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AGREEMENT

This agreement is entered into between the Helena School District #1(hereinafter referred to as the
"Board"), and the Helena Education Association, affiliated with the Montana Federation of Public
Employees, National Education Association, American Federation of Teachers and the AFL-CIO,
(hereinafter referred to as the HEA or the “Association”) pursuant to and in compliance with the Public
Employees Collective Bargaining law, Title 39, Chapter 31. Montana Code Annotated hereafter called the
"Act".

ARTICLE I - RECOGNITION

1.1 Recognition:

The Board hereby recognizes the HEA as the sole and exclusive representative for collective bargaining
with respect to wages, hours, fringe benefits, and other conditions of employment for all employees in the
appropriate unit.

1.2 Appropriate Unit:
The appropriate unit shall consist of classified personnel employed by the Board as “Para Educators”

including bus Para Educators and after school day care Para Educators, either as “regular”, “special
services”, or “special skills” Para Educators.

ARTICLE 11 - DEFINITIONS

21 Employee:
Unless otherwise indicated, the term "employee", when used herein in this Agreement shall refer to all
employees in the appropriate unit as above defined.

2.2 School District or School Board:
The terms "School Board" or "School District” shall mean Helena School District #1, Helena, Montana,
its Board of Trustees or its officials and representatives as designated by the Board of Trustees.

2.3 Association:

The term "Association" shall mean the Helena Education Association, affiliated with the Montana
Federation of Public Employees, National Education Association, American Federation of Teachers, and
the AFL.-CIO.

ARTICLE III - ASSOCIATION RIGHTS

31 Association Rights:

The Board agrees that individual employees shall have the full freedom of association, self-organization,
and the designation of representatives of their own choosing, to negotiate the terms and conditions of their
employment, and that they 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. All rights granted under 3.1 must
be pursuant to MCA 39-31-201.



3.2  Pertinent Information:

The Board agrees to furnish to the Association upon request information concerning the names and
addresses of all unit employees and their unit salaries, or wages. The District shall notify the Association
on a weekly basis of new hires, including the name, address, position, salary, and hours.

The District agrees to assign thirty (30) minutes of any new employee orientation session to the Association
for purposes of information and enrollment of members. The Association will be responsible to attend the
orientation and provide the information.

3.3  Association Business:
Representatives of the Association will be permitted to transact Association business on school property,
provided that this shall not disrupt normal operations.

The Association staff members shall be allowed to visit the work areas of unit members in order to confer
with the employee on employee-employer related matters, so long as such visitations do not interfere with
the business of the employer.

3.4  Association Use of Buildings and Equipment:

The Association and its representatives have the right to use school buildings for meetings when the
buildings are available and the meeting does not conflict with the business of the employer. The principal
of the building in question shall be notified in advance of the time and place of all such meetings.

The Association shall have the right to post notices of activities and matters of Association concern on
employee bulletin boards, at least one of which shall be provided in each school building. The
Association may use the district mail service and employee mailboxes for association business.

3.5 Committees:

The District and Association will work together to provide representation on committees that impact the
Association, The specific committees and the number of Association members on each committee must
be mutually agreed upon.

3.6  Association Leave:

Up to five (5) days with pay, per year, will be provided to the Association for Association business. The
superintendent or his/her designee will be notified no less than forty-eight (48) hours prior to the
commencement of such leave. Additional leave requests may be made to the Superintendent or designee
and will be considered on a case by case basis. It is understood that the number of additional days
granted year to year may be different and therefore not precedent setting.

Should a member of the HEA be elected to a state or national office, he/she shall be granted an additional
five (5) days of Association leave.

3.7  Exclusive Rights of Association:
The rights and privileges of the Association as set forth in this Agreement shall be granted to the
Association.



ARTICLE IV - MANAGEMENT RIGHTS

4.1  Rules and Regulations:

The parties recognize the right, obligation, and duty of the Board and its duly designated officials to
promulgate rules, regulations, directives, and orders insofar as such rules, regulations, directives, and
orders are not inconsistent with the terms of this Agreement. The Board agrees to furnish each employee
a copy of any rules, regulations, directives, and orders.

ARTICLE V -DUES, FEES AND PAYROLL DEDUCTIONS

5.1  Dues Deductions:

The District shall, without charge, deduct the Association dues and optional contributions from the salary
of each employee who authorizes such deductions in writing. At the end of the month, the total amount
withheld from the employees' wages will be forwarded to the Association Treasurer along with a list of
the names of individual employees and the amount deducted from each. The Association shall certify to
the District the amount of the dues and fees to be deducted. In situations where net pay after taxes and
other payroll deductions is not enough to fund dues deductions, no deduction will be taken.

5.2  Representation:
The Association, as the exclusive representative of all members of the appropriate unit, will represent all
such persons fairly. No one shall be denied Association membership because of race, creed, color, or sex.

The Association agrees to indemnify and hold harmless the School District, the Board, each individual
Board member and all administrators against any and all claims, suits, or other forms of liability, and all
court costs arising out of the provisions of this Agreement between the parties for dues deduction.

5.3  Other Payroll Deductions:

Upon written authorization from the employee, the Board shall deduct from the salary of any employce
and make appropriate remittance for annuities, credit union, insurance, or any other plans or programs
that are currently available through the District payroll office if approved by the Association.

ARTICLE VI - EMPLOYEE RIGHTS AND RESPONSIBILITIES

6.1 Right to Association Representation:

An employee shall be entitled to have present a representative of the Association during any appearance
before the Board or its agents concerning any matter, which the employee believes, is disciplinary in
nature.

6.2  Just Cause:

No employee shall be disciplined or terminated without just cause. Just cause shall be defined as:
“reasonable, job related grounds for taking disciplinary action based on the employee’s failure to
satisfactorily perform job duties or actions that disrupt district operations.”



6.3  Personnel Files:

Employees shall have the right upon reasonable request to review their personnel files and to make a copy
of any document (with the exception of confidential placement files) contained within. No material
derogatory to an employee may be placed in the file unless it is signed by the author and the employee is
given an opportunity to read and respond to it. Such response shall be attached to the relating material in
the file.

Association staff members and local Association representatives shall have the right to inspect the
personnel file(s) of a bargaining unit member, with prior, written authorization from the employee, and
said representative(s) shall also be provided a copy of material in an employee personnel file(s) with prior
wrilten authorization.

ARTICLE VII - HOURS AND WORKING CONDITIONS

71  Work Day/Work Calendar:

A) The workday shall consist of no more than eight (8) hours of continuous work within a twenty-
four (24) hour period. Upon mutual agreement between the District and the Association an alternate work
schedule may be established.

1. A paid break of fifteen (15} continuous minutes will be given during every three (3) hours of
scheduled continuous work. This break shall occur approximately halfway through the three (3) hours of
scheduled work. Flexibility is allowed through mutual agreement by the employee and supervisor.

2. A non-paid, duty-free lunch break of thirty (30} minutes will be given in the approximate middle
of each shift that is regularly scheduled for five (5) hours or greater. A non-paid, duty-free lunch break
may be offered to employees who work less than a regularly scheduled five (5) hour shift if mutually
agreed to by the employee and supervisor. It is understood and agreed that employees shall be allowed to
leave the buildings during their lunch break.

