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Negotiated Agreement For 2014-2015

1t is hereby agreed that the follov&ing points have been negotiated and accepted by the
MEA-MFT Local #4476 of the Three Forks Public Schools Jaculty grades

K through 12.
A, BASIC AGREEMENT

1. The school years will consist of 187 days, 180 of those student instructed and 7
days of P.LR. times. The teacher work day is from 8:00 a.m. to 3:45 p.m. Monday
through Thursday with the exceptions of Fridays. On Fridays, or when school is
dismissed early, teachers may leave afier the school buses depart. Teachers who
teach a zero hour period will have a word day from 7:10 a.m. to 2:55 p.m.
Monday through Thursday. On Fridays these teachers will be allowed to leave at

1:40 p.m.

2. Duration of the agreement will be one (1) year for salary, language, and
benefits.

3. That any grievance by a faculty member be resolved in the Jollowing
order: school principal, superintendent, and school board,

SALARY

1. Base salary will be from the attached salary schedule.
For 2014-2015, the base salary will be $28,600.

There will be 10 steps for B.A.; 12 steps for B.A.+10/15; 21 steps for B.A.+20/3 0;
24 steps for B.A.+30/45; 24 steps for B.A.+40/60; 24 steps for M.A.; 24 steps for
MA.+10/15; and 24 steps for M.A.+20/30.

2. In the event that the Montana Legislature provides more monies Jor schools,
either party may give notice within ninety (90) calendar days afier such enactment
of its intention to renegotiate the impact of these changes.

If a session of the legislature enacts a statewide K-12 Public Health Insurance
Program during the term of this agreement, either party may give notice within
ninety (90) calendar days after such enactment of its intention to renegotiate the
impact of these changes.
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3. Teachers with 0-2 years of experience with be paid as if they have two years of
experience and will be allowed to progress down the matrix for each year of

experience.

4. Teachers with 10(ten) years of teaching experience will enter the salary
schedule at the ten year level.

3. Teachers planning on moving across on the salary schedule with additional
education credits must notify the superintendent in writing by March 1% of the
Yyear prior to the move.

6. Extra duty pay for the year 2014-2015 will be based on the salary base
of $28,600.

7. Teacher or coaches who voluntarily drive buses for their activity will be
paid for their actual driving time at 9.00 per hour, or $15.00 minimum-
whichever is greater-upon presentation of claim to the high school office.
Coaches and teachers will not be paid the above rate Jor driving bus during
school hours for their activity. (8:00 a.m. to 3:45p.m.)

8. Drivers’ Education instructor is to receive a percentage increase in pay on
hourly wage as teachers’ base percentage increases, beginning with the base
of the 1994 - 95 school year which is $14.42.

9. O(zero) period pay adjustment: If a teacher has a Jull schedule during the
regular work day of 7 class periods with one being a preparation period, a pay
adjustment will be prorated based on the salary of the teacher involved. Definition
of full schedule is a teacher who has an average of 286 student contact minutes
per day (this would allow 60 minutes prep excluding a normal lunch period). The
typical 6-12 teacher has an average of 49.4 minutes of preparation per day. See
the attached sheet for zero hour calculation, -

10. Extra-Curricular changes starting with 2006-2007 school year:
a. increase head golf coach from 7% to 10% of base.
b. increase assistant golf coach from 5% to 6.5% of base.
c. increase athletic director from 15% to 17% of base.
d. add Junior High Cheerleading ( three seasons at 3% per season).
e. AP/Dual credit teacher receive 4% of base pay per class per year.
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J- National Teacher Board Certification will receive 4% of base pay per year
the certificate is current. * Three Forks School District will pay $1300.00
to off set the cost of the certification based on MEA-MFT contributions
upon completion of the certificate.

8. Assistant FCCLA Advisor will receive 3% of base.

h. Head Advisor for Student Council will receive 4% of the base.

i. Add Assistant Speech/Drama Coach at 9% of base.

J. Add Honor Society Advisor at 3% of the base.

11. Longevity Pay: At the beginning of 26 plus years of service to the school district,
each employee shall receive an additional two(2) percent to his/her

negotiated salary.

