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PREAMBLE

This Agreement is effective July 1, 2022, by and between the Jaffrey-Rindge Cooperative School Board,
Jaffrey, New Hampshire, (hereinafter the “Board”) and the Jaffrey-Rindge Education Association
(hereinafter the “Association”). Pursuant to RSA 273-A, the Board has the obligation and authority to
bargain in good faith with the Association as the representatives of the employees of the District included in

the unit as set forth in Article 1, The Recognition Clause.

ARTICLE 1
RECOGNITION

1-1 The Board recognizes the Association as the exclusive representative of all permanent teachers
employed by the Jaffrey-Rindge School District for the purpose of negotiating with the Board with
respect to the negotiable subjects specified in Article 3 of this Agreement. During the term of this
Agreement, the Board agrees not to negotiate with any teacher or any teacher organization other

than the designated unit in regard to any matter subject to negotiation. This shall not prevent the
Board from communicating or consulting with any individual teacher or group of teachers for any
purpose the Board deems desirable in the discharge of its responsibilities.

1-2 The Association agrees to represent equally all such teachers in these negotiations and in the
administration of any agreement reached, without discrimination and without regard to
membership in the Association,

1-3 The term “teacher” as used in this Agreement shall mean a professional employee of the Jaffrey
Rindge Cooperative School District under individual contract for the school year, whose position
requires certification by the State Board of Education as a professional engaged in teaching or
employed as a guidance counselor, specialist, or nurse. Superintendents, assistant
superintendents, principals, assistant principals who are certified administrators and work more
than 50% of the day in administration, directors of instruction, instructional coordinators,
substitute teachers, teacher aides, secretaries, clerks, custodians, business administrators, or
other persons employed by the State Board of Education and all other employees of the Jaffrey
Rindge Cooperative School District are excluded from this definition of ‘teacher” and from the
bargaining unit by mutual agreement.

ARTICLE 2
JURISDICTION AND AUTHORITY OF THE SCHOOL BOARD

2-1 The Board, subject only to the language of this Agreement, reserves to itself full jurisdiction and
authority over matters of policy and retains the right, in accordance with applicable laws and
regulations, to direct and manage all activities of the School District.

2-2 The Parties understand that neither the Board nor the Superintendent may lawfully delegate
powers, discretions and authorities, which by law are vested in them, and this Agreement shall
not be construed so as to limit or impair these respective statutory powers, discretions and
authorities.

ARTICLE 3
NEGOTIATION PROCEDURE

3-1 Negotiations shall be conducted in accordance with RSA 273-A, as set forth by the State of New
Hampshire Public Employee Labor Relations Law.

3-2 If the parties fail to reach agreement after a reasonable number of meetings, either party may
declare an impasse and then follow provisions of RSA 273-A concerning mediation.

3-3 Any agreement reached which requires the expenditures of public funds for its implementation
shall not be binding upon the Board unless and until the necessary appropriations have been
made by the voters of the District. The voters of the District shall be provided with information
regarding the financial terms relating to the entire term of a rnultiyear agreement as per
‘Sanborn” Guidelines. The Board shall make a good faith effort to secure the funds necessary to
implement said agreements. If such funds are not forthcoming, the Board and the Association
shall resume negotiations.



ARTICLE 4
GRIEVANCE PROCEDURE

4-1 DEFINmON

A “grievance” shall mean a complaint by any member of the bargaining unit alleging that there
has been a violation, inequitable application, misinterpretation of a specific provision of this
Agreement, or act contrary to established policy or practice.

4-2 PROCEDURE

Failure at any step of this procedure to communicate the decision on a grievance within the
specified lime limits shall permit the grievant to proceed to the next step. Failure at any step of
this procedure to appeal a grievance to the next step within the specified time limits shall be
deemed to be waiver of further appeal of the decision.

4-3 It is understood that any employee grievant shall, during and notwithstanding the pendancy of
any grievance, continue to observe all assignments and applicable rules and regulations of the
Board until such grievance and any effect thereof shall have been duly determined.

4-4 Any employee grievant who has a grievance shall discuss it first with his/her Principal (or
immediate superior or department head, if applicable) in an attempt to resolve the matter
informally at that level, who shall give his/her decision within five (5) school days. A school day is
defined as a day in which school is in session.

4-5 The employee grievant, no later than ten (10) school days after receipt of the decision of the
immediate superior, may appeal the decision to the Principal, or the Superintendent if the
immediate superior is the Principal. The appeal to the Superintendent or the Principal must be
made in writing specifying: (a) the nature of the grievance; (b) the results of previous
discussions; (c) his/her dissatisfaction with the decision previously rendered.

The Superintendent or Principal shall attempt to resolve the matter as quickly as possible, but
within a period not to exceed ten (10) school days from the receipt of the appeal. The
Superintendent or the Principal shall communicate his/her decision in writing to the employee
grievant, to the Association and to the Principal or other immediate superior within such ten (10)
day period.

If the grievance occurs with less than ten (10) school days left in the year, then both parties in
writing must agree upon the appeals process, as to how the process will be continued over the
summer months. A good faith effort should be made to reduce the time when possible so that
the grievance may be processed as soon as practicable.

4-6 If the Principal is involved in 4-5, the next step is the Superintendent and the same time limits
prevail.

4-7 If the grievance is not resolved to the grievant satisfaction, he/she may request a review by the
Board no later than five (5) school days after receipt of the Superintendent’s decision. The
request shall be submitted in writing through the Superintendent of Schools who shall attach all
related papers and forward the request to the Board. The Board, or a committee thereof, shall
review the grievance and may at the option of the Board, if a grievance is recognized, hold a
hearing with the employee grievant and render a decision in writing and forward copies thereof to
the grievant and to the Association, within twenty (20) calendar days of the date of hearing.

The referred hearing, if granted, shall be held within a reasonably expeditious time after receipt of
the appeal notice; however, in no event shall such hearing, if held, take place later than thirty (30)
calendar days after receipt of appeal.

4-8 If the decision of the Board does not resolve the grievance to the satisfaction of the employee
grievant and he/she wishes a review by a third party, and if the Association determines that the
matter should be reviewed further, it shall so advise the Board through the Superintendent within
twenty (20) school days of receipt of the Board’s decision.

4.9 The following procedure shall be used to secure the services of an arbitrator.

a) Either party may request the American Arbitration Association to submit a roster of persons
qualified to function as an arbitrator in the dispute in question. ,7
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b) If the parties are unable to determine a mutually satisfactory arbitrator from the submitted

list, they may request the American Arbitration Association to submit a second roster of

names.

c) lithe parties are unable to determine within ten (10) school days of the second request for

arbitration, a mutually satisfactory arbitrator from the second submitted list, the American

Arbitration Association may be requested by either party to designate an arbitrator.

4-10 In matters of discipline the arbitrator shall apply the standard of progressive discipline. The

arbitrator shall be limited to the issues submitted to him and shall consider nothing else. He/she

can add nothing to nor subtract anything from the Agreement between the parties, or any policy

of the Board. The recommendations of the arbitrator shall be binding.

4-11 RIGHTS OF TEACHER TO REPRESENTATION

Any aggrieved person may be represented at all stages of the grievance procedure by

himself/herself, by a person of his/her choosing, or, by mutual agreement by the Association, or

by a representative selected or approved by the Association.

4-12 When a teacher is not represented by the Association in the processing of a grievance, the

Association shall at the time of submission of the grievance in writing to the Superintendent or at

any later level, be notified by the Superintendent that the grievance is in existence. The

Association may be present and present its views in writing.