B) Employee work shifts will have specific starting and ending times.

C) The regular work week shall consist of five (5) consecutive days (normally Monday through
Friday) followed by two (2) days of rest. Upon mutual agreement between the District and the
Association an alternate work schedule may be established.

D) The district will provide all necessary equipment including portable devices for student
information and tracking. Para Educators who are required to use their personal cell phone as part of their
assigned duties as medical support shall either be provided a cell phone by the district, or will be
reimbursed $30 per month, paid monthly towards the cost of their personal cell phone,

E) The work calendar for ten (10) month paraeducators (excluding SACC paras) will be as follows:
¢ One hundred-eighty (180) days with students
* Two (2) orientation days (two days directly prior to the beginning of school for students)
®  One (1) professionat development/work day on the high school PD/Records day in January
¢  One hundred-eighty three (183) total paid work days (this total does not include paid holidays
and paid calendar related days)

F) Paraeducators, if they so choose, may take appropriate leave in order to be paid for either one (1)
or two (2) of the Educator Conference Days in October.



7.2 Probation:

An employee under the provisions of this contract shall serve a probationary period of one (1) school year
of continuous service with the School District during which time the District shall have the unqualified
right to discharge such employee at any time during the probationary period. The probationary period
may be extended for a thirty (30) workday period upon mutual consent of the District and the Association.

7.3 Job Descriptions:

The District shall develop and place on file job descriptions for each classification in the unit. The
District may solicit input from staff members prior to the development of the job descriptions. Unit
members shall have access to the job descriptions.

7.4  Substitutes:
A In the event that no guest teacher can be secured, Para Educators are required to substitute for a

certified teacher at the supervisor’s discretion. When substituting for a teacher, the Para Educator shall be
paid their regular rate of pay or the substitute rate whichever is greater. Due to guest teachers being paid
on a half day basis, if the Para Educator substitutes for any portion of the half day, that Para Educator
shall be paid for the entire half or full day, regardless of the amount of time spent as the substitute.

B. Para Educators shall not be required to secure their own substitutes.

7.5  Summer Work:

Employees shall be given first consideration for Para Educator summer work within the school district.
Employees must submit a written request to Human Resources on or before May 1% in order to be
considered for summer work. If hired, they shall be paid according to the wage scale provided in
Appendix A and have all the benefits of this Collective Bargaining Agreement. Para Educators may turn
down any offers of summer employment.

7.6  Safety:
A. Safe Working Environment

The employer shall provide a place of employment which does not endanger the health or safety of any
employee. Employees shall have the right to refuse to work under conditions which are unsafe, and/or the
right to refuse to perform medical related or invasive hygiene procedures that are outside the scope of
their job description.

B. Safety Equipment
The Board will provide first aid kits and fire extinguishers as required by law.

7.7  Professional Development
The District is committed to the professional development and career progression of para educators. A

para educator who has worked for four (4) continuous years in the District and who is scheduled to
student teach in the District as part of an accredited teaching degree may apply for a sabbatical leave not
to exceed the duration of their student teaching. The para educator shall be paid their current salary and
receive all benefits while on sabbatical. In the event that more than two (2) para educators make
submission, the two (2) most senior educators will receive the sabbatical.

Interested para educators should make their request to the Human Resources Office and their building
administrator at least forty-five (45) days prior to beginning student teaching.



ARTICLE VIII - LEAVES AND HOLIDAYS

The District recognizes the diversity of employees and the need to take various types of leave during the
course of the school year for a range of personal and family obligations. Employees and management are
expected to communicate honestly and openly regarding leave requests. There will be a shared
responsibility in the use of leave benefits for outcomes that provide for employee personal considerations,
extenuating circumstances, positive employee morale, and adequate staffing.

For the purposes of Article VIIL, family is defined as any individual related by blood or affinity whose close
association with the employee is the equivalent of a family relationship.

8.1  Sick Leave:
Sick leave means a leave of absence with pay for an illness suffered by an employee or family.

A. Usage
Sick leave must be taken in no less than half-hour increments.
B. Accumulation

1. Each full-time employee is entitled to and shall earn sick leave credits from the first full pay
period of employment. For calculating sick leave credits, 2,080 hours (52 weeks x 40 hours) shall equal
one (1) year. Proportionate sick leave credits shall be earned and credited at the end of each pay period.
Sick leave credit shall be earned at the rate of twelve (12) working days for each year of service without
restriction as to the number of days an employee may accumulate.

i An employee may not accrue sick leave credits while in a leave without pay status. Employees
are not entitled to be paid for sick leave until they have been continuously employed for ninety (90) days.
Upon completion of the qualifying period, the employee is entitled to the sick leave credits they have
earned.

3. Permanent part-time employees are entitled to prorated leave benefits if they have a regularly
scheduled work assignment and have worked the qualifying period.

4, Full-time temporary and seasonal employees are entitled to sick leave benefits, provided they
work the qualifying period.

(& Pay for Unused Sick Leave

1. An employee who terminates their employment with the District is entitled to a lump-sum
payment cqual to one-fourth (1/4) of the pay attributed to the accumulated sick leave. The pay atiributed
to the accumulated sick leave shall be computed on the basis of the employee's salary or wage at the time
employment is terminated.

2k An employee who receives a lump-sum payment pursuant to this section and who is again
employed by the District shall not be credited with any sick leave for which the employee has previously
been compensated.



D. Sick Leave Bank

During the school year any employee may, at the employee’s discretion, donate not more than two (2}
days, nor less than one-half (1/2) day, of sick leave to an employee who is in need and will exhaust all
leave due to a qualifying FMLA event. Use of sick leave donations for a qualifying FMILA events for a
parent or for purposes of parental leave cannot exceed four (4) weeks. Administration may allow greater
consideration if extenuating circumstances exist. Any such donor shall complete the online form of their
intention to make such donation, Donated leave will be drawn in order of date of such receipt. A
drawing will be conducted to determine order of usage for donations bearing identical dates of receipt.
Any unused sick leave shall be returned to the donor(s) at the end of the school year.

8.2  Personal Leave:

‘Three (3) days per year, with pay, shall be allowed each employee to attend to personal matters.
However, use of such leave shall be in units of no less than half-hour increments. At least two (2)
working days' written notice shall be required except in case of emergency.

Personal Leave may be taken during student non-attendance days but shall not be taken to extend an
existing student holiday. Extenuating circumstances which are unanticipated and unpreventable may be
afforded consideration. This leave is not accumulative and employees leaving the District will not be
reimbursed for any unused perscnal leave.

For purposes of prorating this leave, the school year shall be divided into three (3) equal parts. When an
employee is hired they shall receive credit for the time remaining. For example, if an employee is hired
during the first (1%") trimester they receive three (3) days, if that same employee were hired during the last
trimester they would receive one (1) day. This leave can be used regardless of the employee’s probation
status.

8.3  Emergency Leave:

All employees shall be allowed up to five (5) days absence, total per fiscal year (July 1-June 31), for
deaths in the family without loss of pay. Accrued sick leave may be utilized for additional time. In
addition, one on one Para Educators will be allowed one (1) day absence in the event of the death of a
student for whom they are currently providing direct care.