C. NEGOTIATIONS

1. School District J-24 trustees and administrators will engage in no

individual negotiations with professional staff members. All negotiations,
excluding retirement options, will be conducted with the official teachers’
organization, known as the MEA-MFT Local 4476 Unit of the Three Forks School
Faculty K-12, hereafier known as the Unit.

2. Appropriate Unit Definition: “The appropriate unit consists of all employees
who are certified in Class 1,2,4,5, 6, or 7 as provided by Section 20-4-106 MCA, as

well as a licensed Speech Therapist.”

3. Employee Definition: “Unless otherwise indicated, the term ‘employee’, when
used hereinafier in this agreement shall refer to all employees in the appropriate
unit as above defined.”

4. In future years, both sides must come to the first 11ceting with their
written proposal to exchange.
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D.

HEALTH INSURANCE

1. For the 2014-2015 school year, the school district will contribute $572.00 per
month toward health insurance coverage per contract.

2. Anyone currently covered by school health insurance is to have a vote on the
Insurance Carrier and Coverage.

3. The difference between the district’s health insurance contribution and the
actual cost of the health plan shall go into a qualifying Health Savings Account

(HSA).

LEAVES

1. Leave of Absence: Requests for Leave of Absence will be directed to the
Superintendent for presentation to the Board of Trustees for final
determination.

Tenured teachers of the Three Forks School District may request one (1) year
leave without pay for the purpose of earning additional college or university
graduate credits in their major teaching field, for family planning or activity
which in the opinion of the Board of Trustees would result in benefit to the
school system.

Not more than two (2) teachers shall be granted leaves in any one () year,
and, if necessary, a priority system based on length of service shall be
Jollowed.

Teachers will not receive salary or Jringe benefits during their leave of

absence. Vertical advancement on the salary schedule will not be given. The
teacher will return at the same level of salary he/she would have received had not
the year of leave intervened. However, horizontal advancement will be

allowed for graduate credits earned in the teacher’s teaching field.
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All requests for leave shall be in writing and shall supply complete information
regarding the reason for the leave and the dates Jor which the leave is desired.
Requests for Leave of Absence shall be in the Superintendent’s Office on or before

March 15"

It is the responsibility of the staff members on leave to notify the Superintendent on
or before April I concerning acceplance or rejection of his or her position with
the district for the ensuing school year. Insurance will not be provided during the

employee’s Leave of Absence. Teachers may continue in the insurance program
during the Leave of Absence if they pay the full premium.

2. Sick Leave: Ten (10) days annually at full salary will be provided each teacher
Jor personal illness or disability, personal medical appointments, quarantine or
communicable disease, maternity or illness in the immediate Jamily. Immediate
Jamily is defined as spouse, children, siblings, parents, or other dependents living
within the household. At the discretion of the superintendent, teachers can use up
to five (5) days annually for illness of a grandparent.

Unused days of leave each year will be allowed to accumulate up to 60 days.
Teachers out of sick leave may take thirty (30) more school days as sick leave if
they pay their substitute.

A teacher will receive a flat 75% of substitute pay for any unused sick leave when
they leave the district, unless being accumulated. Unused, non-accumulated
personal leave will revert to sick leave annually.

Those who have already accumulated their sixty (60) days will receive 75% of
substitute pay for unused sick leave at the end of the school year (ten days
maximum). Those who have already accumulated their sixty (60) days will receive
100% of substitute pay for unused personal leave at the end of the year (five days
maximum,).

Teachers will be allowed to transfer sick leave to any staff member (classified or
certified) if they so wish. Written notice will be presented to the office by the
person relinquishing sick leave days. Recipient must have exhausted his own sick
leave and must exhaust all donated leave by year end. Each teacher may donate
no more than two (2) days sick leave per year.
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3. Maternity Leave: A teacher may use his or her unused sick leave to receive a
child through an adoption agency.