4-13 The costs for the services of the arbitrator including per diem expenses, if any, and actual and

necessary travel, subsistence expenses and the cost of the hearing room shall be borne equally

by the Board and the Association. Any other expenses incurred shall be paid by the party

incurring same.

4-14 All documents, communications and records dealing with the processing of a grievance may be

Wed; provided, however, that such documents, communications, or records shall not be

forwarded to any prospective employer nor the grievance(s) be alluded to in any communication

between the administration and said prospective employer. A copy of the record of such

grievance(s) shall, upon request, be given to the employee.

ARTICLE 5
PEACEFUL RESOLUTION OF DIFFERENCES

5-1 The Association and the Board agree that any differences between the parties on matters relative

to the Agreement, including grievances, arbitration and negotiations, shall be settled by the

means herein provided. The Association, in consideration, shall not, during the term of this

Agreement, engage in or condone any strike, work stoppage or other concerted refusal to

perform any assignment on the part of the employee(s) represented hereunder, nor shall the

Board sponsor any lockout.

ARTICLE 6
LEAVES OF ABSENCE

6-1 SICK LEAVE

Each teacher whose current term of employment by the District as a teacher began prior to July

1,2007 shall be credited twelve (12) sick/personal days per year, which are cumulative from year

to year, Each teacher whose current term of employment by the District as a teacher began on

or after July 1, 2007 shall be credited with twelve (12) sick/personal days per year, which are

cumulative from year to year to a maximum of 120 days. In addition, sick leave may be used for

illness in the employee’s immediate family and is to be reported as such

6-1.1 It is agreed that a pooled sick day bank will be established to provide additional sick

days to those teachers determined to be eligible based on criteria established by JREA

as set forth in Appendix C.

Each teacher has the option of contributing to the sick day bank, but only those who

contribute may use the bank. Contributions will be made at the beginning of each

school year prior to September 30th, and for teacher hired after the start of the school

year, 30 days alter employment begins. A minimum initial contribution of one (1) day is Th

3’U



required to be eligible to use the bank, however more days can be contributed. The
days in the bank will accumulate from year to year. lithe number of days in the sick
days bank falls below sixty (60), further contributions will be solicited. Continued
coverage is dependent upon continued contributions.

The District will maintain accurate records of contributions and withdrawals to/from the
sick bank.

A committee established by JREA will review requests for withdrawals from the sick
bank. All requests will be considered on a case-by-case basis.

6-1.2 Teachers shall be allowed up to three (3) days per year of the sick/personal days under
Section 6-1 to be used for unusual and compelling personal or legal business which
requires the absence of the teacher and cannot be conducted other than during school
hours. Teachers shall submil requests for personal leave to the building Principal in
writing at least one week in advance, except in emergency cases. Teachers shall
disclose to the Principal the specific reason for personal leave that is taken on work
days immediately before or after vacations or holidays.

6-1.3 There shall be available to each teacher Attendance Credits that may be redeemed (as
per Article 8-5) upon retirement by employees having reached 50 years of age. Each
teacher shall accumulate twelve (12) Attendance Credits per year, which are
cumulative from year to year. The number of Attendance Credits actually accumulated
in any year shall be equal to twelve minus the number of days absent due to reasons
other than those classified as school business, staff development, bereavement leave
or jury duty.

Individuals will be notified by the District Office when they have used twelve (12) days
in any given year and/or reached a zero (0) balance. (See Article 8-5)

6-2 BEREAVEMENT LEAVE

The employee shall be granted a maximum of five (5) paid leave days per death of an immediate
family member. Immediate family shall be interpreted as spouse of the employee and the
employee’s or spouse’s mother, father, brother, sister, children, grandchildren and grandparents
or any person with whom the employee currently makes his/her home. The employee may take
one (1) paid day per death to attend the funeral of any close friend or other relative. Unused
bereavement/funeral leave shall not be cumulative.

6-3 JURY Dun

When a teacher is called to jury duty, the teacher shall receive full pay and benefits. It is
understood that the teacher shall turn over jury duty pay to the District for any days served that
are also contracted teacher work days. At the conclusion of the teacher’s daily period of jury
duty. he/she shall return to work if such can be accomplished during the school day.

6.4 PEACE CORPS, AMERIC0RPSNISTA, SABBA11CALS

At the recommendation of the Professional Educator’s Review Council, and with the approval of
the Board, up to two (2) years leave of absence may be granted to any continuing contract
teacher who joins the Peace Corps or AmericorpsNista. Upon return from such leave, a teacher
who, while on leave, served in a teaching capacity shall be placed on the salary schedule at the
level, which he/she would have achieved had he/she remained actively employed in the system
during the period of his/her absence. To ensure a position for the next school year, a teacher
shall notify the Board in writing on or before March l of his/her intent to return.

6.5 SABBA11cALs

At the recommendation of the Professional Educators Review Council and with the approval of
the Board a one (1) year or a one-half (1/2) year sabbatical may be granted any continuing
contract teacher that has been a full-time employee of the Jaffrey-Rindge Cooperative School
District for seven (7) or more years, for a program of study beneficial to the District. A teacher on
sabbatical leave shall be compensated one-half (1/2) the salary and full insurance benefits that
would have been received during the term of the sabbatical leave. Anything other than full-time
college study must be directly related to Ihe teacher’s service to the District. No more than one
(1) such leave or two (2) one-half (1/2) year leaves may be granted by the Board in any one (1) Lz_
year. Any teacher granted such leave of absence should agree to return to the District for at least™m



two (2) years upon completion of the leave of absence. The teacher is obligated to pay back the

entire sum should he/she not return to the District for two (2) years. All proposals must be

submitted to the Professional Educators Review Council for consideration no later than

November 1’, of the year preceding the proposed leave. The proposal must include the benefit

of the leave to the District. Upon completion of the leave of absence, the teacher will appear

before the Board and submit a written report.

If a teacher terminates his/her employment prior to the completion of this required two-year

period, he/she must repay the Jaffrey-Rindge Cooperative School District on a prorated basis

within a five-year period the full amount of salary and expenses granted by the District for the

sabbatical. The teacher shall sign a statement in the form of a promissory note indicating the

amounts, method, and schedule of repayments required. Repayment is not required in the event

of death or permanent disability. Upon return from the sabbatical a teacher shall be placed on

the salary schedule at the level, which he/she would have achieved had he/she remained actively

employed in the system during the period of his/her absence.

6-6 MILITARY LEAVE

6-6.1 Military leave without pay or any other benefits shall be granted to any teacher as

mandated by state or federal law.

6-6.2 A teacher required by official orders to attend National Guard, or other military reserve

duty, during the school year shall receive pay for such period equal to his/her regular

pay, less the amount he/she received from the military for said required temporary

service.

6-7 PARENTAL, CHILD aiRm AND REARING LEAVE -

6-7.1 Employees shall be provided with ten (10) days of paid parental leave after the birth or

adoption of a child. Thereafter, in accordance with the Family and Medical Leave Act

and any other applicable federal and state laws, an unpaid Parental, Child Birth and

Rearing Leave of Absence shall be granted. This unpaid leave may be up to one (1)

year in duration with an ending date intended to align with important transition points in

the school year calendar; additional leave time may be granted at the recommendation

of the Superintendent with the approval of the Board. Paid parental leave shall run

concurrently with other leave taken in connection with the birth or adoption of a child.

Employees will be entitled to use sick leave for the period of disability as defined by

their doctor after the expiration of paid parental leave. Before returning to work, the

employee may be required to present a physician’s certificate of physical fitness.