84  Annual Vacation Leave:

Vacation leave shall be granted in accordance with state law. "Vacation leave" means a leave of absence
with pay for purposes of rest, relaxation, or personal business at the request of the employee and with the
concurrence of the employer. (MCA 2-18-601[8]).

Al Use

1. The dates when employees' annual vacation leave shall be granted shall be determined by
agreement between each employee and their supervisor with regard to the best interest of the District, as
well as the best interests of each employee.

2. Vacation leave must be taken in no less than half-hour increments.

3. If more than one (1) employee in a department requests a particular period of time for vacation

leave, and if in the opinion of the employer only one (1) can be released during this period of time, the
most senior employee shall be provided that time off. Should the same two (2) employees request the
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same vacation time two (2) or more years in a row, a rotation vacation schedule for those requests will be
established by the immediate supervisor.

4, Supervisors shall respond to requests for vacation within five {5) working days.
B. Rate
1. Vacation leave credits are earned at a yearly rate calculated in accordance with the following

schedule, which applies to the total years of the employee's employment with the District whether the
employment is continuous or not:

Working Days Credit

Years of Employment: Based on {2 months Based on 9 months
I day through 10 years 15 11.25

10 years through 15 years 18 13.50

15 years through 20 years 21 15.75

20 vears on 24 18.00

Vacation leave credits shall be earned and credited at the end of each pay period.

2. Each full time employee is entitled to and shall earn annual vacation leave credits from the first
full pay period of employment. Vacation leave credits earned shall be credited at the end of each pay
period. However, employees are not entitled to any vacation leave with pay until they have been
continuously employed for a period of six (6) calendar months.

For calculating vacation leave credits, two thousand eighty (2080) hours fifty-two (52) weeks at forty (40)
hours per week) shall equal one (1) year. Regular part-time employees (those who work less than forty
(40) hours per week) are entitled to pro-rated annual vacation benefits if they have worked the qualifying
period. However, for purposes of calculation of years of employment to determine the rate of earning
vacation leave credits, a school year shall constitute a full year of employment.

Employees working less than twelve (12) months shall earn vacation credits. However, such persons
must be employed six (6) qualifying months before they may use the vacation credits.

C. Accumulation

1 Annual vacation leave may be accumulated to a total not to exceed two (2) times the maximum
number of days earned annually as of the end of the first (1%) pay period of the next calendar year.
Excess vacation time is not forfeited if taken within ninety (90) calendar days from the last day of the
calendar year in which the excess was accrued.

2. Absence from employment by reason of illness shall not be chargeable against unused vacation
credits unless approved by the employee. Should an employee become ill on annual vacation, the
employee shall have the option to use sick leave rather than annual leave. The employee must notify their
supervisor immediately of such illness.

al Vacation leave shall not accrue during a leave of absence without pay, the duration of which
exceeds fifteen (15) days.
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D. Cash for Unused Vacation

1. An employee who terminates employment with the District for reason not reflecting discredit,
shall be entitled to cash compensation for unused vacation leave, assuming that the employee has worked
the qualifying period set forth in Section 2-18-611 MCA. The employee will be paid for unused
accumulated vacation leave at their hourly rate in effect at the time of termination of employment.

8.5  Family Medical Leave Act:
Please see Helena School District’s Policy on the Family Medical Leave Act. Violations of the District’s
policy on FMLA are subject to Article X (grievance procedure) of this collective bargaining agreement.

8.6  Workers' Compensation Leave:

The District agrees to retain the position of an employee on Workers' Compensation Leave for three (3)
months from the date of the injury. In addition, the district agrees to continue the employer contribution
of the cafeteria benefit plan for a maximum of three (3) months during the duration of the leave.

8.7  Jury Duty/Civic:

A, Employees will promptly inform the District when notified of a jury duty summons and will
cooperate in requesting a postponement of service if warranted by business demands. Each employee
who is under proper summons as a juror shall collect all fees and allowances payable as a result of the
service and forward the fees to the business office. Juror fees shall be applied against the amount due the
employee from the employer. However, if an employee elects to charge juror time off against personal
leave the employee shall not be required to remit juror fees to the employer. In no instance is an
employee required to remit to employers any expense or mileage allowance paid by the court.

B. Employees will promptly inform the District when they receive a subpoena. An employee
subpoenaed to serve as a witness shall collect all fees and allowances payable as a result of the service
and forward the fees to the business office or may elect to charge their witness time off against personal
leave, provided the employee has been subpoenaed on the employer’s behalf or the subpoena is for a legal
proceeding which is unrelated to the personal or financial matters of the employee. Witness fees shall be
applied against the amount due the employee from the employer. In no instance is an employee required
to remit to the employer any expense or mileage allowances paid by the court.

C. All articles of this provision shall be in accordance with MCA 2-18-619.

8.8  Public Service Leave:

An employee who is elected or appointed to public office shall be entitled to a leave of absence without
pay not to exceed one hundred eighty (180) days per school year in accordance with state law MCA 2-18-
620.

8.9  Military Leave:

Employees shall be granted leave for service in the military in accordance with state and federal law. The
District will comply with all federal regulations regarding the employee’s return to service following
military leave. (MCA 10-1-1009)

8.10 Incidental Leave:

Employees may occasionally without loss of salary, be granted the opportunity to attend school programs
involving children as business necessities will accommodate such opportunities and as the employee is
only able to attend the program during regular working hours. The granting process shall reside with the
building level administrator.

12



8.11 Leave without Pay:
A, An employee may be granted leave of absence without pay at the discretion of the employer.

B. Regquests for short term (1-2 days) leave without pay shall be submitted in writing by the
employee to the immediate supervisor who shall forward it to the Human Resources Office for final
consideration. Requests for long-term leave without pay shall be submitted to the Human Resources
Office to determine the kind of leave needed, i.e. FMLA, Medical Leave, etc.

() All requests for leave without pay shall state the reason for leave and the dates for which the
leave is desired.

D. The employee shall maintain but not accrue vacation or sick leave credits during a leave of
absence; the employee shall maintain but not accumulate seniority.

E. On returning to work, the employee shall return to their position or a comparable position with
comparable pay and benefits.

8.12 Holidays:
A. All employees covered by the terms of this Agreement shall receive the following paid holidays:

New Year's Day

Martin Luther King Jr. Day

President's Day

Memorial Day

Independence Day

Day before or after Independence Day (SACC employees only)
Labor Day

Thanksgiving Day

Day after Thanksgiving

0.  Christmas

= n = R TR e S

For twelve-month employees or other employees scheduled to work for the period of time that includes
July 4%, Independence Day shall be a paid holiday.

B. If any of the above holidays falls on Saturday, the preceding Friday is observed. If the holiday
falls on Sunday, the following Monday is observed. If a holiday occurs during an employee's vacation
leave, that day is not deducted from vacation leave.

