature.  
 
These days of personal leave may not be used the first two weeks of school or the last two weeks 
of school without a previous arrangement with the building principal. 
 
At the end of the school year, certified personnel will be reimbursed for unused personal days of 
the three (3) paid for by the school district. Each reimbursable personal day will be valued at the 
rate of a substitute certified personnel. The reimbursement for unused personal days will be 
included in the certified personnel's next paycheck. 

 

SECTION 2.2.2 - Professional Leave/Development 
Each certified personnel has three days per year for professional leave of absence for workshops, 
conferences, seminars and/or classes. These days will be granted if the following criteria are met: 

A. A suitable substitute can be found. 
B. A written request is submitted five (5) working days in advance of the requested 
date(s). 
C. Lesson plans and substitute folders are completed and submitted to the principal 
one (1) working day in advance of the requested date(s). 

 
Additional professional leave of absence without loss of pay may be granted if the following 
criteria are met: 

1. A suitable substitute can be found. 
2. A written request and explanation is submitted five (5) working days in advance 

of the requested date(s). 
3. Lesson plans and substitute folders are complete and submitted to the principal one 

(1) working day in advance of the requested date(s). 
4. Superintendent approval. 
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The Superintendent shall grant certified personnel's professional leave of absence days to attend 
meetings of the state certified personnel's association. The total number of these days granted for 
all certified personnel shall not exceed ten (10) days. 
 
Reimbursement for professional development shall occur at a rate of up to $150 per credit, with 
a cap of six (6) credits over a five (5) year recertification cycle. 
 
 
The district will have a professional development committee to meet the district’s professional 
development needs. The formation of this committee will have representation from every 
building, will include at least one member from the Association,  and will work in accordance 
with the Fruitland School District’s Professional Development policy. 

 
SECTION 2.2.3 - Bereavement Leave 

An employee who has a death in the immediate family shall be eligible for bereavement leave. 
“Immediate family” for purposes of bereavement leave shall mean their spouse, child, sibling or 
sibling-in-law, parent or parent-in-law, grandparent or grandparent-in-law, or grandchild. The 
Superintendent shall have the authority to give bereavement leave for up to five days. Bereavement 
leave of greater than five days must be approved by the Superintendent. Such leave shall not exceed 
five days. 
 
There will be no loss of pay for this leave, and it is not cumulative or deductible from sick leave or 
personal leave. Requests for such leave should be directed through the building principal to the 
Superintendent. 

 

SECTION 2.2.4 - Sick Leave 
After certified personnel have reported for duty, he/she will be allowed sick leave in accordance 
with current Idaho School Law, one (1) day for each month of service. 
 
Accumulated sick leave from another Idaho School District may be transferred to this district, as 
provided by Idaho Code. 
 
Certified personnel serving less than full time under contract, shall be entitled to that 
proportional amount of sick leave. 
 
It is the intent of the Board that certified personnel will use sick leave only for illnesses or injury 
to the certified personnel; medical provider appointments; illness of the certified personnel's 
immediate family. (spouse, children, siblings, parents, grandparents, grandchildren and the same 
members of the spouse's family) 
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The district shall have the right, at the superintendent's discretion, to require that the certified 
personnel provide proof of illness or injury adequate to protect the district against malingering and 
false claims. 

SECTION 2.2.5 - Sick Leave Bank 
Each certified personnel of this district may participate in the sick leave bank. To participate, 
each certified personnel shall contribute a prescribed number of his/her earned sick leave days as 
determined by the sick leave bank committee. Deposits to the sick leave bank may be made from 
September 1 to October 15th. Deposits may be called for during the year if the bank falls below 
20 days. 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 certified personnel upon recommendations of the sick leave bank committee 
for the purpose of alleviating the hardship caused by absence from work necessitated by extended 
or recurring physical disability resulting from illness or injury extending beyond the certified 
personnel's accumulated sick leave. 
 
Application for use of the sick leave days from the bank shall be submitted to the sick leave bank 
committee for its recommendation. The committee shall meet within 72 hours of the request and 
determine the eligibility of the certified personnel. If the committee deems necessary, it shall 
require proof of illness at the time of application and, from time to time after a grant has been 
made. 
 