6-7.2 A teacher on Parental, Child Birth and Rearing Leave may have the opportunity to

substitute at the sole discretion of the Superintendent.

6-7.3 In extraordinary circumstances, a teacher may request to cancel a previously approved

leave or return earlier than scheduled if a leave has already commenced. Cancellation

of leave or early return to work is at the sole discretion of the Superintendent.

6-8 NATIONAL EDUCATION ASSOCIATION OF NEW HAMPSHIRE AND NATIONAL EDUCATION ASSOCIATION

LEAVES OF ABSENCE

A leave of absence for a period not to exceed two (2) years may be granted for the purpose of

serving the National Education Association of New Hampshire or the National Education

Association. No more than two (2) persons in any one (1) year shall be granted a leave of

absence under the above provision. Before returning to work the employee shall notify the Board

of his/her intent to return on or before March 1 to commence at the beginning of the following

school year.

6-9 All benefits to which a teacher was entitled at the time his/her leave of absence commenced,

including unused accumulated Attendance Credits, shall be restored to him/her upon his/her

return, providing that those benefits are not greater than the benefits currently being provided to

teachers. Teachers changing status with their return to work (such as shifting from a full-time to a

part-time position) will receive revised benefit standing, consistent with other teachers in the

same status.

.MP 7
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6-10 All requests for eaves of absence, other than sick leave, shaH be initially made in writing or
delivered in writing as soon as reasonable if initial circumstances preclude a written request, and
shall not be modified except in writing. The initial granting of a leave of absence as well as
extensions or renewals shalt be determined at the sole discretion of the Board upon the
recommendations of the Superintendent. Other leaves of absence may be granted at the
discretion of the Board.

6-11 Provisions of Article 6 shall be applied in a manner which meets the requirements of the Family
and Medical Leave Act and the Americans with Disabilities Act Amendments Act. A year for
purposes of applying the FMLA shall be a rolling 12-month period measured backward from the
date that an employee uses any FMLA leave.

6-12 All paid leaves in Article 6 are listed for full-time unit members. Members who work less than full-
time will receive a pro-rated portion of the applicable paid leave based on the percentage of full-
time hours actually worked. By way of examples, a 0.5 full-time equivalent teacher who works S
half days per week or 2.5 full days per week will be credited with twelve (12) sick days per year at
half pay or six (6) sick days per year at full pay.

Article 7
INSURANCE PROVISIONS

7-1 MEDIcAL INSURANCE

The District shall continue to provide the medical insurance benefits according to the following
terms.

(a) (1) The District shall pay the share of the premurn for any full-time teacher who wishes
to enroll in same, according to the following schedules: -

PLAN COVERAGE DISTRICT

School Care Yellow With 1 Person 85%
Choice Fund

2 Person 80%

Family 80%

School Care Yellow 1 Person 85%,
Without Choice Fund

2 Person 80%

Family 80%

School Care Orange 1 Person 85%

2 Person 80°/c

Family 80%

(2) The District shall contribute $400 to the Medical Flexible Spending Account (FSA)
(Section 125 Cafeteria Plan) for any teacher enrolling in the Yellow Plan without Choice
Fund or the Orange Plan, unless the teacher declines the District’s contribution. As an
alternative, teachers enrolling in those plans may elect to receive the District
contribution into a Dependent Care FSA. Tax code permitting, teachers may defer up
to a maximum of $2,000 additional salary into their FSA. Teacher minimum FSA
contributions are $100. Tax code permitting, the District will implement a two and a
half (2 ½) month grace period at year-end for the Medical FSA. The teacher may
decline the District’s contribution to the FSA by notifying the District’s business V
administrator in writing.”
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(b) The District shall pay any full-time teacher who does not enroll in any of the Medical

Plans outlined above an opt-out payment, provided the teacher con,plete a Waiver of

Health Coverage Affidavit confirming proof of coverage by alternative insurance, for the

teacher and others for whom the teacher expects to claim a personal exemption

deduction, from a non-District source that provides minimum essential coverage (other

than in the individual market). The amount of the opt-out payment shall be $1,000. The

payment shall be made on or about June I 51h of each contract year after the teacher has

completed the full contract year and has not received any medical benefits. Teachers are

not eligible to receive this payment if said teacher is also receiving medical benefits from

the District as a dependent of another covered employee. Teachers otherwise entitled to
the insurance opt-out payment under this section who begin employment by the District

after the start of the work year and remain employed for the remainder of the work year

will receive an insurance opt-out payment that is prorated based upon the portion of the

year employed.

(c) Any teacher employed after July 1, 1993 as a 0.6 time or above is eligible for insurance

benefits as specified on this agreement on a pro-rated basis.

(d) Teachers employed prior to June 30, 1993 will be eligible for full insurance benefits as

specified in this Agreement provided they remain employed a minimum of 0.6 time.

(e) A health insurance Comm ittee may be formed to study, review and monitor existing and

alternative health insurance plans that deliver health services to employees in the most

cost-effective manner. This committee shall issue a report that includes findings and

recommends changes to existing insurance options. The committee’s recommendations

shall not be binding upon the School Board or the Association. The committee will

include three (3) representatives of the Association and three (3) representatives of the

School Board/administration.

7-2 LIFE, ACCIDENTAL DEATH & DISMEMBERMENT AND LONG-TERM DISABILITY INSURANCE

The District shall provide life insurance of $50,000 and accidental death and dismemberment

benefits as detailed in Appendix A.

7-3 DEI’UAL

a) The District shall pay 100% of the cost for individual dental insurance under HealthTrust

Option 3A for each member of the bargaining unit who opts to enroll in same.

b) The two-person or family dental option may be selected provided that the employee pays the

additional premium through payroll deduction.

ARTICLE 8
SALARIES

8-1 SALARY SCHEDULE

Newly hired bargaining unit members shall be initially placed on the salary schedule as

determined by the Superintendent. Thereafter, bargaining unit members who are not already on

the top step of the salary schedule shall advance one (1) step on the salary schedule in each

year of this Agreement. Upon request, the Superintendent shall report to the Association

president or the president’s designee relevant information used to place new hires on the salary

schedule.

8-2 LANE CHANGES

8-2.1 Teachers may qualify to increase their salary through earning additional educational

credits. Credit levels are identified as “lanes” on the Salary Schedule and movement

across lanes is subject to the provisions of the Professional Development Master Plan

approved by the State of New Hampshire, provided the course or other activity is prei



approved by the Superintendent and is relevant to the teacher’s current position or goals
or to an area of need for the District.

8-2.2 All teachers may increase their salary by gaining the extra credits required to move from
left to right across the salary schedule set forth in Appendix E.

8-3 PRO-RATING SALARIES FOR LESS THAN FULL-TIME WORK

All salaries and payment schedules in Article S are listed for full-time unit members. Members
who work less than full-time will receR,e a pro-rated portion of the identified amounts based on
the % of full-time hours actually worked. By way of example) a full-time Teacher C on Lane B-tOO
Step 15 earns $59,750. Part-time Teacher Don Lane B÷00 Step 15 works half-time and is pro
rated by 50%. Teacher U earns 50% x $59,750 or $29,875.

8-4 CO-CURRICULAR STIPENDS

8-4.1 Co-curricular activities can be added or removed at the discretion of the
Superintendent, School Board, or Building Principal. The payment in the
following formula is understood to be per individual, not per activity. The Building
Principal may decide to have more than one (1) fully paid leader as the activity or
size of group dictates. If two (2) or more teachers wish to share leadership
where one (1) leader is called for, this may be done with the prior consent of the
Building Principal and the Jaffrey-Rindge Education Association. Payment will
be according to the following lormula:

Base stipend

X Responsible factor multiplier -

Subtotal
+ Varsity
+ Extended season addition

Individual Stipend Total

8-4.2 The base stipend for levels of leadership is:

Coach/Advisor $3,000

Co-Coach/Co-Advisor $1 .500

Assistant Coach/Assistant Advisor $2,250

8-4.2.1 Coach/Advisor leads the activity.