C. Eligible employees shall receive a maximum of eight (8) hours regular pay for all holidays.
Employees who work less than eight (8) hours per day or less than forty (40) hours per week shall receive
holiday pay on a pro-rata basis. When an employee is required to work on a holiday, compensation will
be at the rate of two and one-half (2-1/2) times his/her regular rate of pay or, upon mutual agreement, one
and one-half (1-1/2) times his/her regular rate of pay and an alternate day off to be taken at a time
agreeable to the employee and the Employer.

D. An employee who is scheduled for a day off on a day which is observed as a holiday shall be

entitled to receive a day off either on the day preceding or the day following the holiday, whichever
allows a day off in addition to the employee's regularly scheduled days off.
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8.13 School Calendar Related Paid Days
All employees covered by the terms of this Agreement who are not scheduled to work during the
following breaks shall receive the following School Calendar Related Paid Days:

1. The day before Thanksgiving
Any business day that falls within the Winter Break, not normally credited as a holiday as noted
above

3. Spring Break

None of these days shall rollover for any reason. There shall be no substitution of these days. If an
employee is scheduled to work any of these days (SACC employees) they are not considered school
calendar related paid days, only paid days for the employee’s regular schedule.

This benefit is determined by the school calendar and cannot exceed 14 days in any given year without
mutual agreement.

Employees scheduled to work on those breaks shall receive the equivalency of School Calendar Related
Paid Days through their typical 12-month employment cycle. For example, SACC paras may be granted
days when the SACC program is closed such as around the 4% of July Holiday, and prior to the start of
school.

8.14 Early Release Days:

1. On carly release days, any employee who chooses to be dismissed from duty during the carly
release time will need to use appropriate leave for the remainder of the day. The District may require
employees to remain on duty during early release time.

2 As the Vigilante Parade continues to be held on a regularly scheduled school day, and as students
continue to be dismissed early, all Para Educators normally scheduled to work will be released with pay
for the day one-half hour after student dismissal. If a Para Educator chooses not to work the morning of
the Vigilante Parade, they will need to use appropriate leave for the full day.

ARTICLE IX - COMPENSATION AND FRINGE BENEFITS

9.1 Salary Schedules:
All employees shall be compensated according to the hourly wage rates reflected in the schedule attached
as Appendix A.

9.2  Qualified Stipends:

Specialized Para Educator positions covered by this negotiated agreement that require qualifications that
are above and beyond the qualifications of a Level 2 Para Educator may be eligible for an additional
stipend amount as determined by mutual agreement between HEA and the District. Any new stipend
amount must be approved by the HEA Board of Directors and the District Board of Trustees prior to
implementation. Eligible stipends will be paid for the duration of the time that the employee is
performing work in that particular Specialized Para Educator position. The stipend will cease upon the
employees assignment to a different Para Educator position. Eligible Stipends shall be listed in
Addendum A of the negotiated agreement.
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93 Longevity Pay:

Paraeducators who have worked in the District as a paraeducator for fifteen (15) to nineteen (19)
cumulative years, will receive an annual stipend of $200.00. Paraeducators who have worked in the
District as a paraeducator for twenty (20) to twenty-four (24) cumulative years, will receive an annual
stipend of $300.00. Paraeducators who have worked in the district as a paraeducator for twenty-five (25)
or more cumulative years will receive an annual stipend of $500.00. All stipends will be paid in June
upon successful completion of the school year by the eligible para educator(s).

94  Placement:

Employees will be placed on the schedule according to their proper wage classification. The District at
their sole discretion may grant up to five years on the pay matrix for past work experiences. Experience
shall be defined as working directly with students and school aged children (ages 3-19) on a day to day
basis including, but not limited to: in a school, paid, licensed daycare or pre-school, or in a recreational or
life stills program (YMCA, etc.).

9.5  Change in Scheduled Payday:
In the event the District needs fo change the date employees are paid, the District will provide the
association thirty (30) calendar days advanced notification.

9.6 Insurance:
A. Cafeteria Benefits Plan

The Helena Public Schools has a Self-Funded Insurance Plan. It is the responsibility of the Health Benefits
Committee to review all benefits contained in the cafeteria benefit plan and make recommendations
concerning the cafeteria benefits. The Health Benefits Committee shall provide the Board of Trustees and
the Association with information regarding any recommendations for changes in the cafeteria benefit plan
prior to requesting approval from the Board of Trustees.

HEA will meet with the District after the committee formulates premium recommendations to negotiate
the district and employee contributions to the cafeteria benefit plan amounts. Those amounts will be
illustrated in the CBA as noted below.

The District shall contribute to the employee cafeteria benefit plan the amount of twelve thousand, cight
hundred, thirty-two dollars and eighty cents ($12,832.80) for the duration of the Agreement.

Any para educator not enrolied in the district health insurance plan will have an amount equivalent to the
single premium (or prorated portion for part-time para educators) contributed directly to the non-
participation account and the para educator will not receive that portion of the cafeteria benefit.

If maintenance of benefits costs more than the above amount, the Health Benefits Committee may
recommend changes in the benefits or in the premium structure to the Board of Trustees.

The District shall maintain, as allowed by Section 125 of the Internal Revenue Code, a salary reduction
plan for flexible spending accounts. Participating employees shall assume the cost of the individual

annual participation fee.

Part-time para educators shall receive benefits proportional (based on FTE amount) to those received by
full-time para educators.
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Cafeteria Plan benefit contributions for a teacher who has been temporarily employed to replace a para
educator on leave shall cease with the termination of that temporary employment except as the para
educator is offered continuing employment,

Any cafeteria benefit amount not designated for use in the cafeteria plan may be used by the employee for
a tax-sheltered account available through the District payroll. If a Para Educator does not elect to use all
the district contribution for cafeteria plan benefits or a tax-sheltered account, the balance may be taken as
cash. Part-time Para Educators may receive a prorated cash amount (minus the single premium prorated
health insurance rate) if they choose not to be a member of the health plan.

A summary of Cafeteria Plan benefits shall be furnished to all Para Educators.
The Non-Participation Account

On June 30" of each school year the amount of the “Cash Balance”, the “Reserve for Attachment Point”
and the “Reserve for Run Out” of the Self-funded Health/Benefits plan will be reviewed to determine the
distribution of the Non-Participation account. If the “Cash Balance” amount is less than 1.25% of the
combined total of the “Reserve for Attachment Point” and the “Reserve for Run OQut” amount then the
amount in Non-Participation account will be placed in the Self-funded Health/Benefits Plan as it
accumulates during the next school year. If the “Cash Balance” amount is greater than the 1.25% as
explained above, then the amount in the Non-Participation account will be placed in the general fund
budget as it accumulates during next school year.

B. Cafeteria Plan Offerings

The Health Benefits committee shall recommend the required and optional offerings of a cafeteria plan of
benefits to the Board of Trustees for approval. The cafeteria plan offerings will include as a required
minimum, Health Coverage, Pharmacy, Dental and Optical, and Life Insurance for employees.

The School District’s only obligation in the above Article is to make the appropriate payment including
written authorized withholdings from the employee to the insurance policy, carrier, or trust. The School
District is not obligated or held liable for the failure of an insurance policy, insurance company, insurance
provider and/or trust to provide coverage and/or failure to pay benefits. The partially self-funded benefits
program(s) is not subject to this Section.