In order for a certified personnel to be eligible to apply for sick leave benefits from the Sick Leave 
Bank, the employee must first: I) be a contributor to the bank, 2) have used all of their paid 
personal days, and 3) have used all of his/her sick leave or if the employee has more than 50 days 
of accumulated leave and has used 20 of those; the committee may grant four (4) days for every 
(2) of their own that is used. 
 
For the initial year of operation, each participating certified personnel shall contribute one (1) day 
of his/her accumulated sick leave days to the sick leave bank. Each subsequent year of the Bank's 
operation, the sick leave bank committee shall determine the number of sick leave days each 
participant must contribute in order to keep the bank solvent. The number of accumulated sick 
leave days an employee may contribute to the bank shall be limited  to 100% of that certified  
personnel's  sick leave days. 
 
The maximum number of days that can be granted in any one fiscal year will be the remaining 
number of days certified personnel are  scheduled  to work under his/her current  contract. In no 
case will the granting of leave cause a certified personnel to receive more than his/her annual 
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salary for that year. 
 
Bank grants to individual certified personnel will not be carried over from one fiscal year to 
another; all such grants will end at the termination of the school year. If certified personnel do not 
use all of the days granted by the bank, the unused sick leave days will be returned to the bank. 
 
The Sick Leave Bank Committee shall consist of two (2) members appointed by the Association, 
and two (2) members appointed by the Board, excluding the superintendent. In case of a tie vote 
on a request, the superintendent will cast the decided vote. 
 
The committee members shall develop and distribute rules and procedures for the orderly 
administration of the bank not inconsistent with the terms of this agreement. The committee shall 
be responsible for reporting to the district's accounting office the names of contributors and the 
number of days contributed. It shall report all days granted by the bank and all other information 
necessary for the employee's records. 

 
SECTION 2.3 - TRANSFER, REASSIGNMENT AND HIRING 

Section 2.3.1 - Posting Vacancies 

It is the intent of the District and Association that reasonable effort is made to provide 
certified personnel with information  regarding  the establishment  of new positions  as well as 
vacancies in existing positions. Vacancies will be posted for all vacated or newly created 
coaching, athletic director, administrative, or certificated positions. Vacancies will be posted: 
in each school, through notification to  the Association president(s), on the District webpage, 
and through certified email distribution  lists, as they occur throughout the school  year. 
Notice  of vacancies  which occur when  school  is not in session shall be posted: at the district 
office, on the District webpage, available on the district office telephone recording and 
included  in any correspondence the District makes to its employees, including checks mailed 
during the summer. Such posting will include: 

Grade Level and 
Subject Matter 
Building 
Opening 
Date Closing 
Date 

All vacant positions are to be posted for in-district staff applicants and out-of-district applicants. 
 

In-District staff will have five (5) working days to submit in writing a Notice of interest form for 
the vacant position. The Administrator will review all in- district Notice of Interest forms as 
outlined in Section 3 before interviews with out-of-district candidates can begin. The 
administrator or district office has five (5) working days to respond to the in-district candidate and 
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inform them their notice of interest has been received. If the District Office responds, the building 
administrator will also be CC'd. 

 
Section 2.3.2 - Selection Process.for In-District Applicants 

When vacant positions occur and a transfer between buildings and/or changes in teaching are 
available, information on vacancies will be made available to all certified personnel as 
outlined in Section 1. In-District applicants, who have submitted a Notice of Interest, will be 
reviewed on the basis of professional expertise; which includes competency and 
qualifications of the applicant (Highly Qualified as defined by the State Board of Education), 
length of service in the district, and other relevant factors. 

 
In filling vacant positions, first consideration will be given to qualified employees already 
employed by the Fruitland School District. The Board shall consider the recommendation of 
the administrator before filling the vacant position. 