8-4.2.2 Co-Coach-Co-Advisors equally share the leadership responsibility of
leading the activity, typically splitting meeting attendance/preparation.

8-4.2.3 Assistant Coach/Assistant Advisor may be required if the participation
level in the activity merits a second leadership position that requires attendance
at all meetings/events.

8-4.2.4 Whether a specific athletic or advisor role is coach/advisor) co-coach/co
advisor or assistant is determined by the administration.

8-4.3 The Responsibility Factor Multiplier is the relative level of responsibility required
for an activity, and is determined using the following matrix:

C



Responsibility U of 4 at Length of 4 of Public Length of 4 of Added

Factor Participants Practices Practice Events Public Responsibilities
/Sessions /Meetings Event

10+ 70+ I+hour 15+ 2+ 2+

15+ 60+ 1+ hour 5+ 3+ 2+

10+ 50+ 1+ hour 10+ 2-i- 2+

15+ 40+ 1+hour 10-i- 2+ 2+
10+ 10+ .75.-hour 1+ 1+ 1+

5+ 20+ H-hour 5.- 2+ 1+

15. 5+ li-hour 1+ 3+ 0

5+ 10+ .50-i-hour 1+ 1+ 0
4 10+ 5-.- .50-i-hour 0 0 1

5-.- 10+ .75-i-hour 0 0 0
5 15+ 5+ 50+ hour 1+ 1+ 0

1+ 5-.- .50-i-hour 0 0 0

6 15-. 1. H-hour 0 0 0

“Added Responsibillties” may be travel supervision,
maintenance, fundraising, community coordination,

equipment
etc.

supervision &

8-4.3,1 The Responsibility Factor Multiplier is determined using the following
table:

Responsibility Factor

2
3
4
5
6

Responsibility Factor Multiplier
1.00
0.75
0-60
0.50
0.25
0.10

84.3.2 Varsity head coaches will receive an additional 10% of their base
stipend compensation.

8-4.3.3 Head coaches of varsity athletic teams that participate in post season
play will receive an additional 6% of their base stipend compensation.

8-4.3.4 At the discretion of the administration other head advisors may receive

an additional 6% of their stipend compensation for extended season: regional,

state, national or global competition which involve travel. Examples are
Destination Imagination competitions, robotics com petitions and debate club

competitions.

8-4.3.5 Sample Calculations:

Sample A — Varsity Baseball: 14 participants, 5-2 hour practices/week for ten weeks =

50 practices; 16 games, each 2 hours long. In addition to practices and games, the

coach is responsible for equipment maintenance and travel supervision.

Based on the matrix, this activity has a responsibility factor of 2; the resulting stipends
are:

Varsity Baseball Coach: $3,000 0.75 *(1+ 10) =

Varsity Baseball Coach extended season: $2,475 * (1+06) =

Varsity Baseball Assistant Coach: $2,250* 0.75 =

$2,475
$2,623
$1,687

Sample B—Freshman Advisor: 5 participants, 1-1 hour meeting/week for 26 weeks = 26

meetings; no public events. An added responsibility is fundraising.

/
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Based on the matrix, this activity has a responsibility factor of 4; the resulting stipend is:

Freshman Advisor: $3,000* 0.50 = $1,500

8-4.4 Limitation

Total Co-curricular Stipend compensation provided by the District shall not
exceed $1 50,000.

8-4.5 Co-curricular activities may include, but are not limited to, the examples in
Appendix D.

8-5 BuY BACK

The Board agrees to buy back from teachers I thy (50) years of age or older retiring from the
profession any accumulated Attendance Credit up to one hundred ten (110) days at the teachers
per diem rate for the prior contract year and according to the following schedule:

YEARS OF EXPERIENCE PERCENTAGE OF SICK DAYS
IN ThE DISTRICT ALLOWED FOR Buy BACK

25 YEARS 100%
20 YEARs 83.3%
15 YEARS 66.6%
10 YEARS 50%

The employee applying after October j5th of the year preceding their retirement may receive this
benefit one (1) year after retirement. If the employee applies prior to October 1 5th those benefits
will be paid by the last day of the first month of the next fiscal year. -

Individual requests for information regarding these credits may be obtained from the Business
Office. Individuals will be notified by the District Office when they have used twelve (12) days in
any given year and/or reached a zero (0) balance.

For the purposes of this benefit:

(1) For employees initially employed by the District before July 1,2007, “years of experience
in the District” means years of at least 60%-time service in a position, regardless of
whether it is in this bargaining unit.

(2) For employees initially employed by the District on or after July 1, 2007, “years of
experience in the District” means years of at least 60%-time service in a position in this
bargaining unit.

An employee may not withdraw his/her application after November30 of the year preceding
retirement; however, the Board shall waive the deadline for withdrawal if the employee presents
evidence of a personal emergency or significant change in circumstances.

8-6 The District shall reimburse each member of the bargaining unit toward the cost of his/her
recertification, criminal history check and Praxis examination a maximum of $130 once every
three (3) years. Nurses, occupational therapists and speech-language pathologists will be
reimbursed for New Hampshire licensing fees up to a maximum of $225 every two (2) years.”

8-7 The District may offer summer contracts to those instructional personnel who choose to apply
and whose applications are accepted by the Summer Contract Review Team.

All applications for a summer contract must be submitted to the Summer Contract Review Team
by May 1’. Applicants shall be advised of the acceptance or rejection by June iS!. Guidelines for
submitting applications are detailed in Appendix 8.

Teachers hired to do curriculum work will be paid on a per diem rate based on their level on the
Salary Schedule. Teachers hired to do summer contract work will be paid a per diem of the base
pay.

8-7.1 A statement of credits toward movement on the Salary Schedule will be issued to each
teacher by November l of each contract year. “Iic/7
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8-7.2 Staff Development hours accrued for re-certification will be issued in accordance with the

Staff Development Handbook.

8-8 Teachers using their preparation periods to cover classes for absent colleagues will be
compensated at the rate of $35.00 per hour when a full day substitute is unavailable.

8-9 Teachers who have completed ten (10) or more years in a position in this bargaining unit and are

in their second or subsequent year on the top step of the salary schedule shall receive a longevity

payment of $1,000 in 2022-23, and $1,000 in 2023-24.

8-10 Special education teachers, including special education case managers and behavior specialists,

shall receive an annual salary differential of $1,000 in addition to their salaries under Appendix E.

8-11 The administration may require school nurses and secondary guidance counselors towork up to

five days in addition to the number of days required by Section 11-1. Said additional days will be

worked prior to the start of the first contracted day required by Section 11-1 on dates agreed

upon by the employee and the administration. Said employees will be paid per diem pay for days

worked in addition to the days required by Section 11-1.

8-12 Except for temporary assignments (i.e. tutoring, mentoring, grant projects, etc.), summer

programs (i.e. Best, PEP, and ESY), and summer contracts under Appendix B, if the

administration requires employees to work more than the number of days required by Section 11-

1, the employees will be paid per diem for the additional days.

8-13 A music teacher who directs a student musical performance outside the regular work day will

receive a stipend of $200, provided the principal approves the teacher’s direction of the
performance in advance.