C. Part-Time Employees

For purposes of insurance coverage an employee shall be considered full time if they are regularly
scheduled to work thirty-five (35) or more hours per week. Employees regularly scheduled to work less
than thirty-five (35) hours per week shall have the district's contribution prorated based on hours worked.
All Para Educators hired prior to May 1, 1999 shall be considered full-time if regularly scheduled to work
thirty (30) or more hours per week.

D. Retirement and Termination
Employees, who retire under the provisions of the Public Employees Retirement System, or the Teachers
Retirement System, may choose to continue on the School District Health Insurance Program by paying

their own premium. Retirees are eligible to pay and stay on the District’s Insurance until they are age
sixty-five {65).
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Should an employee terminate employment with the district, the district contributions shall cease,
effective at the end of the month of contribution except as noted in E of this section.

E. Insurance Committee

The District Insurance Committee shall review and make recommendations to all District employee
groups and the Board of Trustees on matters concerning the District's insurance program. The
Association shall appoint members to the committee in accordance with the representation guidelines
stipulated in the District Insurance Committee operating guidelines.

9.7  Continuing Education:

The Board shall pay the full cost of tuition, books, meals, lodging, transportation, and other reasonable
expenses incurred by an employee in connection with any course, workshop, seminar, conference, and in-
service training session which the employee takes at the request of the Board or Admiinistration.

9.8  Travel Expenses:

All employees required to travel as part of their duties will receive reimbursement for travel at the rate
established by Montana law. When an employee is required to travel as part of their duties, time spent in
travel shall count as hours worked, including travel from one worksite to another and travel which is
required outside the employee's normal workday. This reimbursement will not include traveling to
meetings such as Professional Learning Communities or training opportunities. This reimbursement will
not include traveling between a schoo! day paraeducator position to a SACC program position.

Where authorized travel is not required but is job related and beneficial for the employee and employer,
reimbursement at an agreed upon rate may be arranged between the employer and the employee, provided
an agreement to this cffect is reached between the employee and employer prior to the travel.

9.9 Retirement:
The employee is required to belong to the Public Employees Retirement System (PERS) or the Teachers
Retirement System (TRS) as defined in Title 19 MCA

Retirement Benefit

Any retiring Para Educator with twenty (20) years or more of experience with the Helena School District
will receive $6,000.00 in termination pay. Written notification of retirement plans must be submitted to
the District ninety (90) days prior to the date of retirement. Issues or concerns regarding a Para
Educator’s eligibility or hardship situations for the “Retirement Benefit” may be brought forth to the
District Superintendent by the HEA President.

9.10 Building/Faculty Meetings:

One HEA representative at cach school will be paid (their regular rate of pay, no overtime) to attend the
school’s building/faculty meeting once a month if a meeting is held. The designated representative must
be a Para Educator who would not require a substitute to attend the meeting and documentation of their
attendance at the meeting must be recorded.

ARTICLE X - GRIEVANCE PROCEDURE

10.1 Purpose:
The purpose of this procedure is to secure, at the lowest level possible, equitable solutions to the problems
which may from time to time arise affecting the welfare or terms and conditions of employment of
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personnel. Both parties agree that these proceedings will be kept as informal and confidential as may be
appropriate at any level of the procedure.

10.2 Definitions:
Grievance - a claim based upon an event or condition or circumstance under which an employee or the
association believes that there has been a violation of the terms or conditions of this Agreement.

Grievant - shall be an employee, a group of employees or the Association asserting a grievance.

Days - reference to days in this procedure shall mean working days.

10.3 Right to Representation:
A. Individual Rights

Nothing contained herein shall be construed as limiting the right of any employee having a grievance to
discuss the matter informally with any appropriate member of the administration as long as the
Association is notified as to the disposition of the matter and such disposition is consistent with the terms
of this Agreement.

B. Association Representation

An Association representative may be present for any meeting, hearing, appeal, or other proceeding(s)
relating to a grievance.

10.4 Procedure:
A. Level One - Informal

Within fifieen (15) days of the occurrence, or within fifteen (15) days of the time that the grievant
becomes aware of the occurrence of the grievance, or by reasonable diligence should have become aware
of the occurrence of the grievance, the grievant shall discuss the situation with the immediate supervisor
with the objective of resolving the matter informally. Immediate supervisor will normally mean the
building principal. The principal or supervisor has five (5) days to investigate and respond in writing to
the informal grievance.

Bk Level Two - Principal/Supervisor

If the grievant is not satisfied with the disposition of the grievance at Level One, the grievant may file a
written grievance to the building principal, or to their immediate supervisor within ten (10) days of the
informal meeting. The grievance shall include the nature of the grievance, the specific clause or clauses
of the Agreement allegedly violated, and the remedy requested. The principal/supervisor shall provide a
written answer to the grievance within five (5) days after the meeting. Such answer shall include reasons
for the decision.

C. Level Three - Superintendent

If the grievant is not satisfied with the disposition of the grievance at Level Two, the grievant may appeal
the grievance to the Superintendent of Schools or designee. This appeal must be presented five (5) days
of the receipt of the Level Two decision. If the grievance is properly appealed, the Superintendent or
designee shall have ten (10) days in which to investigate, hold hearings and submit a written response to
the grievant. In all cases the Superintendent shall meet with the grievant within five (5) days to discuss
and attempt to resolve the grievance. The written response shall include reasons for the decision.
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D. Level Four - Board of Trustees

If the grievance has not been resolved at Level Three, the decision of the Superintendent may be appealed
to the Board of Trustees for consideration within five (5) days of the receipt of the Level Three decision.
The appeal shall be in writing and shall be accompanied by the decision at Level Three.

The Board, or a committee thereof, shall meet with the grievant at a special meeting or at its regularly
scheduled meeting. The District shall have at least five (5) days prior to the regularly scheduled meeting
to place the grievance on the Board agenda. Either the administration or the Association may call
witnesses and submit evidence as well as present argument during this hearing. The decision reached in
Level Four shall be issued in writing to the grievant no later than five (5) days following the Level Four
meeting and shall include reasons for the decision.

E. Level Five - Arbitration
1. Submission to Arbitration

If the grievant or the Association is dissatisfied with the disposition of the grievance at Level Four, the
grievance, only at the option of the Association, may be submitted to arbitration. The Association shall
exercise this right by giving written notice to the superintendent within five (5) days of the decision at
Level Four.

2. Selection of the Arbitrator

Upon submission of a grievance to arbitration under the terms of this procedure, one of the parties shall,
within five (5) days after the request to arbitrate, request the Board of Personnel Appeals to provide both
parties with an identical list of names and addresses of five (5) persons who have indicated a desire to
provide services as arbitrators. The Association and a representative from the Superintendent's Office
shall, within five (5) days of the receipt of such lists, meet and by alternately striking names from the list,
select the arbitrator by requesting the services of the last name remaining on the list.