4. Bereavement Leave: Five days at full salary will be allowed each teacher for
each death in the immediate family. Immediate Jamily is defined as spouse,
children, parents, siblings, grandparents, in-laws, aunts, uncles, and/or
grandchildren. Additional leave may be granted at the discretion of the
Superintendent. Discretion of the superintendent to include the number of days

allowed and/or the definition of immediate Sfamily.

5. Professional Leave: Temporary leave at Jull salary is provided each teacher for
visitation of other schools, attendance at education conferences, serving on
committees, and other such meetings approved by the Superintendent. The School
District will pay mileage for two professional days up to three hundred (300)

miles, round trip from school.

a. Coaches Professional Leave: Head coaches, and one assistant, will be
allowed one (1) extra day professional leave Jor coaching clinics. Mileage
up to 300 miles will be paid at the current rate Jor one car per sport.

6. Leave for Civic Duties: T emporary leave at full salary will be provided each
teacher for jury duty, court appearances as a witness and Jor worthy community
service as determined by the administration.

Any monies received for these services, above actual expenses, will be turned over
to the School District.

7. Personal Leave: Five (5) days personal leave at full salary will be provided
each teacher for personal reasons which require the teacher’s absence during
working hours. Except in cases of emergencies, two days (48 hours) advance
notice of intent to use personal business days will be given the administration.
Additional leave may be granted at the discretion of the Superintendent.

F. TEACHER ANNUITY PROGRAMS
1. The Board agrees to participate in Teacher Annuity Programs with the
Jollowing stipulations:
a. Teacher to notify the Clerk and complete the necessary paperwork before
his or her first pay check in the 2014 - 2015 school years.
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b. The Board will participate for the 2014- 2015 school years with no limit
on the different companies to be chosen as long as stipulation (a) in the
negotiated contract has been achieved.

G. TEACHER CONVENTION REIMBURSEMENT

1. Each teacher attending an out of town convention or workshop during
MEA/AFT week will be paid $200.00. Conventions and workshops must be
approved in advance by the Superintendent. Teachers will be paid the $200.00
prior to the teacher’s convention or workshop they attend and must bring back
proaof of attendance.

2. Substitution for MEA Conferences: Teachers who attend two days of
workshops and/or conferences during the summer, may substitute those two days
Jor the two days of MEA conferences in the Jall. Each teacher must have approval
Jrom the superintendent and verification of attendance in order Jor the substitution
to be valid. If a teacher elects this option, then the $200.00 normally given to
teachers for attending MEA conferences will be waived,

H. RETIREMENT INCENTIVE PLAN
Any teacher entering School District J-24 is eligible for retirement after they have
completed fifieen years of service in District J-24.

Teachers having 25-26 years credit with TRS are eligible for fifieen (15)
continuous years of health insurance coverage through the district’s regular

group plan.

Teachers having 27-28 years credit with TRS are eligible for ten (10) continuous
years of health insurance coverage through the district’s regular group plan.

Teachers having 29 or more years credit with TRS are eligible for five (5)
continuous years of health insurance coverage through the district’s regular plan.

If the yearly insurance cost of the plan the teacher qualifies for exceeds the $2,200
maximum, the teacher must pay the excess amount over 82,200. This excess
amount must be paid by January 30" If the payment is not received by January
30" the District shall have the option to terminate the beneficiary from the
retirement plan after the district has met its $2,200 yearly contribution.
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Teachers who elect to retire under the plans or special options contained herein,
shall notify the Superintendent of School District J-24 in writing prior to January
10" of the school year in which they elect to retire.

Once a teacher reaches the full legal federal retirement age, they will no longer
receive the $2200 a year health insurance benefit.

If a retiree elects an insurance carrier other than the districts, the district shall
pay the rate equal to the rate that the teacher would be eligible for under the
districts group plan to a maximum of $2,200 per year. Once the retiree leaves the
district group, they cannot come back into the district group plan.

a. Death of Retiree: In the event of the death of the retiree, his/her spouse
shall continue to receive the benefits until the plan the retiree selected has
been met (15, 10, or 5 years).

b. Divorce: In the event the retiree is legally divorced, the district will then
pay the rate (single or family) that the retiree then is eligible for. This
agreement of retirement benefits shall not restrict the district from making
individual teachers other retirement options as the district sees fit. An
individual teacher has the option to waive his/her regular retirement
benefits and accept another plan offered by the district.