8-14 Employees who the administration directs to relocate their classrooms or offices shall be paid at

their per diem rate for one (1) day spent packing and unpacking.

ARTICLE 9
RIGHTS OF PARTIES

9-1 The Board agrees that the individual teacher shall have full freedom of association, self
organization, or the designation of representatives of his own choosing, to negotiate in respect to

the term defined herein, and that he/she shall be free from interference, restraint or coercion by

the Board, or its agents, in the designation of such representatives or in self-organization or in

other concerted activities for the purpose of collective bargaining or other mutual aid or

protection.

9-2 The Association and its representatives shall have the right to use school buildings and
equipment at all reasonable hours for meetings or workshops or other Association business.

9-3 Representatives of the Association and their affiliates shall be permitted to transact Association

business on school property at all reasonable times provided that this shall not disrupt normal

school operations.

9-4 At the beginning of every school year, the Association shall be granted a total of five (5) days at

the Association’s expense to be used by teachers who are officers or agents of the Association,

such use to be at the discretion of the Association with substitute costs being shared by the
Association and the District. The Superintendent and Principal will be notified no less than

twenty-four (24) hours prior to the commencement of such leave.

9-5 The Association shall be notified of the formation of any District level standing or ad hoc

committee upon which teachers will sit and the Association in collaboration with the

administrators will identify and appoint interested teachers without regard to their membership

status in the Association.

9-6 The Board agrees to make available minutes of Board meetings to each Association building

representative and to the Association President.

9-7 The Superintendent agrees to make available to the Association a complete copy of the proposed

administrative budget at the time it is presented publicly to the Board.

6’
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ARTICLE 10

MISCELLANEOUS PROVISIONS

10-1 The parties agree that the provisions of this Agreement are severable, and that if any provisions
of the Agreement or application thereof to any teacher or group of teachers shall be determined
by a Court of competent jurisdiction to be contrary to law, then such provision or application
thereof shall be severed from the Agreement. In the event that a particular provision or
application of the Agreement is found contrary to law, the severance of that application or
provision shall not affect the remaining portions of the Agreement, but shall remain in effect and
enforceable to the extent permitted by law. If permissible aspects of any State or Federal
legislation affecting collective negotiations with School District employees come into conflict with
the provisions of this Agreement, the provisions of this Agreement shall prevail to the extent
permitted by law.

10-2 This Agreement may not be modified, in whole or in part, by the parties, except by an instrument
in writing, duly executed by both parties.

10-3 Whenever any notice is required to be given by either of the parties to this Agreement to the
other, pursuant to the provisions of this Agreement, either party may do so by telegram,
registered, certified or priority mail, at the following addresses: If by Association, to Jaffrey
Rindge School Board, School Administrative Unit #47, 1 Conant Way, Jaffrey, NH 03452. If by
Board, to the President of the Association at his/her appropriate address as filed with the Board,
or if he/she is unavailable, to the registered agent of the Association at the address of the
registered office of the corporation as filed with the Board.

10-4 Subsequent articles may be added by mutual consent.

10-5 A committee will be established, consisting of the Association’s negotiating team members
together with the School Board negotiating team members to meet as needed to discuss issues
and concerns. It is understood that issues to be addressed include but are not limited to teacher
assignment, time commitments for meetings, and class size/inclusion. The Superintendent will
be a consultant to the group.

10-6 Appreciation awards may be provided by the School Board to recognize innovation, exceptional
achievement, cost saving or other activities beneficial to the District.

10-7 If a teacher resigns or abandons hisTher employment with the District on or alter July 1 ,and
thereby fails to work for the District for the entire school year as required by his/her teaching
contract, the teacher shall pay the District the sum of $500 as reasonable liquidated damages to
compensate the District for expenses incurred by reason of the teacher’s resignation or
abandonment. The Board may waive liquidated damages when the Board deems waiver to be
necessary and appropriate under the circumstances.

ARTICLE 11
CALENDAR

il-I Starting in the 201 2-2013 School Year, the School District will convert to an hours basis for
establishing compliance with state requirements for instructional time. For the duration of this
Agreement, the calendar for teachers shall not exceed 186 days (or 188 days for newly appointed
teachers) and is expected to consist of up to 177 days of instruction, with a minimum of five (5)
workshop days (or a minimum of seven (7) workshop days for newly appointed teachers)
managed by the administration, two (2) workshop days managed by a joint committee of
administrators and teachers, one (1) day before the first instructional day for uninterrupted
teacher preparation, and one (1) day after the last instructional day for uninterrupted teacher
close-out responsibilities.

11-2 The JPEA will notify the Superintendent by January l’ of each year as to whether the State
Teacher’s Conference day of that calendar year will be a “no school” day.

11-3 A committee consisting of administrators and a JREA representative from each building will meet
to review staff input of the proposed District calendar prior to it being submitted to the Board and c,L
following the Tn-District calendar meeting(s). The proposed calendar shall be submitted to the

. /
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ARTICLE 12

THE PROFESSIONAL EDUCATORS REVIEW COUNCIL

12-1 The Professional Educators Review Council shall function to review and recommend to the Board

the following types of proposals:
a) Peace Corps and AmericorpsNista
b) Sabbatical leave

Upon rejection of any proposal, the Professional Educators Review Council shall advise the

applicant relative to the reasons for the rejection and establish guidelines for resubmission if

applicable. Those persons who submit proposals that do not meet the criteria will be notified as to

the reason for the rejection and will be given seven (7) days to resubmit if they so desire.

12-2 Membership of the Professional Educators Review Council shall consist of the Superintendent or

his designee, two (2) administrators, two (2) Board members, the Director of Curriculum, Chair of

the Professional Development Committee, and four (4) teachers (one (1) representative from

each building). All representatives shall be selected by the members of their constituent group by

October 1 of the current school year. The Council Chairperson shall be selected by the above

group for the following year.

ARTICLE 13

REDUCTION IN FORCE

13-1 If it is necessary to reduce the number of professional teaching staff (teachers), the following

procedure will be utilized;

13-1.1 As soon as a reduction in force is being considered by the Board, the President of the

Association shall be notified in writing. by the Board Chair or designee, specifying the

nature of the proposed reduction.

13-1.2 Reductions will first be accomplished by attrition (i.e., resignations, retirements, etc.).

13-1.3 If additional reductions in force are necessary, then teachers shall be laid off based on

the following classification:

a) Elementary Education

• By endorsement

b) Middle School and High School

• By endorsement

c) Special Education

• By endorsement - if applicable

Within these classifications, teachers will be laid off in the fouowing order:

1. Teachers with Intern Licenses

2. Part-time, non-continuing teachers

3 Full-time, non-continuing teachers

4. Part-time, continuing teachers

5. Part-time, continuing teachers on full-time, temporary status

If necessary, teachers with continuing contracts will be laid off in an order determined by

cumulative evaluations. If evaluations are determined to be substantially equal, seniority

(defined as cumulative time served in the District beginning with their date of hire in

bargaining unit) will be used as the secondary criterion.

7:



13-1.4 Multiple Endorsements

A continuing contract teacher with multiple endorsements whose position, or portion
thereof, is eliminated shall be offered a position in one (1) or more of the classifications
found in 13-1.3, where there is a non-continuing contract teacher. Said continuing
contract teacher must:

• Hold current endorsement; and

• Have served the District as a teacher, at that grade level, for a minimum of one (1) year
in that alternative endorsement area within the last five (5) years.

If the teacher chooses not to accept the position offered in the alternative endorsement
area, that teacher will be placed on the recall list as per 13-2.