3. Decision of the Arbitrator

The arbitrator shall be requested to render a decision within thirty (30) calendar days of the close of the
hearing and such decision shall be final and binding upon both parties. The arbitrator shall have no
authority to alter, vary, add to, or subtract from the terms of this Agreement. The arbitrator shall decide
all substantive and procedural arbitrability issues. The arbitrator's decision shall be based on the specific
provisions of this Agreement. The arbitrator shall notify both parties of his/her decision in writing.

F. Jurisdiction of the Arbitrator
1. Scope

The arbitrator shall decide all substantive and procedural arbitrability issues. Upon request of either
party, the merits of a grievance and the substantive and procedural arbitrability issues arising in
connection with that grievance shall be consolidated for hearing before an arbitrator. The arbitrator shall
not resolve the question of arbitrability of a grievance prior to having heard the merits of the grievance.
However, the arbitrator is required to rule on any arbitrability issue prior to any consideration for a ruling
of the merits of the grievance.
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2. Enforcement

The award of the arbitrator may be entered in any court of competent jurisdiction should either party fail
to implement the award. Each party shall bear its own expenses in connection with court review.

3. Expenses of Arbitration

Each party shall bear its own expenses in connection with arbitration including expenses relating to the
party's representative, witnesses, and any other expenses which the party incurs in connection with
presenting its case to arbitration. A transcript or recording shall be made of the hearing at the request of
either party. The parties shall share equally fees and expenses of the arbitrator, the cost of the transcript
or recording if requested by both parties, and any other expenses which the parties mutually agree are
necessary for the conduct of the arbitration. However, if only one party orders a copy of the transeript
that party shall pay for such copy.

10.5 Exceptions to Timelines:

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

Failure of the grievant or the Association to act on any grievance within the prescribed time limits will act
as a bar to any further appeal, and the District's failure to give a decision within the time limits shall
permit the grievant to proceed to the next step.

10.6 No Reprisals:
No reprisals of any kind will be taken by the Board against any person because of participation in this
grievance procedure.

10.7 Access to information:
The School District is a public agency and as such the association will have access to all public
documents, as provided by statute.

10.8 Personnel Files:

All documents, communication, and records dealing with the processing of a grievance shall be filed
separately from the personnel files of the participants and will be confidential to anyone other than the
parties.

10.9 Election of Remedies and Waiver:

Once the grievant or the Association has filed any complaint or other action with any county, state, or
federal agency, tribunal or other legal forum seeking the same remedy all rights to file or pursue a
grievance under this Article shall be forever waived. All provisions of this article shall be in accordance
with MCA 39-31-306 (5).

ARTICLE XI - EVALUATION

11.1 The Evaluation Process:
All employees should be observed and evaluated at least once each year by their building principal or
department supervisor.
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The employee's signature on the evaluation form indicates only that the employee has reviewed and
discussed the evaluation with the immediate supervisor. Each employee shall receive a copy of the
evaluation. After the formal evaluation form has been received, an employee may submit a written
rebuttal which shall be attached to the employee's formal evaluation and placed in the personnel file. If
an evaluation is not considered positive the employee may appeal the evaluation to the Labor
Management Committee for review. It is understood that if no evaluation is done, it is considered a
positive evaluation.

11.2 Conditions of Evaluation:

All monitoring and observation of the employee's performance shall be conducted openly and may be
utilized by the supervisor as part of the total assessment of the employee's ability to meet the expectations
of the position.

11.3  Unsatisfactory Performance by an Employee:

Unsatisfactory performance noted by the supervisor(s) in observations should be reported to the employee
as soon as possible. When unsatisfactory performance is noted on an employee’s evaluation, the
supervisor(s) shall provide written suggestions for improvement. The employee's failure to remedy the
unsatisfactory performances may result in disciplinary action.

ARTICLE XII - TRANSFERS AND LAYOFF

12.1 Seniority:

A. For purposes of this Agreement, seniority will be defined as the date of hire of continuous
employment within the bargaining unit. Seniority will continue to accrue during paid leaves absence,
leave approved under the Family Medical Leave Act (FMLA) and up to one (1) year while on worker’s
compensation. If more than one (1) employee has the same date of hire, seniority ranking shall be
determined by drawing lots.

B. Seniority shall terminate upon discharge for cause or voluntary severance of employment. When
employees are laid off due to a reduction in force, the employee shall retain his/her seniority status for a
period of two (2) years.

C. By January 30 of each year, the district will provide the Association with a list showing the
seniority of each employee in the bargaining unit. The district will have a current list available at Human
Resources which will be available for inspection during regular working hours.

Assignments, Transfers, Vacancies and Exchanges.

Para Educator positions within the District may be filled by increasing work hours, reassignment within a
building, voluntary or involuntary transfer, advertised vacancy and/or through exchange. Procedural
process for filling positions within the District is as follows: 1) Building principal/supervisor will review
requests for increasing hours or reassignment within the building. 2) Transfers will be reviewed. 3)
Position will be filled through a selection process that includes applicants from outside the District. Prior
to filling a bargaining unit vacancy announcement, Human Resources will review the active voluntary
transfer requests and/or voluntary work hours increase requests for possible transfer(s) or increases. It is
understood that the personnel needs of the district must supersede the needs of the individual in regard to
selection of individuals to fill any bargaining unit position. Should a bargaining unit member who
submitted the appropriate request for consideration to a position, not be granted that position, then the
bargaining unit member may submit a written request to Human Resources for clarification of why the
request was not granted and Human Resources will provide the clarification.
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A. Assignments:

For the purpose of this article “assignment” shall be defined as the duty category the Para Educator has
been assigned within a particular building. Para Educators assigned to student services are to be
considered as one building; also Para Educators assigned to school aged child care (SACC) are to be
considered as one building.

The assignment of Para Educators shalt be made by the Superintendent or the Superintendent’s designee.
Para Educators wishing a change of assignment shall provide written notification to their building
principal/supervisor or student services administrator by September 15® of each year. The District
administration shall determine which Para Educator within a building is best qualified for the assignment.
If qualifications are determined to be equal then seniority will prevail.

B. Transfers

“Transfer” shall be defined as an administratively initiated change of personnel to another building within
the district. Para Educators assigned to student services are to be considered as one building; also Para
Educators assigned to school aged child care (SACC) are to be considered as one building.

The Board and Association both agree that voluntary and involuntary transfers may be both necessary and
desirable to fulfill the District’s educational goals and policies. Every effort will be made by building
administrators to include the affected Para Educator in transfer discussions.

C. Voluntary Transfers

Bargaining unit members wishing to voluntarily transfer to another building shall initiate a request in
writing with Human Resources and their immediate supervisor and if appropriate the student services
supervisor. The written request must be specific as to building preference, classification and hours. These
written requests will be valid for transfer consideration for a period of one calendar year. Consideration
will be given to transfer requests as assignments are made and openings occur. Transfer requests received
after a specific position is posted will not be considered for that specific position and the employee must
complete the application process for a vacancy if they wish to be considered for that position. The
decision to grant a voluntary transfer must be mutually acceptable to the District and the individual
requesting the transfer. The District will consider skills, ability, training, appropriate experience, the
needs of district and seniority for voluntary transfer requests. If skills, ability, training, and experience are
equal, seniority will be the determining factor.