A Grievance

1. Definition

a. A grievance is a claim by a staff member alleging a violation,
misinterpretation or a misapplication of the provisions of an appropriate
collective bargaining agreement or of district policies and procedures. A
grievance must cite the specific language allegedly violated, misinterpreted
or misapplied, and a suitable remedy must be identified.

b. A grievant is a teacher, group of teachers, or the Association filing a
grievance.

c. Days shall mean workdays as identified on the school calendar. These
workdays are all weekdays, Monday through Friday, exclusive of school
district and legal holidays.
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2. Representative

a. The teacher, administrator, or School District may be represented
during any step of this procedure by any person or agent designated by
such party to act in his/her behalf

b. No reprisal shall be taken against any person because of participation
in a grievance procedure as herein outlined. No employee involved in the
investigation, processing or hearing of any grievance shall be denied
release time from ordinary duties or otherwise suffer any loss of salary or
benefits in respect to the grievance processing.

3. Time Limit

a. All grievances occurring within the time period covered by the Master

Agreement must be filed in writing within twenty (20) days of the
occurrence of the incident, which initiated the grievance, or the date the

grievant should have been aware of the incident.

b. Failure to file within twenty (20) days will result in the grievance being
Jforever waived.

c. Failure of the grievant to move the grievance from one step to another in
a timely fashion will cause the grievance to be Jorever waived,

4. Purpose
a. The purpose of this procedure is to secure at the lowest possible level

solution to grievances which may arise Jrom time to time.

b. Nothing herein contained shall be construed as limiting the right of any
teacher having a grievance to discuss the matter informally with any
appropriate member of the administration or having the grievance adjusted
without intervention of the Association provided the adjustment is not
inconsistent with the terms of this Agreement.

10
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5. Procedure

a. 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 reasonable efforts should be made to expedite the process.
The time limits specified may, however, be extended or reduced by mutual

agreement in writing.

b. Level - I The grievant shall first present the grievance to his/her
supervisor or a designee on the administrative level with the objective of
resolving the matter informally. Afier the grievance is presented, the
supervisor shall have ten (10) days to respond in writing to the grievant,

¢. Level - 2 If the matter is not resolved at Level I, the grievant, may within
ten (10) days afier receiving the decision at Level 1, appeal the grievance
in writing fo the Superintendent. The Superintendent shall arrange for a
meeting with the grievant and the Association to take Place within five (5)
days afier the receipt of the written grievance. Within Jive (5) days after
the meeting, the Superintendent shall give a written decision on the
grievance (o the parties involved,

d. Level - 3 [f the grievance has not been resolved at Level 2, the grievance
may be appealed in writing to the School Board within ten (10) days after
receiving the decision at Level 2. The School Board shall hear the
grievance within ten (10) days. Upon conclusion of the hearing, the Board
will have five (5) days to issue a decision on the grievance in writing to the
parties involved.

J- Level - 4 If the grievant is not satisfied with the decision at Level 3, the
grievant may Appeal the decision to a neutral arbitrator whose decision
will be final and binding.

J.  Arbitration

1. Procedure: In the event the parties are unable 1o resolve a grievance, it may be
submitted to arbitration as defined herein, provided a notice of appeal is filed in
the office of the Superintendent within ten(10) days of the receipt of the decision of
the School Board in Level 3.

11
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2. Selection of Arbitrator: Within ten (10) days after submission of the grievance
to arbitration under the terms of this procedure, the Association will request from

the Board of Personnel Appeals, a list of five (5 ) qualified arbitrators who are
member of The American Arbitration Association. Each party shall alternately
strike names from the list, and the name remaining shall be the arbitrator. There
will be a coin to determine who strikes first.

3. Hearing: The grievance shall be heard by the single arbitrator and the parties
shall have the right to a hearing at which time both parties will have the
opportunity to submit evidence, offer testimony, present witnesses, and make oral
and written arguments before the arbitrator.