13-1.5 Letters of Notification

Teachers who lose their positions through this Reduction in Force provision will be
notified in writing, in accordance with New Hampshire RSA 189:14-a, that their non-
renewal is due to a reduction in force.

13-2 RECALL

Teachers shall be recalled in reverse order of layoff for any open positions within the
classification in which the layoff occurred.

13-2.1 Laid off teachers shall be eligible for recall for a two (2) year period following their final
date of employment.

13-2.2 Teachers shall be responsible for notifying the Superintendent in writing of-their current
address. Recall notices shall be mailed certified or priority mail, return receipt requested.

13-2.3 Teachers shall have twenty (20) business days to respond to any recall notice. Failure to
accept recall within this period shall terminate the teacher’s rights under this article.

13-2.4 No new employees shall be hired for any vacancy within a classification while there are
laid off personnel from those classifications eligible for recall.

DEFINITIONS:

FULL-TIME: A person employed at or above 0.8 FTE (80%), anything less than 0.8 FTE (80%) will
be considered part-time.

DATE OF HIRE: For purposes of this contract, date of hire shall be the date of Board Action (or
Superintendent’s offer of employment with Board approved hiring authority) on the
teacher’s appointment to hisTher position within the bargaining unit. If more than one (1)
teacher in a classification is affected, the order in which they appear in the official
minutes shall be used to determine seniority (i.e., last listed in those minutes would be
released first.) -

ARTICLE 14

WORKING CONDITIONS

14-1 Dun FREE LUNCH - A daily, uninterrupted duty-free lunch period at least equal to the time of the
students’ lunch period will be scheduled for each teacher.

14-2 LENGTh OF DAY - Length of the teacher’s day shall be addressed in each faculty handbook.

14-3 PLANNING TIME- Each full-time teacher will have a minimum of two hundred (200) minutes of
planning time each five (5) day instructional week. The two hundred (200) minutes may include
both individual and collaborative planning. Planning time shall be scheduled in increments of no
less than thirty (30) minutes and shall be unencumbered. For part-time teachers, planning time
will be prorated.

14-4 CLASS SIZE- Class size shall be established in accordance with School Board policy. The Board
agrees not to change its class size policy for the duration of this contract without notification anØ.
input from the Association. /4!)



14-5 The District shall make reasonable efforts to issue contracts to teachers by May 1s1 each year.

Teachers shall return signed contracts to the Superintendent or his/her designee within fourteen

(14) days of their issuance; if the signed contract is not returned by that date, the teacher will be

deemed to have resigned and the position shall be deemed vacant.”

14-6 All proposals for job sharing shall be submitted to the Board Chair, Applications shall be

submitted prior to February 15 of each contract year.

14-7 REASSIGNMENT

Assignments/transfers in the District will be done in the best interest of the students, teachers,

and School District in accordance with the following.

14-7.1 Principals have responsibility for the assignment of staff within the school building and

assignments should be made prior to the beginning of school year. The Principals shall

first seek volunteers for the assignment(s) and involuntary assignment(s) will be avoided

whenever possible. Returning teachers shall be notified in writing of their class

assignments by July 1st for the upcoming school year, and shall be notified of their class

schedules no later than two (2) weeks before the first instructional day; however, the

administration may change class and schedules due to a change in circumstances with

prior notice.

14-7.2 Assignments/transfers between buildings shall be made by the Board with the

acknowledgement of the teacher(s) involved. The Board shall first seek volunteers for

the transfer(s). If an involuntary transfer is required and directed by the Board, it shall

require that the teacher be certified and qualified for the position.

14-7,3 All staff members who have been involuntarily transferred may resign without prejudice.

14-7.4 As soon as a reassignment is being considered by the Board, the President of the

Association shall be notified in writing by the Board Chair or designee specifying the

nature of the proposed reassignment.

14-8 No written record of a complaint against a teacher shall be incorporated into the teacher’s

personnel file unless the teacher has been informed of the complaint and the complaint has been

investigated and substantiated. If a record of such a complaint is incorporated into a teachers

personnel tile, the teacher shall have a right to provide a written response to the complaint, which

shall be included along with lhe record of the complaint.

14-9 School nurses and other Allied Health professionals may use up to two (2) non-student days to

participate in off-site professional development activities that have been pre-approved by the

Director of Student Services and the building principal, instead of attending up to two (2)

scheduled in-District professional days. The Director of Student Services and the building

principal must approve which scheduled in-District professional days the emp’oyee will not

attend.

ARTICLE 15

EVALUATION OF TEACHERS

15-1 Evaluation of all teachers shall be conducted in accordance with the procedures in the School

District Educator Support and Evaluation Process. The Board agrees not to change the

procedures in the Educator Support and Evaluation Process without notification and input from

the Association. Performance criteria and work expectations will be applied consistently. Each

teacher shall be evaluated by an administrator who observed the teacher’s work.

15-2 A teacher new to the District will be assigned a qualified mentor, as outlined in the School

District’s Educator Support and Evaluation Process, for his/her first year of service. Additional

mentoring may be granted at the discretion of the appropriate administrator.

ARTICLE 16

STAFF DEVELOPMENT

161 The District recognizes the importance of continued professional development and agrees to fund

the District Staff Development Plan as approved by the State of New Hampshire Department of

Education. 0
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16-2 All activities not sponsored by the District must be pre-approved by the educators supervisor and
must be aligned with District and/or school goals or the individual’s Professional Growth Plan.
Prior approval by the administrator is required to receive reimbursement for any conference,
workshop, college course or other legitimate professional development expenses as defined in
the District Professional Development Master Plan.

16-3 All reimbursements are subject to the availability of funds.

16-4 The budget total for Staff Development will be $50,000 annually.

16-5 A teacher may receive up to $1,600 each contract year for staff development.

ARTICLE 17

STUDENT LOAN REPAYMENT ASSISTANCE

17-1 The District will provide a pool of up to $20,000 each year for the purpose of student loan
repayment assistance for eligible teachers. An eligible teacher is a teacher who: (a) is employed
by the District for the complete school year; (b) is on step 7 or lower of the salary schedule; (c)
has been employed by the District for 5 years or less; and (d) is not in default on his/her student
loan(s). The maximum student loan repayment assistance that any eligible teacher may receive
is $2,000 per year, or the remaining balance on the loan(s), whichever is less, In the event that
eligible teachers apply for more than $20,000 in student loan repayment assistance in the same
year, the pool will be divided equally among all eligible teachers on a per capita basis.

17-2 Application for student loan repayment assistance by an eligible teacher shall be submitted in
writing to the Superintendent or his/her designee by December l each year. The application
shall include documentation of the loan, the lender, the outstanding balance, a year-end
summary of repayment activity, and corroboration that the loan is not in default. Loan repayment
assistance shall be paid by the District directly to the financial institution holding the eligible
teacher’s loan on or before June 1 5m each year.

17-3 The teacher will remain liable for the loan debt. The teacher also will be responsible for payment
of any taxes and for payment of any employee contributions to the New Hampshire Retirement
System that are due on payments made by the District,

ARTICLE 18
DURATION OF AGREEMENT

This Agreement shall become effective on July 1, 2022, and shall continue in effect until June 30, 2024.

Signed:

- /

Date

/ /
L) /2

Boa%CfläFr\ — 7A tflctwtAy
Jafffey-Rindge School Board

,...