D. Involuntary Transfers

The Board and Association agree that involuntary transfers should be held to a minimum. Management
will consider extra-ordinary circumstances as part of the decision-making process. Before any bargaining
unit member is subject to an involuntary transfer, the district shall solicit qualified volunteers from
employees in the affected building(s). Should no volunteers be found, the least senior qualified employee
will be transferred. Qualified as used in this section shall be defined as meeting the minimum
qualifications of the open position.

E. Voluntary Work Hours Increase
Para Educators working less than eight (8) hours per day, who desire an increase in their work hours in

the same building, shall initiate a request in writing to their building administrator and/or their immediate
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supervisor and if appropriate the student services administrator at the beginning of each school year. In
addition, Para Educators working less than eight (8) hours per day, who desire an increase in their work
hours and would be willing to travel between buildings, shall initiate a request in writing to Human
Resources at the beginning of each school year. Consideration will be given to work hour increase
requests as openings occur and assignments are made. The Association acknowledges that the personnel
needs of the School District must supersede the personal needs of any applicant.

F. Vacancies

Vacancies shall be defined as the existence of a District-determined need to obtain additional staff
resulting from unfilled assignments within the District.

Postings will include: Classification of position or job title, minimum qualifications and location(s) of
vacancy.

Bargaining unit members who have not submitted an appropriate request for a position prior to the
position being posted who wish to apply for the posted vacancy shall make application during the defined
recruitment period.

Where specific training, experience, or other qualifications are prerequisites, such considerations shall be
stated in the vacancy notice.

In each instance, following the application deadline date, existing staff shall be extended first
consideration. First consideration is defined as the opportunity to complete all competitive screening and
testing tasks required of non-member candidates and automatic selection for an interview.

The employer will make an effort to fill all bargaining unit positions with a bargaining unit member if the
applicants are determined to be equally qualified through the selection process utilized for the position.
Where two or more bargaining unit employees are determined to be equally qualified, seniority will be
the determining factor.

The Association acknowledges that the personnel needs of the School District must supersede the
personal needs of any applicant.

The District, when possible, will maximize the number of full-time positions and limit the number of
part-time positions.

Posting Available Positions.

All Para Educator positions that may be filled by the procedures outlined in Article 12.2 or through the
application process will be posted for a period of five (5) working days, except if a vacancy occurs ten
(10) working days prior to or after the first day of school. Vacancies occurring within this period will be
filled in 2 manner which best meets the immediate needs of the district and are not subject to the
provisions of this Article.

Posting consists of placing the position on the District website. The District may generate and distribute a
general recruitment posting to media and other sources for recruitment of a pool of potential applicants
from outside the District for possible employment.

The District and Association recognize the importance of workplace continuity, as well as the fact that

existing staff may best qualify for and desire a position becoming available during the school year. It is
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also recognized that the most prudent method of filling vacancies may occur at the beginning of the next
school year.

If an existing bargaining unit member is selected to fill a vacancy, it shall be so announced. The
administration, however, shall determine when the staffing change shall occur. A temporary replacement
may be utilized to complete the remaindet of the school year in the initial vacancy. The successful, in-
District applicant shall assume the duties of the initially advertised position no later than the beginning of
the ensuing school year.

H) Exchange

The District recognizes the value that a change of assignment may provide to a bargaining unit member
and to the District. The potential for improved services, personal development, training and the
opportunity to expand and explore areas of interest are factors that could be reasons to participate in an
exchange. A reasonable effort shall be made to return the members to the assignments held immediately
prior o the exchange. Members that do exchange may mutually request by May 1 that the exchange be
made permanent upon administrative approval.

Para Educators who would like to exchange assignments for one year shall submit requests to their
principals/supervisors by May 1. The principals/supervisors shall review the requests, conduct interviews,
and forward recommendations to Human Resources for a final decision.

For the purposes of this Article bargaining unit members may grieve district assignment, involuntary
transfer, vacancy, or exchange decisions only if a member’s rate of compensation or degree of benefits is
reduced as a result of district action, or if the procedures stipulated for involuntary transfer are not
followed.

12.3 Layoff:

If 2 reduction in the number of employees is required, employees will be laid off in the order of least
seniority within job classification and building assignment. Employees to be laid off will be given at least
thirty (30)_calendar days notice before the effective date of the layoff.

124 Recall:

A. Whenever there is a vacancy in a bargaining unit position, laid-off employees who are qualitied
to perform the work in question will be recalled in order of seniority. No new employees shall be
employed by the Board while there are employees on layoff, unless none of the employees on layoff is
qualified to fill the position in question.

B. If a laid-off employee has been recalled to a position other than that held immediately prior to
layoft, he/she will be eligible for transfer into his/her original position according to the provisions of this
Article should that position be reinstated.

C. Notice of recall will be given by registered mail to the last address given to Fluman Resources by
an employee. A copy of the notice of recall will be given to the Association. If an employee fails to
respond within seven (7) calendar days after receipt of the above notice of recall, the employee will be
deemed to have refused the position offered.

D. An employee who is laid off will remain in the recall list for two (2) years after the effective date
of layoff unless the employee

1. Waives recall rights in writing
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2 Resigns

3. Fails to accept recall to the position held immediately prior to layoff or to a substantially
equivalent position
4, Fails to report to work in a position that he/she has accepted unless such employee is sick or

injured. If an employee has temporary employment elsewhere, he/she will be allowed a reasonable
amount of additional time (normally two (2) weeks) before being required to report to work.

12.5 Recall Seniority/Pay Schedule:

Para Educators who were laid off because of a reduction in force and become reemployed by the District
within two (2) years of the date of the reduction in force will return to their previous level of seniority and
placement on pay schedule

12.6 Layoff Benefits: - - ) B
A. During the period of layoff, the employee shall be entitled to continue participation in the health
insurance program at their own expense.

B. All benefits to which employees were entitled at the time of their layoff will be restored to them
upon returning to active employment and they will be placed on the proper step of the salary schedule for
their current position according to their experience. This provision does not apply to accumulated
vacation or sick leave for which an employee has received compensation.

ARTICLE XIII - LABOR MANAGEMENT COMMITTEE

13.1 Labor Management Committee:

Both the District and HEA embrace a problem-solving approach that will encompass a shared decision
making process fostering trust and respect. The HEA and District will accept responsibility for the
decisions achieved through the shared decision-making process. The District and HEA will strive to be
unbiased and truly look for solutions that will benefit students, employees and the community. The
Employer and the Association agree to the establishment of a Labor-Management Relations Commitiee.

Section 2. Training regarding LMC’s will be encouraged. The LMC will be composed of six people who
include the HEA President and the District Superintendent or designees. Both the HEA President and the
District Superiniendent will appoint two other individuals to the committee.

Section 3. The Committee shall meet at a mutually agreed date, time and place.

Section 4. The bargaining unit Association members will receive paid release time to attend meetings when
scheduled during normal work hours.

ARTICLE X1V - EFFECT OF AGREEMENT

14.1 Complete Agreement:
For the term of this Agreement no change shall be made in any provision of this Agreement unless by
mutual consent of the parties hereto.