 

Section 2.3.3 - Voluntary Transfer 

A voluntary transfer can occur when there is an inciting incident or catalyst requiring a shift in 
workforce. A certified personnel who desires a change in grade and /or subject assignment, or 
who desires to transfer to another building may file a Notice of lnterest  form at  the District 
Office any time before the five (5) day posting deadline. The hiring administrator will review 
Notice of lnterest  forms and contact each certified personnel, after receiving the Notice of 
Interest form in writing (district email, letter, etc.). Each in-district candidate will be notified if 
they will or will not be recommended to the Board for the vacant position. The in-district 
applicant may request a follow-up conference with the hiring administrator. 
 
Certified personnel must notify their building administrator when they are being considered for 
an in-district transfer to another position in another building. Certified personnel are limited to 
one voluntary transfer per school year, unless mutually agreed upon by the certified personnel 
and building administrator, and are committed to that transfer for one school year at such time 
the administrator notifies him/her that he/she will recommend the transfer request be approved. 

 

Section 2.3.4 - Involuntary Transfer 

Any certificated employee affected by an involuntary transfer shall be notified immediately. 
Involuntary transfers caused by a Reduction In Force (RIF) action shall be made based on the point 
system set out by the RIF policy. The administrator will schedule a conference with the employee to 
discuss the reassignment and /or other options. Any certificated employee affected by an involuntary 
transfer shall be released by the Board from his/her contract if he/she so requests. 

 

Section 2.3.5 - Hiring Out of District 

When a position becomes available after all transfers have been completed, applicants 
considered for the position will be interviewed by a hiring committee. The administrator will 



Page 14 

make his/her recommendation to the Superintendent. Applicants will be selected by the Board 
of Trustees upon recommendation of the Superintendent. 
All recommended applicants must have a valid certificate or be able to obtain a valid 
certificate and have it on file in the District Office at the beginning of the school year. Salary 
could be withheld if the certificate is not on file by September 10th of the given school year, 
unless other arrangements with the District Office have been previously made. 

 
SECTION 2.4 - EVALUATION LANGUAGE 

 
Evaluations shall be conducted in accordance with Idaho Code, and with the additional 
parameters provided herein. 

 
The purposes of evaluation of professional performance in order of priority are deemed to 
 
1. To improve the professional performance of the employee. 
2. To provide the employee with regular feedback about his/her performance. 
3. To specifically inform the employee of ways in which he/she can improve. 
4. To identify specific training needs of an employee. 
5. To establish a basis for contract renewal or non-renewal, dismissal, or any other 

disciplinary action against an employee whenever such an action may become 
necessary. 

 
 Pre-Observation Meeting: A pre-observation meeting shall be optional based upon request.

 
Observation: The formal observation evaluation must be held for at least 20 minutes or a 
full instructional lesson. 

 
Informal Observation: If an administrator conducts an informal, drop-in, observation, the 
Administrator may provide written feedback and meet with the teacher or pupil service staff 
person to discuss any concerns and offer meaningful support to address the concerns. 
 
Final Summative Evaluation: The evaluator may not raise any issues, instructional or 
organizational concerns in the final summative evaluation that have not been previously 
addressed and documented. 

 
Appeals Process: If a teacher or pupil staff person disagrees with the findings of their 
evaluation, the teacher or pupil staff member shall have the right to an appeal. The 
appeal process will include: 

1. The teacher or pupil staff has the right to request another observation. 
a. Prior to another observation using the guidelines laid out in step 2 or 3, 

the teacher or pupil staff shall have discussed the original evaluation 
where the findings from the first evaluation were presented. 

2. The teacher or pupil staff may request a second observation by the same evaluator. 
OR 

3. The teacher or pupil staff may request, from the Superintendent, an 
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observation by an alternate evaluator. 
4. The teacher or pupil staff may choose either the first observation with the 

original evaluator OR the chosen option 2. OR 3. for a second observation for 
the final evaluation. 

 
If, at the end of the process of the previous paragraphs of language and actions, the 
teacher or pupil staff does not agree with the evaluation, they may write a written rebuttal 
for their file. 