4. Decision: Decision by the arbitrator, in the case presented before him/her,
shall be final and binding upon the parties.

5. Expenses: The fees and expenses of the arbitrator and the arbitration hearing
shall be divided equally between the Association and the School District. Each
party will be responsible for their own expenses. If a motion to vacate the
arbitrator’s award is entered in a court of competent jurisdiction, and the
Initiating party does not prevail in the litigation, such party shall bear the costs of
such action including, but not limited to, the adverse party’s court costs, legal
Jees, interest on monetary awards, and other related expenses incurred as a result

of defending such action.

6. Jurisdiction: The arbitrator shall have Jjurisdiction over disputes of
disagreements relating to grievances properly before the arbitrator pursuant to
the terms of this agreement. The Jurisdiction of the arbitrator shall not extend to

proposed changes in terms and conditions of employment as defined herein and
contained in this written Agreement.

12
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7. Election of Remedies: The Association and/or teachers instituting any action
proceeding or complaint in a federal or state court of law or before an
administrative tribunal, federal agency, state agency or seeking relief through any
statutory process for which relief can be granted the subject matter of which may
constitute a grievance under this Agreement, shall immediately thereupon waive
any and all rights to pursue a grievance under this Contract. Upon instituting
proceedings in another form as outlined herein, the teachers and the Association
waives all rights to initiate a grievance pursuant to this Agreement or if the
grievance is pending in the grievance procedure, the right to pursue it further
shall be immediately waived. This section does not apply to claims for
unemployment or workers’ compensation benefits or an action compelling
arbitration as provided in this Agreement or enforcing the Arbiter’s award.

8. Personnel Files: All document, communications, and records dealing with the
processing of a grievance shall be filed separately from the personnel files of the

participants.
K. Evaluation

Tenure Teachers
A formal written evaluation shall be made Jor all tenured teachers at least every other

year of employment.

Non-Tenure Teachers
At least two formal written evaluations shall be made Jor all non-tenure teachers each

year.

(1) All teachers shall, at the time of employment or no later than September 30" of each
school term be advised as 1o the evaluation process provided by the collective
bargaining agreement between the Unit and School District No. J-24 and any
elaborations therein which will be used by individual buildings or departments.

(2) In any year in which a teacher is being evaluated, a pre-observation conference shall
be held between the teacher and the evaluator so that the evaluator can be apprized
of a teacher s objectives, methods and materials Planned for at least the minimum
number of required scheduled observations specified by the contract. This shall not
preclude additional scheduled as well as unscheduled observations, whether for a
portion or all of a lesson or period or longer.

13
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(3) Following a scheduled observation, the evaluator shall schedule a post-observation
conference with the teacher and shall submit and discuss with the teacher a written
observation summary. A summary evaluation, including but not limited to scheduled
observations, shall be prepared and discussed with the teacher. This may or may not,
at the election of the principal, be the same document as the post-observation

summary.

(4) Should deficiencies be observed in the performance of a teacher, the evaluator shall
Dprovide the teacher with specific, written recommendations Jor improvement and
with assistance to implement the recommendations. A plan for improvement of
professional performance shall be written as soon as practical.

(3) The Superintendent shall be notified in any instances in which deficiencies are
observed in the performance of a teacher and Jor which there is need to provide the
teacher with a plan for the improvement of professional performance. The
Superintendent and the evaluator shall determine the length of the plan and the time

line of assessment.

(6) The evaluator shall keep the Superintendent apprized of progress or the lack of
progress on a regular basis. '

(7) All teachers’ evaluations are due in the Superintendent’s office no later than May I*
This is not intended to preclude additional scheduled or unscheduled observations

thereafter.

(8) All evaluations which could lead to the non-renewal of a tenure teacher should be
delivered to the Superintendent no later than May 1", although in these instances
1o, the process of evaluation may continue, with the prior knowledge and approval
of the Superintendent.