/
z

Dafe Mark Haley, President
Jaffrey-Rindge Education Association



APPENDIX A

GRouP TERM LIFE INSURANCE,

ACCIDENTAL DEATH AND DISMEMBERMENT BENEFITS,

AND LONG-TERM DISABILITY

SCHEDULE OF BENEFITS

CLASS: All Eligible Employees

Life Insurance: $50,000
Accidental Death & Dismemberment Benefits: Life insurance and AD&D benefits will terminate at age 70

Long-Term Disability Benefits: All permanent active full-time employees of Jatfrey-Rindge School District who

are under the limiting age.
LImiting Age: 70 years
Individual Eligibility Date: The date on which you enter an eligible class.

Basis of Insurance: The date on which you enter an eligible class.

Participant Employer Effective Date: March 1, 1980
Qualifying Period: The first three (3) months of any one period of total disability.

Pre-existing Conditions Limitation: Either a Treatment Free Period of three (3) months or a Period of Coverage

of twelve (12) months.
Earnings Factor: 66 2/%

Maximum Monthly Benefit: $3000.00
Calculation of Monthly Benefit:
As used in the following calculation:
Monthly Income” means the sum of your monthly rate of basic earnings and the amount, if any, of monthly

disability or retirement benefits, which are being paid to you on the date you become totally disabled, exclusive of

disability or retirement benefits provided under the participant employer’s employee benefit plan or under any

individual policy issued to you.

a. Multiply your monthly income by the earnings factor shown above. Carry forward the lesser of (A) the

product, or (B) the maximum monthly benefit shown above.

b. From the amount carried forward from Item 1., subtract:

I. “Other Income Benefits”, including those for which you may be eligible but have failed to apply for

which would be payable for the same monthly period, and

2. That portion of income received from any rehabilitative employment as determined in accordance

with the “Rehabilitation Provision” appearing in this booklet, and

3. The amount of all other income received for the same monthly period from any employer or from

any occupation for remuneration or profit.

If benefits are payable for a period of total disability which is less than a full month, the benefit payable for such

period will be 1/30 of the monthly benefit times the number of days of total disability within such period.

Other Income Benefits shall include the following:
I. Disability or retirement benefits provided for under any group insurance or pension plan.

2. Disability, retirement or unemployment benefits provided under any law of a government.

3. Disability, unemployment, retirement, pension or annuity benefits provided under any plan or arrangement of

coverage, whether insured or not, which is made available as a result of employment by or association with

the participant employer or as a result of membership in or association with any group, association, union, or

other organization. Other income benefits will include benefits to which your dependents are entitled by

reason of your disability or retirement under the Federal Social Security Act.

Other income benefits will include both temporary disability benefits and permanent disability benefits provided for

under any worker’s compensation law or any other similar law.

Other income benefits will include all worker’s compensation benefits, which you received al any time and also any

worker’s compensation act benefits to which you would be entitled in the absence of any recovery of damages or a

settlement from a third party by you, your employer and any workers’ compensation carrier.

The insurance company may make a retroactive allocation of any retroactive other income benefit payment.



APPENDIX A (CONT’D)
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APPENDIX B

SUMMER CONTRACTS

SECTION A
All proposals shall:

1. Be used only to enhance and/or improve existing curriculum.

2. Include a statement of purpose detailing how the proposal enhances and/or improves the existing

curriculum.
3. Include a description of the project.
4. Include a method of evaluation.
5. Propose the amount of time, list the individuals involved and include the cost ot salary based on per diem

of base pay.
6. Include list and cost of materials.

If more than one project is submitted, teachers should prioritize their requests. Information regarding Summer

Projects shall be distributed to the staff by the Building Principals no later than February V. Proposals shall be

submitted no later than May 1 to your building principal. Applicants shall be advised of the acceptance or

rejection by June

Projects will be reviewed and approved by the corresponding Summer Contract Review Team.

a) The High School Summer Contract Review Team shall consist of a Conant administrator, Curriculum

Coordinator and three Conant High School teachers.

b) The Middle School Summer Contract Review Team shall consist of a Jaffrey-Rindge Middle School

administrator, Curriculum Coordinator and three Jaffrey-Rindge Middle School teachers.

c) The Elementary School Summer Contract Review Team shall consist of a Rindge Memorial School

administrator, Jaifrey Grade School administrator, Curriculum Coordinator, two Rindge Memorial

School teachers and two Jaifrey Grade School teachers.

The finished project will be submitted to the Building Principal for his/her approval. Upon acceptance the Building

Principal will till out the miscellaneous pay form and submit it to the Office of the Superintendent for payment. All

projects must be completed by September 1 5m of the year they are accepted to receive compensation.

Any and all completed projects may be reviewed by the School Board, at its request.

SECTION B
The budgetary allotment for summer contracts is $12,000 per year apportioned as follows:

a) 25% to the High School Summer Contract Team.
b) 25% to the Middle School Summer Contract Team
c) 50% to the Elementary Schools Summer Contract Team

The Superintendent may alter the apportionment based on specific educational needs.
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APPENDIX C

SICK BANK

CRITERIA FOR USE OF SICK DAY BANK

1. Employees must have exhausted all of their own accumulated sick days.
2. Employees must provide satisfactory medical documentation of their or family members disability or illness to

the JREA Review Board.
3. Work related accidents are excluded from use of the bank.
4. A waiting period of thirty (30) calendar days (not school days) is required from the time of diagnosis of initial

illness or disability.
5. An employee may draw up to sixty (60) clays for personal illness/disability and up to thirty (30) days for

immediate family illness/disability from the bank in any one (1) school calendar year.
6. The sick day bank can be used only for illness or disability of a district employee or their immediate family

members.
7. Sick bank time may be used for absences related to the personal illness or disability for which an employee

applied and the JREA Review Board approved it. If sick bank absences are sought for a different illness or
disability, the employee must go through a separate application procedure as outlined below.

Immediate family shall be interpreted as spouse of the employee and employee’s or spouse’s mother, father,
brother, sister, children, grandchildren and grandparents or any person with whom the employee currently makes
hisJher home and step-children.

SICK BANK APPLICATION PROCEDURE

1. Employee must submit a written request to the President of JREA, which should include satisfactory medical
documentation of the illness or disability.

2. The JREA Review Board which consists of the President, Vice President, (or Co-Presidents) and one (1)
designated member-at-large known as the Sick Bank Coordinator, will make a decision within two (2) weeks.

3. Additional medical documentation may be requested.
4. Alt information and records will be treated confidentially.
5. The Association will review the Sick Bank records with the District on an annual basis.
6. A member of the sick bank who has been denied their request may appeal the decision.
7. The appeal will be reviewed by three (3) alternate JREA members.
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APPENDIX D

Co-CURRICULAR STIPENDS

Co-curricular activities may include, but are not limited to, the following:

Varsity Co
Coach Coach coach Ass’t

Name Stipend Stipend Stipend Stipend

CHS:

Field Hockey 2,250 225 - 1,688

Swim 3,000 - - -

Golf Team 1800 - - -

Spring Track & Field 3,000 300 - 4,500

JV Girls Soccer 1,800 - - -

Var Girls Soccer 2,250 225 - -

Var Softball 2,250 225 - 1,688

JV Softball 2,250 - - -

Freshman Basketball - - - -

Boys V Basketball 3,000 300 - 2,250

Girls V Basketball 3,000 300 - 2,250

Boys JV Basketball 3,000 - - -

Girls JV Basketball 3,000 - - -

Var Baseball 2,250 225 - 1,688

JV Baseball 2,250 - - -

Cross Country 2,250 - - -

JV Field Hockey 1,800 - - -

Var Boys Soccer 2,250 225 - -

JV Boys Soccer 1,800 - - -

Indoor Track 3,000 - - 2,250

Junior Advisor - - 1,800 -

Boys Tennis 2,250 - - -
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Student Council - - 1,800 -