 
SECTION 2.5 - RIGHTS TO REPRESENTATION 

2.5.1 Due Process 
a. All certificated employees have due process rights as stated in Idaho State Code 33-513  

2.5.2 Files 
b. All employee personnel files shall be created, maintained, and stored as specified by Idaho State 

Code 33-518 
 

SECTION 2.6 - PATRON GRIEVANCE VERIFICATION 
A patron grievance will not come before the Board, unless the Superintendent verifies that the 
Patron Grievance Procedure policy has been followed. Before any changes can be made to the 
Patron Grievance Procedure policy, the District and/or FEA will provide input to each other 
concerning proposed change. 

 

SECTION 2.7 - STAFF GRIEVANCE PROCEDURE 
A complaint is an assertion by an employee that there has been a violation, misinterpretation, or 
inequitable application of district policies, the negotiated agreement, regulations and procedures, 
existing laws, or other actions that adversely and directly affect the employee and/or his/her work. 

 
It is the intent of this procedure that employee complaints will be identified and corrected at the 
earliest possible time, and at the lowest level of supervision. The employee has ten (10) working 
days to file a complaint after the perceived violation, misinterpretation, or inequitable application 
of district policies, the negotiated agreement, regulations and procedures, existing laws, or other 
actions that adversely and directly affect the employee and/or his/her work. 
 
Complaint processing should be viewed as a positive and constructive effort which seeks to 
establish the facts upon which the complaint is based and to come to a fair conclusion. 
Employees will not be discriminated against nor will reprisal be attempted against an employee 
because he/she filed a complaint. 

 
Complaints will be processed according to the step-by-step procedures outlined below: 

 



Page 16 

2.7.1 Work Site - Level One 
a. A complaint will be presented orally and informally to the immediate administrator/ supervisor (i.e. 

Department Head, Director, Assistant Principal, Principal). If the complaint is not promptly resolved, 
it will be placed in writing and submitted to the immediate administrator/supervisor. A copy of the 
complaint will also be submitted to the Superintendent by the complainant. 

b. Within five (5) workdays of receiving the complaint, the immediate administrator/supervisor will 
render a decision, in writing, to the complainant and the person or persons originally involved in the 
complaint. 

c. (If applicable) After receiving the decision at Step b, the complainant may appeal the decision, 
in writing, to the appropriate director, administrator, or administrative assistant. 

d. The administrator/supervisor will, within five (5) workdays of receipt of the appeal, 
investigate and render a decision, in writing, to the complainant, the immediate supervisor, 
and to the person or persons originally involved in the complaint 

 

2.7.2 District - Level Two 
a. After receiving the decision at Level one (1), the complainant may appeal the decision, in 

writing, to the Superintendent, or official designee. 
b. The Superintendent, or official designee, will, within ten (I 0) workdays of receipt of the 

appeal, investigate and render a decision, in writing, to the complainant, the administrator, 
or immediate supervisor, and to the person or persons originally involved in the complaint. 

 

2.7.3 Advisory Committee Review - Level Three 
a. After receiving the decision at Level two (2), the complainant may appeal the decision, in 

writing, to the Superintendent or official designee, requesting a District Grievance Advisory 
Committee review. (The District Grievance Advisory Committee shall consist of four (4) 
district employees: 1) the superintendent, 2) one member selected by the aggrieved employee, 
3) one member selected by the person the grievance is being filed against, 4)and the fourth 
member being selected by the original three committee members) The Superintendent will be 
an ex-officio non voting member of the committee. If the Superintendent is party to the original 
complaint, a suitable replacement will be determined by committee members. 

b. The District Grievance Advisory Committee will, within ten (10) work days of selection, 
investigate and render a decision in writing, to the complainant and to the person or persons 
originally involved in the complaint. 

 

2.7.4 Governing Board -- Level Four 
a. After receiving the decision at Level Three (3), the complainant or the person or persons 

originally involved in the complaint may appeal the decision, in writing, to the Board of 
Trustees. 

b. The Board will schedule the matter for a review within twenty (20) workdays following 
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receipt of the appeal. The complainant shall have the right to present such witnesses and 
evidence as he/ she deems necessary to develop facts pertinent to the grievance at the 
review.  The Board will render a decision within ten (10) workdays after the review and 
such decision will be deemed final. 