(9) Formal written evaluations shall be made Jor all tenure teachers at least every year
of employment. The Director of personnel shall provide each principal and/or
supervisor a record of the evaluation status of individual assigned to his/her building
prior to September 30" of each year.

(10) Formal written evaluations Jor tenure teachers not leading to non-renewal should
be submitted to the Superintendent prior to May 1” of each year. By statute, tenured
teachers whose contracts are being non-renewed must be notified by June 1* and
have certain other specified rights as well,

14
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(11) Any principal or supervisor, as well as the Superintendent, may consult with the
Director of Personnel on evaluative questions at any time. Employees, too, may
consult with the Director of Personnel in evaluation questions.

Notification of tenure teacher reelection-acceptance. (State Law 20-4-205 )

(1) The trustees shall provide written notice by June I* to all teachers who have
reelected. Any teacher who does not receive notice of reelection or termination is
automatically reelected to the ensuing fiscal year.

(2) Any teacher who receives notification of reelection for the ensuing school fiscal year
shall provide the trustees with written acceptance of the conditions of the reelection
within 20 days after the receipt of the notice of reelection, and failure to notify the
trustees within 20 days constitutes conclusive evidence of the teacher’s non-acceptance
of the tendered position.

Notification of non-tenured reelection-acceptance or termination. (State Law 20-4-206)

(1) The trustees shall provide written notice by June 1% to each non-tenured teacher
employed by the district regarding whether the non-tenure teacher has been reelected
Jor the ensuing school fiscal year. A teacher who does not receive written notice of
reelection or termination is automatically reelected for the ensuing school fiscal year.

(2) A non-tenure teacher who receives notification of reelection for the ensuing school
Jiscal year shall provide the trustees with written acceptance of the conditions of
reelection 20 days after the receipt of notification of reelection. Failure to notify the
trustees within 20 days constitutes conclusive evidence of the non-tenure teacher’s
non-acceplance of the tendered position.

(3) Subject to the June I notice requirements in this section, the trustees may non-renew

the employment of the non-tenured teacher at the conclusion of the school fiscal year
with or without cause.

15
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L. Personnel Records

Employee’s Access to Personnel Files

Any employee has the right to examine and copy materials Jrom and/or have copies made
of his/her personnel file during regular business hours.

The Superintendent or other designee must be present when an employee is given access
to his/her personnel file in order 1o offer the emplayee assistance and interpretation of

material contained in the file.
Access by Others to a Personnel File

In addition to the Superintendent, or other designee, a committee or member of the
Board, when authorized through Board action, may have access to cumulative personnel
files. Counsel retained by the Board of the employee shall also have access to the
cumulative personnel file when specifically authorized by the Board or Superintendent

respectively.

Any person authorized by a valid court order shall have access to personnel files.

Principals and/or immediate supervisors may examine the files of staff employed under
their supervision.

Contents of Personnel Files

A personnel file may contain, but is not limited to, transcripts from college or
universities, information allowed by statute, a record or previous employment (other than
college placement papers for periods beyond active candidacy for a position),
evaluations, copies of contracts, and copies of letter of recommendation requested by an
employee. All material in the personnel file must be related to the employee’s work,
position, and salary or employment status in the district.

16
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No material derogatory to an employee’s conduct, service, character, or personality shall
be placed in the file unless it is signed by the author, and unless the employee has had an
opportunity o read the material. For the latter purpose, the Superintendent shall take
reasonable steps to obtain the employee’s initials or signature verifying the employee has
received a copy of the material. If the employee refuses to sign the document indicating
they have had an opportunity to read it, the Superintendent will place an addendum to the
document noting that the employee was given a copy but refused to sign. The
Superintendent will date and sign the addendum. The employee has the right to have a
written rebuttal placed in the file within thirty days.

M. Assignments, Reassignments, Transfers

Staff shall be subject to assignment, reassignment, and/or transfer of position and duties
by the Superintendent, such assignment to be according to law and the policies and
procedures of the District. Teachers shall be assigned at the levels and in the subjects for
which their certificate is endorsed. No staff member shall be placed in any position where
direct administrative or supervisory authority is exercised by his/her spouse or by any
other relative residing in the same household.