Girls’ Tennis 2250 - - -

International Club 1.500 - - -

Yearbook 1500 - - -

Drama Club Director 3,000 - - -

Drama Club Asst. Dir.
Tech 3,000 - - -

Dungeons/Dragons 1,500 - - -

Environmental Club 1500 - - -

National Honor Society - - 1,500 -

National Honor Society - - -

Graduation Committee - - 1,500 -

Envirathon 11500 - - -

Quiz BowI/GSC - - - -

Gay-Straight Alliance 1,500 - - -

Senior Advisors - - 1,500 -

Freshman Advisors - - 750 -

Sophomore Advisors - - 750 -

Destination
Imagination - - - -

Interact Club 1,800 - - -

JGS:
Destination
Imagination 1,500 - - -

Homework Club 750 - - 3,375

Chorus 1,500 - - -

Inquiry Club - - - -

Animation Club 750 - - -

Rising Stars 300 - - -

Sign Language 300 - - -

Jump Rope 300 - - -

I,
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Shakespeare 750 - - -

Speed Stacking 300 - - -

Storytelling 750 - - -

Painting 300 - - -

Drawing - - - -

Clay 300 - - -

Walking - - 1,500 -

Student Council - - 300 -

Math Club - - 750 -

Book Club 300 - - -

Solar Car Club - - 300 -

Garden Club 300 - - -

Lets Fly 750 - - -

JRMS: -

Boys soccer 1,500 - - -

Girls soccer 1,500 - -

Cross Country 1,500 - - -

Field Hockey 1,500 - - -

Boys Basketball 1,500 - - -

Girls Basketball 1,500 - - -

Track and Field 1,500 - - 1,125

Baseball 1,500 - - -

Softball 1 500 - - -

DramaClub 1,500 - - 1,125

Newspaper 750 - - -

Yearbook - - - -

Drama Scenery 750 - - -

Art club 750 - - -
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Jazz Band

Solar Car Club

750

Leqo Robotics Club

750

Student Council

750

Shakesoeare - - - -

RMS:
Destination
Imagination -

- 1,500 -

Shakespeare 1,500 - - -

Chess Club 750 - - -

750
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APPENDIX E

SALARY SCHEDULES

2022-23 1 2 3 4 5 13 7 8

-

N Il-tIll 13+15 8÷30 8+45 1+1.183 1+1+15 1+1÷30 M+45

Step) 545550 $14350 $45300 $46250 $47111) $48718) $50,7)X) 55(30) 553.200

Step2 546450 545Mg 546.448) 547350 53S3(X) $49.80) $515483 552.8)8) 854311)

Step 3 547,550 ¶16550 $4750) $48,450 549,411) $50,$) $52.40) $53.90) $55.40)

Step 4 $48650 $47,650 $18500 $49550 $5050) 552,0)5 553,5(83 555)88) 556.50)

Step 5 $4,750 548.750 549,2,0 5543.6,50 55 .6(8; 553.00 354.050 $56.11) $57.60)

Stepó $50850 $49850 550,80) 553350 $52.70) $54.20) $55.70) $57.20) $5830)

Step7 $53,950 $50950 1.51.90) 552.451) 553,80.) 5553)3 556.811) $58300 $59.80)

Step S $53050 552.050 $53.91) $53,950 $54,900 556.411) $57.) 559.411) $60.41)

Step 9 554.150 $53150 $54,100 $55050 $56.( $575111 $59, $6050) $62,118)

Step to $55250 $54250 $5520) 556.150 $57,100 558,60) $10,145) $615450 $63.10)

Step It $563541 $55350 $563)) $57250 $58.35) $59.70) $6t.fl) 5623(8) 564,200

Step 12 557,430 556.450 $57,418) $58550 $59,300 560.811) 562.300 563464) 565.311)

Step) $58550 $57550 $58.5?)) $59350 $60.49) $61 56.1.40) $64. $66.40)

Seep 14 $59,654 $58,650 $59.S% $60550 $61,500 563,10) $64,500 $66118) $6750)

StepS 5(0.750 $59,750 $6030) 561.650 5625130 $64.10) $65,600 567.111) 568.6(8)

Step 6 561.850 $60,850 $61218) $62350 $6330) $65.20) $66.70) $68.20) $6930)

Step I? $62,950 561.950 562,4)3 563551) 564.8451 56650) $67.80) $6934.8) $70,805

Seep IS $64$60 $63050 $6410) 564.950 585.0)1 367.40) 568.9’)) $711.40) $7t,)

Step 19 565)50 564.150 $65.10) .566180 567.60) 56850) 570.418) 57)50) 573541)

Step2O $66250 $65250 $66.20) 567.150 568368) 5M9545) $71.10) $725450 $74.10)

2023-24 1 2 3 4 5 6 7 8

N 13+00 13+15 B+30 (3-145 1+1+0) M+15 M+30 M÷45

Step I $46550 545.550 $4650) ¶47.450 5.48.448) 549500 551.100 552M8) $5430)

Step2 547650 546.650 $17540 $48550 54950) 551(fl) 552.568) 554W) 5555(8)

Step 3 548.730 547350 54870) 549.654) 5505(8) $5lW S.S3.61’ 555.t111 $56411)

Step 4 $4955)) $481,850 $49400 550.750 £51300 $53.20) $54,700 $56.20) $57,700

StepS 550.950 $49,950 $50.0)) $51,850 $52218) $54300 $55.80) $57,300 $55,800

Step 6 $52,050 $51,050 $525483 $52,950 $53,603 $55.10) $56,900 $58.40) $59

Seep? $53,150 552.150 $53.10) 554,05)) $55.00) 55650 $58,188) $59500 S6I.

StepS $54250 $53,250 $54200 $55150 $56,118) $57.60) $59,tW 5801183 $62,111)

Step9 555350 554350 $553’)) $56,250 $5720) 558,7(8) 360.200 $6130) $63.20)

Step tO $56,450 $55,450 $56.40) $572.50 $58.30) $59.80) $68.30) $62.80) $64.30)

Step It $57550 $56,550 $57500 $58,450 $59.40) S60, $62,400 $63.90) $65,400

Step I? $58,650 $57,650 558.08) $59550 $60.50) 56291) 563.50) 565.0)8) 56650)

Step IS $59,750 $58,750 $59.79) $60.65?) 86(60) $6110) 5MW) $66.10) $67.60)

Stept4 560.850 559.850 $648803 $61,750 $62300 $6.20) $6530) $67.20) $68.70)

Step IS $61950 560.950 $61,118) $62850 56350) 563.300 560.40) $6830) $69,803

Step 16 $63,050 $62,050 563)41) 563.950 564,60) $66.10) $67548.) $69.40)

Step I? $64,150 ¶63.150 544,10) 565,050 $66,000 $675150 $6910) $74854.)) $72J

Step IS $65,250 564350 ¶65.20) $66,150 $67.10) 568.6(8) $70.10) 571,6(8) 573(0)

‘Step 19 566350 565354) 366,300 567250 568.2113 569.700 $71.20) $72.70) $7310)

Step 20 567.450 $66,450 567.160 ¶68.350 5693683 $70,841) $72,300 $73.80) $7530)

For employees who receive longevity under Section 89. the total of the salary on schedule plus longevity will equal:

YEAR N B 8+15 8+30 8+45 M M+15 M÷30 M+45

2022-23 $67,250 $66,250 $67,200 $68,150 $69,100 $70,600 $72,100 $73,600 $75,100

2023-24 $68,450 $67,450 $68,400 $69,350 $70,300 $71,800 $73,300 $74,800 $76,300

25