 
SECTION 2.8 - REDUCTION IN FORCE 

 
The following definition and procedures shall be used for conducting a Reduction in Force. 

 
2.8.1 Definition 

As used in this policy, "certified  personnel"  shall apply  to any employee  of the District who  is 
covered by the Negotiated Agreement.  A Reduction  in Force will not be based solely on seniority or 
contract status pursuant to Idaho Code. A Reduction in Force will be applied to the Fruitland District 
as a whole. 

 
2.8.2 Procedures 

a. Prior to commencing action to terminate certified personnel contracts under these procedures, the 
Board will give due consideration to its ability to effectuate position elimination and/or reduction  
in staff by: 

1. Voluntary retirements 
2. Voluntary resignations 
3. Transfer of existing staff members 
4. Voluntary leaves of absence 

 
The Board shall provide the Association with written documentation stating the actions that were 
taken to ensure due consideration was given to each of four (4) areas identified above. 

 
b. In the event a Reduction in Force is required, certified personnel who are retained pursuant to 

these procedures may be reassigned if suitable position openings are available in instructional 
areas for which they are qualified and for which the  appropriate  administrator  has  approved  the 
transfer pursuant to Idaho Code. 

 
c. In the Board's determination as to the individuals to be released pursuant to the Reduction in 

Force, the criteria set out below will be used. Each criterion shall be considered in terms of the 
total context when selecting those employees who are to be considered for release pursuant to the 
provisions of these procedures. It is the intent 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. 
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2.8.3 Rubric 
The following rubric shall be used to determine a staff Reduction in Force. 

 

Years in a Certified Position - 1 Year =1 Pt. 
- 2 Years = 2 Pts. 
- 3 Years = 3 Pts. 
- 4-7 Years = 4 Pts. 
- 8-11 Years = 5 Pts. 
- 12-15 Years = 6 Pts. 
- 16-19 Years  = 7 Pts. 
- 20 or More Years = 8 Pts. 

Renewable Category 3 Contract Status = 2 Pts. 

Attainment of Master's 
Degree (Or 30+ credits) 

= 2 Pts. 

Overall Proficient on most recent Evaluation = 2 Pts. 

Multiple Endorsements or K-6 or K-8 Endorsement = 2 Pts. 

Teaching in a federal required subject matter 
(or deemed hard-to-fill position by the School Board) 

= 2 Pts. 

 
The lowest generated scores shall determine the staff subject to the Reduction in 
Force. A tie can be broken by: 

a. Years of service in the district 
i.  Time as a certified teacher, extracurricular advisors, coaches, and/or mentors 
ii.  Time as a classified employee prior to a certified position 
iii. Time as a paid student teacher position 
iv. Substituting-number of days divided by number of total school days or student 
contact days 

b. Overall proficient on two most recent evaluations 
c. No letters of reprimand in personnel file 

All certified personnel subject to Reduction in Force shall have the opportunity to review the 
scored rubric with the certified personnel's representative, if desired, and the building principal 
or superintendent or her/his designee. 

2.8.4 Recall Provisions 
If the contract of employment of certified personnel is terminated because of the implementation 
of a Reduction in Force, the name of the certified personnel shall be placed upon a reappointment 
list and remain on such list for a period of two (2) year(s). 
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If a position becomes open during such period, and the certified personnel has been selected by 
the Board as a person on the recall list who is qualified of holding the position, then the certified 
personnel will be notified in writing by certified mail, sent to the last known address, at least 
thirty (30) days prior to the anticipated date of employment, when possible. 

In determining whether certified personnel are qualified for reappointment, the Board shall 
consider the criteria as set forth in these procedures. The certified personnel shall accept or reject 
the appointment in writing within two (2) business days after receipt of such notification. If the 
appointment is accepted, the certified personnel shall receive a written contract within twenty 
(20) business days of receipt of the certified personnel's reply by the Board. If the certified 
personnel rejects the appointment offer or does not respond according to this procedure within 
two (2) business days after receipt of such notification, the name of the certified personnel will 
be removed from the recall list.
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SECTION 2.9 - SALARY SCHEDULE 
   