Teaching

All teachers shall be given notice of their teaching assignments relative to grade level,
building and subject area prior to the beginning of the school year. All employees of the
District who accept extracurricular activities as a contract obligation must honor this
obligation as a condition of employment unless released Jrom the responsibility by the
Board.

When a teacher is re-elected, he/she may be assigned to the same position if
circumstances permit. If a transfer is necessary, it will be within the teacher’s teaching

endorsements.

In the event that changes in assignments are necessary because of unforeseen
circumstances, affected teachers and their bargaining agent, shall be given notice.

17
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Provisions governing vacancies, promotions and voluntary or involuntary transfers may
be found in (a) negotiated agreements or employee handbooks, or (b) other personnel
policies specifically adopted by the Board of trustees. Generally, requests for transfers
within the teaching areas should first be submitted to the Personnel
Office/Superintendent in writing by March I*. Final placement of any employee will be
made by the Superintendent.

Assignment and/or reassignment of teachers and all other personnel shall be a
management function limited only by the specific contractual language in negotiated

agreement.

Voluntary Transfer

The district shall provide an opportunity for a staff member to apply for a transfer to
another position if vacant. Factors considered when deliberating transfer request shall

include, but not limited to:

1. The educational programs, instructional requirements and best interests of the
District.

2. The staff member’s background and preparation for the position
(qualifications, skills, and abilities)

3.The availability of other equally or better qualified applicants from within or
outside the district.
The Superintendent shall be responsible for the Jfinal decision regarding transfers and

work assignments of all staff members.

Involuntary Transfers

The right of assignment, reassignment, and transfer shall remain that of the District.
Written notice of a reassignment or involuntary transfer shall be given to the employee.

Opportunity shall be given for the staff member to discuss the proposed transfer or
reassignment with the Superintendent and or his/her designee.

Current collective bargaining agreements may interpose additional provisions with
regard fo involuntary transfers or reassignments.

18
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N. Reduction in Force Policy (RIF)

The District acknowledges the value and necessity of maintaining continuity in its
educational program and staff’

Upon identification of the District’s programs and services to be provided each year if
staff reduction is required, the procedure set forth in this article shall be implemented.

Nothing in this article shall be construed to limit the authority of the school district to
determine the number of employees, the establishment and priority of programs or the
right to reduce staff.

Definitions:

Qualified: Qualified means that tenured teacher who is certified by the State Department
of Public Instruction to teach in a particular subject matter category or grade level and
who has taught in such subject matter or grade level with the school district Jfor the

passed five years.

Subject Matter: Subject matter shall mean such categories as determined by the State
Department of Public Instruction for certification purposes.

Grade Level: Grade level shall apply to the present educational configuration K-9, 9-12,
and mean such grade level as the teacher is qualified for and has taught in Three Forks

Schools.

Seniority: Seniority shall mean the number of days of continuous service of the regular
school year (187 days) excluding summer session and extended employment commencing
with the first day of actual service in the school district including authorized leave of
absence, that one recognized on the salary schedule, for advancement. The number of
days for a part-time teacher will be calculated on a pro-rated basis.

19
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Procedures: Employees with contracts will not be laid off during the time in which an
individual contract is in effect. In the event of a staff reduction, the district shall provide
written notices to all affected employees on or before April 1 of the school year the
subject area or grade level to be affected by the staff reduction. In the event of a special
levy failure, this notification date may be changed.

Necessary staff reduction will be achieved through the following steps:

A. Normal attrition from retirement and resignations.
B. Part-time non-tenured teachers in the area affected will be reduced first.
C. If further reductions are required, full time non-tenured teachers will be reduced next.

Determination of those to be retained shall be based upon certification, qualifications
(level of education and teaching experience) and ability to perform the work. These
Jactors being equal, seniority shall govern,

C. If further reductions are required, tenure teachers will be reduced in order of inverse
seniority within the subject matter category or the grade level as defined.

D. A teacher may exercise his/her seniority outside the category of his/her present
emplayment only if he/she is qualified in another category as defined on page one of

RIF.