14.2 Interim Amendment:

Changes or additions to this Agreement during its term may be negotiated only upon mutual agreement of
the parties to this Agreement. Any agreed to changes or additions shall be made effective upon any date
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agreed upon by both parties. In order for any changes to be effective, they must be set down in writing
and approved and signed by the Association and the Board.

14.3 Savings and Severability:

In the event that any provisions of this Agreement shall be declared invalid at any time or unenforceable
by any court of competent jurisdiction or through government regulations or decree, such decision shall
not invalidate the entire Agreement, it being the expressed intention of the parties hereto that all other
provisions not declared invalid or unenforceable, shall remain in full force and effect.

ARTICLE XV - DURATION

15.1 Duration:

This Agreement shall be effective as of July 1, 2025 and shall continue in full force and effect until
June 30, 2027.

Signatures:
A e
VS
For the District: For the Association:
Jennifer McKee, Board Chair Jane Shawn, HEA President

Date: June 10,2025
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Appendix A: SALARY MATRIX

This pay scale reflects a 40 cent per hour increase from the 2024-2025 pay scale on every cell.

e N T S e e o Y
O~ R WN RO

W oo ~NO U RN RO

Base

$14.85
$15.51
516.17
$16.85
$17.28
$17.73
$18.17
$18.62
$19.06
$19.51
$19.94
$20.40
$20.83
$21.26
$21.73
$22.16
$22.60
$23.05
$23.49

HSD Paraeducator Pay Scale 2025-2026

Title

$15.50
$16.16
$16.82
$17.50
$17.93
$18.38
$18.82
$19.27
$19.71
$20.16
$20.59
$21.05
$21.48
$21.91
$22.38
$22.81
$23.25
$23.70
$24.14

1&Title

$16.15
$16.81
$17.47
$18.15
$18.58
$19.03
$19.47
$19.92
$20.36
$20.81
$21.24
$21.70
$22.13
$22.56
$23.03
$23.46
$23.90
$24.35
$24.79

Level 1

$15.50
$16.16
$16.82
$17.50
$17.93
$18.38
$18.82
$19.27
$19.71
$20.16
$20.59
$21.05
$21.48
$21.91
$22.38
$22.81
$23.25
$23.70
$24.14

Level 2

$16.20
$16.86
$17.52
$18.20

$18.63

$19.08
$19.52
$19.97
$20.41
$20.86
$21.29
$21.75
$22.18
$22.61
$23.08
$23.51
$23.95
$24.40
$24.84

2&Title
$16.85
$17.51
$18.17
$18.85
$19.28
$19.73
$20.17
$20.62
$21.06
$21.51
$21.94
$22.40
$22.83
$23.26
$23.73
$24.16
$24.60
$25.05
$25.49

27



This pay scale reflects a 60 cent per hour increase from the 2025-2026 pay scale on every cell.

HSD Paraeducator Pay Scale 2026-2027

Title

Base
0 $15.45
1 $16.11
2 $16.77
3 $17.45
4 $17.88
5 $18.33
6 $18.77
7 $19.22
8 $19.66
9 $20.11
10 $20.54
11 $21.00
12 $21.43
13 $21.86
14 $22.33
15 $22.76
16 $23.20
17 $23.65
18 $24.09

Job Classifications

$16.10
$16.76
$17.42
$18.10
$18.53
$18.98
$19.42
$19.87
$20.31
$20.76
$21.19
$21.65
$22.08
$22.51
$22.98
$23.41
$23.85
$24.30
$24.74

1&Title

$16.75
$17.41
$18.07
$18.75
$19.18
$19.63
$20.07
$20.52
$20.96
$21.41
$21.84
$22.30
$22.73
$23.16
$23.63
$24.06
$24.50
$24.95
$25.39

Level 1

$16.10
$16.76
$17.42
$18.10
$18.53
$18.98

$19.42

$19.87
$20.31
$20.76
$21.19
$21.65
$22.08
$22.51
$22.98
$23.41
$23.85
$24.30
$24.74

Level 2

$16.80
$17.46
$18.12
$18.80
$19.23
$19.68
$20.12
$20.57
$21.01
$21.46
$21.89
$22.35
$22.78
$23.21
$23.68
$24.11
$24.55
$25.00
$25.44

2&Title

$17.45
$18.11
$18.77
$19.45
$19.88
$20.33

$20.77

$21.22
$21.66
$22.11
$22.54
$23.00
$23.43
$23.86
$24.33
$24.76
$25.20
$25.65
$26.09

Para-educators will receive a step increase each July 1 if they meet the following requirements: 1) Have
completed their probationary period, 2) received a positive evaluation.

Para Educators shall be compensated for all hours of work authorized by their respective supervisor. Para
Educators shall be compensated for all District provided or pre-approved hours of training up to twelve
(12) hours per year outside of their normal work day or school day.

Para Educators who meet the Title 1, highly qualified requirements (completed two years of study at an
institution of higher education, obtained an associates’ (or higher) degree, or successful completion of the
Paraprofessionals Achieving Standards Successful (PASS) Training or approved equivalent training) will

earn an additional $.65 cents an hour.

Level T Para Educators will earn an additional $.65 an hour.
Level 2 Para Educators will earn an additional $1.35 an hour.

Level 1 Definition:
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The following Para Educator positions will be available for the Level 1 Stipend. Para Educators with
regular and ongoing performance responsibilities (i.e. 50% or greater) that are directly related to student
hygiene, seizure control, the medically fragile, feeding, lifting, and acts of physical aggression will be
paid at the Level 1 rate. A proposed Level 1 distinction for any Para Educator position that is not
specifically listed above, will be brought to the Labor Management Committee for consideration. If the
Labor Management Committee cannot reach a consensus agreement on either approval or denial of the
proposed distinction, then the District will make the final determination. The S.A.C.C. program (School
Aged Child Care) employees will be placed in this category.

Level 2 Definition:

The following Para Educator positions will be available for the Level 2 Stipend: Behavior Interventionist,
Sign Language Instructor/Interpreter, Braille Instructor/Interpreter, OT and or PT Assistants and any Para
Educator position that requires specific specialized training or certification that is not is not commonly-
found in the local labor market. A proposed Level 2 distinction for any Para Educator position that is not
specifically listed above, will be brought to the Labor Management Committee for consideration. If the
Labor Management Committee cannot reach a consensus agreement on either approval or denial of the
proposed distinction, then the District will make the final determination.

Sign Language Interpreter Stipend:

The District shall provide a $5.00/hour Stipend for Sign Language Instructor/Interpreter who have a 3.5
score or higher on the Educational Interpreter Performance Assessment (EIPA) and keep their
certification current

If a Para Educator is employed in two different pay classifications [i.e. “Regular Para Educator” (2 hrs.
/day) and “Level 1 Para Educator” (3 hrs./day),] the Para Educator will be paid at the pay classification
rate that is higher of the two (2) pay classification. This shall go into effect immediately upon an official
schedule change, or after tiwo weeks of performing those duties consistently.

When a Para Educator is involuntarily changed from a higher paying classification to a lower paying

classification, the employee will continue to receive the higher pay for forty-five (45) work days or until
the end of the school year, whichever occurs first.
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