 FRUITLAND SCHOOL DISTRICT #373   
SALARY SCHEDULE 2025-2026 

 

Payscale 
Step 

2025- 
2026 

BA +24 
25-26 

Master’s 
25-26 

R1 $50,252   

R2 $50,743   

R3 $51,793   

Pl $53,402 $55,402 $56,902 

P2 $54,680 $56,680 $58,180 

P3 $56,518 $58,518 $60,018 

P4 $58,355 $60,355 $61,855 

P5 $60,193 $62,193 $63,693 

AP1 $64,427 $66,427 $67,927 

AP2 $65,968 $67,968 $69,468 

AP3 $68,068 $70,068 $71,568 

AP4 $70,168 $72,168 $73,668 

AP5 $72,268 $74,268 $75,768 

 
 

By Idaho Code, no certified personnel can be paid less than the previous year. If an 
employee falls in a cell in which salary is less than the previous year, the district will use 
discretionary funds to make the salary whole. Discretionary funds may also be used for any 
raises that are negotiated. 
 
Existing employees receiving a salary outside of the Fruitland School District #373 Salary 
Schedule, known as "Legacy Salaries", will receive a 2% increase to their base salary. Beginning 
in the 23-24 school year the "Legacy Salaries" will not apply to any future employee within 
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Fruitland School District. Movement on the Salary Schedule will remain within the schedule 
listed in this Negotiated Agreement. The "Legacy Salaries" will be considered grandfathered - no 
additional employees in FSD now or in the future, will be moved to the grandfathered "Legacy 
Salaries". 
 
Certified personnel, non-administrative employees, signing a contract with Fruitland School 
District #373 for the 25-26 school year who did not have a 22-23 contract, will be placed on the 
salary schedule listed within this Negotiated Agreement and on the rung which aligns directly to 
their Idaho Career Ladder placement. No new employees will be placed on the schedule known 
as "Legacy Salaries".  
 
All employees are to be compensated according to their placement on the 2025-2026 Salary 
Schedule, and shall be applicable to all employees, whether previously frozen on the career 
ladder or not. Professional Employees who do not meet the requirements on the Career Ladder, 
will not move a step. 
 

 

2.9.2 Former Administrator Placement on the Fruitland Certified Salary Schedule 
Certified staff members who have previously served as administrators and return to a classroom 
teaching position within the Fruitland School District shall be placed on the Fruitland Certified 

 
Salary Schedule as follows: 

 
1. The returning administrator will be granted one (1) additional step on the Fruitland Certified 

Salary Schedule for each full year of administrative service, up to a maximum of nine (9) 
years. Placement will not exceed the highest applicable step on the Fruitland Certified Salary 
Schedule AP5. 

2. Upon their return to the classroom, if the educator receives an evaluation rating of 
Distinguished Advanced Proficient in their first year back, they shall advance one additional 
step on the Fruitland Certified Salary Schedule the following year. 

3. Placement on the Fruitland Certified Salary Schedule shall follow the standard structure, with 
steps progressing from P1 through P5 and then AP1 through AP5, in alignment with the 
Fruitland Certified Salary Schedule framework and applicable state funding. 

4. This provision applies only to former administrators returning to a full-time certified teaching 
position and does not apply to classified, coaching, or former instructional roles. 

 
This clause ensures equitable recognition of administrative experience while maintaining the 
integrity of the district’s compensation structure. 

 
 
SECTION 2.10 - EXTRA-CURRICULAR SALARY SCHEDULE 

2.10.1 Purpose 
This outlines the structure and calculation method for extracurricular stipends for coaches and 
advisors. Stipends are calculated as a percentage of a designated base pay amount, which 
corresponds to the individual’s verified years of experience in extracurricular roles. 
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2.10.2 Base Pay Reference Schedule for Stipends 
Stipend amounts are determined as a percentage of the base pay listed below, based on the coach 
or advisor’s verified years of experience. 

Years of Experience Base Pay for Stipend Calculation 
0 $38,500 
1 $39,578 
2 $40,686 
3 $41,825 
4 $42,997 
5 $44,200 
6 $45,438 
7 $46,710 
8 $48,018 
9 $49,363 
10 $50,745 

Notes: - Experience is capped at 10 years for stipend calculation purposes. 
  - Years of experience are based on verified years served in extracurricular roles. 