In the event that administrative positions are eliminated or persons holding such
positions are displaced the person holding such a position shall be considered for
retention as a teacher under the condition of seniority as described on page one of RIF.

In determining the list of seniority, an employee whose employment has been legally
completed by resignation or terminated, but whose employment was subsequently
reinstated without interruption, shall be deemed to be continuous service.

In the event that Seniority is equal, seniority shall be determined by first, total number of

years teaching experience that is considered applicable for contract determination, then
second, advance professional preparation.

20



Negotiated . <014-2015

Loss of Seniority

A teacher shall lose his/her seniority for any of the following reasons:

1. If he/she is dismissed and not subsequently reinstated,

2. If he/she retires.

3. If he/she resigns and is not subsequently reinstated.

4. If he/she overstays a leave of absence without obtaining an extension of leave.

In accordance with the provisions of Section 20-4-204, MCA, the school board shall hold
a hearing before reducing or lerminating the employment of any tenured teacher. In
accordance with the provisions of 20-4-206, MCA, the requirements of this policy do not
apply to the non-renewal of a contract of a non-tenured teacher.
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Chairperson, Board of Trustees
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: Pres\iden)), MEA-MFT Local #4476
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Three Forks Schools
2014-2015 Extra-Curricular Salary Schedule

28,600
Title % Base (528,600 Base)
ATHLETIC DIRECTOR 17.00% S 4,862.00
HEAD BASKETBALL 14.00% S 4,004.00
HEAD SPEECH/DRAMA 14.00% S 4,004.00
HEAD FOOTBALL 13.00% S 3,718.00
HEAD VOLLEYBALL 13.00% § 3,718.00
MUSIC DIRECTOR 13.00% $ 3,718.00
HEAD TRACK 11.00% $ 3,146.00
HEAD CROSS COUNTRY 11.00% $ 3,146.00
HEAD GOLF 10.00% $ 2,860.00
ASST. BASKETBALL 9.00% S 2,574.00
ASST. SPEECH/DRAMA 9.00% S 2,574.00
ASST. FOOTBALL 8.00% $ 2,288.00
ASST. VOLLEYBALL 8.00% S 2,288.00
ASST, TRACK 7.00% $ 2,002.00
ANNUAL STAFF ADVISOR 7.00% S 2,002.00
MUSIC ACCOMPANIST 6.50% S 1,859.00
ASST. GOLF 6.50% S 1,859.00
FCCLA ADVISOR 6.00% S 1,716.00
JR. HIGH BASKETBALL 6.00% $ 1,716.00
JR. HIGH FOOTBALL 6.00% S 1,716.00
IR, HIGH VOLLEYBALL 6.00% $ 1,716.00
JR. HIGH TRACK 6.00% S 1,716.00
CHEERLEADING (ONE SEASON) 5.00% $ 1,430.00
BPA ADVISOR 4.00% S 1,144.00
A.P./DUEL CREDIT CLASS 4.00% S 1,144.00
NATIONAL TEACHER CERTIFICATION 4.00% S 1,144.00
STUDENT COUNCIL ADVISOR 4.00% S 1,144.00
9TH GRADE ADVISOR 3.00% S 858.00
10TH GRADE ADVISOR 3.00% S 858.00
11TH GRADE ADVISOR 3.00% $ 858.00
12TH GRADE ADVISOR 3.00% S 858.00
CLASS PLAY (2) 3.00% S 858.00
JR. HIGH PLAY (2) 3.00% § 858.00
HONOR SOCIETY 3.00% S 858.00
SCIENCE CLUB ADVISOR 3.00% S 858.00
STUDENT STORE ADVISOR 3.00% S 858.00
ACADEMIC OLYMPICS 3.00% S 858.00
ELEMENTARY MUSIC DIRECTOR 3.00% S 858.00
JR. HIGH CHEERLEADING 3.00% S 858.00
FCCLA ASSISTANT ADVISOR 3.00% S 858.00
ASST. HONOR SOCIETY 3.00% S 858.00
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