2.10.3 Verifiable Experience for Stipend Placement 
Verifiable experience refers to paid coaching or advising experience at an accredited K–12 
school, confirmed by the individual’s previous school district(s). 

Experience Conversion Chart: 

Previous Role New Role Experience Credited 
High School Head Coach High School Head Coach 1 year = 1 year 
High School Assistant 
Coach 

High School Head Coach 2 years = 1 year 

Middle School Head Coach High School Assistant 
Coach 

2 years = 1 year 

Middle School Head Coach High School Head Coach 4 years = 1 year 
Middle School A Coach Middle School B Coach 1 year = 1 year 
Middle School B Coach Middle School A Coach 1 year = 1 year 
High School Head Coach Middle School Head Coach 1 year = 1 year 
High School Head Coach Middle School Assistant 

Coach 
1 year = 1 year 

High School Assistant 
Coach 

Middle School Head Coach 1 year = 1 year 

High School Assistant 
Coach 

Middle School Assistant 
Coach 

1 year- = 1 year 

Additional Notes: 
 - Only paid, school-affiliated experience qualifies. 
 - Club, rec, or volunteer experience does not qualify. 
 - There is no cap on verifiable experience, but stipends are capped at 10 years of 
placement. 
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2.10.4. High School Head Coach Stipend Percentages 
Position Stipend Percentage 
Football 12.00% 
Girls Basketball 12.00% 
Boys Basketball 12.00% 
Wrestling 12.00% 
Volleyball 12.00% 
Girls Soccer 10.00% 
Boys Soccer 10.00% 
Track 10.00% 
Baseball 10.00% 
Softball 10.00% 
Golf 8.00% 
Cross-Country 8.00% 
Tennis 8.00% 

2.10.5 High School JV & Assistant Coach Stipend Percentages 
Position Stipend Percentage # of Approved Assistant 

Positions 
Football – Assistants 8.00% 4 
Girls Basketball – 
JV/Assistant 

8.00% 2 (1 JV, 1 Assistant Girls) 

Boys Basketball – 
JV/Assistant 

8.00% 2 (1 JV, 1 Assistant Boys) 

Wrestling –  
JV & Assistants 

8.00% 3 (1 JV, 1 Assistant Boys,  
1 Assistant Girls) 

Volleyball –  
JV & Freshman 

8.00% 2 (1 JV, 1 Freshman) 

Soccer – JV 7.00% 2 (1 Boys JV, 1 Girls JV) 
Track – Assistants 7.00% 4 
Baseball – Assistant 7.00% 2 
Softball – Assistant 7.00% 2 
Golf – Assistant 7.00% 1 
Tennis – Assistant 7.00% 1 

2.10.6 Middle School A Team Coaches 
Position Stipend Percentage # of Approved Positions 
Football 6.00% 2 
Boys Basketball 6.00% 2 
Girls Basketball 6.00% 2 
Wrestling 6.00% 2 
Volleyball 6.00% 2 
Track 6.00% 1 
Baseball 6.00% 1 
Softball 6.00% 1 
Cross-Country 6.00% 1 
Tennis 6.00% 1 
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2.10.7 Middle School B Team Coaches 
Position Stipend Percentage # of Approved Positions 
Football 5.00% 2 
Boys Basketball 5.00% 2 
Girls Basketball 5.00% 2 
Volleyball 5.00% 2 
Track 5.00% 1 
Baseball 5.00% 1 
Softball 5.00% 1 
Tennis 5.00% 1 

2.10.8 Advisor & Activities Stipend Percentages (Experience-Based) 
These roles follow the same years-of-experience-based stipend model used for coaching 
positions. 
Position Stipend Percentage 
HS Cheer – Head Coach 12.00% 
Music Theater Director 4.00% per production (max 3 per year) 
HS Cheer – Assistant Coach 8.00% 
Band – Assistant 7.00% 
Band – Visual 7.00% 
Band – Color Guard 7.00% 
Band – Percussion 7.00% 
ASB Advisor 6.00% 

Note: Music Theater Directors must notify the district office of how many productions they 
plan to direct prior to signing their contract. 

2.10.9 Fixed Stipend Roles (Not Experience-Based) 
These stipends are fixed to the Year 0 base pay and do not change with years of experience, but 
they will adjust as the stipend schedule is revised. 
Position Stipend Percentage (Fixed to Year 0) 
Summer Conditioning 6.50% 
MS Athletic Director 6.00% 
HS Assistant Athletic Director – Fall 3.00% 
HS Assistant Athletic Director – Winter 3.00% 
HS Assistant Athletic Director – Spring 3.00% 
HS Yearbook 3.00% 
MS Band 3.00% 
MS Academic Bowl 3.00% 
ES Honor Choir 3.00% 
MS Yearbook 2.50% 
ES Yearbook 2.00% 
Co-Curricular Clubs 1.00% 

Notes: - These stipends are fixed to Year 0 of the base pay schedule and do not increase with 
experience. 
 - The HS Athletic Department will contribute $1,500 annually toward the total cost of the 
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three seasonal Assistant Athletic Director positions. The district will cover the remaining 
balance. 

-Co-curricular clubs must be approved by building administration and/or district 
leadership before being recognized. Requests for stipends for advising these clubs must be 
submitted to the extracurricular committee for review and board recommendation by February 
1st.  

2.10.10. Schedule Review & Request Process 
The district will have an extra-curricular committee to meet that will work in accordance 
with the Fruitland School District’s Extra-Curricular policy.  The formation of this 
committee will consist of two board members, the athletic director, one coach representing 
non-district employee coaches, one coach representing assistant coaches, one coach 
representing varsity coaches, and one extra-curricular activity advisor, with at least one 
member from the Association. The committee will meet as needed throughout the school 
year, and will submit any recommendations to the School Board no later than February 
28th. This could be subject to change based on the budget, recommendations by the extra-
curricular committee, and/or the school board. 

 

Key Points: - All changes must follow proper district channels. 
  - No adjustments to stipend percentages, roles, or placement will be made without  

committee review and board-level approval. 
 

*Certified employees receiving an existing extracurricular stipend will have that amount Frozen 
at the amount they are receiving during the 24-25 school year. This amount will remain the same 
until the employee leaves that position, or would stand to make more on the 25-26 
extracurricular salary schedule.  

*If an employee leaves that position and chooses to return at a later time, they will be placed on 
the appropriate position on the 25-26 extracurricular salary schedule.  

 
 

SECTION 2.11 CONTRACT DAY 
 
The contract day will be determined by the bell schedule of the building into which the 
individual is assigned to work. The total in-school workday shall consist of no more than 9 
hours. The designated “Comp Days” will be used in exchange for hours worked outside the nine-
hour maximum work day expectation for Parent/Teacher Conferences. 

  
It is expected that certified personnel and administrators work together to provide reasonable 

      flexibility to the daily hours to accommodate the administrator’s  and certified personnel’s needs. 
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SECTION 2.12 DURATION AND ACCEPTANCE 
 
2.12.1 Duration 

Should the state change allocation in the funding to FSD in FY26, in areas affecting Article 2, 
section 2 of the Negotiated Agreement, after parties have negotiated and reached a previous 
agreement, this Negotiated Agreement will re-open if mutually agreed upon by both parties. 

 
This Collective Bargaining Agreement shall become effective as of July 1, 2025 and shall 
remain in force until June 30, 2026. No successor Collective Bargaining Agreement shall be 
effective until signed by both parties. 

 
 

2.12.2 Acceptance 
 

FRUITLAND EDUCATION ASSOCIATION FRUITLAND, IDAHO 
 
 

        
       _______________________________________                          ______________ 
        President, Fruitland Education Association  Date  
 
      
 
 

BOARD OF TRUSTEES FRUITLAND SCHOOL DISTRICT #373 FRUITLAND, IDAHO 
 
 
 
 
       ________________________________________     _______________ 
      Chairman, Board of Trustees     Date 
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